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ABSTRACT

The aim of this paper is toanalyze the strategies undertaken by Industrias Bachoco
throughout its corporate development based on theories of vertical integration and location
theory. The question is how it is achieved Industrias Bachoco leave behind their competitors
and become oneof the ten largest producers of chicken and egg of the world? A
comprehensive framework to contextualize all the challenges of the reality faced by the
company and the longerm vision it has on Mexican markets in the United States is used. It is
concludel that the vertical integration of production and the location are the cornerstones to

implement their business strategies.
Keywords: Acquisitions, chicken industry, location, nostalgia market, vertical integration

. INTRODUCTION

Since the signing of free#ade agreemenMexico with Canada and the United States long has
been said about the impact of transnational caimns in the national econortyis referredto

the demise of many organizations thwir low productivity; they were pressured by lowipes of
imports. Now, twenty years latethere isa new paradigmiarger companies and those best able
to adapt to globalizatioftnave survivedto that trade shockThis is the case of Industrias
Bachoco, founded in the period of greatest growth in Mex@od in a context of high

competition but with little corporate experience. This company is one of the ten largest producers
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of chicken in the world and its vision is to continue on one of the most dynamic markets in the

world: United States (Bachoco, 2015)

Scientific research mainly deals with the study of transnational corporations from developed
countries to emerging and developtauntries. It could be classified as Ne&buth movement
However, in recent years it has besgen the enormous growth cdmpanies in developing
countries that are expanding their involvementdeveloped country markets (Sodtiorth).

Most notablyis this second economic phenomenon that challenges the traditional power and
shows that there are factors beyond those providethe nature of the country of birth that

allows these companies to be as competitive nationally entexong complexXoreign markets.

It is preciselyin these factors that ghouldbe paid attentionAre they factors that are derived
from the industy or the resources and capabilities or games between thetioggfuThere is
much to discuss. Rerefore, the analysis proposed in this paptr ise a set of theories that they
can go step by step explaining the case of Industrias Bachoco and reacleestanding of why
it is one of the most important inghindustry poultry in the world. What is tlwmpetitive
advantage and what weapons twdight in the Mexican market ithe United States. Only then,
it could be understood one of thiole natioal companiehat now compete in foreign markets
and raise a new research agenda.

II. CURRENT POULTRY MARKET IN MEXICO AND THE UNITED STATES OF
AMERICA

Michael Porter in 1980 formulated the model of the five forces trying to synthesize the theories

based on # industry to develop tmtegies (Vargaslernandez, Guerraand Bojorquez

Bojorquez, 2014). In their model, Porter considers external and internal factors thatirteterm

the performance of the firm.Igo raises a number of strategies depending on the tanlof

the industry a company can do to be successful. In the following lines will aim to break down

each of the five forces model to describe the situation of Bachoco in Mexico and the United

StatesAs a diagnosis of these factors can determine theneat of its objectivesvhich are

aimedto have a high market share in North America.
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A. Rivalry between competitors

The poultry industry in Mexico is an oligopolistic matked by only three compani&achoco,

Tyson Mexico and Pilgrim's Mexico.nl2012 béwveen these threeompanieproducel about

59% of the total production afhicken and Bachoco produced about 35% of total b#iag

market leader (Bachoco, 2014) company. Although somehow each of these three companies has
a certain region of the countryighiting for the marketis very intenseunlike other oligopoly
markets.It is referred to the entry of new buyers, as in the case of the acquisition made JBS
Pilgrim's Pride in the United States atieg the subsidiaries in MexicdBS comes with a great
competitive power because it is the second largest producer of chicken in the world (Degen and
Wong, 2013).

Bacloco haghe advantage of being a strategist and meeMiwican market from root to tip.
However, not a very big fight is discarded betweemse¢hevo main competitordBachoco and
JBSas lage as that of Mexico market.danbe saidyetthat Bachoco is a price setteowever,

the power of the company mag affected by the decisionan makelBS to acquire Tyson de
Mexico. Still does not know.fldone it would be time a strong rivalry between two large
corporations. In the US, the share of Bachoco is lower, only 2% of the total production of
chicken is a product of the company.

To analyze the strength of the competitors in the US market isrdzess@usan the US poultry
industry is morefragmented;it is more competitive in terms of diversification and a large
number of prducers. Brhaps there are large corporate diydon and JBS but the power of
local rivalry makeghat market power is notanentrated in these two companies.addition to
diversification it gives greater dynamism to competitiveness, the US market unlike the Mexican
look for products with higher value added (Meat, Fish & Poultry Industry Profile: United States,
2014).

B. Potential threat entry
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In this section, both the Americas the Mexicammarkethasthe same characteristics fleality,

there isnot astrong threat of potential entries for the poultry industry has little incentive to entry,
although it does not require extinvestment to att a business in this industryhd effect it may
have on the markéheentryof a new competitor is very low.HEre are high risks of losses since
the products are meat and requspecial treatment and specific buyers are somewlitdfufa
mannerto current brandsn the market. In fact itan be considered that there ame optimum
number of producers because there is nbetcould saturate the market of products and this

affects consumer decisions.

Therefore, there are not realiygh entry barriers twa high level of business riskconomies of

scale also represeatdanger for new entrepreneurs because the basis for success in the chicken
industry focuses on vertical integration and to generate all this conglomerate is verigxom
There really is not a strong consumer loyalty to brands, although there may be towards value
added products that diversify martteesnot recorded a serious component for other companies

to enter. In Mexico, the topic itself is different because Baohand Pilgrim's do maintain
branding in many supermarkets and are valued by consumersyithn@ilyson are of the few

companies in Mexico that offer products of vahaded chicken.

C. The bargaining power of suppliers

Similarly, both the US and Mexico remathe same situatn with suppliers. In general, it
cannotbe toldabout a wide range of services thaufioy and egg producers requirehél most
important factor is the availability of faograin inventories and to find it affordable. As it can be
spokenof a highly volatile market the most common is that companies already have covers that
protectagainst fluctuations in prices.oMever, they are not without serious problems such as
droughts or natural phemena that affect input priceghis is an issuef great importance for
industry because it is because of these movements in the prices of cereals for which they are
forced to develop strategies feurvival. Demand is very sensitive to changes in the prices of

chicken.
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D. The bargaining power of buyers

In both countries is a market with a high variety of consumers, intermediaries, business lines and
distributionthat is very complicatedhat buyers represent a limitation. However, competition
makes itself the task of minimizing costs to offer cheapehigher value added products.
Actually, this power of buyers is not needed becausen#itare of industry, producers has not
pricing power. In the only sector which will be characterized more purchasing power it is at the
supermarket because it's chain stotrading large amounts of products and would consider
exercising power over the purchase price (Meat, Fish & Poultry Industry Profile: United States,
2014).

E. Threat of substitute products

In this area, there is a great dangehe Tthicken and the egg cée replaced by any other
agricultural productt lowerretail price, subject to the prefereataere is a strong transitidor
purchasing these products btherof lower calorie content. What is worth noting is the fact that
chicken is optionof meas, the cheapest meat and not only that, the inputs used to feed
substitutes areéhe same for chicken to pork and cattleha® is, when there is a shortage of
cereals the entire food industry is affected and prices resually What we must nobe
forgottenis that the poultry industry is the industry that major outbreaks of diseases présents

if an increase in chicken pricdsmppensby endogenous industry variahgswer substitutes

visible in these cases agenerated.

. FUTURE

What helps Porter's model to get an overall assessment of the situation of industry in a given
time. Doing this exercise seems that strategieBachoco to achieve its position in the US
marketwould have tobe ferocious and well designedowever, the diamonaf five forces
forgets,or at leastvas not provided in this studig a greatittle feature that is wherethe look of
the company directors haslthough the industry is highly diversified and highly competijtive
the migration of Mexicans to thilorth Countryis creatingnew niche markets called nostalgia

market.
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The preference for domestic products by Mexicans living in the United States is readtadhia
market. Ithas nothing particular in econontigeory;it is simply a niche that is drawing attention
for the potenal purchase of alMexicansmigrants. Best of all, especially for Bachoco is that the
Mexican market in the US is mainig concentrated among eight states which makes access,
distribution and advertising easier to apply (Monterde and Romero, 2014). Eigwe/distance

Is still a limiting factor for Bachoco.

Bachocts Plans to expandhto US territory are not myths. Havingought OK Industries,
Bachoco is in constant evaluation in order to acquire new plants and reaching the target market is
being propsed (El Financiero, 2014). Hernandez and Vazquez (2009) say that the regions
Northwest and Peninsula attee key for global participation because they are the ones with the
certifications of the U§overnment diseadeee States. fiis factor is an importdmoint because

they are currently presenting flu biodsesin that country and this can help encourage exports of

Mexican chicken to one side of the border.

Analysts say Bachoco positive forecasts for the followjears thaits solid financial structe is

due to the maturity of itbusiness strategietn the attractiont has to grab debt through actions

and its longterm vision. Just in the first quarter of 2015, Bachoco shares have gained value by
10.66% (The Economist, 2015). Other factors ansl\gsty as variables so that gains are
benefiting the company and indicating tthae exchange is benefiting greatly, grain prices
dropped sincdate last year but egg andickenprices haveno gonedown. Apparently Bachoco

is at its best.

It is also inportant to note that these factors can only be stationatlgesoompany should not
lower its guard. Te flu outbreak that is occurring in the United States can be a risk factor that

could eventually infect chicken and inventories put the company intbl&ou

V. CONCLUSION
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After a description of the strategies of the company, the structure of the poultry industry in

Mexico and the United States and noted the views of the managing directors, one can conclude
that verti@al integration and location atée toos to do Bachoco one of the top ten producers of
chicken in the world. It is more importand, note that these two elements reguinuch control

by its managers. @nplementary to these two variables there are a number of strategies that
protect the modelfdusiness success but are the decisafrisp management which wouldey

have givan this corporate movement. Frats inception to understand the advantages of locating
food and meet the demand for fresh chicken from the regions to its vision of ostaldet in

the United States.

The study of the company leads to think that reality is difficult to isolate in a few theories and

requires extensive knowledge of the variables involved in the industry to be analyzed in order to
get to do a thorough anat@urate analysis of the same. The strategies can be seen from many
types of perspectives bmaintain their dynamic nature hé& role of diredbn is vital because it

is responsible for maintaining the chips on the table, a play that ends until the caiigmny

Also, it is vital to emphasize the role of globalization as the tennis game that we now see more
Latino businesses p&ipating in an important way. dlowing the 2008 crisis expansion of
producers in developing countrigtis refecting at the Btry to developed countries, which was

more common to see it in reverse. Latino researchers need to generate greater knowledge about
classical successful companies but instruments that can help midsize companies generate

strategies that lead to global spee to generate greater competitiveness and boost exports.
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ABSTRACT

Training is the act of increasing the knowledge and skills of an employee for doing particular
job. Training is a shortterm educational process and utilizing a Systemadied organized
procedure by which employees learn Technical knowledge and skills for a definite purpose.
Training is a continuous and life long process. Right from the time a child is born he starts
receiving training from the time his mother for a varietf needs. So, that he becomes a social
being. His training continues in the school and the college situations. Training employees
would be a valuable asset to an organization Organizational objective like viability, stability
and growth can also be achied through training. It is also important significant part of
management control. The training employees invite organizational change and ready to take
up any type of assignment. The success of any organization, to a greater extent depends on the
amount, qualitative and timely training provided by an organization. Every organization big or
small productive or non productive, economic or social, old or newly established should
provided to all employees irrespective of their qualification, skills, suitabifdy the job etc.
Thus, no organization can choose whether or not to train employeeshe needs has been
recognized as an essential activity not only Of management in public and private sectors but
also of trade unions, Academic institutions, professionabddies and the various department
And agencies of the Government. Training is used continuously in every well run

establishment further, technological changes, automation has to retrain the old Employees.

l. INTRODUCTION
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Iris was incorporated in the year Z0My a dedicated team having experience in Telecom

Infrastructure building, and offers various services to build the Telecom infrastructure. Iris
received work orders of the value of Rs. 1502 million by End February, 2014. We achieved
turnover of Rs. 25.2nillion in the year 2005 06 and Rs. 61.2 million by February, 2007. Iris
executed Civil, Electrical, Optical Fiber Route Construction, Supply and erection of Towers and
Site Acquisition Activity. Iris has taken an area of 8.75 Acre on lease and spactedring
machines for Tower Fabrication Unit. Commencement of fabrication is expected by End March,
2007

a) Vision Of the Organization: We shall be a customer oriented services company and

provide besin class services with commitment.

b) Mission Of the Organization: IRIS vision translates into the following operational

missions:

We will provide services with consistent quality

We will extend our support to our customers in achieving their goals.
We will fulfill our customer requirements with value addition

We will maintain high performance standards.

= =2 -4 -4 -

We will accomplish our objectives with honesty and courtesy towards our clients,

employees and vendors

C) Organization Chart:
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d) Research Problem: The research study is on traininghda development in the
organization as it plays a vital role in any organization. To know how training is done in
the organization. What type of training programmes they are following and how effective

they are in the organization.

e) Need for Study: The needor study is to know How effective training in the organization
is and to what extent they are useful. Also to find out the gaps in training and

development system (if any) and to give suitable suggestions and recommendations.

Study was carried out at IR TELECOM INFRA PVT. LTD
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f) Sample design

Sampling: carried out with Civil Executive, Employees & Workers.

Sample size: 100

0) Objectives:

The following are the objectives of this present study.

1. The main objective is to study the training and developmestém existing in IRIS.
2. To identified the training programs of IRIS

h) Primary Date: The primary data is collected through administration of schedule and the

items in this schedule are framed carefully and clearly.

)} Secondary Data:The secondary data has bemllected from annual reports, partly from
records and library sources. Some information is gathered by personal talks with the

concerned officials.

Sampling: The sampling purpose only 3 designations the name of designations are Civil
Executive, Employes & Workers. The total samples 100. The sample is drawn equally from

these five departments through Simple random Sampling technique.

Il. REVIEW OF LITERATURE

Analysis of data: The primary data collected through schedules are grouped and all the items in
the schedule are tabulated for the purpose of the study. Simple arithmetic calculations are used
for analysis of the data. Employee training is the importanisgstem of Human Resource
development. Employee training is a specialized function and is onéeofundamental

operative functions for Human Resource Management. Every modern Industry, We Want start
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any industry the basic Factors are very much essential, these are, men, money, material,

Marketing, machinery, out of these five, men is playing owpartant Role in every
organization. Without man power we cannot run an Industry. So, every modern management has
to develop the organization through human resource development. After an employee selected,

placed and introduced Yshe must be providewith training facilities.

Meaning: Training is the act of increasing the knowledge and skills of an employee for doing
particular job. Training is a sheterm educational process and utilizing a Systematic and
organized procedure by which employeearh Technical knowledge and skills for a definite
purpose. Training is a continuous and life long process. Right from the time a child is born he
starts receiving training from the time his mother for a variety of needs. So, that he becomes a
social beingHis training continues in the school and the college situations.

Importance of training:

The importance of human resource management to a large extent depends on human resource
development. Training is the most important technique of human resourcelspaeent. No
organization can get a candidate who exactly matches with the job and the organizational
requirements. Hence training is Important to develop the employee and make him suitable to
the job. Jon and organizational requirements are no¢,stadly are changed from time to time

in view of technological advancement and change inthe awareness of the Total ; Quality and
Productivity Management (TQPM). The objectives of the TQPM can be achieved only through
training, as training develgphuman skills and efficiency. Training employees would be a
valuable asset to an organization Organizational objective like viability, stability and growth can
also be achieved through training. It is also important significant part of management control.
The training employees invite organizational change and ready to take up any type of
assignment. The success of any organization, to a greater extent depends on the amount,

gualitative and timely training provided by an organization.
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Need for Training:

Every organization big or small productive or non productive, economic or social, old or newly
established should provided to all employees irrespective of their qualification, skills, suitability

for the job etc. Thus, no organization can choose whethagtdo train employees.

Training is used continuously in every well run establishment further, technological

changes, automation has to retrain the old Employees.

The need for training arises due to the following reasons:

1) Sub optional performanoé organizational in public, government and private
Sector
2) The everincreasing gap between planning and implementation of projects.

3) Technological change necessitating acquisition of new sKills.

4) Qualitativechange in the form of proffessionalization of managerial staff and
Workmen.

5) Need for individuals and organization to grow at rapid pace.

6) To meet challenges of global competition.

7) Need for Human Relations is necessargedal with human problems (including

alienation, inter personal and intgroup conflicts etc)

Training Objectives: Generally line managers ask the personnel manager to formulate the

training policies. The personnel manager formulates thewfmg Training objectives in keeping

with the companydés goats and objectives.

u To prepare the employee both new and old to meet the present as well as
changing requirements of the job and the organization.

u To prevent obsolescence.
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a To impart the neventrants the basic knowledge and skill they need for an intelligent

performance of definite job.

u To prepare employees for higher level tasks.

a To assist employees to function more effectively in their present Positions exposing
them to the latest conceptaformation and techniques and developing the skills they
will need in their particular fields.

u To build up a second line of competent officers and prepare them to occupy more
responsible positions.

u To develop the potentialities of people for the riexel job.

a To ensure smooth and efficient working of a department.

Training and Education:

Training is concerned within increasing the technical knowledge and operative skills in doing a
particular job. Hence, mostly employer trains their employee fartcplar job. But the scope

of education is broader. It includes acquiring not only technical skills and knowledge, but also
behavioral skills and knowledge, general knowledge, social knowledge and the like. Thus,
education is to develop individuals. steoncerned with the changing environmental political and
social developments. Education is not only through former instruction in the educational
institute, but also through trading, observation, awareness and so on and so forth. Training is
through vocabnal and training institutes particularly referring to a job (or) a craft. Training
normally has a more immediate and specific utilitarian purpose. Where as education has long run
and general utility. Training from education as they are closely intstiecethat means training

is part of education.

Areas of training:

Organization providing to their employees in the following areas.
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1) Company Policies and ProceduresThis areas of training is to be provided with a view

to acquiring the new employees wahview to acquiring the new employees with the
company Rules, practices, procedures, tradition, Management organization structure,
Environment product, service offered by the company etc. it is nothing but induction.
Some companies the capable inductiomgosamme is divided into two phases in the first
phase, induction is done by the personnel department, second phase induction is done by
the supervisor.

2) Job Training: The object of job training is to increase the knowledge of workers about
the job with wheh they are concerned. So that their efficiency and skill of performances
are improved. In job training, workers are enabled to learn correct methods of handling
machines and equipment, avoiding accidents, removing bottlenecks, minimising wastage,
etc.

3) Promotional Training: Many organizations follow a policy of filling some of the

vacancies at higher levels by promoting existing employees. This policy increases the
morale of workers. They try to put maximum efficiency so that they may be considered
for pronotion.

4) Refresher Training: At the time of initial appointment employees are formally trained

for their jobs. But with the passage of time, they may forget some of the methods which
were though to them or they may have become out dated because of technical
development and improved techniques of management and production

5) Corrective Training: When an employee violates company rules or policies such as by

being absent often or by smoking in a ANO
way to deal with the pblem. Sometimes he thinks that the solution to the problems is
discipline, but the trouble with the word discipline is that implies punishment. He should

hand the problem with treatment that corrects rather than punishes. By its very nature,
corrective taining implies criticism.

6) Apprentice Training: The apprentice Act, 1961 requires industrial units of specified

industries to provide training in basic skills and knowledge in specified trades to educate
apprentices with a view to improving their employmemportunities. This type of

training generally ranges between one year to four years.
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Training Methods :

All the training methods can be grouped into two categories

A. Training methods for operatives (Vestibule Training, Apprenticeship Training, Intprnshi

training)
B. Training methods for managers

(Observation assignment, Position rotation, Serving on committees, Assignment of special

projects. Conferences & seminars, Case study, Incident method And Role Playing)

Training_effectiveness: Training effectveness means to accomplishment of multiple goals

(objectives training) the objectives of training such as.

1 To ensure that technical, managerial, human and conceptual competencies are developed
in the employee on continuous basis enable them to perforntthegnt jobs effectively
and also prepare to perform the new jobs as they come.
1 To offer the necessary competency building inputs to all employees in a systematic,
scientific and cost effective manner.
1 To offer the required and attiiude based trainingp tensure that
a lasting and selfsustaining culture is built in th@rganization.
We discuss training and development activities. Is it not enough to merely assume that any
training an organization @frs is effective. We need to develop substantive date to determine
whether our training effort is achieving its goals. i.e, if it is correcting the deficiencies in skills,
knowledge or attitudes that were assessed as needing attention. Note too thanhgheff
training and (development) research programs is expensive. The costs incurred alone justify
evaluating the effectiveness. The assumption by many managers and training directors that any
type of training is worth white, training programmes may hetas effective unless. It is
evaluated. If those responsible for training are convinced that every training program being
offered is good, it is a reasonable bet that little evaluation is taking place and it is very that the

actual training could be impwed. While we know training can be effective in assisting
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management in attaining its goals, the issue of whether it is effective is often more a matter of

opinion them of fact. Critical to any training activity is proper effectiveness evaluation.
Evaluaton methods can be classified as

1 testi retest method
1 Prepost performance method
1

Experimental control group method

)l
1) Testi Re-test Method: The first approach is referred to as the firs¢-test method

participants are given a test before thegibehe programme. After theprogram is
completed, the participants retake the test, the difficulty arisesttmpting to substantiate that
change in the test scorers will be reflected in performance and that whatever change has occurred

can be fuly attributed to the Instruction.

2) Pre-post Performance Method in this method each participant is evaluatedprior to

training and rated on actual job performance after instructioncdsmpleted, the participant is

re-evaluated. The prpost performare method deals directly with job behaviour.

3) Experimental i Control Group Method: The most sophisticated approach is the

experimental control group method. Two groups are established comparable as to skills
intelligence and learning abilities and exated on actualjob performance. Members of the

control group work on the job but do not under go instruction. The experimental group is given

the instruction at the conclusion of training. The two groups asvakiated. If the training is

really effect v e , the experimental groupods performanc
will be substantially better than that of the control group. This approach attempts to correct for

factors other than the instruction programme that influence
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Il OBSERVATIONS & CONCLUSIONS: As per the study on training & development at

IRIS, below are the observations recorded. The IRIS Training & Development
department activities are :

Provide training on computer knowledge who had necessary

Provide upto date knowledge to thenkers about company and goals.

Two types of training given to employees one ishdause and another one is outside
training to workers. Recently 250 number of employees are participated in various
categories and departments. All the Training activitiesa@nducted at corporate office
only.

Some more training activities conducted through Outside Agencies also.

All employees are interested to participating in training programmes.

Most of the employees in IRIS are having awareness about the trainiltg aedessity.

= 4 4 -

It is a continues process In IRIS and conducting training programmes to all eligible
employees once in a six months.

The job performance factors are influence the employees to participate in training.

IRIS employees are regularly participateraining programme.

Management also conducting awareness of the need of training programme.

The employees have faith on training faculty and they well experienced.

= =4 4 4 -

The Environment of Training area is too good facilities provided by the organization Is

excellent. Fully Air conditioned rooms and advanced training equipments.
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ABSTRACT

Today employee commitment and retention has become an important strategic aspect for the
organisation. Itis not only important to have the best and the ntas¢énted employees but it is
equally necessary to be able to retain them for long term benefits to both the organisation and
its people. Employer branding is a holistic process once the core value propositions are clear.
Current employees are the first ind ambassadors. Attracting and retaining high performing
employees is a huge challenge for international companies. In India attracting, engaging and
talent retention are not only involving questions of compensations packages. Employment
experience in Inda also consists of economic, social, cultural, psychological, motivational and
religious aspects. There are no one fixed practices which show the importance and
significance of the influence of all these above broad points because different organisations
lay different emphasis on these pointers depending upon their suitability impacting retention.
The Present study is focused on measuring the impact of employer brand practices on the
employee attrition and retention in the selected IT firms in Chennai citye data required for

the study is collected through structured questionnaire. The results state that, the dimensions
of employer brand practices can help in improving the retention ratio and there by quality of
services to the clients and sustainablevdlbpment of the industry in IT firms in the sample

area. The Chisquare test of association was used in testing the hypothesis of the study.
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l. INTRODUCTION

Todayods b us emlkaslsEcomanvery competitive thus making skilled employees the
major differentiating factor for most organizations. Organizations rely on the expertise of their
employees in order to compete favourably and indeed gain competitive advantage in the
interrational market. The retention of highly skilled employees has become a difficult task for
managers as this category of employees are being attracted by more than one organization at a
time with various kinds of incentives. Since replacing skilled emplogaesbe problematic,
managers will be able to apply the variables in reducing the high rate of employee turnover. This
situation demands that management should identify the reason/s for this frequent change of
employment by employees. Once this reasorgsben identified, management can then device
retention strategies that will help in keeping essential employees for a rather longer tenure. While
functional turnover can help reduce suboptimal organizational performance, high turnover can be
detrimentalé¢ t he or ganizationds productivity. This
and relationships, and can even jeopardize the realization of organizational goals. Turnover is not
only destructive to organizations, it is also costly. Every time aroy®p quits, a replacement

must be recruited, selected, trained and permitted time on the job to gain experience. Apart from
the costs that are directly associated with recruiting and training a new employee, other indirect
costs exist. The organizatiorsst productivity, social capital and suffer customer defection when

a productive employee quits. Knowledge, skills and contacts that a departing employee takes out
of the Organization constitutes a huge loss. These attributes are, in most cases, lost to a

competitor organization that may use this to gain competitive advantage.

Il. REVIEW OF LITERATURE

The term AEmMployer Brando was first used i n
reputation as an employer. Employer brand is understood as a branddifeidntiates it from
other competitors in the employment market. Employee turnover occurs when employees leave

their jobs and must be replaced. Replacing exiting employees is costly to organisations and
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destructive to service delivery. It is thereforepemative for management to reduce, to the

minimum, the frequency at which employees, particularly those that are crucial to its operations
leave. Retention is a voluntary move by an organisation to create an environment which engages
employees for long ten. The | T sector managers also admit that one of the most difficult
aspects of their jobs is the retention of key employees in their organisations. This situation
demands that management should identify the reason/s for this frequent change of employment
by employees. Once this reason/s has been identified, management can then device retention
strategies that will help in keeping essential employees for a rather longer tenure. Employer
branding is central to the concept in HR Marketing. It defines thepelsy of a company as a
preferred employer. The employer brand is the most powerful tool for attracting; engaging and
retaining the right talent/culture fit that will help leaders grow their organization. Like any brand,
employer brand is about perceptioEmployer brand management expands the scope of this
brand intervention beyond communication to incorporate every aspect of the employment
experience, and the people management processes and practices that shape the perceptions of

existing and prospectvemployees.
M. RESEARCH METHODOLOGY

The present study covers the entire Chennai city covering all the corporate and bigger size
private IT firms. Majority of these firms are 24X7 in nature and dealt with multi domain
services. Some of the It firms coveredthe study are IBM, Hexaware, Infosys, Wipro, HCL,
Cognigent, Polaris, Syscon, Virtusa, Jet in Park, IGATE, Mindtree and TCS. The study covers all

age groups of executives and all divisions of IT and ITES. The sample size of 512 respondents.

A selfdevelped qustionnaire, measured on a Likert Scale was used to collect data from
respondents. The questionnaire had a Cronbach
instrument was reliable. The Céguare test of association was used in testing the hygetbie

the study. The following motivational variables were found to have significantly influenced
employee retention in | T sector organisations: training and development, challenging/interesting

work, freedom for innovative thinking, and job security.
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OBJECTIVES OF STUDY

International Journal of Business Quantitative
Economics and Applied Management Research

1. To study the demographic profile of employees working in the sample companies.

2.

To explore and analyze

collected from field survey.

3. To identify and explore themie ns i ons o f

primary data collected from field survey.

Hypothesis:

t he

di mensions

employee brand

of

pract

H1: Demographical variables (personal) have a direct significant effect on the employee turnover

of in the sample.

H2: Employer brand Praces has the significant impact on the employee attrition and retention

of in the sample.

V.

DATA ANALYSIS AND RESULTS DISCUSSION

The present chapter is dealing with data analysis using the different parametric and non

parametric statistical tools through@ngputer version of SPSS package version 17. The tests are

selected on the basis of the nature of data and the appropriateness of the usage of a technique.

VI. DEMOGRAPHICS OF THE STUDY
S.no Type of employment Frequency| Percentagg Valid percentage
1 Practicingto a greater extent 345 67.3 67.3
2 Practicing to an extent 167 32.7 32.7
Age (in years)
3 Below 20 60 11.7 11.7
4 21-30 160 315 315
5 31-40 157 30.6 30.6
6 41-50 85 16.6 16.6
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7 Above 50 49 9.6 9.6
8 Below 20 60 11.7 11.7
Educational qualification
9 Diploma 95 18.6 18.6
10 | Vocational Course 115 22.4 22.4
11 | UG 130 25.5 25.5
12 | PG 90 17.5 17.5
13 | Professional 82 16.0 16.0
14 | Diploma 95 18.6 18.6
Experience
15 | Below5 134 26.3 26.3
16 | 5-10 205 40.0 40.0
17 | 10-15 83 16.1 16.1
18 | Above 15 90 17.6 17.6
Leadership style

19 | Autocratic 135 26.4 26.4
20 | Participative 377 73.6 73.6
Total 512 100.0 100.0

Table 4.2 Descriptive of the Employer Branding Practices on the Employee Attrition and

Retention Dimensions along with mean and SD

Impactof employer branding on the employee Mean SD
Increase in retention rates on regular basis 3.92 1.189
Increased applications received for job openings from de| 3.25 1.440

talent groups

Increased internal employee engagement survey scores, | 3.45 1.151

Increased employee referrals and-employees willing tq 3.82 1.274

join back
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Attractive  number of applications for recruitmg 3.99 1.197
notifications

Increased degree of employee commitment and revenu| 4.44 1.001
employee

Posttive response fahe changes in service targets 3.26 1.346
Increased degree of Customer satisfaction ratings 3.61 1.188
Improved service quality ratings 3.93 1.230
Reduced compliant clearing time and service gaps 4.30 1.067

Source: Primary data/ Structured Q uestairen

It is noted from the table 4.2, that, Increase in retention rates on regular basis with the mean
score of 3.92 and SD of 1.189, Increased applications received for job openings from desired
talent groups with the mean score of 3.25, and SD of 1.4dfiedsed internal employee
engagement survey scores, with the mean score of 3.45 and SD of 1.151, Increased employee
referrals and exmployees willing to join back with the mean score of 3.82 and SD of 1.274,
Attractive number of applications for recrugmt notifications with the mean score of 3.99 and

SD of 1.197, Increased degree of employee commitment and revenue per employee with the
mean score of 4.44 and SD of 1.001, Positive response for the changes in service targets with
the mean score of 3.2@1ch SD of 1.346, Increased degree of Customer satisfaction ratings with
the mean score 0f3.61 and SD of 1.188, Improved service quality ratings with the mean score of
3.93 and SD of 1.230, Reduced compliant clearing time and service gaps with the meani sco
4.30 and SD of 1.067, indicating the higher levels of influence of the employer branding

practices on the employee turnover and performance in the IT firms in the sample.
Hypothesis|

Ho: There is no significant difference between the perceptioaspfoyees working in the firms
practicing employer branding to a greater extent and the firms practicing to an extent with regard

to the employer branding practices on the employee Attrition and Retention in IT firms.

Table4.3 e ttest results for Pe rcgotion Differences between the Employees on the

Employer Branding Practices on Employee Attrition and Retention.
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Perceptions Type of

employment

Practicing to| Practicing

a greatel to an

extent extent

Mean SD Mean| SD | t-value | P value
The employer branding| 79.99 6.95 77.09( 8.95 | 3.755 | 0.000**

practices on the employe

Attrition and Retention

Since P value is less than 0.01, the null hypothesis, There is no significant difference between the
perceptions of employees working in the firms practi@mgployer branding to a greater extent

and the firms practicing to an extent with regard to the impact of employer branding practices on
the turnover and performance of the employees in IT firms is rejected at 1% level of
significance. Hence, it is concludlehat, there is a highly significant difference between the
perceptions of employees working in the firms practicing employer branding to a greater extent
and the firms practicing to an extent with regard to the impact of employer branding practices on

the turnover and performance of the employees in IT firms.
Hypothesisi

Ho: There is no significant difference between the perceptions of IT employees working in
different leadership styles with regard to the impact of employer branding practices on the

turnover and performance of the employees in IT firms.

Table: 4.4The Chi-Square Table showing the relationship between impact of employer

brand practices on employee retention and

The Employer Brand Practices on Employee Critical value  Df.

Attrition and Retention
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Increase in retention rates on regular basis 44.084 16

Increased applications received for job ojpgs from 32.508 16

Desired talent groups

Increased internal employee engagement survey scores, 9.992 12
Increased employee referrals andeswployees willing to join back 26.510 12
Attractive number of applications for recruitment notifications 19.058 12

Increased degree of employee commitment and revenue per employee  14.605 12

Positive response for the changes in senracgetts 19.587 16
Increased degree of Customer satisfaction ratings 6.662 12
Improved service quality ratings 33.648 16
Reduced compliant clearing time and service gaps 10.309 12

The Chisquare value for increase in retention rates on regular basis X2 = 44.084armwi
associated dvalue of 16, the result provided strong evidence of employee retention increase.
There was also strong evidence of an association between employee referraleamdogees

willing to join back and employee retention. Increased emplayderrals and egmployees
willing to join back with Chisquare value of X2 = 26.510 and an associatedallie of 12.
Attractive number of applications for recruitment notifications had asGhare value of X2 =
19.058 and an associated df value of, 1the result provided strong evidence of an attractive
number of applications for recruitment notifications and employee retention. Positive response
for the changes in service targets were significantly influenced by setting performance targets for
subordnates with a Chsquare value of X2 = 19.587 and an associated df value of 16. Increased
degree of employee commitment and revenue per employee significantly influenced retention in
the | T sector at a Clsiquare value of 14.605 and an associatecatifeof 12. Improved service
guality ratings significantly influenced retention in the | T sector at asGbare value of X2 =

33.648 and an associated@fiue of 16. Reduced compliant clearing time and service gaps had a
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Chisquare value of X2 = 10.39 and associated eMalue of 12 showing a significant influence

on retention in the | T sector.

Null Hypothesis: There is no significant difference between the no. of years experience and

Employee retention with regard to the various dimensions of factogstiaff employer brand

practices among the sample.

VILI.

FINDINGS
67.3 percent of the employees in the IT sector quoted that the firms are practicing the
employer brand practices to a greater extent and the remaining firms are practicing to an

extent.

The managaent grid suggests higher end of bottom level employees and moderate size
in number of middle level and the lower percentage of the top level can help in managing
the protocols and work culture and authority and responsibility relationships. The
composition indicates the best mix in terms of experience and the type of training
undergone from the education. This can help in getting best of the professional services

and employees retention ratio.

40.0percent of the employees working in the IT firms and densd in the sample are
having 510 years of experience, 26.3 percent in the sample are having below 5 years
experience, 17.6 percent with above 15 years experience, and finally 16.1 percent of them
are with 1015 years respectively in the sample indicates good mix of experience

holders in the IT firms in the sample area.

Participatory management style provides a long way of relationship with the Employees
and there by the job satisfaction of the employees and service quality to the clients can
improve from time to time. Majority (73.6 Percent) of the IT firms are adopting
participative management style in managing the firms. It is due to the quality of client
services depend on the service quality of the employees. The existing environment in this

dimension is quite appreciable and encouraging.
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The Primary benefits of employer brand practices observed in the sample survey are
Increase in retention rates on regular basis with the mean score of 3.92 and SD of 1.189,
Increased applications received fob openings from desired talent groups with the
mean score of 3.25, and SD of 1.144, Increased internal employee engagement survey
scores, with the mean score of 3.45 and SD of 1.151, Increased employee referrals and
exemployees willing to join back withhe mean score of 3.82 and SD of 1.274,
Attractive number of applications for recruitment notifications with the mean score of
3.99 and SD of 1.197, Reduced compliant clearing time and service gaps with the mean
score of 4.30 and SD 1.067, Increased degreemployee commitment and revenue per

employee with the mean score of4.44 and SD 1.001 .

There is a highly significant difference between the perceptions of employees working in
the firms practicing employer branding to a greater extent and the ghansicing to an
extent with regard to the impact of employer branding practices on the Attrition and

retention of the employees in IT firms.

There is no significant difference between the perceptions of IT employees working in
different leadership stylewith regard to the impact of employer branding practices on
the Attrition and retention of the employees in IT firms is rejected at 1% level of

significance.

The Chisquare value for increase in retention rates on regular basis X? = 44.084 with an
assoa@ted dfvalue of 16, the result provided strong evidence of employee retention
increase. There was also strong evidence of an association between employee referrals
and exemployees willing to join back and employee retention. Increased employee
referralsand exemployees willing to join back with Clsiquare value of X2 =26.510 and

an associated dfalue of 12. Attractive number of applications for recruitment

notifications had a Ctsquare value of X2 = 19.058 and an associated df value of 12, the
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resultprovided strong evidence of an attractive number of applications for recruitment

notifications and employee retention.

Vill.  SUMMARY AND CONCLUSION

Employer branding is the response of Human Resources Management to the particular market
circumstances. Very ingotant factor in achieving employer branding objectives is to have a
clearly defined employer brand strategy. Regarding the career seekers in the field of engineering,
potential hires find companies that are innovative, produce exciting products and>aiffarg
services. The study results clearly indicate the role of personal and demographic variables
influence, organizational factors influence in the employer brand practices to a greater extent.
Similarly, the impact of employer brand practices on thatian and retention of the employees

is highly significant indicating the higher levels of impact. Hence, employer brand practices have

definite impact on the turnover and performance of the employees in IT firms.

IX. LIMITATIONS AND FURTHER SCOPE OF THER ESEARCH

Since the study is conducted with the selected firms in Chennai city, the impact of socio cultural
basics need to be considered while adopting the suggestions to other geographical locations. The
firms in the sample are heterogeneous, if a studygoted among the homogeneous group
could have been a solid source to estimate the impact on a specific group. The sample is selected
on convenient basis and the size is limited. In general behavioural studies adopt large sample size
for normalization ofesults and to improve the reliability.

The study is restricted its scope with private and shop and establishments operating in Chennai
city. Multi city and multinational sample collection could have been a wide scope for the
assessing the impact. The pmsgtudy is micro in nature and focused approach is followed. The

further studies may be conducted with broader sample and scope of the study variables.
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ABSTRACT

Todaybés professional life calls for bal ancin
dichotomy of worklife was coined in mid eighteenth centuOne of the vehicles to help

provide attainment of personal and professional goals is-Wiflerkenefits and programsVorki

life balancei s a broad concept including an appropr.i
hand and #fAl i f ekodefioed inteims of carekreamd.ambitlonrand life in terms of

health, pleasure, leisure, family and spiritual developm&hé present study highlights the
relevance of work life balance for professional growth of a person and also being able to live a
healthier and happy life. The paper identifies awareness and usefulness of various provisions in

the work life balance policy of the companies of the respondents. Authors have tried to highlight

the impact of workrelated stress on the health of the emplsyaed stress management practices
adopted by the employees. The paper also analyses the hindrances in self and hindrances at work
that prevent an employee from making using of the facilities provided at work for balancing

work and life. Finally there is aanalysis of the usefulness of time management policy of the
company for balancing work and life. Data is analysed usingamre, anova, and regression.

Keywords: Work-Life Balance, Stress, Work Schedule, Corporate Ladder, Professional goals,
Quality of Work-Life
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l. INTRODUCTION
Work-l i fe balance primarily is a meaningful achi
primary way companies can help facilitate wdif& balance for their employees are through
work-life programs and training. Achieventeand enjoyment at work is a critical part of
a ny o ne 4dife balame. Khe OECD Better Life Index comments tlegigde spend orenth
to onefifth of their time on unpaid workThe distribution of tasks within the family is still
influenced by gendepfes: men are more likely to spend more hours in paid work, while women
spend longer hours in unpaid domestic work. While on average men in OECD countries spend
141 minutes per day doing unpaid work, women spend 273 minutes per day cooking, cleaning or
caing. Turkey is by far the country with the highest proportion of people working very long
hours, with more than 43 per cent, followed by Mexico with nearly 29 per cent and Israel with
nearly a fifth of employees. Being one of the leaders of the emergim@mies, India presents a
strong case for work life balance given its hectic work schedules, long working hours and other
work related pressures borne by its professionals. Not being able to balance work and life may
create inefficiency at work and heal#lated issues. Therefore, the demand for work life balance
solutions is increasing and the effect is strikingly felt at middle level of the management. The
study highlights the relevance of work life balance for professional growth of a person and also

being able to live a healthier and happy life.

Il. REVIEW OF LITERATURE

The rationale of the study is that top management of a company is the policy making body and
hence the stress arising out of policy implementation is unfamiliar to them. Workers atéhe low
level of management are engaged in operational activities which are generic and routine in
nature. Therefore, stress of work and having to balance it with personal commitments is
prominently felt at middle level of management. Some of the studiesuppatesnented to the
literature on worklife balance are as follows:

1 Krishna Reddy N, MN Vranda, AtiqQ Ahmed, BP Nirmala, B Siddarg2@10), in their

study have identified several variables that influence the level of \Wankily Conflict
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and Familywork corflict. The study has identified several variables that influence the

level of WFC and FWC. Variables such as the size of family, the age of children, the

work hours and the level of social support impact the experience of WFC and FWC.

1 Sandhya. K, N. VijayaBhaskar Choudary, D. Pradeep Kumar and K. Vijaya Kumar
Reddy (July 2011), in their paper have discussed how an individual helps himself and
how the organizations can help the individuals to maintain a healthy balance between

work life and the personal éf

1 Smita R. Chavan, Balkrushna Potdar (2011), lanedysed in their paper the impact of
the outsourcing industry on the society and the individuals in India. Both positive
and negative impacts have been analyzed. Based on a fieldy,swiesvs of few
employees and employers of this industry have been captured and analyzed.
Various health issues that came to light are stedesgplessness, and headache,
fatigue, sense of exhaustion and lack of concentrationjte was also found that a
number of factors like hindrance in personal life, physically tiring nature of work,
better salary, lack of growth opportunity, in conducive policies and procedures could be

some of the reasons for employeeslgave the industry/company.

1 Una Byrne(March 2005),in her article discussed the development of the concept of the
Owolrikf e balanced a < prablemefanareasing &motunts ofksttessring t h
the workplace as people try to juggle a wide range of factors in their life/work
environment, including: work; family; friends; health; and spirit/self. It is argued that, of
the factors involved, work is thene which is most elastic and can be managed in such a
way as to avoiding jeopardizing the other factors. A major driver of the trend towards
achieving worklife balance is the fact that younger people are not prepared to work in
the same way as their patgnwanting greater control, and a bigger say in the structure of

their jobs and what they could potentially offer in the future.
M. OBJECTIVES OF THE STUDY

The study deals with the broad objective of studying the Mitekbalance practices at middle
level management in Indian corporate. This broad objective is broken down into the following

sub-objectives:
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1 To examine theawareness and usefulness of various provisions in the-herk

balance policy of the company

1 To examine mpact of workrelated stress othe health of the employees and stress

management practices adopted by the employees.

1 To analyze thempact of hindrances in self and hindrances at work that prevent an
employee from making using of the facilities provided at work for balancing work
and Ife.

IV.  HYPOTHESES

H1: Employees at middle level of management are aware of the-k®rkalance
policy of the company and the various provisions in the policy are useful to the

employees.

H2: Time management policy of the company has an impact on badawoirk and

life.

H3: Stress outcomes affecting health are necessarily due to hindrances in self and

hindrances at work.

V. SAMPLE

The sample consists of five hundred respondents working at middle level of management in
Indian corporate. Stratified randorargpling is used, wherein the twin cities of Hyderabad and
Secunderabad are divided into five zones (namely North, East, West, South and Central) and
from each zone 10 companies are selected (based on their size of operation, companies
prominently having aniddle level management in their hierarchy) and from each company 10
employees working at middle level of management are selected i.e. 5 X 10 X 10 = 500. Women
respondents constitute 30 per cent of the total sample. The data is collected from the réssponden

using a questionnaire.
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VI.  FINDINGS

Balancing work and life poses a challenge for those employees who have infants and young
children to take care of. Findings suggest that out of the total respondents, 36 per cent get help
from their spouse in taking @of their children while others get help from theilaws (28 per

cent), parents (32 per cent), servants (2 per cent) and day care centers (2 peResp.ndents

were asked as to how they managed the stress arising from work. The responsesitsimmstth

of them manage stress through yoga (56 per cent), meditation (36 per cent) and Entertainment

through dance and music (8 per cent).

Data was collected to the awareness about the-Wergolicy of the company. Analysis is done

using chisquare tst and the results are shown below.

Table 1.0 Test Statistics for Hypothesis 1

Awareness about the wotlfe balance of the
company

ChiSquare 0.988

Df 1
Asymp. Sig .06

(Source Author- Data Analysis)
The chisquare test reveals a statistic of 0.9B8 P value is 0.06; the result is not significant at
p> 0.05. Therefore, null hypothesis is rejected and it is concluded that the employees at middle

level management are aware of the wbid balance policy of the company.

The various provisions in theork-life balance policy of the companies in question are flexible
starting and ending time, relocation &transport facilities, counseling services, paiofijrjub

sharing and career breaks. Though these provisions are explicitly mentioned in tlyebpblic
there are many hindrances (discussed in analysis of hypothesis 3) that do not allow the

employees to make use of these provisions effectively.

Table 1.1 ANOVA Statistics for usefulness of provisions under workife balance policy
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Variable Sum of Sqares | Mean Squarey F value | Significance
Usefulness of Between | 241.91 241.91
provisions under |\ in | 1134.09 378.03
work-life balance
Total 1376.00 .64 48

policy

(Source: AuthoiData Analysis)

As depicted in the table 1.2, the Sig. value for Usefslidgprovisions under workfe balance
policy is greater than .05, thus null hypothesis is accepted and it can be concluded that there is no
significant difference in mean i.e., provisions under wiifik balance policy of the company is

not consideredseful by the employees at middle level.

Table 1.2  Test Statistics for Hypothesis 2

Impact of time management policy on wdife
balance

ChiSquare 85.0695

Df 1
Asymp. Sig 0

(Source Author- Data Analysis)

Respondents were asked if they were happil the time management policy of the company
that provides them with the time available for family and leisure. The data was analyzed using
ChiSquare test. The calculated value of-Shuare at 5 per cent level of significance (df=1) is
85.0695. The tdk value at 5 per cent level of significance (df=1) is 3.841. As the calculated
value is greater than the table value, (the result is significant at P<0.05), the null hypothesis is
accepted and it is concluded thahe management policy of the company slo®t have an

impact on balancing work and life.

An analysis of various hindrances at work and hindrances in an individual self are made to find

out their effect on health and also on the use of vliflekbalance policy. The hindrances at work
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are long waking hours,compulsory over time, shift work and meeting/training after office hours

while the hindrances in self are excessive use of laptops/cell phones, frequent travel away from
home, negative attitude of peers &colleagues and negative attitude df faeinbers. The

stress outcomes as defined by the respondents are hypertension, obesity, diabetes, frequent
headaches and other health related issues. Regression analysis was carried on to test hypothesis 3

and the result is as follows:

Table 1.3 Model Sunmary

Adjusted R
Model R R Squarg  Square

1 0.65 0.42 0.15

(Source: AuthorData Analysis)

The above table 1.3 reveals the level of relationship between stress outcome (dependent factor)
and hindrances in self and at work (independent factor). It capdaethe value of R squase

0.42 that is 42 percent of variance of stress outcome is explained by hindrances in self and at
work.

Table 1.4 ANOVA Statistics for Hypothesis 3

Sum of Squares | Mean Squareg F value Significance
Regression | 82.36 41.18
Residual 111.64 55.82
Total 194.00 74 575

(Source: AuthorData Analysis)

As depicted in the table 1.4, the Sig. value for stress outcomes affecting health is greater than
.05, thus null hypothesis is accepted and it can be concluded that theresignificant
difference in mean i.estress outcomes affecting health are not necessarily due to hindrances in
self and hindrances at workhere could be other reasons like age of the respondents, family

iIssues and other factors that lead to stress owatsaffecting health. The above test is further
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validated using regression and it is seen whether the test was significant or not, coefficients are

computed and it is seen that probability .438 and .685 is attained, which is higher than 0.05,
therefore, itcan be concluded thatress outcomes affecting health are not necessarily due to

hindrances in self and hindrances at work.

Table 1.5 Coefficients

Unstandardized | Standardizeq

Coefficients Coefficients

Std.
Model B Error Beta T Sig.
1 (Constant) 7.74 5.84 1.33 277
Hindrances in self .03 .04 o .96 438
Hindrances at wor .01 .02 22 47 .685

(Source: Author Data analysis)

VIl.  CONCLUSIONS

The study explored various provisions in the wdikk balance policy of the companies in
guestionthat are flexible starting and ending time, relocation &transport facilities, counseling
services, paid timeff, job sharing and career breaks. But it is seen that the employees at middle
level of management do not consider these provisions to be vefyl @@ maintaining work

life balance. The study concludes that the employees at middle level management are aware of
the worklife balance policy of the company. It is also revealed through the study that though
management initiates time managementqgyoto facilitate employees balance their work and

life, such as policy is not considered very useful by the employees. The study has thrown light
thatstress outcomes affecting health are not necessarily due to hindrances in self and hindrances
at work. Tlere lies a scope for undertaking further research to explore the other variables that
lead to stress outcomes affecting health.
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WOMEN ENTREPRENUERSHIP IN INDIA - CONTEMPORARY ISSUES AND

CHALLENGES

M. SANDRA KIRTHY, K.SWATHI
Sri Indu College of Engineering &Technology Hydesa

ABSTRACT

Women entrepreneurship in India presently, growing very fast and gaining importance in
India and awakes in economic development of liberalization and globalization. And it is
considered one of the most important factors contributing in depeng the society and
economy. The entrepreneurship considered instrumentally and initiating, sustaining, socio
economic development. This paper focuses on the current issues and challenges faced by
women entreprenuer and also discuss some of the measiras/ercome the problems. And

also presents the some of the successful women entrepreneurs. The world needs women
entrepreneurs and women entrepreneurs needs all of us to provide support, assistance for the
prosperity of their business.

Key words i Wonen Entrepreneur, issues, challenges, measures.

l. INTRODUCTION

Today, there is greater awakening among women if given opportunity, they will deliver the
results. Women entrepreneur are explore new paths of economic involvement and contribution.
Women entrpreneurs have been making a significant impact in all segments of the economy
throughout the world in Canada, Great Britian, Germany, Australia, and USA. A large number
of women entrepreneurs particularly in the districts and rural areas were likelydevblpped

for small business. The number of women entrepreneurs would have come to 1, 42,375 per year
in India. The new industrial policy of the government of India has highlighted the need for
special entrepreneurship program for women entreprenelreimdture of produdtprocess,
oriented coursedo enable them to start smattale industries.

Considering the importance of women empowerment the venture capital companies need to

focus on high risk women entrepreneurial businesses.
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Why women entreprexur is important?Vomen is growtforiented, quality conscious, enough

versatile as well resourceful makes every possible effort to take advantage from any opportunity
as and when arise, risk bearer ready to adopt changes , good organizer, good manager,

Administrator decision maker, creative thinker, hard worker, strong commitment and innovative.

Il. OBJECTIVES
1. To Identify and present general issues/problems of women entrepreneurs in India.
2. To Analyze the problems and presents the measures to overcomehtlensrof women
entrepreneur in India.
3. To Present some of the characteristics, qualities and examples of successful women

entrepreneurs.

. GERENAL ISSUES OF WOMEN ENTREPRENUER OF INDIA

Insufficient financial resources

Finance is required in the followingagfes for women entrepreneurs

Stages Finance need

Prestartup Seed capttatesearch and product development stage,/pre commercializ

&Startup stage | Beginning inventory, technology fixture, equipment and facilities

Development Need for starup items higher operating cost and receivables.

Growth  stageg Increased receivables, inventory new equipment, operations, capiti

(early and rapid] growth, marketing and distribution facilities, penetration into new region.

Expansion Major expenses for opations, equipment new facilities, large inventory 4

receivables. productive assets, last round of financing

Problem of finance s r e g arl doedold argy entetiprise. It is required in the all stages of
the business. Women entrepreneurs suffer filmenshortage of finance. This is a major problem
of insufficient finance in all the stages of business for women entrepreneurs.

Lack of experience or business backgrountVomen generally take a long time in deciding

their project more because of most of themen does not having experience, where a project

choice has to be cleared by family members also. Since fewer women in our society go in for
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technical education and employment. Women tend to take up less technolesaealyprojects

for their ventures.

Operational Problems The women entrepreneurs usually face the following operational

problems in the businessesProduct, choice, Identity, Marketing, Accounts and Finance,
Motivation, Problem Solving and Life Styledaving Stiff Competition in the markethe
Women entrepreneurs do not have organizationalugetand operational setip for marketing

their products, if such problem to face the competition arises ultimately results in the liquidation
of women enterprise. Most of the women enterpriseplagued by the scarcity of raw material
and necessary inputs. Added to this are the high prices of raw material.

Lack of Education and Awarenes#ost of the women in India lack knowledge about business

opportunities. lacks the information about procedun@d resources of assistance including
finance, Lacks the knowledge about how to m
enterprises it has been seen that women entrepreneurs are generally aggressive than their male
counter parts and often business diecis are taken at an emotional rather than vertical level. In

India, around thresefifths (60%) of women are still illiterate. Lack of education creates problems

for women in the setting up and running of business enterprises.

Women Mobility problem Mobility of women is restricted in the case of women compared to

men. The difference between a male and female exist as entrepreneur, especially in India are
considered less suitable for entrepreneurial activity . The multiple legal, procedural and statutory
formalities to be completed before and after setting up a business ,become a handicap for many
women because of their limited mobility.

Family Ties | n I ndi a, traditionally mainly womanos
members of the family. Inase of married females, she has to strike a fine balance between her
business and family. Her total involvement in family leaves little or no energy and time to devote
for business. Husband Support and appmtoval S
business.

Male dominated Environme nt'Occupational issuesin India there is lack of appreciation of

available opportunities for women entrepreneurs, appreciations about succeeding in a male
dominated environment in which women occupying position assibe makers and employers

would not be looked up kindly.
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Low Risk- Bearing Ability Women in India lead a protected life. They are less

Educated and economically not selependent. All these reduce their ability to bear risk
Involved in running an entprise. Risk bearing is an essential requisite of a successful

entrepreneur.

Fig: 1 Conte mporary Issues of women entre preneur

Insufficient financial Mobility Domination
t e
Lack of experience Women entrepreneur problem , Occupational
Operational Family ties Low risk bearing ability

V. CHALLENGES/MEASURES TO OVER COME PROBLEMS
Female entrepreneurship Heeen steadily increasing in recent years. Women entrepreneurs face
various problems throughout their careers and there are some of the measures to overcome.

Overcoming the proble m of finance

The venture capitalist should provide finance from the firstestggestartup stage) from
development of an idea to the last stage. Most of the venture capitalist will not provide seed
capital to the women entrepreneur. All the stages of finance requirement are necessary to the
women entrepreneurs. Every stage isangnt in terms of finance that involves degree of risk.
Enterprise progresses through different development stages, each stage there will be different
capital requirement, entrepreneur however often attract financing through venture capitalist who
are aptto invest at any stage of development. Venture capital is one of the form of financing
especially designed for funding high technology, high risk and perceived high reward. Venture
capital is an alternative form of equity financing for small businesseisture capitalist provides

funds to the entrepreneurs pursuing new ideas. The major problem of women entrepreneurs
suffers from shortage of finance to solve such problem of women entrepreneur. Venture

capitalist should consider and provide the finance lirthe stages. Entrepreneurs, especially
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women seek out venture capitalists for their money. Capital is only the obvious requirement to

start an enterprise.

Venture capitalist should join specially women entrepreneur asp@osooter in projects and
sharethe risk and reward of the enterprise. Apart from the stages discussed above, Finance to
entrepreneur will be requires in Short term finandéorking capital finance is capital meant
seasonal fluctuations, finance for short lived assets. Medium terncé&nkmance for assets

with a medium term like Plant, machinery, long term finaoag period the asset like building.

Capital structure decision by the venture capitalist to the women entrepreneur makes capital

structure for business through equity ashebt. Equity capital ordinary shares, preference
shares, deferred shares Debt capitalterm loans, debenture, euro bonds. A large number of
various finance cells may be open to provide easy finance to women entrepreneurs. These cells
should provide fiance to female entrepreneurs at low and concessional rates of interest and on
easy repayment facilities.

Adequate infrastructural support By one single coordinating or nodal agency to facilitate flow

of adequate working capital, technology electricitymdlaand marketing for rural women
entrepreneurs may be helpful and mobile training centers should be opened. Post training
follow\up is vital for the success of entrepreneur development programmes.

Assistance and Involvement by venture capitalist

The following assistance and involvement by venture capitalist provided to women entrepreneurs
Providing advice on management and board decision.

Introducing entrepreneurs to supplier and distributors.

Linking relationship between entrepreneurs and lenders.

Introdudng entrepreneurs to management consultant.

Developing relationship with securities firm and brokers.

Facilitating expansion financing

Monitoring all investors, interest through involvement.

Providing technical assistance, product and innovation.

© ©® N o g0~ 0DdPRE

Acting asguarantor on loans or leases.
10.Developing new customer/new markets through.

11.Developing leadership through personal mentor, counseling.
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12.Finding key resources, locations or facilities

13.Motivating women Entrepreneurs.

Taking the importance of the women entesgurs there are some of the women proved that
they are successful in their business in the view of this, the venture capitalist should consider
in developing and recognizing and help in solving the contemporary issues of women
entrepreneurs.

Supply of raw material For the women entrepreneurs the raw materials /inputs should be given

at priority basis at concessional rate by the supplistarketing ceoperatives should encourage

and assist women entrepreneurs. Government should give preference to widrepreaeurs

while purchasing their inputs/requirements. These marketing cooperating will help the women
entrepreneurs to sell their products on remunerative prices. The required imporied teavals
should be made available to women entrepreneursaitgibasis at concessional rate.

No Comparison of Men and WomenThe difference between male and female does not matter

because an entrepreneur is an entrepreneur and profit and loss strictly depends upon
entrepreneurial competence. Experience shows tiad women start an enterprise they handle
their business matters like any other business person.

Institutional Support Women entrepreneurs

Women entrepreneurs needs institutional supporting in the areas such as

Technical support by Andhra Pradesh Industriand Technical Consultant (APITCO), Small
Scale Industries (SSTyaining/research/consultancy supportby Micro Small and Medium
Enterprise(MSME), Foreign Direct Investment(FDI), Asian Society for Entrepreneurship
education and development(ASEED) etc. @dations by Self employed women associations
(SEWA), Association of women entrepreneur of Karnataka, Association of lady Entrepreneur of
Andhra Pradesh (ALEAP) etdVarketing support by Marketing Organization of Women
Entrepreneurs (MOOWES), Entreprergur as soci ationsao g togisticsn me n t
Support by Industrial Estates, Industrial Infra Structure Corporatléimancial Support by
National Bank for agricultural and rural development(NABARD), Small Industrial Development
Bank of India(SIDBI), Andra Pradesh State Financial Corporation(APSFC), and Women

Development Corporations and Financial Corporations.
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Existence of economic opportunities, Sympathetic cultural forces, supportive government

initiatives and strong personal values and traits.

Educational and awarenessThe educational and awareness programmers should be arranged

to change the negative social attitudes towards womeTtaining and developments
programmers play very essential role for the development of entrepreneurship. Spedaigl train
schemes should be so designed that women can get full advantages. Mobile Gairtgrg, part

time training facilities etc. should be offered to attract more and more women to the training

centers.

V. QUALITIES AND CHARACTERISTICS OF A SUCCESSFUL WO MEN
ENTERPRENUERS:
Enterprising, Risk bearer, Creative Thinker, Ambitious, High need achievement, Change Agent,
Hard and tenacious worker, Good Organizer, Manager and Administrator, Good and prompt
decision maker. Strong commitment and firm determinatiumger for success, Self Confident,
Sustained enthusiasm, single mindedness, Strong reality orientation, willingness to accept
responsibility, Courage, High Energy level, High tolerance for ambiguity, Desires independence
and become wealthy and stay humble

Leadership gualities-Accept challenges, Skillful intelligent, Studious, enthusiast patience, and

motivator, conscious and dedicated. Women entrepreneurs are those who explore new paths of
economic involvement and contribution in developing economy.
SOME SUCCESSFUL WOMEN ENTREPRENUERS

Indra Current positionCFO, Pepsico Indra Nooyi, 56, is the current chairman and
Nooyi of the second largest food and beverage business, Pe
Born in Chennai, l ndra did her Bre|

College in 1974 and a Post Graduate Diploma in Management (MBA) from |
Institute of Management, Calcutta in 197
Beginning her career in India, Nooyi held product manager positions at Johrj
Johnson and textile firm Mettur Beardsell. Nooyi jaineepsiCo in 1994 and wj
named president and CFO in 20(




@&

International Journal of Business Quantitative
Economics and Applied Management Research

ISSN: 23495677
Special issue, ICCEMT 2015

She has been conferred with prestigious Padma Bhushan for her bi

achievements and being an inspirat

Naina Lal

Kidwai

Current position:Group General Mamger & Country Head HSBC, India Naning
Lal Kidwai, 55,is presently the Group General Manager and Country Hed
HSBC India.Naina has a Bachelor's degree in Economics from Delhi universi
an MBA from Harvard Business school. In fact, Kidwai wasfits Indian womarn
to graduate from Harvard Business School. She started her career with
Grindlays . Presently, she is also serving as aexecutive director on the board
Nestle SA. Kidwai is also global advisor at Harvard Business sc
Indian government conferredPadma Shri award on Naina for her contribution

the field of Trade and Industry.

Indu Jain

Designationi Chairperson (former), Times Group Indu Jain, 76, used to bg
chairperson of 1 ndiads | aridrbesTimes&moup
A strong votary of womenébés rights
immensely to the growth of Times group. Now, her two sons Samir and Vine
running the company.

Indu Jain is also founder President of the Ladies wind @€ (FLO).

Indu is also the Chairperson of the Bharatiya Jnanpith Trust, which awards
most prestigious and highest literary award, the Jnanpith award.She addregd
United Nations in 2000 at the Millennium World Peace Summit of Religioug
Spritual Leaders, a speech in which she stressed the need for oneness amo

and went on to chair a special session of the conference.

Simone
Tata

Current position: Chairperson (Former), Lakme Chairpe
(Present), TrentLimite&rench by birth and egtated in Switzerland, Simone is w
of Naval Homey Jahangir Tata and step mother to Ratan Tata. She is better|
as0 Cosmetic Czarina of Il ndi ab. S
subsidiary of Tata Oil Mills into the largest cosmetic bramdindiai Lakme , that
became synonymous with indigenous Indian cosme
In 1996 Tata sold off Lakmé to Hindustan Lever Limited (HLL), and created
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from the money it made through the sale. Presently, Simone is the chairpe
Trent Limited.

Mallika Current  position: Director, TAFE (Tractor and Farm Equipnmg

Srinivasan| Mallika has an MBA from Wharton School of Business, Pennsylva
She joined TAFE in 1986 and has since been responsible for accelerating ty
from 85 crores to 2900 crores thin a span of two decade
Her innovative business ideas and excellent leadership qualities have wyg
|l aurels from every quarter. She w3g
award by ET.

Shahnaz | Current position: CEO, Shahnaz Herbals Inc

Hussain | Shahnaz Hussain is the biggest name in herbal cosmetics industry in India. §

introduced a number of trend setting herbal products.

Currently, the Shahnaz Husain Group has over 400 franchise clinics acrd
world covering over 138 countries.

Her pbneering work got recognition from Gowt of India when she was confg
with prestigious Padma Shriaward in 2006.

V.  CONCLUSION

Today there are great awakening women. Given an opportunity they will deliver the results in
education they have not only exaell but also become top makers and entrepreneurs. Since
women have shown better performance in the society, educating women is absolutely essential in
strengthening her personality. For this purpose both government and non government agencies
have to play avital role to encourage, develop, and motivate women entrepreneurs. It is well

known that Finance is the long life blood of any business. The venture capital companies need to

awake in these modern days, and concentrate on developing women entreprg peavgdiing

the sufficient finance, assistance and involvement in every area of their business. Women

Entrepreneur= Business +Success.
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WORK-LIFE INTEGRATION OF MID -CAREER PROFESSIONAL WORKING
MOTHERS: FACTORS OF GLASS CEILING

R.S.V.Rama Swathi,
Research Scliar Sambalpur University, Odisha

ABSTRACT

In the present scenario, Work Life Integration has come into existence due to stiff competition
where organizations are trying to shape competitive advantage through human faQuaality

of work life integrationis used as a means of bringing workers nearer to organizational goals.
This all ows an organization to respond toward
mechani sm of common decision making which af
(2004) in his research reported that factors which contribute to work life integration helps in
attracting and employing women, reduces work family conflict, burnout and stress.
Organizational profitability can be achieved by managing the quality of worfk lintegration

and job satisfaction of employeeuality of Work Life integration of female employees has

now become extremely important for successful management. The present study, conducted on

8 selected private educational institutes in Andhra Pradesveals that hard work, network
opportunities, family support, wortamily conflict ,child care activities and personal sacrifice

have significant impact on quality of work life of mid career professional working women.
Field of Research: Human Resouramanage ment

Keywords: Human factor, organizational goals, stress, family support, job satisfaction,

organizational profitability.

l. INTRODUCTION
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Human resources are the most important elements for organizations to sustain arndagrpw.

internal and exterrassues affect organizations in orderd®velop and qualify human resources.
Organizational commitment (Johnsrud & Rosser, 2002), supersigmarvisee relations
(Buckingham & Coffman, 1999; Xu, 2008a; Zhou & Volkein, 2004), quality of the job (Rosser,
2004), the work environment (Rosser & Townsend, 2006; Smart, 1990), and overall job
satisfaction (Smart, 1990) are among broad factors associated with turnover. Hence,
organizations are taking continuous efforts to protect the  human resources. Of the mos
important the participation of female work force has been globally increased. This increased
female labour force participation, particularly for women in childbearing years, has been
accompanied by increasing challenges in managing time, roles andsiedii@s (FineDavis

et al., 2004; Marcinkus and Hamilton, 2006; O
At midrcareer stage, working mothers are often in a transition process in their career. The
challenge for working mothers is how to facilitate the sharing of roles in a more fair and
equitable way to relieve them of the double burden of employment and domae#eE @ ine

Davis et al, 2004). Additionally, the challenge for organizations is to find a way to support
working mothers with flexible working options and equality policies, thereby recognizing their

valuable contribution tRossell,lB085).wor kf orce (0O6Con

Work life integration

Workdife Integration isbased on the belief thatork is important to all of us and to society,
achievement and enjoyment in everyday life is essential to human and societzeingl{Joshi

et al. 2002). According to Uzoechi Nwagbara BabatundeO. Akanji (2012), issues of
commitment and motivation are central to wdife balance for organizational performance. In
the early part of the century, it was considered unfortunate that a woman had to work; now one is
surprised if she does not (Hochschild, 1997)isTihcreased participation of women in the labour
force has changed the traditional roles of men and women within thpateamt family resulting

in the phenomenon of the duzdreer couples (Kirrane and Monks, 2004). The ability of
professional mothers totegrate work and family is not well understood (Marckinus et al.,
2007). Expanding family responsibilities along with the growing challenges of work create

role/interrole conflict for those engaged in caeking behaviors (Griffeth & Hom, 2001). Time
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demands are not just indicative of married workers or those with children. Single and childless

employees also acknowledge their frustration with the conflicts between work and life
obligations (Griffeth & Hom, 2001). Researchers have examined differentes psychological
well-being between housewives and employed wives (Campbell, 1980; Kibria, Barnett, Baruch,
Marshall, & Pleck, 1990); the relationship of paid work to stress indicators such as role overload,
role conflict, depression, and anxiety (Battn& Baruch,1985; Rosenfield, 198Mlid-career
professional women find satisfaction and meaning in life when a combination of individual,

career, job and organizational characteristics exist (Auster, 2001).

Bierema & Opengart (2002) identified sometfa@r s t hat | mpact womenoés
1 Gender role and social expectations
Wo me n 6 s p rgivingeandyhonee makiag responsibilities

1
1 Increasing availability of alternative work arrangements
1 Currentmodels that lack diversity

1

Careerpatterns tht differ from men.

Il. DATA & VARIABLES
The study conducted is as follows:
1 Professional mid career women working in privatiucational institutes of age -8,
with at least one child of age below 18.
Undertaking duatareer responsibilitgnd working fulltime.
Descriptive study withample size of 100

Primary datacollected through selitauctured questionnaire.

= = 4

The data collected is analyzed using-Shjuare ést of significance.

. DATA ANALYSIS

c
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1) Factors that facilitate working mothers career advamoent

a) Network opportunities improves career advancement

Table1.1

S.NO Opinion Number Percentage
1. Strongly agree 10 10

2. Agree 24 24

3. Disagree 44 44

4. Strongly disagree 22 22

Total 100 100

G2 =23.84; df =3; 2 (.05) = 7.81

Table1.2 reveals that, when asked opinion about effect of network opportunities and career
advancement, 10 % of women employees stypagtee that network opportunities affect career
advancement and 24 % just agreed, while a group of 44 % and 22 % disagreed and strongly

disagree respectively.

b). Support of family and career advance ment

Table 1.2
S.NO Opinion Number Percentage
1. Strongly agree 28 28

2. Agree 44 44
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3. Disagree 15 15
4. Strongly disagree 13 13
Total 100 100
G2 =24.56; df =3; 2 (.05) = 7.81

Tablel.2 reveals that, when asked to employees whether family support brings career
advancement to the women employees, 28% of employees strongly agree, 44% agree while only

15% disagree and 13% strongly disagree.

2QJFact ors that Constrain Womends Career Advanc
a) Family responsibility is a constrain for wome n career advancement
Table1.3

S.NO Opinion Number Percentage

1. Strongly agree 27 27

2. Agree 43 43

3. Disagree 14 14

4. Strongly disagree 13 13

Total 100 100
G2 =2§8&.=534,; 2 (.05) = 7.71

Table1.3 reveals that, when asked to employees whether family support brings career
advancement to the women employees, 26% of employees strongly agree, 43% agree while only

14% disagree and 12% strongly disagree.
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3) Child care activities constrain career advancement

Tablel.4

S.NO Opinion Number Percentage
1. Strongly agree 26 26

2. Agree 42 42

3. Disagee 13 13

4. Strongly disagree 11 11

Total 100 100

c2 =19. 8; df =3; 62 (.05) = 7.82

Table 1.4 reveals tha8 % and 45 % were strongly agree and agree respectively that child care
activities hinders career advancement, while 15 % and 12 % were disagree and strongly disagree
accordingly.

V. FINDING

i Work-related dynamics and network opportunities play an important role while shaping
the competing priorities of work, family and individual lives for women.
Most of the women strongly believe that childcare activities hinder their career growth.
Most of thewomen accept that family responsibilities hinder their career growth.
Family support also makes the women to move to higher positions also play an important

role.
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ABSTRACT

For every nation the industries are the plus points for its rapid growth. Thgamizations
depend up on their employees for rapid enhancements. In turn the performance of the
employees depends up on the organization. If the employees are satisfied with their jobs their
level of performance also increases. Job Satisfactionisagarler opi ni on of wor ke
attitudes built up towards their jobs. Attitude mainly comprises of three aspeamotions,
thoughts, and behaviors. The important factor with the state of mind of the employee is being
positive, negative or neutral; it isvhat is called as emotion. In this the various emotional
aspects are taken into account to study their impact on job satisfaction levels of the employees.
The Emotional intelligence levels of the employees are studied on various demographic
characteristcs like gender, qualification and designation and it impact on the job satisfaction
levels. The analysis report of this study is further useful in the process of recruitment and
selection, training and development and also to attain the total quality nggmaent in the
organization. Beyond all these, this study helps the management to know how to ensure the
high level of job satisfaction to its employees by improving the emotional intelligence levels of
the employees and also to improve their performancetimn to improve the organizations
performance. This enhancement in the organizations performance will lead to eradicate the

poverty of our nation.



@n) International Journal of Business Quantitative
. Economics and Applied Management Research

ISSN: 23495677
Special issue, ICCEMT 2015

Key words: Emotional intelligence, job satisfaction, self awareness, self regulation, empathy

l. INTRODUCTIO N

Now- aidays it has become a challenging task for the organizations to provide the employees a
conducive work environment were the employee can work very efficiently and effectively. The
organizationsod performance I s manee.r Maamyl @f tthe d wi t
researches have also specified the factors wh
Few studies concluded t hat t he j ob satisfac
performance. Few studies resulted stating thatthe goed f or mance of t he empl
to job satisfaction of the employeeso. It S
employees and their performance are correlated. Even it is a complicated issue job satisfaction
enriches managememwith a quality of information pertaining to job, employee, work
environment etc. which will facilitate the organization in decision making and stabilizes the path

of organizational policies and behavior.

Job satisfaction it refers toowanmad&s onwmmsfgelbing tt ca
satisfaction and attitude are two words which are often used interchangeably. Job satisfaction

refers to performance and attitude refers to feelings of an individual towards others, organization

and things. Jobsai sfaction is oned6s attitude towards |
attitudes.

Il. DEFINITIONS

1 According to E.A. Locke: Job satisfaction is as a pleasurable or positive emotional state
resulting from the apprcai sal of oneds job or

1 Davis and Newstrom explained Job satisfaction is a set of favorable or unfavorable

feelings with which employees view their work.
Organizations cannot achieve its goals and objectives without constituting the employees who

are satisfied. Dissatisfaoti leads to frustrations which ultimately lead to aggressiveness.
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Organizations believe that the dissatisfaction of the employees is rebellious in their attitude

towards the management.

A. Emotional intelligence

From the above discussion it is clear that fdelings of an employee towards his job are job
satisfaction. Feelings are onesd own emotions
or dissatisfied. The individual who can understand well about his emotions can manage well and

can enjoy congeal relationships, effective interactions and inner peace. In the present context

of social and organizational psychology, emotional intelligence is a predictor of important
organizational results including job satisfaction (Barsade & Gibson, 2007). Therecriuing

evidence that the Emotional intelligence abilities and traits impact the job satisfaction levels of

the employees. Hence the employers should select the employees carefully especially in the jobs

that demand high degree of social interactiorr@di, Yitzhak Halevy, & Weisberg, 2009).

B. Definition

Emotional inteligegncehas been defined as an individual 6s
or her own emotions and involves the ability
emotonstodd cr i mi nate among them and to wuse this |
action( salovey and mayer 1990)

Goleman (1995)takes a somewhat broader position in describing emotional intelligence. In his
writings, emotional intelligence consists of fivactors: Knowing one's emotions, managing
emotions, motivating one, recognizing emotions in others, and handling relationships. The five
components of emotional intelligence selected for the study are:

1. Selfawareness: Understanding of our own emoti@wseman, 1998)

2. Self regulation: The ability to control or redirect distracting instincts & moods that is innate

to us(Goleman, 1998).

3. Motivation: a passion to work for reasons that go beyond money or status; a propensity to
pursue goals with engy and persistence (Goleman, 1998).

4. Empathy: Empathy can be defined as the skill thatwallindividuals to treat people

consequently to the emotional reactions that they express (Goleman 1998).
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5. Social skills: it is defined as proficiency in mamaprelationships and building networks, and

an ability to find common ground and build rapport (Goleman, 1998).

C. Review of literature

There were many studies done on this topic. Few of the results are given below:

Ghoniem in his study concluded thatehgender and emotional intelligence influence the job
satisfaction of the employeeAbi in his research found that there is high positive relationship
between emotional intelligence and job satisfaction levels of the empldyakesmarakurup
Krishnakumar found that there is no any effect emotional intelligence on job satisfaction & job
performance.Esmaeil results showed that there is a significant relationship between three
emotional intelligence and personality features with job satisfaction varidiredady Results

showed that there is a relation between emotional intelligence and job satisfaction.

Il. RESEARCH METHODOLOGY

According to Robert Ros s, Afiresearch is essent
of evidence for the purpose of gainkgn o wl ed ge . 0

In this study likert scale of 5 dimensions are chosen in the structured questionnaire. The sample
respondent®f 204 are being selected by simple random probabwith various designations

and qualifications from dalmia cements, sree chaknmaents, zuari cementShe designations

are categorized into 3 that is management, technical, and clerical. The qualification is

categorized into 3 that is PG, UG and others.

A. Objectives of the study

The following are the objectives of the study.

1. To studythe emotional intelligence levels of the employees.
2. To study the job satisfaction levels of the employees.
3. To study the impact of the emotional intelligence levels of the employees on their job

satisfaction levels.

B. Hypothesis:the following are the hypbesis framed for analysis.



@n) International Journal of Business Quantitative
. Economics and Applied Management Research

ISSN: 23495677

Special issue, ICCEMT 2015
Hol: The Emotional intelligence lei® of the employees, designatioasd qualification will

have no significant effect on their job satisfaction.

Ho2: The emotional intelligence levels of the employees will have no signifeffatt on their

job satisfaction.

Ho3: There is significant difference between emotional intelligence levels of the management
employees and technical employees..

Ho4: The emotional intelligence levels of the employees and gender will have no significant

effect on their job satisfaction.

IV.  DATA ANALYSIS : Firstly the questionnaire is tested for its validity and reliability with
the helpofCr onbac hds rie $ASE. Oheladceptabletrange tof alpha is 0 to 1. The

table | reveals that the alpha valoe the present questionnaire is 0.880

According to George and Mallery the alpha Val'i':alble i Reliability Statistics

greater than the 0.8 is efficient andiability of Cronbachs Cronbachis N Ofliens

Alpha Alpha  Base|
on
Standardized

the questionnaire is very higNormality test is
also conducted for knowing normal distributiof
of the questions. The skewness & kurtosis
measures should be as close to 0 as possibl
SPSS.The data are often skewed and kurtoti

This results in zvalue which shoulde between

ltems
.880 .880 30

+1.96 and-1.96. Z- Value can be attained by dividing the skewness with its standard error. The
following table Il reveals the skewness, Kurtofid)apirewilkk and kolmogorov testesults.
Table Il Tests of Normaity

what is your genderKolmogorovSmirnov ShapiroaWilk
Statistic |df Sig. Statistic |df Sig.
male 123 138 .000 912 138 .000
IS female 121 66 .018 921 66 .000
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a. Lilliefors Significance Correction

Tests of Normality

what is your qualificatia [KolmogorovSmirnoV ShapireWilk
Statistic (df Sig. Statistic |df Sig.
UG 162 92 .000 .848 92 .000
JS PG 147 103 .000 935 103 .000
Others 379 9 .001 752 9 .006

a. Lilliefors Significance Correction

Tests of Normality

what is your designaiin [KolmogorovSmirnoV ShapiraWilk
Statistic |df Sig. Statistic |[df Sig.
management 173 95 .000 923 95 .000
JS technical 147 59 .003 944 59 .009
Clerical 156 50 .004 .904 50 .001
a. Lilliefors Significance Correction
Mean Std. Deviation|Skewness Kurtosis
Statistic [Statistic Statistic |[Std. Error |Statistic [Std. Error
JS 4.0181 |.45667 -1.076 170 2.175 339
El 4.1654 |.46302 -.159 170 -.625 339
what is your gender  |1.3235 46897 .760 170 -1.437  |.339
what is your qualificatig1.5931 |.5758 334 170 -. 757 .339
what is your designatio|1.7794 |.81571 427 170 -1.370 339

The results reveal that all the items are normally distributed and they are kurtotic in nature. In the
Shapirewilk and kolmogorowall the items are within the normaligt 5% significant level. The
above table exhibits that the items are normally distributed and it followed univariate normal

distribution.
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gualification will have no significant effect on their job satisfaction.

For analysis of the above hypothesis two way ANOVA is being applied and the results are
interpreted in the table Ill. The P value is 0.000 for the impact of EI and qualification on job
satisfaction which is less than 0.0% 9% confidence level) and P value for El and designation
impact on job satisfaction is 0.000 which is again less than 0.05 (95% confidence level). Hence
the null hypothesis should be rejected. So, it can be concluded that the emotional intelligence

leveb of the employees, their designation and qualification have significant effect on job
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levels of the employees,

International Journal of Business Quantitative
Economics and Applied Management Research

designations and

satisfaction.
Table 1l Tests of BetweetBubjects Effects
Dependent Variable: JS
Source Type Il Sum df Mean Squarg F Sig.
of Squares
El 25.909 65 399 16.72 .000
gualification .000 1 .000 .000 1.000
designation 123 2 .062 2.587 .080
El * qualification 4.157 14 297 7.185 .000
El * designation 2.040 5 408 17.114 .000
a. R Squared = .936 (Adjusted R Squared = .886)
B. Ho2: The emotional intelligence leels of the employees will have no significant
effect on their job satisfaction.
Table IV Tests of BetweefBubjects Effects
Dependent Variable: JS
Source Type Il Sum of df Mean Square F Sig.
Squares
El 32.520 65 .500 7.034 .000,

a. R Squared = .76&\{justed R Squared = .659)
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The above hypothesis is tested by applying univariate ANVOA. The results are interpreted in

table 1V. From table 1V the P value is 0.000 which is less than 0.05(at 95% confidence level). So,
the null hypothesis is rejected. & roncluded that the emotional intelligence levels of the
employees have significant effect on their job satisfaction.

C. Ho3: There is significant difference between emotional intelligence levels of the
manage ment employees and technical e mployees..

The alove hypothesis is tested by using univariate ANOVA with post hoc test and the results are
interpreted in the table \Scheffe multiple comparision test shows that in the two groups of
designations means are not significantly different from one another significance value (P
Value=0.941) > 0.05. Hence the null hypothisis is accepted which mean that there is significant

difference between emotional intelligence levels of the management employees and technical

employees.
Table V Multiple Comparisons
Dependent Variable: El Scheffe
() what is (J) what is youl Mean Std. | Sig. 95% Confidence Interval
your designation Difference| Error Lower Bound | Upper Bound
designation (EN))
technical -.0258 .07421 .941 -.2088 1572
management :
clerical 2817 .07824 .002 .0888 4746
. management .0258 .07421 .941 -.1572 .2088
technical
clerical .3075| .0860¢ .002 .0953 5197
erical manage ment -.2817|.07822 .002 -.4746 -.0888
Clerica
technical -.3075| .08604 .002 -.5197 -.0953

Based on obseed means.

The error term is Mean Square (Error) = .200.

*. The mean difference is significant at the 0.05 level.
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D. Ho4: The emotional intelligence levels of the employees and gender will have no

@

significant effect on their job satisfaction.
The above hyothesis is tested by applying the univariate ANOVA and the results are interpreted
in the table VI. The P value is 0.000 for Emotional intelligence levels and gender impact on job
satisfaction which is less than 0.05 (at 95% confidence level). Henceuth@ypothesis is
rejected which mean that the emotional intelligence levels of the employees and gender have
significant effect on their job satisfaction.

Table VI Tests of BetweetSubjects Effects

Dependent Variable: JS

Source Type 1l Sum of df Mean Square F Sig.
Squares

El 25.109 65 .386 10.451 .000

gender .015 1 .015 410 523

El * gender 5.317 16 .332 8.990 .000

a. R Squared = .894 (Adjusted R Squared = .823)

This study analyzed the significant relationship between emotional intekigegender,

qualification, designation and job satisfaction levels of the employees.

V. CONCLUSION: Emotional intelligence should be an important criterion for recruitment,
for the higher positions of the employees. The employer should consider the adpetiraf

the employees in their emotional intelligence. A high level of El gives high job satisfaction
enhancing the performance of the organization.
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ABSTRACT

The production sector of the nation plays a major role in the GDP contribution to Indian
economy. The compani es depend on t he empl oy
organizational perforra n c e . The empl oyees?o performance d
personality, emotional intelligence etc. As the generations are changing there is a lot of
transformation in their characteristics and attitude. In this paper the employees from various
companie are being selected for measuring the emotional intelligence levels of the employees
related to the generations of X & Y. The various aspects of the Emotional intelligence like
emotional self awareness, self confidence, emotional self control, achieventkveloping

others and conflict management are taken into account for measuring the emotional
intelligence levels of the employees. The study is being done on the three demographic
characteristics generations, gender and designations. The analysi®me dising SPSS. The

results of this paper are essential for the organizations in recruitment and selection process,
placement decisions, training and development and in employee involvement. The result also

helps the organizations to take decisions regaglassigning the tasks to the employees.

Key words: Emotional intelligence, generation X, Generation Y, self awareness, self control,
conflict management.
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l. INTRODUCTION

The present way life styles of the human beings and the economic impacts had befcentin

the business activities today. It has become a challenging task for the leaders and the managers to
handle the aspect of motivating the employees. The organizations have to take apt decisions in
identifying the best way to motivate their employedsach generation have their own
expectations of working environment. If the organizations fail to identify these aspects and
expectations of t he vari ous group of empl o
organi zations o6 t ot atatioesfstill@re ¢contimuing tey sutdatedd anethodso r g a
and procedures in guiding and monitoring their generational diversified employees, including
employment activities, operation process, organizational procedures, evaluation criteria,

appraisal methodsand remuneration packages. This approach of the organizations may lead to

drop down in their performance. This study he
their current business practices i n under st
motivating employees to improve their employe

A. Who are generation X and Y?Generation is defined geeople that are grouped within
certain range of ages, location they live and significant life events they experienced at critical
developmetal stages (kupperschmidt 2000). There are many generations like the silents (1925
1945),baby boomers (194064), generation X(196%976), generation Y(1971994),
generation Z born after 1995. Each generation has its own unique combination of experiences
expertise, prospective and expectations. It is believed that their similarities in terms of work
values, attitudes, preferences, expectations, perceptions and behaviors are fettled from same or
hemophilic historical, economic and social experiences(S&&latton 2002: Zemke ,2000).

Presently our paper is related to only generation X & Y.

B. Generation X: Generation X refers to as lost generation that are born betweei19966
and reaching their age of 36 to 46 years old as of year 2012(William 2008, Tty 20hese
people learn from their elders to follow company rules and regulations to secure their jobs (

Dougan ,2008). The following are the few characteristics of Generation X:
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A Expect to work hArdseadcddt dewprak idngvewilt h techr

A refr cash and salary to options A Expect immediate and ongoi
A Comfortable givikhgWdrldbmcikulttoi oulhteursal sett

A want some fun inAtWantwotrtke mrcemi se of futur e
A Concerned witiling mhi Sk e@p tnirtersy commiffneritsd n g

A More loyal to their profession than to the
more Money

C. Generation Y: Generation Y is well known as millenniums who are borretween
1977to 199 (William, 2008, Tay 2011). These people are perceived to be more cooperative and
optimistic than their elders as most of them have high educational background. The following are
the characteristics of Generation Y:

A Expect cl ose arsdpervisofe qWamtt tco ngiawe iwi g tht

A Need to see how work Wamrkiefte taaccleoodyer e nc e

A Expect full disclosAhirkeondt expect to stay ir
A Like working in teafmsWant clearly stated goe
A

Expect ortwbatthey dopratinaw fA Want to be challenged
much time spent

A want to be at top oA rceéequinr @ ifgrhaq wmenvaty f eedbe

Il. EMOTIONAL INTELLIGENCE

Emotional intelligence is define by Goleman (1998) as the capacity for recogazingwn
feelings and those of others, for motivating ourselves, and for managing emotions well in us and
in our relationships. Emotional intelligence enhances the emotional and social competencies
which are the basic factors for success. In this presediy dew factors are considered for
analyzing the emotional intelligence levels of the employees belonging to various groups. The

factors considered are:



@n) International Journal of Business Quantitative
. Economics and Applied Management Research
ISSN: 23495677
Special issue, ICCEMT 2015

A. Emotional self awareness Seltawareness and seédhowledge are two important

components of emotionahtelligence. Sela war enes s is the ability t
feelings.Self confidence sel f confidence which is a strong
Capabilities. Emotional self control: Awareness of oneods emoti on

emotionalintelligence. The emotionally intelligent will manage his emotions rather than the
emotions manage himAchievemert: it drives to improve the standard of excellence.
Developing others Emot i onally intelligent per dtiesn sens:

Conflict manage ment the emotionally intelligent person will resolve all sorts of arguments.

B. Review of Literature: D r . R o stydeed dgerdYsare supportive, trustworthy, stylish,
prestigious, and darin@€ a r o | studyesldosis that social & emotial intelligencehasbecome

key success factors for employee motivation in a multigenerational workpldaghony
concluded that GeX employees displayed lower continuance commitment, exhibited stronger
turnover intentions, and had lower scores for p®tioes of procedural justiceGanesan
identified there was positive correlation between behavioral training and Interpersonal
Competencies of the responderfsvin studied that there is significant difference between the

genders of X & Y generations.

Il. RESEARCH METHODOLOGY
Research is a scientific and systematic search for pertinent information on a specific topic. In

fact, research is an art of scientific investigation (Kothari).

A. Proble m definition: This paper is for measuring the Emotional intelligeleaels of the
employees belonging to different generations X & Y. So these results are further used for
identifying whom to be recruited, how the different generation employees to be motivated, how

the tasks to be assigned.

B. Objectives of the study 1. To study the Emotional intelligence levels of the Generation X
2. To study the Emotional intelligence levels of the generation Y

3. To study which generation has high emotional intelligence levels.
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In this study emotional self awareness, self confidenomtienal self control, achievements,

developing others, conflict management are the different components studied under emotional
intelligence. Structured questionnaire is used with likert scale of 5 dimensions for collection of
data. The sample of 160 igibng chosen by using convenience sampling from &oala Ltd of
Tirupati and Hyderabad regions. The following are the hypothesis framed for this study:

Hol: Emotional intelligence levels of the employees are high for Gen Y than Gen X.

Ho2: There is sigificant difference of Emotional intelligence levels of employees and their
generations.

Ho3: There is no significant effect of generations and designations of the employees on their
emotional intelligence levels.

Ho4: Conflict management levels of thengé employees are higher than the Gen X employees.
Ho5: The management level employees have higher Emotional intelligence levels than the

technical employees.

V. DATA ANALYSIS

Validity and reliability of the gphaerslibilty nnai r e
test. The test results are interpreted in the following table I. the acceptable values according to
George and mallery is o to 1. The alpha value moving towards 1 indicates that questionnaire is
highly reliable and valid.

Table | Reliability Statistics

The table | show alpha value as 0.657 whjCronbach's |Cronbach's AlphiN of
indicates that the validity and reliability of thAlpha Based ofltems
guestionnaire is good. Further the questionnairg Standardized

teded for its normal distribution of thg ltems

questionnaire by using the@ormality test. The [657 641 25

results are interpreted in the following table Il. The table Il sh&kapiro-Wilk results
Indicating z values for generation X and technical cadre are less than 0.@beavalues for
generation Y and management are greater than 0.05. Hence can be concluded that some of the

guestions are normally distributed and some are not. Table Il stkewness and kurtotic
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values. The p values must lie between £1.96. tit is glaantlerstood that the questions are little

skewed and kurtotic.
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Table Il Tests of Normality
which  generation [KolmogorovSmirnov ShapiroeWilk
£ belong to? Statistic |df Sig. Statistic |df Sig.
generation x 114 65 .034 959 65 .029
generaibn'Y .086 95 .082 .985 95 347
what is youKolmogorovSmirnoV ShapiroaWilk
- designation Statistic [df Sig. Statistic |df Sig.
management cadre |.070 76 .200 972 76 .087
technical cadre 105 84 .023 .963 84 .017
Table 1lI
\Which generation u behgs to? Statistic Std. Error
Skewness .353 297
Generation X
Kurtosis -.643 .586
Skewness .236 247
Generation Y
Kurtosis -.099 490
\What is your gender? Statistic Std. Error
Skewness 403 192
male
Kurtosis .289 .383
what is your designation Statistic Std. Error
Skewness 405 276
Management i
Kurtosis -.245 .545
) Skewness .558 .263
technical _
Kurtosis 1.067 .520
A. Hol: Emotional intelligence levels of the employees are high for Gen Y than Gen X.

To analyze the above hypothesis the medrisnational intelligence values of generation X and

generation Y are compared. The results are interpreted in the following table IV. The mean
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values of generation X is 4.0914 and generation Y is 4.1361. From this it clear that the mean

values of generatioY is greater than X. hence the null hypothesis is proved.

Table IV Group Statistics
\Which generation u belongs tgN Mean Std. Deviation [Std. Error Mean
El generation X 65 4.0914 14165 .01757
generation 'Y 95 4.1361 22219 .02280
B. Ho2: There is significant difference of Emotional intelligence levels of employees

and their generations.This hypothesis is analyzed by using univariate ANOVA. The results are
interpreted in the table V. From the table it is clear that P value is 0.153 > Q®86@Bidence
level). So the null hypothesis should be accepted. It is concluded that there is significant

difference between emotional intelligence levels of the employees and their generations.

Table V Tests of BetweeBubjects Effects

Dependent Variable: El

Source Type Il Sumof Squares ([df |Mean Square |F Sig.
Generations 077 1 077 2.060 153
a. R Squared = .013 (Adjusted R Squared = .007)

Ho3: There is no significant effect of generations and designations of the employees on
their emotional intelligence levels. The above hypothesis is tested by using Univariate
ANOVA. The results are interpreted in the table VI. The table VI shows the P value 0.011

<0.05(95% confidence level). Hence the null hypothesis is to be rejected. It candh@edn

that there is significant effect of generations and designations of the employees on their

emotional intelligence levels.
Table VI  Tests of BetweetSubjects Effects

Dependent Variable: El

Source Type Il Sum of Squares df |[Mean Square [F Sig.
Generations * designation |.219 1 [219 6.586 |.011
a. R Squared = .141 (Adjusted R Squared = .119)

C. Ho4: Conflict management levels of the gen Y employees are less than the Gen X

employees. The IV hypothesis is tested by using univariate ANOVA. The rssarit shown in
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table VII. The P value is 0.023 <0.05 (95% confidence level). Hence the null hypothesis should

be rejected. It is interpreted as conflict management levels of Gen Y are higher than the Gen X

employees.

Table VII Tests of BeterennSubjects Effects

Dependent Variable: CM

Source Type Il Sum of Squares df [Mean Square |F Sig.
Generations .620 1 |620 5.310 |.023

a. R Squared = .033 (Adjusted R Squared = .027)

. Ho5: The management level employees have higher Emotional intelligeneels than the

technical employees For analyzing the above hypothesis their means are compared. From the
table VIII we can see the means of Management cadre is 4.17 and technical cadre is

4.06. It is clear that the management cadre employees have higher mean than that of technical
employees. This study reveals that generation Y emplolyaes Good Emotional intelligence

levels than that of Generation X. This research is helpful for the managers in decision making. It

helps in identifying the attitude of tm.EI Table VIII El * what is your designation

employees  and their change what is yourdesignation[Mean N [Std.

expectations from the management. Deviation
management cadre 4.1742 76 (18167
technical cadre 4.0671 84 |.19231

V. CONCLUSION

This study is help full for the managers to take the various decisions like motivation, assignment
of the task, recruitment and selection. Emotional intelligence levels of the employees should be
studied and further necessary steps should be taken for trevenpent of EI.
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ABSTRACT

The enact 6 Telangana State Industrial Project Approval and Self Certification System-TS
IPASS)Act, 2014, repealing the existing Andhra Pradesh State Industrial Single Window
Clearance Act of 2002, is a welcome trend as it intends to revolutionize industrial sectbe
State. Policy framework of government is to secure, progressive business regulatory
environment, inclusive industrialisation with social equality. It envisages equal opportunities
to all the social groups, including the womeithe womenentrepreneurs need to have
access to resources, raw material and institutions, technology and maintain networking with
the institutions to attain higher productivity. BuWomen Entrepreneurs encounter multiple
sets of problems i.e. general problems related toemtrepreneurs and problems specific to
women entrepreneurs. The prospects of the womemtrepreneurs, who wish to set up a small
and medium scale unit largely, depend on tHevelopment of traits and professional skills to
meet the challenges locahational and global markets and be competent enough to sustain
and strive for excellence in the entrepreneurial arena.

Key Words: Women entrepreneur, entrepreneurial skillgnvironment, social equalityivake

in India, working capital.

l. INTRODUCTION
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The role of Women entrepreneur in economic development is inevitable. In India,

entrepreneurship has been a rddaninated phenomenon from the very early age, but time has
changed the situation and brought wsoWoenen as t ¢
are entering in tahe modern professions such as information technology, industry, trade,
engineering, pharmacy, service sectors, etc, in the recent past. The Central and State
Governments have recognized their role in semionomic devepment and steps are being
taken to overcome all social, economic, political, cultural and psychological barriers through
selfmanaged organizations. However, the economic liberalization and globalization process
demand the need for ewvolving the policyda institutional framework for developing
entrepreneurial skills, providing vocation education and training and widening the horizon for
economic empowerment of youth, especially women. Government of India has introduced
National Skill Development Policyral National Skill Development Mission in order to provide

skill training, vocational education and entrepreneurship development to the work force.

The National Devel opment Al liance (NDA) i's a
| ndi a 6ll Develdpmé&nkfor promoting the youth and marginalized communities to start the
economic enterprises. Further, the Central and State governments also provide special provisions
for promoting entrepreneurship among the weaker sections, including womenaahéaving

inclusive growth in the society. In spite of these measures, the women constitute only one third

of the economic enterprises. As entrepreneurs, they constitute only eighttpsr¢lee total
entrepreneurdn this contextthe TSIPASS is rdevant to promote women entrepreneuras it

intends to provide a business regulatory environment where doing business would be as easy as
shaking handsThe policy framework of the Statedsl nnovat e, |l ncubate, a |
However, the critical aalysis of this policy and the external environment in which it has to
operate and the opportunities and challenges to the women entrepreneurs is utmost important to

gain insights on the phenomenon.

Il. METHODOLOGY
The paper mainly focuses on the problenm&l @hallenges faced by women entrepreneurs,

especially managing small and medium and micro enterprises and identify the factors that
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contributed for their success or otherwise. The study is based on secondary data, which is

collected from the publigd reports, census surveys, newspapers, journals, websites, etc. The
data/information is validated by eliciting information through informal discussions with the
subject experts and stakeholders, especially women entrepreneurs. The remainder of the pape
Is organised as followsSection 1 presentsheé key features, thrust areasd the special
incentives to the women under -IBASS. The issues and challengegnfrepreneursespecially
womenentrepreneurgare analysed in sectioi2. The subsequent sexti concludes the paper

along with some suggestions on the prospects for wamgeapreneurs in the State.

I, SECTION-I

A. The Main Features of TS-iIPASS:

With the formal unveiling of the Industrial Policy, Telangana has become the first State in India
to bestav on investors the right to get clearance of their projects within a set timeTimaitore
principles of the policy arefacilitating industrial growth;secure and progressive business
regulatory environmentreationof jobs benefitting local youthnclusive and facilitate social
equality; kenefits reaching marginal and socially disadvantaged sectioasd protection of
environment. The main features of the policy argtomatic approval system on swnission of a
selfcertificationthe State liabilityfor penal action if it fails to respond to investment proposals
within that timeframe processing and cleariritpe mega projects (over Rs. 200 crore) in 15
days, while the other projecwgithin a month; tax concessions; ero tolerane for corruption
minimum inspection and maximum facilitatipnpollution dearances special incentives to
women entrepreneurs and SMEs and Micro industrlé® government maintain that it is
committed to provide a graftee, hassldree environmentn which the entrepreneurial spirit of
local, domestic and international investors will thrive to take up their industrial units in the state.
The projects comprise of mega Projects, other large projects, medium industries, small
industries, micrenterprises and the investment range between above Rs 200 crores to Rs 25
lakhs. The industries are dividemito four categories, green, orange, red 1 and radd2e xcept

red 2, State government will clear rest

B. Thrust Areas of TSIpass
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Gi v e n Sdgaphieadlecatigneavailable resources and-$lkdie, raw material availability,

existing manufacturing practices, expertise, and new opportunities, the Government recognizes
14 sectors as thrust areas and given priority to these sectors over otietbrust areas are Life
sciences, biotechnology, pharmacy, IT hardware, medical devices, communications, aviation,
aerospace, defence, food processing, nutrition products, automobiles, farm equipment, transport

vehicles, textiles, leather and apparédspics, polymers, fast moving consumer goods (FMCG).

C. TS-iIPASS and SMEs/ Micro Industries

The Small and Medium Enterprises (SMEs) and Miodustries are expected to play a
significant role in the new state, both in terms of value addition and alspeating seif
employment and employment opportunities to others. The industrial policy envisages special
provisions for the SME and Micro sectors. They are: allotment of smaller plots in industrial
parks for SMEs and developed sheds for Micro units; iapdégnd for addressing incipient
sickness, technology transfer and modernization to MSME sector; reimbursement of land
conversion charges for units in own land; marketing assistance to participate in national and
international trade shows; consultant plaieerespond to MSME entrepreneur needs; separate
State Level Bankers Committee (SLBC) for industries, particularly SMEs; and decentralized

procedure for issue of licences and permissions to Micro enterprises.

D. TS-iIPASS and Women entrepreneurs

The numberof existing womefowned industrial enterprises is very meagre in the Telangana
State. Keeping this in view, the Government has incorporated special provisions in the policy to
encourage women entrepreneurs to take up the business ventures. Eachatiiet9of the

state (excluding Hyderabad) will have one or more industrial parks exclusively for women.
Organizations working for women entrepreneurs like Central Board for Workers Education
(CBWE), and Federation of Indian Chambers of Commerce andtiyelLadies Organization
(FICCI-FLO), Young FICCI Ladies Organization will be invited to collaborate with the
government to identify and train women entrepreneurs, get their project proposals developed,

link them to financial institutions and handhold amenitor the progress of their projects.
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Among women, the government would facilitate more number of entrepreneurs to emerge from

socially deprived categories like SCs, STs, BCs and Minorities.

E. Incentives to the Entrepreneurs

Telangana State Industrial Eopment and Entrepreneur AdvancementIDEA) is
contemplating provide to incentives to the entrepreneurs. They are: Stamp duty reimbursement;
Land cost rebate; Land conversion cost; Power cost reimbursement; Investment subsidy; VAT
reimbursement; riterest subsidy; Seed capital for 1st generation entrepreneur; Training and sKill
development cost reimbursement; Quality/patent support; Clean production measures;

Reimbursement of infrastructure development costs.

IV.  SECTION-II

A. Challenges of Women Entrepe neurs

Unlike the male entrepreneurs, women entrepreneurs encounter multiple sets of problems ie.
general problems related to all entrepreneurs and problems specific to women entrepreneurs.
They are.

B. Market Economy Model

The New Economic reforms considthat the best way of ensuring seelonomic justice is to
promote market economy. The objective of this model is to reduce the role of the state in
providing services to the people rather it is to promote thepabhc bodies/private sector/ Self

help groups on commercial lines in providing services to the people. In an unequal socio
economic society like India, the market operate on personal considerations and illegal money
transitions and thus it either favour or disfavour certain business ventusesial groups. This

is the major challenge of entrepreneurs in the country.

C. Corruption
Though policy hallmark is the zero tolerance of corruption, in practice it has become inevitable
in the issues of conversion of agricultural land for industrial gisality and uninterrupted power

supply; permission for construction of buildings; loans/subsidy, etc.

D. Undue advantage of the TSPASS policy by the fake Investors
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Many nonserious investors and companies are trying to take undue advantage ofiB&SES

policy of seltcertification and online single window industrial approval system. But during
verification of the applications, it was found that many of those who had secured lands and
incentives from governments in the undivided Andhra Pradesh stdier eand had failed to

execute the projects, are applying afresh under the new policy without disclosing their earlier
details. A There were 15 applications seeking | and
earlier failed to implement projects imdivided AP. The land allotted to these projects was even
taken back. However, they have applied with different names now. Taking advantage of the self
certification, they had hidden crucial informatioMost of the applicants are seeking land
around Hydeabad, in Ranga Reddy, Medak, Nalgonda and Mahabubnagar districts. Those were
rejected at the application stage itself, 0 sa
2015).

E. The technologydriven business

The technologydriven business is therder of day of the big business ventures. The business
activities (marketing and distribution) are managed bylimn marketing, Mmarketing, email,

social media, websites, supply chains. Further, they invest more capital on machinery, use most
modern tehnology, produce the products/services on large scale, and capture the larger market

and consumers.

F. Gender Discrimination

One of the crucial challenges that women entrepreneurs face in bootstrapping thep &art

gender discriminationThe Constittion of India speaks of equality between sexes, in practice
women are looked upon as abla weak in all respects. India is still a male dominated society

and this social order blocks women entrepreneurs in their way towards business success. Male
memters think it a big risk financing the ventures run by women. Women's family obligations

also bar them from becoming successful entrepreneuociety should change their mindset

and behaviour towards women, 0 s aylsd-S&bketun Se hga
13, 2015)

G. Financial institutions cynicism
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The financial institutions discourage women entrepreneurs on the belief that they can at any time

leave their business and become homemakers again. The result is that they are forced to rely on
their own savings, and loan from relatives and family friends. Further, the financial institutions
are sceptical about the entrepreneurial abilities of women. The bankers put unrealistic and
unreasonable securities to give loans to women entrepseecording to a report by the
United Nations Industrial Development Organization (UNIDO), ‘'despite evidence that
women's loan repayment rates are higher than men's, women still face more difficulties in
obtaining c rneed entrepréneurs Sudfer fromhnadeguate financial resources and
working capital as they lack access to external funds due to their inability to provide
tangible security.Recently, in an interaction with Economic Times, the Women and Child
Development Minister Meneka Gandhi elucidated that when a man wants a loan for a business,
he goes alone, not with a group. But, the idea of women having to take along 10 other women to

seek loan is degrading.

H. Lack of Property Rights

Women entrepreneursufier from shortage of finance on two counts. Firstly, women do not
generally have property on their names to use them as collateral for obtaining funds from
external sources. Therefore, that access to the external sources funds is limited. Secondly, the
banks also consider women are less creaitthy and discourage women barrowers on belief

that they can at any time leave their business.

I. Acceptance of woman in a position

AThe main challenges that a wo msand wanking e pr e n
relationships with male staff. Someti mes, it o
position of authority and in these cases, get
Choudhury.

J. Scarcity of Raw Materials
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Most ofthe women enterprises are plagued by the scarcity of raw materials and necessary inputs.

Added to this, high prices of raw materials, on the one hand and getting raw material at the

minimum of discount on the other are the major issues in business.

K. Lack of Access to Education

In India, the social system discriminates between the male and female in educating boy and girl,
even to date. Owing to this, more than half of women are still illiterate. Due to the lack of
education, women are not aware of busingsshnology and market knowledge and able to
continue the business. Added to it, the low level of education and confidence leads to low
level achievement motivation and advancement among women folk to engage in business

operations and runmg a business concern.

L. Stiff Competition and High Production cost of Business Operations

Many men/women entrepreneurs find it difficult to capture the market and compete with their
product. Business demand attention of the entrepreneurs on investingy, memmtinuous risk

taking and strategic decision making, attitude, courage and confidence. High production
cost of some business operations adversely affects the development of women
entrepreneurs. The installation of new machinedtieéng expansion of the productive capacity

and like similar factors dissuades the women entrepreneurs from venturing into new areas.
However, the risk tolerance ability of the women folkk in-dagay life is high compared to

male members, while in biness it is found opposite to that.
M. Lack of Support from the Family

Women give more emphasis to family ties and relationships. The business success depends on
the support the family members extend to women in the business process and management. The
family members and the society are reluctant to stand beside their entrepreneurial growth.
Family and societal obligations also pose challenges for many women entrepreneurs in the

country.

SECTION-III :
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V. CONCLUSION

This paper briefly discusses about variopmvisions of the TSPASS, Act, 2014 and
operational issuethat are likelyarise inits implementationThe paper highlights that while the
Act at a normative level offers a significant breakthroughrdaolutionize the industrial sector
and promotim of employment to the unemployed; ensure social equality and women
empowerment, et@t implementation level theey sectors suffer froreeveral shortfalls. The
various issues discussed in this paper revolve arouukiple sets of problems i.e. general
problems related to all entrepreneurs and problems specific to women entrepreneurgw The
economic reformstechnologydriven businessfake investors, gender discrimination, lack of
property rights, sociaand family obligations lack of access toesources, lack of access to
education, formation of group for financial assistance, raateptance of women position by
male employeesgluctance attitude dinancial institutiongo advance the loanscarcity of raw
material, stiff competition antigh cost of production, etc, arthe major challenges of women
entrepreneurs to takactive participationin economic activity in the State. In fact, it is evident
from the fact that women entrepreneurs account less than ten percent of the totalrentrepre

The situation is no better even underiPASS, as most of the applicants are male members.

Despite the above issues, the policy is expected to be a boon for the overall development of
entrepreneurs, especially wonmemirepreneurs. Training pyams are essential to new rural and
young women entrepreneurs who wish to set up a small and medium scale unit. Adequate
training programme on management skills, imparting skills in  traiourgproduction
workshops and vocational/professional trainihgttenables them to understand the production
process and production management, counselling to women entrepyeieursmove
psychological causes like lack of setinfidence and fear of success, etavould be of utmost
important for the success ofettenterprise/sThe Women Federation Organisations and NGOs

need to active role, in this regard.
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ABSTRACT

Art can transform lives. It gives us the power to question, to confront, to explore, and to
challenge how we think about the world.

This paper emphasizes on the quality of art educatetnmacro and micro perspective in art
educational institutions.  The quality of art education is assessed by both observational
method as well as empirical analysis. The tools and techniques used are; Delphi techniques
along with mean, standard deviatioand t-test. In the process of analysis this paper found that
there are certain interesting findings which include: art considered as a noncore subject,
difference in the opinion of stakeholders about quality of curriculum and instruction methods
and manydelays in recruitment process.

Contribution to the field: In the present scenario, it is suggested the Government should
allocate monetary provisions sufficiently. The attitude towards art and craft teacher should be
amicable and considered that he is a@mber in teaching community. Art has no boundaries
and the faculties can make sure that the art should not be concentrated in one place and they

can create an art world for promoting younger generations.

Key words: quality assessment, art education, prieffects, curriculum upgradation,
monetary provisions, core subject.

l. INTRODUCTION
The Study of art is the study of human emotions. It reveals the integration of human emotions as

well. The translation of human emotions come to reality and transformed wisual depiction
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called 6Artodé had been witnessed in 15, 000, B.

different isms through experiments. The advent of British introduced the Academic sphere of
Art education in Indian by establishing thedustrial, art and craft institutions in Calcutta,
Madras, Lahore gave impetus to the Indian aspirants to study art with more scientific way
breaking the traditional norms of Indian art. It also created the art awareness among Indian
artists and art lovers Later Posti British period the Indian government established Art
education institutions in different parts of India, monitoring with AICTE and U.G.C. In spite of
that, art illiteracy was common phenomenon in India. However, the art education irwaslia
neglected where its role in the curriculum was insignificant. The lack of understanding of its

purpose and the standard of art teaching itself also generates low level.

Il. CONCEPTUAL FRAMEWORK

The following concepts are integrated in to the present studypderstand the holistic view of

the findings and give suggestions for the policy prescription. Quality has been traditions in India
and monuments, relics, handicrafts, gems, jewelers and crafts man ship have oven quality into

our heritage.

Il. QUALITY
Thequal ity of product or service is a customer
service meets his or her expectations. Hence forth customers means art pursuing students. The

dimensions of service quality include; performance, featureapilitly, serviceability.

IV.  QUALITY CONTROL
It refers to all those functions or activities that must be performed to meet the expectations of

stakeholders.

V. REVIEW OF LITERATURE
To connect the present study, the following reviews are made;
Qualities of Quéity: Understanding Excellence in Arts Education Achieving quality involves an

ongoing examination of programmatic as well as personal purposes and values, along with a
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continual examination of wha't is actullly he

committed to quality know that this search is an essential element of what constitutes quality.
Which is one of the greatest lessons we can offer our stddehts the pursuit of quality is both

central to the achievement of excellence and a wondetiallenging, and compelling learning
experience in itself. o

The majority of education systems in the world have arts and cultural education as a part of
compulsory curricula. Despite this seemingly positive outlook, the challenge of delivering a
universd, high quality, cultural offer for all children has not been achieved. There are a number

of competing pressures that act to encourage
in the arts. The arts improve the social climate of the schoolradidce negative social
interactions and ants o c i a | behavior. This directly 1impro
increases the likelihood of the school being seen as being and attractive place by the pupils and
teachers. The inclusion of the arntstihe school day provides opportunities from communication

and emotional development led to an improved emotional connection between pupils and
teachers is shown to improve school attractiveness to pupils.

Prannath Mago exclusively dealt with the origiract and its developments in various decades

wi t h political and S ocC i o brdegpocary Art irp diasip&R ct i ve.
Perspective al so expl ains t he i mportance of art (
onwards. Moreover, he made effothe conditions of art education and tl&tuaes of other

Science faculties werelucidated. His pioneering endeavors made significance of art education

in I ndia with cultural scendAhnooveGayawbr br 810U
estblishment of fine arts colleges in British period and post British period and their signification
elaborately whereas Gulam Mohammed Sheigbontemporary Art in Barodanarratesthe
establishment of fine arts departments and their specializations arfdctiiey and students

contribution for the development of contemporary art M S University Baroda in India.

VI. OBJECTIVES
1. To understand the status of Art education in the educational Institutions in India.
2. To understand the status of art educatio Hlyderabad
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3. To assess the quality improvement in the curriculum, teaching methods with practical

orientations and evaluation components.

Vil. METHODOLOGY

The nature of study is descriptive in nature. The population of the study edacational
institutions in India. The sample units are students and faculty members. The sampling technique
used in the study is convenient sampling. The data collection technique for the study is a
structural questionnaire. The sample size of art educational institutiors §h% includes;
College of Fine Arts, Jawaharlal Nehru Architecture and Fine Arts University. Hyderabad.
Telangana, Sri Verdteswara College of Fine Art®smania Wiversity, Hyderabad. Telangana,
Department o f Sculpture and Painting, Potti Sreeramelughi University, Hyderabad, Sarojini
Naidu School of Performingnd FineArts and Mass Communication, University of Hyderabad
Hyderabad. Telangana, College of Fine Arts, Andhra University, Vishaka Patnam, Andhra
Pradesh, College of Fine Arts, Yogi Vemanraniversity, YSR Kadapa Dist,Andhra Pradesh,
Chitrakala Parishath, Bangalore, Karnataka, Ken School of Fine Arts Bangalore, Karnataka,
Karnataka Academy of Visual Arts, Mysore, Karnataka. Sri Allam Prabhu Lalitha Kala
Academy Mysore, Karnataka. MMK Codle of Visual Arts, Gulbarga Karnataka, Government
College of Fine Arts, Chennai Tamilnadu, Rukmini Devi College of Fine Arts, Chennai
Tamilnadu, Kalai Kaviri College of Fine Arts Thiruchira Palli Tamilnadu,Raja Ravi Varma
College of Fine Arts, TrivandruniKerala, R L V College of Music and Fine Arts, Trivandrum,
Kerala, College of Fine Arts, Trissur, Kerala, Goa College of Arts, Panaji, Goa, Bharathi
Vidyapeth College of Fine Arts, Pune , Maharashtra, Padmasree Dr D Y Patil College of Applied
Arts and Cafts Pune, Maharashtrdhe aerage sample of students is 7 t@®&d the serage
sample of facultiess 8 to 9 Date collection instrument is questionnaaned chta type is primary

in nature. The responses are measured on lskafe 1 to 51 means to pir 5 meangxcellence
quality. The Period of study is 2012015. The sample units include; curriculum, instruction

methods with practical orientations and evaluation components.

VIIl.  DATA ANALYSIS
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Even in the primary andigh school level of art and craft cears were completely neglected.

The significance of this course was not considered by the other faculty members and the art and
craft teacher has no role in the academic and other activities. His position was disdained and
because of their attitude was pathetic. Besides, the salled corporate school also showed
similar attitude towards this course. They utilized the art and craft teacher services in other way
where the absence of other teacher work was fulfilled for time being.

The faculty membersra well qualified and experienced in their fields were interviewed and
recruited as per the AICTE or U.G.C norms. But the faculty was specialized in their respective
fields available in some collegel$ is not possible to avail the excellérfaculty in art subject

viz. portrait painting, landscape painting, print making and History of Art and Aesthetics in all
colleges. But some exceptionsgaeding M.S.University, Baroda, here the excellgrfaculty is
available in all fields. Moreover, the in takdraissions also were limited, and entrance was

organized and all the aspirants could not get admission in this institution.

IX. EVALUATION

The evaluation was gone on two types (1) internal (2) external and their ratio was 50:50
sometimes 40:60. As it wereeative field the subjects are mostly concerned with practical
oriented and hardly one or two papers concerned with theoretical orientation. The internal
assessment made on best of two out of three assignineotsisting 1) seminar 2) written test

and 3)submission of term paper and rest of percentage on external assessment evaluated by the
subject expert considering the specifications of assessment in practical examinations where as in
theoretical papers were setting by subject expert and evaluatetie lsyliject expert as well.

Here the lack of subject experts in History of Art and Aesthetics as the outputs were come out
from either Baroda or Santhinikethan, recently the University of Hyderabad also introduced
P.G.courses in Art History but it is in éding stage.

Here the question paper particularly in History of Art and Aesthetics consist of essays and short
guestions, repeating the same questions and some times found absence of analytical and critical
evaluation of questions. Due to lackefglishlanguage of the students where they came from

their own mother tongue and could not expressed their ideargglish losing the exams. This
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factor influenced the external examiner and shows his sympathy towards them and made them in

Success.

Moreover, tle university authorities also insisting the external examiner to made them to pass,

stating that it is creative field those have innate abilities would be succeeded in their lives.

A. Price effects

Most of the art educational institutions were maintainedHeygovernment. But some private
institutions offering the high prices and paying less to faculty who werexperienced and
unskilled were engaged in these institutions. Normally, the professionals in this field could live
independently and could not woin government institutions preferred to work in government
institutions unable to work in private institutions. On one hand the students paying high fees,
facing poor facilities, skill and the other hand could not meet the quality of education.

The stuénts also know the college issues and could not raise their voice against the problems

and thought that they should have obtained the degree or post graduation as early as possible.

On contrary to other educational institutions there was no option tafiedo join elsewhere or

any other fine arts colleges by dropping the course in meanwhile. In other words a fine arts
student got admitted in any art Institution should be completed his course in the same Institution
and never allow to join any other titation located in the same areas or anywhere, seems that no

feasibility in this option.

The fine arts student should be passed the course in the due period or permitted to another period
of same duration. For instance if any art student should joind@hahelor degree of 4 years
should be able to pass in these years and another 4 years were permitted to complete. He would
not pass with in the 8 years his admission also liable to cancelled arddaited into I year

after completing the formalitiesf admission process.

The other hand the administrative mechanism fikaecipals and other executives were having
fine arts background, should not involved in present day administrative system and unaware of
the system. Unfortunately, they are not jposition to mobilize funds and materials from higher

authorities. If they appealed to the higher authorities about their financial and other requirements
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and was neglected or declined due to unawareness of fine arts in the some educational

institutions n government ouniversities as well.

The recruitment of faculty in art institution was not conducted regularly anybody retires from
service there is a long

gap of recruitment and eventually péirhe or adhoc faculty or inexperienced persons involved

to do so yielded poor results. Moreover, this faculty does not have job security and based on
purely temporarily concentrating on their own efforts for their survival.

B. Status of art education at Hyderabad

The sultans of Hyderabad both Qutb Shahis and AbfsJproliferated the art literacy at
Hyderabad. The paintings represent the Persian elements in the beginning in the context of
coloration and composition. The contact with Mughals owing to the Aurangazeb Deccan
invasions resulted the influence of Mughk&yle. But the art stylization of Hyderabad culminated

local Hindu elements in to the paintings developed a unique style of Deccan galam.

However Hyderabad was suffered with political disturbances the patrons could not give up the
patronage of art. Besd they invited the artists throughout the world to bestow their artistic
accomplishments in this domain. These factors lead to recognize Hyderabad art in to a
uniqueness presenting large size overcrowding portrays and paintings on cloth. It was never
seen such experiments in Medieval and Modern Indian painting history. Despite, they also
promoted art literacy by the establishment of fine arts institution in the beginning'@atury.

Now, it was emerged into a university known as Jawaharlal Nehrhitdcture and Fine arts
university which rendering art education to the aspirants from all over India and abroad as well.
This institution used to fulfill the desires of the aspirants and created a demand for another
institution led to the establishmewt department of Sculpture and Painting, at Potti Sreeramulu
Telugu University in 1983. And later a private institutions known as Sri Venkateswara College
of Fine Arts under the affiliation of Osmania University came into being. Above institutions
offering art education to degree level (Bachelor of Fine ArtBut Sarojini Naidu School of
PerformingandFine arts and Mass Communications was setup in the University of Hyderabad to

offer Master Degree ( Master of Fine Arts) and research orientation atathyde
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The collected primary data relating to quality odurriculum, teaching methods, practical

orientation and evaluation components wedéed and processed through SPSS and furnished in
the following tablesfollowed byinterpretations.
Tablel: Group Statistics

Variable Respondents

Category N Mean SD SE
Observation about quality of Students 150 3.1867| 1.00593] .08213
Curriculum and evaluation Teacher 170 3.4588 97971| .7514

Source: Primary data using SPSV

Table 2 Independent Samples Test

t-test for Quality of Means

Variable Sig. (2
t df _ MD SD
tailed
Equal variances -2.45 0.015 - 0.1111
Observation about 318
_ _ Assumed 0.2722
quality of curriculum .
. Equal variances not | -2.45| 31082 0.15 - 0.1113
and evaluation
Assumed 0.2722

Source: Primary data using SPS&V

Null hypothesis (k): There is no significant difference in the-gmduation of curricular and
evaluation improvement process.

Alternative hypothesis (P There is a significant difference up-graduation of curriculum and
evaluation improvement process.

From the able 1, the sample statistics of Mean and standindation of quality of curriculum

and evaluation improvement process for students and faculties are: 3.1867 and 1.00593, 3.4588
ard 0.97971 respectively.

From the &ble 2, it has been observed that the statistical values for curricahdanevaluation
improvement processes areyglue-2.45 with degree of freedom 3.18 andiadue 0.015 which

is less than 0.05. Therefore the null himesis is rejected and alternative hypothesis is accepted

at 1 per cent level of significance. In other words there is a substantial difference of opinion
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about curriculum and evaluation improvement process between students and faculties in art

educationalnstitutions across the nation.

X. FINDINGS

U There is a lot of difference in the opinion of two stake holders (and faculties) with respective
Institutions and practical orientations in Art Educational Institutions

U There is no significant difference in thep wraduation of curriculum and evaluation
improvement process.

U Furnishthe art and craft in the curriculum and considered as a regular subject.

U Delays inrecruitmenfrocess.

Xl.  SUGGESTION

U It is suggested that the regulators of Art Educational Institutisithamake sure that the gap
between stakeholders about quality of teaching methodologies and practical orientations
should be minimal.

U The attitude towards art and craft teacher should be amicable and considered that he is a
member in our teaching commti

U Art has no boundaries and the faculties can make sure that the art should not be concentrated
in one place and they can create an art world and promoting younger generations.

U Finally, it is suggested to the Board of studies of Institutions that theyld make sure
about the constant monitoring and improvement in the curriculum and evaluation
improvement process in tune with irgtty requirements.
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ABSTRACT

This article reviews the literature on Workplace Bullying and its effect over disengagement of
employees in focus with the higher education sectan, America (US) and trying to
understand similar effects in the Indian Context. This article tries to understand the nature of
bullying and its cost on the organization through disengagement of employees in the Higher
Education Sector. The basis of thistatle is on the extent of workplace bullying in the higher
education sector and the cost of workplace bullying in it. A survey was conducted by Hollis.P
(2015) in the US, where patrticipants from colleges that were nearly fpesrold were
surveyed and hadrevealed issues such as no connection between gender and bullying
behavior. Nearly 400 employees from various departments had been questioned. The
theoretical |l ens used here by the researchers
cost to the orgmization when employees disengage from organizational mission and
objectives. The results from these studies have been correlated to Indian context theoretically,
keeping in view the limitations and similarities in the situations and professional condtice
redressal mechanisms have also been discussed over the surface and focused on the

correlation of the results to the Indian context.

Keywords: workplace bullying, victim, witness, higher education, employee disengagement
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l. INTRODUCTION

Monday can sometigs become the worst day of the week. Employees can dread returning to the
high stress, shady directions and high constraints on budgets in their jobs. Medical studies have
reported that stress can be linked to severe problems like heart failure andtred®redated
ilinesses (Fisher, 2013; Martin, 2013; Nordqvist, 2012). The Higher education sector has been in
a dwindling since some time. There have been several colleges that have been closed, many
employees had had surprise layoffs, lower salariessantetimes a potentially jaded boss. If a

bully boss is added to such environment, a boss who barks orders, insults staff and makes abrupt
changes to the directives or deliverables it creates a severe environment in the organization. The
bully steals the mductivity of the organization by disengaging the employees in their
workplace. In high constrained environment, which cannot afford to waste resources, the cost of

workplace bullying and resulting employee disengagement.

Many studies have observed andikmted the proliferation of workplace bullying (Bjorkqvist,
Osterman, &HjekBack, 1994; Branch, Ramsay, & Barker, 2013; Cowan, 2012; Duffy & Sperry
2007; Fritz, 2014; Harvey, Heames, Richey, & Leonard, 2006; Leifooghe& Mackenzie, 2010;
Matthiensen&Einarsn, 2007, Yamada, 2000). Studies have been done in the corporate sector,
trends, and the impact on the health of staff facing workplace bullying. This studies done in the
U.S. had taken into account most of the departments in different colleges of hdgiatien.

Due to the decline in the education economy in the US, the universities had to strive to cut cost
and preserve the resources. The Gallop Organization (2013) had reported that nearly US$355
billion have been lost by the US organizations due taaengaged employee. The effect of
bullying on a potentially disengaged administration in a university has however not been
examined. For the purpose of the study by Hollis.P (2015), the following definition for bullying

was used:

Harassing, offending, saxil | y excl uding someone, oOor negative
This behavior occurs repeatedly and regularly over a period about six months. With the
escalating process, the person confronted ends up in an inferior position and becomes the target

of systematic negative social acts (Einarsen, Hoel, Zapf, & Cooper, 2003, p. 22).
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The purpose of the study done by Hollis.P (2015) was to understand the extent of workplace

bullying in American Higher Education and also to determine the cost associatebe for t
employee engagement and turnover. The findings of this paper can be used by higher education

to curtail costs related to staff disengagement by making a healthy workplace.
Il. LITERATURE REVIEW

Bullying had emerged as a topic of the organizatons intheela 1 9906s and had be
more attention in the corporate and private sectors. Many qualitative approaches have been
individualistic and have focused on personal pain that a victim feels by the cause of bullying.
Some of the studies have quantifige risk involved by the organization for harboring a bully.

Once the personal pain and disengagement have been considered to salary and sick time, one can
calculate the cost of incivility (Bliss, 2012; Namie&Namie, 2009; Pearson, 1999; Wiedmer,
2010). Irespective of the research method, a demoralized target, and consequential financial loss
has been reported with an adverse effect on the health of the victim. Workplace bullying is
reported to have a twinld cost on the workplace. Both the fiscal costthe victim and the

emotional cost to the victim. In a survey involving 5,000 employees in Britain, it claimed that

over one million workdays were lost because every 1 in 10 workers had stress from workplace
bullying (Keelan, 2000). The targets of workpldadlying also suffered from health issues such

as weight gain and elevated levels of stress. Hypertension and posttraumatic stress occurred for
the staff under a workplace bully. Nearly 73% of those who witnessed bullying in their
workplaces endured hehlrelated problems. It has been found by Unison, the second largest
trade union in the United Kingdom that nearly 75.6% of employees who had reported having
being bullied have experienced negative health effects (1997). Most of them suffered from
lowered/v selfesteem, sleep related problems, depression, gastric/stomach problems, severe
mood swings, and anxiety (Thomas, 2005). It is also quoted by Keashly and Neuman (2010) that
AAlt hough much research has been ddhalsttwn wor k

decades, academics have paid relatively I|itt!l

A study in UK on workplace bullying by Thomas (2010) in the context of any higher education
context revealed that nearly 34% of respondeetsriging to higher education had been bullied

in the six months previous to the study in comparison with 11% respondents in all the other
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occupations. Thomas had also reported that tF

deadlines, being givemaunmanageable work load and being subject to excessive monitoring of
worko (para. 6) . Namie and Namie (2009) defin
nearly 37% of the American workers facing abuse on the job. When the findings had been
exterded, it has been found that nearly 49% of the workers have been affected by workplace
bullying, 24% have been bullied at some points of time, 12% witnessed bullying at the
workplace, and 13% had been enduring bullying at the time of this study. Namieaang N
(2009) had also studied the general population and came up with a revelation that women have
been targeted very disproportionately compared to men, with nearly 71% of women who have
reported having been bullied by women, 46% of women to have beeadboyl a man. The

coping strategies that the victims of bullying have opted for include resignation and being fired
by the employers. In most of the cases it has been reported that the organization had taken no
corrective steps to provide relief to thegais, and it has also been reported in some majority of

the cases that the situation had intensified for the victims once bullying had been reported by
them to the organization (Namie&Namie, 2009). There have been several studies by many
researchers thatantion the exponential severity of workplace bullying and the health effects of

it on the victims and the witnesses. The targets in these studies who had endured workplace
bullying had reported different periods for which they have had been bullied andoalde

surely argue that six months might just not be the criteria every time.

Il THEORETICAL FRAME

The study by Hollis.P (2015) states that the American Higher Education like most of the
organizations shall emphasize on maximizing the resources, incldtinguman resources to
successfully survive in the slow economic market. Educational institutions are service
organizations and have a mission to serve students and community to pursue education, and
hence require engaged staff to successfully accomplkshdgbals. Many studies have focused

on employee disengagement and the challenge organizations are facing due with to lack of
commitment. Costs associated with employee disengagement leading to loss of productivity and
compromised organizational objectivd3ayne (2015) however considers engagement as to have

a transforming quality where the employee not only embraces the work but also finds
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Ameaningful accomplishment. 0 The engagement i

boss, sense of safety e work environment, the leverage to make mistakes and creating
l nnovation. Trust is said to nfoster a <colla
teamo (Barczak, Lassak, &Mul ki, 2010, m@ws 341)
and individuals will not engage in innovation and creativity and will not feel safe to offer the
AEureka momento as defined by Anderson (2011

Costs.

In employee engagement, a leader who inspires employeasg€itrust through civility, honesty

in communication, concern towards employees, had created a healthy workplace. And it is also
supported that the leader gave autonomy and support. Fairness and approachability were the
gualities in leadership that credt a safe workplace for employees and helped in better
engagement (Byrne, 2015) . Di sengagement i n coa
roles; in disengagement, people withdraw and
employee is said toogthrough only motions. They seem to be physically present but mentally
drifting to many other ideas by delegating their tasks to other colleagues. This is withdrawn state

of the employees where according totosBlyanke (201

creativity is diminished?o.

AWit hdraw and defendo are the operative word
formed a theoretical frame for the study by Hollis.P (2015). Those employees who must defend
themselves from the harassment dndlying make defending themselves the priority over the
organizational objectives. These environments allowed hostile and abusive environments that led
to disengagement. In these organizations, leadership often lacked care or concern but in turn
professonalism gets eroded due to mutual trust. Negative politics prevails in organizations that
are unhealthy, which suppress opinions and creativity leading to unfair job assignments and poor
communication becoming the norm of the organization (Byrne, 201%).way, the workplace

gets evolved into a battlefield for the victims and witnesses of bullying, instead of engaging
human resources in the organizational mission, the employees start taking a defensive stance.
They mostly spend their time in protecting thselves instead of working for the institution. This

leads to the creation of a very hostile environment of tactics and abrupt unfairness that ultimately
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lead to disengagement. The victim and witnesses thus also start to ignore the bully and the

abusive bbss, the harassing colleague or any other person who tries to threaten them. This also

creates a sense of 6det achment from identific
V. THE STUDY BY HOLLI S.P (2015)

The research study done by Hollis.P (2015) makesffan to examine the bullying dynamics at
workplace using a 3§uestion survey. Institutions of higher educations including all departments
that were nearly fouyearold colleges and universities. He had surveyed a total of 175 colleges
or universities n various departments like athletics, student affairs, information technology,
human resources, executive level, admission/financial aid, academic faculty (science), academic
faculty (Arts), and external affairs/development. The questionnaire developdallisyP (2015)

was not only to understand the prevalence of workplace bullying but also understand the costs
related to the workplace bullying. His research questions included:

Research Question 1:What is the extent of workplace bullying in higher edimat

administration?

Research Question 2What is the cost of workplace bullying specifically to higher education

administration?

Data was collected using an electronic questionnaire throughils. The major limitation
included that due to Internet sedyrthe delivery of email was prevented from unknown senders.
The study was done and received emails from 3200 respondents, evaluation of which is a sizable
task. To strengthen the validity, the study Hollis.P (2015) had done focused on one year of
higher @ucation organization: the traditional feygar baccalaureate degree granting colleges

and universities.

According to the study conducted by Hollis.P (2015) on American higher education institutions,
it has been found that nearly Skityo percent of tb respondents had confirmed to have
witnessed bullying at their workplace within 18 months before the study conducted. Many
participants also commented explicitly in their opsdled segment of the questionnaire that they

had forwarded the sent email imatiton to their private email accounts so that they also could
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answer offcampus so that the university/college cannot tract their response. This study was done

by Hollis.P (2015) also had to introduce the
and managers who sent or authorized subordinates or junior staff members to wield their
executive power. And also further explained, that in vicarious bullying, a leader could have used
this tactic to continue intimidation in his or her absence, or usedain attempt to preserve a

facade of kindness while using subversive tactics to control staff. It has been found in these study
nearly 25% had witnessed vicarious bullying, and nearly 17.5% of them had been the targets of
vicarious bullying. Accordinga the results of the survey, the majority of the respondents have
reported having suffered bullying as victims for more than two years, and nearly 27% of the
respondents have had been bullied for more than about three calendar yearend@pen
guestions wre commented stating that bullying occurred for more than three years according to
the survey. Nearly 23% of the respondents who have been victims have reported having spent the
time to avoid the bully. Some of the victims reported an eight hour or ehtwo a week in

avoiding the bully. When the mean was calculated, it was around 3.9 hours that a victim has been
spending in avoiding the bully. Nearly 28% of the respondents had reported that the organization
had been apathetic in dealing with the bullyidA19% of the respondents stated that the bully

was at times shifted to a different department. The study also revealed that workplace bullying
had a direct impact on the turnover, with nearly 20% of the respondents stating to have left their
previous instution due to bullying, and nearly 15% were planning to leave the organizations as
they were being bullied currently. The costs of workplace bullying were based on the amount of
time wasted and the salary cost per hour for an employee. The cost of tuwasealso
associated with the background checks, advertisements, lost productivity, the cost of a search, a
new hire, and retaining procedures. It has also been found that the specialization of an employee
and market conditions also have an impact onrd@acement cost (Hollis.P, 2015). And
accordingly, the replacement of some employees can cost around 250% more than the departing
employeesd salary. The study by Hollis.P (201
cost of replacing an employee i 150% of t he departing employee

been supported by various human resource practitioners.

V. DISCUSSION
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Leadership has been playing an enabling role in the organizational strata of higher education that

formed was a common threawdl the organizational discipline. It had been observed that when
leadership allowed bullying to flourish, the employees, however, had a disengaged work tasks
and spent hours re grouping from the hostile interaction. The target, however, looked towards
leacership for relief after becoming the victim of bullying. After leadership, human resources
also followed in response to the bully. Furthermore, the bully often was of a rank of leadership
which worsened the situation. Findings also confirmed that creasingonbullying
environment/culture in the organization can set the tone in shaping the attitude of the employees,
and also helps in eradicating bullying from the organization. Within an industry like the Higher
Education, where there are budget constraibtsannot afford the loss of productivity through
employee disengagement. To rise above mediocrity in an organization, it needs transformation
and innovation that are critical elements that can exist only with a trustworthy leader and with
integrity. Ine gr ity can be defined as fia fundament al
and actions. At the simplest level, it means standing for something, having a significant
commit ment, and exemplifying this commitment
Consistent with other studies, the study by Hollis.P (2015) also collaborated with the previous
findings that bullying in workplace comes from leadership and the human resource department
often advocated for the target, leaving the target toiling intissldhus disengaging the victim

from organizational objectives or sometimes leaving the organization (L-Ggedvik &Arsht,

2014; Namie&Namie, 2009). In an environment with severe cost constraints, Higher education

can very less afford to have disengageaployees in their workplaces.

VI. RECOMMENDATIONS FOR ADMINISTRATION

In the context of the prevalence of workplace bullying in the Higher education sector, the basic
solution is that leadership should not tolerate bullying at any level, even from the olbtes
employees. The executive leaders shall be accessible and approachable. The employees shall
confide and also show that support will be given to the needed staff to engage in the workplace.
The leadership shall however not undermine the middle manag nt s6 awut hority b

find ways to handle problems quietly and discreetly. Solutions, as suggested, can also include an
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annual 366degree evaluation of managers and supervisors and also the cabinet level staff. A

minimum score can be establisheegarding the civility from the consistent commitment of the
leader to and alignment towards the institutional values. It is also suggested that if a leader
exhibits aggressive behavior irrespective of all means, that stifles the organization; then the
leader shall be removed regardless of successes in other areas of evaluating performance. Apart
from the 360 appraisals, leaders shall also try to make a congenial environment for employees to
attain maximum engagement in organizational tasks and attainreaded objectives.
Workplaces shall also have satisfaction surveys, and these are to be taken seriously. Information
has to be gathered in the name of a healthy workplace, and once the results are tallied, the
leadership shall not act apathetically. Apetic be havior towards workplace bullying erodes trust

and productivity, which lowers the engagement of employees in their work. Other complaints
include the student complaints, high turnover, and lack of internal transfers to a specific

department even velm an attractive position opens up.
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ABSTRACT

Stress is a part of dago-day living of every individual. The college students may experience
stress in meeting the academic demands, people on the jodiness men may suffer stress to
reach office in time and to complete the projects on time and even the house hold ladies may
experience stress in managing the home affairs. The stress people experience should not be
necessarily treated as harmful. An optum amount of stress can always act as an energizer

or motivator and propel people to apply the efforts and complete the work. But a high level of
Stress can be a serious threat to the personality traits of the Individual and can cause
physiological and soial problems. Stress is a dynamic condition in which an individual is
confronted with an opportunity, demand or resource related to what the individual desires and
for which the outcome is perceived to be both uncertain and important. Stress is arousal of
mind and body in response to demands made on them. Stress ispes@nt, a universal
feature of life. Stress cannot and should not be avoided. Rather, it is to be contained,
managed, and directed. Stress is multifaceted nature. Although stress is thyptiacussed in

a negative context, it also has a positive value. Many professional see the pressures of heavy
workloads and deadlines as positive challenges that enhance the quality of their work and the
satisfaction they get from their job. Researchemall it as challenge stressors which are quite
different from hindrance stressors. Early evidence suggests that challenge stressors are less
harmful than hindrance stressors. The present study analyses the nature of the stress and how
the workers manage @t stress in health care industry. The study also tries to seek support to

relieve stress among the health care industry workers.
KEYWORDS:Stress, Physiological, Harmful, Professional, Universal

l. INTRODUCTION
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There is considerable evidence that the stielarent in health care negatively impacts health

care professionals. Stress in medical practice has always been a topical issue. This is partly
because medical service involves taking care of other peoples' lives therefore mistakes or errors
could be caody and sometimes irreversible. It is thus expected that the medical doctors, nurses
and other medical staff must be in a perfect state of mind devoid of morbid worries and anxieties.
Our study examines the relationships between six key organisatioraisfédemand, control,
support, relationships, change, and role conditions) and stress among healthcare professional in a
teaching hospital in Guntur. Our study reveals that, all the six elements (demand factors, control
factors, support factors, relationgh factors, change factors and role factors) that have been
analysed have significant impact on employees stress though; they do not impact on employees
in the same measure. We noted that specialist physicians, general practitioners/family physicians,
andregistered nurses had a statistically elevated likelihood of work stress relative to other health

care providers.

Il. BACKGROUND OF RESEARCH

In Guntur, most health care is provided by the government and largely administered by the
Ministry of Health (MOH). The healthcare system has five levels of providers: health posts
which are first level primary care for rural areas, health centres and clinics, district hospitals,
regional hospitals and tertiary hospitals. These programs are funded by the government of
Andhra Pradesh, financial credits, Internally Generated Fund (IGF), and Bmulesl Health

Fund. Hospitals and clinics run by the Christian Health Association of Andhra Pradesh also
provide healthcare there are over 200 hospitals in Guntur. Some fdrghiradis exist, but they

provide less than 2% of health care services. In the hospital most of the employee stress is caused
by work overload, boring/repetitive duties, inadequate resources, physical environment (i.e.
lighting, space, temperature, disrigpt etc.), psychological working environment (i.e. verbal
abuse, inappropriate behaviours), working long hofarggoing lunch breaks and annual leave,
people management issues, inadequate allocation of work, new technology, etc. Faced with these
difficulties of possible loss of manpower, a number of hospitals in Guntur are beginning to
develop well documented policies on employee stress and its management particularly among

the private hospitals where entrepreneurial culture has been well integratetkiptovision of
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healthcare services. However there are differences among the policies. For some hospitals the

employee health and safety is an integrated part of human resource policies while in the case of
others it has been given autonomous attention tdués speciality. Some hospitals have
prescribed ways that managers and unit heads should deal with stress cases from within while
others have provided a road map to assist the individual deal with it outside the organisation.
What is common amongst themthe fact that the objective of stress management policy is
generally the same. They seek to among others minimise the risk of stress through a risk
management process involving the identification, assessment and implementation of control
measures to wiiplace stressor.

In the existing literature, it is argued that stress rarely has a single source point; rather stress has
been found to have many different sources. In addition, in this complex society stress influences
many different areas of life. Stegan be caused by acute or chronic physical stressors, or by
psychological and social stressors. The majority of stressors tend to be those associated with
psychological and social issues that are related to both personal and work lives. Public health
sedor is one of the areas where very little has been done about developing policies about stress
management among its employees where medical or paramedical staff. Even though some of the
teaching and regional hospitals have initiated policies to manags streong its employees,

these initiates are without a long history hence requires continuous studies to explore the main
causes of stress among the staff in order to consolidate these initiatives.

Our study examines the relationships between six key ayadonal factors (demand, control,
support, relationships, change, and role conditions) and stress among healthcare professional in a
teaching hospital This is in response to further studies to test alternative models of employee
stress causes and managatmapart from the commonly used General Health Questionnaire
which is fast becoming outmoded. If successful the research will help to discover the
peculiarities of stress management in the hospital setting, reveal the work awa nkone lated

factors thatcauses employee stress among workers, measure the strength of each stress factor

thereby helping to device more tailor made approaches by hospitals to control them

. ABOUT NRI ACADEMY OF MEDICAL SCIENCES
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NRI Academy of Medical Sciencéalso referred as Rl Medical College) is the first medical

academy irAndhra Pradeshndiastarted byNRIs. It is one of the medical colleges Guntur

District, offering graduate (Masters) and undergraduate (Bachelors) courses in medical sciences.
It is located in Chinna Kakani; nearby cities @anturandVijayawada The academy is
affiliated to theNTR University of Health Sciencégijayawada.

Departments in the maincampus:

1 Hospital: Over 1280 beds, with General Medicine, Orthopaedics, Anaesthesia, General
Surgery, Ophthalmology, E.N.T, Paediatrics, Dermatology, OBG, Radiology, Medical
Oncology, CMO, Physiotherapy, Dental, TB and CD, O.S.D.

1 Specialized: Neurology, Népology, Psychiatry, And Vascular Surgery.

1 College: Anatomy, Physiology, Biochemistry, Pharmacology, Microbiology, Pathology,
Comm. Medicine, Forensic Medicine, Physical Education.

Cardiovascular implant therapy:

Cardiovascular device implant therapy isagticed at the NRI Heart Centre and Research

Institute at the main campus.

Oncology:
New building for Oncology and Radiotherapy opened west to main campus.

IV.  DEFINITION AND DIMENSION OF STRESS

There are many definitions of stress., For example Job stresdefiaed as the harmful physical

and emotional responses which occurred when the requirements of the job do not match the
capabilities, resources, or needs of the worker. Additionally, it has also been referred to as the
nonspecific negative response tie body to demand in the work place. Stress can be generally
defined as undue, inappropriate or exaggerated response to a situation whereas anxiety about a
situation could be positive; stress is always negative with attending adverse psychological and
physiological changes leading to decreased productivity, disease and sometimes death. The
definition of the UK Health and Safety Exec.!
employee stress is used in this research. According to the Management Standalodee

stress is an external organisation factor or stimulus that causes physical and or emotional or even
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mental discomfort for an employee in an organisation It is not only employees that feel stressed

in an organisation but even employers or managendigidual also go through stress. Stress

also may harm professional effectiveness: It decreases attention reduces concentration impinges
ondecisiorma ki ng skills and reduces providerso6 abi
patients. Stress 9 may lead to increasedurnout and is defined as a syndrome of
depersonalization, emotional exhaustion, and a sense of low personal accomplishment. A recent
study found that burnout was significantly associated with suboptimadegedfted patient care

Over a decade ago, the field identified these problems and called for change, advocating better
care for health professionals. The Management Standards has developed a model that explains
the main drivers or causes of stress in an organisation whichbmusanaged. These are six are
categorised demand, control, support, relationships, change, and role conditions in the
organisations. Each of the areas mentioned above have significant impact on the extent to which

an organisation will be successful inetsdeavour.

The Management Standards defines work demand
workload, work design patterns and the environment where they are working since these can
have significant effect on their mental and physical wellbeing.cbimrol environment includes

the extent to which employee have some say or are recognised in the organisation also affects the
way they do their work. According to the Management

Standards, the meaning of support as a factor in decision making is thetexehich there is

constant encouragement from both management and staff as opposed to rancour, animosity,
sponsorship to develop themselves within and outside the organisation. It also deals with the
availability of resources including wages and sadatl@t are equitable and commensurate with
employeeds effort. Further also explains supp
and the legitimate guidance from their immediate superiors.

When it comes to the issue of relationship the Manager8¢andards explain this as the
existence or otherwise of a positive work environment. Where there is no positive work
environment, the end product is conflict and encourage unacceptable behaviour which history
organisation harmony. In terms of role, tissexplained in the Management Standards as the

extent to which employee have an understanding of the role in the organisation and how the

organisation make sure they do not have conflicting roles. Finally there is the issue about change
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management and imis case employee can be stress by the pace of change of the way change

management so communicated and implemented. Management Standards cover six key areas of
work design that, if not properly managed, are associated with poor health aihwg)|l lover
productivity and increased sickness absence. In other words, the six Management Standards

cover the primary sources of stress at work. Aspects of these areas are examined more closely.

V. STRESS IN THE HEALTH CARE PROFESSIONS

There is considerable evidenthat the stress inherent in health care professionals negatively
impacts health care professionals. Stress can lead to increased depression, decreased job
satisfaction disrupted personal relationships, psychological distress and even suicide. Stress in
medical practice has always been a topical issue. This is partly because medical service involves
taking care of other peoples' lives and mistakes or errors could be costly and sometimes
irreversible. It is thus expected that the medical doctor himselflmeust a perfect state of mind
devoid of morbid worries and anxieties. This is however not usually the case, because the doctor
apart from being affected by the same variables that impose stress on the general population, is
also prone to stress becausel® peculiarities of his work situation and the expectation of the
society at large. The British Medical Association (BMA) published a treatise on stress in junior
doctors and later in senior doctors. The conclusions were similar, to the effect tisaé sise=d

to a significant proportion in both groups and that it is inimical to the doctors' health and service
delivery to patients. The magnitude of the problem was further emphasized in the report of the
American Foundation for Suicide Prevention whiddimed that on the average, death by suicide

Is about 70% more likely among male physicians than among other professionals iad@D260

higher among female doctors Numerous other recent studies have explored work stress among
health care personnel in maoguntries. Investigators have assessed work stress among medical
technicians, radiation therapists, social workers, occupational therapists, physicians, and
collections of health care staff across disciplines. Most of the studies focused on nurses, but th
studies were not always clear regarding which types of nursing personnel participated.
Registered nurses (RNs) were the dominant focus. Other investigations considered licensed

practical nurses (LPNs) and nursing aides; licensed nurses (e.g., RNs as)d RRB| aides, and
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clerical staff and generic assessments of nursing staff. Only four of these investigations

considered the effect of stress and burnout among nurses on patient outcomes. These studies,
similarly, in an investigation of the relationshigtiveen personal stress and clinical care,
physicians reported incidents in which they believed patient care was adversely affected by their

stress.

VI. STRESS & BURNOUT FOR NURSES

Shift length, 8hour versus 1:hour, was explored in relation to both burn®6tand role stress.
60 in a random sample of Michigan nurses, RNs workinghdi shifts (n = 105) reported
significantly higher levels of stress than RNs workingdur shifts (n = 99). However, when
differences in experience were controlled, stress watas in both groups. Conversely, a study
from Poland illustrated that nurses workingH@ur shifts (n = 96) compared unfavourably in
several aspects to nurses workinggdur shifts (n = 30). Although the type of nursing personnel
involved was unclear,he nurses on XBour shifts experienced significantly more chronic

fatigue, cognitive anxiety, and emotional exhaustion.

VII. GENDER AND FAMILY OBLIGATIONS

The complexity of work stress is further illustrated in two studies that considered gender effects.
Theprevalence of burnout was studied in a convenience sample of hdssital neonatologists

(n = 86) and officebased paediatricians (n = 97). Although the prevalence of burnout was
comparable between the specialty groups, burnout was found more frequerfdynale
physicians (79 per cent) than male physicians (62 percent). In a study of female physicians,
working fulktime and 47 working reduced hours, burnout was not related to number of hours
worked per se. Rather, burnout was lower if female physivigomked the number of hours they
preferred (r =0.22, P = 0.03). These studies may have particular relevance for nursing because
the profession is predominately female. Findings from studies that explored- faonkyco nflict

in relation to stress, burnquind wellbeing indicated the importance of considering both work
and family spheres. An investigation conducted using a diverse sample of 342 nonprofessional
employees (17 per cent worked in healthcare; 70 percent were women) found warkily

conflict was a predictor of welbeing. A study of a diverse group of health care personnel
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compared 64 cases with 64 controls. Although the subjects in the case group were more likely to

experience more objective stressful situations in and out of work, for bmtase group and the
control group, both work and naelated work stress contributed to anxiety and depressive
disorders. Work interfering with family had a direct relationship with work exhaustion in a 4
year study of medical technologists, 80 per cdnvioom were female. Family interfering with
work, however, was not studied. A study of 101 female nurses found that work interfered with
family more than family interfered with work (Everly, 1986). The investigators noted, however,
that most of the nursessho were in their mig#0s, were between the demands of child care and
elder care. This finding is consistent with findings from a study of 170 Australian nurses: the
principal determinant of stress was workload; nurses were unlikely to bring persosaltetre
work. Conversely, there was no difference between female physicians workirtignéulior
reduced hours in regard to work interfering with family or family interfering with work. In
addition, a study of familyvork conflict identified personality asiamportant factor in whether

individuals perceive situations as stressful.

VIII. PERSONAL CHARACTERISTICS AND WORK RELATIONSHIPS
Personality was explored as an important variable in the burnout/work stress equation in a
number of investigations. Together, thedudies support findings that perceptions of job stress
and burnout are not just a product of work conditions because not all Patient Safety and Quality:
An EvidenceBased Handbook for Nurses workers, exposed to the same conditions, develop
burnout or peceive stress. However, the specific features of personality that affect the perception
of stress or burnout remain unclear. Neuroticism has been associated with exhaustion. External
locus of control has demonstrated a positive relationship with burndusteess. Findings are
mixed for hardiness). Evaluations of anxiety reflect a link with stress and burnout. Anxiety is
viewed as having two componedstate anxiety, the temporary component which manifests
when an individual perceives threatening demanddamgers, and trait anxiety, the more stable
component which may be regarded as a personality characteristic In a study of intensive care unit
nurses, the investigators concluded that individuals high onaitetety were not only at risk for
burnout, bti also for making medical errors. In another study, higher-dnaxiety predicted

psychological distress. In addition, relationships with other stafiaders, physicians, head
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nurses, other departments were also predictors of psychological distrestigators have also

examined the association between interpersonal relationships and burnout and stress. The exact
linkages are not yet understood. Problematic relationships among team members were shown to
increase burnout. Verbal abuse from physiciaas noted to be stressful for staff nurses (Karl &
Fischer, 2013) (Farber, 2014). In a study of 260 RNs, conflict with physicians was found to be
more psychologically damaging than conflict within the nursing profession. However, a study
exploring verbal Buse among 213 nursing personnel (95 per cent RNs) found the most frequent
source of abuse was other nurses. Families were the second most frequent source of abuse (25

per cent), while physicians ranked third.

IX. MATERIALS & METHODS
We adapted but modified ie ms or causes of stress in the ne
(HSE) Management Standards (MS) model of stress model as our key measurement in our
guestionnaire. This was in response to growing concern in the extant literature that the General
HealthQuestionnaire which has been the major device for evaluating the causes of stress in an
organisation is becoming outmoded. This notwithstanding the HSE model was adopted on its
own merit because it embraces all the essential variables which existing rhadeldetermined
as potential causes of stress among employees. The Management Standards cover six key areas
of work design that, if not properly managed, are associated with poor health aiimking|l
lower productivity and increased sickness absenpoeother words, the six Management
Standards cover the primary sources of stress at work. These are:
U Demands factor$ this includes issues such as workload, work patterns and the work
environment.
U Control factors how much say the person has in the wagyttho their work.
U Support factor$ this includes the encouragement, sponsorship and resources provided by
the organisation, line management and colleagues.
0 Relationships factor$ this includes promoting positive working to avoid conflictlan
dealing with unacceptable behaviour.
U Role factors whether people understand their role within the organisation and whether

the organisation ensures that they do not have conflicting roles.
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0 Change factorsi how organisational change (large or shnas managed and

communicated in the organisation.

X.  CONCLUSION

A key source of competitive advantage of an organisation is the quality and strength of its human
resources. Stress and burnout are concepts that have sustained the interest of nurses and
resarchers for several decades. These concepts are highly relevant to the workforce in general
and nursing in particular. Healthcare employees provide the mental and physical human effort
that supports their organisations to provide services. Hospitals armadjanisations must do
everything possible to ensure that employees
productivity and others are completely eliminated. The study is consistent with existing studies
that employee stress is caused by issulagimg to demand, control, support, relationship, role

and change.

Most of the employees believed that stress is caused by the load of work they handle each day,
the pattern of work and its design, as well as the work environment. The control enviroasment h
contributes to stress among hospital staff. The reduction and elimination of stress involves a
partnership between the hospitals managers, individual members of staff, the specialist support
services and the recognized trade unions. Specifically menagethe Health Ministry and
Human resource departments in teaching hospitals have a responsibility to undertake and
implement recommendations of risks assessments within their own areas, ensure good
communication between management and staff, partiguldnere there are organisational and
procedural changes and ensure staff are fully trained to discharge their duties. They have the
responsibility to ensure that all their staff are provided with appropriate developmental
opportunities, monitor workload® tensure that individual staff are not overloaded or under
loaded and monitor working hours and overtime to ensure that individual staff are not
overworking. There is urgent need for coordinated efforts at ensuring that staff are taking their
full holiday entitement, attending training in good management practice/techniques and the
recognition of stress and ensure that staff is informed of appropriate services, policies and
facilities. Where appropriate, unit heads must refer to Human Resources any tsiaffiay

present with a stress related illness and offer appropriate additional support to a member of staff
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who is experiencing stress outside work e.g. bereavement or separation. There is the need to do

further research to improve on the findings of theesgch. It is possible for further research to

also use other models or a combined model to come help determine other major causes of
employee related stress. The study is limited by the fact that it sampled the view of only 1/5th of
the employees in the hele hospital and that is limits generalisations. Further it is possible the

respondents were not truthful in their responses.
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ABSTRACT
The current trend of the industry is to have the best human resource management practices,

which can be achieved tbugh getting in right man for the right job. Employees are now

treated as the Aresourceso to the organizat.i

company. Incising dependability on the human capital makes it imperative on the part of the
managenent to recheck their human resource practices.

Human Resource is an important resource to any organization, be it for a profit organization
or not for profit organization. Without competent human resources the organization will not
flourish though it has he best of other resources like physical, financial and informational
resources.

The companies Human Resource trends and practices will determine the health of the Human
Resources of an organization. They determine to what extent employees are motivated to
achieve the goals of the organization, the engagement of employees with the organization,
their |l oyalty and i1identification with the
dynamic environment organizations are competing through people, hencenigagood HR

practices and methods in place should be of strategic importance to the organizations.

The HR practices and methods employed by an organization should recognize that people are
the main source of their competitiveness, should be committed twide equal employment
opportunities not discriminating on the basis of gender, ethnic origins, family background etc.
The HR methods and practices should be designed to enrich the qualityifefof its
employees, develop their potential and maximize ithpoductivity, should be able to attract

the best of human resources to the organization, ensure transparency, fairness and equity in

all its dealing with its employees.
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The aut hor discusesd in detail the HRntlisr acti c

article.

l. INTRODUCTION

The narrative is a weknown one. Organizations increasingly rely on intangibles asdhbece

of their competitive advantage. R&D, brands, customer relationships, notetdion more
abstract Apot e n aliflxibildy, areirdcagnizedr agoarces afavalue oreation.

Yet, managing these intangibles as assets, in an enviromgmné conventional accounting
standards often measures them as costs, is particalaalenging. Nowhere is this challenge

more obwus than for what most firms claim tee their most important asset, their people.

Senior managers recognize they are inwar for talent o, but t hey
assets like overhead (a cost torb@imized). The solution is to manage HR (HumResources)

as a strategic asset ameasure HR performance in terms of its strategic impact. This requires a

new perspective on what is meant by HR in the organization and a new understanding of how

HR creates value in the organization. Both line marsagad HR professionals needttonk of

HR, not in terms of a function, or tHamustof pr s
be properly structured and managed in order to create value.

The HR practices and methods employed by an orgamizatiould recognize that people are the

main source of their competitiveness, should be committed to provide equal employment
opportunities not discriminating on the basis of gender, ethnic origins, family background etc.

The HR methods and practices slibbe designed to enrich the quality of life of its employees,

develop their potential and maximize their productivity, should be able to attract the best of
human resources to the organization, ensure transparency, fairness and equity in all its dealing
with its employees (Drucker & White, 1997).

In the following paragraphs the HR practices and trends employed by an organization are

discussed.
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Il. HR PRACTICES AND TRENDS

a. Human Resource Planning

Human Resource Planning requires an audit of the existing disilbsd levels possessed by the
current employees of an organization. It will give an idea to management about the skill
deficiencies and surplus in the organization. Accordingly the organization has to plan for its
recruitment and retrenchment activitiés. the organization taken for study, Human Resource
Planning is not done as a continuous process. It has been done some 30 years back and same
continues even now. As and when the people retire their positions are filled up. No effort is put

in to ascertainvhether a particular position is required in the present situation or not, neither i is
assessed from time to time whether in any area there is a surplus of HR resources. People are
selected and placed based on the data which is 30 years old, exfewt foinor changes here

and there.

b. RECRUITMENT, SELECTION AND PLACEMENT

To deliver excellent results, organizations require people with requisite skills, qualifications,
experience and right mental malge that are in tune with the culture and climate of th
organization (Wood &Manwaring, 1994). So recruitment is concerned with attracting the people
with right skill set to apply for jobs in the organization (Rao, 2010). In the study organization,
advertisement is placed in the local news papers only anel Eher restriction that only people
belonging to the same region should apply.

Selection is about making a choice, i.e., picking individuals who have relevant skill set to fill
jobs, it is also about having procedures to eliminate bad apples (Mammoi®, ROthe study
organization a two stage selection procedure is followed. In the first stage applications are called
for in a particular format and necessary documents have to be attached to the application. Short
listing of the candidates is done basedtleir qualifications and relevant experience. The short
listed candidates are called for a personnel interview where a panel of interviewers would
interview the candidates. Marks are allotted for qualifications, experience and performance in the

interview and candidates are selected.
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Placement is the actual posting of an employee to a specific job (Rao, 2010). It is done by

matching the requirements of the job with the qualifications a person possess. In the study
organization placement is done by matghthe requirement of the job with the qualifications

one has, however the initial posting is often given in a remote location and not in main centers of
the organization. The new recruits are put on probation for a period of two years, and after two
yearsbased on their selippraisal and appraisal by the immediate superior probation is declared

and the employment of the person will be confirmed.

c. INDUCTION AND TRAINING

The newly recruited employee has to be introduced to the organizational proced yresices!
and should be introduced to the employees with whom he would work in the future (ligen
&Pulakos). In the study organization induction is not carried on. The newly recruited employee

has to directly report to the place of his posting without aitial orientation.

Before the employee starts working on a particular job he has to be given working related
training, so that he fits into the system without any hiccups (Patrick, 2000). In the study
organization, such kind of training is not given te tew recruits. However, once or twice in a

year employees are sent for training programmes based on the availability of training
programmes and need assessment by the employees themselves. Trainings are also conducted in
house by various departments, haee there is no stipulation on the number of training

programmes to be conducted by each department.

d. TRANSFERS AND PROMOTIONS

Transfer is a change in job assignment or location of the job. It may involve promotion or
demotion or no change at all in statuxd responsibility. In the study organization there is a HR
policy that each employee must work at least five years in remote areas and three years in sub
centers. Transfers in the study organization are made when promotions are given, but many times

tranders are made to various locations with the same status and responsibilities.

Promotion refers to upward movement of an employee from current job to another that is higher

in pay, responsibility and usually organizational level. Usually promotions are Inaesed or
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seniority based, each system having its own set of advantages and disadvantages. In the study

organization promotions are seniority based, and also performance evaluation based. The
performance evaluation is done in a format which has to lgel fip by the employee and the
views of his/her supervisor are also taken into account. For higher levels, promotions are based
on seniority as well as the performance of the candidate reflected in his/her self appraisal as well
as the candidates performana the interview. Those employees who show a minimum standard

of performance are only promoted to the next caders.

Demotion is the downward movement of an employee in the organizational hierachy. In the

study organization demotion policies are not ircpla

e. SEPARATION OF THE EMPLOYEE

Employees separation from the organization occur in various ways. They are resignation of the

employee from the job, retirement, death of the employee, lay off and retrenchment.

An employee may decide to quit an organizatiesluntarily because of his personal or
professional reasons. In the study organization when a employee resigns from the job, he/she
should give at least three months of notice to the organization. In case the employee is unable to
serve the organizationrfdhe notice period he/she should pay to the organization, salary for three
months period, before he is relieved.

Retirement refers to separation of an employee from the organization on his attaining a particular
age usually it marks the end of career nkeanployee. In the study organization retirement age is
fixed at sixty years for blue collar jobs and 58 for white collar jobs. There is also a policy of
voluntary retirement, where an employee who puts in twenty years of service in the organization

may o for retiring from the job though he/she has not attained the retirement age.

Some employees may die in service, in such cases the spouse/sibling/children of the employee
are provided employment on compassionate grounds, however they will not be prusanid

cadre in which the employee was present, but the heir should start from the first level in the blue
collar category, even though the person who expired was occupying a high level position in

white collar category of employees.
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Layoff is a temporaryemoval of an employee from the payroll of an organization due to the

reasons which are beyond the control of an employer. It may be due to increasing costs of the
organization, reduction in demand for the products, changing technology etc. In the study

organization there is no HR policy relating to layoff.

Retrenchment is the permanent termination of
surplus staff, poor demand for products, on disciplinary grounds, illness etc. In the study
organizationetrenchment of employee is a very rare phenomenon. The HR policy states that if
an employee is involved in any financial fraud they would be terminated from service by giving

three months of notice.

f. COMPENSATION OF EMPLOYEES

Compensation refers to the wageaid to an employee for the work he does in an organization.
Most employees these days expect the wage plan to be in sync with their skills, knowledge and
experience. They belive that when they work harder and produce more, they should get a fair

share dthe cake.

In the time wage system worker is paid on the basis of time spend on the work irrespective of the
amount of work done. In piece rate wage system workers are paid at a stipulated rate per piece or
unit of output. In the study organization timeage system is followed and payment to the
employees is made on monthly basis. All the employees in a particular cadre are paid the same
basic pay and variations in pay will be there only based on the seniority. Each year an increment
of three percent on éhbasic pay is given to the employees and no performance parameter is
considered in giving this increment and all the employees are given the same percentage of

increase in the basic pay irrespective of their cadre.

In the study organization apart from magay, employees are paid allowance which will
compensate for the increase in prices and thirty percent of the basic pay is paid as house rent
allowance. No other variable pay, which refers to cash incentives an@n@dronuses granted

to high performes based on their extraordinary contributions to the organization in a specific

time period is granted to the employees.
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g. DISCIPLINARY ACTION

Discipline, implies orderly behaviour. It is following of rules and regulations by the employees.
Without disciplinefrom the point of view of an organizatignis almost impossible to realize
targets, meet deadlines and fulfill promises. Indiscipline amounts to employees engaging in
behaviours that are intolerable and highly prohibitive. In the study organizatidriohgselicies

are laid down with regard to reckless behaviour like habitually late, showing rudeness towards
customers, unprofessional conduct withworkers etc. However if an employee involves in
financial fraud he would be punished by not giving hiny &urther promotions. If the employee

still indulges in the same kind of behaviour then he would be terminated from the organization.
If the employee misbehaves with women employees, the highest punishment that is given is
transfer from his present locati. Hence strict rules relating to indiscipline are not in place in the
study organization.

h. PERFORMANCE APPRAISAL

Appraising the performance of the employee from time to time is essential because performance
appraisal data is useful to decide about prommsti incentives and career paths. Performance
appraisal of employees is usually done once in a year or every six months (Weise & Buckley,
1998). Various methods like comparative ranking, group ranking. Behaviorally Anchored Rating
Scales etc can be useddppraise the performance of the employees. In the study organization
performance appraisal is not done regularly and performance is assessed only when the
employee is due for promotion. A particular score card has been developed for assessing the
performance of the employee and employees have to self rate themselves according to the score
card. The immediate superior also assess the performance of the employee qualitatively and
these two appraisals i.e. self appraisal and appraisal by the superior arsagénized by a

panel of experts, and a final score is given to the employee. Performance appraisal is basically

used in the study organization for promotion purpose only.

I GRIVANCE HANDLING

Grievance is dissatisfaction and complaints of the employegmsdiag different procedures and

policies of the organization or regarding fellow employees or group of employees (Subba Rao,
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2006). To handle grievances certain machinery has to be setup in the organization. All the

employees should know what kind of grdance has to be represented at what level, and action
one needs to take if the grievance is not solved at a particular level. In the study organization
grievance redressal machinery has not been put in place and employees are not given any kind of

information regarding what procedure they need to follow to get solution for their problems.

J- CONTRACT EMPLOYEES

In the study organization certain posts which are vacant are filled up with contract workers, who
are paid based on time wage system. These contragddygars are given contract for six months

and if the organization and the contract worker are ready to renew the contract after the expiry of
six months, they need to take a break of one day in between two contract periods, before their

contract is reneweftbr next six months.

k. LEAVES AND HOLIDAYS

All the employees in the study organization have to work for at least eight hours ina day and six
days in a weak. Every permanent employee is entitled to avail fifteen casual leaves in a year.
They are also entédl 30 days of earned leave and 20 days of sick leave with half pay. The
earned leave provided can be encashed every year for fifteen days and a maximum of 300 earned
leaves can be accumulated and compensated for at the time of retirement. For womereemploye
six months maternity leave is provided and for men, two weeks of paternity leave is given. If an
employee has exhausted all his leaves, a leave called loss of pay leave is given to the employees,
the tenure of which depends on the nature of work theopeis handling and necessisity of his

situation. The period for which an employee avails loss of pay leave is not counted in his service.

. HUMAN RESOURCES RELATED PROBLEMS AND ISSUES IN THE
ORGANIZATION
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Recruitment in the study organization to a grea¢etxis based on the qualifications one possess

and his performance in the interview. However his suitability to the job in terms of his abilities is
not taken into account and is not evaluated. Hence many a times though the qualifications are
suitable, theskill set one possess and the attitude of the employee will not match with the job
requirements, due to this the employee unable to perform well will always be frustrated and the

superiors will also be not happy with the employees performance.

In the stug organization Human Resource planning is not done on a continuous basis, hence as
the positions become vacant they are filled with permanent employees or contract employees
without assessing the need for that position in the current situation. He necersosit filled but

some of employees who occupy those positions will not have any work to take up. To engage
them in other areas of work would be difficult for the organization as they may not be capable of
doing other unrelated works in which they dort possess expertise. Recruiting not based on
Human Resource Auditing would also lead to deficiency in certain areas of work and surplus in

other areas.

In the study organization once the employee is placed in the organization it is left to him to
acclimatze himself with the organization, its procedures and policies, work practices and
colleagues. The new recruits face many problems due to this practice. They are not aware what
documents they need to submit, what forms they have to fill up and what wgrkate to take

up. This creates lot of confusion in the minds of new recruits and the time for adopting to new
job will take longer compared to when employees are given induction. The new recruits should
be on probation for a period of two years and after expiry of the period, employees
themselves should represent to the human resource department to declare their probation. Most
of the employees will not be aware of this procedure and face difficulties in getting their
confirmation. Though they shoul®egtheir confirmation letters by the end of two years, most of
them will only get them at the end of third year, which creates lot of anxiety in the minds of

employees.

No work related training is provided to the employees initially when they join thehgie
many employees face difficulties in understanding various aspects of job and in carrying out

their duties in the organization. Though employees are send for training once or twice in a year,
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it is based on their self need assessment and availaifilitgining programmes and no input is

taken from the immediate superior regarding the necessity of the employee to attend the training
programme or the suitability of the employee to the training programme. Hence most often
employees attend training pmagnmes as a mandatory requirement to reach the scores required

for promotion.

In the study organization though there is a transfer policy that every employee should work in
remote areas for five years, most often that rule is not followed in transfengngniployees.

Those who have got some kind of approach to the higher authorities are favored and are always
posted in the main centers and those who do not have any kind of backing are often transferred
from one place to another. This creates a feelindisdrimination among the employees and
differences are created at work place. Those who are transferred often would feel that they are

targeted and any way they would be transferred and hence they would not perform well.

Promotions are given based on thember of years of work one has put in the organization and

are given to the employees who have satisfied minimum criteria of performance. Most often
since performance appraisal is not done based on the quality of work but on quantity of work, to
get the sores employees would settle for mediocre work. Once the employee reaches the highest
cadre there is no performance appraisal since he will not get any more promotions, hence people
who reach this level and have only a few years to retire would often fayd @and means to

avoid work.

If an employee dies on the job, his heir would be provided job in the study organization on
compassionate grounds but the job provided would not be based on his qualifications, but
whatever may be his qualification he would grevided the lowest cadre job in the blue collar
workers category. The employee out of necessity may join but he would not be satisfied if he has
higher qualifications then the requirements of the job. The employee also feels humiliated as his
father/mothe might have occupied a higher position and may have lead a good life, nhow the
employee has to adopt himself to a lower standard of living and also may not feel comfortable

interacting with his father/mothers colleagues.
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Compensation to the employees imieeity based and not merit based, hence there is no

incentive for an employee to performance better and those employees who put in good
performance than others feel frustrated since there is no recognition to their work either in terms
of incentives or pymotions. Disciplinary action is not initiated in most of the cases of
indiscipline and employees are very casual about the acts of indiscipline they commit. For
example if a women employee complaints against her male colleague about misbehavior, no
action is initiated or no inquiry is made, only if the mistake is grave the employees are
transferred to other locations on the same post. This will make indiscipline habitual for those

employees who are not self disciplined.

The format adopted to assess theiqgrenance of the employees is standardized and is not tailor
made to each kind of job in the organization. Hence those employees whose jobs differ from the
format are at disadvantage in scoring good marks in the performance appraisal. Job analysis is
not dane for any job, and performance parameters are decided arbitrarily without any scientific
basis. Performance appraisal is done only at the time of promotions; hence regular feedback to
the employees with respect to their performance is not available.cidades a feeling of

complacency as employees do not know whether their performance is up to the mark or not.

Grievance handling machinery is not present and employees complaints are not taken seriously
by the administration, hence employees usually stieaie complaints with colleagues and feel
frustrated. Since employees complaints are not addressed they will be dissatisfied and their

dissatisfaction would definitely creep into their work area.

The most problematic area in the study organization is theloyment policies relating to
contract employees. These employees are hired for six months and are paid very low wages,
there is no comparison between the wages drawn by permanent employees and contract
employees for the same kind of job. Since these eyepk are not given assure about their
continuity of employment, they cannot work with long term focus on the work they take up.
Their renewal of contract is completely dependent on their immediate boss and not performance
based, hence they have to workifa mercy of their inmediate superior and satisfy him rather
than work for attaining organizational goals. These employees names are also not noted exactly

and since there is a break in the service as they need to take one day break from employment
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everysix months, they cannot get experience certificate for the number of years they have

worked, which would be a hindrance for their career development.

Another major problem with the study organization is the Human Resource policy concerning
the appointmendf department heads. The senior most person in the department is made head of
the department and he would be in that position till he retires. This creates a problem has no
other person has chance to become the head, though he/she may be only few ametimees

days less senior than the employee who is designated as head. This system also creates problems
because to bring in new thoughts and ideas apart from what the head believes in is very difficult,

and this sometimes leads to stagnation in the wbtkeodepartment.

IV. HUMAN RESOURCE STRATEGIES TO SOLVE THE HR RELATED
PROBLEMS FACED BY THE ORGANIZATION

Human resource planning must be taken up immediately in the organization as without proper
planning and auditing efficient utilization of human resosrisenot possible. To place a person

in the job that is a right match with his abilities we require human resource planning and
auditing. Auditing of human resources is required to know the surplus areas as well as deficient

areas, so that human resoure@ be reallocated in the organization.

The advertisement for the recruitment is placed by the study organization only in local news

papers hence wide publicity is not possible. The organization can advertise for lower positions in
the local news papers veti would be cost effective, but is should advertise for higher positions

in national news papers as well as websites so that many eligible candidates would apply and
there would be wider choice available. Recruiting candidates from different regions alksuld

infuse new blood into the organization and bring in new perspectives in the organization.

It is very important for every new recruitee to know certain basic things about the organization
he has joined. Hence the study organization should definitelg hainduction programme,
where in employees are told about the policies and procedures that are followed in the

organization and also culture and climate of the organization. They should also be made aware
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about the work that goes on in the departmeny thee allotted to and their role in the

organization. Unless the induction programme is well structured and well executed it would be
difficult for the new recruitees to be clear about the role they need to play in the organization and
their roles relatiorto other related areas of work, contribution of their role to the departmental

goals.

Training needs assessment is an important area which should be taken up immediately by the
organization. Scientific and well proved techniques for training needs assgsshould be
adopted by the organization. Employees must be send to training programmes based on need
assessment and not arbitrarily. Need based training would benefit the organization, as required
skills would be developed among the employees and itdvaildo lead to cost saving as
employees will not attend training programmes just to fill the mandatory requirements with
respect to the number of trainings they need to attend to be eligible for promotions. Hand picking
of the employees to attend trainipgogrammes based on needs assessment would inculcate
seriousness about training programmes among the employees, and they would attend training
programmes to learn and improve their skills rather than to relax, it would also help the

employees to plan thesareer better.

Though transfers are essential for functioning of the organization, the rules on which transfers
are based should be similar to all employees and they should be followed in letter and spirit. This
would benefit both the organization and #mployees. Employees will have clarity about their
postings and they would plan their life accordingly, organization will benefit as employees will
not resist transfers and the employees would also not be frustrated due to indiscriminate
transfers. Emploges should be created awareness about the transfer policy of the organization at
the time of their induction in to the organization. Control measures should be developed to see

that the people who decide about transfers do not indulge in any malpractices.

Compensation in the study organization is seniority based, hence no incentive is given for good
performance. A system where in a guaranteed amount of pay is given based on time wage system
and variable pay which is given based on the performance of thieys®ap can be adopted, by

which due importance is given to seniority as well as good performance is encouraged. When

employees are hired on contract basis it should be seen that their salaries match with the
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permanent employees doing the same kind of wibwkigh other benefits like pension scheme,

earned leaves, medical benefits are not extended to them. To implement a variable pay structure
performance appraisal methods suitable for assessing the kind of work employees take up have
to be designed. Perfoemce appraisal should be done every year and not just the self appraisal
of the employee and assessment by his immediate supervisor should be taken into account, but
the opinion of the colleagues and other stakeholders should also be taken to makeive object
appraisal of the employees performance. Only if performance appraisal gives reliable results,
variable pay system can be implemented effectively. Employees are not given any leave travel
allbwance, hence they are not having any relief from their rewtimrk and their exposure will

also be limited. It would be good if the company comes up with some plan to provide leave

travel allowance to the employees.

The disciplinary procedures followed in the organization are very poor and indiscipline is not
curtaled in the initial stages. The study organization should put in place procedures and
disciplinary actions that can be initiated for each type of indiscipline in the organization. Unless
disciplinary procedures are not implemented properly the organizatioid suffer in the long

run, because productivity and quality would decrease with increased indiscipline. The complaints
handling procedure, in which the levels at which the complaints can be handled and the follow
up procedures should be designed cdeand implemented meticulously, as small grievances

if not handled properly would lead to pilling of frustration and will become major disputes in the
organization. Hence the organization on priority basis should design measures to handle the

grievancesn time.

The study organization has many good human resource practices in place and if it addresses
certain issues and problems mentioned in this assignment, the organization can increase its

efficiency in utilizing human resources for the benefit of thgamization.
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ABSTRACT
Knowl edge i s often def i nedThecseatian aridjdiffission of i ed p
knowl edge have become ever more important f ac

The creation and transfer of knowledge in an organizatitias become a critical factor in an
organization's success and competitiveness. The study on the knowledge management was
taken up with the objective to find the importance of the knowledge management and the
strategies followed by various organizations. dhmain aim of this paper is to show that
through creating, accumulating, organizing and utilizing knowledge, organizations can
enhance organizational performance.

The study that has been carried out is conclusive in nature; it describes the expectations,
attitudes, opinions, views of employees about their knowledge, information and their
organizational performance. For this survey, a questionnaire was used as research instrument
and was administered to all employees of different organizatabrHyderabad, wh a sample

size 100. The data collected from the primary and the secondary sources was tabulated and
analyzed using appropriate statistical method percentage and ANOVA test. From the study it
was found that there is a significant difference between tmowledge management practices

in different organizations and also found thairganizations encourage experienced workers to
transfer their knowledge to less experienced workers. Knowledge management practices have
massive impact by leveraging knelmow-throughout the organization. It is also found that
maximum organizations reward knowledge sharing with monetary incentives.

Key words: Knowledge, Knowledge management practices, Organizational performance,
ANOVA test.
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l. INTRODUCTION

Knowledge managementistbee | i ber ate and systematic coordi
technology, processes, and organizational structure in order to add value through reuse and
innovation. This coordination is achieved through creating, sharing, and applying knowledge as
well as through feeding the valuable lessons learned and best practices into corporate memory in
order to foster continued organizational learniFignce, Knowledge managemeHKiM) is the

process of capturing, developing, sharing, and effectively using oegemmalknowledge It

refers to a mukdisciplinary approach to achieving organizational objectives by making the best

use ofknowledge.

Three key reasons why actively managing knowl
are:

U Facilitates decisiommaking capabilities

U Builds learning organizations by making learning routine

U Stimulates cultural change and innovation.

Il. OBJECTIVES OF THE STUDY
U To identify the key attributes of knowledge management.
U To know the importance of knowledge management aetsvit

U To study the knowledge management practices in organizations.

. LIMITATIONS OF THE STUDY
U The study has been limited tod6espondents.
U The study is confined to only organizations at Hyderabad.

V. RESEARCH M ETHODOLOGY
The study that has been carriedt is conclusive in nature; it describes the expectations,

attitudes, opinions, views of employees about their knowledge, information and their
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organizational performance. For this survey, a questionnaire was used as research instrument and

was administexd to all employees in the organizatatrHyderabad

V. STATISTICAL TOOLS

The data collected in the form of Questionnaire was tabulated and analyzed using basic statistical
method percentages and ANOMAst.

VI HYPOTHESIS
Null hypothesis (Hy): there is no gnificant difference between knowledge management
practices in organizations.

Alte mative hypothesis (H): there is a significant difference between knowledge management
practices in organizations

VIl. KNOWLEDGE ASSETS
Knowledge assets are very important tboadanizations as they play a major role in all decision
making. However, very little attention is given to how knowledge is created and how the
Knowledge creation process can be managed. There are two types of knowledge assets:

Table 1

Tacit Knowledge Explicit Knowledge

The knowledge which people carries| The knowledge which has been or can

their mind, and is therefore, difficult { calculated, codified, and stored in certain medial
access.

Are intangible Are tangible

ment al obj eectogp,l eibd.| Physical objects, e.g. indocuments and data b
Context affects meaning Context independent

Sharing involves learning Easily shares

Not identically replicated Reproducible

VIIl.  KEY ATTRIBUTES OF KNOWLEDGE MANAGEMENT

U Generating new knowtige.
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0 Accessing valuable knowledge from outside sources.

U Using accessible knowledge in decision making.

U Embedding knowledge in processes, products, and/or services.

U Representing knowledge in documents, databases, and software.

U Facilitating knowledge groth through culture and incentives.

0 Transferring existing knowledge into other parts of the organization.

U Measuring the value of knowledge assets and/or impact of knowledge management

IX. DATA ANALYSIS AND INTERPRETATION

Table 2: knowledge management pradtes in the organization

S.no. knowledge manage ment practices Response

in %

1 | knowledge capture| captures and uses knowledge obtained 18

and acquisition from other private companies

captures and uses knowledge obtained 12

from public research institutiesn

dedication of time to obtaining knowledge | 25

dedication of budgets to obtaining knowledg| 13

dedication of time to communicating 11

the knowledge obtained

dedication of budget to communicating 9

the knowledge obtained

Encourages worke to participate in project | 12

teams with external experts

2 | training and your organization provides formal training | 27

mentoring related to knowledge acquisition and sharing

your organization provides informal training | 15

related to knowledge acquisih and sharing

your organization uses formal mentoring 16
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practices

your organization encourages experienceq 24
workers
to transfer their knowledge to less experieng

workers

your organization encourages workers to 6

continue education byembursing tution fees

your organization offers offsite training 12

3 | communications | updating databases of good work practices ¢ 30

written documentation such as lessons learr] 18

etc. (organizational memory)

facilitating collaborative worlky projects 23

teams physically separated (‘virtual teams”)

the physical organization of the workplace | 15

use of information technology 14

4 | policies and has a written knowledge management policy 18
strategies strategy

has a values systemaulture intended to 26

promote knowledge sharing

has policies or programs intended to improvf 16

worker retention

uses partnerships or strategic alliances to | 17

acquire knowledge

works with knowledge through preparation g 23

intellectual capital reprts

5 | leadership management practicea responsibility of 27

managers and executives

management practicea responsibility of non| 23

management workers
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management practicea responsibility of the | 30

knowledge officer

management practicesxplicit criteria for 20

worker performance

6 | incentives specially rewards knowledge sharing with | 16

monetary incentives

specially rewards knowledge sharing with nq 84

monetary incentives

Table 3: importance of knowledge manage ment activities for@hieving the following

objectives
S.no.| Knowledge managemeni critical important | Somewhat| Not at all
activities important | important
1 |to improve the competitiv{ 17 43 18 22

advantage of your organization

2 |To help integrate knowledd 11 33 35 21

within your organizéion

3 | To train workers to meet strated 10 57 21 12
objectives of your organization

4 | To increase efficiency by usin 6 18 68 8
knowledge to improve productiq
processes

5 | To profile the organization as| 15 44 28 13
up-to-date knowledgd

organization

6 | To protect from loss 0|8 16 24 52
knowledge due to worker

departures

7 | To improve worker retention 22 43 21 14
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8 | To increase worker acceptance| 16 33 22 29
innovations

9 | To identify the silent/unspokel 21 22 49 8
knowledge of the employees

10 | To promote sharing o 9 19 41 31

transferring  knowledge  wit

clients or customers

11 | To improve the capture and use| 13 53 17 17

knowledge from sources outsidg

12 | To identify and/or to proteg 15 30 27 28

strategic knowledge

13 | To ease collborative work off 12 20 18 50
projects or teams that a

physically separated

14 | To improve knowledge sharin 11 23 30 36
with suppliers
15 | To improve sharing o| 21 46 18 15

transferring of knowledge wit

partners in strategic alliances et

16 | To improwe the abilty to and 12 24 30 34
possibility of taking out patent

X. STATISTICAL TOOL

Table 4: one wayanova table

Source of| Sum of | Degree off Mean sum of| f- ratio
variation squares freedom squares
Between 2382 (k-1)=(6-1)=5 | 2382/5=476.4
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sample

Within sample | 6024 (nrk)=(30- 6024/24=251 | 476.4/28=1.89
6)=24

total 8406 (n1)=(30
1)=29

f-ratio calculated value=1.89 and
f-ratio critical value for (5,24) at 5% level of significant is 3.90

since fa>fian We reject null hypothesis which means thera isignificant difference between
knowledge management practices in organizations.

Xl. CONCLUSION

From the study, it was found that organizations encourage experienced workers to transfer their

knowledge to less experienced workefsiowledge management proseBavemassive impact
by leveraging knowhow-throughout the organizatioMost of the respondents feel that training
to workers is very important to meet strategic objectives of the organization.

It is also found thatthere is a significant difference beten knowledge managememagtices in
organizations and also found thataximum organizations reward knowledge sharing with

monetary incentives.
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ABSTRACT

Management education is going through changes as it has become a worldwide requirement.
The current trend of globalization and technological changes have made difficult for
organizations to survive in the competitive world. As a result the importance of management
education has increased many folds. The management education could play a vital role in
social transformation and triggering the entrepreneurial spirit in a society. Due to the
increasingly complex nature of organizations and businesses, there is a need that the business
schools impart relevant, current, and cutting edge knowledge to the ettsl The
responsibility of management schools is not only to impart quality education and prepare the
candidate for securing immediate placement but also prepare the candidate for a long term
performance on the job.Given the significance of management adion which is essential
for todayods organizati ons, in equipping our
management skills to face the challenges of dynamic business word. This paper attempts to
understand the emerging trends in management edumain India and helps in designing an
education system which can shape the inner strength of people in terms of trust and self

reliance in life.

Key words: Management Education, Globalization, Social Transformation and

Entrepreneurial Spirit

l. INTRODUCTIO N
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Education is envitable for sustainable development of society. A strong education system

provides each generation with the opportunity to do better than the last. Education has become a
resource, as the knowledge economy uses the data as its raw naaigriednsforms it, using
technology, analysis tools, and human intelligence into expertise. In this volatile and fast
changing scenario when every other day new technology is emerging, it is imperative that
management education should be dynamic and ressgotowards the new challenges that are
knocking at its doorstep. As an emerging and promising economy, India has to develop
necessary educational infrastructure, equipment and tools in the field of management education

to equip the students with desirskills and capabilities.

Il. MANAGEMENT EDUCATION IN INDIA

In India, we can trace Business education way back to the 19th century. The rapidly growing
Indian economy is creating a serious demand for-figddity managers to oversee the nation's
growing busiesses. Management education has grown considerably over the last 50 years to
keep pace with the growing demand. There are over 1,250 approved business schools, 1,25,000
full-time and 1,00,000 distance MBA students and nearly 2 lakh MBA aspirants take the
Common Admission Test every year. In terms of growth, management education in India has
followed global (US).

Table No. 1 Number of PGDM Institutes in India

Region Number of Managemer,
Institutes 201415

Central 48
Eastern 52
North west 87

Northern 217
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South Central 51
South West 40
Southern 21
Western 84
Total 600

Source: All India Council for Technical Education approval Process Handbook-{8B)15

The above table shows the number of PGDM Institutes in India region wise. The total country is
divided into 8 regions. They are Central, Eastern, North West, Northern, South Central, South

West, Southern and Western. The table shows that most of PGDM institutions in India are in the
Northern region (217).

Table No. 2 Number of MBA Institutes imdia

Region Number of MBA Institutes 2014
15
Central 318
Eastern 140
North west 401
Northern 493
South Central 832
South West 272
Soutrern 378
Western 383
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Total 3217

Source: All India Council for Technical Education approval Process HandB04k 16)

The table depicts the Number of MBA Institutes in India region wise. As per AICTE, 3217 MBA

Institutes, out of 3217 MBA Institutes most of the institutions 832 are in South Central region.

I, NEEDS OF THE MBA PROGRAM
The Bschools of the world eed to focus on eight unmet needs of the MBA program as
advocated by Datar, Garvin & Cullen (2010) in the following framework so that they remain

relevant in the times to come:

Gaining a global perspective

Developing leadership skills

Honing integration sks

Recognizing organizational realities and implementing effectively
Acting creatively and innovatively

Thinking critically and communicating clearly

Understanding the role, responsibilities and purpose of business

= 4 -4 -4 4 a8 A -2

Understanding the limits of models améirkets

IV. CHALLENGES OF MANAGEMENT EDUCATION

The challenge of modern Management Education is to find a balance between theories and
practice. Recruiters are no longer impressed merely by knowledge or expertise in the functional
areas of management. Thene aeeking for the ability to analyze problems based on facts and
figures. The Indian Business schools should reinvent themselves with changing times and

redesign their academic curriculum suit new perspectives for building managerial and leadership
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skills. The Indian business schools need faculties from excellent academic background with an

industry exposure. They should be driven by passion rather money and need to inspire and
motivate the students through right communication skills. The immediate ofellén
management education is to enhance the academic standards across the board to create a
reasonably large pool of good quality institutions. Rating and accrediting agencies have to focus

on the upgrading the quality of education, paucity of good tiaéaithe major bottleneck.

V. TRENDS OF MANAGEMENT EDUCATION IN INDIA

Innovate or die is the mantra that business schools have to adopt in order to stay relevant. They
must appreciate the changes in the way business is done and accordingly review their
curriculum, methodology and people. Increasing globalization of business has led to greater

international focus in the curriculum incorporating courses on global leadership, diversity,

management, managing across cultures, etc.

The recent trends in managemeate Six Sigma, World Class Manufacturing, Retail
Management, Knowledge Management, and Knowledge Process Outsourcing. Business schools
in India need to acquaint the students with these trends before they enter the industry.
Management educators also ndedake the challenge of enhancing ethical, interpersonal and

intercultural understanding of students as an essential part of their responsibility.

One of the emerging trends in business is the availability of large amounts of micro data through
information technology. On the other hand, increasing size and complexity of organizations
requires softer skills to manage diverse teams working in different geographies. Progressively,
senior executives became more conscious of the importance of contributidgicatien and

came on board as mentors, visiting faculty, guest speakers which gave students the opportunity

to study the reaWorld.

The acute shortage of credible faculty led to greater acceptance of online courseware. Currently,
a hybrid model of onlinend offline learning is developing the world over to maximize student
learning potential. Social media awareness is gaining importance andaachprofessors are

beginning conversations through communities of practice on social media commons such as
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LinkedIn, SlideShare and others. This enables them to learn about the best practices from across

the globe and selectively apply what is appropriate. This vitalizing combination of globalization
and information technology will make business schools thefgdase to learn and grow. Those
who keep pace with this transformation will emerge as champions in the minds of their students

and industry partners as well.

VI.  CONCLUSIONS

1.1 ndi ads Manage ment education S under going
inst t utes should internationalize their apprc
managers. At the same time, Indian business schools should take care to ensure that their

courses had enough local content so that students could relate to them easily.

2. Management Education is not about ISO Certification or Accreditation but it is all about how
the Management Graduates find good jobs to meet the needs of the fast growing industries

and the economy of their countries.

3. Acquiring a faculty having a greateractical orientation and an interdisciplinary approach
and establishing greater collaboration between the management institutions and the industry
with regard to the design of management education program and encouraging the institutions

to generate fundom the industry and the market.

4. B -schools in India need to revive Management education in the country in order to meet the
expectations of all the key stakeholders such as students, faculty, society, industry,

government and global community at large.

VIl.  SUGGESTIONS

1. There should be strict control on the entry of new players in this field and the ill equipped,
ill-planned and ill provided institutes should not be allowed to operate. The accreditation
board should also follow discretion in giving acctation to such institutes so that the

competition remains among the best and not the reserve.
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2. Management Schools have to develop Skills lke Information Management Skills,

Information Technology Management Skills, DecisMaking Skills, HRD SkKills,
Innovation/Creativity, Service Sector Management Skills, Time Management Skills, Stress
Management Skills, Environment Management Skills, Entrepreneurship and Customers

Services Management Skills among students to make them future global manager.
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ABSTRACT

Education in a broad sense refs to a process of an overall development. The role of teacher
in the field of education is vital. While
shoulders there are other factors related to teaching that have to be considered while agsessi
the quality of teaching. Factors such as emotional intelligence, and locus of control in relation
to work commitment are studied in the present paper. Emotional intelligence is the ability to
understand oneds own emot i o a praessibn detmandse¢he o f
teacher to display emotional intelligence to motivate students constantly. Locus of control
refers to the extent to which an individual believes whether the events in his/her life are
controlled byexternal or internal factors. Tie application of locus of control in an educational
institution is relevant here. Work commitment refers to an individual's attachment with the
work in an organization. The study helps in understanding the dimensions of commitment of
teachers which wouldhelp in visualizing effective strategies to deal with any issues of
teachers. The present study intends to find out the relationship between emotional intelligence,
locus of control and work commitment of teachers in a select higher educational institutiton

iIs based on primary data collected from a random sample of teachers. Valid and tested
Emotional Intelligence Scale, Locus of Control and Work Commitment Scale meant for
teachers, have been applied for the study. Statistical techniques were usedentorénalyze

the data. This study is considered to contribute towards improving the work commitment of
teachers based on their levels of emotional intelligence and locus of control.

Keywords: Emotional intelligence, Locus of control, Work commitment, Tlear and student
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l. INTRODUCTION

Current educational sector is undergoing very rigorous modernization and there is a dire need of
the sector to handle various issues and challenges in hand. Emotional intelligence (6 wsnd

of control (LOC) have evolveds significant factors in the educational sector. Teachers are the
main pillars of any educational i nstitution.
shaping studentds personality. Teacheragss abil

dictate the positive work commitment (WC) in any institution.

The El and LOC and their relation to WC of a select higher educational institution (HEI) which
has both UndeGraduate (UG) and Pe&raduate (PG) courses with an unaided status are
analyzed in the present study. The data collected have been analyzed by using a regression

model.

Il. NEED OF THE STUDY

The review of related studies revealed that only very few studies have been conducted on El and
LOC of teachers in a geographical area in dneispecially in the field of college education. In

this context, a study of the El and LOC of teachers in a higher educational institution, in relation
to their WC in teaching, assumes major importance, since it contributes tcawvdnaisce ment of
qualityof higher education which is of great importance at present.

I, OBJECTIVES OF THE STUDY

1) To analyse the level of emotional intelligence of teachers with respect to the influencing
factors in a seletcollege.

2) To examine the dimensions of locus ofttohof teachers in the selected college.

3) To assess the level of work commitment of teachers in the college selected.

4) To find out the relationship between El, LOC and WC of teachers for the sample selected.

V. RESEARCH METHODOLOGY
For the present stly, a questionnaire was administered on a random sample of 60 teachers, and

valid responses were received from 48 on statements concerning the variables of El, LOC and its
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components (individual, chance factor and power of others) and WC. The respoadents

working in a higher educational institution (teaching UG and PG students). Data were collected

by using an El Scale (Anukool Hyde, Sanjyot Pethe, and Upinder Dhar, 2002), LOC Scale
(Sanjay Vohra (1992) based on Leenwrybylmitas scal
Shukla((1997) as these instruments were tested positive in therelative studies for their reliability

and validity. From the data, using Excel spreadsheets, mean and standard deviation, and
correlation coefficients have been calculatedalysis of variance and regression analysis have

been done by applying a linear ordinary least squares regression model.

The responses of the sample units, on apvet Likert scale, have been classified under the

components of El as detailed inthetseécon on Concepts. The respons
stabilityd have been taken as a proxy to ind
stabilityd has been regressed on the above f

variables. Te relative regression coefficients were tested for their statistical validity.

V. REVIEW OF LITERATURE

The concept oEl can be explained as a set of mental abilities that increase the flow of cognitive
and emotional information and hence help the indiMidaasolve problems and make more
adaptive and flexible decisions (Salovey & Mayer, 1990). Salami (2007) investigated the relation
of El as well as seléfficacy to work attitudes of teachers from secondary school in south
western Nigeria. The results sheavthat El and seléfficacy had high significant relationships

with regard to work attitudes. But, age, sex, and work experience had no effect on the same. It
was suggested that El and sefficacy of the teachers should be concentrated upon to enhance

their work attitudes.

Cheng Yin C (1994) studied the relationship between LOC and job attitude. The study assessed
the way teacherés LOC is correlated with var.
covering a sample of 588 teachers in Hdtang. The findings suggest thatternal LOC is a
significant trait in terms of job attitudes such as intrinsic and extrinsic satisfaction, role clarity

and organizational commitment.
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Czubaj (1996) studied LOC in relation to teacher motivation. It wasddhat teachers with
internal LOC were less stressed and more motivated and teach and motivate students who in turn

get highly motivated repeating the positive cycle.

Stan Maria Magdalena (2009) conducted studies on a panel of 45 teachers in proinBrg an
school educational staff, working in both rural (20%) and urban (80%) residencies, with teaching
experience of two to over 25 years. It was found out that there is a significant difference between

WC and experience of teachers.

Bogler, Ronit; Somdr, and Anit (2004), studied on the relationship between teacher
empowerment, professional commitment (PC) and organizational citizenship behaviour (OCB).
The data was collected using questionnaires covering a sample of 983 teachers in Israeli middle
and hg h school s. The findings indicated t hat
empowerment are significantly related to their feelings of professional growth, status, and self
efficacy which were significant predictors of PC, while decigiaking, seHefficacy and status

were significant predictors of OCB.

The above literature review clearly indicates that majority of studies were done in primary and
secondary educational setting. There is a dire need to conduct research in a higher educational

institu i on with regard to teacherdés EI, LOC, and

VI.  CONCEPTS

The concepts of El, LOC and WC are abstract and subjective in naturexpAanationand
clarity is given regarding these terms herein
emotoral processes but also managing ot her s emo

upon five factors viz., selhiwareness, selegulation, sefimotivaton, empathy and values.

LOC refers to an individual's general expectations with regard to veoeteol over following
events dwe [(1973,1974nodehstateqntidasthere are three dimensions which include
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individual, chance and powerful others which are endorsed independently as well as

simultaneously. Individual Locus of Control (I) ded&s people who believe that ability, effort

or their own action determine what happens to them. Chance Locus of Control (C) describes
people who believe that fate, luck or outside forces are responsible, for what happens to them.
Powerful Others Locus of @itrol (P) describes people who believe that powerful others are
responsible for what happens to t hem. The t eec
which a teacher has control over situations they are in. In the present study LOC scale has 24
guestions and the responses were received -poibt Like rt scale, which are classified into

individual, chance and powerful others locus of control.

Simpson and Hood (2000) defined work commitment in teaching profession as a set
ofbehavioural traits witlm a teacher which include excitement in learning and teaching,
professional development, connection with students, optimistic attitude about students, and
accurate perceptions with regard to studentos
thepresent study work commitment inventory has 52 questions which are classified into positive
and negative responses. The study has taken the positive responses and averaged i to arrive at a
final score. Finally, the relationships between EI and WC, a@€ Land WC have been

calculated and analyzed.

VII. HYPOTHESES
The null hypotheses have been formulated as follows:
HO1: There is no significant difference in El with reference to various factors among the teachers

in the select college.

HO2: There is no sigficant relationship between El and work commitment of the teachers in the

select college.

HO3: There is no significant relationship between Locus of control and work commitment of the

teachers in the select college
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VIIl. DATA ANALYSIS AND INTERPRETATION

For the sample of teachers in this study, comprising 48, the mean values for El and WC are 4.15
and 4.06 on a scale of 1 to 5, with 1 indicating full disagreement and 5 full agreements on the
relative indicative statements. Thus, the teachers, as a growgpahavel of El and WC. The
volatility in the responses is also low with values close to 0.5. Regarding the components of
locus of control, for the group in total, the influence on oneself as an individual is 3.88 and the
power of others is on the lowelds of 2.55. The volatilities in the responses are 0.41 and 0.62
respectively which is a favourable feature. These indicate that the teachers have a good level of

locus of control.

Correlation coefficients have been found to check for raaltinearity among the independent
variables (Table 1). The data show that the coefficient of correlation between the chance factor
(on locus of control) and the power of others is the highest at 0.56. One of these variables has to
be eliminated. Logically, the negativcorrelation between the power of others and the level of
work commitment is considered as more meaningful than the chance factors contributing to the
level of work commitment. Hence, the chance factor is eliminated in estimating the regression

model.

From the regression output, based on the data for the 48 sample respondents (Table 2), the
multiple R value is found to be 0.47 which indicates a reasonable level of relationship among the
set of variables taken up for the study. The value of coefficiedetermination, Ris 0.22, and

of adjusted Ris 0.17. Thus, the variation in work commitment (dependent variable) is explained
by the independent variables to the extent of 17 per cent. However, from the Anova output
(Table 2) the significant value d¥ is observed to be 0.01 which is less than the level of
significance taken as 0.05. It means that regression model is a good fit. Table 3 shows that the p
values for the intercept (0.0497) and the regression coefficients for El (0.0394) and LOC for the
individual (0.0362) are less than the level of significance of 0.05. It implies that the hypotheses
that these values are equal to zero are rejeEtmdpower of others, the p value (0.841) exceeds

the level of significance of 0.05, and the hypothesistti@tvalue of the regression coefficient is
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zero is not rejected; hence this variable is excluded from the estimated regression equation which

is given as follows.
WC = 1.7 + 0.27El + 0.33IL................ 1)

Thus, a one per cent increase in #eel of El of the teachers in general will enhance their level
of work commitment by 0.27 per cent. Similarly, an effort on the part of teachers to have an
improvement in their internal level of locus of control will increase their level of work

commitmenty 0.33 per cent.

It is also attempted to check whether the explanatory power of the estimated regression model
(1), indicated by R woul d i ncrease if only one indepe
correlation with WC is the highest (0.37) when gamed to the individual factor of locus of
control. Also, scatter diagram has shown seven outliers which have been eliminated. Then, the
regression output derived for the remaining sample of 40 respondents (Table 4) has shown the
value of Multiple R as 0, R2 as 0.50 and adjusted R2 as 0.49. Thus, the variation in work
commitment (dependent variable) is explained by the independent variable to the extent of 49 per
cent. TheANOVA output (Table 4) gives the significant value of F as 3.36(1@hich is fa

less than the level of significance of 0.05. It means that regression model is a good fit. Table 5
shows that the alues for the intercept (0.009) and the regression coefficients for El [3:36(10

"] are much less than the level of significance of 0l08mplies that the hypotheses that these

values are equal to zero are rejected. The estimated regression equation is given below.
WC =1.25 + 0.65El................. 2)

Thus, a one per cent increase in the level of El of the teachers in geitieealhance their level

of work commitment by 0.65 per cent.
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A comparison of the estimated regression equations (1) and (2) would indicate preference for the

former, in which the contribution of the two independent variables together would almost equal

that from considering only EI.

Table 1: Correlation Coefficients: Work Commitment and other Variables for Teachers

El Ind | Chancd PO | WC
El 1
Individual 019 |1
Chance -0.10|10.16 |1
Power of otherq -0.33| -0.09| 0.56 1
WC 0.37 | 0.35 | 0.06 -0.15| 1

Table 2: ANOVA for Data on Teachers

df | SS | MS | F | Significance |

Regressionf 3 | 2.24 | 0.75| 4.14 0.01

Residual | 44| 7.93 | 0.18
Total 47| 10.17

Multiple R: 0.47, R: 0.22 and AdjustedR0.17

Table 3: Coefficients and Test Results for Regression Model f@eachers

Standard Lower | Upper
Coefficienty Error t Stat| P-value | 95% 95%
Intercept 1.70 0.84 2.02 | 0.0497 | 0.002 | 3.391
El 0.27 0.13 2.12 | 0.0394 |0.014 | 0.534
Individual 0.33 0.15 2.16 | 0.0362 | 0.022 | 0.640
Power of otherg -0.02 0.11 -0.20 | 0.8410 |-0.235| 0.1

Table 4: Anova for Data on Teachers
df | SS MS | F Significance |
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Regression 1 | 3.493| 3.49| 38.03| 3.36E07

Residual | 38| 3.490| 0.09
Total 39| 6.983

Multiple R:0.71, R: 0.50 and Adjusted R0.49

Table 5: Coefficients and Test Results for Regrsson Model for Teachers

Standard Lower | Upper

Coefficienty Error t Stat| P-value 95% 95%

Intercept| 1.25 0.46 2.74 | 0.009 0.33 2.17
El 0.65 0.11 6.17 | 3.36E07 | 0.44 0.87

IX.  CONCLUSION

In terms of the objectives set, the study has revealed that the avevabeflEl of teachers as a
group, in the college selecteds quite high, with a low volatility in the responses. The teachers
have also a good level of locus of control with reasonable volatility in responses. A one per cent
increase in the level of Effthe teachers in general will enhance their level of work commitment
by 0.65 per cent. An examination of the dimensions of locus of control of teachers viz., the
individual, chance element and power of others indicated that the individual plays aleital ro
building up the local of control within oneself, rather than the other two components. The WC of
the teachers in the college selected a high mean value with low volatility in responses. The
regression model fitted, taking WC as the dependenaiviariand the El, and LOC (component

of individual) has shown that the independent variables, together, have a significant and positive
impact on the level of WC of teacheiBhese results are felt to facilitate improving the work

commitment of teachers s on their levels of emotional intelligence and locus of control.
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ABSTRACT

Career development has emerged as one of the major strategic tools for organizational growth
today.Industries like the Inbrmation Technology (IT) and Information Technology Enabled
Services (ITES) who operate in a more dynamic environment have always faced challenges on
issues relating to career development particularly in ensuring employees acquiring the
requisite skills toget accustomed to any technological and global advancement. It is in this
context that the present study has been conducted to examine if there exists any interlink
between career development arthployee job satisfaction so as to enable the IT firmsasis

vis others to form appropriate career development strategies to retain the employees by
increasing their job satisfaction level. Primary data collected online through questionnaires
involving two parts, namely, on career development and on job satisfactfrom 74
respondents have been used in the study. Des
Regression analysis used to analyze the collected data reveals that there exists a strong positive
correlation between career development and emplggéesatisfaction. The study has further
revealed that 91% variation in job satisfaction is explained by independent variable i.e. career

development and it is found to be the major determinant to job satisfaction.

Keywords: Career development, employegsfaction, skill development, skill assessment
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l. INTRODUCTION

I n todayds business environment, career devel
tools for the organizationsé effective human
performance. Human resource is the most invaluable assets of the organization and providing
them with a long term stable career option is the responsibility of the organization. In the
changing global environment it is very necessary to keep the employeesqwplped and
trained t o me et t he new <challenges and sim
satisfaction. Employees are looking for job opportunities that provide future growth fulfilling

their individual needs and the degree of their job satisfat¢iea! depends on how organizations

provide them with better career opportunities.

Career development initiatives start with employees exploring their needs and objectives and
supervisors identifying their knowledge, skills and abilities so that theyanedraccordingly to
achieve short term and long term goals. Caree
satisfaction in a way that employees feel worth from the organization as their goals is linked to
organizational goals. Hence organizatiogeds to invest in career development programs to

make both employees as well as organization successful .A well designed career development
system enables organization to tap their wealth of in house talent for staffing and promotion by
matching the skifl, experience, and aspirations of individuals to the needs of the organizations.
Empl oyeesd Jjob satisfaction is a great conce
number of desirable organizational outcomes such as productivity, low abse néeeisiow

attrition rate.

Il. CONCEPTUAL FRAMEWORK

The relevance of career development to empl o)
devel opment i's an important deter minant for
(1986) proposed thairganizational career development is the process of integrating individual

career planning and organizational career management. To implement career development,
employees required a salhderstanding and clear career goals and better communication with

the organization. Hence, organizational career development not only provides resources for
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individual career planning, but also improved organizational commitment and employee job

satisfaction.The relevance of careeievelopmento employee satisfactiolies in the fact that

career development is an important outcome for assessing the¢ effece nes s o f e mp |
satisfactionCareer development practices have been broadly classified imtbroad areas as

skill development, skill assessment, incentive pay schemes and projects/ assignments from
various literature reviews. Career development practices as independent variables lead to the
outcome variable i.e. the dependent variable emplsgtisfaction which is assessed by using

five items from the questions of Hackman & Oldham (1975) of their job characteristic survey.

The ultimate goal of career development activities is to ensure that every employee end up in
careers and jobs that thepd maximally satisfying. Thus, it is important to understand how job

satisfaction is measured and catnes typically associated with higher levels of job satisfaction.

Il LITERATURE REVIEW

Lee (2000) found that organizations that invest in career managaneemore likely to increase
employeeds satisfaction. Positive relation be
and career management with career satisfaction. Jepsen and Sheu (20034 dibs¢ijob
satisfactionis a universal and an essahaspect of career developmeBmployees engaginig

the jobthat maches his occupational choices experienoédsatisfaction. Chen, Alter and Yeh

(2004) studied the ability of career development programs and the impact on satisfaction of job,
expert growth and productivity among the R&D employees. Career development programs
favorably impact satisfaction of job, expert growth and efficiency. Career management
behaviours reconcile the relationship between proactive personality and career satisfaction
(Barnett and Bradley, 2007). Adekola (2011) explored the link between career planning and
career management as antecedents of career development and job satisfaction, and career
commitment as its outcome. Monis and Sreedhara (2011) found that the vaobkeer
development practices viz, established, long term and dynamic career path greatly influenced the
employee satisfaction of BPO firms. Linear regression model was used in this study that
demonstrated the overall effect of variable. It has beendfdbat performance appraisal and
compensation are important determinants of job satisfaction among faculty members. Rezaean,

Hatami and Dastar (2012) found that there is a significant positive relationship between career
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management functions and careerisfattion. Shujaat et al. (2013) determined that there is

positive relationship between career development and employee job satisfaction in banking
sector. Employees are satisfied with career development activities that are offered at their
organizationslsmail et al. (2014) aimed to quantify the relationship between workplace career
programme, perceived career development and job satisfaction. It found that career planning and
career management is positively and significantly correlated with job satisfacTareer
development act as a mediating variable in workplace career programme and employee job

satisfaction.

IV.  OBJECTIVES OF THE STUDY
To study the interrelationships between career development and employee job satisfaction.

V. METHODOLOGY

A. Data source andmethod of data collection: The study has been conducted mainly on
primary data collected online through questionnaires from five IT firms in India involving
two parts, namely, on career development and on job satisfaction. Career development as
independein variable has been divided into 4 attributes namely skill development, skill
assessment, incentive pay schemes and projects/ assignments. Employee job satisfaction as
dependent variable was assessed using five items from the Job Characteristic Survey of
Hackman & Oldham (1975).

B. Sample size and samplingA total of 100 sets of questionnaires with five Likert scale were
distributed among the respondents of which 74 questionnaires were returned and included in
the study for being complete in all respectteDaas collected through convenience sampling
from five selected IT firms in India. Out of 74 respondents 43 were males and 31 were

females out of which 29 were executives and 45 wereemreautives.

VL. DATA ANALYSIS & INTERPRETATION
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Table 1.1belowrepresets the mean and standard deviation of the examined variables. The mean

@

scores for four independent sub variables of career development ie., skill development, skill
assessment, incentive pay schemes and projects/ assignments were shown in the table below.

Spearmanbés <coefficient of correlation was us

variables and employee satisfaction as the dependent variable using SPSS software package.

Table 1.1: Descriptive statistics & Correlation

S.No.| Variables Mean | S.D. |1 2 3 4 5
1 Skill development 3.477 10.8971| 1

2. Skill assessment 3.495 | 0.9142| 0.9808| 1

3 Incentive pay schemes | 3.212 | 0.8635| 0.9144| 0.8813| 1

4 Projects/Assignments | 3.072 | 0.8193| 0.9076| 0.8741| 0.9181| 1

5 Employee Satisfaction | 3.640 | 0.77& | 0.9586| 0.9540( 0.9349| 0.9324| 1

Notes: n = 74, Significant at 0.05 level iled).

Table 1.2belowshows the correlation between independent and dependent variables. It indicates
that overall there is a positive and significant relationship betweemtependent variable i.e.,
career development with dependent variable i.e., employee satisfaction with values ranging from
highest .959 to lowest .932. Skill development as an independent variable has the highest
spearman rho correlation coefficient val@959) leading to the most important determinant of
career development practices to job satisfaction. As there is high correlation value among the
independent variables with employee job satisfaction, it is concluded that career development is
one of themo s t determinant to

i mportant employees®d

Table 1.2: Spearmandés Correlation of
SPEARMANGS RHO | SKILL SKILL INCENTI PROJECTS | EMPLOYEE
DEVELO | ASSESSM | VE PAY |/ SATISFACTI
PMENT ENT SCHEMES | ASSIGNM | ON

ENTS
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SKILL Correlaton 1.000 .987 .905 .895 .959
DEVELOPMEN | Coefficient ) 000 000 000 000
T Sig. (2tailed)

N 74 74 74 74 74
SKILL Correlation .987 1.000 .894 .880 .954
ASSESSMENT | Coefficient 000 ] 000 000 000

Sig. (2tailed)

N 74 74 74 74 74
INCENTIVE Correlation .905 .894 1.000 918 .933
PAY SCHEMES | Coefficient 000 000 ) 000 000

Sig. (2tailed)

N 74 74 74 74 74
PROJECTS/AS | Correlation .895 .880 918 1.000 .932
SIGNMENTS Coefficient

oeticient 1 oo 000 000 i 000

Sig. (2tailed)

N 74 74 74 74 74
EMPLOYEE Correlation .959 954 .933 932 1.000
SATISFACTIO Coefficient

oeticient 1 000 000 000 000 ;

N Sig. (2tailed)

N 74 74 74 74 74

VIl. REGRESSION ANALYSIS
Table 1.3 below represents the regression coefficient of independent variable i.e. career
development on dependent variable i.e. employkesgiisfaction. The results indicate that 91%
variation in job satisfaction is explained by independent variable i.e. career development.
Table 1.3: Regression Analysis for the effec
satisfaction (N=74)



@n) International Journal of Business Quantitative
. Economics and Applied Management Research
ISSN: 23495677
Special issue, ICCEMT 2015

Dependent Independent Adjusted R? F t

Variable Variable

Job Satisfaction | Career 0.913 766.269 27.682
Development

F = F statistic, t = t statistic, p<0.001

VIII.  FINDINGS

The findings reveal ed t hat career devel opmer
satisfaction.The independent sub variables used in the study contribute to the achievement of
career development. Skill development, skill assessment, incentive pay schemes and project/

assignments are the determining factors of employee job satisfaction.

IX.  CONCLUSION

It is concludedthat job satisfaction is dependent on career development opportunities in their
respective organizations. From the empirical studies it is revealed that career development plays

an important role in det eiomiTrsectorg are graeticirgralp | oy e «
career development activities to increase emp
higher work efficiency and productivity. Theoretically, this study fills the gap in IT sectors to

design career developmentograms to increase employee job satisfaction. Hence it can be
concluded that to increase job satisfaction

progression. Career development is found to be the major determinant to job satisfaction.
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ABSTRACT

Todayos business environment requires busines
used to conduct their business in order to cope with the competition and stay afloat.

Business Process Outsourcing (BPO) firms who function in a morefrequently changing
environment need to design their change initiatives in such a way thatshould lead &tioge

more commitments among the employees.Designing such change initiatives is expectedto be
more effective if the interlink between effective change management practices and the job
loyalty is empirically examined, and this paper is an endeavour in tliiection. This study

which has been conducted on select BPO firms in India, by using primarydata collected online

from 78 respondents through astructured questionnaire based on own developed
guestionnaire consisting of 12 questions for measuring the difegness of change
management and the questionnaire developed by Chen, Farh and Tsui (1998) for measuring

the job loyalty reveals that there exists a strong positive correlation between change
management and job | oyalty aootmutriad atéil erad@,er &t
and 6reward systemd have been the major attri
study further reveals that 89% variation in job loyalty is explained by independent variable i.e.
effective change management.

The findings are based on analysis of the data through Descriptive Statistics, Correlation and
Regression.
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l. INTRODUCTION

Organisationathange arenecessary andnavoidable. Organisations and theirfstaust have
positive attitude abouthe change process to protect their competitiveadvantage in the
dynamic marketEffective organisational change leads to better performance of human resource
as it provides them opportunity to explore their creatiaigd innovativeness. Therefore,
successful implementation of change retains talent in the organisations. Skilled and talented
employees look for challenging assignments. Organisations changing frequently according to the
needs of the market can give themployees such prospects. These opportunities pave the path

for future career growth of employees and retention of talent in the organisations.

Jobloyalty can bedefinedas employe@&scommitmenttowardsthe success of their organization.

Job loyalty is amutcome ofeveralindependent variables. Effective change management is one

of those factors which enhances job loyalty. Employees of Business Process Outsourcing (BPO)
industry goes through frequent changes with regard to shift, projects, joint vertaneisg,

team work etc.. If these changes are managedinefficiently then talented employees loose their
interest to continue with the organisation. To overcome ttlbalengesemployee attitudes and
behaviors to accept organizational change shouldakeninto account for management and

change agents for successful organizatiohahge to be attained (Berner2004).

Il. LITERATURE REVIEW

A. Change management and job loyalty

Fedor and Herol d (2004) in their research pr
organization improved when the change was favorable for the work unit and there was a high

|l evel of change at the work wunit l evel, rega
(1996) in his study pwionwi doeb jemngednéateceaddes heavd t h e
positive impact on job loyalty.Fedror, Caldwell and Herold (2006) established in their study that
fairness of the change process has a positive impact on organisational commitment of the

employees.
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B. Reward and change manage megn

Kassicieh and Yourstonfl998) established in their research that reward system has positive
effect on change management initiativé&hadri and Khan(2012) found that reward has a

motivating effect on change management.

C. Leadership and change manage ment

Lowder (2006) in his work established that transformational leaders bring changes efficiently.
Abbas and Asghar in their qualitative research proved that effective leadership play a vital role in
managing change. Harahsheh (2014) also emphasised tharsliepdskill and effective training
programmes are required to manage change programmes. Fullan (2002) identified that leaders

with Intellectual brilliance and emotional intelligence handle change efficiently.

D. Communication and change manage ment

Hesslbien(1999) identified communication as a major factor influencing change positively.
Hartley and Bruckhar2002) proved in their study that effective communication has appositive
correlation with organisational chang&range and Geldenhuy&008) establishe in their
research that feedback helps in aligning change in business strategy with organisational strategy.
E. Training and change management

Rosti and Shippe(l998) in a research found that there exists a positive relation between changes
in individual Kills and training programmedRoffe (1999) identified that training stimulates
creativity and innovation for chang€larke (2001) assed thataining before and during change
enhances satisfaction and knowledge of the emplojatshac (2010) in a reseah proved that

effective training helps to reduce resistance among employees during change.

From the above discussion the impression can be drawn that change depends on different
variables like, leadership, communication, training and reward. So, baritige review the

following diagram has been prepared to create the base for further research.

Table 1.1
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Independent Variables
1. Leadership Mediating Variables Dependent Variable
2. Communication Effective change Joboyaity
)
3. Training management
4. Reward

Il. OBJECTIVE OF THE STUDY
1 To study the interrelatiohgps between change managemamdjob loyalty.

IV.  METHODOLOGY

1 Data Source and method ofdata collection: The study has been conducted mainly on
primary data collected through our own developed attitude scale. The questionnaire is
divided into three sections. Section one consists of the demographic profile of the
respondents, section two deatith the factors influencing change management which have
been divided into 4 variables as independent variables and section three deals with the job
loyalty using questionnaire of Chen, Farh and Tsui (1998) with 6 items. Questionnaires were
mailedamongthe respondents selected through convenient sampling from 3 BPOs in India

and collected back upon being filled up by the respondents.

1 Sample size and samplingA total of 90 sets of questionnaiwgith five point Likert scale
were distributed mong the repondents out of which 78uestionnaires were returned and
included in the study for being complete in all resp€xit of 78 respondents45 were male
and 33 were females.32 respondents were from the executive class and 46 were non

executives.

V. DATA INTERPR ETATION AND ANALYSIS
Spearmandés <coefficient of correlation was us:

variables and job loyalty as the dependent variable using SPSS software package. Regression
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analysis was conducted to examinevén@tion in d@endent variable, i.e. job loyalty explained

@

by independent variable i.e. effective change management.

Table No. 1.2: Mean, Standard deviation and Correlation

S.No. | Variables Mean | S.D. |1 2 3 4 5
1 Reward 4303 {0.352 |1

2. Communicatiorn] 4.175 | 0.390 | 0.920374 1

3 Training 3.957 | 0.449 | 0.956951 0.935047| 1

4 Leadership 4.196 | 0.325| 0.962877 0.947184 0.972295 1

5 Job loyalty 4.444 | 0.324 | 0.903317] 0.940036 0.926204 0.941348 1

Notes: n = 78, Significant at 0.05 level iled).

Table 1.2 repremts the mean and standard deviation of the examined variables. The mean
scores for four independent factors of change management i.e., reward, communication, training
and leadership are depicted in the table below.

Correlation

Table 1. 3: Spear maefiidest

SPEARMANGS RHO |REWAR |COMMUN | TRAININ | LEADERS | JOB
D ICATION |G HIP LOYALTY

REWARD Correlation | 1,000 920 957 963 903

Coefficient | _ .000 .000 .000 .000

Sig. (2tailed)

N 78 78 78 78 78
COMMUNICA | Correlation | .920 1.000 935 947 940
TION Coefficient | 44 i 000 000 000

Sig. (2tailed)

of
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N 78 78 78 78 78
TRAINING Correlation 957 935 1.000 972 .926
Coefficient | 100 000 i 000 000
Sig. (2tailed)
\ 78 78 78 78 78
LEADERSHIP | Correlation | .963 947 972 1,000 941
Coefficient | 100 000 000 i 000
Sig. (2tailed)
\ 74 74 74 74 74
JOB LOYALTY | Cormelation | .903 940 926 941 1.000
Coefficient | 0o 000 000 000 ]
Sig. (2tailed)
\ 74 74 74 74 74

Table 1.3 shows the correlation between independent and dependent variables. It indicates that
overall there is a positive and significant relationship between the independent variable i.e.,
change managementith dependent variable i.ggb loyalty with values ranging from highest

941 to lowest 903 Leadershipas an independent variable has the higrgsarman rho
correlation coefficient value 9441) leading to the most importannfluencing for change
management programmes create job loyaltyAs there is high correlation value among the
independent variables withjob loyalty, it is concluded thag¢aife change management is one

of the most important determinant to job loyalty.

VI. REGRESSION ANALYSIS
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Table 1.4: Regression Analysis for the effect of Effective Change Management on Job

Loyalty (N=78)

Dependent Independent Adjusted R* F t

Variable Variable

Job Satisfaction | Career 0.8935 647.219 25.4405
Development

F = F statistic, t = t statistic, p<0.001

Table 1.4 represents the regression coefficient of independent variable i.e. effective change
management on dependent variable i.e. job loyalte rélsults indicate that 89% variation in job

loyalty is explained by independent variable i.e. effective change management.

VIl.  FINDINGS

The finding of the study reveals thaatlership is the major factor for of change management
which will lead towards joboyalty.Providing effective training and development programs will
ultimately motivate the talent to retain with the organisation.Continuous flow of communication
helps to build trust among employees during change which will eventually help to enhance
empbyee loyalty. Reward and recognition also facilitate change programmes which in turn
increase the job loyalty.

VIIl. CONCLUSION

It can beconcluded h a t e mp | layaltysedspéndentooeffective change management
programmes. Different studies have alreadtakblished that change management plays avikal

in creating job loyaltylndian BPOs are already adapting the factors which facilitate effective
change management. As BPOs frequently change their work patterns effective change
management is must foram. It will also be helpful to reduce the attrition rate of BPQss T
study would help the policy makers in tBROsto implement change initiatives to increageh

loyalty.
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ABSTRACT

Corporate social responsibility (CSR) also called corporate conscience is corporate citizenship
that causes sustainable responsible business. CSR means kieakbehaviour of business
towards its stakeholders. A mutual supportive dependency exists between CSR and the
busi ness stakehol ders. CSR has an i mpact on
impact on CSR. By addressing their social responsibjlignterprises can build longerm
employee, consumer and citizen trust as basis for sustainable business models. CSR has been
in existence for a while but recently it has become central to the strategic decision making of
every organization. The present par seeks to explore the trend of CSR expenditure by the
firm, especially in the wake of new Companies Act, 2013. It emphasises the relationship
between CSR spending areas and current year spending of CSR activities as a % of Profit
after tax (PAT) of thefirm for a period of 5 years i.e. from 20201 to 201415 and also the
researcher highlighted whether there is a significant correlation between CSR spend & PAT.
For the present study data has been collected from secondary sources viz. Newspapers,
Magazines, Articles, Journals, Business Responsibility Reports, Annual Reports of the
company and Online sources. It has been found that though the companies CSR expenditure
has been increasing, but it is focusing very less towards environment i.e. green ingsativ
compared to other CSR practices. It has been suggested that the company should take more
initiatives to save the environment from harming the society. The study also concluded that

there is a strong and positive correlation between CSR spend & PAT.

Keywords: Corporate Social Responsibility, Profit after tax, % of CSR, CSR Disclosure areas,

Correlation.
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l. INTRODUCTION

There are other names that are interchangeabl
businessao, OResponsi WIRe s pownsiimd s emd mepated,e
entrepreneurshipod, 6Voluntary corporat e I ni
accountabilitydé, 6 Corporate sustainabilityd &

are used to mean the samengfr Here the most common name CSR is used. The broad rationale
for a new set of ethics for corporate decision making, which clearly constructs & upholds an
organizations social responsibility arises from the fact that a business enterprise derives several
benefits from the society, which must, therefore, require the enterprise to provide return to
society as well. This, therefore clearly establishes the state of a business organization in the good
health and well being of a society of which it is an insgart. Most pompously, in this age of
widespread communication & growing emphasis on transparency, the managers should help their
company in developing a Corporate Social Responsibility (CSR) management & reporting

framework.

A. CSRinIndia

In India CSRis known from ancient time as social duty or charity, which through different ages

is changing its nature in broader aspect. Indian companies are now expected to discharge their
stakeholder responsibilities & societal obligations, along with their shatehoéalth
maximization goal.

The evolution of CSR in India can be divided into four phases.

1 CSR motivated by charity & philanthropy: It was characterized by the inclination of
industrial families of the 19 century such as Tata, Godrej, Modi, Birla, Singia
towards economic as well as social considerations.

T CSR for |l ndiads soci al devel opment : The s
movement where the industrialists were influenced by Mahatma Gandhi for- socio
economic development of the nation.rig this phase schools, colleges, training centres

etc were set up by various companies.
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1 CSR under the paradigm of the mixed economy: The labor & environment laws were

introduced in an independent India. The CSR activities were mainly taken by the Public
Sector Undertakings (PSUSs).

1 CSR at the interface between philanthropic & business approaches: The fourth phase
started from 1980 till the present. India started abandoning their traditional engagement
with CSR and integrated it into a sustainable busistasegy.

Today, CSR in India has gone beyond merely charity and donations, and is approached ina more
organized fashion. It has become an integral part of the corporate strategy. Companies have CSR
teams that devise specific policies, strategies & glmlsheir CSR programs & set budget to

support them.

B. Disclosure of CSR ativities made compulsory

Prior to 201213, many firms were voluntarily making donations and spending on community
development and mitigation of environmental pollution. It is aaihce 201213 that firms have
started allocating funds for CSR activities specifically. This was in response to the Securities and
Exchange Board of India (SEBI) circular dated August 2012, which mandated all top listed
companies to include business respbitity report as a part of their annual report. Therefore the
year 201213 marks a turning point, where we can see a marked difference in the CSR initiatives
adopted by the firms.

C. CSR made mandatory

August 29, 2013 was a rdetter day in the field ofrdian Corporate Law when the Companies

Act 2013 was enacted with the aim of improving & simplifying corporate governance norms &
legislate the role of whistlelower. One of the revolutionary provisions is that of mandating
Corporate Social Responsibilif SR) activities in India. The vision behind this move is that a
Corporation must not only achieve its economic goal but also adopt the principles of Corporate
Social Responsibility. Section 135 in the Act states that every company should constitute a CSR
committee, with clearly defined composition, activities to be undertaken, budgets &
responsibility of the committee, so formed. This would ensure that right steps are taken by

companies in pursuance of the CSR provisions of the ACT. In order to streatimine
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philanthropic activities and ensure more accountability and transparency, the Government of

India made it mandatory for companies to undertake CSR activities under the companies act
2013. The concept of CSR is defined in clause 135 of the Act, andpiplicable to companies

which have an annual turnover of Rs. 1,000crore or more, or a net worth of Rs.500crore or more,
or a net profit of Rs.5crore or more. Under this clause, these companies are supposed to set aside
at least 2% of their average nebfirof the preceding three years on CSR activitid®e sectors

that come under the ambit of CSR are rural development, education, contribution to PM relief
fund, Swachh Bharat Fund, Clean Ganga Fund, promotion of sports, art and culture and

providing bag healthcare among others.

Il. REVIEW OF LITERATURE

Shashank & Sudhir Bhaskar(2010) made a case study of Bharat Petroleum Corporation Ltd.
They found that there is a broad relationship between the organization and the society. The
organization used the earces of the society like human, material etc & in reverse they provide
services to the society. The study also revealed that BPCL has taken a lot of initiatives in order to
serve the societyWright & Ferris (1997) revealed that there is no relationshigtween
Corporate Social Responsibility and Financial performance of the firm where as in the same year
another study done bRosnikoff (1997) described a positive relationship between these two
variables. Althoughwelch & Wazzan (1999) drew findings frontheir studies that there is no
relationship between CSR & financial performance which is similaviédViliams & Siegar

(1997) who found inconsistent relationship between CSR & short run financial returns. Another
set of studies scrutinized the relatiopsihetween some measure of, Corporate Social
Performance, which is for long term benefits. The studies that discover the relationship between
social responsibility and accountiigsed performance measures have also produced mixed
results.Cochran & Wood (1984) located a positive relationship between CSR & accounting

performance after monitoring for the age of asséispperie, Carroll & Hatfield (1985)

noticed no significant relation between CSP &

Waddodk and Graves(1997)found significant positive relationships.

Il METHODOLOGY
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A. Objectives of the study
1. To gauge the various CSR spending areas of the company.
2. To analyse the relationship betweeaofProfit

CSR and % of CSR on PAT ofthe company for a period of 5 years.

B. Hypothesis
Ho: There is no correlation between CSR Expenditure and PAT (Profit After Tax) of the firm.
Hi: There is a correlation between CSR Expenditure and PAT (Profit Aftorofdie firm.

C. Research methodology

The research paper is based on the secondary source. The study is based on the examination of
Corporate Social Responsibility reports such as Business Responsibility Reports, Annual
Reports, Publicly disclosed inforniah online, Magazines, journals, Articles, Newspapers, Text

books.

D. Time period of the study
For this research, five years information has been selected i.e. fromm120t0201415. It
means | ast five yearso6 annuaied ahd snalysedsouthee s ha

study.

E. Criteria for research
For this research, two variables are taken i.e. dependant variaBi8RagExpenditur€Y) and

independent variable as performance of the company i.e. PAT (X).

V. PRESENTATION AND ANALYSIS

It has usedCorrelation method, to understand the correlation between variablesC $ike
Expenditure& PAT of the firm. It is found to be positive correlation i.8.98 between CSR
Expenditure & PAT.

Table 1: Key CSR spending areas of the company (Rs in crores)
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Year Education | Health Rural Environment | Others | Total CSR
care development Expenditure
201011 91.01 46.99 28.35 0.76 34.23 | 201.34
201112 75.06 91.03 21.69 2.15 61.34 | 251.27
201213 66.71 140.72 73.10 1.20 69.27 | 351.00
201314 80.76 416.69 16572 0.52 48.03 | 711.72
201415 21.80 608.25 126.33 0.42 3.78 760.58
Key CSR spending areas (Rs in crores) Key CSR spending areas (Rs in crores)
o R 201112
I I E_B e
o= Education Health care fural Ervirgament Others
Education Health caro ;3‘,,:2:;1",1 Envronement Othern Development
Key CSR spending areas (Rs in crores) Key CSR spending areas (Rs in crores)
w2012-13 »2013-14
. I I i l W I . ooy NN
Education Health care Rural Environment Others Education Health care Rural Environment Others
Development Development
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Key CSR spending areas (Rs in crores)

82014-15

Others

e

Education Health care Rural Environmeant

Devglopment

Table 2 : Relationship between Profit After Tax, CSR Expenditure (Rs in crores)

Year PAT CSR
Expenditure
201011 | 19,294 201.34
201112 | 19,724 251.27
201213 | 20,879 351.00
201314 | 22,493| 711.72
201415 | 23,566 760.58
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- PAT R i ores) = CSR Exponditure (s in croces)

2010-11 201112 201213 2013-14 2014-15

Table 3 : Relationship between CSR Expenditure, % of CSR on PAT

Year CSR Expenditure % of
(Rs incrores) CSRon

PAT
201011 201.34 1.04%
201112 251.27 1.27%
201213 351.00 1.68%
201314 711.72 3.16%
201415 760.58 3.23%

- SR Expenditure (R i crormnm) of CSR on PAT

2010-11 201112 201213 2013-14 2014-315
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V. OBSERVATIONS, RECOMMENDATIONS AND DISCUSSION

1. Though the overall CSR expenditure of the company has been increased frofil 210
201415, it hasbeen noticed that the company is concentrating very less towards spending on
environment i.e. green initiatives compared to other CSR practices. It has been suggested that the
company should take more initiatives to serve the society and it should rgspéstf & make

efforts to restore the environment. Thus by going green we are not only protecting the
environment but saving our |ives also, saving
at homeo. I't means i f rwplace, weshdull take tha inittativé. he wor |
2. It has been observed that the initiatives of the company towards Health care is increasing from
201011 to 201415.

3. It has been found that the % of CSR spending on PAT has been doubled froth42013
onwards aftethe intervention of Government of India and Regulatory authority i.e. SEBI which

is 3.16% in 201314 and 3.23% in 20145.

4. It has been observed that the company is concentrating only on few CSR areas but not all the
areas which come under the ambiCSR.

5. It was also found that there is a positive correlation bet@&#h Expenditurand PAT of the

firm & the probability of higher spending on CSR increases as the firm becomes bigger.

6. Proper regulatory system for management & allocation of fungs be developed to ensure
compliance with 2% mandatory spending rule.

7. Proper mechanism must be devised to gauge the effect of CSR initiatives adopted by the
companies & a penalty must be included in section 135.

8. As this kind of reporting becomes ndatory for all companies, it is likely to result in better
governance as companies gradually move to fix their systems and processes to improve their

ranking on these criteria.

VI. CONCLUDING REMARKS
CSR as we know has evolved from philanthropy to commulgtyelopment to strategic CSR. It

may seem to be a small step on the regulatory front in a bid to encourage more corporate
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disclosure, but it is likely to herald a new era for corporate India. This form of-socoi@ mic

reporting will also bring in the micneeded transparency in the functioning of companies,
facilitate policy making in the government, help employees better to evaluate their current and
prospective employers and empower investors to better assess the companies in which they
invest. Accordig to the FY2014 5 annual report, Reliancebs CES
Reliance Foundatiestood at 3.23% of its net profit, which is amongst the highest in the country

and also well above the legal compliance as according to The Companies Act 204 2 ¥haf

their net average profit of the previous three years. From the research data analysis as well as the
statistical calculation derived from the data correlation it is proved that null hypothesis stands
rejected and Hstands accepted, as thera ipositive correlation betwed2SR Expenditureand

PAT of the firm which i€.98

VII. LIMITATIONS OF THE STUDY AND SCOPE FOR FURTHER RESEARCH

1 The study revolves around only 5 years which can be expanded for further.

1 The study concentrated only on CSR spegdiisclosures but not other disclosures of the
company.

91 Further the study can rela@SR Expenditurevith other variables like Earnings per share,

Market price per share of the company not only Profit After Tax.
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EVALUATION OF EMPLOYEES SATISFACTION IN STAR HOTELS 1 A
COMPARATIVE STUDY

V.Narendra Kumar
Research Scholar, Prof G.S. RaoBadruka Institute of Foreign Trade, Hyderabad

ABSTRACT

In order to motivde employees, the company needs to satisfy its employees especially in two
areas i.e. work environment and training and development. The purpose of this study was to
provide empirical evidence on employeebds sat
physiological and psychological climate. A well satisfied employee is more motivated and
engaged fully in the organization towards increased productivity. Data were collected through

printed questionnaire and distributed to 300 respondents of which negponses are 43.

Then analyzed the same with o6todé test and foul
empl oyeebs satisfaction with respect to team
select of star hotels. In the rest of variableethn € i s a signi ficant di ff e
satisfaction. The differences in the employee
this current study. This study would help managers to reduce their systemic lacunas for

assured employees eng@ment coupled with productivity.

Key Words: Motivation, employeesd satisfactio
environment, training and-testdeamdpiatp ment , cronba
l. INTRODUCTION

Employee retention and engagement are kegneht in ensuring the successfulness of star hotels

at Hyderabad. Having known success and failures of those, it is high time to make an attempt to
examine the employeesd satisfaction of select
is the function of work environment coupled with training and development. Further, the

retention and employee engagement is function of employee satisfa&®sauche mp | oyees o
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satisfaction and engagement has become a hot topic in the corporate tiefe®,evaluation

of employees satisfaction in star hotels is need of the hour.

According to Rothmann and Rothmann (2010), e
mind set with regard to their personal initiative and learning. In addition, they also figured out

that employee engagement brings lots of positive outcomes to the organizations such as
motivation, commitment, low turnover rate and otheGe ner al | vy, employeeso6 k
and abilitiesneed to keep current to match with the requirement ojoitne Hence, training and

development program are essentialtoensuree e mpl oyees6 competencies

Il. REVIEW OF LITERATURE

Einarsen, S., Raknes, B. R. I., & Matthiesen, S. B. (1994)r Téwult show that the occurrence
of bullying and harageent is significantly correlated with all the seven measures of work
environment used in the study. Low satisfaction with leadership, work control, social climate,

and particularly the experience of role conflict, correlate most strongly with bullying.

Tracey, J. B., Hinkin, T. R., Tannenbaum, S. I., & Mathieu, J. E. (1997, August). In their study
they observed from the analysis that job involvement, organizational commitme nireiatdd
supports for training, and pteaining seHlefficacy were antecedé of pretraining motivation.

The results also showed that {iraining motivation had a direct influence on two levels of

training reactions and an application level of cognitive learning.

Lee, J. J. (2015)n their studyrevealed that core sedvaluatbns and four components of
psychological climate (i.e., customer orientation of the management, managerial support for
service, internal service, and informatisimaring communication) were positively associated
with employee engagement. Managerial imgimas for human resource practice and future

research directions are provided.

Baltes, B. B., Zhdanova, L. S., & Parker, C. P. (2009)eifT$tudy advances our understanding
of the psychological climate construct by addressing a generally ignored isdteemef of
reference through measuring psychological climate with an organizational referent (PCo) and an

individual referent (PCi). PCo reflects employee perceptions of their organizational environment
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in general, whereas, PCi reflects employee perceptidngheir own experiences within an

organization. This study found that a) there are mean level differences between the two types of
psychological climate, b) the two types of psychological climate uniquely predict job
satisfaction, and c) a discrepancyieen the two types of psychological climate is found to

relate to job satisfaction.

Ferrer, J. (2005).They outlined the territory of employee engagement and explore the

relationship between employee engagement and concepts of employee commitment.

Lai, P.Y., Lee, J. S., Lim, Y. X,, Yeoh, R. G., & Mohsin, F. H . The results for both of the
independent variables (training and development and co worker support) also getting the
significant positive relationship with employees engagement. These two indepeadable are

able to enhance the employee engagement in the hotel industry.

Given these points, the main purpose of the study is to examine the work environment and

training and development variables tneatin affec
the select star hotels.

I. OBJECTIVES
1. To understand the work environment and training & development in terms of employees
satisfaction of 4 star and 5 star hotels at Hyderabad
2. To compare the employees satisfaction about work environment and traSning
development between select star hotels at Hyderabad
3. To give suggestions for the enhancement of employee satisfaction and their engagement

in select star hotels of Hyderabad.

V. RESEARCH METHODOLOGY

Data were collected from a convenience sample off@sm employeesf 10 hotels (5from 4

star hotelsand 5from 5 star hotelsat Hyderabad). Questionnaires were distributed to targeted
respondentgfrom various departments of select star hotels) through physical and online survey.
Self administered questionnairs being chosen and carried out in this research. The close ended

guestions were designed based on the 4 point scale method which enables respondents to choose



@n) International Journal of Business Quantitative
. Economics and Applied Management Research

ISSN: 23495677

Special issue, ICCEMT 2015
the closest answer to their view point by given limited alternatives. A tétiehs developd in

the questionnaire which is fit into the research objectives. The questionnaire consists two parts

which include work environment and training and developments.

The period of study is 20145. The collected data was used to calculate mean squgree d¥f

freedom, t vale and p value with the help of independetitd t e st to describ
Reliability test was also conducted to test scale reliability of attributes which were considered in
the study. The empl oyee ek esvaranmentfaad ttainiognandw i t h

development otelectstar hotels is tested at 5 per cent level of significance and compared to

each other in order to know the differences of the same. Ifcalcdated val ue i s equa
than the Ottloe trabllle hywdatehesis is rejected and
0tdé table value, the nul/l hypot hesis is accep

t-test: One of the parametric test and is used to compare the means of two independent samples

-

t-test = ———
o5 /+n

Where,
xéSample mean

= population mean

gs = Sample Variance

Hypothesis the following hypothesis are formulated and tested to validate the research

objectives;

Null hypothesis Ko) : There is no significant di wofker ence

environment and training & development betwseiectstar hotels in Hyderabad.

Alternate hypothesisHy) : There is a significant differenct

work environment and training & development betwselectstar hotels in kiderabad.

V. DATA ANALYSIS

Table 1: Reliability test value for variables

Dimension Cronbach's Alpha| No ofitems




@a) International Journal of Business Quantitative
. Economics and Applied Management Research
ISSN: 23495677
Special issue, ICCEMT 2015
Work environment 0.971 8

Training & Development 0.95 6

Source: Questionnaire data with SPSS
From the table 1, th€ronbach's Alpha for twalimensions are 0.971 and 0.950. Which means

that the results are very good reliable in understanding through objectives abeetetitestar
hotels

Table 2: Group Statistics

Category of N Mean Std.
Hotel Deviation

Adequate facilities to 4 Star Hotels 150 3.5000 57638
deliver beter

verformance 5 Star Hotels 150 3.2400 .84884
Guidance and support 4 Star Hotels 150 3.5800 52161
to complete the work 5 Star Hotels 150 3.3133 .82849
Team spirit to work 4 Star Hotels 150 3.5400 .60899
together 5 Star Hotels 150 3.4267| 73591
Do you get adequate 4 Star Hotels 150 3.5133 .65268
time to complete job 5 Star Hotels 150 3.2133 .84811
Your work is 4 Star Hotels 150 3.5600 .63963
recognized and

appreciated 5 Star Hotels 150 3.1867 .91510
Feedbacland 4 Star Hotels 150 3.5067 58787
performance 5 Star Hotels 150 3.1667 .93706
Job security for 4 Star Hotels 150 3.5200 .59888
employment 5 Star Hotels 150 3.1933 .88003
Management concern 4 Star Hotels 150 3.5067 .68293
for healthy and safety 5 Star Hotels 150 3.2000 .83546

Source: Questionnaire data with SPSS
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Table 3: Independent Samples Test
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t-test for Equality of Means Decision
t df | Sig. (2 | Mean (Null
tailed) | Difference| hypothesis)
Adequate
facilities to Equal variances
_ 3.104| 298 .002 .26000 _
deliver better  assumed rejected
performance
Guidance and
support to Equal variances rejected
3.336| 298 .001 .26667
complete the  assumed
work
Team spiritto  Equal variances Accepted
1.453 298 147 11333
work together  assumed
Do you get _
, Equal variances .
adequée time to 3.433 298 .001 300000 rejected
_ assumed
complete job
Your work is ,
. Equal variances '
recognized and 4.095 298 .000 37333  rejected
_ assumed
appreciated
Feedback and Equal variances rejectel
3.764| 298 .000 .34000
performance assumed
Job security for Equal variances
3.758 298 .000 .32667 _
employment assumed rejected
Management
concern for Equal variances
3.481] 298 .001 .30667 _
healthy and assumed rejected
safety

Source: Questionnaire data with SPSS
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From table 3, it has been obged that except team spirit all other attributes of work

environment were significantly affecting the
hot el s. These attributes of work environment
degree of freedom, mean difference and p values for adequate facilities; 3.104, 298, 0.26 and
0.002, forguidance and support; 3.336, 298, 0.2667 and 0.001, for adequate time; 3.433, 298,
0.3000 and 0.001, for recognition and appreciation; 4.095, 298,3&%8 0.000, for feedback

and performance; 3.764, 298, 0.3400 and 0.000, for job security; 3.758, 298, 0.32667 and 0.000
and for health and safety; 3.481, 298, 0. 30¢
above attributes of work environmentaless than 0.05. Hence, the null hypothesis has been

rejected. Therefore, It has been inferred t haea
satisfaction of select star hotetB.he o6t 6 val ue, degree of freedon
forteam spirit; 1. 453, 298, 0.1133 and 0.147 r
Hence, the null hypot hesi s i's accepted. The

satisfaction of select star hotels is same.

Table 4: Group Statistics

Category of N Mean Std.
Hotel Deviation
Training conducted at 4 Star Hotels 132 3.5303 57212
all levels 5 Star Hotels 107 3.2150 .85812
Training helps in 4 Star Hotels 132 3.5303 .7145]]
productivity 5 Star Hotels 107 3.4299 76617
_ _ 4 Star Hotels 132 3.6061 .61480
Satisfaction oitraining
5 Star Hotels 107 3.2991 .81513
) 4 Star Hotels 132 3.4848 .70424
Trainer's competency
5 Star Hotels 107 3.2897 75247
Training programs are 4 Star Hotels 132 3.6061 .62709
gualitative 5 Star Hotels 107 3.1963 .84048
4 Star Hotels 132 3.4848 74634

Climate for training
5 Star Hotels 107 3.3645 .81718
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Source: Questionnaire data with SPSS

Table 5 : Independent Samples Test

t-test for Equality of Means Decision
t df Sig. Mean (Null
(2-tailed) | Difference | hypothesis)
Training _
Equal variances _
conducted at all 3.394 237 .001 31535 rejected
assumed
levels
Training helps in Equal variances Accepted
- 1.04q 237 297 .10040
productivity assumed
Satisfactionon  Equal variances rejected
o 3.317 237 .001 .30700
training assumed
Trainer's Equal variances rejected
2.066 237 .040 19513
competency assumed
Training programs Equal variances rejected
o 4.314 237 .000 40980
are qualitative assumed
Climate for Equal variances Accepted
o 1.188 237 .236 12036
training assumed

Source: Questionnaire data with SPSS
From the table 5, it has been observed that excaping helps in productivity and climate for
training all other attributes of training and development were significantly affecting the
empl oyees @ ofssaldcti catégares df gtar hotels. These attributes of training and
development are tested at 5% level of significance. §hed v al u e, degree of
difference and p values for all levels of training; 3.394, 237, 0.31535 and 0.0Ghti&fction
on training; 3.317237, 0.3070 and 0.001, for trainero6s c
0.040, for qualitative training program; 4.31

values of above attributes dfaining and developmerdre less than 0.05. Hence, the null
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hypothesis has been rejected. Therefore, it has been inferred that there is a significant difference

in the employeesoO6 satiTshfeacdti® nvalfues,eldkaedr eset a
difference and p values fortraining helps in productivity; 1.046, 237, 0.10040 and 0.297,

climate for trainingl . 1 8 8 , 237, 0.12036 and 0.236 respect
0.05. Hence, the null hypothesis is accepted. Therefore it has been inferred that the snployee

satisfaction of select star hotels is same.

VI. DISCUSSION AND IMPLICATIONS

Work environment perspective: The employees satisfaction about work environment of 5 star
hotels is lagging behindf 4 star hotels with respect to; adequate facilities, gedasnd

support, adequate time, recognition and appreciation, performance feedback, job security and
concern for health and safety etc. The above inference is well supported by their respective

mean differences and standard deviatiwhgh were furnishedh the table 2.

Training and development perspective: It is sufficient to mention that employees need training
and development to strengthen and promote engagement among employees. Managers and HR
practtioners need to create a good training and developsystem for theiemployees. This is
because in the study, a significant number of respondents differentiated with the attributes of
training and development of select star hotels. The differences include; department wise training
needs, satisfaction oearning from training, trainers in competencies and quality of training
programs etc. The above inference is well supported by their respective meaanddés and

standard deviations which were furnished in the table 4.

Thus, it proves that both the worgnvironment and training and development are encouraging

the employeesd6 engagement within the organi zeée
the managers and employart5 star hotelsneed to consider the more effective training and
developmenprograms for employees apart from proper work environment condifaspite 4

star hotels excelled over the 5 star hotels in most of the variables of work environment and
training and development, but its managers and employers will make sure abeue thiem of

employees by continuous and constant monitoring of work environment and T & D of their

hotels. Thus, the result generated in this research can use to guide for future researcher who
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willing to figure out the factors will significantly influende the employees satisfaction in the

select star hotels.
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ABSTRACT

The Indian government recognizes the need for womem ke part of the economic
development. Women entrepreneurship is seen as the strategy to solve the problems of rural
and urban poverty. Women across India are showing interest to be economically independent.
However, women face time, human, physical anaisb constraints which limit their ability to

grow their businesses. The new generation women are trying to overcome the challenges in all
spheres of life including the field of entrepreneurship. The problem in rural and remote areas

is different from othes. The number of problems encountered is entrepreneurial, general,
knowledge, social, and psychological. This phenomenon has been discussed in this paper with
reference to the case ofrural women entrepreneur sand mining-deip groups in Andhra
Pradesh who had overcome all the challenges and became one of the most successful
entrepreneurs of the state. This proves the emerging trend of women as having amazing ability
to work hard and develop innovative ideas towards building an economically sound and
heal t hy soci ety. I n todayos worl d, women's
empowerment. The ultimate empowerment is through entrepreneurship. Weowamed

businesses are a growing force in India.

KEYWORDS: Rural Women Entrepreneurship, Women empowenmé&hallenges, Emerging
trends, women selifielp groups
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l. INTRODUCTION

In todaydés highly competitive environment w h €
Entrepreneurial activities, the modern women are challenging and grabbing the opportunities on
par with men by heading the top notch Organizations and also contributing a lot for the economic
development of the country. By seeing the vigour and power of women the government has
come up with the strategy fiwo me ofruahand wwbpmr eneur
poverty. Women entrepreneurs are an important source of economic growth and development.
The rural economy constitutes a major part of Indian economy. Therefore there is a need to

encourage rural women entrepreneurship for the reala@vent of the country.

Il. OBJECTIVES AND METHODOLOGY

Rural women entrepreneurship improves the wealth of the nation in general and of the family in
particular. Traditionally rural women in India are more engaged in agriculture and household
activities. But he emerging trend is the transition of rural women from low productive sectors to
entrepreneurship. The rural women entrepreneurs in Andhra Pradesh, when provided with the
opportunity of sand mining, took the situation as a challenge and contributedvweahk of the

nation and of the familyThese rural women who took up sand mining are not educated, had no
prior experience, no financial resources and no family support. This enabled the Government to
make sand available at affordable prices to all treerned, plug leakages of revenue, enhance
income of government and prevent damages to rivers, streams and environment. This will also
empower the women and improve their incomes by profit sharing. The success of these rural
women paved way for thousand&other rural women to take up entrepreneurship thus making
the study of their activity important. Therefotas research focuses on the sand mirogvity
undertaken by the Andhra Pradesh rural womentedif groupsand presenting the main

findings.

For Secondary sources and information | referred Journals, articles, newspaper, internet, books
and ILO report on women entrepreneurs. The secondary data is also collected from the published
reports of RBI, World Bank, Planning commission on-$&lip graips in A.P as well as the

published report of the Geological survey of India.
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A. To evaluate the factors that lead to the formation of the sand mining women

entrepre neur selthelp groups:

As per the report of the geological survey of Iridia

A Bl e s s e dmawmiriveh sydtems, the Krishna and the Godavari, Andhra Pradesh is a state
of fertile plains formed in the riverso basin
long attracted the gaze of major players in the sand mining industgny ofthem operating

outside the ambit of the law.

Numerous Indian laws from a February 2012 Supreme Court order to an August 2013 ruling by

the National Green Tribunal, a federal environment conservation agehaye banned river

sand mining without the nessary permit. These orders notwithstanding, media reports have
consistently drawn attention to the extraction activities of organised syndicates referred to as the
6sand mafi ab, all egedly responsible for r e mo

Andhra Pradesh and elsewhere.

In April 2015, Andhra Pradesh Finance Minister YanamalaRamakrishnudu told the local press
that illicit sand miners had robbed the state of 10 billion rupees (150 million dollars) in the past

10 years.

B. To study the assistancagiven by the A.P Government to the rural women entrepreneur
selphelp groups

't was not unt i | 2014, following an outcry b
about the fAmenaceod of il 1l egal sand esxssuedact i on
under the 2002 Water, Land and Tree -Aapt and
groups.

Also, the sand quarrying and regulation subject has been transferred from Panchayatraj Raj and
Rural Development Department to the Mines and GeologwBeent for scientific, regulation
and effective realization of Mineral Revenue to the women entrepreneurs. The department has

taken fresh initiative to conduct sand auctions throughout the State.
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I, FORMATION OF THE RURAL WOMEN ENTREPRENEUR GROUP FOR

SAND MINING IN A.P

womenled selfhelp groups (SHGs) have come together over a period of decades to pool their
meagre savings and generate intefesg micro loans to jumgtart small businesses and in
Andhra Pradesh alone, an estimated 850,000 SHGs involviag D2 million poor, rural
women have generated over 19 billion rupees (287 million dollars) in savings over the past

decade.

AThere are about 40 reservoirs in the state,
ups of sand. Undavalli village falwithin one of these reservoirdhe Prakasam barrage, built in
1855, over the Krishna Rivérwhere sedimentation has been increasing at the rate of 0.5 percent

to 0.9 percent every year o, according to offi

Thewo me n élelp graupsiof the Undavalli village in Guntur district in A.P have formed into
women entrepreneur group to undertake sand mi
to ensure that mining happens only in those areas where madsidepssits are causing
environmental stress, includingovre di ment ation resulting iIin a r

capacity.

At dawn every day the women gather at mining sites and at six am the mechanized dredging
begins. Extracted sand is stoclgailon boats and then shifted to a fleet of waiting trucks, while
excess water is pumped back into the river. |
Each of the boats can carry 10 cubic meters

MalleshwariYepuri, a sand miner.

IV.  CHALLENGES FACED BY WOMEN ENTREPRENEURS IN SAND MINING
Putting women in charge is not a magic bullet for the ills of sand mining.The move does not
tackle the issue of global demand for sand that is causing major envirahmestruction in

India.

But having rural women work in a matominated industry is certainly a major first step

towards rural women entrepreneurship.
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The work is not without its challenges.
An ILO report on women entrepreneurs identifies the followirabfems faced by rural women

entrepreneurs:

1. Lack of Family SuppofSometimes the family may make the women feel guilty of
neglecting the household duties in her pursuit of business obligations.

2. Lack of capitalTraditional sources of finance like banks aeductant to lend to women
entrepreneurs especially if they do not have any male or family backing. This is especially
true of lower income women.

3. Lack of confidence and faitback of role models undermines the setinfidence of women
entrepreneurs. Thactivity of sand selling is considered prohibited to the female gender.

4. Lack of EducatioANomen are learning how to digitize their operations (with some using
computers for the first time)

5. Lack of Experience Despite the lack of experience the women gmareur groups are
trying to keep their proceedings safe and continuously monitor environmental degradation
and keep in mind the threats from the sand mafia.

6. Added to this a full working day in 48egreesCelsius heat with little shade and no security
andthey have a task that not many would voluntarily sign up for; yet, few are complaining.

7. Dealing with a few angry boatmen is not the last of their problems.

8. Power ful oO0sand mafiasd that operate throughc

9. They ae to deal with the threats of environmentaldegradation and poverty in this largely

rural state.

V. HOW THE RURAL WOMEN SAND MINING ENTREPRENEURS EMERGED
SUCCESSFUL

AT heseillegal sandmining boatsin | n d papdosisAndhraPradeststatearebecominga rare
sightafterw o me sel groupstook over mining operationsRuralwomenwho havetakenover
sand mining operationsin the southeasternndian stateof Andhra Pradeshare learningto use

computersfor the first time.At dawnwomenminersgatherat allocatedsitesalongriverbanksin


https://farm6.staticflickr.com/5639/20643725790_11ce181dae_o.jpg
https://farm6.staticflickr.com/5639/20643725790_11ce181dae_o.jpg
https://farm6.staticflickr.com/5639/20643725790_11ce181dae_o.jpg
https://farm1.staticflickr.com/700/20838860461_076bbbf436_b.jpg
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I nd icaagiasAndhra Pradeststateto overseethe processof dredging,loadingand shipping

sand.nStellaPaul/lPS

But the sand mining women entrepreneurs are determined to make this enterprise work. Ensuring
the extraction and transportatiohsand in theA.P state has been their ticket to a decent wage

and a degree of decisianaking power over their own lives.

The women entrepreneurs are also learning that having women like them in charge of this sand
mining operation is the best chanceawbiding unregulated sand mining, such as depletion of

groundwater sources, erosion of river beds, increased flooding and a loss of biodiversity.

According to Arokiyaraj, women are now runnin
across this statef 49 million people. A team, comprising 10 or 12 people, who previously

earned less than a dollar a day, runs each site on behalf of the government.

Venketeshward&ao, a government official in Guntur District who oversees the project, tells that
the women of Undavalli village are licensed to operate within an eligdtare area identified by

federal environment authorities as part ofsligation efforts around the reservoir.

By Raobs est i medtgiogs inthd digbt sandreaeches in Guntstridt alone
have sold over a million cubic meters of sand since November 2014, amounting to some 70

million rupees (over a million dollars).

Prior to taking over management of the mines, the women had earned, on average, just under a
dollar each a day d@arm labourers. Now every woman miner takes home six dollars a day, and
their respective cooperatives receive five rupees (0.07 dollars) for every cubic meter of sand

mined under their leadershipa total of about 70,000 rupees (a thousand dollars) eery

0O0As a revolutionary step, the government 6s d
SHGs has fetched about Rs550crore. This has not only led to streamlining of sand mining and
sale, it has also made SHG women financial independent and has baarowth driver for

APoOo, the Chief Minister of A.P NaraChandraBahb

VL. SUGGESTIONS FOR THE DEVELOPMENT OF THE RURAL WOMEN SAND
MINING ENTREPRENEURS
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Women are often overlooked by initiatives and development programmes directed at catalysing

the transformation of sand mining. Due to their critical role, not only in sand mining, but also in
the development of sustainable communities, combined with their susceptibility to poverty,
enhancing the role of women i n sgampdd rientiwege Nma
well conceived technical and soe@onomic changes often prescribed for sand mining, and the

actual facilitation of positive transformation of the sand mining sector.

This may be accomplished in a number of ways, including:

- Gendersensitive technology assistance initiatives;

- Enhancement of other skills, including managerial and accounting;

- Financial support through the establishment of credit lines and micro lending programmes;
- Support for the acquisition of sand mine titles;

- Consideration of women in the development of regulations and policies;

- The awareness of health and safety issues, with consideration of children who may accompany

their mothers or take part in mining activities; and
- The challenging of social noswvhich prevent women from benefiting from these activities.

In present day world woman entrepreneurs are an important part of economic development and
social progress. Today women want to make money, to be independent, to achieve, to use their
skills and talents and to enhance their job satisfaction and work that provides personal

satisfaction, intellectual growth and independence.

I n the words of APJ Abdul Kalam AEmpowering
nation, when women are empowered,istcwith stability is assured. Empowerment of women
is essential as their thoughts and their value systems lead to development of good family, good

society and wultimately good nationo.

VIl. CONCLUSION
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A.P government has entrusted the sand mining saleamdacts to women of Selelp Groups.

Many rural women have shown excellent results from this. This is an outstanding example of

rural women entrepreneurship.

This paper intends to explore the challenges faced by rural women in sand mining and provides a

rationale and strategy for women to maximize potential benefits from participation in the sector.

The primary purpose of the paper is to understand the challenges faced by the rural women sand

mining selfhelp groups and the way they emerged victoriduss tpaving way for others to
follow.

This proves the emerging trend of women as having amazing ability to work hard and develop

innovative ideas towards building an economically sound and healthy society.
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IMPLICATIONS OF CHANGE MANAGEME NT
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ABSTRACT

Change is inevitable. Globalization and thegrowth of technology make necessary,
organizational change. When these developments occur, the organizations that adapt change
quickest create a competitive advantage for themselves, while the companies that refuse to
change get left behindThis can result in drastic profit and/or market share loss€hange is
necessary in individual or an organization. Organization change refers to a process of growth,
decline, or transformation within the organization or alteration of the statgso. With the
busi ness environment e X per i eneations p ledChecomigge 0 ,
comfortable with the change as well. The ability to manage and adapt to the organizational
change is an essential requirement in the workplace. But, major and rapid organizational
change is profoundly difficult because of therstture, culture, and routines of organizations
that resist the change due to the impact of past imprifitee paper goes on about conceptual
understanding of change, factors that influence change, adaptability of change in the
organization, strategies towercome the resistance of change.

The study is based on secondary data, collected from various text bogégrreals, articles and
related websites. The hypothesis is taken as change management implication leads to growth

of the organization.Through studyt is found that the organizations need to adapt change to
grow. Qganizational changes about reviewing and modifying management structures and
business processes. Small businesses must adapt to survive against bigger competitors and
grow. However, sumess should not lead to complacency.

Key words: Organizational change, facilitator, driving forces, restraining forces

l. INTRODUCTION
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Change management deals with how changes to the system are managed so they don't degrade

system performance and availilyi Change management is especially critical in today's highly
decentralized, networkased environment where users themselves may be applying many
changes.

Organizational change is the implementation of new procedures or technologies intended to
realignan organization with the changing demands of its business environment, or to capitalize
on business opportunities. Organizational change management is the process of recognizing,
guiding, and managing these human emotions and reactions in a way thatzesntime
inevitable drop in productivity that accompanies change. Organizations have to deal with new
technology, and with upgrades for existing technology. They have to cope with reorganizations,
process improvement initiatives, and mergers and acquisitio

The term organizational change implies that creation of imbalances in the existent pattern or
situation. Adjustment among people, technology, and structural set up is established when an
organization operates for long time. People adjust with theis, jokorking conditions,
colleagues, superiors etc. changes require individual and organizations to make new adjustments.
Complexity and fear of adjustment give rise to resistance of change. Change could be proactive
or reactive. A proactive change is a plad change for anticipated future challenges. A reactive
change may be an automatic response or a planned response to a change taking place in the
environment.

. METHODOLOGY

A. OBJECTIVES OF THE STUDY
1. To understand the concept of change and the reaspokdnge.
2. To know the forces that resist change in the organization.

3. To understand the model of change implementation.

B. DATA COLLECTION

The data collected for the study is descriptive in nature. It is collected from various books and
online sources.
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lll.  REASONS FOR CHANGE

Growth in technology
Changes in the economic environment
Global competition

Social trends

= =2 =2 =4 -

Political system

The ability to change continually and successfully is considered to be essential to any
organi zationds s urngcharge requirehan orgaaiztibnaflability tooleam o i
on a continual basis in a coordinated and progressive way (Zorn et al., 2000). This has been
widely considered to be a significant factor
acompett i ve advantage and, in the same manner,
continued value and relevance for citizens. Continuous learning processes with enhanced
capactties for change are linked to the importance of past experiences and tfeg tv&ns

knowledge as factors in organizational learning

Organizational change is a process by which a large company changes its working methods or
aims. Reasons for desires teadent might include the need to develop and deal with new
situations or marks (Beer, Einstat & Spector, 1990). Organizational change is at the core of an
organizationb6s existence because it occurs wi
of change management has emerged as key for organizations. Change managesfieed ad

the coordination of a structured period of transition from situation A to situation B in order to
achieve lasting change within an organization (Bartkus, 1997). Change management practices

can, and should be, a solution for organizations to adagtternal or internal shifts.

A. WHO BRINGS CHANGE?

Change agent or facilitator is the person who introduces change into the organization. Change

agent plays a vital role in changing the attitudes, values, norms, behavior, communication etc.

B. RESISTANCE TO CHANGE
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Despite the change is persistent, every organization face resistance in some form. Resistance

may occur at individual level, or group level, or organizational level.
The common reasons for these restraining forces are

Fear of reduction in employmeé
Fear of demotion
Fear of work load
Need for training

Need for social adjustment

= =/ =4 4 -—a -

Etc.
To implement change restraining forces are to be decreased and driving forces are to be doubled

C. IMPLEMENTATION OF CH ANGE
Participation of employees
Protecting employeinterests

slow introduction

positive notion

sharing the benefits

training and development

= = =4 -4 -—a -—a -2

organization development

IV. STAGES OF IMPLEMENTING CHANGE

1) Communicate the Rationale behind the Need for Change

The first stage of introducing any change, howelaege or small, is to explain to employees

why it is important for the change to occur and the intended benefits. This needs to be handled
carefully and communicated to all affected parties. There should also be adequate opportunity for
people to voiceheir concerns and contribute their thoughts, views and opinions.

Missing out on this stage of the process will almost certainly damage the change process before
it has even properly begun.

2) Implement the Change in Phases
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Change is usually best receivedhen it is implemented in bite sized chunks, unless of course,

this is impossible (as in the case of mass redundancy or bankruptcy). Most change can be broken
down into phases that can be reviewed along the way.

Collaboration is key so, if circumstancesoal] having a pilot group of employees to test the
change before it is fully embedded is a good
happening and why.

3) Evaluate, Review and Report on Change

Careful monitoring of the entire change procesgdsential in order to be able to measure its
impact and evaluate its success. People need to be kept informed about how things are
progressing, the results that are occurring and whether the change program has met its objectives.
An or gani zianwhenit decides to engbark on a change program is usually to make
improvements. It is, therefore, important that employees understand whether the change has had

the desired effects and what is to be done if further work is needed

V. FINDINGS AND SUGGESTIONS

1. It is found that changes are needed for the organizational growth and sustainability
irrespective of the size of the organization.

2. Change is the result of dissatisfaction of the present situation.

3. It is identified that there exists diffenetypes of restraining forces in the organization which
resist change.

4. All the restraining forces are to be tackled properly to bring change into the organization.
5. The facilitator can be an internal or external, but strong enough to inculcatenthaloes,
new culture into the organization.

6. Effective communication is the most important factor in change management.

7. A clear vision is to be articulated to bring change into the organization.

8. An organization to grow has to be changed accoritige environmental needs.

VI. CONCLUSION
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The rapid and continual innovation in technology is driving changes to organizational systems

and processes. Many companies spend a lot of time and effort to accept new economic trends,
while others adopt thenaeily. New business imperatives call for new organizational behaviors.

It is no wonder that relentless change has become a fact of organizational life. Unfortunately,

mo s t companiesd operational strate@inaling and s
organizational inertia one of the most significant obstacles to change. This failure almost occurs

for a number of reasons, like the following:

A  Absence of a change champion or one who is
A Poor exec utrsenie manpgemestsupmorit i p 0

A Poor project management skills

A Hope r e sdimendional solution o n e

A Poorly defined organizational objectives
A change team diverted to other projects

Failed organizational change initiatives leave in their wakeocal and burned out employees,
making the next change objective even more difficult to accomplish. It should come as no
surprise that the fear of managing change and its impacts is a leading cause of anxiety in
managers. At the end it can be concludeat the should further recognize that we are living in

the globalization era, or the Global Age,the new economy sets new standards of success and
opportunities for small businesses which are related to forming strategic alliance, new
technology use, experiees and knowledge exchange among entrepreneurs and similar.
Leadership and management skills, such as visioning, prioritizing, planning, providing feedback
and rewarding success, are key factors in any successful change initiative. This is something that

small businesses must not ignore in the future.
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ROLE OF WOMEN ENTREPRENEURS IN THE ECONOMIC DEVELOPMENT

H.A.L.N.S. KALYANI
Research Scholar, Centre for Economic and Social Studies
ABSTRACT

Women inour country have always remained a victim of neglect and discrimination and were

not allowed to perform their due role in the economic or social life of the society. Recognizing

the injustice against women in the past, the special care was taken in oustiation to

guarantee equality of rights and opportunities for women in political and social fields and to
specifically prohibit any discrimination particularly in matters of employment, wages and
conditions of work.In spite of forming 50% of the total palation of the world women do not

own even 1% of the worl dbés poverty. Their ro
remained unaccounted. The position of women has remained neglected. Their share in the
business is very small.There have alwaysrmseme professional working women, using their
educational skills for being teachers, doctors, nurses, secretaries, hairdressers, fashion
designers etc, however, it was realized that they had to play their role in the economic
maintenance of the country. fie reason for this change was increase in number of educated

women and their desire for economic independence. Women play an important role in
joining, social progress with economic growth of developing countries. The specific role of
women intheeconommi ef forts has not yet been cl early
of women into developmento i s being particul a
in number of women getting education, there is considerable awareness among women to be

sdf-employed and gradually the role of women is changing in the society.
Key words: Gender Sensitive, Gross National Product, Gross Domestic Product, Gender Gap.

l. INTRODUCTION
Nearly one billion people are living on less than US$1 a day, an estimated gatperevhom

are girls and women (UNDP, 2008). One way to alleviate poverty is to empower women
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economically, especially through projects that encourage women to engage themselves in

entrepreneurial income generating activities (Chowdhury and Amin, 20Tilgn&epreneur is

someone who innovates and whose function is to carry out new combinations called
Afenterpriseso and are the prime movers 1In eco
entrepreneurs have enormous potential to bring prosperity in thdd veord therefore
encouraging women entrepreneurship is very important (McConnell, 2007). These women
entrepreneurs are generally classified into-eetfepreneurs, inheritance entrepreneurs, and

partner entrepreneurs (Starr andYudkin, 1996).

The last hdtcentury has witnessed monumental changes for women as income earners (Smith
Hunter, 2006). Many developed and developing countries are taking steps to promote women
entrepreneurships among their people.

GEM surveys (including GEM special reports on waneonsistently confirm that eartage
entrepreneurial activity is gender sensitive, for a combination of cultural, societal and economic
reasons. Global findings suggest that eatdge entrepreneurial activity is dominated by men,
and that women areare likely than their male counterparts to start a business venture out of
necessity. India bucks this trendin India there is relatively more men who started their

businesses out of necessity.

Over the last 20 years women in Asia are making lesscbbee for salaried employment at the

start of their careers and are even giving up salaried employment for business ownership. (Siri
Roland Xavier et al, (2012).

Economic development of a country is usually determined by the growth of per capita income.
However, other than per capita income, in the essence of modern economic growth, we also
know that, on average, it might be measured with other fundamental changes that occur. Such
changes are, among other things, the way people live, as they are moréolikedve to cities

and work in factories, no longer in farms. That happens as the household industries tend to
decline and replaced by larger enterprises. Development could be seen also from the point of

view of employment progress, capital, businessweland consumption.
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In other words, economic development can be seen in the structural change of the society, and

implies more than just economic growth.

1. OBJECTIVES OF THE STUDY
1. To study the role of women entrepreneurs in economic Development
2. To stud/ thepresent scenario of Women Entrepreneurs

3. To offer suitable suggestions for the growth of women entrepreneurship.

Il. WOMENG6S ROLE I N THE ECONOMI C DEVELOPMENT
In Asia, women are the economy driving force. Their contribution in providing job openinings in
busiress sectors continues to rise. They are involved in enterprises at all levels as Managers,
Entrepreneurs, Owners and Investors. Combination of influence of more Education, Technology
and Fast economic growth make Asian Women more assertive concerningighigirmore
aggressive in reaching their ambition while we already acknowledged that the number of Asian
Women in the work force from country to country are almost as high as those of men.
Surprisingly in most countries in Asia, women are dominating &1®i& Sector.

Table 1

Country Contribution to GNP
Singapore 68%
Taiwan 61%
Vietnam 47%
Thailand 46%
Indonesia 45%
Hong Kong 7%
Korea 61%
Japan 55%

In the business world, women entrepreneurs play a big role in business development in the

Pacift region. In Japan, 5 out of 6 new businesses are created by women, and they have atleast
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five employees. The number of womewned larger companies is not significant, but they start

and manage the smaller companies.

Despite the tremendous hardships dadey women entrepreneurs, they seem to be better at

fighting poverty than men. This can be attributed towards them using the profits from their

business to improve their family's living conditions and lifestyle. They also tend to invest in their

children'seducation in order to better their lives. Ultimately, this helps to stop the generational

poverty cyclel thus stimulating economic growth.

A2

FROM THE MC KINSEY GLOBAL INSTITUTE REPORT (2015) IT IS
REVEALED THAT:
There is an estimated increased in$ 1@¥% 28 in 2025 through bridging the gender gap
40 out of 95 countries of the world have high or extremely high inequality on half or more
of 15 Indicators
Women are hal f o {fagetpdpelatiombut dedetate only 87%kof thre ¢DP
75% ofthe glokl unpaid work is done by women
In the year 2014, Global GDP is $75 T in which $47 T were contributed by Male and $ 27 T
were contributed by Female
In the year 2014, Businessusual growth was 33% in which 21% was contributed by
Male and 12% was contribad by Female.
The following table reflects the Gender gap in Substantial Incremental GDP Contributed

by Male and Female Entrepreneurs across the World:

Table 2
Countries Female | Male
India 17 83
Middle East and North Africa 18 82
South Asia ( Excludingndia) 24 76
Latin America 33 67
East and South East Asia (Excluding China) 34 66
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Western Europe 38 62
Sub-Saharan Africa 39 61
North America and Oceania 40 60
China 41 59
East Europe and Central America 41 59

Table3

Participation of Women Entre preneurs in India and their Contribution to Income in India

Year Participation of Women| Contribution
Entrepreneurs to Income
in India (%) (%)

2003 10.34 6.24

2006 11.27 8.54

2009 13.36 10.35

2012 15.38 13.13

Source :Indian Economic Survey 201112

V. STATUS OF WOMEN ENTREPRENEURS IN INDIA

A report published by ESCAP in

2005

titled

pointed out that in India, a majority of Women Entrepreneurs in SMEs fall within the age @ro

2540 years. The States of Gujarat, Maharastra and Karnataka count a greater proportion of

entrepreneurs, mostly women from families which are already in business or have redatack

backgrounds.

The Indian society has evolved as a traditio naile dominated one. Despite an equal population,

very few women were sedmployed and the majority of them were engaged in informal sector.

65% of the population in Indives in Villages, Self Help Groups has paved the way for economic

independence otiral women involved in micrk@ntrepreneurship.

According to the 2013 Human Development Rep;ort (UNDP, 2015), India ranks 152 out of 180

countries in its gender inequality Index. Factors whiohtribute to gendeinequality in India

A C
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include high levels foilliteracy, the lack of decisiemaking power overchild bearing and early

marriage of women, which in turn limit the chances of women starting a career and becoming

entrepreneurs.

VL. PROBLEMS FACED BY WOMEN ENTREPRENEURS

Besides the above basic probletins other problems faced by women entrepreneurs are as
follows:

Family ties

Male dominated society

Lack of Education

Social barriers

Problem of finance

Tough competition

Low risk-bearing capacity

High cost of production

© ©® N o 00 A~ W DdPRE

Limited mobility

10.Mimited manageriadbility
11.Lack of entrepreneurial aptitude
12.Lack of self confidence
13.Exploitation by middle men

14.Legal formalities

VIl.  SUGGESTIONS

Organizing awareness progress

Enhance Standds of education of women in general
Organize training programmes for professional co mpeies
Vocational training

Skill development programmes

= =/ =2 =4 -4 -4

Educational institutions to tiap with Government and Ne@overnmental organizations
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Organizing Trade Fairs, Exhibitions, Seminars and Conferences

Soft loans and subsidies
Making avail of Micro CrediSystem and enterprise credit system

Awareness by NGOs about Government Schemes

= =/ =2 = =

Self Help Groups

VIIl.  CONCLUSION

It can be said today that we are in a better position wherein women participation in the field of
entrepreneurship is increasing at a considerahte. Efforts are afoot to usher in equal
opportunities to the Indian women. Attempts to make laws ensuring their major parts being taken
at the economy as brought promise of equality of opportunity in all spheres to the Indian women
and laws guaranteedjeal rights of participation in political process and equal opportunities and
rights in education and employment were enacted. But unfortunately, the government sponsored
development activities have benefited only a small section of women i.e. the udidle akass
women. Women sector occupies nearly 45% of the Indian population. Despite all these odds,
successful wo me nods entrepreneurs do exist.
entrepreneurial role becomes of their family orientation, resdriciebility and limited access to
resources. But given the opportunity, direction and guidance, they are capable of overcoming

these limitations.
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ABSTRACT

In the present scenario, Quality of Work Life (QWL) has come into existence tluestiff
competition where organizations are trying to shape competitive advantage through human
factor. Quality of work life is used as a means of bringing workers nearer to organizational
goal s and organi zati on r es p o aphdicipative mechgnism.y e e s 0
It allows shareful decision making which affects their life at work. Organizational profitability
can be achieved by managing the quality of work life and job satisfaction of employ2éA.

is an approach to manage human resous;evhich enhances motivation and performance of
employees, improves the culture of an organization and the well being of employees. It
includes various aspects of work environment which facilitates for human development
efficiently. In the present era, meand women are considered equal in many aspects. Women
are handling high positions in offices like doctor, engineer, teacher and holding many other
economically and socially vibrant positions. Quality of Work Life of female employees has
now become extrenig important for successful management of universities also. The aim of
the study is to find whether the quality of work life of female employees prevailing in
universities of Andhra Pradesh is pleasant and satisfying or not.

Keywords:Quality of Work Life, Quality of Life Job Security Job satisfaction.

l. INTRODUCTION



@‘n) International Journal of Business Quantitative
, Economics and Applied Management Research

ISSN: 23495677

Special issue, ICCEMT 2015
Due to changes in the labor market and the changing nature of work|ifedsklance is now at

the top of the agenda for any kind of organization. It is recognized that lif@tkalance ca

lead indirectly to productivity gains through increased retention and helps organizations to
respond to customer needs more effectively. Today, Industries have realized the importance of
the quality of work life balance of their employees. Organizatiames setting up policies for
maintaining a work life balance. They are introducing innovative methods to keep their
employees happy and satisfied, as it makes office a better place to work and also impact
positively on productivity.

Today's working womenra incessantly challenged by the hassle of work and when the day is
completed at the workplace, they carry home more of the responsibilities and commitments. The
majority of women is working 3@0 hours per week and is under pressure to achieve M@rk
balance. Their life has become a juggling act that included manifold responsibilities at work and
the daily routine tasks of life and home. Effectively creating widekbalance will eventually

create more contented employees that contribute to efficemtysuccess in the place of work.
(http://www.indianmba.com). Employers can smooth the progress of WLB with many schemes
that can catch the attention of female employees and fulfill their needs which is popularly known

as Quality of Work Life.
Il. REVIEW OF L ITERATURE

Bolhari, Razaeean and Bolhari (2012¥liscussed a range of correlation such as those between
gender and quality of work life, age and quality of work life, work experience and quality of

work life and income and quality of work life.

V. Varatharaj, S. Vasantha (2012)in their study of work life balance of working women in
service sector concluded that work life balance entails attaining equilibrium between
professional work and other activities, reduces friction between official and domésstic |i
enhances efficiency and satisfaction, in both the professionaland personal lives. The findings of
the study reveal the majority of the women Employees feel comfortable in their work place

irrespective of their trivial personal and work place iran
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Babatunde Akanji (2012)explored the perceptions of Wetkfe Balance (WLB) practices in a
developing nation of Nigeria. Thus, a qualitative approach was employed by conducting 61 in
depth interviews with Nigerian employees (41 women and 20 men) mgprki frontline
employments in the banking, telecommunications and insurance sectors about their perceptions
of WLB. The findings showed that though conflict situations existed more than feaiky
enrichment, but under different circumstances due toldhg legacy of national challenges

facing Nigeria.

Shankar and Bhavnagar (2010)dentified model on Worlk ife Balance construct and its
relationship with other variables such as employee engagement, emotional dissonance

and turnover intention.

Susi.S, Awaharrani. K (2010)shows that a changing economy and an aging workforce can join
together to create an employment environment where competent employees who are unhappy in
their current situations are motivated to find a new place to "hang their hattsgjhk engaged

workforce is 50 % more productive than an unengaged workforce. The majority of HR
professionals (78 %) feel employee engagement is important or extremely important to business
success. Empl oyee engage me nwindoi sstirmdregas ifrogl yc
employees, and their communities alike. In addition, work/life balance is increasingly important

for engagement and affects retention.

Joanna Hughes, Nikos Bozionelos (2007¢xploredthe views of male workers in a male
dominatedoccupation on issues that pertain to wdifé balance. It emerged that wolike
imbalance was not only a source of concern, but also that it was the major source of
dissatisfaction for participants. Furthermore, participants made a clear connectioerbetwe
problems with worklife balance and withdrawal behaviors, including turncaed nongenuine

sick absence.
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Ken Roberts (2007)studied why worklife balance has become a major issue, and the likely

outcomes of the widespread dissatisfaction with cunnenk schedules. Working time has not
lengthened and complaints about time pressure are unrelated to hours actually worked. The
sources of the widespread dissatisfaction with current work schedules will lie in a combination of
other trend$ increased lakromarket participation by women, work intensification, the spread of
feelings of job insecurity, more work being done at odd hours, the spread of new information and
communication technologies, free time increasing more slowly than spending power and
aspiations, and relatively long hours becoming most common among employees (and-the self
employed) in higher status jobs. An outcome is unlikely to be a general downward trend in hours
worked on account of the substantial opportunity costs that would oftemchered by
employees, and because some (mainly middle class) employees have access to a number of

effective coping strategies .

I, OBJECTIVES OF THE STUDY

The main objectives of the study were as under:

1. To study the quality of work life of female employaeghe Universities oAndhra Pradesh.

2. To study the job satisfaction level of Female employees in the Universitiédmaiira
Pradesh.

3. To analyze the attitude of different categories of employees towards the working conditions

and physical facilities in Uwersities of Andhra Pradesh.

V. HYPOTHESIS

1. The working environment in universities is positive and healthy.
2. The working women of universities have positive attitude about the work life balance.
3. The initiatives taken by the universities have pesiffect on their working women.

4. There is a positive effect of work life balance on job satisfaction amongst the women.

V. RESEARCH DESIGN AND METHODOLOGY
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Research methodology of the present study is as follows:

1. Research DesignResearch desigof the present study is descriptive.

2. Sample DesignThe sample design of the present study comprises the folldzéngents.

1 Sampling Element: Four universities of Andhra Pradesh namely, Andhra University,
Osmania University and Sri Venkateswara Ursiy and Jawaharlal Nehru Technological
University of Hyderabad have been chosen for the present study.

1 Sampling Unit: - Sampling unit of present study consists of female employeetheof
universities under consideration.

Sampling technique:Random samplig method is used to collect the data.

Sample Size: 100

Research approachi Survey (Primary data is collected through self structured
guestionnaire from the Female employees of the targeted universities.) The data collected is

analyzed using Cibquare est.

Respondent 6s Profile

Out of 100 female respondents, 4% are below 25 years of age, 15% 2Bey2ars of age, 30%

are 3545 years of age, 26% are-85 years of age and 25% are above 55 years. Among them
72% are married and 28% are unmarried. In seoheducation of respondents 4% are Under

Graduate, 46% are Graduate and 50% are Byatuate.
VI. RESULTS AND DISCUSSION

1. Quality of work life in Universities of Andhra Pradesh

Table-1: Age and Quality of Work Life

Are you satisfied with qualty of work life

balance at work place?
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Age Yes No Total
Below 35 15 4 19(100)
years (78.9) (21.0)
35-55years 46 10 56(100)

(82.1) (17.8)
56 & above 20 5 25(100)
(80.0) (20.0)
Total 81 19 100
(81.0) (19.0)

620183df=2; 652091( . 05) =

Note:Figures in paranthesis show percentages.

Table 1 presents the viewpoints of quality of worklife in the universities. The table shows that the
majority (81.0%) of the respulents stated that they were satisfied with the quality of work life
at work place.The large majority of respondents(82.1%) in the age group5& $8&ars were
found satisfied with the quality of work life in the universities of Andhra pradeste T2estof

independence shows that there is a significant relationship between the varaibles.

2. Salary and Quality of Work Life

Table-2: Salary and Quality of Work Life

Are you satisfied with quality of work life balance

at work place?
Salary P Total

Yes No
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(Rs.)
Up to 30000 38 11 49(100)
(77.5) (22.4)
3000150000 17 9 56(100)
(30.3) (16.0)
50000 & 23 2 25(100)
above (92.0) (8.0)
Total 78 22 100
(78.0) (22.0)
G 25.24df =2, 592 (. 05) =

Note:Figures in paranthesis show percentages.
The results of tabi@ shows that the large majority (92.0%)of respondents with salary 50,000 &
above have stated that they were satisfied with quality of work life at wade.Similarliy,
78.0% of th employees were found satisfied with the quality of work life at universities
stated. Thex” test of independence shows that there is a significant relationship between the
varaibles.

3. Post held and Quality of Work Life

Table-3: Post held and Quality of Work Life

Are you satisfied with quality of work life balance

at work place?

Designation Total
Yes No
Administration 6 3 9(100)
level
v (66.6) (33.3)
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Assistant 26 4 30(100)

professor level (86.6) (13.3)

Associate 29 7 36(100)

professor level (80.5) (19.4)

Professor leve 23 2 25(100)
(92.0) (8.0)

Total 81 19 100

(81.0) (19.0)

G23678;d#3; 6278(5. 05) =

Note:Figures in paranthesis show percentages

Table3 reveals that the majority from the position of professor level (92.0%) were highly
satisfied and aggregate of 81.0% of employees from all théiqgpeswere found satisfied with
quality of work life at the university. Further, test of significance shows that the relationship

bet ween employeeds designation and quality of

4. Future of Work Life is better
Table-4: Future of Work Life is better

Are you satisfied with quality of work life balance

at work place?

Designation Total

Yes No
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Administration 7 2 9(100)

level (77.7) (22.2)

Assistant 26 4 30(100)

professor level (86.6) (13.3)

Associate 34 2 36(100)

professor level (94.4) (5.5)

Professor leve 24 1 25(100)
(96.0) (4.0)

Total 91 9 100
(91.0) (9.0)

G 22.9865;d f = 3 ; 782 (.05) =

Note:Figures in paranthesis show percentages

Table4 revealsthat the majority from the position of professor level (96.0%) is highly positive
towards bright future of work life balance and aggregate of 9h0%mployees from all the

positions are positive towards future of quality of work life at the university. Furthegst of
significance shows that the relationship betw

Is significant.

VIl.  FINDINGS

1 Femalte mpl oyees are satisfied with the managem
This psychological feeling affects the working attitude of female employees in these
universities.

1 Female employees feel job satisfaction and job security as the cagmifactors affecting

quality of work life. They feel pride in working with their respective university.
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1 There is a feeling that employers are investing in wilekbalance, but the solutions offered

are not always compatible with employeeds

1 In some cases it is found that employers are not making sufficient investment in managing
the implementation of initiatives.

1 The leave policy of university is not satisfactory for the employees. So the universities need
to take sufficient care in reviewingelturrent leave policies.

1 Employees are pragmatic about workable solutions; although members have views about
their idea working arrangement; they are prepared to settle for different arrangements and are
willing to make compromises and to balance theinaweds with those of the organization,
customers and other staff.

1 The research shows that mostly women employees work in banks for financial support and
remaining to face life challenges.

High quality of work life balance will improve the job satisfactand vice versa.

WLB is an important determinant of intrinsic aspects of job satisfaction.
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ABSTRACT
This report eplores the issues of stress and violence at work with the aim of establishing the
costs these problems may present and create to the individual, the organization and society. A
number of socieeconomic factors are identified which together appear to exbage the
problems. Globalization has led to processes such as downsizing and restructuring with
increasing pressures on people at work as a result. Demographic changes within the
workforce, e.g. increasing female participation and increased diversity disoghten the
vulnerability of particular groups. Workplace stress is explained in line with a transactional
model of stress emphasizing the dynamic properties of the concept as well as the role of
subjective processes such as appraisal and coping. Bhiesss model is applied to various
forms of workplace violence to explain the outcomes of violence as well as the relationship
between stress and violence (with stress as an antecedent of violence) By means of examples
from a wide selection of studies intstress and violence it is demonstrated that these problems
represent a very real threat to a large numbers of workers worldwide. The most reliable of
these studies suggest that approximately 30% of the workforce in developed countries, and
possibly evera higher proportion in newly industrialized and developing countries, suffer
from work related stress, a figure which appears to be on the increase. Violence represents a
problem in a growing number of workplaces even though the number exposed directly to
physical assault remains relatively low. Employees in service industries, e.g. retailing and
health care are more at risk. For the organization stress and violence leads to an increase in

sickness, absenteeism, increased turnover rates and reduced praidycAs far as violence is
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concerned the effects extend to bystanders. For bullying and harassment grievance and

litigation may also be the outcome.

Key words Stress, Harassment, Violence, Productivity

l. INTRODUCTION

Stress is a complex phenomenon e present changing economy and its implication on the
society, work life and personal life of the employees are severe. That is the reason the study on
stress, violence and harassment at work has been attracting the attention of researchers these
days mah. There is acute relation among these variable of workplace violence, harassment and
stress and that relation is interdependent. It has been growing concern for management
professionals to address these implications and calculate the impact on thetipitydof
employee and society. In this paper researcher made an attempt to explore the causes and factors
that lead to stress and generate a relationship between workplace harassment and violence and
stress and symptoms of stress and coping measudesik@t stress, violence and harassment at
work. This report examines not only the causes associated with stress and violence and makes an
attempt to assess the cost of stress and viole htoevever the research is considerably low in

this regard but a @entrecent research in Europe, the US and Australia indicates that it is the
emotional and psychological abuse referred
physical violence which represents the greatest threat to most workers. However, tHee to
increasing diversity of workforces, a number of studies also document the frequent presence of
harassment on the basis of race or gender (e.g. Chappell & Di Martino, 2000). Many women,
particularly in the developing world have also experienced tleatwtrkplace represents no safe

haven from domestic abusers. This report will explore the problems of stress and various forms

of violence

Il. OBJECTIVE OF THE STUDY
The present research focused on to identify the stress and various stressors its imgEetyon s
productivity of employee and to study the relationship between the stress, violence and

harassment at work.

t
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I, RESEARCH METHODOLOGY

The present study is basically confined to secondary sources of data. Researcher mainly
concentrated and studied waus researches already available on this subject matter and wants to

present an analytical view of the researcher.

V. STRESS

Stress has been defined by various authors and researches diffésenpliy stated, stress is
whatwe feelwhenwe have taespon to ademandon our energy. Stress isnatural parof life,
andoccurswhenevertherearesignificant changes iaur lives, whethepositiveor negative. lis
generally believedhatsomestress is okagsometimes referred to as challenge or positiess)

but when stress occurs in amounts that individuals cannot cope with, both mental and physical

changes may occur ( Canadian Centre for Occupational Health and Safety, 2000)

Work stress is defined as the harmful physical and emotional responsexdtbatwhen job
requirements do not match the workerds capabi
Occupational Safety and Health 1999). It is recognized woidd as a major challenge to
individual mental and physical health, and organizatiohealth (ILO 1986). Stressed workers

are also more likely to be unhealthy, poorly motivated, less productive and less safe at work.
And their organizations are less likely to succeed in a competitive market. By some estimates

work-related stress costhet national economy a staggering amount in sick pay, lost productivity

V. WORKPLACE VIOLENCE

Workplace violence has been defined as the attacking the employee physically at work but the
definition of workplace violence is not just a physical abuse, it isenthan a mere physical
abuse, and it includes threats, coercion and emotional abuse. Besides these, it also includes
spreading malicious rumors about the victim and making faléegadions in company
documentsundermining or hindering the victim's wolk, for example, giving the victim wrong
information or wihholding necessary informationgonstantly changing guidelines and

expectations applicable to the victinemoving responsibilities from the victim and making the
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victim feel uselessblocking thevictim's applications for leave, training or promoti@ssigning

unreasonable duties to the victioonstantly and persistently criticizing the victim's work.

VI. HARASSMENT AT WORK
The occupational health and safety Act defines workplace harassment gmgmnga course of
vexatious comment or conduct against a worker, in a work {idabavior that is known or ought

reasonably to be known to be welcome.

VIl. RELATIONSHIP BETWEEN STRESS, VIOLENCE AND HARASSMENT AT

WORK

It can be believed that Stress is a dejgam factor and can be adjusted to the various stressors

and violence and harassment at work are the stressors that can lead to stress and in some cases it
is interdependentStress causes an employee to indulge in more violent behavior and violence at
workplace can cause stress. Harassment at workplace can also lead to stress and can develop

violent behavior among employees.

VIIl.  IMPLICATIONS OF STRESS, VIOLENCE AND HARASSMENT AT WORK

Stressed individuals tend to work longer hours. They can experience issath and be more

prone to conflict. These factors can put great strain on the family. The quality and quantity of
family time is reduced. The longer the stress lasts, the greater the impact it can have on the
family. Stress an be a factor in divorce aseparations. Stress often results in health probilems
physical, mental and addictions. This leads to a greater strain on the health service which has to
cope with these issues. Voluntary organizations and charities provide valuable services to
communities. They are dependent on volunteers to get their work done. One of the first things
cut from a str ess e dworenonfamily detatedsconmetments suchias no n
these. At the same time stress often leads to an increase in demand for tles sHrifese
organizations. Clubs and societies lie at the heart of every community. They provide leisure and
fun activities for members of the communities. They too require volunteers to conduct their
work. The loss of even one or two members can leatigaiub/society struggling to stay alive.

It may become necessary to suspend some of its activities. Given that clubs and societies support
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the emotional wellbeing of their members, this can in turn lead to increased stress levels.

increased stress levdésds to reduced productivity, more accidents and an increase in industrial
relations issues. All of these events have a negative impact on economic output which itself

impacts all members of the society.

IX. ORGANIZATIONAL STRATEGIES

There is no single presption for reducingstress,violenceand harassmerh the workplace.

Each organization is unigund operates in a different social and economic environment. When
planning workplace issues, employers worggy want

size, industry anavorkforce.

A. Foster a supportive, harmonious work environment Creating a culture of mutual respect
canhelp reduce harassment and hostility in the workplace. In such a culture, employers strive to
communicate openly, give emptes adequate control in their work and provide them with
supportand recognition. Conflict and stress are lower when employees feel empowered to work
independently and are motivated to work cooperatively.

B. Train supervisors and employees how to resolveonflicts i Conflict on the job can be
reduced bydevel oping employeesd6 skills i n negot i e
building and resolvinglisputes. Furthermore, programs that encourage respect for diversity can
help to lessen interpersoredrflicts.

C. Develop effective policies to protect employees from harassmeiniWhile all companies

strive tobuild a culture devoid of harassment and discrimination, they can advance this goal by
having systems in place to address infractions. The keydsmpany harassment policy that
clearlydenounces harassment and states unequivocally it will not be tolerated. A thorough policy
definesharassment, specifies how to report it, explains how complaints will be investigated and
presents theonsequences.

D. Establish procedures for handling grievances Employees need to: understand grievance
procedures for reporting complaints of unfair treatment, discrimination or harassment; believe
thoseprocedures will be followed; and feel confident concerns will bdressed promptly and

confidently.
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E. Provide personal counseling through an employee assistance progranamily, marital,

financial and personal issues can have a prof
well as their social interaction at warlkn employee assistance program provides employees
with a free, easily accessible and confidential resource for addressing personal concerns. In
addition, supervisorsan be trained about how to document and address pesfermance and
attitude problemsand referemployees for help. If a violent or threatening incident occurs at
work, support services can be maaeailable to help employees cope with their fears and
concerns.

F. Implement security programs that protect employeesi Employers have a varigtof
methods foe ns ur i ng wor k e r stilhe & afterleotry securdywgoalds, aigachf u | |
monitoringsystems, emergency warning systems, limited access key cards, strict viskor sign
policies, newemployee background screening, and safetgraness and training. Companies

that regularlyevaluate their security programs can best determine if they are meeting company
and employe@eeds. Also, employers need to make sure employees are aware of and understand
existing securityolicies and proedures.

G. Provide employee safety education programs In addition to making workers aware of
companysafety policies and employee support services, employers can provide educational
materials andeminars about ways to maximize safety at work.

H. Provide job counseling for employees who have been laid off or firedBecause a job is
ofenc l osely tied to oneb6s identity, being | aid
support services can help workers develop -gdeking skills, learn how to cepwith life
changes, angersonally and financially prepare for the future. These services also help existing
employees feel theompany cares about them. It is helpful to train supervisors to sensitively
communicate layoffs anfirings.

I. Train supervisors how to recognize signs of a troubled e mployéeOne way to reduce the
potential for workplace violence is to intervene before an incident reaches a flash point.
Supervisorscan be given training about how to recognize signs and symptoms of a pgtentiall
violent employeesuch as threatening behavior or preoccupation with violence. Also, supervisors
can be instructedbout how to be sensitive to signs of possible abuse among employees, such as

frequent absences depression.
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J. Set up a crisis plani Employers may consider developing a crisis plan for dealing with

violent incidents. The plan can include details about how to report the incident, which key
internal managerand external authorities should be alerted, how to maintain the safety of
unaffeced workers andsecurity precautions to prevent further trouble. Companies can also
arrange to provide individu&kisis counseling and support groups for affected employees soon

after the incident occurs.
REFERENCES

Balloch, S., Pahl, J., & McLean, J.998) Working in the social services: Job satisfaction, stress
and violence. British Jouad of Social Work, 28, 32350.

Barling, J. (1996) The prediction, experience, and consequences of workplace violence. In G.R.
VandenBos & E.Q. Bulatao (Eds). Violemon the Job (p2949). Washington, DC: American

Psychological Association.

Baron, R. A., & Neuman, J. H. (1996). Workplace violence and workplace aggression: Evidence

on their relative frequency and potential causes. Aggressive Behavior, 227361

Bickford Melanie, Stress in the Workplace: Overview of the Causes, the Effects and the
Solutions, CanadiarMentalHealthAssociatiorNewfoundlandandLabrador Division August
(2005).

Einarsen, S., Raknes, B. I ., &rasdreemt athworle an@é n ,
their relationships to work environment qualityan exploratory study. European Work and
Organizational Psychologist, 4 (4)

Leymann, H. (1996). The content and development of bullying at work. European Journal of
Work and Organizatinal Psychology, 5, 16584.



@“) International Journal of Business Quantitative
Economics and Applied Management Research
ISSN: 23495677

Special issue, ICCEMT 2015
Martino, V. D., Hoel, H., & Cooper, C. L. (2003). Preventing violence and harassment in the

workplace. Dublin: European Federation for the Improvement of Living and Working

Conditions.

Ricardo Blaug., Amy Kenyon., & Rohltekhi. Stress At Work: A Report prepared for The

Wor k Foundationdsl8Principal Partners, 2

WainwrightD.,& Calnan, M. (2002). Worktress: Thanaking ofa moderrepidemic.

BuckinghamOpenUniversityPress

Workplace Violence and Harassment: Undersiagn the Law., Occupational Health and Safety
Branch, Ministry of Labour (2010)



@n) International Journal of Business Quantitative
. Economics and Applied Management Research

ISSN: 23495677
Special issue, ICCEMT 2015
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ABSTRACT

Make in India concept initiates India to become economically strong and Creative platform

for many inventions and Innovations. A major new national program designed by the BJP
Government to transform India into globamanufacturing hub. The objective is to create job
opportunities and skill enhancement of countries citizens and economic growth of the nation.
India's rigid and complex policies were the main problem for the foreign direct investment

(FDI). Since 1991 thaegulatory environments in terms of foreign investments has been
consistently eased to make it, investors friendly and to boost investor confidence in the
country. Make in India is a platform for entrepreneurs all over the world to establish the
manufacturing units in India as the government is pro industry government, and our core
advantages are still strong and relatively unaffected from the global slowdown. Make in India

While encouraging investors conveyed that, not to look at India as merely a mékiealso an
opportunity to create manufacturing hubs and also to revive manufacturing sectors in India.

The initiativeds diligent efforts towards rei
effective investments to put in India on a path for itexcellence, The Make in India
contributes to nurture the countrydés economic
the country towards an environment conducive to domestic and global manufacturing and

investment.

Key words: Make in India, transfom, manufacturing, investments, economic growth and
Creative platform.
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I. INTRODUCTION

Concept of Make in India

The Make In Indiaan initiative launched on Septembertl252014 at Vigyan Bhawan, New

Del hi by Our Hondobl e Pr i mehichvaims iatsprogiding §dbal i Nar
recognition to the Indian economyhe Government of India invited Department of Industrial
Policy & Promotion (DIPP), Ministry of Commerce & Industry to be partner in this initiative.
The program comprises new initiativegsigned to boost investment, enhance innovation,
protect intellectual property, and build beastclass manufacturing infrastructure. Make in India
aims to manufacture from auto mobiles to agro potsl hardware to software, satellite to
submarine, teldsion to telecom, pharma to biotech , paper to power plant, roads to bridges,
houses to smart cities ,friend ship to partnership, profit to progress Whatever to be made make
in India. Make in India strictly focus on Zero defect and Zero effect i.e. Idighlity and

Environment friendly products

Make in India allows doing business easy and to transform India into a global manufacturing hub
with industrial friendly policies like Improving Business Environmedtabling Manufacturing

and @ening up Foreigmlirect Investment. This initiative is launched to give boost to different
sectors like autonfmles, Information Technology, Aviation, Chemicals Pharma, Textiles,
Engineering & Manufacturing, &lways, Defense, Renewable Energy, Mining,-Biohnology,

Electronics, Leather, Tourism &ad$pitality etc

The focus of Make in India is to attract Foreign Direct Investment which allows inflow of
i nvest ment in key sectors from all over the w

skill development, job gmrtunities

II. OBJECTIVES OF THE STUDY
In this paper, our basic aim is to focus on the following aspects:
1. To st bhey Makeuti n6 Tndiad campaign of Governm

2To know t he key changes br ougéigninvestmenthider 0 Ma
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. METHODOLOGY

Source of data have been collected from various secondary sources like Authorized websites,

Newspapers articles and Reports.

IV. THE KEY CHANGES BROUGHT UNDER MAKE IN INDIA TO ATTRACT
FOREIGN INVESTMENTS

Convenient maufacturing infrastructurei Make in India aims to facilitate efficient

infrastructure for manufacturing quality goods

Government of India identified and launchéde industrial corridor projects and established
National Industrial Corridor Development #wority (NICDA) for the development of all
industrial corridors. The Five Industrial corridors to build up manufacturing units are- Delhi
Mumbai Industrial Corridor, Bengalurtt Mumbai Economic Corridor, ChenrBengaluru
Industrial Corridor, Chennafizag Industrial Corridor, AmritsaKolkata Industrial Corridor.
Manufacturing units in each of these corridors is key to develop economy and these projects
raises the share of manufacturing in Indiaéds
15% to 25%by 2022. Along these corridors, the development of 100 Smart Cities had also
proposed which integrates the new workforce that will enhance manufacturing along the
industrial corridors. Development sfart citiesandindustrial corridorswill ensure thatideas

get transformed into products.

The focus of Make in India is also to protect intellectual property by establishing vibrant 1P
regime and adopting best practices in IP processing by inducting additional manpower and IT

facilities with highest levedf transparency.

Ma k e i n Il ndiado program came up with <certain
manufacturing sector. In order to encourage the growth of India as a manufacturing hub, the
domestic tax provisions should exempt foreign principalmfiareating a taxable presence in

India in case of toll manufacturing arrangement with Indian manufacturers
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Honorable Prime Minister Shri Narendra Modi of India announced National Skill Development Agency
(NSDA) to develop labor market information systermhickh helps industries to fuffill skilled

Manpower requirement

Apart from this the government has also designed policies and goals for specific industries. Area
based incentive(SEZs),state based incentivesport incentivesndrelaxation on FDI capare

the highlights of the program. The roadmap for each sector has been laid separately as well.

A. Recent Policy Measures

The government has put in place an invedtendly policy on foreign direct investment (FDI),
Opening up Foreign Direct Investment ieyksectors, gvernment eases FDI norms in 15 major
sectors.

1 Townships, shopping complexes & business ceritaa$f allow up to 100% FDI under
the auto route. Conditions on minimum capitalization & floor area restrictions have now
been removed for the congttion development sector.

T India's defence sector now allows consolidated FDI up to 49% under the automatic route.
FDI beyond 49% will now be considered by the Foreign Investment Promotion Board.
Governmentapproval route will be required only when FDIstdts in a change of
ownership pattern.

T Private sector banks now allow consolidated FDI up to 74%.

T Up to 100% FDI is now allowed in coffee/rubber/cardamom/palm oil & olive olil
plantations via the automatic route.

1 100% FDI is now allowed via the auto routeduty free shops located and operated in
the customs bonded areas.

1 Manufacturers can now sell their products through wholesale and/or retail, including
through ecommerce without Government Approval.

1 Foreign Equity caps have now been increased for esitaftnt & operation of satellites,
credit information companies, natheduled air transport & ground handling services
from 74% to 100%.

1 100% FDI allowed in medical devices
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FDI cap increased in insurance & saktivities from 26% to 49%

FDI up to 49% habeen permitted in the Pension Sector.

Construction, operation and maintenance of specified activities of Railway sector opened
to 100% foreign direct investment under automatic route.

FDI policy on Construction Development sector has been liberalized laxirrg the
norms pertaining to minimum area, minimum capitalization and repatriation of funds or
exit from the project. To encourage investment in affordable housing, projects
committing 30 percent of the total project cost for low cost affordable hobaig been
exempted from minimum area and capitalization norms.

Investment by NRIs under Schedule 4 of FEMA (Transfer or Issue of Security by Persons
Resident outside India) Regulations will be deemed to be domestic investment at par with
the investment madby residents.

Composite caps on foreign investments introduced to bring uniformity and simplicity is
brought across the sectors in FDI policy.

100% FDI allowed in White Label ATM Operations.

: Citizen or entity from Bangladesh & Pakistan can ingest under the government route,

also investor from Pakistan cannot invest in defense, space, atomic energy and sectors prohibited

for foreign investment.

Incentives are provided for units in SEZ/NIMZ as specified in respective acts or setting up

projectin special areas like North East Region, Jammu & Kashmir, and Himachal Pradesh &
Uttarakhand.

B. Sectors Where Foreign Direct Investment Is Prohibited

Lottery Business including Government/ private
Lottery, online lotteries, etc.

Gambling and betting iteding casinos etc.

Chit funds.

Nidhi company(borrowing from members and lending to members only).
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Trading in Transferable Development Rights (TDRS).

Real Estate Business (other than construat@evelop ment)

Construction of Farm Houses.

1

l

1

1 Manufacturingpf Cigars, cheroots, cigarillos and
1 Cigarettes, of tobacco or of tobacco substitutes.
T Activities/ sectors not open to private sector

1

investment e.g. Atomic Energy and Railway Transport
C. Sectors Requiring Central Governme nt Approval

1 Tea sector, includinglantations” 100%.

T Mining and mineral separation of titanitimearing minerals and ores, its value addition
and integrated activities 00%.

1 FDI in enterprise manufacturing items reserved for small scale $et@f%.

1 Defencei up to 49% under FIPB/CCEAparoval, beyond 49% under CCS approval
(on a casdo-case basis, wherever it is likely to result in access to modern andétate
the-art technology in the country).

1 Teleports (setting up of wjinking HUBs/Teleports), Direct to Home (DTH), Cable
Networks (Multksystem operators operating at National or State or District level and
undertaking up gradation of networks towards digitalization and addressability), Mobile
TV and Headendn-the Sky Broadcasting Service(HITEpeyond 49% and up to 74%.

1 Broadcating Content Services: uplinking of news and current affairs chaiin2&,
uplinking of nonnews and current affairs TV channél&00%.

1 Publishing/printingof scientific and technical magazines/specialty journals/periodicals
100%.

1 Print media: publising of newspaper and periodicals dealing with news and current
affairs 26%, Publication of Indian editions of foreign magazines dealing with news and
current affairs 26%.

T Terrestrial Broadcasting FM (FM RadibR6%.

1 Publication of facsimile edition obfeign newspapér 100%.
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Airportsi brown fieldi beyond 74%.

Non-scheduled air transport servicdeyond 49% and up to 74%.
Groundhandling services beyond 49% and up to 74%.
Satellites establishment and operatioii4%.

Private securities agenciegt9%.

Telecombeyond 49%.

Single brand retail beyond 49%.

Asset Reconstruction Companypeyond 49% and up to 100%.

= =/ =4 -4 -4 -4 -4 -a -4

Banking private sector (other than WOS/BranchieBeyond 49% and up to 74%, public
sectori 20%.

T Insurance beyond 26% and up to 49%.

T Pension Sector beyond 26% and up to 49%.

1 Pharmaceuticals Brownfieldi7 100%.

V. FINDINGS

=

Make in India initiative enhances job opportunities to the unemployed youth

Technical skill enhancement will takes place by this initiative to become competent in

manufacturing sector globally

Standard ofiving improves in the country

Make in India supports small scale industries which lead to a possibility of development in

other areas along with manufacturing se atoimdia

T I'tds a good s i gmionédperdentagds efy-Dldnlvariaus segtorsrand also
restrictions of FDI in some sectors

1 It takes time to transform India into global manufacturing hub if lag in implementation of

Make in India initiative

V1. SUGGESTIONS
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1 Reforms in this initiativeare ought to be executed to gain good will of countries globally on

manufacturing sector of India.

1 100% Foreign Direct Investment in some sectors may lead to negative consequences as the
investor holds complete authority on the unit established
Make in Irdia campaign should be continued irrespective of Indian Governments in future
Government of India should heed to the environment issues in Make in India initiative

Transparency in creating the business with foreign investors.

VII. CONCLUSION

This initiative is an opportunity to the country to not only focus on service sector but also on
manufacturing sector to emerge India as a global competentifacturingcountry. Technology

updates at faster pace than earlier through Make in India campaigra helpful platform for
entrepreneurs and business men and overseas manufacturers to avail and grab the opportunities
available to manufacture their products at lower manufacturing cost and to start companies easily

with the structural and administratiebanges and friendly policies of the government.
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ABSTRACT

The paper mainly concentrates on atrocities which are being committed by the organisation or
individual members working in it. This explores an idea that atrocity is an attack on mundanity
which is cawsing and caused by disturbance of mental states. Generally these atrocities occur in the
organisation may be because of paying less attention on harmonious relations of employees. Atrocity
may be the result of disturbed individual acting alone with a desio disrupt others because of
misconception. This paper focuses to curb violence against employees. This paper tries to analyse
how the organisations try to prevent these atrocities against employees which is causing defamation

and thus securing the orgasation and image building.

Key words:Atrocity, Defamation, sexual harassment, campaign, gender discrimination.

l. INTRODUCTION

Atrocity is one of the major problems the organisation is facing not only in India but also in all parts of
globe. The atrocite against women may be highly influenced by observity depicted in the
media/cinema. Women today have proved themselves in almost every field of life affirming that they
are no less than men. The reports of violence against them are much larger in nambgaiist men
(A.M.Sharma 19 edition 2008). Even after India gained independence, gender discrimination has not
changed. Women are still looked down upon as weaker sex and lagging behind in various areas due
the prevailing social stigmas. Though matys are implemented against atrocity, unfortunately these
crimes continue to happen all too often.
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Il. CAUSES OF ATROCITY

Atrocity is, above all, a manifestation of power relatibnsomen are much more likely to be victims
precisely because they moraeof than men lack power, are in more vulnerable and insecure positions,
lack self confidence, or have been socialized to suffer in silelmcerder to understand why women

endure the vast majority. It is important to look at some of the underlying aafu$es phenomenon.

. MALE SELF PERCEPTION

The relationship between the sexes in many countries around the world includes a considerable amol

of violence against women.

Violence by men against women exists in the workplace, as it does in other sefngs. scholars,

such as Susan Faludi, the authoBatklash: the Undeclared War against American Wagrseiggest

that male hostility toward women in the workplace is closely connected to male attitudes about the
Aproper o role G&Urhveywso mamanda peccepyion of mascu
for exampl e, i ndicate that t he leading defin
fami My. oFaludi concludes that some men pagace.i
threat to their traditional roleThus, sexual harassment is a form of violence perceived as self

protection.

The problem of sexual harassment relates to the roles which are attributed to men and women in soc

and economic life, which, inturn,@érct | y or indirectly, affects w
IV.  DISCRIMINATION AS A FORM OF WORK PLACE CONTROL

Catherine MacKinnon, author 8exual Harassment of Working Women(197@3s the first
legal scholar to draw attention to the connectionwbehsex discriminatiomnd sexual

harassment:

... [WJomen tend to be in lowanking positions, dependant upon the approval and goodwill of

male [superiors] for hiring, retention and advancemenind@at the mercy of male superiors


http://www1.umn.edu/humanrts/svaw/index.htm
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adds direct economic clout to male secual demands.... It also deprives women of material

security and independence which could help make resistance to unreasonable job pressures

practical...

... [S]exual harassment of wem can occur largely because women occupy inferior job positions

and job roles; at the same time, sexual harassment works to keep women in such positions.

If sex discrimination forces women into lowpaying jobs, sexual harassment helps keep them

there. This may not be the intention of the harasser in every instance, but it is often the effect.

Seen in this context, male workers who harass a woman on the job are doing more than annoying
her. They are reminding her of her vulnerability, creating tensidiad make her job more
difficult and making her hesitant to seek higher paying jobs where she may perceive the tension
as even greatern short, sexual harassment creates a climate of intimidation and repre&sion.
woman who is the target of sexual lesment often goes through the same process of
victimization as one who has suffered rape, battering or other gezldégd crimesfrequently

blaming herself and doubting her own setirth.

\Y HOW ATROCITY DISTURBS WORKPLACE
1. Increased absenteeism due toiatyx panic attacks, fear, depression, stress atealth.
2 Unaddressed stress can often lead to errors at work, injury, fatigue, illness and disease.
3 Reduced performance and productivity caused by isolation, breakdown in work
relationshipsdistraction and low morale.

Unhappy unmotivated staff.

Increased staff turnover.

4
5
6. Increased management time spent investigating and dealing with complaints.
7 Unhealthy workplace culture and ongoing conflicts.

8 Industrial action.

9 Damaged reputation.

10. Expensivditigation procedures and negative publicity.
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VI. RESEARCH METHODOLOGY

@

The collection of information has been done through secondary sources. The collected data have

undergone statistical process.

Scientific research aims at generating valid knowledge abeubpic

1. To understand the reality of women by discovering and uncovering actual facts of
wo menos lives and the atrocities they
been hidden, inaccessible, suppressed, distorted, misunderstood and ignored.

2. To change present attitudes and values 1in
to one of equal participation in all levels of development.

This study is intended to test

1. Atrocities against women in organisation.

2. Atrocities against womenreinfec wo menés subordinate status

VIl.  STATISTICS

According to the latest data released by National Crimes Records Bureau, India
(NCRB)

AA woman is raped = every 54 minutes
An act of eveteasing = every 51 minutes

One act of criminal offense agatrwomen = every 7 minutes

Table 1 : Incidence of IPC crimes under sexual offences during 2014

s.n | State Rape | Atte | Assault | Insult to | Total % Crime | %to
o] mpt | on the sexual | share | rate total
to women | modesty | offences IPC

rape | with of under cogniz
intent to | women | IPC able

outrage crimes
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her
modesty
1 | Andhra 961 165 | 4547 2649 8322 6.3 32.8 7.3
Pradesh
2 Arunachal | 83 10 121 3 217 0.2 35.5 7.6
Pradesh
Assam 1980 | 227 | 3099 1 5307 4.0 34.2 5.6
4 Bihar 1127 | 484 572 69 2252 1.7 4.6 1.3
Chhattisgan 1436 |21 212 79 3658 2.8 29.0 6.3
h
6 Goa 95 2 202 57 356 0.3 39.3 8.0
7 Gujarat 841 6 1352 173 2372 1.8 8.1 1.8
8 Haryana |1174 |136 | 1688 102 3100 2.3 25.2 3.9
9 Himachal | 283 5 538 60 886 0.7 25.9 6.3
Pradesh
10 | Jammu angd 331 20 1421 237 2009 1.5 34.5 8.4
Kashmir
11 | Jharkhand | 1050 | 208 440 18 1716 1.3 10.7 3.8
12 | Karnataka | 1324 |22 5263 170 6779 5.1 22.4 4.9
13 | Kerala 1347 | 36 4367 257 6007 4.5 33.2 2.9
14 | Madhya 5076 |56 9609 429 15170 11.4 |41.8 5.6
Pradesh
15 | Maharashtr| 3438 | 15 10001 1575 15029 11.3 |26.8 6.0
a
16 | Manipur 75 1 98 0 174 0.1 13.8 4.8
17 | Meghalaya| 118 26 105 54 303 0.2 22.5 8.2
18 | Mizoram | 120 1 97 29 247 0.2 48.8 11.5
19 | Nagaland | 30 3 16 1 50 0.0 4.5 4.3
20 | Odisha 1978 |33 5543 379 7933 6.0 38.2 10.6







