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This edition of the Medley is unlike any of the others you’ve 
seen so far! With our internal newspaper ‘The Partner’s 
Post’ becoming a space for all our news and events, the 
Medley is changing… Going ahead, the Medley will release 
every six months and alternatively, every six months, the 

Partners Post. Our magazine is going to become a unique space for 
thought-leadership to cross-polinate themes with new perspectives 
creating a rich trove of knowledge. 

Our theme for this issue is ‘Anti-Fragility’. We have attempted to 
expand the limits of our understanding of the theme to a much larger 
landscape of events. Organisations, People, Brand, Leadership, Teams, 
Nation and more, are some of the topics we have in store. 

We have treated our cover uniquely too. A ‘Fragile’ sticker just like 
those used while travelling by airplane and an ‘Anti-Fragile’ stamp, just 
like how your passport is stamped with the name of the place you are 
going to. That’s the journey, our magazine this time aims to take you 
through- to a more anti-fragile state of being in every aspect of life.

In an attempt to make our magazine Anti-Fragile, we have also limited 
each article to two pages. With this edition, the Medley has evolved to 
a much more mature version of itself as it continues to remain a space 
to discuss, inquire, inspire, evoke and provoke.

– Susanne Rodrigues
Assistant Manager – Human Resources,  
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Lorem ipsum  dolor sit amet
Lorem ipsum dolor sit amet, consectetuer adipiscing elit,

sed diam nonummy nibh euismod tincidunt

INTRODUCTION

At some point of time, while traveling, most of us have asked airline staff to 
put a fragile tag on our bags, just as an additional precaution, to prevent them 
from being thrown around violently. Looking at how bags are generally handled 
at airports, that fragile tag at best only provides some form of psychological 
comfort, rather than any useful protection. We all know that the only way to 

protect what’s inside our bags is to pack things well.
How well we pack our bags, or lead our lives, or run our organizations; all of these are 

governed by how anti-fragile we make them.  It’s all about building resilience in a volatile, 
“beyond our control”,   fast-changing world. 

This issue of Medley has articles contributed by leaders within Mahindra Partners, 
and the Mahindra Group. We’ve also asked many of our business partners to share their 
perspectives on building an anti-fragile world. The subjects range from how to build 
resilience in children to protect the planet; from using Mahindra Rise and the Mahindra 
Leadership Characteristics to lessons from Silicon Valley; from embracing the digital 
world to running meetings that channelize energy; from achieving your dreams by setting  
anti-fragile goals, to how  authentic leadership and empowerment of people can create 

to survive and thrive through all the turbulence. What’s important, is to realize that an anti-
fragile sticker like the one on our bags or on the cover of this issue, is not the answer!

– Rustom Vesavevala
Vice President, HR and Business Excellence,  

Mahindra Partners
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THE ANATOMY OF A GREAT BUSINESS 
Zhooben Bhiwandiwala, gives us real time examples from the 

Mahindra Group and the leadership it takes to make us an anti-
fragile organisation. 

THE IDEAL LEADER
Rajeev Dubey explains how the 5 leadership competencies can 

build great Mahindra leaders. 

CAREER CONSCIOUS
Chandramouli Venkatesan tells us how to build  

Anti-Fragile Careers.
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Sangeeta Prasad talks about transforming organisations 

through Diversity.

STRENGTHEN YOUR BRAND IN THE  
TIME OF CRISIS 

Ashok Lalla comments on what it takes for brand anti-
fragility in these volatile social media times.

EMPOWERED TO RISE
Vinay Deshpande talks about how employee 

engagement and strong culture has helped Mahindra & 
Mahindra Financial Services Limited (MMFSL) become 

Anti-fragile.

THINK. FEEL. DRIVE
Cyrille Kozyreff uses the SHARP framework to decode 

the anti-fragile brain.
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The Anatomy of 
a Great Business
Zhooben Bhiwandiwala, gives us real-time examples from the Mahindra 

Group and the leadership it takes to make us an anti-fragile organization.

I n this extremely volatile global environment, how do we 
mitigate or proactively manage our business disruption 

even legislative surprises, radically shifting consumer 
trends, terrorism and geopolitics are now considered 

“normal.”

“Disruption has moved from an infrequent inconvenience to a 

industries…” 
- Gartner

Anti-fragility represents an ability for a corporation not just to 
be resilient and robust in its responses to adversity, but how it 
leverages the opportunities presented by volatility and change.

the term anti-fragility: 
“I suddenly realized one day that fragility—which had been 

does not like volatility, and that what does not like volatility 
does not like randomness, uncertainty, disorder, errors, 
stressors, harm, chaos, events, disorder, ‘unforeseen’ 
consequences, uncertainty, and, critically, time. Think of 
anything fragile, say, objects in your living room such as the 
glass frame, the television set, or, even better, the china in the 
cupboards. If you label them ‘fragile,’ then you necessarily 
want them to be left alone in peace, quiet, order, and 

an earthquake or the visit of your hyperactive nephew. Anti-

It likes volatility et al. It also likes time. And there is a powerful 
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and helpful link to nonlinearity: everything nonlinear in 
response is either fragile or anti-fragile to a certain source of 
randomness.”

In the above, Taleb clearly postulates that even Resilience 
is an inadequate tool in the quest to develop anti-fragility. 

Our own experiences within the Mahindra groups are 
littered with examples of being impacted by such events: 

our commodity inputs.
Our group has tailored several responses and initiatives 

towards this objective in the past, though all may not have 
been consistently implemented.

our Margin of Safety ratio, along with a strong free cash 

leveraging has seen corporate empires being demolished 
around us. 

emphasizes integrated Sustainability, diversity, and ethical 
values is indeed a foundational pillar.

planning methodologies.

of the forces which now have been unleashed in the world. 

companies has clearly visible vulnerabilities. How are we 
instituting key initiatives to eliminate these or strengthen our 

As individual leaders how do we enhance the abilities of 

highlighted below:

context of your business for this one must cultivate a 
strong sense of curiosity to sense the emergence of 
opportunity.

employees, customers, and competitors.

can be an opportunity.

guide, not a set of ingrained principles.

Resilient companies are well-networked internally as well 
as externally. These companies have a clear understanding of 
risk and are not only able to withstand negative disruptions 
but also able to readily adapt to them. They are poised to 
create peripheral value by exploring social responsibility 
initiatives. They can sense where change is happening and 
anticipate the downturns. They adapt with ease, rapidly 
capitalize on disruptions, and create value and positive social 
impact – even in the face of adversity.

Zhooben Bhiwandiwala is the 
President- Mahindra Partners & 
Group Legal, Member of the Group 
Executive Board.
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HR COUNCIL

Rajeev Dubey explains how the 5 leadership competencies can build  
great Mahindra leaders.

8   Mahindra Partners 

The Ideal

Leader
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Rajeev Dubey, Group President  
(HR & Corporate Services) CEO 
(After-Market Sector) Member of the 
Group Executive Board. As Group 
President (HR & Corporate Services) 
& CEO (AfterMarket Sector), Rajeev’s 
key focus areas are Human Capital 
initiatives of the Group, the After 
Market businesses, whose CEOs 
report to him, Group Communications, 

Government Relations, CSR and Infrastructure. He is also the 
Chairman of Mahindra Insurance Brokers, Mahindra Steel 
Service Centres and Mahindra First Choice Services, and 
serves on the Boards of several Group companies including 
SsangYong Motor, Korea; Mahindra Intertrade and Mahindra 
First Choice Wheels. He is Chairman of the Group CSR 
Council and the Corporate Governance Cell, a Member of the 
Governing Council of the Mahindra Institute of Quality and the 
Governing Board of Mahindra Ecole Centrale.

T he ‘New Normal’ in which Mahindra leaders have to 
show sustained business outperformance while 
driving positive change, is characterized by two 
features:  

a) VUCA – Volatility, Uncertainty, Complexity, and Ambiguity 
b) Push-back by all stakeholders: people will not easily accept 

anything that will not live up to their expectation 
The challenge ultimately is to unleash the full potential of 

employees and situations, which is possible only if there is a 
high degree of passion.

We believe that the Rise movement will generate the 
conditions which lead to sustained business outperformance 
while driving positive change, and the 3 +5 framework is the 
best way to bring Rise to life. The ‘3’ refers to the Rise pillars, 
which are attitudes or views of the world that must come into 
play seamlessly and effortlessly in any situation:
1) Accepting No Limits
2) Alternative Thinking
3) Driving Positive Change which together leads to 

sustainable competitive advantage

pillars to life 
1) The whole mind approach where we combine the left brain 

of logic, intellect, and rationality with the right brain of 
emotion, connection and empathy. 

2) A multiplier of energy, passion, engagement and a sense of 
ownership. This involves the ability to do deep listening, 
respecting the views of others, not being obsessed with 
the compulsive need to show “I am the best and have all 
the answers” but focusing instead on asking the right 
questions and then co-creating the answers with the teams 
we work with. Far from wanting to command and control 
and prove that ‘I am the best’, one must get genuine joy in 

admitting that others know more than me. 
3) Managing fear and leveraging failure: For innovation to 

occur, people need to experiment and take the risk. The 

biggest obstacle to risk-taking is fear of the unknown and 
of failure. So we need leaders who help people to manage 
and overcome their fear. It is equally important, to leverage 
the learnings from failure to create success. In management 
jargon, it is about rapid prototyping, early failure, quick 
feedback loop and trying again.

4) Mindfulness: In the sense of being open to all possibilities 
that exist in any situation. This requires not being a prisoner 
of the past who sees things through the prism of past 
failures and successes and hence is not able to perceive 
the present reality. This is possible only if we are fully in the 
‘here and now.’ 

5) Trust: Last, but not least, create trust through authenticity 
- say what I think and do what I say, and do so continuously. 
It is about walking the talk, removing the mask - having the 
courage to be who I am, with my strengths and equally with 
my weaknesses.”
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two years back; no major improvement is visible”. Hence I 
concluded that the single biggest driver to career success was 
the ability to get better, the pace at which you get better and 
hence I wrote the book “Get Better at Getting Better”.

We get better based on our experiences, what we do, whom 
we meet, what books we read etc. all these are our experiences. 
However, our learning is not equal to our experience, our 
learning is equal to what we have abstracted from that 
experience and put into our brain in a way where it is actionable 
in the future.  Hence two people can have the same experience 
but get better to different extents from that. This ability to get 
better is what I call the Get Better Model or GBM. You can 
visualize your GBM as a pipe between your experience and 
your brain. Some of us have a thick pipe and hence we are able 

Career Conscious
Chandramouli Venkatesan tells us how to build Anti-Fragile Careers.

I   have been observing what makes people successful in 
their careers for many years now. The summary of those 
observations I distilled down to key principles in my two 
books “Get Better at Getting Better” and “Catalyst”. 

As I observed peoples careers I noticed that the primary 
difference between successful people and less successful 

difference was successful people have a faster pace of getting 
better and continuously improving themselves compared to 
less successful people. You meet a successful person after 
two years and say “wow, this person is a different person in 
two years, s/he has improved and gotten better in the last two 
years”. You meet a less successful person in their career after 
2 years gap and say “this person is the same person I had met 

10   Mahindra Partners  
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exhausting—it is quite challenging to predict exactly what will 
be relevant in the future and learn that in advance. I prefer the 
simpler approach of developing a model so that when I get to 
the future, my GBM is capable of learning and adapting to 
what is required at that time.

In a simple way, this is saying that more than acquiring just 
the content and the knowledge to succeed, it is important to 
build the learning capability to succeed. This capability to get 
better continuously, to learn from whatever we do is the 
ultimate antidote to the fragility in careers.

to get better one hell of a lot from an experience. Some of us 
have a thin pipe and hence we learn very little from the same 
experience. When it comes to careers most of us focus on the 
experience aspect; I have worked in Sales till now, let me get 
some marketing experience or I have worked in MNCs only, let 
me now work in Indian companies, etc. We focus on changing 
the experience. Instead, my belief is if we focus on changing 
the quality of our GBM, if we focus on increasing the thickness 
of our pipe, then we will be successful whatever the experience 
we have.

This insight is particularly valuable in today’s VUCA 
(volatile, uncertain, complex and ambiguous) world which 
creates fragile careers, where there is continuous change, 
which needs newer skills and capabilities. The response of 
people often is to think about continuous re-skilling. Somebody 

course. Somebody thinks sustainability and pollution control 
are the future, so let me learn that. That is a good approach, 
and I do think we must continuously learn new things as the 
world around us changes. But I also think that can be 

Chandramouli Venkatesan is the 
Author of the books Catalyst & Get 
Better at Getting Better. The author can 
be contacted on Twitter @vcmouli11 
and Linkedin @Chandramouli 
Venkatesan
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Sangeeta Prasad talks about transforming organizations through Diversity.

12   Mahindra Partners 

The Diversity 

Mantra
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Sangeeta Prasad is the CEO of 
Integrated Cities and Industrial Clusters, 
Mahindra Lifespace Developers Ltd. She 
is also a Member of the Group Executive 
Board, Mahindra Group and Co-
Chairperson, Group Diversity Council, 
Mahindra Group

T he triad: ‘The fragile wants tranquillity, the anti-
fragile grows from disorder and the robust doesn’t 
care too much.’ All systems can be categorized as 
one of these three. Anti-fragile systems are those 
which improve or get stronger when unexpected 

and volatile events happen.
Diversity and inclusion are key ingredients for anti-fragility. 

Diversity, or the presence of many opinions, backgrounds, and 
schools of thought, creates opportunities for rich, fruitful 
collaboration and creativity, vis-à-vis strong collective 
homogeneity. Companies with diverse teams can understand 
and serve customer markets better while leveraging varied 
experiences, perspectives, and approaches to solve new-age 
business problems. Anti-fragile diversity and Inclusion is thus 
all about promoting healthy friction and a balance of voices 
while making sure these voices are heard and acted upon. 

One of the most interesting aspects of anti-fragility is ‘anti-
fragile balance’ – the idea of balancing two extremes while 
keeping avoidance in the middle. This refers to playing it very 
safe in high-risk areas while taking a lot of small risks in other 
areas. It’s akin to taking up a safe day job while indulging in a 
risky passion project in your spare time. It could also refer to 
alternating between staying rational and acting impulsively 
during decision-making instances. The upside to this approach 
is the elimination of the risk of ruin. This is critical for today’s 
business organizations, given the fact that we live in a VUCA 
world; and it necessitates that organizations embrace diverse 
environments that naturally support duality of thought, 
expression, and action.

Nassim Nicholas Taleb, the author of ‘Anti-fragile: Things 
That Gain from Disorder’, speaks of how the wind extinguishes 

uncertainty and chaos – both representative of a 
heterogeneous environment - to be prepared for an uncertain 
future in which change is the only constant. An anti-fragile 
approach to being future-forward involves actively positioning 
the organization’s activities such that the downside outcome 

challenge conventional wisdom within teams and provide the 
small shocks necessary to build anti-fragility. It is thus vital to 
create an inclusive culture; one which harnesses different 
perspectives and encourages comfort with ambiguity.

Agility is sometimes confused with anti-fragility. However, 
there exist both differences and similarities between the two. 
While agility involves responding to change, anti-fragility 
involves gaining from disorder; and while agility emphasizes 
embracing change through inspecting and adapting, anti-
fragility emphasizes embracing chaos through adapting and 
evolving! Both focus on adaptation; however, anti-fragility 
goes beyond to focus on evolution, while harnessing the power 
of multiplicity.

At Mahindra, we believe that diversity means embracing 
the uniqueness of every individual by respecting and nurturing 
ideas, opinions, and experiences of everyone and enabling 
them to Rise. We have traversed a journey, where today, 
diversity and Inclusion have become a key employee lever 
across the Mahindra Group with initiatives that are spread 
across sectors and thought leadership being provided by the 
sector and group level diversity councils. Culture building is an 
ongoing exercise and therefore, we must get comfortable with 
being uncomfortable around a multiplicity of gender, age, 
orientation, ethnic background, and socio-economic status, 
among many other factors. This is especially important in our 
hyper-connected diverse world of customers, investors and 
other stakeholders, wherein organizations must mirror the 
complex ecosystems they serve and exist within. 

How can we make anti-fragility work for us? Organizations 

unexpected, transforming into stronger and better entities. We 
must, for a start, adopt a beginner’s mind-set in all our tasks 
and projects, while leading with curiosity and compassion. 
This means that we must not just accept, but actively 
encourage diversity of talent and perspectives. 

Anti-fragile diversity and inclusion is hard work in the real 
world. It involves vulnerability, awkwardness, and discomfort. 

enabling people and communities to Rise. 

“No culture can live, if it attempts to be exclusive.”
- Mohandas K. Gandhi 
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The 6 things a brand must NOT do when faced with a crisis: 
1. WISH FOR THE INCIDENT TO DIE A NATURAL DEATH
 In these hyper-connected, always-on times, remember that 

there are more eyes, ears, cameras and video recorders on 
phones around than the biggest airline in the country has 
passengers in a year.  

 Nothing dies. It just festers and then rears an ugly, highly 
infected and toxic head. So act as soon as you become 
aware of an incident. Delay to act can create decay for the 
brand. 

2. BE REACTIVE AND DEFENSIVE 
 You lose critical care time by being reactive rather than 

taking the initiative to address an incident before it turns 
into a crisis. And defensiveness is often seen as a tactic to 
cut one’s losses and save face, so only ends up aggravating 
matters rather than serving as a salve that soothes.  

3. HIDE BEHIND A CORPORATE CLOAK OF ANONYMITY  
 Social media today has enabled people to connect with 

people, and express and share opinions at speed and scale. 

Strengthen 
your brand in 

the time of crisis 
Ashok Lalla comments on what it takes for brand anti-fragility in these 

volatile social media times.

A s an avid consumer watcher and digital marketing 
practitioner, I have had the opportunity to watch 
social media grow right from its evolutionary days 
to today where it has become an integral part of 
the life of brands and consumers alike.  

Nowhere is the resilience of a brand tested as much as it is 
in the time of a crisis. That is when all the cute, viral videos and 
fun banter of a brand counts for nought. It is when the intrinsic 
character and values of a brand come to the fore.  

My primer on brand anti-fragility is built through a 

Hotels at the time of the 26/11 attacks), advising several 
clients in time of crisis, and my analysis of several brands that 
have encountered crises over the years: AirAsia when its plane 
disappeared from the air a few years ago; Maggi and its 
pesticides crisis; Indigo when a staffer attacked a guest; Fortis 
and the several crises that struck its hospitals related to 
patient-care issues; Johnson’s crisis around the safety of its 
baby care products, and others. 

14   Mahindra Partners 
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responses. Ideally, have one or two very senior people 
doing the responses. Not the Corp Communications head, 
ideally the CEO. And maybe the Operations head, if the 
crisis is operations related. Or the Executive Chef, if it is a 
food-related crisis in a hotel or restaurant. 

3. CONSTANTLY UPDATE 
 Announce the frequency of updates and stick to it. Even if 

there is nothing to update, say that in an update. This is 
very crucial in order to prevent idle chatter and 
misinformation from spreading, which happens very easily 
via social media and TRP-hungry news channels. Own the 

across all your brand’s channels, and even wider media 
outreach. More is better, in times of crisis. 

4. STAY TUNED IN AND LISTEN 

place a robust listening mechanism. But do not rely just on 

in and listen to yourself as the brand custodian. You do not 
need to respond to everything out there but respond to you 
must. Periodically, to address the key issues and angst 
coming up. Remember, an open door is better for brand 
health than a free-for-all open internet.    
The one next step you must take if you are a brand owner 

or custodian is: Review your current customer service and 
brand reputation management guidelines and then refresh 
them to strengthen your crisis preparedness. Take the help of 
experts if required to get it right. Because a crisis well managed 
is a bigger crisis averted. 

At the time of a crisis, ducking 
behind responses through a 
corporate handle or a 
spokesperson is a recipe to 

around. Such times call for a 
real person, a face, a voice of 
consequence to step forward 
and respond. In most cases, 
this must be the CEO or even 
the Chairman of the Board. 

4. IGNORE THE VOICES 
SWELLING IN THE STREAM  

of voices, many rants and many real issues being brought 
up. Not paying heed to them and responding is an invitation 
to an increased velocity of angst and being perceived as an 
uncaring, unresponsive brand. Not every comment requires 
a response, but a methodical, periodic response goes a 
long way to quelling the bubbling outrage. And yes, these 
responses need to be from real people, ideally people at the 
top. 

5. ATTEMPT TO TURN CRISIS INTO MARKETING 
OPPORTUNITY  

 Despite what you learned in B School about seeing every 
crisis as an opportunity, do not plug your marketing story 
while responding in a crisis. Do not highlight how many 
million happy customers you have. Instead, simply 
apologize to those aggrieved, and you will be seen as a 
brand with a spine. That will itself turn the crisis into a 
positive for your brand once the crisis tides over. 

6. WAIT THE CRISIS OUT 
 Once a crisis has occurred, waiting it out and doing nothing 

is like letting a little infection in your foot fester without 
treating it. It can grow into a condition of gangrene and 

whiff of a crisis, act.
While the converse of these points is useful to follow as 

to-dos, managing a crisis right takes a preparedness in both 
mind-set and actions and a proactive approach. 

The 4 to-dos to retain and enhance brand resilience in the face 
of a crisis: 
1. PUT THE CUSTOMER FIRST AND YOUR BUSINESS 

SECOND.  
 Do whatever it takes to do the right thing for your 

customers. Remember, if you treat your customer’s right, 
they will treat your business right. But if you think of 
protecting your business interests before your customers, 
you will soon have no customers and no business. 

2. RESPOND FROM THE TOP 
 Real people, real voices. Video is a great format to respond 

with a face, voice, and emotions. It beats bland, textual 

Ashok Lalla, an independent 
Digital Business Advisor, currently 
also advises Mahindra Partners and 
its portfolio companies. He tweets 
at @ashoklalla.
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Empowered to Rise

Nassim Taleb’s coined word ‘Anti-fragile’ refers to 

 

Vinay Deshpande
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LOREM IPSUM

EXIT

Vinay Deshpande is the Chief People 
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Think. Feel. 
Drive

Cyrille Kozyreff uses the SHARP framework to decode the anti-fragile brain. 

L earning is at the heart of anti-fragile, in two ways: In 
the steady state, we automatically learn from 
unwanted circumstances; while in the intermediary 
state, we are learning to get to that state of automatic 
learning.

Since most of us are in the intermediary state, how can we 
train our brains to become more anti-fragile? (The stories 
included in this article are real stories of Potentialife 
participants, with imaginary names. Potentialife orchestrates 
9-month long journeys of gradual, positive life changes by 
leveraging the science of Positive Psychology and technology 
of which Cyrille heads the India operations.)

which Potentialife participants have inspiringly taught me over 
the past few months. The stories follow 5 elements of 
Strengths, Health, Absorption, Relationships, and Purpose, 
forming the acronym of SHARP.

1. Strengths: Practicing one’s passions as an answer to 
mental health issues

 Meena is a thriving, multifaceted professional who seems 
to be the rare case of an executive managing to succeed 
while also spending time with friends, and playing the 
piano at a performing level, among other hobbies. Until one 
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day, in a monthly Potentialife masterclass, she told us her 
story: Three years ago, she started undergoing mild 
depression. Her entire life was colored grey, and things 
were unsurprisingly not going well at work. But from there, 
she rose again by learning that the rat-racing doesn’t work 
for her. She reconnected with her old passion for the piano 
and started performing again. This gave her a mindful 

successful, while maintaining her identity.

2. Health: Recovering from an injury by reducing stress
 Ashok is a CXO who attended our launch workshop with a 

broken arm. Working too hard, around the clock and 
traveling excessively, he kept mindlessly getting hurt at 

sprained his wrist by falling in the bathroom. That’s when 
he decided that he would reduce his stress levels by 
replacing multi-tasking by serial monotasking. He 

explained to all his colleagues that his response time on 
WhatsApp would be 12 hours while working from home 
during recovery. It worked well for him, as he was, in fact, 
getting more work done than before the injury. Today, he is 

people freeing themselves from the tyranny of instant 
messaging.

3. Absorption: Learning from stress through journaling
 Neeraj was going to co-facilitate a monthly masterclass on 

the topic of stress, with us. But there was a slight issue: 
Neeraj was facing the most challenging 3 weeks of his life, 
as his boss had unexpectedly resigned and he had been 

In the steady state, we 
automatically learn from 
unwanted circumstances; 
while in the intermediary 

state, we are learning to get 
to that state of automatic 
learning. Since most of us 

are in the intermediary state, 
how can we train our brains 
to become more anti-fragile?

obligations. What he did amaze me. He kept a daily journal 
of his stress experiences, his default response, and his 
desired response. And he realized that his stress response 
started to change: He was taking time to recover from 
tense conversations, and talking positively of these 
challenging weeks. Using the simple technique of 
journaling, he started modifying the narrative in his mind. 
He started rewiring his neural pathways.

4. Relationships: Upping solidarity during a sprint, 
high-stakes project

her team, handling a once-in-a-lifetime marketing project 
involving one of the greatest athletes that have ever lived 

project by making a collective commitment that (1) 
Whatever happened, they would make it, and (2) They 
would be there for each other. The relationships grew 
closer and deeper within the team as a result. This 
corroborates my own experience working on tough 
consulting projects while at McKinsey: Long-lasting 
relationships consistently emerged from the toughest 
projects when the cohesiveness of the team was declared 
paramount.

5. Purpose: Reconnecting to our core values to recover 
from hectic weeks

Mumbai. The organization is growing fast, and things get 
hectic, if not messy. The day’s schedule consistently slips 

don’t know how to resolve. But every weekend, Lucy takes 
time to herself and reconnects with her core values, which 
she framed and hung on her study room’s wall a couple of 
years ago. She remembers why she is doing this work, and 
how she wants to show up in challenging circumstances.

Meena, Ashok, Neeraj, Mitali and Lucy are growing stronger 
and stronger each time they weather a storm. This is because 
they practice their passions, they journal, they simplify sensory 

methodically and periodically. There are probably many other 

Cyrille Kozyreff is India Country Head 
at Potentialife and a leadership coach. 
Potentialife was started by  
Dr Tal Ben-Shahar, a Harvard professor 
and McKinsey & Company former 
EMA Head of Strategy, Angus Ridgway. 
Currently, many of our SLP participants 
at Mahindra Partners are also going 
through this program.
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Till 3:30 pm on the 14th of February 2019, brave 
soldiers were looking after our families at Pulwama. A 

local militant bomber attacked the Central Reserve 
Police Force (CRPF) convoy leaving 40 soldiers dead 

and many more injured.
While there has been an outpouring of funds for those 

affected by Pulwama, there is a quieter side that 
doesn’t get the same limelight. We now recognize that 
we do not need a calamity to stand by our soldiers. We 

have titled this campaign #PartnersForPulwama, as 
we realized that Pulwama was just a wakeup call for 
the cause that lies in front of us. With this campaign 
we extend our unconditional support to soldiers (as a 

community) and their families. 

#PartnersForPulwama
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We tied up with the Paraplegic Rehab Centre in Kadki, Pune. The centre is 
focused towards providing meaningful lifelong rehabilitation of paraplegic and 

quadriplegic combatants once discharged from military service. The centre 
ensures physical, psychological and financial rehabilitation of  

ex-combatants to lead a life of respect post their injury.

We urge all our employees to 
contribute at least Re 1 a day 
towards the cause. While it is a 
one-time payment of Rs 365, our 
combined numbers at Mahindra 
Partners remains our strength.
At Mahindra Partners, in our 8 
companies we are 5338 people. 
Together we are capable of raising 
Rs 19,48,005.

Our ketto campaign link is  
https://www.ketto.org/fundraiser/
mahindrapartnersforpulwama 
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Emerging from 
the Valley

Amit Sridharan comments on how anti-fragility deeply underpins the 
entrepreneurship spirit in Silicon Valley.

22   Mahindra Partners 

T he Silicon Valley as we know it today was once a 
rural economy. It was Fred Terman, the Stanford 
Provost, also known as the ‘Father of Silicon Valley,’ 
who built the real base for the hi-tech industry in the 
West. In those days, Terman recalled, “a serious 

young engineer had to go back east to put spit and polish on 
his education.” Terman earned a Ph.D. in 1924 at MIT and 
planned to join the faculty at MIT as a new assistant professor. 
But as he developed a serious case of tuberculosis he spent 
the next year in bed, with sandbags on his chest as there was 

a part-time teaching position at Stanford instead. As his health 
recovered, he grew to become a full-time professor and later 
on, even the Dean of the engineering school. Terman pushed 
Stanford’s reputation to become a military technology 

commercialize their ideas, inspiring students to start their own 
companies. Fred Terman, thus led the rebels who moved into 
the barren west, both researchers and entrepreneurs, who 
initially had meager resources but a deep desire to be 
successful. And before educational institutions saw deep 
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connections with industry, he built the Stanford Industrial 
Park, which became the original networking hub for some of 
the brightest minds of technology, merging academia and 
industry, with the goal of advancing tech knowledge.

Unconventional has become the norm at Stanford. 
Professors, lecturers, and researchers are encouraged to 
collaborate extensively with industry. Many of them join back 
after successful stints in the industry and end up being 
mentors and investors to start-ups that emerge out of the 

professors can run and establish companies while meeting 
their academic requirements. Many times, lead students or 
researchers working with professors join forces to start the 
company. Stanford has a strong IP license policy where the 
research coming out of the university can be taken private by 
paying a fee. Patenting licensing technology coming out of 

The Recombinant DNA technology coming out of Stanford led 
to the birth of the biotech industry. Stanford University labs 
gave birth to the likes of Google and VMware (and Stanford 
still holds stakes in these listed organizations).

Another important highlight of the Silicon Valley model is 
the continuous wave of entrepreneurs who have evolved with 
technology. From semiconductors to microchips to personal 
computers to smartphones to cloud to AI. The roots can be 
traced to eight Shockley employees who helped build Fairchild 
Semiconductor leading to the birth of the semiconductor 
industry. Later in the decade, many of them left Fairchild and 
founded their own companies including Gordon Moore and 
Robert Noyce, who in 1968 founded their own company in 
Santa Clara called Intel. Soon after, other ex-Fairchild 
employees helped found AMD, Nvidia, and venture fund Kleiner 

Perkins. When Steve Jobs and Steve Wozniak started Apple, 
the senior talent from the semiconductor industry moved into 
the top management of the company. Even in recent times, like 
machine learning, multi-core architecture or robotics took 
roots, people in the valley have already moved into new 
technology. These founders have thought boldly and 
innovatively about different services and products to monetize 
them. Many new business models around SAAS (software as 
a service), network effects and freemium (give the basic 
service free and charge for higher-end usage) have thus 
emerged from the anti-fragile thinking in the valley. For any 
start-up in Silicon Valley, the test starts with building a 
minimum viable product - a product with the least amount of 
resources in the shortest possible time to test and iterate in 

‘It is like throwing yourself off a cliff and assembling a plane on 
the way down.’ 

around. But you keep going. The key point is to learn from your 
failures. Try, learn, and try again. The anti-fragile thinking in the 
valley comes from accepting that not all ideas will succeed but 
the ones that do will compensate for all failures.

Amit Sridharan is the Director of US 
Venture Investments & Partnerships for 
Mahindra Partners and is based out of 
Silicon Valley. He has over 15 years of 
experience as an early stage investor 
and incubator of new businesses both in 
Indian and the USA.
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The Crucial Role 
of Authentic 

Leadership
Zubin Mulla talks about making better teams through effective leadership.
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N that thrive on volatility and randomness. Not only 
do they resist shocks; they get better and stronger 

be a paradox because one of the things that 
characterizes a good team is that its members are united by a 

team’s common goal. How then can we have teams that 
become stronger as they receive random shocks from the 
environment?

A review of the literature on teams suggests that a couple 
of team characteristics can substantially enhance a team’s 
ability to leverage random shocks and emerge stronger. 

team psychological safety. 
The responsibility for developing these in a team lies with 

the leader. Leaders enhance team potency not only by training 

in the team’s ability to achieve their goals. The team’s mental 
model of teamwork is developed through having clear goals 
and professional work allocation amongst the team members. 
The team’s capacity to improvise can be enhanced by the 
leader’s ability to challenge the team members to think out of 

psychological safety is perhaps to most important and also 

environment is safe for taking interpersonal risks. In other 

consider it their duty to be candid with each other.
Developing a climate of psychological safety is easier said 

than done and there are a couple of natural obstacles to it. 

work done from others. Team members fear such tyrants. 
Other managers are able to achieve team outcomes because 
of their stellar track record and superior personal abilities. 
Such heroes inspire awe in their team members without 
substantively developing their team’s capabilities. When team 

is not amenable to fostering psychological safety. A third 

order to get work done. Studies have shown that when the 

deliver substandard outcomes or they will resort to using 
unfair means to achieve the outcomes. The only way to create 
a climate of psychological safety is to display truly inspiring 
leadership.

Displaying authentic leadership requires managers to 

models and must generate trust in their team members. This 
comes from being consistent in their actions and always 

team why the organization’s goal or vision matters in the larger 

demonstrate to team members that they (the team members) 
matter to goal achievement. This can be done by providing 
details about how team members’ actions relate to goal 
achievement and being fair to all while sharing success and 

managers must treat all team members as human beings and 
not just as employees.

Zubin R. Mulla is a Professor at the 
School of Management and Labour 
Studies at the Tata Institute of Social 
Sciences. His research interests include 
transformational leadership, ethics and 
values, Indian philosophy, and executive 
compensation. He is a faculty member at 
the Mahindra Partners SLP program too. 

Footnote:
Stoverink, D. A. C., Kirkman, D. B. L., Mistry, D. S., & Rosen, D. B. (in 
press). Bouncing back together: Toward a theoretical model of work team 
resilience. Academy of Management Review, doi:10.5465/amr.2017.0005
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Wave of 
Disruption

What is fragile? Something which breaks or 
disintegrates easily when subjected to stress 
or disorder. Isn’t it? Now if I ask you what’s the 
opposite of fragile, you might say – ‘Robust’ 
or ‘Resilient’. These are the words that most 

commonly come to mind when one tries to answer this 
question.

Let’s look at a couple of analogies that might be helpful – 

right?

Fragility, Robustness, and Anti-Fragility
If we follow the same logic, the opposite of Fragile cannot 

Gain from Disorder) has coined a new word for things which 

uncertainty and other stressors that form an integral part of 

resilience or robustness. The resilient and robust resist shocks 

gym.

Why should you be concerned with  
anti-fragility?

an approach towards making decisions, be it in a professional 
or personal capacity.

The Black Swan Theory

Improbable, Nassim Nicholas Taleb writes of the black swan 

magnitude and consequence that are usually rare, 

from realizing their importance. The normal human minds are 
in the business of turning history into something smooth and 
linear, which makes us underestimate randomness. But when 

landscape

stance. 

The Antidote to Black Swan

antidote to Black Swans, by outlining an approach that will 
enable us to conquer Black Swans, rather than suffer from 
their consequences.    
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Pranav Mahajan is a Manager of Human Resources at  
Mahindra Partners

Characteristics of Anti-fragile Systems:
In his book, Nassim Taleb highlights some features that 

Creative tinkering and experimentation

if it means failing fast and often. The idea is to 
increase the possibility of one stumbling upon a 

Aligned incentives
Fragility in our systems is 

schemes and other 

people to take hidden risks, 

them. This is a classic case of a 

when they know about the long term risks associated. 

Love for errors and mistakes

mistakes and errors 
because they can learn 
from them and modify their 
approach accordingly. 

This is why all systems and processes 

and adapting.

Simple is more sophisticated

systems and tons of regulations and intricate policies. The 
simpler, the better is the mantra. Complications lead to 

Some redundancy is good

due to an absence of layers and redundancy, multiple singular 
points of failure are created – just waiting for a Black Swan to 
take place! 

worthwhile to remember that ‘time’ is the same as disorder. If 
something has stood the test of time, it probably has some 

than the one which has been around only for the past few 
years. 

Anand Mahindra, during the M101 Conclave in 
2016 outlined the 5 ‘S’ framework that would 
enable the Group to become more Anti-fragile:

S1 – Shak (doubt) Wave
This implies that we need to create ‘shak’ 
or doubt within ourselves and question 
everything around us rather than succumb 

S3 – Small Pilots
The next ‘S’ is ‘Small Pilots’ which is about 
sustained experimentation and deploying a 
proof of concept to arrive at the correct 

S5 – Search for Meaning
The last ‘S’ and one of the most important in the 
framework is the ‘Search for Meaning’ because 
meaning, like beauty, is also anti-fragile and serves 

gives meaning to people’s lives is perhaps the 

S2 – Shadow the Shadow Board
The second ‘S’ stands for ‘Shadow the 
Shadow Board’ which refers to the importance 
of listening to millennials who, far from being 
fazed by disruption, tend to see White Swans 

S4- Search of Beauty
Perhaps one of the most important ‘S’s’ that we 
need to keep in mind is the ‘Search for Beauty’ 
because beauty will never be disrupted and will 

styling as a competitive advantage because they 

01

02

04

03

05
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Building

Blocks
Rahul Menon examines building anti-fragile nations through the lens of 

stable, versus rapid economic growth.

28   Mahindra Partners 
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M uch of the discussion on economic growth in 
India has centered on the need for achieving 
double-digit rates of economic growth. The 
sustained high growth rates of India and China 
are unprecedented in recent history, 

Keeping aside the debate on the veracity of Indian growth 
data, this brief note aims to highlight some of the concerns 
about running an economy at such high growth rates for 
sustained periods of time.

For one, in order to raise poverty, high growth rates are 

growth process that necessarily raises wages. Consider an 

1, the economy still grows by 7% but the growth is not 

4, the economy grows slower at 5%, but wages have shown a 

The point is that it is not enough to talk about a high growth 
rate without interrogating how equitable growth is. At a growth 
rate of 7%, the rule of 70 shows that national income would 
double in 10 years, but we do not know how this growth is 
distributed. Recent political processes in Europe and America 
have shown us how destabilizing inequality can be.

HIGH GROWTH REGIMES
In a paper in 2013, Lawrence Summers and Lant Pritchett 

showed that very few countries in history have maintained 
such a sustained period of high growth. Along with India, 
Trinidad and Tobago, Angola, Laos, Cambodia, and Sierra 
Leone are the only developing countries to have grown for 

unprecedented performance.
The point is not to say how unique this growth performance 

is, but how fragile. In the sample of 28 countries that have 

every country has experienced a severe growth slowdown 
after their period of rapid growth, with growth rates falling by 

boom, the deeper the slowdown. There is a real danger, they 
stress, of an extremely deep recession affecting an economy 
that maintains high growth for too long.

The fact is that none of the developed countries ever grew at 

such high growth rates in their history; their success owes more 
to long periods of stable rather than rapid growth. Denmark’s 

EAST ASIAN MIRACLES
Two Asian countries have sustained high rates of growth 

for long periods of time – China and South Korea. Do their 
experiences hold any lessons for India?

The State played a central role in both countries, disciplining 
and forcing capital into investing and expanding. Both 

terms as long as they abided by the dictates of the State. 

useful resources – such as cheap credit and access to 
technology – that allowed them to compete in export markets. 

It is doubtful, however, whether India can emulate this 
strategy in the midst of a deep global crisis and a global turn 
towards protectionism. China is already facing the threat of a 
slowdown in the face of a multitude of crises, such as slow 
global growth and Trump’s protectionist policies.

Moreover, the economic strategy of these countries 
explicitly prioritized economic growth over democracy. Park-
Chee Hung, the South Korean President who came to power in 

to ensure efforts to improve the living conditions of the people 
in Asia even undemocratic measures may be necessary.” A 
diverse and heterogeneous country like India must never 
succumb to the temptation that there is a trade-off between 
democracy and economic growth.

WHAT IS THE SOLUTION?
It could be argued that the links between rapid growth and 

subsequent slowdowns are simply a matter of correlations 

the global economy, it would be prudent to question the need 
for break-neck economic growth. History has shown that only 
two countries have maintained rapid growth over long periods 
of time, and the strategies used by them are not available to 
India today. In the long run, stable economic growth that 
focuses on equitable distribution of gains can ensure 

Rahul Menon is an Assistant Professor 
in the School of Livelihoods and 
Development at Tata Institute of Social 
Sciences, Hyderabad. He previously 
taught in St Xavier's College Mumbai 
and Delhi University, after completing 
his Ph.D. in JNU, New Delhi. His 
areas of interest lie in the Economics of 
Growth and Inequality, Macroeconomics 
and Labour Economics. He is a faculty 
member at the Mahindra Partners SLP 
program too.

The higher the growth rates 
during the boom, the deeper 

the slowdown. 
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Sanjay Desai talks about building anti-fragility for life goals. 

30   Mahindra Partners 

Life as  
we know it...

In the popular comic series Transformers, Autobots 
transform into machines, vehicles, and other objects, as 
well as mimic organic life-forms in response to unpredicted 
events that are faced from time to time.

If we as humans were capable of this, that would be an 
easy answer to the Black swan events, Naseem Taleb became 
so famous for. But since we are not Autobots, Naseem Taleb 
says that the best we can do is become Anti-fragile. These are 

stress points, risk, and adventure. Biologically, we display 
these abilities, even if not to the degree of Autobots. When we 
stretch our muscles, minds, neurons, we acquire greater 
functionality and responsive traits, as against just building 
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strength and robustness. Of course, just like in rubber, stretch 
it beyond a point and we can break. 

As products of the industrial revolution, our education, 

shaped us into becoming well-oiled machines to continuously 
increase production, which feeds into sustaining ‘successful, 

that emphasize and reward order and predictability, how is it 
possible to develop characteristics of anti-fragility? How and 
when do we motivate ourselves to take risks, experiment with 
the random and volatile, and keep bursting our stressors, to 
develop responsive agility? 

As we advance into the technological age of greater 
randomness, faster product and knowledge cycles, and shorter 
business cycles, Black Swan events are no longer rare and 
threatening to become more regular, less black. As shorter 
timeframes get messier, it may be wiser to learn to gain from a 
disorder rather than continue to rely on order to pull you 
through. Life is going to be unfair, accept it and get ready to 
ride the wavy currents. 

day to day life, to meet our life goals?
1. Stressors as Challenges: Constantly introduce stressors 

that keep upgrading your basic skills and talent. Think of 
athletes, introducing hurdles in their practice to get better 
and better. Open your mind to welcome hurdles you 
encounter, as challenges to upgrade to next levels.

2. Collaborating and Co-creating: Giving breadth and rounding 
to your skills by collaborating with others and other 
functions in your organization. Our colleagues and co-
creators are always stretching us to deliver shared goals. 
Resisting them is missing out on your anti-fragility 
opportunities.

3. Falling and Recovering Repeatedly: Make mistakes, 

As shorter timeframes get 
messier, it may be wiser to 

learn to gain from a disorder 
rather than continue to rely 

on order to pull you through. 
Life is going to be unfair, 

accept it and get ready to ride 
the wavy currents. 

A corporate professional turned 
entrepreneur, Sanjay Desai comes with 
over 30 years of rich experience in the 
world of Banking, Technology, Analytics 
and Human Potential. An alumnus of the 
prestigious IIM Bangalore, he spent 15 
years at Citigroup captaining the launch 
phases across various product lines. He 
then moved on to incubating dotcoms 
at Mphasis, and then went down the 

entrepreneurial route. Throughout his journey, he has seen many 
highs and lows, his most notable success being the founding of 
AurionPro that stands at a $100m turnover. Passionate about 
stimulating evolutionary change, Sanjay is now guiding others 
on how the pursuit of dreams and success can be boosted by 
cultivating self-awareness, through ConsciousLeap of which 
he is the CEO and Founder. Sanjay and his team have given 
multiple training sessions at Mahindra Partners.

engineer small falls by experimenting and going out of line, 
make small losses and learn to recover from them as a 
conscious practice, taking full responsibility for the 
consequences. 

4. Rejuvenating and building awareness: Build faculties of 
awareness and responsiveness, by building the lesser 
developed right brained faculties in most of us (because of 
our education and conditioning). Practicing art, yoga, 
meditation will not only help us build a new level of 
awareness and intuition; but also help us in recouping and 
rejuvenating ourselves after our encounters with greater 
stressors and failures, emphasized in the points above. 

5. Success as a Competency: Engaging with life in passion is 
a much under-rated attitude. When you engage with your 
goals in enthusiastic zeal, you are likely to withstand all 
hurdles and failures, and also likely to explore all corners 
for the solution, through twists and turns. Converting this 
to an attitude of dealing with all things, will build the 
competency of becoming successful, whatever the goal 
and situation. Building success as a competency integrated 
into life would heighten the quotient of anti-fragility.  

– Marcus Tullius Cicero
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Houston, we 
have a problem!

S
 

Vijay Arora 
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Vijay Arora is the Director in Mahindra 
Steel Service Centre Ltd and Mahindra 
MSTC Recycling Pvt Ltd. and Member 
of Senior Leadership Team at Mahindra 
Intertrade, with over 27 years of 
experience in handling various portfolios 
covering Strategy, Manufacturing, 
Projects, and Business Excellence.
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the best!
Naturally 

Vivek Talwar iterates why fragile Eco-systems most of all, need sturdy 
business practices.
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O ver the last couple of decades, the planet has 
been giving us enough signals that all isn’t 
well. Pristine islands, thousands of miles from 
the nearest mainland are awash with hundreds 
of tons of plastic waste, choking to death 

countless birds and other wildlife. Disasters and calamities 
related to climate change are happening with a higher 
frequency, and also intensity. And the sobering thought for 
all those segments of the global society that have 
technology and resources in abundance is, that nature 
doesn’t discriminate. No one is spared. Thoughts like 
‘these things don’t happen to us’ are now old-fashioned. 

engulf some of the most expensive properties and real 

an intensity never experienced before started hitting cities 
in the Western world, the message was loud and clear. 
That it’s not the usual suspects like Bangladesh or some 
small island nation in the Indian Ocean that would be the 
victim again. It’s time the world started realizing that this 
is the new normal. And it is all-encompassing.  

Having undertaken life-altering journeys into Antarctica, 
Arctic, Amazon and many other wilderness areas over the last 
four decades, I have seen the impact of our actions as the 
human race, with a deep sense of sadness and distress. There 
are very few sights as powerful as watching a malnourished 
polar bear staring bleakly into the horizon, slowly starving to 
death because the melting sea ice has robbed him of getting 
his only assured source of food – seals. Or watching huge 
pieces of ice breaking off glaciers and icebergs, falling with a 
thunderous crash into the sea, with rapidly increasing 
frequency. 

So is this new normal here to stay? Are these drastic 
changes happening on our planet reversible?  Who is to blame 
for all this? Is it the developed nations with their wasteful 
lifestyle and unsustainable demand on earth’s resources, or 
the developing nations with their huge populations and lower 
standards of environment management The truth is, all of us 
are guilty. The business world is sitting right in the middle of 

problem, as well as having the biggest opportunity to make a 
difference to make our planet anti-fragile. 

For the business world, the one sure way to make the 
planet anti-fragile is to embrace sustainability. Sadly, 

buzz word’ in many corporates. While measuring and reducing 
the carbon footprint of employees, banning the use of plastics, 
reducing consumption of water, energy, paper, and other 
resources is good, and must be done, it is the weaving of 
sustainability into the core enterprise strategy that will create 

the need of the hour is not for corporates to have an enterprise 
strategy and do some sustainability-related activities on the 
side, but explore the opportunity of weaving sustainability into 

Vivek Talwar until recently was 

the enterprise strategy. Whether the enterprise is in 
manufacturing or the service sector, whether it is into the 
automotive business or logistics, steel, energy or hospitality, 
there are enough opportunities to create business models that 

Today, customers like to engage with responsible companies, 
employees want to work with them, governments would like to 
invite them to set up a business, and potential partners would 
like to associate with them. So, if one seriously works to make 
the planet anti-fragile, the enterprise itself automatically 
becomes anti-fragile.
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Rohit Pandharkar talks about the path to Anti-fragility through Data Science.

Driving 
through data

“At least 40% of all businesses will die in the next 10 

- John Chambers 

While rapidly evolving technologies have 

repercussions faced by organizations unable 
to keep up with this high rate of change have 
been drastic. Only those organizations that 

growth and change. An Anti-fragile organization is one that 

has the resilience to deal with any forthcoming disruptions or 

one to not only predict problematic scenarios but also 
prescribe the optimum solution. Data-science can help in 
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Rohit Pandharkar heads Data Science 

When and Why. 
Organizations of all forms have seen the value of data-

science in combatting disruption and have begun using these 
4 pillars of data-science to protect 
themselves from external forces. With 

hyper-competitive space. With the 

Descriptive analytics to defend itself 

but also know when the customer is 
inquiring for a new loan at any other 

preventing the customer from moving to a competitor.  

data-science can bring in Diagnosing issues in the production 
line. Several global auto and electronics manufacturers have 

manufacturers are now able to monitor their entire production 
facilities. Using cameras and multiple deep-learning 

points in the process or defective parts or products 

competitive advantage.  
It is not only traditional business that can use data-science 

 

a certain problem into an actionable solution. Apple is a world-
class example of combining the 4 pillars data-science to 

been multiple reports of the Apple Watch has saved its 

customers lives by Detecting or Describing a variation in a 

either call for an ambulance or notify the user to visit a hospital. 

day after an Apple Watch detected a man collapsing and 

which in-turn helped them increase their own value and help 
strengthen their customer relationship.  

Apple are all winning organizations that have built a moat of 

prescriptive analytics and transform into an anti-fragile 
organization.
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 Are you the one person who always has the 
latest news about what’s happening around?

 Do you love clicking pictures at events?

 Are you the first one to share on social media?

 If yes, you can become a news reporter for 
‘The Partners Post.’ 

You can become a 
News Reporter!

BREAKING 
NEWS

BECOME A NEWS REPORTER FOR MAHINDRA PARTNERS NOW!!!
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What you get to do?
Write ‘insider’ stories of exciting events happening at your work location.

Dig for interesting stories at your organization
Contribute ideas for article and themes for ‘The Partners Post’

Get featured in the newspaper!

All you have to do is write to us at 
hr.partners@mahindra.com and tell us:

Why should you be chosen as a news reporter for ‘The Partners Post?’
Drop us your phone number, location and company name. 
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HR COUNCIL

History  
in the Making

Recording the present is the most effective way of protecting your history.
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W hen we think of the word HISTORY, the image 
that often comes to mind is of an event that 
took place a long time back. This is true of the 
history of nations, art history, political history 
and even the history of corporations. In 

companies, there is an unstated understanding that if an entity 
has not been around for too long, or if you haven’t become 
large or well known, you don’t need to bother too much about 
your history, because it’s very likely that not too many people 
are going to be interested in knowing anything about you. And 
that’s completely understandable in the current “information 
overload” world that we live in. Who wants to know anything 
about an organization that doesn’t stand out? 

However, there is one group of individuals that derive 

and that group is the current employees that work for that 
organization. When an employee joins a new company, she is 

know, and everything is so completely new. All of us, even 
those that have spent a few years in our companies are 
completely engrossed in the present. And as we all know, the 

of the organization that most people carry in their heads. On 

hand, the present is stressful and challenging. To build 

That understanding comes from knowing more and more 
about the past.

The title of this article is an oxymoron. How can history be 
present, when it’s all about recording the past? What it 

suggests then is that we record events as they unfold in our 
companies. Don’t wait to look back in hindsight to decide 
whether an event is worth recording or not. Keep building your 
organization’s history as it unfolds daily. Your internal 

she already has and another one called “Company Historian”.

What can we hope to gain from this meticulous recording 
of events as they keep unfolding in the present? 
1. When events are fresh in people’s minds, it’s so much 

easier to capture details. As time goes by, things become 
fuzzy and often completely lost.

2. The story of an organization needs to be told in a narrative 
form that captures human endeavour. With the passage of 
time, this gets lost and all that remains is a track record of 

3. Small events that look like a little blip to outsiders have a 
lot more meaning for people within the organization. 

4. Employees need to know of the struggles, the victories and 
the failures to make sense of where their organization has 
come from.

All of us in our companies function simultaneously in three 
time zones or states of mind. The future that is shaped by the 
vision of the company, the present that is shaped by the stated 
or un-stated purpose and values of the company, and the past 

history of an organization. Missing out on any of these 
perspectives can lead to lack of engagement and belonging.

It’s possible that just by recording our present history we 
could accelerate our journey towards making history!



42   Mahindra Partners 42442424244  MaMaMaMaMaMahihihihiihihihhh ndndndndndndndndndndndndnnndrarararararararararararrrrararraraar PPPPPPPPPPPPararararararararrararrrrrrrrarartntntnttntntntntntttntnttttntnttntnnnnnerererererrrerrrrerererrerrrrrrrrrererrrrrrsssssss s sssssss

Vibha Krishnamurthy talks about building resilience in growing children 
through parenting. 
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Parenting   
to build resilience
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Vibha Krishnamurthy is the 
Developmental Pediatrician, Founder 
and Executive Director of Ummeed 
Child Development Center (A not 

disabilities)

The jury is in on Nature vs. Nurture 
– the two don’t compete but 
actually, work together to make 
children who they are. Nature 
does determine temperament, 

which in turn determines how children 

nurturing plays a major role, and we, 
as parents and caregivers, can 

to adverse events. 
Research suggests that severe 

adverse events, like extreme 
poverty and child abuse, act as ‘ 
toxic stress’ in a child’s life, and 
can change their brains 

are not exposed to such 
extreme levels of stress. They 
experience stressors, which seem minor 
to adults, but to a child can be enormous 
in its unexpectedness and impact. 
This could be an event like the death 
of a loved one, illness, divorce or being 
rejected by a friend.  As caring adults, we 
can prepare our children to cope with such stressors.

acknowledge it as an important skill to build – just as 
important as reading or math skills, if not more. Unlike 
academic skills these need to be taught as the opportunity 
presents itself. One of my friends narrated a story about her 
teenage son who wanted to play a football match right before 
an exam. She really wanted to tell him not to go, but instead 
decided to talk him through the pros and cons of skipping the 
game. He heard her out and made the decision to go play. “It 
was excruciating to sit on my hands and not say anything 
when I saw him making that decision. I really wanted him to do 

but he did okay. More importantly, he learned how to make a 
tough decision, and chose his team over a better exam result.”

back off and allow children to practice problem-solving and 

probably learned something from each one of them. So rather 
than jumping in and solving the problem, (which is so tempting 
to do!) allowing kids to solve it for themselves helps build 
resilience. 

There are two other important things you can do. First, you 
can provide that safe space where your child can talk about 
problems. This involves holding back judgment and advice, 
and just listening when your child is ready to talk. Let your 
child know that there are times of the day when you are 

available and eager to hear about her life. It could be over a 
meal or when you are in the car dropping him off somewhere.  
You could set up a routine of ‘special time’ with your child 
when you can connect (ice cream on Saturday nights, stopping 
for a cold coffee after the tennis game – the possibilities are 
endless). Secondly, you can scaffold or support problem 
solving by asking open-ended questions - “Tell me more about 

child work through the problem herself, but with support from 
you. You can share stories about the mistakes you made (all 
kids love those stories!) and some of the strategies you used 
to cope.

Each child is unique and will respond to challenges 

adversity with the spirit of Maya Angelou’s words– “You may 
not control all the events that happen to you, but you can 
decide not to be reduced by them.”
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Prasanna Pahade talks about how making an organization anti-fragile 
involves equipping the people who make the organization.
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People First!

W hen a celebrated author like Taleb has written 
a whole book on Anti-Fragility, it will be 

of research or thoughts. However, a good 
thing about any new concept is to look at it 

from a new lens and make sense in terms of actionability. 
While most of us see the word Fragile on materials that need 

to be handled with care, the etymology is quite interesting. In 
the late 15th century it was meant to indicate ‘morally weak’, 
liable to sin, etc. from Latin fragilis. However, from the mid-16th 

century, it also indicated ‘liable to break’ from frangere ‘to break’. 
Taleb has made this distinction – it is a spectrum from 

fragile to robust or resilient to anti-fragile. He is making that 
distinction that not breaking is not good enough. 

Some of my beliefs are: Change is relative. 
1.    Depending on the personal impact from change, one can 

oppose change (if it is a disadvantage), be indifferent to 
change (if there is no impact) or support change (if it is for 
one’s advantage). 
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Prasanna Pahade is the Chief Strategy 

2. Peak performance happens under the right amount of 
pressure. It is like the tension in the string instrument. If it 
is slack, there is no music, if it is too high, it will break. At 
the right amount of tension, it is magic. 

3. Innovation happens at the edge of a discipline. When 
multiple disciplines get into a melting pot together, the 
frontier gets expanded and new things start to emerge. 
The best example of this is the 3-year mandatory military 
service in Israel. Among other things, in my view, the 

up doing different tasks which they otherwise would not 
have undertaken. This helps them get out of the comfort 
zone and more importantly, the cross-fertilization of ideas 
take place. 

4. Darwin is so right. It is not the strongest who survive, but it 

of surviving and hence prospering. 
So, what can organizations do to become Anti-Fragile, as 

Taleb mentions, I think that organizations are not anti-fragile, 
but its people who are anti-fragile! So, organization focus 
should be towards increasing the proportion of people who are 
anti-fragile. So, how can this be done?
1.    Test people for their ability to learn new things. If someone 

has learned how to learn, he or she has a great change of 
moving towards anti-fragility. 

2.    Take people out of their comfort zone. As a process, rotate 

people from one role to another. The reason some 

this process running well.
3.    Find people with general managerial and problem-solving 

abilities. There are many new industries getting evolved or 
new business models in vogue. No one has prior experience. 
People who can tackle this head-on by basic problem-
solving approach are the must-have resources. 
You don’t have to worry about how the future will unfold 

nor worry about how to predict the impact – be it of a black 
swan or otherwise. In any event, the people of these attributes 
will ensure that they will come on top of the situation. It was 
earlier believed that one should hire for attitude and train for 
skills. Now, it needs to be tweaked to – hire for learnability and 
train for problem-solving skills. Then you can thrive amongst 
the black swans and need not worry about anti-fragility. 
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Nora Bhatia talks about  
what it takes to build  

solid meetings.

NOT  
ANOTHER  
MEETING!
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Nora Bhatia is the Sr. Gen Manager 
and Chief of Human Resources and 
Corporate Admin at Mahindra Accelo. 
She endeavors to live the philosophy  
of ‘’be the change you wish to see  
in the world.” 

G roan….Sigh….not another meeting!’ That’s the 
generic mind space and emotive response to 
meetings.  And then there are those meeting we 
emerge from feeling truly ‘victorious’, with a sense 
of achievement and a taste of success.  It would 

be clichéd to say that we live in an era of turbulence. The 
complexities and not to mention ambiguity in the scenarios 
we face today often has us attend meetings with multiple 
options on the table; to see what works best, aligned with the 
organization’s vision and strategic priorities.

Often, we have to dive into meetings without really having 
the luxury to truly ‘know’ the participants.  Sharing some 
thoughts on the principles of building solid meetings. 

Build trust: Research in social sciences has indicated that 
people tend to respond to other actions with similar actions.  If 
the other person is co-operative and treats us with respect, we 
tend to respond likewise.  If they seem guarded and competitive, 
we are likely to behave that way ourselves.  You may be in a 
meeting with people from different cultures, nationalities and 
maybe you are hoping to close a deal.  Look at ways you can 
truly connect with the group.  It may be prudent to keep in 
perspective ‘’their agenda’’ as much as your own.   Sometimes 
conceding a bit on the other party’s agenda, can also create an 
environment of trust. 

Encourage divergent thinking: Keep an open mind to 
embrace diverse thinking and perspectives.   Being mindful 
and appreciative of different cultures is especially relevant as 
we are in the age of globally distributed companies.  The 
person next to you may be completely aligned with your 
thought process, though the way of expressing it may be 
different from you.  

Be inclusive: Think through on how comfortable is your 
energy around accepting non-conforming views.  Just the 
notion that ‘I was listened to’ can have fence sitters who could 

buy into your meeting agenda.  Also, there could be that lone 
silent individual who says one sentence and that could turn 
the tables completely in your favor.   It’s important to draw out 
each perspective.   There’s this quote that puts it across 
beautifully ‘’ making sure everyone can contribute fully is just 
good business’’

Focus on results: While it is possible that most meetings 
may not always close with arriving at a decision, it is important 
to see forward movement.  Have we made some progress 
compared to when we started?   I vividly recollect this meeting 
wherein we hoped to close the deal and then we consciously 
spaced the meeting a bit.  We were making progress on the 
trust factor so it was still a winning situation to decide to meet 
again to take the agenda forward.

Be polite: Do consider that you represent yourself, your 
organization, and also your country.  Even if a meeting does 
not go as planned, be polite and keep the conversation going.  
There are numerous instances when deals on the brink of 
despair resurrect for the sheer softer, intangibles in the 
behavior of the people at the meeting.  Often people mirror 
each other in meetings.  The energy – positive or otherwise – 
can be a multiplier. The cake and the icing are so much nicer 
knowing that you retained your core humane qualities and 
turned the tide in your favor. 
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Corporate 
Commandments

The Fifth Discipline: The Art and Practice of the 
Learning Organization is a book by Peter Senge 
focusing on problem-solving using the systems 
thinking method in order to convert companies into 
learning organizations. Here are some of the 

mantras he suggests in making organizations anti-fragile. 

“Today’s Problems come from Yesterday’s 
Solutions.”  

Very often the causes of our problems are immediate. We 
merely need to look at our own solutions to other problems in 

the past.  This law is particularly true when yesterday’s 

Solutions that focus on addressing the symptoms rather 
than the underlying problems, merely shift problems from one 
part of the system to another.  They often go undetected 

those who inherit the solution – a new problem.

“The Easy Way Out usually Leads Back In”

Lessons in anti-fragility from Peter Senge’s book, The Fifth Discipline.
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than spending resources to understand the problem, we tend 

strategies that will make things look better. You feel the 
improvement; as it addresses the symptoms and you will think 
the problem has gone away.  It may be a year or two later, 
however, when the problem recurs with vengeance. Short term 
improvements lead to long term dependency by leaving the 
system fundamentally weaker and more in need of help. Long 
term solutions that address the underlying problem, strengthen 

“Faster is Slower”
For most managers and leaders, the best rate of growth is 

fast, faster and fastest and hence the common perceptions: 
bigger is better; more is desirable; sooner the better; the 

awesome; the less risky the better, and the more I get the 
better it is.

Consequently, it is no surprise that we love gigantic 
corporations, massive cities, larger GDPs and annual incomes, 

products and so on and so forth. Unfortunately, in the long run, 
all these illusions slow us down.

Virtually all natural systems have intrinsic optimal rates of 
growth that are neither fast nor slow.  When growth becomes 

compensate by slowing down.  

“Cause and Effect are not closely related in 
Time or Space.”

human or organizational.  
Effects are the obvious symptoms (e.g., declining sales, 

under-productivity) that indicate there are problems. Causes, 
on the other hand, are factors most responsible for generating 
the symptoms. 

If you recognize the symptoms, you can address them 
(even if not the actual problem). However, there is a challenge 
– which is quite counter-intuitive: “Symptoms do not appear 
soon after the causes. Cause and effect are not close in time 
and space.” We look for the immediate effects of causes.  
Hence, if there is a problem on the manufacturing line, we look 
for a cause in manufacturing.  When salespeople cannot meet 
targets, we think the problem is with the sales force and devise 
new incentives.  If there is inadequate housing, we build more 
houses.

“You can have your cake and eat it too – but 
not at once.”

Several of the dilemmas that we face while making 

 
cost-containment versus revenue generation, low costs versus 
high-quality products, centralization versus decentralization, 
global versus local control, happy committed employees 
versus competitive labor costs, individualization versus 
standardization, etc. are by-products of static thinking. 

These dilemmas imply an “either-or” situation and are 

when we starting viewing reality from a dynamic lens these 
either-or choices become “both” choices, but at different 
times.

“Dividing an Elephant in half does not produce 
two Elephants”

We, human beings (managers and leaders are no 

As a result, we end up creating parochial boundaries that 
impede organizational learning, knowledge sharing and 
ultimately impairs our ability to see the bigger picture.

For instance, businesses comfortably divide business 
functions into manufacturing or production, accounting and 

Correspondingly, most MBA programs teach these business 
functions as separate disciplines.  Each one may see a 
business problem clearly from the narrow perspective of one’s 
discipline, but not see how the policies and strategies of their 
solutions impact and interact with other departments or 
disciplines. 

“There is no blame”

problems being faced by their function or organization, such 
as the competition, scarcity of resources, high cost of 

unions, etc. Blaming is a symptom of linear thinking. We often 
ask linear questions such as: Who perpetrated 9/11?  Who 
master-minded the November 26, 2008 attack on Mumbai?  
Who caused the 2008 Wall Street meltdown?  Who propelled 
the 2007-2009 global recessions?  We ask linear, one-way-

 
causation answers. To be truly anti-fragile we must think in 
feedback circles. Every incident mentioned above, from this 
perspective, is a chain of causes and effects.  We ignore some, 
and over-emphasize others; that is, we search for scapegoats, 
and this generates problems in thinking and problems in 
understanding solutions.

 These concepts mentioned are not novel, they are quite 
apparent in our day to day working. Being aware of them 
helps us identify ways to address them better in our 
workplace. 

Pranav Mahajan is a Manager of Human Resources at  
Mahindra Partners
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The Calm   
and Collected

 Pervin Bhasin talks about her experiences of yoga and mindfulness. 
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Pervin Bhasin

How do you keep so calm all the while?” I smile. It is 
a question I am now used to. Though admittedly, 

“You kidding?” For, if there was one lament/ 
warning that came my way repeatedly from 

childhood well into my adult years, it was “Please don’t get so 
hassled. Don’t let little things upset you so!” Hence my 

Which is when I realized that this shift must’ve been 
facilitated by the regular practice of Shambhavi Mahamudra. 
So subtly and effortlessly, that although barely realizing it 
myself, it was evident to all around. 

My introduction to the Inner Engineering program of the 
Isha Foundation (that teaches the Shambhavi Mahamudra) 
happened pretty much by accident when, a little over a  decade 
ago, a friend suggested signing up, and I, ever willing to 
experiment, readily did. Although I did not know it then, the day 

Yoga is this immensely transformative practice that is 

misunderstood as only the skill of twisting the body into a 
variety of physical postures, commonly termed asanas.  There 
is much more to Yoga beyond asanas. A profound science, 
thousands of years old, yogic practices are powerfully effective 
in aligning the physical, mental, emotional and spiritual 
dimensions of who we are. As this alignment strengthens, as 
a natural consequence we free ourselves from ‘dis-ease’, 

a higher perception of life.
536 Isha practitioners who were surveyed, reported the 

for a minimum of a year:
 Concentration:  77%
 Mental Clarity:  98%
 Emotional Balance:  92%
 Energy Levels:  84%
 Productivity:  77%
 Inner Peace:  94%

(ref. www.innerengineering.com)

to believe, I have in turn suggested to friends that they sign up. 

this simple daily practice of thirty minutes, is thrilling to say 
the least. One friend, a borderline alcoholic developed a 
repulsion (with no particular effort on her part) towards 
alcohol. Another was soon cured of chronic migraine. Yet 
another, within a little over a month of the practice, had his 
heart and blood pressure medication halved. 

conversations, the one that overrides them all, yet might sound 
esoteric until experienced, is the centeredness, the all-
encompassing inclusiveness, a sense of harmony and 
acceptance. 

Yoga after all means ‘Union’. 
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Succession planning and organization stability.

FINDING 
NEMO so 
that you 
don’t 
FLOUNDER

There are many indications of how evolved Human 
Resource processes are in any company; probably 

challenging and sits right on top of the Human 
Resource “food chain” is effective succession 

planning processes.  In many companies this has been 

name a time period is indicated of how long it will take for the 
successor to be ready. What is amusing is that this time period 
never changes; what was indicated as “will be ready in 3 years” 
in 2015 is still shown as “will be ready in 3 years” in 2018; an 
indication of the inadequate attention paid to succession 
planning.

One critical element of building anti-fragile organizations is 
to have good succession planning processes in place. 

While this continuity is important at all levels; it becomes 

reports and one level below.

sense reveals why it’s so challenging for many organizations.
1. Breaking down organizational boundaries to create a 

lattice of experience opportunities.
 People want to work in boundaryless organizations. 

Whether it’s opportunities to move from one department to 

to another. Broadening the options for career growth not 

pipeline that has been strengthened through varied and 
appropriate experiences. It’s akin to travel. When we travel 

Dori and Nemo

Ariel and 
Flounder
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builds maturity and an appreciation for diversity. An 
example of an organization that does this very well and is 
known as a “people factory” is Hindustan Unilever. A 

will become the country manager of a south east Asian 
country before moving back to India in a senior position.  

function and back again to Sales. Compare this to 

departmental or organizational; characterized by 

another is the almost the equivalent of crossing the border 
from North to South Korea. Lots of checks on the border 
and all moves must be cleared by the “The Great Leader”.

2. Attracting the best talent at career starting points

to a good start. Mediocre talent at the start of the talent 

line. The best companies invest a lot of effort in this. The 
Oberoi Group of Hotels has built a reputation on ensuring 
that they are very selective in the youngsters that they 
recruit at OCLD (Oberoi Centre of Learning & Development). 
Future General Managers of the chain start their career 

leading management institute during placement week; and 

organization is about attracting the best talent. 

3. Promoting people based on results and values

companies are built on have a strong foundation of people 
who deliver on results as well share common values 
through demonstrated behaviours. Promoting people 

pipeline and  the succession planning process. It creates 
fragmented and heterogenous leadership teams at various 
levels leading to confusion around “what do we value in our 
leaders”. 

4. Creating an environment of excellence.
 It’s so much easier to identify successors in work 

environments that are characterized by excellence. If a 
manager has spent every working day in a company that 

is ready to take on the mantle. The best companies leverage 
the excellence in their cultures to support their succession 

how strong your lungs will be as you grow older. Will you 
gasp and run out of the breath as you keep climbing the 

stride? Organizations that keep a close eye on building 

to plan for succession. 

 

easy task!
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The Digital 
Culture

Failure of “Digital” is leaving a lot of businesses with a 
bad taste in the mouth. It’s a tough scenario where 
business and marketing cannot seem to see eye-to-
eye on this not-so-new but constantly evolving topic. 
But this is mostly because the digital implementation 

in most organizations is focused on how it can transform an 
existing business process or need. It is akin to re-building the 
Notre Dame, but Brutalist this time!

Digital initiatives need to be aligned with the customer 
needs because it is no longer simply a tech-upgrade, but a way 
of life for people in the 21st century. We need to understand 

how our digital transformation is going to change and improve 
our customer’s journey, not just digitize our processes and 

must focus on creating a digital-ready culture which is 
customer-centric and innovation-friendly.

Even the biggest tech organizations on this planet, in the 

transformation without a culture to support it! BCG conducted 
a study of 40 digital transformations which showed the 
proportion of companies reporting breakthrough or strong 

Sumedha Shukla talks about ‘Digital’ as a culture in making  
organizations Anti-Fragile. 
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Sumedha Shukla is the 
Digital Marketing Manager at 
Mahindra Partners

those that focused on culture than it was among those that 

beyond digital applications. It encourages people to make 
decisions and deliver results faster. It also attracts top talent 
to become proactive from within your organization. Google 
describes three distinct personality types that help get the ball 

involved in daily executions but setting up their own 

pioneer with the resources needed to move ahead: money, 

small, cross-functional cadre of experts that work on singular 

demonstrate its value, and secure buy-in from the teams  

of growth.
A digital transformation represents a departure from the 

way a traditional business operates. Companies typically test 

the changes that helped and incentivized the executives to 

make the pilot a success do not exist in the broader 
organization; neither managers nor employees are prepared or 
motivated to adopt the new ways of working.  Scaling a digital 

culture is a challenging task. A traditional culture, based on 
hierarchical power and teams or units competing for resources, 
is in many ways antithetical to digital culture, with its emphasis 
on delegation, collaboration, and speed. As with any 
transformation, leaders who guide a digital transformation are 
often preoccupied with structural and process changes and 
overlook the people side—only to wonder why the effort 
faltered. 

embedding a digital culture now, companies can secure a 
competitive advantage. Because much like technology that is 
being created in the world, the process of being digital as an 

digital organization, investing in culture is key.

THE 5 DEFINING ELEMENTS OF A DIGITAL CULTURE BY BCG
Encourage employees to look outward and engage with customers and partners to

create new solutions. The focus is on the customer journey; employees shape product
development and improve the customer experience by putting themselves in the

customer’s shoes.

EXTERNAL
ORIENTATION

Diffuse decision making deep into the organization. Instead of receiving explicit instructions
on how to perform their work, employees follow guiding principles so that their judgment

can be trusted.

AUTONOMOUS
EMPLOYEES

People should be encouraged to take risks, fail fast, and learn, and they are discouraged
from preserving the status quo out of habit or caution.

TAKING RISKS AND
FAILING FAST

In the fast changing digital world, planning and decision making must shift from having a
long term focus to having a short term one. A digital culture supports the need for speed

and promotes continuous iteration rather than perfecting a product or idea before
launching it.

QUICK ITERATIVE
WORKING

Success in a digital culture comes through collective work and information sharing across
divisions, units, and functions. The iterative and fast pace of digital work requires a far

greater level of transparency and interaction than that found in the traditional
organization.

VALUE
COLLABORATION
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TOP TIPS TO CREATE A 
FANTASTIC  PROFILE

In today’s very digital world, giving out your card during 
networking events isn’t enough. But creating a social media 
following is the ultimate branding tool.  

1. Choose your Twitter handle carefully
You may be a great chef and a fun comic book fanatic, but 

However, if you started a cooking blog and you want your 

handle of a middle schooler.
If you’re not a blogger, or an advocate for your business (or 

One last thing to remember about  is that 

handle, it won’t be easy to let every follow know that it’s 

2. Choose your brand’s imaging

accordingly.

your images accordingly.

PROMOTIONAL

you work for.

handle to see your info.

 

DO “YOUR THING”

If you’re just starting out, think of something that you’d like 

 

SIMPLE
Sometimes less is more. 

necessarily work, unless that’s you and your brand.
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3. Find your brand’s voice

occasional.

 

4. Start building connections and influence

someone that has the answer. You want to be the guy that 
marketers, social media mavens, and CEOs look to for 

time to get involved. 

TWITTER CHATS

new followers, and gain more information about what’s going 

same day, at the same time.

got coffee with during conferences, later on leading to 

RESPOND TO MENTIONS AND SHARES

love here and there.

SHARE, TAG, TALK

afraid to start conversations by mentioning someone. It’s 
good to ask and engage.

5. Become a master tweeter

SAVE TIME WITH SCHEDULING
Yes, the tool no one wants to admit to but everyone uses. 

each tweet. Although Hootsuite offers more scheduling 

FIND CONVERSATIONS TO JOIN

HAND OUT YOUR HANDLE

email signature, on your business cards, and in all your bios 

Conclusion

a brand.
 

Stay true to who you are, but just like with any branding, 
you need to think about what your audience wants.

Source: https://mention.com/blog/twitter-personal-branding/
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Mahindra Partners Announces Investment in ‘Centre For Sight’ 
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SETTING NEW 
SIGHT ON

This year, the focus of Mahindra Partners on health 
care has found shape in new investment. The team 
has been looking at institutions that are doing 

focus on good health and wellbeing for all, reducing 
inequalities by increasing access to quality healthcare and 
strengthening the health care sector ties in perfectly with the 
Mahindra Group’s moto to Rising for Good. Great economies 
are built through great quality of life. Mahindra Partners is 

anti-fragile. 
Mahindra Partners on 15th May 2019 announced an 

investment of INR 206.5 Cr. in New Delhi based Centre for 
Sight Ltd. (“NDCFS”). This investment will help NDCFS drive its 

organic and inorganic growth and consolidate its leadership 
position in the growing Indian ophthalmology healthcare 
segment. 

“We are excited to partner with the Centre for Sight as it 
enters its next phase of growth,” said Parag Shah, Managing 
Partner at Mahindra Partners. “It is a leader in ophthalmology 
in India and we want to be a part of its evolution and growth 
into the dominant Indian eye care brand. This investment also 

for the communities and society in which we operate. We have 

on execution and the large, growing market they serve, will 
help drive the company’s future growth.”
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The focus on good health and 
wellbeing for all, reducing 
inequalities by increasing 

access to quality healthcare 
and strengthening the health 
care sector ties in perfectly 
with the Mahindra Group’s 

moto to Rising for Good.

which is focused on the delivery side with a bias towards a 
single specialty. This new investment aligns with the 

Medwell Ventures, which operates a home healthcare chain 
under the Nightingales brand.” Mr. Shah added. “It also creates 
a very measurable impact on the lives of people, serving close 
to seven lakh patients last year.”

Integrity, and Compassion has brought us from a single small 
set-up to a proud chain with state of the art ophthalmic care 
facilities. We believe in our tagline of “Every eye deserves the 
best” and raising the bar of Ophthalmic care thus ensuring the 
delivery of the latest technology to various parts of our 
country.” said Prof. (Dr.) Mahipal S Sachdev, the CMD of 
NDCFS. “Our association with Mahindra Partners will help us 
sustain the scorching pace of growth we have set out for 
ourselves, enabling us to open new centers in our existing 
territories as well as in areas lacking quality Eye-care and also 
to drive growth through strategic acquisitions of existing 
practices. We are also looking forward to playing a stellar role 
in Ophthalmic Training, Education and Research. I am sure, 
this partnership will be a valuable addition for both the 
organizations, increasing their strength and relevance in the 
Indian Healthcare space” he further added.

Centre for Sight was established in 1996 and incorporated 
in 2002 by Padma Shri recipient, Dr. Mahipal Sachdev. NDCFS 
provides comprehensive Eye-Care services from 43 eye care 
centers across 9 states and more than 24 cities in India.  
It has a strong track record of clinical excellence, employing 
more than 145 doctors, many of whom are recognized as 
leaders in their respective super-specialties. NDCFS promotes 

a culture where business results are balanced with positive 
social impact. 

This is evident from the fact that three of their doctors 
have been awarded the Padma Shri and several doctors are 

across India. NDCFS’ commitment to Quality Eye Care has 
driven its relentless and fruitful pursuit of the prestigious 
NABH accreditation for their key hospitals. 

in 2018 is a 90,000 sq. ft. center of excellence. In a short span 
of less than a year, it has become a hub of tertiary eye care 
providing effective solutions for the ophthalmic ailments of 
patients from various strata of society. CFS Eye Institute in 
Dwarka has also emerged as a center for educational 
excellence with medical graduates undertaking fellowship 
training in various super-specialties of Ophthalmology. CFS, 
Dwarka has also become a preferred partner for the Ophthalmic 
manufacturing and pharmaceutical industries in carrying out 
path-breaking research in various aspects of ophthalmic care. 

About Mahindra Partners:
Established in 2010, Mahindra Partners is the private 

With assets under management of over USD 1 BN, their current 
investments span logistics, healthcare, and renewables 
among other sectors. The portfolio and team are spread 
across India and Silicon Valley in the US. Their investment 
strategy is stage and sector agnostic but within healthcare, 
areas of interest include single specialty, diagnostics, health-
tech, wellness, and rural healthcare. NDCFS is Mahindra 
Partner’s second healthcare investment in India, after Medwell 
Ventures.

Mahindra Partners believes in patient capital and a 
collaborative partnership with entrepreneurs who are creating 
institutions to last. Investments are made with a longer 
horizon and from an evergreen pool, allowing the portfolio 
companies to take longer-term bets. Mahindra Partners seeks 
to add value to business and society through their investments, 
building sustainable businesses for the future.

Learn more about Centre For Sight on  
https://www.centreforsight.net/ 
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Leader  
of the Lot!

In May 1954, M. Paul Claussen 
Jr. of Alexandria, Virginia sent a 
letter to Justice Felix Frankfurter 
asking for advice to become a great 
lawyer. The 12-year boy wanted to 

prepare himself for a career in law, even 
though he was only in high school. Felix 
Frankfurter’s reply to the boy was nothing short of 
astounding. Here are some excerpts from his reply:

“If I were you, I would forget all about any technical 
preparation for the law.

The best way to prepare for the law is to come to the 
study of the law as a well-read person. Thus alone can one 
acquire the capacity to use the English language on paper and 
in speech and with the habits of clear thinking which only a 
truly liberal education can give. 

No less important for a lawyer is the cultivation of the 
imaginative faculties by reading poetry, seeing great paintings, 

Pranav Mahajan talks about how the Signature Learning Program of 
Mahindra Partners is built to create Anti-Fragile Leaders.

and listening to great music. 
Stock your mind with the 

deposit of much good reading, 
and widen and deepen your feelings 

by experiencing vicariously as much as 
possible the wonderful mysteries of the 

universe.”
This response forms the essence of our 

program. To be a successful leader, one must not 
only focus on building functional and technical skills, 

but also enhance his/her ability to think critically and 
form a holistic view of situations.
For the longest time, it was believed that conceptual skills 

are vital for top managers and leaders, less critical for mid-

Times, however, are changing. Millennials are now taking 
over the workforce and are taking pivotal decisions in our 
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companies as well as leading teams within their SBUs. In such 
a case, it becomes essential for our young managers to have a 
broader perspective.

Leadership Development Framework:
The objective of the program is to groom our young high-

potential managers into whole brained leaders of tomorrow. 
Accordingly, the program has three key focus areas, which are 

a. Know yourself
 The objective here is to enable the participants to become 

more aware of their strengths, opportunities for 
improvement and their personalities, motivations, and 
values. This self-awareness not only enables the 
participants to interact with others more effectively but 

and contemplation.
b. Know others
 This focuses on enhancing the 

interpersonal effectiveness by addressing 
some key areas such as managing relationships, using 

c. Know your ecosystem
 The focus here is to enable the participants to build a 

holistic perspective, by understanding the past, present 
and the changing world around us.

Selection Methodology:
The most commonly associated traits of young 

high potential managers are ability, drive to achieve 
and learning agility. We used several inputs to 
assess these three traits:

However, instead of using any single input or assessment 
to eliminate a candidate, we provided multiple opportunities 
for candidates to display their suitability for the program. We 
opened up applications to all the employees. All the applicants 
then went through a six-stage assessment process, at the end 
of which we reviewed their performance holistically.

Unique Learning Experiences:
Most conventional development programs focus on 

addressing competency gaps through systematic and well 

is to convert learnings into habits. Our approach is that of 
multi-dimensional learning: we use one intervention to provide 
several lateral inputs to the candidates.

For example – As a part of SLP Phase 2, the current SLP 

Ummeed Foundation to raise funds for children with 
developmental disabilities. We use this intervention to:

a) Encourage the participants to work on their physical 

b) Encouraging the participants to give back to society.
c) Enhance interpersonal effectiveness through 

crowdsourcing and fundraising (by overcoming hesitation 
and personal barriers).

d) Build a digital personality and brand for themselves on 
social media.

Focus on Liberal Arts:
In our complex and interconnected world, we need leaders 

of imagination, understanding, and emotional 

debates and tackle the challenges we face. To this 
extent, humanities and liberal arts play an important 
role in cultivating such leaders. Art, literature, history, 

Pranav Mahajan is a 
Manager of Human Resources 
at Mahindra Partners.

and other branches of the humanities are vital for developing 
emotional intelligence—essential to understanding ourselves 
and others. They help us grapple with uncertainty, understand 

The SLP is thus built to address changing times and equip 
our employees to become effective leaders of tomorrow.





DELIGHT BY

The M101 this year around hosted an interesting 

competition called ‘Delight by Design.’ As part of 

this competition, each sector had to come up with 

one interesting project. Six projects were shortlisted 

and presented to all present at the M101. 

Here are three of the presentations. Club Mahindra 

took home the award with their innovation. All the 

finalists’ ideas were driven by anti-fragile thinking. 

They really delved into unique business propositions 

to come up with some never seen before concepts to 

present at the M101. This showcased how Mahindra 

as a group empowers its employees and takes 

serious steps in being agile through design, a serious 

step in thinking ahead and becoming anti-fragile.



“Just living is not enough… one must have sunshine, 
freedom and a little flower”

- Hans Christian Anderson.



Written by Arch. Rashna 
Kapadi, Head Design,  
Club Mahindra

At Mahindra Holidays along with our picturesque 
locales, we have perpetuated holidays that are 
adventures, luxuriating and delightful for 
holidaymakers. However, it doesn’t end there and 
here lies our challenge…how do we cater to this 

generation of the millennials and reach out to a wider universe?
We know it’s a gadget world and it is indeed a mammoth 

task to get all out of the make-belief world of superheroes, to 
cognize them that there is more to life and yes that the world 

the mud, sand between your toes and the living grass.
 To enjoy the pure pleasure of silence amidst nature and not 

solitude.
 To simply listen to the rain and let it soothe your spirit and 

revive you.

Thanos cannot destroy it…This is real!! Still, how can we expose 
them to this?

Apart from that we also have the next gen of active 
travelers with a desire to get away from the Metro routine life 
and want to touch nature. Young and not so young go-getters 

its natural habitat.

How do we give them an enjoyable escapade?
That’s when Living Earth was conceptualized and created…

to enjoy nature in the midst of nature. “Look deep into nature, 
and then you will understand everything better.” - Albert 
Einstein.

Delight by Design gave us the latitude to explore. We took 
a challenging opportunity and brainstormed. We looked at the 
extraordinary land banks at Club Mahindra that were beautiful 

unit without distorting nature.Not the regular or stereotype 
rectangular living units but an unconventional one. 

The think-tank considered all aspects that blend with the 
surrounding, imitating its pristine perfection. They took to 
biomimicry and engineered a living unit inspired by the 

principles to the units.
Our product has many virtues and a string of Unique 

Proposition following “Nurture Nature for a Brighter Better 
Future”:

 The market has not seen such high quality and unique 
design.

 Simple extremely functional operation and easily 
transportable.

 Adaptable to the various climatic zones, making it feasible 
for seasonal changes.

 Holidays accessible to the mass population creating a 

high emotional connect as it is only a “ screen away from 
nature “.

 The living pod has a unique design inspired by kinetic 
architecture and hence patentable.

 It is a feasible business model that can be scalable to the 
domestic and international level.

 Cost effective and faster installations.
 This Living pod is a beautiful sight to see and undoubtedly 

an innovative design that places CM as the forefront of 
Sustainable Adventure Holiday with its Green Design 
Principles.

Nicholas Taleb, Antifragile: Things That Gain from Disorder.
Optimism is the courageous choice you make in the face of 

adversity. Work is in progress in making this concept a reality…. 
Coming Soon….

Living Earth, a Make in Mahindra product; is Designed to 
Delight and will make you want to love Mother Earth.”



Innovation is an outcome of mental conditioning. I believed this to be mere 
theory until I embarked on my journey of creating sZenseEYE. 

SZenseEYE is a smart glass that guides the visually 
challenged to navigate their surroundings 
effortlessly. The word “sZenseEYE” is an 
amalgamation of many words tweaked 
and brought together to not 

just signify a name of a product but to 
underline and emphasize the 
philosophy of the innovation. “sZense” 

sensation – a physical feeling. The “Zen” in the 
“sZense” is a Japanese word for “inner vision”. EYE is 
representative of the virtual eye – a camera. The whole word 
“sZenseEYE” is akin to the Japanese word “sensei” which 
means a “guide”. Putting it all together we get – a guide that 
provides inner vision through sensory stimulus using a virtual 
camera.

sZenseEYE started from a rudimentary breadboard model 
developed on a 3x2 feet table and went on to become a 
premium design by Pininfarina. The journey is a remarkable 
testimony of the art of possible, tenacity, inventiveness, 

strategy and deep design insight. The foundational principles 
for sZenseEYE lie in the three tenets of RISE - Alternate 
Thinking, Driving Positive Change and Accepting no Limits. 

When I started on sZenseEYE, I had no previous electronics, 
computer vision, product design or business background – 
and neither did most of the members of my transient team. 
Acquiring these skills, transferring the knowhow to members, 



blending them into a positive outcome was a 
learning in itself. The whole project was a learn-as-
you-go process – changing the wheel while driving. 
The journey included strategy and tactics to not just 
build the product but to simultaneously understand and 
incorporate user experience, materials, object design, 
experience design, cost factors, business modeling, and 
product strategy.  

Key challenges were to maintain a very high level of 
motivation amongst those joining in. It was very natural to 
lose faith in the concept given the number of “questions” on its 
feasibility and viability. But eventually, grit and determination 
to delivery against all odds prevailed and the innovation was 

Written by Kunal A Bhat, Principal 
Consultant, Tech Mahindra (Inventor 
of sZenseEYE)

3. Stickability of Vision and end outcome is fundamental for 
the realization

5. You are always prepared – even if you are not
6. Always try to complete the Sphere around an idea
7. It is not how smart or hard you work; it is how interested 

you are
8. There are two ways to ask “How can I do it”. Choose a 

better tone
9. Find a purpose and the means will follow (Mahatma 

Gandhi)

Glasow)

awarded the People’s Choice Award in the Mahindra 101 
Leadership Conclave 2018. The feedback received from Mr. 
Anand Mahindra, Dr. Harry West and Mr. Tim Parsey, the 
resounding votes from the 101 Mahindra group leaders and 
the deep interest shown by the Pininfarina team on its future 
development are proof enough that the efforts were worth 
something. 

Key lessons learned from the sZenseEYE journey include – 
1. Experimentation is the heart of innovation
2. Attitude matters more than technology



The Inception
For decades, we have been working towards getting data 

points, insights & recommendations at the click of a button. 
We’ve been trying to do this by automating reports, building BI 
dashboards or sending automated e-mails comprising of 
relevant data-points. The question in front of us as a team 
was, is this good enough? Can we get insights at the speed of 
thought instead of a click-of-a-button? This ardent thought 
inspired us to conceptualize ‘Athena’ (formerly known as 
3Eyes). Athena is a voice-enabled conversational assistant 
(considering voice to be the purest form of thought, which can 
be captured). A Gartner study suggests that by the year 2020, 
customers (internal & external) will manage 85% of their 
relationship with an enterprise without interacting with a 
human. Athena is thus, an important step in the journey of 
analytics leading to data-driven decision making for our 
organization.

The Journey
The intent was to design an application for our leaders with 

all the complex intelligence at the backend and give them a 
simple, intuitive interface at the front-end, which would 
facilitate data-driven decision-making. With this in mind, we 
started identifying what should be the end state of Athena, 

Vrajesh Parekh talks about his journey with the mDrishti program that  
took shape in Athena.



Note: Athena is currently being developed and tested for HR (AFS), 
work on Finance (FES) module shall commence in Q1 of F’20. The 

step towards the 2 – 3-year journey of our vision to provide relevant 
inputs pro-actively to all AFS business leaders through an intelligent 
assistant.

and what we needed to build it. The key attributes of Athena 
we decided, should be Convenience, Cost Effectiveness and 
Scalability towards cross-deployment. We decided to begin 
our journey with HR (AFS) and Finance (FES). Both these 
functions had completed their journey of creating an eco-
system of data-driven dashboards as a part of the mDrishti 
program. As a part of mDrishti, we brought data from various 
sources into a data warehouse, cleansed the data and built 
visualizations of ~350 KPIs across all business processes. 
mDrishti was the perfect accelerator for Athena as we decided 
to re-use the mDrishti eco-system, resulting in cost savings. 
The team involved in the making of Athena comprised of 
business champions to bring-in domain knowledge, Deep 
Learning experts to build the backend, mobility team to 
develop an intuitive user interface on Android & iOS and a 
Product / Program Manager to stitch all the pieces together.

DNA of Athena
Athena seamlessly integrates with our enterprise data 

(mDrishti 1.0) and the predictive/prescriptive algorithms 
(mDrishti 2.0) we are building to address various business 
problems spanning across different enterprise processes. It 
understands the questions using Natural Language Processing 

state-of-the-art Deep Learning Models. It then provides a 
response to the user in text and visual charts using Natural 
Language Generation. It offers a simple interface on Android 
and iOS mobile devices, enabling business leaders to get into 
a conversation with it and get data-driven insights & 
recommendations as a response. It ensures the security of our 
data by providing access to only relevant KPIs to all 
stakeholders. Agnostic of BI tools available in the market, 
Athena has been built in-house like a product, which can be 
rolled out to any function or business with relevant 

What the Future Holds

CXO: Good morning Athena.
Athena: Good morning ma’am. I have been crunching some 

in variable expenses. I am sending you a detailed report on this 
right now.
CXO: Please add this to the agenda for my meeting scheduled 
at 3 pm today.
Athena: I have added the agenda and re-circulated the same to 
all attendees.

Vrajesh Parekh was the  
Sr. Manager- IIC in AFS. He is 
currently Sr. Manager - Group 



You cannot keep doing the same things  
and expect different results 

Every day is an opportunity to do the unexpected.

Dream big. 
Aim for the extraordinary.

Rise.
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