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Greetings and a warm welcome to our Vol 2 of THE TIMES OF PAMAC. 
We couldn’t be more excited to have made it to this point.

Over the last few decades, we have seen an enormous evolution in the financial 
services industry driven by technology innovations. Indeed, we cannot imagine the 
current financial system without electronic fund transfers, ATMs, and Internet banking 
among many other innovative implementations. In fact, the financial services industry 
is the largest market to IT suppliers which makes the financial providers the preferred 
partners in many technological innovations such as mobile technologies, security 
devices and customer relationship management (CRM) tools. 

Although the importance of technology innovation is clear in transforming the financial 
services industry, we do not often find organizations getting sustainable competitive 
advantage though technology innovation. The purpose of this edition is majorly to 
focus on the advancement of technology in the financial & Banking Sector. Also to 
provide you with latest updated input & revelations in the Fin – Tech Radar. Let us go 
through the transformation & keys facts related to the FIN TECH Radar. Changes in the 
Use of Financial Services:

• The first change comes from the next generation of consumers. The Internet is now 
more than 20 years old, which means that anyone under 40 has never known a social 
or working life without it.
• The second change comes from the estimated 2+ billion people who today have no 
access to financial services, and resort to cash for all transactions.
• The last change comes in the way we access and consume financial services. 
Perhaps   this change is most perceptible with the advent of the tablets.

The above changes — really new, fundamental requirements — are driving the pace of 
technological innovation. We are honored to share the work of so many committed and 
thoughtful people. Also, feel free to share your thoughts with us on the email given 
below.

We appreciate your support and are so happy to be associated with you !
Thank You !

FROM THE
EDITOR
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echnology. It rarely sits still for long. Being an early adopter in the 
recruitment industry means always testing new technologies at 
both personal and professional fronts. With the HCM market as 

dynamic and energetic as it has been ,sometimes this can even mean 
re-learning a new technology tool after it has been assimilated into a 
larger system.

While the principles of a well-written job posting remain relatively 
constant, recruiting technology is rapidly changing their distribution 
model. With that rapid evolution, recruiters who aren’t paying attention 
run the risk falling far behind, and quickly. There is a lot of dynamism 
seen in Hr analytics, Candidate assessment centers & business partner-
ing. The key being evolution & expansion in each.

Hr Analytics – A Valuable Asset

HR analytics enable organizations to use their wealth of 
employee data to make better decisions about their 

workforces and improve operational performance. From 
attracting top talent, to accurately forecasting future staffing needs or 
improving employee satisfaction, HR analytics consisting predictive, 
progressive and regressive techniques  empower organizations to align 
HR metrics with strategic business goals. It provides significant increases 
in computing power and its affordability, massive increase in digitalized 
HR data that can be accessed via the cloud for processing.

Predictive Analytics, based on worker-based statistics, is becoming more 
and more appealing, allowing HR departments to be more strategic in 
predicting expected changes in human capital and correlating with 
business impact. . Predictive analytics is a growing realm of HR analytics. 
Predictive analytics is part of an HR big data wave that is sweeping the 

world in many disciplines such as sales and marketing, and the HR 
profesZsion is being swept along. In fact, as executive teams becoming 
increasingly engaged in the language of big data and predictive analytics, 
if HR wants to remain commercially relevant, it needs to be tuned into 
the HR big data debate, and be able to provide senior executives with a 
its  analytics based justification for its key talent related decisions.

Predictive retention modeling allows organizations to identify high-risk 
employees, build profiles of those most likely to leave or stay, and under-
stand how risk is distributed throughout the organization. 

Cultural shift towards business partnering for recruitment

Over the last fifteen years, organizations have generally 
adopted the concept of Business Partner, at least partly, 

and experimented with variations of Business Partner roles 
with simultaneous strategies and structures for handling all the rest of HR 
functions. The goal has been to manage the tactical areas of HR efficient-
ly and effectively and to simultaneously grow and develop the strategic 
areas of HR. 

A Business Partner recruiter is a combination 
of pure recruiter and one that acts like an HR 
business partner when they develop or 
manage recruiting programs as part of their 
dual role.  Individual business leader/ recruit-
ers that expect to survive in a changing world 
of HR must have a new set of skills and a laser 
focus of making a bottom line contribution to 
the business. In a business environment that 
demands agility, speed and results, HR profes-

TECHNOLOGY TRANSFORMATION

HR analytics enable organizations to use 
their wealth of employee data to make better 
decisions about their workforces and 
improve operational performance.

A Business Partner 
recruiter is a combina-
tion of pure recruiter 
and one that acts like 
an HR business partner 
when they develop or 
manage recruiting 
programs as part of 
their dual role.



Cleverly designed processes enable various tools 
to be combined - realistic job previews, killer 
questions, calibrated talent sifts, asynchronous 
interviews - to enable recruiters to engage 
directly with candidates matching a particular 
profile. 
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Cultural shift towards business partnering for recruitment

Over the last fifteen years, organizations have generally 
adopted the concept of Business Partner, at least partly, 

and experimented with variations of Business Partner roles 
with simultaneous strategies and structures for handling all the rest of HR 
functions. The goal has been to manage the tactical areas of HR efficient-
ly and effectively and to simultaneously grow and develop the strategic 
areas of HR. 

A Business Partner recruiter is a combination 
of pure recruiter and one that acts like an HR 
business partner when they develop or 
manage recruiting programs as part of their 
dual role.  Individual business leader/ recruit-
ers that expect to survive in a changing world 
of HR must have a new set of skills and a laser 
focus of making a bottom line contribution to 
the business. In a business environment that 
demands agility, speed and results, HR profes-

sional must excel partnering with the business in every HR role.  HR 
professionals tend to fit into four categories: corporate HR; embedded 
HR; HR specialists; and service centers.

Effective HR business partners are those who respond to these general 
management challenges. The business partner model focuses on the 
issues that general managers need help with to deliver business results. 
And because of the changing nature of business, the requirements of a 
business partner model are more pressing than ever before.

High-performing HR professionals understand the global business 
context – the social, political, economic, environmental, technological, 
and demographic trends that bear on their business – and translate 
these trends into business implications. They understand the structure 
and logic of their own industrie and the underlying competitive dynam-
ics of the markets they serve, including customer, competitor, and 
supplier trends.

Automation – Screening & Recruitment 

The tide is turning. Automated screening and decision 
making was sometimes viewed as impersonal, generic and 

cold. Today, it is seen as an invaluable tool for volume 
recruiters dealing with ever growing numbers of candidates enabling 
them to focus their time and efforts on added value tasks. The bottom 
line is that incorporating the right level of automation into your recruit-
ment processes delivers significant benefits, not least substantial cost 
savings.

Another benefit of automation is the 
screening. Cleverly designed processes 
enable various tools to be combined - 
realistic job previews, killer questions, 
calibrated talent sifts, asynchronous 
interviews - to enable recruiters to engage 
directly with candidates matching a partic-
ular profile. e-Recruitment systems 
incorporating automation save time and 
money around interview scheduling and 

assessment centers. The onus can be put back onto the candidate, 
making them responsible for booking their own interview slot. This 
approach considers the applicant’s personal situation, acknowledging 
that they might have commitments outside of the recruiting process. 
The next generation of online interview scheduling enables candidates 
to book assessment centers, as opposed to one to one interview.

Automation helps recruiters find the right candidates for the right roles. 
It removes human error and bias, whilst encouraging human interaction 
when appropriate and necessary. Those organisations that have up till 
now been too slow to incorporate automation into their recruitment 
systems are in danger of losing the best candidates to their more 
forward thinking competitors.  

Automation helps 
recruiters find the right 
candidates for the right 
roles. It removes human 
error and bias, whilst 
encouraging human 
interaction when 
appropriate and neces-
sary.

- Roman Rafiq
General Manager – IT Infrastructure
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REGIONAL PROCESSING CENTRE RPC SOFTWARE - PAMAC

Mentioned below are the key features of RPC Software.

• Easy & automatic allocation of cases:  With the help of CALCULUS 
the need of allocation of cases has also evaporated. At present the 
cases are allocated automatically.

• Centralised activity:  Now the entire processing of files has become 
centralized activity and its become easy to keep a track of the entire 
PAN INDIA location, thus focusing more on improved TAT.

• Zero paper work:  RPC CALCULUS brought a revolution into the world 
of operations. It has turned the entire process into paperless activity.

• Focuses more on digitalisation: When the entire world is focussing 
on digitalisation, PAMAC is also not lagging far behind. As the entire 
activity has become paperless activity, indicates that we as an organisa-
tion giving more focus on digitalisation.

• Increases productivity:  All these added features directly or indirectly 
helps us to extract the maximum from the executives and thus 
increasing productivity. 

• Less time consuming: These added features at CALCULUS makes the 
software an user friendly software which helps us to complete our work 
with ease and thus consumes less time.

• Confidentiality: The most important requirement from the end of our 
client is to maintain confidentiality of the files which we do it effortless-
ly.  As it’s a paperless activity it becomes easier for us to maintain the 
confidentiality of the end customer.

PAMAC CALCULUS has been a leap towards advancement for us and in 
coming days we tend to move forward with many more developed 
softwares in our kitty.

With the advancement of time PAMAC as an organization has also started to spread its wings 
into the world of software development. PAMAC has enriched itself with some of new age 
softwares. The most noteworthy to talk about at this hour would be PAMAC CALCULUS which is 
the online platform of PAMAC for processing . Introduction of CALCULUS was a giant leap for 
PAMAC and as we say we became more PERSISTENT, more AGILE, more MERITOCRATIC, more 
ACCESSIBILE and more COLLABORATIVE. 
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WHAT MAKES US DIFFERENT

WHO DO YOU NOTICE MORE?

30000 EMPLOYEE 
BACKGROUND CHECKS

 PER ANNUM

WIDE NATIONAL
 NETWORK WITH 

REACH OF ALMOST 
170 CITIES ACROSS INDIA

PROCESSING 58,000
LOAN FILES PER MONTH WORTH

 2500 CRORES OF VALUE

PROCESSING 1.5 LACS OF 
MICRO FINANCE LOAN FILES

 PER MONTH WORTH 
250 CRORES OF VALUE

1 LAC + SALES
 FULFILLMENTS 

PER ANNUM

PROCESSING 3.5 LACS 
CHEQUE INSTRUMENTS 

PER MONTH 15000 DOCUMENT 
VERIFICATIONS, 

40000 FIELD VERIFICATIONS, 
10000 TELE VERIFICATIONS 

PER MONTH

PROCESSING OF 150000 
CREDIT CARD APPLICATIONS 

PER ANNUM

SPREAD ACROSS 33 
LOCATIONS IN INDIA 

GLOBAL PRESENCE
INDIA, UAE & MALAYSIA



6

Technology. It rarely sits still for long. Being 
an early adopter in the recruitment industry 
means always testing new technologies at 
both personal and professional fronts. With 
the HCM market as dynamic and energetic 
as it has been ,sometimes this can even 
mean re-learning a new technology tool 
after it has been assimilated into a larger 
system.

In recent years, the automation of recruit-
ing and hiring has developed beyond the 
traditional job boards of yesterday (if we 
can consider the early Internet traditional) 
and into outreach and applicant tracking 
systems.

While the principles of a well-written job 
posting remain relatively constant, recruit-
ing technology is rapidly changing their 
distribution model. With that rapid 
evolution, recruiters who aren’t paying 
attention run the risk falling far behind, and 
quickly.

These systems have helped companies keep 
their cool during the exponential increase in 
resumes and cover letters received since 
job listings left newspapers for the web.

One of the places where this seems to have 
happened the most is in the sourcing space. 
Sourcing, once primarily a skill owned by a 
certain subset of the recruitment market, is 
now being automated by several tools, 
many of which were acquired as recently as 
last month by high-profile names: LinkedIn 
nabbed Bright, Monster grabbed TalentBin, 

and Identified was 
snatched up by 
Workday. One recent 
innovation in online 
recruitment is the use 
of syndicated display 
advertising technolo-
gies (on-line media) 
to put job postings in 
front of more job 
c a n d i d a t e s .T h e s e 

advertisements are generated dynamically and 
automatically distributed to a targeted audience 
across many web sites.

Another development in job posting distribution is the 
adoption of mobile phones to access the Internet, 
including the explosion of Apple and Android devices 
that now offer reasonably-priced 3G data. These 
devices are driving behavioral changes in today’s 
ever-connected workforce. Catering to this mobile 
audience is another way to extend the reach of job 
postings for recruiters looking to source candidates in 
the prime of their careers.

While dedicated recruitment tools continue to 
advance, some recruiters still attempt to harness the 
ever-advancing power of general-purpose search 
engines to source candidates from every corner of the 
Internet. But there’s a catch. The sophistication of 
these search engines, the enormous knowledge base 
behind them, as well as the constantly changing rules 
of ranking among search engines all complicate their 
use for niche applications such as the recruitment 
process.

As professionals spend ever more time with more web 
resources, many employers are applying a conver-
gence model of online sourcing that brings together 
many Internet genres, from social media to job boards. 
Candidates -- especially members of the millennial 
generation -- expect to find out about opportunities at 
a given employer, anywhere they happen to be on the 
web.

Five Ways the Web Has Changed Recruiting, and How 
to Keep Up:

1.  ATS: As the bellwether tools for efficiency in recruit-
ing, many ATSs did not live up to the promise of 

making life easier for the job seeker. Usability continues to lag, yet job 
seekers want the software to work as easily as their Apple and Google 
accounts. Make sure your ATS is neither 12 www.icims.com turning 
qualified candidates away by making it too hard for them to apply, nor 
forcing them to lie by not providing enough options.
 
2. Job Search: Whether they use Google, Bing, or Yahoo, job seekers go 
to search engines as their first stop in looking for jobs online. Many now 
bypass the job boards and go straight to Google or use a job search 
aggregator. If your jobs aren’t showing up on Google or the job search 
aggregators.

 3. Mobile: Studies show that more than half of digital time is spent on a 
tablet or smartphone. With PCs falling by the wayside, more job seekers 
expect to be able to apply to jobs from their smartphones and tablets. Is 
your careers website mobile friendly, and can candidates apply from 
their devices? Get on the mobile bandwagon now, so you don’t miss 
reaching the multi-platform majority.

 4. Cloud Storage: Nearly everyone has data in the cloud nowadays. 
Apple iCloud, Google Drive, and Dropbox all claim a hundred million 

users or more. Consumers use these services to store music, photos, and 
documents – and that includes their resumés. Does your application 
process let users upload their resumés from the cloud?

 5. Social: Facebook, LinkedIn, Twitter: You’ve been hearing about social 
for years now. Thanks to social media, it’s not only easy to find people, 
but it’s also easier for people to speak their minds on sites like Yelp and 
Glassdoor and on publishing platforms like Tumblr and Medium. Social 
holds companies and local businesses more accountable. If you’re 
engaging in any unethical practices, someone’s bound to complain. 

While it is important to keep up with the technological development, 
sustainable advantage cannot be achieved merely on technology. The 
approach should be to understand candidate's behaviour and use a 
combination of human intervention and technology to orchestrate the 
best offer.

To sum up, while the future of recruitment technology resides on mobili-
ty, personalisation and predictive intelligence, for sustainable business 
advantage a pinch of "candidate experience" will do wonders.

One recent innova-
tion in online 
recruitment is the 
use of syndicated 
display advertising 
technologies 
(on-line media) to 
put job postings in 
front of more job 
candidates. 

TECHNOLOGY AND RECRUITMENT
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Our presence is in 33 cities across the country covering 170 cities
With the HUB and SPOKE model. Internationally PAMAC has 
presence in UAE[Dubai] & Malaysia.

OUR GLOBAL
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Internet. But there’s a catch. The sophistication of 
these search engines, the enormous knowledge base 
behind them, as well as the constantly changing rules 
of ranking among search engines all complicate their 
use for niche applications such as the recruitment 
process.

As professionals spend ever more time with more web 
resources, many employers are applying a conver-
gence model of online sourcing that brings together 
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2. Job Search: Whether they use Google, Bing, or Yahoo, job seekers go 
to search engines as their first stop in looking for jobs online. Many now 
bypass the job boards and go straight to Google or use a job search 
aggregator. If your jobs aren’t showing up on Google or the job search 
aggregators.

 3. Mobile: Studies show that more than half of digital time is spent on a 
tablet or smartphone. With PCs falling by the wayside, more job seekers 
expect to be able to apply to jobs from their smartphones and tablets. Is 
your careers website mobile friendly, and can candidates apply from 
their devices? Get on the mobile bandwagon now, so you don’t miss 
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 4. Cloud Storage: Nearly everyone has data in the cloud nowadays. 
Apple iCloud, Google Drive, and Dropbox all claim a hundred million 

users or more. Consumers use these services to store music, photos, and 
documents – and that includes their resumés. Does your application 
process let users upload their resumés from the cloud?

 5. Social: Facebook, LinkedIn, Twitter: You’ve been hearing about social 
for years now. Thanks to social media, it’s not only easy to find people, 
but it’s also easier for people to speak their minds on sites like Yelp and 
Glassdoor and on publishing platforms like Tumblr and Medium. Social 
holds companies and local businesses more accountable. If you’re 
engaging in any unethical practices, someone’s bound to complain. 

While it is important to keep up with the technological development, 
sustainable advantage cannot be achieved merely on technology. The 
approach should be to understand candidate's behaviour and use a 
combination of human intervention and technology to orchestrate the 
best offer.

To sum up, while the future of recruitment technology resides on mobili-
ty, personalisation and predictive intelligence, for sustainable business 
advantage a pinch of "candidate experience" will do wonders.

- Ashish Singhania
Senior Manager - Human Resources
HDFC ERGO General Insurance Company Ltd.

While the future of recruitment technology resides on 
mobility, personalisation and predictive intelligence, for 
sustainable business advantage a pinch of "candidate 
experience will do wonders.
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Credit Processing & 
Appraisals (CPA)

CPA is one of the verticals where 
we provide the End to End 
services for Credit and Opera-
tions activity for various Retail 
Assets Products of Banking and 
Non Banking Sectors. Various 
product where we offer our 
services viz. Personal loan, 
Business loan, Auto loan, 
Education loan, TW loan, Loan 
Against property / Mortgage 
Loan, Commercial Vehicle & 
Home loan. We are flexible to 
execute the operations either 
from Client premises or PAMAC 
premises.

Customer Profile Valida-
tion (CPV)

CPV is one of the major vertical 
for PAMAC. Under CPV vertical, 
we provide various verification 
services like – Address Verifica-
tion, Tele Verification, Document 
Verification etc. to Banking and 
Non- Banking Sectors, Insurance 
Sectors. We handle major volume 
of Credit Cards, KYC and Retail 
Assets Products including 
Personal loan, Business loan, 
Auto loan, Education loan, TW 
loan, Loan Against property / 
Mortgage Loan, Commercial 
Vehicle & Home loan etc.

Documents Collection & 
Reviews (DCR)

Under PAMAC Document 
Collection and reviews, we 
conduct the following activities.
Document Fulfillment for Retail / 
Cards Application

II. Post Disbursement Documents 
Collections
III. ECS Pick-up & Submission / 
Activation
IV. Liability KYC Document 
Pick-up
V. Cheque Pick-up
VI. PMS Documents fulfillment

Fraud & Risk Control 
Unit (FRC)

Activities conducted under PFRC 
unit are as below:
1. Employee Background Checks 
include - Address Check,Educa-
tion Check, Employment 
check,Reference Check,Criminal 
Background Check,Global 
Database Check, Drug Test  
2. RCU Services have the below 
I. Screening & Sampling Process
II. Document Verification
3. Seeding & Mystery shopping
4. Dealer Stockyard Audit
5. Investigation

OUR SERVICES

TECHNOLOGY
CREDIT

PROCESSING
TRUST REVIEW

APPRAISAL TRANSACTIONS
C

U
ST

O
M

ER

SERVICESRISK CONTROL

COLLECTION

SO
LU

TI
O

N
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Transaction Processing 
Unit (TPU)

Transaction processing is one of 
the big vertical in PAMAC. Under 
Transaction Processing unit we 
provide end to end backend 
services like – Applications 
processing, payment processing, 
Cash and Cheque inter Bank  
reconciliation etc.

Execute the operations either 
from Client premises or PAMAC 
premises.

Resource Support & 
Processing

• Recruitment Support
• Statutory Compliances
• Training and Performance 
Reviews
• Employee Background Checks
• Payroll Management
• Infrastructure Support

Collections Service

Services offered for collections: 
Outbound Call Center, Inbound 
Call Center, Field / In person 
Visits to Customer, Management 
Information Services, Collection 
Process Engineering and 
Designing, Receipt Management 
Process, Audit Proces

Accounts FIRST

Accounts FIRST service includes  
accounting services  like 
Bookkeeping,Profit & Loss 
Statement,Balance Sheet 
Reporting,Cash Flow Analysis,All 
Accounts Reconciliation 
Reports,Transaction Processing 
Services,Fixed Assets Process 
Reports,Financial Analysis -Ratio 
Analysis,Credit Card Mapping 
and Reconciliation,Forensic 
Accounting. Part bfrom the above 
there are furthermore services 
available in the lights of compli-
ance, legal & company secretarial 
services.

TECHNOLOGY
REVIEW

AC
CO

UN
TS

C
O

N
FI

D
EN

TI
A

L

TRANSACTIONS

SERVICES
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BUILDING FUTURES ON CONSTRUCTION SITES 

Within Indian cities, the construction industry is the single largest employer of migrant labour-
ers. Approximately 11.5 million  men and women work in this sector, moving to wherever they 
can earn the most income. The children of these workers – a population estimated at over 
30,000, just in Mumbai – are even more vulnerable. As a result of their families’ extreme 
poverty and parents’ inability to sacrifice even a day’s work, the children of migrant workers 
are often left to fend for themselves. They lack access to daycare centres or any sort of support 
system. The perilous construction site is their only playground.

Since the urban migrant child is completely isolated from any kind of social security or safety 
net, she spends most of her days being looked after by an older sibling, which denies both 
siblings of their childhoods. Low levels of stimulation, malnourishment, and vitamin deficien-
cies result in slower brain development and poor performance and confidence. Their limited 
skill sets and low income-earning capacity mean that they are vulnerable to further exploita-
tion, especially girls to early marriage. Thus, the cycle of poverty is perpetuated.

Our Work

Running day care centres on construction sites in Mumbai since 1972, Mumbai Mobile Creches 
(MMC) at present runs 21 centres in Mumbai, Navi Mumbai and Thane. Our mission is to 
support child-friendly construction sites – where children of the migrant workers are safe, 
healthy and educated. MMC is the only NGO in Mumbai working consistently for over 43 years 
with infants and children on construction sites, providing them all round care and support. We 
run comprehensive daycare centre programmes on the sites from 08:45 am to 04:30 pm, 
Monday to Saturday, and reach over 3,500 children every year. In the past four decades, MMC 
has benefited over 1,00,000 children in over 270 construction sites. 

MMC is the only NGO in Mumbai working 
consistently for over 43 years with infants 
and children on construction sites, 
providing them all round care and support.
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Education

Children attending MMC centres migrate from 19-20 different states of the country every year, speaking over 10 
different languages. Therefore, MMC’s education programme follows a holistic approach, having a curriculum that is 
tailored to meet the needs of the migrant child. Children from birth to three years of age are part of the crèche 
programme, where emphasis is placed on creating a stimulating environment that nurtures motor, cognitive, social, 
emotional and physical growth. Children from three to six years of age are part of the preschool programme that 
includes school preparedness. Children above six are part of our education programme that provides after school 
support. Apart from math, language and general knowledge, our curriculum includes art, songs, puppetry, theatre, 
storytelling and a monthly project.
 
Health and Nutrition

All children attending the centres are given two wholesome meals of breakfast and lunch cooked freshly at the centres 
and two nutritious snacks. They receive curative and preventative healthcare, monitored by regular doctors’ visits. This 
is a critical intervention since a significant number of children are malnourished and suffer from various deficiencies. It 
ensures that all health problems are immediately identified and addressed.

Community Outreach

MMC sees the community as the central focus for creating awareness and sustainability of the intervention. Community 
meetings and street plays are conducted and facilitated, addressing issues relating to health, hygiene, nutrition, etc.

Early Childhood Care and Education Training

MMC has been providing early childhood care and education training to many child care professionals for the past 30 
years to promote the importance of early childhood care and to take this concept forward through other organisations. 
The trainings we conduct include our year-long Bal Palika teacher training course and our specialized training courses, 
conducted upon request of other organisations.

For more information, please visit our website: http://mumbaimobilecreches.org/. 

It is deeply ironic that the children of the very people 
who produce the symbols of economic development – 
skyscrapers, residential and commercial complexes – are 
denied the ability to participate in and benefit from the 
progress the city promises. We must therefore invest in 
our most precious resource – our children – so they are 
confident members of our nation and society.

- Vrishali Pispati
Chief Executive Officer
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With the astronomical level of 
growth being back in the field, the 
Microfinance Institutions Network 
(MFIN), the sector's self-regulator, 
is planning to put more checks and 
balances to ward off any possible 
danger of the sector falling from 
grace again like in 2010. 

Private Equity firms invested 
about $3,620 million across 144 
deals during the quarter ended 
March 2016, according to early 
data from Venture Intelligence, a 
research service focused on 
private company financials, 
transactions and their valuations. 

Indiabulls Housing announces 
merger of two subsidiaries - 
Indiabulls Finance Company 
Private Limited (IFCPL) with 
Indiabulls Commercial Credit 
Limited (ICCL).

Over 60 financial giants like 
Barclays, Citibank, Deutsche 
Bank line up to partner with 
India Post.

In a first, DCB Bank 
offers ATM transac-
tions sans PIN.

Veritas Finance 
raises Rs 30 crore 
from Sarva Capital.

Private equity firm Access 
Asset Managers and some 
other investors will put in Rs 
55 crore to acquire 25% stake 
in Alliance Insurance Brokers, 
which handles insurance 
covers for events such as the 
IPL and other T20 tourna-
ments, as well as big-budget 
movies. 

Cheque and demand draft 
related frauds pertaining to 
Rs 1 lakh and above amount-
ed to Rs 18.62 crore during 
the first nine months of the 
current fiscal.

DID YOU MISS IT?
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ENGAGE YOURSELF

HEALTH TIPS
 
Drink plenty of waterDuring the hot summer months, heat 
and sweat can leave your body dehydrated. A lack of water 
is harmful to your body and can also make you crave food 
when you’re not actually hungry. It is incredibly important 
to keep yourself hydrated by drinking at least eight to nine 
glasses of water a day. Bored of water? Add some low 
calorific flavoring to water such as a piece of fruit, or
 opt for healthy alternatives like green tea or 
coconut water.

DID YOU KNOW?

Adolf Hitler was chosen Time 
Magazines 1938 “Man of the 
Year”

“ Your work is going to fill a large part of your 
life, and the only way to be truly satisfied is to do 
what you believe is great work. And the only way 
to do great work is to love what you do. If you 
haven't found it yet, keep looking. Don't settle. 
As with all matters of the heart, you'll know 
when you find it. ”

- Steve Jobs

REMEDY 

Heat Stroke

Heat stroke, a severe form of hyperthermia, occurs when the human 
body absorbs more heat than it can dissipate. This is a serious 
condition and needs immediate medical attention.

Remedy: It is important to lower the temperature of the body, hence 
immerse yourself in ice if you have too or take a cold shower. You can 
prevent heat stroke by wearing loose and light clothes, drink water 
and do not exert yourself during summer.
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