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will.
Life is a

plan that unfolds
daily.You read the daily mes-

sage; don't lose grip; instead, understand the events and work
around it. Go home now. Go be with your wife. Come back after a
week. And yes,we are with you in this."

Then, standing up, Nanda walked around the table and put an
arm around Kapil's shoulders and gave him a warm hug. Both men
looked at each other, recognising a certain truth. When Kapil
left, Nanda said to Avinash: "Thanks for bringing the matter to
my attention. At Ananda, my employees are my family. It is a truth
I live. I believe that Ananda is an environment I have created
and, hence, I am responsible for the people who choose to work

CEO Nanda doesn't worry about markets, but about
the people who manage them. Avinash feels not
many will accept this style.

VINASH Beri watched the pro-
ceedings before him partly
stunned, partly humbled in a way
he had not experienced before.
Putting these feelings to words was
not something that came to him natu-
ally -- partly because these feelings

were alien, but largely owing to his lack of vocabulary. This was
the product of the years of cultural honing he had gone through
working for Delaware India. Delaware, his ex-employer, was a com-
pany where feelings were whispered -- and only to a chosen few
who would not judge you for being less of a corporate rat. The best
thing to do with feelings at Delaware was to disown them, walk
over them, or rephrase them using stiff and severe organisational
jargon -- which, anyway, was buffered with denial.

Avinash was seated in the MD's private office. Next to him sat a
flushed Kapil Vira, a brand manager in Avinash's foods division.
Avinash had joined the Ananda Group eight months ago as mar-
keting head of the foods division. The MD, Sanjay Nanda, was
telling Kapil: "These are very devastating moments in one's life,
Kapil, and each one of us has a fair share of these, even if in compo-
sition they may vary. These moments are meant for us to look at life
closely and hear its message and teachings. These are not moments
for us to try and seek to control life, steer the wheel, swerve, avoid,
self-protect. Life is not an organisation which can be controlled at
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here. The environment does impact how they respond to events
around them. And we- you, me and others in senior management
- make for the environment... If you need any support, make sure
you ask me:'

Kapil's wife had suffered a miscarriage in her sixth month. It
happened just too suddenly, and without any apparent reason.
"His family is in Puri, plus, they are not on amicable terms;' said
Nanda to Avinash. "I am telling you all this because you need to
know your people closely. A number of our managers have left
their home bases to be in Mumbai; transfers are also common,
gender notwithstanding. And organisations, especially their line
management, need to be sensitive to the fact that managers are
striving on their own sans family support. Plus, it's a much more
open India now. Relationships begin before marriage, decisions on
whom to partner are taken individually ... families are the last to

social changes. If at one level, it is a gender attitude change; at
another, it is also a marked change in the fabric of people. From be-
ing 'I am man, you are woman', it really is changing rapidly to 'We
are in this together'.

"People today take a lot more responsibility for their lives,both
personal and professional, and in that order. People today don't
lean on the family anymore; they deal with their decisions alone.
Likewise, line management does not lean upon HR anymore for
decision r·ng; people affairs are seen as its own responsibility."

Surpris , Avinash said: "What do you mean?" And Nayana
replied: "I ink lines are blurring ... the line manager is not simply
a marketinl\manager or an operations manager. He is a business
manager ana, therefore, HR issues of the people reporting to
him do comcunder his purview. Don't you agree? The func-
tion of HR t~ay is to usher in empowerment as well as sensitiv-

The best thing to do with feelings at Delaware was to
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using stiff and severe organisational jargon
\

know. The young are no more tied to the idea that
family must 'bless' all their acts. Organisations
should become aware of the cultural shifts.
Their own growth and evolution is seen in
their ability to adapt with times. At Ananda,
we care."

When Avinash left Nanda's office, he was
overwhelmed. Did organisations need to go
this far into personal lives?

What happened to the classic line between
personal and professional lives?What was the flip
side?And where was HR during all this?

Avinash met Nayana Sehgal, a marketing manager of
beauty and personal care (BPC), who was helping Avinash
negotiate a bottling contract with their third party manufacturer.
Over lunch, Avinash said: "You must help me understand some
underlying issues here at Ananda. At what stage, if at all, does HR
get involved in people matters?"

Nayana smiled. "What breathtaking experience have you come
out of?" she asked. Avinash explained Kapil's situation very briefly.
Nayana nodded and said: "Wish he had taken up the matter with
Nanda much sooner, instead of suffering this alone for three days:'

Surprised, Avinash said: "Look, we all have crises at home and
we have all learnt to manage them without bringing them into the
workplace. Please do not think I am being insensitive, but it was
only a miscarriage, something so common. Why make it look so
unsurmountable?"

Because it is unsurmountable for the person who is in the situa-
tion, see?"said Nayana. "That's how Nanda thinks. Kapil is the man
in the spot. It is not nice for us to judge his situation. Right now he
needs to be with his wife and help her heal emotionally and physi-
cally.The last thing he needs is added agony in the form of an or-
ganisation that is insensitive.

"The times have changed a lot, Avinash. And I'm talking about
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ity, especially in the context of a changing social
fabric. With this comes the empowering of

line managers:'
Avinash thought about Delaware, which

spoke the stiff language of management gu-
rus, bred and raised in the West, gurus
crowned for their thinking who shaped the
destinies of organisations of great repute.
Delaware also empowered its line managers.

However, it was more as a prescription of man-
agement greats than a belief system.
"Let me tell you my story, Avinash. Maybe that

will help you understand the way we think here;' said
Nayana. Two years ago, Nayana joined Ananda, full of opti-

mism and dreams to achieve, perform, change, conquer and con-
vert. .. the dreams of the young and intelligent. She had liked the at-
titude of the Ananda group, which was by far one of the few
family-managed companies that attracted stellar professionals
from MN Cs and managed to retain them. Nayana was on the verge
of getting married when she attended the interview, and, given her
age, marriage was likely to be followed by motherhood. However,
these were not issues that were raised by the panel - something
that employers were known to gripe about.

Six months into her new job at Ananda, Nayana's relationship
with her boyfriend broke up. All at once, this once happy girl be-
came a picture of ruin. It started with Nayana appearing late at
work for many days in succession. Then her otherwise impeccable,
coordinated appearance was replaced by a shocking disregard for
tidiness. She appeared at work with unwashed hair and careless
crumpled clothes in dowdy colours. In fact, this was what signalled
her troubles to the beauty department where Nayana spent long
hours discussing the impact of colour on the mind with the team
managing colour cosmetics. "Hey Nanz," said Rags, "since when
did you start wearing maroons? Such a dowdy, unhappening
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colour. Isn't that what you say about maroon? Or, are you trying to
send a serious message to us all?"Then the trouble began to affect
her performance.

"I was definitely low on performance - missing deadlines, tak-
ing leave, not participating in strategy discussions, snapping at my
boss - quite pathetic, actually;' she now said to Avinash." Also, my
attitude was diagonally opposite to who I had been during the pre-
vious six months. I was not talking to people, but my body spoke
real loudly. The sweetest thing about it all, now when I look back,
was that no one commented. They watched me silently. Daily at the
dot of 1:05 p.m. Salma poked her head into my door and an-
nounced: "Seven home lunches today, and Bhagi has a huge box of
muthias, which you love. Atul is away at meeting so one 'Vijaya
Venkat hi-protein lunch' is also going for free ... coming?' And I
would say: 'No, you carryon.' They kind of knew I wanted to be
'disobedient'. And they allowed me. You may not understand this,
Avinash, hut it was a lot like being at home!"

Avinash was not sure he understood.
"Every season in your life - and I believe life is composed of

many seasons - stages of concept, development, growth and
maturity. That's how I have experienced life. So, every
season has its 'adolescent' stage where the individual
resists the tide, rebels, throws a tantrum and gets
angry. In the season when I was sowing seeds of a
strong relationship with my boyfriend, I was at
the adolescent stage. And I was like a teenager,
angry and impatient over losing. I was ex-
pressing it in the way I looked and behaved.
When you are 15-16, you do that at home and
your family just sits on eggshells waiting for
the tempest to pass, humouring you gently.
And that's exactly what Ananda did for me. It
simply allowed me to be angry, sad and impatient.
They were the family who looked after me and did

-the quarter end is about three weeks away?This is the composure I
mean: Nanda does not worry about markets. He worries about the
people who manage them."

Avinash smiled. "There is a lot of womanly emotion in the way
you see organisations, Nayana," he said. "The image of man as car-
ing, compassionate, kind ... it's nice up to a point. Not that I intend
for men to be uncaring and unkind, but I am not sure too many
men here at Ananda can buy into Nanda's style." Nayana thought
seriously, then she said: "I don't agr~ee.Besides it is not about gen-
der; it's about managing appropria ly.Take the behaviour of my
boss, Raghav Iyer, during my crisis. yother boss would have ei-
ther confronted me or mentally put a ~eadline to it saying: 'OK, I'll
give her two more days, and after thar! call HR to step in and put
her in a padded cell.'No, Raghav was Ift like that. And mind you,
he could have been like that, especi~l~ since I was in charge of
brand building and the division itself was new. It must have been
unnerving for the team working with me!

"Then Nanda called me in one day to discuss some aspect of our
branding. I think that was the first time he saw me after my crisis.

He asked me when I was getting married, and I told him that my
relationship had broken up. Then he probed a bit and I

gave him sketchy details, but he got the idea. The dis-
cussion continued and symJl1thy was doled out. I

was so hungry for some ~d words that I just
broke down. He was very sympathetic and he
said: 'OK, take your time, just hang in there.'

"And that was when I realised how lonely
I was in this city. Work was the only place
where there were real people. I lived alone in a
two bedroom house. My parents lived in [a-

balpur; I had to put up a brave front for them
because I am their only child and I didn't want

them to think I was messed up. The only voice in
my life outside work was my paavwala, who would

People today take a lot more responsibility for their lives -
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They don't lean on the family anymore

not demand that I 'grow up and'behave myself'!"
Avinash shook his head. "Look, there is a lot to your theory that I

simply do not buy;' he said. "Who, for instance, evaluates the busi-
ness costs of trying to run like a summer camp?"

"That's the difference you need to see;' said Nayana. "The busi-
ness is not being run like a summer camp, but when an individual
is seen as needing a break and emotional support, he is 'put' into a
summer camp, an environment where he is allowed to recover gen-
tly. I have not yet found an answer to how this ethos permeates the
whole organisation, but I know that it does. As for cost, have you
ever seen the Ananda Group fare badly? Have you seen the spirit in
our advertising? Have you seen the composure of people, even un-
der stress? Did you, for example, know that Kapil's region is in the
face of a horrific attack from competition, where a global No.3
brand is about to be launched, and his going away for a week can be
seen by an ordinary CEO as the end of the world, especially when
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silently take the money for the bread every morning and say:
''Allah rehem karegaa beta." God knows what he thought or under-
stood, but this old man was my source of strength. Can you see how
lonely one can be?" .

Avinash disagreed with the whole idea of getting too dose with
the people one worked with. He said: "How different would it be if
HR had stepped in instead? They are dispassionate, uninvolved and
even geared to handle people-related crises! Wouldn't allowing
Raghav to get such a dose peek into your life actually be a disad-
vantage for you?"

Avinash at 39 and Nayana at 29 were separated by a completely
opposite vision of life. He doubted, played safe and was guarded.
She had learnt to trust her environment, because, as she herself said
now: "I create my environment as I go, so I can trust it. Unlike your
generation, which stays tied in to its family 'back home' and friends
'from then' ... today's young create their own environment, work in
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it, live in it, and when it has served the purpose for which it was cre-
ated, leave it and create another suited for the new needs. Since the
environment is not thrust upon me, since it is of my choice and
making, I trust it. Viewed from the organisation's standpoint, my
entire professional and personal management is my boss's respon-
sibility. HR neither has the credibility nor the 'intimacy' to manage
what is essentially a line matter.

"And this is the point you are missing, Avinash: Nanda, at 54, is
completely in sync with this idea. He has profiled and understood
his orbit and adapted his management style in sync with it. He,
along with Raghav, decided to give me time, space, leeway and they
kept encouraging me. I began to notice a marked difference in their
behaviour towards me, my work, my situation - basically, I was
tolerated."

'And how was all this helping business?' wondered Avinash. "You
said you were handling some special brand-building exercise;' he
said. "Already,based on your descriptions I can see that task was in
serious trouble!" Nayana stared into the past for a minute, then
said: "You know, there is something about being helped. A
kind of graciousness, a gratitude that lifts the pain of ~'::;:'==iiiii
being self-centred and selfish. When you are re-
ceiving help, you become equally capable of giv-
ing, cooperating, ete. This is a natural phe-
nomenon, I guess. So while I was handling a
lot of assignments, they did not wrest it out
of me and redistribute it.

"Instead, I see now with clarity, Raghav
loosened the deadlines, created space,
boosted the team and gave me a free hand on
deadlines. Meanwhile, I kept missing my tar-
gets. Whenever I missed one, the team filled in.
But newer projects and tasks, which would have
come to me, were given to others. I didn't protest; I
was just glad about it, because I would not have done any
justice to them. I accepted that. But what I saw was that a lot of my
burdens were being picked up for me, carted and delivered for me,
so that I was at least able to keep standing upright!"

Avinash got into the mood of Nayana's thoughts. "But tell me,
didn't you experience any desire for professional survival? Or were
you so exhausted that nothing mattered? Didn't the organisation
hand you to a counsellor?" Nayana had difficulty explaining, yet
she said: "I owe it all to Raghav and Nanda, to some extent, as the
silent orchestrators or authors of the ethos that governed the whole
period.There I was, an assistant marketing manager, barely seven
months in the organisation. But they managed me. Someone al-
ways came to drop me home after work, but Raghav said the initia-
tive to come to work had to be mine, without props.

''As for counselling, because it was a personal issue, they could
not do any intimate counselling - but they were handling me with
kid gloves, which was awesome encouragement. Only once did
Raghav actually counsel me. He said: 'It is in your hands, you can
change it in a moment. Youcan actually let go of your sadness if you
just decide this instant that you are letting go.' It was just two min-
utes, but great counselling. It sunk deep.

"The whole period lasted three months. That is 25 per cent of an
appraisal year. Raghav evaluated me on the 75 per cent that was
healthy and took that as the annual rating. HR was not consulted at
all. I think today, lines are blurring ...where the line manager is a ho-
listic business manager and, therefore, responsible for his people

resources in a much bigger way."
Avinash looked around him at Ananda India. And wondered. If

he did not see the organisation with the filters he wore, it would be
yet another clean, quiet, decent organisation that did its stuff
where people picked up pay checks and went home. But now the
whole organisation spoke a different language, a language he did
not know. "Tell me;' he now said, "was Ananda always like this, or
was this something that happened over time?"

Nayana~iled: "I think at Ananda it was by design. Some four
years ago, y had decided that the line manager should be a busi-
ness manag and be responsible for all aspects of the business he
handles. Thisrcludes everything: finance, HR, quality, legal, ete. In
my particular case, Nanda's reasoning was that since he is business
head and he nieded me for strategic branding and other projects,
he took the callHR was just the support function for his decision.
Yes,I think sensitivity at a line level comes from Nanda - this at-
mosphere of openness, trust, sensitivity, empathy, performance
and quality. HR ensures it is disseminated. And this is the most dif-

ficult task, both to perform and to maintain."
Both remained silent for sometime - Nayana think-
ing of the possible, Avinash of the impossible. "What

did you get out of it Nayana?" he asked. "It has in-
creased my loyalty to this company and taught
m a lot by example .... I think I have become a
more empathetic person today. Ananda did be-
come my support system in the absence of the
family; city life is anyway described as millions
of people being lonely together. And you also
start seeing how organisations work quietly to-

wards their goals when they are willing to shed
their ties and jackets and allow their real personas

to help with healing. And then you learn a great art of
management... it's a great process!

Critically, I was in the front benches watching how an or-
ganisation chooses to change with the times. So while my situation
is not extraordinary, what is extraordinary is for a 50-plus boss or
CEO to be able to make that mental leap. He allowed the change
with equanimity and still looked after the welfare of the organisa-
tion by accommodating new values ... do you get my drift?

"It's a lot like parenting. You see the world you have brought your
child/managers into; you see them coming to terms with the
difficulty of managing their personal lives. Then you, as a 40-plus
person, make that internal shift where you accelerate and bypass
the old school of management. It is the ability to sift chaff from
grain and know the essence of organisational welfare and growth.
To be honest, this is very much a family-managed company trait;
an MNC cannot imbibe this spirit.

"For Nanda to make this transition is tremendous. It was a huge
mental leap. This attitude of openness and continuous learning is
so much a part of Ananda ... they are willing to listen, understand
and parent. It is quite awesome. And yes, it all comes from Nanda
and the people around him.

"The question is, how many others are out there who can make
this kind of transition painlessly? L guess that the difference lies
almost entirely in the fact that we are a quasi-family managed com-
pany which has professional management. It takes a company
which is more attuned to growth for the sake of growth and not for
the sake of kudos from a distant white parent who has his eyes
glued on the topline!" •
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New Values
MATANGI GOWRISHANKAR

The author is the worldwide director (human resources) for UK-based Holset Engineering of the
Cummins Group.

C
APTURING the hearts and
minds of employees at all lev-
els ensures success in these
turbulent times. In organisa-
tions that focus on building a

special relationship with their people, lead-
ers and managers at all levelsare involved in
the process. HR is the enabler for this, but
all participate in bringing values to life and
embedding them in the organisation.

We can consider this case from many dif-
ferent angles: a traditional theory ofleader-
ship, from the more modern concept of
employee engagement or from an organi-
sational values-based perspective.

One of the early writers on the theory of
leadership, John Adair, talks about the
inexorable link between three elements:
the task, the individual and the team. It
was his belief that true leadership happens
at the point where all three intersect. A
leader has to factor in the needs of the
individual and the team before the task can
be accomplished.

The Ananda group has effectively put
this theory into practice. Leadership at all
levels seems to be committed to ensuring
that people are supported and happy. As
Nayana says,the group has consistently de-
livered business results, attracted and re-
tained high-calibre talent and ensured
commitment.

Once hard-nosed organisations are
beginning to realise that they are not just
acquiring talent, but people with pluses
and minuses who choose to work with
them. The process of building employee
engagement is a vital and core component

. of the business strategy of organisations to-
day - and not just an HR 'nice to do'. The
right environment is one where employees
are treated with dignity and respect, and
their special needs are given consideration.
In this environment, employees find ways
of giving their best, and they feel fullfiled.
Creating and sustaining this is no longer a
matter of choice - it is a necessity, and
makes the difference between sustained

success and short -lived glory.
In the last ten years or so, I have seen a

significant shift in the thought pro-cesses
of professionally-qualified people. They are
making career choices based on very per-
sonal considerations. In numerous in-
stances, men have made career choices to
support their partner's career interests, and
both men and women considered work-life
balance when choosing jobs. It is essential
for the top leadership in organisations to
recognise these changes.

Here, values 'of the organisation become
critically important. Values are not just for
the 'vision -mission' boards plastered on the
walls and mouthed to customers and sup-
pliers. Values are the behaviours which

How dp we ensure that managers and
leaders arUocused on building individuals
and teams? t starts with clearly articulating
the values f the organisation. Then, the
top leadership team must lead by example.
Once these values are made into reality, HR
becomes the key enabler through hiring,
training and inducting people into the or-
ganisation to ensure congruence. HR
works with line managers to ensure-that the
performance management pro-cesses and
career advancement assessments evaluate
both values and ¥pability. HR measures
need to track employee engagement in-
dices with suitable follow-through and cor-
rective actions as appropriate.

Values must permeate the organisation's

If the organisation believes that Ipeople make the
difference~then it must be understood that people
are a package deal. They have good days and bad
days, intense creativity and days of confusion all
of which impact their ability to perform

manifest in the everyday actions in the
organisation. As Mary Gober, an authority
on customer service culture development,
says: "Everything I say or do reflects my
intense interest in the individual's personal
well being."

If the organisation believes that 'people
make the difference', then it must be under-
stood that people are a package deal. They
have good days and bad days, moments of
intense creativity and days of confusion, all
of which impact their ability to perform.
Managing and leading people through
these peaks and troughs is the raison d'etre
ofleaders. No, it certainly is not a summer
camp or an act of philanthropy - it is
hard-nosed business sense. The return on
that investment is obvious.
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culture. They need to be visible and zeal-
ously regenerated. We have to walk in the
other person's shoes to know that the prin-
ciple of 'do unto others as we would have
others do unto us' is as much a corporate
philosophy as it is a spiritual one.

I am certain that all of us have needed a
helping hand in out careers - and when
we got one, our commitment and engage-
ment with the organisation was enhan-
ced. When we didn't, something snapped
deep inside of us, and sooner or later
we made the choice to move on. It is my
belief that the Ananda Group will con-
tinue to be successful. The Avinash's of
this world will need to make a conscious
choice to be people managers rather than
task managers .•



Make A Policy
ACHAL BHAGAT

The author is a psychiatrist and psychotherapist at Apollo Hospital, Delhi. He also heads Saarthak, a non-profit
organisation for mental health.

THERE are three questions ex-
plored in this story. How
should the personal crises of
employees be handled by or-
ganisations? Is it possible for a

line manager to perform the role of a hu-
man resource professional? Are organisa-
tions changing their responses to people in
step with the changing times? Let us ex-
plore these questions and understand the
different dilemmas.

An organisation has to have an empa-
thetic response to its employees' personal
crises. An organisation cannot be a slave
driver that is just focused on the bottom-
line.Yeta question that is difficult to answer
is:"How does one become empathetic?"

The first principle of being an empa-
thetic organisation is that empathy is the
right of the employee, not a welfare activity
doled out by a kind manager. A common
problem that one encounters in organisa-
tions like the Ananda Group is that people
who are likeable, energetic and valued
before they have a crisis are likely to get
more space than the people who are quieter
and do not have significant work relation-
ships. The response of the organisation is,
then, person-specific and not predictable.
Nayana is likely to get help, as is Kapil, but
Avinash may not.

The other risk is in violating the em-
ployee's right to confidentiality within the
workplace. Nayana's breakup might be
known.to at least five people around her.
They may not use it against her, but there is
a risk that they may do so. What if this
knowledge leads to an instance of harass-
ment by a colleague? Kapil's wife's miscar-
riage is her agony; it should not be dis-
cussed in boardrooms.

Another risk is that the unstructured
empathetic process may become intrusive
and may give the MD and the line manager
too much control over people's lives.There
could be an expectation ofloyalty from the
person who has received empathy, and the
person may be expected to be grateful for

the response. This could damage(he pro-
fessional relationship irreversibly.

So does one just become a Delavtre and
push away emotions in favour of ~nage-
ment jargon? .::'

The answer to that is clearly no. The way
forward is to define an organisational men-
tal health policy. This means that anyone
going through events in their life which
have a significant negative impact on their
mental health can seek support and 'ac-
commodations' from the organisation. Tite
list of times when an employee can see];
support should be flexible, and the ele-
ments of support should be too.

Support should be provided without
prejudice or pressure to share details. One
of the support mechanisms available dur-
ing such a time could be a third-party

non-judgmental towards the personal
problems faced by employees. However,
there has to be a list of non-negotiable bad
behaviours which the organisation will not
accept. These could include violence and
abuse towards others.

However, having a defined policy does
not imply that you cannot support a friend
who also works with you; only that you
seek his or her permission before you start
helping. Do not expect anything in return
and do not talk about it in corridors.

The last question is the most difficult to
answer. Organisations and, at times, people
who manage them are far removed from
everyday realities of a changing society.

India is changing. The employees of
any organisation belong to this changing
society, so the human resource policy of

Support should be provided without prejudice or
pressure to share details. One of the support
mechanisms available could be a third-party

policy is confidentiality
counselling service. The ground rule for this

counselling service or a peer counselling
service. The ground rule for this policy
is confidentiality. It normalises the process
of seeking help.

Asa line manager, you can't alwayswheel
in the human resource manager whenever
you face a difficulty. The line manager has
to be aware of any behaviour changes in
employees, listen sensitively, offer support
and link the person to other support
systems. They also have to manage the
resource gap that they will face because
of the employee's absence. But the line
manager needs to work within a predefined
organisational framework of addressing
these issues.

The organisational framework has to be
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any organisation has to be aware of this.
Aware organisations like Ananda have
policies which keep up with these chang-
ing trends. ,

An organisation needs a three-tier sys-
tem to manage the situations which
Ananda manages so naturally. They need
an informed and sensitive environment
that sees people as people and not just as
the roles that they perform.

Organisations need to facilitate em-
ployee access to resources like third-
party counselling services and 'work-life
balance' services. Organisations also need
to have a frame-work which clearly de-
fines when peopie can expect support and
when they cannot. •
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Many young people are not only coping with competitive jobs, but fending for
themselves without family, friends and familiarity. Yet firms are unable to involve
their processes with the personal side of their employees. Have B-schools
not educated students on the emotional healthcsre of employees? What new
initiatives do organisations need? Neharika Vohra, who teac s organisational
behaviour at 11M-Ahmedabad,Arun Datta, HR head, Escorts Hea~ Institute, Smits
Bhattacharya, a B-school student and Anita Pinto, a trainer and co sultant, discuss
This discussion is based on the case study 'The Feeling Corporate'

Arun Datta, head of HR, Escorts Heart Institute

Arun: In which areas are B-schools lacking in giving emotional
sensitivity training to their students? I believe that the experiential
torm oflearning is most important. Students willieam more from
it more than the theoretic lessons in classroom. To assess the extent
of experiential learning. let us discuss: i
• Is the faculty/staff of B-schools aware of tIte emotional health
and needs of their students?
• Do they treat the students as family? Are they aware that,
like CEO Nanda, they are responsible for creating an environ-
ment of carir.g and learning? Do students come to them when
they need support?
.To what extent do they go into personal lives of students? Is there
a classic line between personal and academic lives? Do B-schools
have an HR department?
• Are there 'summer camps' (emotional de-stressors) for students
who may be undergoing a crisis in life?Are such students allowed
to retake examinations or are all grades final? Can students request
B-schools to ignore their performance in one semester and con-
sider the performance of the other three semesters for final grades?
• Where does the learning begin? Classrooms, libraries, etc., or also
in the hostels, mess and recreation rooms? If there is any learning in
these environments, are these new bits of knowledge studied and
examined in the classroom?
• Apart from communication, conflict resolution, assertiveness
and stress management, is there a course on life skills?
• Is there a conscious effort in B-schools to educate students to be-
come business managers or to become functional managers, mar-
keting managers, finance managers or HR managers? Does this pi-
geonholing exist because it exists in the industry, or vice versa?

What are the attitudes of the faculty and the students towards
HR as a management function? Is HR a second or a third choice of
students? What is the percentage of students, gender-wise, opting
for HR? Does the situation require any correction/intervention?

James Walker, a consultant on strategic human resources
says: "Most of us would like to see HR transformed more rapidly
into a business partner, with less emphasis on administrative
functions that can now be outsourced. 10 achieve that, it's vital
to help key HR individuals accelerate their development of
business skills. I think many companies are, in fact, doing this, but
not as fast as I would like. There is still a tremendous attraction
within HR to the comfort zone of more traditional and functional
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Prof. Neharika Vohra, associate professor, 08, IIM-A

support -service kinds of relationships."

Meera: I think the thrust of Arun's queries broadly defines the be-
ginnings of experiential emotional intelligence (EI) at a
B-schoollevel. Time and again it comes back as a poser: EI is
what you experience, not what you learn theoretically. That goes
right to the day of birth - is it a whack-start or a hug-start that a
newborn gets?

Smita: Over the years, I have learnt an important lesson: there are
very few people who actually listen to you and care for your emo-
tional well being. This is applicable especially in a B-school where
the main intention of most is to get a great job and get out. A B-
school is but a conduit to achieve one's goal.

Once you leave home to study or work, you feel proud of what
you have achieved. For many, especially women, it is a tough deci-
sion because people are always telling her how wrong her decision
is and how much more advisable it would be to settle down where
she is and work. People survive crises without turning to family
and friends because they don't want to be seen as weak. Youhave to
prove that the decision you took was right. But in times of need,
loneliness can be debilitating. It gnaws at the heart and leaves you
hollow.

The need is not to have B-schools treat students as a family, but
to encourage students to treat each other like friends and, in turn,
create a family. It is the inherent competition that kills bonhomie
among students.

Between teachers and students, there can be either a polite re-
spect or amiable camaraderie. The former is more acceptable to
both students and teachers, owing mostly to the need for obedience
and acceptance of institutional hierarchy. I think the need is more
for student integration, i.e., developing a feeling of coordination

and cooperation among students. Students can help each other in
need more than teachers can.

There is a need for a psychiatrist in any B-school to guide a stu-
dent through depression. But trust and total secrecy are the most
important elements.

The greatest interaction and learning at B-schools is through
other students and most problems like competition, incompat-
ibility and personal strife, are also between students. But I
firmly be~'eve B-schools are a potent preparation for the cut-throat
world ou . e.

Most udents are interested in HR as a subject, but not as a ca-
reer optiorq I think the romance of HR is missing - it is not con-
sidered 'cool' That may be to do with the prevalent perception of
comparativlower salaries and lack of diversity in career options.

Arun: Smita.eou said: "There are very few people who actually
listen to you." I am not sure if this can be generalised. I passed out
of XLRl 28 years ago and some of my strongest friendships
were formed on the campus. These friendships have stood the
test of time. Is this focus on getting a great job and getting out
creating loneliness' Is this phenomenon happening more in the
younger generation?

If you cannot turn to your real family in times of need, can
:>: you ever turn to a 'f\mily' you try to build at the workplace? Under
;: these circumstances, an organisation like Ananda will remain a

fiction of management cases. I am not sure how the rest of the
team sees this, but to my mind there is a crying need to have coun-
sellors in B-schools.

The 'let's see who does better' attitude prevails in almost all
walks of life, and for good reason. Higher performance in industry
is achieved by introducing competitive pressures. However, unless
it is moderated well by the leadership, it can lead to destructive
behaviour and can be the biggest hurdle in team management.
Perhaps this can be taught in B-school by teaching students
how to retain bonhomie even while encouraging competition.

Is it a cut-throat world outside, or is it a competitive world
which affords opportunities to all those who can perform and pro-
duce? What are the assumptions about the world in B-schools? Are
we telling the students that it is a cut-throat world? If so, instead of
helping Nayana Sehgal during her personal 101',', her peers would
have seized the opportunity to cut her throat and take over her turf?
Does the lip service being paid to HR start at B-school? Should the
faculty put HR in a proper perspective so it becomes 'romantic'?

Meera: The critical aspect here is change, and who better than a
B-school to know that change needs management? But because
these are people who are being crafted into managers, the feeling is:
let them learn, let them faIl and scrape their knees and stand up. 1&
this a point for teaching, guiding and encouragement?

If we stay with the management skills seen in the Bhagvad Gita,
when Arjuna quails on the battlefield, Krishna guides him, yet
leaves options for him to choose. Should this capability to manage
loneliness, crises and interpersonal rivalry have started sooner, say, at
school?Finally,we are coming back to EI.And time and again this is
exactly what appears to be seriously lacking in the Indian system of
child-rearing, student management and emotional growth.

This is exactly the emotions that come to play once students en-
ter the corporate world: inability to manage disappointment, in-
ability to manage failure and inability to manage iniquities.
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Arun: Most of the learning (except academic learning) in B-
schools happens by falling, scraping knees and standing up . This
learning happens in hostels, the mess and common rooms, and
most of the time away from the faculty and the management. Thus,
students do not have their Krishnas guiding them or encouraging
them, which leads to loneliness and sometimes depression. B-
schools should study the patterns of this learning, derive their con-
clusions and perhaps take them to the classrooms.

And will the learning not be betterifit happens in actual life sit-
uations rather than in B-schools? Does this mean that those stu-
dents with work experience are better off than those without it?

Meera asks if the capability to manage loneliness should have
started sooner. It goes without saying that emotional learnings are
highest in the early stages of life. In any case, an affirmative answer
to this question will not absolve B-schools of their responsibility.

Anita: I think the primary responsibility for nurturing EI lies with
the parents. Children spend the first crucial two decades at
home and the emotional foundation laid during this period
will have a huge influence on how the child copes with future
emotional crises.

In the Indian culture of child rearing, children are most often
encouraged to ignore their feelings rather than manage them posi-
tively. Parents want them to 'push your feelings under the carpet'
and emphasise achieving and doing. I see a need for structured
courses being offered to parents on developing children hoiisti-
cally. Yes, the educational system has a responsibility to coach,
guide and support students, but I wonder if this expectation is un-
realistic given the disproportionate student-teacher ratio.

Meera: I recall the story of a young girl who went through two
whole years of severe bullying; at the end of which the parents
withdrew the child from the school. The school itself would not ad-
dress the bullying. Instead, it alleged the bullied girl was perform-
ing below standards - a natural result of severe oppression for 24
months! But what this drives home is the aggressive expectations
on performance. And no accountability for process!

Anita: Students who join the industry immediately after gradua-
tion may be more open to falling and scraping knees as they may
perceive themselves as freshers. Students from B-schools may per-
ceive themselves as having the extra edge and, hence, believe they
should not fail. With this kind of a perception, accepting failures
may be very hard. The B-school student may try extra hard to avoid
failures which may lead to stress and low self-esteem.

Meera: Can B-schools transform campus-related personal experi-
ences into fodder for organisationallearning? Loneliness is not a
function of just being separated from family. Loneliness happens in
organisations too when a manager is singled out for unequal treat-
ment. Campus situations are great fodder for failure management,
provided B-school teachers are willing to take the call.

And, is the MBA brand placing disproportionate expectations
on graduating students?

Smita: I think the transition from a child to adult in India is very
sudden and abrupt. When joining a B-school, you move from a
sheltered environment to an extremely competitive one much too
soon. There are two alternatives to this.You may not move out at all

Smita Bhattacharya, a student at FMS, Delhi

and stay with your familiar environment. Or, children may be
taught to be more independent and self-sufficient right from the
beginning so that they can adapt later in life.

Until very recently, children were encouraged to stay with their
family, take care of their parents and spend all their lives in one
place. But the software phenomenon and the lure of urban luxury
has made migration almost mandatory for those seeking financial
or educational advancement.

Management of emotions and change are a necessity. Friend-
ship and camaraderie are also necessary. But as future managers, B-
school students also need to learn that they are on their own. That
way,a B-school is a great teacher. Everyone knows it is very lonely at
the top.

Anita: I haven't been to B-school, so I must ask: to what extent
can we hold the B-school staff responsible for the emotional well
being of all the students? I passed out of Mumbai University seven
years back where I did my Masters in psychology and lived in the
hostel. My experience of student life and hostel life is similar to
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Arun's. The friends I made in class and the hostel were my rocks in
times of CI isis.

Most young people these days strive to develop an identity of
their own. In this process, they usually turn to peers for support
and form strong bonds outside the family. I empathise with Smita
over the inhibition the young feel over reaching out to family for
help. But I agree with Arun and add that well-qualified and trained
counsellors are needed. Lack of clear defined boundaries between
the counsellor, management and students often leads to mistrust of
the counselling process.

Smita: Arun says higher performance is a function of competitive
pressures. Most students think that you can either have competi-
tion or cooperation. What is at stake here is a lucrative job, which
demands high grades and the best credentials. The competing
students are almost equals in every way; the differentia tor is that
little 'extra'.

Profitability is the bottomline. Most companies feel if they can
get a replacement, then why not replace an inefficient employee?
But the need is actually to replace the feeling that employees are not
mere resources to employ and fire at will. Instead they are to be
nurtured and motivated to contribute to the corporate family. I
wonder though, is this feasible?

Anita Pinto, a freelance HR consultant

Meera: Smita feels that students with work experience come to
B-school with a better attitude. There is a lot to this, apart from
the fact that it helps them earn part of the fees. Is this why a num-
ber of students overseas take a gap year before joining college?
In most countries, doing summer jobs in high school is quite
common. Then again how many organisations encourage 12th
graders to work?

On the issue of replacing inefficient employees: is inefficiency
incurable When you hire an individual, you have a responsibility
to look aft the employee's growth path. Errant employees deserve
attention and care; if you see yourself as having hired a resource,
then you wi¥ replace it. If you think you have hired a human, you
will nurture. That's how the feeling corporate is born.

Anita: In the ,urseof my training work, my group has had several
requests from lilanagers/CEOs to help manage underperforming
and disengaged employees. There could be various reasons for un-
satisfactory performance, and most often managers themselves
could be the reason for demotivation among employees. We have
been helping managers learn and apply coaching skills to help
manage the performance of employees.
The feeling of bei!&'nurtured and guided' creates a human bond
between both. And . e Meera has already said, if people are viewed
only as resources, n organisations will hire and replace without
any qualms.

Arun: B-school faculty must believe in the importance of emo-
tional well-being of students. Moreover, the human bond
that Anita talks about between manager and employee needs to
be established at B-schools between students and teachers.
Students will then experience first hand. the benefits of coaching
and mentoring. Later, as managers, they will pass on the benefits
to their employees.

Handling responsibility for coaching and mentoring has be-
come a necessity. The cost of separating inefficient human re-
sources and hiring fresh replacements makes it imperative to coach
and develop inefficient employees. Extrapolating this situation to
B-schools, the responsibility of emotional growth of students will
definitely vest with the faculty.

There will be a few students who will require mentoring. Men-
taring will take place with mutual consent and will require higher
levels of sharing and confidence between mentor and men tee. If
faculty feel a time constraint, external coaches my be hired, but
men toring should necessarily be from within the faculty. The men-
tor may also be a non-teacher to take care of any biases.

Smita: There is very little flexibility regarding exams in any school
or college in India. All exams are to be passed. This process starts
with the admission process - the entrance exams are a 'do or die'
situation. If you were sick and could not answer a great paper, you
have to wait another year.

The education system in India is quite punishing. If a student
misses an exam the student ranked below him fights to get above
him. Contrast this to the system abroad where students can take
time off after a few years of education and restart the remaining bit
later. Clearly, their focus is on enabling education as a process for

:z: development and not the elimination of failures - as is the case in
s: India's inflexible process. But there are some colleges which allow

students to answer exams at a later date in case they were sick.
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The main problem that I see here is:how does one distinguish a
student with a genuine grievance and another who is just making
up an excuse? There is a great level of subjectivity involved here.
What may seem like a crisis to one may not seem so great to the
other. Break up with your fiance? People are having problems like
that all the time. Worse still, there have been cases where loved ones
have died and students have joined back classes full time within a
week. Even a week missed may mean a major dip in your grades.

We should not let the two years of B-school be viewed as a job-
bagging exercise. It should be seen as a method to gain education
and management skills. This will allow a student to take a break
and return to the course later.

From my observation, FMS encourages generalists. I see no
active pigeonholing. Students make their choice of electives in the
second year. Electives are up to the students, and institutes have
almost nothing to do with it.

Meera: This poses further thinking on what Arun raised at the start
of this discussion. Is there a conscious effort in management insti-
tutes to educate students to become business managers, or are we
educating them to become marketing managers, finance managers
or HR managers? Does this pigeonholing exist because it exists in
the industry, or vice versa?

If a student with a personal problem is penalised with no op-
tion for another exam, the situation is very similar to the one in the
case study. The CEO took the call and decided he was taking re-

grate HR with the main business of the organisation, although I
feel we should redefine business from a people's perspective and
then integrate business into HR. IfHR's administration functions
are outsourced, it can be left to play the strategic role of raising the
human capital of the company.

Given this role, line managers should be trained to manage
their functional HR issues. This will also prevent HR managers
from playing superman and trying to resolve all people-related
problems of the organisation. Ho ever, a constant dialogue be-
tween line and HR is critical to ens that resolution is carried out
in the broad framework ofHR policies. It will also ensure the issues
do not degenerate by the time HR is ctlled in.

I have seen the subjects offered at B-schools. It seems that the
entire second year is devoted to electtes chosen by the students.
That means only the first year of the P~ course prepares students
to be business managers and the secondvear, perhaps unwittingly,
puts them into pigeon holes. B-schools need to examine whether
the first year subjects provide sufficient depth to equip students to
work as business managers, or should a part of the second year also
be devoted to general management subjects?

Let me now address the B-school grading system. Meera writes:
"If a student with a personal problem is penalised with no option
for another exam, the situation is very similafy-o the one in the case
study." If our students are going to be brought up in this kind of
culture, how v.1J.] they go into the business world and provide sec-
ond opportunities to employees like Nayana Sehgal? How will they

Why do we go to B-school? It's part of a continuum to becoming
~CIDWCID[ID~@m:ru@[R)CID@@[f~ @g D[R)@]llil~~IT)2o ~CID[g)CID[IDDUD%'2O~ ~@~CIDO[R)~>2

not about suppressing personal grief and faking bravery
sponsibility.

Why do we go to B-school? It's part of a continuum to becom-
ing capable managers of industry. Capability is certainly not about
suppressing personal grief and faking bravery. This, in fact, sets a
trend for being a demanding, heartless manager. In India we attach
undue respect for people who can leave the funeral to come attend
a board meeting.

This is lauded and quoted as noble. Where did this come from?
Life is about managing multiple roles: roles as children of parents,
siblings of siblings and emotionally mature partners in relation-
ships. Trust begins to build in tlfe details of these situations. So, in
the context of Smita's point that examinations are treated with a
harshness that makes education a hardship, we must see it as a
process. And that process has to be enjoyable, not a test of one's
emotional greatness.

Anita: In fact the present 'gruelling' education system fosters the
same do or die approach at the workplace. Students need experien-
tial skills to cope with difficult colleagues, demanding bosses, ete.
Hence, organisations have a responsibility to help employees de-
velop these skills through structured training and coaching. Hav-
ing a strong foundation of business managemer.t would make it
easy to specialise later on.

Arun: The issue of whether B-schools are unwittingly pigeonhol-
ing students into functions is central.The current trend is to inte-

be able to use Nayana's performance in three quarters and extrapo-
late it to the full year?

Smita feels the education system is punishing. Does it sound
like a concentration camp? At BITS Pilani, we were offered two op-
portunities to appear in every exam in all subjects. I do not know if
BITS follows this system for undergraduate courses, but the system
is a great one. If BITS can do it, why can we not follow it in other
schools?

The B-schools have only to provide a system by which each stu-
dent gets two opportunities for every exam. The student can
choose between the two or even take both to improve his grades.

Meera: Arun asked: "Is it a cut-throat world outside, or is it a com-
petitive world which affords opportunities to all those who can
perform and produce?"

What are educational institutions for? To weed out the weak, or
to reveal knowledge to all?Is the purpose of any education to estab-
lish intra-person superiority? Why do we send our children to edu-
cational institutions? Have we become a people with both eyes on
the report card thatwill declare our children as either fits or misfits?
Could it be true that the faults within the system lie not with the
sellers, but with the consumers (parents) who have come to define
the system (and the student) as a benchmarking tool and not as a
process for wisdom and evolution?

Smita: I think the current competitive education system in India is
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mostly an offshoot of the middle class which saw education as a
means to the prosperity they aspired for. But B-school education
and admission processes need to go beyond intellectual prowess to
life and people skills. The positive side is that despite this, India is
not doing too badly. We are seen as the next inteilectual super-
power. We need to fight a little harder to contribute to the country's
development and path to greatness.

Neharika: B-schools are not 'summer camps'. It is almost by design
that there is pressure and stress. It is believed that you have to prove
yourself, you have to test your limits and still do your best. The
courses, quizzes and exams are designed to be fair and tough. The
belief has been that unless you challenge your limits, you will not
realise your potential. It is not necessarily meant to be competitive
or cut-throat, but students are expected to learn to push their lim-
its. From the student perspective, it becomes cut-throat and com-
petitive.A small part is also played by the way companies hire).

If students went to B-schools to learn rather than get a
plum job and if companies used some other criterion to hire,
parents would put a little less pressure on their
children to 'make
us proud'. It may be possible for students to shape
careers for lifewhile in B-schools.

In our organisational behaviour (OB) course
at IIM-A, the emphasis is on listening to others'
feelings, defining performance in intangible
terms, keeping the interests of the less powerful
while making decisions, etc. OB discusses the im-
portance of team work and showing care and con-
cern for people as a means to do commercially
welL These courses are popular and remembered
by the students.

However, there are a number of students who
see these courses as soft courses (easy As) while
they prepare themselves for taking a job in invest-
ment banking where they will have almost no use
for people-related issues. As faculty, we feel that
our job is to plant the seed and, at the appropriate
time, student experiences will nurture the seed
and then they will reap their harvest.

At IIM-A, we have two part-time counsellors
and a full-time assistant counsellor. We believe that faculty neither
has the expertise nor the required distance from the students to
help them solve their issues. Earlier students were inhibited.

However, over the last three years, students have been dropping
in to talk to the counsellors. The counselling centre is also our mes-
sage to students that we care, and that needing support isnot a sign
of weakness; we think it is best if you recognise you need help and
empower yourself to find it.

Urban Indian schools (the input for most MBA colleges) do
not instill confidence in children to explore their potential. It pre-
pares many good test-takers. Needless to say, this is not the problem
only of the school system. It works with the collaboration of the parents
who believe that competing and doing very well is the sole goal of edu-
cation.

In my experience, many students choose specialisations not be-
cause of their deep-seated interests, but because it pays more
money and because it is glamorous. When students make such
choices they cannot really give their best to the job. It ends up being

a job rather than a calling.

Arun: When I used the term 'summer camp' the context was
the case study, where Nayana is undergoing a crisis and is put
into a sort of 'summer camp' and is provided with emotional
support and reduced work pressures. The issue that I had raised
was for replicating such environs at B-school. Nayana's perform-
ance for the quarter that she was under emotional distress was
overlook and her performance for three quarters was extrapo-
lated for year. Can B-schools emulate this and provide a second
chance to needy students?

There a~ two themes to my comments: One, students as busi-
ness managers of tomorrow will do exactly what is done to them,
and, two, ex rientiallearning is the highest form of learning. If
there is a var nee between the taught and the espoused systems
and values at 8-'schools, learning will never take place.

As for the cut-throat competition, is there something we can do
to convert this into a culture where competition and collaboration
prosper together? It is competition which propels performance

and collaboration which propels team-work, both
of which are essential for the industry. What role
can B-schools play in furthering competitive col-
lab9ration in the industry?

PfIIM-A's courses, Neharika says:"As faculty
we are not so concerned about this, as we feel that
our job is to plant the seed." It could be that faculty
actually plants a seed, but the students
who see the course as a soft one do not water the
seed. Why is it that our country is today only a de-
veloping country despite the fact that we have
some of the most comprehensive skills in science
and technology and one of the largest banks of hu-
man knowledge capital in the world?

To my mind, the reason is we are not highly-
motivated, work-loving human beings. We do not
have proper work ethics, we do not display profes-
sional and financial integrity, we have scant respect
for laws and discipline, we have low identification
with the mission of our organisations, we have low
identification with our country and we have good
knowledge about our rights but not our

duties.These are not issues which we can forget about it. Evidently,
there is a need to harden our stance on these 'soft' issues.

Neharika, if the faculty says it neither has the expertise nor the
required distance to take on counselling, then it is no wonder then,
isn't it, that mentoring has not taken off so well in the industry. Ev-
idently, the managers also do not have the required expertise and
the distance.

Anita: Arun's issues are called 'soft' because they cannot be taught
like a math formula nor learnt like a chemical equation. The story
of the Chinese bamboo tree seems a relevant analogy here. A seed
of a chinese bamboo tree which is buried in earth, watered and fer-
tilised remains hidden, showing no signs of sprouting. It is only in
the fifth year that it suddenly grows 90 feet above the ground level.
This analogy conveys two things: one, it takes time for certain
learnings to bear fruit because it requires a process of internalisa-
tion; and two, there is hope even when immediate results aren't
seen. So I agree with Neharika's approach of'planting the seed' and
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allowing space and time for it to sprout.
I asked this question earlier, and I ask again: "To what extent

can we hold B-schools responsible for the moral and social devel-
opment of students?" Because among the factors that contribute
to a value drive in a person are also upbringing, influence of the
media and free will.

Arun, I am not sure how we can 'harden our stance' on soft is-
sues. How can one possibly push a young adult in a B-school to
demonstrate financial integrity, respect for laws and discipline
and awareness of one's civic duties? Yes,role modelling by faculty
may go a long way in instilling these values, as will rules and regula-
tions that demand adherence.

But that's as far as I think one could go. It may be too idealistic
to expect B-school to instill core values in their students in a span of
two years. If the seeds are sown far earlier in life, B-schools could
nurture and tend to them. After a certain point, demonstrating val-
ues is a matter of one's choice or will.

Since we don't have that kind of control over soft issues,
I tend to believe in the approach of sowing, waiting
and hoping.

Meera: Even when that bamboo ishibernating un-
der the earth, it is ensured that its environment re-
mains wholesome. One won't trample on it; one
will treat it with respect. During the years between
17 and 23 when a young adult is growing, it is
equally important that his environment endorses
what he has learnt from parents and teachers.

Neharika: r think interventions often manifest
themselves only in the long run. As educators, we
can only sow seeds, and also role model. Students
are already adults when we meet them, and they
have many well-formed values.

Specifically, Arun, you had asked whether
B-schools can/should overlook the poor perform-
ance of ill students. Yes,it is done. When students
suffer from debilitating illnesses, the faculty go out
of their way to make sure they do not feel stressed
and that their performance does not suffer. How-
ever, faculty alwayshave to take care of issues of equity and fairness.

Can B-schools playa role in furthering competitive collabora-
tion, you ask? In my mind, this phrase itself is an oxymoron. It is
not possible. Collaboration also propels performance. I think it is
important to identify where it would be best to compete and where
it would be best to collaborate.

I believe that in a high expectation-high trust environment,
people behave in a manner that is not -self nor group-destructive.
For example, there is not a single act of vandalism or irresponsibil-
ity towards institute property in IIM-A, but several instances in a
nearby local, small business school. The students are of the same
age, come from rich homes and are equally educated! But expecta-
tions of them are low and trust is low.

As for your comments on mentoring, I think it is a skill that
needs to be learnt and developed by those who wish to mentor or
counsel. Overall, I agree that B-schools might be enhancing the
sense of competition among future managers. However, there is
also inputs in OB courses that emphasise the importance of caring
for people.

Smita: Every activity in B-schools is done with only the final place-
ments in mind. Come placements, it is war among students. Blood
donation camps are organised to add to social service hours; they
vie to produce better CVs; they are always looking over their shoul-
ders too see if someone is catching up.

So, destruction need not be only physical. A high trust environ-
ment is difficult to cultivate where there is intense competition. But
facing competition sure makes one tougher.

B-schools have roughly hal\a dozen subjects to be completed
within three months or so. Ho~uch the students assimilate in
those three months between project deadlines, tests and assign-
ments is not difficult to fathom. ~urses like OB help students un-
derstand concepts like ethics and compassion. But the most impor-
tant attribute that managers need t deal with in cross-cultural and
multi-faceted teams is emotional in lligence.

In this, I like what S.P.Jain does.They have a compulsory pro-
gramme that students have to undertake in any charity of their
choice. I think a few of the IIM's also follow this. After this, students

become more sensitive to people's needs and their
environment, and they get a chance to understand
that there is more to life than competition.

I agree that intense competition is essential
to make top-class managers. But, we can try
and make it competition ~ith a heart. Informal ac-
tivities, participation in charity and fun events
need to be a part of our education - not just
peripheral activities.

Neharika: To wrap up, I think it is time all B-
schools and corp orates looked over the implicit or
stated position of keeping emotion> under the
wraps. It is time to move on and accept that even
the rational world-view is finally shaped by the
emotional world-view. It is important to recognise
that performance matters most, and a partially
functioning human being will only perform par-
tially.

Thus, it is in the best interest of people at the
workplace to engender a caring and empowering
work/study place.

I agree this change will be slow. But B-schools may be the right
place to start addressing this It is important for teachers to model
it in their behaviour and make it part of their course structure
and design. Corporates also need to include it in their in-house
training programmes; it needs to show up in the performance
appraisal systems.

As I said, if the seed is sown in the minds of the students during
their education and it is also encouraged in the corporates, it would
be possible to bring about the change.

Anita: It is equally necessary to have students involved in a
social/civic commitment project which encourages them to take
responsibility for social issues. This would add to the holistic devel-
opment of students as responsible citizens and as sensitive
human beings.

These experiences can touch a chord in the hearts of young
peopJe who would soon be in responsible positions in the corpo-
rate world and can make a huge difference to the world
around them. •
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