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Editorial

DearValued Researchers and Readers,
To begin with, wish you a fabulous and successful 2013.

This year marks the success of oI
held in January 2013. As envisaged, the conference emerged as a con
researchers across management domains. Diverse researchers from §
Finance, Human Resoes¢ Information Technology and General Manage:

presented their papers based on theird@emyed research and expertise.

The key note speaker, Ms. Shonali Ghosh, Executive Director, Client S¢

AC Nielsen, graced the conference with her insightful addressal.

The Valedictory Session of the conference was chaired by Chief Guest
Bhushan, Senior Advisor, IBS and Banesh Shermon, Partner & Cour
Headd KPMG as the Guest Honor.

This issue of Management Vision is dedicated to all our researchers who

presented have enriched us immensely.

We sincerely hope Management Vision leaves an imprint inagemiacanc

professional journey.

Our quest for research does not stop here; we continue to strive tg
Management Vision, an amalgamation of researchers across Manageme

So we look forward to your new path breaking research papers.
Regard

Dr. Kalim Khan
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Cloud Computing in Education - Opportunities and Challenges

Mr. Sanjay P. Gupta

Abstract

Students today are increasingly, demanding more out of technology for all their academic needs. 1
have to offer more technologically to their

but also to prepane fitvethe demands of the workplace tomorrow. At the same time, education institt
under increasing pressure to deliver more for less, and they need to find ways to offer rich, afforc

tools.

Cloud computing can help provinld tbhosei so n s . | t ds af locatedyustralbout o f ¢
anywhére¢hat can be shared. Both public and private institutions can use the cloud to deliver better
as they work with fewer resources. By sharing IT servibesedutiaiatourdtitution can outsource

noncore services and better concentrate on offering students, faculty, and staff the essential tc

succeed.
This article will highlight the significance of cloud computing in the field of education.

Key Words.Cloud computing, Edyd2¢ioefits, Challenges

1.0 Introduction

Cloud computing has the potential to transform a large part of the industry, including education
sector, making software even more attractive as a service and changing thardvagréTis

designed and purchased. Cloud computing refers to both the applications delivered as services
over the Internet and the hardware and systems software in the data centers that provide those
services. Cloud computing is dynamically scalableati&duindustry can draw as much
computing power as is necessary on an hourly basis. As demand from internal users or external
customers grows and shrinks, the necessary computer, storage and network capacity can be
added or subtracted on an hourly b&&ist service providers leave this provisioning up to the
customer. The resources can be purchased with operational funds, rather than as a capital

1 Research Schok&shri Jagdishprasad Jhabarmal Tibrewala Unj\samsjaygupta@rmi.rizvi.edu.in
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expenditure. Many IT departments face a long approval process for capital funding, in addition

to the wait fo equipment delivery and installation.

There are two basic types of cloud infrastructures: internal and external. In an internal cloud,
servers, software resources, and IT expertise are used inside the school system to build a scalable
infrastructure thamneets cloud computing requirements. In an external cloud, service providers
sell ondemand, shared services to a school. IT support, services, and expertise are included in

the package; the school needs to run only the provided applications and services.

Yystem administrators can bring new services and computing capacity online quickly while
managing costs as operational expenses. By allowing IT to respond quickly to changes, cloud
computing helps administrators manage risks, peak demand,-tarchi@tegning needs. With

cloud computing as part of your IT strategy, you can increase your data capacity without
compromising security or requiring your school, college, or university to make heavy
infrastructure investmeinitall while helping to lower your tatalkst of ownership. The trick is

to find the right balance of qmemise and cloud services for your education institution.

Users accessing
web-based
software

Users renting
virtual servers

A4

Software asa Service

__Y___

I Eg. Amazon Web |
Services |

|MAN AGEMENT LAYER
I

VIRTUALIZATION LAYER

HARDWARE LAYER

Figurel - A simple layers model of the cloud (based on Naone, 2009a)
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2.0 Objectives
The main objectives this article are as follows:

1 To describe the concept and implications of cloud computing.
1 To show possible benefits of cloud computing in education.

1 Cloud adoption strategy for higher education

1 Risks and barriers

3.0 Research Methodology

Type of Research
Exploratory

Scope & Limitations of Research
The study is limited to Higher Education.
Other organizations are beyond the ambit of this research.

Research Design
Case Study

Type of Data used
Secondary data

Sources of Secondary data
Researh Journal€Company Websiteg®nline Data Sourcesc.

Approach: Various secondary data sources were tapped to gather information on way Cloud
computing has impacted organization on various parameters viz. costs, security, resource usage,
organizationalldxibility. The information collated from different sources is presented in the

form of 2 case studies pertaining to 2 educational universities.

Type of Data Analysis
Qualitative
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4.0 Concept of Cloud Computing

As defined byohn Powtie cloud can beedcribed as eslemand computing, for anyone with
a network connection. It allows access to applications and data from anywhere, at anytime, from

any device.
Durkee Dasgeecifies followingssential characterisbé€loud computing

On-demand accedRapid fulfilmenbf demand for computing amdntinuing ability to fulfill

that demands required.

Elasticity Computing is providedh the amount required and disposédvhen no longer

needed.
Payperuse Much like a utilitygloud resource charges are baseldeoguantity used.

ConnectivityAll of the servers amnnected to a higdpeed networthat allows data to flow
to the Internetis well as between computing and stefageents.

Resource pooling he c¢cl oud provider ds gs$omdnuabetofendt ur e

customers, providirgconomies of scale at the compuding services layers

Abstracted infrastructuréhe cloudend customer does not know the ebation or the type
of compute(s) their applications are running on. Insteih@, cloud provider provides

performancenetrics to guarantee a minimpenformance level.

4.1  Service Models
Cloud is divided into three basic semiodels. Each model addressgsegific business need.

Infrastructure as a Service (laaS)

As described biMargaret Rqub®rastructure as a Service is a provision model in which an
organization outsources the equipment used to support operations, including storage, hardware,
servers and networking componenibe service provider owns the equipment and is

responsible for housing, running and maintaining it. The client typically paysuse aams.

Platform as a Service (PaaS)

Platform as a Service is a category of cloud computing that provides agpldteammronment

to allow developers to build applications and services over the Platioem as a Service

allows users to create software applications using tools supplied by the provider. PaaS services
can consist of preconfigured features thabmess can subscribe to; they can choose to include

the features that meet their requirements while discarding those that do not.
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Software as a Service (SaaS)

Software as a Service refers to software that is accessed via a web browser and is paid on a
subscription basis (monthly or yearly). It is different from the traditional model where a
customer buys a license to software and assumes ownership for its maintenance and installation,
SaaS presents significant advantages to the customerfaSta8nik acost effectivavay to

implement a software solution. There are no hardware, implementation or acquisition costs
involved to run the application from the customer's side. It is the responsibility of the SaaS

vendor to manage and run the applicationutitiost securityperformance and reliability.

5.0 Benefits of Cloud Computing in Education

In the higher educational system, the gubatntagthat Cloud Computingffersis the shared
management resources. Either by running these management systems on a Cloud based
infrastructure or byopting for SaaSbased applicationshe institutescan maximize their
efficiency while keeping the costs low. The basic philosophy beldddcatipnal institutias

learning and experimentateomd in order to achieve the samis,anly natural thaheywould

want to experiment with differekinds of applications and platforms. Under the traditional
software system, this is expensive and difficult to implement. Cloud Computing offers greater
flexibility to experiment with newerphpatiors and platforms. The low cost of Cloud
Computingmakes it an ideal candidetehe field ofeducation across many counti@&sud
computing allows for cesind energgfficient centralization sthool infrastructures. It takes
advantage of sar capabilities to adjust allocatiased on demaiidall invisible to teachers

and students.

Along with the greater control for IT comes increased flexibility for teachers. They can select
from the entire pool of available applications those whictobggement their curriculum and
students at any given time. The wide range of Inbersed software and tools can also be

quickly and easily served by the cloud.
5.1 Cloud Adoption Strategy for Higher Education

As mentioned by Marinela Mircea and AnaaddAndreescu, migrating towards cloud needs a

well defined strategy that supports Cloud Computing capabilities. The success of the strategy
implementation depends on the existence of a saneicted architecture at the level of the
institution that offrs the necessary infrastructure for cloud implementation. Without service
oriented architecture, migrating towards cloud has no sense from the financial point of view

because it leads to high costs with reengineering of existent systems. Also, imaweer to
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success, the cloud strategy must be aligned with the university strategy. Starting from the recent
researches related to the transition to Cloud Computing and the experience of universities in

using it, Marinela and Anca have suggested the follogmaging strategy towards cloud:

) Experimenting the
Evaluating the present Cloud Computing

stage of the University Solutions

Developing the
knowledge base about
Cloud Computing

IT needs

Pilot projects
Knowledge
database

Implementation and
management of the
Cloud Computing
Solution

Choosing the
Cloud Cloud COI!IpUtII‘Ig
- solution

Management solution
plan

R~

5.2  Cloud strategy in higher education (based oNlircea, M., Andreescu A.)

1 Developing the knowledge base about Cloud Computing. The first step consists in
developing the knowledge base by participating at seminargnoest discussions
with the service providers and consulting the most recent researches in the field. The
success of the phase depends on the allocation of sufficient resources for research,
for understanding how Cloud Computing functions in differegan@ational
structures from universities and between institutions, the benefits and risks, policies

and the best usage practices of Cloud Computing.

1 Evaluating the present stage of the institute from the point of view of the IT needs,
structure and usagé.he f i r st step consists i n un
infrastructure. The service oriented architecture represents the base for
understanding the data, services, processes and applications that may be migrated or
need to be maintained within thdiinte, so as to observe the security policy. With
respect to the IT needs, their structure and usage, the analysis may start from the
categories of users who interact with the present IT infrastructure and their

necessities.
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’ 4 N
Students )— Lecturers
L%
4 ™\
Administrative %‘ )
IT Services
Staff Department
j Researchers
Developers
. S/

Users of IT services tmgher education (based on Mircea, M., Andreescu A.)

The Cloud Computing solution will allonatbcategories of users access to storeckdihesl,
database and other applications faoywhere at requesthich leads to a more efficient use of
informaion. The hardwarand software needs shall then be analy@®adthe perspective of

the three cloudhodelsas follows:

Students Lecturers

Administrative
Staff

Researchers

( Developers

Users of cloud based IT services in higher education (based on Mircea, M., Andreescu A.)

By using a cloud modéee studentsbtain tle advantage of working aodmmunicating in the
educationaénvironment without taking into accoapace and time. The teaching sgfefffthe
benefitin preparing their presentationsledsons, conferences, articles, study mateandls,
evaluation and amagement of the resuResearchers will benefit from the advarthigsing
the latest technologiexperimenting the results amnmunication, while paying for using this
servicesSystem administrators obtg@neral processing, storage, databasegement and

other resources aagplications through the network.
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The rest ofthe administrative staff will benefit freervices and infrastructure 24ffom

everywhere at low costs.

1 The transition to cloud may be achieved gradually, starting friom degtlot
project in cloud and then externalizing the applications chosen for cloud. The
maintenance of low costs for using the solution must be permanently taken into
account.

1 In order to choose the cloud computing solution, identify the data anatiapglic
functions and main processes within the institute.

1 The solution implementation may be done in iterative phases, through a continuous
transition of the data, services and processes towards cloud, with the eventual return

from cloud to operationstarnally hosted.

6.0 Risks and Barriers

As specified byohn Powgktting infinite osdemand computing resources at low cost is not an
easy task. There are downsides to the cloud, and they are partially due to the nature of the cloud
market and its development. There are no well defined standards specified in aibindg.comp
It also means there is a stream of new entrants into the industry, each trying to gain some market

power.

The lack of market standards leads to issues to do with &k thus lack of transferability
within the cloud. As Naone (2009) notesy aftenmitting to a particular cloud provider, an
organisation is locked in to that provider. This is not a contractdal lbatka logistical one.
Getting data out and moved to a different cloud provider is difficult. Thus, there are switching

costs if tle cloud provider is changed.

The issue of loek also reflects concerns about reliability. There have been several high profile
failures of cloud access, though usually temporary. Armbrust et al (2009) identify four service
failures between Amazon and @lean 2008, ranging from 1.5 to 8 hours. So, typically this may

be hours rather than days or weeks, but it may still come at just the wrong point.

One of the most surprising limitations of cloud computing is the data transfer costs. This is
raised in thérmbrust et al (2009) article. Essentially, the bandwidth required to move large

amounts of data in and out of the cloud is just not there.
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7.0 Case Study 1

0The Watershed School selects Google -Apps E

edge curriculum 6
Cory Pavicich, Watershed School Case Study
Organization Case

Located in Boulder, Coloradatershed Schoehs founded in 2004 as a cutédge,
experiential middle and high school. Driven by a growing number of researchers who argue that
students lea best when coursework is relevant and instruction is immeFanng

technology solutions to support a Watershed School's unique curriculum is not an easy task.
0 Mo st school ma n a g epmogrants that onainage dhe admigs@mts DRSS
track applicants, handle student progress reports maitak sidministrative functiorere
oriented around a traditional curriculum and
Cory Pavicich, Watershed Schoelsds o0Biutt e onti drh i
software packages there was little room to shift our schedules, alter our calendars, or collaborate

on assessments. o

The mismatch came to a head less than 48 hours befdermmaksessments in 20886.
Pavicichdescribedthree months of implementation latérweir expensive, new commercial

system did not work.
7.1  Cloud Solution

Pavicich built a temporary solution through Google Docs, aavearkd that he expected

would help them survive through midterfires his surpriseRavicich buiit in just under four

hoursioa system that could do 90% of the ass:
promised, 100% bettero. Asserts Pavicdich, 0
time on our narrative student assessments, conepdesessments into PDF files, and send the
PDF6s directly to the studentds parents vVvi a

with an electronic record of all/l parent comn

Since creating the assessment management system, ghedVaodool has expanded its use of
Google Apps to nearly every aspect of school administration, from course registration to online
homework records; they even created a school intranet. Thus Google Apps became the best

solution for the school.
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8.0 Case &udy 2

0Cl oud curriculum prepares future engineers
Lisa BoeAndersefloud Adopters
Organization Case

Kiel University of Applied Sciences, founded in 1969 in northern Germany, has six faculties and
5,600 students. It has a reputation for innovative degree courses with intensive modularized
learning in small groups, and is known to tailor their curricolomeet industry needsiel

University set out in search of a major IT vendor that was willing to give undergraduates access
to proprietary CRM software, which is found in the Microsoft Dynamics CRM software hosted

in the cloud.
8.1 Cloud Solution

In 2008 the university began considering ways to introduce practical workplace technologies
into the curriculum for mechanical engineering. The Kiel University showed great initiative in
thinking ahead and anticipating trends in the workplace in order to {repene generation

for their future jobs. They considered cloud computing as a key technology trend that will
change the way traditional business operations will be carried out in the future, such as sales
management and procurement. In order to eqeip students with the relevant soft skills
needed in the industry, they decided to integrate the Microsoft Dynamics Customer Relationship
Manager software into their curriculum for mechanical engineering stiilentsitiative

reinforces the need fdre worlds of industry and education to come closer together to answer

the needs of the labour market.

They found the software easy to operate with little maintenance required and its ability to run in
the cloud as well as in a physical environment et®uredsts for utilization. Moreover, using

the Microsoft CRM platform also allowed the university to customize the design of case studies
for their coursework according to their preferences; for instance, having control over results in
assignments sotheu ver sity can award grades dependin
Prof. Dr. Geistaentions that the university is proud of having produced the first generation of
graduates skilled in computerized sales and marketing technigyesamdreent

10
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9.0 Conclusion

Cloud computing implementation has reaped several benefits in higher educational sector. Some

of them are as mentioned below:

1 Easy to operate software application with little maintenance in the form of
operational expenditure and nedbkgtlapital expenditure.

1 Possibility to achieve 100% paperless environment with more than 90% efficiency.

1 Moving from ownership to pay per use model allows expansion or contraction of

resources as and when the need arises.

Despite its critics and drawbacdksseemsthat Cloud Computing is here to stay. Present
economic situation will force more and nwganizations at least to consider adoptahgual
solution. Universities have beguradiere to this initiative and there are pritafs indicate

signifcant decreasing expenses due to the implementation of doldions.

The aim of this article was to identify the particularities of using Cloud Computing within higher
education. Mainly, the risks and benefits of cloud architecture were discussetbahd

adoption strategy recommended for universities.

As IT Managers are asked to do more with less and deliver services to increasingly more
sophisticated and demanding users, efficiency will probably be the biggest driver from the IT
side. IT Managemill need to work with their business owners to determine if the potential

benefits are worth the risk, cost and work involved with movirptadanodel.

11
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An Analytical Study on the correlation between USDINR
Exchange Rate Fluctuations and Indian Stock Market before and

after the Subprime Crisis

Mr. Imran Kazi2

Abstract

This paper investigates the interrelationship between USDINR éxehizlign rateckneharket
performance by checking them for their correlation before and after the Subprime Crisis of 2C
presented in this paper indicates that thoug
to movernanthe equity market the correlation is found to be weak. A fall and rise in the domestic B
Equity Inde& SENSEX, can be associated with a depreciating and appreciating Indian Rupee o
certain extent as domestic buying of Eqettibmdachetital factors also have a strong role to play in tl
performance of the stock market.

Key Words.:USDINR, Bombay Stock Exchange, SENSEX, Subprime Crisis, Fll, FPI, Risk Aversion, Risl
Appetite.

1.0 Introduction

Bombay Stock Exchange is the oldest exchange in Asia, has played a pivotmnarehipre

role in the development of the Indian Capital Market and its index, SENSEX is tracked
worl dwi de. SENSEX i sflcadtcuMar leat thGdblpyytAs lhiez atF
per this methodology, the level of index at any point of time reflects tfledEn@arket value

of 30 component stocks relative to a base period.

Last few years emerged as a booming time for the Indian economy, specially, for the financia
and stock markets. A feglod environment used to prevail in the stock market and-a wide
spread perception was there that buying stocks or investing in Indian market would fetch an

immense return in a short as well as in the long run.

2 Research Scho@&shri Jagdishprasad Jhabarmal Tibrewala Unjwensitkazi@rmi.rizvi.edu.in
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The foreign investent in Indian stock markets was also highly greeted with applause by the
Indian Government resulting in huge foreign investments in the Indian financial market. With
lots of foreign currency flooding the Indian Equity market the Indian rupee alsotegprecia

considerably. The above phenomenon led the SENSEX to the 21000 landmark while USDINR

touched a low of approximately 39.00.

This was immediately followed by the Global Financial Crisis i.e. Subprime Crisis which
commenced with the bankruptcy of the Ww@rnfcial giant, the Lehman Brothers and the US
Insurance giant, the AIG. These two sudden setbacks generated shock waves in the US economy
creating a condition of insecurity in the US market. As a sequel, the US companies that had
invested huge amount ihet Indian market started withdrawing their investments from the
Indian market in order to strengthen their position in the disturbed US market condition. This
led to a windfall in the Indian Equity market and also a fall in the value of India Rupge as fore
Investors turned risk averse due to the global imbalance. From a landmark of 21000, the
SENSEX finally dropped down to touch 8000 after a span of 3 long years (Pal, Satyabrata,
2009).However, the share market again started bouncing back thougly smallvextent

during MarckApril, 2009. From 8000, it started gradually rising and even with the ongoing Euro
zone debt crisis refusing to abate the SENSEX has been trading around the 19000 mark of late
in spite of which the Indian Rupee is strugglinqidrthe 54.50 mark.

USDINR vs. SENSEX

21000
16000 - 56.50

N 5450
17000 IA | 5250
15000 ¥ LS - 50.50
13000 - — - - 48.50

11000 L 7A ______ - 46.50
- 4450
9000 - ! -
- 4250
7000

W - 40.50
5000 . . . - 38.50
19 November 19 November 19 November 19 November 19 November
2004 2006 2008 2010 2012
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2.0 Objectives

1 To study the correlation between the Indian Equity Market and USDINR exchange
rates.

1 To compare the interrelationship between the Indian Equity market and USDINR
exchange rates before and aftersubprime crisis.

3.0 Scope and Limitations of Study

1T The paper would study the Indian equi't
benchmark.

1 The USDINR values considered are the daily closing value as recorded at 5.00 pm
where as the corresponding SENSEKies for the respective day are the values

recorded at 3.30 pm when the domestic equity market closes.

1 The data under consideration to assess the correlation is approximately for the last 8

years 4 years each for the pre and post subprime period.

1 The sudy only intends to check the strength of correlation and coefficient of
determination between Indian Equity market and USDINR exchange rates and

excludes the establishment of a regression equation.

4.0 Literature Review

| ndi ads cur r e nstconstantty ithessed regativa trenceraniragd@ra¥o of

GDP in 2004 t033.3% in 2009 due to widening expogbort growth in the last ten years.

While the current account deficit kept on increasing for the last ten years, the capital account has
showna mixed trend making the exchange rate more volatile. It is noticeable that the capital
account recorded a mixed growth trend ranging from 0.6 to 8.8% of GDP and currently stood at
5.5%. Huge influx or mass exit, both directly distort the supply and diynandcs of

currency market. However, the expansion of trade deficit is partially offset by net capital flows.
Particularly, in both the accounts, the dollar has become the chief contagion source due to the
highest number of FlIs of US origin, followedElyo zone. This lends a strong support to the

fact that exposure of currency transmitted to India via current and capital accounts has an
important role in changing the supply and demand of currency, which in turn may affect equity
indices, industries éirms depending on their exposure level to the currency as suggested by
Kumar S. (2012).

15
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The contagion linkages between forex market and stock market have been the focus area of
research in recent times. Caaffect and transmission relationship betweesettwo markets

has gained significant importance with the advent of globalization, financial market deregulation
and opening up of the economy.

Badhani (2005) examines the relationship among stock pricesjpislaxchange rate and net

Fll investmenhin India and reveals a letegm relationship between FlI capital flow and stock
prices and exchange rate. However, the study does not conclude upon any longterm relationship
between exchange rate and stock prices. Continuing the study further, Raimkexr(2008)

analyze the relationship and its predictive capabilities among exchange rate, Fll and stock index;
the study reveals no existence of-tongpositive correlation between exchange rate and stock

index except for the years 2002 and 2005.

Also, the study by Mishra and Niranjan (2007) suggests that both the markets move in tandem
with each other and there is a long run relationship between these two markets. Golaka and
Samanta (2003) studied the causal relationship between stock markatriiter market in

India and find that causal link is generally absent for a longer period. Ray (2008) investigates the
relationship between the exchange rates, stock prices, and select macroeconomic variables such
as output, money supply and FllIs foedqa that corresponds to the post reform era of India.

The results of the study suggest that in the long run, the exchange rates are positively related to
stock prices and money supply, and negatively related to output and foreign institutional

investmert.

5.0 Research Methodology

Dataset

The daily SENSEX closing values (i.e., the SENSEX figure when the market closes at 3:30 PM
every weekday Monday to Fridayand the daily USDINR closing val(ies., theUSDINR

figure when the market close$.@0PM every weekdayMonday to Friday) during the period
commencing from th&d" November 2004nd ending with thed" Novemberhave been used

in order to understand the variation in Hogliity and Foreign Exchangearket.The data was
obtained fbstem RBI &8s we

Other Secondary data gathered from internet, journals and periodicals, etc.
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Research Design

Quantitative Descriptive Cressctional

The research intends to collect

and analyze

the correlatiorbetween the Indian Equity Market and USDINR exchange rates and also to

compare the interrelationship between the Indian Equity market and USDINR exchange rates

before and after the Subprime Crisis. It is temporal in nature and conducted usiectiansub

of the total available data points.
Data Analysis and Findings

Pearsonodts r (R)

tell s us about

i'sS a measur e

the strength

somewhat similar to the formula for the slope (b). It is as follows:

ZXY— ECX)Y)

VX2 (LX) ny/3YE - (Y)?n

of

c officiert/IRat i on;

of rel ads omshsp

R value of around 0.8 or more indicates that the two variables are fairly highly associated. If we

square r, we get the ffogent of determination i.esquare, which tellss how much of the

variance i n 6YO
predi ctability of

i's explained

by

0Yd with respect

6 X0. Thus

~

to 6X0.

The findings regarding interrelationship between USDINR and SENSEX is given below:

Period R R-Square
Total 19th Nov 0430th Nov 12 0.0891| 0.0079
Pre- Subprime period 19th Nov 0415th Sep 08 -0.6741| 0.4544
Post- Subprime period 19th Sep 680th Nov 12 -0.2311| 0.0534
2 phases of high correlati Jul;z%b;é Nsa\é%r:r?]ir) o -0.8637| 0.7459
coeffic?ent and _ h_ig b 05 Sept 11
coefficient of determinatio l(:F?ost Subprime) .0.8696! 0.7563
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6.0 Conclusion

The data findings suggest that USDINR and SENSEX markets move in tandem with each other
in phases but the causal link is generally absent for a longer period. Also, as expected, at times
when the correlation is strong it is negative as a higher USDINBrrasponds to a fall in

Equity and vice versa. The results of the study suggest that in the long run, the exchange rates
lose the correlation due to the impact of many other fundamental factors on the Exchange rate.
Also, the correlation is high durihg period when the Equity market has higher concentration

of transactions by foreign players, whereas at times when the domestic players are driving the

market this correlation is lost.

The correlation is considerably higher in thesydsprime crisis ems compared to the post
subprime crisis era. This explains that the movement in USDINR after the onset of the subprime
crisis has been more so because of fundamental factors other than investment in the Indian

Equity market.
Scope for future research

Shorter periods can be selected on the basis of the impending event risk to find the
corresponding correlation. Also various factors impacting the change in correlation at various

points of times can be studied in detail.
Regr essi on an aeld,yhs leavesa acepe fdrtfurtieeostudyu ¢ t

The impact of other fundamental factors on the USDINR rates during period of low correlation
can be studied.
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Analysing the influencing occasions which decide the Shopping

Patterns of consumers in Apparel category in Organized Retalil

Mr. Furgan Shaikh?
Mr. Sameer Charania

Abstract

This paper focusesdmrstanding the basis on which the consumer decides their purchase. It makes
to understand the factors influencing the purchase patterns of the apparels in the organized retail
different kinds of shoppers & every @seapuliffeasnt times based on their needs or occasions. S
shoppers purchase during festival season, some purchase during sales promotional schemes, son

the products irrespective of any schemes or discounts.

This paper makes anpatiemeview the contributing factors that influences him/her to purchase pro

apparel category

Key Words.Apparel, Organized Retail, Sales Promotion, Festivals, Loyalty Programs

1.0 Introduction

The Indian apparel industry in retail is growipmgllya The retail sector is the second largest
employer after agriculture in the country and also the second largest untapped market after
China. Indian retail industry is the fifth largest in the world, with a size of $353bn and is growing
at 12% per anmo. The overall size of the textile and apparel industry in India is currently
estimated at $70bn and is expected to grow to $220bn by 2020 with a CAGR of 11%. Currently,
menswear is the biggest segment of the domestic apparel market with 43% shatiad piethe t

whil e womends wear constitutes 38%.

Upsurging consumerism, changing lifestyle, increasing access to information and ever improving
technology, made the last decade observe an enormous development in the retail sector. Over

the past couple of yedtsere have been sweeping changes in the general retailing business,

3 Research Scho@&shri Jagdishprasad Jhabarmal Tibrewala Unjehiisifiiyrqan@gmail.com
4 Research Scho@&sShri Jagdishprasad Jhabarmal Tibrewala Unjeamsiger _charania@yahoo.com
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mainly in apparel retailing which was once strictly atoradier market for clothing has

changed to a reattywear market.

Big players like Tata, Raheja, Biyani, etc have intehsifteinpetition with their professional
retail chains |ike Westside, Shopperds Stop
looked upon as a major supplier of high quality fashion apparels and Indian apparels have come
to be appreciated inajor markets internationally. This has prompted many international brands

to enter the Indian apparel industry, giving rise to stiff competition in the apparel market. This
has only given the customer more choices to choose from and given them thehaogainto

for their choices. The Indian market is well known for its diversities in terms of demographic,
economic, social and cultural variables. Understanding the requirements of the different
segments of the market is imperative and obviously importdhe fsuccess of any market.

And as a result the apparel market has seen a rise in a number of means adopted by the players
in the market for attracting customers towards their respective brands. Many of these are often
scheduled periodically around dooassuch as regional festivals, new years, a major event; or

sometimes even around the year to attract customers around the year.

The study will make attempts to identify the importance of various occasions like festive seasons,
sales promotions and ldyaprograms to customers for making purchases of apparels in the
organized retail setup. Also the study will identify effect of these occasions on the purchasing

patterns of customers, by influencing them to make multiple purchases in a year.

2.0 Objectives

1 Understanding influence of factors (Festivals, Sales Promotions and Loyalty
programs) on purchasing pattern of consumers in the context of buying Apparels in
organized retail;

1 Assessment of comparative importance of each factor to the consumers in the

context of buying Apparels in organized retails.

3.0 Research Question

Are shopping patterns of consumers influenced by factors such as festive season, sales

promotional schemes and loyalty programs?
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4.0 Review of Literature

We have come across the numbeistudies done at national and international level on

behavioral aspect of consumers in the context of retail marketing.

The Indian market is well known for its diversities in terms of demographic, economic, social
and cultural variables. Understanthiegequirements of the different segments of the market is
imperative and obviously important for the success of any market. Age, Gender, Family Size,
Income Status, Marital Status, Occupation, etc. are some factors that influence the strategies
(Majumdar, 2010.

With the emergence of big players such as Bharati, Reliance, Future group and others, the retall
sector is facing stiff competition, both in terms of product and service mix. Each and every
organized retailer is under threshold pressure tdhafiebest to customers. Retailers may carry

the best product mix, but they may not be able to reach the possible sales levels if promotions
are not conceptualized and implemented aggresShaaradi & Kokatnur, 2011

The importance of sales promotiogisort term activities which induces trade or consumer to
buy now rather than in future as the value of apparel after the season, goes down substantially
and inventory carrying burden turns out to be very high. Apparel retailer needs to understand

critical role of sales promotions. Attractive promotions induces purchase acceleration, stock

piling and brand switching on the part of
financi al and inventory risk ansk{{VyaspRreetamer 0 s
2007.

The Marketing mix for retail stores includes products, pricing, placement, promotion, process,
people and physical evidence. The el ements o
first as to what hese@spects. Al depastnzests, gramotiorgl tools usdd,
merchandise brands and such factors were examined to understand the integrated strategy being
used by 6Coupond. Many specific examples of
6 C o u mdudes photographs and liSlk€khar, Dr. S., 20)1

The most important factors having a very strong positive effect on the buying behaviour of
customers in the organised sector are Pricing and Schemes/ offers. These are followed by
Quality, Income and &&e. Other factors are social status, lifestyle, references and
convenience. The most important factor in the unorganised sector is convenience. This is
followed by Income, References, Schemes/ Offers. Other factors are pricing, social status,
lifestyleand serviceMisra, 2011
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Priceval ue equation has emerged as the most Im
behavior and deci sions. Greed and compari so
another important factor for the customer buylegisions. Another important factor that
influences quick purchases is the fear of any opportunity lost. All these three factors have a
positive effect on the buying decisions on the cust{Paghsk & Tripathi, 2009

In a bid to strengthen relationshipth their customers marketers are showing renewed interest

in customer loyalty programs. But how effective are these programs? Siriisamgtizeir

current popularifyt he evi dence iis equivocal. Research
establisheg@ompetitive markets suggests that in many cases it is hard to obtain exceptional
advantages through the launch of a loyalty program. Also, competitive forces tend quickly to

erode any differential gaib®ling & Uncles, 1997.

The contest and offers dugi the festival season by theses big giants varies like air tickets,
gadgets, jewelry, chocolates. The offers from air services like Singapore airlines and number of
tourism development agencies like from other countries give a new face to the &stival sea

India. The shopping during festival season like Onam, Diwali will be really a true experience with
'special of year' products. The sales during valentine's day in 2007 itself is around 15 percent
more than during Diwali season in these Shoppe iarekiected to increase by280percent

in coming year. These figures show the considerable influence of these retail outlets to bring
more and more fun days to Indian socktgdjith, A. & Dr. Raj., 200y

5.0 Research Methodology

A survey was condect with the help of structured questionnaire. 30 respondents were selected
who purchased apparels from organised retail outlets. The respondents were asked questions so
as to understand various factors which influence their shopping patterns for apparels i

organized retail sector.
Type of Sampling : Stratified Random Sampling

Research Tool : Structured Questionnaire
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6.0 Data Analysis

6.1 Importance of Festive Occasions on Purchase Behaviour

Festivals

4

m Unimportant
H Less Important
m Neutral Important

H Important

m Very Important

Importance of Festive Occasions on purchase behaviour

It is noted that majority of respondents shop for apparels during festival season like Diwali, Eid,
Christmas, etc. Approximately 67% of respondents shop at the time of festival occasions.

6.2 Importance of Sales Promotions on Purchase Behaviour

Sales Promotions

5 0 3

m Unimportant
B Less Important
= Neutral Important

B Important

m Very Important

18

Importance of Sales Promotions on purchasehavior

It is observed that approximately 76% of the respondents place high importance to Sales
Promotion schemes like quantity discount (buy 1 get 1 free) or cash discount (20% off) etc.
These respondents preést purchasing products when these outlets came up with sales

promotion offers.
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6.3 Importance of Loyalty Programs on purchase behaviour

Loyalty Programs

3 1

m Unimportant

H Less Important
Neutral Important

H Important

m Very Important

Importance of Loyalty Programs on purchabehavior

Loyalty programs are not of that much importance as compasatestpromotional schemes

& festival as an occasion. Every retail organization has their loyalty program which is not much
differentiated in terms of offering unique value to the customer. Also the excitement level is high
when the customer is purchadimgany festival & also excited when a retailer comes up with a
sales promotion strategy, unlike loyalty programs which are ongoing and are not as exciting as
the other two factors. Approximately only 34% of respondents consider loyalty program as an

impottant factor as a reason for purchase.

6.4 Influence of Festive occasions on Frequency of purchase

Festivals

m Maximum Once a year
m Twice a year

3 times or more

Influence of Festive occasions on Frequency of purchase
It is been observed that festivals influence the customers to shop more and in some case even
twice thrice and even more times in a year. Consumerism has influenced consumers making

multiple purchases for all festivals
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6.5 Influence of Sales Promotions on Frequency of purchase

16

Sales Promotions

2
\ ® Maximum Once a year

m Twice a year

3 times or more

It can be notedhat sales promotion has a positive influence on customers & the frequency of

purchase is directly proportional to the promotional schemes by the retail outlets.

Influence of Sales Promotions on Frequency of purchase

6.6 Influence of Loyalty Programs on Frequency of purchase

1
12 \ m Maximum Once a year
m Twice a year
17
3 times or more

Loyalty Programs

Loyalty programs are not that influential as compared to other factors like sales promotion as

festivals. It can be concluded that influence of loyalty programs does not enhance the

respondent ds fr equencystend to shbpofgr maximgm cnce inrao s t

year.

Influence of Loyalty Programs dfrequency of purchase
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7.0 Major Findings & Recommendations

T

It can be analyzed that customers make purchases at different occasions. Festival
season | i ke Diwal i, Ei d, Christmas incr
frequency of purchase increases during festival season.

Most customers prefer to purchase apparels at the time when retail outlets come up
with sales promotional schemes. Customers prefer sales promotional schemes like
buy 1 get 1 free, 20% off. Customers gét influenced by end of season sale as it
provides value to customers in terms of products at lesser price. The schemes
influence consumers to even make multiple purchases in a year

Today every organized retail organization has a loyalty progranexitetiee of

loyalty programs is appreciated but it is not an influencing criterion for customers to
actually influence their purchase decision as compared to sales promotion & festivals

as a purchase occasion.

8.0 Conclusion

It can be concluded thatistomers shopping patterns in apparel category in organized retail

sector is influenced by occasions like festivals & sales promotion schemes. In India, customers

are price conscious and are highly influenced by sales promotional schemes.

India is a couny with maximum religions and there is an emotional connect that the customer

has with respect to festivals. People in India normally make their purchase during festival season

as festivals are considered an auspicious occasion to make any kind sf purchase
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Appendix
Questionnaire

Attached

Shopping Patterns of consumiens Appar el

herewith i s

survey on

category 1in

0OAnal ysin
Organi ze

Please provide with your valuable inputs that helps me in my Research.

Name
Age Group 3150
Gender Eemale

1 Rate the followingpccasions that influence your purchase with respect to their

importance as a reason for purchase on a rating scdle (&f Unimportant & 5

Very Important)

ICr)lglcjsgigirTg Unimportant Imlﬁgftzmt Iml\rl)%l:;[;ilce Important Imggrrtyant
Fesivals 1 2 3 4 5
Sales Promotions 2 3 4 5
Loyalty Programs 2 3 4 5

1 How frequently in a year do you purchase apparels with respect to the following

occasions (Select the appropriate choice)

Influencing Occasion

Once a year

Twice a yeal

3 or morgimes in year,

Festivals

Sales Promotions

Loyalty Programs
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Path to Inclusive Growthin India through Islamic Finance

Mr. Umar Faroocp

Abstract
olndia has the potenti al of e me rfayqunalde claangs i g n i
in the regulatory environment and increas

- Grail Research

India is an emerging economy and is today a global phenomenon; Indians are to be reckoned witt
to create sustinbbsiness platforms. However, India is still lagging behind and is unable to ha
potential. GDP growth rate is not showing any sign of improvement and is in the 5% range sinc
guarters. This paper attempts to understand fibregietetiieautsl provide a platform that will enable

India to achieve inclusive growth through Islamic Finance.

0The ethical principles on which I slamic fi.

spirit which should markiewvesyfi ci al ser vi ceod.
- The Vaticands official ne

Key Words: Islamic Finance, Public Finance, Financial Inclusion, Inclusive Growth, Financial Inno\

Infrastructure Development, Poverty Alleviation

1.0 Introduction

Notwithsae ndi ng I ndiads seemingly |l inear growth
number of the poor living below poverty line (BPL) has increased. Household income has
declined while corporate income has consistently headed north. The fruits ofingtbisth,

manner seem to have favoured the corporate sector more than vast sections of the population.
Today when we are talking about8%% gr owt h, more than 860 mi
Indians are only earning Rs 20 a day. What exactly we are seeiigoday ds soci et

super rich and then there are the super poor. There are oceans of poverty and islands of

5 Research Scho@&shri Jagdishasad Jhabarmal Tibrewala Universibarfaroog@rmi.rizvi.edu.in
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prosperity. An astounding fact of this is that the twenty richest Indians earn as much as what 30
crore poorest Indians are earning

0 Ipdverty persists, the poorer, including sections of minorities could become a national economic
of actually participating and contributing to the development process, they will start acting as reta

devel opment processao.
-Wgahat Habibullah, Chairman, National Commission for Minorities (NCM)

A financial system that can help in justifiable redistribution of wealth in the society has become
the need of the hour. So, if we want justice and equity, Islamic Finance can batiae aker

its core principle is sharing of profit and loss. One of the most important characteristics is, that
the distribution of wealth should be just and fair and it should percolate from top to the bottom,
from bottom to the top, so that it may notulate only amongst the rich. Thus, it can help in
achieving the objectives of financial inclusion to reform the lives of the minority communities by

eliminating barriers.

2.0 Obijectives

1 To understand the current state of the Indian Economy and itagdslie attain
growth

1 To understand the importance of achieving inclusive growth

1 To understand the challenges in meeting the development requirements through
infrastructure and a sustainable platform for long term growth

1 To understand the potential ré¢damic Finance can play in inclusive growth and

poverty alleviation in the Indian context

3.0 Research Approach

A secondary data survey was conducted wherein various sources viz. Finance Ministry reports,
Planning Commission reports, various commitamraendations (Sachar, Raguram Rajan,
amongst other noteworthy economists), publications from research and consulting organisations,
report of minority commission, Online Databases, research papers, newspaper articles, etc. are
tapped in to understand tipeesent scenario of Indian Economy and the role that Islamic

Finance can play in countryds onward journey
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4.0 Current State of Indian Economy

As per the latest figures released, Gross Domestic Product (GDP) of India fotehered
September 2012 expanded at the rate of 5.3%. The growth recorded in the preceding quarter
ended June 2012 was 5.4%. These numbers look very proraisiig this GDP growth of

various economies of the world, including the developed niaeodS) UK, Germany, Japan,

etc. But if you compare the GDP growth of June and September 2012 quarter with their
corresponding period of the preceding year, we can witness a sharp decline. The growth
recorded in June and September 2011 quarter waant®%8% respectivel y. I
growth rate fofinancial year 20412 was 6.5%n its midyear economic review, The Ministry

of Finance estimates the financial year281ZDP growth to be approximately in the range of
5.7%- 5.9%. The sharp fall imogvth is attributed to various reasons, prominent ones being,
rising subsidy and import bills, depreciating currency, falling investments (both public and

private) and government deadlock on decision making.

5.0 Growth through Financial Innovation

Innovaton is the mantra for the business and the society to prosper. Business houses and
economies alike will have to innovate in order to progress. An innovation need not necessarily
has to be a radical change or an expensive affair, it can be otherwiseThis Wit is
substantiated by a leading banker and the committee led by our incumbent Chief Economic
Advi sor . Yes Bank MD & CEBRugd mmoegations dqp &imanciali n
| n c | dhewve lwow émall changes in designing the produdsraites offered to the people

at the bottom of the pyramid can go a long way in reducing the financial exclusion of the
population. Similarly, the report of the Committee on Financial Sector Reforms to understand
the emerging challenges in meeting thading needs of the economy in the coming decade is
titl eldndaised Slimardame sGggestp thai there is need for fine tuning and not
completely over hauling the system.

The Committee in its report further states that, an area that fally braetl the ambit of
financial infrastructure for inclusion is the provision of inteeestbanking. Certain faiths
prohibit the use of financial instruments that pay interest. Tkevaitability of intereftee

banking products (where the returnhe investor is tied to the bearing of risk, in accordance
with the principles of that faith) results in some Indians, including those in the economically

disadvantaged strata of the society, not being able to access banking products and services due ta
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resons of faith. This neavailability also denies India access to substantial sources of savings

from other countries in the region.

While interestree banking is provided in a limited manner throughBdoking Financial
Compani eg and dddpéraligethe Committee recommends that measures be taken to
permit the delivery of interdete finance on a larger scale, including through the banking
system. This is in consonance with the objectives of inclusion and growth through innovation.
The Committedelieves that it would be possible through measures, to create a framework for

such products without any adverse systemic risk impact.

6.0 What is Islamic Finance?

Islamic Finance is a system of finance basddlamic lavwor Shariahlt aims to achieve
economic and social justice in all financial md#iarsic Banking and Finance is more stable
option visavis the conventional system as its fundamentals are not based on interest and
speculation, uncertainty and gambling which are the key ingodédientsurrent turmoil in the

financial markets$n contrast to conventional finance, Islamic finance takes into consideration
the moral consequences of financial transactions. It ensures that financial contracts are fair and
equitable and guarantees thiaancial rewards are correlated with the level of risk and
responsibility borne by all p a r Ethical Einadice ® k a mi ¢
OParticipatory Fingneeofit and Loss Sharing Fmarnotabes$t r e e . Blannciimarce las

emerged as a viable alternative world over after the meltdown of the developed economies post
2008. It is growing annually at a rate of more than 15%. Not only Muslim countries but modern,
secular and industrialized countries like US, UK,ei@ecmany, Japan, Singapore and Hong

Kong have become hub of Islamic finance. Islamic financial institutions are operating in more

than 75 countries and assets under management are approximately US$ 1.5 trillion.

0The count ry segmhalfidanctaleaichitecture, which is budt lort thee real @doriomy an
on the paper economyé.

- R. Vaidyanathan, Prof. of Finance, Indian Institute of Management, Bangalore
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7.0 Capital Requirement for Infrastructure Development

As per the estimatestbe Planning Commission, India requires an investment in excess of USD
One trillion for its infrastructure development in tieFiZe Year plan (2032017), if it wants

the GDP growth to come back te€Q% per annum. The quantum of investment is almost
double of the I Five Year plan which ended in March 2012. A recent report released by
Mc Ki nsey & CompadRoadotwer2 hh7d ndesati mates th
will need investments to the tune of USD 600 billion only to cover upakdopd deficit,

which at present hovers at more than 10% of the requirement. Further, investments in
development of roads, bridges, dams, ports, improvement of railway facilities, etc. will require
huge sums of capital. It will be an uphill task forgthernment to meet the capital
requirements for its infrastructure needs. 1
is making the task of funding infrastructure developments from power stations to railways even
harder. With the outlook fotalpal lending markets still uncertain, part of the solution for India

may lie in finding alternatives to conventional financing. Islamic finance is one such alternative.

A report released from Standard & PongrAsi ad\s
huge I nfrastructure task?56 studies the pote
requirements of Asia. The report points out that Asia is struggling to keep up with the escalating
infrastructur e n e gdpslatianfamid dolel ecormmic growvth.dt fusthemr g i n
says that, infrastructure projects are a logical fit for Islamic finance, which is governed by Shariah
(Islamic Law) and predicated on asaeking and shared business risk. Thebzsdeng nature

of Islamic financing may provide a better funding match for infrastructure projects than
traditional l ender s, such as banks. What 0s
typically have an appetite for longer tenors than bank loans and prefer staieldicaable

cash flovi traits that are typically associated with infrastructure projects.

The Economist Intelligence Unit Report of o
Investment Flowd The Emer gi ng Mar ket Surgeswilldgvei nt s
the global growth in years to come. It saysthattwo r d of t he wor |l dds ecoc
generated by the emerging markets in the next five years. -Gpér&mn Councils (GCC)

exposure to developing markets has increased frora d6@ade ago to 45% at present of its

total investment quantum. It is estimated that GCC has savings of approximately USD 1.5
trillion and it is likely to increase to USD seven trillion by 2020 . It furthers states that, within
emerging markets, China amdlia are focus of GCC. China is preferred for its huge

manufacturing capacity compared to India but India has an edge because its relationship is
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historical, as well as the cultural affinity shared by the region and there are more than six million

Indiansserving in the Gulf.

China is making amendments to its banking and financial laws viz. comprehensive agreements
for the avoidance of double taxation, etc. to attract investments from GCC. India should follow

in the footsteps of China to attract capitaitfogrowing infrastructure needs.

oWhat is mor e, | sl amic Banking is not just f
banking that follows a stringent set of principles, aims to be socially and ethicadlysraggonsible and
transparency and shared risko.

- Islamic Banking: Can you afford to ignore it?, Boston Consulting Group

8.0 Inclusive Growth

OEt hi cal l nvest ment goes on to develop the
people in the communityo.

- D.R. Mehta, FormeZhairmanSEBI& DeputyGovernor, RBI

According to RBId®ds report, Musl ims | ose ar ot
creditdeposit ratio of 47% against national average of 74%. This facerssfurgtantiated by
Justice Rajinder Sachar commi ttee on O0Soci a
Community in Indiabo. The report states that
are only 7.4% whereas, the credit disbursememingaule 0.5% of the total credit disbursed.

With 31% Muslims living under poverty line and 40% Muslim workers as own account workers,
this big deficit can only be covered by Islamic banking.

0The assets controlled by (I ndian) Musl i ms
bulk of money is lying idle, which if invested on profit sharing basis and utilised properly can have
on the Indian economyc sdanking may not be the substitute to the conventional banking but having

by side with the conventional banki ng ma

- RBI Paper

9.0 Poverty Alleviation

In spite of making it mandatory for teading institutions to lend 40% of their total advances
to the priority sector, the access to easy and cheap capital is not available to the most deserving
strata of the society. The current cul ture

basd. Big corporate houses with huge savings also borrow money to reduce their cost of capital
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and that too at a rate which is vewy & compared to the market adstapital. As a result, the

banks are either passing on the cost to other borrowers aade/ ot advancing the capital,

which is leading to paucity of funds in the system. And it becomes a vicious cycle. The irony of
the system is that the loan which genuinely deserves to be restructured (mostly smaller loans) is
not done, whereas the oneiathleast deserves is restructured (primarily bigger loans). In the
wordsof KCChakrabarty, Deputy Governor, Reserve
the Chairman of the bank is restructured, whereas, the loan sanctioned by the bank manager is

notr estructured?d.

Every year we see so many farmers committing suicide because they are unable to repay the
capital borrowed. With each passing day, the interest due on their capital goes on increasing and
there have been cases where interest accrued thandfes capital borrowed. Islamic finance,

which propagates zero interest lending, could help in stemming the suicide crisis.

ol sl amic Banking may be the solution
- Dr. M.S. Swaminathan, Father of the Green Revolution

Anothe major area where Islamic finance will help in poverty alleviation is Public Hreance. T
principles of Islamic Finance will benefit public finance by making it accountable tdseciety.

two key components of the Annual Budget of Government of Indilaar&xpenditure and

Non-Plan Expenditure. Pl&xpenditure is the money which is spent on improving the country

like infrastructure development, social services, science & technology, etc. whd?as, Non
Expenditure i s t he nngthecpunttylike defesse, sybsidied, interest s u ¢
payments on borrowed capital, etc. As per the budget for the yek3,28&2noney spent on
sustenance is almost twice the money spent on development. More than a thiBElar Non
expenditure money israpletely unproductive as it goes towards payment of interest on capital
borrowed. This capital can be productively used towards various development programs for the

upliftment of the masses and eliminating poverty.

ol sl ami ¢ f i nampowrtylli@wsatiopn and pramoting sustamable grédwthlin many count

including the United States, and it is very relevant in our country where 20 million people are s

- Justice Krishna lyer
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10.0 Conclusion

The onset of Islamic Finance in mdill benefit one and all. The implementation will help the
government in achieving its goals of financial inclusion and thus benefiting the country. The
burgeoning inflow of capital from GCC will help to attain the objectived 8#8growth
trajectory through meeting the requirement for infrastructure development as pointed out in the
12th Five Year Plan (2012). The additional inflow of capital will help in improving the
liquidity in the banking domain and at the same time curtail the ratessif ib&hall also help

in optimizing the usage of public finance and make it more accountable to the people of this
nation and its growth and development, specially the lower strata of the society to create
inclusive growth. As it is evident, the ediicevhich Islamic Finance is built takes care of
growth and at the same time captures adverse impact of uncertainty through a robust

mechanism.

37



Management Vision

Bibliography

T

0GCC Trade and InvestmentoHFHitisEmerging Market&urgec onomi ¢ | nt el
Unit Report,The Economist,"9May, 2011.

11" Five Year Plan (2042), Planning Commission, Government of India.

12" Five Year Plan (2017), Planning Commission, Government of India.

A report from Boston Consulting Group titled Islamic Barikidgn You Afford to

Ignore it?, 2008.

A report of SdédWidlalr dl salnadmiPco oFidrsance Pl a\
Asi ads Huge | nfl®@cober,@0dt. ure Needs?6

A report released by the committee headed by Dr. Arjun Sengupta for National
Commission for Enterfses in Unorganised Sector (NCEUS), Ministry of Micro,

Small and Medium Enterprisés,Jaly, 2007

Budget 20123, Speech of Pranab Mukherjee, Minister of Finance, Government of
India, 16 March, 2012.

Chapter 3, Broadening Access to Finance, Pagep@t of the Committee on

Financial Sector Reforms, Hianning CommissipR005.

Conference on Corporate Debt Restructuring, organized by Centrum Fiffance, 11
August, 2012, Mumbai.

Farooq, Umar.,0 Seeki ng Financi al |l ncl usi on T
Opportuniti es Managemert Yisioh,lVel.nNp.e3s Iésue No. 2, July
2012.

Habibullah, Wajahat; Chairman, National Commission for Minorities at Skoch
Conferencé Reachi ng Banki ng an Mumbai, duaen20ll.a | Ser

Institute of Objective Studies, Indoab Economic Cooperation Forum! 14ine,
2008.

Jalan, Bimal; articles.economictimes.indiatimes.com/2108
25/news/27704272_1 cabirsstcretanndustrialishareskchandra

Kapoor, Rand&rugal Innovations for Finawctisi¢iihe Economic Times, dated' 31
May, 2010.

Mid-year economic review, Ministry of Finance, Government of India.

Powering Indi@d Road to 2017, McKinsey & Company.

38



Management Vision

1 Press note on Quarterly Estimates of Gross Domestic Product for the Second
Quarter (Jy-September) of 20418, Central Statistics Office, Ministry of Statistics
and Programme Implementation, Government of India.

1 Press note on Quarterly Estimates of Gross Domestic Product for the First Quarter
(AprikJune) of 20123, Central Statistics @#, Ministry of Statistics and
Programme Implementation, Government of India.

1 Press note on Quarterly Estimates of Gross Domestic Product for the First Quarter
(AprikJune) of 20123, Central Statistics Office, Ministry of Statistics and
Programme Impleemtation, Government of India.

1 Press note on Quarterly Estimates of Gross Domestic Product for the First Quarter
(ApriFJune) of 20123, Central Statistics Office, Ministry of Statistics and
Programme Implementation, Government of India.

1 Press note on Qrtarly Estimates of Gross Domestic Product for the year-(April
March) of 20112, Central Statistics Office, Ministry of Statistics and Programme
Implementation, Government of India.

1 RBI Legal News and Viewslournal Section : Bindu Vasu 2005/v0 10, Nsu&,
April-June 2005

1 Report ofustice Rajinder Sachar Committee on Social, Economic and Educational
Status of Muslim Community in India, page no. 125, November, 2005.

1 Report of the Committee of Financial Sector ReformsPlEmaing Commissipn
2008.

1 Satement on the proclamation to hold an International Seminar in £og!tith
October, 2010.

1 The New Indian Express, Chennai EditidnAgril, 2010, Page No. 5.

The Statesman, Grail Researt#\@ust, 2008.

1 The Vaticands Lodfofsisceiravladidoie ansgitabgnadaredos

March, 2009.

39



Management Vision

Analysing the Impact of Utility and Cost on the Use of Solar
Energy Products

Ms. Anupama S Chavah

Abstract

Energy is an important resource and one of the driving forces behind economic progress. Ene
inevitable component for economic development and for improving and maintaining the quality of |
is a very large inexhaustiblef emexgy. Solar energy could supply all the present and future energy
the world on a continuing basis. Solar energy is environmentally clean source of energy and ii
available in adequate quantity in almost all parts lofwiiehedprich reduction of green house gas

emissions leading to sustainable development. This research paper attempts to investigate and st

utility and cost on the use of solar energy products.

Key Words.Energy resources, SolaBaestiggble development, Solar Photovoltaic Energy, Solar Thermal En

1.0 Introduction

Energy is an important resource and one of the driving forces behind economic progress.
Energy becomes an inevitable component for economic development asgtsoviog and
maintaining the quality of life. Recent developments in energy markets show that energy security
concerns are becoming more acute. These include a tightened global energy supply/demand
balance, soaring energy prices, growingpajigioal rsks, and the emerging tendency of
nationalism. The world is facing a twin energy related threats, that of not having adequate and
secured supplies of energy at affordable prices and of environmental harm caused by consuming
too much of it. Soaring energycps and recent geolitical events have reminded us of the
essential role affordable energy plays in economic growth and human development as well as of

the vulnerability of the global energy system to supply disruptions.

Yet the current pattern of eggr supply carries the threat of severe and irreversible

environmental damag@eincluding changes in global climate. Reconciling the goals of energy

6 Lecturerd N.M. College of Comarce& Economics, anupamaaschavan@rediffmail.com
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security and environmental protection requires strong-andicated government action and a
favourable amsumer attitude. -8 leaders meeting with the leaders of several major developing
countries and heads of international organizations including the International Energy Agency
(IEA) at Gleneagles in July 2005 and at St. Petersburg in July 2006 calleEohthe o o0 ad v i
on alternative energy scenarios and strategies aimed at a clean, clever, and competitive energy
future. o6 This paper studies all the energy

energy should be used and it tries to find eutpact of utility and cost on its use.

2.0 Objectives
This paper includes the following objectives:

1 To be acquainted with the different types of Energy Resources
To comprehend Solar Energy and its types

1 To find out the response of buyers/prospectivestsugowards the utility of Solar
Energy Products.

1 To find out the response of buyers/prospective buyers towards the cost of Solar
Energy Products.

1 To determine whether utility or cost has significant impact on the use of Solar
Energy Products.

3.0 Different types of Energy Resources

There are basically two sources of energy: Renewable aRdnisaable. Renewable energy
sources can be replenished in a short period of time they are; Biomass, Hydropower, Geothermal
power, Wind power, and Solar engxdgyi-Renewable energy resources are those which cannot

be readily replaced by natural means on a level equal to its consumption, e.g. Oil (petroleum),
Natural gas, Coal and Nuclear energy. Every nation in the world has to think of alternative
energy resoces. As the development of any nation depends on the availability of energy
resour ce, it has to make sure that It I's a
economic growth as stated by National Productivity Council is about 8% to 984, pédrigie

is causing a lot of stress on commercial energy resources, most of which are from fossil fuels. It
is a well known fact that increased use of fossil fuels is causing detrimental effect on the
environment due to more green house gas emissitresform of carbon dioxide , sulphur

di oxide and nitrogen oxide. |l ndi ads proven

consisting of mainly low grade coal. It may last for not more than 200 years. Known oil and
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natural gas reserves may last @nhaldout 18 and 25 years respectively. India imports nearly

70% of oil requirement, with rising prices of crude oll, it is eating up a large portion of export

earnings.

If we compare the options available in renewable energy resources we have fabbosing opt

T

Biomass has environmental implications and its use is being examined after taking
into consideration the biodiversity and pollution effect aspects. Though Biomass is a

renewable fuel its use can still contribute to global warming.

Hydropower plantgstalled to generate electricity also create problems like human
displacements and are damaging the ecosystem. Environment concerns about the

effects of reservoirs may prohibit development of hydropower.

Geothermal energy is derived from fluids drawn fteep inside earth which carry a
mixture of gases with them, notably carbon dioxide and hydrogen sulphide. When
released to the environment, these pollutants contribute to global warming, acid rain,
and noxious smells in the vicinity of the plant. Intiaddio dissolved gases, hot

water from geothermal sources may contain trace amounts of dangerous elements
such as mercury, arsenic, and antimony which, if disposed of into rivers, can render
the water unsafe to drink. Construction of the power planésicarsely affect land
stability in the surrounding region. Enhanced geothermal systems can trigger
earthquakes as part of the hydraulic fracturing process. The project in Basel,
Switzerland was been suspended because more than 10,000 seismic events
measung up to 3.4 on the Richter scale occurred over the first 6 days of water
injection.

Wind energy requires a large area of land to install wind turbines; again the intensity
of the wind also fluctuates. Studies in UK have shown that if on shore tuebines ar
placed in a straight line then an increased risk of aerodynamic modulation can occur

which can result in noise nuisance to the nearby residents.

Solar energy becomes a very good choice, reason being that it is freely available
everywhere and it is aarleand quiet source of energy without any greenhouse gas
emissions thus avoiding global warming. At night when there is no Sun we are
required to use the energy generated and stored during the day. The use of solar
energy products are not much though kizee good utility, high cost of installation

makes these product expensive.
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This paper tries to find out whether high cost or utility is significant in the use of solar energy

products.

4.0 Whatis Solar Energy?

Energy of the Suhas been used ever sihaenans existed on this planet. As far back as 5,000
years ago people worshipped THE SUN, O6Rad, t
Egypt. In Mesopotamia, the Sun God, Shamash, was a major deity and was equated with justice.
In Greece there we two Sun deities, Apollo and Helios. The influence of the Sun also appears

in other religions- Zoroastrianism, Mithraism, Roman religion, Hinduism, Buddhism, the
Druids of England, the Aztecs of Mexico, the Incas of Peru, and many Native Amescan tribe

Sun is an important star of our planet. Without it, life would not exist on this earth; we use the
Sunds energy every day in many different way
we are using the &dyingaurchihesaRlants use tllecunligit & make r k
food for them. Animals eat plants for food. Thus Sun becomes an important component for
living beings. Fossil fuels such as coal, oil, and natural gas are also formed due to decaying of
plants hundreds of millions afars ago due to sunlight. Indirectly the Sun or other stars are
responsible for all our energy. Even Nuclear energy derived is from a star because the uranium
atoms used in nuclear energy were created from the deposits of an expldtmd sEnus
Solarener gy i . e. energy derived from Sun, becc
world when the conventional sources of energy i.e. coal , oil, natural gas, are depleting and one
needs to seriously think about the-nonventional sources of enerdgyclv are renewable and

also help in sustainable developm8nstainable development was defined by the United
Nations World Commission on Environment and Development in thé &8nrdtland

R e p o r thosgatks ofosocial, economic and polisidhlaprogetsthe needs of the present without

compromising the ability of future generatio

Thus Solar energy being a wsonventional source of energy can be one of the renewable

energy sources which is received free of costfeo8un; becomes important and inevitable.
Solar energy can be used in the following two ways:

1 Solar Photovoltaic Energy(Light energy): The direct conversion of sunlight to
electricity.
1 Solar Thermal Energy(Heat energy). The use of heat of the sun daous

purposes and also to generate electricity.
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1 Solar Photovoltaic Energy Sunlight is converted into electricity using photovoltaic
or solar cells. Photovoltaic (PV) cells are-s@mdiuctor devices, usually made of
silicon, which contain no liquid, mmive chemicals or moving parts. They produce
electricity as long as they are exposed to light. They require little maintenance, do not
pollute environment and they operate silently, thus making photovoltaic energy the
cleanest and safest method of pogexeration. Through the solar photovoltaic
route, solar home lights, solar street lights, solar generators, solar lanterns, solar
traffic lights, solar road studs, solar blinkers and so on are the most common devices
and systems that are being used widely.

1 Solar Thermal Energy It is a technology for harnessing solar energy for thermal
energy (heat). Solar thermal collectors are flat plates generally available as low,
medium or high temperature collectors. Low and medium temperature collectors are
generallyused to heat water for residential and commercial purpose. High
temperature collector concentrates sunlight using mirrors or lenses and is generally
used for electric power production. Solar thermal energy can also be used for water
heating, air heatingpoking, drying of agricultural and food products, distillation of
water, water purification, detoxification of wastes, cooling and refrigeration, process

heat for industry and electricity generation

5.0 Review of Literature

Vipradas (2001) Renewablé&roducts and Markaetempilation of papers edited by him states

that wide acceptance in the society regarding the interlinkages among environment, poverty, and
sustainable development forces our attention to technological solutions that addrdssofhe nee
today without producing any negative extern
energy technologies) have gained immense popularity. The editor further emphasizes that
technology and installations have to be provided with due reggplication and integration

into longterm development strategies. This, in turn, necessitates the spread of these
technologies through market channels requiring the provision of a maintenancesarhes after
servicing infrastructure. A paper presente&htiykKumar on Solar pond technology states that

solar pond technology is one such renewable energy option that offers vamfiestoest

enduses without endangering the environment. Salinity gradient solar ponds in suitable locations
are essentiallgw-cost solar collectors with integrated storage and, hence are potentially cheaper

alternatives to flat plate collector system
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International Energy Agency (IEA), (200&rld Energy Outlpaklished by, IEA which is an
autonomous body established invélaber 1974 within the framework of the Organization of
Economic Ceoperation and Development (OECD) to implement an international energy
progr amme. | EA ai ms at I mproving the worl d
increasing the efficiency of enargg. It basically stresses more on how to improve system for
coping with oil supply disruptions. The book states that the world is facing twHrelaszdy

threats; that of not having adequate and secure supplies of energy at affordable pricés and that
environmental harm caused by greenhouse gas emissions by consuming too much of it. The
current pattern of energy supply carries the threat of severe and irreversible environmental
damageincluding change in global climate. It also states that iagothgl goals of energy
security and environmental protection requires strong -andicated Government action and

public support. Thus IEA stresses more on the use & camventional use of energy resource

thus solar energy being one of them becoraeisable.

The Energy Resource Institute i.e. TERI, (R2Bd#@rgy Data Directory yeastatmskthat PV
(photovoltaic) technology was initially dev
reliable power for satellites. Companies began t®¥@ftechnology for commercial application

in the mid 1970s. India has a PV manufacturing history of more than two decades. Production
of SPV (solar photovoltaic) cells has grown at an average rate of 28%per annum during 1996
2005, while solar module mamt@iring has grown at an average rate of 30% during the same
period. The SPV systems are being promoted in India primarily for rural and remote
applications. A 28BIW system based on SPV is feeding power to the grid. The decentralized
systems are solar pavwplants, with mini grids, solar home lighting systems, solar lanterns, and
solar street lights. However in terms of contribution , the percentage of total amount of
electricity generated in India is very small owing to very small installe ®cdpadi§7MW
compared to total power generation capacity of 12,736 MW. The target for Elevénbarive

Plan period, that is till 2012, is to add about 50 MW of SPV systems (includegbdthnaff
gridconnected SPV systems). Financial assistanoevideg as per the provisions under
various schemes by Ministry for Non Renewable Energy. (MNRE)

Pandey, (2007) in the book titlEdyironmental Managetaésd in the chapter on Renewable
Energy Resources, that energy potential of a nation hasadnedation with economic growth

and prosperity. The stage of development is well reflected by the per capita energy consumption
of a country. The deepening energy crisis, with which the world community is confronted, has
led to the formulation of an engrgolicy framework within which the rate of growth and

pattern of energy consumption could be regulated. In this context, a transition may be
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considered necessary. The required transition is to shift from fossil Amdneavable sources
such petroleuntoal, and uranium to renewable energy sources. Thus solar energy will play an

important role in managing various energy related problems.

Uberoi, (2007) in his book &@nvironmental Managetaéed that, Energy is an essential need

for human existencehé@re is shortage of energy due to fast depletion of fossil fuels and the
increase in demand for energy due to the increase in population and the growth of industry. The
energy demands are increasing while conventional energy sources are diminishalng at a mu
faster rate. The rising energy demand has resulted in the setting up of more power plants which
are based primarily on fossil fuel (coal, oil, gas). The fossil fuels based plants not only emit green
house gases like Carbon dioxide,J®Ot alsogenerate fipsh which is dangerous to human

health. The emission of €e maingreen gas, is expected to surpass that of the OCED
countries by the year 2015. Hydro plants have also been installed to generate energy but these
plants also create probleiike human displacement and are damaging the ecosystem. The
nuclear option comes with its own set of problems. Uncertainties surrounding the safety and
economics of radioactive waste disposal and decommissioning remain. The recent mishap at
Tokaimura, Japashows that the danger of a nuclear accident is still very real. The use of
biomass again should be equated with rate of consumption. The use of solar energy can be
another very good option for renewable energy resource. It is freely available ateba very

and quite source of energy generation. The author further states that the Government at the
centre and at the State level and their agencies should become preaetsvenuigonment.

The environmental problems cannot be tackled without a sooactiye policy by the
Government. Intervention of the Government is required on continuing basis and net on one
time legislation and its implementation. Corporate behavior can be regulated or altered through
state policies. The policies of Governmentstape the role of companies and that of the
managers for the larger interest of society. The corporate world in India, under new economic
order of liberalization and globalization has to increase its share of world trade and in this effort
one major impagif rising trades would be on environment and resources. The business world
internationally has begun to acknowledge that environment is playing an important role in all
facets of business. A survey by Mcklelhegseey and
t hat environment should be top management
companies have adopted strategies to anticipate impacts of environment on business. Thus

environment management is gainwalg a | ot of n
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6.0 Research Methodology

This study tries to find out, understand analyse the impact of utility and cost on the use of

solar energy producid/hether utility or cost has significant influence on people to use or not

use solar energy produ@sudy was conducted in Mumbai and its suburbs. Data was collected
through personal interviews, telephonic calls, and emails. Questionnaire was distributed amongst
eightysix respondents out of which seventy were considered compketespondents were

aked to rate their response on a five point Likert scale ranging from Strongly Disagree (1) to
Strongly Agree (Frespondents consisted of Private Residential Ownegef@tive Societies

New constructions, Hospitals, Industries, Hotels, Educatiati@itions, Public Utilities,

Places of Worship, Recreation Centres.

Two prominent products were selected for the purpose of study viz Solar Water Heater and
Solar Street Light.

6.1 Scope and Limitations of the Study
This study is restricted to the atyMumbai and its suburbs.

The study focuses only on two Solar Energy Products i.e. Solar Water Heater and Solar Street
Light, other solar products such as Solar Lanterns, Solar Inverters, Solar LED Lights etc are

excluded.

Only two factors influencinge use of Solar Energy Products i.e. Utility and Cost are taken
into account for this study; others factors which might influence the use of Solar Energy
Products such as After Sale Service, Product Availability, Credit Facility etc are not considered.

7.0 Hypotheses of the Study

Ho: Opinion of consumers regarding the utility of solar energy products taveot
significant impact on itse
H.:  Opinion of consumers regarding the utility of solar energy products has significant

impact on its use.

Ho: There is no significant impact of high cost of installation onsthe®f solaenergy
products.
Hi:  There is significant impact of high cost of installation on the use otrsmigy

products.
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8.0 Findings

The analysis of the data collected d@se underMann Whitney Wilcoxon Test and
accordingly interpretations/conclusions were made. The following tablel.1 shows the number of

users and non users of solar energy products.

Users Frequency Percentage
Yes 12 17.14
Solar Wateheater No 58 8286
) Yes 6 8.57
Solar Street Lights NG 64 9143

Number of Users and Non Users of Solar Energy Products.

Solar water heaters
Factors Non users P - Z - - .
Users . L Decision Conclusion
Non-ignorant | value(z) | statistic
There is
significant
Utility 11 57 0.0001 | -5.4929 | Reject HO difference
between user an
notignorant
Cost of Ther.ells no
the S|_gn|f|cant
roduct 11 57 0.8825 | -0.1478 | Accept HO difference
proc between user an
is high :
notignorant

Mann Whitney Wilcoxon Test Results

From the table 1.2t can be seen that out of seventy respondents , eleven are users and fifty
seven are nemsers but who are aware (igmorant) of the product and two are totally
ignorant about the product. Responses of totally ignorant are not includee.alliee for

Utility of Solar Water Heater is 0.0001 therefore we reject Ho and accept the following:

Opinion of consumers regarding the utility of solar energy produsitgniifacsant impact on its
use.In case of Cost we can see that thralpe is 0.8825 which is 6001 therefore we reject

H1 and we accept the following:
There is no significant impact of high cost of installation on the use of solar energy products.

Thus from the above one can say that though solar water heaters are costly but still people may

buythem if they are convinced that it has good utility.
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Factors Users Non P Z.' .| Decision Conclusion
users | value(z) statistic
Reiect There is significant
Utility 6 58 <.0001| -4.3278 ) difference between
HO )
user and neignorant
There is no significar
Cost of thel g 58 | 0.0923| -1.6832 “CCPl| pifference between
product is high HO user and neignorant

Solar street lights

From the table 1.3. vean see that out of seventy respondents , six are users and fifty eight are
nonrusers but who are aware(igmorant) of the product and six are totally ignorant about the
product. Responses of totally ignorant are not included-vitheepfor Utility ofSolar Street

Lights is 0.0001 therefore we reject Ho and accept the following:

Opinion of consumers regarding the utility of solar energy products has significant impact on its
use. In case of Cost we can see that-ttadup is 0.0923 which is >0.00@drefore we reject

H1 and we accept the following:
There is no significant impact of high cost of installation on the use of solar energy products.

Thus from the above one can say that though solar street lights are costly but still people may
buy them ithey are convinced that it has good utility.

It can be said that in case of both the products Utility has significant impact on the use of these

products over High Cost.

8.0 Conclusion

Solar energy is environment friendly. It does not pollute the aleasing carbon dioxide,

nitrogen oxide, sulphur dioxide or mercury into the atmosphere like many traditional forms of
electrical generation plants. It does not contribute to global warming, acid rain or smog; it
actively contributes to decrease of hargnégn house gas emissions. The authors of this paper

are of the view that solar energy is going to be the energy of next generation. With power
shortages one has to think of alternate energy resources. Thus Solar Energy Products can be
extensively usediinis regard. As it has been seen that though installation cost of such products

is high it has good utility. If people start using such products extensively cost will automatically

come down with increase in demand.

49



Management Vision

Bibliography
Books

International Eargy Agency. (2008Yorld Energy Outldtdris: OECD.
International Energy Agency. (2088ergy Policies of IEA CouRares OECD.
Kotler, Philip. (2006Marketing Managenuifit Pearson Publication.

= =2 4 -4

Noble, Duncan. And Swartman, K. Robert. (198% Canadian Renewable Energy

GuideBurnstown: General Store Publishing House.

1 Pandey, N.G. (200Bnvironmental ManageR®mtDelhi: Vikas Publishing House
Pvt Ltd.

1 Panneerselvam, R. (200Bgesearch Method®egy. Delhi: Prentice Hall India
Publishing.

1 Polonsky, Jay. Michael, and T, Alma. (Eds). (2008). Ecological Imperatives and the
Role of Marketing by Sheth, N. Jagdish., ParvatiyarEAvuionmental Marketing
New York: Haworth Press.

1 Sukhatme, P. S. (20089lar Enerdyew Delhi: Tea McGrawd Hill Publishing Co.

Ltd.

1 S, Vandana. (200A)ternative Enefggw Delhi: APH Publishing Corporation.
1 Terri Energy Data Dire¢R98). New Delhi: Terri Press.7
1 Uberio, K. N. (2007nvironmental manag&ieenDelhi: Excel Books.
1 Viprada, Mahesh. (Ed). (200Renewable Products and .Markét120. New
Delhi: Terri.
Journals
1 Rana, Z. (2010, Februar@hallenge to BusineBsChanges i n | ndi ads

EnvironmentIndian Journal of Markatimig0 (2). New Delhi.

1 Shah, Praneti. (2010, Februgkwareness & Preference towards Carbon Céedits
An Initiative to go for GreePrabandhan: Indian Journal of MandgkerBé)t New
Delhi.

Research Papers

1 RolandHolst, David. (2008, OctobeBnerg¥fficiency, Innovation, and Job iGreation
CaliforniaCentre for Energy, Resources and Economic Sustainability: University of

California.

50



Management Vision

1 Staudt, L. (2005, May l&nergy Research, Development and DemBagtations.
submitted to Centre for Renewabteergy: DundalkT.

Newspapers

1 Managing The Climate C(20@@ Feb 2Friday). The Times of India: Mumbai
Mitra, Soubhik. (2009, June 4, Thursdasgen Tech to Reduce Pélintioistan
Times: Mumbai.

1 Seeing REDO9, Jan. 13, Tuesday). Indigoress: Mumbai.

Magazines

1 Role of Education in Energy Cong@@@8ipdan/Feb). Productivity News Vol.47.
Mumbai: National Productivity Council.

1 Roy, Kisholoy. (2009, FeBreen RetailiAgivertising Express. Vol. IX. Hyderabad:
The ICFAI Universy Press.

1 The Solar. (2008, July).Vol.1.I1ssue 1. New Delhi: The Energy Research Institute.

Websites

1 Easy to Understand Solar Energy Fundamentals. (2009, Jund.i@g][@wailable
http://ezinearticles.com

1 Energy Resource. (2008, Feb). -l[[e] Availale
http://www.energyquest.cogov/story/chapterl5.html

1 Main Renewable Energy Technology. (2009, June ZXLingPnAvailable.
Wikipedia.org/wiki/energy resources

1 Nayudu, Arti. (2008, Feb 26). Solar Energy and MarketingingprAvailable.
http://wwwclipclip.org

1 Solar, Products and Equipment. (2009, March 18):Lifi@h Available.
http://www.Solarsv.com

1 Solarenergyadvantagedisadvantages. (2005, July 10).-Ljos] Available.
http://www.ezinearticles.com

1 Wikipedia. (2009, June 03). Environmental ImpfonLine] Available.
http://en.wikipedia.org/wiki/geothermal_power

1 Wikipedia. (2009, May 31). Wind Power. -lU@a] Available.

http://en.wikipedia.org/wiki/windpower

51



Management Vision

Study on Perception of Employees towards Process of
Competency Mapping

Ms. Karuna Nayak’

Abstract

A Research was conducted to study the perceptions of employees towards various competencies
their respective organizations. This study was basically conducted for the employees belonging
managemahinior and Middlee reason for focusing on levels of management lies in the fact that wid
of competencies is considered important and essential by the organization for management cadres
level employees.

After cadcting the data from the employees belonging to two companies belonging to two differer
manufacturing and pharmaceutical, it was observed that there are significant differences in th
employees towards various confyetenciap@ed in their respective organization.

Therefore certain suggestions and rechavadratatigngen to theCeatdneslimitations of this study

have also been taken into consideration.

Key Words.Competency Mapping, Levels of Competency

1.0 Introduction

In matching people with work, HR manages intuitively try to do the best they can to assess those
underlying factors or competencies that wil/
want to know is as much about HOW employessli@ates) go about getting things done as
WHAT they know how to do. For instance, HR D

1 HOW does a particular employee (person) take initiative and ensure results in work
assignments?
1 HOW does a particular employgergon) communicate and work with other

people?

7 Research Scho@S NDT Womends University, karunanayak@gmail .c
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1 HOW does a particular employee deal with conflict or obstacles?

Most people accept that these types of questions are quite impagteat. deal of research
over the past 25 years has supported that mdeatt@mpted to understand what kinds of HOW

factors are most important for success in different kinds of work.

The linkage of HR applications is easier when the organization consistently uses a behavioural
approach. Once behavioural language is used padrof an HR system, it can be extended to

other applications.

This arousectertainqueries about what impression employees might be having about the
process of competencies being mapped. So to get the answers to the queries this project has
been undeaken.

2.0 Objectives

1 To study the perception of employees towards the process of competencies being
mapped across industries. (2 industries chosen for research purpose)

1 Pharmaceutical Industry
Manufacturing Industry

1 To find out the differences in the pgtoen of the employees towards the process
of competency mapping for different levels of management across two chosen
industries.

3.0 Background of the Study

For competency mapping to be effective it should be understood and should be in a position to
beapplied in varying situations that an incumbent is placed while performing a job. Increasingly
certain basic quality standards for competency mapping have been established which are as
follows:

Is related to the job role

Clear and easy to understand

Theframework should be retet and affect all staff
Takes account of expected changes

Hasa specific behaviour indicator

Can be applied to many situations

= =2 =2 A4 -4 A -

Has been benchmke&d against specific standards
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Competency Mapping being based on the behaviour opdrfgiimers can provide clear

guidelines for many employees as regards the next step of action because of their concrete nature

and also enables the management to formulate guidelines for their employees development

thereby helping to raise to overall bditas of aggregate employees in an organization.

3.1 Key Elements of the Study

The key elements of the perception of competency mapping process can be classified into three

levels which are as follows:

Level 1

T
)l

)l
T

Organizational vision, aspiration, fgiesin which the business operates.

Defining core competence, delineation of the business plan, defining critical success
factors, key performance indicators.

Creating a competency dictionary in sync with core competence of the firm.

Defining the HR stratgy and its influence on the core strategy of the firm.

Level 2

T
)l
T
il

Organizational Structure and architecture, including roles, responsibilities
Defining employee bands, role maps, job clusters, defining variation in levels.
Determining the Assessment Set

Assesment worksheets for individuals including templates, key areas to be covered.

Level 3

il
T
il
T
T

Short term initiative in terms of Individual development plans.
Long term initiative in terms if Individual development plans.
Integrated Individual development plans.

Assessment Data(Individual and Summarized)

Assessment technique (Methods, tools, formats, etc).

3.2 Need & Significance of the Study

The study is significant to understand theviong four emerging questions

1

1

Is it really possible to specify a singldehof a competency or might there be other

patterns?

~

| sndt i ttoforafpthedveak points af individuals no matter how well you

present a model of competency?
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1 The model is a pattern of past success so can one really generate repradiscible res

by continuing to act in the same way?

4.0 Research Methodology

4.1 Research Questions
How does the survey sample score on the various factors of competencies ?

How does the perception of employees towards the process of competencies being mapped

vaies across two industries viz. Pharmaceutical and Manufacturing?

How does the perception of employees towards the process of competencies being mapped

varies across levels of management viz. Junior and Middle management?
4.2 Research DesigrSurvey Reseanh

Type of Research

Exploratory

Scope & Limitation

Only two companies from two industries were studied. Therefore the sample studied may not be
sufficient to highlight the perceptions of employees towards process of competency mapping

done in various indtries at different levels of management.
Tools used for Data Collection Questionnaire

The data was collected using questionnaire wherein all the important competencies felt essential
for levels of management were focused and employees were asKeth&rmamions on 5
point rating scale for each of these. This was done to know what is the perception of employees

about the importance given by the organization to these competencies.
Type of Data

Primary DataThis data was collected froespondents using questionnaire with close ended

guestions as a tool.

Secondary Data: This data was collected from books, onlinehres¢arbases, research

journalscompany websites and company databases.
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Sample Design
Sample Size: 60

Nature Of Sample30 Employees each from two different industries namely Pharmaceutical
and Manufacturing Companies were studied.

Moreover the 30 employees from each industry were split into two groups(15 each) of junior and

senior middle management cadre.
SanplingTechniqueConvenience Sampling
Type of Data Analysis: Quantitative Analysis was done for data collected through questionnaires.

Tools used for Quantitative Analysis: The data collected by the employees was analyzed by using

graphs and various statistieahniques. viz. Mean, Standard Deviation and ANNOVA
Stage |

Descriptive statistical techniques were implemented to check whether any obvious difference is
revealed through these calculations. The two tables namely for each level of management cadre

showng mean and standard deviation values calculates on ratings obtained by employees.
Stage Il

Since descriptive statistics did not reveal whether there are any differences in the perceptions of
employees towards various competencies analysis of vac@amsslisut for both the levels of

management.
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5.0 Data Analysis & Interpretation

The data analysis using statistical tools is being presented in this section by way of graphs and

tables. Thereafter ANNOVA outcomes are also given.

Junior Management
Industry 1 | Industry 2

Mean SD Mean SD
1 | Entrepreneurship 3.2 0.6 2.8 0.6
2 | Strategic Thinking 3.3 0.64 2.7 0.78
3 | Innovative Thinking 3.5 0.5 3.2 0.4
4 | Customer Orientation 4.3 0.45 4.3 0.45
5 | Decision Making 2.9 0.3 2.8 0.97
6 | Leadership 2.9 0.53 2.7 0.45
7 | Team Management 3.3 0.45 3.3 0.45
8 | Relationship 3.7 0.45 3.8 0.4
9 | Change Management 3.3 0.45 3.3 0.45
10 | Global Mindset 2.7 1.11 2.7 1.11
11 | Managing Workforce 3.6 0.48 3.6 0.48
12 | Communication 3.2 0.6 3.2 0.75
13 | Group Process 3.2 0.4 3.6 0.48
14 | Problem Solving 3.5 0.5 3.4 0.48
15 | Leadership Influence 3.4 0.48 3.4 0.48
16 | Work Place Behaviour 3.8 0.4 3.7 0.45
17 | Organisation Pressure 3.8 0.74 3.9 0.7
18 | Self Management 3.5 0.5 3.5 0.5
19 | Goal Setting 3.9 0.3 3.8 0.5
20 | Personal Habit 3.8 0.6 4 0.63
21 | Knowledge Management 3.7 0.45 3.7 0.45
22 | Empowerment 2.9 0.3 2.8 0.4

75.4 74.2

Junior Management:

The mean scores pertaining to Jr Management for both industries is the same for dimensions viz
Customer Orientation, Team Management ,Change Management, Managing Workforce,
Communication, Global Mindset, Leadership Influence, Self Management and Knowledge
Management.

There is slight difference in the total mean scores of Pharmaceutical and Manufacturing

Industries.
Industry 1 (Pharmaceutical)

The Std deviation is high in Decision Making, Goal Setting and Empowerment.
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Industry 2 (Manufacturing)

The Std Deviation is high in Innovative Thinking, Relationship and Empowerment.

Junior Management

O Pharma
B Handling Material
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From the above it can be seen that

1 The mean scores for the following dimensions are higEntigpreneurship,
Strategic Thinking & Implementation, Innovative Thinking & Application in

Pharmaceutical Industry compared to Manufacturing Company.

1 There is slight difference in the mean scores of Decision Making, Leadership,
Relationship, Group ProceBsoblem Solving, Work Place Behaviour, Organisation

Pressure, Goal Setting, Personal Habit and Empowerment, in both the Industry.

1 There is no difference in the mean scores of Customer Orientatiom, Tea
Management, Change Managem@&ibbal Mindset, Maneg Work Force,
Communication Leadership Influence, Self Management and in Knowledge
Management in both the companies.
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Middle Management

Industry 1 Industry 2
Mean SD Mean SD
1 Entrepreneurship 3.4 0.48 3.7 0.45
2 Strategic Thinking 3.4 1.04 3.7 0.45
3 Innovative Thinking 4.5 0.5 4.6 0.48
4 Customer Orientation 4.2 0.4 4.5 0.5
5 Decision Making 4.3 0.45 4.3 0.45
6 Leadership 4.3 0.45 4.6 0.48
7 Team Management 3.9 0.7 4.1 0.53
8 Relationship 4.3 0.45 4.6 0.48
9 Changevlanagement 3.7 0.45 3.7 0.45
10 | Global Mindset 3.5 0.5 3.5 0.5
11 | Managing Workforce 4.5 0.5 4.6 0.48
12 | Communication 3.4 0.48 2.8 0.6
13 | Group Process 4.4 0.48 4.2 0.4
14 | Problem Solving 4 0.77 4 0.63
15 | Leadership Influence 3.4 0.66 3.4 0.66
16 | Work Place Behaviour 4.5 0.5 4.4 0.48
17 | Organisation Pressure 4.3 0.45 4.3 0.45
18 | Self Management 4.3 0.45 4.4 0.48
19 | Goal Setting 4.3 0.45 4.4 0.48
20 [ Personal Habit 4.2 0.4 4.2 04
21 | Knowledge Management 4.1 0.3 4.2 0.4
22 | Empowerment 4.2 0.4 4.2 0.4
89.1 90.4

Middle Management:

The mean scores pertaining to Middle Management for both industries is the same for

dimensions viz Decision Making, Change Management, Global Mindset, Problem Solving,

Leadership Influence, Organization Pressure, Personal Habit and Empowerment.

There is Igght difference in the total mean scores of Pharmaceutical and Manufacturing

Industries.

Industry 1 (Pharmaceutical)

The StdDeviationis high in Knowledge Management.

Industry 2 (Manufacturing)

The Std Deviation is high in Group Process, Personal Habdwledge Managemeahd

Empowerment.
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Middle Management

O Pharma
B Handling Material

From the above it can be seen that

1 The mean scores for the following dimensions are high viz Entrepreneurship,
Strategic Thinking & Impieentation, Customer Orientatioheadership and
Relationship, in Manufacturimglustry compared to Pharmaceutical Industry.

1 There is slight difference in the mean scores of Innovative Thinking, Team
Management, Managing Workforce, Group Process, Work Place Behaviour, Self
Management, Goal Setting, and Knowledge Management hebottustries.

1 There is no difference in the mean scores of Decision Making,, Change Management,
Global Mindset, Problem Solving, Leadership Influence, Organization Pressure,

Personal Habit and Empowerment in both the industries.

6.0 Findings

The descripte statistics (in the form of mean and standard deviation) did not reveal any such
clearcut differences across industries for both the levels of management considered. Therefore
for both these levels separately two way ANOWAs calculated to identifyhather
competencies themselves are creating the differences in the perception of the employees or the

industries are bringing the differences or whether both are creating the difference.
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After carrying out ANOVA to study the interaction effect betweesusatompetences and
industries as likely to impact the perception of employees towards competencies being mapped,
it was found that industries are playing significant role in impacting perception but competencies
per se themselves are creating signifiogaict on the perception of employees regarding the

process adopted for mapping these competencies.

70 Recommendations& Conclusions

While mapping the competencies organizations may be having some pitfalls in the process which
in turn may create such iagp in the minds of employees that some competencies are more

important or will be considered more important.

Since the gap is attributed to the process of mapping it may be due to the following reasons:

1 They have to focus on all the competencies equhilg wmapping those
competencies.

1 The job roles descriptions with the employees is not shared during their first few
days on the job roles.

1 One should align the strategic plan and core competence with competency processes
for e.g. individual employees ealth make a contribution to the realization of goals
and may be responsible for accomplishment of concrete, specific and particular
strategic initiatives in support of those goals. To ensure that initiatives are completed,
those responsible for particustrategic initiatives are usually named and due dates
specified.

1 Competency standards and benchmarks are developed collaboratively with
employees and whenever possible should be explained to new employees during the
first month on the job roles.

1 There shold be clear distinction between objectives and standards for e.g. There will
be generic standards for a customer service role that relate to everyone who deals

with customers, regardless of the sector they work in.

1 When competency standard and benchmaeksnaplace both employers and
employees will have a common understanding which will provide the basis for an
ongoing feedback and competency counseling between appraisals as well as for the

formal competency appraisal process.

1 Since there are number opegaches to develop written competency standards and
benchmarks, one should explain to everyone involved exactly what competency
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standards and benchmarks are and it s importance and how will it be used. One
should confirm that the employees understandptbeess and solicit their
comments and questions.

1 Lastly stagards and benchmarks along wiitiportance (weight age) should be
written in clear language, describing the concrete, specific and particular behavior and

actions required for work competencyneet, exceed or fail to meet expectations.
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Building Employee Engagement throughEffective Performance

Management

Ms. SapnaMalhotras

Abstract

This research paper aims at understanding the need of creating an engaged workforce through ef
management. The major objedinek idhaéther there exist a significant relationship between Perforn
Management and Employee Engagement. The research is divided into two phases. Phase 1 is the
primary data is collected with the help of a survey condudike leveingst@@ives in 2financial

services companies in Mumbai using convenience sampling. The findings of the Pilot Study helpe
performance management scale developed by the researcher. Phase 2 of the reg®aich is the ma
conducted on 101middle level executives of 6 financial services companies in Mumbai. The tools u
are Ultrict Work Engagement Scale, and Performance Management Scale (Own Construct). The

indicate the degree of ngldteingen performance management and employee engagement.

Key WordsEmployee Engagement, Performance Management, Job Description

1.0 Introduction

Performance Management

Contemporary challenges facing human resources in organizations have ledherantp of

refocus attention on their performance management systems (B0f)eaind explore ways

to improve employee performance. Katz and Green (1997:7) define performance management as
0a system composed of an or dedfileymeasere and s o f

i mprove organizational perf ormanceo. The PSI
as Ohel ping people to work more effectively
increasing the overall p rteatdofs staff imanagement.oThe an
institute of personnel management as quoted by Martinez (2003:206) defines performance

management as oO0Oa strategy which relates to e

8Faculty i n HR afManSgermemiStudied and Resesaphiarialbhatra@gmail.com
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its human resources policies, culstsde and communications systems. The nature of strategy

depends on the organizational <context and ca

Performance management is a shared process between managers, the individual and the teams
they are supervisingis designed to improve the performance of an organization and the people
working within it (Armstrong 1994:1; Torrington and Hall 1998:317). Performance management

is based on agreed objectives, competencies required to undertake the work and tevelopmen
plans for achieving the objectives. Performance management focuses on strategically increasing

the effectiveness of an organization through improving the productivity of its people.

According to Price (2000:181), Armstrong (1994:1), Amaratunga an(?Bagi218), Van der

Bij and Vissers (1999:214) and de Bruijn (2002:579), performance management systems
incorporate performance assessment or appraisal systems which are specifically developed to
appraise the performance of individuals or teams. Suaisa@pmequires the following:

1 Clearly defined organizational goals.
Individual or team objectives or management targets.

1 Properly defined standards of performance and the skills and competency required to
meet them.

1 Regular formal review of progress.

1 Sysems of feedback and proposals for improvement.
1.1 Elements of Performance Management
1.1.1 Goal Setting

Goal setting has been explored in terms of both motivational impact toward improving
performance (Locke, 1968; Latham and Yukl, 1975; Matsuil®84l.,Tubbs, 1986, 1993;

Knight et al., 2001; Dweck et al., 1993; Sujan et al.,, 1994) and as being integral parts of
management systems or processes designed to improve performance (Zabaracki, 1998; Odiorne,
1978; Muczyk and Reimann, 1989; Ivancevidh, K17%8; Walton, 1986). Though fewer studies

exist showing the nature of relationship between Employee Engagement and goal setting at the
workplace, evidence certainly exists linking the concept to improvement in worker performance
(Jensen et al., 2007ix@ and Schertzer, 2005; Green et al., 2004; Chemers, et al., 2000;
Schulman, 1999; Sujan, 1999a, b; Rich, 1999; Scheier, et al., 1994; Strutton and Lumpkin, 1993;
Seligman and Schulman, 1986).

Numerous studies (Locke, 1968; Lathamvaikt] 1975; Matseit al., 1987;Tubbs, 1986, 1993;
Kni ght et al ., 2001; Dwecket al ., 1993, Suj
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positive impact on employee outcomes within organizations. Many management systems or
processes, such as management bytieégectotal quality management, and continuous
improvement initiatives, feature goal setting as a critical element for success (Zabaracki, 1998;
Odiorne, 1978; Muczyk and Reimann, 1989; Ivancevichet al., 1978; Walton, 1986). Given this, it
should not be supr i sing that o f Gal lupds Q12 survey
measure the level of employee engagement, four are related to the idea of goal setting
(Buckingham and Coffman, 1999).

1.1.2 Performance Feedback

Moorhead and Griffin (2002, p.128ckman and Oldham (1976, p.255), Gallop (2001, p.77)
and Gratton(2000, p.93) all concur that open, honest feedback on job performance contributes
significantly to employeesd perceptions of
jobs. For fedoack to be perceived as meaningful, it should be closely related to agreed

performance goals and expectations.

Landy and Conte (2004, p.213) assert that a performance management system is the preferred
approach to match performance goals and expectatiohprovide meaningful feedback to
employees. They cite a number of strategies organisations should follow in administering a
performance management system. These strategies are summarised as follows: Setting
expectations, performance measures and pgpvekdback should take place at least every
guarter (or more frequently if required); The supervisor or employee should be able to initiate
feedback/discussions or at any time either feels the need for a discussion; Performance
management systems shoulddeloped jointly between managers/supervisors and employees
that report to them (increases credibility of the system); During the discussions managers and
employees should be developing an understanding of the performance criteria and interpret
them agaist the strategic value of the stated objectives (provides rationale and meaning for the
individual); and The apprai s evistaunderstangdthe ai s e
performance criteria and h oaevia (pronetesparficipaiiee e 6 s

management).

Kreitner, Kinicki and Buelens (2002, p.241) assert that organisations are moving away from
traditional topdown feedback approaches and are pursuing upward eheh @0 feedback
approaches. These newer approaettash rely on multiple sources and modern technology,

are preferred for the following reasons: Traditional approaches (performance appraisal) have
created widespread dissatisfaction and were often used to punish, embarrass, or put down

employees; Teabased organisational structures require an approach that draws on multiple
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respondents for meaningful feedback (such as measurementpefrsoteal skills); Feedback
approaches that utilise mudtiers are deemed to be more valid than single source raters
Advanced technology supports the use of -nab#i systems; and Bottamp (subordinate

ratings) feedback enhances participative management and employee empowerment (both

regarded as essential organisational strategies for employee engagement).
1.1.3 Development Opportunities

DDI 6s 2004 Selection Forecast25 study found
growth and development opportunities, often offered by other organizations. Most employees

want to keep their jobs fresh and interestirgaging new approaches and building new skills.

Organizations can create engagement in their workforce by building a learning culture and

creating individual development plans for every employee.

Promoting employee growth and development requires fetiesenbn in several areas of the
organization. First, organizations need to select employees who have a willingness to learn and
can adapt their behaviors to a changing work environment. This willingness to grow and learn
promotes innovation and creativin the workforce. Second, leaders need to work with
employees to understand strengths and development needs, and provide opportunities to
leverage or build skills and knowledge. Most employees want to use their best skills and will feel
engaged when orgaations recognize and capitalize on their unique strengths, rather than
placing emphasis on fixing weaknesses. Third, organizations also need to provide meaningful
development plans and opportunities that include programs such as training, succession
maragement, special projects and assignments, and mentoring. The key to a successful
development program is to ensure that all employees have a plan for development and clear
accountabilities for making progress on their plans. The value of investioggnaamdtdiverse
development program is clear. For example, studies have found that investments in development

programs are significantly related to financial success in the organization.
1.1.4 Mentoring

An organizationds mo ghe skillsrgodabilitiesrot its enpleyees and ¢ o n
their ability to apply these in the achievement of organizational goals (Soosay, 2005). Mentoring
prevails as one of the most important developmental tools for the progression of any
professional in trainingnd managers in organizations plagrwcial role in developing
employees (Coleman, Power, Williams, Carpentieri, &Schulkin, 2005). Hegstad (1999) reported
that two thirds of the 1,250 top executives surveyed developed relationships with mentors who

cultivded their personal and professional skills early in their careers. Any feedback that
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empl oyees receive from their managers signif
satisfaction, including their performance in the workplace (Young &Pe&Ge@d) Various

options are available to managers to yield improved job satisfaction in the workplace, such as
coaching, advising, teaching, counseling, guiding, and training. Each option is acharacteristic of
mentoring (Dodds, 2005).

2.0 Employee Engagenent

The idea of engagement at work, as an academic area of enquiry, was first conceptualized by
Kahnés (1990) ethnographic research. Kahn pr
of themselves into their work roles. This is referred to apskeiological presence at work

(Kahn 1990; 1992) and this can be expressed emotionally, cognitively and physically.
Disengagement, then can be demonstrated in a lower degree of self present at work: a
withdrawal of oneself in the work role. Kahn (19907@). related the idea of being personally
disengaged at work to ideas of murnhand to lack of effort. Affected individuals would act out

the work role as dictated, i n other words w
When people displdyetr preferred engaged self at work, their psychological presence in the job
is increased which Kahn (1992) described as

and participation.

There have been many contributions that have extended thef Watkn, particularly in the

areas of psychology (Demerouti et al. 2001a; GonAtethezet al. 2006; Langelaan et al. 2006;
Llorens et al. 2007; May et al. 2004; SchaauBakker 2004; Schaufeli et al. 2002), management
(Elsey 2005; Ferré& McWillians 2006; Ferre& Van Gramberg 2006; Haudan& MacLean
2002; Saks 2006; Woodruffe 2005) and from the consultants (Clifton & Harter 2003; Harter et al.
2002; Harter et al. 2003; ISR 2004b; Johnson 2004; Robinson, PeHwpyiay&004; Towers

Perrin 2006).

30 Research Methodology

3.1 Research Design

The present study is a Exploratory research. For the purpose of the study both secondary and
primary data is collected. Secondary data is collected by referring online journals i.e. Sage
publications, Emerald, d®uest, Ebsco etc. The research is divided into two phases. Phase 1 is
the pilot study where primary data is collected with the help of a survey conducted with 20

middle level executives in 2 financial services company in Mumbai. Phase 2 of thethesearch is

72



Management Vision

main study with survey conducted on 101lmiddle level executives of 6 financial services
companies in Mumbai. The tools used for the survey are Ultrict Work Engagement Scale, and

Performance Management Scale (own construct).

Convenience sampling isdu$er data collection. Data is analysed using test of Correlation to
find out the relationship between the two variables i.e Performance Management, and Employee

Engagement.
3.2  Objectives

To Understand the significance of the relationship between Redermanagement and

Employee Engagement in financial services organisations in.Mumbai
3.3  Hypothesis

Hol: There is no significant relationship between Performance Management and Employee
Engagement

Hal: There is a significant relationship betwieeriormance Management and Employee

Engagement
3.4  Variables of the Study
Independent Variable: Performance Management
Dependent Variable: Employee Engagement
3.5 Sample Studied

Pilot Study: Survey conducted with 20 middle level executives fromi@ 8rarices company

in Mumbai

Main Study: Survey conducted with 101middle level executives from 6 financial services

company irMumbai
3.6  Tools of the Study

1 Ultrict Work Engagement Scale (UWES)

Work engagement was measured by means of the-W\{®EBaieli& Bakker, 2003),
which investigates the experience of aspects of the construct by means of three item
scales: Vigor (VI), Dedication (DE), and Absorption (AB). Responses to items are given

on a frequency scale varying from 0 (never) to 6 (always).

73



Management Vision

Viga refersto high levelsof enegy and resiliece,the willingnessto investeffort, not
beng easily fatigd, and persistencen the faceof diffi culties. Thosewho sare high on
vigor usually have much erergy, zestand stamina when working, whereashose who
scoreow on vigor have lessenergy, zestard daminaas &r as theiwork isconcered.

Dedicationrefersto defivingasensef significancér o m ovorkeféelg enthusiastic
andproud abait oned @b, and feelingnspired and dhallenged by it. Thosewho score
high on dedication strongly identify with their work becauset is expesnced as
meaningful,nspiting, and challenipg. Besidesthey wsuallyfeel erthusiasticand proud

about thair work.

Absarption refersto beng totally and hgppily immersedin one dwerk and havng
difficulties detaching oneself from it so that time passes wckly and oneforgets
everyhing elsehat isaround. Thosewho score high on absorption feelthat theyusually
are happly engos®d in their work, they feel immersedby their work and have
difficultiesdetacing from it becausé carrieshemaway.As a consequece, eveything

eke aound isforgottenand time seensto fly.

Originally, the UWES included 24 items of which the-#&gos (9) and the dedication

items (8) for a large part consisted of positively rephrasetM&IAfter psychometric
evaluation in two different samples of employees and students, 7 itemd &ppeare
unsound and were therefore eliminated so that 17 items remained: 6 vigor items, 5
dedication items, and 6 absorption items (Schaufeli, Salanova, Goma&Bakker,

2002a). Subsequent psychometric analyses uncovered two other weak items (ABO6 e
VI06), so that in some studies also-debb version of the UWES has been used (e.g.,
Demerouti, Bakker, Janssen &Schaufeli, 2001).

In order to shorten the scales of the UWES to three items maximum, an iterative process
has been carried out, wherelghesample was analyzed separately. First, of each scale

the most characteristic item was selected on face value. Next, this item was regressed on
the remaining items of the particular scale. The item with the highkst [ most

samples was then addedhe initial item. In the next step, the sum or these two items

was regressed on the remaining items of the scale, and again the item with the highest 3
value in most samples was added to both items that were previously selected. These three
items constiite the final shortened version of that scale. As most characteristic item for
vigor was selectedAt my work, | feel bursting withbenefgy/ 1 0 1) . Thi s i
suppl emented in ®Bhe myextobt wd dRBpadshy od g
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MWhen | get up in the morning, | feel like gdng 1o Warl0 3 ) respecti vel
Cronbach'sa vary from .75 to .91 (median: .84) across the 25 studies. Correlations with
the longer Stem and 6tem versions vary between .95 and .97 (mediprané .93 and

.96 (median: .96), respectively. As most characteristic item for dedication wad $elected:
am enthusiastic abouttmy o E0 2 ) . Thi s
t hat( OE O0do By jolainsdiredme( D Edp&tyely. Theevalues of Cronbach's

vary from .83 to .93 (median: .89) across all studies. Correlations with theitemger, 5
version vary from .92 to .96 (median: .94). As most characteristic item for absorption
s ellam eantmersked in tnydwork ABO 4 ) . Thi s
carried away)y ABIO & feél Gappy widn kammnwgrkingdintefsal 0 3 ) ,
respectively. The values of Cronbach'sa vary from .75 to .94 (median: .79). Correlations

i t leamm prowd en the waokp | e m

was it éget was ¢

with the longer,-iem anl 6item versions vary between .92 and .96 (median: .95), and
.88 and .94 (median: .92), respectively. Cronbach'sa of the instrument including all 9

items variegom .89 to .97 (median: .93).

UWES-9 (N=12,631) UWES-15 (N=12,631) UWES-17 (N = 12,161)

Total | Md Range Total | Md Range Total | Md Range
Vigor J2 176 60 87 | .80 | .80 56 - 88 82 | B2 | .66 =87
Dedication® | 84 | 87| 74-90 | .89 | .89 83-92 89 | 89| 83-92
Absorption | .77 | .79 | .66 -85 | 8 | .82 J3 - 88 83| 83| .79 - .88
Totalscore | 90 | 91| 85-094 | 92 | 94 88 -.96 931 93| 88-95

Note. * The dedication scales of the UWES-13 and UWES-17 are identical,

Vigor Dedication Absorption Total score
Very low <2.00 <1.33 =117 = 1.77
Low 2.01-3.25 1.34-2.90 118-2.33 1.78 - 2.88
Average 3.26-4.80 2.91-4.70 2,34-4.20 2.89-4.66
High 4.81 - 5.65 4.71-5.69 4.21-533 4.67-5.50
Very high > 5.66 =5.70 =534 = 35.51
M 4.01 3.88 3.35 3.74
SD 1.13 1.38 1.32 1.17
SE 01 0l .01 01
Range .00-6.00 .00-6.00 .00 -6.00 00-6.00
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1 Performance Management Scale (Own Construct)

The Researcher developed a performance Management Questionnaire based on 5 point
rating scale where- Strongly Agree and- Btrongly Disagreelhe performance
Management Scale developed by the researcher originally afn3@stisns which

covered thdour parameters of Goal Setting, Performance Feedback, Mentoring and
Development Opportunitie$here were originally 6 items on goal setting, 6 items of
performance feedback, 10 items on Mentoring and 8 items on Development
OpportunitiesThe Scale was wlified after the Pilot Survey and 20 items were selected

for the Main Study.

4.0 Phase 1Pilot Study

Researcher has designed the Performance Management Scale and in order to validate the scale .
pilot study was conducted where 30 items were origiredhgddly reviewing the secondary

data. Based on the results of the item correlation test conducted 10 items which had correlation
of less than 0.43 were discarded. After the pilot test on 20 respondents the number of items were

reduced to 20. The graphdwelpresents the results of the survey conducted.
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5.0 Phase II- Main Study

Table Ill:Data Analysis: Correlation

Correlation is the measure of association between two variables. With correlation one calculates
an index to measure thature of the relationship between variables. It measures the strength
and direction of relationship between variables. Results of the correlation will show the strength

and direction of the relationship between Performance Management and EmployeenEngageme

. L . | Goal| Perf .
Vigou| Dedicatio Absorptio Settinl EFeedba Mentorin| DevOppor
r n n g t
g k
Pearson
Correlatio| 1 .683 .640° 191 154 .030 .196
n
Vigour ,
Sig. (2
tailed) .000 .000 .055| .124 .769 .049
N 101 101 101 101 101 101 101
Pearson
Correlatio| .683 1 .666 .360° | .249 .050 .235
n
Dedicatio S; 2
g. .000 .000 .000| .012 .621 .018
tailed)
N 101 101 101 101 101 101 101
Pearson
Correlatio| .640° .666 1 .210 .138 -.012 153
n
Absorption <
Sig. (2
tailed) .000 .000 .035| .168 .902 .125
N 101 101 101 101 101 101 101
Pearson
Correlatio| .191| .360 .210 1 703 .337 409
Goal n
Setting |Sig. (@ 55| oo 035 000 | .001 .000
tailed)
N 101 101 101 101 101 101 101
Pearson
Correlatio| .154 .249 138 703 1 .366 443
Perf n
Feedback |Sig. (2
tailed) 124 .012 .168 .000 .000 .000
N 101 101 101 101 101 101 101
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Pearson
Correlatio| .030| .050 -012 |.337 | .366 1 214
n
Mentoring [<.
Sig. (2
tailed) 769 | .621 .902 .001| .000 .031
N 101 101 101 101 | 101 101 101
Pearson
Correlatio| .196 | .235 153 | .409 | .443 214 1
DevOppor|"
t Sig. (2 049|018 125 | .000| .000 | .031
tailed)
N 101 101 101 101 101 101 101
**_Correlation is significant at the 0.01 leviilg).
*, Correlation is significant at the 0.05 leviilg).

5.1

1

Interpretation

The above table indicate that (at 0.01 level of significance) there is a significant
correlation between the items of Vigour and Dedication (r = 0.683); Vigour and
Absorption (r = 0.640); and Dedication and Absorption (r = 0.666).

Alsowe can see from the above table that (at 0.01 Level of Significance) there exist
significant correlation between Goal setting and employees Dedication at work (r =
0.360).

Further (at 0.05 Level of Significance) Performance Feedback is sigrefeizmatly

to Dedication at work (r = 0.249); and Development Opportunities has significant
relation with Dedication (r = 0.235).

There is significant relationship between Goal setting and Absorption (r = 0.210) (at
0.01 level of significance).

There is a gmficant correlation of Goal Setting with Performance Feedback (r =
0.703), Mentoring (r = 0.337) and Development Opportunities (r = 0.409) (at 0.05
level of significance)

Performance Feedback is significantly correlated with Mentoring (r = 0.366) and
Devdopment opportunities (r = 0.443), (at 0.01 Level of Significance)

Mentoring is significantly correlated to Development Opportunities (r = 0.214) (at

0.05 Level of Significance)
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5.2  Major Findings

1 It is seen from the results of the survey that Goal g;e@mformance Feedback,
and
Development Opportunities have a significant impact on Dedication at work.

1 Goal Setting is related to the absorption at work.

The results of the data analysed shows a significant correlation between Performance
Management ar@mployee Engagement. Therefore we accept the Ha and say that
their exist a significant relationship between Performance Management and

Employee Engagement.

1 The respondents from the sample companies surveyed have indicated that clarity in
goal setting pross is a strong predictor of dedication and absorption at workplace
and employees get happily immersed in their work.

1 Employees also are more dedicated at work when they get continuous feedback on
their performance by their seniors.

1 Employees are more Dedglied and enthusiastic about their jobs when their work
environment provides them with development opportunities, learning and career
growth.

1 Itis also seen that companies that follow formal Mentoring programs also provide
their employees with good deypehent opportunitie® succeed in their career and

become an asset to the organization.

7.0 Limitations of the research

This research is limited to only 6 financial services companies in Mumbai. Future researchers can
extend this research to broader spettof industries to further validate the findings of the

study.

8.0 Conclusion

High performing organizations are concerned more with employee satisfaction at workplace.
Gallup survey findings have further emphasized on the need of creating an emgegthgtcul

can help retain talent. Successful organizations are today working on developing their human
resources, as this can increase the financial wealth of the organization and bring in more goodwill

and brand identity.
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Annexure |

Employee Engagement Questionnaire

Give your opinion on the following statem@m@ scale of-@ where 6 represents always and 0
as Never

Never Almost never Rarely Sometimes  Often Very often  Always
0 1 2 3 4 5 6

| am willing to really push myself to reach challenging work goals.

| am prepared to fully devote myself to performmpgob duties.

| get excited thinking about new ways to do my job more effectively.

| am enthusiastic about providing a high quality product or service.

I am always willing to 0go the extra mi/|
Trying to constantly improve jop performance is very important to me.

My job is a source of personal pride.

| am determined to be complete and thorough in all my job duties.

= =2 =4 =4 A4 A A5 -2 -2

| am ready to put my heart and soul into my work.

Annexure |l

Performance Management Questionnaire
(Own Construct)
Rate the following questions on a scalespfahere 5 is strongly agree and 1 is strongly disagree

Strongly Disagree Disagree Neutral Agree Strongly Agree

1 There are clear performance criteria outlined for my job

1 Individual Support for setting Quality goals (measurable, attainable, challenging etc)
is provided

1 Overall, | have a good understanding of what | am supposed to be doing in my job.

1 1 am kept well informed about changes in the organization that affecrkmy w
group.

1 My work group makes efficient use of its resources, time, and budget.

In my work group, meetings are focused and efficient.
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= =2 4 -4 A -

| receive feedback on my performance

| am given recognition for my contributions

In my work group, my ideas and opiniaresappreciated

| get sufficient feedback about how well | am doing.

People in my work group understand and respect the things that make me unique.

| think mentors are a positive influence on an individual's ability to succeed in

business

Mentors are vitahnd necessary to achieve long term goals and objectives in
professional development

Mentoring provides mentees with an awareness of their prospective tasks and areas
of responsibility.

Career advice is an important factor in a mentor/mentee relationship

New areas about work is an important factor in a mentor/mentee relationship

Obtaining promotion/salary raises is an important factor in a mentor/mentee

relationship
At my workplace | have opportunities to develop further skills in my career
My job providesne with chances to grow and develop

In my work group, people try to pick up new skills and knowledge
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Evaluation of Corporate Training EffectivenessCase Studies

using the Kirkpatrickds m

Ms. Vidya NandagopaP

Abstract

In recent times Concern for job satisfaction has developed into an awareness of organization
subsequently organizational culture. A bottom line contribution to organizational effectiveness is
important than cost cuttings Bher@ve from a narrow focus on training to a broader concern for devel
6. Many of them are starting to |l ook at trair
it is also being expected to yield a return. Cegpactationalfrom training have shifted dramatically witt
a strong emphasis on the need to justify the cost of training based on ROI as well as its impact or
effectiveness in the post training period. However even now, trwssttudessend enailmanediate

after training results. A 1988 ASTD poll found that only 20% of American companies evaluated ir
trainingds outcome to the organization. Si mi
attempteal assess the benefits of their training and an even lower % did cost benefit analysis. The
need of the hour is the development of effective strategies for evaluating the training program:

contribution to organizatiosal succe

This paper relies on 8 case studies wherein organizations in different places in the globe have
training effectiveness using the Kirkpatric!|
content analysis tecangjoentrasts and similarities between studies and lessons that can be learnt
are out forth. The idea being to impress on training depts. That if they decide to put their mind to it

training effectiveness is not an impossible task

Key WordsCor porate Training, Kirkpatrickods Model

9 Al Ghurair University, UAE, vidya@agu.ac.ae
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1.0 Introduction

Why Evaluate?

We need to evaluate the program for 3 reasons:

1 To justify the existence and budget of the training dept.
1 To decide whether to continue with pinegram

1 To gain Information on how to improve the program

Examining the outcomes of a program helps in evaluating its effectiveness. These outcomes
should be related to the program objectives, which help trainees understand the purpose of
program. Trainingutcomes can be categorized as cognitive outcomebaskill outcomes,

results, and return on investment. Cognitive outcomes determine the degree to which trainees
are familiar with principles, facts, techniques, procedures, or processes empliasized in
training. Skidbased outcoméschnical or motor skills and behavignctude acquisition or

learning of skills (skill learning) and use of skills on the job (skill transfer). Skill transfer is usually
determined by observation. For e.g. peersand mger s may al so rate tr
skills based on their observations. Affective outcomes include attitude and motivation. One type
of affective outcome is trainees0 reactions
t rai neeand of fhe prageam tincluding the facilities, trainers, and content Reaction
outcomes are typically collected via a questionnaire that usually asks questions like the following:
how satisfied are you with the tr asoml ng pr
expectations?6 O6How comfortable did you fi/
reactions provide useful information, they usually relate only weakly to learning or transfer of
training. Affective outcomes can be measured using surveys.ciflee atfieide of interest

depends on the program objectives. For examples, attitude towards equal employment
opportunity law might be an appropriate outcome to use in evaluating a diversity training
probl em. Resul ts ar e utte the coropany. &xamplenof neselts t r a i
include reduce costs related to employee turnover or accidents, increased production, and

improvement in product quality or customer service.

How can training programs be evaluated?

T Ildentify the prelqessesads strength and w
1 To assess whether the content, organization, and administration of the program
(including the schedule, accommodations, trainers, and materials) contribute to

learning and the use of training content on the job.
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To identify which trainees béterl most or least from the program.

1 To gather marketing data by asking participants whether they would recommend the
program to others, why they attended the program, and their level of satisfaction
with the program.

1 To determine the financial benefitd aosts of the program.

1 To compare the costs and benefits of training to non training investments (such as
work redesign or better employee selection).

1 To compare the costs and benefits of different training programs to choose the best
program.

The Walgreens example

Walgreens is a good example of a company that has reconsidered the role of training based on
evaluation data. A Walgreens training course for new technicians was developed te replace on
the gjob training they received from the pharmacists whd them. This course involved 20

hours of supervision on the job. Because the company has several thousand stores, large
amounts of money and time were invested in the training, so the company decided to evaluate
the program. The evaluation consisteccarhparing technicians who had completed the
program with some who had ndhe results showed that formally trained technicians were
more efficient and wasted | ess of the-phar mi
the job training. Sales imgwmacies with formally trained technicians exceeded sales in

pharmacies with ethe jobtrained technicians by an average of $ 95, 00 each year.

2.0 Review of related Literature

This section has been done through my research with online books, ljkairiRedguest and
published research studies in the area. The literature review supports the view that training
evaluation still remains an unrepresented and unloved activity amongst trainers and

organizations.

Phillip, Lewis and Thornhill, Adrian (1994h &6 The Ev al dAntOrganizatiandl Tr a i
Culture Approach feel that there seems to be a widespread proposition that evaluation is the
least well conducted aspect of all training activities . A recent study of training in UK revealed

that 85% of Btish employers make no attempt to assess the benefits of undertaking training.
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According to these two authors, evaluation should embrace an organization wide approach that

embraces the culture of the organization. Some of the reasons cited for theoabsence

ineffectiveness of training are as follows:

T

Kel |

The Confounding variables effect: If a more than normal ettiqgeriod elapses

before the trainee or his supervisor are contacted after training, it may become
difficult to establish that the learning maleed occurred as a result of training.

Non Quantifiable Effect: The good sales from a dept after training may actually be
due to an upturn in economy.

Cost outweighing the benefits Effect: Sometimes the cost of evaluating may not be
worth the exercise

The Act Of faith effect: where training is readily accepted as part of the company
culture and considered as good, it may be outrageous to argue to the contrary.

The Trainer Sensitivity effect: It is much easier to not evaluate as if the results prove
negtive it may show the trainer in a bad light.

The Organizational Political Effect: The organizational culture of preferring not to
ask awkward questions may be seen as an organization wide version of group think

where the organization turns a collectivel lslye to uncomfortable things.

Y, Andrew ( 1993)in OMeasuring Payback

until the HRD function discovers a method for quantifying their input in terms of the bottom

line , they will remain unrepresented irbtt&droom. Most HR professionals view themselves

as people changers rather than business improvers. Thus the concept of measuring payback

doesnot sit easy on their shoul der s. Al

organization more effective

Mackey, Davi d (T2adsboBning Trainingh A $uidb o Ckeatiig a Flexible
Learning Environment: t he Ri s ¢he ioabilitytohtee Lear 1

learning function to demonstrate its worth, its return on investment to the organization can be a

problem. This he attributes to their inability to work with metrics that satisfy senior

management.

S| oman, Martyn (0996Tr aiméAgHSESndkadelgy o f eel

component of any systematic approach to training. Any organization wishing to be recognized as

an Ol nvestor i n peopl ebd mu st demonstrate

development in ordeo assess achievement and improve effectiveness. It was found that 4 out

of 5 establishments in Britain did not make any attempt to assess the benefits they get from
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undertaking training. An even lower % attempted any cost benefit analysis of thgir traini
Although US practices seem more advanced, it is worth noting that a report by Carnesville and
Schulz for the American Society of Training and Development (ASTD) on the ROI of training
also painted a bleak picture. A 1988 ASTD poll found that onlyva0%ted in terms of
trainingds economic effect on the organizat.
the area of evaluatidéven in a global sense we have a long way to go in the area of outcome

based evaluation of training.

Accord ng t o Rae, Leslie (1999), 06Using Evaluat
tend to be blind to their own change, particularly in training events that contain a lot of new or
remedial material. Often, learners who have limited reflecting skilist meslize what they

have learnt and to what extent. If they are forced to reflect on what they have learnt for
evaluation purpose, it will help them consolidate in their minds what they have learnt

Lovel |, Kevin (2007) oubhofBvalustiom rd u tcll ien eésGettt @ nm
measuring the outcomes of learning. He feels that evaluation has to be outcome focused rather

than activity focused. For years we have evaluated training focusing on the trainer, venue, course
material etc. Mostvaluation amounts to nothing more than checking reaction. Organizations

wanting to do higher level evaluations need to develop a customized approach.

Short, Tom (2004) i n OExploring the Vacuum
impossible f eel s that evaluation processes do t &
concerned managers (Horwitz, 1999; Sloman, 2004). One of the major challenges facing learning
professionals is establishing the eaeffect relationship between acttraining and the

resul tant benefit to the organization. This
the conceptual gap between the actual learning event and the realization of benefits resulting
from it. The author adds that more the lapséntd from training to evaluation the more
prolonged becomes the evaluation vacuum. Pressure of work. Lack of time and lack of
knowledge of how to evaluate were given as key reasons for overlooking training evaluation.
Evaluators are overwhelmed by thentityaof data generated but suffer from lack of
meaningful data at the strategic level. Very often several training initiatives maybe linked thus
resulting in what the author terms as oOLea
meaningful data fne any one interventioQualitative analysis of data is sometimes required
given the nature of certain training initiatives but requires a longer time frame and complex data
gathering especially in areas where training aims to bring about long terminchange

organizations.
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3.0 Research Methodology

Against this depressing backdrop of the current global scenario with respect to training
evaluation, the researcher thought it would be extremely appropriate to view the other side of the
coin. In other words anttampt was made to search for examples and case studies where
organizations had made a conscious attempt to develop evaluation methodology and had
achieved reasonable success. This search brought to the fore many such examples from over the
globe of diffeent types of training scenarios where organizations had felt the need to develop
evaluation methodology, had gone ahead with developing it and managed to implement it with a
fair amount of success. In order to emphasise that size or nature of buskeiegsaowbell

known organization do not really matter, the study tries to include different types of
organizations, some well known and large and some not so well known. This proves that it is the
intent to measure and the pressing need arising eitherttiaihafje amount of money spent

on training or the imperative of making training effective for organizational reasons that makes
these exercises happen. This is evident from the case studies. For each case study following

parameters have been analysed

1 Foaus of training
1 Training issue/organizational issue being addressed
1 Evaluation methodology used
1 Conclusions
The one wuniformity in these case studies 1is

level model for training evaluation. This madsidérefar the researcher to compare the cases as

there is wide disparity between them in terms of their organization size, culture, product type and
training issue being addressed. Eight case studies were chosen for the analysis. All the case
studiesinvele training interventions evaluated us

were the case studies analysed.
Case Study Evaluating a Coaching and counselling course

Case Study- Evaluating an orientation program for new managamada Revenue Agyg,

Pacific region, David Barron, Learning and Development advisor, Vancouver, British Columbia.

Case Study-3rhis case illustrates an organised approach to evaluating a leadership training
program at al | f our | ev ént.Bon Kraft, Mahager, Korporlate a t r |
Training Gap Inc.; San Bruno, California.
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Case Study 4

The Regence group, James C. Baker, e learning specialist, Organizational development, Portland

Oregon.

Case Study 5

Evaluating a Training Program on Presentatitds: kthur Anderson and Company.
Case Study 6

Kemper National Insurance Compd#&waluating a program on Performance appraisal and

coaching.
Case Study 7

Nicco Internet ventures Ltd, Indian Company, a premier IT enabled HR Solutions and Service

Company.
Case Study 8
Allied Signal Corporation, Phoenix Division, Garrett engine Division

Each case study is depicted with the focus on the evaluation design and implementation as well

as conclusions below. A description of each case is also provided as paxtiof. Ann

4.0 Analysis
Type of
No | program a an{ Issue at hand | Evaluation method Conclusions

Focus
Even with
10000 staf]
members  an\
4, 00000 hours
of training

Evaluating @
Coaching an(
Counselling
program
Iberdola,
Spain. The
focus here wa
on level 2 tg
level 3
transition

ai

evaluation wal
only done a
level 1 .Thus |
team of
specialists
worked
create
evaluation
procedure.
training
programs wer;
chosen and th

to
ar

Kirkpat
model wag
applied

Level %existing form was use
Level 2 2 tests we
administered, one fq
knowledge and one for skills
the training aimed at develop
both knowledge and skil
Level 3 was done using f{
/post test comparison. Po
testing was done 3 months a
the training event.

Although the program did n
gopreciably increase t
knowledge levels depicted b
the level 1 evaluation howe
in level 3 ,73% display
increase in skills and 27% caq
not apply what they learnt d
to lack of opportunity.
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Phase 2 was an orierdat
session wi t h
Balancing management w

The  Agency | d hi .
forms a part of cadershnip 0 -
Evaluatin 4 the federa participants were asked | 80% of the participants four
trainin 9 9 ublic  servicd Measure the content releva| the topis covered relevant.
0 ra?n for gf Canada. A of the course and theglevel 2 participants four
brog " ’| satisfaction on a &point scale| narration of personi
New management | .
For level 2, content evaluati experiences and access
Managers. program  for . o Foial
Canaa employees wa was done using a questionna resource persons beneficia
For Level 3 participants we the learning process. At leve
Revenue evaluated. Th| _~. o .
quizzed on application of leal it was found that the progrg
Agency, program  way : f - d . d
vancouver conducted in 4 content using focus groy increased team spirit and {
" ' technique. For level was in turn reflected at leve
British phases - ked | i f b
Columbia Evaluation participants were aske in terms o etter teal
i‘ocuse d or evaluate the results of th| performance.
application of what was lea
phase 2. .
in the program.
The focus waj Level 1 was measured bag
on an| qualitatively and quantitativ
organised using an LTS evaluation forn Statistical analysis revea
approach  tq the end of the event. For Le\ positive correlation betwe
evaluating i 2 sample of 17 participar improved LSA scoresand
Evaluating ¢ leadership filled a questionnaire with filb | increase in sales, decreast
Leadership training in the blank questions. F| turnover, and increase in I
training program .Ther¢ Level 3, a random sample | prevention from stores in whi
program al was a need fq 17% of respondents wj managers attended. Even dlt
Gap Inc, Sar leadership checked on 8 skill areas on | years of conducting the traini
Bruno, training for| and post levels. For Level| the trend of the above data v
California. store manager{ Gap conducted an impact sty positive. The % of stof
and this wa{to ascertain improvement | managers with improved LS
achieved in { leadership, and supervis( scores and positive busin
phased manng skills and their impaon store| results has steadily increased
over a periog sales, employee turnover ¢
of 2 years. shrinkage.
OD dept at Regence conduc
online training assessment of N
) . The findings led to thg
gleatfiies 'clj'ﬁlelvfrggir:n e;calasnser( conclusion that the participar
montt?é and proguclzzd 44 were positive about the traini
The Regenc| This cas study online assessments. i _and thgt the training helped
improving the performance
group, measures assessment at levé)2, and 3 the participants at levels 1
Organizationa| program an ASTD evaluation tool w b P

Development,
Portland,
Oregon

effectiveness ¢
levels 1, 2 an
3.

used. This tool wg
complemented by produci
records of training b
instructor, class and participa
The assessment tool had 2 p
of which the second part w
implemented a few weeks a
the event.

and 3 of t h
model. Training organizatio
need to include thevaluation
component along with trainir
to add value to the client. 7
measure success, a multil
assessment maybe necessar

Evaluating 4

This case stud

Evaluation was done at level

The video tapings wegiaalyse(
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program on gives a verand 3 of t h |using a coding structure 4
presentation | detailed model. Pre and post tests w| observation checklist. THh
skills  Arthur | description of | used to determine whether { evaluation is an ideal exampl
Anderson anq the course resulted in persist{ detailed evaluation of a progr
Company methodology | changs in knowledge, skills al of a  subjective  natu
that can bq attitude as well as extent | performed in a very precise W
used whil¢ behaviour change. The 2 ¢
evaluating program under considerati
slightly had 16 participants and w
subjective an( offered 120 times. Participa
behavioural were made to give
objectives presentations .They were m
to complete questionnaires g
videotaped and observed
evaluators.
Results from the Performan
Appraisal form checkili
, admlnl_s'gered before and af Thecourse increased the qug
The detaileq the training. ; ; <al
methodology | Performance appraig of periormance - appraisa
: : several important areas.
and resultsof | questionnaire for managers Obiectives
evaluating { Performance  appraisal Pe:formance feedback
Kemper training cours¢ employees Combpleteness of the appraisa
national on Informal observatian obtaineg S ec?fic obiectives ppraiss
Insurance performance | from many sources e.g. I'thgt met 'ghe Lality criter
Company and coachin{ manager, immediate supervi . 9 y
. ) : increased by 36% after f
Evaluating 4 between De( of those completing the forn ;
event. The evaluation show
program  on 1989 ang etc etc.
: that there was a mark
Performance | March 1990 i{ To assess level 4 the researq . :
. ) . . 1 improvement in the
appraisal an| illustrated herg asked the questiavhat gain erformance appraisal qua
coaching. The study diqg has been there in tf P PP q

evaluation at al
4 levels of thg
Kirkpat
Model

achievement of the following
HR objectives viz.
Completion of prformance
appraisal on schedule
Quality and accuracy of t
appraisal

and accuracy of reporting.
also showed that they useq
joint problem solving approa
and also g& more candi
feedback on performance

Nicco Internet

Ventures, Se€
up by the
NICCO
group, a
diversified
Indian

Conglomerate

The company
operated
through
consultants
who had
management
education bu
lacked
negotiating
skills which
posed a serioy
chdlenge to
their
performance

HR

A training ourse  wajg
developed for the consultants
improve their negotiating skil
Evaluation was done at bg
levels 1 and 2. Evaluation
level 2 was done through
and post tests wusing Qu
format.

A summative evalien of the
course showed that 91% of {
candidates agreed that
intervention helped them ga
important new knowledge. T
level 2 evaluation showed 2
to 92% correct answers. T|
training was reinforced throu
reward by linking higher rates
billing with consultant fees.
addition the consultants we
required to prepare and pres
a negotiating plan to thg
managers before they embar
on negotiation with a clier
The upward shift in negotiat
rates with clients after traini
provided a alid level 4
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measure.

Allied Signal
Corporation,
Phoenix
Division,
Garrett
Engines Divn

As apart of the
total quality of
mfgr efforts 2
day courses i
team building
were
conducted
using
experimental
and control
groups.

Level 1 was measured usin
guestionnaire to know if th
participants found the progrs
informative and useful. On
the control group was tested
level 1. At level 2 post testi
was done and compared W
pre test scores and cont
group scores. At level 3 bg
experimental and  coal
groups were asked to compl
a team assessment instrumg
for level 4 researchers meast
actual changes in performa
on 2 variables job response ti
and job completion time.

At Garrett engines they chg
decreased downtime
equipment as the desirn
outcome. They also measu
job response time and |
completion time. Prior to th
program  people in th
experimental group respong
slowly to job requests while {
response ratencreased pos
training.
Similar improvement was sg
in job completion time also f
experimental group.

5.0

Interpretation and Findings

T

It is worth noting that in most of the case studies evaluation was done up to level 3

and in some cases it wentajevel 4.

Each case study showed that the organization had developed their own unique and

customised approach in developing the evaluation methodology.

In most cases there was involvement from the Learning Dept, participants as well as

their line manags.

In Case study 3 of Gap Inc, we notice that they had identified critical performance
factors and by comparing data w.r.t. these factors for stores and individual

participants

they coul d

get a very

model. They have also managed to correlate the data using statistical analysis.

In most of the case studies illustrated we find a good mix of both qualitative and

guantitative techniques have been used.

In Case Study 4 of Regence group they found that levellissessment was more

useful.

S i

Z e

In Case study 5, a program of very subjective nature has been analysed using very

robust and detailed evaluation methodology.

In Case Study 7 of Nicco Internet Ventures, the company went one step ahead by

connecting the @b training performance with rewards and task reinforcement. This

truly takes training to the next level of development resulting in organizational impact

which is the ultimate end result desired from training.
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1 Finally case Study 8 of Garrett Engines showsan organization can single out
one critical performance factor and use it to assess training effectiveness.
1 In summary all case studies reflect a very detailed planning and development of

evaluation methodology.

6.0 Conclusions

The above eight case studies illustrate how despite the general apathy or lack of concern and
knowledge regarding how to conduct an evaluation study, many organizations in the US and
elsewhere have made serious attempts to evaluate their trainingsiamdtwith considerable

success. For ease of understanding and analysis it was thought fit to consider those case studies
that have used the Kirkpatrickds 4 | evel mod
covered different functional asess well as different types of audience and types of programs.

In most cases the organizations have successfully reached Level 3 and sometimes Level 4 of the
Kirkpatrickds model . These cases prove a po
preplanning and choice of right metrics, it is definitely possible to evaluate training and to reap

the benefits of the process.
Designing the Evaluation Process

It is difficult to quote a golden rule for the design of the evaluation process ottier thain

that it must be congruent with the type of training and development to be evaluated. Too often
one form of evaluation is used with every type of training, whether it is relevant or not. The basic
principle behind any evaluation design is thaprbweess must approach the training and
learning objectives with a view to confirming whether they have been achieved or not. An
absolute essential for any training program must be the determination of terminal objectives
sought from the program. Once thss figured out, the evaluation format can then be
ascertained. Consideration of the form of training will indicate fairly readily the type and extent

of evaluation measures, but in general they will look at whether to include:

Pre testing or pre knowgglmeasures of the learners.
Start of course assessments
Daily or interval interim approaches

End of program reaction

= =/ =2 A -2

The form of action planning
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1 Arrangements for medium and long term evaluation either by correspondence or by

visiting and by whom.

Equallyessential in the planning and design stage will be the confirmation of arrangements with
people other than the training staff who are likely to be or should be involved in the evaluation

process and their various responsibilities.
Type of tests for evaluaon

A variety of tests can be found at all stages of evaluation, but are more usually encountered:

1 Prior to the training event
1 At the start of the training event
1 Progressively during the program

1 At the end of the program.

Their contributions to trainingeaas follows:

1 Anassessment of knowledge, skills and attitude levels prior to the training

1 Measurement of learning over the period of the program

1 Supporting feedback to learners during the event

1 Feedback to the trainers or other program producers offfdbveness of the

training program.
A number of different evaluation designs can be applied to training programs.

Pre-test/Post-test with Comparison Group This methodcompares a group of employees

who receive trainirand a group who do not.

Pre-test/ Posttest. This method is similar to the pretest/protest comparison group design but

has one major difference: no comparison group is used.

Posttest only.In this method only training outcomes are collected. The pasiljedesign is
appropriate whetrainees (and the comparison group, if one is used) can be expected to have

similar levels of knowledge, behaviour, or results outcomes prior to training.

Time Series. In the timeseries method, training outcomes are collected at periodic intervals

befae and after training.
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There is no one appropriate evaluation design. Several factors need to be considered in choosing

one.
1 Size of the training program.
1 Purpose of training.
1 Implications if a training program does not work.
1 Company norms regardiegaluation
1 Costs of designing and conducting an evaluation
1 Need for speed in obtaining program effectiveness information
Lovel, Kevin.Z007) in 0Getting the value out of eva

know that in a vast majority adses evaluation amounts to little more than measuring reaction

or at | evel 1 of the Kirkpatrickds model . H
evaluation tapers off rapidly. While we cannot put down reactionnaires, we must acknowledge
tha they may tell us a | ot about training ac
L&D annual survey report (2006) identifies two main barriers to evaluation of learning outcomes
as lack of resources (76%) and lack of time (67%). Theglalsatfeearning can deliver more

value than it demonstrates. In other words we do not know how to demonstrate the benefits of
learning effectively. They feel that L & D professionals are too busy making the training event
happen.
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A Pilot Study On Perceptions About Various Teachings Methods
In Management Education
Mr. Sumeet Manerika#0

Ms. Rita Rangnekat!

Abstract

Teaching methods play an important role in management educatioainTduks ghilmdng pus

current options of teaching methods for management studies. The study makes an effort to ident
management faculty and students about the use of these methods. A sample of 75 management
management tiaouds studied. The findings show similarity between preferences of management
students. (RHO=.82). The four methods preferred are class room teaching with audio visual ¢

presentations, case studies, term papers and projects.

Key WbordssPedagogy, Management Education, Student Pe

1.0 Introduction

Teaching methods are basically descriptions of the learning activities and flow of information
between students and teachers. Today, different teachiadsnaethavailable to a teacher and

he or she is free to choose one or more. The choice of teaching methods is based on various
factors. They are objectives of teaching, profile of participants or students, time, space and
material resources, infrastructamd the teaching style of a teacher. Added to this is the fact that
because of various changes taking place around, the teacher has to adapt and use suitable
methods. Moreover, we are witnessing several paradigm shifts in management education like

replacenent of teaching and testing by continuous learning and improvement.

Teachers of management are no novices to teaching methods which range from direct learning
to experiential learning. A number of studies have been conducted on pedagogical issues in

current management education. In fact management educators are known for their dynamic

10 Prof. Sumeet Manerikar, Associate Professor Research, WE School Mumbai, manerikars@hotmail.com
11 Prof. Rita Rangnekar, Faculty Member,NB®bai, ritar@ibsindia.org
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approach to the teaching/learning process. A number of teaching methods are already being
used by them. Studies have been conducted to explore their advantages arabdsativsnt

study tries to explore into existing perceptions of teachers and students about the methods in use
for management education, with a view to help in formulation of suitable teaching strategy.

2.0 Objectives
The objectives of the study are:

1 To identify the teaching methods commonly used in management edueatie vis
the perceptions of teachers and students.

1 To identify merits and demerits and the utility of the teaching methods used.

3.0 Research Methodology
Steps in the Study

1 Identificationof commonly used teaching methods. This was done through a small
brain storm section with management teaching faculty (core and visiting). The

methods shortlisted after the discussion were:
Lecture method

Classroom teaching with audideo aids
Studentpresentations

Research papers/ projects

Case students

Role plays/ Discussions

Management games

Students mentoring

= =2 =4 A4 A4 A4 -4 -2 -2

Identification of data collection methdde method decided upon for collecting

data was the ranking method. This was felt suitable asnther of teaching
methods considered are eight in number and also because ranking permits
comparison between different samples.

1 Data collection and Sampldhe ranking scale for teaching methods was
administered on teaching faculty and students. As thigilot study a sample of

seventy five students and twenty faculty members was considered.

Students n =75

99



Management Vision

Teachers n=20
Further, a few teachers were asked to give their insights into usefulness of these methods.
The data collected was analyzed quardiygand qualitatively.

The quantitative analyses consisted of arriving at group ranks of teachers and students for these
methods. The weighted average method was used. Further the ranks of teachers and students

were compared by ue cometptioSmpethadc mands rank ord
The gualitative analysis was done by using content analysis of insights given by faculty.

Findings were culled out and are presented.

4.0 Literature Review

Clawson and Haskins (2006) n t he book titl ed FiéldGaidecfdri ng M:
Professors, Conkants, and Corporate Trainarsmprehensively enumerate different methods
of teating in a management programiwhile speaking about methods ranging from the

Lecture Method, Group Discussion, Case Discussion, Action Learning,

Simulations, TechnolegBased Learning to student counseling the book speaks about the
merits, demerits and perils of using each method and also suggests ways to manage each type of

teaching method.

In the last chapter, the authors mentions that normdisg method the management teacher
uses and however innovative the method, it is the ultimately how the teacher handles each

method that makes a programme impactful.

The book is remarkable because it gives a detailed account of how each methoddcan be us
The authors recommend the preparation of a course portfolio that would help a teacher get an
overview of how each topic can be handled through different methods and becomes a ready tool

for future use.

Jena, Pradhan and Chakraborty (2012) in thechepapeiStudent's Perception about Case Study
Method of Teaching: A Comparative Study among MBA Students of KIIT University gnd Jadavpur
mention that while the case method plays an essential role in management teaching, teachers
should careful with the choice and age of cases because cases can be higiplgotfoniaxt

terms of effectiveness. The article focuses only on the daseé amet does not dissiother

methods.
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Zapalska and Brosik( 2006 in the research paper Learning styles and online education found
that the teacher has to understand each st

method and style to thatarning style.

The paper however refers to online teaching and therefore gives only one angle of teaching

management.

Delaney, T Johnson, Trudi Johnson, Dr. Dennis Treslan (2008) their research paper
Student sd Per cept i ongheredicatibrffdurddhiatistudentswanathelri n g
searchers tbe professional, responsive and humorous while engaging their session. The article
surveys students perception about teaching style and also behavior in the class. Students in the
survey want theeacher to teach and not the Teaching Assistant. Students find their teachers
Oknowl edgeabl ed when tlifesipationg IThey feund thaestudents e a c |
prefer teachers who inject shorties and real life sitlatoogss.

5.0 Andings

Table 1

Group Ranks (Preferences) of Students and Teachers.

Teaching methods Ranks a Ranks b
(Students75) (Teachers20)

Lecture method 4 2

Classroom teaching with Audio Video aids 1 1

Student presentation 2 3

TermPapers/Projects 5 4

Case studies 3 5

Role Play/Discussions 6 6

Management Games 6 8

Student Mentoring 8 7
The similarity between the preferences of students and teachers was analyzed by using
Spearmands rank order correlation method. (R
RHO = .82

This indicates a high degree of similarity between preferences of students and teachers. This
brings out the communality between student and teacher perceptions, and facilitates the

adoption of mutually preferred teaching method.
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The most preferred teachimethod by both the groups is crass room teaching with audio visual
aids followed by student presentation, case studies, and term papers and projects. The least

preferred methods were role play/discussions, management games, and student mentoring.

A fewobservations of the faculty members about teaching methods based on qualitative analysis

are presented:

1. Lecture Method

This includes the theory, derivation of concepts, basic principles and historical observations for
understanding of the studentsuseful during initial phases of the course and for a large group

of students. Requires proficiency in verbal skills for teacher and continuous attention from
students.

2. Classroom teaching with Audievideo aids
These aids are proving very good suppletoemtnormal teaching pedagogy. Usually keeps

groupds attention and | ooks professional. A
theories.
3. Students presentations

This gives students an opportunity to present their analysis, opportachilsess an audience,
confidence building and removing a stage fear. However, it needs a lot of guidance and is
dependent on student motivation.

4. Term papers and Projects

These are two types: Group projects and individual projects. The group preiguise@s)

develop abilities to work in groups, interpersonal skills, adjustments and cooperation. The
individual projects help in confidence building. Useful when individual feedback is provided by

the teachers.

5. Case Study

It explains the practical aspects of the theory and principles. Students find it more interesting
since it invokes their thinking process. However, proper weaving of theory and the case study
will make the learning process complete. Develops analytpaldemh solving skills amongst

students. More useful for teaching practices and strategies.
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6. Role plays / Discussions
Introduces problems situation dramatically. Provides opportunity for students to assume roles of
others and thus appreciate anothémtpaf view. Allows for exploration of situations provides

opportunity to practice skills.

7. Management Games
Presently these activities are very low due tavadiability of relevant management games. In
future their availability and inclusion mightraase. However if properly written and

meaningfully conducted can prove a very powerful teaching method.

8. Mentoring
This is not practiced as a separate method but though counseling & guidance.

6.0 Conclusion

This is a pilot study. There is a neechtoy out a study on a large sample of teachers, students
and others by using a combination of questionnaire -deg@tminterviews. This will result in

better understanding and insight into this subject of current relevance. However the study
outlines aneed to develop a teaching strategy based on a judicious mix of different teaching

methods.
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Effect of Genderon Transformational Leadership Intervention

Impact

Ms. Swati Mankad!2

Abstract

This research paper aims to detetininegender has an impact on the effectiveness of the leac
Intervention program. The research design is a mix of both quantitative and qualitative appr
experimental design of pretest and posttest was used consistingnaiy@hiestuderndd df iales=

205 females=108). The results were both quantitatively and qualitatively analyzed. Overall t
indicated that gender did not have an impact on the effectiveness of the Intervention. This res
p ar t iselfatipgamotasc@unt. Future research can consider effect of work experience and educ.
obtained suggest that through appropriate interventions companies can leverage the talents and c
males and females at all leaakgeiment in the transformational leadership style in the Indian contex
finding is invaluable to companies who need to consider both male and female leaders in
transformational leadership interventions in the Indian conexalémtcorubeh tim the area of

leadership.

Key WordsTransformational leadership, Gender, Sex, Intervention

1.0 Introduction

The World Economic Forumds Corporate Gender

the heads of Human Resources aimloeer | d6s | argest empl oyer say
womends access to | eadership positions iden
cul tur al practices in your countryo, omascul
modes O . Tal ent shortages projected to become

developing world, maximizing access to female talent is a strategic imperative for business.

12Research SchodSE NDT Womends University, mankad. swati @gmai | .
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2.0 Purpose of Research

This research study attempts to investigate whether hasd® impact on the effectiveness of
leadership intervention. Even though Transformational leadership has dominated leadership
literature (Judge and Piccolo, 2004; Bass and Riggio, 2006) since its introduction by Burns (1978),
the effectiveness of Trémgnational Leadership training is a less researched avenue (Barling,
Weber and Kelloway, 1996). The window of opportunity to free women and men from the
confines of gender stereotypes is opening now. To take advantage of and further this change it is
impartant that training interventions help this blurring of the stereotype. Transformational
leadership is fast becoming the standard for great leadership. Women who demonstrate greater
propensity for this type of leadership are being noticed. In turn, nadésoareing freed from

gender stereotypes and the pressure to be aggressive and individualistic (Anne Perschel, 2009).

3.0 Literature Review

Herein follows a literature review on transformational leadership and allied concepts.
Transformational leadership

There are five key factors of transformati or
to charisma, being confident and powerful, focusing on ethics, and followers identifying with the
l eader . 6l deal i zed | nfsmatie actoes fdcusedhoa valuesrapndd r e

missions, as well as having a trustworthy role model to follow (Antonakis, Avolio, &

Sivasubramani am, 2003) . This work extended
interaction between the leader and the fellow ( Bas s, 1985; Hous e,
Motivationd all ows | eaders to share a positi
standards and morals. Through oI ntellectual

beliefs andolok for new ways of doing things. Questioning beliefs is encouraged. Employees are
encouraged to think for themselves. Through
people as individuals and focus on individual strengths and developmend drelpstlaem
achieve the higher parts of Masl owds needs

worker Satisfaction (Bass, 1985; Antonakis, Avolio & Sivasubramaniam, 2003).

The role of transformational leaders is indispensable to the currenssbgsemario.
Transformational leadership is extremely important for the smooth running and progress of
organi zations. According to Burns (1978:20),
or more persons engage with others in such a way that deabfollowers raise one another to

hi gher | evels of motivation and moralityo. I
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chari sma as t he | eader al so demonstrates (
Sti mul ati on 0 .al leAdertencaunages @nd rsapportoimdividual members of the
group (Bass, 1998). Howell and Avolio (1993) studied 78 managers to show that
transformational leaders were associated with a higher internal locus of control and significantly
and positively conbuted to the achievement of business goals. A recent medaalysis
demonstrates that the most effective model of leadership is transformational. Transformational
leaders are facilitators who act as role models to other team members and use innovativ
problemsolving approaches. Transformational leaders adopt a mentoring role with their
followers, encouraging se#fvelopment and increased responsibility within the organization.
Leadership effectiveness i s daherithmreadparécglaran "
type of behavior" (Eagly et al., 1995, p. 128). According to Bass (1998), a predominantly
transformational culture is likely to be teagsented, adaptive, dynamic, creative, flexible, and

conducive for individual growth.
Difference between Gender and Sex

Before we look into how gender affects the leadership intervention impact we need to
di fferentiate between the terms 0Genderd an
but are not the same. The term Gender is aigmally derived from the Latin word, genus,
meaning O6typed, 6kindd or 6sortd. Sex rel a
differences. Gender as a term relates to culture and refers to the assignment of various
characteristics to each sexefers to what is normative or what is anticipated to be expected in
menos and womenads behavi or . | f the appropr
corresponding terms for gender are masculine and feminine; thus gender is the amount of
masculinityor femininity found in a person. The concept of gender applies at various levels.
Firstly, it is a dimension of personal identity, a psychological process of experiencing the self.
Secondly, it is a part of social order, the foundation of social instiguch as kinship,

sexuality, the distribution of work, politics, and culture. Thirdly, a cultural symbol which can be

interpreted, the basis of normative dichotomies (Loganathan & Venkat, 2010, p54)

Gender roles consist of perceptions about the psgatalattributes that constitutes the
characteristics of each sex, which is called the gender stereotype. Increased equivalence in the
managerial roles played by women and men overtime may have been sufficient to bring about
stereotype change (Powell, &tdild and Batrol 2008). Gender is a multidimensional and
multilevel phenomenon with many different facets (Korabik, 1999). These include intrapsychic

aspects such as gender schemas and stereotypesolgerdtamtity; and genderle traits,
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attitudesand values (Bem, 1993). They also include the manner in which men and women
interact with each other (Deaux & Major, 1987). Moreover, gender is an ascribed status
characteristic. Mends higher soci al status
resarces than women do and consequently, they are accorded greater privilege (Ridgeway,
1992). Thus, gender is both o6a hierarchical
affective structure of i dent ibtkwand Aymdn (2007h e si o |
proposed an integrative model of gender and leadership that combines elements where
leadership is seen as a social interaction between leaders and their supervisors, peers, and

subordinates. The nature of this interaction is influbgaatapsychic processes in all parties.
Transformational leadership and Gender.

Lord, DeVader, and Alliger (1999) have suggested that magedlinityity is an important
personality trait in forming leadership perceptions. Bass and Avolio (198 Mseufactor
Leadership Questionnaire (MLQ) to show that women managers have more Idealized Influence,
are more inspirational and individually considerate than men. Men are higher in méyagement
exception and laisskdre leadership, both being lessactive styles and linked to less effective

outcomes.

Rosener (1990) showed that women described themselves in ways that characterize
transformational leadership. Ross and Offermann (1997) found that transformational leadership
relates positively to graatism, nurturance, and feminine attributes and negatively to criticalness
and aggression. Eagly and Johan&denidt (2001) metanalyzed 47 studies and showed that
women exceeded men significantly on Individualized Consideration and reportedl¢hat fema
leaders were rated by followers as being more transformational than male leaders. Specifically,
female managers displayed three components of transformational leadership more frequently
than men: Idealized Influence, Inspirational Motivation, anddumlized Consideration

(2003). Carless (1998) examined 120 women and 184 men employed ad band managers and
found that female managers were more transformational than male managers, when they rated
themselves and when they were rated by their superibatirselshowed significant
differences in interpersonally oriented behavior. As women show more supportive behavior as
compared to men (Gregory, 1990; Eagly & Karau, 1991), they would be more identified with and
trusted than men transformational leadaraddition, Bass and Avolio (1994) showed that

women leaders rate higher on transformational behaviors than men leaders.

A metaanalysis by Eagly et al. (1992) supported the claim that women face more obstacles in

leadership roles than do men. This arguswggests that women face prejudice and are rated
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more critically than men. One significant finding that has arisen from the transactional and
transformational theories of leadership is the suggestion that transformational leadership, more
so than transdional leadership, is linked to leadership effectiveness: women managers, on the
average, tend to be more transformational and more proactive in addressing problems. As a
consequence, they are likely to be seen as more effective and satisfyingogisbletidiresir

male and female followers (Bass and Avolio, (1994). This finding is of great significance, as it is
assumed that organizations would wish to capitalize on employees who exhibited the style of

leadership which was most clearly aligned todegdeffectiveness.

A study by Reuvers, Engen et al (2008) revealed a positive relationship and a significant
relationship between transformational leadership and innovative work behavior. Furthermore,
gender of the manager moderated the latter relgtiomsicating that employees report more
innovative behavior when transformational leadership is displayed by male in comparison with

f emal e manager s. | n t he paper ocreating a
transformati ono ttlansformatidnd learnsng @ e lachieved fdr women

in formal settings. Their analysis suggests that this question cannot be fully addressed by either
the transformational learning or WoroahsTraining (WOT) literatures. The paper affirms the
importanceof safety in learning. Future research needs to address the structural and cultural

di mensions of womend6és | eadership challenges

The study by (Judeh, 2010) examined the gender differences in transformational leadership
which found that naignificant differences in transformational leadership between male and
female managers at equivalent levels, whether leadershipratasl selfobservaated. Only

the difference was noted in Intellectual stimulation where males scored higher and in

Individualized Consideration where females scored higher.
Needs and concerns of learning in men and women

Research indicates that men and women have different needs and concerns in learning
environments. For women, learning tends to be highly persona, (I2818). Women learn by
integrating different perspectives. In the learning process, women relate theory to their own and
ot herds experiences, rather than thinking pr
regularly think contextually and $tadally than do men (Fisher, 1999). As women learn, they
integrate, generali ze, and synthesize (Helcg
involves connecting affectively as well as cognitively with the subject matter (Belenky, Clinchy,
Goldberge & Tarule, 1986). They tend to define learning andeselbpment as their ability

to develop and express their own ovoiced (B
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experiences and identity as women. For women, communication is a mesasgoarse

providing confirmation and support. Women seek consensus and connection in interactions with
others rather than establishing hierarchy and status as is common in interactions among men
(Tannen, 1990).

4.0 Research Hypotheses

On the basis of abovigerature Review on Transformational Leadership and gender the
following Hypotheses have emerged to determine whether gender affects transformational

leadership intervention impact.

HO1 : There is no relationship between the Intervention Program aimdiséormational

leadership style in the entire group due to gender.

This indicates that gender does not have an impact on the effectiveness of the

Intervention Program

HO2 : There is no relationship between Gender andl{tgel Influence (attributed)}
HO3 : There is no relationship between Gender atehiized Influence (behavior)}
HO4 : There is no relationship between Gender and {Inspirational Motivation}
HO5 : There is no relationship between Geadedr{Intellectual Stimulation}.

HO6 : Thereis no relationship between Gender and {Individuallpedideration}

Sample Design
Sample Size : 313
Nature of Sample : Business Management Students in various Colleges in Mumbai

Sampling Technique : Purposive

5.0 Type of Data

Primary : The data collectém the participants of the Intervention program (N=313, males=
205, females=108) were students of Management from Mumbai who were randomly assigned

into groups.

Secondary Data collected from Journals, books, Online Databases.
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6.0 Research Design

Theexperiment used the Pretest and Posttest design.

7.0 Data Analysis and Interpretation

Sample characteristics are as follows:
Sex Male =205  Female=108

Gender

BEnale
Erermale

The participants are currently enrolled in Business Management Programs
Bachelor of Businebf&anagement= 80

Mastes of Business Administration=233

Name of course enrolled in

.Bachelor of Business
Administration

Masters in Business

Administration
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Measures

The Indian Transformational leadership Scale was used to assess the effectiveness of the

Intervention Program
Training Intervention

The final intervention Program was developed after primary research and a trial run of the

Intervention program
The intervention was divided into three sessions.
Session /

First session was the O0Mai n s enBidd lweakd The f t hr
participants were randomly divided into 12 batches consisting of not more than 30 and not less
than 20.

Session I/

Second session the O06Refresher sessiond of h

session.
Session Il

Andf i nally the O6Evaluation sessiond6, the Post
i.e. 20 days after the Main Session. The experimental method of Pretest and Posttest was used
with quantitative and qualitative feedback from the participahtgl run was conducted to

refine and develop the final Intervention Program. The Posttest consisted of the Indian
Transformational Leadership Scale, used to assess the effectiveness of the Intervention Program.

8.0 Results

Statistical procedures useste descriptive statistics for analyzing the demographic information
and inferential statistics nametgst (paired and independent),-aag ANOVA, and chi
square. Only participants who underwent the treatment were analyzed. The Pretest and Posttest

experimental treatment was used to assess the effectiveness of the Intervention.

The results indicate that Gender does not have an impact on the overall Transformational
leadership Style of all the participants. Only in the fadideltectual Stimulation females have

improved as compared to males.
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9.0 Implications

This research adds to the existing body of knowledge on impact of gender on transformational
leadership intervention by suggesting that both men and women caridosataosal leaders
in the Indian context.

It also suggests that there is a gradual blurring of the leadership stereotype. This indicates that
the businesses can harness the abilities of women also in dealing with complex and complicated
problems that theface in the current scenario. Human Resource Development Interventions on
Transformational Leadership should focus on both men and women. Appropriate Interventions

can break the o0glass ceilingd6é that women f ac

Both male and female potential leaderaldecto influence through their enthusiasm and hard

work. Irrespective of their gender, lead from the front, are energetic, have the courage to stick by
the bold decisions taken by them and are ab
commongoal. They instill enthusiasm in other members by motivating, listening to them, giving
positive feedback, and teaming to encourage them. Further, they also coach others to rectify

their mistakes and make them do better.

Both male and female potentialtter sd acti ons reflect their <co
coordination between various groups and individuals for the smooth functioning of the group or
team through the interpersonal skills of Listening, Feedback, and Teaming. They trg to practic
what they preach and lead by example. There is more clarity in thought and action which is
communicated through all aspects of the major skills of interpersonal communication namely,
Listening, Motivating, Teaming, Providing Feedback, and Promotingraaging Resistance

to Change.

Both male and female potential leaders have improved in their ability to inspire and in the
process motivate. The goals and vision of ¢t
work gives meaning and a sensatgfaction. Both males and females use effectively the skills

of Listening, giving and taking Feedback, and Motivating which help achieve the leaders to
inspire and motivate. Each member irrespective of the gender inspirationally motivates
memberstogot ri bute to the groupds common goal . B

more persistent in achieving targets and does not easily give up.

The results indicate that females have improved in being able to stimulate creativity and
innovationfromdter s. Whil e giving feedback there 1is

|l deas are not <criticized because they differ
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innovative and creative. Listening with acceptance andjadgmental attile promotes

radical thinking.

The participants irrespective of gender have been increasingly supportive of the needs of their
team members. Through the skills of Listening and Feedback the potential leaders have come to
know about the differences and ueigess of the members. Teaming results in members taking

into account the differences of other team members and interacting with them accordingly.

10.0 Limitations and Suggestions for Future Research

The Intervention Program was developed based on tmepéies that the participants would
have an adequate proficiency in the English

account in the rating on the Indian Transformational Leadership Scale.

Further, research can be carried out on whethkrewperience, and/or education can enhance
the transformational leadership style of the potential leader in the Indian context. The

Intervention Program can be carried out in local languages to increase its reach and benefits.

Si nce t he-rathe lzasl beenstédkensirgol consideration, future assessments of the
Intervention Program can be carried out taking the obseavéri ng of t he | eade

Subordinatesd and peersd assessment .

11.0 Conclusion

Transformational leadership is fast becothimgtandard for great leadership. This combined

with inclusion of the cultural specific aspects makes it relevant in the Indian context. As this
happens, women who demonstrate greater propensity for this type of leadership are being
noticed as leaders. turn, men are also being freed from gender stereotype and the pressure to
be aggressive and individualistic. As men and women take advantage of increased opportunities
to participate in roles once resemgtabe f or t

about leadership, are and will continue to fade.
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Quality Assurance (ISO 9001) in Vaé Added Services (VAS)
Telecom Industry

Mr. Anit Bhatnagar3

Abstract

It is generally observed that companies in India either go for ISO 9001 or CMM certifications as t
Assurance Practices. The paper presents a Case Study on an Indian organization which recently
9001 2008 certificate. This Orgamizmtprimarily into Value Added Services (VAS) Technology in
telecommunication. The paper puts forth findings and implementation of {s@I&DGEvites value

company.

ISO 9001 in general, is a certification not specific to industry, telecommunicatholdedspecially th
services companies, on the other hand, requires ISO to be implemented in a slightly different man
companies rely heavily mot prdgucts but various services which are implemented over these prc
Telecom operator level. Straightforward implementation of an ISO may result in catastrophic c

performance of the company in general.

Key Words: 1SO900% Quality Magement System, Quality Assurance, Implementation of QMS ir

Telecommunication

1.0 Introduction

Quialityd The Evolving Definition

Wo r Qualdyo is now being used in every walk of life. It was Carl Frederick Gauss (1777
1855) introduced the concept of narm  cur v e . Edward Deming, t h

brought about an I mmense change in the appro

The definition of Quality is very much changed since it was initially defined. The basic definition
orthumbruleisthia 0 Qual ity is something which is mea
standardd6 the positive and negative deviati

said system. This interpretation of quality is better understood if it is inttodaqedcess

13 Vice PresidentContakt Tech Solutions (India) Pvt. Ltd., anitbhatnagar@gmail.com
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which -def iowedd. Mo s t of the current scena
situations are not well defined or are very difficult to define. The difficulty comes when quality

is to be introduced o met hi ng whiecrhviicsedmore | i ke 0S

With ever changing market and emergence of new business, the general sense of quality can only
be summarised as:

oQual ity I s something that enhances
There are various quality management techniques such as TQM, TQC, BPM, Six ISi@ma etc.,
90012008 is one of theidely usetechnique.

ISO 9001 - Quality Management System

There are various methods by which quality of a system can be maintained, the most common
and customisable system is ISO 9@0D8, Quality Management System (QMS)

ISO 900X was introduced in 1987 as a quality management system to provide business worth

with a solid and effective model. When it is designed and implemented to a process or product, it

promises to provide a framework for ensuring that customer regqugame defined, quality of

certain services are maintained, delivered on time and the management systems (control and

feedback) are improving on a continuous basis.

The system revolves around following value propositions:

Implementation and Maintenané€MS Purchase Policies

Products and Services to Meet Customer Requirements| Process Controls

Documentation and Obedience of Policy, Objectives

Monitoring and Measurement
Procedures 9

Management Commitment Towards Customer Fo .
Analysis and Improvement

Quality Policy
Planning and Process Definition Human Resource Management
Design and Develop Mgmt. Review and Recommendatig

Production and Service Provision

Worldwide total of ISO 9001:2000/2008 certifiq@esrce: 150

1993 46,571 2002 5,61,767
1994 70,364 2003 4,97,919
1995 1,27,349 | 2004 6,60,132
1996 1,62,701 | 2005 7,73,867
1997 2,23,299 | 2006 8,96,929
1998 2,71,847 | 2007 9,51,486
1999 3,43,642 | 2008 9,82,832
2000 4,57,834 | 2009 10,64,785
2001 5,10,349 | 2010 11,09,905
Total Certifications (till 2010) 97,13,578
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The wide ranging benefits are:
1 Improved Customer Service Satisfaction
Consistent Product and Services
Improved Customer Vision

Sufficient Products and Services

Improved Communication

1
1
1
1 Reduction in Cost
1
1 BetterOpportunities and Sales
1

and Most Importantly, Moral and Job Satisfaction of Employees

2.0 Objectives

The main objectives are as follows:

To understand

1 General Quality Assurance Practices in Companies (Especially in India)

1 ISO and its importance in telecommunication

To comprehend:

1 Implementation process of ISO
1 The benefits of ISO implementation

1 Conclusion

3.0 Research Methodology

Need & Significance of the Study

The myriad quality issues facing theVAS Technology Pevvider and resultant deterioration

in client servicing compelled the organisation under review to implement {5I080QMS.

The study intends to determine the benefits which would accrue to the organization in terms of
f ewer gr i ev annd aherebf improningcrélatianshipsowsth ckents, service quality
among others. The study affords immense learning to other organizations that might be facing

similar problems.

120



Management Vision

Scope & Limitation

1 The study restricts itself to designing and implement&tis®®0012008, Quality
Implementation System in one organization- clyWAS Technology service
provider.

1 Time duration for the study is restricted to one year only. Long term impact of
implementation of QMS system on various parameters is beyond thaf &mgi
study

Research Design

Implementation of a Quality Intervention and Observétiereof using Preoc and Posdtoc

design
Type of data used

1 Primary: Data gathered from observations of Quality evaluation parameters like no
of internal follomups @ d cl i ent escalation for a y
comparison of 6 months data on various quality evaluation parameters prior to the
implementation of QMS with the data gathered post implementation

1 Secondanbata collected from sources like IS@PO08 QMS manual, ISO900X

1987 Manual, Company Website, books, Research journals.
Type of Data Analysis

Quantitative using ¢ts like graphs and excel sheets

4.0 Telecommunication Scenario YAS) and Quality Implementation

Value Added Services (VA®)viders are the companies that deliver product and services apart
from normal voice and data services to a Telecom Service Provider (Telco). In modern context it
is very difficult to bifurcate VAS services from normal Telco services but in broad terms,
anything which is not voice call or Internet browsing is usually comes vaddatiservice

providers. VAS companies usually position the following to telecom operator:

Provide Services
Manager Services
Provide Platform Specific to Services

ProvideContent or Interface with Content Companies

= =2 A4 A -2

Provide Platform
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It is globally observed that there are very few telecom operators in any given country. With few
operators catering to a large number of subscngss,Telecom Operatoms the unique

positionof guiding the VAS providers.

In Indian context, we have 13 operators catering to approx. 935 million customers (Dec, 2012)
with over 1000+ VAS companies (as per Internet survey) providing services. Most of the
companies have very competing VAS prodiitiss the funnelling for a successful VAS

company is thequality of service providedto the operator and their customers.

Another key factor in Quality implementation in a telecom VAS scenaritregubacy of
changerequired to maintaia market edg&elecom is the only sector where a single tweak in

one campaign can easily be quantifieffedingresults within minutes To explain further,

doing a SMS or OBD campaign, changing prompts can result in huge decline or increase in
subscription to VASesvicesThis quick-change and turnaround makes implementation of

QMS very difficult in VAS companies

One of the major building blocks for ISO implementatiadoesimentation (it is basis to

guality cycle of evaluation and improvement). It refers to eottagheverything and anything

which is accompanied for a particular service mmo@uct for Tracking, Evaluation and
Improvement. With the fast changing scenario, documenting every change and its effect is the

daunting challenge for VAS companies.

5.0 Implementation of Quality Management Systems in VAS Telecom
Il n the QMS guideline, 1tds being said to use

Prepare Organization
Gap Analysis

Project Plan

Training
Documentation

Use and Improve QMS

= =2 =24 4 -4 A -

Internal Audits
1 [ISO Regisation
VAS scenario is fast changing,constantly shifting consumer preferences and demand forces

service providers to churn their content and application portfolio repeatedly, it is difficult to

make a business case for investing in platforms. Busesssgeto maintain a high growth
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gradient often has operators scrambling to scale operationally rather than focusing on grooming
future growth engines. The determining faidoisuccessful VAE o0 mp a nQuality sf 0

products and services§ .

6.0 QMS Shortfdls in VAS Telecommunication

Whena VAS organization triés implement the IS@9001 directly into the@xisting system
operations, isobserved that this simply degradldde companyds operations
who areused to havinggemendousast turnaround time§he reasons for the catastrophic

failure of implementation are as follows:

1 The amount of money, time and effort required for the paperwork (documentation)
is simply too much where changes need to be implemented very quickly. The usual
turnaround time for an egoing operation is less than 15 minutes, thus complying
with QMS is very challenging.

1 ISO relies on various specifications, procedures and controls for its implementation.
These on one hand, help in establishing standard bl @ther hand they are
overclocked and difficult for a fast changing market. It gives a false indication that
certification means better quality of operations.

1 It was vision paradigm for the employees, as it was observed that the system of
quality was cani dered more | i ke just 0The Cert
improvement on existing operations.

1 Quality can have a positive effect on ROI, sales, marketing and operations but does

not require having an ISO certification.

It was imperative that thesual way of implementing QMS system would not provide desired
results in the real world scenario of VAS telecommunication. To overcome thneeationed

the following was initiated:

1 Changing the Overall Perspective of QMSFhe vision waaltered to implement
QMS flompr @ v e,mehret svwualitdd was removedrom the overall
operation perspective and only focused on improving the existing. Shisiemas
aidedwith implementation of an automated systimnch was in tuned with exisi
operationsit was intended to shift the miadt of people from a cumbersome QMS
to mere improving the procedures for efficiency with automation.

1 Automated System: A ecosystemwhich revolves around an automated computer

systemrunning on distributednetwork aiding in improvementso{ qualjtywas
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created. T h edocsnyest tintensived kait designed i a fashion of
automaticodocument grabbingg s o t hat the existing wor
and operations are automatically grabbed ftyssnand improvement. When the
organizatiorstarted designing the automated syseaiisation dawned that most of

the work that was thought to be people dependent, was actually a procedure
dependent operation. Even though VAS requires very fast todsardefining
procedures with the help of a guided automated system, reduces the need of very
highly skilledexperiencegdroject managers to an average skidladt experienced

project managers to perform the similar tasks. This not only enhanceshig/ ca

of individual but also made Higpaid resources to be utilised in more efficient

manner.

1 Implementing ISO - 9001With automated system in place, it was easy to tweak the
system, so that control and procedures of 19001 can be adhered. Itswa
gradual shift wheretleex i st i ng operations were simpl
phone calls systemd to an oOaut ®30@Lt ed ccC
compliant. There was slight discomfort initially, once the system was integrated in
almos every operatiomndwas very well accepted by the organisation.

7.0 QMS System Execution

The QMS system was implemented as an automated computerised system which relies on
distributed network of servers pointing toward$nternet based management. Vhdgous
broad level setfescriptingomponents are as follows:
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The operations of VAS telecommunication mostly rely on fast turnarounds of emails and phone
calls. The typical scenario is when a phorooadis for operational change, business managers
issues a small email to the concerned department for changes. The usual feedback is via email or
a return phone call, when the task is complete. These and other basic steps are captured by
centrally deploye@MS which interfaces between various nodes. The salient features of the
automated system are as follows:

1 System was built over commercially available, free to use, CMS systems which was
deployed at a central location with distributed array of server<CM®ihas
capabilities of basic project management, allowing various tasks ancatipeds
by Internet Based System. The organization took this basic system and builds various
modules around it to customize and capgtayto-day operations on an auated

fashion. Some operations are as follows:

Activity
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Task and operational Calendar

Gantt Charts

1 The system was interfaced with various communication mechanisms for input and
output. QMS can generate automated SMS, outbound calls, emails, dashboard views
etc. for the operation teams. Depending upon the task priority, the system
automatically informshé concerned person or department to take immediate
actions. The effort and documentation of the taskis automatically calculated and

information is securely captured in the document repository of the QMS.
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