
The end consumer is usu-
ally a woman; so it makes
sense to have a female
workforce. We are witness-
ing a change with brands
coming up with male-ori-
ented products but as of
now, yes, the industry is
women-oriented and that
throws up some great op-
portunities for 
female professionals.

Q.IS IT IMPORTANT
FOR WOMEN TO

LOOK GOOD AT THE
WORKPLACE? IS APPEAR-
ANCE EQUALLY DEFINING
FOR BOTH MEN AND
WOMEN?
Ruhie: Corporate grooming,
as a way of life, is gender-
neutral. Both men and
women have standards they
have to follow.  Although
the emphasis on appear-
ance is higher for front-end
employees, there has to be
a clearly laid-out grooming
policy for the back-end em-
ployees as well. 
Subramanian: The empha-
sis on grooming and ap-
pearance has risen with a
more youthful workforce. It
is an integral part of corpo-
rate life.

Q. WOULD YOU SELECT
OR REJECT A CANDI-

DATE BASED UPON THEIR
APPEARANCE AT THE IN-
TERVIEW?
Ruhie: We are in the beauty
industry and our promise to
people is that we will help
make them beautiful. So
we want our employees to

be neat, professional and
have an innate appreciation
for looking good. During
the interview, I look for ba-
sic hygiene and the way the
person presents them-
selves. But there are times
when we do make an ex-
ception if the person is real-
ly keen on joining the in-
dustry. We look at their abil-
ity to succeed at the job.
Once hired, we train them
in grooming.  
Subramanian: It is very im-
portant that the person has
the right attitude towards
grooming and hygiene. But
for back-end employees,
customer focus is the more
critical skill. 

Q.EQUALITY BETWEEN
MEN AND WOMEN

OR CELEBRATING THE
DIFFERENCES – WHICH
STANCE DO YOU SUPPORT
MORE AND WHY? 
Subramanian: Both men
and women have their own
strengths. So I’d say cele-
brate the differences and
what each gender brings to
the table.
Ruhie: At the clinics, when
it comes to doctors and
dermatologists, customers
are comfortable with both
men and women. So
there’s an equal opportuni-
ty there. But when it comes
to serving end consumers,
we prefer to recruit women
because most of our cus-
tomers are women. So, it’s
all about understanding the
person’s strengths and
playing up to them. 

>> (L-R): PBS Srinivas, country manager HR,
HP; Jatinder Salwan, head-recruitment, 
Societe Generale; Sujitesh Das, GM HR, 

Microland and Dr Sunil Kumar Parameswaran, adjunct faculty finance, IFIM B-School 

LESSONS IN RECRUITMENT
At Ascent Transformation Series, experts got together to
throw light on the changing paradigm of recruitment.

Here are the excerpts 
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HR managers al-
ways exercise their
right on the selec-

tion process with the log-
ic that though technical
aspects can be judged by
the hiring manager, the
behavioural aspects need
to be evaluated by ex-
perts – HR managers. Al-
so because post-joining,
the candidate becomes
the responsibility of the
HR manager, HR man-
agers are always keen to
play an active part in the
selection process. The
constraints, which some-
times prevent active HR
manager participation
are effort cost (time
spent by the HR manag-
er) and conflict of inter-
est (the recruitment
manager feels an addi-
tional filter has been cre-
ated, which adds to se-
lection time and effort).
In any organisation, effi-
cient lifecycle manage-
ment of HR is critical for

the efficiency of the or-
ganisation. Human re-
source management in
all forms, be it recruit-
ment of the right talent,
retention of the right tal-
ent, managing cost of the
workforce and develop-
ment of HR to meet the
changing needs of the
environment should be
on top of any CEO’s
agenda. CEOs typically
monitor and manage re-
cruitment health through
data-driven information
systems and use of ex-
perts. Almost every-
where, the top manage-
ment monitors recruit-
ment numbers diligently,
and keeps a close eye
on the functioning of the
recruitment engine. I
don’t think a CEO needs
to be an expert in re-
cruitment activities, but
should continue to put
monitoring mechanisms
in place to intervene at
the appropriate time.

> JATINDER SALWAN,
VP-HR, Societe Generale

Viren.Naidu@timesgroup.com
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An average candi-
date may appear
to suit the job de-

scription only in the in-
terview conversation
process whereas the
‘above average’ candi-
date may provoke the
interview discussions
with job enlargement
and enrichment ideas
for their sake, even if
that may not be the fo-
cus in the short-term.
The “creativity” aspect
that stands for logical,
constructive and futuris-
tic is the differentiator
between average and
‘above average’ candi-
dates.

A modern-day HR
manager’s role is seen
as that of a social archi-
tect in business team

building. Recruitment is
the key tool that the HR
manager leverages to
design a robust team
that is relevant to busi-
ness purpose and helps
accomplish the goals of
such building. Beyond
this tool, the modern-
day HR manager helps
in continuous and peri-
odic assessment of tal-
ent skills with that of
the evolving organisa-
tion and puts in place a
training programme to
improve productivity. A
key aspect of the role is
to also ensure optimum
utilisation of the re-
sources and filter-out
the redundant talent
and bring in new rele-
vant talent. The mod-
ern-day HR manager

“A MODERN-DAY HR MANAGER’S 
ROLE IS SEEN AS THAT OF A

SOCIAL ARCHITECT”

> PBS SRINIVAS, country manager HR, HP:

Recruitment process-
es have evolved;
however, there isn’t

and can’t be a one-size-
fits-all approach and
therefore, behavioural

For editorial queries/feedback, get in touch: 
Viren Naidu (Viren.Naidu@timesgroup.com)

> SUJITESH DAS,
GM HR, Microland:

analysis doesn’t
apply to all
types of hiring.
Predictive mod-
elling is hap-

pening in pock-
ets, but it’s at too

nascent a stage to vali-
date the success of stick-
iness or loyalty. That’s al-
so because it’s not only
the talent acquisition
process that determines

the tenure of an employ-
ee, but also the talent
development and man-
agement models. Beyond
the knowledge and the
skills, it’s the attitude as-
sessed through a set of
demonstrable and meas-
urable competencies that
have impacted and will
impact the success of the
position by filling the
same with a candidate,

who differentiates the
extraordinary from the
ordinary. The process of
identification is a combi-
nation of science (ex-
pertise) and art (experi-
ence). The role of the HR
manager remains the
same as has been for
years – hire the right tal-
ent for the right job at
the right time with the
right cost.

has to be cognizant of
the wide role of not on-
ly recruitment but also
ensure that the talent is
relevant to evolving
needs of the business.
The young talent
grooming process is
evolving and not ma-
tured yet. Though it’s
more prevalent in prod-
uct-oriented companies,
the other organisations
including manufacturing
and services sector are
gradually catching up to
fast-track growth aspira-
tions. Across business-
es, the measures are
being designed to en-
sure the direct correla-
tion between results ac-
complished within time
and the possible
growth opportunities.

Agood candidate
needs to be motivat-
ed, emotionally ma-

ture and eager to learn.
Technical and domain
skills can always be tuned
by giving extensive on-the-
job training. Thus, the HR
manager needs to assess
the EQ of a candidate
thoroughly and personality
profiling and standard as-

sessment tests can play a
big role. Consistent past
academic performance
can flag a person who is
intellectually a high flyer,
but such an individual
need not necessarily deliv-
er on-the-job. A modern
HR manager needs to un-
derstand his own firm and
its culture thoroughly. He
also needs to keep

abreast of trends and de-
velopments, technical as
well as commercial, in his
industry at a global and
not just a local level. Typi-
cally, many of the new
roles and required skill-
sets would have evolved
after a person graduated
and donned the role of
an HR manager. So
awareness is very critical.

> DR SUNIL KUMAR PARAMESWARAN,
adjunct faculty - finance, IFIM Business School:

“THE PROCESS   OF
IDENTIFICATION IS A

COMBINATION OF
EXPERTISE AND EXPERIENCE”

“THE HR MANAGER NEEDS TO ASSESS
THE EQ OF A CANDIDATE  THOROUGHLY”

“A CEO TOO SHOULD
INTERVENE DURING
THE RECRUITMENT

PROCESS”
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AR“Celebrate the differences and what
each gender brings to the table”
As Women’s Day just went by, we chat with S Subramanian, CEO and Ruhie
Pande, head – HR and training, Marico Kaya Enterprises Limited to get a dual
perspective about women in the beauty sector

Ankita.Shreeram
@timesgroup.com

Q.IS THE BEAUTY 
INDUSTRY STILL

PRIMARILY WOMEN-
ORIENTED? 
Subramanian: Yes, to a
large extent. Most of the
customers are women but

having said that, the male
segment of users is also
growing. Employees are
dominantly women be-
cause of the customer pro-
file. There has been a small
shift in terms of the gender
balance but equal parity
will take a long time. 
Ruhie: I resonate with that.

THE ECONOMIC TIMES, NEW DELHI, TUESDAY, MARCH 10, 2015


