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I am currently working as an HR Professional in the area of Learning & Development in Tata Steel, Jamshedpur, having over 23 years of work experience in different fields of HRM like Industrial Relations, Business & Corporate HR, at Tata Steel.
Personal Details: 
- Was selected from the campus (XISS) to join Tata Steel wef 1st Sept 1988 & have continued to work with the company since then.
- Indian, Married, age 48 years ( husband also in Tata Steel, presently posted at    Bhubaneswar ) , 2 children, (elder an engg. student & younger in school-+2 )
- Associate membership of professional bodies like ASTD, ISTD, IIPM, AIMA. 
- Contact details: cell nos. : 09204068074, 0923467661 email sushmita.srivastava.jsr@gmail.com/ Sushmita@tatasteel.com 
Qualification: 
1. Class X from Sacred Heart Convent School, Jamshedpur ( 1981)
2. BA (History Hons.) from St. Xavier’s College, Ranchi. 2nd topper of the batch.(1983-86 )
3. PDGPM & IR from Xavier Institute of Social Service, (XISS) Ranchi. 2nd topper of the batch ( 1986-1988)
4. Diploma in Training & Development from ISTD, New Delhi, Gold Medalist in the program. Conferred the Award at a special function by ISTD, New Delhi.( 2002)
5. Pursuing doctoral program at the XLRI, School of Business and Human Resources - 2009-2013 batch. Thesis draft submitted on 15th May, 2013, for TAC evaluation. 
WORK EXPERIENCE   ( Have had the unique opportunity to serve in all the core HR functions such as Industrial Relations, Corporate HR function, Business/Field HR & T&D function – almost equal time spent in all areas.). Some of my key work experiences have been as under :
1. As Senior External Assessor of Tata Business Excellence Model for Tata Group companies, have participated & lead several cross functional teams across Tata Group companies comprising leading Industry professionals for Business assessments across variety of Industries. 

2. Involved in the pioneering initiative to set up an HR Excellence Model within Tata Group Companies, under the leadership of R. Gopalakrishnan, Director, Tata Sons. As part of the task force across the Tata Group, recommendations to improve HR performance in the excellence journey has been implemented at Group HR contributing towards improvement in HR performance. This has been acknowledged & accepted by the Senior Leadership at the Tata Group.
3. Part of a significant task force within the company under the Managing Director responsible for large scale organizational restructuring program with world renowned management consultant (2000-2002). Thereafter worked for 2 years with reputed HR consultant hired by the organisation for designing & implementing high performing work systems (2002-2004) impacting recruitment & selection systems, performance management system, talent management practices, personal development plans & transition management within the company. Some of the accomplishments during this period were :
Involvement in organizational  restructuring exercise with line managers, followed by designing high performing work systems in the organization as part of an organization –wide task force. involved in transition management, post restructuring/downsizing of the organization, which in many respect was a unique experience. Involved since the early stages in design of Talent Review mechanism in organization, as part of its Performance Management systems based on global HR best practices, which is now been extensively deployed. Have been personally instrumental in design of developmental systems in organization, particularly mentoring systems, which has been well appreciated across the organization
4. Handled Industrial Relations both in Raw Material Division & Steel Melting Operations of Tata Steel - 10 years ( 1989-1999) at Jharia underground mines having the most difficult working conditions As IR manager, have extensive hand-on experience of conducting domestic enquiry, handling labor law related matters, Industrial disputes, grievance machinery handling etc. I have considerable experience in the areas of collective bargaining/union –management relations etc. 
5. Driving Deming Application Prize for HR for 2 years.( 2007-2009) with Japanese consultants. Helped develop “shining examples” in HR function which contributed towards the company winning the prestigious Award in 2009. Involved since early stages of implementation of TQM practices in HR. Had been deputed to study HR practices of other Deming Award winning companies such as TVS group & Mahindra & Mahindra & adopted several best practices within the organization.
6. Sr Faculty at Tata Steel Management Development Centre for last 8 years, responsible for alignment of training systems- both design & delivery, in accordance with business needs & directions of the company. Over 50 new & innovative management development programs designed & over 2000 sessions delivered on managerial skills & competencies for Tata Steel Executives in the following areas. 

Some of the MDPs designed & delivered by me during this period have been indicated below: Several case studies/corselets have been  developed by me for class –room training teaching on HR related issues & used for learning purposes. Further Details on program design of each program with number of batches, participants covered etc. may be provided, as needed 
          MDP Programs conducted  :
· Leadership development  for Performance Enhancement  – for middle level executives

· Leadership development for Organisational Growth – for Sr leadership

· Leadership Development : Situational to Strategic Leadership 

· Workshop on Change Management 

· Team & Conflict Management

· Inter-Personal Communication Skills

· Leading Teams to Successful Change

· Workshop on Coaching & Mentoring Skills : Bringing out the Best in people. ( For Sr Leadership)
· Creating Winning Mentor-Mentee Bonds – A Program on Mentoring Relationships ( For Middle managers)
· Understanding your Career Anchors ( as part of Career Development Workshops/exercises)

· Workshop on Shaping the Future Organisation – An Appreciative Enquiry Approach
· Vision Workshops ( as part of Annual Business Planning )
· Building Winning Teams

· Outbound Team Building Programs ( with Ms Bachendri Pal, Everest conqueror )

· Influencing & Networking Skills ( for Sr leaders)
· Influencing Skills at the Workplace ( for middle level managers)

· Influencing & Negotiation Skills ( for Procurement & IR managers)

· Customer Care & Service Orientation ( for customer interfacing teams)

· Customer Relationship Management ( for M&S professionals)

· Internal Customer Care

· Developing Customer Orientation

· Total Customer Focus

· Assessment Centre Approach to Competency Mapping 

· Developing Learning Abilities

· Managers as Value Creators 

· Business Perspectives for HR Managers
· Performance Measurement & Development

· Human Process Labs

· Interviewing Skills

· Conductive Effective Exit Interviews

· Workshop on Attracting & Retaining Talent 
· HR Gurukul

· IR Gurukul

· Strategic Talent Management

· Designing organizations

· Job Design & Evaluation

· Innovation Management

· Induction Program for Lateral Recruits ( SMILE) – Special Moments of Interactive Learning Experience.

· Gaining the Winning Edge for Plant Leadership Team of Tata Cummins

Feedback : I have consistently received excellent feedback on the training imparted to Tata Steel executives across all levels.

Besides Tata Steel, I have offered MDP programs to the following sister concerns & other Tata Group companies:

1. Tata Motors

2. TRF

3. TCIL

4. Tayo

5. Jusco

6. Tata Metaliks

7. Tata NYK
8. Tata Cummins
On request & approval from the management, I have also conducted MDPs for non Tata Group companies & taken sessions on request from XLRI Prof. at the MDP Centre of the XLRI.
Some of the recent key OD Interventions & Project Based Assignments undertaken :
I have undertaken the following Projects/OD interventions within the organisation on the request of the Sr leadership:
1. Designed an rolled out an Employee Engagement Survey for a division of Tata steel. The recommendations were accepted. 

2. Measured the effectiveness of coaching & mentoring initiatives in 3 Divisions of the company. No other organizations are known measure such initiatives

3. The Mentor-Mentee Pairing process designed by me for Tata Steel is the most innovative design undertaken anywhere 

4. Implementation of TQM practices in HR for the first time in Tata Steel contributed to our winning the Deming prize.

5. Undertaken a study on Job Rotation within the company & Developmental Needs arising out of Job Role Changes within the organisation. All recommendations were accepted.

CONTRIBUTIONS MADE AS A RESEARCH SCHOLAR AT XLRI (2009-2013 FPM batch)

    Research Papers: Conferences & Publications. 

Mentorship: Applicability of Theory in Indian Perspective

Paper presented at Indian Academy of Management, 2009, XLRI, Jamshedpur, India
Author: Ms. Sushmita Srivastava, Ms. Pragya Dixit
Abstract : A number of research papers have been written on different dimensions of the mentoring program such as Formal V/s Informal, mentor-protégé matching etc. and their impact on socialization & commitment levels of new entrants, mentoring relationships, career mobility etc. but there are a structured guideline for launching a formal mentoring program which would help address the primary objectives of mentoring & would serve as a road-map for budding practitioner of organizational development discipline is yet to evolve . The paper relies heavily on the various research findings and examines the practicality of implementation in Indian corporate work environment with an attempt to voice the experiences and concerns of corporate managers with an attempt to rejuvenate Mentoring as a significant HR support process.

Mentoring and Coaching Relationship: An Exploratory study in an Indian Corporate.

Paper Presented in Asian Academy of Management, 2010 in Macao, China. 
Author: Ms. Sushmita Srivastava, Prof ISF Raj.
Abstract : The present study was undertaken to examine the nature of coaching and mentoring relationships as experienced by managers in a large Indian manufacturing organization. One hundred and ninety eight managers participated in the study to explore the meaning of Mentoring and Coaching, the benefits their organization can derive from such programs, the helpful and hindering factors that would contribute to enhancement of effective mentoring relationship in the organization, the roles Mentors and Coaches play and how far both Mentoring and Coaching are similar and/or different from each other.

An exploratory study on mentoring in a large Indian Manufacturing Organization: Towards conceptualizing an Indian model on mentorship.

Paper presented in 12th International HRM Conference at Management Development Institute, Gurgaon, India, December 2012.

Author: Ms. Sushmita Srivastava, Prof ISF Raj.

Abstract : The present study was undertaken to examine the nature of mentoring relationships as experienced by managers in a large Indian manufacturing organization. Nine hundred & six managers participated in the study to explore the meaning of mentoring, the benefits their organization can derive from such programs, the helpful and hindering factors that would contribute to enhancement of effective mentoring relationship in organization & the roles that mentors play.

Antecedents & Consequences of mentor – mentee fit in mentoring relationship – An exploratory conceptual study. 

Paper presented in 12th International HRM Conference at Management Development Institute, Gurgaon, India, December 2012. 
Revised paper under peer review  in Journal of Indian Academy of Applied Psychology.

Authors: Ms. Sushmita Srivastava, Prof. M. G. Jomon.

Abstract : Recognizing the value of effective mentoring relationships, organizations have the opportunity to institute certain matching processes within their organizations that are based on similarity / dissimilarity in certain characteristics between them and their /protégés. Hence it becomes important to determine what types of similarities/dissimilarities influence the dynamics of mentoring relationships. This paper explored the subject further& found that the mentor-mentee fit based on demographic & psychographic similarity/ dissimilarity may have a positive impact on mentee satisfaction & mentors willingness to mentor successfully mediates the relationship between mentor - mentee fit & mentee satisfaction. Thinking about mentor-mentee   fit and what may lead to an optimal fit, will be useful for organizations investing resources in engendering a mentoring culture or instituting a mentoring program.

Exploring the link  between mentor roles & mentor competencies: A proposed mentor effectiveness model.

Paper presented in 12th International HRM Conference at Management Development Institute,

Gurgaon, India, December 2012. Paper  under peer review in Indian Journal of Research in Management, Business and Social Sciences.

Authors: Ms. Sushmita Srivastava

Abstract : The purpose of this research paper is to explore the link between the various functions of a mentor and their relevant competencies & examine how mentor roles & related competencies may vary across different levels, functions, career stages & context in the organization. It establishes the need to view mentor competencies aligned to mentor role requirements. The extent of congruence between the two may determines the extent of fulfillment of development needs of the mentee. The paper finds that a mentor in the role of facilitating career advancement has to have more of functional competencies. Similarly, for undertaking psychosocial functions the mentor needs to have more of social competencies, though there are some overlapping competencies in both the cases. The paper would facilitate effective mentoring program design in organizations.

Development of a unique conceptual framework on mentor – mentee pairing in the Indian context.

Paper presented in 12th International HRM Conference at Management Development Institute, Gurgaon, India, December 2012. Paper  under peer review in Human Resource Development Quarterly.

Authors: Ms. Sushmita Srivastava

Abstract : Effective pairing is a critical step in getting a program to launch correctly & building a framework to encourage strong relationships, duly facilitated by the organization. Hence, formal mentoring programs need to give careful consideration to matching mentors & mentees in a way that it will enable relationships to be successful & achieve program goals.

A study of the impact of types of job change on perceived performance of newly rotated managers: The mediating role of job change dimensions.
Management and Labour Studies. Vol. 36, No. 1, February 2011

Author: Ms. Sushmita Srivastava 

Abstract : The purpose of the study is to find out the underlying Select Dimensions of job/ role changes, as perceived by employees who have undergone recent job changes in an Indian manufacturing organization. It seeks to examine the impact of these select dimensions namely Perceived Role Clarity, Perceived Planned Job Change & Perceived Workplace Support on Perceived Performance. It further investigates the impact of types of job change, namely Source & Nature of change, on Perceived Performance. The study while investigating the impact of the dimensions of Job Change on Perceived Performance revealed that Perceived Workplace Support successfully mediates the relationship between Type of Job Change & Perceived Performance.

Commitment & Loyalty in Trade Unions: Revisiting Gordon’s & Hirschman’s Theory.
The Indian Journal of Industrial Relations, Vol. 47, No. 2, October 2011.

Author: Ms. Sushmita Srivastava 

Abstract : This article presents an integrated unified model of the process by which union commitment & union loyalty is developed and maintained by trade unions. The article argues on the need to view commitment & loyalty as two distinct constructs. Based on review of the literature on organizational justice &union leadership, specific hypotheses are proposed. The objective is - conceptualization of the differences between union loyalty & union commitment by revisiting Gordon’s four factor theory of commitment that states union loyalty is one of the factors of commitment. The paper finds that union participation is better induced through union loyalty than union commitment& union leadership & justice has unique impact on the use of voice-exit-neglect & loyalty mechanism propounded by Hirschman. The research has implications for the growth & development of union-management relationships in the current context.

Mentoring & Performance: Implications for Business Organizations.
The Indian Journal of Industrial Relations, Vol. 48, No. 4, April 2013.

Author: Ms. Sushmita Srivastava, Prof. M. G. Jomon.

Abstract : Mentoring as a concept and as a practice existed for long in organizations and its relevance is gaining momentum as years pass by. An extensive review of literature indicated that benefits of mentoring practice especially relating to individual performance is not empirically studied and reported. This paper explores how perceptions of two forms of mentoring support, the traditional and relational, influence protégés’ role-based performance outcomes. The study tested for the variance in performance outcomes due to addition of relational mentoring support. The findings shed light on the role that protégé personal learning play as mediator in transmitting the effect of the two forms of mentoring support to his/her role-based performance.

A Qualitative Study of the Mentoring Process – Outcome Linkage in Formal and Supervisory mentoring in a Business organization.

The Indian Journal of Industrial  Relations, (In Press).
Author: Ms. Sushmita Srivastava, Prof. M. G. Jomon, Stacy Blake-Beard.
Abstract : This study is an investigation into what mentees and mentors consider are factors that significantly influence the mentoring outcomes, within formal and supervisory mentoring relationships. A qualitative case study approach was taken to examine the goals content & nature of mentors and mentees interaction, in formal and supervisory mentoring program within a large manufacturing organization in India. The results are presented within two categories: Path goal clarity and Values goal clarity. These findings have practical implications for the development and design of formal and supervisory mentoring programmes in business organizations on India.

Mentoring and Performance: Testing a mediated moderation model.

International Journal of Human Resource Management, ( under Peer Review).

Author: Ms. Sushmita Srivastava

Abstract : Relational mentoring process denotes high quality mentoring on the mentoring continuum & it subsumes traditional or average quality of mentoring. Therefore, the impact of relational mentoring towards protégé development is likely to be both professional &personal although, the undercurrent of support provided through relational mentoring on both dimensions is primarily psycho-social.  The outcome variable chosen for the study is role based performance that also subsumes personal (non job-related) & professional (job related) dimensions of performance. Our findings shed light on the role that protégé personal learning, comprising relational job learning and personal skill development, play as mediator and motivation to mentor as moderator, in transmitting the effect of relational mentoring on protégé role based performance.

Mentoring and Performance: Testing a mediated model in Supervisory and Formal Mentoring in Business Organization.

The International Journal of Business Insights and Transformation (under Peer Review)

Authors: Ms. Sushmita Srivastava, Prof Munish Kumar Thakur.

Abstract : The prevalence of structured mentoring process in business organization that merits comparisons due to differing mentoring dynamics are: Supervisory & Formal Mentoring. The differing dynamics of mentoring is a function of context & quality of relationships. Relational mentoring process denotes high quality mentoring relationship on the mentoring continuum & it subsumes traditional or average quality of mentoring. Therefore, the impact of relational mentoring towards protégé development is likely to be both professional & personal although, the undercurrent of support provided through relational mentoring on both dimensions is primarily psycho-social.  The outcome variable chosen for the study is role based performance that also subsumes personal (non -job - related) & professional (job related) dimensions of performance to ensure effectiveness of relational mentoring . Our findings shed light on the role that protégé personal learning, comprising relational job learning and personal skill development, play as mediator and motivation to mentor as moderator, in transmitting the effect of relational mentoring on protégé role based performance.

Software  knowledge  :

· I possess hands on experience in working on statistical software- Statistica, SPSS, Lisrel, Nvivo, MaxQDA, Word stat.
CORE SPECIALISATION AREAS OF INTEREST FOR TEACHING/RESEARCH :
1. Based on about 10 years spent handling Industrial Relations in both underground mining operations  as  well as Steel Melting Areas & having undertaken a doctoral course in Industrial Relations at XLRI & having written a research paper on IR, I would like to take up teaching Industrial Relations and Labour Laws.
2. I have prior experience of teaching HR related subjects like Performance Management Systems, Competency Based HR systems, 360 degree Feedback , Mentoring & Coaching as HR systems, TQM practices in HR, Talent Management Practices etc. & hence would like to offer. new elective courses in any of the above areas for MBA students.. 

3. My thesis dissertation is on – “Mentoring and protégé perception of role based performance in formal and supervisory mentoring in business organisation”. Hence, I would like to offer an elective course on Coaching & Mentoring as a Developmental System/ Developmental Psychology.

Email- sushmita.srivastava.jsr@gmail.com, 
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