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FIRST EVER INITIATIVE TO HAVE A VIDEO OF 
ASC’S CORPORATE CULTURE

3

ASC released it’s first corporate video. It reflects the systematic 

working in ASC and it’s work life balance.



BUSINESS VALUATION SUMMIT, 2019

Advocate Deepak Maini, as an 

Insolvency Professional, 

represented ASC group in the 

Business Valuation Summit 

2019. This Summit was 

conducted in Delhi and Mr. 

Maini was one of the four 

panelist. 

The summit focused on roles of 

registered valuers, distressed 

asset valuation, litigation arising 

under the IBC etc. 
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RECRUITS IN THE MONTH OF JULY 
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REWARDS & RECOGNITION

Tinku Jha from BIS & Legal 
Metrology team.
…….Employee of the month

Shivam Tiwari from DT Team.

…….Employee of the month

Radhika Toshniwal was 

promoted to Asst. Manager-
Insolvency

Sahil was awarded 
employee of the 
month
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TALENTED ASCIANS

The 

employees 

were asked to 

draw and 

their team 

members 

were asked to 

guess the 

picture…….
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GLIMPSES OF BIRTHDAY 
CELEBRATIONS

-MUMBAI OFFICE

Keeping the 

tradition 

alive….Birthday is 

the time for cheer, 

celebrations, all 

happy faces……
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BIRTHDAY CELEBRATIONS
- NOIDA OFFICE

9



WHY TOUGH LOVE WORKS AT THE 
WORKPLACE, AND BEING NICE IS A SIGN OF 

WEAK LEADERSHIP 

TOI Article Shared by HR Head Mr. Deepak Maini

• Tough love is hard to practice whether at home or at work. The whole idea of demanding and rewarding 
performance does not have deep cultural moorings in India and practising tough love does not come easy to many 
Indians.

• Tough love is a combination of strong goal orientation and strong people orientation. This would seem like a 
contradiction for most people. Doesn’t people orientation mean you would demonstrate empathy, understanding 
and love irrespective of the individual’s commitment to goals? Isn’t demanding performance and offering empathy 
at the same time a bit contradictory? The answer is “no". People orientation is about demonstrating a deep 
commitment to the holistic development of the people you lead.

• Love and empathy without holding people accountable for agreed goals is weak leadership that creates a culture 
of tolerance and acceptance of non-performance.

• How easy or difficult it is to practice tough love? In some cultures this comes more naturally than others, and it 
comes more naturally to some individuals than others. If the founders or the senior-most leaders of the organization 
understand it well, it percolates to the rest of the organization. Those who can’t practice this will soon find 
themselves in uncomfortable situations.

• If you are inherently comfortable with some of these you can hone your skills and get better. If you refine this skill, you 
would find it rewarding and fulfilling in the long run.

- T. N. Hari
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THE CREATIVE CORNER

Facts regarding women at workplace

By Rizu Biala

• Women’s representation in the corporate world isn’t improving in leaps and bounds. It actually hasn’t improved much at 
all in the last few years. Companies have reported that they are extremely committed to gender diversity, it states, 
looking back at the period since the first in this series of annual studies in 2015. “But that commitment has not translated 
into meaningful progress.” Ultimately, the standstill hurts not only women who struggle to advance and have painful 
experiences at work, but also companies’ bottom lines.

• Men Hold 62% of Manager Positions to Women’s 38% 

• In 2018, women made up 48% of entry-level workers, but only 38% of managers, 34% of senior managers or boards, 29% 
of VPs, 23% of SVPs, and just 22% of C-suite officials and it’s not because women are leaving their companies or the 
workforce; because women and men are stepping away from jobs and careers at nearly identical rates.

• 2. Women Are Less Likely to Have Access to Senior Leaders

• That may not seem like the most profound discrepancy at first glance, but interactions with senior leaders can make a 
big difference in who stays, who successfully negotiates promotions, and who sets their vision on leadership spots of their 
own. In other words, fewer interactions can mean fewer opportunities.

• 3. Women Are Twice as Likely to Be Mistaken for Much More Junior Employees and More Likely to Deal with 
Discrimination
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Usually one of 20% of women who’ve been mistaken for someone far more junior. Only 10% of men have had 
similar experiences. Women are also nearly twice as likely to report needing to provide more evidence of 
their competence, and are more likely to have their judgement questioned in their area of expertise and to 
be the targets of demeaning remarks.
4. Women Are Far More Likely to Be “Onlys” and Suffer More for it When They Are
It’s more like 40% for women in senior leadership and those in technical roles. Just 7% of men are in the reverse 
situation. Not only are women much more likely to be outnumbered, but they also tend to have horrible 
experiences when they are. They’re far more likely to be subjected to micro aggressions than women who 
work with other women, men who work in mixed settings, and men who are outnumbered, in that order.
5. 35% of Women in Full-Time Corporate Sector Jobs Have Experienced Sexual Harassment
As if that number weren’t appalling enough, an even higher percentage of certain subsets of women 
reported experiencing sexual harassment during the course of their careers, including 55% of senior-level 
women, and 45% of women working in technical fields.
In general, employees don’t report overwhelming confidence in their companies to properly investigate and 
address sexual harassment claims. But there’s also a gender gap there. While 70% of men think a claim would 
be fairly investigated and addressed, only 52% of women agree, and while 15% of men believe reporting 
sexual harassment would be pointless, risky, or uncertain, 30% of women said the same.
6. Women Negotiate for Raises and Promotions as Often as Men Do
Generally women just don’t negotiate as much as men do. The study suggests that in corporate India in 2018, 
that’s just plain wrong. In fact, in the last two years, slightly more women than men reported negotiating. 
While 29% of men had negotiated for a raise, 31% of women had done the same. And 36% of men 
negotiated for a promotion compared to 37% of women.
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7. Women face Gender as an Obstacle to Advancement
It’s not just that there are fewer women the higher up you look, but they’re promoted less frequently than their 
male peers. Nearly a quarter of women, but only 8% of men, believe that “their gender has played a role in 
missing out on a raise, promotion, or chance to get ahead.

The vast majority of businesses included in this report that gender diversity is a main concern. But those statements 
and some of the actions individual organizations have taken aren’t translating into any significant change in the 
overall numbers.

There are several strategies companies can use to move the numbers in the right direction. It starts with clearly 
articulating diversity goals and holding employees formally accountable for reaching them, especially when it 
comes to those in positions of power who can model behaviour for others. It also means implementing fair hiring 
and promotion practices that correct for biases, actively working to build an inclusive and respectful culture, and 
offering flexibility for employees as they manage the demands of work and family.

- Rizu Biala
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