
Any law which does not protect the
rights of employees — who by defi-
nition without unions and a proper
governance structure are vul-
nerable to excesses by employers —
cannot be just, fair and equitable.

The trainee system dodges the Ap-
prentices Act and pulls wool over
the Contract Labour (Regulation
Abolition) Act. Any amount of
grand standing that it develops
skills deserves scorn. 

The trainee smoke screen is a
cheap labour-wage arbitrage strate-
gy. The trainees are actually em-
ployees who are called upon to do
back-breaking work with very little
structured learning support. They
are compelled to suffer a huge — of-
ten close to 50% — wage discount,
compared to a permanent staff do-

ing the same work without any ver-
ifiable claim to higher skill maturi-
ty or higher productivity. 

The second excess is the practice of
outsourcing core work and washing
hands of the infringement of laws
by supplier agencies or contractors.
If the ebb and tide of any business
establishes a certain benchmark of
employee requirement for core op-
erations, what can be the justifica-
tion to outsource it other than 
wage arbitrage? 

In all these cases, the manpower
supplier organisation receives a per
employee fee or margin to the tune
of 25% of wages at the least. We can
understand outsourcing, manage-
ment of IT infrastructure and soft-
ware development for a non-IT firm.
Similarly outsourcing non-core ad-
ministrative functions can also have
a rationale; not core operations like
manufacturing and sales. 

The less said the better about ram-
pant fraudulent practices around
payment of minimum wages, un-
conscionable medical assistance and
appalling safety norms. How can or-

ganisations justify having more than
half their employees in the cate-
gories as trainees and outsourced
staff ? We have to be clear that we are
not talking about job contracting to
vendors at their works. When orga-
nisations demand flexibility should
it come with a flexibility premium or
discount? At the least the universal
principle of ‘equal pay for equal
work’ should be guaranteed for trai-
nees and outsourced staff.

Nowhere in the world do hire and
fire come with no cost. I am all for
the freedom to let go of employees in
order to preserve the vitality of
commercial organisations. Howev-
er, to do this without adequate com-
pensation and auditable govern-
ance safeguard, especially in a
country with no social security cov-
er, is irresponsible. In almost all or-
ganisations, the brunt of job losses
is borne by the non-management
staff. So it is imperative that we have
laws that secure the interest of our
most vulnerable employees. 

Severance compensation should
act as deterrence against whimsical

firing and inept management.
Lastly, the practice of taking for

granted that all employees will
work beyond their contracted work-
ing hours, without expecting com-
pensation for the extra hours, is an-
other wage cost arbitrage. Junior
employees do not contract for deliv-

ering a fixed quan-
tum of work, but do
so to sell their
knowledge and skills
in return for equi-
table remuneration.

When we do not pay
them entrepreneu-
rial remuneration,
expecting entrepre-
neurial working
hours is unfair. 

Workplaces cannot
have elastic and per-

petually expanding hours of work,
especially for non-management staff.
Most organisations employ lesser
staff than warranted. In the absence
of unions as restraint, they fix pro-
ductivity norms to justify their man-
power numbers and demand almost

everyone regularly work two to three
hours more. To work longer for say
four or five days in a month is under-
standable, but not regularly as a de-
sign. Even this will mean these em-
ployees work a month-and-a-half
extra in a year, for 12 months’ wages.
Most sales employees are made to
work seven days a week.

In an era when most trade unions
have scripted their demise because
of their rigid and questionable con-
duct and when trade union-free in-
stitutions fail to bring governance
to bear on their employment pol-
icies, it is imperative that the state
plays its role through laws that re-
strain and deters organisations
when they are irresponsible. When
organisations demand liberal laws,
they should be worthy of them, by
having vigilant governance safe-
guards. Any labour law reform
should achieve ease of doing busi-
ness while protecting the just rights
of every employee in organised and
unorganised sectors.
The writer is executive director, 
ICICI Bank

Laws Must Protect ‘Vulnerable’ Employees
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Mumbai: Sachin Keshav’s (name changed)
rile about a past employer on his Facebook
page might have earned him many likes and
forwards, but it has spoilt his chances of land-
ing a better job next time.

Keshav, a mid-level employee of an informa-
tion technology firm, is among scores of pro-
spective employees whose Facebook and
Twitter accounts are under close employer
scrutiny. Candidates who post radical views
on various subjects apart from negative com-
ments about previous employers face the risk
of never being called for an interview or re-
ceiving job offers. Having a clean image on so-
cial media is equally important, according to
executive search industry experts.

“A profile on a social medium like Facebook
is normally woven in with traditional recruit-
ing programmes. This helps HR personnel to
do background checks and screen profiles of
potential recruits,” says Manoj Biswas, ma-
naging director, HR for Accenture in India.

Though Facebook is meant to be a leisure ac-
tivity, it is important to keep a professional
profile while looking out for a job. “Employers,
to a great extent, have second thoughts on an
individual who appears to be insensitive and
tactless on such an open forum,” says Biswas.

While more than 90% of hiring managers
use professional networking site LinkedIn 
as a tool to source candidates, in certain in-
dustry sectors, such as IT, more than 50% 
of hiring managers scan candidates’ 
profiles on Facebook and Twitter before
shortlisting them.

“An online scan does not just save time, but
also helps get an insight into the candidates’
personality traits which is critical for assess-
ing their cultural fit with the organisation,”
says Prashanth Nair, managing partner and
country head of Inhelm Leadership Solu-
tions, a global headhunting firm.

According to Nair, even blogs and comments

on various public groups are scanned. Every-
thing on social networking sites — being
tagged in inappropriate pictures, communi-
cation skills in comments and blog posts, neg-
ative comments on an issue, comment bomb-
ing or having an opinion on everything,
friends and followers and even the posts
shared — can come in the way of prospective
employment with a company.

Such scanning of social networking sites
could be mostly for role-specific hiring for
managers at the middle level though not for
CXO-level hiring as most of them are not pre-
sent on FB, says Sinosh Panicker, associate
principal at executive search firm Heidrick 
& Struggles.

However, Rohit Karnatak, senior director,
Asia for Pinkerton, a corporate risk manage-
ment services provider, says there are 
cases of such scanning even for senior and
top-level hiring.

“A firm is more worried about the image the
top-level executive will create about the com-
pany and hence such checks are rampant in
that league,” he says.

“People should be careful of not sharing in-
formation online that the company treats as
confidential, controversial or proprietary, no
matter how exciting it is — even long after
leaving the organisation,” says Karnatak.

Karnatak’s firm, which helps companies
perform background verification checks on

candidates, has seen a steady rise in such man-
dates. “Earlier if one in every hundred clients
asked for such a check to be carried out, today
there are ten in hundred. We definitely are
witnessing an encouraging upward trend
here,” he says.

There are a couple of other dos on social
media networks that prospective employees
need to keep in mind.

One: Consistency in information about edu-
cational background and employment histo-
ry. “I did not bother to update my Facebook
and LinkedIn about employee history. Some of
the information did not match with informa-
tion provided in the resume. I was almost re-
jected by my employer had they not sought a
clarification,” says the vice-president of an
information technology company.

Two, when using Facebook to land a job, you
need to modify your profile so it reads like a re-
sume. It is imperative to list your education,
former employers and volunteer organisa-
tions you have worked for. “This gives the em-
ployer an overview into the kind of work you
previously performed as well as some creden-
tials,” says Biswas.

Importantly, keep pictures on your profile to
the bare minimum. You can also highlight
your accomplishments through some good
photographs. Ensure that the captions are
concise and adequate. 

Expect the employer to read your profile,
and edit it carefully. Make it professional, in-
formative and well written. “Networking has
always played an important role for job seek-
ers. Social media just takes traditional 
networking to a new technological level,”
says Biswas.

Besides “behaving well” on public social net-
working sites it is important to keep your pri-
vacy settings in place. Also, you need to search
your name on search engines from time to
time to see what comes up.

It’s not just enough to walk tall in the real
world. What you do, say, and above all, how you
project yourself in the online world is key.

Facebook, Twitter Current Status: 
Hirers are Watching You Closely
Prospective employees who post radical views on various subjects, get tagged in inappropriate pictures face risk of rejection

Mind Your Image Online
Employers Are Tracking You On Social Media. Here’s What You Must Watch Out For

Friends or Followers: Your friend list 
or the people you follow/those 

who follow you defi nes the company 
you keep. This leads a recruiter to 
arrive at conclusions about the kind 
of person you are

More than FB, LinkedIn & Twitter:
Sometimes, recruiters do not just visit 

obvious sites but other profi les too such 
as your blogs, mouthshut.com etc. Be
careful about what you put out there

Keep Your Profi les Private: Change your 
settings to ‘private’ so only people who 

are on your profi le can see the ‘real’ you

Google Yourself: Occasionally, type 
your name in the Google search bar 

and get an idea about how your image 
is showcased

Keep All Information Consistent: En-
sure that the interests and other facts 

mentioned in your resume are similar to 
the ones in your social media profi les 
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Inappropriate Pictures: The 
pictures you put up are avail-

able for the prospective employer 
to see. Make sure it represents the 
image you want to create

Communication Skills: If you 
display poor language or gram-

mar publicly, you are sure to get 
negative scores

Negative Comments: Watch out 
before writing anything nega-

tive about previous employers. 
This sends out a poor impression 
about your loyalty

Comment-Bombing: Having a 
voice or an opinion is tolerable 

but being argumentative and using 
slang may not earn brownie points

Shares: Recruiters would like to 
know your interests, which can 

be seen through the links or posts 
you share or retweet
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Grooming and empowering employees into com-
petitive performers is critical for every organisa-
tion to reach its potential. Rica Bhattacharyya
finds out how managers can make sure they are 
getting the best out of  their employees.

Make Space for Job Crafting1
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A  manager can empower employees by pro-

viding them with the scope to craft their job or 

role based on expertise. “Job crafting allows 

them to align organisational goals with their 

skills and individual development goals,” says 

Ruchi Sinha, assistant professor of business and organisational 

behaviour at ISB. Job crafting lets an employee define tasks and 

goals and allows them to set the steps to achieve these goals.

Support Innovation
Employees will be motivated to perform if their organisation 

provides formal mechanisms for sponsorship of creative ideas. 

Such support empowers employees to explore task ideas beyond 

their everyday role and increases job commitment, says Sinha. 

Encourage Dialogue
It is not uncommon for employees to hold 

back from freely communicating with their 

senior leaders due to fear. A leader who is fair 

gives constructive feedback and avoids being 

ambiguous. She is successfully able to help 

employees translate this feedback into specific goals and objec-

tives, says Prithvi Shergill, chief human resource officer, HCL 

Technologies. Managers need to be approachable and available 

to engage in periodic conversation with employees.

Let Them Take Ownership
“Leaders should let their people take ownership and assume 

more responsibility when they are ready, and they should know 

when that is. Empowered employees take pride in their owner-

ship when they know they can exercise independent judgment 

when necessary,” says Deodatta Kurane, group president, 

human capital management, YES Bank.

Part of empowering employees includes creating 

an environment where they can strive. “Human 

resource policies that create a physically com-

fortable workplace; provide for work-life balance 

options and institutionalise 360-degree perform-

ance appraisal, etc address employee morale and 

job satisfaction,” says Sinha. Also customised skill development 

workshops are an efficient way of empowering employees. “Or-

ganisations need to sell the idea that they are committed to invest 

in employee skill and career development,” she adds.

Empower 
Staff to Give 
of their Best

WAYS 
TO

Create a Conducive Environment

Cos Hike Pay Packages
For IIT Recruits

TOPPING IT UP

SOURCE: IIT placement cells
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Placements at the IITs have entered the
second week, in a season that has seen a big 
surge in recruiter interest and number of 
offers. While colleges expect average salaries 
to go up by 10%-15% this season, at the upper 
end of the spectrum, companies like US
network security company FireEye and
California-based business analytic software
company FICO have upped their packages by 
64% to 117% since the last placements.
Sreeradha D Basu and Devina Sengupta
take a look at eight companies that have hiked 
their packages by over 20% from last year.

PACKAGE LAST YEAR PACKAGE THIS YEAR % INCREASE (APPROX)

(In ` Lakh)
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Devina Sengupta and 
Sreeradha D Basu

Mumbai: Barely a year after
the Nirbhaya incident, India
Inc is forced again to remind
its women employees “to be
safe”. In the aftermath of the
Uber rape case, several com-
panies have sent out advisory
mails and some are re-evaluat-
ing their safety measures, too.

On Monday morning, the
human resource team of the
RPG Group “mandated a re-
view of existing practices”
regarding safety of their em-
ployees. “We are trying to un-
derstand from women em-
ployees if they need any
support. Also, on a priority
basis, group companies have
been advised to further sensi-
tise women and create aware-
ness on safety and security,”
said Pushpall Kapadia, VP —
organisation excellence at
Zensar Technologies and al-
so the lead for diversity CoE
for RPG Enterprises.

The company maintains a
sheet of all women working
late, ensures routes taken by
them at night are mapped and
managers are notified once
the employee reaches her des-
tination. Safety measures are
reviewed every six months
and an administrative associ-
ate is appointed as duty man-
ager to be available on call to
all associates in the case of
any assistance, said the firm. 

Mumbai-based ITeS firm
Aegis sent e-mails to their
27,000 employees on Monday
morning, reminding them to
message their family or a col-
league while availing of a
cab, especially at night. “We
cannot specifically ask them
to not use any cab service,
but have advised them to be
careful, even when travelling
for personal reasons,” said

SM Gupta, HR head.
Fashion portal Jabong, too,

recirculated its note on safe-
ty precautions to all employ-
ees on Sunday night, a day af-
ter the incident occurred in
Delhi. Some of them include
all women team members
having to write all the details
in register before boarding a
cab and the last woman em-
ployee being dropped off at
the gate of her residence. Al-
so, it is the duty of the admin
team to ensure all cabs have a
GPRS fitted in.

Despite the common prac-
tice of employees hailing
cabs on their own and later
getting reimbursed, Philips
India said it is mandatory
that no woman employee will
take an outside cab. The com-
pany has only one vendor
and there is GPS and an es-
cort in all the cabs to ensure
maximum safety. “Whenever
we book a cab, there is an
SMS from the nodal centre
which includes the mobile
number of the driver. The
cab service is available from
early morning to past mid-
night and only requires a half
hour's heads-up,” said the
company spokesperson. 

“Every quarter, sensitisa-
tion programmes are held. We
don’t allow women to work be-
yond 7 pm and if they have to
for some reason, we provide
office cars,” said the spokes-
person of consumer electron-
ic company, Panasonic. 

India Inc Fastens
Safety Belt for
Women Staffers
Delhi rape case

forces companies

to revisit modules

and advisories

Prachi Verma & 
Anumeha Chaturvedi

New Delhi: Premier institutions
like the Indian Institutes of Technol-
ogy and Indian Institutes of Manage-
ment are planning to go the Massive
Open Online Courses (MOOCs) way,
in the backdrop of Prime Minister
Narendra Modi planning an 
ambitious launch of the Swayam
Bharat programme.

While IIT Bombay (IIT-B) and IIM
Bangalore have already announced
the launch of MOOCs with overseas
partners, IIM Calcutta (IIM-C) could
be next in line, with the institute sub-
mitting a proposal to the HRD minis-
try. IIT Kanpur is developing its own
platform for MOOCs called MOOKIT,
which might soon start competing
with popular international MOOC
platforms like edX and Coursera.

“MOOCs and online delivery is
clearly the future,” says IIM-C direc-
tor Saibal Chattopadhyay.

IIT-B is currently trying out two
courses, the basic computer pro-
gramming course for undergradu-
ates and a thermodynamics course,
in the MOOCs mode. “More are
planned. There have been multiple
meetings with MHRD and IIT Bom-
bay expects to be a very active part-
ner in the government’s initiative,”
says Narayan Rangaraj, dean — aca-
demic programmes.

Apart from working on MOOKIT
that will help delivering the MOOCs,
IIT Kanpur is also engaged in devel-
oping MOOCs around verticals like
agriculture and computer science,
says TV Prabhakar, professor at 
the institute.

IIT Kanpur has just wrapped up its
MOOC on MOOCs programme
where over 2,300 students participa-
ted and is currently offering two

more MOOC programmes. It is also
running a ‘MOOC on Mobiles’.

The interest in MOOCs among pre-
mier institutions is being attributed
to a heightened interest in online
education by the new government.
“It is a clear mandate from the gov-
ernment as in the last Budget, Rs 100
crore was allocated to online educa-
tion for MOOCs and virtual class-
rooms,” says Rohin Kapoor, senior
manager (Education practice) at De-
loitte. MOOCs might also help
achieve the target of training 500 mil-
lion people by 2022, he adds.

IIM Bangalore is planning to launch
courses on the edX platform in 2015.
The institute is also planning to en-
gage around 15% of its faculty to deliv-
er MOOCs over the next two years, ac-
cording to its director, Sushil Vachani.

IIM Indore and IIT Gandhinagar
have been running broadband dis-
tance learning programmes and are
now keen on running some courses
on the MOOC platform. “We are look-
ing forward to the creation of a
MOOCs platform by MHRD, and plan
to use it,” says IIM Indore’s director
Rishikesha Krishnan. IIT Patna is
planning to start flipped classrooms
wherein a student can study material
on MOOCs and then attend a live
class anywhere in the country. 

“Only to some extent do MOOCs
bridge the skills gap, since it’s a one-
way communication. However, it can
be successful in a flipped model as it
will enhance learning and build a
platform for collaborative discus-

sions,” says Ajai Chowdhry, founder
of HCL, who also teaches at IIT Patna.

Like IIT Kanpur, IIT Kharagpur
too is working on solutions around
MOOCs. It is developing automatic
programmes to grade assignments
in MOOC programmes. “We are also
working on ‘learning analytics’,
which will help us track the stu-
dents’ pattern of learning. Both
these programmes should make
MOOCs more interactive,” says Pla-
ban Kumar Bhowmick, assistant
professor at IIT Kharagpur’s Centre
for Educational Technology.

Working on MOOCs, NPTEL,
which is closely working with IIT
Madras, launched its first course on
programming algorithms and data
structures this year and will be
launching eight new courses in Ja-
nuary including humanities. 

“We’ve also introduced the ele-
ment of proctored examinations
wherein students who get 50% in
their online examinations are eligi-
ble to sit for an exam at our centres
all over the country,” says Prathap
Haridoss, NPTEL coordinator and
professor at IIT Madras. NPTEL
provides an online certification at
the end of the exam, where IIT rep-
resentatives act as invigilators.

IIT Guwahati (IIT-G) has proposed
two courses for the Swayam Bharat
Platform (managed by IIT-B). IIT-G
is also partnering with IIT-M for
NPTEL MOOCs. It has participated
in the two courses already conduct-
ed by IIT-M under NPTEL. 

Govt Interest Spurs IITs,
IIMs to Take MOOCs Route 

At a Click
Government to roll 
out Swayam-MOOCs 
in a few weeks

IIM Calcutta soon
to launch MOOCs 
programmes

After rolling out a 
few MOOCs, IIT Bom-
bay, IIT Kharagpur, 
IIM Bangalore and IIT 
Kanpur, are all 
working on more 
MOOCs and solutions 
around MOOCs

IIM Indore and IIT Gan-
dhinagar, which started 
off with offering 
broadband 
distance learning 
programmes, are 
also preparing to 
offer MOOCs

IIT Patna 
planning to 
start its own 
flipped
classrooms

IIT-K to develop

platform to compete

with edX, Coursera;

others work on

solutions around MOOCs

When most
trade unions
have scripted
their demise ,
the state
needs 
to deter
organisations
when 
they are
irresponsible
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