
16�
THE ECONOMIC TIMES | MUMBAI | FRIDAY | 9 DECEMBER 2016Careers: The Fast Track

Case Library initiated by 
The Economic Times

In July 2016, Reliance Jio Infocomm 
Limited (RJIL), the company led by 
Mukesh Ambani, a known Indian indus-
trialist, entered the arena of the Indian 
telecom sector by launching Lyf smart-
phones with JIO SIM cards. RJIL smart-
phones used Voice over Long Term 
Evolution (VoLTE), a new technology 
where voice calls transmitted as data 
packets over the Fourth Generation 
(4G) network services.

This meant VoLTE-enabled users had 
the advantage of free voice calls us-
ing the broadband network.  This was 
fundamentally different from RJIL’s 
rivals who offered discreet data and 
voice packs using 2G or 3G networks. 
RJIL also proposed a lucrative initial 
promotional offer of 3 months free 
data subscription and was optimistic to 
reach 100 million subscribers within a 
year of its launch. 

Nevertheless, the commercial launch 
of the JIO SIM cards was delayed and 
it benefited their archrival Bharti 
Airtel Limited who already gained 
first-mover advantage by launching 4G 
services in December 2015. The other 
service providers in the market such as 
Vodafone India and Idea Cellular had 
also upgraded to 4G telephony in 2016. 
Consequently, RJIL had a challenging 
task of attracting customers to their 

offering. 

VoLTE being a new technology in India 
mandated the company to develop 
the necessary infrastructure, resulting 
in a huge investment of Rs1.5 trillion. 
Further, VoLTE had compatibility issues 
with other network services. Besides, 
the users needed VoLTE-supported 
mobile handsets to enjoy seamless 
services. While RJIL had won the pan-
India bid for 4G network covering all 
22 telecom circles, there were certain 
unanswered questions such as whether 
VoLTE would be able to provide a bet-
ter user experience? What price point 
advantage could RJIL offer? Was RJIL 
capable of becoming a disruptive force 
in the Indian telecom or would they 
turn out to be a devastating failure?

Prof Dr Uday 
Salunkhe

Ishani Chakraborty

Prof Dr Sonia Mehrotra

RELIANCE JIO – The Indian Telco Dials D for Disruption 

PROF DR SONIA MEHROTRA, Head 
& Associate Professor, Centre of 
Excellence for Case Development, 
WeSchool  

PROF DR UDAY SALUNKHE, Group 
Director Prin. LN Welingkar Institute 
of Management Development & 
Research

ISHANI CHAKRABORTY, Research 
Associate, Prin. LN Welingkar 
Institute of Management Development 
and Research

Rakesh Sinha, a businessperson 
(currently designated as Director 
Operations), with multiple businesses 
to manufacture auto ancillary parts, 
had floated Prospecta Engineering. 
However, the venture was not very 
successful due to lack of capital, tech-
nology and management capabilities.

Hence, Prospecta was forging an alli-
ance with Asian Engineering (Asian), a 
leading automotive equipment manu-
facturer to turn around its fortunes.

Dilip, the HR Manager, was de-
puted to Prospecta along with Ranjit 
(Factory Manager) from Asian with 
the desired management expertise 
to improve the functioning of the 
organization. The wages at Prospecta 
were very low and it had a large pop-
ulation of contractual workers, who 
were not governed by a proper pro-
cess as per the applicable industrial 
legislation, which led to a majority of 
its workers joining a politically moti-
vated external union Workers Union 
(WU) as its registered members.

Asian viewed this as a major obsta-
cle to their proposed growth strategy 
and feared the spill over of external 
unionization and industrial unrest 
into their factories. Sharad Sathe 

(HR Director) and Andy Roberts, the 
Managing Director of Asian, to ensure 
that the  external unionization did not 
succeed, deployed Dilip and Ranjit.

Dilip and Ranjit had to deal with 
formation of the internal union by 
managing various groups/factions 
among the workers and getting them 
together. These workers had some 
expectations from the management, 

relative to the promises made by the 
WU. Dilip and Ranjit had to operate 
within the negotiation framework 
laid down by Andy. However, Rakesh 
complicated the situation by unilater-
ally declaring the wage increase of 
10% in the current salary levels. This 
shifted the base level being consid-
ered for the wage negotiations and 
increased the expectations of the 
workers.

Dilip and Ranjit had to determine 
how to manage the behaviors of mul-
tiple groups, power issues, conflict 
situations and negotiations. Which 
strategy should the duo adopt to ne-
gotiate with the internal committee to 
arrive at a holistic settlement within 
the parameters of total 60% compen-
sation as per the mandate from the 
Managing Director. How will Dilip and 
Ranjit ensure a smooth functioning of 
the facility?
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New Delhi | Mumbai: Samsung is set to
emerge the top recruiter from IIT campuses
this year with plans to hire more than 300
engineers from the country’s premier tech-
nology institutes. 

The South Korean mobile phone and elec-
tronics major is leading the race in terms of
making maximum offers in at least three In-
dian Institute of Technology (IIT) campuses
after the first eight days of final placements
this year.

Other big recruiters that have made a
large number of offers so far across IITs
include EXL, Reliance Industries (RIL)
and Capgemini.

Despite facing a rough time globally since
the first reports of the Note 7 catching fire
came to light in early September, Samsung is
in aggressive hiring mode. 

A Samsung India spokesperson said the
company plans to hire over 300 engineers
from the IITs this year for its research and
development (R&D) institutes in Bengaluru,
Noida and Delhi. “IITs offer some of the best
engineering talent in India, and these young
engineers are well-suited to the innovation
mindset at Samsung,” the person said.

According to data from campuses, Sam-
sung made the maximum number of offers
at IIT Roorkee, IIT Varanasi (Banaras Hindu
University) and Guwahati, handing out 95
offers in these three campuses. At IIT Kha-
ragpur, it is trailing only Coal India. 

Samsung is also hiring aggressively from
other top IITs such as Delhi, Bombay, Mad-
ras, Kanpur and Hyderabad.

Another top recruiter this year is outsour-
cing and analytics service provider EXL that
has visited eight IITs, including Bombay,
Delhi, Kanpur, Kharagpur, Roorkee, Mad-
ras, Guwahati, and BHU (Varanasi) this ye-
ar, and made 127 offers, up from 111last year.

“Driven by its growth-induced demand,
EXL has been consistently increasing its of-
fers at the campuses primarily due to the qu-
ality, aptitude and trainability of the candi-
dates,” said Vivek Jetley, senior vice-presi-
dent, EXL Analytics. “EXL hires primarily
for its consultant role from all the above cam-
puses,” he added.

Placements at IITs started on December 1
and are still ongoing. The first phase of the
process will end later this month, only to
pick up again in January.

“Samsung Bangalore has been the top re-
cruiter at our institute this year with 25 of-
fers,” said Kaustubha Mohanty, head,
centre for career development, IIT Guwa-
hati. Other top recruiters from the cam-
pus so far include data analytics company
FICO with 15 offers, and EXL and RIL with
11offers each.

At IIT Kharagpur, placement chairperson
Debasis Deb said Coal India is set to be the
top recruiter for the second year in a row, ha-
ving made 26 offers so far. It is followed by
Samsung Bangalore and EXL with 22 offers
each, and Mentor Graphics and ZS Associa-
tes with 14 offers each.

At IIT Roorkee, Samsung made 26 offers,
followed by Wipro with 23 offers, Microsoft
with 17, Reliance Industries with 16, and Citi-
corp Services India and EXL with 15 offers
each. Microsoft was the largest recruiter last
year with 31offers, said NP Padhy, professor-
in-charge for placement at the institute.

Microsoft declined to comment on the mar-
ginal dip in its hiring numbers this year. The
software giant has so far made more than 70
offers across IITs this year, including 20 of-
fers for international profiles. “Our drive at
IITs this year is in keeping with our increa-
sed focus on R&D and engineering excellen-
ce as we move towards becoming a cloud and
services organisation,” a Microsoft spoke-
sperson said in an email response.

Power management company Eaton also
recruited in good numbers. It made 11 offers
at IIT Hyderabad to emerge the single-lar-
gest recruiter there while at IIT BHU it made
10 offers.

At IIT BHU, Samsung made 44 offers follo-
wed by Goldman Sachs with 23 offers, Citi
Corp with 22, and Capgemini with 21. BHU of-
fer numbers include pre-placement offers.

At IIT Madras, the companies in pecking
order (starting from highest number of
offers) are Intel, Citicorp Services, Sam-
sung R&D Bangalore, Eaton, EY, EXL and
Axis Bank.
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Feedback at work is important for an individual’s de-
velopment. However, some people are over-sensitive 
to negative feedback, which makes it crucial for man-
agers and leaders to understand how to convey it. 
ET’s Rica Bhattacharyya talks to some experts.

BE OBJECTIVE2
It is important that you ensure that the person receiving 
the feedback knows that the feedback is not personal 
vendetta. “Such kind of fundamental attribution error has 
the employee linking the negative feedback to the person 
giving it,” says Sudhir Dhar, director HR, Motilal Oswal Fi-
nancial Services. “So, if you ask someone reporting to you 
the reason for being late, s/he might interpret that you are 
a control freak. Sadly, nearly all the time, the attribution 
strains the relationship between the two parties,” he says.

3 CHOOSE WORDS CAREFULLY
“Rather than telling someone outright that they are bad at 
something, it is better when you word it in a less harsh 
manner, and also provide suggestions and solutions to help 
them get better at what they are currently bad at,” says Ka-
mat. Dhar says, “Sometimes, the most innocuous of sen-
tences is perceived in a way which makes it seem threaten-
ing and derogatory.” The key is to make the employee feel 
safe. Only when s/he feels safe, would they be in a state of 
mind to understand and appreciate what you are saying.

4 IMPORTANCE OF FEEDBACK
One should begin by highlighting the importance of 
feedback — both positive as well as negative — in a 
professional’s life. “You could then follow that up with 
an example of how constructive feedback has helped 
you or someone you know, or the said employee 
knows, positively and made that person a better pro-
fessional,” says Kamat. While doing this, always make 
sure that your tone is calm and composed and like that 
of a mentor, rather than a rude, condescending or an-
gry one, he says.

COMBINE NEGATIVE & POSITIVE1
The ideal way of giving feedback to someone who’s 
extremely emotional is to go for the sandwich meth-
od, says Swapnil Kamat, founder of Work Better Train-
ing. Here, you sandwich the negative feedback be-
tween two layers of positive feedback. This helps in 
softening the impact of the negative feedback. By 
starting and ending in positive words, you ensure that 
the negative feedback has the right impact.

5 GIVE FEEDBACK IN PRIVATE
With emotional people, it is also important that you al-
ways give feedback in private. “Emotions are a result of 
a person’s sensitivity, and negative or constructive 
feedback is usually a very sensitive topic with highly 
emotional people,” says Kamat. Giving such people 
feedback in front of a room full of people can have an 
adverse impact, he says.
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