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28th August, 2020 - Panel Discussions
Panel Discussion 1: “Reinventing the Rural Workplace”
Panelists:
• Mr. Abhishek Arun, Head HR (East), HDFC Bank

•

Mr. Rahul Katariya, Director HR & Admin, Swades Foundation

•

Mr. Subir Roy Chowdhury, CHRO, Satin Creditcare Network

•

Mr. Luna Mohanty, VP HR, Mahindra Farm Ltd., Panel Moderator

Panel Discussion 2: “HR as the Change Architect in Rural and Agri-Business Sector”
Panelists:
• Dr. Anita Polimetla, Director HR, Adama India

•

Ms. Priya Dcruz, HRBP (South East Asia), Bayer Crop Science

•

Mr. Siddhartha Ghosh, Sr. VP & CHRO, Adani Wilmar Ltd

•

Mr. Ashwani Kumar, Managing Director & CEO, Utkarsh Coreinvest Ltd

•

Mr. Pradhakar Lingareddy, Executive Vice President - HR (Agri-business Division), ITC
Ltd., Panel Moderator

29th August, 2020 – Workshops
➢ Workshop 1 - Jackie Ogonji, VP HR, SBM Bank, Kenya on the topic: “Rebooting HR for
Business Continuity”

➢ Workshop 2 - Mr. Himansu Panda, Circle Head, Rural Banking Group, HDFC Bank on
the topic: “Challenges and scope of Rural Finance during COVID-19”

➢ Workshop 3 - Mr. Asis Patnaik, Head HR-VF, Reliance Retail on the topic: “HR as
Change Agent”

➢ Workshop 4 – Dr. Parul Parmar, General Manager HR, VNR Seeds Pvt. Ltd. on the
topic: “Rebooting HR for Business Continuity”

➢ Workshop 5 - Swapna Varun, Country Head HR, TechnoServeon the topic: “Succession
Planning: Developing Talent from Within”

➢ Workshop 6 - Dr. Anup G Nair, Deputy Director, HR; OD, Care India on the topic “The
HR Professional Competencies: A Road Map for Success”

Panel Discussion 1: “Reinventing the Rural Workplace”
Panelists:
• Mr. Abhishek Arun, Head HR (East), HDFC Bank
• Mr. Rahul Katariya, Director HR & Admin, Swades Foundation
• Mr. Subir Roy Chowdhury, CHRO, Satin Creditcare Network

•

Mr. Luna Mohanty, VP HR, Mahindra Farm Ltd., Panel Moderator

The first panelist, Mr. Abhishek Arun, initiated the discussion citing the importance of banking.
Banking is an essential service, so did not get much affected by the COVID-19, but customer
reaction has changed majorly due to this pandemic. Customers are having limited access to the
branches, footfall has been decreased. People are more concerned for their health now than ever.
There is a uniformity in training. Employees are attached with customers at personal level.
People are hired locally, so they can work more closely with the customers. 15-20 days of
behavioral training is imparted.
Rural workplace will be a game changer for company as well as for country since cities and
urban areas have come to the standstill or saturation. Awareness of people is being created
through street plays, so that they don’t get caught again with the moneylenders.

The next panelist, Mr. Rahul Katariya, spoke about the is no boundary limit for contact during
COVID-19, so communication is easier. To tackle this problem of pandemic, each employee of
Swades remains in regular touch with the customers through telephones. 90000 people turned
back to their village from Bombay and Pune. So, taking care of them was a challenge. Many
schools and social infrastructures were converted to COVID shelters. 10000 families were
provided food for 1.5 months. Everything has its own positive and negative sides, but they came
out with flying colors. He emphasized that to engage with people is to empower them.

The third panelist, Mr. Subir Roy Chowdhury, mentioned that they have an employee base of
around 12500 and almost catered to 400 districts in India. The initial trend post lockdown has
been not very encouraging for the firm as most of the customers have nothing to do as most of
them lost their livelihood. Migrant workers suffered a lot during Covid-19 without any
livelihood. The organisation started thinking of giving them smaller loans and around 5000 loans
were given, which enabled them to increase their cash flows. The firm is associated with projects
where they are building toilets for the unprivileged and they are also looking forward to
providing free education to some of the customer's' children. He elucidated the changes in work
around the rural sector. An app has been developed with 20 regional languages and the
customers have been persuaded to use the app from their children's mobile. The tenure period
has been increased to ensure that the customers are earning good amount. Firm ensures that they
invest the money on income generating activities only. Vocational training is also imparted for
customers also their children.

Mr. Luna Mohanty, the moderator of the panel summarized by citing the various steps taken by
eminent corporates to reinvent and revamp the rural workplace, in view of the fast changing
environment.

Panel Discussion 2: “HR as the Change Architect in Rural and Agri-Business Sector”
Panelists:
• Dr. Anita Polimetla, Director HR, Adama India
• Ms. Priya Dcruz, HRBP (South East Asia), Bayer Crop Science
• Mr. Siddhartha Ghosh, Sr. VP & CHRO, Adani Wilmar Ltd

•
•

Mr. Ashwani Kumar, Managing Director & CEO, Utkarsh Coreinvest Ltd
Mr. Pradhakar Lingareddy, Executive Vice President - HR (Agri-business Division), ITC
Ltd., Panel Moderator

Prof. Nirmal K Mandal, Placement Coordinator welcomed all the participants to this panel
discussion and invited Prof. Prof. Nishith Parida, director of KIIT school of Rural Management
to deliver a welcome speech. Prof. Nishith Parida delivered the welcome speech introducing all
the esteemed panel members and invited them to the platform for discussion.
The first panelist, Dr. Anita highlighted her views on VUCA times. She also stated that
acceptance of technology has been quick by employees during COVID time.Dr. Anita, believes
that in order to work in an organization, we need to take into account the term “VUCA” which
hereby stand for, V- Votality, U- Uncertainity, C- Complexities, A- Ambiguity. Agri-Industry is
not immune to various complexities and uncertainties especially a situation like COVID. And
covid-19 was an uncertain and unexpected situation for each of us, thus it has pushed many
things aside. It’s not like an IT sector; in agri- sector there no such thing like work from home.
There has been a creation of lot of confusion in context with one’s engagement with the
customers. But then technology has plugged these existing gap, it’s like a blessings in disguise. It
has come with an immediate solution.Aalmost 70% of her employees are working in tier-1 and
tier-2 cities. She highlighted the role of role of e-learning for the employees and various
webinars. Though there has been a physical distance but yet again we are connected to each
other. Earlier we used to that weekly or monthly meetings but now for our sales or marketing
purpose, we can have meeting anywhere and at anytime based on our convenience. The beauty
of agriculture sector is that we can’t beat the nature and that’s how it works. No matter how
worse the situation gets, but this is one of the sectors which has been working presently, and
even in future it will continue to work.

The second panelist, Ms. Priya Dcruz, highlighted her talk on employee safety & security and
welfare of employees. She also talked about the need for putting a system in place. Crisis can be
tackled in two ways, the first is the short-term response, and other is the long term response. To
tackle any problem, there should not be only one response, rather multiple responses. For any
organization the well-being of an employee is of primary concern, especially their financial wellbeing. And these are the questions which employees usually have, regarding any organization.

During the time, when people are losing their jobs and having salary cuts, Bayer believes and
take initiatives to take care of the safety & wellbeing of it’s employees. In a situation, where one
member falls sick, the health insurance perfectly works for the employees. The company has
extended the insurance to their family members. She informed that insurance coverage is
provided to every employee which sends the message that “We as an organization, does not only
think about our well-being but rather your well-being”. As an organization, in order to provide
our employees mental peace, we organize webinars, so that they can interact with them and
know about their problems. They also have flexible working hours, so that the employees can
spend their time to rejuvenate themselves and do something innovative.

The next panelist, Mr. Ghosh suggested and gave insights into working in non – comfort zones
and connecting with people in the early part of career to do better in future. He stated that in
order to create a lively and friendly environment in an organization especially during the time,
where people are in urgent need of money, his organization has never deducted the salary of an
employee. Apart from this, medical insurance is the driving force to attract their employees.

They even connect with their employees on a daily basis to know their present situations. In
thepandemic, they doubled the employees’ increment and additional two months’ salary.

The fourth panelist, Mr. Ashwani gave his views on skill set and the need for the employee to be
pro-active, adaptive, agile and flexible to be more productive. He believed that during this
pandemic situation, we need to reinvent or re-structure ourselves in order to deal with an adverse

situation. We need to become more proactive in nature, so that we can effectively work as an
organization. He believed in the dictum that “we should choose the industry, not the industry
chooses us.” He also added that to work in an organization, we should take into consideration
“FAB” which hereby means ‘feature’, ‘benefits’ and ‘advantage’. Apart from this, any human
resource person should be the culmination of three characteristics, first one is being ‘agile’,
second is being ‘adaptive’, and third is being ‘committed’ to work.

Mr. Prabhakar, the moderator of the panel, guided the discussion with a very constructive and
curiosity-led agenda, summarizing and highlighting main points post the discussion for better
understanding for the audience. He stated that if nature has to prosper, there should be richness in
ecosystem; there should be a proper alignment. If we try to analyze statistical data, according to
it 60% of people in India are dependent on Agriculture. From an export perspective, government

has been working steadily for doubling farmer’s income. In order for nation to prosper, there
should be a proper alignment in farmers. No matter how much other sectors comes up like
manufacturing, IT sector but agriculture still remains the backbone. From consumer’s
perspective, Indian economy is on upside. As per capita income improves, it has a wide impact
on almost three sectors which includes health, food and education. We have a huge global
market, for agricultural sector especially after Green Revolution and White Revolution. Even in
farming sector, there is requirement of a talent, if we try to analyze the whole aspect of the
farmers, it is in itself a human resources. He stated that the agriculture export is around 20 billion
US dollar. He also stated the need to focus on doubling farmers’ income which will have an
ultimate impact on increasing the export potential of India. At consumer level the per capita
income increasing and the large portion of that additional income goes to education, food and
health. If we try to analyze the future prospects, the focus will be mainly on organic and
sustainability. He highlighted the need to focus on the establishment of industries and research
institutions in order to achieve thee right talent which is needed to grow these industries both in
terms of corporate and HR which would be culmination of both internal as well as external
knowledge.

29th August, 2020 – Workshops
WORKSHOP-1
“Rebooting HR for Business Continuity” by Jackie Ogonji, VP HR, SBM Bank, Kenya

Jackie Ogonji started with an introduction to Kenya. Kenya is known for tourism and its coffee.
Here, the Masai tribe is known for skillful use of the old style weapon - bow and arrow; every
year migration of the wild beasts and Zebras takes place. Kenyan people are also well known for
Olympics. Famous dish is “Nama choma” which is a kind of roasted meat.
Jackie Ogonji started her journey as an HR practitioner in 2002. She has done courses like
counseling, HR analytics, Masters in Governance and Ethics. she initially began her career being
an intern in 2002, then proceeded to administration and then counseling to finally begin her
career as an HR practitioner. She dedicatedly worked in a program with Kenya Government in
which she needed to go to private sector and brief the government about the work she had
learned or seen in the private sector. She emphasized about grabbing opportunities to use this as
a part of growing process. Studying, learning and working with various communities will help an
individual to stand out from the rest.
She said “If you want to achieve something, plan for it and follow it”. In this online setup, one
needs to look for the opportunity to grow self. She spoke about Rebooting – creating new values,
Restarting and Reinventing. It can be intentional or unintentional. Every Sunday, she watches
YouTube to learn something new and become a new version of self. She spoke about how one
can restart or reboot in the workplace. She spoke at length about initiatives by businesses to
continue their business. Losses should be acceptable to maintain so that it will help to gain trust
of the shareholders in these difficult time. Difficult situation has to be managed.
HR must align with business strategy to deliver the business outcome. What matters is the Speed,
Agility and Innovation showcased by HR. Habits turn into a culture over the time. Create a
culture that people can learn from. One needs to be multi skilled in order to stay relevant. There
has to be a clear accountability for business strategic goals. Use existing customers to create
brand loyalty.
What are we doing differently? One needs to identify opportunities. People have to be guided
through through financial management, emotional intelligence, plans for career, spiritual
nourishment.

WORKSHOP-2
“Challenges and scope of Rural Finance during COVID-19” by Mr. Himansu Panda, Circle
Head, Rural Banking Group, HDFC Bank

The speaker elucidated that the Finance sector has been least affected by the COVID – 19
especially, that pertaining to the rural sector as compared to the urban area. There were
restrictions on personal verifications by officials. Psychological barriers were created as to
whether to lend or not, lending has to be done now or after two or three months, with the
perceived risk of credibility of the borrowers. Asset liability mismatch happened due to the
COVID-19.
The speaker detailed the extended support by the government for Agricultural MSMEs. Loan
moratorium helped in reduction in substandard assets. Due to COVID-19, process of paperless
loans was implemented, which made the loan process hassle free. Financing to the landless
farmers increased during this tough time to extend support.

WORKSHOP-3
“HR as Change Agent” by Mr. Asis Patnaik, Head HR-VF, Reliance Retail
The fundamental in the kick start of change management program in the history is to know
whether we can believe in the change that we want to bring. Switching to the individual common

(being the core of the business), it is very important to be a part of the business for an individual
in order to bring a change. A deeper understanding is must to deal with the business. The ability
to change is the investment in bringing the outcome called change. If an individual is always
concerned about his/her own department or team or personal affairs, then he/she will not possess
enough the ability
to influence other things which are interrelated with the business processes. Ultimately, we
should be centre of the business in order to drive for the change in the business.
The best example is the contribution of technology i.e. Today, we are together connected with
the help of this virtual system. And another example is related to home delivery system i.e.
Zomato, which delivers food at the doorstep of consumers.
Another important aspect of change is perception. There must be an ability to see things
differently. If for instance, a problem has changed but the applied solution is an expired one,
then, there is no point how much effort it takes. It won’t work at all. So, we need to have ability
to perceive new changes. A perspective has to change with the time. If you are passionate about
something and you feel that you are capable enough to achieve it, then go after that. Many times
what happens is that people stop the journey somewhere in the middle. Any kind of work have
obstacles which are evitable. Things may not happen in according to what we have thought. So,
we should plan how can we reach the goal in any tough situations. Therefore, a fair amount of
existence, a fair amount of vision, a fair amount of dedication, a fair amount of commitment and
above top of these all a fair amount of intelligence is essential.
Bring the sharpness in intelligence. If always someone in the world does keep on doing
something, then why can’t I. One has to link to a life that is new every day. One has to be tech
savvy i.e. you need to know how to apply the technology in your day to day activities. Rural
management professionals should aim for utilizing the technology to transform the rural India.
One more important aspect which is often misunderstood by people is that disagreement is not
equal to disrespect. Suppose if one is not able to accept a statement by the boss, it is
disagreement. There would be some cultural adjustments one needs to make up while joining in
an organisation. If one wants to change a habit, one has to try and monitor oneself often and
check the progress. Therefore, change management is not a business, it is a process of life.
The challenge is all about working together. Workplace stress is a commonly used term by many
people. But it is in fact a conflict. The young people or the youth lack the energy and activeness
in the work because of lack of conflict management. Stress is created by self. If you like a
particular job, then there is no question of stress. If you are forced to do it, then it results in
stress. First you need to understand the root cause of stress. Pain is something that is always
evitable but suffering is a choice. So, stress is not the appropriate term to use for this prevailing
conflict between your interest and profession. So, it is important to be in touch with yourself
99% of the time, specially improvising in areas where you are lacking and bridge the gap
between yourself and actual process of work. Stress is not created by somebody externally, rather
it is from within.
WORKSHOP-4

“Rebooting HR for Business Continuity” by Dr. Parul Parmar, General Manager HR, VNR
Seeds Pvt. Ltd.
VNR is a leading vegetable seed Indian company centrally located from Chattisgarh. Its turnover
is around 300 crores. VNR is associated with 1200 business partners, has more than 1000
employees as well as third party employees. It has more than 23 crops with at least 300 varieties
in its portfolio. It is also a highly research oriented company. VNR is a very trust worthy name
among the farmers and it is also among the top 6 vegetable companies.
In the insightful session, Dr. Parmar focused on ‘rebooting as a concept’, ‘the changing role of
HR in the pandemic situation’, ‘the working processes of HR in order to transform the business
model of an organization and ‘the pros and cons of Covid-19 in a seed industry.’ She also talked
about the skills required of management professionals, especially during a crisis like this and the
areas that the students need to focus on for their professional growth.
The term “Rebooting” can be defined as restructuring, or redefining something. It is also defined
as looking afresh or revamping businesses. During this pandemic situation, VNR seeds changed
the whole working processes. Though it has created a lot of disruptions in the business model
formulated by the organization, but inspite of obstacles faced, the company is trying hard to
tackle this adverse situation. When the pandemic hit, organizations were obviously not ready for
it. There was hardly any organization from whom something about adaptability strategies could
be learnt. Hence every organization had to simultaneously adapt to this new normal. The
pandemic not only disrupted the processes but it also challenged the norms and thought
processes. Those organizations who developed their processes, who adapted to this change
quickly are doing very well today. But there are also many organizations which are still
struggling.
Seeds fall under the Essential Commodity Act. This sector plays a crucial role in food supply
chain and nutrition. When the lockdown was slowly opening up, sectors under Essential
Commodity Act and agricultural activities were given permission. Seed passes through multiple
processes, multiple geographies to reach the final customers who is the farmer. Research
activities got delayed because of the restricted movement which eventually slowed down the
innovation process which led to delay in release of new varieties. After a new variety is released
the next step is product development. All the activities got impacted because of restricted
movement, lack of labour amongst others. The staff that stays near the villages where the
production happens, the senior level team who guides, monitors production could not reach the
farm because the roads were blocked and the village panchayat did not allow them to enter their
premises. Though the government allowed the seed sector to perform normally, the State
restrictions were different; there was no free movement of people; everyone had to take
permissions from the respective collectors which was practically not feasible. Senior team started
using telephonic media to guide the farmers by exchanging photographs. Remotely things had to
be managed. With so many problems prevailing, the quality of seeds would have also been
impacted in some seed companies. Transportation of harvested seeds from the field to processing
plants is also an important function. Transportation was an area that was hit majorly, where the
borders were closed, and there were no drivers available due to migration to their villages. Even
after relaxations, the cost of transport was still very high because of lack of availability of

resources. Everything got delayed even after the seeds reached the processing plant. Since as per
government norms, organizations had to work with 50% labour - this was another major
challenge for the sector.
April and May was the season when the seeds have to be dispatched which also got delayed due
all afore mentioned reasons. In the initial period of lockdown, farmers randomly went and picked
up whatever seeds were available, since they thought because of lockdown they won’t get seeds.
Secondly, farmers got skeptical in buying vegetable seeds because “mandis” were also closed
and they would not get price for produce. Many seed companies who import seeds got majorly
impacted as the freight cost was very high and therefore the seed prices had to be raised. Even
after production, selling the produce was a problem because the mandis were closed and their
incomes also got affected which would also impact their next production cycle.
Apart from business challenges, VNR seeds had to look for new ways for doing things. The first
and prime thing they had to take care was employees’ health and well-being. Virtually
connecting with the staff on a daily basis, taking updates about work and health was monitored.
They made sure that their team was regularly engaged, given various tasks, opportunities were
created, presentations were conducted and the research team discussed their research papers
virtually. Their offices were well sanitized on a regular basis. In this pandemic situation, the
organization is looking forward to inculcate the positive emotions in their employers so that it
won’t hamper their social as well as emotional well-being. Apart from this, they are trying to
enhance the collaborative skills in their employers, so that they can tackle this adverse situation
with a positive attitude. The pandemic situation has positive impact like employees being more
agile, adaptive, more proactive in nature and as a result of which their cognitive ability has
improved a lot as compared to before.
Dr. Parul Parmar advised the students to work in the field in the initial years of their job life, be
passionate about work and learn continuously. This is something that will not only help students
in their professional growth in general but also help them to deal with crisis situations like the
pandemic.

WORKSHOP-5
“Succession Planning: Developing Talent from Within” by Swapna Varun, Country Head HR,
TechnoServe

Swapna Varun has a varied experience of 15 years. She has specialized in Conceptualization and
Implementation of HR Processes, having diverse HR experience, with expertise in the areas of
Talent Acquisition and Talent Management, Training, Employee Engagement &amp; Change
Management.
Her talk gave us insight of succession planning from two perspectives, one of it being the
organization’s and the other being the individual’s point of view. Every organization has their
vision, goals and objective. So, while chalking down organizational structure and roles, it is
important to hire such candidates who can contribute to the organisation in achieving its goals
and to ultimately help the organization achieve its vision. But from individual’s perspective, the
approach should be little different. Succession planning for an individual starts from day one. It
is important for an individual to understand their personality and then spend some time to
understand the company. This helps in alignment of self with the company.

WORKSHOP-6
“The HR Professional Competencies: A Road Map For Success” by Dr. Anup G Nair, Deputy
Director, HR & OD, Care India
The workshop was started by Professor Prasanta Parida. The guest speaker initiated the
workshop by talking about his working experience in Care India where he has been a part for the

last 3 years. His presentation started by quoting ‘Future Is now’. Change is what we need to
prepare for. He talked about Globalization and Technological advancement is what this era
comprises. Nowadays, communities of networks have reached its peak and people can so easily
communicate globally that not only enhance services for the customer but also helps in
increasing profit for the company and overall GDP for the country.
He talked about Competency - “Professionals must continually upgrade their competencies”. He
presented the six domains of competency in three different levels: Individual: As Credible
Activist; Organizational: As Capability builder, Change Champion, HR Innovator, Integrator,
Technology, Proponent; Contextual: As Strategic Positioner.
In defining the following terms he stated:
1. Credible Activist: They are not only activist, they are advocates for the importance of HR for
driving business results.
2. Capability Builder: HR professionals can help line managers create meaning so that the
capability of the organization reflects the deeper values of the employees.
3. Change Champion: They ensure that capacity for someone on the inside is equal to or greater
than the rate of change on the outside.
4. HR Innovator; Integrator: high-performing HR professionals ensure that desired business
results are clearly &amp; precisely prioritized to create &amp; sustain the identified
organizational capabilities.
5. Technology Proponent: Identifying the information and use this information into key decisions
and ensuring these decision to be clearly communicated and acted upon.
6. Strategic Positioner: HR professionals should understand the Global Business context in every
aspect (technology, political, economy) and translate this trends into business implications.
He concluded the session by saying that an HR person is a thought leader, best thinker in framing
the HR strategy through which people and organizations may be positioned to create sustainable
competitive advantages.

