
 

 

January 2020 – June 2020 



 

2 | P a g e  

 

 

 

Sr. No TABLE OF CONTENTS Page 

no 

1 Foreword 3 

2 Learning and Development - A Subset of HR 5 

3 Changes in Learning and Development 6 

4 A Study on Fostering Innovation and 

Disruption to Drive Digital Transformation in 

HR 

7 

5 A Study on Predictive Analytics for Talent 

Retention  

8 

6 Learning and Development – A Changing 

Paradigm 

9 

7 Training and Development and HRIS 

Applications 

10 

8 Learning and Development: The Business 

Environment 

13 

9 Emerging Trends in Human Capital 

Management 

14 

10 Activities of HR Cell 16 

11 Students Achievements 18 

12 Acknowledgements and Contributors 

 

19 

 

 
 



 

3 | P a g e  

 

FOREWORD 

Dr Satish Modh 

Director of VESIM 

In the competitive global environment, the role of human resource has become indispensable. 

The organization with good human resources has a more competitive edge and superior 

creativity. This is possible through exemplary human resource leadership. 

The VEPEOPLE creates awareness about global trends and practices in 

the human resource arena and imparts knowledge through our 

management students, faculty and remarkable alumni. 

VESIM Business School is a pioneer in taking such a wonderful initiative  

to create awareness, disseminate knowledge and impact people and organization  

using insights in human resource management and leadership across the organizations. 

 

Dr Seema Sant 

Associate Professor & Associate Dean HR 

VESIM 

Welcome to the first edition of VEPEOPLE, e-magazine designed especially for people in the 

area of HR. This is for the readers who want to know trends, current affairs in business and 

skills needed for HR professionals. The purpose of E- HR magazine is discussion, expert 

viewpoints, interviews from stewards, HR events at VESIM and many more insights in HR. 

We as HR professionals have a capacity not only to make organizations 

great places to work, but to create businesses that make a positive 

difference to society. 

It will help these HR buddies to improve and innovate, and become 

champion. We need to boost the HR function to say: We love HR as we 

can change the future by improving the present. HR is in a prime position 

to create a more positive, more purposeful ‘now’ for millions of us. 

At VESIM learning culture enhances students to develop and have hands-on  

experience, as a result, this has shaped. I congratulate the VEPEOPLE team  

and Editor for the successful launch of the magazine. 

I hope you will enjoy this first issue and do let us know if there are any topics you’d like to see 

covered in the future. 
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Prof. Swapnil Kshirsagar 

Faculty Incharge, VEPEOPLE 

Assistant Professor (HR) 

VESIM 

VEPEOPLE, the HR newsletter, explores various facets of people 

management across the global business world. With contributions 

from industry and academia, through this newsletter, we would like to  

contribute to the current wisdom of the HR world. 

 

 

Simran Sabnis 

Editor PGDM HR (Student) 

 VESIM 

I am honoured to be the editor of VEPEOPLE, and it brings me immense pleasure to publish 

this second edition for 2019. We aspire to create a platform for students 

and faculty to present their thought on topics that are related to the HR 

and explore the “New Era of Learning and Development” together. I 

would like to thank the faculty of VESIM and my fellow batchmates for 

their overwhelming support for launching this much-awaited newsletter. 

“As leaders, we need to focus on digitalization, but at the same 

time, we need to become more human” 

- Leena Nair, CHRO Unilever 
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Learning and development- A Subset of HR 

Learning, for most parts of modern human history, has been the result of institutionalized 

education. Innovation in learning is what will help create a “learning organization”, 

We are living in the knowledge economy, where knowledge is power. Helping people learn, 

innovate and share knowledge is one of the building blocks of organizational success in a 

competitive world. Learning and Development is, thus, not merely an HR agenda but a key 

priority for business leaders. 

Learning and development, a subset of HR, aims to improve group and individual 

performance by increasing and honing skills and knowledge. Learning and development, 

often called training and development, forms part of an organisation’s talent management 

strategy and is designed to align group and individual goals and performance with the 

organisation’s overall vision and goals. 

The activities linked with training & development is created to convey the employees the way 

to perform better in assigned jobs. It refers to the skill and knowledge enhancing bustle which 

is a source to improve quality of performance. Today employee too is looking at learning 

differently. 

Today engagement, at the tap of button on smartphone and everywhere learning are just some 

of the new-age learning trends, driven by employee expectations. Role-based learning is in 

vogue, as employees wish to learn what helps propel their careers. Today we can learn 

everywhere as we communicating on many devices at once. Learning & Development is 

almost universally recognized as a strategic tool for an organization's continuing growth, 

productivity and ability to retain valuable talent. 

Learning on Behaviour skill set, skills are generally straightforward to learn and often narrow 

in scope: A learning culture should be designed to enable and promote learning behaviour.   I 

mean to say work culture. We need to make sure that learning goals are aligned with business 

goals. 

New-age learning is not just about knowledge dissemination, it is about creating an engaging 

and immersive learning experience. L&D professionals must turn to the latest technology to 

be able to deliver on this learning need. To ensure a seamless learning experience, 

organisations and learning professionals also need to have a meticulous approach. 

 

 

Darshana Sawalani 

MMS- HR,VESIM 
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Changes in Learning and Development 

The face of L&D in HR is changing rapidly with times. The Digital Era is shifting the way 

your employees think, learn and solve problems to drive innovation. Employees continuously 

learn and up skill through bite-sized content, while you gain a baseline of  understanding 

across your organization. Employers today are not willing to invest time and money in 

traditional class room trainings which involve unproductive output. They are rather moving 

to a more quick and easy way to improve the learning curve of employees within their 

organization. 

A classic example is an app which offers Digital Learning while on the move. Employees are 

expected to download this app and spend a stipulated time each week on the app browsing 

through various topics and learning material pertaining to their area of work. The content in 

the app is shortlisted and uploaded by the respective HR representative of the organization in 

consultation with the Team Managers. The amount of time spent on the app browsing videos, 

new feed, etc.. is converted to a score which is called “Digital Fitness Score”. Each employee 

is expected to achieve a certain % of the score, which in turn gives them higher rating in their 

appraisals. 

These new age learning tools and initiatives are changing the way L&D is managed within 

organizations and will keep evolving in the days to come. 

 

Regards, 

Vanish Talreja 

Assistant Vice President 

Edelweiss Private Wealth Management 

 

Roveena 

MMS - HR, VESIM 
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A Study on Fostering Innovation and Disruption to 

Drive Digital Transformation in HR 

Digitalization is an important concept when it comes to keeping yourself at par with the 

changing trends in the digital market.HR has got this ultimate responsibility of not only 

hiring the digital talent but also ensuring that they bring results to the organization. Retaining 

those digital talents is also an important task to be performed by HR. It also needed to foster 

innovation without which it is just the same as others in the competition. To stand out from 

the crowd using and fostering innovative ideas is a must. The companies need to 

continuously bring out some new ideas as a new idea today may no longer remain new 

tomorrow. This competitive market can only be faced with innovative strategies and with 

digitalization. Organization must be effective at identifying new opportunities, understanding 

which opportunities to pursue, and acting on those opportunities. This is what is called 

innovation effectiveness. This paper seeks to encourage innovation in driving the digital 

transformation in the field of HR. 

 

Akshata Khembhavi 

PGDM-HR, VESIM 
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A Study on Predictive Analytics for Talent 

Retention 

 

Predictive Analytics for Human Resources is the advance application field of analytics in 

Human Resource Management. Predictive Analytics is a dominion area of analytics that 

indicate to apply analytical process to Human Resource Department in an organization. This 

helps to improve the performance of the employees and well-being of the organization. HR 

analytics helps to identify the skills of an employee and create the leaders for tomorrow. This 

paper seeks to understand the concept of Predictive Analytics and their importance for 

retaining the talent in an organizations. The paper also highlights how predictive analytics 

can effectively be used in many company to retain the employees as well as to predict the 

future events. This may contribute to reduce the attrition rate. Predictive analysis uses 

evidence from descriptive analysis as inputs for techniques like statistical modelling and 

machine learning Efforts are made to show the importance of Predictive Analytics in 

addressing the issues such as high attrition rate, employee engagement, hiring of an 

employee, etc. For the purpose of the study secondary data is used.  The data showed that the 

companies who are practicing the Predictive Analytics application can predict the most likely 

future events. This helped them to take quick and accurate decisions to reduce attrition rate of 

the company. This study may also be beneficial in future empirical studies of the subject. 

 

Akshata Khembhavi 

PGDM – HR, VESIM 
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Learning and development – A Changing 

Paradigm 

Have you ever wondered what it is like to be reborn? Italian Physician Maria Montessori 

once mentioned that “Development is series of Rebirths”. How true it is, each time we learn 

something new, we are reborn as enlightened person to deal with our life. 

Our Learning and developmental paradigm has undergone series of change. Parents and 

Seniors who developed their skills in the conventional way of mentoring and text books are 

finding it difficult to compete against the information which is delivered on silver platter to 

the millennial! 

Technical skills can now be learned at a click of a button making it easier by the day for the 

employment. The shift from simply having the technical skill sets to having the right 

approach and attitude is ever becoming important. More and more companies now focus of 

evaluating manpower by using multiple personalities tests to hire the right candidate. 

The movie “matrix” has provided an excellent glimpse of the future where learning becomes 

just a software update in the mind. The Human Resources department in the 21st century too 

is focusing more on self-learning cloud technology based training programs. Individuals with 

the new learned skill sets , want to develop themselves more which results in employee 

growth movements like promotions, role enlargement horizontally and vertically and even 

attrition. 

In the growth process and stress, we often forget to have fun. To bring back the fun factor, 

management is trying its best to get employees closer by technology. Virtual trainings, get-

together and activities are the new challenge of the corporate world! Employees now share 

their knowledge on platforms like “one drive” and group email ID’s, have connecting 

conversations, but will never know how the person looks like. 

Professional relationships are not longer the same. Mentors change, Google is the new 

trainer, Alexa will do anything for you, however, no technology will nurture your emotions; 

emotions which drive you, motivate you to thrive which trigger from personal involvement. 

As Plato rightly said, “All learning has an emotional base”. We moved from being people 

oriented to mechanical way of working. Today, technology governs us and we struggle to 

Learn and develop our emotional and psychological abilities. It’s time to be reborn in this 

ever changing paradigm. 

 

Sanika 

MMS – HR, VESIM 
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Training & Development and HRIS Applications 

 

HRIS is a systematic process of compiling different information for easily accessing them 

further. HRIS helps in training and development issues within a business. It facilitates 

performance evaluation of an employee understanding proper training methods, utilizing the 

knowledge imparted to employees in an accessible manner. 

Training and Development - Strategic Implications and Learning Organization 

The organizations in the present scenario give a lot of importance to effective knowledge 

acquisition and knowledge sharing, continuous improvement by evolving as learning 

organizations. As a result of which, Training & Development function play a strategic role in 

improving the overall productivity and steering organizational growth as well. Rather, it 

would be appropriate to say that the T&D strategies are implemented in alignment with the 

overall corporate strategies for realizing pre-defined organizational goals. For staying ahead 

of the competition, responding to the environmental changes proactively, T&D is considered 

as an integral function by the organizations in the present scenario. Research shows that 

mostly organizations have a formalized approach to learning. Learning organizations provide 

continuous learning opportunities to reach organizational goals as well as individual 

performances. 

HRIS Applications in Training 

System Model of Training 

The system Model of Training involves five stages in it, which is a cyclical framework 

essentially to achieve the desired purpose of standardizing performed works. 

Analyze: The department, functional areas, employees should be identified to strategize the 

process of training. The requirement of training and the cost incurred for the method should 

be analyzed. 

Design: A structured design is framed to meet the required needs through formulation of 

objectives, steps and contents of the training program. 

Develop: Developing the training program to accomplish organizational goals. 

Execute: It is the implementation of the training program. Once executed, the loopholes and 

drawbacks of the training procedure are identified. 

Evaluate: It is a sort of performance evaluation in order to improve the work performance 

through necessary changes. 
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Source: http://www.yourarticlelibrary.com 

Instructional System Development Model 

The purpose of the Instructional System Development model is to solve the training problems 

on the basis of its needs. This model also helps to determine and develop the strategies to 

achieve training objectives. Firstly, it analyzes the need for the job and the persons who need 

the job. Accordingly, the planning is set featuring the program strategies, participants’ 

behavior during training, etc. In the development phase, the training course material, 

worksheets, presentation charts are prepared. Execution of the arrangements for the 

presentation including, halls, lighting, speakers, food, and others are done. Evaluation is 

obvious the last phase, where the training method is judged and necessary arrangements are 

done thereafter. 

Training Metrics and Cost Benefit Analysis 

Metrics are measures used to verify the development of skills and knowledge gained by an 

individual through training program. It is also used to identify the satisfaction level of 

employees or trainees and whether they impart their skills to gain positive outcomes. 

Different organizations follow different metrics of training. According to Blake Henegan and 

Scott Drayton, there are generally five metrics to measure the training process. These five 

metrics helps to judge the process of training. 

Training Spend. 

Training Recipients. 

Time Spent Training. 

Learning and Development Staff. 

Training Evaluation and Feedback. 

Certain things like the course material for training, trainees, accommodation, technology to 

be used are noted down. 

Level of training as it is a departmental training or functional areas of management training. 

Time spent on a particular training, i.e., weekly, monthly or yearly etc, that also depends on 

the incurred cost. 

Number of heads to be trained. 
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The important process of implementation and evaluation. 

Cost Benefit Analysis 

Training always involves estimation of costs and returns on investment. Costs are included in 

the training need analysis, training materials, design etc. there are various methods of cost 

benefit analysis: 

ROI (return on investment): The return on investment model, i.e. 

ROI (in present) = Program Benefits/Costs * 100 

It is important to identify the benefits of training on the basis of costs involved. 

Utility Analysis: It calculates the time of impact of the training program on the trainee. Here 

the analysis is done on the importance of the program. 

HRIS Applications in Training - Learning Management System 

Learning management system (LMS) is an important tool which increases the effectiveness 

of training reducing the cost and time involved in the process. Learning management system 

systematically present the training motive and content, create the assignments and evaluate 

the process. They typically maintain and manage the documents needed in the training 

procedure. Most learning management systems follow software to upload the documents. In 

this way it is advantageous to both the trainee as well as the trainers. Nowadays, colleges, 

schools, universities use learning management systems in online courses. It helps in record-

keeping of the employees and handles all aspects of the training process. Various platforms 

like Java/J2EE, Microsoft.NET or PHP etc. are used for development. 

HRIS - Training and development Implementation Issues 

The implementation of HRIS in the area of Training and Development depend upon a gamut 

of factors which can be both organizational factors as well as employee oriented factors. 

Information is collected and analyzed on various parameters like employee personal 

information, pay scale, absenteeism rates, benefit analysis, etc. from the HRIS database. 

Apart from this, various other factors like employee development needs, organizational 

culture, openness to feedback and change, cost or overall return on investment are taken into 

consideration, before implementing a robust HRIS framework in Training and Development. 

 

Source: https://www.managementstudyguide.com 

 

Vijetha Bhatt 

PGDM – HR, VESIM 
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Learning and Development: The Business 

Environment 

Due to globalization, businesses have to compete not only with organizations in their country 

or region but with other organizations throughout the world. Learning and development is a 

key factor for any business when attracting, good quality staff with the right knowledge, 

skills and attitude to their organization. It has been an area of core focus for all the Business 

HR leaders and professionals and it has gone through a transition from training and 

development to learning and development over the years. As the times have changed, 

recruiters don’t just demand the domain knowledge, they want their employee to have an 

overall around perspective about the entire business ecosystem, so that they can provide 

uninterrupted services to the consumers. In this skill driven era and times where the degree 

just acts leverage, continual improvement is often needed for sustainable development 

 

Customer is the king and in this ever changing business environment, it is important that 

Companies are equipped to meet the challenging demands of the industry. Change and 

learning are interlinked because it enables organizations to respond to changes and makes 

them more flexible and adaptable to an increasingly competitive and ever changing market. 

Learning and development thus helps in filing such gaps and also aligns employee goals and 

performance with that of the organizations. Companies should make effective use of 

technology to help employees continuously learn and develop their skills. 

Employees have also realized that learning can help them advance their career and make 

them better at their role. Once the employees are on the top of the current industry standards, 

any organization will become a market leader. Effective learning else leads to greater 

employee motivation and satisfaction as employees feel valued and it helps boost employee 

engagement and retention. This helps the employees to grow and develop throughout their 

careers. 

 

 

By Dr. Milind Kulkarni 

CEO of Transient HR Solutions 

 

Mukul Kulkarni 

MMS – HR,VESIM 
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EMERGING TRENDS IN HUMAN CAPITAL 

MANAGEMENT 

HR has faced more challenge in recent times than ever before. Recession, competition and 

technology are impacting workforce and a flexibility to change is becoming the mantra of 

today’s HR strategy. The last decade brought an avalanche of th change to the HR function as 

a whole including HR software in particular. Virtual Reality, Conversational platforms, 

Augmented Reality, the growth of the gig economy, the increased pushed towards greater 

diversity, all these are supposed to provide immersive and natural interactions with the digital 

world. As we have turned the page into 2020 and a new decade, it’s only appropriate to look 

ahead for a glimpse of which HR trends will continue to drive transformation and which new 

trends will emerge to shape the future of work. Majority of companies feel that not only do 

they need to rethink their capabilities to learn, but they also need to reinvent their workforce 

experience to enhance efficiency and reconsider how they develop leaders. These are shifts that 

need to be explored to avoid HR process stagnation. 

With the introduction of agile, software developers could deliver more value, at a faster pace, 

with tested and validated functional software. Agile became a true disruption. Having all the 

tools and methodologies available, it’s time for HR to focus on the following 4 factors: 

 

People over processes and tools: HR should facilitate and make it easier for people to 

collaborate within the organization. That means not only fostering a culture that allows 

collaboration to emerge and flourish, but also rewarding it. In addition, it is related to 

Employee Experience. HR must radically shift its focus from enforcing rules, policies, 

processes and systems, to “putting people first” i.e. ensuring that employees have the best 

experience at work. 

 

Working prototypes over excessive documentation: “Working Prototypes” in HR can be 

equated to “Working Processes”. Instead of waiting to execute projects or programs, HR can 

boost a mindset shift where it can prototype solutions focused on serving customers. This is a 

great opportunity for HR to use practical tools to deliver solutions What if instead of 

following this end-to-end approach, HR designs, tests, validates and delivers smaller 

workable packages? HR can start with testing the idea of “coaching and mentoring”, then 

feedback. 

 

Customer collaboration over rigid contracts: “Customer collaboration” can be easily 

translated into “HR collaborating with employees and business leaders”. Organizations will 

need to delevop a stronger customer support function to design an excellent customer 

experience and achieve growth and profitability. 

 

Respond to change rather than follow a plan: The world is in chaos right now because of 

the pace at which things are changing.HR with its “people expertise” can guide the 

organizational change readiness process and identify changes related to people, technology, 
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process and structure. Further, knowing about performance and people skills can advice 

leadership teams to setup the change network and identify key players responsible to lead the 

change in their functions, regions and/or countries. 

Hence, to build an agile HR function, HR needs to embrace the Agile principles as the 

business while acquiring new skills, top talent, more IT expertise and deeper knowledge 

about teams and network organizations. 

 
 

Khushboo Bijlani 

MMS – HR VESIM 
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ACTIVITIES OF HR CELL 

 

Three days ERP Workshop PGDM/MMS HR Specialization students at 

RCF from 9th to 11th October 2019 
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SHRM India Academic Partnership in October 2019 
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SHRM Master Certification Completed 

 

 
 

 

 

 

Students of PGDM/MMS visited Labor Court Bandra on 7th and 29th 

August 2019 
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ACHIEVEMENTS 

 

AKSHATA KEMBHAVI 

Article got published in journal. 

TITLE: A study on fostering innovation and disruption to drive Digital transformation in HR. 

Published by:  Shodh Sarita (quarterly bi-lingual research journal) Volume 7 Issue 25. 

Date of publication: 25-02-2020 

Authors:  Dr. Jyoti Chandwani (Corresponding author) 

Akshata Kembhavi 

 

DARSHANA SAWLANI, SIMRAN SABNIS and ADITYA BHARWAGA 

Awarded First Position in Aahvan 2020 under Firande 2020, the inter-college, college fest of 

Symbiosis Institute of Business Management, Hyderabad organized by Humanalaya Club of 

SIBM Hyderabad and was a national level event. 

 

KHUSHBOO BIJLANI and KAJAL PAWAR 

Awarded with the Certificate stated “fully capable and skilled in article writing” held under 

the initiative of WeCanIndia. 

Title: Leadership skills from Kargill War 

Date of article: 4th May 2020 

 

AMRITA RAI and MUKUL KULKARNI 

Winners of Write to win – National essay competition organizes by the Hindu group 

Attended a 2- day conclave at Bangalore and got Facilitated at the Huddle 2020 event in 

Bangalore and at the HCCB (Hindustan Coco-Coco Beverages) Corporate Head Quarters. 
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