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Editorial
NEP 2020: Implementation Strategies and Challenges
The main thrust of this policy is to end the fragmentation of higher education by
transforming higher education institutions into large multidisciplinary universities,
colleges, and HEI clusters, each of which will be having 3000 or more students.
Moving to large multidisciplinary universities and HEI clusters is thus the highest
recommendation of this policy regarding the structure of higher education. Our
country has around 1,000 universities today. Doubling the Gross Enrolment Ratio in
higher education by 2035 will mean that we must open number of new universities
for the next 15 years (GER in 2018: 26.3% and GER in 2035: 50%). Opening many
universities on an ongoing basis is a massive challenge while maintaining the quality
standards.
The policy states that regulation of higher education has been too heavy-handed for
decades; too much has been attempted to be regulated with too little effect. The
mechanistic and disempowering nature of the regulatory system has been rife with
very basic problems, such as heavy concentrations of power within a few bodies,
conflicts of interest among these bodies, and a resulting lack of accountability. The
regulatory system is in need of a complete overhaul in order to re-energize the higher
education sector and enable it to thrive.
To address these issues, the regulatory system of higher education will ensure that
the distinct functions of regulation, accreditation, funding, and academic standard
setting will be performed by distinct, independent, and empowered bodies. This is
considered essential to create checks-and-balances in the system, minimize conflicts
of interest, and eliminate concentrations of power. To ensure that the four institutional
structures carrying out these four essential functions work independently yet at the
same time work in synergy towards common goals. These four structures will be set
up as four independent verticals within one umbrella institution, the Higher
Education Commission of India (HECI).
From the funding point of view, NEP-2020 envisages an increase in education
spending to 6% of GDP, which amounts to around Rs.2.5 lakh crores per year. The
policy comes into being at a time when economy has been battered by Covid-19
related lockdown, low government tax collections, and high fiscal deficit even preCovid-19. Economists have been advising to go for large stimulus packages
amounting to double-digit percentages of GDP, despite the strain on the exchequer.
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While the National Education Policy is a 20-year journey, one worries that we may
be off to a stumbling start over the next 2-3 years, when government and budgetary
priorities are focused at healthcare and economic recovery.
In higher education, the multidisciplinary learning is a welcome step. But at the
same time, the universities in our country have for decades been highly
departmentalized. People in academia have preferred rigid territories over flexibility.
Thus, changing the mind set of faculty is a big challenge. It requires a cultural shift
in the entire higher education ecosystem over the next 15-20 years. We have around
14 lakh faculty members in higher education. It is a challenge to train them in new
age skills. NEP-2020 classifies all HEIs into 3 categories: Research-intensive
Universities, Teaching Universities and Autonomous degree granting colleges. The
country has slightly more than 40,000 colleges. The challenge is to convert a large
number of affiliated colleges into Autonomous degree granting colleges through
graded autonomy in the span of 15 years, and abolish the affiliating system in the
country.
Availability of faculty in multidisciplinary streams is another major challenge. The
distribution of faculty across streams or disciplines is not balanced at present. Thus,
it is a challenge to attract and develop the faculty in those disciplines in which there
is grave deficiency. Shortage of Faculty and Connect between multidisciplinary mix
of courses and employability is another challenge. For instance, in the case of two
students having earned B.Tech degree with a different mix – will they be equally
employable?
The readers of AJM are requested to go through the contents of the journal and help
us in improving the academic value of this publication by offering suggestions based
on their critical review and constructive observations. The prospective contributors
to this journal are advised to follow APA pattern (latest Edition) for presenting the
references.

Dr. Upinder Dhar
Chairman
Editorial Board – AJM
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Corporate Social Responsibility through
Women’s Self-Help Groups
Praveen Nayak*, Preeti Patil**
Abstract
A practical and integrated approach, based on study of local demographics and economy, in the
form of creating Women’s Self-Help Groups and making them self-sustaining as a part of CSR
activities has been taken up by UltraTech Cement Adityanagar, Malkhed. While companies are
spending huge amounts in areas of their own interest, there is also an effort to learn from
creative and innovative ideas being implemented to make CSR more effective and purposeful.
One of the Focus Areas of CSR Activities is Sustainable Livelihood under which UltraTech
Cement has helped in creating 120 Women’s Self-Help Groups in 21 villages located near the
factory. These SHGs have benefitted about 2000 families economically and socially. Women’s
Self-Help Groups have the potential to not just improve the socio-economic status but also
bring about social transformation through empowerment and improving overall quality of life.
HDI being an important indicator of quality of life needs to be improved, especially in the rural
areas of backward regions – like Kalaburagi, the area of study of this paper. The efforts of
UltraTech Cement, Malkhed Plant through their CSR Wing Kagina Jan Seva Trust proves
that while some CSR Activities may be more visible, popular and recognized, the creation,
guidance and pushing the SHGs towards self- sustenance has potential to bring in sustainable
and long term improvement in the overall quality of life of these villages, especially, among the
families of the members of the SHGs.
Keywords: Human Development Index, Financial Decision Making, Community
Development, Rural Sanitation, Marketing Support

Introduction
CSR as a mandatory activity for companies was introduced by The Companies Act
2013. The Rules under the Act also specify the areas of priority for companies to spend
their CSR amount. One such area is Women Empowerment which includes Self
Sustenance of Women. Being a developing country, having a fast growing population
* Principal, Vivekanand Institute of Management, Vithal Nagar, N.V. Layout, Kalaburagi
(Karnataka). Email: praveen16176@gmail.com
**Assistant Professor, Department of Management Studies,VTU Centre for PG Studies, Mysuru.
Email: preetipatil@vtu.ac.in
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of over 1.3 billion, India is striving to ensure economic growth and development while,
at the same time, trying to ensure that the inequality among its population does not
go out of control.
There are regional imbalances as well as Rural-Urban inequalities. The government
does take steps to address these inequalities. It is however not possible to tackle many
problems simultaneously for the government. These problems in our society provide
service opportunities for corporate sector to address the issues and contribute to social
development while also contributing to economic growth and development.
Regional backwardness is a fact in various parts of India. One such area, identified by
PMO (2018) which is recognized as one of the most backward in the nation is the
Kalaburagi District. Though bestowed with natural resources and rivers, the utilization
of these is not effective. Some major cement companies operate in the district. However
the benefits of these industries are enjoyed mostly by non-local population. Be it direct
employment or indirect employment, it is mostly the non-locals who have shown
more enterprise to get these jobs. CSR provides an opportunity for these companies
to contribute back to the society from which they derive their resources to function. A
cursory glance at the Human Development Index parameters will reveal opportunities
for the CSR activities needed in the district.
HDI is composed of three broad parameters, viz., Health measured by Average Life
Expectancy, Education measured by Adult Literacy Rate, and Income measured by
Per Capita Income. The Human Development Index of the national level is taken as
the benchmark and though the HDI of Karnataka is above the national average, the
HDI of Kalaburagi District is less than national average. This was the primary reason
why the Central Government introduced Article 371 (J) to provide special provisions
for development of the region. The extra effort of the government to address the
regional imbalance through creation of HKRDB (Hyderabad Karnataka Regional
Development Board) is visible. The region is now renamed as Kalyan Karnataka
Region.
Table 1: Literacy Levels in Kalaburagi District 2011 Census
National Average

74.04 %

State Literacy Level

75.36%

Kalaburagi

64.85%

2

Corporate Social Responsibility through Women’s Self-Help Groups

Table 2: Income Level in Kalaburagi District (2016-17) –
Economic Survey 2018-19 [2]
National Income Level

103870

State Income Level

161922

Kalaburagi

83619

Table 3: Life Expectancy at Birth in Kalaburagi District 2011 Census
Life Expectancy

1991

2001

2011

National Average Life Expectancy

60.3

64.3

67.9

State Average Life Expectancy

62.1

65.8

68.8

Kalaburagi Average Life Expectancy

59.5

62.9

NA

To address this inequality, the government has created social and economic
infrastructure, which however has not proved sufficient and is plagued by bottlenecks
and administrative delays in decision making.

Review of Literature
The co-operative movement of Asia, as mentioned by Swamy (2019), was started in
1905 in Kanaginahal Village of Gadag District of Karnataka, by Sri Siddangouda Patil.
Yet Gadag is the only other district from Karnataka which finds itself in the unwanted
list of most backward districts of India, identified by NITI Ayog. Co-operative
movements and Self-Help Groups have played a significant role in socio-economic
development in many developing countries. Bangladesh’s Grameen Bank under
Muhammad Yunus has shown the way to effectively use micro financing among
people, co-operatives and SHGs for economic development. The Bank and Muhammad
Yunus were awarded Nobel Prize for Peace in 2006 for disbursing over $24 collateral
free loans to about 90 million people. The result is that in Bangladesh which had PCI
of $230 in 1983 when Grameen Bank was started had PCI of $1940 in 2019. During the
same period, India has grown from $291 in 1983 to $2104 in 2019 (Macrotrends.net,
2020). AMUL is also a shining example of how self-help and co-operative movements
can transform backward areas into developed ones.
Bhat (2019) writes that Amul was instrumental in putting India’s dairy industry on
the world map and ensuring livelihoods for over 100 million dairy farmers. Of these
3
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millions, 70% are women and 69% belong to socio-economically deprived sections of
the communities. For Dr Verghese Kurien, as the architect of this idea, certain factors
were instrumental in creating such a significant impact for the underserved in the
economy. Das (2016) describes that the SHGs helped in bringing about psychological,
social and economic empowerment. The study also finds that participation in SHGs
helped in increase of confidence, courage, skill development and empowerment.
Saravanan (2016) notes that empowering women is not just for meeting their economic
needs but also for more holistic social development. It further states there is evidence
of increased household income apart from increase in standard of living and food
security for the program participants.
Nayaka (2020) finds that the financial support provided to the SHGs had helped in
the socio-economic development of the socially backward and economically
marginalized sections significantly. It also notes about the substantial impact of small
enterprises on economic development of the rural poor. Sarkar and Chattopadhyay
(2018) have observed in their study area that because of male dominance in family
and male-dominated financial decision making, the SHGs are only capable of
empowering women in social and community participation but fail to raise the
economic empowerment especially in financial decision making power.
Subrahmanyam, (2019) observed that women SHGs play a vital role in rural
development, employment generation and eradication of rural poverty. They deem it
necessary to address the challenges faced by the women SHGs and take strategic
steps for effective functioning of the SHGs for improving the standard of living of
women.
Singh (2018) based on India’s 2017 ranking of 130 among 185 countries noted that
unless there is reduction of investment hurdles, adoption of scientific evaluation
methods for development activities, reduction of socio-economic-political inequalities,
reforms in governance and adoption of innovative practices, India cannot achieve
significant improvements in its HDI. Human Development Report (2019) in the 7th
Chapter notes about three trends in inequalities in human development that are
revealed by looking beyond income and averages. It mentions about the inequalities
in basic capabilities, inequalities in human development and inequalities in the
distribution of opportunities between men and women having improved. It further
states that the challenge of gender equality will move from basic to enhanced
capabilities but will face greater challenges in future as there is evidence of backlash
in some countries in efforts for gender equality. Niranjan (2020) has mentioned about
the last two decades where there is a considerable improvement in the level of human
development, while also facing staggering inequalities. The study concludes that
4
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increased access and services of health, education, lowering poverty and other
deprivations at micro-spatial levels will reduce spatial inequality and augment human
development.
McCarthy (2017) noted ‘Programs to enable the empowerment of women have become
a feature of many CSR policies. Yet there are several myths associated with the term
‘empowerment’ which are tied to misunderstandings around the concepts of ‘power’
and ‘gender.’ For many, women’s empowerment translates to ‘empowering women.’
This linguistic slip is crucial, for it positions the main agents of empowerment as
outside of the women themselves: be they NGOs, governments, or companies; and
depicts women as objects onto which empowerment is ‘done.’ The author mainly
explored the women’s resistance and interaction with women’s empowerment
programs, as there was lot of focus on women empowerment in the CSR activities
cited in her study.
In their study of the status of CSR in Indian banking sector, Rani, Pooja and Khan, MS
(2015) found 60% employees agreed that banks took up more CSR Activities for women
empowerment, around 90% employees agreed on banks involvement in rural
development through CSR, 55% employees agreed with banks’ social responsibility
towards health care activities, 65% employees agreed banks’ social responsibility
towards education welfare activities. Their report mentions that banks mostly focus
on rural development through vocational training, providing microfinance, credit
counseling, and poverty reduction activities.
Rakshitha and Rampilla (2018) found that the training programs conducted in Mysore
for women as a part of CSR were effective and had led to increased earnings of the
beneficiaries. Chandra (2019) mapped the efforts and initiatives of BSE 100 companies
towards economic empowerment of women, identified gaps and made
recommendations on how companies can work towards a more gender equitable India.
It shows that the top 100 companies reported a total expenditure of Rs.423.84 Crores
on women’s empowerment and Rs. 250.62 Crores on their economic empowerment
out of the total Rs. 6,314.30 Crore spent on CSR activities in financial year 2017-2018.
This was less than 4% of the total CSR spent.
CSR World (2020) reporting on CSR Activities of Tata Power, for 2013, noted that the
formation of Self-Help Groups (SHGs) had completely changed the livestock grazing
dependency scenario by successfully introducing varied models of community
development in the villages of the Kutch region in Gujarat. Most SHGs were womenoriented, and improvement for both individuals and community were listed.
5
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The members of the groups have access to loans for their various needs such as:


Housing



Cattle purchases



Education fees



Capital for small businesses



Medical purposes



Family events and marriages



Transport and vehicles

The community has now access to better knowledge and is empowered through:


Better knowledge and expertise on effective savings



Financial inclusion and banking services



Increased savings and improved employment opportunities



Capital for small businesses



Formal credit linkages

Abraham (2013) notes that holistic growth need to be inclusive and not standalone. It
stresses for corporate houses to provide the push for furthering the progress of women
by improving employment opportunities and increasing their participation in
economic activities.

Method
This is a descriptive paper which is based on discussions with CSR Managers of
UltraTech Cement’s Malkhed Plant and telephonic interview with Presidents of 98
Women Self-Help Groups. A visit to the UltraTech Plant — to meet CSR officials, see
the physical infrastructure of support to WSHGs, to visit the retail outlet of WSHG
and see 4 villages — was taken up. In the villages, the CSR Activities were seen. Only
informal discussion about CSR Activities was conducted with villagers and WSHG
members. Owing to prevalence of COVID-19 survey work was conducted
telephonically.
Primary Data: Details of CSR Activities were obtained from the CSR Department of the
company. Data relating to WSHGs were obtained from the respective Presidents of
the Self- Help Groups. A schedule was used to collect information about the various
support activities carried out by the company to support the WSHGs. The entire
6
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support system was understood by way of discussion with the CSR officials of the
company. A questionnaire was developed to obtain data from the WSHGs. The data
was tabulated and analyzed using MS-EXCEL.
Secondary Data: Demographic data related to the HDI were obtained from the Economic
Survey 2018 and District Industrial Centre. Data pertaining to government schemes,
interest rates and banking schemes for WSHGs were obtained from government and
banks’ websites. The study was restricted to 16 villages spread in Chittapur and Sedam
Talukas of Kalaburagi District in Karnataka, India.
Statistical Tools: Basic tools like average, ratio and percentages are used for analysis.
A) Research Questions
1. Has the CSR Activity of UltraTech Cement, executed through Kagina Jan Seva
Trust by way of supporting Women’s Self-Help Groups benefitted the
beneficiaries?
2. What are the areas in which the WSHGs have received CSR support?
3. Have the CSR Activities played any role in improving the HDI of the CSR
beneficiaries?
4. What are the areas in which the WSHGs need more support to be more effective?
B) Objectives of the Study
To study the overall impact and benefit of the CSR activity by creating WSHGs
under self-sustainability focus area, and to enquire if SHGs are addressing a major
issue like HDI inequality reduction in the study region.
C) Design and Scope of Research
This study has considered one of the CSR activities of UltraTech Cement’s
Adityanagar, Malkhed Plant situated in Chittapur Taluka of Kalaburagi District.
The CSR Activity studied is under the Focus Area of Self-Sustainability, in which
the CSR Department has put in sustained effort in forming Women’s SHGs and
making them self-reliant.
Size of Universe & Sample Size: The total number of SHGs is 120, spread across 21 villages
of Chittapur and Sedam Talukas of Kalaburagi District in Karnataka, India situated
near the company. The effort was to conduct a universal Survey. However, due to
COVID-19, time constraints and mobile network issues, data could be gathered from
98 WSHGs only falling in 15 villages.
7
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Sampling Method: The effort was to conduct a universal survey using telephonic
interview method. But only 98 WSHGs could be contacted.
Limitation: Though 98 WSHGs were contacted, all of them could not answer all the
questions. While some did not have information, quite a few were reluctant to share
financial information. Hence, the number of responses for questions is not uniform.

Opportunities for CSR Activities
CSR can play a significant role in improving education, health and income level in
some parts of the district. CSR can help in creation and maintenance of economic as
well as social infrastructure. Some activities have potential to give rewards very fast.
Social and economic infrastructure development can play a catalytic role in
improvement of HDI. Similarly, if CSR Activities can help in the creation of ecosystem
where SHGs can sustain and flourish, it can bring in grass-root level changes which
will have long term developmental impact.

CSR Activities Taken up by UltraTech Cement in Kalaburagi District are in
the following areas:
Skill Development Initiatives and Job-Oriented Training Institutes: UltraTech Welfare
Foundation has established the Kagina Industrial Training Institute, which offers
Industry relevant Courses. Over 400 students have been trained and placed in suitable
industries.
CSR in Health: Covid-19 awareness programs have been conducted in most of the
nearby villages. The members of the WSHG have been involved in spreading awareness
to prevent spread of the virus. Apart from this, regular Medical Check-up Camps,
Screening programs for various diseases, blood donation camps are organized.
Women’s Health: The stress on rural sanitation, construction of toilets has not only
made rural places more clean and hygienic, but also improved the health and reduced
diseases. This would have had a positive impact on life expectancy in the villages.
Many screening camps for various diseases, distribution of sanitary napkins in villages
and schools are also taken up.
Indirect Employment Generation and Increasing Income: CSR spending is visible in
construction of roads, providing technological support to farm, industries,
environmental protection, sustainable development efforts and water conservation.

8
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These activities have both direct and indirect impact on the economic indicators in
the area.
R & D for Ancillary Units: The ancillary units can be helped in their R & D activities by
major companies, especially those ancillary units which are their suppliers. This would
create a win-win situation for both.

Other regular CSR Activities
Assistance in IPR matters to ancillary units and innovators; Environmental Protection
and Sustainable Development; Traffic Awareness and Safety Awareness through
Company’s Safety Department; Clean Water and Water Treatment Plants; Water
Recycling and Water Harvesting; Supporting Community Natural Farming and Inputs
Production; Assisting Technology induction in farming; Support Sustainable
Development by assisting farmers in horticulture plantation and commercial
plantations; Training for Ancillary Units; Waste Management and Green Initiatives;
Marketing support for SHGs and agriculture; Financial assistance for self-employment,
support and encouragement for artisans, support to Self-Help Groups (SHG), and
support to women SHGs.

Self-Help Groups supported by UltraTech Cement Malkhed’s CSR wing
Kagina Jan Seva Trust (KJST)
The KJST has two full time staff members who are responsible for all activities related
to SHGs. They are involved in:
1. Identifying villages where SHGs can be formed: They visit the villages suggested by
other women members, employees and if requested by Gram Panchayats to know
if the women of a particular village can be motivated to create SHGs to improve
their socio-economic conditions. It is an observatory-cum-informal discussionoriented assessment, based on which new villages are identified for creation of
WSHGs.
2. Identifying villagers who are and can be motivated to join SHGs: Once a village is
identified, the inputs from women leaders and Government Officials like
Anganwadi Teachers, ASHA Karyakartas are taken to identify women who are or
could be interested in economic activities. A meeting of such women is arranged
and they are informed of the opportunities WSHGs offer.
3. Motivating villagers to form SHGs by providing necessary information on formation and
functioning of SGHs: The lack of awareness about how SHGs can be beneficial for
9

AIMS Journal of Management, July 2021

them, the facilities Government, Corporate, NGOs provide is addressed by
providing information and
4. Assisting them in identification of business opportunities that have demand in both local
and distant markets: The company under its earlier name Rajashree Cement, had in
the year 2000 conducted a village-wise Base Line Survey of the Taluka, to take up
CSR Activities. The data from this survey used for identifying CSR Activities and
also to analyze the overall growth and development of the surrounding villages.
This survey also comes in handy for KJST to identify the market potential for
various products which can be produced locally. In addition to the knowledge of
local demand, the KJST Team uses its links to procure demand from distant places
also. KJST has helped many WSHGs especially those in food products to market
their products in distant places. A steady demand has been ensured for some of
these WSHGs.
5. Financial feasibility analysis to show potential members why, how and to what extent the
SHG can be successful: The KJST Team helps the groups to analyze the demand,
feasibility, financial viability, breakeven analysis, profitability, growth potential so
that the members join voluntarily and remain patient to achieve success in their
businesses.
6. Aiding them and helping them in the process of establishing the SHG – from name selection
to registering it to creating its executive body: The KJST Team assists the group to
choose name for the group, while tactically ensuring that the name chosen compels
the members to live up to the expectations of such name. Usually the names are of
locally popular personalities or inspirational words, or other names which inspire
the members to not give up easily in case of adversity. This strategic way of naming
the groups has certainly yielded results as no WSHG has wound up since being
established.
7. Training them in various skills that can be harnessed as business opportunities: The KJST
arranges for various training programs related to providing skills for the production
of articles. The training programs include tailoring, embroidery, cloth bags, purses,
hand bags, terracotta painting, decorative handicrafts, food products, paper plates
and cups, incense sticks, cotton wicks, baskets, food processing, and other needbased training programs.
8. Helping in Production: Many times the CSR Funds have been utilized to procure
production machinery for several groups which were in need of financial support.

10
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Though all groups have been given aid, some groups have received more aid based
on their needs as well as their performance. The KJST Team also helps the group
to ensure quality control.
9. Training for Statutory Documentation: Training the members in maintenance of
records, accounts, filing statutory returns, recording meeting proceedings,
calculations, approaching bankers, handling customers, invoicing, merchandising
in stores, planning business development and meeting any situational requirements
is also taken care of.
10. Marketing Support: KJST also helps the groups to market their produce by guiding
in producing, pricing, distribution and promoting their goods. The importance of
customer satisfaction, value for money is mandatorily explained in the Training
sessions.
11. Providing platform for sales: The company has been helping all NGOs to jointly
operate the Kagina Rural Mart, a retail outlet which operates from the CSR Office
premises, where the entire range of products produced by these SHGs are exhibited
and sold.
Apart from these activities, the staff also helps the SHGs by monitoring their progress,
coordinating with the CDPO (Child Development Program Officer), DIC, MSME,
Dealers, Transporters on behalf of the SHGs. The Head of the CSR Division at UltraTech
Cements, Malkhed maintains personal contact with all the SHGs and is very popular
mentor for all these SHGs.

Data Analysis and Interpretation
Table 4: Details of WSHGs created and supported by KJST
Sl.
No.

Current
Number

Data is
available for

1.

Number of villages where WSHGs
have been started

21

15

2.

Number of WSHGs

120

98

3.

Number of Members

Nearly 2000

1437

11
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From the above table, it can be observed that recent activities in 6 villages and latest
22 WSHGs started need to be updated. The data of the new beneficiaries,
approximately, 560 members is to be collected. Hence, study is based on 98 WSHGs
having 1437 members.
Table 5: The villages where WSHGs are established by KJST
Sl.
Village
No.

No. of
WSHGs

Sl
No.

Village

No. of
WSHGs

1

Adityanagar

4

9

Konkanalli

4

2

Bijanalli

6

10

LaxmanTanda

1

3

Dandoti

4

11

Malkhed

21

4

Darga Area

2

12

Malkhood

1

5

Hangnalli

13

13

Neelahalli

6

6

Hoshalli

5

14

Station Tanda

13

7

Huda .B

6

15

Udgi

8

8

KishanTanda

4

Total

98

Most of these SHGs have been established after the year 2000. However, the oldest
WSHG was established in 1991 and is still functioning properly. It must also be noted
that no WSHG has been wound up or dissolved.
Table 6: Details of duration since WSHG was formed
Duration
No. of Groups
% Wise

< 1 year

1 – <3 years

3 – <5 years

5 or more
years

Total

15

12

16

55

98

15.3

12.2

16.3

56.1

100.0

The table reveals that the formation of WSHGs has increased in last year despite
COVID-19 problem. The fact that over 56% WSHGs are over 5 years old also points to
the fact that these WSHGs have been sustainable, and thus have continued their
existence.

12
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Table 7: Details of active members in the WSHGs
Active Members %

<50

51 – 70

71 – 90

> 90

Total

No. of Groups

0

0

0

98

98

Cumulative % wise

0

0

0

100

100.0

The data from the above table reveals that all the members in the WSHGs in all groups
are active. This indicates that the groups have been able to motivate the members to
continue as well as the success of the group objectives. Unless the objectives were
fulfilled there would have been instances of inactive members.
The fact that the members are carefully identified before formation of the group may
also be an important factor in ensuring that all members are active. This is an area
where further research can be taken up.
Table 8: Details of Membership of WSHGs
Group Size

Number of Groups

Percentage wise

6

6.9

41

47.7

9

10.5

29

33.7

1

1.2

86

100

10 to 14 members
15 members
16 to 19 members
20 members
Over 20 members
Total

From this table, it can be observed that the preferred group size is 15 followed by 20.
Groups having lesser number of members are mostly due to addition or exit from
WSHGs.
All the new groups formed over the past 3 years are of 15 members.
(Among the other 12 groups, the Group President did not reply to the question. Hence,
only 86 responses have been recorded for this question.)
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Table 9: Details of business activity type of WSHGs
Type of Activity

Single Activity

Multiple Activity

No of Groups

0

98

Percentage

0

100

From the table, it can be observed that in all the groups the members are choosing
business opportunities as per their choice. Not a single group is sticking to only one
activity.
Table 10: Details of business ownership-type of WSHGs
Type of Activity

Proprietary Business

Partnership Business

Both

No of Groups

0

0

98

Percentage

0

0

100

The data shows that in all the groups there are both proprietary as well as partnership
businesses. This shows that the WSHGs allow free choice of business activity as well
as ownership pattern.
Table 11: Details of financial help received from UltraTech Cement by WSHGs
Financial Aid

In Cash

In Kind

None

No of Groups

0

98

0

Percentage

0

100

0

Table 12: Details of financial help received from Government by WSHGs
Financial Aid

In Cash

In Kind

None

No of Groups

98

98

0

Percentage

100

100

0

The groups however mentioned that they get financial aid from Government which is
to the tune of Rs.5000/- three times a year. This is in addition to stationeries, motivation
materials and any subsidy or other grants.
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Table 13: Details of WSHGs opinion on increase in social status of members
after commencement of activities by their group
Social Status has improved

Yes

No

Do not know

No of responses

98

0

0

Percentage

100

0

0

The data shows that all the groups have a unanimous opinion that their social status
has improved after they formed the group and commenced their activities.
As the respondents were Presidents of the WSHGs, care was taken to stress that the
response for this question was needed for a normal group member, and not to be
influenced because of the likelihood of President of a WSHG enjoying higher status in
society.
Table 14: Details of WSHGs opinion on increase in income of members
after commencement of activities by their group
Income has increased

Yes

No

No of responses

98

0

Percentage

100

0

The data shows that all the groups have a unanimous opinion that their income has
increased after they formed the group and commenced their activities.
Table 15: Details of WSHGs increase in income of members
after commencement of activities by their group
Increase in
income

Up to
Rs.100/per day

Rs.101/to Rs.200/per day

Rs.201/- to
Rs.300/per day

Over
Rs.300/per day

Total

No. of groups

0

19

72

7

98

Percentage

0

19.4

73.5

7.1

100

The data shows that the economic activity has certainly helped all groups to increase
their incomes.
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Most groups reported income of between Rs. 201/- to Rs. 300/- per day, which translates
to an average of Rs.7,500/- per month. This is certainly a good sum as this amount is in
addition to the income that may be generated by other members of the family. This
increase in the income has also helped them in increasing their savings.
Table 16: Details of WSHGs saving pattern
Groups with

No. of Groups

Percentage

Monthly Meetings

98

100

Bank Account

98

100

WSHGs who save every month

98

100

Saving of Rs. 50 pm per member

3

3.1

Saving of Rs. 100 pm per member

95

96.9

All WSHGs require members to save a small amount every month. Almost all groups
require members to save Rs.100/- per month.
Table 17: Details of savings converted into small capital
Group Saving

No. of Groups

Percentage

WSHGs saving up to Rs. 1000 pm

7

8.1

WSHGs saving between Rs. 1001/- to Rs. 1500/- pm

43

50

WSHGs saving between Rs. 1501/- to Rs. 2000/- pm

35

40.7

WSHGs saving over Rs. 2001/- pm

1

1.2

Total

86

100

Cumulative monthly savings by 86 WSHGs (12 groups
which did not respond to group size are excluded)
Total deposit amount, as per data available from 41
deposit account holders
Average deposit by each member of the 41 WSHGs (692 members)

16

Rs.1,38,400/16.05 Lakhs
Rs.2,319/-

Corporate Social Responsibility through Women’s Self-Help Groups

From the table we can observe that these WSHGs savings help in creation of small
capitals which they lend among themselves or to their villagers, which helps them for
improving their businesses, as most of their businesses are not capital intensive.
Over a period of time capital formation and individual savings are achieved.
Table 18: Details of WSHGs’opinion on empowerment of members
after commencement of activities by their group
Feel Empowered

Yes

No

Do not know

No of responses

98

0

0

Percentage

100

0

A similar unanimity is observed from the above table with respect to empowerment.
The factors which the members had pointed out were that the improved status,
increased income and interaction with public had made them more confident and
reduced their dependence on others.
Some of the examples they cited were that they were now better prepared for
contingencies like medical emergencies, business opportunities, education expenses,
marriage expenditures, etc., as they could now borrow from the group savings and
also from other groups. Statistics for these factors were not collected.
Table 19: Details of WSHGs opinion on importance of role of
KJST / UltraTech CSR Activities for their group’s success
Extent of
importance

Totally
important

Significantly Moderately Not very
important
important important

Not at all
important

No of responses

98

0

0

0

0

Percentage

100

0

0

0

0

From the above table it is clear that the role of KJST in the success of the groups is
regarded very highly by the WSHGs. This is probably because the WSHGs have been
assisted right from their conception to making them sustainable. It must also be noted
that the data available with company shows that the company assists all the WSHGs
in various ways in spite of some of these groups being over 30 years old. The open
door policy of the company and continuous engagement with the WSHGs they helped
create has earned them this goodwill.
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Table 20: Details of Bank where WSHGs have their
Account (Based on secondary data):
Name of Bank

No. of WSHGs

Percentage

Canara Bank, Aditya Nagar Branch

55

56.1

DCC Bank, Malkhed Branch

18

18.4

SBI, Malkhed Branch

14

14.3

Karnataka Grameena Bank, Dandoti

3

3.1

Karnataka Grameena Bank, Tengli

1

1

No Response

7

7.1

Total

98

Though the villages are nearer to Malkhed it is observed that the WSHS prefer to
bank with Canara Bank at Aditya Nagar. The main reason the WSHGs cited was
because their initial account was opened here and they also get an opportunity for
visiting the Kagina Rural Mart to check their product sales as wellas an opportunity
to meet the CSR Officials of the company, as both the Bank as well as the Mart are
situated in the factory premises.
Table 21: Details of Types of Accounts (Based on secondary data)
Types of Account Held

No. of WSHGs

% wise

Deposit Only

25

60

Deposit & Loans Both

16

38

1

2

42

100

Loan Only
Total Account Details available

The above data reveals that only 42 WSHGs have shared their bank account data with
KJST, while 56 have not shared it. However, from available data we can observe that
60% WSHGs have not availed loans from Banks.
The inferences possible are:
1. The WSHGs are not approaching banks for loans; or the WSHGs requests for loans
are not accepted
18
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2. The WSHGs have become self-reliant and are not borrowing from banks
3. The WSGs are borrowing from other sources
The correct inference can be drawn only by further studies. However considering the
generally observed phenomenon, it can be suspected that banks are reluctant to lend
loans.
Table 22: Details of Loan Amount (Based on secondary data)
Loan Amount Rs.

No. of WSHGs

% wise

1 Lakh to 1.99 Lakh

6

35

2 Lakhs to 2.99 Lakhs

4

24

3 Lakhs to 3.99 Lakhs

6

35

4 Lakhs and above

1

6

Total amount borrowed by 17 WSHGs

40.30 Lakhs

From the table we can observe that most groups are borrowing in the range of Rs. 2
Lakhs to Rs. 4 Lakhs. When the borrowing of each group was studied, 272 members
constituted these 17 WSHGs. The average borrowing comes to approximately Rs.
15,000/- per person. (Average borrowing precisely is Rs. 14816/-).
Table 23: Details of repayment of loans (Based on secondary data):
% of borrowings refunded

No. of WSHGs

% wise

Cumulative %

Over 75%

1

6

6

51% to 75%

0

0

6

26% to 50%

4

23

29

1% to 25 %

3

18

47

0% (Nil)

9

53

100

The above table indicates to the possibility that the repayment rate is slow. However
in the absence of full data about how old these loans are, one cannot rule out possibility
of loans being recent and in the moratorium period.
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To know the factual position if there is delay in repayment or not further study is
essential.
Table 24: Details of Banks from where loans are availed (Based on secondary data):
Name of the Bank

No. of WSHGs who availed loan

% wise

DCC Bank

8

47

Canara Bank, Aditya Nagar

6

35

SBI, Malkhed

3

18

The DCC Bank leads in providing loans to the WSHGs. Despite the fact that highest
number of WSHGs accounts are with Canara Bank, the DCC Bank lending is more
proactive.
Table 25: Details of Rate of Interest for Loans (Based on secondary data):
Rate of Interest

15% pa

18% pa

24%

36%

1

1

14

1

5.9

5.9

82.3

5.9

No. of Borrowing WSHGs
Percentage

The above figures appeared exaggerated as the websites of the banks showed that the
maximum interest rate could not be over 15% pa, while the minimum could be as low
as 9% for WSHGs. On enquiring it was revealed by the KJST Staff that the WSHGs
had mentioned the rate of interest they pay when they borrow from private money
lenders, hence the error.

Findings
a) The Company is serious about the CSR Activities and has a dedicated CSR
Department housed in a separate building having full time staff.
b) Some places are taking benefits of CSR Activities proactively. Proximity to cement
plants has benefitted some villages more while others despite being near remain
uncovered.
c) Big projects are not taken up due to budget constraints, and also because focus is
on legal compliance, especially among banks.
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d) Data gathering has lagged behind the work. Telephone numbers need to be
updated.
e) Most of the members are saving only Rs. 100/- per month. As the individual savings
are low, the group saving too will be less.
f) Canara Bank has been preferred by WSHGs over District Co-operative Bank, SBI
and Karnataka Grameena Bank for opening their accounts.
g) The DCC Bank appears to be more liberal in lending loans.
h) The WSHGs prefer a group size of 15 to 20 members.
i) The loan availing ratio from Banks appears to be low among WSHGs.
j) The average loan per member is around Rs. 15,000/- and the Average savings per
member is around Rs. 2,300/k) Loan repayment appears to be slow, with only about 6% having repaid over 50%
amount.
l) The members of the WSHGs are probably not aware of the exact interest rates
charged by bank, as most of them feel it is about 24% pa.

Suggestions
A few suggestions to improve the effectiveness of the CSR Activities are presented
here:
a) Company should give wide publicity for its CSR model of creating SHGs which
can be adopted by companies across the nation.
b) CSR activities must be targeted to most needy and not just to areas which are in
close vicinity of the firms and convenient to visit.
c) Collaboration with Economists, Sociologists, Development Scholars and
Psychologists to ensure that more effective programs are chosen by these SHGs,
and also to provide SHGs better inputs and motivation.
d) The KJST Team must find out if the financial requirement of the WSHGs are being
met by bankers or are being avoided.
e) The KJST Team must stress on the groups to increase their savings rate, as savings
of Rs. 100/- per month will hardly create a useful corpus.
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Scope for further studies:
The very philosophy of CSR should be CSR for Social Transformation and not merely
CSR for Legal Compliance. And that is what can be seen in UltraTech Cement’s CSR
efforts through creation and support of Women’s SHGs.

Conclusions
The effort of CSR Activities through SHGs is very innovative and effective. The model
however despite being very economical, has great socio-economic impact within very
short periods. The social status and economic conditions have improved among the
women who are members of WSHGs due to their economic activities. Their income
and saving have also increased.
The training of WSHGs in the product and the service sectors, viz., food processing,
handicrafts, tailoring, beauty parlor and retailing has helped the WSHGs to make use
of local raw materials and capitalize market demand. The company has also begun to
help in branding the products and marketing it to distant places.
The CSR Activities, including the support for WSHGs has certainly helped in women
empowerment and the training programs have made these WSHGs self-sustainable.
Overall, the well-targeted and planned CSR activity which also involves proper training
and mentoring has had a positive impact in the economy of these 15 villages. However,
in some WSHGs it is lack of leadership or leadership which is not dynamic that has
resulted in some WSHGs initiatives not realizing their full potential. Professionals
from industry, banking, academics, if they can co-ordinate and guide such efforts,
more viable and more effective CSR models can be created in larger numbers.
The CSR Budget of UltraTech Cement when compared to the Government Budget is
miniscule, yet the desire of the Employees with support of the company to put its
Human Resources and Physical Resources to socially gainful activities, apart from
financial resources, has created a model which truly reflects the spirit of CSR.
Economic activities create income which results in better social status, improved health
and education. Thus the CSR activity of creating, nurturing and supporting WSHGs
would have improved the HDI of all beneficiaries in all the villages where it has been
implemented.
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Demographic Factors in Determining Job
Satisfaction: An Empirical Study
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Abstract
This study aims at exploring the role of demographic factors in determining satisfaction and
examining the relationship of gender, qualification and experience with job satisfaction of
executives in a public sector organization. The study is based on primary data collected from
50 executives using structured questionnaire. The five point response category of Likert type
has been used for examining the respondents’ responses. The hypotheses related to the three
major components of job satisfaction and three attributes of respondents were formulated and
tested using Chi-square test. The IBM SPSS 20 and Microsoft Excel 07 have been used for the
preparation of data and data analysis. The empirical results indicated that the independency
hypothesis accepted in eight out of nine cases which mean that job satisfaction is independent
of gender, qualification and experience. Only in one case the independency hypothesis with
respect to experience is rejected. This means that satisfaction is dependent on experience. Higher
level of job satisfaction for junior executives is reported as compared to senior executives.
Plausible explanation has been offered. Limitations and future directions have also been indicated.
Keywords: Demographic Factors, Executives, Job Satisfaction, Judgement Sampling,
Public Sector Organization.

Introduction
Job satisfaction is considered as the most important and frequently studied attitude
in the field of organizational behaviour. It’s importance to managers and researchers
is due to the fact that job satisfaction has the potential to affect a wide range of
behaviours in organizations and contribute to employees’ levels of well beings.
Employees who are more satisfied with their jobs, tend to perform better than those
who are less satisfied (George & Jones, 2008). Absence of job satisfaction can be reason
of lack of interest and organizational commitment (Moser, 1997). Dissatisfaction is
the big cause for employee to leave the job and they are more absent than satisfied
* Faculty member, Department of Commerce, K. O. College, Gumla (Ranchi University, Ranchi.
Email: Jaiswalsony909@gmail.com
**Group Director, S.N. Sinha Institute of Business Management, Dhurwa, Ranchi, Jharkhand.
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employees (Rosbult et al., 1988). Job satisfaction can be linked with employee
motivation. Satisfied employees spent more time to understand their work. The
employees who are satisfied with the job adapt both changes in circumstances whether
bad or good. As a result those who enjoy their job are expected to have strong
motivation or vice versa (Zafar et al., 2014).
Under the circumstances it is imperative to examine the concept, measurement and
determinants of job satisfaction. Satisfaction is generally influenced by two broad
categories of factors namely organizational factors, viz., organizational development,
policies of compensation and benefits, promotion and career development, job security,
working conditions, corporate culture, etc., and demographic factors like personality,
age, gender, education, experience, etc. (Kumari, 2018). Most of the existing studies
examined the role of organizational factors in explaining job satisfaction and
demographic factors are not given their due share, particularly in Indian context. The
present study is an attempt in this direction.

Review of Literature
Review of literature on the subject is presented in two parts: first, concept and
measurement of job satisfaction and second, determinants of job satisfaction.
Concept and Measurement of Job Satisfaction
Satisfaction refers to the level of fulfilment of one‘s needs, wants and desire (Nancy,
1977). Hoppock (1935) defined job satisfaction as any combination of psychological,
physiological and environmental circumstances that causes a person truthfully to say
I am satisfied with my job. According to Spector (1997), job satisfaction has to do with
the way how people feel about their job. This is why job satisfaction and job
dissatisfaction can appear in any given work situation. Job satisfaction can also be
defined as the event to which a worker is content with the rewards he or she gets out
of his or her job, particularly in terms of intrinsic motivation (Statt, 2004). According
to Bhatnagar (2014), job satisfaction is a result of employee perception of how well
their job provides those things that are viewed as important. Amit & Bhatnagar (2016)
defined job satisfaction as a pleasurable or positive emotional state resulting from the
appraisal of one‘s job or job experience.
Many researchers have opted for different methods of measuring job satisfaction.
Price and Mueller have assumed that employees value certain conditions of work and
if these conditions are found in the workplace, employees will be more satisfied and
committed and less likely to leave the organization (Price & Muller, 1981 as cited in
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Martin & Roodt, 2008). Spector (1997) adopted a multifaceted approach to job
satisfaction including facets such as appreciation, communication and fringe benefits.
Trust in relationship between superiors and sub-ordinates creates a climate that
improves job engagement and satisfaction (Ellinger et al., 2010). A recent study
identified six components of job satisfaction like kind of work, enough relevant training,
availability of items required to work well, working conditions, recognition of good
performance by superiors and overall satisfaction with the job (Kumari & Bhagat,
2020).
Determinants of Job Satisfaction
A large number of studies appeared examining organizational factors as determinants
of job satisfaction. Venderberg and Lance (1992) observed strong relationship between
job satisfaction and employee loyalty. Aziri (2011) found inverse relationship between
job satisfaction and absenteeism. Tsai (2011) examined the relationship between
leadership behaviour, organizational culture and job satisfaction and found positive
correlation between them. Mishra et al. (2013) observed that the job satisfaction is a
significant correlate of the organization‘s HRD climate. Singh and Jaiswal (2016) noted
a positive relationship between work value, job satisfaction and organizational
commitment.
Safi and Khuram (2017) observed that positive perception of employees in relation to
organizational culture and job satisfaction have a strong relation and significant
influence towards the job satisfaction. Kumari and Bhagat (2020) have examined the
respondents’ responses towards job satisfaction and concluded that the employees
are very much satisfied with the kind of work they perform under the superiors who
are very cooperative and encouraging. The employees are also satisfied with the
working conditions, availability of necessary human and material resources, and
training facilities required for doing their work well. On the whole the employees are
quite satisfied with their jobs during the present time. Kumari (2021) and Khanna
(2017) have, however, observed that motivation is an important antecedent of job
satisfaction.
Only quite a few researchers have considered demographic factors for determining
job satisfaction. Worth mentioning among them relate to the association of job
satisfaction with year of experience; no relationship (Ma et al., 2003) with gender;
female workers are having lower levels of job satisfaction than their male counterparts
(Herrena, 2003), and no relationship exists between gender and overall job satisfaction
(Brush et al., 1987). Studies reported no racial differences (Brush et al., 1987). Another
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study, however, indicated that black people reported higher job satisfaction levels
than white people (Vallabh & Donald, 2001). Weaver (2017) conducted field survey of
three independently drawn U.S. national samples and observed few significant sex
differences among white workers. He further noted that the absence of significant sex
differences in overall level of job satisfaction was reported in numerous national
surveys.
Thus, the review of previous studies indicated that many works have been done on
organizational factors but only few have taken up the issue of demographic factors in
determining job satisfaction and that too limited to South African and American studies.
The absence of such studies in the Indian context appears to be the lacuna. The present
study has, therefore, been taken up to explore the role of demographic factors in
determining satisfaction and examine the association of gender, qualification and
experience with job satisfaction in the case of executives in a public sector organization,
namely, Central Coalfield Limited (CCL) located at Ranchi, the capital of Jharkhand
in India. The CCL is a major subsidiary of Coal India Limited, a single largest coal
producing company in the world.

Research Method
Sampling Design and Sample Size
During the pilot enquiry, it was noticed that the universe size of the executives in CCL
is 507 as on 30.9.2019 spread over 24 functional disciplines; the number of executives
varies from the minimum of 01 to the maximum of 83 executives (Appendix-I). It was
also noticed that only five major disciplines, namely, mining, electrical and mechanical,
finance and accounts, personnel and administration, and medical (total 328) comprises
about 65 percent of the total executives. Therefore, it was decided to take 50 executives
out of 328 in five major disciplines. The sample size of 50 comes to 15.244 percent of
the universe size of 328 executives. Then the number of samples to be taken from five
major disciples were computed proportionately; and the actual values are rounded
off to make it 50 (Appendix-II).
Thus, the study is primarily based on primary data collected from 50 sample
respondents (executives) using a well-structured questionnaire prepared for this
purpose. The questions were close-ended with multiple options. The questionnaire
tool has been used because the study is of a single company, i.e., a coal company.
Published relevant articles, unpublished secondary data available in the office of CCL
Headquarters and different websites related to this study have also been utilised.
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The judgement sampling technique - one of the non-parametric sampling - was
considered appropriate and, therefore, used for conducting the survey. Judgement
sampling is employed, when the participants are selected as per the researchers’
convenience, confidence and experience that they will conform to certain specific
requirements/ criteria/ parameters of the research (Hair, et al., 2003). The distribution
of questionnaire and collection of filled in questionnaire from 50 executives took about
six weeks’ time during October-November 2019.
Instrumentation
The five point response category of Likert type scale pertaining to respondent‘s
responses has been used (Likert, 1932). Five point responses are quantified by allocating
numerical value 1 for Strongly Disagree (SD) and 5 for Strongly Agree (SA) with the
questions, called Likert scores. One recent study (Kumari & Bhagat, 2020) forms the
basis of this study. The components of job satisfaction indentified by them have been
used in this study. But out of six only three most representative components have
been selected on the basis of relative ranks for detailed investigation. The relative
ranks computed using weighted average of the respondent‘s responses; weight being
the Likert scores in a five point response category (Appendix-III). First three rank
holder questions (Q 6, Q 1 & Q 5) are greatly analysed in subsequent sections.
Hypotheses Formulation
While formulating the Null Hypothesis (H0) and Alternate Hypothesis (H1) three most
representative questions representing major components of job satisfaction are
combined with the three attributes of respondents. Considering the most representative
question (Q 6), the hypotheses for testing the relationship of gender with job satisfaction
were formulated as under:
Hypotheses:
H0: The satisfaction level of employees towards overall job satisfaction is independent
of gender.
H1: The satisfaction level of employees towards overall job satisfaction is dependent
on gender.
Similar set of hypotheses were formulated for other two attributes, namely,
qualification and experience and three sets of hypotheses each for the two remaining
questions i.e., question number 1 and question number 5. Altogether nine H0 and
respective H1 were formulated and tested during the course of analysis.
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Individual questions representing Likert items are analysed through Likert scores.
Likert items express a greater than relationship; however how much greater is not
implied. And for this reason Likert items fall into the ordinal measurement scale.
Analysis procedures appropriate for ordinal scale items include the Chi-squared
measure of association, Kendal Tau B, and Kendal Tau C (Jakobson, 2004 as cited in
Subedi, 2016). Therefore, Chi-square - a non-parametric test - was used for measuring
association and testing independency/dependency hypotheses. Chi-square is defined
as the sum of squares of the difference in observed and expected frequency divided
by expected frequency. Decisions on the acceptance or rejection of null hypothesis
was taken by comparing the computed value and critical value of Chi-square for
appropriate degree of freedom and level of significance. The IBM SPSS 20 and Microsoft
Excell 07 were used for preparation of data and data analysis.
For the purpose of using Chi-square test the five point Likert scores have been
converted into the three point Likert scores by combining strongly disagree with
disagree and strongly agree with agree to form the three point responses like disagree,
neutral and agree. Again three attributes are arranged in two groups, male and female
for gender, graduate and post-graduate for qualification and 0-10 years and above 10
years of experience for experience and prepared 2x3 contingency table. The
demographic profiles of 50 respondents, based on survey data, indicated that the
majority of respondents are male (72%), post-graduate degree holders (70%) and of
above 10 years of experience (74 %) in CCL.

Results
This section has two parts. First, presentation of descriptive statistics including
Cronbach’s alpha. Second, presentation of data analysis and test of hypothesis.
Descriptive Statistics
The reliability of questions considered in the questionnaire was tested by the value of
Cronbach‘s alpha. The descriptive statistics of job satisfaction including Cronbach‘s
alpha are presented in Table-1.
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Table 1: Descriptive Statistics
Variable
Job Satisfaction

Number of Items

Sample Size

Cronbach‘s alpha

06

50

0.819

Source: Computed from the survey data.
Table 1 indicated that the computed value of Cronbach’s alpha is more than 0.70, the
minimum value required for reliability (Kline, 1998 as cited in Warmbrod, 2014) for
job satisfaction. Thus the internal consistency of the questionnaire can be considered
as highly reliable and good for further analysis.
The Data Analysis and Test of Hypotheses
Respondent‘s responses towards three major components of job satisfaction and three
attributes of respondents analysed and concerned hypotheses indicating relationships
tested during the course of analysis.
Relationship of Gender, Qualification and Experience with Job Satisfaction with
respect to overall job satisfaction (Q 6).
The concerned research question, considered hypotheses, respondent‘s responses
towards job satisfaction with respect to gender, qualification and experience and
computed Chi-square values are used in explaining the relationships.
Hypotheses:
H0: The satisfaction level of employees towards over all job satisfaction is independent
of gender.
H1: The satisfaction level of employees towards overall job satisfaction is dependent
on gender.
H0: The satisfaction level of employees towards overall job satisfaction is independent
of qualification.
H1: The satisfaction level of employees towards overall job satisfaction is dependent
on qualification.
H0 : The satisfaction level of employees towards overall job satisfaction is independent
of experience.

31

AIMS Journal of Management, July 2021

H1: The satisfaction level of employees towards overall job satisfaction is dependent
on experience.
Table 2: Chi- square values pertaining to Q 6
Attributes

Responses

Total

Computed Decision
Chi-square
on H0
value

Agree

Neutral

Disagree

28
12

07
02

01
00

36
14

0.61

Accepted

Qualification
Graduate :
Post Grad. :

10
30

04
05

01
00

15
35

4.09

Accepted

Experience
0 -10 years :
Above 10yrs :

12
28

01
08

00
01

13
37

1.72

Accepted

Gender
Male :
Female

:

Source: Computed from the survey data.
Table 2 revealed that all three null hypothesis (Ho) which are accepted as the computed
value of Chi-square are lesser than the critical value of Chi-square at degree of freedom
2 and level of significance 0.10 (i.e. 10 percent level of significance) in all three cases of
gender (0.61<4.61), qualification (4.09<4.61) and experience (1.72<4.61). This implies
that the data is not sufficient to reject H0 and, therefore, H0 is accepted. This means
that the satisfaction level of employees towards overall job satisfaction is independent
of their gender, qualification and experience. In other words, both male and female,
graduate and post-graduate and junior and senior sample respondents are satisfied
with their job at the present time and the difference in the level of job satisfaction
between them are statistically insignificant.
Relationship of Gender, Qualification and Experience with Job Satisfaction with
respect to the kind of work done (Q 1).
The concerned research question, considered hypotheses, respondent‘s responses
towards job satisfaction with respect to gender, qualification and experience and
computed value of Chi- square are used in explaining the relationships.
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Hypotheses:
H0: The satisfaction level of employees towards the kind of work being done in the
job is independent of gender.
H1: The satisfaction level of employees towards the kind of work being done in the
job is dependent on gender.
H0: The satisfaction level of employees towards the kind of work being done in the
job is independent of qualification.
H1: The satisfaction level of employees towards the kind of work being done in the
job is dependent on qualification .
H0: The satisfaction level of employees towards the kind of work being done in the
job is independent of experience.
H1: The satisfaction level of employees towards the kind of work being done in the
job is dependent on experience.
Table 3: Chi-square values pertaining to Q 1
Attributes

Responses

Total

Computed Decision
hi-square
on H0
value

Agree

Neutral

Disagree

Gender
Male :
Female :

29
11

06
03

01
00

36
14

0.52

Accepted

Qualification
Graduate :
Post Grad. :

12
28

02
07

01
00

15
35

1.92

Accepted

Experience
0 -10 years :
Above 10yrs :

10
30

03
06

00
01

13
17

0.62

Accepted

Source: Computed from the survey data.
Table 3 indicated that all three null hypotheses (H0) which are accepted as the computed
value of Chi-square are lesser than the critical value of Chi- square at appropriate
degree of freedom and 10 percent level of significance in all the three cases of gender
( 0.52<4.61), qualification (1.92<4.61) and experience (0.62<4.61). This means that the
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satisfaction level of employees towards the kind of work being done is independent
of their gender, qualification and experience.
Relationship of Gender, Qualification and Experience with Job Satisfaction with
respect to the recognition of good performance by the superior (Q 5).
The concerned research question, considered hypotheses, respondent ‘s responses
towards job satisfaction with respect to gender, qualification and experience and
computed value of Chi-square are used in explaining the relationships.
Hypotheses:
H0: The satisfaction level of employees towards superiors is independent of gender.
H1: The satisfaction level of employees towards superiors is dependent on gender.
H0: The satisfaction level of employees towards superiors is independent of
qualification.
H1: The satisfaction level of employees towards superiors is dependent on
qualification.
H0: The satisfaction level of employees towards superiors is independent of
experience.
H1: The satisfaction level of employees towards superiors is dependent on experience.
Table 4: Chi-square values pertaining to Q 5.
Attributes

Responses

Total

Computed Decision
Chi-square
on H0
value

Agree

Neutral

Disagree

Gender
Male :
Female:

28
09

05
03

03
02

36
14

0.96

Accepted

Qualification
Graduate :
Post Grad.:

10
27

03
05

02
03

15
35

0.61

Accepted

Experience
0-10 years :
Above 10yrs :

10
27

00
08

03
02

13
37

5.83

Rejected

Source: Computed from the survey data.
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Table 4 showed that two null hypotheses (H0) related to gender and qualification which
are accepted as the computed value of Chi-square are lesser than critical value of Chisquare at degree of freedom 2 and 10 percent level of significance in both the cases of
gender (0.96<4.61) and qualification (0.61<4.61). This means that the satisfaction level
of employees towards superiors is independent of their gender and qualification. But
the null hypothesis related to experience is rejected at 10 percent level of significance
as the computed value of Chi- square is greater than the critical value of Chi- square
(5.83>4.61). Therefore, alternate hypothesis (H1) is accepted which means the
satisfaction level of employees towards superior is dependent on experience. In other
words, both junior (<10 years experience) and senior (>10 years experience) executives
are satisfied with their superior at the present time but the level of job satisfaction
between junior executives (77% positive response) and senior executives (73% positive
response) differ ( Table 4) and the difference in the level of job satisfaction is statistically
significant.

Conclusion
The empirical study based on 50 executives of CCL indicated that out of nine cases
examined for determining the relationship of gender, qualification and experience
with job satisfaction, the independency hypothesis has been accepted in eight cases
which means the job satisfaction is independent of gender, qualification and experience.
Only in one case, i.e., the case of experience, the independency hypothesis (H0) is
rejected and alternate dependency hypothesis (H1) is accepted. This means that the
job satisfaction is dependent on experience. In other words, both junior and senior
executives are satisfied with their superiors but the level of satisfaction between junior
and senior executives differs and the difference in the level of job satisfaction toward
superior is statistically significant. The higher level of job satisfaction has been reported
for junior executives as compared to the senior executives despite lesser experience
and lower salary. This may be owing to differences in the objective conditions and
subjective evaluation of work.

Limitations and Future Directions
The sample size was confined to only 50 executives. Greater sample size could have
provided more realistic results. The empirical study is based on five point Likert scores
indicating respondent‘s responses towards job satisfaction, which are subject to the
respondent‘s bias. This is a single method and a single respondent study, which as a
limitation can be addressed in future researches as an extension to this methodology.
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This study is restricted to the issue involved in the public sector coal company only.
The future researches may extend it by undertaking same type of study in other sectors
of the economy like service sector, education sector, steel sector, etc., for inter-sectoral
comparison and cross-cultural analysis considering few more demographic factors,
viz., age, caste, creed, expectation and personality of respondents for international
comparison.
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Appendices
Appendix I: Total Strength of Executives in CCL H.Q. as on 30.09.2019
Discipline

Grade
E8

E7

E6

E5

E4

E3

Mining

18

17

22

03

06

01

Electrical &
Mechanical

06

18

02

01

08

05

SYS & EDP

01

05

01

05

03

15

03

06

02

03

09

16

13

Electronics &
Telecomm

03

CP (Coal
Preparation)

01

02

01

Finance &
Accounts

05

03

13

Civil

01

09

04

05

04

02

01

01

Survey &
Drawing
Geology &
Drilling

01

Pers. & Administration

07

03

01
08

21

06

24

02

10

04

E1

E1(SF)

01

01

05

49

59
02

03

Total
68

09

02

Legal
Sports

E2

25
07
04

01

69
05

01

01

Secretarial

03

05

08

01

02

Company
Development

10

10

Hindi

01

01
83

Public
Relations

01

Medical

04

08

21

16

21

13

Marketing &
Sales

01

04

02

02

05

02

01

01

Security

01

17
02
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Maternal
Management

02

06

Stores
Pharmacist

02

05

18
02

01
04

Environment
Total

01

02

Ind. Engg.
(IF/MS)
Excavation

02

51

09

12

01

01

94

109

33

01

01

04

01

103

01

04
02

04

05

79

19

32
11

06

13

507

Source: Office of the General Manager, Administration & Welfare, Central Coalfields
Limited, Darbhanga House, Ranchi.
Appendix II: Distribution of 50 Sample Executives in 5 major disciplines of CCL
Sl..
N0

Major Disciplines
in CCL

Discipline
wise No. of
Executives

15.244 %
of the
Executives

No. of Sample
Executives
(rounded off)

1.

Mining

68

10.367

10

2.

Electrical & Mechanical

49

7.469

07

3.

Finance & Accounts

59

8.994

09

4.

Personnel & Administration

69

10.518

11

5.

Medical

83

12.652

13

Total

328

Source: Computed on the basis of Values in Appendix I.
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Appendix III: Rank of the components of job satisfaction using
weighted average method
Component/
Question

Weight
(xi)

1.Do you agree that you
are satisfied with your
job and kind of work
you do?
2.Do you agree that you
get enough relevant
training for your job?
3.Do you agree that CCL
provides all necessary
materials/ equipments/
human resources/ tools
required to work well ?
4.Do you agree that the
working condition in
CCL is very satisfactory
to you at the present
time?
5.Do you agree that your
superior recognizes and
acknowledges your
good performance?
6.Do you agree with the
statement that overall,
I am satisfied with my
present job?

fi

SA A
(5) (4)

N
(3)

D SD
(2) (1)

07

09

01

33

00

Total Weighted
Average
50

Rank
II

13.07
fi.xi

35 132

27

02

00

196

fi

08

20

14

08

00

50

fixi

40

80

42

16

00

178

fi

04

26

13

05

00

50

IV
11.86
V
11.67

fixi
fi

20 104

39

10

00

175

06

17

03

00

50

24

VI
10.20

fi.xi

30

96

51

06

00

153

fi

07

30

08

05

00

50

III
12.60

fixi
fi

35 120

24

10

00

189

10

09

01

00

50

30

I
13.27

fi.xi

50 120

27

02

00

199

Source: Computed from the survey data.
Notes: Weighted Average =

; i=1,2,3,…… n=5

Where, xi= ith weight, i.e., values of the five Likert scores.
fi = Frequency corresponding to the ith weigh
SA = Strongly Agree, A = Agree, N = Neutral, D = Disagree, SD = Strongly Disagree.
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A Study of Professional Institutes
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Abstract
Teacher effectiveness is the efficiency and effectiveness of the teacher in disseminating knowledge
for better learning outcomes. Teacher’s competence makes him/her perform and accomplish the
goals. An effective teacher is one who quite consistently achieves goals, whether self-selected or
imposed, are related either directly or indirectly to student learning. An institute may have
excellent material resources, equipment, library, building and various facilities along with a
curriculum appropriately adapted to suit the community need, but if the teachers are ineffective
or indifferent to their performance, institutional effectiveness is likely to suffer. Effective teachers
are able to cope up with the stress of their work and adjust with their environment and are able
to give quality results in terms of student’s achievement and learning outcomes. In the present
research, an attempt has been made to study the impact of gender and age on teacher effectiveness
of teachers teaching in professional institutes. The sample consisted of 120 teachers of professional
institutes of Delhi/NCR. The results showed that gender and age had an impact on the teacher
effectiveness of teachers teaching in professional institutes. The results of the study have been
discussed with relevant research studies.
Keywords: Education, Performance, Achievements, Educational Goals, Demographic
Variables.

Introduction
Education is a comprehensive and complex process aimed at enriching knowledge
base and skills set while bringing in change in personality, attitude, values and behavior
of the students. In this process of development the teachers play a crucial role. An
institute may have excellent material resources, equipment, library, building and
various facilities along with a curriculum appropriately adapted to suit the community
need, but if the teachers are ineffective or indifferent to their performance, institutional
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**Dean, Faculty of Doctoral Studies and Research, Shri Vaishnav Vidyapeeth Vishwavidyalaya,
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effectiveness is likely to suffer. Therefore identification of effective teachers is of prime
importance for realizing desirable educational goals. Teachers are the people who
shape the future of the students. They are the role models for students. The Secondary
Education Commission (1952-53) identified that teachers training programs should
be given emphasis to facilitate teachers to attain higher teacher effectiveness. According
to the Kothari Commission (1964-65) “nothing is more important than securing a
sufficient supply of high quality recruits to the teaching profession, providing them
with the best possible professional training and creating satisfactory conditions of
work in which they can be fully competent and responsible”.
According to Good (1959), “the degree of success of a teacher in performing
instructional and other duties is demanded irrespective of the nature of his position”.
The skilled teachers can help in realizing the befitting educational outcomes to carry
the institute/course on the right track. The valuable change for the advancement of
higher education, is possible only when teachers recruited are not only effective, but
also have a required positive attitude toward the teaching profession. The possession
of knowledge and skills falls under the term ‘teacher competence’ and the use of skills
and knowledge in the classroom is termed as ‘teacher performance’. Teacher
competence and teacher performance with the completion of teacher goals is the
‘teacher effectiveness’. Effective teachers are able to cope up with the stress of their
work and adjust with their environment and are able to give quality results in terms
of student’s achievement and learning outcomes.

Review of Literature
Dhillon and Kaur (2010) studied teacher productivity. The study findings revealed no
association between teacher effectiveness and teacher importance trends. The level of
teacher effectiveness of male and female teachers, government and private institute
teachers did not vary significantly. In relation to the self-conception of teachers,
Sawhney and Kaur (2011) explored teacher efficacy. The research findings were that
there was no significant difference between male and female teachers in teacher
effectiveness. A major disparity was found between male and female teachers’ selfconceptions. They observed an important link between the productivity of teachers
and the self-concept of teachers in male and female. Ritu and Singh (2012) studied the
teaching effectiveness of professional institute teachers in relation to their demographic
variables, i.e. gender, locality and school form. The study revealed that there was no
substantial teacher efficacy on the basis of gender, form of school, or locality.
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Teachers’ ability to impart knowledge contributes significantly on students
achievements in institutes. It has been reported that age and teaching experience have
an impact on teacher effectiveness. Zafer and Aslihan (2012) found older teachers of
age 41 years old and above are more effective in teaching and good in classroom
management skills than younger teachers in high school. Aloka and Bojuwoye (2013)
found that younger teachers often end up making more risky decisions, and did not
analyze the context carefully when dealing with students’ disciplinary problems due
to the lack of experience and immaturity as compared to the older teachers. Nyagah
and Gathumbi (2017) found in their cross sectional survey in Kenya that older teachers
were more likely to enhance students’ learning as compared to middle age and younger
teachers. Some Authors have also found that teachers in the age range of 30 years and
below and teachers in the age range of 30 to 40 years and teachers above 40 years do
not differ significantly in their teacher effectiveness.
Zafer and Aslihan (2012) revealed that teachers having more teaching experience
showed significantly different attitudes toward classroom management like they seem
to be more in control of their classrooms, interactive with students and better in making
effective decisions than teachers with less years of teaching experience. Sadik and
Akbulut (2015) studied that teachers with a minimum 10 years of teaching experience
are more effective in teaching and in classroom management skills. Chowdhury (2015)
in his study to explore the relationship between teaching performance and work
satisfaction amongst teachers, revealed that both male and female teachers have an
average degree of work satisfaction, and their level of success is also average in their
teaching learning process. The study reveals that the ethnicity, age, and experience of
teachers have a major positive relationship between job satisfaction and teacher
effectiveness. Johal and Singh (2016) studied the relationship between teacher efficacy
and spiritual intelligence amongst teachers. The results revealed a significant positive
relationship between the effectiveness of teachers and spiritual intelligence. The study
also showed that gender would not impair Moral Intelligence and Instructor
Effectiveness.

Significance of the Study
A good teacher is one who, in the light of the expectations and priorities of his
instruction, creates the necessary improvements in the learner’s actions. The success
of the students depends upon the successful transmission of knowledge in the
classroom that produces a successful learning outcome. A teacher whose students
have high achievement can be termed as effective teacher. According to Anand (1983),
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“Teacher effectiveness is considered to be the finest trait of a person. As an attribute,
it represents his personality in the best of his form.” Effectiveness of teachers is a
multidimensional concept since it tests a number of teaching dimensions, such as
content mastery, efficient communication, planning of classes, presentation and
interpersonal relationships. The effectiveness of the teacher indicates the teacher’s,
perfectionism, dedication, meticulousness and maximum level of competence and
efficiency. The measurement of the effectiveness of teachers can be measured by
influencing students in terms of progress, improvements, and changes.
Training in the broader context is a self-realization process. An effective teacher is
endowed with suitable traits to bring out the desired result from teaching. In other
words, an effective teacher is one who is able to use the existing competences for the
achievement of the expected result. Kulsum (2011) found that teacher effectiveness
requires a teacher’s attributes, appearance, behaviors and processes such as people
contact with teachers and variables of development such as the result of the teaching
process, for example, the achievement of students. Glass (2011) found that effective
teachers use various tools to organize and structure learning experiences, take
instructions as appropriate, and assess learning using several aids that respect diversity
for the growth of students and to ensures the progress of students, teachers, staff, and
education practitioners. The students would be directly affected by the teacher’s
positive attitude. Only with the help of effective teachers the goals of education will
be achieved.

Objectives of the Study
1. To study the effect of age on teacher effectiveness of teachers teaching in
professional institutions.
2. To study the effect of gender on teacher effectiveness of teachers teaching in
professional institutions.
3. To study the interactive effect of age and gender on teacher effectiveness of
teachers teaching in professional institutions.

Method
The Study
The present investigation is an exploratory study undertaken to explore the effect of
age and gender on teacher effectiveness in professional institutions.
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The Design
The study was carried out with an experimental factorial design of 3*2 matrices with
20 elements in each cell (Figure 1).
Gender
Age

Male Teachers

Female Teachers

25-30 Years

A

b

35-40 Years

C

d

45 plus Years

E

f

a: Male teachers with age 25-30 years
b: Female teachers with age 25-30 years
c: Male teachers with age 35-40 years
d: Female teachers with age 35-40 years
e: Male teachers with age 45 plus years
f: Female teachers with age 45 plus years

The Sample
The sample of the present study was constituted of teachers who were teaching in
professional institutions. The sample size was 120 respondents with 20 respondents
for each cell (ABCDEF) of the experimental factorial design of 3*2 matrices.
Table 1: Demographic Profile of the respondents
Demographic Variable

Category

Gender

Male

60

Female

60

25-30 Years

40

35-40 Years

40

45 Plus Years

40

Age
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Number of Respondents
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The purposive method of sampling was used to collect the data. The data was collected
from the professional institutes offering management and engineering programmes
in Delhi-NCR, The extraneous variables, such as casual responses, faking, etc. were
controlled by randomization and elimination.

The Tools
i)

For Data Collection
A standardized scale of Teacher Effectiveness (Dhar & Dhar, 2017) having 36
items on a five point Likert scale where 1 means ‘strongly disagree’ and 5 means
‘strongly agree’ was used to collect the data. The scale has reported high
reliability and validity of 0.83 and 0.91, respectively.

ii) For Data Analysis
A two-stage analysis was carried out. In stage one, ANOVA test was applied
and 3 hypotheses were formulated to test the significance of the difference
between various levels of the variable. In stage two, the ‘t’-test was applied
and 15 hypotheses were formulated to explore the difference between the means
of various cells of the research design.

Results and Discussion
The present results are based on two stage analysis – first presenting the results of
ANOVA followed by significant results of t-test analysis. The ANOVA was used to
test the significance of difference between various levels of the variables and to explore
the difference between the means of various cells of the research paradigm, the ‘t’
analysis was used.
Teacher Effectiveness = ƒ (Age x Gender)
Related Null Hypotheses
H01: Age does not affect the teacher effectiveness
H02: Gender does not affect the teacher effectiveness
H03: Age and gender do not interact to affect the teacher effectiveness
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Table 2: ANOVA Summary
Source

Sum of
Squares

Degree of
Freedom

Mean
Square

F

Sig.

Age

491.467

2

245.733

4.449

.014

Gender

1.633

1

1.633

.030

.864

Gender * Age

4.067

2

2.033

.037

.964

Dependent Variable: knowledgeable factor of the teacher effectiveness*Significant at 0.05
level
To test the significance of the difference between the means of the cells, the data was
further treated with ‘t’ test
Related Null Hypotheses
H04: There is no significant difference in the teacher effectiveness of male and female
teachers in the age range 25-30 years teaching in professional institutes.
H05: There is no significant difference in the teacher effectiveness of male teachers in
the age range of 25-30 years and 35-40 years teaching in professional institutes.
H06: There is no significant difference in the teacher effectiveness of male teachers in
the range of 25-30 years and female teachers in the range of 35-40 years teaching in
professional institutes.
H07: There is no significant difference in the teacher effectiveness of male teachers in the
age range of 25-30 years and 45 plus years teaching in professional institutes.
H08: There is no significant difference in the teacher effectiveness of male teachers in
the range of 25-30 years and female teachers in the range of 45 plus years teaching in
professional institutes.
H09: There is no significant difference in the teacher effectiveness of female teachers in
the age range of 25-30 years and male teachers in the age range of 35-40 years teaching
in professional institutes.
H10: There is no significant difference in the teacher effectiveness of female teachers in
the age range of 25-30 years and 35-40 years teaching in professional institutes.
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H11: There is no significant difference in the teacher effectiveness of female teachers in
the age range of 25-30 years and male teachers in the age range of 45 plus years teaching
in professional institutes.
H12: There is no significant difference in the teacher effectiveness of female teachers in
the age range of 25-30 years and 45 plus years teaching in professional institutes.
H13: There is no significant difference in the teacher effectiveness of male teachers in
the age range of 35-40 years and female teachers in the age range of 35-40 years teaching
in professional institutes.
H14: There is no significant difference in the teacher effectiveness of male teachers in the
age range of 35-40 years and 45 plus years teaching in professional institutes.
H15: There is no significant difference in the teacher effectiveness of male teachers in
the age range of 35-40 years and female teachers in the age range of 45 plus years
teaching in professional institutes.
H16: There is no significant difference in the teacher effectiveness of female teachers in
the age range of 35-40 years and male teachers in the age range of 45 plus years teaching
in professional institutes.
H17: There is no significant difference in the teacher effectiveness of female teachers in
the age range of 35-40 years and 45 plus years teaching in professional institutes.
H18: There is no significant difference in the teacher effectiveness of male teachers in
the age range of 45 plus years and female teachers in the age range of 45 plus years
teaching in professional institutes.
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Graph: Showing the levels of Teacher Effectiveness
a: Male teachers with age 25-30 years
b: Female teachers with age 25-30 years
c: Male teachers with age 35-40 years
d: Female teachers with age 35-40 years
e: Male teachers with age 45 plus years
f: Female teachers with age 45 plus years
Summary of significant results
H03, H08, H09, H011, H012
1. Age and gender interact to have an effect on the teacher’s effectiveness.
2. Male teachers with age 25-30 years are higher on teacher effectiveness when
compared with male and female teachers with age 45 plus years.
3. Female teachers with age 25-30 years are higher on teacher effectiveness when
compared with male and female teachers with age 45 plus years.
Age and gender has shown impact on the teacher effectiveness. Many different
perspectives have been put forward regarding teaching and age. It is a general belief
that as age advances and designation is promoted, teachers lose the enthusiasm to
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teach. Another thought is that age and experience go hand in hand. Age is considered
as an asset, because as age advances the teacher becomes experienced and he knows
where to tap the potential of the students and how to make him understand his worth.
The present study has shown that teachers in the age range of 25-30 years are higher
on teacher effectiveness than teachers in the age range of 35-40 years and 45 plus
years. It can be attributed to the fact that teacher’s enthusiasm tends to deteriorate as
the age advances, which can be attributed to the boredom of teaching the same content
over several years and added responsibilities on academic, administrative and research
aspects (David, 1972).
It was also noticed that students respect senior staff while neglecting the juniors as
they felt that marks and their grades were governed by senior staff members (Marsh
et al., 2000). However, young teachers often try to imitate senior teachers, and have
always an urge for improvement. They make use of audiovisual aids, mikes and other
techniques for improving their teaching capabilities. Song (2008) contended that as
the age advances there is burnout. Biyani et al., (2013) was found that there is no
difference in the level of burnout between teachers with less teaching experience and
teachers with more teaching experience. Quite contrary to the finding of the present
study the earlier research says teacher effectiveness does not give much importance
to the gender and age of the teacher. The present study has shown that female teachers
are higher on teacher effectiveness when compared with male teachers, which can be
attributed to their sincerity, a better compassionate approach towards the students,
understanding their difficulties and helping them out.

Conclusion
From the findings of this study, it can be concluded that teachers’ age and gender
significantly influence their effectiveness in the classroom settings. Older teachers
might be more knowledgeable, as they have a ‘knowledge base’ that is developed
over years of teaching experience compared to the younger teachers, but they too
must continuously update with the latest pedagogical skills to effectively integrate in
their daily teaching for optimum teaching and learning outcomes. Capabilities and
teaching skills can simulate the personality of the wards and cope with the growing
needs of the post-modernist society. It can be concluded that effective teachers should
have mastery over the subject matter, ability enough to formulate objectives of the
lesson taught, organizing ability to teach the material at hand and communication
skills to transmit his/her knowledge. As for the young teachers with less experience,
they can definitely learn from the experiences of the older ones.
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Implications
The effective teachers take the learning abilities of their students as their personal
liability. They bridge the gap between the level of students and the depth of difficulty
of the lesson. To improve the quality of teacher or teacher effectiveness the higher
authorities of the institutes, policy makers, and management should recognize teacher
effectiveness and good teachers. These teachers can become the role models and
motivators for the new generation of the teachers. In addition, the authorities can
sponsor the teachers to various in-service training, workshops, conferences and
seminars, etc., to facilitate them upgrading themselves.
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Table 3: t-Test Summary
Hypothesis

Sample

Mean

Std Dev

t Value

H04

25-30 Yr Male
25-30 Yr Female

155.55
155.75

6.219
7.973

0.930

H05

25-30 Yr Male
35-40 Yr Male

155.55
152.20

6.219
7.537

0.134

H06

25-30 Yr Male
35-40 Yr Female

155.55
152.9

6.219
8.296

0.260

H07

25-30 Yr Male
45 Plus Yr Male

155.55
150.85

6.219
6.989

0.030*

H08

25-30 Yr Male
45 Plus Yr Female

155.55
150.65

6.219
7.415

0.029*

H09

25-30 Yr Female
35-40 Yr Male

155.75
152.20

7.973
7.537

0.156

H010

25-30 Yr Female
35-40 Yr Female

155.75
152.9

7.973
8.296

0.275

H011

25-30 Yr Female
45 Plus Yr Male

155.75
150.85

7.973
6.989

0.045*

H012

25-30 Yr Female
45 Plus Yr Female

155.75
150.65

7.973
7.415

0.043*

H013

35-40 Yr Male
35-40 Yr Female

152.20
152.9

7.537
8.296

0.782

H014

35-40 Yr Male
45 Plus Yr Female

152.20
150.65

7.537
7.415

0.560

H015

35-40 Yr Male
45 Plus Yr Male

152.20
150.85

7.537
6.989

0.516

H016

35-40 Yr Female
45 Plus Yr Male

152.9
150.85

8.296
6.989

0.403

H017

35-40 Yr Female
45 Plus Yr Female

152.9
150.65

8.296
7.415

0.372

H018

45 Plus Yr Male
45 Plus Yr Female

150.85
150.65

6.989
7.415

0.930

* Significant at 0.05 level
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Digital Leadership for Industry 4.0
Transformation: The Conceptual Framework
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Abstract
Industry 4.0 is the seamless integration of robotics, internet of things and artificial intelligence.
It is imperative that it requires an effective digital leader with all the required competencies to
lead organisation 4.0 during digital transformation and navigate through the complexity of
Industry 4.0 effectively. This paper aims to explore the effective leadership 4.0 approach
(Characteristics and skills of a leader) to lead Industry 4.0 organisations. Secondary data collected
from e–resources is reviewed and variables are identified for developing a new leadership model.
The leadership 4.0 model was developed taking authentic, innovative, digitally literate, adaptable,
visionary with purpose, people oriented and trust employees as the digital leadership
characteristics/variables for leading Industry 4.0 organisations effectively and sustaining
themselves in this Volatile, Unpredictable, Complex, and Ambiguous (VUCA) economy.
Keywords: Adaptation, Talent Development, Leading the Change, Authentic Leader,
Digital Culture.

Introduction
The term Industry 4.0 was first coined in the year 2016 by Klaus Schwab, the founder
of The World Economic Forum (WEF). Industry 4.0 is a cyber-physical system overlap
and involves the collaboration of technology and humans. It involves people, processes
and technology (robotics, internet of things and artificial intelligence). Organization
4.0 concentrates on e-governance and enablement, digital culture and delighting
customers with the innovative products/services.
Digitalization affects the organization not only in terms of communications and
technology but also in terms of vision, mission, organization, structure, strategy,
culture, value proposition, revenue model, processes and relationships.
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Organizations are continuously changing and pose a challenge to sustain themselves
in this VUCA (volatile, unpredictable, complex, and ambiguous) World. It’s not just
embracing the high-end technology but it is how we receive information, navigate
and respond swiftly to the received information. Industry 4.0 evolution that we are
experiencing corresponds to how we receive information and respond to it. The world
4.0 essentially means how we moved from the muscular to the methodical to the
relational world of internet and now moving into what is called the responsive world.
Hence, digital transformation is the adaptation a business makes to be competitive in
a digitalized world by implementing a strategy that creates competitive advantage.
And we need leaders who can respond quickly to the market needs and exploit the
umpteen opportunities by overcoming the challenges in less time.
Leadership 4.0 and Digital leadership is used interchangeably. Leadership 4.0 plays a
significant role in this fourth industrial revolution. Change is the inevitable part of
the Industry’s 4.0 DNA and the shelf-life of the business strategies is quickly shortening
and has reduced to less than 6 months. Traditional Leadership styles and mindset is
not just enough to manage Industry 4.0 organization in the VUCA environment but
organizations need to attract and retain the right talented employees and digital leaders.
Hence, they have to unlearn, relearn, upskill, reskill and retain the digital talented
employees to have competitive advantage.
Digital leaders need to continuously collaborate and re-invent business models to
influence the employees and sustain themselves in this competitive world. According
to Blueprint leadership development organization, the key skills required for
leadership 4.0 are:
1. Talent development: The leader has to develop the employees so that they gain
the capacity to solve their own problems. The research indicates that it increases
ten-fold productivity, job satisfaction and ability to move successfully in the
organization.
2. Communication: Effective communication creates engagement and helps in
alignment across the organization. It reduces the chaos and creates the sense
of community.
3. Leading the change: The Leader needs to acquire new skills, adapt oneself and
lead the change in the organization.
Kamath (2019) in her article mentioned that Digital Leadership accommodates
empowerment and accountability. The author reflects that a digital leader should have
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coaching mindset, be innovative, develop inclusive culture, outside-in orientation and
agility as traits and capabilities so that the organisation can prosper, survive and sustain
in the market.
The objectives of the study are:
1. To review literature on digital leadership.
2. To analyse and identify the characteristics and skills of a digital leader and
characteristics of employees for effective digital transformation.
3. To develop leadership 4.0 model for effectively leading in digital age.

Research Method
Exploratory research is undertaken to have an understanding about the existing
knowledge. Secondary data is collected from various websites, e-journals and e-articles.
Research papers/ articles were reviewed and presented in this paper. Variables were
identified by reviewing the literature and summarising the same for proposing a new
model.
The paper has covered Introduction of digital transformation and digital leadership,
objectives of the study and research method. The review of literature has covered the
publications from 2013 to 2020 to build a base for the proposed Model of Leadership.
The conclusion is followed by implications of the study.

Review Based Results and Discussion
To drive digital transformation, the management should first create adaptive culture
and required leadership style to support empowerment, autonomy and active
engagement of employees (Grunwitz, 2018). The seven core leadership principles for
digital leaders are authenticity, influence, empathy, agility, insight, balance and
maturity which would help to lead in Industry 4.0 (Zhu, 2013). Kane (2018) analyzed
primary data collected from 4,300 global executives and found that direction,
innovation, execution, collaboration and inspirational leadership are characteristics
of leadership 4.0. The right leadership approach with three important elements of
trust, empowerment and accountability (TEA) and right organizational structure will
motivate and empower the employees to take right decisions and overcome resistance
to digital changes in organizations (Grunwitz, 2018).
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Two dimension matrix leadership 4.0 style considers two key variables, innovation/
technology and concern for people (Oberer & Erkollar, 2018). Digital transformation
leader requires the skills like agility, transparency, technology and innovation-drive,
ethics, team-orientation and facilitating, mentoring and coaching (Sparkus, 2019).
Cortellazzo, Bruni & Zampieri (2019) used mixed method approach in their research
and concluded that digital media communication, connectivity management skills,
technical skills, leading virtual teams, decision making skills and ethics have a great
potential for enhancing organisational efficiency.
Trefler (2019) observed that technological vision, innovation and analytics prowess,
agile approach to collaboration, organisational management and empathy are the four
essential qualities of leadership 4.0. Promsri (2019) developed a Model of Digital
Leadership considering digital knowledge/literacy, customer focus, vision, risk taking,
agility/adaptability and collaboration as variables for a successful digital
transformation. Guzmána et al. (2020) undertook exploratory research and developed
a Digital Leadership Model consisting of swarm leadership, responsive leadership,
open leadership, agile leadership, participative leadership, learning and innovation
leadership, trust leadership, digital leadership, network leadership and collaboration
leadership as variables. The model considered various skill groups under cognitive
skills, interpersonal skills, business skills and strategic skills for effective leadership
in the context of industry.
The digital leadership skills include effective network of communication using
technology, strong and clear vision and strategy, risk taking, digital literacy,
adaptability, innovative and talent spotting (GDS Insights, Industry Outlooks and
Trends, 2020). To drive digital transformation, a robust culture which promotes
communication and collaboration, competitiveness and innovation, design thinking
and clarity in leadership is required (Islam, 2020). The outcome of the review of
literature can be summarized in a chronological order as under:
1. Authenticity, influence, empathy, agility, insight, balance and maturity (Zhu,
2013)
2. Trust, empowerment, accountability and right organizational structure
(Grunwitz, 2018)
3. Direction: vision and purpose (Kane, 2018)
4. Innovation/technology and people-centred concerns (Oberer & Erkollar, 2018)
5. Collaborative skills and vision (Promsri, 2019)
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6. Digital literacy and adaptability (GDS Insights, Industry Outlooks and Trends,
2020)
7. Active learning and speaking skills, negotiation and persuasion skills, and
visioning and identifying key causes (Guzmána et al., 2020 )
8. Collaboration, innovation, design thinking and digital culture (Islam, 2020)
No comprehensive study has been done taking into account all the variables that can
lead to effective digital transformation and performance. Thus, this review is relevant
for taking a direction for future research. There is scope to examine the culture and
structure required for the digital leaders to be effective.

Proposed Leadership 4.0 Model
A leader provides the right direction to the organization with a clear vision and purpose
and can influence, motivate, inspire and engage the employees effectively. He/she
should be digitally literate (usage of technology), adaptable to changes, and should
be able to create a digital culture for engaging and empowering the employees. An
authentic leader shows empathy by understanding others’ feelings, listens attentively,
behaves in a mature way and is balanced. He/she should be a life-long learner, have
good communication, negotiation and persuasive skills.
A digital leader should have design thinking skills, be innovative in approach and
trust his/her employees. Trust is a key factor which makes the employees accountable
and committed. A leader should be able to identify the root cause of issues and have
good decision making skills.
Figure 1 depicts that a digital leader needs to be innovative, authentic, digitally literate,
adaptable, visionary with purpose, people oriented and should trust his/her employees.
Having a flexible organization structure and creating a digital culture helps the digital
leaders to use his/her skills effectively. The proposed Leadership 4.0 Model evolved
makes the employees engaged, committed, accountable, loyal, motivated and inspired.
Such employees help the organization in effective digital transformation and lead for
success of the organization. Having a flexible organization structure and creating a
digital culture helps the digital leaders to use their skills effectively. The proposed
Leadership 4.0 Model reflects the role of employee engagement, commitment,
accountability, loyalty, motivation and inspiration. Such employees help the
organization in effective digital transformation. A digital leader needs to be innovative,
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authentic, digitally literate, adaptable, visionary with purpose, people oriented and
trust his employees

Conclusion
The study outlines that leadership 4.0 is an exceptionally vital function for any
organization that helps in maximizing the efficiency in achieving strategic business
performance. Effective digital leadership, flexible organization structure and a digital
culture influence the industry 4.0 workforce to make them more productive and help
in effective digital transformation and performance. It in turn improves customer
satisfaction and increases the return on investment for the company.
Limitations of the study: This study takes into consideration limited research on
leadership 4.0. Based on the review of literature and subjective analysis only, the
authors have proposed the model.

Implications and Significance of the Results
A leader who provides the right direction to the organization with a clear vision and
purpose can influence, motivate, inspire and engage the employees effectively. He/
she should be adaptable to changes to empower the employees. An authentic leader
shows empathy by understanding others’ feelings, and behaves in a mature way. He
should be a life-long learner, have good communication, negotiation and persuasive
skills. The proposed Model is expected to help an organisation to understand the
skills and characteristics required for digital leaders to ensure effective digital
transformation.
Scope for future research: Literature review can be done more extensively in the
relevant area of digital leadership. The subjective analysis of industry and academic
experts can be presented with the support of primary data collected from the leaders
of digital age to understand their challenges.
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How to Succeed as Startups: A Study on
Mumbai-Pune Region, Maharashtra, India
Apoorva Palkar*, K.S. Hari**
Abstract
Startups are considered as driving force for new entrepreneurship in India during recent years,
which is crucial for continuous economic growth and employment generation. Availability of a
large pool of educated youth, who are endowed with a high risk appetite along with increasing
availability of venture capital funds for investment makes India an ideal destination for Startups.
The Policy initiatives of the Central and various state governments post 2015 under the umbrella
of Startup India Initiative provides an inclusive environment for the growth and success of
Startups in the country. Given the size of the economy, the country still has huge potential for
new startups that not only boost investment but do play a major role in innovation and growth
of cutting edge technology in emerging sectors. The success rate of startups in India is still
lagging behind other country averages and literature attributes many factors for the same in
other country context. The present study is an attempt to have an addition to such strand of
literature by understanding the key success factors for startup in India through a study on
selected startups in Mumbai-Pune region of western India, traditionally manufacturing and
financial capital and the land of entrepreneurship in India. Our analysis using various statistical
techniques like ranking methods and Analytical Hierarchy Process helped us to identify
entrepreneurship as the major success factor for new startups in India. This has larger policy
implications for the promotion of entrepreneurship in this crucial sector.
Keywords: Startups, Success Factors, Entrepreneurship.
This Paper is based on the Research Project funded under AIMS Research and
Innovation Fellowship (ARIF) Grant.

Introduction
Startups are considered as driving force for new entrepreneurship in India during
recent years, which is crucial for attaining higher economic growth and employment
generation. Availability of a large pool of educated youth, endowed with a high risk
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appetite along with increasing availability of venture capital funds for investment
makes India an ideal destination for Startups. Entrepreneurial instincts of innovators,
appropriate environment across economies, promotion agenda undertaken by various
governments have enhanced the significance of startups as a medium for establishment
of entrepreneurship in various countries. India featuring in the top five largest
economies in the world relies heavily on the success of its Startup business enterprises
for continuous economic growth and employment generation. Government of India
through Startup India Initiative since 2015 has increased its focus on creating an
inclusive environment for the growth and success of Startups in the country. This
shows that investment has flown in and created positive outcomes for the startups.
Startup by definition is a new company created from a new idea based on knowledge
industry (Kim, Kim & Jeon, 2018). Startup companies are formed on brilliant ideas
which are born as new organizations that struggle for existence and later grow to
succeed (Salamzadeh, 2015). Blank (2010) defined startup as an organization that is
temporary in nature and thus created for business that is repeatable and a model that
is scalable. Ries (2011) defined startup as an organization that is created for the launch
of new products or services during the times of uncertainty. According to Government
of India, Ministry of Commerce and Industry, Startup India Initiative 2015, startup is
an entity and shall be considered in the category: If it is a private limited company
incorporated (as per the definition of Companies Act 2013) or is a partnership firm
duly registered (as per section 59 of the partnership Act 2013) or is a limited liability
partnership organization (in accordance with the LLP Act 1932 ) as in India. The startup
status remains with the firm for ten years if the annual turnover of such startup does
not cross INR 100 crores and the company is working with the mandate of innovation
through creation, improvement of services, products and processes or it is able to
provide a business model that is scalable that is capable of generating high employment
or potential to create wealth.
As per NASSCOMM Report (Oct. 2018), India is ranked as third biggest startup hub
in the world. Government of India and Maharashtra have implemented various policy
initiatives for the promotion of startups. Mumbai-Pune region, historically the
industrial and manufacturing capital of India is lagging behind the tech capital
Bangalore and Delhi-NCR interns of Startup penetration. Bangalore accounts for 23
per cent share of startups in India followed by Delhi-NCR with 22 percent and MumbaiPune region 13 per cent. This has to do with the various eco-system factors that
differentiate the emergence of startups in the IT-dominated cities than the traditional
industrial location like Mumbai but unusually Pune region has been slow on startup
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growth though it emerged strongly as IT hub. There is a need to study various critical
success factors responsible for the development of Startup culture for the emergence
of new startups in this location. Government of Maharashtra in its ‘Startup Policy
2018’ targets to develop 10,000 startups via attracting INR 5000 crores of angel and
seed investment in the state during the period of 2018-23 in order to create five lakh
direct and indirect job opportunities within this sector.
A major characteristic feature of startups across the countries is the low success rates
and a high degree of failures of these entities in the first five years of operation. There
are many reasons why startups fail in India (Sharma et al., 2018). Studies on the subject
indicate that the startups need hand-holding formal mentorship at times informal
guidance and direction more than the financial support. The need today is pro-active
policies of the government and supportive interventions from private players to help
in creation of sustainable environment besides funding for the startups (Handa, 2018).
Entrepreneurs do not have a safety net behind them which makes earning money a
priority. It is generally felt that while people have amazing ideas they lack the skills of
marketing their ideas before the investor (Sharma et al., 2018). The motivation to be a
startup has been due to personal traits of an individual, his need for achievement
(Rauch, 2000; Nandram and Boemans, 2001; Brem, 2008), risk taking capabilities of
startups (De Mel et al., 2009; Brem, 2008; Rauch, 2000), and bringing in the desired
optimism (Rauch, 2000; Nandram and Boemans, 2001).
This study is to understand the factors instrumental in the success of startups in the
state of Maharashtra especially in Mumbai-Pune region.

A Brief Overview of Startup Ecosystem in India
Startups have assumed a great significance in the last decade and is being viewed to
be a crucial driver for the economic growth and employment generation for any
country. Despite Covid-19 pandemic, India ranks 3rd among the Global Startup
ecosystem in 2020 with an overall annual growth of 8 to 10 per cent per annum. More
than 1600 Startups are newly formed in India during the Covid-19 period and the
positive journey of the country continues. The educated and skilled youth of the
country is being increasingly attracted to the new startup initiatives. The Startups
received a funding of US$ 3.5 billion during the period of Jan- Dec 2020 and 12 unicorns
are added in the country taking the total tally to a total 38 unicorns in India (NASSCOM
2020). More than 520 active incubators and accelerators across more than 100 cities
are promoting startup initiatives in India. Government of India had announced the
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Startup India Initiative in January 2016 for building India as a hub of new generation
Startups.
The new Startups have recorded a growth rate of 12-15 per cent during the period
2013-2018 because of the low base it had in 2013; the growth rate has stabilised to 8-10
per cent during the phase 2015-2020. This has resulted in an increase of the number of
Startups from 8,100 to 12,500 during the last decade. World witnessed the Covid19
pandemic in the year 2020 and that has resulted in the complete lockdown in various
countries including India since the end of March 2020. But the data shows that this
pandemic had little impact on the growth of Startups in India. 1600 startups are added
in this crisis year, which shows a very positive picture of the overall startup scenario
in the country.
Inter-regional inequality in industrial and overall development is a major characteristic
feature of India historically. The IT and ITES industries are also concentrated in a few
cities of India like Bangalore, New Delhi, Hyderabad and Mumbai. This pattern of
inter-regional inequality is clearly visible in emergence of startups as well. Bangalore
and Delhi-NCR are leading regions with the startups followed by Mumbai, Hyderabad,
Chennai and Pune. One of the major reason often cited in the literature for the
emergence of certain cities as startups is the availability of policy support in those
states/ regions from the government as well as the presence of startup incubators and
accelerators. The incubators act as a linking factor for academia and industry and
their presence do make a major role in the incubation of new startups.
Funding is a major problem faced by the startups at least in their initial stages. There
has been an increase post 2016 on the investment deals as also on the money that is
invested in Indian startups. The total deals have increased from 54 in 2016 to 76 in
2020 with an increase of investment from US$ 22.4 million to 78.4 million. The increased
investment being attracted by the startup has created more unicorns in the country
over a period of time. India with 33 unicorns in 2020 is behind China and USA in
terms of the number of Unicorns and way ahead of UK, Germany and South Korea in
term of the number of unicorns.

Policy Initiatives at the National Level
Flagship initiative of startup India by the Government is intended to bring in an
ecosystem that shall nurture startups and foster innovation in India through sustainable
growth for the economy. It is also envisaged that this will support and empower the
startups that have unique propositions of designs and innovations. To meet the
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objectives Government has announced an action plan to address major aspects of the
ecosystem and hopes the acceleration of startups nationally:


This includes sectors right from technology, digital sector to wide array
including manufacturing;



manufacturing, healthcare, agriculture, education and social sector etc; and



Inclusion of rural, semi-urban areas of tier 2 and tier 3 cities and not restricting
to the existing tier 1 cities.

The plan of implementation included the following:
• Handholding and making it simplified
• Providing support of funds and incentives
• Incubation facilities and partnerships of Academia-Industry
a. Handholding and making it simplified
Most often newly formed companies are not aware of the compliances on labour
and environmental laws and understanding them can be time consuming & at
times difficult for them . They also get subjected to actions by regulators. This
entails the needs to simplify regulations so that the startups can comply and it
is user friendly and flexible. The process of inspections should also accordingly
become simpler and meaningful. Self-certification through a startup mobile
app with environment laws and nine labour laws with no inspection for 3
years unless on complaint of violence filed in writing and duly approved by
one senior level officer above the inspecting officer in case of labour laws. For
Environmental laws for startups in ‘white category’ as given by the Central
Pollution Control Board be allowed to have self-certification with random
checks in some specific cases
b.

Incentivizing and providing Funding
Startups are unable to secure loans due to lack of collaterals and cash flows
and thus access to debt finance remains a major challenge. Also the startups by
nature are of high risk and a large number of them fail to even take off thereby
reduces the attractiveness for investment. Government proposes to create a
fund of funds with an initial corpus of INR 2,500 crores each year for 4 years
through SEBI registered Venture Funds to provide support to a mix of sectors,
namely, agriculture, education, health, manufacturing, etc. A suitable
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incentivization is needed for investors to invest in startups. Keeping this
objective in mind exemption will be given to those with capital gains during
the year to invest in fund of funds recognised by the government which in turn
will augment the fund availability to VC’s for investment in start-ups.
Additionally, the current capital gain tax exemption in MSME of newly formed
manufacturing units shall also be extended to all the startups. In the present
scenario such an entity is required to purchase “new assets” from the capital
gain to benefit such an exemption. Also computer or computer software shall
fall in the category of “new assets” to promote startups that are technology
driven.
c. Incubation and Academia-Industry Partnership
Incubation facilities are required nationally that shall provide infrastructure
support, an advisory to startups, mentorship support, access to market, legal
support and financial support and these can be created only with the support
of government as they require investments in infrastructure. Government shall
consider setting up of:


New incubators in the existing institutions with 40% funding support (out of
a maximum of INR 10 crores) to be provided by the Central Government; about
40% funding shall come from respective state government and 20% from private
sector; and 35 such incubators shall be created which will be operated and
managed by private sector.



Another set of 35 incubators from private sector, with a grant of 50% (out of a
maximum of INR 10 crores) to be given by the Central government which shall
be in the existing private institutions and managed, and operated by them.



For startups to flourish and grow, it is essential to have a regular interaction of
start-ups with national and international community. Startups alone cannot
flourish unless there is active involvement of investors, mentors, academia and
industry. Initiation of startup fests by the Government, nationally and
internationally, is one of such endeavours to provide startups an opportunity
to showcase their innovations to potential investors, industry, fellow startups
and mentors.
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Startup Growth Challenges in Maharashtra
Maharashtra, the western state of India, historically one of the richest state in terms of
per capita income and a traditional manufacturing hub of India. The state contributes
to around 15 per cent of the Gross Domestic Product of India and the Industrial sector
added value. Mumbai, the capital of the state is often known as the financial capital
of India as it houses headquarters of various financial institutions in the country. The
state has a strong presence in the IT and ITES industry as well mainly in Mumbai and
Pune regions. But the state lags behind Bangalore and Delhi-NCR in number of startups
and the amount of investment.
Government of Maharashtra has announced the Startup Policy in the year 2018 which
aims at encouraging startups to innovate in the areas of Artificial Intelligence (AI),
Internet of things (IoT), Biotechnology and other new age sectors to revamp the
traditional sectors thus creating jobs and become the driver of economic growth. It
also entails building holistic approach to nurture entrepreneurial mindset among
youth, establish a network of incubators, connect with the stakeholders, make
investments for fostering entrepreneurship and also simplify the regulations.
Availability of infrastructure remains the main hurdle for startups and work jointly
with industry and its associations, academic institutions to provide the same.
Government of Maharashtra also plans to provide an online portal for access to
information on ecosystem players and facilities. It is with this background on
Maharashtra startup initiative that the present study was undertaken a study on
selected young startups in the state of Maharashtra in Mumbai-Pune region.

Success Factors for Startups: From Literature
In this section, we have done the review of literature that analyzed the key success
factors for startups across the globe. In a study based in Netherlands on startups that
had radical innovations, Gerard and Frank (2012) identified three factors that were
distinct, namely, Character of the innovation with unique benefits to the user,
characteristics of the innovator and factors concerning its organizational level having
a business plan, seed capital, etc., which were prominent amongst other success factors
for a startup.
While in a similar study conducted by Brem (2008) and Raunch (2000) identified that
the firms were successful with startups who had working experience in the past.
Willingness to take the required risks was found to be significant by Nandram and
Boemans(2001) and Berm (2008) but Rauch (2000) suggested in his findings that being
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from the family of entrepreneurs was a significant success factor for startups. Two
unique critical success factors were found and they were entrepreneurial and
organizational. De Mel et al., (2009) who confirmed this through his findings that the
innovative power of owners and its organization determine a powerful innovative
company. Rauch (2000) and Berm (2008) stated that business plan influenced the success
with factors like competitors analysis, market analysis and a clear strategy that is
backed with an innovative idea. Nandram and Boemans (2001) affirmed on having a
strong advisory board and membership to a formal network. Need for achievement,
strong locus of control, risk taking capabilities, number of years of experience, industry
specific experience (Berm 2008; Rauch 2000) were some of the entrepreneurial factors.
There are various studies of start-up financing based in different parts of the world,
presumably because of the rapid emergence of start-up culture. A research study
conducted in USA found that angel investors rank the trustworthiness, enthusiasm
and passion of the entrepreneur as well as the commitment of the management team
the highest in their criteria. It did not matter whether they liked the entrepreneur, but
they had to find him trustworthy. It also observed that angels involved in formal
associations or syndicates ranked return on investment higher than individual angels
investors (Sudek, 2006). Taking into account the Indian context, a research conducted
by Sabarinathan (2014) found that just like Chinese angel investors, Indian ones as
well, preferred deals that were referred to by people they knew as opposed to
professional third parties. They also tended to focus on high growth rate sectors. The
above studies focused on equity based funding for startups, which is currently the
most prevalent form of financing for them.
External partnerships is a priority for startups’ success (Kask and Linton, 2013;
Pangarkar and Wu, 2012; Teece, 2010). Startups suffer resources both tangible and
intangible due to being small (Wymer and Regan, 2005). As per Harvard Business
Review report (Marion, 2016), various successful startups had Younger founding teams
outperforming the older ones, Founders who came from top schools performed better,
Experience with tech companies was a predictor of success as a founder. As per a
study (Saleseforce.com, 2017), Funding contributes to 14%; Reserve fund raising for
the necessities, Business Model (24%), Ideas (28%), Team (32%); Hiring the right team
members to execute company’s vision and Timing(42%) to Enter the market for a
Startup’s Success. Forbes (Neil, 2015) states that if a Startup has a product that meets
a need, grows fast, and recovers from the hard-knock startup life is bound to succeed.
Entrepreneur.com (Martin, 2015), Entrepreneurs need to have growth mindset.
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Innovation processes play an important role in startups (Davila et al., 2003; Colombo
& Piva, 2008; Mustar et al., 2008). To overcome liability of newness and smallness
adopting open innovation practices is deemed essential for startups (Bogers, 2011).
Innovation offers distinct and unique advantage in comparison to other existing
possibilities (Abetti, 2000). Lack of human resources and finances hinders the
development of innovation processes. Thus innovation and startup phenomenon are
closely related. Startups suffer resources both tangible and intangible due to being
small (Wymer & Regan, 2005). From the literature review, we have defined a vector of
factors that play a key role in the success of any Startups. The detailed analytical
framework and variables are analyzed in the following section.

Analytical Framework and Research Method
The study is based on a primary survey of 42 startups based in Mumbai-Pune region.
The field survey was undertaken during the period of January-February 2020.

Research Variables and Framework
After a thorough review of literature, we have adopted the framework of Kim, Kim
and Jeon (2018) for our detailed analysis of the sample responses. We have identified
four success factors, namely, ‘economic’ ‘entrepreneurship’, ‘technology’ and
‘innovation’, factors. Each factor contained five attributes. The framework comprises
a total 20 success attributes.
Table 1: Success Factor Matrix for Startups
Entrepreneurship

Innovation

Technology

Economics

Competency

Entrepreneurial
Motivation

Creative Technology
Utilization

Continuous
Investment

Adventure
Tendency

Progressive
Thinking

Technical Knowledge
and Craftsmanship

Venture Capital
Utilization

Desire to
Accomplish

Self-Development

Intellectual Property
Rights retention

Raising
Venture Fund

Goal
Orientation

Idea
Commercialization

Market Oriented
Technology

Raising
available Fund

Risk
Sensitivity

Market Oriented
Opportunity Switch

High- technology
Globalization

Financial Resource
Retention
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Analytical Hierarchy Process (AHP) has been used in the current research which is a
widely used social science method for research (Ngai, 2003). AHP is mathematical
multi-objective decision making tool that addresses how decision making can be solved
with multi-criteria characteristics (Saaty, 1990; UdoG, 2000). Saaty (1980) devised AHP
framework to solve multi-criteria problems that were based on relative priority given
to each criteria’s role and AHP is looked upon as a benefit measurement scoring model
which relies on managerial inputs that are subjective and on multiple criteria . The
inputs then are converted to scores which are used for evaluation of the alternatives.
Critical success factors have many criteria and weights for every business and priority
of these factors will be important to determine the success factors and hence AHP has
been used here.

Results and Discussion
Personal Attributes of the Entrepreneurs
Data was collected from 42 respondents and among them 95 per cent were males and
only 5 per cent females. Among the respondents, 54 per cent have prior entrepreneurial
experience while 46 per cent are the ones who started the entrepreneurial venture for
the first time. Their educational profile indicates that majority of the startup
entrepreneurs are highly educated. 51 per cent of the respondents were Graduates
while 44 per cent of them were post graduate and rest with secondary education.
Majority of the entrepreneurs are in the younger age group with 64 per cent below 30
years of age and 29 per cent of them were in their 40’s. with respect to previous
industrial experience, 77 per cent had some experience before venturing into the
startups. 80 per cent of the entrepreneurs hold patents for the product/ service they
are providing in the market.
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Table 2: Personal Attributes of Respondents
Attribute

Distribution

Gender

Male: 90%
Female:10%

Age Profile

20’s: 32 %
30’s: 32 %
40’s: 29%
>50: 7%

Educational Profile

Secondary Education: 6%
Graduate: 51 %
Post Graduate: 44%

Industrial Experience

77 %

Patent/ IPR

80%

Incubator Support

20%

Mentorship Support

51%

Source: Based on Field Survey
Our sample startups also followed the all India pattern when it comes to the
distribution of startups across sectors. The tech startup dominates the Mumbai-Pune
region as well. Around 60 per cent of the startupa are technology based startups with
Education technology leading the list with 18 per cent share.
Figure 1: Distribution of Startups by Sector
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Response of the startup promoters in terms of availability of institutional support
from incubators, mentors reveals the low penetration of the same in among our sample
startups. Only 20 percent of the startups received any kind of support from the
incubator as shown in Figure 5. 80 per cent of the startups did not receive any kind of
educational institutional support. But when it comes to mentoring more than 50 per
cent of the startups received some kind of support. In our sample majority of the
startups have done bootstrapping and own funding for investment purpose and only
10 percent of them received any kind of venture capital investment. This low
institutional support to the newly established startups continue to be a major challenge
even during this changing policy paradigm as well.
Figure 2: Institutional Support for Startups

Rank Analysis
As a prelude to the detailed analysis using the Analytical Hierarchy Process (AHP),
we have done simple rank analysis of the perception of the entrepreneurs on key
success factors. For the rank analysis we have computed the frequencies of the
responses and their ranking. We have taken equal weightage for all sub-parameters
and calculated the ranking of the four main attributes of success for the startups. The
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results of our rank analysis gives entrepreneurship as the key success factor for startups
followed by innovation, technology and economic factors. Another method of ranking
analysis, Henry Garret ranking method was also used for our analysis in the present
study. This method is used to rank the preferences indicated by different respondents
on different factors. This analysis was used to verify the results of the previous analysis.
To calculate the Garret value, percent position is calculated.
Percent Position = 100(Rij - 0.5)/Nj
Rij = Rank given for the ith variable by the jth respondents
Nj = Number of variable ranked by jth respondents
Here, Rij= 1,2,3,4 and Nj=4
From these, Percent Position values are calculated. Based on the Per cent Positions,
GarretValues are taken from the Garret Table. The individual rank frequencies have
been multiplied by the Garret Values. A total is computed over each of the factors.
Then the average score of each of the factors has been computed. Based on the average
scores, rank is assigned. The results are given in Figure 2. Both the methods of Ranking
yielded the same results. Entrepreneurship ranks first with 34.56 per cent Weightage
followed by Innovation with 28.23 per cent, economic attributes with 19.79 per cent
and technology with 17.41 per cent.
Figure 3: Ranking of Success Factors
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Results of Analytical Hierarchy Process
As explained in the previous section, to prioritize success factors, it is important to
club the various factors under four main categories: (i) Entrepreneurship, (ii)
Innovation, (iii) Technology and (iv) Economics. Using the AHP method, the weights
for the four factors have been calculated. There has been 55.8 per cent weightage
given to entrepreneurship in terms of priorities, 26.3 per cent to innovation, 12.2 per
cent gave Economics and 5.7 percent technology related attributes. In the second stage
of analysis, local and global weights are assigned for each parameter. Detailed results
are given in Table 3.
The local weights help us to prioritize among the sub-criteria of each factor. The global
weights (product of local weights and weights of respective areas) help us evaluating
and comparing among all the sub-criteria. For the factor Entrepreneurship,
Entrepreneur’s Competency (with a weightage of 0.3409) has a higher priority than
the sub-criteria of Risk Sensitivity (0.1136) which has a local priority of 2. The local
priorities clearly state that Desire to Accomplish, Entrepreneur’s Competency and
Adventure Tendency play a more critical role than Risk Sensitivity and Goal
Orientation . For Innovation, Entrepreneurial Motivation is the most important success
factor followed by Idea Commercialization. For Technology, High Tech Globalisation
is the most significant factor followed by Technological Knowledge and Craftsmanship.
For Economics, venture capital Utilization, Raising Venture Funding and Financial
Resources Retention are more important than Continuous Investment and Raising
Available Funds. However, if we look at the global level, Progressive Thinking under
the factor Innovation, has a global priority of 2. In this case, the global priority of Risk
Sensitivity under the factor of Entrepreneurship has a global priority of 3. This means
for the success of start-ups, Progressive Thinking is of higher priority than Risk
Sensitivity.
Among all the sub factors, the five most important success factors of start-ups are:
i.

Entrepreneur’s Competency

ii. Adventure Tendency
iii. Desire to Accomplish
iv. Entrepreneurial Motivation
v. Progressive Thinking
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The first three are sub-factors of Entrepreneurship and the remaining two are subfactors of Innovation. The prioritization of the sub-factors completely matches with
the rankings (Entrepreneurship-1 & Innovation-2) given by the respondents. The study
helps start-ups recognize the most important variables that startups consider in their
success as Entrepreneurship, Innovation, Technology and Economic factors as per the
Analytical Hierarchy Process. Technology and Economic factors have interchanged
their ranking in this process of ranking compared to the results in the previous section
of simple ranking.
Table 3: Results of Analytical Hierarchy Process
Evaluation
Areas

Weights
of Areas

Evaluation
Factors

Local
Entrepreneurship

Innovation

Technology

0.56

0.26

0.06

Weights of Evaluation Factors
Local

Priority

Entrepreneurs
Competency

0.34

1

0.19

1

Adventure
Tendency

0.34

1

0.19

1

Desire to
accomplish

0.34

1

0.19

1

Goal Oriented

0.11

2

0.06

3

Risk Sensitivity

0.11

2

0.06

3

Entrepreneur
motivation

0.45

1

0.12

2

Progressive
Thinking

0.45

1

0.12

2

Self-Development

0.08

3

0.02

7

Idea
Commercialization

0.19

2

0.05

4

Market Oriented
Opportunity Switch

0.08

3

0.02

7

3

0.01

10

Creative Tech
Utilization
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Economics

0.12

Tech. Knowledge
&Craftsmanship

0.16

2

0.01

8

Intellectual
Property Rights
Retention

0.14

3

0.01

10

Market Oriented
Tech

0.14

3

0.01

10

High Tech
Globalization

0.65

1

0.04

6

Continuous
Investment

0.07

2

0.01

9

Venture Capital
Utilization

0.37

1

0.04

5

Raising Venture
Funding

0.37

1

0.04

5

Raising Available
Funds

0.07

2

0.01

9

Financial Resource
Retention

0.37

1

0.04

5

Conclusion and Policy Suggestions
The broad objective of this paper is to understand the key success factors for the new
Startups in India in general and Mumbai-Pune region in particular. As a prelude to
the primary data analysis, we have done a brief survey of the policy framework in
which the Startups are promoted in this country. The Startup India policy of 2016 is a
key milestone in terms of policy intervention in the promotion of new ventures and is
followed up rightly by the Maharashtra Startup policy in 2018.
Our analysis of the secondary data reveal that post startup India policy in the year
2016, there is an increasing trend in the emergence of startup culture in the country.
The demographic dividend the country is experiencing in recent years is clearly getting
reflected in the entrepreneurial talent of the nation. The highly educated youth are
ready to take the risk of venturing into the Startups given the institutional support
from both the Central and state governments.
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The ease of doing business initiatives via amendment to the age old rules and
regulations especially with regard to labour and environment laws as well as new
models of financing of the entrepreneurship are being welcomed by the youth via
setting up of new Startups. The country is having a 12,500 Startups with an annual
growth of 8-10 per cent during the last decade. In terms of number of Unicorns, India
is in the third position below China and USA with 12 unicorns being added in the
year 2020 alone. The geographical spread of the Startups in India clearly shows a
concentration of Startups in Bangalore and Delhi-NCR. Our study region, MumbaiPune comes third in terms of the number of startups with a share of 10-12 per cent.
When it comes to the sectors, it is the technology driven sectors where we see the
dominance of startups in India. We can infer that this may be the reason for the
concentration of Startups in Bangalore, the IT and ITES city of India than Mumbai, the
financial and industrial capital of India.
In an attempt to understand the success factors that are firm specific, we have
undertaken a survey of 42 selected Startups in the Mumbai-Pune region and a survey
based on proper schedule was carried out among the early stage Startups in this region.
This region also followed the national pattern of dominance of Tech Startups in overall
startup industry. In our sample around 65 percent of the firms are Tech startups,
followed by 20 per cent FinTech. Among the respondents, 54 per cent have prior
entrepreneurial experience while 46 per cent are the ones who started the
entrepreneurial venture for the first time. Their educational profile indicates that
majority of the startup entrepreneurs are highly educated. 51 per cent of the
respondents are Graduates while 44 per cent of them, postgraduates and the rest with
secondary education. Majority of the entrepreneurs are in the younger age group
with 64 per cent below 30 years of age and 29 per cent of them are in their 40’s. With
respect to previous industrial experience, 77 per cent have some experience before
venturing into the startups. 80 per cent of the entrepreneurs hold patents for the
product/ service they are providing in the market.
The results indicate that entrepreneurship factors like competency, adventure tendency,
goal oriented desire to accomplish and risk sensitivity as the major success factors for
startups. The government policy of startup India has helped a breakthrough in this
sector and the sustainability of this depends on how effectively such policies are
pursued for encouraging entrepreneurship in this sector in the long run. The low
penetration of incubator support and other institutional support needs a change and
more ground level support needs to be extended for the success of startups in the
country.
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Abstract
Xenocentrism or xenocentric tendency refers to as an individual belonging to one country but
has been emotionally and psychologically connected or has been preferring a foreign group.
The probable significance of xenocentric tendency for analyzing the behavior of consumers has
been recognized by researchers. Consumer xenocentrism has still not been empirically explored
and is partly described by an insufficient understanding of consumer xenocentric tendency as
a concept and partly due to the absence of a psychometrically reliable scale that measures CXEN in pragmatic consumer studies. The attempt is to plug the research gap in the current
literature pertaining to consumer marketing i.e., “Consumer xenocentrism” in India which is
still in its infancy stage due to lack of awareness in the country. The work aims at recognizing
antecedents of consumer xenocentric tendency and its impact on consumer brand preferences
among Millennials. A non-biased probabilistic sampling mechanism was adopted in the study.
The sampling frame for the empirical study was the millennials between the age segment of 2232 years who were from Bangalore and Delhi cities. To extract the relevant factors, Exploratory
factor analysis was adopted. The result of regression analysis was analyzed to understand the
impact of demographic variable ‘gender’ which was treated as a moderator across consumers
xenocentric tendency and consumer brand preference. The study revealed that the recognized
antecedents of xenocentrism could be adopted by marketers for formulating consumer segments
for precise target markets.
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Influence of Xenocentric Tendency on Brand Preference among Millennials

Introduction
Globalization is the energy that presently causes the globe as being fragmented and
united simultaneously. Today’s consumers often are in pursuit for a sense of control,
sense of identity and point of orientation due to the varying product cultures and
providing the right blend of products has been a challenge. Consumers are being
exposed to foreign-made goods due to the rise of international trade across national
boundaries. The drift of liberalization and globalization has encouraged many foreign
firms to focus on emerging economies like India. These economies are seen as the
most promising markets for foreign investments and have high per capita income
and standards of living. India has been the fourth largest growing economic country
across the globe among the BRIC countries w.r.t purchasing power parity. As demand
increases, internationally well-established companies are now investing in Indian
companies, thus making it imperative to study the attitudinal behaviour of Indian
consumers’ fondness towards domestic goods vis-a-vis foreign goods.
As posited by Swoboda et al. (2012), analysing the preferences of Indian consumers
towards local or global brands has remained an unexplored and an under-researched
area of the times. Positive and negative attitudes may ascend due to consumers
preferring foreign-made products which can arise due to numerous inner and
extraneous factors and this preference may be dependent on consumer prejudices
towards foreign and domestic products. In international marketing literature, a theory
which is affixed towards social identity theory or preferring one own nationality
products is known as ‘consumer ethnocentrism’. However, this perspective overlooks
that certain consumer profiles may be persistently fascinated towards the “foreignness”
or fondness of the product which may emotionally or psychologically favour a specific
foreign cluster. This domain explicitly identifies as the counterpart of ethnocentrism
which is known as xenocentrism.

Review of Literature
Concept of Xenocentrism
The concept of xenocentrism has been explained by Kent and Burnight (1951) as an
individual belonging to one country but has been emotionally and psychologically
connected to and favoring foreign-made products. They went on to elucidate
xenocentrics as the ones who “have preference for a society other than their own and who
compare everything towards it and not their own” (Kent et al., 1951). This study on
xenocentrism has not been explored much by researchers and appears disjointed under
the domains of social science research and marketing literature. In order to comprehend
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the significance of xenocentrism in consumer sphere we first require analyzing and
describing the counterpart of xenocentrism which is ethnocentric tendency or
Ethnocentrism. Ethnocentrism alias ethnocentricity implies the propensity to gauge
or examine from the viewpoint of an individual’s own nationality and culture. The
concept ‘ethnocentrism’ was in the earlier years applied to the Sociology field as studied
by William Sumner in 1906. This concept evolved from the anthropology discipline
which is a sub-discipline under Cultural Anthropology.
Shimp and Sharma in 1987 consequently adopted Sumner’s ethnocentrism description
which explains the reason behind some consumer’s bias towards domestic and foreign
products although foreign goods are qualitatively similar and better. Kent and
Burnightin 1951, initially identified that limited focus was provided to xenocentrism.
Sumner in 1906 also gave a parallel to the ethnocentric definition, which explains as
those members who carry an out of group bias instead of an inner group bias. The
concept of xenocentrism has also been recently examined in the setting of social media
network environment (Arora et al., 2019). The empirical analysis depicts that low
power distance, masculine cultures and individualistic behavior would employ robust
and positive relationships between xenocentric tendency and negative electronic word
of mouth.
Antecedents of Consumer Xenocentrism or Consumer Xenocentric Tendency
Economic, demographic, political factors or socio-psychological factors are the various
categories of antecedents which might be susceptible to consumer’s ethnocentric
tendencies (Shankarmahesh, 2006). The findings of research conducted by Chris Pentz
in 2017 suggested that the cultural openness, patriotism, oppression, individualism
influence consumers’ ethnocentric behavior among the black and white South African
citizens. Cultural openness is a concept which is defined as an understanding,
awareness and receptivity received from other customs, which is determined by one’s
enthusiasm to network with groups from other ethnic experiences and cultures
(Shankarmahesh, 2006; Javalgi et al., 2005). Studies on consumer ethnocentric
tendencies indicate that the relationship between consumer ethnocentricity and cultural
openness to be negative (Jain & Jain, 2013; De Ruyter et al., 1998).
Cleveland and Laroche (2007) developed a scale which measured the worldwide
consumer culture that has been extensively used by many researchers (Jain & Jain,
2013; Chris Pentz 2017). Chandrama Acharya and Greg (2003) conducted an empirical
study to understand the importance of choice, perceived product quality and consumer
ethnocentrism and the study concluded that perceived product quality, and choice of
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domestically assembled and designed goods and services are positive among
Australian consumers and therefore did not impact consumer ethnocentrism among
them.
Reference groups are groups which are opinion leaders who are relied upon to seek
direction, opinion and guidance. There are Chinese studies that have confirmed the
impact of social compliance on purchase decisions among young consumers towards
purchase of international brands (Lianxi Zhou et al., 2008). Reference groups are
characterized as family, friends, peers and celebrities who influence ones buying
decisions which are being influenced due to their knowledge, special skills and
personality. Nevertheless, many researches have postulated that knowledge which
consumers acquire by way of direct personal familiarity which is stated to be highly
consistent than information received from other means of communications. This
resultant is a more strongly held belief which consumers are vulnerable to
(Swaminathan et al., 2001). Nguyen Thi Tuyet Mai, Kirk Smith (2011) examined the
influence of consumers’ status orientations towards their purchase decisions w.r.t
foreign products which is an emergent outlook in the Vietnamese market. However,
they confirmed that status orientation had negative relationship with ethnocentrism.
As the literature supports and defines xenocentrism as counterpart of ethnocentrism,
the constructs like cultural openness, social orientation having negative relationship
can be further studied for being the antecedent for xenocentrism.
Demographics and Consumer Xenocentric Tendency
An area which could be investigated meaningfully is to analyze the demographic
variables and how they serve as moderators of consumer xenocentric behavior.
Numerous scholars have described that the younger consumers are more prone to
being xenocentric in their tendencies (Petras, 1993; Batra et al., 2000). It would be
appealing to observe the behavior of younger members and their tendency to have a
continuing bias towards foreign brands and to check on the manner they value their
own social group along with their preferences towards certain goods. Mueller et al.
2016 had established that consumer xenocentricity is prevailing in China, principally
between the emerging young consumers, wealthy section of the society and the local
elite. It appears that these Chinese consumer groups are sociologically or
psychologically inclined towards global or Western products/brands. Ethnocentrism
among the Ethiopian Consumers study depicted women having higher ethnocentric
tendency in comparison to men. However, the relationship between age groups,
ethnocentric tendency, income groups and educational levels was not significant
(Mangnale, Potluri & Degufu, 2011).
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Research conducted in Tripura, which is considered a backward region in India on
the impact of demographic factors, indicated that demographic variables impacted
the ethnocentricity of tribal consumers. Additionally, age and regional state did not
depict any significance towards ethnocentrism among non-tribal consumers
(Chakraborty, Das, Krishnankutty & Debnath, 2013). In a developing market like North
Cyprus, the study proved the impact of consumers’ ethnocentricity towards domestic
product purchase. The study indicated that consumers’ ethnocentric tendency had a
positive impact on intention to buy locally produced goods and services. The study
further examined the impact of ethnocentric tendency and demographic variables
(Nadiri & Tumer, 2010). Moreover, such analysis has not been established or even
investigated in the Indian Market culture.
Brand Preference
Many of the earlier theories have worked on brand attributes under preference
construction models (Fishbein, 1965). Analyzing and communicating information about
product attributes has been the prime essence of today’s evolving marketing strategies
(Mangnale, Potluri & Degufu, 2011). The cognitive responses that are derived from
opinions on brand attributes and are significant in building preferences are social
influences (extended Fishbein model) and emotional responses (elaboration likelihood
model of 1982) which influence consumers brand preferences. Research studies have
deliberated on consumers’ willingness to pay for brands as being dependent on their
past experiences which lead to consumers’ willingness to pay (Becker & Murphy 1988).
Preferences of brands may also be impacted based on the customers’ childhood
experiences (Berkman, Lindquist & Sirgy 1997).
An empirical study was conducted in North Cyprus a developing market, to
demonstrate the influence of consumer ethnocentrism on consumers’ intention to
procure domestic-made products (Chakraborty, Das, Krishnankutty & Debnath, 2013).
The Ghanaian society is more open-minded and diverse. Subsequently, their
preferences for domestically-made goods did exist to a certain extent (Mensah,
Bahhouth & Ziemnowicz, 2011). Yeong et al. analyzed the Malaysian motorcycle market
and proved that consumers ethnocentric tendency and theory of country-of-origin
has a discriminating role. The research also indicated a paradigm shift towards the
concept of ethnocentrism and country of origin where the products are ideated and
designed in a one nation, produced in another while assembled in a third nation which
ultimately results into the creation of “hybrid products”. This leads a researcher in
misunderstandings among the two concepts. The research although showed
cognizance with extant literature indicating that the effect of brands country-of-origin
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and consumers’ ethnocentric tendencies support consumers’ brand and product choices
and purchases (Yeong et al., 2007). The Indian consumers are susceptible towards the
product categories and brands they choose and select (Bharadwaj et al., 2005).
Ethnocentric tendencies have been studied by scholars in the developed, developing
and under-developed markets and developed economies as ethnocentricity is a historic
phenomenon which is based on interpersonal group relations. However, the counter
part of ethnocentrism that is xenocentrism is unexplored which has encouraged authors
to consider it as one of the important construct to understand consumer behavior
especially from the global marketing perspective. Globalization has led firms to extend
their market scope as they enter international markets which helps them in providing
greater product choices in comparison between domestic purchase options. Hence,
marketers need to find better means of evaluating buyers’ perceptions and attitude
towards consumption of foreign made products.
Consumer Preference for Foreign and Domestic made Products
John Wright in 2000 empirically examined ethnocentricity as being reliant on
consumers ’assessment towards foreign-made goods. Consumers depict fondness for
goods from nations which are culturally similar over those nations which are dissimilar.
This was compared amongst the buyers of US, New Zealand, Germany, and Singapore.
Zafer & Uzkurt (2010) adopted CETSCALE to measure ethnocentric behavior of Turkish
consumers and concluded that consumers with low levels of ethnocentricity perceive
foreign-made goods as being favorable than those having higher levels of
ethnocentricity. Kumar et al. (2011) postulated ethnocentricity amongst the Indian
Consumers. Indian ethnocentric consumers were believed to be inclined towards
domestic-made products rather than foreignness of the products (Sandeep Singh &
Swati Kewlani, 2013).
Ethnocentricity is studied to be positively impacting buyers’ intention to purchase
domestic made products which was proved among North Cyprus consumers (Halil
Nadiri & Mustafa Tümer, 2010). Shoham et al. (2003) recognized the impact of consumer
ethnocentrism on intention to buy locally made products. In a very recent study by
Diamantopoulos (2019), the constructs impacting consumer purchase intentions for
domestic goods versus foreign brands among Russian consumers had been
investigated. The authors had controlled the effects of product category and
ethnocentrism. The literature stated above indicates there is a significant relationship
which positively impacts buyers’ purchase intention with respect to domestic-made
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products and consumers ethnocentrism. This product purchase behavior may be
dependent on consumers’ predispositions.
Under the realms of international marketing behavior, the dominant construct that
explains such purchase behavior is termed as ‘ethnocentrism’, which is conceptually
established in theory of social identity. This view overlooks the fact whereby few
consumers are constantly fascinated by the foreignness of a good/service. Balabanis
et al. (2016) in their questionnaire-based study used five complementary studies for
identifying and authenticating a newly developed scale termed the C-XENSCALE
which supports the measurement of consumers’ xenocentrism by offering widespread
evidence on its capacity to elucidate buyer preferences towards ‘foreignness’ of goods
and services.

Objectives of Research


To recognize the antecedents of consumer xenocentrism amongst Indian
consumers



To inspect the impact of consumers’ demographic variables towards consumers’
xenocentric tendencies



To examine the effect of xenocentrism towards consumers’ brand preferences

Development of Hypotheses
Apropos the extant literature review, the hypothesis that were identified for the analysis
are indicated below:
H1: (CO) Cultural openness has an impact on Xenocentrism (CXEN)
H2: (SF) Social Factors has an impact on Xenocentrism
H4: (CXEN) Xenocentrism has an impact on Consumers’ brand preferences with respect
to foreign versus domestic produced products
H5: The demographic variables moderate the influence of consumer xenocentrism
(CXEN) towards brand preference
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Figure 1: Depicts the conceptual theoretical framework proposed
Gender
Cultural
Openness (CO)
Xenocentrism
(CXEN)

Brand
Preference

Social Factors (SF)

Figure 1: Proposed conceptual framework

Research Method
Exploratory research design was adopted in the present work. Data was acquired
from both primary sources and secondary sources. Primary study was based on
quantitative research methods. A well-designed questionnaire was administered for
collecting the data from the proposed sample. The survey questionnaire was controlled
through mail and in person. E-databases and published resources were considered
for conceptualizing the secondary information essential for the study. All the Indian
consumers who have been using Indian and foreign brands are the target population
for our study. Non-biased probabilistic simple random-sampling method was used
for the research. However, the proposed sampling frame is the millennials between
the age levels of 22-32 years from Delhi and Bangalore city. Around 275 consumers
were approached through a well-organized self-administered questionnaire to the
responses. However, only fully completed and valid forms were considered for the
study. The survey designed had four different segments. The first segment had
questions related to the antecedents of xenocentric tendency like cultural openness
and social factors.
The second segment had items to measure xenocentric tendency of the consumers,
which was measured by adopting a well-established C-XENSCALE developed in 2016
by George Balabanis and Adamantios Diamantopoulos. The C-XENSCALE was
formerly established and implemented in USA, where the study confirmed the scale
in terms of its dimension, consistency and rationality of consumers. The scale was
well-thought-out as a tool to measure evidence towards consumer’s xenocentricity,
which is a tendency that represents consumers’ purchase inclination. The scale was
employed among Indian cohorts to measure alterations in their consumer xenocentric
tendencies. The last segment had questions pertaining to brand preference towards
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national and international brands. Brand preference was measured by adopting
established scale by Reham et al. (2016). The last segment of the survey comprised of
questions on demographics of the consumers like: Age, gender, family income,
education. Seven-point Likert scale ranging from Strongly Disagree - 1 to Strongly
Agree - 7 was adopted to collect the responses. Table 1 classifies items used for the
research built on existing literature review.
Table 1: Instrument for the Study
S.
No

Construct

Authors

Proposed items

1

Xenocentrism

George Balabanis and
Adamantios
Diamantopoulos (2016)

-All other things being equal, I prefer
buying foreign-made goods.
-I enjoy possessing foreign-made goods
over domestic-made
-I feel better from buying a foreign
produced product rather than when I buy
products which are made in my home
country
-Compared to my home country there are
many other nations where I prefer
buying from.
-I feel good about buying most foreign
products than domestic-made products.

2

Cultural
Openness

Cleveland et al. (2007),
Yoon, Cannon and
Yaprak, A. (1996), Chris
Pentz, Nic Terblanche,
Christo Boshoff, (2017)

-I find people stimulating from other
cultures
- Interacting with groups of other
nations has immensely benefited me
-I prefer making contact with people
from other nationalities and cultures
-I prefer exchanging notions and
thoughts with groups from varied
regions and cultures

3

Brand
Preference

Reham, Ahmad, Zahir &
Ying Fan (2016), Jamal,
et al. (2007), Sirgy et al.
(1997).

-I prefer this brand over others in that
category
-This brand is my preferred choice of
brands over others in the category
-While making a buying decision, this
brand is my first choice-I have a liking
for this brand
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5

Social Factors

Compiled by authors

-I am carried away by my friend’s choice
of brands and products
-I prefer to differentiate myself from
others.
-I would always want to enhance my selfesteem.
-I am carried away by my family
member’s choice of brands and products

Source: Prepared by authors

Empirical Analysis
The study was analyzed adopting Exploratory factor analysis (EFA) which helped
recognize the pertinent factors for the empirical research. 57.757% was the variance
which helped explain the factors extracted through varimax rotation. The factor
loadings, share of explained total variance and the Eigen values are provided in Table
2. The instruments’ reliability was recognized through Cronbach’s alpha which equals
.833. EFA was piloted to appraise the strength of the items of the formerly developed
C-XENSCALE and the antecedents so as to improve its measurement properties
particularly among the Indian millennial consumer group.
Table 2: Results of Factor Extraction
Items

Factor loading

Social Factors
Social 1

.704

Social 2

.713

Social 3

.780

Social 4

.701

Cultural openness
CO1

.643

CO2

.758

CO3

.792
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% of variance
explained

Eigen values

15.769

5.021

14.920

2.510
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CO4

.694

Xenocentric Tendency
XN1

.552

XN2

.711

XN3

.616

XN4

.678

XN5

.512

Brand Preference
BP1

.721

BP2

.746

BP3

.624

BP4

.582

14.812

1.203

12.256

1.085

Source: Primary
Proposed Scale Reliability
The reliability of the items used for the study was established based on the guidelines
provided by Nunnaly in 1978. Cronbach value above 0.7 is identified to be satisfactory
to determine the reliability of the study. The reliability statistics for the overall sample
(N=222) for our study was 0.833 which was considered satisfactory. Table 3 provides
the Cronbach alpha values for every factor identified in the analysis. The Kaiser-MeyerOlkin (KMO) measure indicated sampling appropriateness shaving values above 0.50
which was adequate. The KMO measure was 0.843. Face validity was recognized in
the study where professionals from academia and business were connected to gather
their views. The experts’ opinion was quantitatively examined before confirming the
17 items considered for the analysis.
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Table 3: Reliability Statistics for the Proposed Scale
Items

Number of
items

Cronbach’s
Alpha

Mean

Standard
Deviation

Social Factors

4

0.772

5.175

1.190

Cultural Openness

4

0.743

4.289

1.281

Brand Preference

4

0.701

5.140

1.153

Xenocentric Tendency

5

0.744

5.013

1.087

Source: Primary
Relationship between Xenocentrism and its Antecedents
In order to establish the relationship among xenocentric tendency of consumers and
its antecedents a linear regression model was overseen. And the same was adopted to
establish affiliation between xenocentric tendency and consumers brand inclination.
Table 4 acmes the output of regression and multiple regression. Since the p value was
found to be 0.00, which is considered significant at 95% confidence level and correlation
coefficient is positive, it can be inferred that their strong positive relationship between
cultural openness and xenocentric tendency, social factors and xenocentric tendency.
The same can be inferred for relationship between xenocentrism and brand preference
(Table 4).
Table 4: Regression Analysis
R

R2

F-Value

p-value

Cultural open  Xeno score

.315

.099

24.233

.000

Social factors  Xeno score

.520

.270

81.541

.000

.512

.262

78.033

.000

Constructs

Xeno score

 Brand Preference

 The arrows signify the relationship between the constructs
Source: Primary
Moderating effect of “gender”
In an attempt to check the moderating effect of gender it was found that the model
with interaction effect and without interaction effect, both were significant. Thus it
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can be inferred that variable gender is partially moderating the relationship between
xenocentrism and consumers brand preferences (Table 5)
The proposed hypothesis was accepted, and their positive relationships were
established.
Table 5: Moderation output between Xenocentric Tendency and Brand Preference
Moderator

Gender

Xenocentric tendency
F

sig

Model 1: without interaction effect

78.033

0.000

Model 2: With interaction effect

26.151

0.000

Source: Primary

Discussion
The theoretical understanding of consumer xenocentrism is of importance among the
business, policy makers and researchers. This concept becomes much more significant
for the developing country like India. According to Union Tourism Ministry India,
the number of Indians traveling abroad have been increasing year on year. In the year
2017 around 2.4 crore Indian travelled abroad. This makes the Indians more acceptable
to foreign brands. The topic on consumer xenocentrism helped in understanding the
Indian millennial consumer behavior and thereby support marketers in framing
marketing segmentation and consumer profiles. The analysis depict that cultural
openness and social dimensions are the antecedents towards consumers’ xenocentric
tendency with reference to millennials in an emerging market India.
The present study depicts that cultural openness exercises a positive relationship with
xenocentric tendency. However, past studies have confirmed that negative relationship
between cultural openness and ethnocentric tendency (Shankarmahesh, 2006). Recently
a study by Chris Pentz in 2017 also depicted a negative relationship between cultural
openness and consumers’ ethnocentric tendency which was in sync with earlier work
done in the area (Jain & Jain, 2013; De Ruyter et al., 1998). Since xenocentric tendency
is counterpart of ethnocentrism the positive relation of cultural openness with
xenocentric tendency gets justified. The positive relationship of social factors with
xenocentric tendency in the present study was supported by the previous studies.
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These researchers have established the impact of social-compliance towards the
purchase motives amongst young Chinese consumers for their preferences towards
foreign-made products (Lianxi Zhou & Amy Wong, 2008).
As seen in Table 4 & 5 the estimated co-efficient for the interaction term (demographic
variable – gender) between xenocentrism and brand preference is significant and
positive while the co-efficient for the interaction term between xenocentrism and brand
preference was also found to be significant and positive. This outcome clearly indicates
that “gender” significantly moderates the influences of xenocentrism and brand
preferences. The findings are related to study by Nam in 1998 who observed and
confirmed that foreign brands predisposition might be true among women who are
primarily dominated in male-oriented cultures. There is literature to support that
women are more ethnocentric as compared to men (Burning, 1997; Sharma et al., 1995).
The recognized antecedents of xenocentrism would provide marketing professionals
in devising specific marketing strategies for the Indian millennials in the areas of
branding, product management, consumer behavior, advertising and positioning. The
present study also has implications for the international companies who aspire to
launch their products in the domestic market. It is apparent that consumer
xenocentrism is a noteworthy concept which should be considered while formulating
promotional ad campaigns for varied product categories in India. The global firms
can create a niche market for millennials in an emerging market India.

Limitations and Future Scope for Research
One of the most prominent antecedents for xenocentric tendency is lifestyle of
consumers, which was not considered during the present study. However, along with
lifestyle dimensions other unexplored antecedents like patriotism and animosity can
further be explored. There is literature to support the importance of product category
when it comes to consumer selection of a brand vis-a-vis national and foreign product.
But in the present study the brand preferences have not been explored with reference
to various product categories. Hence, the same study can be replicated with different
product categories, viz: cosmetics, jewelry furniture, consumer durables etc. This would
enhance the understanding of the marketing managers help them in designing specific
strategies for a particular product category. It is proposed that the present model can
be tested and verified with much more sample size and in several geographies.
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Predictors and Consequences of Resilience:
An In-depth Review
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Abstract
Resilience is the capacity of people to effectively cope with, adjust to, or recover from stress or
adversity. It is the process and outcome of successfully adapting to difficult or challenging life
experiences and the ability to rise above one’s circumstances. It is a positive adaptation, and a
psychological asset to encounter the problems continuously from birth to death. People learn to
be resilient and continue living their lives. But some people may not possess psychological
resilience and thus face mental health problems. The activities which improve resilience are:
experiencing positive emotions and regulating strong negative emotions, adapting a taskoriented coping style, being cognitively flexible, undertaking a meaning-making mission, keeping
fit and safe and positive thinking. Individuals who are resistant to stress can find a way to cope
with and help prevent the fear of Covid-19 and enhance mental health.
Keywords: Emotional and Physical Pain, Endocrine Regulations, Task-oriented Coping
Style, Three Dimensional Framework, Training Programs.

Introduction
Resilience is commonly understood to be the capacity to recover quickly from a shock.
It is with reference to the materials, the ability of an object to bounce back into shape,
i.e., elasticity (Sagan et al., 2020). This concept has been applied in many fields and,
especially over the past 20 years, in relation to major societal shocks, including those
causing health emergencies in India and the world. When a problem like the currently
experienced pandemic situation comes in the world, the importance of resilience grows
manifold. The civil society organizations and the governments organise many activities
to promote resilience among the individuals in the society. Resilience is the capacity
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of people to effectively cope with, adjust, or recover from stress or adversity. It is the
process and outcome of successfully adapting to difficult or challenging life experiences
and the ability to rise above one’s circumstances. It reflects the ability to cope with the
stressful life events, on-going adversities and difficulties, and traumatic experiences,
both while deployed and also when reintegrating into civilian life (Meichenbaum,
2018).
Resilience reflects the ability to maintain a stable equilibrium and relatively stable
healthy level of psychological and physical functioning, even in the face of highly
disruptive stressful and traumatic events. It is essential for every human being to deal
with day-to-day stress and crisis effectively. Resilience reflects the ability to bounce
back and beat the odds. It transforms one’s emotional and physical pain into something
“positive”. It is a relatively stable trajectory of healthy functioning across time. It is a
move from being a victim to being a “survivor” and even to becoming a “thriver”, be
“stress hardy” adapting to whatever life sends, and for some, even evidencing “posttraumatic growth” (Meichenbaum, 2018). Resilience is a positive adaptation in response
to adversity (Waller, 2001). It is the ability of people to feel better quickly after something
unpleasant, such as shock, injury, etc. (Oxford Dictionary, 2021).
The ability to emotionally and mentally cope with traumatic experiences or crises and
get back to the pre-crisis psychological status is considered as psychological resilience
(Devi, 2020). The psychological resilience can be attained with self-awareness
(mastering the emotions and challenging self-belief and assumptions), confidence
(believing in decision making and realistic and optimistic problem solving),
purposefulness (finding strength through a sense of purpose and being socially
conscious showing compassion for self and others), accountability (take full
responsibility for own life, decisions, actions, building support system and managing
self-care), adaptability (effectively managing change and unexpected detours while
remaining open to opportunities for growth). It is the process of positive adaptation
to adversity that arises through interactions between children and their environments
(Bartlett & Vivrette, 2020; Devi, 2020).
Resilience has been studied by researchers from diverse disciplines, including
psychology, psychiatry, sociology, and more recently, biological disciplines, including
genetics, epigenetics, endocrinology, and neuroscience. However, there is no consensus
on the operational definition. The central question is how some girls, boys, women,
and men withstand adversity without developing negative physical or mental health
outcomes (Herrman et al., 2011). The three-hit concept of vulnerability and resilience
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attempts to reconcile the differences in these two models. The three-hit model considers
the following: the interaction of genetic factors (Hit 1) with early life experiences (Hit
2) causes altered endocrine regulations and epigenetic changes during brain
development, which programs gene expression patterns relevant for an evolving
phenotype. These programmed phenotypes have different susceptibility to later-life
challenges (Hit 3); disease resilience or vulnerability may precipitate (Daskalakis et
al., 2013).
COVID-19 Pandemic and Resilience
The pandemic disrupted life across world. It created lot of disturbance among human
beings in India and abroad. The first case of Covid-19 was identified in Wuhan City of
China in late 2019. Then, it spread to all other countries of the world. The countries
like USA, India, Brazil, Russia, and United Kingdom are the most infected and affected
countries by Covid-19. These countries lost many human beings. It is reported that
there were 131.1 million (06.04.2020) people infected by Covid-19 in the Globe and
2.85 million people died due to the pandemic in the world. The number in India is
12.7 million. There were positive cases and 166k Covid-19 deaths in India (https://
www.worldometers.info/coronavirus/country/india). The stigma and discrimination is very
high towards Covid-19 infected patients. It has been observed that in the beginning of
pandemic, people were afraid of even touching the dead bodies. The cremation process
of the dead patients was done by the JCB missions. In some places, the group cremation
was also done.
Covid-19 pandemic disrupted the lives of human beings. Government of India created
awareness about it and its spread through Janata Curfew, Lockdown-1,2,3, and 4.
People locked down themselves at their homes due to the fear of pandemic. They
used sanitizers, masks and other Covid-19 protection kits, i.e., vitamin C, Vitamin D
and antibiotic boosters. Some people followed ayurvedic treatment and drank Kadha
which was suggested by Prime Minister of India to improve the immunity in the
human body. The poor people struggled for basic needs such as food, shelter and
clothing. The migrant workers walked long distances to reach their homes. Many
people died during their travel to hometowns. Since present generations had never
seen this type of pandemic in their lives, all these incidents disturbed the people and
many of them lost confidence in themselves. Covid-19 and the subsequent worldwide
pandemic created an unprecedented hostile psychological environment, and the
adverse state of mental health is likely to continue for some time to come (Jim
McCleskey, 2021).
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The pandemic is a global catastrophe, because the world wide daily life activities
have altered. In the education sector, almost all institutions have stopped face-to-face
in-person teaching and have transformed into online campuses. It has created lot of
challenges for teachers and students. The students of professional programs who need
to have hands-on experience have faced many problems. Hence, it is essential for
education leaders and teachers to develop resilience in students and strengthen them
in the face of pandemic. The following are some suggestions inspired by the “integrated
resilience model”. This model sheds light on building resilience in four themes; control,
involvement, resourcefulness and growth. Control means being composed and
controlled under stressful adversity. Involvement means being committed to deal with
adversity. Resourcefulness means being able to find appropriate solutions from
available resources to deal with adversity. Growth means being able to keep growing
and bouncing back stronger from adversity (Wadi et al., 2020).

Scope of the Study
Resilience is the ability of people to feel better quickly after something unpleasant
happens, such as trauma or injury. It is a psychological asset for every human being,
who encounter the problems continuously from their birth to death. People learn to
be resilient and continue living their lives. But some people may not possess
psychological resilience and thus face mental health problems. Resilience is an evolving
concept, as very few studies have been conducted on this variable and most of them
have been conducted in western countries. The present paper is an attempt to review
the available literature on resilience for clarity and discussion.

Method
The authors searched for the literature from secondary sources like journals, books,
reports and various online libraries spanning the period from 2000 to 2021. The final
sample covered 20 research publications of 60 authors. The qualitative method of
analysis was adopted for interpreting the works with critical thinking. The aim is to
understand the concept of resilience by reviewing these studies, and identifying the
gaps in knowledge for further research.

Review Based Results
Herrman et al. (2011) conducted a study on what is resilience? The paper reviewed the
definitions of resilience and the factors contributing to it, and considered the
implications for clinical care and public health. Resilience refers to positive adaptation,
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or the ability to maintain or regain mental health, despite experiencing adversity.
Fundamentally, resilience is understood as referring to positive adaptation, or the
ability to maintain or regain mental health, despite experiencing adversity. The
personal, biological, and environmental or systemic sources of resilience and their
interactions are considered. An interactive model of resilience illustrates the factors
that enhance or reduce homeostasis or resilience. The two key concepts for clinical
and public health work are: the dynamic nature of resilience throughout the lifespan;
and the interaction of resilience in different ways with major domains of life function,
including intimate relationships and attachments (Herrman et al., 2011).
Meichenbaum (2018) conducted a study on resilience and its implications for
assessment and treatment in Florida. The study reported that like returning service
members, military families are generally resilient and a healthy and robust group.
Most of the military spouses and military children rise to the occasion and do well.
This level of resilience is impressive given the recurrent separations, difficult reunions,
threat of injuries or death, and for active duty of military personnel, multiple moves
every two to three years, long and often unpredictable duty hours. The author discussed
that many young people face problems like abuse, neglect and rape. They also faced
Tsunami, fire accidents and terrorist attacks. During this time, 10 percent of the people
lose confidence. The remaining try to get back their resilience. The author observed
that the activities which improve resilience are: experiencing positive emotions and
regulating strong negative emotions, adapting a task-oriented coping style, being
cognitively flexible, undertaking a meaning-making mission, keeping fit and safe and
positive thinking.
Forbes & Fikretoglu (2018) conducted a study on building resilience. The relationship
between adverse experiences and later developments has been explored by many
researchers, leading to the conceptualization of resilience as a factor explaining the
normal or optional development of some individuals exposed to adversity. Today,
many interventions exist aiming to improve the ability of individuals to respond to
adversity. The literature surrounding resilience and resilience training was examined
to discuss the quality of evidence supporting resilience training, theoretical and
practical difference between types of training, and the impact of resilience and
psychological training on the outcome measures across a variety of settings. It was
observed that the quality of literature is mixed; resilience training is not well
differentiated from other forms of training, and that the impact of psychological
training on later functioning depends heavily on the type of outcome measured and
the settings of the training. Further, research must be conducted prior to the
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implementation of the resilience training programs in order to assure their efficacy
and effectiveness in the proposed context.
Studies on Children
Bartlett and Vivrette (2020) conducted a study on the ways to promote children’s
resilience to the COVID-19 pandemic. The study reported that there is an impact of
Covid-19 on children’s development and well-being. It suggested four protective factors
to adopt positive behaviour and resilience. Families and communities can work
together to promote these protective factors, i.e., being sensitive, responsive care giving,
meeting basic needs, emotional support for children, social connectedness and support
for caregiver well-being. The study believed that these factors promote the
psychological and physical resilience among the children and their family members.
The study believed that more interaction between the child, family members and
extended family members promotes psychological well-being among the children.
Hornor (2017) conducted a study on resilience in children. The researcher defined the
concepts of resilience and stress, explored the neurobiology of resilience, and examined
the interventions that promote resilience in children. The study emphasized that the
paramedical nurses and the parents of the children need to have more awareness on
resilience. The major reasons for toxic stress are child maltreatment, sexual abuse,
physical abuse, emotional abuse, neglect, exposure to domestic violence, household
drug/alcohol abuse, parental mental illness, loss of a parent, poverty, household
involvement with law enforcement and familial involvement with child protective
services. The study found that the positive parenting promotes the resilience among
children. Resilience can develop from repeated brief exposures to negative life
experiences as long as circumstances allow the individual to successfully cope with
the experience (Rutter, 2012). The study also suggested that the skills required for the
resilience are: knowledge that they can handle a situation, focus on individual
strengths, confidence in their own abilities, faith/spiritual community, morals and
values, understanding about how their behaviour affects others, and work as a team.
Lees (2009) sought to examine the relationship resilience has with coping, engagement,
and life satisfaction. The study adopted a quantitative dominant mixed methods
approach. Data was collected through a survey that included standard measures for
the variables of interest and two open-ended questions targeting the sources of stress
and satisfaction. A total of 63 students from Massey University Albany were invited
to participate in this work. Data was collected using a pen and paper survey that was
distributed to three 300 level psychology classes and one 300 level business
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management class. Findings show a positive relationship between resilience and taskfocused coping, engagement, and life satisfaction. No relationship was found between
resilience and maladaptive coping or social support. Additionally, it was found that
resilience acted as a full mediator in the relationship between task-focused coping
and engagement, but had no mediating effect in the relationship between task-focused
coping and life satisfaction. The open-ended questions identified that the same demand
frequently acted as both a source of stress and a source of satisfaction.
Knight (2007) conducted a study on the resilience framework with perspectives for
educators. The purpose of this paper is to present a framework for resilience education
that can be used by teachers in schools. The paper sought to identify a common
language for exploring the concept of resilience. The paper presents an overview of
the construct of resilience as it appears in the literature. It provides a rationale for
resilience education by examining the changing circumstances that influence the work
of educators. It also provides an overview of current Australian programs that promote
resilience. After an extensive examination of the literature, it was found that resilience
is discussed in the literature as a state, a condition and a practice.
Consequently, a three-dimensional framework has been developed from this to help
teachers understand resilience and to provide practical ways in which they can promote
the resilience of their learners. This conceptual paper suggests that the threedimensional framework for resilience has implications for supporting the mental health
and wellbeing of children and young people. The paper highlights the important role
of the school in enhancing resilience for children and young people. The original work
of this paper is the presentation of a three-dimensional framework for resilience as a
state. This framework is useful for pre-service teacher education programs and for
the professional development of practicing teachers.
Resilience and Healthcare Workers
Heath et al. (2020) conducted a study on resilience strategies to manage psychological
distress among healthcare workers during the Covid-19 pandemic in Australia. This
article summarises the management strategies to increase resilience in healthcare
workers during the pandemic and beyond. It focuses on self-care and organisational
justice, and highlights various individual as well as organisational strategies. The
purpose of the paper is to review available literature on the strategies for minimising
the psychological impact of the COVID-19 pandemic on clinicians and to identify
proactive holistic approaches which may be beneficial for healthcare workers both
during the current crisis and into the future. With the success of slowing disease spread
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in many countries to date, and reduced workload due to limitations on elective surgery
in many institutions, there is more time and opportunity to be proactive in
implementing measures to mitigate or minimise potential adverse psychological effects
and improve, restore and preserve the well-being of the workforce now and for years
to come.
Sagan et al. (2020) conducted a study on Covid-19 and health systems resilience in the
city of London. This article is a conceptual policy brief on resilience ‘strengthening
health systems resilience: Key concepts and strategies’ and the evidence collected
through the Covid-19 Health Systems Response Monitor (HSRM). This study defined
resilience as the health system’s ability to prepare, manage (absorb, adapt and
transform) and learn from shocks, whereby we understand shocks to be sudden and
extreme disturbances, such as epidemics, natural and other disasters, and financial
crises. The key aspects of resilient responses to Covid-19 are (simplistically) two-fold:
1) having appropriate and effective governance and 2) having technical capacity to
respond. Of the two, governance dominates and is the necessary condition for any
effective response. The pandemic has also highlighted the importance of solidarity,
both within and between countries – bringing us to a realisation that we cannot be
truly safe until everybody is safe. Over the course of the pandemic, the focus on
studying resilience has broadened towards a more holistic recovery that extends
beyond the health system.
Psychological Resilience in Covid-19 Era
Barzilay et al. (2020) conducted a study on resilience, Covid-19-related stress, anxiety
and depression in USA and Israel during the pandemic in a large population enriched
for healthcare providers. This study conducted a survey on various aspects like getting
(contracting), dying from, currently having, family member getting, unknowingly
infecting others, and experiencing significant financial burden following Covid-19.
The study found that overall the mitigating association of higher resilience with lower
probability of anxiety was stronger in old age with trend level significance for
depression. Another two findings of the study are; (1) People are worried more about
others than about self when reporting Covid-19 concerns; (2) Resilience helps in
reducing the worries as well as anxiety and depression. Longitudinal studies are
needed to address whether resilience scores are consistent and can they predict the
trajectories of mental and general health as humanity moves toward the post-pandemic
era. The limitation of the study may be that data has been collected through online
questionnaire from the website which can be seen by educated people only.
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Devi (2020) conducted a study on psychological resilience and coping strategies during
Covid-19 pandemic lockdown in Dujana, India. This conceptual paper aims to provide
techniques on how to cope with and adjust to this on-going pandemic situation. The
method adopted for this paper is narrative and conceptual. The articles and research
papers related to pandemic psycho-analysis, psychological responses and coping
strategies have been reviewed to explore the underlying concepts. This study analysed
the symptoms of stress during the pandemic. It has also discussed the psychological
resilience and stress coping strategies. The study reported that a person who is already
having or able to develop behaviour and psychological capabilities to remain unruffled
during the time of crisis and able to overcome the incident and move on without
“long-term negative consequences” is considered as psychologically resilient.
Anderson et al. (2020) conducted a study on Covid-19 and systematic resilience: what
role for migrant workers. This paper is the part of a series of short “think pieces” by
International Organization for Migration on the potential changes, impacts and
implications for migration and mobility arising due to Covid-19. Designed to spark
thinking on policy and programmatic responses to Covid-19 as the impacts continue
to emerge globally, the paper draws up on existing and new evidence and offers initial
exploratory analysis and recommendations. The immediate measures have been
widely accepted to deal with the emergency in the short term to raise important
questions about what migrant workers are really needed to be provided, essential
services and to help to ensure their resilience in the long term. The research that
considered cross-country variations in the resilience on migrant labour primarily
focused on employers to consider difference between national systems for providing
essential goods and services. The findings of the research indicate that the cross-cutting
role (means editing technique to establish action occurring at the same time) of
structural policies and institutions for resilience has been noted through standards
and regulations, policies can severely limit the scope for flexibility at the level of
individuals, organizations or entire sectors of the economy.
Ferreira et al. (2020) conducted a study on Covid-19: Immediate Predictors of individual
Resilience. Covid-19 is a pandemic event not seen in the century. This research aims
to determine the important predictors of resilience and adds to immediate predictors
of individual resilience to the on-going infectious disease catastrophe created by the
pandemic. This study uses a cross-sectional design, with purposive snowball sampling,
for the primary survey data collected. Participants completed a self-administered
questionnaire on demographics and behavioural factors. Resilience was assessed using
the 10-item Connor- Davidson Resilience Scale and perceived that stress was assessed
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using the 10-item perceived stress scale. 374 adults participated in the survey. OLS
(ordinary least squares) regression was performed to determine key associations
among demographic variables, resilience measures, and perceived stress brought on
by the pandemic. Age and education were statistically positively associated with
resilience, while English as a second language was negatively associated with resilience.
Participants who reported needing help from family and neighbours, total number of
days in the lockdown, and higher perceived stress were also negatively associated
with resilience.
Satici et al. (2020) in a study on resilience, hope, and subjective happiness among the
Turkish population: Fear of Covid-19 as a mediator psychology deals with not only
mental disorders but also psychological strengths within individuals. Psychological
strengths play an important role in struggling with the global pandemic. This study
tested a model concerning the relationship between resilience, hope, and subjective
happiness using structural equation modelling to identify the mediating role of fear
of the pandemic. A cross-sectional survey was conducted on 971 Turkish individuals.
The survey included the subjective happiness scale, fear of Covid-19 scale, brief
resilience scale, and the dispositional hope scale, and data were analysed using
structural equation modelling and it demonstrated an association between resiliencehope and subjective happiness was mediated by fear of Covid-19. Resilience and hope
had a direct effect and indirect effect on subjective happiness via fear of Covid-19.
Consequently, in the fight against pandemic, individuals who are resistant to stress
can find a way to cope and help prevent the fear of Covid-19 and enhance mental
health.
Resilience and Environmental Change
Nelson, Adger and Brown (2007), in a study on adaptation to environmental change:
contributions of a resilience framework stated that adaptation is a process of deliberate
change in anticipation of or in reaction to external stimuli and stress. The dominant
research tradition on adaptation to environmental change primarily takes an actorcentred view, focusing on the agency of social actors to respond to specific
environmental stimuli and emphasizing on the reduction of vulnerabilities. The
resilience approach is systems orientated that takes a more dynamic view, and sees
adaptive capacity as a core feature of resilient social-ecological systems. The two
approaches converge in identifying necessary components of adaptation. It is argued
that resilience provides a useful framework to analyse adaptation processes and to
identify appropriate policy responses. The authors have distinguished between
incremental adjustments and transformative action, and have demonstrated that the
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sources of resilience for taking adaptive action are common across scales. These are
the inherent system characteristics that absorb perturbations without losing function,
networks and social capital that allow autonomous action and resources that promote
institutional learning.
Technology and Resilience
Fulco et al. (2019) conducted a study on the role of technology for building resilience
thinking in corporate governance. Nowadays, the growing complexity of social systems
and the faster technological evolution makes central the concept of resilience, defined
as the ability of an organization to bounce back in the face of disturbance, the ability
to persist in facing a black swan. In this regard, the Viable Systems Approach (VSA),
with its conceptualization of information variety, highlights the importance of
requalification of knowledge endowment owned by an organization, in order to adapt
and absorb the variability of its internal and external environment. In this scenario,
the technology and, in particular, the application of ICT tools (e.g., Big Data Analytics),
also in the area of corporate governance, could enrich the information variety of subjects
involved, lending them resilient thinking. The key to achieving resilience is not much
in people or technology itself but in the capability to harmonically combine both into
a coherent whole.

Discussion
The major findings of the review are that fundamentally resilience is understood as a
reference to positive adaptation, or the ability to maintain or regain mental health,
despite experiencing adversity. The personal, biological, and environmental or systemic
sources of resilience and their interaction are considered. An interactive model of
resilience illustrates the factors that enhance or reduce homeostasis or resilience. The
two key concepts for clinical and public health work are: the dynamic nature of
resilience throughout the lifespan; and the interaction of resilience in different ways
with major domains of life function, including intimate relationships and attachments
(Herrman et al., 2011). Present day youth face many problems like abuse, neglect and
rapes. They also face disasters like Tsunami, fire accidents and terrorist attacks. During
such times, 10 percent of the people lose their confidence. The remaining try to get
back their resilience. The activities which have been reported to improve resilience
are: experience positive emotions and regulate strong negative emotions, adapt a taskoriented coping style, be cognitively flexible, undertake a meaning-making mission,
keep fit and safe and positive thinking levels.
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The quality of the literature is mixed; resilience training is not well differentiated
from other forms of training, and the impact of psychological training on later
functioning depends heavily on the type of outcome measured and the settings of the
training. Further research needs to be conducted prior to the implementation of the
resilience training programs in order to assure their efficacy and effectiveness in the
proposed contexts. It has been observed that there is a greater impact of Covid-19 on
children’s development and well-being. There are number of factors which promote
the psychological and physical resilience among the children and their family members.
More interaction among the child, family members and extended family members
promotes psychological well-being of children (Bartlett & Vivrette, 2020).
The present review found that positive parenting promotes the resilience among
children. Resilience may develop from repeated brief exposures to negative life
experiences as long as circumstances allow the individual to successfully cope with
the experience (Rutter, 2012). It has been suggested that the skills required for the
resilience are knowledge that one can handle a situation, focus on individual strengths,
confidence in one’s own abilities, faith/spiritual community, morals and values,
understanding how one’s behaviour affects others, contribution, and ability to work
as a team (Hornor, 2017). Research findings show a positive relationship between
resilience and task-focused coping, engagement, and life satisfaction. No relationship
was found between resilience and maladaptive coping or social support. Additionally,
it has been found that resilience acted as a full mediator in the relationship between
task-focused coping and engagement, but had no mediating effect in the relationship
between task-focused coping and life satisfaction. The open-ended questions identified
that the same demand frequently acted as both a source of stress and a source of
satisfaction (Lees, 2009).
It is suggested that the three-dimensional framework for resilience in terms of state,
condition and practice has implications for supporting the mental health and wellbeing of children and young people. A paper highlights the important role of the
school in enhancing resilience among children and young people. The threedimensional framework is useful for pre-service teacher education programs and for
the professional development of practicing teachers (Knight, 2007). The available
literature has been reviewed to understand the strategies used for minimising the
psychological impact of the Covid-19 pandemic on clinicians and to identify pro-active
holistic approaches which may be beneficial for healthcare workers both during the
current crisis and into the future. With the success of slowing disease spread in many
countries to date, and reduced workload due to limitations on elective surgery in
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many institutions, there is more time and opportunity to be proactive in implementing
the measures to mitigate or minimise potential adverse psychological effects and
improve, restore and preserve the well-being of the workforce now and for years to
come (Heath et al., 2020).
The key aspects of resilient responses to Covid-19 are two-fold: 1) having appropriate
and effective governance, and 2) having technical capacity to respond. Of the two,
governance dominates and is the necessary condition for any effective response. The
pandemic has also highlighted the importance of solidarity, both within and between
countries – bringing everyone to a realisation that no one can be truly safe until
everybody is safe. Over the course of the pandemic, the focus on studying resilience
has broadened towards a more holistic recovery that extends beyond the health system
(Sagan et al., 2020). Overall, the mitigating association of higher resilience with lower
probability of anxiety was stronger in older age, with trend level significance for
depression. Another two findings of a study are: (1) People are worried more about
others than about self when reporting Covid-19 concerns; (2) Resilience helps reduce
worries as well as anxiety and depression. Longitudinal studies are needed to address
whether resilience scores are consistent and whether they can predict trajectories of
mental and general health as humanity moves toward the post-pandemic era. The
limitation of the study may be that it is based on the data collected through online
questionnaire uploaded on the website which is seen only by the educated people
(Barzilay et al., 2020).
A person who is already having or is able to develop behaviour and psychological
capabilities to remain unruffled during the time of crisis and able to overcome the
incident and move on without “long-term negative consequences” is considered as
psychologically resilient (Devi, 2020). The findings indicate that the cross-cutting role
(means editing technique to establish action occurring at the same time) of structural
policies and institutions for resilience has been noted through standards and
regulations. Policies can severely limit the scope for flexibility at the level of individuals,
organizations or an entire sector of the economy. Age and education were positively
associated with resilience, while English as a second language was negatively
associated with resilience. Participants who reported needing help from family and
neighbours, total number of days in the lockdown, and higher perceived stress were
also negatively associated with resilience. The technology and ICT tools (e.g., Big
Data Analytics), also in the area of corporate governance, could enrich the information
about variety of subjects involved, thus lending resilient thinking. The key to achieving
resilience is not much in people or technology itself but in the capability to harmonically
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combine both in a coherent whole. One person may be resilient for one incident but
not for another.

Implications for Researchers
Resilience gains importance at the time of crisis. It has been observed that many studies
have been conducted on resilience in other countries, but only a few have been reported
in the Indian context. Number of studies have been conducted on general population
and children during the Covid-19 pandemic. A few studies have also been conducted
on healthcare workers and paramedical staff. This paper was focused on an in-depth
review to facilitate the understanding in terms of its predictors and consequences
based on available literature, and in turn precipitate the ideas about new research
studies. There is a need to conduct the studies on resilience in various situations of
crises and disasters. Many standard tools and techniques are not available to collect
the data on resilience. Thus, the need is felt to develop such tools and techniques.
Researchers should conduct studies on climate change and resilience, loss in
agricultural crops and resilience of the farmers. It is indicated that more studies should
be conducted to examine the role of resilience in the patients having chronic health
problems. Does resilience contribute to happiness in married life? Are people with
higher resilience happier than those having lesser resilience? Does resilience play any
role in interpersonal relationships? Can training help in enhancing the resilience among
less resilient? These are some of the potential questions for researchers to explore and
empower the society to be happier with healthy state of mind. Longitudinal studies
may address the nature of resilience and its cause and effect relationship with the
situational variables. The studies across age groups, gender, urban-rural background,
and stressful life events may also enrich the literature on resilience.
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Women Director Representation in India:
A Study
Tooba Modassir*, Ramesh B**
Abstract
With the objective of promoting gender diversity in corporates in India, the Government of
India introduced the requirement in Section 149 of the Companies Act, 2013,for every listed
company to have at least one woman director on its board. This study ascertains the compliance
of this directive by the Nifty 50 companies listed on the National Stock exchange over the
period of 2013-2020, the trend of women director representation over the last decade and whether
the Nifty 50 companies have gone beyond the minimum stipulated requirement in terms of
women board representation. The study finds that adherence to the requirement laid out in
Section 149 of the Companies Act, 2013 has steadily increased since the Act came into force,
however there isn’t yet complete adherence as on March 2020. Also, whilst in many boards of
Nifty 50 companies the representation of women is greater than the minimum required, it is far
from being an equitable representation of male and female directors. Additionally, there is not
much variance in the female director representation on the boards of Nifty 50 companies as on
March 2020.
Keywords: Gender Diversity, Boards, Women Directors.

Introduction
Boards play an important role in the functioning of the organization - boards are the
apex of the firm’s decision control system (Fama & Jensen, 1983) and responsible for
strategy formulation and monitoring/governance (Jensen & Meckling, 1976). Boards
face complex, multifaceted tasks similar to those of the top management team (Forbes
& Milliken, 1999). Gender diversity on the Boards of corporations is a topic of global
interest. There have been a variety of studies that propound the benefits of gender
diversity in corporates and more specifically the benefits of having gender diversity
at the board level of corporations. An MSCI Research Study conducted in 2016, that
analyzed U.S. companies over a five-year period (2011-2016), showed that having three
or more women on a company’s board of directors helps companies perform better
financially.
* Research Scholar, Department of Management, Goa University, Goa, India
**Professor, Goa Business School, Goa University, Goa, India
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In general, the overall representation of women directors on corporate boards remains
to be low. In light of this countries have taken varied measures to improve the
representation on women on the boards of publicly listed corporates. ‘Softer’ measures
include recommendations in Corporate Governance Codes and ‘comply or explain’
approach; whilst others have legislations that mandate a minimum representation of
women directors on the Board - at least 1 or a quota such as a percentage of the total
board.
In India, there was a requirement introduced in Section 149 of the Companies Act,
2013 mandating every listed company to have at least one-woman director on their
board. SEBI introduced amendments in listing agreement for companies, bringing in
the requirement of appointment of at least one woman director in the board of directors
in all listed companies with effect from October 01, 2014. Later, in order to provide
companies with more time to comply with this requirement, the timeline for adherence
was extended by six months to April 01, 2015. As per The CS Gender 3000 in 2019
Report, on March 2020, 3,205 men held directorships in NIFTY 500 companies
compared to just 590 women representing only 18% of the total directorships.
This study examines the women directorship representation trend over the last decade
in Nifty 50 companies India.

Objectives of the Study
-

To assess the compliance of SEBI guideline regarding mandatory appointment
of at least one woman director by Nifty Fifty Companies over the period of
2011-2020

-

To study the representation trend of women directors in Boards of Nifty 50
companies over lthe period of 2011-2020

-

To study the variance between women representation on Boards of Nifty 50
companies as on March 2020

Review of Literature
The Case for Women Board Representation
There is a vast body of research establishing the varied benefits of having genderdiverse boards. Boards perform a variety of tasks - the nature of the tasks performed
is an important moderator between team composition and effectiveness (Gist, Locke,
& Taylor, 1987; Gladstein, 1984). As distinct sets of board tasks require different skills
115

AIMS Journal of Management, July 2021

for their effective performance, a board with a certain composition may be better at
performing one task than the other (Nielsen & Huse, 2010). Women directors show
specific advantages to board decision-making in board strategic tasks and it can be
expected that boards with a higher ratio of women directors may be more effective in
performing strategic control tasks. (Nielsen & Huse, 2010). Fondas (2000) found that
women directors have higher expectations of board task performance than their male
counterparts.
Skills and behaviors of directors also play a role in their ability and effectiveness in
performing various tasks on the board. In certain situations, there are some gender
related differences between men and women for some behavior and skills (Yukl, 2002)
and that women may behave differently than men and be more effective in the
performance of certain tasks over others (Eagly, Karau, & Makhijani 1995). Women
are particularly valued as board members for their ability to provide strategic input
and generate more productive discourse. Differences in leadership styles between
men and women may have important implications for board processes and board
effectiveness. Women’s enhanced sensitivity towards others and their consideration
of the interests and perspectives of multiple parties enhance board oversight of firm
strategy (Nielsen & Huse, 2010). Women directors play a constructive role in board
deliberations as they “enhance boardroom discussions on account of their superior
listening skills and enhanced sensitivity towards others” (Bilimoria, 2000).
The unique role of women on boards is often reflected in their participative
management style (Pearce & Zahra, 1991). Constructive debate also enhances the
quality of board decision making. Women directors may ask questions more freely
(Bilimoria & Wheeler, 2000). They are more likely to question the conventional wisdom
and speak up when concerned or in doubt about an issue or a managerial decision
(Bilimoria & Huse, 1997; Huse & Solberg, 2006) and when potential for conflict arises,
women may be able to avoid such conflicts based on their higher sensitivity and ability
to resolve interpersonal and task-related disagreements (Nielsen & Huse, 2010).
Women Board Representation - the Global Scenario
Various countries across the world have taken differing approaches towards increasing
gender representation on corporate boards - some have introduced quotas too. Of
particular significance is the European Union (EU) proposed quota, according to which
at least 40% of the non-executive directors of publicly traded European companies
should comprise women by 2020; state-owned companies are expected to achieve
this goal by 2018 (Ibarra, 2012). No agreement was reached on the proposal of a
116

Women Director Representation in India: A Study

Directive, however, several EU Member States took measures to improve genderbalance in their corporate boards.
A report published by Catalyst 2010, summarizes the different legislations and corporate
governance norms across countries - In December 2003 the Norwegian Parliament
amended the Public Limited Companies Act to ensure that by January 1, 2008 women
comprise 40% of board representation of every listed company. As per the European
Union Labour Force Survey (Eurostat), 2009, by February 2008, 93% of the 459 public
limited companies had met the representation requirements stipulated by the Public
Limited Companies Act.
France passed a legislation mandating 40% representation of women on board of
companies listed on the French stock exchange (CAC 40) by 2016. In Finland, effective
January 1, 2010 public companies were required to have at least one woman director
on their board. In 2010, Iceland passed legislation that public limited companies with
50 or more employees must have at least 40% of both genders by 2013.
Data suggests that there is a high degree of compliance with these legislations. As per
The Institutional Investor Advisory Services (IiAS) study on “Corporate India: Women
on Boards” published in May 2020, in USA, women hold 20.4% of the board seats of
R3000 companies, in 2020. In the UK, the 30% Club achieved their stated target of a
minimum of 30% women on the FTSE-350 boards by 2020. In 2018, California became
the first U.S. state to mandate gender quotas for publicly traded companies
incorporated in the state. As per The CS Gender 3000 in 2019 Report, Austria has a
mandatory requirement of 30% board female representation, Belgium 33%, Brazil 40%,
Germany 30%, Italy 33% and Malaysia 30%.
Women Board Representation - Scenario in India
A study conducted in 2014 found the total no of directors on Nifty index were 592 out
of which 41 positions were held by women directors representing only 6.92% of all
directorships. Of the companies listed on the Nifty 50 Index in 2012-13, only 68%
companies had at least one woman director (Sharma, 2014). In 2013, of the Nifty 500
companies, 60.6% had no women directors on their boards, by 2017, 82.8% of previously
non-compliant firms appointed a single woman to their board. 13.6% of these firms had
appointed two or more women to the board (Aguilera, Kuppuswamy & Anand, 2021).
As per The CS Gender 3000 in 2019 Report, on March 2020, the representation of women
directorships was only 18% in NIFTY 500 companies. The Institutional Investor Advisory
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Services (IiAS) study on ‘Corporate India: Women on boards’ published in May 2020 shows
that in Nifty 500 companies, the average board size is 11 members, and the average
number of women per board stands at 1.9. 43% of the boards had two or more women
directors (as on 30 March 2020, up from 21% in March 2017) and 4% of the Nifty 500
boards are chaired by women.
As a whole, whilst there is a high degree of compliance to the requirement in the
Companies Act, 2013 and a marked improvement in women director representation
on the boards of listed companies in India; however, the overall representation on
women on the Boards of listed companies continues to be low.

Research Method
The research has been conducted based on secondary data collected from the published
Annual reports of the Nifty 50 companies as on July 2018 (Companies that comprised
the Nifty 50 Index as on 30th July 2018). Data about the total number of directors on
the board, and number of women directors on the Board has been collected for the
time period 2011-2020.This longitudinal study yields data of approximately 500 firm
years. Descriptive statistics have been used for the presentation and analysis of the
empirical results.

Analysis and Discussion
Observations and Findings
Table 1 shows the women board representation data for the Nifty 50 companies for
the period 2011-2020. Every year the respective company has not been in adherence
of the Companies Act, 2013 requirement, and compliance post the extension granted
in October 2014 has been highlighted.
Figure 1: Number of Companies in Nifty 50 with no Woman Director: 2011-2020
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As we can observe from the data, prior to the amendment of Companies Act, over
50% of the Nifty 50 companies (27 nos.) did not have any women directors in the year
2011. In the year 2013, 38% Nifty 50 companies did not have a woman director. There
was a marked improvement in adherence to the Act post 2014, with only 4 companies
being non-compliant. As on 2020, there are yet 2 companies (2) that are non-compliant
to the requirement of having at least one woman director on the board. These 2
companies are Coal India Ltd. and Yes Bank Ltd.
Figure 2: Percentage of Companies having at least one Woman Director

In the year 2011, just over half the companies Nifty 50 companies had at least 1 woman
director on the board - by the end of the period of this study, this number had grown
to 96% - which allows us to note the impact of the Act.
Figure 3: Number of Nifty 50 Companies with more than 1 Woman Director
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As observed from the data, there has been a sharp increase in the number of companies
that are going beyond the minimum requirement. Over 64% of Nifty companies have
more than one woman director, allowing us to infer that companies are preferring to
go beyond the minimum requirement laid down by the government in the Companies
Act 2013.
The year 2018-19 saw a steep increase in women directors’ presence in boards of Nifty
50 companies, growing from 20 to 34 companies with over 1 woman director.
Figure 4: 10-year trend of Women Board Representation in Nifty 50 companies

The data shows a positive trend and steady growth in the woman director
representation in the boards of Nifty 50 companies. However, the average
representation of women in boards of Nifty 50 companies as on 2020 stands at 18% which is well below the equal representation mark, demonstrating that companies
yet have a long way to go towards having more equitable representation of women
directors on their boards.
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Figure 5: Distribution of Women Board Representation in
Nifty 50 Companies: 2020

The majority of companies are in the 11-15% female director representation range. 46
of the Nifty 50 companies have less than 30% women directors on their boards. Only
3 companies have over a third of women representation on their boards -- these are
Titan Company Ltd., Eicher Motors Ltd. and UltraTech Cement Ltd.
The value of standard deviation is close to zero, which indicates that there is not
much variance in the representation of women in the boards of Nifty 50 companies in
2020, i.e., the performance of the Nifty 50 companies with regards to women director
board representation is largely similar. It is also interesting to note that the average
women board representation is 18% for both Nifty 50 as well as Nifty 500 companies
(top 500 listed companies by market capitalization listed on thr stock exchange),
allowing us to establish that the Nifty 50 companies do not outperform the Nifty 500
on this measure.

Conclusion
The introduction of the requirement of at least one woman director on the board of
every listed company by The Companies Act 2013 has been beneficial in improving
the presence of at least 1-woman director in the boards of the Nifty 50 companies.
Chapter XI of the Companies Act, 2013: Section 172 on Appointment and Qualifications
of Directors prescribes punishment for contraventions of any of the provisions of this
Chapter (Chapter XI of the Act) and for which no specific punishment is provided
therein, 1. The Company; and 2. Every officer of the company who is in default shall
be punishable with fine of not less than Rs. 50,000 which may extend to Rs. 5,00,000.
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However, in the light of the penalties not being substantial vis-a-vis the size/market
capitalization of these Nifty 50 companies, and for a variety of other reasons, there
continue to be some companies that are non-compliant to this requirement, even after
6 years of the Act coming into force.
There is an increasing proportion of companies on the Nifty 50 which exceed this
minimum requirement and have more than one woman director on their board.
However, with just 18% of directorships being held by women, there is much distance
to be covered in terms of having a more equitable women representation on the boards
of these companies. Being amongst the most valuable (by Market Capitalization)
companies listed on the National Stock Exchange, these companies are expected to
lead the way for other public limited companies by taking concrete steps to improve
the representation of women directors on their boards.
They will need to look beyond the minimum statutorily stipulated requirements if
they are to reap the benefits of a truly gender-diverse Board. There is also the need for
continued steps by regulators and investor involvement in ensuring that Corporate
India has better representation of women directors on its boards.

References
Bilimoria, D. & Huse, M. (1997). A qualitative comparison of the boardroom experiences
of US and Norwegian women corporate directors. International Review of Women and
Leadership, 3(2), 63–73.
Bilimoria, D. & Wheeler, J. V. (2000). Women corporate directors: Current research
and future directions. In M. J. Davidson & R. J. Burke (Eds.), Women in management:
Current research issues, Vol. II. London: Paul Chapman Publishers.
Bilimoria, D. (2000). Building the business case for women corporate directors. In R. J.
Burke & M. C. Mattis (Eds.), Women on corporate boards of directors: International challenges
and opportunities, 25–40. Dordrecht: Kluwer Academic Publishers
Eagly, A. H., Karau, S. J., & Makhijani, M. G. (1995). Gender and the effectiveness of
leaders: A meta-analysis. Psychological Bulletin, 117, 125–145.
Fama, E. & Jensen, M. C. (1983). Separation of ownership and control. Journal of Law
and Economics, 26, 301–325.

122

Women Director Representation in India: A Study

Fondas, N. (2000). Women on boards of directors: Gender bias or power threat? In R.
J. Burke & M. Mattis (Eds.), Women on corporate boards of directors: International challenges
and opportunities. Dordrecht: Kluwer Academic Publishers.
Forbes, D. P. & Milliken, F. J. (1999). Cognition and corporate governance:
Understanding boards of directors as strategic decision-making groups. Academy of
Management Review, 24, 489–505.
Gist, M. E., Locke, E. A., & Taylor, M. S. (1987). Organizational behavior: Group
structure, process, and effectiveness. Journal of Management, 13, 237–257.
Gladstein, D. L. (1984). Group in context: A model of task group effectiveness.
Administrative Science Quarterly, 29, 499–517.
Huse, M. & Solberg, A. G. (2006). Gender related boardroom dynamics: How women
make and can make contributions on corporate boards. Women in Management Review,
21(2), 113– 130.
Nielsen, S. & Huse, M. (2010). The Contribution of Women on Boards of Directors:
Going beyond the Surface. Corporate Governance: An International Review, 18(2), 136–
148.
Nielsen, S. & Huse, M. (2010). Women directors’ contribution to board decision-making
and strategic involvement: The role of equality perception. European Management
Review, 7(1), 16-29.
Pearce, J. A. & Zahra, S. A. (1991). The relative power of the CEOs and boards of
directors: Associations with corporate performance. Strategic Management Journal, 12,
135–153.
Sharma, S. (2014). Gender Diversity on Corporate Boards – A Study of NSE Listed
Companies. International Journal of Applied Research and Studies (iJARS), 3(2), 1-7.
Yukl, G. (2002). Leadership in Organizations. Upper Saddle River, NJ: Prentice Hall.

123

AIMS Journal of Management, July 2021

Reports
Corporate India Women on Boards: Institutional Investor Advisory Services, May 2020
European union Labour Force Survey (Eurostat), 2009, Http://epp.eurostat.ec.
europa.eu/cache/ITY_OFFPUB/KS-QA-10-035/EN/KSQA-10-035-EN.PDF
The Tipping Point: Women on Boards and Financial Performance - Women on Boards
Report 2016, December 2016, Meggin Thwing Eastman, Damion Rallis, Gaia
Mazzucchelli
What Happened When India Mandated Gender Diversity on Boards - Ruth V. Aguilera,
Venkat Kuppuswamy, and Rahul Anand, Harvard Business Review, February 2021
Retrieved on 10-Feb-2021 https://hbr.org/2021/02/what-happened-when-indiamandated-gender-diversity-on-boards
Women on corporate boards – Catalyst 2010 census of US fortune 500 companies.
Retrieved on April 13, 2014, from: http://www.catalyst.org/file/413/2010_us_census_
women_board_directors_final.pdf

124

Women Director Representation in India: A Study

Table 1: Women Directors in Nifty 50 Companies: 2011-2020
Sr Company
No.

Sector

Board
Data

2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

1

Adani Ports
and Special
economic
zone

Infrastructure

Board size
9
Women Dir
0
Women Dir % 0%

2

Asian Paints
Ltd.

Consumer

Board size
14
15
Women Dir
2
2
Women Dir % 14% 13%

15 14
14 14 14 14 14
14
2
2
2
2
2
2
2
3
13% 14% 14% 14% 14% 14% 14% 21%

3

Axis Bank
Ltd.

Financial
Services

Board size
15
Women Dir
1
Women Dir % 7%

11
1
9%

14 14
13 13 15 15 14
2
3
3
3
3
3
3
14% 21% 23% 23% 20% 20% 21%

4

Bajaj Auto
Ltd.

Auto

Board size
16
Women Dir
1
Women Dir % 6%

16
1
6%

16
1
6%

16
1
6%

16
1
6%

15
1
7%

15
1
7%

15 19
17
1
3
2
7% 16% 12%

5

Bajaj Finance

Financial
Services

Board size
N/A N/A N/A N/A
Women Dir
N/A N/A N/A N/A
Women Dir %

12
1
8%

13
1
8%

13
1
8%

13 15
13
1
2
2
8% 13% 15%

6

Bajaj Finserv
Ltd.

Financial
Services

Board size
8
Women Dir
0
Women Dir % 0%

8
0
0%

8
9
9
8
8
8
10
9
0
1
1
1
1
1
2
2
0% 11% 11% 13% 13% 13% 20% 22%

7

Bharat
Petroleum
Corp Ltd.

Oil & Gas

Board size
13
Women Dir
0
Women Dir % 0%

13
0
0%

12
0
0%

8

Bharti Airtel

Telecom

Board size
18
16
Women Dir
2
3
Women Dir % 11% 19%

19 16
14 12 12 13 11
11
2
3
3
2
2
2
3
3
11% 19% 21% 17% 17% 15% 27% 27%

9

Bharti infratel Telecom
Ltd

Board size
N/A 10
Women Dir
N/A 1
Women Dir %
10%

10 10
10 10 10 11 11
10
1
1
1
1
1
2
2
2
10% 10% 10% 10% 10% 18% 18% 20%

10

Cipla

Pharma

Board size
10
Women Dir
0
Women Dir % 0%

9
0
0%

11

Coal India
Ltd.

Metals &
Mining

Board size
12
14
Women Dir
3
4
Women Dir % 25% 29%

15 15
3
1
20% 7%

12

Dr.Reddy’s
Laboratories
Ltd.

Pharma

Board size
10
Women Dir
1
Women Dir % 10%

10 10
10
9
10 10 12
10
1
1
1
1
1
1
2
2
10% 10% 10% 11% 10% 10% 17% 20%

125

11
0
0%

10
0
0%

11
1
9%

10
0
0%

10
0
0%

11
0
0%

10
0
0%

11
9
7
8
10
8
1
1
1
1
2
1
9% 11% 14% 13% 20% 13%

11
0
0%

13
0
0%

11
1
9%

14 14 11
9
0
2
1
1
0% 14% 9% 11%

10 10 12 12
6
10
1
3
4
4
3
2
10% 30% 33% 33% 50% 20%
8
12 10 16
1
2
1
0
13% 17% 10% 0%

17
0
0%

16
0
0%
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13

Eicher Motors Auto
Ltd.

Board size
6
Women Dir
0
Women Dir % 0%

6
0
0%

7
0
0%

6
0
0%

6
6
6
5
4
6
1
1
1
1
2
2
17% 17% 17% 20% 50% 33%

14

GAIL India
Ltd.

Oil & Gas

Board size
14
Women Dir
0
Women Dir % 0%

15
1
7%

11
1
9%

11
1
9%

6
0
0%

10
0
0%

12
1
8%

14 17
16
1
2
3
7% 12% 19%

15

Grasim

Cement

Board size
12
Women Dir
1
Women Dir % 8%

12
1
8%

12
1
8%

12
1
8%

14
1
7%

14
1
7%

15
1
7%

12 14
11
1
3
3
8% 21% 27%

16

HCL
Technologies
Ltd.

IT

Board size
9
9
Women Dir
1
1
Women Dir % 11% 11%

12 10
9
10 11 11 10
12
2
2
2
2
2
3
3
3
17% 20% 22% 20% 18% 27% 30% 25%

17

HDFC Bank
Ltd

Financial
Services

Board size
11
Women Dir
1
Women Dir % 9%

11
1
9%

11
1
9%

11
1
9%

10 11 12
3
4
4
2
2
2
1
1
1
20% 18% 17% 33% 25% 25%

18

Hero
Motocorp
Ltd.

Auto

Board size
N/A N/A
Women Dir
N/A N/A
Women Dir %

11
0
0%

11
0
0%

12
1
8%

19

Hindalco
Metals &
Industries Ltd. Mining

Board size
10
10
Women Dir
1
1
Women Dir % 10% 10%

11
1
9%

11
1
9%

10 10 10 12 13
12
1
1
1
2
2
2
10% 10% 10% 17% 15% 17%

20

Hindustan
Petroleum
Corp Ltd.

Oil & Gas

Board size
10
Women Dir
1
Women Dir % 10%

15
1
7%

13 10
10
9
10 13 12
10
1
1
1
2
2
2
1
1
8% 10% 10% 22% 20% 15% 8% 10%

21

Hindustan
Unilever Ltd.

Consumer

Board size
9
Women Dir
0
Women Dir % 0%

9
0
0%

8
0
0%

8
0
0%

9
9
9
10 10
10
1
1
1
1
1
1
11% 11% 11% 10% 10% 10%

22

Housing
Development
Fin Corp Ltd.

Financial
Services

Board size
14
Women Dir
1
Women Dir % 7%

14
1
7%

14
1
7%

12
1
8%

12
1
8%

23

ICICI bank
Ltd

Financial
Services

Board size
12
Women Dir
1
Women Dir % 8%

12
2
17%

15 15
3
2
20% 13%

12 14 14 13 13
12
1
2
2
3
3
3
8% 14% 14% 23% 23% 25%

24

Indiabulls
Housing
Finance Ltd.
Indian Oil
Corporation

Financial
Services

Board size
N/A N/A
Women Dir
N/A N/A
Women Dir %
Board size
17
18
Women Dir
2
3
Women Dir % 12% 17%

12
0
0%
15
1
7%

11
1
9%
6
0
0%

Board size
9
Women Dir
0
Women Dir % 0%

10
9
8
9
9
8
10
9
1
1
1
1
1
1
2
2
10% 11% 13% 11% 11% 13% 20% 22%

25

26

Oil & Gas

Indusind Bank Financial
Ltd
Services

126

9
1
11%

12
0
0%
12
1
8%

11 10 11 10
8
1
1
1
1
1
9% 10% 9% 10% 13%

11
1
9%

11 10 10
10
1
1
2
2
9% 10% 20% 20%

11 12 13
1
2
1
9% 17% 8%
12 13 22
0
2
2
0% 15% 9%

11
11
1
1
9% 9%
16
14
1
2
6% 14%
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27

Infosys Ltd.

IT

Board size
15
Women Dir
1
Women Dir % 7%

15
1
7%

17 15
11 10 11
9
9
9
2
3
3
3
3
3
3
2
12% 20% 27% 30% 27% 33% 33% 22%

28

ITC Ltd.

Consumer

Board size
16
Women Dir
0
Women Dir % 0%

16
0
0%

18
1
6%

15
1
7%

16
1
6%

29

Kotak
Mahindra
Bank Ltd.

Financial
Services

Board size
9
Women Dir
0
Women Dir % 0%

9
0
0%

9
0
0%

9
0
0%

10 10 10
9
8
10
1
1
1
1
1
1
10% 10% 10% 11% 13% 10%

30

Larsen &
Toubro Ltd.

Infrastructure

Board size
16
Women Dir
0
Women Dir % 0%

16
0
0%

16
0
0%

15
0
0%

17 21 20 22
0
2
2
2
0% 10% 10% 9%

31

Lupin Ltd.

Pharma

Board size
11
10
Women Dir
2
2
Women Dir % 18% 20%

10 10
10 12 12 11 10
11
2
2
2
2
2
2
3
3
20% 20% 20% 17% 17% 18% 30% 27%

32

Mahindra and Auto
Mahindra Ltd.

Board size
12
Women Dir
0
Women Dir % 0%

12
0
0%

14 14
2
1
14% 7%

13
1
8%

11
1
9%

12 10
8
9
1
1
1
2
8% 10% 13% 22%

33

Maruti Suzuki Auto
India Ltd.

Board size
6
Women Dir
0
Women Dir % 0%

6
0
0%

13
1
8%

12
1
8%

12
1
8%

12
1
8%

12
1
8%

8
0
0%

34

NTPC Ltd.

Power

Board size
21
Women Dir
1
Women Dir % 5%

14
1
7%

21
1
5%

23
1
4%

13
1
8%

13
1
8%

13
1
8%

16 18
14
1
2
2
6% 11% 14%

35

ONGC Ltd.

Oil & Gas

Board size
12
15
Women Dir
2
3
Women Dir % 17% 20%

13
0
0%

16
0
0%

9
12
1
0
11% 0%

9
0
0%

16 18
10
1
2
1
6% 11% 10%

36

Power Grid

Infrastructure

Board size
8
Women Dir
0
Women Dir % 0%

9
2
22%

14 15
2
2
14% 13%

12
7
7
9
11
10
1
1
1
1
1
1
8% 14% 14% 11% 9% 10%

37

Reliance
Oil & Gas
Industries Ltd

Board size
13
Women Dir
0
Women Dir % 0%

13
0
0%

13
0
0%

14
0
0%

13
1
8%

38

SBI

Financial
Services

Board size
14
Women Dir
1
Women Dir % 7%

14
0
0%

16
0
0%

17
1
6%

15 14 12 12 14
1
2
2
1
2
7% 14% 17% 8% 14%

39

Sunpharma

Pharma

Board size
9
Women Dir
0
Women Dir % 0%

9
0
0%

8
9
9
9
10
6
8
8
0
1
1
1
1
1
1
1
0% 11% 11% 11% 10% 17% 13% 13%

40

Tata
Consultancy
Services Ltd.

IT

Board size
12
Women Dir
1
Women Dir % 8%

14
1
7%

11
1
9%

127

11
1
9%

11
1
9%

15 14 13 13
14
1
2
3
3
2
7% 14% 23% 23% 14%

14
1
7%

14
1
7%

18
18
1
2
6% 11%

7
13
0
2
0% 15%

14 14
14
1
2
3
7% 14% 21%
14
1
7%

11 10 10 11
9
1
1
1
2
2
9% 10% 10% 18% 22%
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41

Tata Motors

Auto

Board size
11
Women Dir
0
Women Dir % 0%

6
0
0%

13
0
0%

12
1
8%

11
1
9%

12 10 10 11
7
1
1
1
3
2
8% 10% 10% 27% 29%

42

Tata Steel ltd

Metals &
Mining

Board size
11
Women Dir
0
Women Dir % 0%

12
1
8%

14
1
7%

15
1
7%

13
1
8%

12
1
8%

43

Tech
IT
Mahindra Ltd

Board size
13
Women Dir
0
Women Dir % 0%

13
0
0%

12 10
10 10 10 10 11
13
0
1
1
1
1
1
2
3
0% 10% 10% 10% 10% 10% 18% 23%

44

Titan
Company
Ltd.

Consumer

Board size
16
13
Women Dir
3
3
Women Dir % 19% 23%

14 14
12 13 12 11 12
13
4
4
4
4
4
2
2
4
29% 29% 33% 31% 33% 18% 17% 31%

45

UltraTech
Cement Ltd.

Cement

Board size
12
Women Dir
1
Women Dir % 8%

12
1
8%

46

UPL Ltd.

Agrochemicals

Board size
12
12
Women Dir
2
2
Women Dir % 17% 17%

12 13
13 10 12 12 11
10
2
2
2
2
2
2
2
3
17% 15% 15% 20% 17% 17% 18% 30%

47

Vedanta Ltd.

Metals &
Mining

Board size
6
Women Dir
0
Women Dir % 0%

6
0
0%

6
9
7
8
8
9
10
6
0
1
1
2
2
2
2
1
0% 11% 14% 25% 25% 22% 20% 17%

48

Wipro Ltd.

IT

Board size
11
Women Dir
0
Women Dir % 0%

11
0
0%

13
0
0%

49

Yes Bank Ltd.

Financial
Services

Board size
N/A N/A
7
9
9
10
7
11 12
Women Dir
N/A N/A
1
1
1
1
0
2
2
Women Dir %
14% 11% 11% 10% 0% 18% 17%

50

Zee
Consumer
Entertainment
Entp Ltd.

Board size
7
Women Dir
0
Women Dir % 0%

Data Sourced from Annual Reports of companies

128

12
1
8%

6
1
17%

12
1
8%

13
1
8%

11
1
9%

11
1
9%

11
8
1
1
9% 13%

13 11 12 12 12
9
3
3
3
4
5
4
23% 27% 25% 33% 42% 44%

10 13 10 10 11
11
1
1
1
1
2
2
10% 8% 10% 10% 18% 18%
9
0
0%

6
9
8
8
8
8
8
8
1
1
1
1
1
1
1
1
17% 11% 13% 13% 13% 13% 13% 13%
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Table 2: Board Representation of Women in the Boards of
Nifty 50 Companies in 2020
Sr. Company
No.

Sector

Board –
Total
Directors
(nos.)

Board –
Female
Directors
(nos.)

Women
Board
%

Women
per
director

Deviation
from
Mean

1

Adani Ports and
Infrastructure
Special economic Zone

8

1

13%

0.0013

(0.0005)

2

Asian Paints Ltd.

Consumer

14

3

21%

0.0021

0.0003

3

Axis Bank Ltd.

Financial Services

11

1

9%

0.0009

(0.0009)

4

Bajaj Auto Ltd.

Auto

17

2

12%

0.0012

(0.0006)

5

Bajaj Finance

Financial Services

13

2

15%

0.0015

(0.0003)

6

Bajaj Finserv Ltd.

Financial Services

9

2

22%

0.0022

0.0004

7

Bharat Petroleum
Corporation Ltd.

Oil & Gas

9

1

11%

0.0011

(0.0007)

8

Bharti Airtel

Telecom

11

3

27%

0.0027

0.0009

9

Bharti Infratel Ltd

Telecom

10

2

20%

0.0020

0.0002

10

Cipla

Pharma

10

2

20%

0.0020

0.0002

11

Coal India Ltd.

Metals & Mining

16

0

0%

0.0000

(0.0018)

12

Dr.Reddy’s
Laboratories Ltd.

Pharma

10

2

20%

0.0020

0.0002

13

Eicher Motors Ltd.

Auto

6

2

33%

0.0033

0.0015

14

GAIL India Ltd.

Oil & Gas

16

3

19%

0.0019

0.0001

15

Grasim

Cement

11

3

27%

0.0027

0.0009

16

HCL Technologies Ltd. IT

12

3

25%

0.0025

0.0007

17

HDFC Bank Ltd

Financial Services

4

1

25%

0.0025

0.0007

18

Hero Motocorp Ltd.

Auto

8

1

13%

0.0013

(0.0005)

19

Hindalco Industries
Ltd.

Metals & Mining

12

2

17%

0.0017

(0.0001)

20

Hindustan Petroleum
Corp Ltd.

Oil & Gas

10

1

10%

0.0010

(0.0008)

21

Hindustan
Unilever Ltd.

Consumer

10

1

10%

0.0010

(0.0008)

22

Housing Development Financial Services
Finance Corp Ltd.

10

2

20%

0.0020

0.0002

23

ICICI bank Ltd

12

3

25%

0.0025

0.0007

Financial Services
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24

Indiabulls Housing
Finance Ltd.

Financial Services

11

1

9%

0.0009

(0.0009)

25

Indian Oil Corporation Oil & Gas

14

2

14%

0.0014

(0.0004)

26

Indusind Bank Ltd

Financial Services

9

2

22%

0.0022

0.0004

27

Infosys Ltd.

IT

9

2

22%

0.0022

0.0004

28

ITC Ltd.

Consumer

14

2

14%

0.0014

(0.0004)

29

Kotak Mahindra
Bank Ltd.

Financial Services

10

1

10%

0.0010

(0.0008)

30

Larsen & Toubro Ltd.

Infrastructure

18

2

11%

0.0011

(0.0007)

31

Lupin Ltd.

Pharma

11

3

27%

0.0027

0.0009

32

Mahindra and
Mahindra Ltd.

Auto

9

2

22%

0.0022

0.0004

33

Maruti Suzuki
India Ltd.

Auto

13

2

15%

0.0015

(0.0003)

34

NTPC Ltd.

Power

14

2

14%

0.0014

(0.0004)

35

ONGC Ltd.

Oil & Gas

10

1

10%

0.0010

(0.0008)

36

Power Grid

Infrastructure

10

1

10%

0.0010

(0.0008)

37

Reliance
Industries Ltd

Oil & Gas

14

3

21%

0.0021

0.0003

38

SBI

Financial Services

14

1

7%

0.0007

(0.0011)

39

Sunpharma

Pharma

8

1

13%

0.0013

(0.0005)

40

Tata Consultancy
Services Ltd.

IT

9

2

22%

0.0022

0.0004

41

Tata Motors

Auto

7

2

29%

0.0029

0.0011

42

Tata Steel ltd

Metals & Mining

8

1

13%

0.0013

(0.0005)

43

Tech Mahindra Ltd

IT

13

3

23%

0.0023

0.0005

44

Titan Company Ltd.

Consumer

13

4

31%

0.0031

0.0013

45

UltraTech cement Ltd.

Cement

9

4

44%

0.0044

0.0027

46

UPL Ltd.

Agrochemicals

10

3

30%

0.0030

0.0012

47

Vedanta Ltd.

Metals & Mining

6

1

17%

0.0017

(0.0001)

48

Wipro Ltd.

IT

11

2

18%

0.0018

0.0000

49

Yes Bank Ltd.

Financial Services

9

0

0%

0.0000

(0.0018)

50

Zee Entertainment
Enterprises Ltd.

Consumer

8

1

13%

0.0013

(0.0005)

Mean

0.0018

Mean Deviation

0.0007

Standard Deviation

0.00085
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Workplace Spirituality as Mantra for
Engaged Employees
Anita Pareek*, Sujata Mangaraj**
Abstract
This paper aims to study the various dimensions of workplace spirituality and its effect on
employee engagement. The paper is based on review of extant literatures. The scholarly articles
which are scrutinised for this study are picked on and after 1999-2019 only. In this context, the
articles which primarily focus the author’s critical viewpoint are selected for this review work.
Thus this article not only explains workplace spirituality vividly but also focuses on its
dimensions today as well as its effect on employee engagement. The topic workplace spirituality,
its dimensions and effect on employee engagement selected in this review is based on ten scholarly
articles only and should be examined according to the mentioned sphere of the study. By
understanding and analysing the spirituality climates, managers and organizations can enhance
organizational commitment and, in-turn, individual as well as organizational performance.
Employee feel more contented in an organization who can understand their spiritual needs,
this also provides psychological peace and safety which ultimately make them feel more respected
and brings belongingness among employees. Ten articles which are closely related to the context
of this study are scrutinised this paving way for further research in this area.
Keywords: Workplace Spirituality, Employee Engagement, Management Science,
Personal Needs.

Introduction
Work has occupied a prominent position in today’s fast growing world. Organizations
have become significant community for individuals, where they spend most of their
time neglecting other spheres of life (Klerk, 2005). Excessive time is devoted at work
and associated activities with work, and even at leisure. Researchers like Sharabi (2009)
and Garcia-Zamor (2003) stated in their study that a big chunk of employee population
wish to estimate the meaning in their work. Although working people also have desires
to fulfil their mental and spiritual requirement they are mostly unable to do so because
* Cuttack , Odisha. Email id- anitapareek005@gmail.com
**Director cum Dean (Academics), Bhavan’s Centre for Communication & Management,
Bharatiya Vidya Bhavan, Plot No.9, Kharvel Nagar, Bhubaneswar-751001
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of hectic time constraints. Thus in this response to this, many organisations today
are initiating their focal point on generating a work surrounding that evokes a higher
feeling of serenity, meaning and purpose to work as well as their mind. Many corporate
are thoroughly encouraging the development of such new trend because they strongly
believe that a humanistic work environment can create a win-win situation for both
employees as well as the organisation (Garcia-Zamor, 2003).
Spirituality at work-place is connected to both , the individual as well as organizations
seeking the work to be a spiritual path, or as an opportunity of growth and contribution
to the society in a very meaningful way (Gull & Doh, 2004; Kumar & Kumar, 2014;
Pradhan & Jena, 2016). It talks about care, support and compassion of others; about
the integrity and people being true to self and others. Spirituality at work-place, have
quietly flourished for decades into a well-established trend that is about to transform
into a massive trend. Many organizations are nowadays affected by chunk of demotivated employees who lack a deep sense of commitment towards the organizational
purpose and vision at par. The fact being, most of employees consider work as only a
means to earn livelihood. The main reasons being the present motivational paradigm
does not include the mental and spiritual dimension of employees, and because of
this missing link in the current scenario, organizations are face low motivated and
less engaged employees. This leads to underperformance and ineffectiveness among
employees.
Spiritually centred organisation will promote individual-organisation fit thus leading
to increase in the productivity and minimization of employee turnover (Gull and Doh,
2004). From the perspective of Human resource, spiritual practices provide a strong
support to its mission and value (Izzo & Klein, 1998). With the exploration of meaning
behind the workplace spirituality, which exist in the form of trust, confidence, respect
and courage; it is by virtue that a sense of organisational citizenship behaviour gets
reinforced in them (Turnley et al., 2003). This was widely accepted by many researchers
that this concept of “workplace spirituality” which begun only as a focus of dialogue
in minority of ‘new age’ theorists has today become a ‘critical management issue’
across the globe. Thus, spirituality at workplace helps the employees to perform better
and keep an individual engaged in work so as it leads to individual growth as well as
growth of the organization.

Method
The online data base of Emerald Insight and Google scholar were searched using the
keyword “spirituality at workplace” and “workplace spirituality and employee
132
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engagement”. The articles published from the year 1999-2019 only were selected for
this review work. The keyword search showed huge number of articles related to
workplace spirituality but the prime focus was laid on the particular topic and relevant
articles only were selected. Eight articles were selected from Emerald Insight which
were closely relevant to the key area. In the database of Google scholar, two scholarly
articles were selected based on their close association with the sphere of study while
avoiding repetition of the same articles. Total of Ten scholarly articles were chosen to
be scrutinised based on the area of this review work. Table I presents the summary of
the search performed for the articles and Figure.1 reveals the review methodology.
The articles which were found redundant in the selected databases were eliminated.
The papers focusing on importance of spirituality at workplace, dimensions of
workplace spirituality and its effect on employee engagement were chosen for the
study.
The Year-wise analysis of papers is given in Figure.2. The analysis shows a notable
growth in workplace spirituality papers after 2008 which shows that this concept is
gaining importance day by day, especially so in the past 10 years. The pool of selected
articles extracted for the study are relevant for this study/review only.
Table 1: Database used for Review of Literature
Database

No. of articles reviewed

Frequency

Emerald Insight

8

80%

Google Scholar

2

20%

10

100%

Total

133
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Figure 1: Research Method for Selection of Articles
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Figure 3: Year-wise Graphical Representation of Articles

Table 2: Type and Focus of Research Papers
Sl.

Author

Title

Approach

No

F/T

1

Burack, E.H. (1999)

Spirituality in the
workplace

2

Millman et al. (2003)

Workplace spirituality
and employee work
attitudes An exploratory
empirical assessment

3

Rego et al. (2008)

Workplace spirituality
and organizational
commitment: an
empirical study

4

Daniel, J.L. (2010)

The effect of workplace
spirituality on team
effectiveness

5

(Osman Gani
et al. 2013)

Establishing linkages
between religiosity and
spirituality on employee
performance
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6

Pardasani et al. (2014)

Facilitating workplace
spirituality: lessons
from Indian spiritual
traditions

7

(Sharma & Raney,
2014)

Role Of Spirituality
At Workplace

8

Pawar, B.S. (2016)

Workplace spirituality
and employee
well-being: an empirical
examination

9

(Jena & Pradhan,
2018)

Workplace spirituality
and employee
commitment: the role of
emotional intelligence
and organisational
citizenship behavior in
Indian organisations

(Rathee & Sharma,
2019)

Workplace Spirituality
as a Predictor of
Employee Engagement

10













































Abbreviations used:
F/T – Frame work / theory
S- Survey / Empirical study
R- Review / Comprehensive Summary of Articles w.r.t. Author, Title, Approach
Focus: 1- Meaning of workplace spirituality
Focus: 2- Dimensions of spirituality at workplace
Focus: 3- Effect of workplace spirituality on employee engagement
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Table 3: Research Issues and Questions
Phase

Representative Article

Research issue

Research Question

Meaning of
workplace
spirituality
(FOCUS-1)

Burack, E.H. (1999); Millman
et al. (2003); Rego et al. (2008);
Daniel, J.L. (2010); (Osman
Gani et al., 2013); (Sharma &
Raney, 2014) ; Pardasani et al.
(2014); Pawar, B.S. (2016);
(Jena & Pradhan, 2018);
(Rathee & Sharma, 2019).

R11: Lack of focus
on the comparative
definition of
workplace
spirituality by
organisation’s end
with employee’s end.

RQ1: should there be
different definitions of
workplace spirituality
by employer’s end and
employee’s end?

Dimensions of
spirituality at
workplace
(FOCUS -2)

Burack, E.H. (1999); Millman
et al. (2003); Rego et al. (2008);
(Osman Gani et al., 2013);
Pardasani et al. (2014); (Sharma
& Raney, 2014); (Jena &
Pradhan, 2018); (Rathee &
Sharma, 2019).

R12: Lack of focus
on workplace
spirituality with
work life balance as
its dimension.
R13:Lack of study on
workplace
spirituality as
conscientiousness
as its dimension.

RQ2: Is there any
connection between
workplace spirituality
and work life balance?
RQ3: Is there any
connection between
workplace spirituality
and conscientiousness?

Effect of
workplace
spirituality on
employee
engagement
(FOCUS-3)

Burack ,E.H. (1999); Millman
et al. (2003); Rego et al. (2008);
Daniel, J.L.(2010); Pardasani
et al. (2014); (Sharma & Raney,
2014); Pawar, B.S.(2016); (Jena
& Pradhan, 2018); (Rathee &
Sharma, 2019).

R14: Lack of light on
highly engaged
employees effect on
workplace
spirituality.

RQ4: Do over engaged
employees show a
negative work-place
spirituality effect ?

Table 4: Research Objectives
Sl.No

Research Question

Objectives

1

QR1

Meaning of workplace spirituality

2

QR2, QR3

Dimensions of workplace spirituality

3

QR4

Effect of workplace spirituality on employee
engagement
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Review of Literature
The review is segregated into three phases namely:

 Meaning of spirituality at workplace in today’s organizations
Religious standards narrate “Spirituality” as a way of personal transformation.
Enhancing the progress of spirit is as important as development of mind because
spirituality at workplace means people possess both mind and a spirit (Ashmos &
Duchon 2000; Robbins, 2003). In Workplace Spirituality, Work becomes a spiritual
path for the employees to care and nurture themselves also to add to the humanity
factor in a meaningful way. Spirituality at workplace is a medium for individuals
as well as organisations to live in their morals and values copiously in the work
they do in the organization. “It is concern, compassion, care and support of others
about the integrity and individuals being true to themselves and others” (Roof
2015). The Spiritual organisations show the way to the development of the meaning
and purpose in work and thus the employees feel very dedicated and associated
to their respective organisations (Devendhiran & Wesley 2017).
The logic behind this is that the employees are providing their services not only to
earn a good pay package but also to estimate their “potential within, inner
peacefulness, meaningfulness of work and a collaborative atmosphere with peers
and colleagues” (Pradhan & Jena, 2016). Previous research indicates that the
employees with high end spirituality, distinguished their work from their
counterparts in the organisation. In terms of spirituality, employees’ work behaviour
is “caring, serving and transcendent” (Curlin et al., 2007). The task performed by
the employees often receives a way stronger feeling, of meaning and purpose when
they identify their work in a spiritual path/way. There exist various definitions of
workplace spirituality; there is no particular way to explain the concept precisely
(Pardasani et al., 2014). Neck and Milliman (1994) narrated that “spirituality means
to the inner thoughts and find its significance at self-level. Also it is a procedure to
realise and live the personal values that one holds and learns during his life time.
Accordingly, the workplace spirituality can be defined as persistence of an indepth aspect of life which provides nourishment and at the same time gets back
the nourishment from the concept of meaningfulness at work, when it comes to
community context (Neck & Milliman, 1994; Ashmos & Duchon, 2000). It brought
into picture the fact that some people connect spirituality with religiosity while
others keep both these concepts far apart.
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 Dimensions of spirituality at workplace that favour employee engagement
Workplace spirituality in organisations today is a particularly salient issue in both
scientific and practitioner literatures (Heermann, 1997). Considering spirituality
at organization as the related practices as well as values connected to it are found
to be highly influencing variables yet they are visibly withdrawn from today’s
research focus. But these factors are actually are found to be affecting when
interconnected at individual, group level and also the effectiveness of organizations.
Valasek (2009) made a summary of the broad range of definitions on the spirituality
at work-place into seven general categories as: searching for purpose and meaning;
live in peace and harmony with others; individual wholeness and wellness, holistic
approaches; looking for personal growth; values and ethics, integrity and respect,
or values based; faith in the divine; and a strong sense of justice or fairness.
Oler (2004) examined the factors like religiosity and spirituality impacted the
day-to-day practices related to work as well as trustworthiness among leaders
and followers owing to edible services like food as well as director of nutrition
and their juniors. Greater the interest of directors and subordinates to attend
worship services, the higher act of spirituality and attitude are demonstrated at
work. A study conducted by Jayasinghe and Soobaroyen (2009) found that
employees who are more accountable and spiritual in nature are majorly inspired
by feelings like aspirations, trustworthiness, patronage and loyal behaviour which
are considered as structural elements by the researchers. The effect of religiosity is
found to be an essential part in accountable employees in the non-western societies.
McGhee and Grant (2008) established the connection between individual’s
spirituality and the moral conduct at workplace. Aristotelian morality is the
impacting factor that affects spirituality and ethical conduct in business
organizational set-up. Karakas (2009) reviewed about 140 articles on how workplace
spirituality supports organisational performance. He identified three different
perspectives how spirituality benefits employees and supports organisational
performance based on the extant literature: first, spirituality enhances employee
well-being and quality of life; second, spirituality provides employees a sense of
purpose and meaning at work; and finally, spirituality provides employees a sense
of interconnectedness and community.
Meaningful work is a dimension of workplace spirituality as it acts as the
foundation of a spiritual environment at work. It has relatively in-depth connotation
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of meaningfulness in work at individual level. The mentioned particular dimension
of work spirituality represents how the connection of every day task which one
has to perform at self-level. In this light, work combined with spirituality comes
with a supposition that each individual employee working in an organization has
their learned motivations, facts and wishes to get involved in activity that provides
a large meaning to their own and others life (Ashmos & Duchon, 2000; Hawley,
1993).
Community being an essential dimension of workplace has relatedness with others
and this can be anticipated as the ‘sense of community’ (Ashmos & Duchon, 2000).
The above factors of workplace spirituality develops and occurs at the group-level
of human behaviour and is mostly concerned with interactions between employees
and their subordinates and co-workers. Alignment with organizational values is
a way to spirituality in the work and is activated when an individual encounters
powerful attachment between individual and organizational goal. The above factors
of organizational spirituality establishes the relation of employees and overall
organizational purpose (Mitroff & Denton, 1999). Hence such interrelations
establish the thought that the individual level goals should be of less importance
compared to aim of contribution towards society and others.

 Effect of workplace spirituality on employee engagement
A study by Sarmiento et al. (2007) advocated that the performance of an employee
is an outcome of these two aspects (at a minimum): the skill-set which is a natural
or acquired one and a stimulating motivation to use such skill-set and show a
better performance. Additionally, a huge number of authors believed that the
employees can help to improvise their business performance through
implementation of innovative ideas which can be the elementary building stones
for creating wide range of products, working methods as well as services. In contrast
to this thought, many academicians believe that employees who are creative and
innovative in approach help to attain organisational goals and success (Axtell
et al., 2000; Smith, 2002). Previous studies (Anderson et al., 2004) indicated that
employees’ positive behaviour depends greatly on the interaction with others in
the organizational set-up.
In the similar light some other researchers have strongly advocated that spiritual
employees, the satisfaction level of employee’s job and the meaningfulness they
find in work are some of the most critical elements for futuristic organisational
life and foremost for social evolution at societal level (Giacalone & Jurkiewicz,
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2003). Relating to this context, empirical findings of Komala and Ganesh (2007)
using correlation reflected that there exists a positive correlation among various
factors of spirituality (at individual level) with satisfaction at work and engagement
of employees (p.128). Adding on to this, there are some research works and
literature which draw attention towards the notion that organisations, where
employees adapt and reflect the essence of spirituality are marked with higher
productivity at work as stated by Garcia-Zamor (2003) and also enhances employee
engagement as found by Connolly and Myers (2003). As stated by High
performance and also developing tolerance power to cope up with situations and
be less reactive to stressful events.
There are many studies found highlighting spiritual and religious aspect at
workplace. Out of which the earliest studies are conducted in empirical mode by
Mitroff and Denton (1999) attempted to explore the effect of spirituality by
administering questionnaire amongst top executives and also via interviews of
businesses across the USA. Findings showed that almost all participants believed
in the thought that the highest power is of God over anything, and at least half of
them agreed that they had experienced a positive impact of spirituality while
working. A study by Adams (2008) revealed that there exists a positive correlation
between prayer and motivation. A review of extant literature of 140 articles have
been carried out by Karakas (2009) which aims at the objective of finding out the
supportive connection between workplace spirituality and organization’s
performance. In this study, a total of three dimensions were identified which were:

 A positive impact on the over-all well-being of employees and also enhancing
the quality of life for the employees via workplace spirituality.

 It provides a deeper meaningfulness of work in an organization.
 It brings inter-linkage between both the community and employees.
Conclusion
The aim of this review was to understand spirituality at workplace in the context of
today’s organizations. As it is becoming a growing concern of firm’s nowadays, the
review provides a clarity of meaning and also its dimensions and the impact on
employee engagement. The dimensions are enumerated and the review has shown
employee engagement as a positive predictor of workplace spirituality. Thus, such
concepts act as a boon both for the individual and the organization. The researchers
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should focus on such areas of study and provide deeper insight which will help the
organizations to take measures for greater good of employees and organizations.
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Case Study 01

Sustainability and Environment*
The Teesta-V Case is a lucid success story of the Teesta Hydro power station, located
on the river Teesta in the State of Sikkim. Teesta-V is the first hydropower project
globally to publish results against new performance criteria covering its resilience to
climate change and mitigation of carbon emissions, after the Hydropower
Sustainability Assessment Protocol (HSAP) was expanded in scope in 2018. This case
documents the 12 years long journey of Teesta from 2008 in successfully overcoming
its challenges in reaching the current state and proving its sustainability.

Introduction
Sikkim is one of the northern Indian states with high hydropower potential, and
hydropower is one of the key economic sectors in Sikkim besides agriculture, forestry
and tourism. The state has a low population density and is ethnically diverse. Its
government has promoted hydropower development, partly because of royalties due
to the state. Its development policy is oriented towards a ‘Green State’ with sustainable
development, and it has achieved notable success in organic agriculture, solid waste
management, maintaining high forest cover, and other environmental matter. The
hydropower potential is concentrated along the largest river in Sikkim, the Teesta
River, and some of its tributaries.
Sustainable business strategy is the integration of economic, environmental, and social
aims into a firm’s goals, activities, and planning, with the aim of creating long-term
value for the firm, its stakeholders, and the wider society. Sustainability implies
meeting our own needs without compromising the ability of future generations to
* This case was developed by V. Annapurna (Associate Professor, Siva Sivani Institute of
Management, Hyderabad), V. Jayalakshmi (Associate Professor, Siva Sivani Institute of
Management, Hyderabad), Niloy Sorkar (Assistant Professor, Bharatiya Vidya Bhanvan
Institute of Management Science, Kolkata) during the 2nd Online Case Writing Workshop
organized by the Association of Indian Management Schools (AIMS) from December 14-16,
2020.
The case was compiled and developed from the material gathered during the interview with a
Senior Government Official of the Company. The Case has the approval of the Organization for
publication in original name.
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meet their own needs, in addition to natural resources, social and economic resources.
Teesta-V Power station stands as a testimony to the initiatives that the company had
undertaken to prove its aim and passion in meeting the hydropower sustainability
standards.
Teesta-V Power Station (3x170 MW) is a run of the river scheme with diurnal storage
to harness the hydro power potential of river Teesta for peaking during the lean season,
Teesta-V was commissioned in 2008 as the first large-scale power station in Sikkim. It
is a 510 MW hydroelectric power project, owned and operated by NHPC. It is part of
a cascade of hydropower projects along the Teesta River, most of which are also under
NHPC, the largest and most experienced hydropower company in India.
NHPC Limited (formerly known as National Hydroelectric Power Corp.) was
incorporated in 1975 as a Central Government Enterprise for development of the
hydropower sector. Since then NHPC has become the largest hydropower company
in India. NHPC is a Schedule ‘A’ Enterprise with ‘Miniratna’ status (allowing a certain
financial autonomy) since 2008, with an authorised share capital of INR 150 billion
(equivalent to USD 2.2 billion). NHPC’s total installed capacity is 7,071 MW from 24
projects, including joint ventures as well as one solar and one wind project, and the
company has a pipeline of additional projects under development and construction
Teesta V power station was built to supply power to Sikkim’s Energy & Power
Department and other state-owned distribution companies in the eastern region. Over
the first ten years of operations, NHPC has expanded its activities along the Teesta
River and made significant efforts to mitigate its social and environmental impacts, to
create socio-economic benefits, and to communicate and cooperate with local
communities. Within a distance of 100 km, from Teesta river, the elevation of the Teesta
basin drops from 8,598 meters to 213 meters. A total of 36 projects above 30 MW had
been proposed for the basin at one time. Along the mainstream of the Teesta River,
the different stages of the cascade are numbered from upstream to downstream. Two
projects are operational (1,200 MW Teesta-III by Teesta Urja Ltd., majority owned by
the state of Sikkim, and 510 MW TeestaV by NHPC), one is half-finished by a private
developer and scheduled to be taken over by NHPC (500 MW TeestaVI), and one is
under development by NHPC (520 MW Teesta-IV). Stages I and II have been cancelled
due to the sensitivity of the high alpine environment. Further downstream, after the
river crosses from Sikkim into West Bengal, NHPC operates the two projects Teesta
Low Dam III (132 MW) and Teesta Low Dam IV (160 MW). Below these two projects,
the river enters into the floodplain and eventually flows into Bangladesh.
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Over the first ten years of operations, NHPC has expanded its activities along the
Teesta River and made significant efforts to mitigate its social and environmental
impacts, to create socio-economic benefits, and to communicate and cooperate with
local communities.

Evolution of Electricity
The first documentation in the history of electricity dates all the way back to 500 B.C.
when Thales of Miletus discovered static electricity by rubbing fur on amber. But it
wasn’t until two thousand years later, in the 1600s, that English physician and physicist
William Gilbert published the first theories about electricity in his book, De Magnete.
The next major text about electricity, Experiments and Notes about the Mechanical Origin
or Production of Electricity was published in 1675 by English chemist and physicist
Robert William Boyle. The exploration of electricity went up a notch during the next
century, though and things started heating up. In the early 1700s – decades before
Franklin’s kite – English scientist Francis Hauksbee made a glass ball that glowed
when rubbed while experimenting with electrical attraction and repulsion. The glow
was bright enough to read by, and this discovery would eventually lead to neon lighting
a few centuries later.
Well into the 20th century, most Americans continued to illuminate their homes using
gas lamps. In 1925, only half of American houses had electrical power. Thanks in
great part to FDR’s Rural Electrification Act of 1936, by 1945, 85 percent of American
homes were powered by electricity, with virtually all homes having electricity by 1960.
Initially, electricity was used primarily for lighting. But as appliances like vacuum
cleaners, refrigerators, and washing machines became more popular starting in the
1950s, demand for electricity grew by leaps and bounds. With today’s myriad
appliances and electronic devices, it’s essential to have wiring and components that
can handle the heavy load required to power our modern lives.
As we settle into the 21st century, electricity continues to evolve, yet innovations – at
least when it comes to our sources of power – have come more slowly. Coal, petroleum,
and natural gas have been our primary sources of electrical production since the early
20th century, and alternating current still reigns.
According to the Centre for Climate and Energy Solutions, renewable energy is the
fastest-growing source of electricity in the United States, increasing 67 percent from
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2000 to 2016. Eco-conscious entrepreneurs are committed to the transition from fossil
fuels to renewable electricity – which includes not only wind and solar, but also a
renewed focus on hydroelectric power. As technology improves over the next few
decades, a transition to renewable power sources as our primary producers of electricity
is likely. And, as our appliances – and our homes – get “smarter,” the demand for
electricity and new innovations will continue to grow.
Demonstration of Electricity journey in India
• July 1879 by PW Fleury at Kolkata
• 1882 by BEST at Mumbai
• 1897 First Hydro Electric Power installations at Darjeeling
• 1925 First Electric Train in Mumbai

Diagram: Sources of Electricity Generation
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Growth of In stalled Capacity in India
Year

Coal

Gas

Diesel

1947

756

1974

8652

165

241

2002

62131

11163

2012

112022

2020

205854

Nuclear

Hydro

98

wind

Solar

others

Total

508

1362

640

6966

16664

1135

2720

26269

1667

18381

1200

4780

38990

16896

941

6666

199877

24956

510

6780

45699

38433

36910

15053

374199

105085

Growth of Electricity Consumption (India)
Year

Population
(Cr)

Consumption
(Gwh)

Domestic

Commercial

Agriculture

Industrial

Percapita
(Kwh)

1947

33

4182

10.11%

4.26%

2.99%

70.78%

16.3

1974

60.7

55,557

8.36%

5.38%

11.36%

68.02%

126.2

2002

108.8

374,670

21.27%

6.44%

21.8%

42.57%

671.9

2012

122

785,194

22%

8%

18%

45%

883.6

2019

134.5

1196,309

24.76%

8.@4

17.69

41.16%

1181

Challenges Turned into Opportunities
Procurement of Land: 291 families were affected due to building up of dam and the
power station
Local consent of the people: Very difficult to obtain the local consent, though 191
families accepted, it was difficult to get from the remaining.
1. Land Acquisition
Surveys of private land (including any structures and fruit-bearing trees) required
for the project were done, and compensation values were defined, by the LR&MD
department and the district Land Acquisition Officers of the Districts, for a total of
173 hectares owned by 261 families. 199 of these related to the partial oustees
while 62 were full oustees.
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2. Resettlement/Compensation
The physically displaced families were all offered compensation, permanent
employment with the project, and the opportunity to build new homes in 200 m2
land allotted in NHPC’s resettlement colony, house building grant, free education
and health services. Re-settlers were involved in the choice between potential
resettlement sites (individual plots were selected by drawing lots).
Following handover of plots to re-settlers, there has been no resettlement-specific
coordination mechanism. The resettlement colony has not proved to be attractive
to many families. Therefore, number of families have chosen not to take up
employment offered by the company and not to build homes within the colony,
presumably because they had better alternatives available.
3. Catchment Area Treatment (CAT)
Continuous fertile soil erosion from the catchment of a reservoir may result in the
sedimentation of the same, thereby reducing the efficiency of a project also
adversely affects the agricultural production.
Measures Taken by NHPC
To check the threat of soil erosion, extensive Catchment Area Treatment measures
have been adopted by NHPC at its projects. Various Engineering measures like
check dams, gabion walls, catch water drains, DRSM works; bio-engineering
measures like brushwood/ bamboo check dams, geotextiles, palisade structures
and biological measures like plantation of native tree and horticulture species,
patch sowing, turfing, etc., have been implemented at different projects of NHPC.
4. Biodiversity Conservation
Hydropower projects are usually situated in remote hilly areas such as North and
North Eastern States of India which are generally rich in biodiversity. Such largescale Hydropower projects are big threat to a large variety of floral and faunal
species which grow in this part of the world.
Measures taken by NHPC
At NHPC, this aspect is studied in detail during EIA (Environmental Impact
Assessment) studies at the Survey and Investigation stage of a project. Based on
the findings of EIA studies, project specific conservation measures for biodiversity
conservation are suggested in the EMP (Environmental Management Plan) report.
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The activities include ex-situ conservation measures, viz., development of Botanical
Garden, Arboretum, Butterfly Park, Biodiversity Conservatories, etc., and, in-situ
conservation measures like habitat improvement, preservation of biologically rich
area, anti-poaching activities, etc.
Activities undertaken by NHPC at some of its projects for conservation of
biodiversity are


An orchidarium and arboretum have been developed by the Darjeeling Forest
Division at Reang Block near TLDP-III & IV Power Stations. ·



At Teesta-V Power Station, Sikkim, a butterfly park has been created in
association with State Forest Department for which partial funding was done
by NHPC. Besides this, habitat improvement has been done to preserve local
faunal species, viz., flying fox.

5. Compensatory Afforestation
Hydropower projects require diversion of forest land for project purpose. In order
to compensate the forest land diverted, compensatory afforestation is undertaken
on non-forest land equivalent to the area of forest land diverted or undertaken
over twice the forest land diverted, if done on degraded forest land. It includes
soil conservation and moisture retention measures, plantation of tree species of
local importance, which also provide with nesting grounds for birds, butterflies
and local wildlife. These plantations are of aesthetics importance and also enhance
the environment of the area.
Measures taken by NHPC
Massive afforestation has been undertaken over an area of 13011ha of degraded/
non forest land, in lieu of diversion of 6910 ha of forest land required for 16 NHPC
projects, and , against 2.80 lakhs trees affected, NHPC has planted more than 101
lakh trees at its 16 projects. Beside this, large scale afforestation has been undertaken
by NHPC at its projects under Green Belt Development plan and Voluntary
Afforestation schemes, for which an amount of Rs. 6.41 Cr has been earmarked.
6. Fisheries Management
Any obstructions either natural or damming across a river have adverse effects on
the riverine ecosystem, which in the process have several direct impacts on the
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aquatic living organisms, mainly due to creation of barrier and change in
hydrological regime in upstream and downstream of diversion structure.
Measures taken by NHPC
To minimize the impact of damming of the river on aquatic system including
fisheries, several mitigation measures are taken up at NHPC. At Teesta Low Dam
Stage-III Power Station, West Bengal, a fish way has been provided across the
barrage for movement of migratory Mahseer fish. Two (2) nos. of fish passes have
been provided in the body of cellular wall to allow the fish migration, which are
operated continuously during monsoon season. Lean season discharge of 1.25
cumecs (a cubic metre per second, as a unit of rate of flow of water) is being released
through the fish pass. At Teesta Low Dam Stage-IV Power Station, West Bengal,
based on a site specific study carried by Central Institute of Fisheries Education
(CIFE), Kolkata on biological composition of the riverine fish, an overflow weir
and pool type fish way has been constructed along the RCC dam to facilitate
movement of Mahseer and Snow Trout, etc.
The fish ladder gates are being operated to maintain a water flow varying between
1.25 cumec to 2.1 cumec and the presence of fish have been recorded in the passage.
At Uri Power Station, Stage-I, J&K, based on the study on fish undertaken by
Institute of Freshwater Research, Sweden; University of Kashmir, Srinagar and
NHPC, a fish ladder was designed and constructed across the barrage to facilitate
movement of the fishes. Two numbers of fish ladder gates are kept open during
migrating periods with sufficient discharge in lure water part and in the fish ladder
to ensure favourable conditions for the fish migration.
7. Environmental Flows (e-flows)
Hydropower projects may result in reduction of water flow in the downstream,
which may prove fatal for fish, especially during the lean season. In view of this,
Ministry of Environment, Forests & Climate Change (MoEF & CC), Government
of India has prescribed that certain amount of minimum flow, termed as
Environmental Flow or “e-flows”, is required to be released downstream of a
diversion structure perennially for sustenance of aquatic life. MOEF & CC has
standardized the E-flow norms for hydropower projects, which states that the
minimum environmental flow shall be 20% of the flow of four consecutive lean
months of 90% dependable years, 30% of the average monsoon flow. The flow of
remaining months shall be in between 20-30%, depending on the site specific
requirements.
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Measures taken by NHPC
In case of NHPC Projects, the quantity of e-flow is prescribed either by MoEF&
CC or by State Govt. concerned and it varies across the projects depending on the
downstream usages and site-specific conditions. Accordingly, suitable design
provisions are made in the dam body to ensure continuous e-flow release in the d/
s. At Teesta-V Power Station, Sikkim, for continuous release of environmental
flow, two pipes of flow capacity of 1 cumec each have been embedded in the dam
structure. The flow rate of more than 60 cm/sec is being maintained to avoid any
mosquito breeding in the reservoir.
8. Post-construction Environmental and Social Impact
Once the developmental activities and implementation of Environmental
Management Plans, etc., are completed, it is essential to carry out post construction
Environmental & Social Impact Assessment (E & SIA) studies to ascertain whether
the objectives envisioned during the conceptualisation and construction phase of
a project have been achieved to the desired level and whether there has been a
change in the environmental and social scenario of the area due to the
implementation of environmental conservation and social developmental
interventions. Post-construction E & SIA also essentially ascertains various benefits
accrued over the time due to coming up of project in the area, determine the “lessons
learned” and to apply those lessons in future decision making, so as to sustain the
project in an environmentally benign and socially responsive manner. As per the
provisions of NHPC’s Corporate Environment Policy, 2016 and as per the
requirement of Ministry of Environment, Forests & Climate Change (MoEF & CC),
post-construction E & SIA studies are being got conducted by NHPC for its Power
Stations. Such assessment has been carried out at Sikkim for Teesta-V (510 MW),
Sikkim.
The findings of the Post-Construction E&SIA studies have shown that there has
been a positive impact of the project on the environmental and social dynamics of
the project’s area and its vicinity. The performance evaluation undertaken based
on certain indicators and parameters shows that various Environmental
Management Plans implemented at the project fall under very good to excellent
categories. Also, based on the calculation of Human Development Index of the
affected villages, the quality of life of the PAFs residing in the affected villages is
of good quality.
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Impact of the Project
The most significant impacts of the project are related to


The loss of agricultural and forest land, with a total of 261 families whose
land was partially or totally acquired;



Changes in the Teesta River which flows north to south from the high
Himalayas into the plains of Bengal; and



Impacts on the traditional way of life in Sikkim’s mountain communities.

At the same time, the project has provided significant socio-economic benefits,
including low-cost electricity and employment.

Project Cost
The completion cost of Teesta-V was INR 26.6 billion or USD 674 million (at exchange
rate Jan 1, 2008), about 21% more than the budget initially approved by the GoI, mainly
due to price escalation. A detailed report was prepared to justify this cost overrun,
and approved by the Ministry of Power.

Sources of Finance
About 42% of the investment was provided as equity, 30% as domestic loans (largely
from the Indian public corporations LIC (Life Insurance Corp) and PFC (Power Finance
Corp), and 27% denominated in Yen from a consortium of 6 international lenders led
by Deutsche Bank, over 16 years and now fully repaid.

Revenues
The bulk of NHPC’s revenue comes from selling energy from its operating hydropower
plants including Teesta-V to bulk customers/off-takers, mainly state-owned utilities.
For Teesta-V, the main off-takers are from West Bengal, Orissa – renamed Odisha in
2011 -, Bihar, Jharkhand and Sikkim. NHPC holds PPAs with these entities to supply
power for 35 years, from commissioning in 2008 to 2043.
In India, the Central Electricity Regulatory Commission (CERC) determines the tariffs
for individual power plants under the provisions of the Electricity Act, 2003. CERC
regularly updates the terms and conditions for determination of tariff of the generating
companies and interstate transmission systems under its jurisdiction. In March 2019,
a new set of regulations were enacted which will be used to determine tariffs for all
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power stations, including Teesta-V, for the five-year period from April 2019 to March
2024.
Like other hydropower projects in India, the tariff of Teesta-v comprises capacity and
energy charges (50/50). Capacity charges are determined based on the annual fixed
cost (AFC) and directly linked to the Plant Availability Factor (PAF) which is certified
by Eastern Regional Load Despatch Centre (ERLDC). Energy charges are determined
based on actual energy generation compared with design energy.
Because of a 35-year tenure of the PPAs, off-takers are contractually required to pay
the tariff as determined by CERC, leaving Teesta-V financially unaffected.

Risks
A number of risks affect the financial viability of hydropower operations. To name a
few,


cost overrun,



delayed payments by off-takers,



difficulties in entering into PPAs for power stations with high costs, and
opposition to hydropower development,



surge in power demand,



changes in hydro power competitiveness, and



transmission cost.

Exposure to exchange and interest rate risks is reduced by focusing on lending
denominated in INR, and preferring fixed over variable rates.

Insurance
NHPC holds a comprehensive ‘mega risk’ insurance policy which covers all power
plants including Teesta-V. It provides protection against physical loss or damage to
all properties and equipment due to any natural (such as floods, earthquake) or manmade events (such as terrorism). It also covers loss of income/business interruption
due to physical loss and damage to any equipment.
NHPC has recently set up a contingency Emergency Relief Fund, administered jointly
with the GoS, of INR 5 million (USD 72,000) to fund any emergency measures. There
is also a National Disaster Response Fund for rapid responses to natural disasters.
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Distribution
Evacuation of power from the delivery point of the relevant NHPC power station to
the bulk power customers is done through the transmission system of Power Grid
Corp. of India Ltd.

Competitors
Public (Teesta Urj Ltd - A Sikkim govt project) and Private (later acquired by NHPC)
companies.
Adani Green, NTPC, Adani Transmission,Tata Power Co.
Teesta’s Sustainability Assessment
Teesta-V operates with a mission to achieve excellence in the development of clean
power at international standards. Following this mission and vision in letter and spirit,
NHPC sought a hydropower sustainability assessment of the Teesta-V Power Station
in 2019, using the Hydropower Sustainability Assessment Protocol (HSAP).

About HSAP
The Hydropower Sustainability Assessment Protocol (HSAP) is the leading
international tool for measuring the sustainability of hydropower projects, having
been applied in more than 25 countries. It offers a way to benchmark the performance
of a hydropower project against a comprehensive range of environmental, social,
technical and governance criteria. Assessments are based on objective evidence and
the results are presented in a standardised report. The HSAP is one of two
complementary assessment tools - including the Hydropower Sustainability ESG Gap
Analysis Tool (HESG) - used to measure performance against a set of Hydropower
Sustainability Guidelines on Good International Industry Practice (HGIIP).These
assessment tools are governed by the Hydropower Sustainability Assessment Council,
which is composed of representatives of social and environmental non-profit
organisations, governments, commercial and development banks, and the hydropower
sector.
This is the first such assessment in India which itself proved the commitment of NHPC
towards the sustainable development of hydropower. The assessment was conducted
between January and June 2019 and a report has been submitted on the hydropower
sustainability. According to the report, Teesta-V met or exceeded international good
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practice across all 20 performance criteria. Teesta-V Power Station has not only met
basic good practices on all the parameters but it has also met global best practices on
six performance areas, viz., management of asset reliability and efficiency, financial
viability, project benefits, cultural heritage, public health, and erosion and
sedimentation.

Sustainability Profile
Teesta-V meets proven best practice on 6 out of 20 topics, exceeds basic good practice
on 9 topics and meets basic good practice on 5 topics.

Teesta-V is the first hydropower project globally to publish results against new
performance criteria covering its resilience to climate change and mitigation of carbon
emissions, after the Hydropower Sustainability Assessment Protocol (HSAP) was
expanded in scope in 2018.
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Road Ahead
New Initiatives
The Government of India has set targets for establishing the total renewable energy
capacity to almost 175 GW by the end of 2022. NHPC has taken new initiatives in
utilising renewable energy to contribute towards development of huge renewable
energy targets set up by Govt. of India as part of’ ‘ Green Energy Commitment’ and is
making all the efforts to develop the same.
The Renewable Energy Projects (Wind & Solar) under various stages of development
taken up by NHPC.
To diversify in Thermal Power generation, NHPC has signed a tripartite agreement
on 22nd February 2014 at Patna amongst NHPC, Bihar State Power Generation
Company (BSPGCL) & Pirpainti Bijlee Company Pvt. Ltd. (PBCPL) for development
of 1320 (2 x 660) MW Pirpainti Thermal Power Project, District Bhagalpur, Bihar in
joint venture with BSPGCL wherein NHPC will acquire 74% equity share of BSPGCL
in PBCPL and balance 26% equity share will be with BSPGCL.
The commissioning of this project will contribute immensely to the grim power scenario
of the state of Bihar as 85% power generated from the plant shall be purchased by the
state itself.

Lanco Teesta Hydro Power
NHPC’s bid for the Lanco Teesta Hydro Power Ltd. has been approved by the National
Company Law Tribunal. Over the first ten years of operations, NHPC has expanded
its activities along the Teesta River and made significant efforts to mitigate its social
and environmental impacts, to create socio-economic benefits, and to communicate
and cooperate with local communities.

Government Policy on Hydro Power Development
On 26.8.1998, the Government has accorded approval to the policy on Hydro Power
Development.
The object of the Policy is to prevent a decline in hydro share and to undertake measures
for the exploitation of vast hydro-electric potential in the country especially in the
North and North Eastern Regions. Hydro stations now account for only 25% of the
total installed capacity as against the ideal hydro thermal mix of 40:60. As on 31.7.1998,
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15% of this potential has been utilised. With the completion of the hydel projects
under construction, the hydro potential utilised would increase to 22%.
The objectives of the policy are:
(i)

Ensuring targeted capacity addition during 9th Plan;

(ii)

Exploitation of vast hydroelectric potential at a faster pace;

(iii)

Promoting small and mini-hydel projects;

(iv)

Strengthening the role of PSUs/SEBs for taking up new hydel projects; and

(v)

Increasing private investment.

The objectives would be achieved by using the following policy instruments:
(i)

Providing adequate funds in the Central/State Government budget and
organising supplementary funding through Power Finance Corporation.

(ii)

Entrusting basin wise development to Central Hydel Public Sector Corporations.

(iii)

Funding support for Survey and Investigations.

(iv)

Establishing a Power Development Fund by levy of cess on electricity consumed
and using two-third of the proceeds to promote power development by the State
Governments. The remaining one-third will be utilised by the Central
Government for promoting hydel projects in the Central Sector and for
investment in transmission lines for evacuation of power from inter-State mega
hydel projects.

(v)

Providing a differential pricing for peaking power to facilitate greater investment
in hydel projects which have the capability to supply peaking power in a cost
effective manner.

(vi)

Providing an institutional mechanism for dealing with geological risks.

(vii) Utilising the joint venture frame work for promoting hydel projects.
(viii) Simplification of procedures relating to transfer of clearances from State
Government to Central Public Sector Undertakings and State Government to
private sector.
(ix)

Enhancing the ceiling limits for techno-economic clearance by CEA (Central
Electricity Authority (India)) in respect of projects promoted on the MoU route.
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(x)

Transfer of work relating to the development of small hydel projects upto 25
MW capacity from Ministry of Power to Ministry of Non-Conventional Energy
Sources and providing a suitable incentive package.

Questions
1.

What are the challenges faced by a Hydropower Generation Project? Discuss.

2.

Discuss if there is any threat coming up from other renewable sources of energy
like wind or solar energy for the Hydropower Projects.

Teaching Note
Teesta -V Power Station: A Case on Sustainability
The Case Synopsis
Power (Electricity) is probably the most important thing for us now a days. We cannot
even think of our life without it. Power generation capacity in India, since
independence has gone up by 274 times (from 1362 MW in 1947 to 374199 MW in
2020), whereas our population has gone up by almost four times (33 cr to 130 cr). This
clearly shows how industrialization is going on in India. But compared to developed
countries our per capita consumption of electricity is still very low. To sustain this
huge industrialization growth we need more power without doing any harm to our
environment. Hydropower is one of the sources which generate clean energy also at a
very cost effective rate. India has a perfect landscape with combination of river to
generate plenty of hydropower electricity. In this case, our focus is how hydropower
electricity contributes to the overall power generation sector of India and also how
sustainable source it is. Even though overall power generation capacity has gone up
by 274 times, hydropower electricity has gone up by 90 times (500 MW to 46000 MW)
only, which is again approximately 13.5% of overall power generation in India. So,
we need to focus more on Hydropower energy generation.
The Teesta-V is a Hydropower Station. This Case is a lucid success story of the Teesta
Hydro power station, located on the river Teesta in the State of Sikkim. Teesta-V is the
first hydropower project globally to publish results against new performance criteria
covering its resilience to climate change and mitigation of carbon emissions, after the
Hydropower Sustainability Assessment Protocol (HSAP) was expanded in scope in
2018. This case documents the 12 years long journey of Teesta from 2008 in successfully
overcoming its challenges in reaching the current state and proving its sustainability.
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The Target Learning Group
This case can be taught at multiple levels, with focus on different functional areas
varying in depth, depending on the learning outcomes and objectives defined by the
Teacher.
This is a Case that can be in courses like Strategy Management, Sustainability Course,
Human Resource, Financial Management, Leadership, and Operations perspectives.
The case can be taught at the Undergraduate level as well as the Post Graduate Level
and also to the Corporate Executives. The focus of the issues and depth of enquiry can
be moderated depending on the qualifications and caliber of the attendees.

The Learning/Teaching Objectives
After the completion of the Case Study, it would help to —


expose students to a state-of-the-art environmental management system,



enable the students to explore exactly how such a system is built, and



maintain and speculate as to the skills and processes that might be required
to create one from scratch.

The Teaching Strategy
Based on the targeted audience and suggested objectives, the following four main
strategies can be adapted for teaching the case. These strategies could be used
separately or in combination depending on the session (level, depth) and the learning
objectives and outcomes that the teacher would like to convey and achieve.
i.

Sustainability Strategy

ii. Leadership Strategy
iii. Financial Strategy
iv. Quality Strategy

Additional Questions for Discussion
Include a list of questions designed to promote discussion of the key issues within the
case.
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1. What do you understand by Sustainability? How Non-conventional source of
energy is more sustainable than conventional source of energy? Discuss.
2. How does the environment get affected due to the Hydropower Generation Project
and what measures are taken to overcome the situation. What specific measures
have been taken in this case of Teesta - V project?
Analysis of Data
The case is a combination of quantitative and qualitative information and data.
The following tools can be used to analyse the information available in the case.
i.

PESTLE Analysis



Political Aspects: Discuss the GoI policy regarding Hydropower in India.



Economic Aspects: Discuss how cost-effective Hydropower is compared to
other conventional sources of energy.
How Hydropower projects are influencing (Direct or indirect Employment,
etc.) the lives of North-East part of our country.



Social Aspect: How does this industry affect family demographics, education
levels, cultural trends, attitude changes and changes in lifestyles of the local
people?



Technological Aspect: Here we need to discuss about innovations in technology
that may affect the operations of the industry and the market favourably or
unfavourably.



Environmental Aspect: How Hydropower projects balance ecological and
environmental aspects such as weather, climate, environmental offsets and
climate change which may especially affect industries such as tourism, farming,
agriculture and insurance.



Legal Aspects: Different aspects regarding labour laws, Health and safety
Regulations, etc., can be discussed.

Corporate social responsibility (CSR) and sustainability.
ii. SWORT Analysis


Strengths:
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 Apart from the advantage of producing environment friendly power,
advantages of building Dams.
 Explore water quality and habitant suitability, etc.


Weaknesses:
 Does not take into account the relevant biotic and abiotic interactions.
 Lack of clear statistical criteria to assess the models and related thresholds.
 Model assumptions may not be valid in some situation.



Opportunities:
 Attractive for rural electrification.
 Increasing environmental data quality and availability.
 Growing interest and technical advances in ecological modelling.



Threats:
 Abandonment due to arrival of National Grid.
 Poor monitoring, maintenance and repair by community leading to project
failure.

Background Reading
1. S. Madan, S. Manimuthu & S. Thiruvengadam, “History of electric power in India
(1890 – 1990),” 2007 IEEE Conference on the History of Electric Power, Newark, NJ,
2007, pp. 152-165, doi: 10.1109/HEP.2007.4510263. https://ieeexplore.ieee.org/
document/4510263
2. https://powermin.nic.in/en/content/power-sector-glance-all-india

Experience of Using the Case
This is a new case. Yet to be tested in the class.
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Appendix
Teaching Plan [90 minutes Session]
15 min :

Part I – Individual AnalysisAs an Introduction, the Teacher can start the
class with a poll on the perception of the participants on Environmental
management issues. The students should read the case as a pre-read or
in the classroom and individually prepare the highlights of the case.

30 min:

Part II – Group AnalysisAs a part of group activity, the teacher can divide
the class into groups with 4-6 participants and ask them to brainstorm
their thoughts on the case.

30 min :

Part III – Presentation of the Case DiscussionThe representative of each
group has to present the case either through a PowerPoint or extempore.

15 min :

Part IV – Linking the case to Theoretical modelsThe facilitator has to
summarize the observations of the case and link it to the existing
theoretical models, sustainability evaluation standards, as discussed in
the teaching note or any other pertinent models as the facilitator seems
fit. The takeaways to be also highlighted.

164

Case Study 02

Cross Selling Insurance Products*
Background
The Indian Insurance sector is predominantly run by public sector player like LIC in
the Life insurance segment. The private players were allowed post-reforms. Bima
Shree, an insurance company had its operations in India for over twenty years. It
achieved a large base of customers (15 million) spread across the country. It had the
base of over 10,000 employees. The company was struggling to capture the market
share like its other fellow competitors in private sector. The solution was in the practice
of cross-selling. To identify the segment for cross-selling, the company decided to
resort to data analytics with the help of machine learning. The company’s market
analytics team were given the task to come up with a segment where the need of
existing product could be found and placed successfully. The team derived a strategy
and a cluster to reach and cross-sell. The strategy proved successful and the company
was able to achieve the desired level of reach through cross-selling.

Insurance Industry
By the end of 2020, the insurance industry of India included 57 insurance companies,
24 were in the life insurance business, while 33 were non-life insurers. Gross premium
collected by life insurance companies in India increased from Rs 2.56 trillion (US$
39.7 billion) in FY12 to Rs 7.31 trillion (US$ 94.7 billion) in FY20. The insurance industry
in India is expected to reach US$ 280 billion by the end of 2020. Life insurance industry
in the country is expected to grow 12-15% annually over the next three to five years.
Other stakeholders in the Indian Insurance market included agents (individual and
corporate), brokers, surveyors and third-party administrators servicing health
insurance claims. Demographic factors such as growing middle class, young insurable
* This case was developed by Biswajit Rath (Head, Analytics & CRM, Raymond Ltd, Mumbai),
Veenapani (Professor & Director, Department of Business Management, S.N. Vanita
Mahavidyalaya, Hyderabad) Dhara Jha (Asst. Professor, VMPIM, Ganpat University, Gujarat),
Sridevi Tanuku (Associate Professor, Bhavan’s Centre for Communication & Management,
Bhubaneswar), B. Satapathy (Asst Professor (HoD), MBA Gandhi Institute of Technology,
Bhubaneswar) during the 2nd Online Case Writing Workshop organized by the Association of
Indian Management Schools (AIMS) from December 14-16, 2020.
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population, and growing awareness of the need for protection and retirement planning
would support the growth of Indian life insurance.

Bima Shree Insurance
Bima Shree Insurance had its operations in India for over twenty years. It achieved a
large base of customers (15 million) spread across the country. It had the base of over
10,000 employees. The after-tax profit was Rs.100 Crores in FY 2019-20, and it was one
of the major players in the insurance sector. It witnessed around 15% growth in its
premium. It offered health insurance, retirement, saving plans and claims handling
services for individuals. It provided a wide range of insurance products which include
participative, non- participative, ULIP and term policies. ICICI Prudential Life
Insurance, SBI life, HDFC life, TATA AIA and Bajaj Allianz were its major competitors.
From the large database on income band, term band (duration of a policy), age band,
annual premium, sum assured and number of policies, it was inferred that most of
the customers preferred annual single premium payments. Majority of the customers
belonged to the age group of 30-40 years and 40-50 years. Among premium bands,
50% of the customers paid less than Rs.20,000 and 14% paid in the range of Rs.30,000
to Rs.50,000. The ratio for gender of the customer was 72% and 28% for male and
female, respectively. The product’s categorical distribution was having nonparticipative policy as the highest followed by participative, ULIP and Term plans.
The region wise market share had Jammu and Kashmir with 20% share followed by
Uttar Pradesh with 14%, Punjab with 7%, Delhi with 6.5%, Tamilnadu with 6%,
Karnataka with 5.5% and rest by other states. Till 2018, the company launched limited
products across online and offline mode. The company had limited marketing budget
and its major business was driven through intermediaries. The company had spent
meagrely on digital mediums.

Issues and Challenges
Many insurance companies had gone online for payment and other services. Bima
Shree was lagging behind. It knew that the probability of selling an insurance product
to a new prospect was 15-20%, and the probability of selling to the existing customer
was 60-70%. The company already had a large base of customers; hence, as a growth
strategy, it decided to increase its revenues through cross selling and upselling to its
existing customers. Bima Shree had to implement an online platform. It wanted to
increase its revenue by 18% and provide hyper-personalized products to its online
and offline customers. The company wanted to convert offline customers to online.
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The company’s objective was to improve customer satisfaction and increase customer
retention.
To address these issues, the management had to first identify the challenges it needed
to overcome. Bhima Shree had to go for customer profiling and segmentation based
on Geographic, Demographic, Behavioural and Psychographic segments. It needed
to find cross selling opportunities. After lot of deliberations, the management identified
some key questions. To sell a product to a targeted customer called for selecting the
right product, whom should the product be sold to? The selection of customers had to
be decided. When should the product be sold was a very important parameter, the
right timing would increase the probability of purchase, how should the
communication strategy be designed to attract existing customer to pay and buy new
products?

New Strategy
The propensity to buy an insurance product also depended on the stages of life cycle.
The following road map was developed by the company by infusing data from multiple
sources (both internal and external). The enriched tagged data was passed through
machine learning multiclass classification (Par / Non par / Term / ULIP) modelling
and propensity score was identified. The outcome was quite interesting and matched
the initial hypothesis of the analytics team.
Figure 1: Propensity to buy a New Product based on Life Cycle Stages
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Data mining was done on geographic (state, city, density, language, area, and
population), demographic (age, gender, income, education, social status, family size,
life stage and occupation), psychographic (life stage, activity, interest, opinion,
concerns, personality, values, and attitudes), and behavioural (purchases, usages,
intent, occasion, benefits sought, buyer’s stage, user status, life cycle stage and
engagement) data of the customers for segmentation and clustering. Multiple Machine
learning algorithms were carried out and results were studied. Based on the model
parameters and metrics, K-Means Clustering algorithm was chosen. Based on K-Means
algorithm seven distinct clusters were identified with their key characteristics.
Figure 2: Identification of Clusters

All clusters were mapped against three broad categories of geographical spread to
identify the city where the propensity to buy would be high. Clusters were also mapped
against demographic, psychographic and behavioural segments. Several algorithms
were run under Machine Language to identify the optimized solution with a high
response rate. Top three states identified through cluster analysis were Delhi, Karnataka
and Maharashtra to implement the cross-selling and communication strategies. The
metro cities like Mumbai and New Delhi were identified with high potential customers.
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Figure 3: Cluster Performance

Seven significant clusters emerged for online business. Out of all the seven clusters,
cluster three had the highest response rate of 18%, as required by the company;
clustering was done to fit the products into different life cycle stages. It was found
that cluster three had the highest propensity to buy with the above characteristics
(figure 3). The company was able to identify the most potential product, customer,
term band and gender. The propensity to buy was highest for PAR product with a
sum assured of 12 lakhs, catering to income band of Rs.7-8 lakh for customer above 38
years, belonging to metro cities in India.
To cater to customers who were offline, a framework of communication model was
designed. Information about the company’s products were shared. This framework
consisted of content design, identifying clusters, designing communication models,
calculating open rate, running large campaigns and A/B testing. The team came up
with innovative ways to engage its customers online. It implemented voice emails
and video-emails. The content designed was user friendly, accessible to all and had
clarity. Through open rate, the company was able to measure the percentage at which
the emails were opened. A/B testing helped the team to compare which version of
webpage performed better.

The Result
Using cross selling and personalized communications; company’s participative (PAR)
product revenue went up by 1.1%. Furthermore, the customer engagement also
increased. There was an upward recall effect. Due to the streamlined efforts; the digital
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payment mode witnessed a bounce. The communication response rate increased by
3.8%. Bima Shree made a business of 30 Cr after the implementation of cross selling
through Machine learning.

The Road Ahead
The team planned to rollover similar data analytics models to earn on other clusters
identified. The improved digital presence with the help of App based services and
intermediaries were the next agenda.

Questions
1. The company wanted to utilize its resources and capacities optimally while
developing an effective communication process, which channels truly met the
organizational need?
2. With the changing expectations and growing demands of customers about
insurance products and services, how can the organization enhance the level
of customer service?
3. With the use of data Analytics, which helps to target potential customers, will
traditional methods of marketing die?
4. Will the cost escalate if firms use such high-end models?

Teaching Note
Cross Selling Insurance Products
1. Synopsis of the Case
Keeping in view the competitive business environment, aggressive marketing
strategies are adopted by insurance companies for new customer acquisition and
customer retention. If an insurance company can address customers desires and
offer them with one-stop shopping experience, it leads to opportunities in terms
of increase in revenues and customer loyalty. With the help of Marketing analytics,
an analysis of the existing customers data such as their buying pattern, buying
behaviour, investment pattern, brand loyalty, etc., can help the insurance companies
to cross sell the right policy at the right time. This case study is about how Bhima
Shree insurance company had profiled and segmented its customers, identified
the right insurance products that can be recommended to the customers with the
help of machine learning. The data analytics team come up with seven major
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clusters and machine learning had provided the optimum cluster out of those.
The strategy was built to communicate the existing products to the existing
customer base and focused on cross-selling. After implementation of the strategy,
the company achieved the desired improvement in revenues and market share for
the product in focus.

2. Target Learning Group
This case study can be taught in Universities in their MBA curriculum, B-Schools
offering Post Graduate Diploma in Management. It can be used as a Training
Material for Executives undergoing training in Insurance Management, Data
Analytics, Marketing Analytics, and Integrated communication.

3. Learning/Teaching Objectives and Key Issues


Use of strategy and its implementation through data analytics and the utility
of machine learning.



Importance of scientific use of data and models to solve business problems.



Importance of data analytics in the financial services sector.

4. The Teaching Strategy
1. With the growing potential of the insurance business worldwide, the insurance
companies must improve their operations to survive in the new insurance
market, suggest the company as to how it can improve its operations.
2. Examine the implications of changes in the marketing practices of Indian
insurance firms.
3. How did the insurance company and the policy holder share the risks and
costs?
4. Examines the marketing strategies, specifically the advertising and promotional
measures, to be adopted by the company.
5. Examines various technological developments and their impact on the
insurance market and examines the use of Online Analytical Processing Tools
(OLAP) by insurance organizations.
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5. Questions for Discussion
a. What are the problems that are likely to arise when the insurance company
goes for offline payment mechanism to online payments?
i.

Technical integration

ii. Data security
iii. Frauds and charge Backs
iv. How will you measure the success of the company?
v. Financial performance of the company
vi. How many new customers
vii. Check customer satisfaction
b. What is the role of an effective Customer Relationship Management in the
competitive business environment?
i.

Essence of digital innovation

ii. Improved customer experience
iii. Customer satisfaction, customer loyalty and customer retention
c. Discusses the attractiveness of the rural market in India for insurers.
i.

Opportunities in rural India

ii. Creating awareness
iii. What should be the selling strategy

6. Analysis of Data
No Data was analysed in the case.

7. Background Reading
a. www.bain.com/client-results/insuranceco-harnesses-the-power-of-ai-to-boostcross-selling/
b. https://www.bigcommerce.com/ecommerce-answers/what-difference-betweenupselling-and-cross-selling/
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c. Fundamentals of Business Analytics by Prasad, Acharya, Wiley publication.
d. Tata Consultancy Services, 2009. “Innovation in customer relationship
management”, pp. 3-5.
e. Trepper, C., 2000. “Match Your CRM Tool to Your Business Model,” Information
Week, pp. 74.

8. Experience of Using the Case
The analyst should be able to highlight the benefits resulting from the application
of new technologies, the need for flexibility in relationship while estimating the
changes, and ability to identify the new opportunities. The emphasis is on customer
orientation, building and maintaining rewarding customer relationships by
delivering superior customer value and satisfaction for which a right strategy is to
be designed. To learn more about customer needs and behaviors with the help of
various marketing analytical tools like Machine learning, AI and Data Analytics.
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Case Study 03

Managing Talent in Changing Times*
Background
Net Pro soft IT Solutions is an Indian IT company based in Pune-Mumbai-Bangalore
and Chennai. It has the turnover of 4000 crores and a strength of around 12,000 +
employees. Itis the 11th largest company in India and they consider people as an
asset of the organisation.70% of the workforce operate from India and 30% works
force operates from outside India.Net Pro soft has development centres in many
countries of the world , namely in the USA, Mexico, Brazil and Europe.
The major revenue is earned from America which accounts for 60%, Europe and Asia
Pacific accounts for 20 % each.Net Pro Soft has well defined organizational structure
which includes Horizontal, Vertical and Matrix.
Horizontal Structure which offers solutions in
1) ERP (Oracle, JAVA, SAP)
2) Digital (Business Models, Emerging Technologies, Cloud)
3) Infrastructure (Remote Virtual Tools, Datacentres)
4) Testing
5) CRM (B2B, B2C)
Vertical Structure includes:
1. Technology
2. Domain Knowledge
* This case was developed by Anjali Kalse (Director, Bharati Vidyapeeth’s Institute of
Management Studies and Research, Navi Mumbai), Sanmath Shetty (Assistant Professor,
Sinhgad Institute of Management, Pune), Priyeta Priyadarshini (Assistant Professor, Bharati
Vidyapeeth’s Institute of Management Studies and Research, Navi Mumbai), Bandana Sarang
(Faculty (MBA), College of IT and Management Education, Bhubaneswar) and Trilok Nath
Shukla (Vice Principal, BCCM, Bhubaneswar) during the 2nd Online Case Writing Workshop
organized by the Association of Indian Management Schools (AIMS) from December 14-16,
2020.
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3. Manufacturing/Energy & Utility/Life Sciences and Banking and Finance
Matrix structure which is a combination of horizontal and vertical organizational
structure.

Culture
The culture of company is quite flexible where innovation is encouraged. The
employees working in the company are ambitious and in this competitive arena,
organization is finding it difficult to manage aspirations of employees especially with
more requests for onsite jobs. The Q1 earning of the company was negative.The
Management was uncertain with the Work from Home Scenario as 98.5% of the
employees of Soft Net Pro Ltd were working remotely, i.e., from home immediately
after the announcement of lockdown. The investment of the client reduced due to
Work from Home and Economics of Scale.
The Attrition Rate of the company reduced to 10% from 22% during normal times.
The most arduous challenge today is to deal with the dimension of recruitment as
employees have become even more demanding. Moreover, conventional mode of
recruitment has become obsolete in today’s digitised world, and thus there is a complete
paradigm shift in a way business operates.

Challenges
It is also observed that the old concept of work life balance has now been replaced
with work life integration which is most critical to deal with, and the rift is felt by the
company with respect to opportunities and challenges. The Organization has its
concerns towards future of work which consists of four core important areas which
needs to be considered.
Today’s learning organizations need to be more agile and flexible in their approach
towards the business and its working style, as they need to find and learn innovative
ways not only to deal with X, Y, Z generation but also to deal with the complications
in business. The company is also considerate towards mental well-being of their
employees.
Considering the situation, Net Pro soft is also changing its ways of working which
includes changes in recruitment policy; as a result, the demographic placement of the
company changed from tier 1 city to tier 2 and tier 3 cities. Still more innovative
interventions are needed in this area as the emergence of new employment model
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needs to be dealt with effectively, further there is a change in the nature of regular
work which has moved to, assignment based, hour based, duration based and project
based, adding onto this the idea of working remotely from home has changed into
work from anywhere concept.
The most important skill in this unprecedented situation is the ability to learn and
relearn. The employees who were attuned to their daily life had to face a lot of
challenges like filling up the digital gap in order to work from home effectively.

Conclusion
Even in such a crisis situation, organization wants to grow and seeks opportunities to
become Rs.8000 crore company by attracting and retaining competent people during
and after the pandemic and want to become a market leader in the IT sector. This
particular aspect calls for transformational change in the organization which requires
change in structure, skills, strategy, staff, system and style. At the backdrop of this
difficult situation, the million dollar question for the company is how to become a
market leader by 2025 with the use of innovative strategic intervention?

Questions
1. Why is the management concerned with managing employees of Net Pro IT
Solutions post COVID Pandemic?
2. What interventions would you like to suggest to the organization?
3. What are the innovative ways you would like to suggest to deal with the
aspirations of employees?

Teaching Note
Managing Talent in Changing Times
Synopsis
COVID-19 Pandemic has forced the companies to adapt themselves into a work from
home situation reluctantly. The IT industry is optimistic about the future with WfH,
which would lead to an improvement in the prospects of reducing the investment of
clients. NASCCOM has predicted that 50% of the employees may lose their job, because
of lack of up skilling. Therefore, it can be said that the prevalent systems and policies
may become redundant due to the entry of Artificial Intelligence. Another important
176

Cross Selling Insurance Products

factor in this situation would be the high attrition rate in Indian IT Industry. This has
also lead to more emphasis on Learning and Development and prospects of visiting
onsite location, as compared to compensation. The Work from Home situation has
been a cause of stress among the employees, which has also contributed to the
hampering of their overall creativity. Employees who earlier faced problems related
to work life balance are now facing problems related to work life integration.

Objective of the Case
To understand various interventions that can be used by the organization to help
them in retaining talent and managing change.

Objective of the Company
To grow the organization by attracting and retaining competent people during and
after the pandemic.
(Note on Objective: We can discuss that in the IT industry in general and their problem
with high attrition).

Problems
Decision regarding managing the aspirations of talent in the wake of COVID-19
Pandemic and ever-changing future scenario.

Questions / Assignments for Students
i)

Why is the management concerned with managing employees of Net Pro IT
Solutions post COVID Pandemic?
Prediction of redundance of employees, due to lack of skill upgradation
Lack of Loyalty from workers due to GIG assignments.
The Work from Home scenario was increasing the stress of the employees
Managing the aspirations of the Gen Z.
Lack of Adaptability of HR practices (Recruitment, learning & development,
employee well-being).
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ii)

What interventions would you like to suggest to Net Pro IT Solutions?
Mentoring mechanism should be developed so that individual competencies and
capabilities can be guided properly and enhanced.
Skill based competency mapping should be done, so that employees are motivated
to up skill themselves.
Formal mechanism of knowledge management, which shall help employees learn
new skills.
Utilization of in-house Counsellors, who shall play an important role in reducing
the stress of employees due to the Work from Home Scenario.
Helping employees with Work Life Integration, by being more flexible and
understanding to the needs of employees.
Keeping the aspirations of Gen Z in mind, the company needs to be more adaptive
and be ready to make changes in systems and policies as per requirement.
Implement concept of HOT SEATS where employees continue Work from Home
and visit the office as and when required. They shall be provided with Temporary
seating arrangement to complete their task on a first come first serve basis.

iii) What are the innovative ways you would like to suggest to deal with the
aspirations of employees?
Encouraging employees to acquire new / advance skills, knowledge and view
points by providing learning and training facilities and avenues where such new
ideas can be applied.
Talent development – The process of changing an organization, its employees,
stakeholders and groups of people within it using planned/unplanned learning
in order to achieve and maintain a competitive advantage for the organization.
Career development is essential for retention of employee, no matter what level
he / she is. Research has shown that some type of career path is necessary for job
satisfaction and hence job retention.
Business solution is designed (new processes, systems and organizational
structure).
178

Cross Selling Insurance Products

Suggestions / Alternative Solutions
Company should think of flexible HR Systems and Policies, as per the aspiration of
the employees.
Implementing mentoring program (Learning and Development) for career planning,
thereby achieving employee retention.
Adopt Change Management Systems, which will help the organization transition to
its desired vision.

Subject Mapping and Supporting Theory
Change management is a collective term for all approaches to prepare, support, and
help individuals, teams, and organizations in making organizational change. Drivers
of change may include the ongoing evolution of technology, internal reviews of
processes, crisis response, customer demand changes, competitive pressure,
acquisitions and mergers, and organizational restructuring.
It includes methods that redirect or redefine the use of resources, business process,
budget allocations, or other modes of operation that significantly change a company
or organization. Organizational change management (OCM) considers the full
organization and what needs to change, while change management may be used solely
to refer to how people and teams are affected by such organizational transition. It
deals with many different disciplines, from behavioural and social sciences to
information technology and business solutions.
The Prosci ADKAR Model is an individual change framework created by Jeff Hiatt.
ADKAR is an acronym that represents the five building blocks of successful change
for an individual:


Awareness of the need for change



Desire to participate and support in the change



Knowledge of what to do during and after the change



Ability to realize or implement the change as required



Reinforcement to ensure the results of a change continue

The ADKAR Model is prescriptive and goal-oriented, each milestone must be achieved
to define success. It uses a 1 - 5 scale to determine how strongly an individual meets
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the requirements of each milestone. If a person scores a three or below, that specific
step must be addressed before moving forward, Prosci defines this as a barrier point1.
Prosci defines the business dimension of change as including these typical project
elements:
Business need or opportunity is identified
Project is defined (scope and objectives)
Business solution is designed (new processes, systems and organizational
structure)
New processes and systems are developed
Solution is implemented into the organization.

Decision
Adopt Change Management Systems, which will help the organization transition to
its desired vision.

Take Away
Importance of upgrading of HR systems / procedures in an ever-changing IT landscape.
To understand importance of management of talent using different recruitment models
and using learning and development as a leverage.
To brief students about work from home environment and the problems that may
be associated with it.
Change Management and effective anticipation of the same by Management.

Teaching Method
Group formation
Overview of case by one of the group (5 min)
Industry overview by faculty (5 min)
Bringing out case facts, from students (10 min)
1

https://www.prosci.com/adkar/adkar-model
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Identification of various problems (15 min)
Disseminating to one problem (10 min)
Evaluating various solution (30 min)
Identifying best possible concrete solution (decision) (30 min)
Take away (concepts) (10 min)
Conclusion (5 min)

Recommended Readings
Change Management by Andrew Pettigrew and Richard Whipp Infinity Books
Change and Knowledge Management by B. Janakiram, P. V. Ravendra, Shubha
Murlidhar Published by Biztantra
www.a-connect.com/knowledge/change-management-in-times-of-disruption-anddigitaltransformation
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Case Study 04

Bombay Chemical Company:
Entering a New Market
Introduction
Bombay Chemical Company (name changed) was established in the year 2002 as
technical grade manufacturer supplying intermediates to formulator companies
engaged in manufacturing plant protection chemicals. It was a mid- sized Indian
company with its corporate office in Mumbai and registered office in Vapi, Gujarat.
The company had two factories in the Vapi industrial belt.The promoter, Balwant Rai
(name changed), being a chemist was well versed in the manufacturing of intermediates
for insecticides, pesticides and herbicides which formed the bulk of the plant protection
agrochemicals. After operating as a business to business (B2B) firm for about ten years
and attaining a steady annual turnover of INR 620 million1, they wanted to expand
the company’s footprint in the agrochemical industry.
In August 2012, the company appointed Venkat (name changed) to lead their expansion
plans. He was an alumnus of a premier business school in India and came with a rich
and diverse experience in supply chain and operations management in food and
nutrition, retail, and construction sector. Venkat understood that the agrochemical
industry held great opportunity for companies that could identify gaps in the supply
of specialty chemicals that were used extensively on commercial crops such as cotton,
chilli, and rice in India. He soon realised the challenge for Bombay Chemical Company
(Bombay Chemicals henceforth) which was a mid-size firm with limited resources. Venkat
had two options in front of him to achieve his goal, either, to expand the business in
1

This case was developed by Giribala Dewasthale (Deccan Education Society’s Institute of
Management Development and Research, Pune), Mahima Mathur (S.P.Mandali’s Prin. L. N.
Welingkar Institute of Management Development & Research, Mumbai), Neela Gollapudi
(Kasturba Gandhi College for Women, Secunderabad) and Anuradha Mishra (Center for Agri
Management, Utkal University) during the 2nd Online Case Writing Workshop organized by
the Association of Indian Management Schools (AIMS) from December 14-16, 2020.
The authors wish to express their heartfelt gratitude to Mr. Venugopal Bagadhi for providing
various industry insights which helped enrich the case.
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the current B2B market or to enter the unchartered business to consumer (B2C) market.
While the B2B market in the agrochemical industry was highly competitive and
governed by factors such as service delivery, product quality and price, the key success
factors in the B2C market were branding and marketing, and a good understanding
of local distribution channels. Venkat presented his interim ideas to the top
management of the company and it was decided to foray into the B2C market as it
would offer higher visibility and reduce their dependence on few formulator firms.
He started off by conducting extensive market research before formulating his
marketing strategy.

Agrochemical Industry Overview
India is the fourth largest producer of agrochemicals globally, after United States,
Japan, and China. The Indian agrochemicals industry was valued at around INR 4.2
billion2 in FY20 and is expected to grow at a CAGR of 8–10%345. During the 1960s and
1970s, the agrochemicals formulation industry contributed in a big way to the Green
Revolution, because of which India today enjoys self-reliance in the production of
cereals4.
Agrochemicals are substances manufactured through chemical or biochemical
processes containing the active ingredient in a definite concentration along with other
materials which improve its performance and increase safety. For application, these
are diluted with water in recommended doses and applied on seeds, soil, irrigation
water and crops to prevent the damages from pests5. The major agrochemical products
are herbicides (used for managing unwanted plants), insecticides (used for managing
insects), fungicides (used for managing fungi), bio-pesticides (biological or biologically
derived pesticides) and plant growth regulators (used for improving plant growth
and yields).
In 2012, three broad categories of companies were present in the industry Multinational, Indian including the public sector companies and medium/small sector
2

5.7 billion USD, converted as on 18th Dec 2020

3

PwC the role of agrochemicals: Achieving the vision of a USD 5 trillion economy by
2025
4
National Agrochemicals Conclave 2013 Report; retrieved from www.ficci.inon 16th
Dec 2020
5

National Agrochemicals Conclave 2013 Report; retrieved from www.ficci.inon
16thDec 2020
183

AIMS Journal of Management, July 2021

units6. The crop protection industry in India is generic in nature with 80% of the
molecules being non-patented. Hence, strong distribution network and brand image
act as competitive factors. The agrochemical industry consists of technical grade
manufacturers, formulators producing the end products, distributors, and end use
customers. Technical grade manufacturers sell high purity chemicals in bulk to
formulators. Formulators, in turn, prepare formulations by adding inert carriers,
solvents, surface active agents, deodorants etc. These formulations are packed for
retail sale and bought by the farmers.
Insecticides formed the largest segment of the domestic agrochemicals market
accounting for 65% of the total market. It is mostly dependent on rice and cotton
crops. Herbicides are the largest growing segment and currently account for 16% of
the total agrochemicals market. Fungicides, accounting for ~15% of the total crop
protection market, are used for fruits and vegetables and rice. Cotton and rice were
the major consumers of agrochemicals accounting for 50% and 18% respectively of
the total domestic crop protection chemicals market. Fruits and vegetables also account
for a significant share of the crop protection chemicals market. The top three states
Andhra Pradesh, Maharashtra, and Punjab account for ~ 50% of the total pesticide
consumption in India. Andhra Pradesh is the largest consumer of pesticides with a
share of 24% (see Exhibit 1).
The Indian agrochemicals market is highly fragmented in nature with over 800
formulators. The competition is fierce with large number of organized sector players
and significant share of spurious pesticides7(see Exhibit 2). Top ten companies control
almost 80% of the market share. The market share of large players depends primarily
on product portfolio and introduction of new molecules. Strategic alliances with
competitors are common to reduce risks and serve a wider customer base. Maximum
sales of agrochemicals are in rural areas. Hence for a wider reach, large manufacturers
with all India presence use a three-tier sales and distribution network comprising
distributors, wholesalers, and retailers. Regional participants cater only to local markets
(see Figure 1).

6

Indian Agrochemical Industry Report, retrieved from www.ficci.inon 16th Dec 2020
7
Indian Agrochemical Industry Report, retrieved from www.ficci.inon 16th Dec 2020
7
~ 8.4 million USD, converted as on 18th Dec 2020
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Figure 1: Agrochemical Distribution Network

Company Background
Bombay Chemicals was established in 2002 with the mission to improve crop
productivity and public health in India. The company had been in the business of
manufacturing agrochemicals intermediates (technical grade manufacturer) for the
insecticide category. They had integrated manufacturing facilities as well as in-house
research and development for product development and process intensification. Their
competition in 2012 consisted of large and diversified multinationals such as Syngenta
India Ltd., UPL Ltd. and Bayer (India) Ltd., diversified national players such as Rallis
India Ltd., and players with strong research and development such as Gharda
Chemicals Ltd. In 2007 Bombay Chemicals also started bidding for public health
tenders for many state governments.

Marketing Strategy
Bombay Chemicals had established a reputation as a technical grade manufacturer
for the insecticide category. This reputation was based on their quality, service, and
prices. However, they had no experience in selling formulations. This entailed selecting
the right segments, building a brand, distribution network and sales promotion.
The farmers could be categorised based on their land holding, cropping pattern,
receptivity, and access to latest technology. Venkat found that the farmers with large
land holding were also the progressive farmers. They held influential positions in the
village and were often opinion leaders. They could afford premium products from
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large companies and this was also matter of prestige for them. The farmers with smaller
holdings aspired to buy premium, branded products but could not afford them. They
had to make do with me-too local brands which though cheap were less effective. In
addition, there were a few small farmers with a degree in agriculture and knowledge
of technology, who aspired for better quality and output from their holdings too. The
company targeted the latter two categories of farmers who were resource strapped
but aspired to buy quality products at affordable prices.
Venkat decided to put together a strong technical team to spearhead their foray into
formulations. As Bombay Chemicals was already manufacturing intermediates,
procurement was not a challenge. It had products that matched the competitors in
terms of quality and performance. But they did not surpass their competitors in any
of the features and benefits. Consequently, their product offered little or no
differentiation.
Establishing a distribution channel, however, was a greater challenge. Most of the
national and multinational players had a well-oiled distribution network in all the
major districts of the country through a network of distributor. These distributors
supplied to retailers who were in smaller towns and tehsils8. In addition, most of the
large players had a well-diversified product portfolio leading to a greater hold on the
distribution channel. However, Venkat’s market research suggested that the retailers
were not able to cover their entire market either due to lack of resources or intent or
both.
Bombay Chemicals decided to focus on the retailers rather than distributors by bypassing the large distributors near big cities and districts. They incentivised them
through promotional support and provided them 20% higher margins than the wellknown brands. In addition, they offered them discounts on both volume and value of
sales. They penetrated the interiors of every state, beyond the tehsils, where the large
companies had nominal reach. Thus, the company was able to address the un-served
and under-served markets.
Venkat’s market research revealed that due to population pressure and loss of land
for infrastructural projects in India, agricultural holdings were diminishing in size.
8

India, as a vast country, is subdivided into many states and union territories for
administrative purposes. Further divisionsof these states are known as districts. These
districts are again divided into many subdivisions, viz tehsils or talukas. Each tehsil
comprises several villages: (https://en.wikipedia.org/wiki/Tehsil)
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To add to this, there was a lack of awareness about new-age precision farming and
judicious use of agrochemicals which resulted in substantial losses for Indian farmers.
Inappropriate dosage and application frequency often caused more harm than good.
Agrochemicals and fertilizers are vital to protect crops and maximize yields, but
farmers in India often lacked information about what was available in the market and
how best to use it.
With the help of their newly appointed retailers in smaller towns and tehsils, Bombay
Chemicals conducted field trials and demos in the interiors to educate farmers and
help build awareness for their product. In addition, they sponsored cultural, sporting,
and other events at the village level and made their presence felt in the weekly bazaars.
However, these kinds of events were few and far between. Their emphasis was more
on pushing the product by incentivising these retailers through margins and discounts.
Thus, they were able to expand their reach.
The small and medium sized companies in the industry adopted a strategy of offering
me-too products at affordable prices in a few states in India. On the other hand, the
larger companies had a nationwide presence and offered premium products. Bombay
Chemicals decided to adopt a value pricing approach. Their product offered the same
features and benefits provided by the large players at 20% lower price. This helped
them to penetrate the market rapidly and complimented their distribution strategy.
A year into the launch, by September 2014, the foray into the new market of B2C had
garnered for the company sales revenue of INR 6 million – 20% higher than the targeted
revenue envisaged by Balwant Rai and Venkat. There could be no greater evidence
for acceptance of their products. Their foray into formulations was a success.

Questions for Discussion
1. What are the main challenges for marketers of insecticides in India? How did
Bombay Chemical Company overcome these?
2. Using Porter’s Five Forces framework to analyse the competition for Bombay
Chemical Company.
3. What are the variables/ bases on which segments can be identified for plant
protection companies?
4. Critically evaluate the marketing program of Bombay Chemical Company for
their foray into formulations.
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Exhibit 1: State-wise Pesticide Consumption, FY 2012

Exhibit 2: Key Industry Players in India, 2012

Source: Indian Agrochemical Industry Report, 2012
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Teaching Note
Bombay Chemical Company: Entering a New Market
Case Synopsis
Bombay Chemical Company (name changed) was established in the year 2002 as
technical grade manufacturer supplying intermediates to formulator companies
engaged in manufacturing plant protection chemicals. It was an Indian company with
a registered office in Vapi, Gujarat. After operating as a B2B firm for about ten years
they wanted to expand the company’s footprint in the agrochemical industry. In August
2012, the company appointed Venkat (name changed) to lead their expansion plans. He
soon realised the challenge for Bombay Chemical Company (Bombay Chemicals
henceforth) which was a mid-sized firm with limited resources. Venkat had two options
in front of him to achieve his goal, either to expand the business in the current B2B
market or to enter the unchartered B2C market. After much deliberation, it was decided
to foray into the B2C market as it would offer higher visibility and reduce their
dependence on few formulator firms. The case puts forth the extensive market research
and formulation of marketing strategy conducted by Bombay Chemicals to enter the
new market. The competition for Bombay Chemicals comprised large and welldiversified multinationals as well as players with strong research and development.
Their end users could be categorised based on their land holding, cropping pattern
and access to latest technology. Bombay Chemical’s value proposition was that their
products offered good quality at affordable prices. Their entry into the market was a
success.

Target Learning Group
This case is designed for use in undergraduate, graduate, and executive programs. It
can be used in the basic courses in marketing management, in advanced courses such
as marketing strategy and specialized courses like rural marketing.

Learning/Teaching Objectives
• Understand the dynamics of the agrochemical industry, including the
competitive environment
• Demonstrate the marketing strategy for a mid-sized company with low
resources
• Understand the application of marketing strategies for a new market
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Teaching Strategy (for a 90-minute class)
• Introduction (10 minutes)
The instructor can start the discussion by asking students about their views on
the company’s decision to enter the B2C market. The instructor can ask the
students few general questions regarding the background of Bombay Chemicals
and the structure and trends of the agrochemical industry in India.
• Trigger questions and discussions (15 minutes)
Questions specific to the background of the company and the context of industry
dynamics can be raised.
Introduce the company and review its decision to enter the B2C market
Think of other product categories where there is low differentiation
Discuss the purchase decision journey of a farmer for insecticides
• This can be followed by two group tasks (15 minutes each=30 minutes)
Students to be divided into groups of 4/5 to perform following tasks:
o Conduct a situation analysis using any tool, such as SWOT, PESTLE, etc.,
on the agrochemical industry in India (this is mapped to the first discussion
question).
o Analyse the competition for Bombay Chemicals using the Porter’s Five
Forces framework (this is mapped to the second discussion question).
o For students of specialized courses such as rural marketing a day long field
visit can be organized to gather primary data from farmers regarding usage
of agrochemicals and from distributors regarding sale of agrochemicals.
• Discussion on marketing strategy (25 mins)
The instructor can ask the students to critically evaluate the marketing strategy
of Bombay Chemicals discussing each element of the marketing mix (product,
price, place, and promotion). The rationale for segmentation can also be
discussed at length (this is mapped to the third and fourth discussion questions).
• Concluding discussion
The last section of the discussion could be spent on the efficacy of the strategy
adopted by the Bombay Chemical Company and the key learning from the
case.
190

Bombay Chemical Company: Entering a New Market

Questions for Discussion
1. What are the main challenges for marketers of insecticides in India? How did
Bombay Chemical Company overcome these?
The insecticide industry in India is generic in nature with ~80% of the molecules
being non-patented. Hence, strong distribution network and brand image act
as competitive factors. The Indian agrochemicals market is highly fragmented
in nature with over 800 formulators. The competition is fierce with large number
of organized sector players and significant share of spurious pesticides. Top
ten companies control almost 80% of the market share. The end users or farmers
could be categorised based on their land holding, cropping pattern and access
to latest technology. Some of the challenges faced were lack of awareness among
the end users and low usage rate, land holding size getting smaller and spurious
products sold by local manufacturers. For a wider reach, large manufacturers
with all India presence use a three-tier sales and distribution network
comprising distributors, wholesalers, and retailers. Regional participants cater
only to local markets.
To increase their reach, Bombay Chemicals decided to target farmers with
smaller holdings who aspired to buy premium, branded products but could
not afford them. In addition, they targeted a few small farmers with a degree
in agriculture and knowledge of technology, who aspired for better quality
and output from their holdings too.
As their product offered little or no differentiation from competitive offerings,
they focused on creating a competitive distribution channel. Bombay Chemicals
decided to focus on the retailers rather than distributors. They incentivised
them through promotional support and provided them 20% higher margins
than the well- known brands.
2. Using Porter’s Five Forces framework analyses the competition for Bombay
Chemical Company.
Competitive rivalry: The industry had intense competition and was highly
fragmented with 800 formulator companies ranging from MNCs to local
players. It was divided into three strategic groups: large and well-diversified
players, regional players and local players, and the unorganised sector. The
large players had 80% market share offering quality products for each stage of
the plant growth cycle, well-oiled distribution network and a strong brand
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image. Thus, they were able to command premium prices. The regional and
local players sold me-too products that were cheap but ineffective. The players
in the unorganised sector often sold spurious products.
Supplier power: Bombay Chemicals were themselves a technical grade
manufacturer of intermediates; hence the supplier bargaining power was
insignificant.
Buyer power: Distributors play a critical role in the selling of agrochemicals
and influence the decision of the farmers. Institutional buyers such as
distributers were a key to the success of Bombay Chemicals. By going directly
to retailers and incentivising them, they were able to mitigate this threat.
Threat of substitutes: Genetically modified (GM) crops may pose a threat for
Bombay Chemicals as these crops were resistant to the existing plant protection
agrochemicals, but the adoption of GM crops was not a significant trend in
India in all crop categories.
Threat of new entrants: Threat of new entrant is significant given the large
market size and potential.
3. What are the variables/ bases on which segments can be identified for plant
protection companies?
The bases that can be used to identify segments can be a combination of but
not limited to. i) type of crops grown ii) Size of the land holding iii) price
sensitivity iv) farming practices v) frequency of pest attacks vi) Usage rate
4. Critically evaluate the marketing program of Bombay Chemical Company for
their foray into formulations.
Target segment and positioning strategy: Bombay Chemicals identified and
targeted two categories of farmers who were resource strapped but aspired to
buy quality products at affordable prices: i) the farmers with smaller holdings
who aspired to buy premium, branded products but could not afford them, ii)
small farmers with a degree in agriculture and knowledge of technology, who
aspired for better quality and output from their holdings too. They positioned
themselves as a supplier of quality products at affordable prices.
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Product and Place: As the product offering of Bombay Chemicals was less
differentiated, they focused on establishing a robust distribution network. They
found that large players had nominal reach in the rural hinterland, they bypassed large distributors and directly incentivised retailers to expand their
reach in the un-served and under-served markets.
Price and Promotion: The company adopted value pricing method as it
suggested both quality and affordability to the target segment. In the
agrochemical industry the retailers played a key role in influencing the decisions
of the farmers; hence the company emphasized on a push sales promotion
strategy.

Background Reading
Frische, T., Egerer, S., & Matezki, S. et al. 5-Point programme for sustainable plant
protection. Environ Sci Eur 30, 8 (2018). https://doi.org/10.1186/s12302-018-0136-2.
Materson, Rosalind & Pickton David Marketing an Introduction. 3rd ed., Sage 2014.
Michael E. Porter, Competitive Strategy: Techniques for Analysing Industries and Competitors
(New York, NY: Free Press, 1980).
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Case Study 05

Performance Appraisal Practices:
Reflections from HR Head
Background
The most common problem of almost all educational institutes is the fall in student
attendance. This is all because there is a gap in between teaching and learning process,
i.e., difference between what a student has learned — the academic progress he or
she has made — and what the student was expected to learn at a certain point in his
or her education.
Performance Evaluation is a mechanism to obtain institutional development and
proficiency. Evaluation is an important instrument in HRM whose appropriate
accomplishment aids organizations in reaching their goals and satiating employee
interests. In the appraisal process, the manager evaluates employee behaviour and
performance through measuring and relating it with predetermined criteria. Thereafter,
the manager records the results and informs the employee of them. However, it is
rather difficult to perform accurate and appropriate evaluations because evaluation
involves judgment about behaviour and performance of individuals. It is important
to evaluate with as little bias and errors as possible. In total, the prodigious consensus
among researchers suggests that the less the errors and bias in performance appraisal,
the better will be the employee performance and satisfaction and efficiency of the
evaluation system.

1

This case was written by Biswaranjan Parida (Assistant Professor, MBA Dept., Gandhi
Institute for Technology, Bhubaneswar) and Mahendra Sharma (Ganpat University, Mehsana,
Gujarat) during the 2nd Online Case Writing Workshop organized by the Association of Indian
Management Schools (AIMS) from December 14-16, 2020.
After the session on Performance Appraisal, a group of MBA Semester II students of Human
Resources University, Abhi, Naga, Bala and Mahi discussed the concept and wondered how
they must have been implemented in real-time in large organizations. They discussed what
unforeseen challenges a Human Resources Manager must be facing before, during and after
the Performance Appraisal Process. The students also thought how the Performance Appraisal
Process shall be different for various levels in the organization.

Performance Appraisal Practices: Reflections from HR Head

The Text and Case Studies available broadly document the prevailing HR practices
related to Performance Appraisal in organizations. However, certain realities in practice
can be pooled through interaction with practicing HR Heads, who have taken
circumstantial innovations to deal with challenges brewing out of certain cases. These
innovations lead to refined policies and practices in organizations.
The students went to the library and referred available case studies and research
material. However, they felt that knowing the realities of the ground from a real
practitioner shall be an eye opener. Abhi and Bala even decided that they would like
to take up Performance Appraisal related Project during Summer Internship with a
large service company. Unsatisfied with available content, the student’s approached
the Professor of Human Resources Dr. Sahu. Dr. Sahu saw the desire in students to
learn hands-on from a practising Human Resources professional and admired silently
the learning zeal in his students.
Dr. Sahu recommended Dr. Ram Dhar, who had an illustrious Human Resources career.
Dr. Dhar was an MBA in HR from reputed Tata Institute of Social Sciences Mumbai
and had a couple of PhDs. He was also a Fellow of Academy of HRD, Ahmedabad.
Dr. Dhar’s research interest included Workplace Spirituality, Work-Life Balance,
Application of Religious Faith and Sentiments in Business, and Management lessons
from Bhagwad Gita.
Dr. Ram had served top MNCs in Hospitality Industry, Financial Services, Consultancy,
BPO and Pharmaceuticals. He had worked in USA and had in-depth experience of
HR practices globally. Dr. Dhar shifted to his hometown Bangalore and was pursuing
academic profession voluntarily after retirement.
Dr. Sahu spoke to Dr. Dhar and shared the burning knowledge desire of the students
with him. Dr. Dhar immediately agreed to meet the students and gave December 14,
2 pm as the time for interaction. However, due to prevalent COVID-19 situation, the
interaction was to be held virtually through Zoom platform.
The students interacted with Dr. Dhar virtually as per schedule. The interaction started
with student’s desire to learn challenging incidences that Dr. Dhar faced in various
organizations and how he tackled them. Mahi asked Dr. Ram to share his thoughts
on Performance Appraisal Process and approaches adopted by various organizations
to start with.
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Dr. Dhar pointed out that in a typical performance appraisal, issues arise when
subordinate is not happy with superior appraisal of his work. In an organization, an
unhappy employee goes to HR Manager and represents that he was given 5
deliverables and though he has delivered all, his superior has given him 3 ratings
only. Normally, in open scenarios, the subordinate should represent it to his superior,
but because he got lower rating than expected goes to HR Manager. HR Manager
instead of talking with the dissatisfied employees’, the boss speaks to his superior,
viz., Vice-President or General Manager, representing that his subordinate has issues
in appraising his juniors.
Dr. Dhar shared that in a ‘stupid’ organization there is a divide between management
and employees; however, in good organizations, employees are part of management.
Everybody is like a family. In good organizations, if a Manager is bad and is biased,
he is removed; otherwise, he spoils the culture of the organizations. Dr. Dhar shared
that many a time in his role he has done so.
Mahi and Bala requested Dr. Dhar to share what an unsatisfied employee does after
getting unexpected lower appraisal. Dr. Dhar shared that an unsatisfied employee
has three options. Firstly, he curses his bad luck, like in marriage a person lives with
his spouse for 20-25 years without complaining even though he is unhappy. Such
employees become average worker and leave at the first opportunity. Secondly, the
employee observes others as to how they got better appraisals, learns how to ‘patao’
(appease) his supervisor through ‘chamchagiri’ (appeasement practices) and get better
appraisal next time. Thirdly, a genuine employee will identify his ‘kamiya’ (weak
points) and work on it to remove them. He will better himself and earn a better
appraisal next time, delivering beyond his superiors expectations.
While delivering his views on the individual bias on performance appraisal, Dr. Dhar
cited a case of a young professor. Prof. Panda is a young, committed and organizational
friendly person who gives priority to his organization than himself. Due to his good
credential in academics from best management institutes of the country, he got an
offer with little high salary from mediocre institutes of his own town. As he hails from
good institutes he receives so much praise words from the new institutes. However,
he failed to understand the organizational politics as most of the fellow colleagues
got jealous and felt unsecured. As Prof Panda was not known about the nasty politics
of the older members of the institutes he failed to deliver the goods in the institutes.
The things were not at all in his favour till one year. Thereafter, Prof. Panda understood
the system and tried to focus on those areas where the institute was lacking and gave
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his best. He also focused on his research areas and completed his Ph.D. Apart from
that he tried to develop his relationships with management. These gave a huge benefit
to Dr. Panda and got good response from the authority. After working successfully for
more than 4 years, he resigned and left the college when institute had huge requirement
from him.
While explaining the students on individual bias, Dr. Dhar explained the most common
biases that affect performance reviews, and how one can prevent them from skewing
performance evaluations. / important terms. Prof. Panda suffered from Primacy Bias
- initial days as the HR manager got biased by information passed on from the old
employees that tarnished the image of Prof. Panda in his first impressions. The old
members of the institute used to say that Prof. Panda was arrogant and won’t like to
keep good relations with existing staff which also added to the Halo/Horns Effect
Bias, i.e., allowing one good or bad trait to overshadow others. As the appraisal system
was fallacious and based on Central Tendency Bias - a tendency to rate all academic
staff in the middle of a rating scale. Thereby it tends to give leniency and favouritism
to the key and old employees that lead to Leniency Bias - ignoring the room for
improvement of them.
Apart from this, the HR manager was also biased by the gender and tended to give
more credentials to the women employees that led to Gender Bias. This exacerbates
gender bias, growth/promotion opportunities, and the pay gap. After some days Prof.
Panda could find the flaw in the system and took some good measures in respect of
his individual development and completed his Ph.D. He tried to add value to the
organization through some brand building activities that gave him an edge. Based on
his recent achievements, the management acknowledged his performance and
promoted him to a new position. Though he had done a lot of good work earlier but
he could prove himself and recognized based on his recent work that led to Recency
Bias. Surprisingly, Dr. Panda left the organization despite the fact that he was wellrecognized by the management.

Conclusion
This is to conclude that live discussion based learning is a much better methodology
of teaching than theoretical learning. Live case discussion with a veteran HR was
more effective and enduring. The students felt comfortable in the hands-on approach
and story line method of learning of Dr. Dhar than the teaching and learning methods
being practiced earlier.
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Questions
Q.1. Which option is best for an unsatisfied employee when faced with poor
appraisal?
Q.2. Why Prof. Panda was struggling in the initial days in the new institution?
Q.3. Did Prof. Panda leave the organization because of dissatisfaction on appraisal?
Keywords: Performance Appraisal, Individual Bias, Primacy Bias, Halo/Horns Effect
Bias, Central Tendency Bias, Leniency Bias, Gender Bias, Recency Bias.

Teaching Note
Performance Appraisal Practices: Reflections from HR Head
Synopsis of the Case
The most common problem of almost all educational institutes is the fall in student
attendance. This is all because there is a gap in between teaching and learning process,
i.e., difference between what a student has learned— the academic progress he or she
has made — and what the student was expected to learn at a certain point in his or her
education. So, it is important to evaluate with as little bias and errors as possible. In
total, the prodigious consensus among researchers suggests that the less the errors
and bias in performance appraisal, the better will be the employee performance and
satisfaction and efficiency of the evaluation system.
This case will give hands on approach to understand the fallacy in performance
appraisal thorough a live case study.
1. The target learning group
- MBA Students
- BBA Students specializing in HR
2. The learning/teaching objectives and key issues



To study the key areas of individual bias in Appraisal
To remove individual bias to make appraisal effective

3. The teaching strategy


Story line Based
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4. Questions for Discussion


Individual Bias in Performance Appraisal

5. Analysis of Data
Not applicable
6. Background Reading
‘What happened next’, something students are usually keen to know.
7. Experience of using the Case
The case will help the students to understand the subject through a live discussion.
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Case Study 06

Rise of a Business Leader*
“If you say No you are Not Organized and if you say Yes, then You are Eager to Succeed”
Dr Umesh Deshpande just finished an important meeting with his top team, reviewing
the company’s performance in the quarter which was about to complete and visualizing
the strategies for the upcoming one. Each one of them was responsible for a critical
piece in the huge jigsaw puzzle which they were solving. As the team walked out,
rushing toward their desks with plans already pictured in their eyes, Dr Umesh took
a deep breath, and started recollecting his journey of the past 27 years in the Indian
automobile sector.
Dr Umesh was born in a middle class, educated family in the State of Maharashtra,
India. Most of the boys in his family went on to become engineers while girls opted
for the medical profession. His father was a front-line ex-army personnel while his
mother was a teacher. He owes his success to his parents who he regards as his icons.
His mother taught him how to face the word, self-made attitude and do things within
the limited resources. He inculcated humane aspects and concern for the people from
his father. One of the other important aspects he gained from his father was the attitude
of facing the problems and challenges.
In 1993, he started his career by completing his undergraduate studies in Automobile
Engineering. Thereafter he completed his Diploma in Business Management (DBM)
and opted for a job with a TATA dealer. He worked as a sales and service representative
for the well-known vehicle TATA-SUMO. A self-made man, he did not take any
financial support for his higher education either from his family or friends thereafter.
He worked with the company for two years and accumulated money for his higher
education. In 1996, he joined his dream multinational organization. The multi-national
automobile company had gone through multiple challenges and reaped the rewards
*

This case was developed by Sourbhi Chaturvedi (Ganpat University, Gujarat), Vineel Bhurke,
Anjali Chandra Kumar (S. P. Mandali’s Prin L. N. Welingkar Institute of Management &
Research Development, Mumbai), Purvi Pujari (Bharati Vidyapeeth’s Institute of management
Studies and Research, Navi Mumbai) and Ajinkya Joshi (K. K. Wagh Institute of Engineering
Education and Research, Nashik) during the 2nd Online Case Writing Workshop organized by
the Association of Indian Management Schools (AIMS) from December 14-16, 2020.

Rise of a Business Leader

of adopting a collaborative culture with its employees. It had the loyalty of its huge
customer base in India and created a mega brand associated with luxury, premium
engineering and customer delight.
Later Dr Umesh went on to complete his MBA (Marketing), MMS (Production) and
Ph.D. from Pune University. He also completed the first level of German language
before moving to Germany on a company assignment. He has a vast experience of
more than 27 years in the field of automobile engineering. Over the years, he has not
only absorbed the company’s philosophy into the core of his personality but has become
a living example of how this philosophy works, by putting it into practice.
He believed that hard work played a significant role in his career growth. He worked
for around 19 hours per day and continues to do so even today. He used to start his
day at 4:00 am, travelled for 35 km on his bike to work and then attended evening
college till 8:00 pm. After dinner, he used to utilize the public study room facilities till
11:00 pm. Such strenuous work had a negative impact on his health and once led to
his hospitalization. Hard work and passion to accept challenges has helped him to
scale new heights.
He has handled diverse portfolios during his tenure. At present, he occupies the
position of General Manager in a prestigious multinational automobile company. His
purpose in life is to become successful. Although he is a hard worker and target driven,
he believes in empowering people. He states that nothing can stop you if you have the
inner urge and a winning attitude. One should collaborate with others, involve them
and provide encouragement for a win-win situation. If we want to succeed, we should
accept challenges and say ‘Yes’ to any type of problem.

Embarking a Journey in Automobile Industry
Dr Umesh started his career after completing his Bachelor’s in Engineering in
Automobile and joined an Indian multinational company after completing his
bachelors. Being an independent person, he went ahead pursuing his higher education
and took up a job in his dream company in the technical field in 1996.
In 1997, he was called by his superior and informed that he will be required to move
to south India for sales activities and was sent to the Bangalore office for the training,
the very next day. After completing his training of 4 days he was posted in Hyderabad.
The company had no official posting in Hyderabad and the company was facing
different challenges in the region. Umesh took charge of the centre and voluntarily
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called all customers and informed them about his posting in the region. He also
appealed to the car owners to get their cars one by one and repaired all the cars for
them. While doing his work he got the feedback mechanism into place and after
servicing the cars called each customer for their feedback. He switched from sales to
production and then to the paint shop but in all roles, he believed that effective
communication was the key. With this experience, he learned the first important lesson
in the industry - “Make your customers your friends”.
Soon he was sent to Germany in 2003, to work in R & D department for the company.
A new challenge stood in front of him, which was the language barrier. He worked
hard and learned the language and not only that he told his subordinates and other
German colleagues to correct his language and make him learn the language. His
keenness to learn and his agility helped him to handle the profile successfully for one
and a half year. After completion of his international assignment, he was called back
by the company to India, took charge of operations in the paint shop, and continued
working for the organization with dedication and managing his team well.
His passion toward his work opened teaching opportunities for him and he was called
by his faculty to teach engineering and management students. He soon completed his
Ph.D. and being an avid learner, he wanted to gain more knowledge. While his work
life was hectic, he still managed to find his passion and interests and started practicing
calligraphy. He is the go-to person in his organization for writing special messages.
He believed in co-creating and took his grandfather’s work of farming with great
interest and learned more about it. During his learning about farming, he also learned
about the village lifestyle and politics. As a leader, he believed in empowering his
staff but was a target driven person. He managed different suppliers but maintained
a good relationship with all and called them business partners rather than suppliers.
While working for a company for so long he still continues to be a part of it and has
also faced challenges in his tenure.

Challenges faced by him
Dr Umesh Deshpande faced several challenges at various junctures in his professional
career and took them head on, turning them around into opportunities for growth.
He recollected and summarized these challenges and his responses in the following
manner.
1. People related challenges: Balancing the energies of the team members,
subordinates and superiors for an optimum output is an important part of
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leadership. Sometimes due to cultural differences, language barriers and attitude
issues one is not able to manage the same. Younger colleagues especially those
with higher aspirations may prove to be difficult to handle. However, he concluded
that continuous and positive communication is the key to understanding people
and making them realize how best they can contribute. This is also a very positive
and empowering approach which can save the leader his critical time being used
in micro-management. Ultimately, he concluded his wisdom as “Five fingers of
the hand are not equal” meaning every individual is unique and needs to be treated
with dignity. It is humane to err but any error is only the first step of learning.
“One is bound to make mistakes but should not repeat them” is the motto
developed by him as part of his leadership style.
2. Business related challenges: For an OEM (Original Equipment Manufacturer) the
relationship with suppliers is a critical success factor. The company and the
suppliers are interdependent. Hence it is necessary to treat the suppliers properly.
As a good practice, the suppliers are called as and treated as “Business partners”.
3. Technology related challenges: The speed of technology is a two-edged sword.
On one hand the company has to keep pace with the competition and lead the
technology front. On the other hand, with the advent of new technology, it is forced
to develop a market for it. Automotive manufacturer companies have to comply
with the standards and norms concerning environmental pollution and safety.
That adds to the need and urgency to adopt newer technologies to fulfil these
mandatory requirements. The company has to balance this situation by continuous
communication between the technical R & D team and consumer insights gathered
by the market research team.
4. Situation related challenges: Dr Umesh faced challenges early in his life to balance
job and education. Time management, sheer determination and hard work were
the important virtues which he credited his success to, in overcoming these
challenges. He also attributed his success to the support he received from his family
to a great extent. Another situational challenge faced was the language barrier
during his tenure in Germany. He could overcome this challenge with the help of
basic training from Max Muller Bhavan in India before going to Germany. But the
real skill that helped him was his open mindedness and ability to get integrated in
the local culture. Because of that, he could learn the local dialect of German language
and the technical language used by the research and development team.
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5. Pandemic related challenges: The COVID-19 pandemic in early 2020 posed a
challenge to humanity globally causing major disruptions in all transactions.
However, Dr Umesh could sail through smoothly because of having done an
advanced adoption of modern communication technology before the pandemic
era. This helped him to ensure that there is no disturbance in carrying out regular
business process related activities. Restructuring of daily routine activities by
extensive use of modern communication technologies helped him to take out more
time for rejuvenating activities such as gardening.

Leadership philosophy: The 10 Success Mantras
Every leader has his own success principles / mantras and our protagonist Dr Umesh
Deshpande has derived his success philosophy from the company he is working for.
The 10 success mantras out of which first eight have been derived from the company’s
philosophy while the remaining two have been added on subsequently.
1. Purpose: There are two important pillars for any organization - technology and
human skills. Technology is continuously growing and must be compensated with
human skills. If not, the house will tilt to either side and ultimately collapse. For
this we need to rigorously propagate the development of our people.
2. Learning: According to Dr Umesh if you want to succeed in life you should become
a lifelong learner. The organization was very supportive to sponsor his masters
and the doctorate degree and also granted him support including leaves to appear
for the exams.
3. Effective communication: In 1997, he was the first professional from his
organization to land in Hyderabad. There were 200 units in the booking stage and
11 units were sold. Few had some small issues and the customers were agitated.
He approached all the customers and communicated to each one to make a way
out. All problems except one which was beyond his control were sorted out. So,
with effective communication the problem was resolved successfully for an issue
for which no training was provided. Communication from both sides (company
and customers) is very important for business. If you are willing to connect with
people, they are willing to give you a chance. According to Dr Umesh, the bottom
line is “Be sensitive to people”. He believes in “Connect to the people for success”
as people are the building blocks for success.
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4. Agility: Agility is one of the very important philosophies. An individual should
be agile in adapting to the situation in the organization. The organization kept
exploring his abilities in production, sales, service supply chain and paint section.
He kept on moving from one section to another such as production, assembly,
sales and the paint shop.
5. Pioneering spirit: Dr Umesh had the opportunity to serve the departments that
had a lot of challenges. He always believed in what his father taught that never
show your back to any difficulty, take the bullet on your chest, do not give up
without giving a try to solve a given problem. At least your conscience will be
clear that you put 100% effort within your capacity. This attitude was wellrecognized and he continued in the paint shop for 15 years and reached the position
of General Manager.
6. Drive to win: Once he had the opportunity to go to Germany and work in the R &
D department of the company, where he had to interact with German colleagues.
For this he spent six months learning the local German dialect - Swabian. This is a
rural dialect which is more difficult to learn. By getting integrated into a culture,
language and system you will be able to win customers and get more acceptance
from the local team.
7. Empowerment: Solving technical problems is easier than solving human problems.
A way to address this is to empower people. We all know that the fingers of our
hand are not equal so are the employees. All have unique abilities and limitations.
We need to be sensitive to their issues and understand their psyche/ego. Empower
the subordinates to be open to speak with their bosses, even about their mistakes.
8. Customer orientation: Most important principle or philosophy of the organization
is being customer centric. It is very important that the customer knows you are
there for them. If an employee understands that he is receiving his salary because
of customers, he will walk a step further to serve them better.
9. Diversity: It is important to include people from all walks of life in any work such
that their diverse life experiences enrich the collective wisdom and help in cocreation.
10. Co-creation: In the year 2016, Dr Umesh was given the task of rectifying problems
with the business partners. He was not the logistics expert, but he understood that
if you treat suppliers with respect and co-create with them, they will give back
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respect to you. You have to define your thin line of how much to open up with
people and how much to restrict.

Culture: A significant influencing factor in shaping leadership
Culture is something that one could simply understand as an ecosystem of common
values, beliefs, norms and ideals which constitute the way of life of a group of people
or community and which influences their behaviour. Bass (2008) put forth that culture
affects leadership behaviour, goals and strategies of organizations.
Dr Umesh Deshpande is a senior executive who has spent 24 years with the company
and has overall 27 years of professional experience in the automobile manufacturing
sector. He has grown considerably as a professional during this period. Starting as a
manager in the sales and training department, he rose through ranks while getting an
all-round experience across departments including Paintshop, Assembly and Logistics.
Interestingly, he was even sent to the headquarters of the company in Germany as
Manager in the Research and Development Department. Such diverse assignments
gave him an opportunity to absorb the nuances of the work culture in the parent
country, relate it with the work culture in India and make a comparison. Such a
comparison was useful to identify the strengths and limitations at both ends (the
work situations in both countries) and develop a unique style of his own which would
be effective while working in India. Moreover, since the work culture is a subset of the
overall culture of a society or a country, it has implications on the behaviour of people
in a broader sense and in this case, the behaviour of customers in particular.

The diversity of cultures and its influence on customer behaviour
Dr Umesh noted that the German culture is essentially process driven. It directly or
indirectly gets inculcated right from childhood. He further observed that the reason
for this structured approach in thinking and actions is due to the fact that the availability
of resources is abundant relative to the number of people who are going to use it.
Naturally, their attention is better utilized in developing systematic ways of putting
the resource to its best use, rather than on competing to acquire it.
While comparing this with the Indian scenario, Dr Umesh further observed an opposite
situation of more people forced to compete for limited resources. This, he added, has
made Indians better explorers, and able to think on their feet, quickly devise ingenious
ways of problem solving. Indian culture is driven by judicious utilization of limited
resources and the same reflects in their behaviour as customers.
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Traditionally, an Indian customer of automobile would have the mileage or “average”
of a car as the prime or the only criteria while making a purchase decision, whereas
people from different cultural backgrounds are likely to consider various factors such
as comfort, safety, luxury, environment friendliness of technology used in
manufacturing, pollution level during use, etc., while purchasing. He observed the
changing mindset of the Indian customers over the past two decades. He saw that the
customer mindset in India is rapidly changing, giving way to higher order qualitative
aspects of the car ownership rather than just the economy in its use.
Luxury cars have gained ground in India, not limited to the metro cities. A recent
survey (Mint, 2018) on luxury car markets across India reported that, during the past
decade (2008 to 2018), while top metro cities in India such as Mumbai and Delhi
maintained their ranks in top 10 luxury car markets, they lost their share to relatively
smaller markets such as Surat, Ludhiana Hyderabad and Bengaluru. It is also a
generally known fact that cities such as Aurangabad and Kolhapur in the Indian state
of Maharashtra have become hotspots for luxury car sales. Indian customers are now
willing to spend on luxury cars more than ever before. Luxury car sales figure in
India was between 15000 and 17000 units in the first half of year 2019 (IBEF, 2020). Dr
Umesh attributes this change to increased awareness level of customers fuelled by
penetration of internet and social media leading to higher aspirations as well as more
informed decision-making during purchase.
This cultural difference is also reflected in maintenance of the automobiles. Whereas
in Germany, a defective or broken part would be promptly replaced, in India it would
go through scrutiny and efforts would be made to delay or avoid the replacement by
way of repairs, resulting in low efficiency or sometimes even further complications.
However, even this trend is being changed through better customer awareness. Finally,
the same technology which is manufactured at the headquarters is available
everywhere and can be adopted everywhere including the Indian market, while
mindsets may vary from market to market, according to Dr Umesh.

Leadership style of Dr Umesh Deshpande: Influence of cultures
Dr Umesh recollected that as a child from a middle class educated Indian family, he
inherited a certain set of values which were the resultant of the socio-cultural ambience
of the 1970’s and early 80’s which he experienced while growing up. It was a time
when India had recently achieved self-sufficiency of food grains through the green
revolution while the general resources required by the common man to lead a
comfortable life were scarce. The economy was majorly dependent on agriculture, the
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manufacturing sector was being strengthened, while the services sector was yet to
emerge. This also had the dark backdrop of war tensions with neighbouring countries,
draining precious resources of the country. Dr Umesh’s father, employed in the Indian
army was witness to this and he influenced Dr Umesh as a guiding star in the early
days of the career. His father narrated to him the war experiences which had lasting
impressions on Dr Umesh as a young boy. As a commanding officer, his father had to
perform the duty of keeping the morale of the soldiers high. It was possible, his father
said, only because of the humane treatment that he gave to his soldiers. This was an
important learning for Dr Umesh which led him to adopt and further develop the
principles of “Communication” and “Drive to win”.
Similarly, the early exposure to the farming activities on the family farm equipped
him with an attitude to experiment and learn. Later, organic farming became a source
of recreation and inspiration for him which enabled him to withstand tremendous
work pressure by offering an opportunity to balance work and life. During early days
of his education, Dr Umesh imbibed the values of hard-work as he had to support
himself by working simultaneously. Every day he had to get up early to travel to the
workplace, attend evening college and study in a public library till late evening. This
lifestyle became a norm for him even in his professional life and led to the principles
of “Agility” and “Purpose”.

The German culture experience
As part of the company policy, he was sent to Germany along with his family, not
alone. He interprets this policy as an effort to ensure holistic well-being of the
employees rather than cost cutting. He also imbibed it as a practice while managing
his team later in India. During his stint in Germany, he had to overcome language
barrier by learning Swabian (Schwäbisch – a dialect of the German language) (Wiki
2020) and further learn the technical German language to be able to work as manager
at the research and development department. While in Germany, a visit to a doctor
for a test for his daughter led him to observe how children imbibe structured ways of
thinking and action in Germany at an early age. As compared to the German children,
his daughter exhibited different traits during the test.
He concluded that as in India resources are limited, children learn to explore their
surroundings for resources and put them in the best possible order to achieve a task
in the simplest manner. Whereas the German children were more amenable to follow
structured but seemingly complex instructions and to achieve the same task in the
most desirable way. Such observations gave him insights into the best features of both
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cultures. He could then combine those while training his team back in India and get
the required results from them.

Conclusion
This case is a wonderful example how the personal attributes of a leader resulted in
him being an exceptional leader. His tendency to extend his personal beliefs and
cultural ideologies to his workplace made him very successful as a transformational
leader. There are four factors to transformational leadership, (also known as the “four
I’s”) - idealized influence, inspirational motivation, intellectual stimulation, and
individual consideration. Dr Umesh Deshpande has showcased and adopted all these
factors during his professional tenure and personal life too. He has been a role model
to his subordinates, given inspiration to his team members to stimulate them and has
been exceptionally good in rendering individual attention and consideration to
everyone working with him.
He had ten success mantras which guided him in both his personal and professional
life. There are numerous instances in his life where he has incorporated these mantras
and solved the challenge in front of him. He expressed his wisdom in the final one
liner, “Job does not give happiness, happiness lies inside!” which mirrors this totally
self-made leader.

Questions
1. What are the leadership styles which have been followed by Dr Umesh Deshpande
during his journey towards being an exceptional leader?
2. What are the main attributes of a transformational leader?
3. Discuss the success mantras followed by Dr Umesh Deshpande - the main
protagonist - and how they resulted in him being an exceptional leader.
4. What is the role of culture in developing a leadership style?
5. What are the differences between Transactional and Transformational leadership
style?
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Teaching Note
Rise of a Business Leader
Synopsis
The case is about a protagonist – Dr Umesh Deshpande - who, given his humble
background, has risen in his career as an exceptional leader showcasing great attributes
of a good leader and had overcome multiple challenges during his tenure as a General
Manager in a multinational automobile company and his personal life too. He has
embodied the idea of Transformational leadership in all facets of his life. Right from
the start of his educational life, he had shown the tenacity and perseverance needed
to be successful. During the early days of his career, he had been instrumental in
solving many tough situations while dealing with an unfamiliar culture, adverse
situations concerning customers and subordinates and had been inspirational to all
his team members. The case proceeds to highlight his innovative and inspirational
style during handling of the crisis situation at Hyderabad, his tenure in Germany and
initiating organic farming.

Target Learning Group
This case is targeted at graduate and postgraduate learners of a management course
or corporate employees who wish to learn regarding the various leadership styles
and the attributes of successful leaders. This case presents an opportunity to
understand the nuances of being an exceptional leader by analyzing the working style
and culture of this leader.

Teaching Objectives
1. To introduce the learners to the concept of Transformational Leadership style.
2. To introduce the concept of success mantras of an exceptional leader.
3. To help learners understand the connection between culture and leadership.

Teaching Strategy
1. Introduction to the case: 15 min
2. Discussion of various leadership styles: 45 min
3. Discussion of questions: 50 min
4. Conclusion:10 min
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Discussion Questions and Suggestions
1. What are the leadership styles which have been followed by Dr Umesh
Deshpande during his journey towards being an exceptional leader?
The various leadership styles should be discussed here keeping the focus on why
the style of the Protagonist Dr Umesh Deshpande seems like that of a
Transformational leader. In transformational leadership, the leader acts as a role
model and as a motivator too who offers vision, excitement, encouragement, morale
and satisfaction to the followers. The leader inspires his people to increase their
abilities and capabilities, build up self-confidence and promotes innovation in the
whole organisation.
2. What are the main attributes of a transformational leader?
The main characteristics of a Transformational leader must be discussed here like
being inspirational and collaborative, etc. Here, the leader seeks the requirement
for a change in the existing organisational culture, gives a vision to his subordinates,
incorporates mission and implements the change with the dedication of his
followers. Leader lays emphasis on the values, ideals, morals and needs of the
followers.
3. Discuss the success mantras followed by Dr Umesh and how they result in him
being an exceptional leader.
The success mantras need to be discussed here along with the situations in which
they were applied by him.
4. What is the role of culture in developing a leadership style?
Culture plays a significant role in creating a leadership style. Examples from Indian
culture, the family background of Dr Umesh and influence of the German culture
must be discussed here.
5. What are the differences between Transactional and Transformational leadership
style?
Transactional leaders focus on the role of supervision, organization, and group
performance. They are concerned about the status quo and day-to-day progress
toward goals. Transformational leaders work to enhance the motivation and
engagement of followers by directing their behaviour toward a shared vision. While
transactional leadership operates within existing boundaries of processes,
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structures, and goals, transformational leadership challenges the current state and
is change-oriented.
James MacGregor Burns distinguished between transactional leaders and
transformational by explaining that: a transactional leader is a leader who
exchanges tangible rewards for the work and loyalty of followers.
Transformational leaders are leaders who engage with followers, focus on higherorder intrinsic needs, and raise consciousness about the significance of specific
outcomes and new ways in which those outcomes might be achieved.

Background Reading
Learners are encouraged to study the theories of Burns and Bass on Transformational
Leadership and read the research papers on the same topic. Additional reading material
is suggested in the references.

Leadership Styles: Transformational and Transactional Leadership
Transactional leadership or transactional management is the leadership that focuses
on supervision, organization, or performance. It is an important part of the Full Range
Leadership Model. Transactional leadership is a style of leadership in which leaders
endorse compliance by followers through both rewards and punishments. Through a
rewards and punishments system, transactional leaders are able to keep followers
motivated for the short-term. It “occurs when one person takes the initiative in making
contact with others for the purpose of an exchange of valued things’’ (Burns, 1978).
Transactional leadership is generally attributed to two factors.
1. The leadership of the first conditional reward is viewed as both an efficient and
constructive relationship between the leader and the followers. These followers
get bonuses, merits, or recognition with the organization that they are with when
they meet certain goals depending on what the company is (Bycio, P., Hackett,
R.D., & Allen, J.S, 1995). The rewards, from this contingent reward, is solely based
on an agreement between the leader and follower.
2. The second factor of transactional leaders is management by exception. This can
be active or passive. Active leaders are always evaluating performances of
employees. Passive management makes assessments after the task has been done
and will only let one know about the problems after they occurred (Howell &
Aviolio, 1993).
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Transformational leadership is a theory of leadership where a leader works with teams
to identify needed change, creating a vision to guide the change through inspiration,
and executing the change in tandem with committed members of a group.
Transformational leadership is when a leader’s behaviour influences followers and
inspires them to perform beyond their perceived capabilities. Transformational leaders
inspire people to achieve unexpected or remarkable results. It gives workers autonomy
over specific jobs, as well as the authority to make decisions once they have been
trained. This induces a positive change in the follower’s attitudes and the organization
as a whole. Transformational leaders typically perform four distinct behaviours, also
known as the four I’s. These behaviours are inspirational motivation, idealized
influence, intellectual stimulation, individualized consideration.
Transformational leadership helps to boost the motivation, morale, and job
performance of followers through a variety of mechanisms; these include connecting
the follower’s sense of identity and self to a project, collective identity of the
organization; being a role model for followers in order to inspire them and to raise
their interest in the project; challenging followers to take greater ownership for their
work, and understanding the strengths and weaknesses of followers, which allows
the leader to align followers with tasks that enhance their performance. It is also
important to understand the qualities of a transformational leadership can bring to a
work organization.
Transformational leadership enhances commitment, involvement, loyalty, and
performance of followers. Followers exert extra effort to show support to the leader,
emulate the leader to emotionally identify with him, maintain obedience without losing
any sense of self-esteem. Transformational leaders are strong in the abilities to adapt
to different situations, share a collective consciousness, self-manage, and be
inspirational while leading a group of employees.

Takeaway
The main takeaways of this case study are, in-depth learning regarding leadership
styles and challenges in front of a successful leader. This case will also be helpful in
showcasing the connect between leadership and culture. The learners will be able to
appreciate the significance of developing an innovative and collaborative culture in
an MNC.
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Case Study 07

Strategy to Sustain*
Sanskar Shekshanik Avam Parmarthik Nyas came into existence in 1984 after the
establishment of Sanskar Sahayak Trust in 1940 and Sanskar Charity Trust in 1971.
Each Trust had roots in Sanskar Sahayak Kapda Market Committee, which was
established in 1884 by a group of like-minded traders and cloth merchants for charitable
activities. The committee used to meet its expenses from a common fund that was
created by the contribution of the traders and cloth merchants for the service and
welfare of society. The committee was joined by mill owners after textile units were
established in 1910 in the city. The Trusts were managed by the 3rd and 4th generation
trustees who were giving time to the activities of the Trusts and happened to be there
because their forefathers were part of the initiative 137 years back. Thus, Sanskar
Trusts had a long history of social work in Pune.
SanskarTrusts, the erstwhile committee, continued with a vision to serve needy and
poor people. The Trusts had a budget of Rs 2 crore per year by 2021 for such social
activities. TheTrusts were also continuing with the tradition of offering Scholarships
to the poor students on merit. Books were distributed amongst school going children
free of cost and financial help was also extended to the needy patients who approached
the Trusts. The other charitable activities of the Trusts included providing lodging
facility to the people visiting for a short period of time to Pune (Sanskar Vishranti
Grah), providing free medical treatment to poor people (Sanskar Ayurvedic
Aushadhalay), serving free lunch to the poor people, maintenance of Gaushala,
supplying wood to a Crematorium daily and providing a vehicle for taking the
deceased to crematorium, to name a few. Till date (2018) the Trusts had not stopped
any activity which they had started in the past.

Concern for People
Sanskar Shekshanik Avam Parmarthik Nyas (Trust) had established Sanskar Diagnostic
and Kidney Centre in November 2015 for the kidney patients of Pune and nearby
areas in a very old and popular temple premises. This temple was established by
*

This case was written by Upinder Dhar, Anusha Gupta (Shri Vaishnav Vidyapeeth
Vishwavidyalaya, Indore), and Neha Sharma (Acropolis Institute of Management Studies and
Research) during the Case Writing Workshop organized by SVVV from December 6-8, 2018.
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erstwhile ruler of the area, in 1735. The intent behind setting up this Centre was to
extend the facility of dialysis to the common people at subsidized rates.
In India, the tradition used to be that rulers of an area would establish a temple with
a land surrounding it. The Hindu priest used to be in-charge of the temple and would
be responsible for maintaining the land. After Independence in 1947, the princely
states were merged and subsequently, rulers of the state lost control over the
management of the temples. The temple chosen by Sanskar was one such shrine where
a large number of pilgrims and devotees would visit every day. The land surrounding
the temple was encroached by the people living around it over the period of time.
To overcome the difficulties that devotees used to face, it was decided by the local
government to constitute a committee under the leadership of the District Collector
for smooth management of facilities at the temple. The committee was named
Devasthan Trust, which thought of utilizing the land surrounding the temple for
generating funds for the maintenance and extension of the temple. In this light, it was
felt by the Devasthan Trust to create a facility of dialysis for the kidney patients living
near the temple after getting the encroachments vacated.

A New Initiative
In view of the non-controversial reputation of Sanskar Trusts, the then collector of
Pune approached the chairman of Sanskar Shekshanik Avam Parmarthik Nyas (Trust)
for setting up a dialysis centre at the temple. Sanskar Trust readily accepted the
invitation and it was decided that Devasthan Trust would construct the three-storied
building for the purpose of a multipurpose medical facility. A Memorandum of
Understanding was signed in 2015 that Sanskar would pay the lease amount of Rupee
1 per annum to the Devasthan Trust and would set up 20 dialysis machines at the
Centre and extend the facility to kidney patients at subsidized rates. The Centre was
inaugurated by the then Chief Minister of the state on 2nd November 2015 and as per
mutual understanding Sanskar Trust charged Rs.400 only from each patient per session
of dialysis, whereas the balance amount of Rs.600 per patient per session was
contributed by the Trust.
Sanskar Trust engaged a reputed Nephrologist of Pune as a consultant for the Centre.
The Centre started getting a large number of patients over the period of time. The
Centre had two technicians and five other staff members including nurses in the
beginning. In view of popularity of the Centre, Sanskar Trust employed 15 employees
besides consultants by November 2018. The Centre had conducted 18700 dialysis
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sessions in three years of its existence, and had spent Rs.50 lakhs per annum on
managing the dialysis Centre. Starting with six machines in 2015, the centre had
installed 16 machines by November 2018, and the Trust had the plan to install four
more machines in due course of time. Getting encouraged by the response to the
dialysis facility, the Trust had started the Physiotherapy facility on completing three
years, and was planning to set up a Naturopathy Centre by March 2019 to optimally
utilize the building infrastructure provided by the Devasthan Trust.
Sanskar had established Ramkrishnabag, a lodging facility for the saints and sadhus
besides the people visiting Pune for business, in 1925. Sanskar Sahayak Trust renovated
Ramkrishnabag in 2017 for providing better facilities to the people approaching for
the stay. Ramkrishnabag was also given on rent for various community activities such
as marriages and other functions. It was observed by the Trustees that Sanskar
Diagnostic and Kidney Centre at the temple premises was attracting patients even
from outside Pune. Further, patients from various other areas of Pune used to travel
to the Centre, which was in the eastern part of city, for dialysis facility. To facilitate the
patients, the Trust decided to establish a new centre opposite Ramkrishnabag which
was in the western part of the city. The idea was not only to facilitate the patients of
nearby areas, but also to extend residential facility at Ramkrishnabag on subsidized
rates for the patients from outside Pune. Sanskar Trust was all set to start the facility
at Ramkrishnabag by March 2019.

Questions
Read the case thoroughly and answer the following questions.
1. Was it the right decision to accept the invitation of the district collector to establish
a dialysis centre at the Temple Premises? Discuss.
2. The dialysis facility could have been offered free of charge to the patients. Do you
agree or disagree?
3. Was the expansion plan based on a business opportunity or an extension of the
facility to the patients? Discuss.
4. Discuss the strategy that has helped the Trustees to keep the Trust functional.
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Teaching Note
Strategy to Sustain
Synopsis
Sanskar Group of Trusts had a vision to serve needy and poor people. The Trusts had
a separate budget for such social activities. The financial help was extended to the
needy patients who approached the Trusts. The other charitable activities of the Trusts
included providing lodging facility to the people visiting for a short period of time to
Indore, providing free medical treatment to poor people, and serving free lunch to
the poor people. In view of the non-controversial reputation of Sanskar Trusts, the
then collector of Indore who was chairman of Devasthan Trust approached the
chairman of Sanskar for setting up a dialysis centre at the premises of a local temple.
Sanskar readily accepted the invitation and it was decided that Devasthan Trust would
construct the three-storied building for the purpose of a multipurpose medical facility.
A Memorandum of Understanding was signed in 2015 that Sanskar would pay the
lease amount of Re.1 per annum to the Devasthan Trust and would install 20 dialysis
machines at the Centre and extend the facility to kidney patients at subsidized rates.
Sanskar engaged a reputed Nephrologist of Indore as a consultant for the Centre. The
Centre started getting a large number of patients over the period of time. In view of
the popularity of the Centre, Sanskar increased the number of employees to 15 besides
consultants by November 2018. The Centre had conducted 18700 dialysis sessions in
three years of its existence, and had spent Rs.50 lakhs per annum on managing the
dialysis Centre. Starting with six machines in 2015, the centre had installed 16 machines
by November 2018, and the Trust had a plan to install four more machines in due
course of time. Getting encouraged by the response to the dialysis facility, the Trust
had started the Physiotherapy facility on completing three years, and was planning to
set up a Naturopathy Centre by March 2019 to optimally utilize the building
infrastructure provided by the Devasthan Trust.

Teaching Objective


Discuss the strategies for sustaining the charitable activities

Issues Involved


Sustainability



Vision of Social Service
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Decision-Making



Strategy Formulation

Teaching Audience


Under Graduate and Post Graduate management students



Participants of MDPs



Entrepreneurs

Teaching Approach and Strategy


The teacher can ask the students to come prepared with an understanding of
the concept of social service and business strategy.



The recommended group size is 4-5 members.

219

Book Review

Duties of Directors
Indian and International Perspective
(Authors: R. K. Mishra and J. Kiranmai. New Delhi: Academic Foundation in
association with Institute of Public Enterprise,Year of Publication: 2020,
First Edition, ISBN: 9789332705425) Pages: 116, Price: Rs.895
Santosh Dhar*, Upinder Dhar**
Practices that the Board of Directors of a listed entity need to fulfill the expectations of
all stakeholders i.e., shareholders, employees, creditors, customers, government,
regulatory authorities and society is corporate governance. Good corporate governance
has important role in attracting investors to invest both in the domestic and
international capital markets. Good corporate governance practices reduce the risk
by ensuring transparency, accountability, and enforceability in the capital marketplace.
The investors expect the Board and the Management in the companies to act in their
best interests at all times to earn a risk-adjusted rate of return that is higher than the
cost of capital. While sound corporate governance practices ensure a company’s longterm success, weak practices often lead to serious problems. India has attracted large
shareholding of international investors and large Indian financial institutions with
global ambitions. The book under review traces significant progress in the standards
of corporate governance. It is divided into 5 chapters besides preface.
Chapter 1 on Changing Dynamics of Board and Board Committees depicts the general
duties and responsibilities of boards. According to author, the Board is responsible
for governance, i.e., ensuring that organization operates properly and effectively, and
achieves its agreed objectives. The directors are responsible for giving a strategic
direction to the organization and constantly monitor the progress of the company
towards its objectives.
Chapter 2 on Corporate Governance – An Overview covers the broad framework of
corporate governance, its importance and models of corporate governance. India in
its own right has a unique and epochal background of governance with destructive
* Dean – Faculty of Doctoral Studies and Research.
** Vice Chancellor, Shri Vaishnav Vidyapeeth Viswavidyalaya, Indore;
(E-mail: deanresearch@svvv.edu.in, vc@svvv.edu.in, upinderdhar@gmail.com)
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features like equity shares are owned wholly or substantially by government, good
deal of political and bureaucratic influence over the management, organization often
viewed as a social entity and efficiency and performance are sacrificed at the altar of
propriety.
Chapter 3 on Corporate Governance in India covers corporate governance framework
with special reference to India. The author discusses the role of regulators, committees,
legal frame of Companies Act, autonomy and responsibilities of CPSEs and duties of
board and board committees in India. The importance of Corporate Governance
principles is to ensure transparency and trust among stakeholders to adopt and apply
the good corporate governance practices in respect of CPSEs.
Chapter 4 on Corporate Governance: International Perspective covers the corporate
governance practices in USA, UK, Australia, Singapore and Malaysia. The existing
legal framework, provisions, code of conduct, board and board Committees that are
supporting the countries to strengthen their corporate governance structure is
discussed at length. Countries update their regulatory system to control the frauds
and scams. Several committees are formed to study the issues in depth and make
recommendations on the existing codes and guidelines of corporate governance.
Chapter 5 on Duties of Directors: A Cross Country Study covers the comparison of
regulatory agencies, corporate governance principles, number of committees, duties
of directors across the boards and conclusions and recommendations. The authors
recommend that board should always make sure it has a full understanding of the
business structure and model in order to govern and monitor it effectively. Board of
directors should develop and maintain adequate internal control mechanisms. The
systems should be developed to generate relevant and reliable information about the
company.
The book is a welcome addition to the repository of knowledge on corporate
governance. It gives exhaustive description of corporate governance best practices
and the duties enacted by the regulators through Acts in the selected countries. Similar
Acts from India could have been enumerated to highlight the challenges, priorities
and tangible benefits by adopting leading corporate governance practices. This would
have enriched the book further. Overall, the book is a welcome addition to the treasure
of knowledge.

221

GUIDELINES FOR AUTHORS
AIMS Journal of Management, a peer reviewed publication, welcomes articles on the
issues of current interest in management. We publish Empirical Papers, Conceptual
Papers, Research Notes, Case Studies and Book Reviews.
Research manuscripts that include Empirical Papers, Conceptual Papers, Research
Notes, Case Studies and Book Reviews should be submitted online on the AIMS website
at: www.aimsjournal.com
Submissions should be typed in Times New Roman font size 12, with 1.5 line spacing
and with a 1-inch margin on all sides. The acceptable lengths for different types of
articles published in AIMS Journal of Management are as indicated below:
a. Research Paper (Empirical or Conceptual): 5000 to 8000 words.
b. Case Study or Research Note: 4000 to 6000 words.
c. Book Review: 1000 to 1500 words.
(Joint) Authorship of Papers: Authors should testify to the authenticity and originality
of their papers. In case a paper has more authors than one, each of them has to
separately testify that he/she has contributed to the paper and that it is an original
creation by them. AIMS Journal of Management has a very strict anti-plagiarism policy
and hence the authors are expected to submit only authentic and original works to
the journal. Any changes in the authorship after the initial submission and declaration
should be supported by intimations to the Editor to that effect from the authors who
are removed as well as those who are added.
Cover Page: Manuscript of a paper should have a cover page providing the title of the
paper, the name(s), address(es), phone, fax numbers and e-mail address(es) of all
authors and acknowledgements if any. In order to facilitate anonymous review of the
papers, please restrict the author-related information only to the cover page.
Manuscript Title: The title of the paper should be in 16-point Times New Roman font.
It should be bold typed, centered and fully capitalized.
Abstract: Following the cover page, there should be an ‘Abstract’ page, which should
contain the title of the paper, the subtitle ‘Abstract’ and a summary of the paper in
single space, not exceeding 150 words. The text of the paper should not start on this
page, but on a fresh page with the title of the paper repeated.

Guidelines for Authors

Keywords: Abstract must be followed by a list of keywords, subject to a minimum of
five. These should be arranged in alphabetical order and be separated by commas
with a full stop at the end.
Body of Manuscript: Manuscript must be prepared on standard A4 size paper setting.
It must be prepared on a 1.5 spacing and single column with a 1-inch margin set for
top, bottom, left and right. It should be typed in 12-point Times New Roman font
with page numbers at the bottom-centre of every page.
Headings: All section headings should be in 14-point Times New Roman font and
sub-section headings should be in 12-point Times New Roman font. These must be
bold-faced, aligned left and fully capitalized. Leave a blank line before each heading.
Figures, Tables and Exhibits: Each Figure, Table, or Exhibit should be printed on a
separate sheet. Figures, Tables and Exhibits are to be separately numbered, titled and
attached at the end of the text serially. The position of the Figure, Table, or Exhibit
should be indicated in the text on a separate line with the words “Table 1 about here”.
All Figures, Tables and Exhibits must be presented in line with American Psychological
Association (APA), 7th Edition guidelines.
In-text Citations: Indicate the position of the reference in the text within brackets by
the author’s last name and the year of publication; e.g.: ‘(Porter, 1980)’ or incorporate
it into a sentence, e.g.: ‘as pointed out by Hannan and Freeman (1977)’.
References: References should be cited in the style prescribed in the Publication Manual
of the American Psychological Association (APA), 7th Edition. At the end of the text,
references should be listed in the alphabetical order of the last names of the authors,
with a title REFERENCES (left-aligned) in 14-point Times New Roman. Examples of
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Notes: Do not use footnotes. Minimize endnotes. If they are unavoidable, number
them serially in the text using superscript and list them together on a separate sheet
under the heading NOTES immediately following the text of the paper. Notes are not
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understanding the text, but is tangential to the main idea discussed therein.
Revised Manuscripts: At the end of the blind review process, the editor will inform
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Obituary

(Late) Dr L N Bhagat

(Late) Prof Y K Bhushan

Former President AIMS and
Ravi J Ma hai National Fellow Awardee
Passed away on 15th April 2021

Former President AIMS and
Ravi J Ma hai National Fellow Awardee
Passed away on 13th May 2021

(Late) Padma Shri Prof (Dr) Pritam Singh

(Late) Fr. E. Abraham S.J.

Ravi J Ma hai National Fellow Awardee
Passed away on 3rd June 2020

Former President AIMS and
Ravi J Ma hai National Fellow Awardee
Passed away on 14th July 2021

MAY GOD BLESS THEIR SOULS WITH ETERNAL PEACE!
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