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CSR: Myth or reality in achieving sustainable growth effectively 

Prof. Shubhangi Vanarse, Asst. Prof. Prof. Anuyog Singh, Asst. Prof. 
Modern College Of Engineering, MBA Dept Shivajinagar, Pune. 

 
 
Abstract: 
 Purpose - Corporate social responsibility has become a necessity of which there are many objectives. 
The main purpose behind it is that now organizations have started realizing that they need to be 
perceived as good citizens, rather than as profit machines. But the question is that has CSR been able to 
balance the pillars of sustainable development and up to what extent. 
 This paper aims at studying whether CSR and corporate sustainability together are able to achieve 
enhanced ethical standards and a balance of economic, environmental and social concerns. If yes, then 
really this reflects the way companies address their responsibilities and provides the foundations upon 
which CSR and corporate sustainability practices can be built to enhance responsible business 
operations. 
 Design/methodology/approach – The paper reviews the literature and adopts a structure how CSR 
has been a tool in reality to achieve sustainable development for the organizations who have actually 
been practicing it. The results demonstrated that CSR research has changed but has its way ahead to still 
prove it. 
 Research limitations/implications – The focus of this work is on researches that have generated 
much of the original discourse on this issue, since it is difficult to cover all of the existing literature. In 
addition, this analysis of the conceptual implementation of CSR is generalized to all sectors of the 
industry. 
 
Keywords: Corporate social responsibility and sustainable development 
 
Introduction: 
 CSR and sustainability collectively are attempting to change the identity of organizations and therefore 
are integrated into the strategic business activities of successful corporations. Businesses are putting their 
best efforts to undertake the sustainability challenge by recognizing their social responsibilities - reducing 
their environmental impacts, guarding against ethical compromises and becoming more accountable to their 
stakeholders. However, despite the progress achieved, CSR and corporate sustainability as business 
practiced approaches are at the infancy stage with relatively few real adopters and questionable impact.  
 
Origins and evolutions of the Corporate Social Responsibility and Sustainable Development concept: 
 Organizations are defined as "(1) social entities that (2) are goal oriented, (3) are designed as 
deliberately structured and coordinated activity systems and (4) are linked to the external environment" 
(Daft, 2001, p. 12). 
 "The organization has to find and obtain needed resources, interpret and act on environmental changes, 
dispose of outputs, and control and coordinate internal activities in the face of environmental disturbances 
and uncertainty" (ibid, p. 14). Although businesses are making profits for their survival, they must also 
balance profits against the society within which they operate. Organized societies around the world 
established certain principles and developed rules or standards of conduct - both legal and implicit - in order 
to guide businesses in their efforts to earn profits in ways that do not harm society as a whole. 
 Consequently, the field of responsible business strategy and its practice is becoming one of the most 
dynamic and challenging subjects and one of the most important ones for shaping the future of our world.   
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 The concept of sustainable development can be achieved through the concept of societal responsibility 
of the organizations. For this the term introduced by Elkington namely “The Triple Bottom Line” which 
involve economic prosperity, environmental compliance and improve social structure can be used. So, “The 
Triple Bottom Line” can be defined as an approach for measuring the overall performance of an 
organization according to its triple contribution to the three aspects mentioned above. 
 The Sustainable Development theme was initiated in 1970 along with publishing of the first report of 
the Club of Rome entitled "The Limits of Growth" 
The Brundtland report (1987), sustainable development is defined as "the current generation capacity to 
meet the needs of the present without compromising the ability of future generations to meet their own 
needs". 
 
Sustainable Development (SD): 
 The origin of the term SD lies in the 18th century and was actually used in forestry. In those times, it 
was only allowed to cut down a certain number of trees so that a long-lasting protection of the tree 
population was guaranteed. This method ensured a continuous supply of wood without reducing resources 
for forthcoming generations. The Club of Rome precipitated an international discussion due to its report 
“Limits to Growth” (Meadows, 1972). In the course of this discussion, an eco-development approach was 
created which effected the protection of resources and environment coming to the fore. This development 
has lead to the mission statement of SD we have today. In 1987, the World Commission on Environment 
and Development defined SD as an ethical concept and has become the major definition of SD: 
“Sustainable Development is a development that meets the needs of the present without compromising the 
ability of future generations to meet their own needs. 
 
Corporate Social Responsibility(CR): 
 The debate on corporate social responsibility concept shapes the global debate about the future of the 
planet (in terms of economic, social and environment) around the concept of "sustainable development" 
formalized by United Nations in 1992, at the World Summit in Rio. 
 European Commission in "Green Paper" defining the concept of social responsibility as "the voluntary 
integration by companies of social and environmental concerns in their economic activity and the 
relationship with interest groups". From this definition emerge three fundamental principles: 
•  Voluntary action of companies;  
•  Triple approach: economic, social and environmental; 
•  Align to the corporate interest groups (eng. "stakeholders"). 
 The theme of corporate social responsibility has gained a real size only in the early 90's, mainly due 
to the realization of the fact that development centered only on economic growth is not enduring and 
therefore there is a need for a more pro-active approach in a development process which aims at 
balancing economic growth with environmental sustainability and social cohesion.  
 In the beginning, however, the term Social Responsibility was rather used than CSR. Social 
Responsibility assumes that economic and legal duties of the companies should be extended by certain 
responsibilities to society (McGuire, 1963). Carroll argues that Social Responsibility exists of four 
components such as economic, legal, ethical and discretionary expectations that society has of a company 
and that companies have to decide which layer they focus on (Carroll, 1979).  
 On the other hand, Friedman – as most known defender of the neoclassical view of economics – defines 
Social Responsibility completely differently: “There is one and only one social responsibility of business - 
to use its resources and engage in activities to increase its profits so long as it stays within the rules of the 
game, which is to say, engages in open and free competition, without deception or fraud” (Friedman, 1962).  
 Until today this neoclassical view has been the primary paradigm of business. Concepts of SD and CSR 
criticize this point of view. Of course, the economic perspective is important but a company also has a 
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burden of environmental and social responsibilities to handle. As Wood puts it, “the basic idea of corporate 
social responsibility is that business and society are interwoven rather than distinct entities; therefore, 
society has certain expectations for appropriate business behavior and outcomes” (Wood, 1991). 
 Organizations such as the World Business Council for Sustainable Development (WBCSD) actively 
take part in the sustainability and CSR discussion. WBCSD regards CSR as engine for the social dimension 
(social progress) which supports companies to fulfil their responsibilities as good citizens and defines CSR 
as "business' commitment to contribute to sustainable economic development, working with employees, 
their families, the local community, and society at large to improve their quality of life” (WBCSD, 2006). 
On the other hand, the Commission of European Communities describes CSR as a “concept, whereby 
companies integrate social and environmental concerns into their business operations and interactions with 
their stakeholders on a voluntary basis” (Commission of the European Communities, 2001).  
Whereas the term SD has mainly started to be used in the 1980’s, the framework of CSR has already been 
established in the 1950’s and 60’s. Bowen defined CSR in 1953 - as one of the first - as “… an obligation to 
pursue policies to make decisions and to follow lines of action which are\ compatible with the objectives 
and values of society” (Douglas et al., 2004). 
This debate has lead to the following three movements in the business world:  
-  CSR (Corporate Social Responsibility); 
-  Corporate sustainability; 
-  World wide reforms on corporate governance.  
 Key driving forces include stakeholders, consumer demands and governmental and public pressure. 
The corporate responsibility movement is now entering a mainstreaming phase aided by standardization 
activities such as the GRI, the AA1000 series and the ISO2600 guide.  
 The concept of using Corporate Social Responsibility as a boardroom strategy to differentiate a 
business in the marketplace is an interesting concept.  
 CSR can not only refer to the compliance of human right standards, labor and social security 
arrangements, but also to the fight against climate change, sustainable management of natural resources and 
consumer protection 
Following are the key business drivers that push companies towards implementing CSR:  
a) Strong brand and reputation;  
b) Employer of choice;  
c) Market position;  
d)  Trust of the financial markets and increased shareholder value;  
e) New ‘green’ products / services and new markets.  
f) Shrinking role of government  
g) Demands for greater disclosure  
h) Increased customer interest  
 
These drivers then give a benefit: 
Company benefits: 
• Improved financial performance; 
• Lower operating costs; 
• Enhanced brand image and reputation; 
• Increased sales and customer loyalty; 
• Greater productivity and quality; 
• More ability to attract and retain employees; 
• Reduced regulatory oversight; 
• Access to capital; 
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• Workforce diversity; 
• Product safety and decreased liability. 
 
Benefits to the community and the general public: 
• Charitable contributions; 
• Employee volunteer programmes; 
• Corporate involvement in community education, employment and homelessness programmes; 
• Product safety and quality. 
 
Environmental benefits: 
• Greater material recyclability; 
• Better product durability and functionality; 
• Greater use of renewable resources; 
• Integration of environmental management tools into business plans, including life-cycle assessment and 

costing, environmental management standards, and eco-labelling. 
Hence companies now have strategies that increases stakeholder’s value but as an integral part of those 
strategies will also distinguish their potential for:  
Interests of a broad range of stakeholders;  
Building societal value;  
Contributing towards building capacity for sustainable development.  
 This integration of CSR in corporate organisations’ strategic plans is seen as prominent mark in 
realization of social concern moving towards sustainable development. The common approach of CSR 
should be community-based development   approach that leads to more sustainable development. 
 The emergence of industrial economies, following the Industrial Revolution, was characterized by a 
drive of business organizations to produce goods for mass markets. In the industrial era capital and 
labour were by far the most important ingredients of success, leading to a hundred years of astonishing 
economic progress: "the industrialised countries are about 20 times better off at the end of this century 
than they were a hundred years earlier" (Coyle, 1999). 
 
Society's Changing Expectations of Business: 
 Society's perception of corporate social responsibility seems to undergo a phase of fundamental change. 
A variety of forces -geopolitical, socio-economic, demographic and technological- appear to influence 
society's changing expectations of business, new problems are emerging -shaking up existing assumptions 
about our world. 
 The population of the industrial nations is ageing rapidly. The proportion over 60 in the 
industrialized countries that make up the OECD is predicted to rise from less than a fifth in 1990 to a 
third in 2030 (Coyle, opcit, p. xi). The combined effect of rapid technological progress, ageing and 
unemployment exerts an unbearable pressure on the organization, that made them to think of sustainable 
development. 
 At the same time -responding to society's changing expectations of business- a growing number of 
companies seem to take pride in corporate citizenship, committing themselves to social responsibility. A 
most notable evolution in this respect has been the development of Social Accountability 8000 (SA-
8000) - a global standard "providing a framework for the independent verification of the ethical 
production of all goods, made in companies of any size, anywhere in the world" …. a major opportunity 
for companies "to demonstrate their commitment to best practice in the ethical manufacture and supply 
of the goods they sell" (Fabian, 1998, p.1). SA-8000 involves auditing companies by independent 
assessors on a wide range of issues, comprising: child labour, health and safety, freedom of association, 
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the right to collective bargaining, discrimination, disciplinary practices and compensation (Fabian, opcit, 
p. 2). Organizations meeting the standard earn a certificate attesting to their "social accountability 
policies, management and operations" (ibid, p. 3). 
 Employees are increasingly looking beyond paychecks and benefits, and seeking out employers 
whose philosophies and operating practices match their own principles. 
 The Global Reporting Initiative is an international, multi-stakeholder effort to create a common 
framework for voluntary reporting of the economic, environmental, and social impact of organization-level 
activity. Its mission is to improve the comparability and credibility of sustainability reporting worldwide 
 The role of corporate social responsibility might run within 4 main areas of interest as a matrix called 
"corporate social responsibility matrix", as follows: ethical practices, local community, social 
infrastructure, environment, to its protection and sustainability, economic development. 
 Effectiveness companies will no longer be measured only in terms of economic performance, which are 
directly influenced by the s social and environmental approach. Operation in long-term competitiveness in 
the context of an increasingly globalize economy challenge the company to develop strategies and policies 
to ensure the business transformation in an environmentally and socially responsible business. 
 Shift from physical production-centered economic model based on exploitation, pursuing individual 
interests, towards the sustainable development model, centered on intangible assets, focusing on quality 
of life, resource conservation, the interests of society as a whole. 
 The balance between developing new global economic structure and people's expectations is a first 
contributing factor of the global trend towards a greater awareness of Social Responsibility. 
 A study of IBE (Institute for Business Ethics) has shown, by calculating financial and corporate 
responsibility indicators, that 'ethical' companies generated a net superior value added and a profits on 
average 18% higher than other companies [20]; 
 Moreover, a large number of analysis and empirical studies analyzing the effect of environmental 
performance on financial performance (Lapalnte & Lano, 1994, Lano et al., 1998, Konar & Cohen, 2001, 
Khanna & Damon, 1999) and theoretical results indicate either a positive or negative connection. Konar and 
Cohen (2001) have shown significant positive effect of good environmental performance, measured by 
toxic emissions on the value of intangible assets of firms. Similarly, Austin et al. (1999) demonstrated that 
good environmental performance, expressed through various measures (eg. toxic emissions) positively 
influence the rates of return on equity. In accordance with the above-mentioned studies, Hart and Ahuja 
(1996) showed that the degrease of emission level results in a better financial performance, based on 
accounting information for a period of two years and Filbeck and Gorman (2004) by comparing for a period 
of three years the revenues to the penalties related to the environment, show a positive link between 
financial and environmental performance. 
 A study conducted in 1997 by DePaul University - Chicago found that those companies that have 
defined a social involvement towards the ethical principles strategy have financial benefit (based on the 
annual sales / revenues) more better than companies that do not involve themselves in this direction .[21] 
 A study over a period of 11 years conducted by Harvard University found that companies that act as 
social partners in the market had a growth rate of 4 times and 8 times higher when increasing the number of 
employees were compared with companies that are focused only on their business and profit.. [21]. 
 A survey conducted in year 2000 by the prestigious company Burson-Marsteller in three most 
important European markets: Britain, Germain and France attends to the followings results  
- 66 % of opinion leaders were interviewed strongly agreed that business involment in the community 

will matter greatly in the future; 
-  64 % of opinion leaders surveyed were strongly agree that a company’s reputation will affect their 

decisions as legislators, decision factors, journalists and investors; 
-  42 % of opinion leaders were interviewed strongly agreed that corporate social responsibility will 

influence a company’s share price in the future. 
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 Experts from Business for Social Responsibility said that "the company's efforts to improve working 
conditions, reducing environmental impact and increase employee involvement in decision making, most 
often leads to increased productivity and reduced error rate. "For example, companies that invest in 
improving working conditions and good practice with providers often reveals that decreases the number of 
scrap or raw material that is damaged and can not lead to a quality product that is sold. 
 Corporate social responsibility (CSR) is in fact a complementary and effective agreement between 
business and society in which they operate. CSR is defined by how businesses align their values and 
expectations with the needs and requirements of the society where we include - not only customers or 
investors, but also their employees, suppliers, community, legislators, special interest groups, with other 
words, society as a whole. CSR is in fact, the extent to which business is committed to match the 
expectations of society. CSR is a concept very generous, and has begun to change the world we live. 
Society today is interested in both the financial performance of companies and the way they do their 
business. In this context, an increasing number of companies adopt, as part of organizational culture and 
business strategy, the corporate social responsibility. 
 CSR’s key points include business management, supply chain, environmental protection standards on 
relationships with employees, and the community that we are part, human rights and social equity. CSR is 
not merely the fulfillment of a debt against the society; it can bring a real competitive advantage. Thus, 
through an effective social responsibility, companies can benefit from these advantages: optimization of 
opportunities of access to capital, improving brand image, increase sales, attract, retain, motivate and 
develop employees, improve decision making, improve risk management and reduce costs. 
 
Methodology 
Collection of data 
 For the extended literature study, articles concerning sustainability related issues were chosen. 
 The main research was done by the abstract and citation database Scopus. Articles using terms such as 
“SD, CSR, social dimension, social aspects or sustainability” in key words and titles of papers were 
selected. It came as no surprise to find hundreds of articles concerning sustainability issues from the last 
decades. However, as the focus of the paper is more on the relationship and the definition of the terms SD 
and CSR, only articles which tend to concentrate more on the social rather than environmental aspect were 
considered. 
 About 20 articles were selected. Some articles did not offer a kind of definition at all or discussed an 
issue that was related to the research purpose, therefore got excluded for this study.  
The purpose of the literature research intends to clarify whether 
� CSR correlates with the social dimension of SD as defined by Brundtland and the model of the triple-

bottom-line 
�  CSR is developed and integrated based on the SD-model 
�  CSR is used synonymously for SD 
� Articles exist which deal especially with the social dimension of SD (based on Brundtland) but do not 

use terms such as CSR. 
 Due to the analysis, different clusters, which picture the different hypotheses, were established and 
articles assigned to them depending on the author’s definition of SD or CSR. The detailed discussion of the 
definitions within each cluster and the relationship between the clusters itself finally indicates the trend in 
scientific sustainability management. Research trends which might exist due to the geographical position of 
the scientists were not analyzed.  
 Papers were additionally investigated in regards of the main aims within SD or CSR. The purpose is to 
find out whether articles propose frameworks and models by which it is possible to implement and manage 
sustainability on a corporate level. For further research, it is important to prove the positive effects of 
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sustainability in the performance of the corporation. Therefore, it was also of interest whether SD or CSR 
have impact on the company’s (financial) performance. 
 Additionally, the articles are analyzed concerning interactions between SD and CSR. This is of 
importance when designing the framework of significance and relationship between SD and CSR 
 
In the following, each cluster is described to present how the articles have been assigned to. 
Cluster 1: Sustainable development is base of CSR or the triple-bottom-line 
 Another trend in the sustainability discussion is the opinion that SD or Corporate Sustainability 
provides the basis for Corporate Responsibility or CSR. The arguments of this cluster are that SD represents 
a broad basis due to its concept of triple-bottom-line. The framework of SD is ethically justified as it 
attaches importance to an intra- and an intergenerative aspect. SD is rather seen as an ethical concept for 
institutional issues – a society related concept, whereas the ideas of SD on a corporate level are seen as 
CSR. 
Cluster 2: CSR as development approach 
Dyllick and Hockerts, 2002 describe social sustainability on a corporate level and define that “socially 
sustainable companies add value to the communities within which they operate by increasing the human 
capital of individual partners as well as furthering the societal capital of these communities. They manage 
social capital in such a way that stakeholders can understand its motivations and can broadly agree with the 
company's value system.” 
 In literature CSR is likely to be interpreted as the social strand of SD as for example the World 
Business Council does for SD and the European Parliament for CSR. Korhonen, 2003 declares that 
although the definition of SD has been discussed a lot and many advocates disagree, “the notion of 
sustainability has nevertheless become the basis for CSR and corporate environmental management”. This 
is an opinion also shared by Gauthier, 2005. 
 Moir, 2001 identifies CSR as an ethical basis which should satisfy the needs of the stakeholders. 
His definition of CSR is based on Business Impact, 2000 and he argues that a company which focus on CSR 
has to “treat employees fairly and equitably, operate ethically and with integrity and to respect basic human 
rights”. Hopkins, 2005 declares that “CSR is concerned with treating the stakeholders of the firm ethically 
or in a socially responsible manner. Stakeholders exist both within a firm and outside. The aim of Social 
Responsibility is to create higher and higher standards of living, while preserving the profitability of the 
corporation, for its stakeholders both within and outside the corporation.” He develops a concept to measure 
CSR which consists of principles of Social Responsibility, principles of social responsiveness and outcomes 
of social responsibility. For Welford, 2005 CSR is a business concept and he presents twenty elements such 
as internal and external aspects, accountability and citizenship which should be fulfilled by  
 CSR - companies. Due to these indicators, his concept can be seen as a description of the social 
dimension of SD. 
 Whereas the above mentioned scientists rather define CSR as the social pillar of SD, others tend to 
focus on the stakeholder aspect of CSR such as Jones, 1999 or Bazin and Ballet, 2004. 
 Zambon and Del Bello, 2005 argue that without identifying the needs of the stakeholders, no company 
can act in a social responsible way. Therefore, sustainability concepts are the natural evolution on the basis 
of the stakeholder theory. 
 Kok et al., 2001 define CSR as “the obligation of the firm to use its resources in ways to benefit 
society, through committed participation as a member of society, taking into account the society at large and 
improving welfare of society at large independent of direct gains of the company.” 
 Snider et al., 2003 mention that “stakeholder theory provides a useful framework to evaluate CSR 
through social reporting activities.” Knox et al., 2005 focus their empirical study on CSR on stakeholder 
aspects. Together with Maignan and Ferrell, 2004 they argue that CSR is a concept of corporations to meet 
stakeholders interests effectively which has an impact on the company’s success in the long run. 
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 In literature, it is often stated that commitment to sustainability impacts the economic performance of 
companies in the long-term (e.g. Kröher, 2005, Schwarz et al., 2006, Dawkins and Lewis, 2003, Salzmann 
et al., 2005, Hopkins, 2002). Nevertheless, it is difficult to measure if an increasing financial performance is 
(only) related to SD activities. 
Cluster 3: SD as basis for CSR 
 SD is rather seen as an ethical concept for institutional issues – a society related concept, whereas the 
ideas of SD on a corporate level are seen as CSR. 
 The arguments of this cluster are that SD represents a broad basis due to its concept of triple-bottom-
line. CSR is associated “with the communion aspect of people and organisations” and relates to things such 
as “transparency, stakeholder dialogue and sustainability reporting”. He depicts three concepts of Corporate 
Sustainability and CSR. The first, corporate societal accountability is more likely to define CSR as SD; 
CSR as deriving from a model of sustainable economics (“rather than the prevailing neoclassical model”, 
DesJardins, 1998), which means that CSR is SD on a corporate level – with specific focus on corporate 
related issues and targets. For these advocates, CSR and SD are in a strong relationship to each other with 
high interdependences 
 In conclusion, we can assess corporate social responsibility as "an obligation freely assumed by a firm, 
beyond the legal obligations or restrictions imposed by economic, to pursue long term goals are for the 
benefit of society“ [14]. 
 The advantages of CSR have been seen and will be taken increasingly on the future by more and more 
companies which are interested in a long-term strategy and an investment that brings benefits not only the 
image and confidence level but also at sales, all leading to the identity of a smart and healthy organization. 

 
 

****** 



General management  
 

 

ISSN: 2230-9667 Chronicle of the Neville Wadia Institute of Management Studies & Research 9 

 

Transparency, the Essence of Good Governance: A study with reference 
to Life Insurance Corporation of India (LIC) and Dr . Reddy’s 

Laboratories Ltd.  

Ms. Veena Kale, Research Student, 
Modern College of Arts, Science and Commerce, Pune 5. 

 
 
Introduction: 
 The term ‘governance’ has been derived from Latin origin that suggests the notion of ‘steering’. 
Transparency is the essence of Good Governance. From a social perspective, governance is the power, 
influence and relationship between citizens and governments. From the corporate perspective, it is a 
framework of laws, regulatory institution and reporting system. On global front, the acts like Right To 
Information (RTI) are there in many countries to contain corruption in Government sector. In recent years, 
Corporate Governance (CG) has attained importance all over the world in corporate sector.  
 Governance is the process of decision-making and the process by which decisions are implemented (or 
not implemented).  The Right to Information is implicitly guaranteed by the Constitution. However, with a 
view to set out a practical regime for securing information, the Indian Parliament enacted the Right to 
Information Act, 2005 and thus gave a powerful tool to the citizens to get information from the Government 
as a matter of right. Corporate Governance is a system by which companies are directed and controlled 
based on Code of good corporate practices.  
 
Objectives of the study: 
1. To study similarities/ Common threads between RTI and CG. 
2. To understand differences in mechanism between RTI and CG. 
3. To study two organisations where RTI and CG practices are of prime importance for Good 

Governance. i.e. LIC (Life Insurance Corporation of India) for RTI study and Dr.Reddy’s Lab for 
Corporate Governance related study. 

 
Hypothesis: If  Right To Information and Corporate Governance are implemented in word and spirit by 
Public and Private sectors respectively, they (CG and RTI) will be effective tools for Transparency which is 
the essence of Good Governance. 

 
Research Methodology 
 Analysis of secondary data collected from various Books, Papers, and websites. 
The Similarities/ Common threads in Basic objectives behind CG and RTI are: 
The researchers found that these are the common threads: 
1. Trust: In their functioning, irrespective of sectors i.e. Private or Public, Trust factor is of vital 

importance.  
2. Transparency: Both, CG and RTI have main goal of transparent government.  
3. Accountability: In CG, the Board of Directors are accountable to Shareholders. In RTI, PIO (Public 

Information Officers) are accountable to the citizens. 
4. Code of Conduct: Private and Public sectors have to follow a code of conduct as laid down by CG or 

RTI, respectively. 
5. Vigilance: From this point of view, CG and RTI are of utmost importance in their respective sectors. 
Differences in mechanism between CG and RTI: 
1. Applicability: CG is there for Private Sector and RTI is there for Public Sector. 
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2. There are different CG practices in different countries and different acts based on the lines of RTI. 
3. Governing Bodies: For CG- Security Exchange Board of India (SEBI) and for RTI- Central 

Information Commission (CIC) 
4. Main Players: For CG- Board of Directors (BODs) and for RTI- Public Information Officers (PIOs) are 

the main players. 
 

A Case Study of LIC and Dr. Reddy’s Lab: 
Life Insurance Corporation of India: 
Overview of LIC: A true saga Of Trust, for over 52 years for more than 250 million lives. 
Key recent achievements of LIC: 
• NDTV Profit Business Leadership Award 2012 
• World Brand Congress- Global Award for Brand Excellence 
• Consumer Superbrand Award 
• OutlookMoney Award For BEST LIFE INSURER 2012 
• CNBC TV Award For Outstanding Financial Professional  
 
Overview of Dr.Reddy’s Lab 
 Established in 1984, Dr.Reddy’s Laboratories Ltd. (NYSE: RDY) is an integrated global 
pharmaceutical company, committed to providing affordable and innovative medicines for healthier lives.  
Key recent recognitions of Dr.Reddy’s Lab 
• Award for Learning & Talent Initiative Excellence 
• Award for Talent Management 
• NHRD Inspire award  for Learning & Development 
• Best Employer in the Pharmaceutical industry 
• Employer Branding Awards  
• Thomson Reuters Innovation Award - India for Pharma Corporate  

 
RTI and LIC: 
Suo moto disclosures under Section 4(1) (b) of RTI Act, 2005: 
The following information and responses are available on the LIC’s web site.  
I.  The particulars of its organization, functions and duties: 
II.  The Powers and duties of its officers and employees: 
III. The procedure followed in the decision making process, including channels of Supervision and 

accountability. 
IV. The norms set by it for the discharge of its functions: 
V. The Rules, Regulations instructions, manuals and records held by it or under its Control or used by 

its employees for discharging its functions: 
VI. A statement of the categories of the documents held by it or under its control: 
VII. The particulars of any arrangement that exists for consultation with or representation by the 

members of the Public, in relation to the formulation of policy or implementation thereof: 
VIII. A Statement of the boards, councils committees and other bodies consisting of two or more persons 

constituted by it 
 IX. A directory of its officers and employees. 
X. The monthly remuneration received by each of its officers and employees including the system of 

compensation as provided in its regulations: 
XI. The budget allocated to each of its agency indicating the particulars of all plans proposed 

expenditures and reports on disbursements made: 
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XII. The manner of execution of subsidy programme, including the amounts allocated and the details of 
beneficiaries of such programme: 

XIII. The particulars of recipients of concessions, permits or authorizations granted by it: 
XIV.  The details of the information available to or held by it reduced in an electronic form: 
XV. The particulars of facilities available to citizens for obtaining information including the working 

hours of library or reading room if maintained for public use. 
XVI. The names, designation and other particulars of the Public Information Officers: 
XVII. Such other Information as may be prescribed, and thereafter update this publication every year: 
 Further Disclosure:  LIC related 28 different Acts and rules are mentioned under which the information 
is available. Quarter wise RTI annual reports are available online. Administrative structure of RTI in LIC 
includes Appellate Authority, CPIO, Alternative CPIO and CAPIOs at  Central Office,  Zonal Office and 
Divisional Office.RTI STATISTICS SINCE INCEPTION OF RTI ACT, 2005 is also available. It includes: 
• No. of applications  
• Appeals  
• Hearing cases  
• Show cause notice 
• Compensation Cases 
• Penalty Cases  
• Total No. of Appellate Authority  
• Total No. of CPIOs 
• Total No. of CAPIO  
 
Corporate Governance and Dr. Reddy’s Laboratories Ltd. 
 At Dr. Reddy's, Board of Directors, management and employees are committed to upholding high 
standards of corporate governance and business ethics. They firmly believe that timely disclosures, 
transparent accounting policies, rigorous internal control systems and a strong and independent Board go a 
long way in preserving shareholder trust. The Securities and Exchange Board of India (SEBI) through 
Clause 49 of the listing agreement with the stock exchange regulates corporate governance for listed 
companies. Dr Reddy’s is in full compliance with Clause 49. It is also in full compliance with the applicable 
corporate governance standards of the New York Stock Exchange (NYSE). The compliance report of Dr 
Reddy’s on corporate governance can be found in Annual Report, under ‘Management Discussion and 
Analysis’ and ‘Additional Shareholder Information’. Dr. Reddy's has robust internal systems and processes 
in place for the smooth conduct of  businesses. Internal control systems are regularly checked by both 
external and internal auditors, who have access to all records and information about the company. The 
Board and the management review the findings and recommendations of the auditors and take corrective 
actions wherever necessary. It has appointed BSR & Co. and KPMG as independent auditors for financials 
under Indian GAAP (Generally Accepted Accounting Principles) and the International Financial Reporting 
Standards (IFRS) respectively. It maintains a system of internal controls designed to provide reasonable 
assurance regarding the effectiveness and efficiency of operations, the adequacy of safeguards for assets, 
the reliability of financial controls, and compliance with applicable laws and regulations. 
 Dr. Reddy’s was the first manufacturing company in India, and one of the first in Asia, to be Sarbanes-
Oxley certified on June 1 2006. 
The charters of various board committees are available online.  
• Charter of the Audit Committee 
• Charter of the Nomination, Governance & Compensation Committee 
• Charter of the Risk Management Committee 
• Charter of the Science, Technology and Operations Committee 
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• Charter of the Shareholders' Grievance Committee 
 Code of Business Conduct and Ethics at Dr.Reddy’s Lab: 
As a value-based, socially responsible organization, Dr Reddy’s is bound to the highest ethical standards in 
operations and behavior. It has adopted a Code of Business Conduct and Ethics (COBE) which applies to 
every employee, regardless of level or position, and lays down the principles that guide the conduct. The 
Code and an Ombudsperson Procedure have been articulated in order to provide information and resources 
to help employees make informed business decisions and to act on them with integrity. The primary source 
of information is corporate website www.drreddys.com. All official news releases and presentations made 
to institutional investors and analysts are posted on the website.  
 Quarterly and annual results are published in widely circulated national newspapers and local dailies. 
These updates are also released internationally through media and wires. 
 In addition, it maintains other electronic platforms through which interfacing with customers, suppliers, 
field and non-field employees is done. 
 
The way forward: For Capacity building in Public sector, compulsory RTI training must be given to PIOs 
by Public authorities and awareness must be created in general public. Proactive disclosure is a must. In 
today’s turbulent business climate, a corporate body must have Code of Conduct and must help all 
stakeholders practice good governance. HR departments in both the sectors must be change-prone and 
adaption-prone.  

 
Conclusion: ‘Adherence to Good Governance’ is an integral part of the transparent philosophy of LIC and 
Dr.Reddy’s. The driving forces behind institutionalizing the practices of good governance are various 
proactive measures, initiatives and guidance by the Government. The practice of operational transparency, 
information sharing, accountability and ensuring dialogue with all the stakeholders in addition to 
formulation of value-based policies and practices at all levels makes the organisation to imbibe good 
governance. Besides expediting disposal of Vigilance cases, emphasis must be laid on Preventive Vigilance 
through dissemination of information on areas susceptible to vigilance. The researcher recognizes that it 
would not be correct to generalize on the basis of data collected from the two organisations viz. LIC and Dr. 
Reddy’s Lab. It is hoped that researchers and practitioners would pick up threads and do further research on 
the subject, for good governance has a long way to go. Both the stories of LIC and Dr.Reddy’s  governance 
show how they are experimenting, correcting, implementing CG , RTI and Good governance practices that 
will project transparency.  
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Abstract 
 Corporate social responsibility is not a new concept in India. Mahatma Ghandhi Introduced the 
notion of “trusteeship”, according to which the industry leader had to manage their wealth so as to 
benefit the common man. Ghandhi’s influence put pressure on various industrialist to act towards 
building the nation and its socio economic development. CSR concern organization serve and fulfill the 
verity of social needs and improve quality of life around the globe. This paper attempt to examine the 
concept of CSR, the various opportunity associated with it, as well as various guidelines for  central 
public enterprises. In India, the concept of CSR is governed by clause 135 of the Companies Act, 2013, 
which was passed by both Houses of the Parliament, and had received the assent of the President of India 
on 29 August 2013. 
 
Introduction 
 The 21st century is characterized by unprecedented challenges and opportunities, arising from 
globalization. Indian business, which is today viewed globally as a responsible component of the ascendancy 
of India, is poised now to take on a leadership role in the challenges of our times. It is recognized the world 
over that integrating social, environmental and ethical responsibilities into the governance of businesses 
ensures their long term success, competitiveness and sustainability. CSR in India has traditionally been seen 
as a philanthropic activity. And in keeping with the Indian tradition, it was an activity that was performed 
but not deliberated.  
 Indian entrepreneurs and business enterprises have a long tradition of working within the values that 
have defined our nation's character for millennia. India's ancient wisdom, which is still relevant today, 
inspires people to work for the larger objective of the well-being of all stakeholders. 
 According to Companies Act, 2013, by clause 135  the mandate for corporate social responsibility 
(CSR) has been formally introduced to the dashboard of the Boards of Indian companies. The industry has 
responded positively to the reform measure undertaken by the government with a wide interest across the 
public and private sector, Indian and multinational companies 
 As per the Clause 135 of the Companies Act, 2013 requires a CSR committee to be constituted by the 
board of directors. They will be responsible for preparing a detailed plan of the CSR activities including, 
decisions regarding the expenditure, the type of activities to be undertaken, roles and responsibilities of the 
concerned individuals and a monitoring and reporting mechanism 
 These Act encourages companies to spend at least 2% of their average net profit in the previous three 
years on CSR activities. The ministry’s draft rules, that have been put up for public comment, define net 
profit as the profit before tax as per the books of accounts, excluding profits arising from branches outside 
India.  
The draft rules (as of September 2013) provide highlights as follows:  
� Surplus arising out of CSR activities will have to be reinvested into CSR initiatives, and this will be 

over and above the 2% figure  
� The company can implement its CSR activities through the following methods: 
� Directly on its own  
� Through its own non-profit foundation set- up so as to facilitate this initiative  
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� Through independently registered non-profit organisations that have a  record of at least three years in 
similar such related activities  

� Only CSR activities undertaken in India will be taken into consideration  
� Activities meant exclusively for employees and their families will not qualify  
 A format for the board report on CSR has been provided which includes amongst others, activity-wise , 
reasons for spends under 2% of the average net profits of the previous three years and a responsibility 
statement that the CSR policy, implementation and monitoring process is in compliance with the CSR 
objectives, in letter and in spirit. This has to be signed by either the CEO, or the MD or a director of the 
company  
 
 OBJECTIVES AND METHODOLOGY  
Considering the above explanation we had following objectives of the study 
• To understand the concept of CSR 
• To find out benefits of CSR 
• To know about section 135 of companies act 2013about CSR 
• To know about the guidelines of CSR for central public enterprises. 
 Primarily, the study is based on secondary data. We have done the study through the review of books, 
journals, articles, and news papers and also used internet for collection of data.  It is our little bit attempt to 
focus on concept of CSR.  
 
Definition of CSR: 
 The EC1 defines CSR as “the responsibility of enterprises for their impacts on society”. To completely 
meet their social responsibility, enterprises “should have in place a process to integrate social, 
environmental, ethical human rights and consumer concerns into their business operations and core strategy 
in close collaboration with their stakeholders” 
 According to WBCSD  CSR as2 “the continuing commitment by business to contribute to economic 
development while improving the quality of life of the workforce and their families as well as of the 
community and society at large.”  
 
Benefit of CSR:  
 As the business environment gets increasingly complex and stakeholders become vocal about their 
expectations, good CSR practices can only bring in greater benefits, some of which are as follows: 
1. Care for all Stakeholders:  
 The companies should respect the interests of, and be responsive towards all stakeholders, including 
shareholders, employees, customers, suppliers, project affected people, society at large etc. and create value 
for all of them. They should develop mechanism to actively engage with all stakeholders, inform them of 
inherent risks and mitigate them where they occur.  
2.  Ethical functioning:  
 Their governance systems should be underpinned by Ethics, Transparency and Accountability. They 
should not engage in business practices that are abusive, unfair, corrupt or anti-competitive.  
3.  Respect for Workers' Rights and Welfare:  
 Companies should provide a workplace environment that is safe, hygienic and humane and which 
upholds the dignity of employees. They should provide all employees with access to training and 
development of necessary skills for career advancement, on an equal and non-discriminatory basis. They 
should uphold the freedom of association and the effective recognition of the right to collective bargaining 
of labour, have an effective grievance redressal system, should not employ child or forced labour and 
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provide and maintain equality of opportunities without any discrimination on any grounds in recruitment and 
during employment.  
4.  Respect for Human Rights:  
 Companies should respect human rights for all and avoid complicity with human rights abuses by them 
or by third party. 
5.  Respect for Environment:  
 Companies should take measures to check and prevent pollution; recycle, manage and reduce waste, 
should manage natural resources in a sustainable manner and ensure optimal use of resources like land and 
water, should proactively respond to the challenges of climate change by adopting cleaner production 
methods, promoting efficient use of energy and environment friendly technologies.  
6.  Activities for Social and Inclusive Development:  
 Depending upon their core competency and business interest, companies should undertake activities for 
economic and social development of communities and geographical areas, particularly in the vicinity of their 
operations. These could include: - 
 
ROLE OF THE BOARD AND THE CSR COMMITTEE 
Role of the Board:- 
1. Forms a CSR committee 
2. Approve the CSR policy 
3. Ensure implementation of activities under CSR 
4. Ensure 2%spend 
5. Disclose reason for not spending the amt(if Applicable) 
 
Role of CSR Committee 
1. Three or more directives with at lest one independent directors 
2.  Formulate & recommended a CSR Policy to the board 
3. Recommend activities & amt of expenditure to be incurred 
4. Monitor the CSR Policy from time to time 
 
CLAUSE 135, COMPANY ACT 2013 
 After years of debate, the Indian Parliament passed its first update of the country’s corporate law in 
more than 50 years, which includes several important provisions that modernize India’s corporate 
governance rules. The Companies Act 2013 requires that one-third of a company’s board comprise 
independent directors, and that at least one board member be a woman. It also requires companies to 
disclose executive salaries as a ratio to the average employee’s salary, and it allows shareholders to file 
class-action law suits.The provision that has gotten the most attention is the so-called “2 per cent” 
requirement, which made India the first country to mandate CSR.  
 
Act: Five essential elements : 
1. What is the 2 per cent requirement? 
 The act requires that companies set up a CSR board committee, which must consist of at least three 
directors, one of whom must be independent. That committee must en sure that the company spends “at least 
2 per cent of the average net profits of the company made during the three immediately preceding financial 
years” on “CSR” activities. If the company fails to spend this amount on CSR, the board must disclose why 
in its annual report. 
2. Who must follow this requirement? 
 The requirement will apply to any company that is incorporated in India, whether it is domestic or a 
subsidiary of a foreign company, and which has (1) net worth of Rs. 5 billion or more (US$83 million), (2) 
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turnover of Rs. 10 billion or more (US$160 million), or (3) net profit of Rs. 50 million or more 
(US$830,000) during any of the previous three financial years.  
3.  How will the requirement be enforced? 
 The board committee is responsible for reviewing, approving, and validating the company’s investments 
in CSR. Prior to each annual meeting, the board must submit a report that includes details about the CSR 
initiatives undertaken during the previous financial year. The board’s independent director helps ensure the 
credibility of this process. However, the act does not provide any guidance on what constitutes acceptable 
reasons for which a company may avoid spending 2 per cent on CSR. 
4.  How does the act define “CSR”? 
The act defines CSR promotes following activities 
1. Promotion of education 
2.  Destruction of hunger and poverty. 
3. Gender equity and women empowerment. 
4. Reducing child mortality and improving mental health. 
5. Combating HIV-AIDS, malaria and other disease. 
6. Contributing to prime minister relief fund and other such state and central fund. 
7. Social business project. 
5. Will this positively or negatively impact CSR in India? 
 In a country such as India, where one-third of the population is illiterate, two-thirds lack access to 
proper sanitation, and 400 million people still live on less than US$2 a day, the passage of the Companies 
Act should be hailed as a positive step forward in ensuring that business contributes to equitable and 
sustainable economic development. 
 But there are also a number of reasons to think it may not greatly improve CSR. Indian companies still 
equate CSR with corporate philanthropy rather than considering CSR as a holistic view of the impacts 
business has on society and the environment through its operations.  
 
CSR Guidelines for central Public enterprises 
 The Department of Public Enterprises had issued Guidelines on Corporate Social Responsibility (CSR) 
for CPSEs in April, 2010 which have been issued formally to the Ministries/Departments for compliance in 
the Central Public Sector Enterprises (CPSEs) under their administrative control.  
Following are the features of guidelines on CSR & Sustainability:  
1.  Corporate Social Responsibility and Sustainability is a company�s commitment to its stakeholders to 

conduct business in an economically, socially and environmentally sustainable manner that is 
transparent and ethical.  

2. Public Sector enterprises are required to have a CSR and Sustainability policy approved by their 
respective Boards of Director. 

3. The financial component/budgetary spend on CSR and Sustainability will be based on the profitability 
of the company and shall be determined by the Profit After Tax (PAT) on the company in the previous 
year.  

4. Loss making companies are not mandated to earmark specific funding for CSR and Sustainability 
activities. However, they must pursue CSR and Sustainability policies by integrating them with their 
business plans, strategies and processes, which do not involve any financial expenditure.  

5. The unutilized budget for CSR activities planned for a year will not lapse and will, instead, be carried 
forward to the next year. However, the CPSEs will have to disclose the reasons for not fully utilising the 
budget allocated for CSR and Sustainability activities planned for each year.   

6. CPSEs are expected to take initiative to promote welfare of employees and labour by addressing their 
concerns of safety, security, professional enrichment and healthy working conditions, whether mandated 
or otherwise  
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7. It is mandatory for CPSEs to take up at least one major project for development of a backward district 
as identified by the Planning Commission for its Backward Region Grand Fund (BRGF) Scheme, and 
one major project for environment sustainability  

8. 5 per cent of the annual budget for CSR and Sustainability activities has to be earmarked for Emergency 
needs, which would include relief work undertaken during natural calamities/disasters, and 
contributions towards Prime Minister�s / Chief Minister�s Relief Funds.  

 
Examples of companies which are implementing CSR:  
Ashok Leyland  
 Operates a FunBus in Chennai and New Delhi. This bus, equipped with a hydraulic lift, takes differently 
abled children and those from orphanages and corporation primary schools on a day�s picnic. The company 
also runs AIDS awareness and prevention programmes in its Hosur factories for about 3.5 lakh drivers.  
Bharat Petroleum Corporation  
 Its rain water harvesting project Boond, in association with the Oil Industries Development Board, 
selects draught-stricken villages to turn them from „water-scarce to water-positive�. Some of BPCL�s 
other social programmes include adoption of villages, prevention and care for HIV/AIDS and rural health 
care.  
Hindalco Industries  
 Its CSR activities are concentrated in 692 villages and 12 urban slums, where it reaches out to about 26 
lakh people. It has constructed check dams, ponds and bore wells to provide safe drinking water. In 
education, it awards scholarships to students from the rural schools it support. Its other interests include 
women�s empowerment and health care, in which it treats patients in hospitals, runs medical camps and 
operates rural mobile medical van services.  
Indian Oil Corporation  
 It runs the Indian Oil Foundation (IOF), a non-profit trust, which works for the preservation and 
promotion of the country�s heritage. IOCL also offers 150 sports scholarships every year to promising 
youngsters. Some of its other initiatives lie in the domains of clean drinking water, education, hospitals and 
health care. Infosys  
 The Infosys Science Foundation, set up in 2009, gives away the annual Infosys Prize to honour 
outstanding achievements in the fields of science and engineering. The company supports causes in health 
care, culture and rural development. In an interesting initiative undertaken by it, 100 school teachers in 
Karnataka, who were suffering from arthritis, underwent free surgery as a part of a week-long programme.  
Mahindra & Mahindra  
 Nanhi Kali, a programme run by the KC Mahindra Education Trust, supports education of over 75,000 
underprivileged girls. The trust has awarded grants and scholarships to 83,245 students so far. In vocational 
training, the Mahindra Pride School provides livelihood training to youth from socially and economically 
disadvantaged communities. M&M also works for causes related to environment, health care, sports and 
culture.  
Oil & Natural Gas Corporation  
 It offers community-based health care services in rural areas through 30 Mobile Medicare Units 
(MMUs). The ONGC-Eastern Swamp Deer Conservation Project works to protect the rare species of Easter 
Swamp Deer at the Kaziranga National Park in Assam. ONGC also supports education and women 
empowerment.  
Tata Consultancy Services  
 Its Computer Based Functional Literacy (CBFL) initiative for providing adult literacy has already 
benefitted 1.2 lakh people. The programme is available in nine Indian languages. Besides adult education, 
TCS also works in the areas of skill development, health care and agriculture. 
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Infosys  
 The Infosys Science Foundation, set up in 2009, gives away the annual Infosys Prize to honour 
outstanding achievements in the fields of science and engineering. The company supports causes in health 
care, culture and rural development. In an interesting initiative undertaken by it, 100 school teachers in 
Karnataka, who were suffering from arthritis, underwent free surgery as a part of a week-long programme.  
Mahindra & Mahindra  
 Nanhi Kali, a programme run by the KC Mahindra Education Trust, supports education of over 75,000 
underprivileged girls. The trust has awarded grants and scholarships to 83,245 students so far. In vocational 
training, the Mahindra Pride School provides livelihood training to youth from socially and economically 
disadvantaged communities. M&M also works for causes related to environment, health care, sports and 
culture.  
Oil & Natural Gas Corporation  
 It offers community-based health care services in rural areas through 30 Mobile Medicare Units 
(MMUs). The ONGC-Eastern Swamp Deer Conservation Project works to protect the rare species of Easter 
Swamp Deer at the Kaziranga National Park in Assam. ONGC also supports education and women 
empowerment.  
 
CONCLUSION 
 CSR is anything that immense and ever increases challenges of globalization and corporate 
capitalization for the foreseeable future. Governments as well as regulators have responded to this unrest and 
the National Voluntary Guidelines for Social, Environmental and Economic Responsibilities of Business or 
the NVGs (accompanied by the Business Responsibility Reports mandated by the SEBI for the top 100 
companies) and the CSR clause within the Companies Act, 2013 are two such instances of the steps taken.  
 In case of public sectors, revised guidelines on CSR and sustainability are being implemented from 1 
April 2013, as a commitment of the CPSEs to their stakeholders to conduct business in an economically, 
socially and environmentally sustainable manner. 
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Abstract: 
 A Legal Framework comprises of ‘International’ & ‘Municipal’ Laws (including International 
Conventions, bilateral/multi-lateral Treaties etc), Customs (followed by a local Community or by a 
particular Trade) and mutually negotiated Contracts that are enforceable through the ‘prescribed’ 
Courts, Tribunals or Arbitrators. And ‘prescribed’ means specified in the relevant Law itself. 
 Which Written Code, however, ensures that these Laws are equitable, rational and in conformity 
with morality -- especially in the sphere of International Laws? None! The outcome of International 
Treaties & Conventions depends upon the ‘bargaining power’ of Parties to the Treaty -- in an unlevel 
playing field. For example, General Agreement on Tariffs & Trade (GATT). 
 In respect of Municipal (domestic) Laws the written or unwritten Constitutions of certain 
countries do provide for a challenge to particular Law on ground of equitability; and, in some cases, 
the local Courts (that are empowered to interpret statutes, including the Constitution itself) have 
added a ground for challenge to ‘unconscionable’ Terms of Contract. Yet, we witness an unlevel 
playing field that forces the brightest students of specific Castes to go abroad for higher/professional 
studies and merit-based jobs, if their families can afford the initial financial burden to send them out 
of India. The Nation, in turn, loses the best of its Human Resources! Local unethical practices are 
also partly responsible for this exodus.  
 Moreso, Laws of Morality cannot be enforced through a legally prescribed Court, Tribunal or 
Arbitrator! One such Socio-Cannonical (Moral) Law is the basic framework of ‘Trust’ in inter-
personal relations between/amongst Homo Sapiens. The increasing incidence of rape, inspite of mass 
public anger and amendments to Laws, is the falling moral values that have eroded the Trust or 
Expectation that a fellow human being would not outrage the modesty of someone else’s mother, 
wife, daughter or sister. It is common knowledge amongst intellectuals & jurists that many a Laws 
are irrational and/or full of loopholes; moreso, the implementation of Laws in certain States 
(countries) is dishonest -- to say the least. In India it is a whispered fact that the most corrupt Organ 
of the State, today, is the Judiciary -- but none dares to say it openly due to laws on Contempt and 
Protection (sans Accountability) of Judiciary.   
 Hence the need for honestly re-visiting our Corporate Laws so that the 40-50 percent of the 
expenses of running a Company in India (that is taken away by the Government to spend on wasteful 
consumption or irrational doles, or is pocketed by its officials as bribes) is either re-invested into the 
Company or is used to lower the prices paid by the Consumers of its products/services, or is gainfully 
spent on its employees.  
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Introduction  
 Corporations or Companies are created and exist within a legal framework that is largely defined by 
the politico-legal system of the country in which each Corporate is registered/incorporated and, in case 
of Multi-National Corporations/Companies operating in more than one country, this legal environment 
is partly determined by the International Law, partly by the Laws of incorporating country and partly by 
the Laws of the country in which this Company chooses to operate. 
 The operational costs and efficiency of Companies are greatly influenced by the aforesaid legal 
framework, the long-term & short-term policies of local (Federal & State) governments, local political 
system & institutions, available infrastructure (including power, communications & transport), work-
ethos of local human resources, various pressure-groups (including the Media, Trade Unions, 
Professional Associations, Political Parties and their Regional politics, and Cartels), ethics of local 
regulatory authorities (including Licensors, Inspectors, Tax-Assessors) and statutory Auditors, and the 
moral fibre of local Judiciary/arbitrators/adjudicatory-authorities, as also on the technical competence, 
quality and business ethics of local suppliers.   
 However, in this Paper, I shall focus only on a part of the relevant Legal Framework (including the 
Law-making machinery, substantive & procedural Laws, Judicial/adjudicatory system and Law-
enforcing Authorities), certain policies of Central Government impinging upon businesses (including 
regulation of business through a Licensing regime, Taxation, Audit, statutory prescription of Conditions 
of Employment, Laws governing the use of various resources, Laws on Disposal of Waste, etc) and the 
ethics of Indian Bureaucracy employed in various Regulatory Authorities (including adjudicatory 
Authorities such as Ombudsmen, Courts & Arbitrators).  
 
Scientific definition of certain Terms on the basis of fundamental  Principles of Economics & 
Logic 
 It is necessary to scientifically and logically define certain Terms, rather than depend upon the 
circular logic of some of the abstruse Legalese. For example, Section 3 (1) (i) of Companies Act 1956 
defines a ‘company’ as: 
“(i) ‘company’ means a company formed and registered under this Act or an existing company as 
defined in clause (ii);  
(ii)  "existing company" means a companyformed and registered under any of the previous companies 
laws specified below:- ...”  
The above Law per se or ‘palpably on its face’ fails to define the generic term ‘company’ and amounts 
to: “Let all rhinoceros be called rhinoceros since they look like rhinoceros” -- an apparent logical 
fallacy. 
 
Corporate or Company: Before we can define ‘corporate’, we must define the terms ‘economic 
activity’, ‘economic entity’, ‘legal entity’, etc. 
 
Legit (Socio-Legally Legitimate) ‘Economic Activity’: the process of transforming resources (labour 
and other ‘assets’, or any combination of these) into a product or service that is capable of being legally 
and ethically exchanged in the market place, or enhancing (adding to) the value of such 
products/services; ‘asset’ herein means anything which possesses ‘economic value’ (i.e. capable of 
being exchanged for money) and ‘legitimate’ means a Code of Conduct (Code of Best Practices) 
approved by the Society and having the express or implicit support of Law. I shall presently revert to 
this last mentioned aspect. 
 
‘Economic or Business Entity’: an individual (or a Group of persons) who engages in a legit economic 
activity in a manner that makes him/her/them accountable for the safe & efficient use of all the inputs 
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(including themselves) and processes employed in the said activity and, in return, gets ownership rights 
to the outputs of such activity [this ownership also entails the liability for safe disposal of the ‘waste’ 
(residues) and ‘by-products’ produced by such economic activity]; and also makes him/her/them 
responsible to support the safe & efficient operation of these outputs over their life-cycle (in case of 
durable goods) or, if these outputs are one-time-use products (i.e. consumables) then the producer is 
responsible for, at least, the reasonability of Price & Quality of these consumables. Moreso, it imposes 
upon such individuals or Groups a responsibility to use these resources and processes in a manner that 
minimises the adverse effect of such activity upon Global Ecology, local Environment, Human 
Resources, and the Society at large (it also includes the responsibility to return the retired human 
resources to the Society in a manner that is socially acceptable). 
 Ownership of Outputs also grants access-rights to the reasonable profits (usually 15%) earned from 
the exchange of these outputs in the legit market-place, and it also occasions losses if either the 
economic exchange fails or defective outputs are returned for repair or replacement, or if compensation/ 
damages/penalty is imposed by the Regulatory Authorities, or if a part of the resources employed fail to 
deliver what was contracted for (e.g. due to strike by employees, breach of contract by sub-contractor, 
etc). These may be called ‘Risks and Benefits of Entrepreneurship’ (RBE) and are subject to legal 
remedies available to the Investors and/or the Company. 
 Owners (Equity-holders or Assumers of RBE) decide what to do with 100% (including 25% of their 
own ‘seed-money’) of the total financial assets (Capital) employed. However, 75% of this Capital is 
contributed by Stake-holders who are non-Owners -- their funds have been loaned through Financial 
Institutions to the Business Entity, or they have invested their funds directly in the Company by 
purchasing Debentures, Bonds etc (let us call these Bonds etc ‘Secondary Financial Instruments’). And 
these non-Owners (including Secondary Instrument-holders) also run the risk of losing part/whole of 
their assets if the ‘Company’( a ‘legal entity’) goes into liquidation due to mismanagement of its 
Corporate Affairs -- notwithstanding that the professional Managers (CEO etc) and Governors 
(Directors etc) are appointed by the Owners and, in some cases, by the Regulatory Authorities, not by 
non-Owners. In Law, Secondary Instrument-holders enjoy only the Right to First-Charge on Company’s 
available assets, which may or may not translate into a full recovery of the Assets invested by these 
Instrument-holders. Equity-holders who possess Shares (let us call these Primary Financial Instruments) 
run the full Risks and Benefits of Entrepreneurship. What legal mechanism or participation is available 
to non-Owners to hold these Managers and Governors accountable for good Corporate Governance? 
None, other than a long wait to receive whatever falls their way in a Liquidation Proceedings, or through 
‘independent’ Directors! 
 A ‘ legal entity’ is a person or group of persons who may singly and/or jointly sue or be sued as a 
Business Entity or as a Public/Regulatory Authority or as a person (either directly or through a 
prescribed/ designated official or guardian). And a ‘Public Limited Company’ herein means a business 
entity that is incorporated under the Companies Act 1956 or 2013 and its Owners can neither sue nor be 
sued directly -- only the Company can sue or be sued through its prescribed and designated officials 
[Supreme Court judgments preclude the Share-holders (Equity-holders) from suing or being sued]. As a 
corollary, a Public Limited Company1 is not agroup of persons who can sue or be sued either jointly or 
singly (individually). However, most of the Law Lexicons define a Company as “... or a groupof 
persons ...” and the Golden Rule for Interpretation of Statutes enjoins that the first option while 
interpreting any provision/term of Law which is not defined by the concerned statute, is to refer to its 
Dictionary-meaning! 
 
Legal Environment of Business impinging upon able Corporate Governance 
 A Legal Framework comprises of ‘International’ & ‘Municipal’ Laws (including International 
Conventions, bilateral/multi-lateral Treaties etc), Customs (followed by a local Community or by a 
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particular Trade) and mutually negotiated Contracts that are enforceable through the ‘prescribed’ Courts, 
Tribunals or Arbitrators. And ‘prescribed’ means specified in the relevant Law itself. 
 Which Written Code, however, ensures that these Laws are equitable, rational and in conformity 
with morality -- especially in the sphere of International Laws? None! The outcome of International 
Treaties & Conventions depends upon the ‘bargaining power’ of Parties to the Treaty -- in an unlevel 
playing field. For example, General Agreement on Tariffs & Trade (GATT). 
 In respect of Municipal (domestic) Laws the written or unwritten Constitutions of certain countries 
do provide for a challenge to particular Law on ground of ‘equality’ (equitability); and, in some cases, 
the local Courts (that are empowered to interpret statutes, including the Constitution itself) have added a 
ground for challenge to ‘unconscionable’ Terms of Contract. Yet, we witness an unlevel playing field 
that forces the brightest students of specific Castes to go abroad for higher/professional studies and 
merit-based jobs, if their families can afford the initial financial burden to send them out of India. The 
Nation, in turn, loses the best of its Human Resources! Local unethical practices are partly responsible 
for this exodus (infra). 
 Moreso, Laws of Morality cannot be enforced through a legally prescribed Court, Tribunal or 
Arbitrator! One such Socio-Cannonical (Moral) Law is the basic framework of ‘Trust’ in inter-personal 
relations between/amongst Homo Sapiens. The increasing incidence of rape, inspite of mass public 
anger and amendments to Laws, is the falling moral values that have eroded the Trust or Expectation 
that a fellow human being would not outrage the modesty of someone else’s mother, wife, daughter or 
sister. This important aspect has been completely overlooked by Government (including its Verma 
Commission) and the Parliament.  
 It is common knowledge amongst intellectuals & jurists that many a Laws are irrational and/or full 
of loopholes; moreso, the implementation of Laws in certain States (countries) is dishonest -- to say the 
least. In India it is a whispered fact that the most corrupt Organ of the State, today, is the Judiciary -- but 
none dares to say it openly due to laws on Contempt and Protection of Judiciary, sans 
accountability(infra).   
 Why did the Law-makers and/or Central Government fail to safeguard the interests of non-Owners 
(supra) by preventing collusive financial scandals (e.g. the one committed by Satyam Computer 
Services in collusion with their Auditors, namely PricewaterhouseCoopers) in India -- especially when 
similar Accounting Frauds had already come to light abroad in the case of Enron and WorldCom 
(infra)?   
In 2007, a local businessman said to the Author in Jalgaon (Maharashtra) “Only those who wish to 
follow the prevalent unethical practices should remain in India, and those who find this system 
abhorrent to their conscience, ought to emigrate to better countries” -- little realising that such a psyche 
will lead to repercussions that are worse than those that were witnessed during the Partition of India in 
1947, because the residual population in India would then be such as will have no compunction in 
regressing into a scenario where the bigger fish eats the smaller ones. In fact, the abysmal Law & Order 
situation today indicates that we have already regressed into a state in which man is preying upon man -- 
there were more than 5,000 murders in Uttar Pradesh alone during just one year after the last U.P. State 
Elections; and one of the under-trial sharpshooters of a large criminal gang nonchalantly told the 
Author, “Vakil sahib, just as your profession is Vakalat, our ‘pesha’is supari-killing” (Advocate Sir, our 
profession is contract-killing, just as yours is Advocacy). A prisoner’s statement cannot be used as 
‘evidence’ against him unless it is made by him directly before a Magistrate after the accused has been 
warned about his right not to incriminate himself. It is pertinent to mention that acute Law & Order 
situation is one of the main reasons for the flight of foreign investments from India (infra). 
 What is the economic rationale for levying surcharge (super Tax) on Profit-Making Companies who 
could have used this money for investment-led economic growth, and transferring it either for 
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conspicuous consumption (which, unless backed by equivalent investment in production, leads to 
demand-push inflation) or be doled out to loss-making Companies? For example: 
i) As per Reserve Bank of India (RBI) between Financial Years (FYs) 2000-2001 and 2012-2013 

Rs.204.512 crore were written off by Indian Banks as ‘bad debts’ to Corporates -- out of which only 
about 18.5% could be recovered, through Liquidation Proceedings etc, by these Banks;  

ii)  In the year 2008 Central Government Waived Off Rs.60,000 crore of ‘farm loan’ under the Debt 
Relief Scheme -- whereas most of the ‘Suicides by Farmers’ were committed by ‘ryots’ (landless 
farmers who till Zamindars’ land on the basis of ‘batai’) because they were unable to repay loans 
taken by them from local moneylenders [these ryots have no collateral (security deposit) that the 
Banks demand] and the loans that were waived belonged, most likely, to wealthy and influential 
farmers who had borrowed from Banks for ostentatious consumption (e.g. daughter’s marriage etc); 

iii)  In February 2010 Central Government approved an injection of $173m (£110m) for the ailing 
national carrier Air India; this installment is only a part of an expected $432m financial aid package 
for the Company which has reported massive losses in the preceding few years [the airline reported 
a loss of $875m in the fiscal year ending in March 2009 (BBC News)];  

iv) More and more States are demanding thousands of crores of Rupees from the Central Government 
either for drought-relief or flood-relief every year!  

Why can’t this money be wisely spent in a planned way to prevent floods and drought by simply 
creating storage tanks (Allauddin Khilji, with a much smaller Cabinet of Ministers, did that 
centuries ago)? More about it later (infra). 

 Business environment in India is also marred by unwarranted political intervention, and sometimes 
by judicial intervention while entertaining PILs -- not to speak of Strikes (sometimes violent) on the 
smallest pretext by the Workers. For instance, in Singur (West Bengal) Tata Motors and West Bengal 
Industrial Development Corporation entered into a lease agreement for  997 acres of land (the then 
prevailing market rate for the same was  Rs.4.5 lakh per acre) for the construction of a factory to 
manufacture Tata Nano (a small car). This move was opposed by Trinamool Congress (a Regional 
Political Party) -- when Trinamool Congress came to power in West Bengal, the said lease was scrapped 
by enacting the Singur Land Rehabilitation and Development Act 2011. The cost to the Company of this 
reversal in land-allotment is estimated by Tata Motors as between Rs.440 crore and Rs.1,400 crore -- the 
cost of shifting the plant & machinery itself from Singur to Sanand (Gujarat) is shown in the Company’s 
Annual Report for 2011-12 as Rs.310 crore; and the Company is seeking an overall compensation of 
around Rs. 1,400 crore from the State Government (Calcutta High Court ultimately struck down the said 
Act as “unconstitutional and void”.) 
 We are well aware of the violent strike in Manesar (Haryana) in the Maruti Suzuki automobile plant 
in the year 2012, which led to the killing of its Human Resources Manager by the Workers of the said 
plant.  
 Let us recall the police atrocities (including rape, arson and assault) during farmers’ stir in Bhatta-
Parsaul village -- these farmers were protesting against the dubious land-acquisition by Uttar Pradesh 
Government (State Government is alleged to have acquired the farmers’ land cheap and then sold it a 
high rate to Builders/Colonisers who, in turn, sold it at a huge profit to those who desired to buy the 
houses built thereon). Why can we not devise an equitable method for involving Farmers as ‘Bhagidars’ 
(participants) in Industrial Development, instead of forcibly dispossessing them from their basic means 
of livelihood and their only socio-economic status-symbol, i.e. land. An alternative framework is 
suggested in Appendix-A to this Paper. Incidentally, several suggestions made by the Author herein 
have been accepted and implemented by Ministries of Defence and Panchayati Raj, Supreme Court, 
Prime Minister’s Office, Parliament, CAT 2009-13, UPA-I & II, Congress Party, Bhartiya Janata Party, 
etc; even the Lokpal Act 2013 incorporates two of Author’s suggestions (e.g. inclusion of NGOs) and it 
was on the basis of the Principles of Law first enunciated by him, in a published Article, that Supreme 
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Court brought Ministers within the ambit of Prevention of Corruption Act (more at URL: 
http://www.pul-sator.com/AboutMe.htm); even the payment of financial benefits (subsidy) directly into 
the Bank Account of beneficiaries (BPL-Families) was a part of the Paper titled ‘The Urban Village’ 
which the Author had earlier presented at an International Seminar organised by Jaipuria Institute of 
Management (Jaipur).  
 To make matters worse, Businesses have to pay (at different windows) not only more than 30 types 
of separate Taxes, but have also to meet the unlawful graft-demands of as many ‘Inspectors’; moreso, 
the opportunity for demanding and receiving bribes is encouraged by gaping (unplugged) loopholes in 
Law. For example, under the Factories Act 1948 (read with Delhi Factories Rules 1950) every Industrial 
Establishment (‘factory’) must inform the concerned Inspector if any ‘Workman’ is employed for more 
than 8 hours per diem or 48 hours per ‘week’; and ‘overtime’ allowance for one hour is to be paid if a 
Worker is employed for 9 hours on any day. In any case, no Workman can be employed for more than 
15 hours (including the permissible ‘overtime’ of 1 hour) on any single day or for more than 39 hours on 
any 3 consecutive days or for more than 60 hours in any work-week and such employment shall only be 
for the purpose of “Urgent Repairs”.  But there is no provision at all for ‘regularisation’ of the ‘over-
time’ beyond 9 hours per diem, or if the Inspector subsequently holds that no ‘Urgent Repair’ was, in 
fact, involved. Moreso, the Factories Act provides for a maximum punishment of two years and/or a fine 
up to Rs. one lakh or both in case of breach of the Law (including the maximum permissible hours of 
work per diem/per week). This loophole leaves only one alternative open for the employer, i.e. to make 
the Inspector ‘look the other way’ by greasing his/her palms!  
 Though India is Asia’s 3rd largest economy and is perceived as a potential high-growth market, yet 
irked by the ‘lack of fair play in opportunities’ (read unlevel playing field) Germany's Fraport -- the 
world's second-biggest airport operator, recently decided to shut down its development office in India 
and, thus, it has become the latest in a growing list of Companies exiting India.  
 India is Dell's biggest employee-base outside the United States (27,000 employees) and Amit Midha 
(its President for Asia Pacific and Japan) told the Reuters, "When a company is trying to leave India and 
that company is well respected, then clearly it suggests that there is something … this place is not easy 
to work". And only such Firms can enter this market as have ‘staying power’ to go through the gestation 
period that is severely affected by red-tape and corruption (leading to costly delays -- unless one knows 
how to ‘navigate’ in these turbulent conditions). Moreso, this market is merely a bubble that can burst at 
any time -- it is fed by the noveau riche whose main income comes from illegal/unlawful activities [like 
bribes, black-marketing, fake-currency, ransoms, black-money, cheating (deceiving the gullible or 
hapless Consumers, Customers, Subscribers & Investors), adulteration, piracy etc] and, hence, such 
incomes might suddenly disappear through a massive civil-movement (civil-wars are not always 
necessary in Democracies). This market is also partly fed by the higher middle income group whose jobs 
(like BPOs) may disappear with a mere stroke of pen wielded by the Western powers. Let us recall that 
the policy of encouraging lower or middle income groups to buy foreign-made goods against ‘loans’ 
offered by foreign Banks (backed by a policy to engage corrupt police and court officials or even goons 
to ‘recover bad loans’) misfired, and led to the collapse of many a Banks in Europe and also to 
Recession/melt-down in 2008.  
 We should also take a lesson from Intel’s recent outburst against frequent power black-outs (e.g. a 
Grid-failure for two consecutive days in July 2012, which affected more than five States), the highly 
unstable Government Policies on Taxation (including retro-taxation), reversal of legally executed 
Contracts, and rampant corruption. Coupled with poor law & order situation and extraneously 
engineered labour-unrests, India becomes a poor choice for foreign Investors. 
 Hence the need for honestly re-visiting our Corporate Laws so that the 40-50 percent of the 
expenses of running a Company in India (that is taken away by the Government to spend on wasteful 
consumption or irrational doles, or is pocketed by its officials as bribes) is either re-invested into the 
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Company or is used to lower the prices paid by the Consumers of its products/services, or is gainfully 
spent on its own employees.  
 Let us now briefly examine the quality of various players that comprise the Legal Environment of a 
Business in India. 
 
Legislature & Judiciary 
 We have already observed (supra) that the  Law enacted by Legislature/Sovereign is not necessarily 
always rational or logical or scientific; similarly, it is not safe to blindly apply Judge-made Law by a 
thumb-rule to each & every situation across-the-board, or to treat Indian Judgments as Legal Maxims or 
the omniscient/correct ratio decidendi or even as omnipresentrights in rem; nor can we accept judicial 
findings as the Gospel Truth -- at best, these are mere precedents based upon ‘judicially determined 
facts’ that one Party has either ‘proved’ or which have ‘gone as proved’ (due to the omission on the part 
of Opposite Party either to counter the alleged facts, or to prove otherwise)and has backed these 
‘proved’allegationsby Legal Arguments which one Party’s Lawyer has advanced but the Opposite 
Party’s Counsel has miserably failed to rebut (i.e. for no fault of the losing Party except that the said 
Litigating Party could not financially afford to engage a better Counsel, or its negligent Counsel was 
appointed as Amicus Curiae under the Legal Service Authority Act 1987, or its counsel colluded with 
the opposite counsel, etc). Here is some of the evidence as to why we cannot treat even the Apex Court’s 
findings as the Gospel Truth:  
 In one matter, Supreme Court of India declared a living Advocate who was practising in the same 
very Court, as “dead”; moreso, the said Judgment has not been corrected till date inspite of a written 
request having been submitted to the Chief Justice of India (CJI) to modify that Judgment/Order. The 
said Order is available on the Internet at the official website of Supreme Court. For more facts, please 
contact the Author. 
 In yet another matter, Supreme Court has -- on the basis of a Law then prevalent in Gujarat, denied 
payment of Gratuity to all School-Teachers not only in Gujarat but also in India (that is to say, it has 
vested with School-Managements across India a right in rem against ALL Teachers, notwithstanding 
that local State Governments’ Policies  may be different than those prevalent in Gujarat; moreso, no 
Notice to Teachers employed in States other than Gujarat, was issued in the said matter) whereas 
Gratuity is being paid to more highly paid Teachers of a Deemed University (namely, Indian Law 
Institute) of which CJI himself is the Chancellor!  
 Moreso, in a matter filed by some School Teachers of Delhi the Supreme Court declined to limit or 
restrict the Gujarat Judgment to Gujarat, and also declined to hear the matter because Supreme Court’s 
Registry had destroyed the judicial files of the said Gujarat matter! No effort was made by Supreme 
Court to reconstruct its records although under Article 129 of Indian Constitution it is  a Court-of-
Record, and the Circular issued by Delhi Government was also before it -- it is pertinent to mention that 
the State Government of Delhi supports payment of Gratuity to teachers. The proper procedure is to 
appoint an Amicus Curiae to represent the interests of all those who are not before the Court but are, 
nevertheless, likely to be affected by the Court’s Final Judgment in that matter -- that is to say, 
whenever any Court’s decision is likely to create a right in rem which would affect Parties that are not 
represented before the Court, either a Public Notice ought to be issued by the Court or, at least, an 
Amicus Curiae must be appointed.  
 Similarly, is it reasonable to suppose that Indian Law-makers (Parliament) will always enact Laws 
that are rational, scientific, fair, just, reasonable or equitable, or Laws that are in conformity with the 
Constitutional Objective of a ‘socialistic pattern’ of Society (implying a level playing field) or are 
comprehensive and include ALL perpetrators of the same ‘crime’ (e.g. the crime of corruption & 
nepotism -- whatever be the status of the concerned ‘public servant’ and to whichever Organ of the State 
he/she may belong)? Shouldn’t the system of obtaining prior ‘sanction’ to prosecute be abolished by 
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rationalising the Criminal Procedure Code itself so as to grant Bail on Personal Bond during the 
investigation stage in all ‘Complaint Cases’ (non-cognisable), politically motivated allegations, and 
certain ‘economic offences’? 
 It may be stated at the outset that import into the Indian jurisprudence (justice-delivery-system) 
‘Common Law’ principles, instead of the ‘Civil Law’ system, goes against the spirit of a socialistic 
pattern of Society -- because Common Law is heavily loaded in favour of those who are in a position to 
create ‘evidence’ [i.e. able to somehow influence the process of ‘proving’ facts-in-issue (the case of RK 
Anand, a designated ‘Senior Advocate’ and an MP, is an example)] and also by hiring influential, 
cunning & shrewd Lawyers who can persuade the adjudicatory Authority (includes Courts, Tribunals, 
Forums, Commissions, Arbitrators etc) to lean towards their arguments in their Clients’ favour.  
 Supreme Court Legal Services Committee provided Free Legal Aid, including the services of a 
Senior Counsel, to a lady who had just returned from a personal trip to the United States -- a misplaced 
grant of ‘aid’ just because the Law provides Free Legal Assistance to ALL women! Why was the Law 
kept silent about the beneficiary’s financial status? 
 The Author once attended a private party hosted by a group of about 18 Advocates -- every month 
each one of them, by turns, footed the bill for the ‘sharab’ & ‘kabab’ served at the party that was 
attended by some Judges as ‘guests’. These regular informal mingling with Justices were expected to 
earn the hosts a few favours in, at least, ‘discretionary’ matters (whenever a decision solely depends 
upon the ‘satisfaction’ of the Judge hearing the matter). Some Associations, presided over by Indian 
Lawyers, organise Conferences abroad, and invite some Indian Judges for an all-expenses-paid 
participation therein.  
 In the presence of the Author, a Senior Counsel (who was an ex-Judge of a High Court) told a 
Litigant (a Swamy ji) that he would meet, in Chambers, the concerned Supreme Court Judge before the 
Swamy’s matter was called -- this extreme step was also included in his paltry professional fees of 
Rs.5,000. And a woman-of-easy-virtue whose area of operation included various courts, boasted of 
obtaining favourable Orders from all and sundry. 
 During an informal chat with a Reader (also called ‘Peshkar’ in some States) in a District Court, the 
Author queried as to why the Reader was not afraid to accept bribes in the presence of the Magistrate. 
The Reader replied, “Sir, when the Magistrate ordered a soft-drink for you in his Chambers, did he pay 
us for the same? He doesn’t pay when he hands us his Laundry Bill or for posting his personal letters by 
Speed-Post etc; moreso, when the peon carries judicial files at cease-work to Magistrate’s house, latter’s 
wife gives him a list of fruits and vegetables to be delivered to the house -- is the peon paid for the 
same? The Magistrate knows that all these expenses are paid out of bribes that we collect.” An Assistant 
Registrar (whose duty was to prepare a one-page Note for the CJI in those ‘Mentioning Matters’ 
wherein immediate interim Relief was prayed but the case-files could not be sent to CJI’s house a day-
in-advance) was seen by the Author accepting Rs.3000 from an Advocate in a Supreme Court Chamber 
-- ostensibly as ‘loan’, whereas the Conditions of Service for Supreme Court Employees stipulate that 
even a bicycle cannot be ‘purchased’ by any employee from any Advocate without prior approval of 
CJI.   
 Will then a Lokpal (usually a retired Judge) be expected to rectify the motivated or wrong decisions 
that his colleagues had earlier passed as judicial officers? Wasn’t the Order passed even by a retired 
Supreme Court Judge (namely Santosh N Hegde, then Lokayukta in Karnataka) found “bad in law” even 
by Judges of the High Court of Karnataka in BS Yeddyurappa’s matter? What is the best guarantee that 
a Supreme Court Judge (retired or otherwise) would do no wrong (infra)? 
 Is there any Authority in India vested with the power to correct the wrong committed by the 
Supreme Court itself in a Final Judgment or in an Ordert on Review-Petition/Curative Petition (the latter 
are usually decided by Circulation, without any hearing in the open Court and by the same very Judges 
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who had passed the impugned Order -- except that for deciding a Curative Petition 2-3 additional Judges 
are included so as to form a Coram of 5 Judges)?  
 In this scenario, can it be said that ‘Justice has been delivered’ or meted out? Should we not just say 
that the matter has been “finally disposed of” under the existing system? Shouldn’t we admit that 
although there was a miscarriage of justice the ‘Opportunity to Redress’ the said Wrong/Error is being 
foreclosed not by default of the affected Party but due to the implicit fault of judicial system itself? 
During the British ‘Raj’ there was, at least, a Privy Council (within the House of Lords) to redress such 
Miscarriages of Justice.  
 Although Rule 137 of Rules of Procedure and Conduct of Business in Rajya Sabha (Upper House) 
provides for ‘Public Petitions’, yet Rule 138 (iii) (a) fails to include within the scope of such Petitions 
the aforesaid “disposed of” cases where, despite a palpably evident Miscarriage of Justice, the 
Opportunity for Redressal has been foreclosed due to systemic error or failure. If the said Rule is 
modified, we (“We, the People of India”) will, at least, get a mechanism to protect ourselves against 
judicial and bureaucratic atrocities, wrongs, miscarriages, oversights, corruption, nepotism, etc; moreso, 
the need for a separate ‘Lokpal’(involving huge expenses) may not arise. The mass public anger that 
was witnessed over certain events or actions during the last few years is a consequence of the fact that 
the common man (‘aam adami’) today finds himself/herself in a very hapless situation which denies 
him/her even an opportunity to access an honest Public Authority which would expeditiously redress 
his/her genuine grievances. Several such aspects of Legal Environment of Business need to be examined 
in detail. 
 No Judge is accountable to the Sovereign (i.e. We, the People of India) -- rather, these Judges are 
protected by Judicial Officers Protection Act 1850 and the Judges (Protection) Act 1985; moreso, these 
Judges are armed with Draconian Laws to suppress dissenting voices  (‘Draconian’ because the same 
judge acts as both the Prosecutor and Juror) vide Article 129 of the Constitution of India read with Rules 
to Regulate Proceedings for Contempt of the Supreme Court 1975, and under Article 215 of the 
Constitution. Under Article 215 (read with Criminal Procedure Code) Contempt of Subordinate Courts 
is also tried by the concerned High Court (however, a State Commission -- established under the 
Consumer Protection Act, is not a ‘subordinate’ court, although it is often presided over by a retired 
High Court Judge). By its decision on 5th December 2013 not to entertain complaints against retired 
Judges, judiciary has further insulated itself from transparency and accountability to the aggrieved 
persons; similarly, in the case of K Veeraswamy (then Chief Justice of Madras High Court) Supreme 
Court ruled in 1991 that neither a First Information Report can be registered against a judge nor a 
criminal investigation be initiated against a judge without the prior consent of Chief Justice of Supreme 
Court; even a State Legislature cannot discuss the conduct of a Judge -- only the Parliament has the 
power to do so (infra).  
 The incidence of deplorably unethical conduct is alarmingly high amongst those judges who were 
selected by the Collegium, in comparison with the number of judges who were selected by the Central 
Government, e.g. the cases against Shamit Mukherjee (then a Delhi High Court Judge), AK Ganguly (a 
retired Supreme Court Judge) and Swatantra Kumar (then a Supreme Court Judge) -- it is not mere 
coincidence that these tainted Judges were rehabilitated by the Government in post-retiral ’kushi’ jobs in 
Commissions etc (infra).  
 It is not rare to find fresh law graduates being appointed to various Panels if they possess the 
additional qualification of being a judge’s child.  
 ‘Impeachment’ (the only existing provision for Disciplinary Action against a sitting Judge) was 
found to be practically unworkable in the case of V Ramaswamy (then a Supreme Court Judge) and he 
survived in office despite being found guilty on several serious charges of corruption by a statutory 
committee of three fellow judges -- this rescue operation was made possible by Members of the 
Congress (under Prime Minister PV Narasimha Rao) who abstained from voting due to a whip issued by 
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the ‘party leadership’ when the impeachment motion was put to vote in the Parliament in May 1993; Mr 
Sibal, let’s recall, was Ramaswamy’s Lawyer during these impeachment proceedings before the 
Parliament. After his retirement, the said ex-judge once brought three matters from Tamil Nadu for 
filing the same in Supreme Court; he stayed in Tamil Nadu’s State Guest House in Delhi and telephoned 
Mr KS Chauhan (a Lawyer who shared the same Chamber in which the Author used to sit then) and 
asked the said lawyer to meet the former at the Guest House for settling the Fees etc in those matters. 
Was the ex-judge himself a Party in these matters, or was he a only legal adviser to the concerned 
Party/Parties, and what portion did the Lawyer get out of the total sum paid by the Litigants? 
 The number of exposures of judicial misconduct has been on the increase since the year 2007 -- not 
without reason (more about it later). Let us not forget that such instances bring into disrepute not only 
the concerned Judge but also the Judiciary as a whole -- Appendix-B to this Paper contains details of a 
Scandal that is being perpetrated in Uttar Pradesh at a scale which is much larger than the Employees’ 
Provident Fund Scandal that occurred in Ghaziabad District Courts. 
 Moreso, contrary to the Fees prescribed under the Right to Information Act 2009 (usually Rs.10) for 
every Application, Allahabad High Court has whimsically enhanced the Fees per Question to a 
whopping Rs.500!  
 As per Indian Constitution, CJI officiates as President of Indian Republic when neither the 
President nor the Vice-President is available to discharge the functions of the President -- although the 
CJI per se is not accountable to the People of India [moreso, the Constitution is silent as to whether he 
can be impeached while officiating as such President or for the acts of Omission and Commission 
committed by him/ her while he/she officiates as President, or whether (s)he can hold at one and the 
same time two separate ‘Public Offices’ of President (on whose behalf all Executive Orders of the 
Government are passed) and also the Chief Justice (head of the ‘independent’ judiciary)].Moreso, CJI 
administers the Oath of Office to the President to “preserve, protect and defend the Constitution and the 
law”  but who administers the CJI this Constitutional Oath when (s)he is about to enter upon the Office 
of President; moreso, the Oath that she/he took as CJI is quite different because as a Judge he/she 
interprets (not ‘defends’) the Constitution ... The list of Unanswered Questions (where the Law is silent) 
goes on and on. 
 Incidentally, CJI did not have any Escort Jeep or Flag-car -- it was at the suggestion of the Author 
herein, during the tenure of Shri AM Ahmadi as CJI, that an Escort Jeep and a Flag-car were provided 
to the CJI; several suggestions made by the Author have been accepted and implemented by powers that 
be (infra).  
If my use of ‘Shri’ surprises the audience, here is the Supreme (Constitutional) Law: 
 Article 18 of the Constitution of India forbids use of Titles (prefixes) before any Indian citizen’s 
name, except in the case of retired Military Officers -- who are specifically permitted by the said Article 
to use their Last Rank as a Title before their Names; however, many Judges continue to use the Title 
‘Justice’ before their Names even after their retirement, e.g. the Author of a  book titled ‘Constitution of 
Jammu & Kashmir: Its Development & Comments’ (ISBN:9788175348899) is being shown on its cover 
as “Justice ...”(vide URL:http://www.homeshop18.com/constitution-jammu-kashmir-its-development-
comments-6th-edition/author:justice-
anand/isbn:9788175348899/books/law/product:27220693/cid:10488/).  
 The rationale underlying the use of Military Ranks is that those upon whom a ‘Permanent 
Commission’ is conferred by the President, are commissioned-for-life and may be called upon to serve, 
even after their retirement from active service, if the country needs them.  
 CJI also heads the Collegium (infra) which selects, for elevation to the post of a Judge of Supreme 
Court/High Court, ordinary law-graduates who have completed 10 years of Enrolment in legal 
profession (even if they have had only a handful of briefs) if they have paid more than a specified sum 
as Income-Tax for the previous 3 years (as we know, Tax-Returns can be easily manipulated on a higher 
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side)! There is no written examination, nor a viva voce for such ‘elevation’. Moreso, Advocates Act 
1961 places enrolled Advocates outside the administrative and disciplinary jurisdiction of Courts; as 
such, neither Supreme Court nor any High Court keeps Dossiers on Advocates. In the light of these 
Facts and the Law, what forms the basis for a Collegiums’ selection of a Lawyer to the high & mighty 
post of a Judge? To put it differently, in the absence of reliable data on Lawyers, is the decision of the 
Collegium necessarily and always sound? 
 Let’s take, for instance, an individual who fails to get admission into tougher streams like 
Engineering/Science/Economics/Commerce -- which require very high cut-off marks at the 10+2 stage; 
consequently, a lesser scorer joins BA (Pass) Course, sits for IAS (Prelim) Exams, but fails. Then he/she 
joins LL.B., gets enrolled as an Advocate, and after 10 years as Advocate (on paper) he/she is elevated 
as a High Court Judge through an entirely non-transparent process. On the other hand, the brilliant 
Science-student (from the best educational Institute) qualifies in the tough 3-stage IAS Examinations 
(Preliminary, Mains andViva Voce) and, after more than 25 years of gruelling administrative experience 
(across the length and breadth of India)he/she becomes a Chief Secretary -- only to be summoned, in a 
PIL matter, by the aforesaid Judge (who has no administrative experience at all) to teach this much 
brighter ‘public servant’ than himself, the way to run a State!  
 PIL means ‘Public Interest Litigation’ -- a kind of Social Action Litigation by which the Petitioning 
Party is given access to Writ Courts although the Petitioner therein is not directly aggrieved by the 
State’s action against which the Petition has been filed; and ‘State’ is defined in Article 12 of the 
Constitution -- the scope of this Article has been much widened through ‘interpretations’ assigned to it 
by Supreme Court/High Courts but, understandably, it fails to include the office of a judge.  
 We have witnessed a lot of double-speak between the Judiciary and the Executive on the issue of 
‘judicial independence’ -- Judiciary, in fact, desires independence from the Government in deciding 
judicial officers’ Conditions of Service (including their Selection, Transfer, Pay & Perks, etc) and they 
have themselves appointed retired Judges to certain Commissions etc. The conundrum is apparent from 
the fact that the same Executive appoints retired Judges to gubernatorial posts, and political parties offer 
them party-tickets to contest the Elections at Party’s expense -- how can serving judges remain ignorant 
of the criteria that habitual ‘subservience’ is used by the Government and Political Parties to bestow 
upon them such post-retiral ‘freebies’? Nay, these are not at all free and do come attached with strings 
that extend back to the judge’s service days -- especially what he/she did for the Government or that 
Party?  
 Moreso, despite having access to routine/special Reports of Intelligence Bureau and Central Bureau 
of Investigation, the Government prefers to appoint to certain Posts only such Judges as are known to be 
pliable -- even Commissions are appointed to dissipate-by-delay the public outcry on some events (e.g. 
Nirbhaya’s matter in Delhi) and are filled up with ‘loyal’ Judges who would repay this favour by 
belatedly preparing a Report which the Government will dump when the public’s interest in the matter 
subsides, or the Government will add to a deliberatelylukewarm Report something that would convey 
the impression or perception that Government is concerned about the public’s wishes even though the 
‘expert-advice’ concedes much less than what the Public has asked for. During this while, the retired 
Judge enjoys the Perks that he/she has gotten used to, viz. a free bungalow, free telephone, subsidised 
electricity & water, peon, Pay and Allowances, and other staff -- including a ‘law intern’!  
 Shouldn’t such inducements (appointments and party-tickets) to retired Judges or Bureaucrats be 
stopped, especially when that judge/bureaucrat is in receipt of a pension? If legal competence is a 
Qualifying Requirements (QR) for a Post, then younger persons who meet the basic QRs for judgeship 
can be appointed?  
 The Principle of ‘independence’ of Adjudicator from the Adjudicatee is surprisingly overlooked 
when criminal cases against MPs are tried by those very judicial officers whose Impeachment 
Proceedings are decided upon by these very MPs! Shouldn’t there be a separate Judicial Forum to try 
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cases against MPs, and why must this Forum not be placed under the joint supervision of Speaker of 
Lok Sabha, Chairperson of Rajya Sabha and a watch dog Committee comprising of those 
Parliamentarians whose financial & intellectual integrity is cited as an example, instead of the said 
Forum being placed under Supreme Court? 
 The aim of separation of Judiciary from the Government is espoused in the hope that it may lead to 
expeditious, impartial and affordable Justice Delivery System. But unfortunately the same Executive 
pays (out of Tax-Payers’ moneys) hefty Fees to its Lawyers; moreso, these lawyers are rewarded if they 
succeed in delaying reliefs that are prayed for against the Government, or for obtaining favourable 
Orders for the Government -- by hook or by crook. At least 30-40% of the voluptuous ‘arrears’ of cases 
pending in Courts will be disposed of (cleared) if the Executive’s lawyers assistthe Courts in dispensing 
Justice, rather than mislead the Courts into causing a miscarriage of Justice against the poor citizens.  
 Certain Standing Counsels and office-bearers of Bar Associations/Councils try to overawe some of 
the judges who have tread the same route in the past, viz.: An ordinary Advocate => election to a Bar 
Association => appointment as Standing Counsel => elevation to a Judge -- fruits of being a blue-eyed 
boy/girl of an influential politician or judge. 
 Let us now examine the role of the Legislative (Law-makers). 
 Members of Parliament are elected either directly to Lok Sabha, or indirectly (through certain 
Elected Representatives) to Rajya Sabha; in addition, the latter includes Nominated Members. Laws are 
supposed to be debated and then passed by Members in both the Houses of Parliament and, thereafter, 
assented to by the President of Indian Republic. But many Bills are, in fact, passed without any debate 
or discussion! 
 These Members are elected either on the basis of their personal popularity or on account of 
Electorate’s perception about the Political Party that fields them as its Candidates for the Elections. The 
Electorate can reject any Candidate or all the Candidates but, at present, there is no provision to recall a 
Candidate once he/she is elected.  
 On the other hand, for the past several years Judges are being selected by a Collegium of 5 senior 
most Judges of the Supreme Court; moreso, under the guise of ‘interpreting’ the Constitution, Supreme 
Court has transgressed the Constitution by arbitrarily depriving the President of Indian Republic the 
power to reject any of the Candidates recommended by the said Collegium -- though our Constitution 
cannot be amended even by half the ‘elected members’ of the 543-member strong Lok Sabha, yet 
merely 5 Judges (Constitution Bench) of the Supreme Court have transgressed the Constitution in the 
case of Judges’ Appointment. And there is no right to recall any Judge, except through a laborious 
process of ‘impeachment’ (supra) before the Parliament (the latter comprises of a number of tainted 
Members against whom criminal cases are pending before Courts presided over either by the same 
Judges or by judicial officers subordinate to these Judges, or by their ilk; moreso, ‘impeachment’ is 
reviewable by impeached Judge’s own brethren who sit in the Supreme Court). Neither Parliament nor 
the President has even whimpered against it.  
 
Executive (Government) 
 Let us now examine whether Governments necessarily act rationally. Consider the following Item 
from Indian Union Budget 2013-14: 
 “5 to 10 per cent surcharge on domestic companies whose taxable income exceeds Rs 10 crore”.  
 Is this surcharge based on sound Economic Principles, or does it defeat the Principle of ‘economies-
of-scale’? How does this surcharge further the vision of ‘socialistic pattern’ of Society? How does it 
prevent ‘concentration of wealth’, especially when the same Government allows a large Company to 
split itself into two Companies (though both remain under the same Management) to evade such 
taxation and/or to escape certain labour laws? 
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 On the other hand, higher corporate incomes will hold the potential of attracting more number of 
Shareholders -- thereby, diversifying the Ownership amongst a larger number of persons and also bring 
incomes to more number of people.  Moreso, a flat rate of Income Tax will encourage better 
performance by Companies. Going a step further, why levy an Income-Tax or Service-Tax at all when 
you are already charging Value Added Tax on goods and services purchased by these income-earners 
(including Teachers)? 
 Why is a business entity defined differently in various Labour Laws? Why can’t various Labour 
Laws be integrated into a single Act that will be implemented through a single Authority? At present, 
there are so many Acts that even the Law Minister would have lost a count thereof. In any case, the 
Courts seem to have lost the count; for example:  
 After the old Criminal Procedure Code was revised in 1971, the Delhi High Court surprisingly held 
that the provisions of Criminal Law Amendment Acts that were enacted from time to time to amend the 
old Code (these provisions were either explicitly incorporated into the new Code or were impliedly 
discarded while codifying the new Code) continued to amend the new Code, too, notwithstanding the 
fact that the precise Object of enacting the new Code was to rationalise the pre-existing Laws and 
integrate & codify the same into a new statute! The said Judgment was discarded only when the Author 
herein pointed out the fallacy of that earlier decision. 
 Similarly, a local Notification (issued by local Executive Authority in Delhi under British 
colonialGovernment) was allowed to exist for more than 50 YEARS inthe post-Independence 
erawhereas the Indian Constitution does not permit even an Ordinance proclaimed (at the behest of 
Central Government) by the President of India to operate for a period longer than 6 MONTHS, i.e. until 
the next Session of Parliament.It was during the challenge to the said Notification that the aforesaid 
Order declaring the petitioner therein as dead, was obtained by the Executive from Supreme Court. 
 
Corporate Governance 
 The various types of Stake-holders in a Company are: its shareholders, management, employees, 
suppliers, financiers [Banks, Financial Institutions, holders of Secondary Financial Instruments (supra) 
etc], customers, government and the community at large. And Corporate governance essentially involves 
balancing the interests of various types of Stakeholders in a Company. It is a system of rules, practices 
and processes by which a Company is directed, controlled and monitored with the help of 
Reports/Returns submitted by the Company (corporate disclosure) and its Auditors (usually Chartered 
Accountants) and statutory Inspectors appointed under various Acts, etc. Since Corporate governance 
also provides the framework for attaining a company's objectives, it encompasses practically every 
sphere of management -- from action plans and internal controls to performance measurement and 
corporate social responsibility. 
 Corporate governance became a pressing issue after the introduction of Sarbanes-Oxley Act 2002 
in USA -- this was enacted to restore public’s confidence in Companies and Financial Markets after 
Accounting Frauds bankrupted high-profile Companies such as Enron and WorldCom . Similar 
scandals in India (e.g. Satyam Computer Services) were also enabled bythe collusion of unethical 
Auditors (e.g. PricewaterhouseCoopers) with the Management. Companies Act 2013 now mandates, 
inter alia, compulsory rotation of statutory Auditors, appointment of ‘independent’ (unrelated to 
company)Directors, etc.  
 Corporate governance aims at minimising the loss of value that results from the separation of 
ownership from control. And it deals with the ways in which suppliers of finance to Corporations might 
assure themselves of not only a return on their investment but also the very safety of their investment. 
 Most companies strive to have a high level of corporate governance. These days, it is not enough for 
a company to be merely profitable , it also needs to demonstrate good corporate citizenship through 
environmental awareness, ethical behavior and good corporate-governance practices. 
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Good Corporate Governance Practices include:  
� All types of Stakeholders (supra) should be involved in corporate governance. 
� The Board of Directors should be monitored and held accountable for what guidance they give to 

the Company’s professional Managers, and how they protects the shareholders’ interests. 
� Disclosure and transparency is a critical ingredient of good governance. 
� The corporate governance framework should not only protect shareholders’ rights but also ensure 

equitable treatment of all shareholders. 
 Some of the reputed Companies, especially in the Telecom Sector, are using unethical practices like 
sharing/selling Subscribers’ Mobile Numbers with Call Centres, thrusting upon the technologically non-
savvy Subscribers unwanted ‘Value Added Services’ by sending them SMSs with a single Option button 
(viz. ‘OK’), SPAM Messages or calls by Call Centres even to Mobile Numbers that are registered with 
the ‘DND-Registry) etc. 
 During Author’s field research in Pune, he found an unusually high rate of employee turn-over in 
Bajaj Auto’s Research & Development Department -- none, except the Head of Department himself, had 
a service longer than 2 years in that Company. And it was also found that the overhead expenses in 
TELCO were, at least, 15% on the higher side. Moreso, a Question put to a Candidate for the post of 
Registrar in Tata Institute of Social Sciences (Mumbai) was “Which is the longest Order in the Code of 
Civil Procedure?” whereas the candidate had already stated that he was practising in Supreme Court and 
the procedure applicable to that Court was prescribed by Supreme Court Rules 1966, and not by the 
Code of Civil Procedure -- which is a procedure for District Courts. 
 
Conclusion 
 From a practical point of view, Corporate governance in India is a complex task involving, amongst 
others, the use of bribes (including wine, wealth and women) to bureaucrats andtheir political ‘bosses’, 
buying peace with regional armed outfits like Naxals or ULFA, finding loopholes in Law, hoodwinking 
the Courts, etc. For example, even after 3 years neither the High Court nor Supreme Court has 
succeeded in forcing Sahara to refund Rs.19,000 crores that were collected by the Group from its 
investors. These are turbulent times, and those adept in fishing in troubled waters do find themselves as 
the fittest to survive. 
 The usual modus operandi adopted by some large Companies is to withhold payment of a huge 
Amount of Tax (owed to the Government), file a case in a Court (Lawyers’ Fees, Court Fees and other 
expenses do not exceed 1-2% of the Amountso withheld), then delay the case for years and, in the 
meanwhile, use the said Amount as a ‘roll-over investment’ per production-cycle of the Company or 
make similar investment in its subsidiaries (instead of borrowing from Banks @ 14.5% per annum, or 
more) -- because Supreme Court would not ask the Company to pay more than 9% simple interest per 
annum on the withheld amount, even if the Company ultimately loses its case.  
 In suitable cases, Company Law Board may be vested with the power to order pre-audit, surprise 
audit, audit by a Team of Cost & Works Accountants oreven Social Audit etcin order to keep the 
Corporates not only law-abiding but also efficient. 
 Moreso, there is urgent need to force MNC’s to provide Service-Centres within India and also to 
deposit with every High Court certain sum out of which ‘compensation’ awarded to its ‘consumers’ can 
be paid if the said MNC has no Indian Representative who can be jailed in case of default by the MNC 
to pay the decreed sum. 
 No individual should be allowed to be on the Board of Directors for more than two Companies at 
the same time, but our Laws must also be rationalised in order to obviate the need for splitting a 
Company.  
 A new format of Company (namely, People’s Company) is proposed in Appendix-A. 
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NOTES 
 1Under the Act, only Company’s assets (including the saleable value of Equity) can be forfeited in 
any Civil Suit between the Company and its Creditors because Owners’ liability is limited to the value 
of their Shares. 
APPENDIX-A  
 VILLAGERS AS 'PARTNERS': A HUMANE ALTERNATIVE TO ‘ACQUISITION’ 
(FORCIBLE DISPOSSESSION) AND DISPLACEMENT OF VILLAGER’S FROM THEIR LANDS 
 Instead of acquiring Lands of affected Villagers, these Villagers themselves will be made 
‘Bhagidars’ (Partners) by converting their Land-Value into ‘Monetary Shares’ in a legally incorporated 
Company or a registered Cooperative (as appropriate) -- thus, they shall continue to have ‘malikana-haq’ 
(ownership rights) over the assessed nett value of their lands. This assessment will be based on the value 
of the agricultural produce obtained from the acquired piece of land during the last twenty-five years (in 
case of a residence, the market-value of residential land in that village or in adjoining villages) minus 
the cost of all inputs (including the monetary value of labour put in by Members of the land-owning 
Family, itself). In addition, the villager shall be assured a minimum annual ROI (return on investment) 
which is, at least, equal to the aforesaid Nett Value divided by 25 -- for purposes of Taxation, this 
income shall continue to be treated as ‘agricultural income’ and, thus, exempted from Income-Tax. 
 In addition, in the case of acquisition of residential property, the villager shall have the option either 
to accept the above settlement or, in the alternative, receive allotment of a pre-defined ‘Model House’ 
[which must be built, within 3 months of the villager’s displacement, by the Panchayat/ Block 
Development Officer under the NAREGA (Mahatma Gandhi National Rural Employment Guarantee 
Act) scheme] -- the plinth area and architectural design for such houses shall be pre-decided by the 
Panchayat or Block Development Officer (BDO) for 3-4 Categories of persons displaced (depending 
upon the size, construction-material and fittings of the house that was acquired). Preferably, all these 
actions should be planned with the help of PERT-Chart in such a way  that the said ‘Options’ are taken 
before-hand, and the affected Villager is given the house on the same very day on which he hands over 
his/ her acquired-house to the Panchayat/ BDO. 
 Moreso, these Shares must be ‘transferable’ within the ‘natural’ Family (spouse, children & parents) 
of the person to whom the same were allotted by the State (Government) or Panchayat/ BDO -- by a 
simple legal Deed called ‘Family Settlement’ which does not require payment of any Stamp-Duty etc. 
However, to check mal-practices, every such Deed must be registered under the Registration Act, on 
payment of a flat and nominal Registration-Fees of Rs.100.00; in addition, the Deed must have a 
Genealogy-Chart showing all the Members of that particular Family-Unit (whether or not they are 
beneficiaries under this Deed). Moreso, non-inclusion of any bona fide Family-Member in this Chart, 
shall amount to ‘fraud’ in Law -- with all its legal consequences (e.g. the Deed shall become ‘void’ ab 
initio). Photographs of all persons mentioned in the aforesaid Chart, must also be affixed to the said 
Deed, and the existing legal Owner of these Shares as well as all the beneficiaries under the aforesaid 
Deed, shall sign this Deed before the Registration Authority -- preferably, it should also be signed by all 
other Members in the said Chart so that they are precluded from raising any objection to this Deed, in 
future. It shall, however, be the personal responsibility of Registration Authority to ensure that interests 
of minors (such Members of this Family as are below 18 years of age) are fully safeguarded.  Besides, 
every Member shall be identified to the Registration Authority by at least two ‘independent’ Witnesses 
who shall also sign (to this effect) on this Deed, in the presence of the said Authority. 
 These Shares may be transferred to those who were not the original beneficiaries but are Members 
of the same Family, or be taken back by the State -- under Court Orders (e.g. on Ownership disputes, or 
in case of Fraud etc) after giving a reasonable opportunity to the affected Share-holder(s) and also to the 
concerned Panchayat/ BDO, to be heard. In exceptional cases [to be defined by Rules made by the State 
in consultation with an Apex representative body, at the National level, of all Panchayats and Gram-
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Sabhas (Village Councils)] and with the prior written permission of Panchayat/ BDO, these Shares may 
also be allowed to be transferred to 3rd Parties, by the Share-holders themselves. 
 These Shares shall also be acceptable as Security for drawing loans from the Banks. 
 With regard to small and uneconomical land-holdings, the Villager may be given a choice to sell 
his/ her land to the aforesaid Company/ Cooperative. The interests of ‘ryots’ who had been tilling the 
acquired land for 3 years immediately preceding the aforesaid acquisition etc, must also be safeguarded 
by way of affording them an opportunity for alternative gainful employment in occupations that will be 
generated in the Urban Village -- if so required, they shall be given a short-duration training in new 
skills (free of cost) by the State before the concerned land is acquired (a PERT-Chart will facilitate 
proper planning of all these activities and their sequential implementation).  
 
Advantages to the Villagers: 
i) Freedom from frequent floods and the consequent loss of lives, homes, hearths, assets and income; 
ii)  Freedom from temporary displacement from one’s house during floods caused by heavy rains; 
iii)  Assured income per annum that is no longer dependent upon the vagaries of monsoon -- moreso, it 

comes without expending any physical effort on the part of the Villager in a Farm/ Field; 
iv) More and better local jobs that will be created under this Project -- leading to reduction in mass-

migration to far-flung urban areas and, thereby, lessening the pressure upon means of long-distance 
transportation; 

v) Savings in the funds allotted for NAREGA -- except in initial stages when construction of houses, 
reservoirs, dams etc (supra) will be undertaken and completed in a planned and well-coordinated 
manner; 

vi) The Villager is free to work for gain in any project, scheme or industry for which his newly 
acquired skills, education and health (physical, mental & emotional) are found suitable -- but 
without reducing the aforesaid ROI; 

vii)  Better educational, health, recreational and communication facilities at a lower cost -- these will be 
an integral part of the Project and shall be sustainable with funds generated from these facilities 
themselves; 

viii)  Better and cheaper infrastructural facilities, viz. roads, transportation, marketing (including e-
Commerce), telecommunications, email, e-Governance, and free access to Archived Digital Data on 
agricultural methods/ inputs/ costs, quality of local soil, land-use, weather conditions, prevailing 
prices for marketable agricultural and other products produced in the Urban Village, online 
refresher courses and adult-education, online presentations on health & hygiene, disaster-
management, etc; 

ix) Planned, integrated and synergistic use of NAREGA-funds and the discretionary ‘developmental 
Grants’ available with Members of Parliament and State Legislatures (MPs & MLAs) towards 
overall development of ‘The Urban Village’, especially on such projects as are related to ‘Free IT-
Access to Rural Masses’; 

x)  Inclusive development, and higher Quality of Life for the Villager -- leading to a shift of elderly and 
retired persons from Cities/ Townships to The Urban Village; thereby, reducing pressure on urban-
housing. 

 
Growth of Peoples' Wealth through Peoples' Companies 
 Peoples’ collective wealth must be utilised for the Peoples’ Companies and Peoples' Trusts, instead 
of being invested in the so-called ‘public’ companies that cater to private (not public) interests or in the 
so-called 'Charitable Trusts' that are a mere facade to self-serving groups (e.g. educational Institutes run 
by some such Trusts for the grant of MBA/ LLB degrees). On the other hand, Peoples' Companies will, 
although professionally managed through qualified 'hired Managers', will serve the interests of the 
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Community -- emphasising continual improvement in Quality and Service, while lowering commodity 
prices; moreso, these Companies will also treat fairly their Human Resources. And the chances of 
liquidation of such companies will also be minimal. Instead of 'Tax-Free Industrial Zones' concept, a 
new experiment in simplified and integrated Taxation, Industrial, Company, HR-Training and Law & 
Order 'Statutes-cum-Systems' ought to be undertaken.     . 
 
APPENDIX-B  
UTTAR PRADESH JUDICIAL AFFIDAVITS (AFFIXING OF COUPONS BY OATH-
COMMISSIONERS) SCANDAL 
 This unusual practice involves many times more funds than those involved in EPF-scandal in 
Ghaziabad Courts. Under the Notaries Act  1952 passed by Parliament, the Central Government has 
statutorily fixed (vide Notaries Rules 1956) the Notaries Fees as Rs.20/- for ‘attesting’ any Affidavit. 
However, on all Affidavits filed in judicial proceedings in Uttar Pradesh, a Coupon is required to be 
affixed by the Oath Commissioner -- the  Cash Section of High Court of Allahabad sells these Coupons 
@ Rs.30.50 each, and every Oath Commissioner affixes these Coupons on affidavits attested by him/her 
because the Registry of High Court and District Courts refuses to take on record any Affidavit on which 
the said Coupon is not affixed. In addition, a Court Fees Stamp is also to be affixed -- these stamps are 
often sold in black even within the premises of the Courts on the ground that the Administrative 
Authorities in the Courts charge the Stamp Vendors electricity & other charges. 
The proceeds of these Coupons are shared amongst the following: 
i) All Oath Commissioners appointed in the concerned High Court Bench or the concerned District 

Court; 
ii)  The concerned Bar Association -- whether registered or not; 
 It is pertinent to mention that a number of employees of the concerned Court are also appointed as 
Oath Commissioners, by rotation; however, they do not ‘attest’ any Affidavit -- they only share the 
‘booty’ (proceeds of the Coupons). Similarly, a few persons who are not employed in the said Court, are 
also appointed as Oath Commissioner just to share the said booty. 
 The proceeds from the sale of these Coupons in all Courts in Uttar Pradesh put together runs into 
several lakhs per diem; though these non-public funds are being operated through the Court’s Cash 
Section, yet approval of the CJI has not yet been taken for maintaining these unaudited non-public 
funds(not audited by Comptroller and Auditor General of India). Moreso, the Conditions of Service [i.e. 
CCS (CCA) Rules 1965] prohibit Government Employees from obtaining anything over and above their 
statutorily fixed Pay & Allowances, especially for a duty that is not even performed by them. And the 
Rules of High Court of Allahabad are neither assented to by Indian President -- to the extent these 
conflict with CCS (CCA) Rules, nor does any provision of High Court Rules confer upon the High 
Court the power to levy ‘taxes’ through the said Coupons. 
 In addition, the Advocates employed as Oath Commissioners are charging more than Rs.50/- per 
Affidavit (instead of the statutorily fixed amount of Rs.20/-) on the ground that the proceeds of the 
aforesaid Coupons are being shared amongst all the Oath Commissioners on High Court’s and District 
Courts’ rolls as well as by certain Members of the High Court’s Staff WHEREAS the ‘attesting’ 
(practising) Oath commissioners have to sit in the court-premises the whole day long and also pay from 
their pockets, in advance, for the purchase of these Coupons.  
 It is not transparent as to whose pocket(s) the huge amount of ‘interest’ earned on this fund (the 
amount earned from Sale of Coupons is not disbursed amongst the ‘beneficiaries’ by the Cash Section 
on a daily basis) and, in the absence of audit by the CAG or the placement of the same before 
Parliament’s Public Accounts Committee, runs the potential risk of being misappropriated. 

****** 
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A Study of Areas and Approaches towards  
Corporate Social Responsibility in India 
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Abstract –  

Indeed, this is the right time to scrutinize the concept as well as the actual practices of Corporate 
Social Responsibility. Actions towards Social Responsibility can surely spring only when the society, as a 
whole, is really ready to accept Social Responsibility, as a concept and also in principle. Corporate Social 
Responsibility is roughly interpreted as an Academic Discipline.It can also be presented as a 
Management Approach that is a technical and instrumental response to the overall business 
environment.It should ideally be treated as a field which includes both the Academic and Practitioner 
perspective. 

The word ‘Corporate Social Responsibility’ can roughly be defined as an obligation of a 
Corporate Organization to protect and enhance the society within which it operates. After identifying 
various areas of Corporate Social Responsibility, like Ecology and Environmental Quality, 
Consumerism, Community Needs, Relationships with the Government, Minorities and Disadvantaged 
Persons, Relationships with the Labor and the Share holders,  in this Research Paper, the writer has put 
forward different approaches emerged towards practicing of Social Responsibility. To conclude the 
Research Paper, he has also given his personal view towards Corporate Social Responsibility based on 
his Social Observations and Personal Experiences during Social Interactions with many people on a 
number of occasions. 
 
Key Words–Social Opposition,Social Obligation, Social Response, Social Contribution, Corporate 
Philanthropy.  
 
Introduction – 

Corporate Social Responsibility is one of the major trends in modern business.  Especially in 
seminars or conferences, very loud comments are passed on this topic. Indeed, this is the right time to 
scrutinize the concept as well as the actual practices of Corporate Social Responsibility. In the words of 
Dietrich Bonheoffer, “Action springs not from thought, but from a readiness for responsibility.”In other 
words, actions towards Social Responsibility can surely spring only when the society, as a whole, is really 
ready to accept Social Responsibility, as a concept and also in principle.  

Sometimes, Corporate Social Responsibility (CSR) is roughly interpreted as an Academic 
Discipline.  This means that it is a coherent body of knowledge addressing a central theme.  Prime focus of 
Corporate Social Responsibility is on the relationship existing between the business and wider society and 
also as to how it can be managed, quite effectively, in practice. Moreover, Corporate Social Responsibility 
can also be presented as a Management Approachthat is a technical and instrumental response to the overall 
business environment. As a matter of fact, Corporate Social Responsibility should ideally be treated as a 
field which includes both the Academic and Practitioner perspective.  Furthermore, the overallconstituents 
related to Corporate Social Responsibility get affected either favorably or adversely because of the very 
existence of the Corporate Organization, in itself and moreover its performance, in the society. The society, 
just referred to, consists of different elements like Customers, Employees (also termed as Internal 
Customers),Creditors, Competitors, Suppliers, Shareholders, State Government, Internal Groups, 
Community Groups, to mention a few.  
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Moreover, arguments for Corporate Social Responsibility include Public Expectations and 
resultant Image, Dominance of the Competitors, Favorable Environment leading to Corporate Success, 
Overcoming Government Rules and Regulations, Maintenance and Development of Goodwill, Appropriate 
Utility of Corporate Resources, Courteous Social behavior Augmenting Profits, Assured Survival and 
Stability. Arguments against Corporate Social Responsibility cover Loss of Profit Maximization, 
Dominance of the Competitors, Favorable Environment leading to Corporate Success, Overcoming 
Government Rules and Regulations, Maintenance and Development of Goodwill, Appropriate Utility of 
Corporate Resources, Courteous Social behavior Augmenting Profits 
 
Definition of Corporate Social Responsibility –  

The word ‘Corporate Social Responsibility’ can roughly be defined as an obligation of a Corporate 
Organization to protect and enhance the society within which it operates.  
 
Research Paper Objectives– 
The Research Paper Objectives are as follows. 
1. To Identify several Areasof Corporate Social Responsibility in India 
2. To Study various Approaches to Corporate Social Responsibilityin India 
 
Research Paper Methodology – 
The Methodology adopted for writing the research Paper is as follows.  
1. Review of literature through books and a website (The details about the books and the website 

aregivenat the end of the Research Paper.) 
2. Drawing inferences and forming personal views after applying logical interpretations of data.   
 
Areas of Corporate Social Responsibility – 

The following main areas have been identified by the research paper writer, towards Corporate 
Social Responsibility.  However, there is no attempt on the part of the research paper writer to conclude that 
the Corporate Social Responsibility is, in fact, strictly restricted only to those areas mentioned in the 
research paper. Thus, in other words, these areas are undoubtedly suggestive and not, at all, exhaustive, in 
practical nature.     
(a)  Ecology and Environmental Quality - 
 This area broadly includes the following. 
� Pollution Clean-up and Prevention   
� Dispersion of Industries 
� Appropriate Utility of available Land and its Beautification 
(b) Consumerism - 
      This area includes the following. 
� Truth in Lending and in Advertising 
� Fair and Ethical Business Practices 
� Product or Service Guarantee or Warrantee 
� Believable Service - Before and After Sales  
� No sale of harmful products  
� No sale of food items injurious to human health 
(c)  Community Requirements – 
These include the following. 
� Proper Utilization of Expertise and Competency of Eminent Personalities for 
resolution of local problems  
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� Appropriate Aid with Health-care facilities  
� Provision of adequate educational facilities  
� Service in voluntary Groups 
(d)  Relationship with the Government – 
This relationship covers the following. 
� Strict restrictions on lobbying 
� Dominance or consequent control of business through political influence  
(e)  Minorities and Disadvantaged Persons – 
Services to these include the following. 
� Provision of Training to unemployed people 
� Ensuring equal employment opportunities without bias or prejudice   
� Deliberate location of plants and other offices in minority areas 
� Encouragement of purchases from minority businesses houses 
(f)  Relationships with the Labors –  
These relationships cover the following. 
� Improvised conditions for Health and Safety 
� Provision of sufficient Day-care Centers 
� Provision of options of flexible Working Hours 
(g)  Relationships with the Share Holders – 
These relationships include the following. 
� Provision of Public Seats on the Board of Directors 
� Transparent Financial Disclosure. 
 
Does CorporatehaveSocial Responsibility? 
 After Review of Relevant and Pertinent Literature, it is rationally realized that all the Corporate do not 
have unanimity as regards not only the concept but also the practices of Social Responsibility.  In other 
words, the concept of Corporate Social Responsibility has consequently led to emergence of several 
approaches towards this concept. 
 
Approaches to Social Responsibility – 
1. Social Opposition 
 Some corporate take a stand that they do not, at all, owe any responsibility towards the society, at large.  
They try their all the best to cover up or deny this kind of behavior through their strong justification which 
is interpreted by some other corporate houses, as totally unethical or illegal, especially those who admit 
their responsibility towards the society. 
 
2. Social Obligation  
 On the other hand, some corporate undertake social responsibility as a part and parcel of their social 
obligation.  In other words, they follow all the provisions of relevant and prescribed statutes or laws those 
are applicable to their organizations. At the same time, they do not go beyond these provisions. 
 For example, they do install all the safety equipments as are ideally imposed by the law.  However, 
they do not incur additional expenditure for the purpose of installation of better 
safetyequipments. 
 
 
3. Social Response   
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 Some selective corporate, indeed, go beyond the legal boundaries and they tend to be relatively more 
socially responsive or sensitive towards shouldering their social responsibility.  For instance, they take an 
active part in socially beneficial activities. But, at such times they take adequate care that after undertaking 
cost benefit analysis, benefits are more as compared to the actual costs incurred.  
4. Social Contribution  
 Some corporate treat themselves as responsible citizens and they contribute maximum to the best of 
their capabilities in almost all the projects meant for improvement and betterment of society, at large. No 
doubt, they believe in deep social effort in serving the overall community.  
 
Personal Views of the Researcher as regards Corporate Social Responsibility – 
 After careful and thoughtful study of all the approaches, described above, of the concept of Corporate 
Social Responsibility,the ordinary member of the society may develop a deep and considerable confusion 
whether or not the Corporate really has the Social Responsibility.  No doubt, his confusion is quite 
understandable, rational as well as logical.  
 However, the Research Paper writer is of the firm view that the Corporate does have Social 
Responsibility for the following main reasons. 
1.  The Corporate act only within the four parameters of the society and not, at all, out of the periphery of 

the society. Therefore, they do owe the Responsibility towards the Society. 
2. The fact of very existence of the Corporate, in itself, is because of the existence of Society, as  a whole.  

In simple words, if the society would not exist, the Corporate, too, would cease to  exist.  
 Furthermore, the arguments passed against practicing of Social Responsibility are intelligently 
needed to be curbed out and overcome through persuasion and emphasis of its different benefits. 
 
Research Paper Limitations –  
1. As the Research study for this paper is based on Secondary Data, all the limitations of Secondary Data 

have direct and deep impact on various views formed and inferences arrived at by the Researcher in 
this Research Paper.   

2.  As the Research study for this paper is purely of Academic Orientation, some sort of adaptation to 
prevailing factual conditions is ideally necessary before its direct application in practice.      

3.  As the Research study for this Paper is based on Human Views, that is, Views of the Researcher, all the 
limitations of Human Views have direct impact on various views formed and inferences arrived at by 
the Researcher in this Research Paper. 

 (At the same time, it may, necessarily, not, at all, be out of place to point out, over here that those views 
and inferences are based on fully considered, well balanced and sound judgment of the prevailing social 
situations as regards Corporate Social Responsibility.) 

4.  Various views expressed in this Research Paper are partially based on Social Observations of the 
Researcher and his Experiences during Social Interactions with many people on a number of occasions.  
As a result, full concurrence with all the personal views as well as personal opinions of the Researcher 
is certainly not possible, in practice.     

5.  Different areas of Corporate Social Responsibility mentioned in this paper are suggestive and not at all, 
exhaustive in their nature.   

 
Scope for Future Research – 
 During the course of the study of this Research Paper, the researcher found out that there is scope and 
potential for research in future for the following topic. 

1. A Study Social Status of Corporate Social Responsibility in India 
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1.0 Introduction 
1.1 Description of Phenomenon – 
 Talent management is a professional term that gained popularity in the late 1990s. It refers to the 
process of developing and fostering new workers through on boarding, developing and keeping current 
workers and attracting highly skilled workers at other companies to come work for your company. Talent 
management in this context does not refer to the management of entertainers. Companies that are engaged 
in talent management (human capital management) are strategic and deliberate in how they source, attract, 
select, train, develop, promote, and move employees through the organization. 
 
Talent management 
 The term talent management means different things to different people. To some it is about the 
management of high-worth individuals or "the talented" whilst to others it is about how talent is managed 
generally - i.e. on the assumption that all people have talent which should be identified and liberated. This 
term is usually associated with competency-based human resource management practices. Talent 
management decisions are often driven by a set of organizational core competencies as well as position-
specific competencies. The competency set may include knowledge, skills, experience, and personal traits. 
Talent management is the recruitment, development, promotion and retention of people, planned and 
executed in line with our organization’s current and future business goals. Because it is aimed at building 
leadership strength in depth, it creates flexibility to meet rapidly changing market conditions. A structured 
talent management process will systematically close the gap between the human capital an organization 
currently has and the leadership talent it will eventually need to respond to tomorrow's business challenges. 
 Talent management implies recognizing a person's inherent skills, traits, personality and offering him a 
matching job. Every person has a unique talent that suits a particular job profile and any other position will 
cause discomfort. It is the job of the Management, particularly the HR Department, to place candidates with 
prudence and caution. A wrong fit will result in further hiring, re-training and other wasteful activities. 
Talent Management is beneficial to both the organization and the employees. The organization benefits 
from: Increased productivity and capability; a better linkage between individuals efforts and business goals; 
commitment of valued employees; reduced turnover; increased bench strength and a better fit between 
people's jobs and skills. Employees benefit from: Higher motivation and commitment; career development; 
increased knowledge about and contribution to company goals; sustained motivation and job satisfaction.    
 In these days of highly competitive world, where change is the only constant factor, it is important for 
an organization to develop the most important resource of all - the Human Resource. In this globalize world, 
it is only the Human Resource that can provide an organization the competitive edge because under the new 
trade agreements, technology can be easily transferred from one country to another and there is no dearth 
for sources of cheap finance. But it is the talented workforce that is very hard to find.  
Talent signals an ability to learn and develop in the face of new challenges. Talent is about future potential 
rather than past track record. So talent tends to be measured in terms of having certain attributes, such as a 
willingness to take risks and learn from mistakes, a reasonable (but not too high) level of ambition and 
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competitiveness, the ability to focus on ‘big picture’ issues, and an awareness of their own strengths, 
limitations and impact on others. 
1.2 Research Objective 
1. To study the emerging trends of Talent Management in private Banks comparing with public Banks. 
2. To analyze the challenges of Talent Management in public Banks comparing with private Banks. 
3. To identify the need of Talent Management in banking industries to cope up with E-Age Technology.  
 
1.3 Research Questions 

1. What are the trends of Talent Management in banking industries? 
2. What are the key challenges of Today’s banking environment?  
3. Is there any need of Talent Management in banking industries? 

 
2.0 Literature Review  
 Any organization needs to have a vision and a well defined strategy on hiring for the further. We 
should have the right talent to attract and retain the best available talent for which a number of measures for 
Talent Management are required. (KARTHIKEYAN, 2007)  
 Emphasis has been paid on initiatives that can be put in place to help organization to retain and nurture 
the talent. (PANDIT, 2007) 
 The fundamental aspects about the definitions of human resources have been discussed and planning of 
new models has been discussed. The need to disband the conventional school of thoughts about 
organizational behavior has been advocated and a new approach has been suggested for HR 
(ANANDARAM, 2007) 
 The strategic development of Talent by William J. Rothwell 
 “Rothwell ignites the imagination, expands the possibilities and offers practical strategies any 
organization can use to effectively develop, retain and utilize talent for the benefit of an organization and 
enter the fluid, flexible future. Managers at all levels will cheer the sainty Rothwell suggests.” 
 The Talent Management Handbook- creating organizational excellence by identifying, Developing and 
promoting your best people by Lance A. Berger. 
 “This is an outstanding reference work book that explains a simple and practical approach to the 
identification, assessment and management of talent in the current, dynamic operating business 
environment. The book plainly gives advice on how to avoid high staff turnover poor, morale and poor 
performance. 
 News Letter:- Sriiddar S. Preetham (July, 2008), management talent, HRD Newsletter, Vol 23 issue-
4. Focusing on the challenge of attracting and retaining talent faced by Indian HR-Managers, the article 
outlines initiative that can be put in place to help organization retain nurture and retain the talent. 
 
JOURNALS- 
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management are suggested. 
Pandit Y V L  (May, 2007), Talent retention strategies in a competitive environment, NHRD Journal, 
Hyderabad, P 27-29 
Focusing on the challenge of attracting and retaining talent faced by Indian HR Managers, the article 
outlines initiative that can be put in place to help organization retain nurture and retain the talent. 
Rambabu Pentyala (March 2010) Talent Management Metrics: Vitamins for organizational success, 
JIDNYASA Research Journal. Pune. P. 21-30  
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He concluded with Talent Management often times referred to as Human capital Management is the process 
recruiting, managing, assessing, developing and maintaining an organization’s most important resource –its 
people. 
 Talent Management processes is typically found in numerous part of an organization. Thus, many 
organizations struggle align there Talent Management under one cohesive strategy. It may be considerable 
challenge to make this happen suddenly companies are realizing that they need a more active strategy in 
leveraging , growing and finding the talent in there organization. Simply training employees or running the 
annual performance review isn’t enough to ensure that your employees can meet your corporate business 
strategy. 
 Talent Management and HR professionals are constantly saying they want to be business partners, but 
they are unlikely to meet that goal unless they become more “business like.” That means they must learn to 
utilize the tools that sales, marketing, supply chain, quality control, customer service, and finance have 
successfully used to build their credibility. 
R. Bhaskaran. Chief Executive Officer, Indian Institute of Banking & Finance (July-Sept 2010), Talent 
Management in Banks, Bank Quest, The Journal of Indian Institute of Banking & Finance, vol 81/No. 3, 
page 45-51. 
 According to him Indian banks have posted impressive growth in the recent years. In terms of over all 
business, number of branches, ATM’s and staff the public sector banks and RRBs lead the pack, whereas in 
terms of productivity the foreign banks and private sector banks have taken the lead. 
In the recent years, the face of the public sector bank has changed one of the strongest arguments for talent 
management is that banking industry is heavily into customer service and talent management could be the 
differentiator when it comes to being a preferred band. 
 10th Bank HR Conference 2010, 
 Session- II:  Talent Management 
Namita Bangera (April 2011), Managing Innovation in Talent Acquisition as a process is practiced by 
most of us HR people, Resources  for the process are same, hence the question  arises- do we really need to 
innovate the process of talent acquisition/ If the answer is yes, then what are the innovative techniques? 
Acquiring the right talent that suits the profile and organization culture couple with the ability to survive for 
long is no cup of tea.  
 
Rationale of the study 
 The ‘talent’ in an organization refers to the current employees and their valuable Knowledge, skills and 
competencies. Talent management (or succession management) is the ongoing process of analyzing, 
developing and effectively utilizing talent to meet Business needs. It involves a specific process that 
compares current talent in a department to the strategic business needs of that department. Results lead to 
the development and implementation of corresponding strategies to address any talent gaps or surpluses. 
 Talent management for the HR Community is a priority of the HR Strategy.  Not only does the HR 
Strategy support the HR Community as its own professional group, but it also recognizes and will support 
the role human resource professionals have to help their clients become skilled, committed and accountable 
public servants. The implementation of a talent management process that is transparent and equitable is 
expected to create an environment for people to develop their skills in preparation for a range of future 
possibilities thereby preparing the workplace for changing roles. The goal of this process is to map the 
business needs of the HR Community with the potential and career development needs of our people in 
order to develop a comprehensive Talent Management Plan. 
   
3.1   Scope of the study 
The study shall be carried out in Bank within Pune city only.  
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Private Sector- ICICI Bank, HDFC Bank, Axis Bank, Kotak Mahindra Bank 
Public Sector- Bank Of Baroda, Bank Of Maharashtra, IDBI Bank,Canara Bank, Dena Bank, Central Bank 
Of India. 
 
3.2   Reason for selection of the topic 
 Curiosity is the basic drive for a lot of things in life. Curiosity over a particular thing induces interest 
which in turn induces the human mind to learn more. I have embarked on this study with such a kind of 
motive.  
 
4.0 Research Design 
 The research design for this study will be descriptive and want to utilize a multi-method approach. 
Quantitative data as well as Qualitative data gathering methods required to collect the data. This design is 
selected as it is a way to collect data in order to answer questions. 
A.  Data Sources: - This research work require both type of data  
a) Primary & b) Secondary  
a) Primary Data: - @ primary data can be collected from different method like Survey method using 

Questionnaires. 
b) Secondary Data: -  
 @ Published Material- 1. Books 

2. News paper 
3. Magazine 
4. Journals 
5. Government Reports 
@ Computerized Database- 1. On line data  
2. Off-line data 

 Ex- companies database 
 
B. Sampling design (sampling plan) –  
@Sample Size –Appropriate sample size shall be selected so that there is sufficient representation from 
bank employees. 
@Sampling Technique - Systematic random sampling is proposed to be used for the study. 
 
5.0 Methodology for analysis: 
 Data Analysis follows three steps. One the data is gathered. There is data reduction (selecting, focusing, 
simplifying, abstracting, transforming) data display (organized, compressed) and conclusion drawing, 
verification. With this in mind, data will follow a process of transcription, coding, analysis and presentation 
of result. 
 The process will include collecting data (observation, interviews, etc.) which will be coded and then 
presented. Before analysis I need processing of data which include Editing, Coding, and Classification, 
Tabulation of the collected data to make it useful for analysis. 
 
6.0 Observations & Findings 
1. Present Scenario of Talent Management 
Private sector 
 Talent Management is top priority for private sector banks. 
 Talent is identified by competency 
Public 
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 Talent Management is not the top priority for public sector banks. 
 Talent is identified by Results 
 
2. Talent Acquisition 
Private sector 
        There are different sets of recruiters at different stages for acquiring talent. 
        Department Head is responsible for recruitment. 
        Department Head is responsible for development of employees. 
Public 
       Different sets of recruiters are not present at different stages. 
       HR Staff is responsible for recruitment. 
       Department Head is responsible for development of employees. 
 
3. Talent Management Initiative 
Private sector 
       More Rewards are given.  
       Working with employees to develop individual career path 
       Creating a culture that makes employees want to stay with the organization. 
Public 
       Rewards are given less comparatively. 
      Providing Training 
      Creating a culture that values employees work. 
 
4. Talent Retention Initiative 
Private sector 
       Retaining current potential. 
      Compensation is based on performance. 
Public 
      Aged work force is present, so retention initiatives are not present. 
      Compensation is fixed for both performers and non- performers. 
 
6.1 Conclusion 
Private Sector Banks. 
1 Young Talent is dynamic; but they need good opportunities to explore themselves. 
2.  Organizations should focus more on potential of the employees, for practicing effective Talent 

Management. 
3.  There should be fast track route available for talented candidates so that they can pursue their carrier 

goal. 
4.  There should be an unbiased, reliable way to identify talented employees and also programs should be 

conducted for retaining those employees. 
5.  Strength of the employee should be identified so that it can be used efficiently 
6  There should be a clear cut talent strategy in an organization, which is to identify high potentials to 

develop. Also a congenial work environment should be maintained to constantly motivate talent holders 
to retain them. 
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Public Sector Banks. 
1.  Care should be taken for candidates’ skills during recruitment; it should not be based only on entrance 

exams. 
2.  Competition should be created between employees and rewards should be given for extra talent. 
3.  Job rotation and promotion should be given on the basis of performance. 
4.  Equal platform should be provided for all candidates to perform and encourage career growth for the 

potential. 
5.  Talent management initiatives should be more. 
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Introduction 
 The world’s increasing globalization requires more interaction among people from diverse cultures, 
beliefs, and backgrounds than ever before. People no longer live and work in an insular marketplace; they 
are now part of a worldwide economy with competition coming from nearly every continent. For this 
reason, profit and non-profit organizations need diversity to become more creative and open to change. 
Maximizing and capitalizing on workplace diversity has become an important issue for management today. 
 Managing for diversity is a management strategy that intends to make productive use of (ethnic and 
other) differences between individuals. It is based on the premise that – at least if they are well managed – 
diverse teams will produce better results and diverse companies will gain market advantage.  
 
Workforce Diversity 
 Diversity is generally defined as acknowledging, understanding, accepting, valuing, and celebrating 
differences among people with respect to age, class, ethnicity, gender, physical and mental ability, race, 
sexual orientation, spiritual practice, and public assistance status (Esty, et al., 1995).  
 The concept of diversity in the workplace goes beyond including employees of various racial and 
ethnic backgrounds. According to the Society for Human Resource Management, diversity means valuing 
the characteristics that make a person unique, such as age, ethnicity, education level and family background. 
Inclusion of diverse individuals fosters a rich exchange of new ideas among employees and helps an 
organization leverage the unique character of its workforce. 
A diverse workforce has a business advantage as it can bring a variety of experiences, innovative solutions 
and creative point of views that generate a better understanding of the marketplace, customer needs, and 
shareholders making organizations stronger and better prepared for the future.  Nevertheless, when people 
from different backgrounds meet and start to interact, conflicts can arise.   
 At the workplace, diversity is an environment where differences are valued and integrated into every 
part of every day to day organizational operation. Diversity is about asset building and not finding 
problems, it is about finding our similarities and working with our differences.   Diversity and inclusion 
mean respecting and valuing all nationalities, cultures, religions, sexual orientation, ages, abilities and 
disabilities, gender economic and social backgrounds and diversity of thoughts.  
 When examining the meaning of diversity, a number of definitions surface. On one hand, diversity can 
refer to outwardly visible differences, and it may be used to describe unseen differences as well. Diversity 
can refer to the given categories into which individuals fit at birth such as race, ethnicity, class, nationality 
and gender, or it may refer to the voluntary categories that individuals adopt over time (Albelda, Drago & 
Shulman, 2010). [1] 
 Further, diversity may be grouped more specifically in terms of different varieties of diversity, such as 
social category diversity, informational diversity, cultural diversity, and value diversity. First, “social 
category diversity refers to explicit differences among group members in social category membership, such 
as race, gender, and ethnicity” (Jehn, Northcraft & Neale, 1999: 745). The second variety, informational 
diversity, will likely exist in a group of members with varied educational backgrounds, work experience, 
training, and expertise, leading to “differences in knowledge bases and perspectives” for the group (Jehn et 
al., 1999: 743). Cultural diversity refers to the diversity that results from the presence of a variety of 
cultures, given individuals from the same culture will “share basic values and beliefs” and form an identity 
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based on their culture While diversity is often viewed in terms of surface-level social categorizations such 
as race, age, ethnicity, sexual orientation, and gender (Gardenswartz & Rowe, 1994; Carr-Ruffino, 2005), a 
more encompassing view of diversity will include the intangible aspects of diversity brought on by 
informational, cultural, and value diversity. These intangible aspects include education, values, beliefs, 
norms, mental models, and dispositional variables. For the purpose of this research, diversity will be seen 
more comprehensively, taking into account the four varieties of diversity addressed here: social category, 
informational, cultural, and value diversity. 
 
Objectives: 
1) To understand meaning of Workforce diversity. 
2) To study the benefits of workforce diversity in an organization. 
3) To study HR strategies for workforce diversity. 
 
Research Methodology 
This research paper depends on secondary data. 
Literature review 
1. DIVERSITY INTEGRATION VANESSA ARMSTRONG University of Rhode Island. The research 

was about to examine the reasons for a diverse workforce, the ways in which organizations create a 
diverse workforce, and how organizations manage a diverse workforce once it is in place and found 
that organizations will be motivated by one of three motives in increasing its diversity: legal 
compliance, branding, or value-in-diversity. Depending on their motives in increasing diversity, 
organizations will respond in different ways to diversity by ignoring, assimilating, accommodating, or 
integrating the differences 

2. According to the 2010 Society for Human Resource Management (SHRM) Research Spotlight: 
Workplace Diversity Practices Poll, of the random sample of 402 SHRM members and human 
resources (HR) professionals responding, 68 percent of respondents said their organizations have 
diversity practices in place and 71 percent of those with diversity practices provide training on diversity 
issues for employees in their organizations. 

3. Bucharest Conference 7-9 Sept. 2011 “Managing Diversity” indicates that Scientific management 
approaches based mainly on standardization have been replaced by new  management theories inspired 
by a systemic epistemology (Von Bartalanffi, 1965) and by living systems (Miller, 1970). These new 
approaches hold that public (and private) organizations have to foster a diverse workforce in terms of 
competencies, personality traits and motivations, in order to enhance their capability to evolve and to 
learn.  

4. Best Practices for Managing Organizational Diversity Patricia A. Kreitz, SLAC-PUB-12499 May, 
2007, and twenty-first century organizations are challenged by diversity in many arenas. Demographic 
changes in workforce composition and customer populations, combined with globalized markets and 
international competition are increasing the amount of diversity organizations must manage, both 
internally and externally. 

5. Fernando Martín Alcázar, Pedro Miguel Romero Fernández, Gonzalo Sánchez Gardey, (2013) 
"Workforce diversity in strategic human resource management models: A critical review of the 
literature and implications for future research", Cross Cultural Management: An International Journal, 
Vol. 20 Iss: 1, pp.39 – 49. The paper concludes that managing a heterogeneous workforce requires a 
holistic transformation of human resource strategies. Nevertheless, efforts to define cross-cultural and 
diversity-oriented models still remain undeveloped.  

6. Workforce diversity status: a study of employees’ reactions, Subhash C. Kundu, Industrial 
Management & Data Systems Volume: 103 Issue: 4 2003, Primary data based on 1,083 observations 
were analyzed to examine the reactions and perceptions of male and female employees across 
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categories about workforce diversity status in Indian organizations. Results indicated the prevalence of 
gender and category (racial) discrimination in Indian organizations. Male employees rated female 
employees less qualified, less competent, and less productive than females rated themselves. General 
category employees perceived that minority and socially disadvantaged employees were less competent 
and productive. Almost all employees believed that minority, socially disadvantaged, and disabled 
employees were provided with comparatively less organizational support in terms of working facilities, 
promotions, and salary increases. Even females of the general category believed that they had less 
chance of receiving working facilities, promotions, and salary increases than males from the general 
category. 

 
The reasons behind the rise of diversity  
• Globalization: Globalization has resulted in the removal of barriers between markets allowing a free 

flow of products/services/skills/ideas/… Organizations found an opportunity to expand their operations 
worldwide. Many Organizations came under the pressure of new competitors and they had to work with 
new types of consumers and different human resources; they were unprepared to face the diversity both 
within their branches and in their markets.  

• Migration : On the one hand, developed regions of the world, such as North America and Western 
Europe, are experiencing low birth rates, decreasing cohorts of young people, and declining ratios of 
workers to retirees (fewer workers supporting increasing numbers of retirees). In order to sustain their 
current levels of economic activities, these countries need to import immigrants to work. On the other 
hand, developing regions of the world are experiencing a completely opposite trend, with 
unprecedented growth in the number of young people due to high birth rates, improved medical 
conditions, and decreased infant mortality. This creates very large cohorts of young people who are 
looking for jobs. These countries cannot support such large numbers of young job seekers, so they need 
to emigrate in order to find jobs for themselves and to support their families.  

 So, the push from the developing countries and the pull from the developed countries—we can see that 
the workforce is becoming increasingly diverse all over the world. In addition, advances in equal rights 
legislation around the world now force work organizations to be more accommodating of workers who 
have traditionally been excluded from the workforce.  

• Women’s work: The family structure (tasks of members, size, education and consumption patterns) 
has changed with an increase in the number of active women. Some professions that used to be males 
dominated have seen female joining in, and new rules and processes modifications were introduced.  

• Aging population: The aging population and the development of health care are increasing the number 
of seniors staying active, increasing thus the median workers’ age... This explains why the work 
environment is being adapted to the old aged workers and why many processes have been modified to 
include the senior profiles. Even productivity targets and career plans are being reviewed.  

 Moreover, beyond the burdens to the economy of underutilizing older workers and supporting older 
non-workers, many economists are already predicting a shortage of skilled workers resulting in a need 
to recruit and retain older workers who possess valuable skills. From a practical point of view, 
Organizations are already becoming increasingly dependent on older workers. Gordon F. Shea, author 
of Managing Older Employees, predicted that for every six new entrants into the job market in 1990, 
there will be only five at the beginning of the 21st century, representing a shortage of millions of 
workers in the United States and in many European countries.  

• Political diversity: In most Organizations Employees have different political ideas, and eventually 
affiliations. This is a source of conflict among them, especially when they are compelled to make 
decisions regarding crucial national actions, such as petitions, strikes, and public demonstrations. 
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• Corporate structure change (SCM, outsourcing, global operations): Under the pressure of 
competition, many Organizations are moving their production facilities to third world countries to 
enjoy cheaper labor or to get closer to raw material sources, increasing the diversity among its 
workforce.  

• Status diversity (expatriates v/s locals): The expansion of the businesses at the international level and 
the mobility of human resources resulted in the presence of expatriate and local employees working 
side by side with all the different working conditions (salary, fringe benefits and work period) and 
promotion prospects that might lead to frustration and confrontation.  

• Caste diversity: In many countries, the caste system and the presence in the same department of 
persons belonging to different castes might be lived.  [2] 

 
The benefits of diversity management: With increasing organizational efficiency as the major goal, there 
are a number of ways in which diversity management is said to be achieved. The reasons for which 
particular organizations implement diversity management might differ there are several advantages of 
diversity management that are regularly pointed out as given below. 
1.  Making use of talents: With talents being short – and maybe becoming shorter due to demographic 

developments – it would be unreasonable for organizations not to make use of existing talents due to a 
focus upon homogeneity. A policy of diversity simply increases the pool of potential employees to 
choose from. And it might make companies more attractive for potential employees from minority 
backgrounds. 

2.  Access to markets and legitimacy with partners and customers With markets globalizing, and also 
with the fact that societies are becoming more diverse, organizations are dealing with a variety of 
different partners and customers nationally and internationally. By reflecting this diversity in a diverse 
staff, companies might firstly strive to gain a better image with their customers as well as their partners. 
Secondly, minority communities are recognized as 

 Markets of growing importance, markets that might better be entered if knowledge about the 
customers’ preferences is available within the company. Thirdly, and ironically, the diversity of the 
staff can be a way to account for the customers’ (actual or presumed) taste for homogeneity: If e.g. 
ethnic groups preferred to deal with staff of their own ethnicity, it will be useful for a company to have 
that staff available.  

3.  Advantages through synergy A central idea of diversity management is the assumption that diverse 
teams produce better results due to internal dynamics. What we could call the synergy hypothesis 
assumes that heterogeneity will enhance group performance via changing group processes: diverse 
teams, the idea goes, will profit from a greater variety of perspectives resulting in better problem 
solutions, increased creativity and more innovation. Ideally, processes of intercultural exposure and 
mutual learning should lead to effects of (cultural or other) synergy that benefit the organization as well 
as everybody involved. 

4.  Productive advantages of an inclusive environment Diversity management strives to create an 
environment in which differences are valued, in which special needs are taken into account, and in 
which every individual feels respected and acknowledged. This inclusive setting is hoped to create a 
situation in which people can work more productively and achieve their full potential. Job satisfaction 
should be enhanced, turnover reduced, and the development of synergy effects should be facilitated in 
an inclusive environment. 

5.  Avoiding (the costs of) discrimination While the absence of discrimination is an end in itself, there are 
moreover business arguments for equality. On the one hand, discrimination will impede the utilization 
of all available talents and create a working environment in which people feel uncomfortable and 
dissatisfied. On the other hand, discrimination might cost money directly due to legal penalties. In the 
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US, as Wrench (2007: 19) points out, the pressure of equal employment opportunity and affirmative 
action programmes may have been one of the reasons fostering the continuation of diversity 
management. Effective diversity initiatives may ‘assist in the reduction and prevention of costly 
lawsuits relating to race discrimination, sexual harassment, and gender discrimination lawsuits’ 
(Wentling and Palma-Rivas 1997: 21; quoted in Wrench 2007: 21). [3] 

 
Objectives and indicators of HR strategies 
 

 Objectives of HR 
Strategies 

HR initiatives in organizations 

1 Enhanced organizational  effectiveness 
 Meet a moral 

imperative; do the ‘right 
thing’ 

 Recruiting efforts that highlight the organization’s commitment to, and 
efforts to support, diversity in the workplace and external community 

 Developmental assignments that expose employees to multiple cultures 
 Implement formal and informal mentoring programs  
 Incorporate diversity issue items into employee attitude surveys  
 Encourage network and support group areas and potential skill-

building/advancement opportunities 
 Reduce labor costs  Maintain database of workforce demographics to identify potential areas 

in need of intervention 
 Reward managers who effectively manage diversity 

 Reduce legal costs 
associated with lawsuits 
and grievances 

 Monitor recruiting, hiring, promotion and compensation systems for 
compliance and equity 

 Implement ‘open door’ policies and other processes to facilitate  
employee communication of grievances 

 Articulate ‘zero tolerance’ of harassment and discrimination and 
diligently observe this commitment 

 Enhance the 
organization’s 
reputation 

 Market the organization’s commitment to diversity through various  
channels, such as the organization’s website, targeted trade and other 
group-affiliated periodicals, local newspapers and sponsorship of  
community events 

 Have policies and 
programs that are 
responsive to the 
changing demographic 
profile of employees 

 Flexible benefits that address a broad range of employee work and family 
needs 

 Employee feedback incorporated into management performance 
evaluation 

  Linking organizational awards, such as promotions and compensation, to 
the achievement of diversity goals 

 Attract a wider pool of 
talent 

 Expand recruiting efforts to specifically targeted audiences through 
periodicals, job fairs, selected colleges and professional affiliation groups 

  Offer recruitment incentives; tap into the network groups of current 
employees 

2      Enhanced individual and work group effectiveness 
 Improved job 

satisfaction and 
performance of 
individuals 

 Conduct regular employee attitude surveys 
 Implement effective means to solicit and respond to employee concerns 
  Provide appropriate training to all employees 
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 Increased awareness and 
understanding of issues 

 Provide awareness training for all staff 
 Provide cross-cultural skill-building opportunities and resources 
  Maintain reference library and promote its use 

 Improved quality of 
team problem solving 

 Provide resources and time to facilitate team socialization  
 Communicate team’s accomplishments throughout the organization 
  Provide formal team feedback 

 Improved abilities to 
work with and manage 
people of diverse 
backgrounds 

 Provide conflict-management training  
  Provide managerial training 
  Include hiring and climate measures in performance appraisal criteria for 

managers 
 
Source: Human Resource Strategies to Manage Workforce Diversity Examining ‘The Business Case’ [4] 
 

HR Approach Goal Strategy Assumptions 

Diversity 
Enlargement 

Change Organizational 
culture through changing 
the  composition of the 
workforce 

Recruit employees from 
diverse backgrounds 

New hires will change 
the culture by their 
mere presence—no 
need for additional 
intervention 

Diversity 
Sensitivity 

Overcome adversity and 
promote productive 
communication and 
collaboration 

Train to increase 
sensitivity and improve 
communication 

Increased sensitivity 
to differences will 
affect performance 

Cultural Audit 

Identify obstacles faced by 
employees of diverse 
backgrounds and modify 
company practices 
accordingly 

Audit current practices 
through surveys and focus 
groups and generate 
changes to address these 
deficiencies 

Problems are caused 
by the dominant 
cultural group in the 
organization and need 
to be addressed by that 
group 

Strategy for 
Achieving 
Organizational 
Outcomes 

Achieve organizational 
goals through diversity 
management 

Integrate diversity 
management with HR 
policy areas and other 
company strategic choices 

Diversity management 
practices have to be 
linked to desired 
individual and 
organizational 
outcomes 

Source: Diversity Management Paradigms, Rationale, and Key Elements [5] 
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Abstract: 
 Emotional intelligence is a set of abilities that includes the abilities to perceive emotions in the self 
and in others, use emotions to facilitate performance, understand emotions and emotional knowledge, 
and regulate emotions in the self and in others. The concept of emotional intelligence has had an 
unusually important impact on managerial practice. Several organizations have incorporated emotional 
intelligence into their employee development programs and some universities and business schools have 
added the training of emotional competencies to their curriculums. 
 As per Goleman, 1995, emotional intelligence (EI) takes more than intelligence quotient (IQ) to 
achieve success at workplace. That is to say, besides bosses and corporate leaders, employees also need 
high portion of emotional intelligence, because they present the organization to the public. Cherniss 
(2000) found that several scholars had suggested that there is a positive and direct relationship between 
the level of emotional intelligence (EI) and workplace performance. This paper focuses primarily on the 
importance of Emotional Intelligence at the workplace. The author explains the concept and meaning of 
emotional intelligence. The author studies the relationship between emotional intelligence and job 
performance along with relationship between emotional intelligence and interpersonal relationship of an 
employee at the workplace. The author surveys the HR managers in IT organizations to understand 
importance of emotional intelligence at workplace.  
 
Key words: Emotional Intelligence, Job Performance, importance, interpersonal relationship  
 
INTRODUCTION  
 There has been an increasing interest in ‘emotional intelligence’ within the Indian organization system 
in recent years. This increase has been attributed to the popularization of the concept of emotional 
intelligence in the research area. The promotion of emotional development in corporate organizations 
assumes that the ability to regulate emotions is a positive trait, which is associated with positive workplace 
performance. 
 Dalip Singh, (2001) mentioned that application of emotional intelligence supports the managers and 
employees to recognize and understand emotions and using emotional intelligence to manage oneself and 
his/her relationship with others. 
 The application of emotional intelligence in the organization includes the areas like personnel selection, 
development of employees, teams and the organization. The organizations must coach their employees in 
developing their interpersonal skills and coach them to perform effectively on the job with other employees 
in the organization. 
 
OBJECTIVES: 
1. To explain the concept and meaning of emotional intelligence.  
2. To study the relationship between emotional intelligence & job performance  
3. To study the relationship between Emotional Intelligence and interpersonal relationship of an 

individual at workplace 
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4. To understand importance of emotional intelligence at workplace.  
 
HYPOTHESES: 
1. There is significant relationship between emotional intelligence and job performance. 
2. There exists a significant relationship between emotional intelligence and Interpersonal relationship of 

employee at workplace.  
 
CONCEPT AND MEANING OF EMOTIONAL INTELLIGENCE: 
 The concept of intelligence has evolved over the last 100 years. In the first half of the 20thcentury, there 
was a common belief that the adequate measure of IQ test. But looking into the findings of current 
researches, it is said that the IQ scores as the measure of intelligence need to be interpreted with caution. 
Academics as well as the practitioners have conveyed that the intelligence of human beings and its 
implications for the organization should be considered from the cognitive and emotional perspectives. They 
say that as compared to cognitive intelligence, it is the emotional intelligence that has greater relevance to 
organizational success. 
 Emotional intelligence has been popularized by Goleman (1995, 1998), the concept is derived from 
social intelligence (Johnson and Indvik, 1999). Unlike abstract intelligence, which refers to the ability to 
understand and manipulate symbols, or concrete intelligence, social intelligence refers to the ability to 
understand and relate to people. According to the Goleman’s emotional intelligence model he identifies four 
emotional intelligence domains and 19 associated competencies. These four domains are self-awareness, 
self-management, social competence and social management. EI also can define as an individual’s ability to 
accurately perceive reality so as to understand and regulate their own emotional responses as well as adapt 
and respond to others (Mayer and Salovey, 1997). 
 
THE FIVE COMPONENTS OF EMOTIONAL INTELLIGENCE: 
 Goleman (1998) introduced his emotional intelligence based on performance theory (that is merit 
based) including a separable set of abilities that integrate cognitive and affective skills. He identified five 
dimensions of emotional intelligence in his proposed framework (Table 2), comprising self-awareness, self-
management, self-motivation, social awareness (empathy) and social skills. Goleman’s (1998) five 
dimensions model of emotional intelligence are described as below: 
1)  Self-Awareness is allied with the competency to be conscious of which emotions, moods, and impulses 
the individual is experiencing and why. This also comprises individual’s consciousness of the results of his 
or her feelings on others. 
2)  Self-Regulation pertains to the competency to keep individual’s own emotions and impulses in check, 
to remain calm in potentially volatile conditions, and to maintain composure notwithstanding individual’s 
emotions. 
3) Motivation refers to the ability to remain concentrated upon goals irrespective of obstacles, to operate 
from hope of prosperity rather than fear of inability to succeed, delaying satisfaction, and to accept change 
to achieve goals. 
4)  Empathy represents individual’s competency to understand the feelings transmitted through verbal and 
nonverbal messages, to prepare emotional support to people when required, and to understand the linkages 
among others’ emotions and behaviour. 
5)  Social Skills is allied with individual’s competency to deal with difficulties without behaving those 
who work with him or her, to not permit own or others’ negative feelings to restrain collaboration, and to 
handle affective conflict with tact anddiplomacy. That is to say, his five dimensions of EI classified into two 
broad categories (Figure 1),which are personal competence and social competence in dealing with one’s 
own self and others respectively (Goleman, 1995). 
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Figure 1 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Adopted from: Bar-On and Parker (2000) and Kunnanatt (2004) 
 
LITERATURE REVIEW: 
EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE: 
 Various occupations call for different types of emotional intelligence. For instance, 
Success in sales requires the empathic competency to identify the mood of the customer and the 
interpersonal skill to make a decision when to present a product and when to keep quiet. And also, success 
in painting or professional tennis demands a more one form of self-discipline and motivation. Thus 
emotional intelligence affects just about everything you do at work. “Even when you work in a solitary 
setting, how well you work has a lot to do with how well you discipline and motivate yourself”. (Goleman, 
as cited in Murray, 1998, pg. 3) In 1993, Spencer and Spencer managed an analysis at L’Oreal Company 
and discovered that sales agents who were elected dependent on their emotional competencies sold 
significantly more than agents who were selected using standard recruitment techniques. 
 The study exhibited that sales agents who were selected based on emotional ability sold an average of 
$91,370 more than those in the control group annually. Continually, the research also showed that 
salespeople selected based upon emotional competence had 63% less turnovers in the first year than those 
selected in a typical way (Spencer &Spencer, 1993). 
 Traditionally, job performance has been conceptualized as the degree to which an individual executes 
his or her role with reference to certain specified standards set by the organization (Nayyar, 1994). Job 
performance is defined as the aggregated value of the discrete behavioural episodes to the organization that 
an individual performs over a standard interval of time (Motowidlo, Bormanand Schmit, 1997). Job 
performance is divided into two dimensions: task performance and contextual performance (Borman and 
Motowidlo, 1997). Task performance refers to behaviors’ that are directly linked with completion of the job 
and consists of execution of technical processes and maintenance and servicing of technical requirements 
(Motowidlo, Borman and Schmit, 1997). Contextual performance, on the other hand, refers to interpersonal 
behaviours or actions that benefit the organization. It includes activities such as helping and cooperating 
with others, following organizational rules and procedures, and volunteering to carry out task activities 
(Motowidlo, Borman and Schmit, 1997). Each of these enquiries has made contributions in raising 
awareness about what contributes to overall performance in the workplace. 
 The management of social behaviour involves the management of emotions (Hochschild, 1983), EI has 
the potential to be a strong predictor of performance. Linking EI with performance can provide 
organizations with a valid alternative for selecting and assessing employees. Many organizational 
researchers have recently called for more focus on the role of emotions at work. 
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 From a socio-analytic perspective (Hogan and Shelton, 1998), we think emotional intelligence can be 
considered an individual difference that will facilitate motivation to achieve, to get along with others, and to 
find meaning. Given the strong socially-based nature of emotional intelligence, it can also be 
conceptualized in terms of a social skill. Consequently, we contend that EI will have both direct and indirect 
effects on employees’ performance. There is a significant relationship between emotional intelligence and 
work performance. The result that EI has a predictive effect on work performance concurs with the findings 
of the previous researchers. (Goleman, 1995) Goleman’s research shows that emotional well-being is the 
strongest predictor of academic achievement and success in life. His studies also indicate that emotional 
intelligence accounts for the major part of a person’s success in life whereas IQ has a minor contribution to 
a person’s career success. This is because emotional intelligence enables one to control impulses and 
manage distressing moods well. It helps one remain hopeful in times (Priti Suman Mishra and A K Das 
Mohapatra March, 2010) of setbacks and develops empathy and social skills. It is therefore important to 
seize every opportunity to promote emotional intelligence in training and the workplace to foster harmony, 
productivity, innovative behaviour, and team building. 
 
EMOTIONAL INTELLIGENCE AND INTERPERSONAL RELATIONSHIP AT WORKPLACE: 
 EI came up from the work of social intelligence by Thorndike (1920) & Gardner’s (1983) concept of 
intrapersonal and interpersonal intelligence. In 1927, Typically, emotional intelligence involves the 
following: emotional empathy; recognition of one’s own and others’ moods; mood management or control 
over emotions; response with adaptive emotions and behaviors in various life situations, especially under 
stress; possession of good social skills and communication skills(courtesy, consideration, and respect); good 
self-motivation and goal management (Poskey, 2001). In essence, an employee with high emotional 
intelligence can manage his or her own impulses, communicates with others effectively, manages change 
well, solves problems, and uses humor to relieve tension. 
 Sy and Cote (2004) have given their view that organizations continue to employ the matrix 
organizational form as it enables companies to use human resources flexibly, produce innovative solutions 
to complex problems in unstable environments and increase information flow through the use of lateral 
communication channels. Despite its strengths, the matrix has inherent problems. They identified that there 
are four interpersonal challenges that impede matrix performance: misaligned goals increase competition 
among employees, roles and responsibilities are unclear, decision making is untimely and of possibly low 
quality and silo-focused employees do not co-operate. It was proposed that emotionally intelligent 
employees can function better in matrix. Solution were offered for both managers and employees to 
improve performance in matrix organizations by applying the four components of emotional intelligence, 
specifically managing, understanding, using and perceiving emotion to each interpersonal change. 
 
IMPORTANCE OF EMOTIONAL INTELLIGENCE  
 The following outlines a set of five emotional intelligence competencies that have proven to contribute 
more to workplace achievement than technical skills, cognitive ability, and standard personality traits 
combined.Intuition & Empathy: Our awareness of others' feelings, needs, and concerns. This competency is 
important in the workplace for the following reasons. 
� Understanding others: an intuitive sense of others' feelings and perspectives, and showing an active 

interest in their concerns and interests 
� Customer service orientation: the ability to anticipate, recognize, and meet customers' needs 
� People development: ability to sense what others need in order to grow, develop, and master their 

strengths 
� Leveraging diversity: cultivating opportunities through diverse people 
 Political Acumen & Social Skills: Our adeptness at inducing desirable responses in others. This 

competency is important in the workplace for the following reasons. 
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� Influencing: using effective tactics and techniques for persuasion and desired results 
� Communication: sending clear and convincing messages that are understood by others 
� Leadership: inspiring and guiding groups of people 
� Change catalyst: initiating and/or managing change in the workplace 
� Conflict resolution: negotiating and resolving disagreements with people 
� Building bonds: nurturing instrumental relationships for business success 
� Collaboration and co-operation: working with coworkers and business partners toward shared goals 
� Team capabilities: creating group synergy in pursuing collective goals 
 Self Awareness: Knowing one's internal states, preferences, resources, and intuitions. This competency 

is important in the workplace for the following reasons. 
� Emotional awareness: recognizing one's emotions and their effects and impact on those around us 
� Accurate self-assessment: knowing one's strengths and limits 
� Self-confidence: sureness about one's self-worth and capabilities 
 Self Regulation: Managing one's internal states, impulses, and resources. This competency is important 

in the workplace for the following reasons. 
� Self-control: managing disruptive emotions and impulses 
� Trustworthiness: maintaining standards of honesty and integrity 
� Conscientiousness: taking responsibility and being accountable for personal performance 
� Adaptability: flexibility in handling change 
� Innovation: being comfortable with an openness to novel ideas, approaches, and new information 
 Self Expectations & Motivation: Emotional tendencies that guide or facilitate reaching goals. This 

competency is important in the workplace for the following reasons. 
� Achievement drive: striving to improve or meet a standard of excellence we impose on ourselves 
� Commitment: aligning with the goals of the group or organization 
� Initiative: readiness to act on opportunities without having to be told 
� Optimism: persistence in pursuing goals despite obstacles and setbacks 
 
RESEARCH METHODOLOGY  
Research Methodology:  
1. The research was conducted in Pune city. 
2. 30 HR managers from IT organizations have been surveyed using simple random sampling to 

understand the importance of Emotional Intelligence. 
 
Data Collection:  
 Besides secondary data, the primary data was collected using a structured questionnaire and the 
questions were close ended, keeping in view the context and objectives of the study. 
Contribution:  
 It will add value towards understanding the importance of emotional intelligence at workplace.  
Data Analysis and Findings:   
 

Table 1: Use of EI Test for Employee Selection 
 

 
Yes No 

Do you conduct EI test for employee Selection  78% 22% 
 

Graph 1: Use of EI Test for Employee Selection 
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78% of the HR managers mention that they use EI test for employee selection. 
 

Table 1: Importance of Emotional Intelligence at workplace 

Importance of Emotional Intelligence at workplace  Yes No 

Good Interpersonal Relationship 69% 31% 

Job performance 71% 29% 

Job Satisfaction 61% 39% 

Effective Leadership  72% 28% 

Problem solving  75% 25% 

Stress Management  70% 30% 

Team work  68% 32% 
 

Table 1: Importance of Emotional Intelligence at workplace 
 

 
 
TESTING OF HYPOTHESES: 
 H1: There is significant relationship between emotional intelligence and job performance.  
Emotional intelligence and job performance are two variables taken for the chi square test.  The Chi square 
statistics is as below: 
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 The hypothesis was tested with the chi-square test of uniformity.  The Calculated chi square test 
statistics is much more than Critical Value of χ2. Hence, the hypothesis was accepted at 5% level of 
significance and it is proved that there is significant relationship between emotional intelligence and job 
performance. 
 H2: There exists a significant relationship between Emotional Intelligence and interpersonal 
relationship of employee at workplace.  
 Emotional Intelligence and interpersonal relationship of employee at workplace are the two variables 
taken for the Chi square test. The Chi square statistics is as below: 
 

Critical Value 3.8414 

Calculated chi square test stats 7.58 

 
 The hypothesis was tested with the chi-square test of uniformity.  The Calculated chi square test 
statistics is much more than Critical Value of χ2. Hence, the Hypothesis was accepted at 5% level of 
significance and hence there exists a significant relationship between Emotional Intelligence and 
interpersonal relationship of employee at workplace. 
 
CONCLUSION:  
 As emotional intelligence is the awareness regarding one’s own emotions and about others and being 
able to balance oneself in tricky situations involving emotional turmoil. Employees with high level of EI 
can become the real assets of an organization. EI calls for emotional balance and maturity in understanding 
self and others, and applying it for enhancing interpersonal relationships. Emotional Intelligence test has 
become one of the important tools for employee selection and it helps employees in job performance, 
maintaining good interpersonal relationship, effective leadership problem solving, stress management and 
team work. There is significant relationship between job performance and emotional intelligence and there 
exists a significant relationship between Emotional Intelligence and interpersonal relationship of employee 
at workplace. 
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Abstract:  
 A Social enterprise can be a ‘For Profit’ or ‘for non Profit’ venture engaged in income generating 
activities with an agenda of bringing about positive change in the society. Social enterprises are engaged 
in the development of people/society. Educational Institutes are also a Social Enterprise engaged in 
providing knowledge, skills, and development of everyone who have urge to seek that. Over the years 
there has been a phenomenal growth in the number of Educational Institutes / Social Enterprises in 
Pune & India. This is partly a consequence of a new policy of the government to gradually withdraw 
from social development activities.  
 “Education is the most powerful weapon which you can use to change the world”- Nelson Mandela 
Talent has a connotation of distinction. It is something that sets one apart. The point to be underscored 
here is that talent is commodity in short supply and comes at a price, since it is a scare resource, needs to 
be optimally managed. Each resource in the organization plays vital role in its success. Amongst all the 
available resources in organization, human resource is the most crucial one. Managing human 
resources in an effective manner can lead to be better chances of organizational success. Pune better 
known as “Oxford of the East” One of the worlds’ well known University of Pune. Pune has Maximum 
B Schools offering professional courses Burgeoning problem is the acquisition, retention & development 
of talent. This paper seeks to understand & analyze the causes of acquisition & retention rate of 
employees in management institutions of pune. Paper tries to diagnose the malady & remedial solutions. 
The essential theme of this paper acquisition, management & development of proper talent pool.  
 
Keywords: Social Enterprises, Talent acquisition, Retention, Potential & skills, Talent Management. 
 
Introduction:  Importance of Educational Institutes & Education in Pune: 
 “Vidyevina Mati Geli, Mativina Neeti Geli, Nitivin a Gati Geli, Gativina Vitta Gele, Vittavina 
Shudra Khachale, Itake Anarth Eka Avidhene Kele”. As rightly said by Mahatma Jyotiba Phule. A 
nation is built to a large extent in its educational institutions – in its classrooms, laboratories, libraries and 
playing fields. Educational Institutions are regarded as knowledge industry & these are related to creation of 
knowledge. All other activities are meaningless if knowledge is not created by some institutions or people.  
The persons engaged in creation & imparting knowledge are very important ones for all societies & 
countries in the world. Educational institutes not only produce highly skilled and enlightened manpower 
needed for the political, economic and social transformation and development of our country but also 
shoulder the responsibility of lending dynamism, resourcefulness and intellectuality to it. The teacher is the 
backbone of the educational system, the maker of mankind and the architect of society. A nation grows with 
the teachers and with the education imparted to the people. It is in this respect that the role of the teachers 
acquires significance in shaping society and in bringing revolutionary changes in the development of the 
country. The retention of this community in educational system especially individual institutes is necessary 
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for the effective and proper use of the resources for rendering maximum service to society through building 
up the future human-resource pool of the nation. 
 Pune better known as “Oxford of the East”  has the best talents and resources. It is the most active 
educational hub in the country and is home to more than a hundred fairly large and high quality 
educational institutes and home of one of the world's well known University of Pune and over 10 deemed 
universities. Pune has more than 50 B Schools offering professional courses. It is home to more than 
50,000 students studying varied subjects. Pune is known for its educational facilities and relative prosperity. 
People engaged in imparting higher education have to play a vital role in every society. Pune, which is an 
Educational Hub of India are not exceptions in this regard.  
 A number of findings and observations especially regarding management institutes are pointers to the 
fact that the education cosmos is sitting on a veritable landmine – that of talent crisis. Institutes at large are 
facing an acute dearth of academic talent development task high on their list of priorities. In this paper an 
endeavor has been made to discuss about how the “Talent is to be Acquired, Retained, Talent Developed.”  
 From the earlier oft-repeated phrase of ‘no one is indispensable’, today the key words for any HR 
department are ‘key personnel’, ‘talent war’ and ‘attrition’. In such a situation, employee-retention 
programs have gained importance not only in sectors like IT/ITES, retail, banking and financial services but 
also educational institutes, which witness high rates of faculty turnover. After talent acquisition and talent 
management, talent retention is the next most important issue on any HR agenda. Says Zubeen Mody, 
senior vice-president, HR, IndusInd Bank, “Employee retention is of utmost importance. At the senior level, 
each individual brings a unique set of skills. Where talent is already rare and people with requisite skills and 
experience are difficult to find, retention becomes a critical component of organization-building.” 
 
Review of Literature relating to Talent & Talent Management:  
 Talent may be defined as the inherent ability of an individual to do a particular task in a particular way. 
Talent management incorporates attracting, retaining and developing the talent pool available to an 
organization in association with the other functions of management, so that the organization is never 
rendered bereft of expertise. Talent management is a professional term that gained popularity in the late 
1990s. McKinsey & Company, following a study in 1997, coined the term and then it was the title of a book 
by Ed Michaels, Helen Handfield-Jones and Beth Axelrod. Talent management is a systematic process of 
identifying, assessing, developing and retaining people with critical knowledge, skills and competencies. At 
the workplace, capability could mean member’s readiness to seek, undertake and carry out challenging 
work assignments. Talent management systems provide an organization with the vehicle of attracting and 
retaining the right skills at the right time in the right jobs. 
 The term ‘talent management’ means different things to different people. To some it is about the 
management of high-worth individuals or “the talented” while to others it is about how talent is managed 
generally, i.e., on the assumption that all people have talent, which should be identified and liberated. This 
term is usually associated with competency-based human resource management practices. Talent-
management decisions are often driven by a set of organizational core competencies as well as position-
specific competencies. The competency set may include knowledge, skills, experience and personal traits 
(demonstrated through defined behaviors). Management gurus have defined talent management as the 
deployment of special strategies by the organization to recruit, retain and develop their pool of top talent. 
 
Talent Management Process:  
T a l e n t  d e f I n e d  A c c o r d  i n g  to  M c  K i n s e y;   t a l e n t   is  t h e   s u m   o f  a  p e r s o n ’s   a b i l i t I e s ,     
� H i s  o r  h e r   I n t r i n s i c   g i f t s,  
� S k i l l s,  k n o w l e d g e ,  e x p e r I e n c e ,  
� I n t e l l i g e n c e,  
� j u d g m e n t,  a t t i tu d e,  c h a r a c t e r,   d r I v e,  
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� h I s   or  h e r   a b i l i ty  t o  l e a r n   a n d   g r o w. 
 Talent management, in simple terms, is a scientific mechanism for acquiring, developing and motivating 
people with the right skill set and approach to meet business objectives. . A high turnover of employees 
hampers the growth of the organization. So, in order to ensure that the organization does not lose its valuable 
human resources it is necessary that a proper talent management system is in place. A typical talent-
management process involves the following stages: 
 

 
1. Attracting Talent:  Attracting talent would involve assessment and selection of human resources. It would 
basically require the evaluation of the present workforce. This evaluation unravels the existing discrepancy between the 
needed talent and existing talent. 
2.  Retaining Talent:  In the fast-growing competitive world the organization can survive only with its talented 
employees. The organization may face several challenges, such as ageing workforce, high attrition rate, increasing 
skill shortage, etc. Among these high rate of attrition of employees is the major challenge. This can be seen in the following 
figures of attrition of employees at Infosys - 10.7 % Wipro - 17 % Satyam - 18 % HCLTechnologies - 13.1 % i-
Flex Solutions - 19 % 
 The growth rate of these IT companies is tremendous, but so is their attrition rate. Similar phenomena 
are observed in educational institutes as well. An organization facing a high attrition rate is often hard presses with other 
ongoing HR activities like recruitment, training, compensation revision and survey etc., so that eventually no 
time is spent on the development of employees (Kumar, 2003). A good retention strategy will ensure the 
presence of following elements in its organization, so as to prevent any further exodus of the employees: 
1. Exciting work 2. Good organizational culture 3. Robust leadership 4. Wealth and rewards 5. Prospects of 
career growth and development 
3.  Developing Talent:  Development represents efforts to improve employees’ ability to handle a variety of 
assignments and to cultivate capabilities beyond those required by the current job. Development benefits 
both the organization and the individual employee. 
4.  New-j ob Int egrat ion/Assi mila t ion : Development of talent should be done in such a manner 
that the employees are at ease when faced with the situation like that of job rotation. 
5.  Training:  Training is a process whereby people acquire capabilities or develop their existing 
competencies to aid the achievement of organizational goals. Talent training specifically aims at bridging 
any gap between the existing and required competencies of the employees for better succession planning. 
6.  Succession Planning: It is the process of identifying a long-term plan for the orderly 
replacement of key employees. A good succession plan always ensures the ready availability of the right person at the 
right time and at the right place doing the right work in the event of the current incumbent not being there for the any 
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of the aforementioned reasons. 
7.  Transitioning Talent:  Transitioning talent implies that employees are deputed on some new position for a short 
period of time, so that they are able to provide a new insight into this job as well as learn some new skill s for their 
existing job. This will include following :  
a.  Outplacement:  Outplacement is one of the strategies through which the employees can be placed at 

some important job in another organization for a short duration, maybe on an exchange basis. 
b.  Senior -executive Programs: Organizations require trained executives to face the challenges. When a 

manager leaves the organization, it creates a major crisis in the organization. . At that time we need a leader who 
can fill thi s gap and pull the organization up with the help of his personal charisma and competencies. 

c.  Partner/Spouse Relocation: In the present world of cut-throat competition it has almost become a 
necessity for husband and wife both to work. They have their own sets of commitments related to their 
organizations. 

 
Traditional Talent Management: 

 
 

Futuristic Talent Management: 
 

 
 
 “Organizations need to get the right people on the bus and in the right seats to succeed.” “Good 
coaching, training, mentoring, etc., is not likely to make up for bad selection.”“Hire hard….Manage easy!” - 
Collins, J.  (2001). Good to great. 
 
Critical Elements of Attracting and Retaining TOP Talent:  
1. Constructive Relationship; 2.Culture of Respect & Inclusion; 3. Workplace Flexibility;  4. Wellness 
Health & Safety; 5. Benefits, Compensation on are Faire & Attractive;  6. Learning & Development; 7. 
Provision of Employment is Secure & Predictable; 8. Opportunities for meaningful work; 
 
Objectives of Study:   
 The purpose of this study was to find answers to questions through the application of scientific 
procedures. The main aim of study was to discover the truth that is hidden and that has not been discovered as 
yet. The prime objectives were: 
a) To understand the concept of talent management 
b) To analyze the factors that lead to the high turnover rate of faculty 
c) To suggest ways to reduce the turnover rate of faculty 
 
Research Methodology:  
 Research design is Descriptive. A number of management institutes have been used From Pune & 
adjoining places to collect a sample of 50 Respondents randomly. The sample size was purposefully kept 
small due to constraint of time & resources. Questionnaire was prepared & used for the collection of 

Acquire Develop Deploy Retain

Acquire Develop CONNECT Deploy Retain
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Primary Data. Sample was distributed across the hierarchical levels. Respondent are active Professors, 
Asst. professors, lecturers of management institutes. 27 are Male & 23 are Female.   

Analysis: Comprehensive Table: 
Sr. No Question Asked Response 

1 Working in Educational sector 
from last ( Length ) 

a. 0 to 2 yrs – 24% 
b. 2 to 5 yrs – 46% 
c. More than 5 yrs -30% 

2 Working with the same institute 
from last ----yrs 

a.   0 to 2yrs – 12% 
b.   2 to 5yrs – 49% 
c.    More than 5 yrs – 39% 

3 Getting salary as per expectation a. Yes – 39% 
b. No – 61% 

4 Are you satisfied with the 
Infrastructure of your Institute 

a. Yes – 61% 
b. No –39% 

5 Encouragement given to Faculty 
Development Program 

a. Yes – 37% 
b. No --  63% 

6 Your Institute’s  policies on 
intangible recognition of 
employee efforts 

a. Yes – 52% 
b. No – 48% 

7 Does your institute promote merit 
based promotions 

a. Yes – 62% 
b. No –38% 

8 Always pressed for time due to 
workload? 

a. Yes – 56% 
b. No –44% 

9 Dislike most about your work 
profile 

a. Teaching – 0% 
b. Student counseling – 21% 
c. Evaluation work – 32% 
d. Administrative responsibilities – 47% 

10 Reasons for leaving your institute 
would be 

a. Salary – 39% 
b. Workload – 11% 
c. Inappropriate management – 7% 
d. Timing – 2% 
e. Poor Infrastructures – 13% 
f. Work Environment – 3% 
g. Organization politics – 12% 
h. Management Attitudes towards faculty – 13% 

 
Findings: - Employee attrition is a costly affair for all organizations. In today’s taxing business climate, competitive 
environment, managing an institute’s competent and skilled human capital is vital for success. This study has 
explored the prime factors for employee attrition and suggests some retention strategies and processes that will help 
achieve long-term tangible business benefits. 
 It can he noticed from the comprehensive table, that most of the faculties of management institutes are 
working with an experience of more than 2years.Inspite of this nearly 61% faculties are not satisfied with 
the salary they are getting as per expectation. Members are satisfied with the infrastructure; they are 
generally pressed for time, reported that they are overworked. Evaluation & Administrative responsibilities 
are mainly disliked job responsibilities. Through our research we found that most of the faculties leave their 
institute cause of Salary, organizational politics, Management Attitudes towards their faculty. Attrition rate 
more cause of salary & important factor for retention to his/ her in same organization is infrastructure, 
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teaching, & work environment. 
 When approached beyond questionnaire respondent expressed their view that quality of education 
going down due to the entry of business motive, organizational politics, insufficient salary & salary not on 
time in set up. These are the factors collectively deteriorate the quality of education.  
 Other Major findings understood from the general discussion with the Management of institutes are as  

1. Retention Problem; 2.  Better promotional opportunities in other institutes;  
2. Management Attitude; 4. Job Insecurity; 5. Growth Prospects  

 Despite all the talk about growth, challenge, self-fulfillment, meaningfulness and all other motivation factors 
(Herzberg’s two-factor theory) salary, that is monetary motivation, still remains the most important factor in 
retaining employees. Probably it can be attributed to a more or less similar kind of work environment prevailing 
in almost all management institutes. In the given scenario salary becomes the only differentiating factor. 
 
Retention Strategies:  
 As per the research output / findings we think management institutes should focus on quality education 
delivering with a quality faculty. Management Institutes may use the following strategies for the retention of 
faculties.  
1. Positive Motivation to talented faculties : Empowerment, Reorganization, R & D  
2. Minimize Abrasiveness  
3. Compensation Management – Salary on time / Salary as per Cadre  
4. Skill Development Program 
5. Team Building & Change management Activities / Methods  
 
Conclusion: 
 The role of the teacher is extremely crucial in the context of education being the best instrument of change 
and nation-building. To play his role more effectively, the teacher faces a greater challenge today than at any time in 
history. As an interpreter, the teacher has to place new knowledge and new experience within the context of 
what is already known and understood by the students. In order to be a good mediator, he has to understand a 
great deal about the way in which people at various ages and stages of development perceive the world around 
them. He is actually the linking pin and if the form of this linking pin keeps on changing every six months, it 
leaves the institute in a lurch and creates a big void in the mindsets of the students. A successful retention 
practice will help in developing a network of experienced and talented employees who can join hands in hand to 
take up challenges in the present and future as well. 
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Abstract:  
 It’s time to shape the future, and those who will do so are in training today. Learn what it takes to 
lead with courage, then follow with character. Embrace the basics, and you will master the challenges of 
generations to come. 
 “My passion is to equip you to take your place among the ranks of those who are positioned to shape 
the future.”1Andy Stanley 
 Capable men and women will eventually catch, pass and replace the current generation of leaders, 
and embracing the essentials will not only excel personal leadership but ensure a no-regrets experience 
for those who choose to follow. 
 “Too often attempts to analyse leadership tend to fail because the would-be analyst misconceives his 
task. He usually does not study leadership at all. Instead, he studies popularity, power, showmanship, or 
wisdom in long-range planning.”2 W. C. H. Prentice 
 “Leadership is an awesome responsibility. Develop these principles of leadership and you will see 
your effectiveness soar. God wants you to develop the potential He has given you. The extent to which 
your performance fails to live up to your potential is the extent to which you are failing God. The extent 
to which you are fulfilling your potential is the extent to which you are serving God.”3 John Edmund 
Haggai 
 The call for leadership is necessary because we are experiencing a crisis of leadership in our world. 
This crisis of leadership trickles down from the presidency of corporations,the governments and even in 
the families. Dynamic leadership is highly essential for producing results in any enterprise. Acquiring 
and developing right and good attitudes are important for dynamic leadership. 
 
Key Words: Leadership principles and Leadership essentials. 
 
 “The study of leadership isn’t nearly as exact as,say,the study of chemistry.For one thing,the social 
world isn’t nearly as orderly as the physical world,nor is it as susceptible to rules.For another,people unlike 
solids,fluids,and gases,are anything but uniform and anything but predictable.Having been a teacher and 
student all of my adult life,I am as leery as anyone of the idea of leaping to conclusions,or making more of 
evidence that is demonstrably true.So I have been forced, again and again,to qualify my answers.People 
wanted The Truth,and I was giving them opinions.To an extent,leadership is like beauty:it’s hard to 
define,but you know it when you see it.”4 

 Leaders who are able to express themselves fully,know what their strengths and weaknesses are,and 
how to fully deploy their strengths and compensate for their weaknesses.They also know what they 
want,why they want it,and how to communicate what they want to others,in order to gain their cooperation 
and support.Finally,they know how to achieve their goals.The key to full self-expression is understanding 
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one’s self and the world,and the key to understanding is learning-from one’s own life and experience.As 
Harlan Cleveland wrote in The Knowledge Executive, 
 “The aristocracy of achievement is numerous and pervasive…They amy be leaders in politics or 
business or agriculture or labour or law or education or journalism or religion or affirmative action or 
community housing,or any policy issue from abortion to the municipal zoo. 
 ….Their writ may run to community affairs,to national decisions or global issues,to a whole 
multinational industry or profession or to a narrower but deeper slice of life and work:a single firm,a local 
agency,or a neighbourhood.”5 

 As Ralph Waldo Emerson said, “ The man is only half himself,the other half is his expression.”6 

 The paradigm,then ,is leaders,not theories about leaders,and leaders functioning in the real world,rather 
than in some artificial setting.The difference is crucial,for it’s the difference between being driven,as too 
many people are today,and leading,as too few people do.Although everyone has the capacity for 
leadership,not everyone will become a leader especially in the confusing and often antagonistic context in 
which we now live.Too many people are mere products of their context,lacking the will to change,to 
develop their potential.However,the kind of  person who is a leader is the ultimate act of free will,and if one 
has the will,this is the way. 
 “Leaders have a significant role in creating the state of mind that is the society.They can serve as 
symbols of the moral unity of the society.They can express the values that hold the society together.Most 
important,they can conceive and articulate goals that lift people out of their petty preoccupations,carry them 
above the conflicts that tear a society apart,and unite them in pursuit of objectives worthy of their best 
efforts.”7 

 In November 1987, Time asked a question in a cover story, Who’s in Charge?” and answered its own 
question, saying, “The nation calls for leadership, and there is no one home.”It is true even in today’s 
context. Where have all the leaders gone? Our world is littered with fallen leaders. A few years ago a 
scientist at the University of Michigan listed what he considered to be the ten basic dangers to the super 
power societies. Here he speculated; 
1. It could be the possibility of some kind of nuclear war or accident that would destroy the human race. 
2. Prospect of world wide epidemic, disease, famine, or depression. 
3. Lack of quality of leadership and management that could bring destruction to the society. 

Our quality of life depends on the quality of our leaders. There are three basic reasons why leaders are 
important. 

1. They are responsible for the effectiveness of organisation. The success or failure of all organisations 
rests on the perceived quality at the top. 

2. We need anchors in our lives, a guiding purpose. Leaders fill that need. 
3. The concern about the integrity of our institutions in our nations. 
 Sixty three years ago our leaders of Free Independence drafted the Indian Constitution, but it in the 
present scenario we have witnessed the spurt of civil movement tired of rampant and prevalent corruption 
and corrupt leadership. What Happened? 
 “ As we survey the path leadership theory has taken,we spot the wreckage of “trait theory,”the “great 
man” theory,and the “situationist”critique,leadership styles,functional leadership,and finally,leaderless 
leadership,to say nothing of bureaucratic leadership,charismatic leadership,group-centred leadership,reality-
centred leadership,leadership by objective, and so on.The dialectic and reversals of emphases in this area 
very nearly rival the tortuous twists and turns of child- rearing practices,and one can paraphrase Gertrude 
Stein by saying, ‘a leader is a follower is a leader.’8 

 Leaders have nothing but themselves to work with.It is one of the paradoxes of life that good leaders 
rise to the top inspite of their weaknesses,while bad leaders rise because of their weaknesses.Abraham 
Lincoln was subject to fits of serious depression yet he was perhaps the best President of United States.On 
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the other hand,Adolf Hitler imposed his psychosis on the German people,leading them through delusions of 
the vilest madness and most horrific slaughter the world has ever known. 
 “Leadership is the discipline of deliberately exerting special influence within a group to move it toward 
goals of beneficial permanence that fulfil the group’s real need.” 
 What kind of leadership does our world need? 
 “Think about it:Individuals from your generation will surface as leaders in every field-
business,art,politics,economics,math,technology,medicine,religion.Those men and women will shape the 
future during your lifetime.Nobody knows who they are.You might as well throw your hat into the ring by 
leveraging your gifts and opportunities for all they’re worth.”9 

So let’s begin; 
 
Principles of Leadership: 
1. The principle of Vision: 
 Mahatma Gandhi  had a vision of a free and independent India at a time when  it was governed by the 

British.Henry Ford had a vision of every family in America owning its own automobile at a time when 
most people were frightened of the new invention.Daniel K.Ludwig had a vision for a self supporting 
industrial region in the heart of the Brazilian jungle at a time when there was no industry,no 
electricity,and no cities of any kind for hundreds of miles.The vision of the leader is different from the 
vision of scientist who works alone.The leader, however ,works through other people.Having a vision 
alone is not enough.There must be a commitment to act on the vision.That is called a Mission.There 
must also be a set of specific,measurable steps to achieve the mission.Those steps are called 
goals.Goals design the program for achieving the mission and thus fulfilling the vision.A leader will 
have one vision and one mission but many goals.In 1960,President John Kennedy challenged the 
American people with his dream of an American on the moon by 1970.That was a vision.The president 
communicated his vision to the American people.The people,through the government,then committed 
to the fulfilment of that vision with a mission.A vision is important because it is the foundation of all 
true leadership.The significance of a person’s leadership depends on the “bigness” of his 
vision.Leadership begins with  a vision.A vision is a clear picture of what the leader sees his group 
being or doing.The leader is wholeheartedly committed to his vision,which involves beneficial change 
for his group.The leader is aware of the importance of his vision and makes it the driving force behind 
his leadership.A vision is important because it is the foundation of all true leadership.A vision must be 
grasped not only by the leader,but by the followers as well. 

2. The principle of Goal Setting: 
 “A leader must have a vision, but that vision must be fulfilled by goals that work toward the 

achievement of the vision. One cannot waste time with non-essentials”.10A vision is the foundation of 
all leadership. The leader’s vision requires a commitment to act. That commitment is called a Mission. 
With a specific, measurable steps designed to achieve the mission, these steps are called goals. In the 
early seventies, sociologist Daniel Yankelovich said that young people were disillusioned. He said that 
a number of the best educated and most promising young adults had lost enthusiasm for their business 
careers. There was a “crisis of purpose”. For a leader to lack goals would be absurd. To be effective, a 
leader must constantly sharpen the focus of hisvision. This happens with effective goal setting. The 
clearer the leader’s goals, the sharper the focus. Effective goal setting focuses the leader’s vision by 
spelling out what steps he will take to accomplish that vision. 

 Henry Kaiser said, ‘Determine what you want more than anything else in life, write down the means by 
which you intend to attain it, and permit nothing to deter you from pursuing it.’Goal setting is not easy, 
and it takes constant review and change. A good goal setting will be S-M-A-R-T 
program:Specific,Measurable,Attainable,Realistic,and Tangible. 

I. Make your goals Specific. Each goal must be specific step rather than a vague desire. 
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II. Make your goals Measurable. “If you can’t measure it, you can’t monitor it.” says Paul J.Meyer of 
Success Motivation Institute.11Goals should be measurable, not only in terms of what is 
accomplished but when it is accomplished. Every goal should specify when the result will be 
achieved. 

III. Make your goals Attainable. Set high goals but not unattainable ones.A man with a bass voice should 
not expect to become a soprano soloist.An illiterate should not expect to become a famous author 
within a three month period. Make your goals attainable and pragmatic. 

IV. Make your goals Realistic. State what results can be realistically achieved, given your available 
resources. The goal must be concrete and precise. The measures determined and taken must be 
realistic. 

V. Make your goals Tangible. As you think about your goals, there will be some accomplishments that 
are intangible. You can achieve these intangible goals by achieving related tangible ones. The goals 
you set before yourself should always be tangible. 
Goal setting is an on-going discipline. You cannot do it once and ignore it.Today’s persistent 
acceleration of change in people, places, and things demands nothing less than a clearly defined goals 
program. 

3. The principle of Humility: 
 Despite what many think, humility gives tensile strength to leadership. Once to please a certain official, 

Abraham Lincoln signed an order transferring certain regiments. Secretary of War Stanton, convinced 
that the President had made a serious blunder, refused to execute the order. “Lincoln’s a fool. “he 
roared. When Lincoln heard what Stanton had said, he replied, ‘If Stanton said I am a fool, then I must 
be, for he is nearly always right. I’ll step over and see for myself. Lincoln quietly withdrew it.In his 
humility, he welcomed criticism. And he demonstrated a strength that few leaders ever match. If you 
hope to rise to your potential as a leader, you’ll do well to learn to meet criticism with tranquillity and 
pleasantness. While it is difficult for most people to display humility, it is particularly difficult for a 
leader because his experiences discourage humility. Humility is important for a leader because people 
follow more enthusiastically the leader whose motives they consider to be non-self-serving. The 
humble leader’s joy comes from seeing the group move toward the fulfilment of its real needs. 
Leadership lacking this quality, this expression of grace loses credibility. 

 The results of Humility are; 
• Serenity: Humility fosters serenity. 
• Enlargement of Life: The person, who lacks humility and pretends to be self-sufficient, however, won’t 

accept any ideas; he restricts himself to his own little world. Instead of leading to the shrivelling neglect 
of personhood, humility opens the door to the expansion of personality and individuality. Humility 
results in an enlargement of life. 

• Success: Pride and prejudice prohibit enlightenment and intellectual advancement. The true scholar and 
the legitimate leader react like Newton, the man who discovered gravity, who said, “The great ocean of 
truth lay all undiscovered before me.”The man, who knows everything, learns nothing, and so it is a 
humble attitude that sets the stage for the knowledge and know-how that lead to success. 

4. The principle of Communication: 
 Leadership begins with a vision. The commitment to that vision is a mission, which is then fulfilled by 

setting and accomplishing certain goals. The leader’s task is to communicate the vision, themission, 
and the goals. The leader must be a communicator. 

 According to Dr.John Edmund Haggai,12 there are seven rules of effective communication which, 
ifmastered, will help leaders maximise their effectiveness. 

I. Recognise the importance of effective communication-the leader’s task is to create understanding. 
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II. Assess your audience-learn its demographic characteristics, assess its attitude towards its 
environment and important issues, towards each other and the very subject. 

III. Select the right communication goal-having a goal clearly in mind will conserve time, accomplish the 
task more effectively. 

IV. Break the preoccupation barrier-capture the audience’s attention; earn the right to be heard. Identify 
the leading problems, promise a solution and then fulfil that promise. 

V. Refer to the known, the audience’s experience-only by referring to the experiences of your audience 
will you develop credibility. 

VI. Support your assertions- these should be supported through restatement, exposition, cumulation, 
general illustration and specific instance. 

VII. Motivate action by the appeal to desire-the leader wants action. He wants to effect change. The most 
effective way to do that is by an appeal to dominant desire of the particular audience. 

 Make communication an on-going study, lifelong passion and discipline. 
5. The principle of Opportunity: 
 In the 1970s, Lee Iacocca was the aggressive, successful president of the Ford Motor Company. He had 

led Ford to a $1.8 billion profit for two years in a row; however on 13th July 1978 Henry Ford fired 
Lee. Less than four months later Lee became president of Chrysler, an automobile company that had 
just announced a third quarter loss of $160 million, the worst deficit it had ever had. Chrysler was not 
managed well-each of the 31 vice-presidents was working by himself rather than working with each 
other. The oil shortage of 1979 compounded Chrysler’s problems as the price of gasoline almost 
doubled and sales of large cars plummeted. But Lee Iacocca was turning his obstacles into 
opportunities. He had been fired. He had become president of a company most people felt would go 
bankrupt. But without these obstacles, Lee would never have had a chance to prove himself. In 1982, 
Chrysler made a modest profit. In 1983,it made the best profit in its history. Lee Iacocca became one of 
the most respected corporate leaders in America, and when his autobiography was published in 1984, it 
broke publishing sales records.13 

 “Every setback has within it the seed of an equivalent advance. You only have to look for it.”14 

 The principle of opportunity says that life is aseries of obstacles and these obstacles hold the key to 
your greatest opportunities if you only discipline yourself to see opportunities everywhere. None of us 
are perfect. We are bound to make mistakes or commit blunders either through our stupidity or 
ignorance or carelessness. We need to convert those mistakes or blunders into unexpected benefits. 

 To put the principle of  opportunity into practice,Dr.John Haggai charters the essentials to how to 
handle mistakes, how to cope with errors, and how to profit from blunders;15 

1) First admit the blunder the moment you know about it.One can never correct a situation if one does 
not admit that it exists. 

2) Assume accountability for the blunder. Blunders are not the end of the world. No one escapes them. 
Infact, the people with the greatest number of achievements have frequently also scored the largest 
number of blunders. To correct and profit from your blunders, you must assume accountability for 
them. 

3) Evaluate the damage. Will the damage resulting from this blunder be minimal or major. Think it 
through carefully. 

4) Do an in-depth study of the possible causes of the blunder. Blunders could result following any one 
or more of the reasons. Error of judgement or poor planning or insufficient information or defective 
follow-up. 

5) Immediately eliminate the causes for the blunder. 
6) Salvage what you can.Years ago, a company overproduced hundreds of thousands of fly swatters. It 

could not handle the expensive inventory and storage requirements, and so it engaged one of the 
world’s leading persuaders, ElmerWheeler. He looked at the fly swatters, noticed that they were 
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square, and suggested the sales line, “These fly swatters are square so you can flies in the corners. 
“In a matter of few weeks all the fly swatters were sold. 

7) Revise your modus operandi so that the blunder won’t be repeated.Continually learn from the 
experience of others so that you won’t reinvent the wheel. 

8) Begin to execute the new program immediately. If the blunder is causing your program difficulty, 
procrastination will only make the situation worse. Begin your correction right away. 

9) Use blunders as road signs. Blunders can serve as road signs that mark both where you have been in 
the past, as well as where you should go in the future. What you learn from the mistakes you make 
and the obstacles you encounter and overcome will help you to be a better leader in the future. 

10)Remember that obstacles enhance your leadership. In overcoming obstacles, you improve your 
leadership capability by the credibility you develop with others who realise you have experienced 
what they are experiencing and to demonstrate the character of transformed leadership virtues. 

 As Abigail Adams wrote to her pen pal Thomas Jefferson, “These are the hard times in which a genius 
would wish to live……Great necessity calls forth great leaders.”16 

 In conclusion as Eric Hoffer17 quoted in Vanguard Management, ‘In a time of drastic change, it is the 
learners who inherit the future.The learned find themselves equipped to live in a world that no longer exists. 
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Abstract: 
 Sector wise Skill gaps in Pune district is one of the major factor which can impact the balance of 
demand and supply of workforce with different levels of skills, thus leading to unemployed workers and 
dissatisfied employers. This study focused on various sectors and explores sector wise skill gap in Pune 
district. The Maharashtra State Government has worked on building a good education infrastructure in 
the State over the last few years to ensure availability of qualified and skilled manpower in the State. 
Today, Pune district, with its good infrastructure and industrial opportunities acts as one of the main 
centers where skilled youth are attracted in search of opportunities. This study recommends to the 
government and industries to fill skill gaps in various sectors in Pune district. 
 
Keywords: Skill, Training, Productivity, Industry, Workforce, Employer, Employee,   
 
Introduction 
 Finding and keeping workers with the knowledge and skills to get the job done is critical in today’s 
workplace. Increasingly knowledge-based economy is in turn increasing the demands on workers’ skill 
levels. A skilled workforce is often the key to a company’s growth and stability, and it could be the 
determining factor in the success of any business. Improving the essential skills of workers has tremendous 
impact for both the employee and employer, including higher retention rates, improved safety and increased 
productivity. Employees who participate in literacy and essential skills programs increase their level of self-
confidence, acquire new skills, are better prepared to seek promotion opportunities, and believe that they are 
valued by their workplaces. Employers looking to hire new employees look for specific skills and qualities 
in new workers in hopes of creating or maintaining an efficient, professional and productive workplace. 
This study focused on sector wise skill gap in Pune District and recommends to offer improve skill gap by 
offering skilling modules to employees.  
 A skills gap analysis is a business tool used to assess the difference between the current state and a 
future goal state. This tool can be used to assess the current skills possessed and identify areas for 
improvement. This tool will basically help an organization in refining and defining the skills. 
 Recommendations for Pune district focus on the sectors mapped in the skill gap section. Some of these 
sectors will have recommendations for the private sector which will directly translate to skills being 
developed and the others will need Government intervention to facilitate improvements.  
 
Objectives:- 
� To analysis of the different types of sectors and sector wise skill gap in Pune district 
� To study on essential skills, recognizing that some employees may lack of sufficient levels of those 

skills. 
� To focus on different sectors in Pune District by their skill levels 
� To observe the changes in Demand & supply gap of human resources due to sector wise skill gap in 

Pune District  
� Recommendation to overcome the sectorwise skill gap in Pune district.  
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Research Methodology and Main Study 
This research has been focused on skill gap in various sectors and suggests sector wise skill requirements in 
Pune district. This is descriptive research. Secondary data has been used. The related data is collected 
through magazines, websites, journals, books and a report of National Skill Development Corporation on 
District wise skill gap study for the state of Maharashtra. 
 
� Pune district’s worker profile, as of 2011, in thousands 
 The district has a total workforce of about 38.50 lakh persons. Of this, 27 per cent are cultivators, 13 
per cent are agricultural labourers, two per cent are workers in household industry and 58 per cent are other 
workers.  
 

 
(Source: Census 2001, Census 2011. Numbers are estimated) 
(HHI: Household Industry) 
 
� Sector wise distribution of Pune’s GDDP, as of 2011-12 
 As of 2011-12, Pune district had 3rd largest Gross District Domestic Product (GDDP) in Maharashtra 
at Rs 12,103 crore (11.3 per cent of the Gross State Domestic Product). The per capita NDDP of Pune was 
Rs. 127,716, making it the second highest in the state among districts.  
 The district economy is pre-dominantly service based, with service sector’s share in GDDP at 52 per 
cent in 2011-12. This is followed by secondary sector at 43 per cent and primary sector at five per cent.  
 

 
 

(Source: Pune District Socio-Economic Review) 
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Agriculture: Pune district has area of 945,000 hectares in which major crops like sorghum, paddy, and 
wheat, maize are cultivated. The district has rivers like Bhima, Pushpavati, Ghod and Bhama which aid in 
agriculture. The output of the agricultural produce feeds into the many agro based processing units in the 
district.  
 
Industry: As of 2012, Pune had 642 large and 27,683 MSME units registered. The MSME units paved way 
for the employment of about 1.5 lakh people with an investment of Rs. 4.01 lakhs. These units span across 
both manufacturing and service sectors. There are 10 industrial areas in the district with the largest one 
being the Pimpri area with an area of about 1224 hectares. In addition to the industrial areas, there are 
several IT and SEZ zones to aid the growth of the sectors.  
Services: Services account for 52 per cent of GDDP in Pune district. Of all the services, the key services in 
the district are ‘real estate, ownership of buildings and business and legal services’ at 13 per cent, ‘trade, 
hotel and restaurants’ at 13 per cent and ‘banking and insurance’ at 11 per cent.  
 
� Employment Potential of Pune District 
 In this part, research forecasted the demand and supply of human resources in the district for the next 
ten years (2012-22). The demand forecasts show that the district is likely to generate demand / jobs for 
about 2.85 million persons between 2012 and 2022. Sectors which will drive demand are expected to be 
auto and auto components, BFSI, IT & ITES, organized retail, unorganized sector and building, 
construction and real estate. The requirements for skilled personnel are likely to increase, as the maximum 
demand will be generated for semi-skilled and skilled workers.  
 
� Incremental Demand of human resources in Pune – by sector 
(Source: IMaCS Analysis) 

Year 2012-17 2018-22 2012-22 

Agriculture and allied 29,554 15,060 44,614 

Auto and Auto component  64,191 99,004 163,195 
BFSI  58,303 93,721 152,024 

Building, Construction industry and Real Estate  147,083 204,125 351,208 

Education and Skill Development  39,069 18,062 57,131 

Food Processing  4,388 5,661 10,049 

Healthcare Services  20,064 27,458 47,522 

IT & ITES  174,487 267,169 441,655 

Organised Retail  229,130 570,150 799,280 

Textile and Clothing  3,836 4,862 8,697 

Transportation, Logistics, Warehousing and Packaging  31,414 35,611 67,025 

Tourism, Travel, Hospitality & Trade  23,394 34,064 57,458 

Unorganised  217,206 308,610 525,817 

Other manufacturing  45,853 75,483 121,335 
Others*  2,453 2,736 5,188 

Total  1,090,425 1,761,775 2,852,199 
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� Incremental demand of human resources in Pune – by skill level 

 
(Source: IMaCS Analysis)  
 (Unorganised sector includes domestic workers, handloom and handicrafts, beauticians, facility 
management personnel and security guards. *Others include chemicals and pharmaceuticals, electronics, 
gems and jewellery and furniture and furnishings) 
 Incremental supply of human resources in the district at 1.29 million persons for the period 2012-22. 
Based on the incremental demand estimates, This research finds that the incremental supply will be 
insufficient to meet the incremental demand in the district. The shortage of human resources is likely to be 
met by migrants coming into the district. The demand supply gap is more acute at the skilled level. Thus, 
this leads to huge skilling potential. All the stakeholders need to work in conjunction to meet the skill 
shortage in the district.  
 
� Demand supply gap of human resources in Pune – by skill level  
  (Source: IMaCS Analysis)  
 

 
 

� Skill mapping  
Sectors where interventions are required in Pune district – comparison with Maharashtra  
(Sectors highlighted in green are the sectors present in the district / state) 
(Source: IMaCS Analysis) 
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 Auto and auto component  

 The district of Pune is the foremost auto hub in Maharashtra. Supported by the auto and component 
cluster in Pimpri area and the Baramati auto cluster, the areas of Chakan, Pimpri have attracted all the major 
auto players of the world like Volkswagen, Fiat, Cummins, Mercedes Benz, Mahindra and Mahindra, etc. to 
set their shop floor in the district. With the Up-gradation of existing testing and homologation facilities at 
Automotive Research Association of India (ARAI) in Pune and the expansion plans of the corporates on the 
anvil, the employment opportunities in Pune for the sector look to be on the rise.  
 
Some of the key skill gaps observed in this sctor are:  
� Less awareness about modern production techniques like lean production, Just In Time, etc  
� Softer aspects of management like leadership and team guiding skills need to be built  
� Lack the discipline to come and put in the required hours of work  
� Absenteeism and attrition of the shop-floor workers  
� Limited knowledge in using multiple quality control equipments and tools  
� Inadequate understanding of the quality standards of the industry  
 

 Banking, Financial Service and Insurance  
 Banking and Financial Service is an important sector which acts as a backbone for economical 
activities. It aids commerce and trade activities happening in the region. Pune, being the one of the main 
industrial centers of the state, large number of commercial transactions takes place daily. Almost all the 
scheduled commercial banks have their branch in Pune and banking is a major activity in the city of Pune.  
 
The skills gaps in Retail Banking sector of Banking, Financial service and Insurance are mentioned below:  
� Limited selling skills, especially cross selling and up selling  
� Inadequate communication skills  
� Limited understanding of the banks products  
� Difficulty in comprehending the unstated needs of the customer  
� Inadequate knowledge of banking law and practice  
� Understanding of banking process  
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� In sufficient Know Your Customer (KYC) understanding  
� Limited computer knowledge  
  
 Insurance is another segment where employment is generated. Awareness and importance on Insurance 
has increased among the public. Insurance products are broadly classified into life and non life. There are 
many insurance companies offering various products for public. As like Banking, all the major Insurance 
firms such as LIC, ICICI prudential, HDFC Life, ICICI Lombard, Bajaj Allianz, etc. have their branch 
offices in Pune. In Insurance sector, major employment is generated in the sales / marketing department. 
The youth must be trained to handle the customer facing roles. 
 
 Key skill gaps in the Insurance sector are listed below:  
� In depth knowledge in structuring the projects  
� Inadequate financial planning skills  
� Cross selling skills  
� Time management and target management  
� Inadequate awareness of the regulations, compliance, and product which results in wrong entries  
 

 Building, Construction industry and Real Estate services  
 The building, construction and real estate industry provides the services for augmenting the commercial 
buildings, residential buildings and special areas like SEZs, theme parks, roads, bridges, ports, shipping, 
airports, urban infrastructure, and utilities in the district.   
 In a rapidly expanding district like Pune, this sector assumes importance due to the role it plays in 
ramping up the core infrastructural services in the district. Pune has requirement both in the building of the 
commercial spaces as well as residential areas. Some of the key hotspots of real estate and commercial 
development in Pune include Aundh, Hinjewadi, Pimpri, Chinchwad, Chakan, Shivaji nagar, Model 
Colony, Katraj, and Warde amongst others. The key reasons attributed for this are:  
o Increased business opportunities  
o The boom of the service sector  
o Increased spending power  
o Increased influx of immigrants into the city and suburbs  
o Changing lifestyle pattern expecting well planned and constructed localities  
 
Thus, the sector requires more skilled personnel to take it forward. Some of the key skill gaps exhibited in 
this sector are:  
� Inadequate project management skills  
� Difficulty in controlling cost and finances  
� Inadequate resource management skills  
� Inadequate planning skills  
� Time management and target management  
� Co-ordination skills with other skilled teams  
� Workers lack of motivation  
� Workers lack of innate pride in working in construction sector  
� High attrition in the workers  
  

 Chemical and Pharmaceuticals  
 Chemicals and pharmaceuticals sector has made in-roads in Pune district with several reputed firms like 
Emcure, Centaur, Hindusthan Antibiotics, Kimberly Clark Lever Limited, etc. Though these firms are able 
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to attract the skilled youth to work in the organizations, there is the requirement to build speciality skills in 
this sector.  
Some of the key skill gaps exhibited in this sector are:  
� Most of the work in chemicals and pharmaceutical industry is automated, thus scope for employment 

generation is limited.  
� On-the-job training is held by most companies.  
� One of the key issues faced by the companies is load shedding.  
 

 Education and Skill Development  
 Pune district is given the name of ‘Oxford of the East’ due to the quality and heritage of the educational 
institutes in the district. The district has several institutes like the Pune University, Fergusson College, ILS 
Law College, Symbiosis Institutes, D Y Patil College, amongst many others. There are about 321 technical 
education institutes which have admitted over 62,000 students.  
 The need of the hour for the district now is to make the education market-oriented. Majority of the 
students get educated and placed in the multitude of organizations in Pune but find it difficult to adapt to the 
job requirements. Thus, the education landscape of the district needs to be improved upon to build a 
pipeline of market-relevant skilled human resources. Mainly, there is capacity building required at the staff 
level to experiment various pedagogy and to make the education market oriented.  
 

 Food Processing  
 The food processing sector in Pune is fairly well developed with multiple food products being 
processed – like fruits, vegetables, chikkis, frozen products, ready-to-eats, etc. The fruits and vegetables 
processing is lead by the Fruits and Vegetables cluster and the chikki processing is lead by the Chikki 
cluster in Lonavala. Infact the chikki cluster was started very modestly 125 years ago and today has over a 
100 units which manufacture namkeens and chikkis.  
 
The key reasons for the success of the food processing industry in Pune are due to the following:  
o Well connected with air, rail and road services, which ensure that the raw materials are saved from 

spoilage wastage  
o Good market connectivity  
o Presence of agro-strong districts like Satara, Solapur which supply quality raw material  
o Able to exploit the changing eating habits of the population due to the easy access to the end consumers  
 The skill gaps for this sector reflects the need for R&D, superior packaging, awareness of health 
standards and marketing required in the sector now.  
  
 IT and ITeS  

 The growth of the IT and ITeS sectors in Pune has given rise to the comparison with Bangalore with 
majority of the industry players referring to Pune being ‘Banglored’ – mainly due to the number of the 
hiring and job opportunities across this sector. More campus hire phenomenon is occurring across Pune 
with IT majors like Cognizant hiring about 350 students from the College of Engineering Pune and the 
Sinhgad Institute of Technology also giving about 700 students to the sector. The leading IT and ITeS firms 
in Pune include Tata Consultancy Services, Infosys, Cummins Infosystems, Wipro Technologies, Tech 
Mahindra, Capgemini, Fluent India, Symphony Services, Accenture amongst others.  
 
Some of the key skill gaps faced by the industry include:  
� Lack of in-depth understanding of hardware realted information  
� Lack of understanding for delivering complex situations  
� Lack of client handling and managerial skills  
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� Lack of practical knowledge  
� Inadequate soft skills and communication skills  
� Insufficient knowledge across domains  
� Limited understanding of overall business dynamics  
� Limited presentation skills  
� Limited understanding of competitive products  
� Inadequate report writing skills  
� Inadequate team management skills  
 

 Healthcare  
 Pune along with Mumbai can be regarded as the Medical capital of Maharashtra. With internationally 
renowned hospitals like RubyHall, Symbiosys Healthcare, Sahyadri Hospitals, Apollo Hospitals being 
present in the district, it has carved a name for itself in healthcare. In addition to the private hospitals, there 
are 48 allopathic hospitals in the district with have bed capacity of about 3,500. In addition there are 
ayurvedic and unani hospitals too.  
The key drivers for the growth of the healthcare segment in Pune are:  
o Change in the lifestyle of people  
o Rising income level banking upon the opportunities, which leads to better expectation of healthcare?  
o Rise of lifestyle diseases like diabetes, cancer, blood pressure, etc which require high quality care  
o Enhanced R&D in global medical field which raises the internal expectations  
 
The skill gaps indicate the need for specialized personnel, nurses and ward boys. Some of the other 
exhibited gaps are:  
� Disaster management skills  
� Medical equipment maintenance skills  
� Soft skills including empathy for patient  
� Knowledge of usage of modern medical machinery  
 

 Logistics, Warehousing and Packaging  
 With Pune being a hub for manufacturing and service activities, the logistics and warehousing sector 
assumes great importance. Commencing from the preliminary step of receipt of the goods to the pre-
packaging, picking and the dispatch, skilled personnel are required in this sector in Pune. While the initial 
steps require more of skills that are built on-the-job, industry interaction has revealed the following major 
areas where skill building is required:  
� Automation of logistics  
� Route optimization  
� Inventory management  
� Green logistics  
� Team management skills  
  
 Media and entertainment  
 Media is one of the important sectors in Pune. As the cultural capital and a business hub, these 
organizations churn out news and other current affairs to enlighten and increase the awareness in people.  
 Many popular newspapers have their editions in Pune. This includes English magazine such Times of 
India, The Indian Express, Lok Times etc. and Marathi newspapers such as Lokmath, Sakaal, etc. These  
media houses require quality journalist and reporters to cover the news. 
Some of the skills required in print media are:  
� Inadequate general knowledge  
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� Knowledge about the region / district of operation  
� Working on deadlines  
� Inability to collect news in advance for future  
� Limited external reading  
 

 Organized retail  
 The face of Pune city has undergone a significant change post the 2000s with the advent of the mall 
culture and increased spending power of the people with the growth of the other sectors. In the last 5-6 
years, Pune city has seen the establishment of multiple malls like Market City ( Phoenix Mills) on Nagar 
road, Market city at Amanora Town ship , Magarpatta City Mall in Magarpatta City , Hadapsar, Kharadi 
Plaza, Inorbit Mall on Nagar Road.  
In addition with about 60 per cent of the population being in the working age group, who are shifting 
towards lifestyle change, organized retail is poised to grow in the district. Pune district’s organized retail 
has the end-to-end operations from purchase to the front in-store operations.  
 
There is availability of some training institutes who provide trained manpower for the retail sector A key 
skill gap includes: 
� Soft skills, 
� Communication skills, 
� Supply chain management skills,  
� Knowledge of legal requirements and norms,  
� Understanding the perceived and unstated needs of the customer, 
� Customer interaction skills  
 

 Textile  
 Pune is one of the major textile hubs in Maharashtra. The cotton, woollen and artificial thread based 
units are spread across the district in Pimpri, Chaken, Baramati areas. There are about 62 cotton and 
woollen units in the districts which offer employment to about 400 people at an investment of Rs. 1,203 
lakhs. In addition to these units there are 487 garmenting units at Rs. 4,958 lakh and offers employment to 
about 2,500 people. The  reasons for the success of the textile and garmenting sectors in Pune district is due 
to the availability of raw materials, good connectivity and the interest in the local people to be employed in 
the sector.  
 
Some of the key perspectives and gaps in this sector are:  
� Lack of knowledge of product diversification  
� Lack of innovative manufacturing  
� Lack of design know-how  
� Lack of good finishing  
 

 Tourism, Travel, Hospitality & Trade  
 Pune acts as the gateway to Lonavala, Mahabaleshwar and Panchgani, prime tourism destinations for 
scores of tourists. This apart, business traveller is also high owing to the IT/ITES, auto and manufacturing 
industry concentration; which provides tremendous opportunity for hospitality industry in the state. The key 
potential areas for the hospitality sector in Pune district are Pune, Pimpri, Chinchwad, Hinjewadi,  and 
Bhosri. The Maharashtra Tourism Development Corporation has also acquired lands in the key spots to 
develop infrastructure.  
The skill gaps exhibited hint at the necessity to build: 
� More soft skills  
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� To build greater customer relationship. 
� The efficient performance of standard processes like check in, check out, etc need to be made better  
 
Recommendations  
Detailed recommendations to fill skill gap is as follows,  
 
Sector For govt. players For Industry  
Textile and clothing n/a up-skilling modules  
Organized Retail n/a Compulsory internal training  
Food processing  

 

Spread awareness of the norms *Compulsory internal training  
*Up-skill Modules 

Travel, Tourism and 
Hospitality 

*Encouraging more courses in guide 
and languages 
*Explore internship opportunities  with 
private players  

Offer up-skilling modules to the 
employees  
 

Healthcare  
 

Better the course content and quality in 
the  undergraduate level  

Organize up-skilling initiatives 
for the job roles like nurses, 
ward boys, etc  

Chemical  
 

ITI to focus on courses that will skill 
the youth  
 

Offer internship opportunities 
for the youth doing their basic 
degree in associated subjects  

Construction  
 

Aid in spreading the awareness to the 
youth about the career in construction 
sector  

Internships to ITI youth  
 

Logistics and 
warehousing 
 

*Aid in spreading the awareness to the 
youth about the career in logistics and 
warehousing sector  
* Have courses related to sector in ITI 
and polytechnic  

Offer internship opportunities  
 

IT and ITeS  
 

Offer courses at subsidized rate Partner private training provider 
to reflect industry demands  

Education and skill 
development 

n/a  n/a  

Auto and auto 
components 

*Revamp the ITI infrastructure  
*Offer newer courses  

Offer internships to students  
 

Bank and financial 
services 
 

n/a  *Conduct periodic ‘in house’ 
training for skill up gradation  
* Recognize certificate programs 
done by the candidates  

Media and entertainment n/a  n/a  
Unorganized sector 
 

*Spread awareness about the benefit of 
obtaining certified training from 
organized player  
*Aid in formalizing the sector  

Take steps to formalize the 
sector  
 

 
Conclusion 
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 This research concludes that there is a sector wise skill gap in Pune District and it is possible to fill this 
skill gap by providing skill module programs to employees by industry and government.  
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Abstract: 
 This research work has been carried out to measure the satisfaction level of employees with special 
reference to Call Center Employees. In today competitive era to retain the competent employees is the 
challenge to the organization who contributes towards the organizational goals and satisfying the 
customers as well.  Many researches have been carried out in this area but the collective emphasis is not 
given before to the employees who are working in the different call centers. We conducted this research 
base on convenience sampling with 150 employees as sample size. To collect the data for the research we 
use structured questionnaire method on Likert five point scale for different variable which are major in 
nature which were condensed to five factors they are Salary and Future Prospects, Empowerment and 
Working Environment, Relations at Workplace, Training  & Work Involvement and Job Rotation. In the 
research we study the employee satisfaction base on the above factors only. For the purpose of date 
analysis IBM SPSS is used. The data was reduced by performing Factor analysis and non parametric test 
as Kruskal-Wallis and Mann Whitney Rank test. To view employee satisfaction level against each 
variable (major) Chi-Square test were performed. In the research we also come across the other factors 
which influence the employee satisfaction they are: clarity in the role, freedom to make decisions, 
recognition at work, welfare measures, innovativeness and creativeness of employees. 
 
Key words: Role clarity, Job Satisfaction, Job rotation and Empowerment. 
 
I. Introduction & Literature Review  
 Well-being of Employees and their satisfaction level along with their engagement has observed the 
direct impact on the performance and success organization. It is obvious that higher level of employee 
satisfaction leads to lower employee turnover and vis-à-vis. It is because dissatisfied employees tend to 
perform lower than their capabilities which results in high turnover that is they leave their jobs relatively 
quickly, and they stop to recommend your company as an employer. Whereas satisfied employees tend to 
contribute more to the Organizational productivity and they has commitment towards customer satisfaction. 
Earlier surveys related to Employee satisfaction give employees a chance to raise a voice and allows them 
to pinpoint on the problematic areas, leading to raising satisfaction levels, developing and reviewing of 
Employee management and optimizing corporate communications. The Present Research is done in the 
similar field with special reference to Call Center Industry in Pune. Earlier also many more surveys had 
been done on the same topics but in different industries and organizations.  
 Dr. R. Anitha studied the Job Satisfaction of Paper Mill Employees in the year Sept. 2011 with Special 
Reference to Udumalpet and Palani Taluk.  Dr. R. Anitha studied the Satisfaction level of the employees 
was measured on the basis of employee’s welfare measures, working conditions, rewards & job security.  
 Employee Satisfaction in Small and Medium Sized Enterprises measured by Halil Zaim, Selim Zaim 
using factors such as payment, benefits, working environment, superiors and peers. In this survey questions 
relating to employee satisfaction and loyalty was covered in the first part where as in the second part of the 
survey a single question regarding employee’s overall evaluation of organization loyalty was asked. Each 
and every item related to employee satisfaction context and employee loyalty was rated on a five-point 
scale, ranging from “very low” to “very high”. The sample was selected randomly from the database of 
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Turkish Small Business Administration (KOSGEB). The study conducted on the textile industry, textile 
mill products and apparel. Here the findings established the positive linear relationship between five factors 
of employee satisfaction and employee loyalty.  Among these factors, pay and benefits was found to be the 
top priority criterion followed by management and working environment.   
 Job Satisfaction further studied by Brikend Aziri (2011), and found that Job satisfaction is influence by 
the series of factors such as: The nature of work, Work conditions, Salary, Advancement opportunities and 
Work groups. It is the major challenges for today’s organization.  Job satisfaction is a combination of 
positive or negative feelings that workers have towards their work. When a worker employed in a business 
organization, brings with it the needs, desires and experiences which determinates expectations that he has 
dismissed. Job satisfaction is closely linked to that individual's behavior in the work place (Davis et al., 
1985). Job satisfaction is considered as worker’s sense of achievement and success. It is generally linked to 
productivity as well. Job satisfaction implies doing a job that one enjoys, doing it well enough and being 
rewarded for one’s efforts. Job satisfaction further implies enthusiasm and happiness with one’s efforts put 
at work. In the year 2007 Kaliski come across the fact that Job satisfaction is the key ingredient that leads to 
recognition, income, promotion, and the achievement of other goals that lead to a feeling of fulfillment. In 
the year 2012 M. L. Meena and G. S. Dangayach conducted a study on Satisfaction in Banking Sector. The 
objective was to analyze employee satisfaction of Private Sector Banks and Public Sector Banks situated in 
Rajasthan namely (State Bank of India, Bank of Baroda, and Punjab National Bank as public sector banks) 
and (ICICI Bank and HDFC Bank private sector banks). Sample size was three hundred fifteen employees 
and it was found that satisfied employees made positive contributions to the organizational effectiveness 
and performance. In all the above research, Researchers have found that employee satisfaction plays a vital 
role in Organisational growth. Income, promotion, feeling of fulfillment, work environment, relations with 
superior etc. forms the part of employee satisfaction. In our research we have included these variables but 
two more factors also included by us they were Job Rotation and Employee Empowerment. In our research 
23 variables used to measure the satisfaction level of employees. 
 
II.  Research Methodology  
Hypothesis: 
H01: Call Center Employees are satisfied in their respective Organization. 
H02: Call Center Employees satisfaction does not differ with respect to Experience and salary. 
H03: Call Center Employees satisfaction does not differ with respect to age Groups and training 
opportunities.    
H04: There is no difference of satisfaction between the gender groups regarding job rotation in the Call 
Center. 
 
Research Design:  To study the Phenomenon descriptive research has been applied also known as statistical 
research, which describes data and characteristics about the population.   
Sources of Data: Primary Data (self constructed structured Questionnaire) and Secondary Data (web sites, 
journals etc.). 
Data Collection Tool: Close ended structured questionnaire was prepared and distributed among the 
employees of the different Call Centers on distinct 23 parameters like: salary, job rotation, work 
environment welfare measures at the organization etc. measured on Likert five point scales, which were 
later reduced to 5 factors with help of factor analysis.  
Sampling Method: Under the probabilistic sampling techniques, Simple Random Convenience Sampling 
Technique was used. 
Sample Size: Sample sizes of 150 employees from different Call Centers and from various departments 
were taken for the research purpose.  
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Statistcal Tools: We have used IBM SPSS 20 (Statistical Package for the Social Sciences), for data 
analysis. 
 
III. Data Analysis & Data Interpretation  
Factor Analysis Data reduction technique was used to find out major factors contributing towards the 
employee satisfaction. 

Table - 1 
Kaiser-Meyer-Olkin Test and Bartlett's Test of Sphericity 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.   0.90 
Bartlett's Test of Sphericity Approx. Chi-Square 1633 
  Df 253 
  sig 0 

 From table 1 it was observed that factor analysis was successfully conducted as the calculated value for 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy (0.90) which was more than (0.6) and Bartlett's Test 
of Sphericity has sig value is (0) zero which was less than 0.05 at 5 % level of significance.  
 

Table 2 
Rotated Component Matrix  
Factors 1 2 3 4 5 
Respect from superiors 0.66         
Authority for performing duties 0.76         
Fair treatment 0.52         
Working hours  0.65         

Managers support  0.51         
Recognition at work place  0.53         
Decision making freedom  0.52         
Guidance by manager   0.63       
Mistakes treated positively   0.68       
Teamwork atmosphere   0.73       
Discussion on personal issues    0.63       
Considered suggestions    0.63       
Role informed very well     0.54       
Opportunities for further study     0.55     
Better career prospects     0.65     
Salary to the satisfaction     0.85     
Welfare facilities     0 .75     

Appreciation for creativity & innovative Ideas      0.58     
Potential utilized       0.51   
Opportunities available for training       0.53   
Involvement in managerial decision        0.70   
Work division in correct manner        0.68   
Job rotation         0.82 

  
 From the Table 2 we found five components for 23 variables which were studying. Based on the item 
loadings, these factors were respectively labeled as: 
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1. The factor “Employee Empowerment and Work Environment” explains the First component.  
2. The factor “working Relationship” explains the Second component.  
3. The factor “Future Prospects and Salary” explains the Third component. 
4.  The factor “Employee Training & Work Involvement” explains the Fourth component. 
5. The factor “Job Rotation” explains the Fifth component.  
 Here researcher observed a few factors that contribute to the employee satisfaction, does not have much 
influence in employee satisfaction in Call Centers at Pune they were: clarity in role, welfare measures, 
recognition at workplace, and freedom of decision making, innovativeness and creativeness.  
According to Table 3 all the above factors were capable of explaining 61.110% of variance. 
 
Table 3  
Explained Total Variance  

Component Rotation Sums of Squared Loadings     

  Total % of Variance Cumulative % 
1 3.565 15.989 15.979 
2 3.552 15.432 31.321 
3 2.679 12.215 43.436 
4 2.435 10.986 54.322 
5 1.458 6.988 61.110 

 Tests of a Goodness of Fit or Test of Normality (i.e. Data is Normally Distributed or not) 
H0: Distribution of sample data is normal. H1: Distribution of sample data is not normal.     
 Researcher found that Kolmogorov-Smirnov test of normality had the sig. value for all the variables 
under consideration computed value less than 0.05 at 5% level of significance. Thus we failed to accept the 
null hypothesis. So we went ahead for non parametric tests. 
Table 4 
Variables Kolmogorov-Smirnov Shapiro-Wilk 
  Statistic Df Sig. Statistic Df Sig. 
Fair treatment 0.374 150 0 0.899 150 0 
authority for performing duties 0.351 150 0 0.954 150 0 
Managers support  0.423 150 0 0.652 150 0 
opportunities available for training 0.295 150 0 0.787 150 0 
Potential Utilized 0.216 150 0 0.816 150 0 
respect from superiors 0.315 150 0 0.789 150 0 
recognition at work place 0.382 150 0 0.894 150 0 

Appreciation for creativity & innovative Ideas 0.471 150 0 0.839 150 0 

discussion on personal issues  0.358 150 0 0.862 150 0 
job rotation 0.294 150 0 0.825 150 0 
salary to the satisfaction 0.258 150 0 0.682 150 0 
welfare facilities 0.289 150 0 0.752 150 0 
better career prospects 0.398 150 0 0.785 150 0 
decision making freedom 0.219 150 0 0.897 150 0 
mistakes treated positively 0.224 150 0 0.877 150 0 
considered suggestions  0.353 150 0 0.767 150 0 

work division in correct manner 0.344 150 0 0.888 150 0 
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involvement in managerial decision  0.265 150 0 0.897 150 0 

guidance by manager 0.436 150 0 0.795 150 0 

role informed very well  0.253 150 0 0.873 150 0 
opportunities for further study 0.268 150 0 0.867 150 0 
working hours  0.304 150 0 0.805 150 0 
teamwork atmosphere 0.407 150 0 0.782 150 0 

As the test of normality is conducted in the research and the result were explained in Table 4. 
 
Use of Chi-Square Test for measuring level of Employee Satisfaction: 
H0: Call Center Employees are not satisfied in their respective Organization. 
H1: Call Center employees are satisfied in their respective Organization. 
Empowerment & Work Environment is the first factor which includes authority for performing duties, 
respect from superiors, working hours, Managers support. 
 
Chi-Square test statistics for Factor One (1) 
Table 5 

  

Manager
s Support 

Authority 
For 
Performing 
Duties 

Treated 
Fairly 

Respect 
From 
Superiors 

Working 
Hours 

Recogniti
on At 
Work 
Place 

Decision 
Making 
Freedom 

Chi-Square 137.23a 105.32a 128.05a 169.12a 112.56a 125.34a 127.81 

Df 4 4 4 4 4 4 4 

Asymp. Sig. 0 0 0 0 0 0 0 

 
 Table 5 gives the researcher analysis related to the entire variable under factor One (1) which had a 
significance value which is less than 0.05 at 5% level of significance, thus we are unable to accept the null 
hypothesis. As the null hypothesis rejected therefore we could say that Call Center employees are satisfied 
within their respective organization. 
 
Chi-Square test statistics for Factor Two (2)  
Table 6 

  
Guidance 
by manager 

Mistakes 
treated 
positively 

Teamwork 
atmosphere 

Discussion on 
personal 
issues  

Considered 
suggestions  

Role 
informed 
very well  

Chi-Square 162.92a  147.67a  134.96a  121.80a  163.67a  120.45a 
Df 4 4 4 4 4 4 
Asymp. Sig. 0 0 0 0 0 0 

 
 Table 6 gives the researcher analysis related to all the variables under factor Two (2) which had a 
significance value less than 0.05 at 5% level of significance, thus we are unable to accept the null 
hypothesis. As the null hypothesis is rejected therefore we could say that Call Center employees are 
satisfied within their respective organization. 
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Chi-Square test statistics for Factor Three (3) 
Table 7 

 

Opportunities 
for further 
study 

Better career 
prospects 

Salary to the 
satisfaction 

Welfare 
facilities 

    Appreciation for 
creativity & innovative 
Ideas 

Chi-Square 63.12a 112.82a 118.96a 114.26a 67.39a 
Df 4 4 4 4 4 
Asymp. Sig. 0 0 0 0 0 

 
 Table 7 gives the researcher analysis related to all the variables under factor Three (3) which had a 
significance value less than 0.05 at 5% level of significance, thus we are unable to accept the null 
hypothesis. As the null hypothesis is rejected therefore we could say that Call Center employees are 
satisfied within their respective organization. 
 
Chi-Square test statistics for Factor Four (4)  

Table 8 

  

Potential 
utilized 

Opportunities 
available for 
training 

Involvement in 
managerial 
decision  

Work division in correct manner 

  0.51 0.53 0.7  0.68 
Chi-Square 113.97a 63.01a 51.27a 49.97a 
Df 4 4 4 4 

Asymp. Sig. 0 0 0 0 

 
 Table 8 gives the researcher analysis related to all the variables under factor Four (4) which had a 
significance value less than 0.05 at 5% level of significance, thus we are unable to accept the null 
hypothesis. As the null hypothesis is rejected therefore we could say that Call Center employees are 
satisfied within their respective organization. 
 

Chi-Square test statistics for Factor 5 
 Table 9 
  job rotation 

Chi-Square 95.667a 
Df 4 
Asymp. Sig. 0 

 
 Table 9 gives the researcher analysis related to all the variables under factor Five (5) which had a 
significance value less than 0.05 at 5% level of significance, thus we are unable to accept the null 
hypothesis. As the null hypothesis is rejected therefore we could say that Call Center employees are 
satisfied within their respective organization. 
Extended Objectives for knowing employee satisfaction level on the basis of following test:    
1. Employee satisfaction does not differ with respect to Experience and salary. 
2. Employee satisfaction does not differ with respect to age Groups and training opportunities.    
3. There is no difference of satisfaction between the gender groups regarding job rotation. 
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Kruskal-Wallis Test - 1 
H0: Call Center Employees satisfaction does not differ with respect to Experience and salary.  
H1: Call Center Employees satisfaction does differ with respect to Experience and salary. 
 

Test Statistics Table 10 
Test Statistics a, b 

 
 

satisfactory salary 
Chi-Square 17.65 
Df 3 
Asymp. Sig. 0.001 
a. Kruskal Wallis Test 
b. Grouping Variable: experience 

 
 Table 10 show that the asymptopic sig. value is 0.001 which is < 0.05, at 5% level of significance. 
Hence we reject the null hypothesis. This shows that the satisfaction level of call center employees 
regarding their salary differ with respect to their experience. Therefore further research needed to know that 
how much employee differ on their satisfaction level when their salary fixed on the basis of their 
experience.  For the further research prepared preferred rank table and from table 11 researcher concluded 
that call center employees having experience between 21 to 35 had the highest mean rank of 80.43, they 
were the ones who  agreed to the salary they received. The Call Center employees having experience less 
than 5 years were not satisfied with the salary they withdrew, because their mean rank was lowest at 49.37. 
 
Rank 
Table 11 
  experience N Mean Rank 
satisfactory salary Less than 5 years 31 48.97 
  5 to 20 years 28 77.92 
  21 to 35 years 85 80.43 
  More than 35 years 6 70.15 
  Total 150   

 
Kruskal-Wallis Test – 2 
H0: Call Center Employees satisfaction does not differ with respect to age Groups and training 
opportunities.    
H1: Call Center Employees satisfaction does differ with respect to age Groups and training opportunities.    
 
Test Statistics a, b 
Table 12 

 
Training Opportunities 

Chi-Square 8.177 
Df 4 
Asymp. Sig. 0.085 
a. Kruskal Wallis Test 
b. Grouping Variable: age 

 On the basis of table 12 researchers found that the asymptopic sig value was 0.085 which was greater 
than 0.05 at 5% level of significance. Hence we failed to reject the null hypothesis. Researcher concluded 
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that irrespective of their age groups, call center employees were satisfied with the training opportunities 
offered by their organizations. 
 
Mann-Whitney Test 
H0: There is no difference of satisfaction between the gender groups regarding job rotation in their Call 
Center.  
H1: There is difference of satisfaction between the gender groups regarding job rotation in their Call Center. 
 

Test Statistics a 
 Table 13 
  job rotation 
Mann-Whitney U 338.5 
Wilcox on W 366.5 
Z -1.545 
Asymp. Sig. (2-tailed) 0.122 
a. Grouping Variable: gender 

On the basis of table 13 researchers found that the asymptopic sig value was 0.122 which was less than 0.05 
at 5% level of significance. Hence we reject the null hypothesis. Hence researcher concluded that 
irrespective of their age groups, call center employees were satisfied regarding the job rotation policies 
adopted by their organization to enhance the skills and competencies of Call Center employees.   
 
IV. Conclusion: Researcher found that the overall employees working in the Call Center at Pune were 
satisfied with their organization. Researcher also found that considering the experience and salary the 
satisfaction level of the employees differ significantly regarding salary. It could also be concluded that 
among the call center employee there was no difference of satisfaction level regarding training opportunities 
between different age groups. When the job rotation policy was considered researcher conclude that 
between gender groups there exists no significant difference in satisfaction level of call center employee. 
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The Myth of the Bell Curve 
Its wrong to say that people’s performance follows the Bell Curve 

Smita Kumar 

 
 

 
 
 There is a long standing belief in business that people performance follows the Bell Curve(also called 
the Normal Distribution). This belief has been embedded in many business practices: performance 
appraisals, compensation models, and even how we get graded in school. For decades, teachers, managers 
and parents have assumed that the performance of students and employees fits what's known as the bell 
curve — in most activities, we expect a few people to be very good, a few people to be very bad and most 
people to be average. Research shows that this statistical model, while easy to understand, 

does not accurately reflect the way people perform. As a result, HR departments and business leaders 

inadvertently create agonizing problems with employee performance and happiness. 
 Witness Microsoft's recent decision to disband its performance management process - after decades of 
use the company realized it was encouraging many of its top people to leave. 
 
Does human performance follow the bell curve? Research says no. 
 Let's look at the characteristics of the Bell Curve, and I think you'll quickly understand why the model 
doesn't fit. 
 The Bell Curve represents what statisticians call a "normal distribution." A distributions a sample with 
an arithmetic average and an equal distribution above and below average like the curve below. This model 
assumes we have an equivalent number of people above and below average, and that there will be a very 
small number of people two standard deviations above and below the average (mean). 
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 As you can see from the curve, in the area of people management the model essentially says that "we 
will have a small number of very high performers and an equivalent number of very low performers" with 
the bulk of our people clustered near the average. So if your "average sales per employee" was $1M per 
year, you could plot your sales force and it would spread out like the blue curve above. 
In the area of performance management, this curve results in what we call "rank and yank." We force the 
company to distribute raises and performance ratings by this curve (which essentially assumes that real 
performance is distributed this way). To avoid "grade inflation" companies force managers to have a certain 
percentage at the top, certain percentage at the bottom, and a large swath in the middle. Force managers to 
have a certain percentage at the top, certain percentage at the bottom, and a large swath in the middle. 
This practice creates the following outcomes: 
• First, we ration the number of "high performance ratings." If you use a five point scale (similar to 

grades), many companies say that "no more than 10% of the population gets a rating of 1" and "10% of 
the population must be rated a 5." 

• Second, we force the bottom 10% to get a low rating, creating "losers" in the group. So if your team is 
all high performers, someone is still at the bottom. (The "idea" behind this is that we'll continuously 
improve by lopping off the bottom.) 

• Third, most of the people are always in the middle - rated more or less "average." And implicit in this 
last assumption is the idea that most of the money and rewards go to the middle of the curve. 

 
Does the World Really Work This Way? 
The answer is no.  
 Research conducted in 2011 and 2012 by Ernest O’Boyle Jr. and Herman Aguinis (633,263 
researchers, entertainers, politicians, and athletes in a total of 198 samples). found that performance in 94 
percent of these groups did not follow a normal distribution. Rather these groups fall into what is 
called a "Power Law" distribution.  
 

 
 A "Power Law" distribution is also known as a "long tail." It indicates that people are not "normally 
distributed." In this statistical model there are a small number of people who are "hyper high performers," a 
broad swath of people who are "good performers" and a smaller number of people who are "low 
performers." It essentially accounts for a much wider variation in performance among the sample. 
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 It has very different characteristics from the Bell Curve. In the Power Curve most people fall below the 
mean (slightly). Roughly 10-15% of the population are above the average (often far above the average), a 
large population are slightly below average, and a small group are far below average. So the concept of 
"average" becomes meaningless. 
 In fact the implication is that comparing to "average" isn't very useful at all, because the small number 
of people who are "hyper-performers" accommodate for a very high percentage of the total business value. 
 (Bill Gates used to say that there were a handful of people at Microsoft who "made" the company and if 
they left there would be no Microsoft.) 
 
Why We Have Hyper-Performers 
 If you think about your own work experience you'll probably agree that this makes sense. 
 Think about how people perform in creative, service, and intellectual property businesses (where all 
businesses are going). There are superstars in every group. Some software engineers are 10X more 
productive than the average; some sales people deliver 2-3X their peers; certain athletes far outperform their 
peers; musicians, artists, and even leaders are the same. 
 These "hyper performers" are people you want to attract, retain, and empower. These are the people 
who start companies, develop new products, create amazing advertising copy, write award winning books 
and articles, or set an example for your sales force. They are often gifted in a certain way (often a 
combination of skill, passion, drive, and energy) and they actually do drive orders of magnitude more value 
than many of their peers. 
 Today's businesses drive most of their value through service, intellectual property, innovation, and 
creativity. Even if you're a manufacturer, your ability to sell, serve, and support your product (and the 
design itself) is more important than the ability to manufacture. 
What About Everyone Else? 
 The power law distribution (also called a Paretian Distribution) shows that there are many levels of 
high performance, and the population of people below the "hyper performers" is distributed among "near 
hyper-performers" all the way down to "low performers." 
 As you can see from the example above (and this chart varies depending on population) you still have a 
large variation in people and there will be a large group of "high-potentials," a group of people who are 
"potential high-potentials," and a small group who just don't fit at all. 
 The distribution reflects the idea that "we want everyone to become a hyper-performer" if they can find 
the right role, and that we don't limit people at the top of the curve - we try to build more of them. 
 Companies that understand this model focus very heavily on collaboration, professional development, 
coaching, and empowering people to do great things. In retail, for example, companies like Costco give 
their people "slack time" to clean up, fix things, and rearrange the store to continuously improve the 
customer experience. 
 The bell curve powerfully shapes how we think of human performance: If lots of students or employees 
happen to show up as extreme outliers — they're either very good or very bad — we assume they must 
represent a skewed sample, because only a few people in a truly random sample are supposed to be outliers. 
 New research suggests that rather than describe how humans perform, the bell curve may actually be 
constraining how people perform. Minus such constraints, a new paper argues, lots of people are actually 
outliers.Human performance, by this account, does not often fit the bell curve or what scientists call a 
normal distribution. Rather, it is more likely to fit what scientists call a power distribution. 
 
How the Bell Curve Model Hurts Performance 
 Bell Curve in appraisals signifies a generic trend line or evaluation pattern that the Company intends 
following for the purpose of systematic, objective and a meaningful performance assessment through a 
'forced-rating' method. 
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 Theoretically and practically, in fairly large and large organizations with substantial headcount of 
people, any management would like to see a scientific trend line of performers, i.e. abysmally low to 
outstanding performances. That's normally the case. 
 A bell curve would signify that there are extremely low performers (say, 10-20%) and outstanding 
promotable performers (say, 10-20%), the bulk of the performers being at the peak line of the bell curve 
who are good to very good performers.  
 Bell curve is used by HR to demonstrate or illustrate to all the functional heads or managers how 
appraisal ratings should be spread over in accordance with bell curve. Otherwise, most appraisers either 
would rate people much higher than they deserve or some may be hyper-critical and would rate most people 
very low. To bring in a semblance of an order, the bell curve pattern is show. 
 Illustratively, it is to show appraisers that, say, not more than 10% should be promoted in each 
department and that at least 10% must be weeded out for low performance; the rest being rated from 
average, good to very good.  
 Normalization in PAM via the bell curve compliance is the process of bringing in forced-
rankings/ratings so that appraisers normalize ratings to fit the bell curve. That is, appraisers who are too 
lenient or too strict must become more objective in their appraising subordinates/peers, etc. When 
normalization happens, ratings/rankings will look very uniform and objective, being spread over the bell 
curve, as desired by the management. 
The advantages of bell curve PAM are: 
1.  It brings objectivity to the PAM process 
2.  It helps in normalization of the appraisal process 
3.  It lends itself to predictable performance patterns 
4.  It guides appraisers on how to follow an uniform rating process/pattern 
5. It helps appraisers from abstaining in 'playing God', Horne's  

effect, 'hypercritical effects' or 'playing central tendency' in appraisal  
ratings. 

6.  It helps management in planned attrition and in predicting promotions/job enlargements/job 
enrichments/rewards/incentives, etc. 

7.  It may help in retention since it showcases an objective appraising mythology/pattern. 
8. It systematically identifies high performers for commensurate rewards  

and identifies low/weak performers for training/forced attrition. 
9. On a predictive index, it provides a bird's eye view of the uniform,  

systematic performance patterns across grades/levels/functions in the  
organization. 

 
Disadvantages: 
1. It seems rigid and impractical, especially for small/medium. It may  

reduce organizational flexibility 
2. It does not promote 'performance adjustments'\ 
3. It makes 'extreme raters" sceptical since it does not allow them to rate as they wish causing anxiety or 

discontentment 
4. It may be difficult to simulate/follow since outstanding performers or  

weak performers may not essentially be 10%-20% (say), year-on-  
year. 

5.  The methodology may not be easily understood by all appraisers 
6.  Training inadequacy in appraisers may yield disastrous results 
7. Implementation may be difficult since HR has to ensure constant  

compliance. 
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8. Being a 'forced-distribution' method, it may face dissent from  
appraisers 

9. It may not adjust well with skill/managerial demand-supply situations 
 
 Right now there is an epidemic of interest in revamping employee performance management processes, 
and it's overdue. I just had several of my best friends (generally in senior positions) tell me how frustrated 
they are at their current jobs because their performance appraisals were so frustrating. 
Here are the reasons the current models don't work: 
1. No one wants to be rated on a five point scale. 
 First, much research shows that reducing a year of work to a single number is degrading. It creates a 
defensive reaction and doesn't encourage people to improve. Ideally performance evaluation should be 
"continuous" and focus on "always being able to improve." 
In fact, David Rock's research shows that when we receive a "rating" or "appraisal" our brain shifts into 
"fear or flight" mode and shifts to our limbic brain. This shift, which takes place whenever we are 
threatened, immediately takes us out of the mode to learn or create, making us defensive. So the actual act 
of executing a performance appraisal itself reduces performance. (Read SCARF for more details: Status, 
Certainty, Autonomy, Relatedness, and Fairness are what create a secure place to perform.) 
 
2. Ultra-high performers are incented to leave and collaboration may be limited. 
 The bell curve model limits the quantity of people at the top and also reduces incentives to the highest 
rating. Given the arbitrary five-scale rating and the fact that most people are 2,3,4 rated, most of the money 
goes to the middle. 
 If you're performing well but you only get a "2" or a "3" you'll probably feel under-appreciated. Your 
compensation increase may not be very high (most of the money is held for the middle of the curve) and 
you'll probably conclude that the highest ratings are reserved for those who are politically well connected. 
 Since the number of "1's" is limited, you're also likely to say "well I probably wont get there from here 
so I'll work someplace where I can really get ahead." 
 Also, by the way, you may feel that collaboration and helping others isn't really in your own self 
interest - because you are competing with your team mates for annual reviews. 
 
3. Mid level performers are not highly motivated to improve. 
 In the bell curve there are a large number of people rated 2, 3, and 4. These people are either (A) 
frustrated high performers who want to improve, or (B) mid-level performers who are happy to stay where 
they are. 
 If you fall into category (B) you're probably pretty happy keeping the status quo - you know the 
number of "1's" is very limited so you won't even strive to get there. In a sense the model rewards 
mediocrity. 
 
4. Compensation is inefficiently distributed. 
 People often believe the bell curve is "fair." There are an equal number of people above and below the 
average. And fairness is very important. But fairness does not mean "equality" or "equivalent rewards for 
all." High performing companies have very wide variations in compensation, reflecting the fact that some 
people really do drive far more value than others. In a true meritocracy this is a good thing, as long as 
everyone has an opportunity to improve, information is transparent, and management is open and provides 
feedback. 
 Many of the companies I talk with about this suddenly realize the have to rethink their compensation 
process - and find ways to create a higher variability in pay. Just think about paying people based on the 



Human Resource Management  
 

 

ISSN: 2230-9667  Chronicle of the Neville Wadia Institute of Management Studies & Research 99 
 

value they deliver (balanced by market wages and scarcity of skills) and you'll probably conclude that too 
much of your compensation is based on tenure and history. 
 
5. Incentives to develop and grow are reduced. 
 In a bell curve model you tend to reward and create lots of people in the "middle." People can "hang 
out" in the broad 80% segment and rather than strive to become one of the high-performers, many just "do a 
good job." This is fine of course, but I do believe that everyone wants to be great at something - so why 
wouldn't we create a system where every single person has the opportunity to become a star? 
 If your company focuses heavily on product design, service, consulting, or creative work, (and I think 
nearly every company does), why wouldn't you want everyone to work harder and harder each day to 
improve their own work or find jobs where they can excel? 
 
Reference :- 
Put Away The Bell Curve: Most Of Us Aren't 'Average'by Shankar vedantam  
The Myth of the Bell Curve by Josh Bersin Principal and Founder, Bersin by Deloitte 
http://www.citehr.com/40191-bell-curve-appraisal-performance-management.html#ixzz2tekHmUv9 
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Abstract: 
 The development and success of an organization as well as a country largely depends upon the 
creative skills and abilities of its human resources. Effective corporate governance mechanisms and 
strategies are commonly referred to as the area of management that deals with getting the best 
performance from employees within the organization at hand. It explores the the impact of Globalisation 
and liberalization on developing countries. Globalisation has imposed internal pressure and external 
pressure to bear.  
 The rapid globalization of world markets has encouraged companies of all sizes and national origins 
to expand internationally. To benefit from their international expansion, companies need to prepare to 
face challenges throughout their operations. This article identifies several challenges companies 
encounter as they attempt to prove their existence on the ground and discusses ways can creatively 
address them. The economic life is hard despite the fact that reforms and globalization have created 
various new opportunities. 
 
Introduction 
 The rapid globalization of world markets has encouraged companies of all sizes and national origins to 
expand internationally. Globalization has been defined by the International Monetary Fund (IMF) as the 
increasing integration of economies around the world, particularly through trade and financial flows. (IMF, 
2000)  As economies become integrated issues emerge with regards to the benefits and costs of such 
integration and which outweighs the other. 
 Prof. Sklair (2000)  state that the combination of the discourse of sustainable development with that of 
national and international competitiveness provides powerful weapons for the transnational capitalist class. 
In this context globalization is not a Western term but a “globalizing capitalist ideology,” whose discourse 
and practices are necessary to stop the growing class polarization and ecological crises characteristic of this 
latest stage in the long history of capitalism. 
 Over the past 10 or 12 years, the term globalisation has gone from nowhere to be everywhere and now 
the notion of globalization has become attraction of business world.  
 India have an extended history of international trade going back centuries ago, their economies were 
until recently highly protected and controlled to a large extent. However after 1991 the scenario is changed 
and the Indian doors are opened for the foreign investments. There by the foreign Industries have come to 
India and automatically the employment opportunities have increased.   
 It has definitely opened itself to globalisation especially as a result of changes in economic policies in 
the early 90’s and will have to face increasing world competition given its commitments at the WTO.  
 The phenomenon of globalization has however affected given the large populations, big land mass and 
abundant resource bases, India has  relied on indigenous capabilities to a large extent to develop a wide 
range of goods for their internal markets. Seventy-five percent of executives in multinational firms believed 
that their companies needed more employees with global leadership abilities; however, less than 8% of the 
companies had programs to address this shortage [Black, Morrison, &. Gregersen, 1999, p.7].   

                                                             
1
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Understanding Globalization: 
 This contemporary issue has been formulated differently by many academics while the basic notion that 
some cross-border trade and investment are happening between nations due to interdependency and an 
increasingly integrated  international economic system, should be a starting point in developing any such 
paradigm. One could then argue about whether the concept is new and if not how does it differ from the old 
‘globalisation’? The main difference comes from the impact of technological progress and also from the 
idea of free trade with receding barriers promoting Ricardo’s agenda of comparative advantage. The world’s 
national economies are being redefined and interconnected at an unprecedented rate due to an increase in 
the mobility of capital as a consequence of deregulation, new communications and information technology. 
 Rosamond (1999) suggests that globalization can be a powerful component of the social construction of 
external context that, in turn, helps to legitimize certain sorts of policy.  He notes that the term 
“globalization did not enter discourse until the mid to late 1980s.  Rosamond (1999) points out that the 
concept of globalization has spread beyond the academic world and is frequently employed to signify 
worldwide economic changes of profound significance.  Globalization is a term that is loosely defined; it 
can represent rapid changes in communication, transport and technology, or the integration of markets.  
Academics debate whether globalization is taking place or has already occurred, what the connection is to 
prosperity and problems, and the historical significance.   
 
Encounters with globalization   
 Some of the major impacts feared by nations due to globalisation are such as  giving away of national 
sovereignty and some new forms of colonialism by MNCs, The decline of the State as a protector of 
individuals and groups and the rise of virtual states depending on investment and production abroad. This 
sort of argument is very common in India. 
 This paper shows the impact of globalisation on the formulation of two different styles of the  
management and implementation of public policy in relation to issues like privatization of State Owned 
Enterprises, government approaches to deal with FDI and technology policy and development. WTO rules 
and regulations, in other words, the State will have to give away some of its sovereignty on economic 
matters and international trade. 
 Foreign direct investment is the locomotive of globalisation and India unlike many other third world 
countries have a sizeable number of highly skilled workers as well as an enormous supply of low unskilled 
labour, their development are closely linked to similar sectors in which they have comparative advantage 
and therefore face similar challenges like other countries such as  China. 
 
Importance of HRM: 
 Human beings are the most important resource in an organization. A firm’s success depends on the 
capabilities of its members. Most problems, challenges, opportunities and frustrations in an organization are 
people related. 
 Human Resources Management is one of the toughest duties of a manager since humans differ in terms 
of attitudes, values, aspirations, motivations, assumptions, psychology, and life goals. 
 Looking at today’s competitive world, managerial level staff will require more conceptual and strategic 
skills. Thus, managers should for example ensure a suitable, relevant and up-to-date training for specific 
skills of lower level employees. 
 Managers have to be proactive, able to anticipate technological developments and prepare their staff for 
whatever technological changes that might take place. 
 This will be a successful task only when the HRM itself is fully aware of those changes and has the 
means to deal with them. 
 HR managers have a number of roles to fulfill. They are the guardians of the key assets of the 
organizations. They are also counselor and protector of employees and directly responsible for productivity. 
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The government, including the Ministry of Labor, expects HR managers not only to comply with labor 
laws, but also to promote harmony at the workplace; this will directly contribute to healthier and more 
attractive work environment. As a result, both job hunters and seekers will feel compelled to target such 
organizations in their search for new job opportunities. 
 The success or failure of HR depends also on the top management recognition of the importance of 
HRM, and secondly on its commitment to assist HR to carry out its functions. Human Resources jobholders 
need capability, integrity and professionalism in order to succeed in the ever-changing environment. 
 
Globalization and Strategy 
 The discussion of globalization and its many facets to a discussion of the costs and benefits to 
globalization discussion of “Globalization and Strategy” where the options for a multinational firm are 
introduced.  This section begins with a discussion of the various strategies for global corporations. The four 
basic strategies are a multi-domestic strategy, an international strategy, a global strategy or a transnational 
strategy.  A multi-domestic strategy is where a company has operations in more than one country.  The 
goal of a multi domestic strategy is to optimize local competitive advantages, revenues, and profits.  A 
global strategy is where a company has integrated operations in more than one country.  A global strategy 
seeks to maximize worldwide performance through sharing and integration.  An international strategy is 
where core competencies are centralized and other activities are decentralized.  Finally a transnational 
strategy is a typically a global matrix that seeks to be both locally responsive and efficient.  This strategy is 
based on the simultaneous attainment of location and experience curve economies, local responsiveness, 
and global learning. 
 In this section a recent article by Bartlett and Ghoshal (2003) is discussed.  These authors present four 
types of managers for the transnational organization.  The four types of managers are the business manager, 
the country manager, the functional manager, and the corporate manager.  This is dicussed in greater detail 
in the “Globalization and Strateygy” section.  The survey goes on to introduce the factors that affect a 
corporation’s strategy to invest abroad.  Yip (1989) discusses four industry drivers that affect this decision: 
market drivers, cost drivers, government drivers and competitive drivers.  Market drivers include the level 
of homogeneous needs, global customer base, available global channels, and transferable marketing.  Cost 
drivers include economies of scale and scope, learning and experience curves, favorable logistics, 
differences in country costs and skills, and product development costs.  Governmental drivers include 
favorable trade policies, compatible technical standards, and common marketing regulations.  Finally, 
competitive drivers include the interdependence of countries and competitors who are global or becoming 
global. Lovelock and Yip (1996) apply this analysis to the service industry. 
 As we explore the opportunities of corporate strategies with regards to globalization Rugman (2000), 
adds a word of caution “a pure globalization strategy” that is typified by high economic integration and low 
national responsiveness will not always work in the 21st century.  It is along these lines that he emphasizes a 
regional focus and discusses five lessons that have been learned as corporations go beyond national 
boundaries.  The five lessons are (1) learn to deal with different cultures and be nationally responsive rather 
than assuming an integrated global market, (2) managers should develop network organizational 
competencies rather than relying on international divisions or global product divisions, (3) organizations 
should make alliances and foster cross-cultural awareness in senior managers (4) managers should develop 
analytical methods for assessing regional drivers of success, and (5) managers should “think regional, act 
local – and forget global.”  Rugman (2000) seems to see the benefits of globalization but with cautious 
optimism, and emphasizes a regional focus rather than a purely global strategy. 
 In summary, globalization has many facets and the decision to invest abroad is not a straightforward 
one.  In fact, managers must weigh both the benefits and costs of a corporate strategy to determine the 
appropriate opportunities to exploit.  Managers today face a dual challenge—managers need to figure out 
what the global strategy is and then must successfully implement the strategy.  Many authors such as 
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Rugman (2000) and  Rugman and Moore (2001) seem to be leaning towards a regional focus rather than a 
global one.  Finally, in determining the appropriate global strategy the existing organizational culture must 
be taken into consideration. 
 
Organisation Culture  
 Hofstede (1980) defines culture as “the collective programming of the mind which distinguishes the 
members of one category (i.e. national, regional, gender, age, social class, profession) of people from 
another. Organizational culture is different from national culture in that it is partial and voluntary where 
national culture is permanent and involuntary.  Hofstede (1980) looks at organizational culture and defines 
six dimensions: process-oriented versus results-oriented cultures, job-oriented versus employee-oriented 
cultures, professional versus parochial cultures, open system versus closed system cultures, tightly versus 
loosely controlled cultures, pragmatic versus normative cultures.  Process-oriented cultures are dominated 
by technical and bureaucratic routines while results-oriented cultures focus on outcomes.  Job-oriented 
cultures only assume responsibility for the employees’ job performance while employee-oriented cultures 
assume responsibility for the employees’ well-being.  In professional cultures members identify with their 
profession while in parochial cultures members identify with the organization for which they work.  In an 
open system outsiders are welcome while it is harder for newcomers to be admitted into closed system 
cultures.  In tightly controlled organizations there is more formality and punctuality while loosely controlled 
organizations are more flexible.  Finally, in pragmatic cultures organizations are more flexible with 
customers while normative cultures are more rigid. 
 Once the organizational culture of an organization is assessed, top management should decide whether 
to optimize the existing culture or attempt to change it.  If the decision is made to change the existing 
culture, a cost benefit analysis should first be considered.  Changing an organization’s culture requires 
appealing to feelings are well as intellect; gaining support from key management and employees; adapting 
new functions, departments, locations, and tasks, as well as recruitment, training and promotion.  
 Hofstede (1980) proposed that structure should follow culture.  The purpose of an organization’s 
structure is to co-ordinate activities.  The best structure at any given moment depends on the company’s 
people, resources, and goals.  The integration of organizations across national borders requires managers to 
have insight into organizational structures, leadership styles, motivation patterns, and training and 
development models as they relate to organizational and national culture. 
 
HR and Globalisation 
 The Human Resource management is globalisation oriented when each employee is able to ( and 
expected to) grasp, and adapt to, conceptual and operational realities at different levels and in different 
cultures. 
• The first corner stone to achieve is the development of new initiatives, programs and agendas. Human 

Resources must move beyond being the “police of policy” and “regulatory guard”. Instead, HR must be 
the pioneers in assisting the organizations achieve results, especially by helping employees to enhance 
their capabilities to ensure organizational objectives are met. 

• The future of HR depends on its ability to align HR with the changes that are happening in the 
workplace and the economy. New models of competitiveness are needed so that organizations can 
better service their customers. Consequently HR must be the champions to help gear employees to 
provide added value.  

• The new approach of HR is to emphasize new mindsets and new ways of thinking about business 
instead of sticking to policies and bureaucratic patterns. HR professionals should and must focus on 
cultural change, and the development of human capital, especially in international organizations. 
‘Think globally. Act locally”.  
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• HR should sponsor a model of change, which will help the employees adapt to and be comfortable with 
changes. Here, a lot of question may arise, such as: How do we decide which practices to be 
transformed and which should be kept for purpose of continuity? How do we change and learn rapidly? 
How do we honor the past yet change the future? How do we capture the hearts and minds of 
employees? 

 
Human Resource Management:  Challenges     
 Human resource challenges that face today’s managers may be categorized according to their primary 
focus:  the environment, the organization; or the individual.  Firms that deal with these challenges 
effectively are likely to outperform those that do not. 
A. Environmental Challenges  
 Environmental challenges refer to forces external to the firm that are largely beyond management’s 
control but influence organizational performance.  They include:  rapid change, the Internet revolution, 
workforce diversity, globalization, legislation, evolving work and family roles, and skill shortages and the 
rise of the service sector. 
B. Organizational Challenges                                     
 Organizational challenges refer to concerns that are internal to the firm.  However, they are often a 
byproduct of environmental forces because no firm operates in a vacuum.  These issues include:  
competitive position (cost, quality, and distinctive capability), decentralization, downsizing, organizational 
restructuring, self-managed work teams, small businesses, technology, outsourcing, and organizational 
culture. 
 Organizational culture is a particularly important element.  Culture is the basic assumptions and beliefs 
shared by members of the organization that express themselves through the rules, norms, dominant values, 
philosophy, and climate.  Firms that regularly make adjustments to these elements to match environmental 
changes are likely to outperform those whose culture is rigid and unresponsive to external factors. 
C. Individual Challenges  
 Human resource issues at the individual level address concerns that are most pertinent to decisions 
involving specific employees.  These issues almost always reflect what is happening in the larger 
organization.  How individuals are treated also is likely to have an effect on organizational issues.  For 
instance, if many key employees leave a firm to join its competitor, it will affect the competitive posture of 
the firm.  The individual issues include matching people and organization, ethics and social responsibility, 
productivity, empowerment, brain drain, and job insecurity. 
 
II. Planning & Implementing Strategic HR Policies  
 To be successful, firms must closely align their HR strategies and programs (tactics) with 
environmental opportunities, business strategies, and the organization’s unique characteristics and 
distinctive competence.  A firm with a poorly defined HR strategy or a business strategy that does not 
explicitly incorporate human resources is likely to lose ground to its competitors.  Similarly, a firm may 
have a well-articulated HR strategy yet fail if its HR tactics/policies do not help to implement its HR 
strategy effectively. 
A. The Benefits of Strategic HR Planning 
 Formulating HR strategies and establishing programs to implement them is strategic human resource 
planning.  Successful HR strategic planning provides many benefits for the company, including (1) 
encouraging proactive rather than reactive behavior, (2) explicit communication of company goals, (3) 
stimulation of critical thinking and ongoing examination of assumptions, (4) identification of gaps between 
current situation and future vision, (5) encouragement of line managers’ participation, (6) identification of 
HR constraints and opportunities, and (7) creation of common bonds 
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B. The Challenges of Strategic HR Planning 
 In developing HR strategy, organizations face several important challenges including (1) maintaining a 
competitive advantage, (2) reinforcing overall business strategy, (3) avoiding excessive concentration on 
day-to-day problems, (4) developing HR strategies suited to unique organizational features, (5) coping with 
the environment, (6) securing management commitment, (7) translating the strategic plan into action, (8) 
combining intended and emergent strategies, and (9) accommodating change. 
C. Strategic HR Choices 
 Human resource strategies, which are implemented through HR activities and programs, may affect the 
performance of the business.  The options that a firm has available in designing its HR system are its 
strategic HR choices.  Figure 1-5 shows a sampling, rather than an exhaustive list, of strategic HR choices.  
Firms may fall near the left, right, or middle of such a continuum. 

 
III. Selecting HR Strategies to Increase Firm Performance  
 No HR Strategy is “good” or “bad” in and of itself.  The success of HR strategies depends on the 
situation or context in which they are used.  In other words, an HR strategy’s effect on firm performance is 
always dependent on how well it fits with some of the factors.  Fit refers to the consistency or compatibility 
between HR strategies and other important aspects of the organization 
A. Fit with Organizational Strategies                              
 Organizational strategies may be examined at two levels:  corporate and business.   
Corporate strategy refers to the mix of businesses a corporation decides to hold and the flow of resources 
among those businesses.  This involves decisions pertaining to acquisition, divestment, diversification, and 
growth.  At one end of the spectrum is the evolutionary business strategy; at the other end is the steady-state 
strategy. 
Business unit strategies refer to those established by firms or autonomous units of the corporation.  Well-
known business strategies were formulated by Porter (overall cost leadership strategy, differentiation 
business strategy, and focus strategy) and Miles and Snow (defender strategy and prospector strategy). 
Strategies for Changes 
• The first corner stone to achieve is the development of new initiatives, programs and agendas. Human 

Resources must move beyond being the “police of policy” and “regulatory guard”. Instead, HR must be 
the pioneers in assisting the organizations achieve results, especially by helping employees to enhance 
their capabilities to ensure organizational objectives are met. 

• The future of HR depends on its ability to align HR with the changes that are happening in the 
workplace and the economy. New models of competitiveness are needed so that organizations can 
better service their customers. Consequently HR must be the champions to help gear employees to 
provide added value.  

• The new approach of HR is to emphasize new mindsets and new ways of thinking about business 
instead of sticking to policies and bureaucratic patterns. HR professionals should and must focus on 
cultural change, and the development of human capital, especially in international organizations. 
‘Think globally. Act locally”.  

• HR should sponsor a model of change, which will help the employees adapt to and be comfortable with 
changes. Here, a lot of question may arise, such as: How do we decide which practices to be 
transformed and which should be kept for purpose of continuity? How do we change and learn rapidly? 
How do we honor the past yet change the future? How do we capture the hearts and minds of 
employees? 
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Reshaping HR 
The changes which affect the HR performance are: 
• HR should not act as a therapy clinic 
• HR must measure their outcomes 
• HR practices must create value by increasing the organization’s intellectual capital 
• HR must attempt to make employees committed to achieving organizational goals, and not merely 

to make employees happy 
• HR practices must be aligned with company strategies 
• HR must champion the needs and development of employees and yet become partners in the 

business 
• HR should receive corporate priority. Business firms should be ready to boost their investment in 

staff development; this is rewarding on the long run if its properly implemented 
• HR should focus on the skills to be acquired taking into consideration the understanding of the 

international dimensions of political, economic and social development 
• HR should promote the collaboration between public training institutions, the universities and the 

public sector in terms of planning an effective training program 
 
Conclusion 
 Actually, the nation’s capacity to face the challenges of globalization and industrialization of business 
towards the 21st century depends heavily on the human resources. 
 Firms have the capital, technology and human resources; but the HR is the one who can help facing the 
challenges of business globalization. Capital can be generated. So can technology. But the human resources 
are needed to propel the organization and the nation through the coming challenges with encouragement and 
motivation in the competitive era of the globalization.. The economic life is hard despite the fact that 
reforms and globalisation have created various new opportunities. 
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Abstract: 
 This study focuses on the challenges in leading the skilled and unskilled human resources in SME 
and how they contribute in the profitability of organization because leadership and profit of organization 
are correlated. All the content of this study is limited to PCMC area. 
 Aim of this research paper is to find out the challenges face by the manager, supervisor and HR 
Manager in leading their skilled and unskilled employees. Leadership was measured through perceptions 
of leaders, managers, and workers. Study will also help us to find out how the leadership quality of 
managers affects the organizational profitability.  
 This study is based on primary and secondary data the primary data is collected with the help of 
survey method where Questionnaire is used as tool of data collection and the secondary data is collected 
through the research journals, web sites, reference books and some documents from selected small and 
medium scale industries etc. This research paper will sketch out different challenges in managing 
unskilled workers, women workers, trade unions, technological changes, demands of workers etc. Profit 
of the company is much depends upon the Leadership quality of the manager. It is the leader only who 
takes his workers wherever he divert so, it’s a responsibility of a leader to guide their team members to 
achieve the set goals of the organization which will help in the profitability of the company. 
 
Key words: Leader, Leadership challenge, Workers, Company, Profitability, small and medium companies.  
 
Introduction: 
Peter Senge: "Leadership is about creating a domain in which human beings continually deepen their 
understanding of reality and become more capable of participating in the unfolding of the world. Ultimately, 
leadership is about creating new realities."  
Peter Drucker: "The only definition of a leader is someone who has followers." 
 Leadership has long been a major area of interest among social scientists and in particular 
organizational and political psychologists. The concept of leadership is one that continues to attract 
generations of writers in large part because we believe that leadership as an important feature of everyday 
and organizational affairs.  
 Leadership may be considered as the process (act) of influencing the activities of an organized group in 
its efforts toward goal setting and goal achievement (Stogdill 1950: 3) 
 Building a rich and lasting heritage is the dream of every leader—whether a multi-national CEO, small 
business owner, cross-functional team lead, or an individual contributor wanting to make a more significant 
difference. When you liberate the leader within, you can make extraordinary things happen…for yourself, 
those who follow, and the world. 
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 Small business owners usually set the leadership tone for their organization. Owners accomplish this by 
developing a mission or set of values by which they operate their company. This creates a minimum level of 
acceptance for employee behavior. Business owners often create company policies or guidelines from the 
company and company’s mission or values. Policies and guidelines also give business owners the ability to 
remove under-performing employees from the company. Leadership can help a business maintain singular 
focus on its operations, Business owners can use leadership skills to get managers and employees on the 
same page and refocus on the original goal. Leadership skills can also help correct poor business practices 
or internal conflicts between employees. 
 Successful organizational performance relies on the proper behavior from managers and employees. 
Leadership can be an evolutionary process in companies. Business owners who provide leadership can 
transform an employee from a worker completing tasks to a valuable team member. Leadership skills can 
help change an employee mentality by instilling an ownership mindset. Employees who believe they have a 
direct owner-style relationship with the organization often find ways to improve their attitude and 
productivity. 
 Indian companies have changed significantly their management style and people practices to suit the 
demands of a global environment. In such a scenario, there is no doubt that the leadership must also change 
its style. The challenge of leadership is not just to lead effectively, but also to keep pace with the changing 
employee expectations. Changing market demands have resulted in a very different corporate environments, 
which has influenced employee lifestyles dramatically and has changed their expectations from the 
organization and their leader. 
 Over the past few years, India has benefited greatly from the experience of globalization. Companies 
have achieved a high level of organic growth by incorporating global standards in operations and quality. 
This has been supported by corporate movement beyond India’s borders through mergers and acquisitions 
and joint ventures. Growth has also come from foreign companies that have recognized India’s potential 
and believe it to be a market that strongly influences business dynamics in the rest of the world. 
 Pune…as one of the largest cities in India, and as a result of its many colleges and universities, Pune is 
emerging as a prominent location for IT and manufacturing companies to expand. Pune has the seventh 
largest metropolitan economy and the sixth highest per capita income in the country. Pune is one of the 
premier industrial centers of India, it has many SMEs in the region. Pune is the seventh largest city in India 
and second largest city in Maharashtra after Mumbai, PCMC saw a spate of industrial development 
following the setting up of Explosives units at Khadki during World War II. The next milestone was the 
entry of Kirloskar Oil Engines Ltd. into the city in the forties with which PCMC emerged as a known hub 
for diesel engine manufacturers. In 1960, MIDC set up a huge industrial estate at Bhosari. It was in fact this 
development, which is made PCMC the hometown for production. This development of PCMC an auto-hub 
has been particularly evident in the period 1960-1990. The MIDC in PCMC is an active industrial hub, 
hosting close to 3,200 units in production under the industrial areas like Pimpri, Chinchwad, Chakan, 
Bhosari, Hadapsar, Phursungi, Talegaon, Ranjangaon, Kahradi etc.  The Small  and Medium Enterprises in 
the area that are today suppliers to the bigger established players there. In fact, one finds a lot of spilling 
over between the two corporation limits, whether in terms of industry logistics, talent pool or commercial 
business support systems  PCMC MIDC has been instrumental in facilitating the development of the Small 
and Medium Enterprises in the area that are today suppliers to the bigger established players there. SMEs 
have been established in almost all-major sectors in the Pune’s industry such as: 
Automobile, Auto Ancillary, 
Food Processing, 
Chemicals & Pharmaceuticals, 
Engineering;  Electricals; Electronics, mechanical. 
Plastics products, 
Computer Software, etc. 
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Literature Review: 
Many of the researchers have been studying leadership theory over the years. The leadership view 

is producing results that are success or failure depending on the character of the manager who is the leader 
(personal traits, culture, and behavior) (Wren, 1994)13. For the organizational success it is essential to have 
effective leadership (Hernez-Broome & Hughes, 2004). Leaders in the small organization have a strong 
influence on how employees achieve organizational goals (Peters, 2005). There must be better 
understanding among the leaders of the small organization about leadership styles to show development and 
progress in achieving the organization's goals and objectives. It has been find out by Howard, 2006; 
O'Regan et al., (2005) that leadership has an important role in organizational effectiveness.  

Leadership is important as to hold together the healthy work environment so as to remove the lack 
of employee empowerment which creates unsatisfied employees who may not work toward achieving 
organizational goals and objectives (Shirey, 2006, pp. 256-268). It has been stated by chen (2004) that 
human factors consisted of lack of business knowledge, lack of managerial experience, and poor working 
habits further he has also suggested that these types of organizational inequities emphasized the need for 
leadership and personal commitment from organizational decision makers, which are critical for 
organizational success. Arditi et al. supported Chen's statement by representing that human and internal 
factors influenced the outcome of the alteration process and determined the success or failure of the 
organization. It is essential that small organization establish strong leadership to avoid failure (Tulacz, 
2007). Further the researcher says that small organization’s leader are responsible for motivating employees 
to grip the organization's vision to achieve organizational goals and objectives. 

Leaders influence very powerfully on employee’s behaviors (Yukl, 2002). Leaders can keep 
employees engaged in intellectually stimulating work and remove obstacles to performance and other 
distractions (Florida et. al., 2005). Leaders help others to observe problems in new ways and develop their 
skills, knowledge and ability to work effectively (Bass and Avolio, 1994). A leader having participative 
style leads to a positive relationship and involves / engages his team employees in dialogue rather than 
makes random decisions and tries to form more creative behavior (Axtell, 2000). This help in giving a 
message that “we are on the same team and we are not just a collection of individual ideas but a product of 
group interaction”. This culture creates a sense of loyalty to the organization and to the customer it serves. 
 
Objectives: 
1. To study the leadership challenges faced by managers in Small & Medium Manufacturing Companies. 
2. To study the leadership challenges which impact on the organizational profitability. 
3. To determine the relationship between the leadership and Small & Medium Manufacturing Companies. 
 
Scope of Research: 
 The research is an only limited to PCMC area and with just small and medium size manufacturing 
companies. Taking in to consideration point mentioned the researcher at the end will recommend some 
more topics for further research. Which can be studied with relation to this research, so that there will be 
more exploration done to the left out opportunities. 
 
Research Methodology:  
 The data to be utilized in this study was collected from the small and medium size manufacturing 
companies of PCMC area. Methodology consists of the information about how the program of research was 
designed. The Primary data was obtained from the managers of some selected small and medium size 
manufacturing companies with the help of questionnaire and in depth interview method. The questionnaire 
was distributed to the managers of the small and medium size manufacturing companies. These 
questionnaires consist of the examination of the leadership qualities and the loop holes in it which affects 
the organizational performance directly or indirectly. The respondent for this research work were 100 in 
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number from which Managers, HR Manager and Supervisors are considered. Data is collected with the help 
of Questionnaire and personal interview of the respondents.  
 
Contact Method: 
 The researcher himself has been in contact with the respondent at their office for collecting the data. 
The respondents were given the questionnaire   which was asked to be filled at the spot. The researcher has 
also collected the information by having the in-depth interview, so that more interaction will give the 
correct information. The thorough analysis was done for each questionnaire to see reliability of data 
provided by the respondents during personal interview. 
 
Research Design: 
 The study is descriptive and exploratory in Nature. Secondary data was collected through News paper, 
books, journals, reports, websites, related magazines and result orientated related data from these selected 
small and medium size industries etc. The sample size was drawn from the population with the help of 
statistical techniques from small and medium size manufacturing companies in PCMC area. The collected 
data was analyzed with the help of mean & standard deviation, correlation matrix, simple regression 
analysis and anova. The result of which is given in this research paper.  
 
Limitations of study: The study is a small research which is done within the limits of   PCMC area only 
and is restricted to small and medium size manufacturing companies. In future the study can be continued to 
the large extend by taking the high number of respondents or it can be study by taking the large scale 
manufacturing companies at the wider extend of area in Pune city.  
 
Conclusion:  Small and medium scale manufacturing companies have a great opportunity to compete with 
the global players. It is very important to have an innovative leader so as to face the competitive edge. The 
leaders must be such that the change in the organization or any change in the technology will be handled by 
the leaders without any hurdle or flummox. 
 In this research work it has been found out that there are different leadership challenges which directly 
and indirectly affects the organizational productivity. The study conducted by the researchers has given the 
clear indication of different factors which have an effect on the leadership qualities. There are different 
challenges faced by the managers in the organization in leading the workers. Gender is one of the 
challenges for the leader in the organization, where women workers will be the main challenge in front of 
the leader. As  handling the women workers in the organization is somewhat difficult as compare to the 
male workers. Another challenge in front of the manager is the unskilled workers. Here the manager need to 
take care that the workers must have all the knowledge which is required to operate the work so the 
manager need to give adequate knowledge to his team so that the workers will be more productive which 
give the organizational profitability. 
 Next challenge faced by the leader is the demands of the workers and the trade union. It is the quality 
of the manager to how he/she handles the workers demand.  
 The researcher has found out that effective leaders are those who guide their team and minimize their 
obstacles which result in a much better productivity. Leaders utilizes their resources efficiently to maximize 
productivity and create the trust between them. The leadership behaviors of the leader affect the workers job 
satisfaction such as motivate their employees through recognition and incentives for a job well done this 
will give the organization productivity. 
 It has been seen that the leaders need to be aware and able to identify the new emerging markets, which 
may present new business opportunities that help in leading the team.  
 Leader need to have a success on the short term goal and must take care that long term goal will be 
achieved. It is important for the leader to take care of the economic, environmental and social performance.  
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This small piece of research says that there are many leadership challenges faced by the managers and 
leadership affect the organizational productivity. 
 
Future study: The respondents were selected from the small and medium scale manufacturing companies. 
These companies are from PCMC limits. The respondents were the Managers, HR Managers and 
Supervisors. These respondents are positive towards the impact of leadership on the business performance. 
Still on the other hand they don’t concern with the challenges faced by the managers. There are many 
problems related to the leadership faced by the managers. For the further research it is very important to 
study the large scale industries and to know is there any challenges faced by the managers and how they 
tackle the problems. This will help small and medium scale industries to know the technique of facing the 
challenges. This will give us the more significant picture about the challenges faced by the leaders. This 
kind of research will help small and medium scale industries.  
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Abstract: 
 The primary focus of the present study is on determining the training needs of the staff of Tehran’s 
municipality-affiliated fire department. The statistical population of this study encompasses all personnel 
working on shift and in suppression unit as first responders (3807 persons) that 349 employees have been 
selected on the basis of random stratification as sample. Regarding afore-mentioned selection, the 
research’s questionnaire is provided with 75 questions and after three rounds of negotiation with 
adviser,consultant, some instructor, and number of division chiefs from suppression unit, the number of 
the questioner’s items were decreased to 57 that include activities that the staff of operation unit may 
perform during their working hours.  
 In the present study, the researcher raised five sub-questions in order to arrive at an understanding 
about the main question. To determine the training needs, five fields including : Fire . Rescue,Logistics, 
Fire prevention, and communication and command have been taken into consideration.  
 The results of the study demonstrated that Fire department personnel are in desperate need for 
training in all detected fields including: (Firefighting,rescue,logistics , fire prevention and 
communication and command ) . From the enumerated need aspects , those that are most salient include 
respectively : training courses for opening electric doors , method  of opening and breaching theft-proof 
doors , confrontation with HAZMT incidents , extinguishment of fuel containers and gas stations 
incidents  , high-rise  fire operations and fire investigation.     
 
Keywords: Training needs,Fire department, Safety Services Organization 
 
Introduction 
 Tehran firefighting organization is one of the organizations affiliated to municipality of city of Tehran 
which is responsible for protecting the citizens’ lives and properties in times of crisis and danger and also 
what, how much and howis it trained to face events which are not the same?Do they need to be trained or 
they have learnt things through trial and error? Do they have the necessary expertise in special events like 
hazardous material incidents? Are they familiar with the modern technologies used in buildings and around 
the city? Are they able to work with the new devices which are purchased for the organization? Do they 
remember what they have been taught throughout the different courses of service training? And such many 
other questions. 
 Tehran firefighting organization is one of the organizations of municipality which has changed through 
the last 12 years so that in 2000 and 2001 deputy of the city’s utilities at the time have felt necessity of 
equipped training center existence. He established the cornerstone of the largest firefighting training center 
in the Middle East in a 13 hectare national land which has been spreads to 17 hectare at the next years.  
 As there were no research records in this field in Iran and all the courses were taught according to the 
management’s personal view or copying West societies and sometimes without localization and also 
regarding to the numerous constraints, the researcher tried to base this significant issue for the first time.  
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 The academic definition of training is an experience based on learning in order to create relatively 
steady changes in a person so that he could improve his ability to perform a task (Bruce Joyce, Emily 
Calhoun and David Hopkins, 2010, 7). 
 Definition of a training system is a set of prepared plans, methods and material to achieve certain 
training goals (Cynthia B. Leshin, Joellyn Pollock, Charles M. Reigeluth, 1992, 13). 
 If a person is preparing a training system for himself, there are instances such as curriculum including 
free study which the person would do for upgrade his knowledge; or a person prepares a curriculum for 
others including training which is presented by an employer to upgrade his worker’s knowledge and skills. 
And or a group plans a curriculum for itself such as university students’ group study to discuss various 
scientific topics or a group prepare a curriculum for another group like a short term training course which is 
specialized (Cynthia B. Leshin, Joellyn Pollock, Charles M. Reigeluth, 1992, 13). 
 Changes in society due to inventions and innovations have significant effect on different aspect of life. 
So the organizations as institutes within the society have to be in line with these changes. Therefore the 
organization structure were pushed from being simple and traditional forms to complex and specialized 
organizations and their duties and performances changed and became complex. In such situation preparing 
for a special profession requires specialized training and is time consuming. Therefore, employees’ training 
has found a special place in most jobs (Fathi, 2011, 2). 
 Employees’ training has found different forms. In some cases due to professionalism of the jobs, at the 
beginning a professional training would be defined for newly arrived employees and after some time 
according to changes of the system, service training would be required besides the primary training. 
Therefore, regarding the changes of these training courses,special various topics, courses and headlines 
would be defined according to the different hours which are briefly mentioned. 
Types of employees’ training: 

A) At the beginning of the service, 
B) During the service, 
C) Along with the service. 

 Correct, full and accurate planning is one of the essential requirements for training and improvement of 
human resources and an effective tool to achieve training goals. The first step in training planning is 
recognition and defining employees’ training needs who were not able to perform their tasks and 
responsibilities well and does not comply with work standards. In this stage it should be determined that the 
shortage of which knowledge, skill or behavior lead to the appearing problems (Abtahi, 73, page 138). 
 In order to utilize more financial and human resources of organization, specialists define training, 
requirements, goals, content, and principles relevant to the training so that the organization’s effectiveness 
and efficiency improve. The following chart shows the stages which should be done before starting the 
training and development. Meanwhile it is better to include the training method selection in the plan. 
 

First steps in preparing a training and development plan 
Requirements assessment: training and development: plan content, learning principles: actual plan: 
employees’ skills, abilities and knowledge 
Assessment standards  

 
 As it is shown, the first stage of the training curriculum is requirements assessment which training 
goals will be defined according to it. By requirement assessment we could save from training costs and 
better recognize the skill, knowledge and ability of the employees. Meanwhile it could be a standard for 
results assessment. Sub-steps or the essential stages to implement the stages of defining the goal and 
training courses content and also environment assessment relevant to it, is shown at the following figure 
(Abtahi, 1974, page 123). 



      Human Recourse Management  
 

 

ISSN: 2230-9667 Chronicle of the Neville Wadia Institute of Management Studies & Research 114 

 

 Training needs determination (Training Need assessment ) is defined as: ‘’Evaluating qualitative and 
quantitative changes in fulfilling duties and job-related activities of staff with the help of internship or 
implementing training programs , in order to maximize their efficiency ‘’.(kazemi,1380:308-309) 
 Sara cook (cook,2005 : 65-68) , presenting the ADDE Model, provides the following definition for 
analyzing training needs : ‘’analyzing training needs is reffered to as collecting data and analysis that 
conducted at the outset of training ‘’. 
 Training requirementsis one of the training systems’ inputs which is the essential basis of the planning, 
execution and assessment of the system’s operations. In many cases the learners have to learn subjects 
which could not be applied at their job position practically. Apart from its implications, this problem is due 
to two reasons: lack of accuracy in assessment of the requirements or lack of requirement assessment in 
training process. This could hinder the effectiveness of training curriculum and conformation of them with 
the needs of the audience and participants.   
 The goal of training requirement assessment is to achieve information about required principle and 
practical duties for playing the job rule and essential knowledge, skills and attitudes for performing those 
duties. Therefore, it could be stated that requirement assessment is practically a tool for information 
gathering that if it is performed correctly, it makes us stand out passive and ambiguousin training activities 
(Abbaszadegan and Torkzadeh, 2002, page 65). 
 Firefighting organization’s employees’ service training and safety services which is in fact kind of a 
professional training and forms a relatively large community from Tehran municipality services’ labor 
forces and according to their profession and job, it is a necessary issue. Because they have to be able to save 
their fellow citizens’ life and possessions in incidents and danger besides saving their own lives and they 
will prepare to utilize more and better equipment and facilities with raising awareness and skills in order to 
face no problems in achieving the organization’s goals which the most important goal is to save people’s 
lives and properties.  
 Concerning the fact that the firefighting and safety services organization is considered as a specialized 
organization which will act as specialists in special, critical and dangerous occasions, therefore their 
training is so difficult and significant. Some managers stated some sentences like “the employees’ do not 
perform the works which are expected to do” or “we have training problems”, which shows the necessity of 
planning.  
 The researcher concluded that there is a gap between the employees of operational division and those of 
the training division according to his 15 years work experience in Tehran firefighting organization and 
working in various divisions of the organization including operations, command and also an official 7 years 
work experience in training division and his studies, and filling the gap is the programmer’s responsibility. 
Accordingly, the main research question was formulated as follows: 
 How many the employees of Tehran firefighting organization need to be trained and what are their 
priorities at training requirement? 
 To respond this question, secondary question were raised as follows: 
1- How many the employees of firefighting organization need to be trained regarding to fire incidents?; 2- 
How much the employees of firefighting organization need to be trained regarding to rescue events?; 3- 
How much the employees of firefighting organization need to be trained in support affairs?; 4- How much 
the employees of firefighting organization need to be trained to prevent fire and incidents?; 5- How much 
the employees of firefighting organization need to be trained in communication affairs?  
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Methodology 
  As the present research is performed to introduce Tehran firefighting organization’s employees’ 
requirements, the descriptive-applied research methodology is utilized which fits the research subject in 
order to present an explicit image from employees’ point of views regarding to need for training in fire, 
rescue, support, prevention and communication. Statistical population of this research includes all Tehran 
firefighting organization’s operational employees which work in stations throughout Tehran in day and 
night shifts and the number of the employees were 3807 person at the time. According to a stratified random 
sampling and referring to the table of determining the mass of sample by Corjes and Morgan (1970), a 
number of 349 sample were selected from the employees which respectively samples of 227 firefighter, 65 
expertise, 27 deputy of commander, 23 commander were selected by taking the ratio of each category with a 
combination of sampling methods of classifying and then random sampling, also according to 8 operational 
regions and according to their heterogeneous nature regarding random number of stations and taking the 
ratio of regions and according to ratio formula which the requirements are obtained from the sample 
employees’ point of views. To collect statistical data and variables study using survey and questionnaire, 
the following sequence were applied: 
1- According to the plan which was unprecedented, recognizing the mentioned organization’s training 

requirements, short term and long term goals, definition of activities, definition of the current 
responsibilities of the employees were extracted after studying the research’s literature from the 
theoretical aspect, existing study records in this field and also reviewing the organization’s constitution.  

2- At the second phase, papers with a topic as “write down your training requirements according to our 
operation region” were randomly distributed among various regions and stations throughout Tehran. 
And after collecting the papers (the number of the collected papers were 600) I started to monitor them 
and classified them in accordance with different aspects.  

3- At the 3rd phase, eight specialized staff and operational experts, teachers and coaches were interviewed 
and a list of the organization’s training requirements was prepared based on the previous phase’s 
information and experts’ point of views. After reviewing, modifying and adjustment of the 
questionnaire, it was classified to 75 questions based on the research’s questions.  

4- In this step measures were taken to prepare the genera format of the questionnaire through a meeting 
with supervisor and consultant professors and the number of questions reduced to 64 questions.  

5- Respective deputies of the operation, training, training supreme consultant, managing director, 
managers and respective deputies of the eight operation regions were invited in order to perform 
reliability and the researcher explained details of the affairs and method of doing the job and the 
questionnaires were distributed among the authorities and they were asked to write down their point of 
views.  

6- Finally a questionnaire with 57 item was designed and prepared after performing reliability consulting 
with supervisor and consultant professors and managers opining. 

7- In order to define justifiability, the prepared list was presented to 26 professors in the faculty of the 
university and in the organization and after their opining and performing necessary reformations based 
on their opinion, the questionnaire was randomly distributed among 28 employees of the organization 
to define reliability. After evaluating the responses, they started to reform and prepare the final 
questionnaire. Descriptive statistics, mean and standard deviation and also uni-variatet-test inferential 
statistics were used for analysis.  

 
Conclusion 
 In order to answer the question of “how much the employees of Tehran firefighting organization need 
training and what are their priorities in training requirements?” the uni-variate t-test was used which the 
results after calculation are as follows: 
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Row Items/Indicator Theoretical mean=3  (N=350) 
Mean Standard 

deviation 
Amount of t Degree of 

freedom 
Meaningful 
level 

1 Fire 3/122 0/59 3/877 349 - 
2 Rescue 3/613 0/74 15/545 349 - 
3 Support 3/407 1/05 7/224 349 - 
4 Prevention 3/503 0/844 11/145 349 - 
5 Communication 3/198 0/98 3/758 349 - 
6 Physical education  3/368 1/08 12936 349 - 

 
 According to the table, all the mentioned items regarding the training requirements of the firefighting 
organization’s employees in various areas, amount of t is significant at the level of α=%5 and as the 
experimental mean is significantly higher than theoretical mean, it could be said that the employees of the 
firefighting organization need to be trained at all the areas.  
 Second section, results regarding the questions of the second section are “how much the employees of 
the firefighting organization need to be trained in fire incidents?” According to the results all the 
mentioned items regarding the training requirements of the firefighting organization’s employees in the 
field of fire, amount of t is significant at the level of α=%5 and as the experimental mean is significantly 
higher than theoretical mean, it could be said that the employees of the firefighting organization highly need 
to be trained in the field of fire. 
 Third section, results regarding the questions of the third section are “how much the employees of the 
firefighting organization need to be trained in rescue incidents?”  
 According to the results all the mentioned items regarding the training requirements of the firefighting 
organization’s employees in the field of rescue, amount of t is significant at the level of α=%5 and as the 
experimental mean is significantly higher than theoretical mean (3), it could be said that the employees of 
the firefighting organization highly need to be trained in the field of rescue. 
 Forth section, results regarding the questions of the forth section are “how much the employees of the 
firefighting organization need to be trained in the field of support?”  
 According to the results all the mentioned items regarding the training requirements of the firefighting 
organization’s employees in the field of support, amount of t is significant at the level of α=%5 and as the 
experimental mean is significantly higher than theoretical mean (3), it could be said that the employees of 
the firefighting organization highly need to be trained in the field of support. 
 Fifth section, results regarding the questions of the fifth section are “how much the employees of the 
firefighting organization need to be trained in prevention?” According to the results all the mentioned 
items regarding the training requirements of the firefighting organization’s employees in the field of 
prevention, amount of t is significant at the level of α=%5 and as the experimental mean is significantly 
higher than theoretical mean (3), it could be said that the employees of the firefighting organization highly 
need to be trained in the field of prevention. 
 Sixth section, results regarding the questions of the sixth section are “how much the employees of 
the firefighting organization need to be trained regarding communication and command?”  
 According to the results all the mentioned items regarding the training requirements of the firefighting 
organization’s employees in the field of communication and command, amount of t is significant at the level 
of α=%5 and as the experimental mean is significantly higher than theoretical mean (3), it could be said that 
the employees of the firefighting organization highly need to be trained in the field of communication and 
command. 
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 At last it could be concluded that as the experimental mean in rescue is higher than other items, the 
essential and major priority of the requirements is rescue, and respectively priority is in items prevention, 
support, communication and fire.  
 Also in fire section the higher decelerated requirement is the question of “introduction to hazardous 
material training course” which is situated at the highest priority with a mean of 4/137.  
After that, the decelerated required courses are respectively as follows: 
- Training course of fuel containers and gas stations firefighting with an experimental mean of 3/85, 
- Training course of high buildings firefighting with an experimental mean of 3/82, 
- Training course of fire behavior with an experimental mean of 3/763, 
- Training course of basements firefighting with an experimental mean of 3/688, and 
- Training course of tunnels firefighting with an experimental mean of 3/63. 

At rescue section the higher decelerated requirement is the question 30 that is “introduction to opening 
the electrical shutters training course” which is situated at the highest priority in rescue and also compared 
to other areas with a mean of 4/189. 
After that, the decelerated required courses in rescue are respectively as follows: 
- Training course of opening the anti-theft doors with an experimental mean of 4/186, 
- Training course of swimming and scuba diving with an experimental mean of 3/851, 
- Training course of how to open a car door having alarm with an experimental mean of 3/843, 
- Training course of how to deal with suicide commitment intension with an experimental mean of 3/797, 
- Training course of rescue from height with an experimental mean of 3/74, and 
- Training course of how to deal with well incidents with an experimental mean of 3/7. 
 At support area the higher decelerated requirement is the question 41 that is “elevators and high ladders 
training course” which have stated at the highest felted requirement with a mean of 3/669. 
 At prevention area the higher decelerated requirement is the question 47 that is “fire investigation 
training course” which is the highest indicated requirement with a mean of 3/82. 
 At communication and command area the higher decelerated requirement is the question 55 that is 
“introduction to legal regulations training course” which have stated at the highest felted requirement with a 
mean of 3/643. 
 The results of the present research showed that the training requirements of the organization’s 
employees differ in various areas. The respective experts of training should consider that issue in preparing 
employees training program. This is recommended that the authorities be informed from the training 
requirements of the employees by intermittent requirements assessment and consider their priorities 
according to the nature of special duties and responsibilities of Tehran firefighting organization which is 
saving the citizen’s lives and properties and particular sensitivity of this job and also as requirement 
assessment was not academically and scientifically performed in any city and in any one of the firefighting 
organizations in Tehran and Iran’s history of about 90 years of firefighting until so far and generally 
requirement assessment was copying West models and based on trial and errors. It is recommended that the 
authorities emphasis on all aspects of training requirements in particular human resources because the 
competence of the human resources of the organization leads to more productivity in line with serving the 
society and achieving the organization’s goals. 
 
Suggestions 
It is suggested that the respective decision making managing director and senior managers: 
- In terms of fire incidents , give their top planning priorities to : Course associated with the 

familiarization with hazardous materials , fire extinguishment in fuel containers and gas stations, 
Highrise building fires , and behavior . 
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- Concerning rescue , focus their attention on courses related to breaching electric and safe-guarded 
doors , swimming and scuba diving , dealing with those who intend to commit suicide , rope rescue , 
well collapse , building collapse , and road traffic collision .  

- Provide a basis for holding workshops and training courses concerning aerial platforms and turntable 
ladders (T.l) periodically. 

- Run courses associated with Fire Investigation in Fire Prevention Department. 
- Hold training courses on familiarization with legal proceedings administrative regulation, and Incident 

command in the field of communication and command as well. 
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Abstract: 
 There is a lot of talk about going green these days. The corporate sector has increased its adoption of 
environment management systems. A green approach to people practices is the core of good green 
governance and will contribute to valuing people for their contributions in the work place. This paper 
reviews how corporations today develop human resource policies for promoting environment 
management initiatives. Most people think that Green HR involves reducing carbon footprints via less 
printing of paper, video conferencing and interviews, etc. In reality, Green HR has two essential 
elements: environmentally friendly HR practices and the preservation of knowledge capital. Companies 
are quick to layoff when times are tough before realizing the future implications of losing that knowledge 
capital. Green HR initiatives help companies find alternative ways to cut cost without losing their top 
talent. A green approach to people practices is the core of good green governance. Shifting the mindset 
and practices to a green model requires a total re-engineering of all the process steps in the entire system, 
i.e. considering the end-to-end cycle steps that make up the entire HR strategy. This paper will focuson 
an analysis of green business initiatives which are being implemented in the corporate world. 
 
Keywords: Green HRM, environment management initiatives, retention, training, rewards. 
 
 The Green HRM is the requirement of 21st Century as day in and day out, it is reported in the 
newspaper that because of the excess consumption of natural resources as a raw material by the industries 
and other commercial organization there is tremendous pressure on the natural resources of planet Earth. 
The situation is so alarming that the scientist and theenvironmentalist are discussing the issues of ecological 
imbalances and the bio-diversity. Inevery International Conference on environment the nations are 
discussing about the carboncredits, global warming and the changes in the climate, resulting into 
earthquakes, frequentfloods and vanishing of certain species and animals.  The responsibility of the present 
generations, HR managers is to create awareness amongst the youngsters and among the people working for 
the organization about the Green HRM, Green Movement, utilization of natural resources and helping the 
corporate to maintain proper environment, and retain the natural resources for our future generation i.e. 
sustainable development. 
 The impact of our daily activities on the environment and the desire to go greenhas expanded from just 
individuals to organizations. Now days, many organizations arevolunteering to operate in a more 
environmentally responsible way, therefore in the nearfuture; “being green” could become the norm. The 
awareness of green action can be demonstrated into natural environment, such as green product (no animal 
testing); greentechnology; green education; green life (work-life balance). There is a growing need for the 
integration of environmental management into Human Resource (HR) and it is called Green HR. Many 
studies argued that system of environmental management can only be effectively implemented if the 
companies have the right people with the right skills and competencies. 
 The impact of our daily activities on the environment and the desire to go green has expanded from just 
individuals to organizations. More organizations are volunteering to operate in a more environmentally 
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responsible way. Local municipalities are encouraging businesses to become greener by offering incentives. 
In the near future, “being green” could become the norm. 
 Green HR is the use of Human ResourceManagement policies to promote the sustainable use of 
resources within businessorganizations and, more generally, promotes the cause of environmental 
sustainability.Due to the responsibility of the present generations, HR managers are to createawareness 
amongst the youngsters and among the people working for the organizationabout the Green HRM. 
 HR plays an important role in Management of people, which is regarded as an Asset of anorganization. 
The people in the organizations must realize the importance of GreenMovement, Green HR and Green 
Audit.The responsibility of the present generation HR Managers is to incorporate the Green HRPhilosophy 
in corporate mission statement, HR-Polices. It should also spread it with thehelp of training programmes, in 
recruitments,etc. 
 
Objectives 
1. To what extent and how HR policies and practices can improve theenvironmental performance of 

organizations 
2. Specific HR philosophies, policies and/or practices that support orinhibit change around environmental 

issues 
3. The Role of the HR professional in environmental management 
4. Changing attitudes and behaviours related to environmental issuesin the workplace. 
 
 Green HR initiatives help companies find alternative ways to cut costwithout losing their top talent. 
Green HR refers to the contributionof people management policies and activities towards this 
broaderagenda. It’s an important issue for HR because it is clearly an important issue for all employees, as 
well as customers and other stakeholders. It’s also one in which HR can have a big impact without causing 
muchexpenditure ,good environmental management can improve sales and reduce costs, providing funding 
for green benefits to keep staffengaged.  
 The best practice for greening the business are be the use of computerizedhuman resources information 
systems, applicant tracking systemsand online applications streamline hiring efforts. They also reduce 
paperusage and costs. In addition, documents that authorize motor vehicle, background, criminal checks and 
references can all be scanned andtransmitted to third parties and reduce excess paperwork. Open 
enrollmentfor employee benefits can be conducted online and signaturesfor legal documents may be 
obtained electronically, eliminating excessive use of paper so the company initiatives driven by human 
resourcesare blood drives, charitable contribution campaigns and wellnessprograms are typically 
coordinated by human resources departments. 
 Green initiatives such as recycling campaigns, paper drives and educationalprograms can be driven by 
HR personnel. This also contributesto cleaner air quality, not to mention saving time and money. 
Customersare often more flexible than people might expect, especially when they are aware of admirable 
green practices that appear responsibleand forward thinking.  
 
Here are some actions which the organizations can adopt to go green: 
 ISO 14000 environmental management standards exists to help companies to minimize the 
operational affects on natural resources and environment, to comply with pollution laws and improve, 
organizations applying for ISO 14000 series, conducting environmental audits and using eco-friendly 
technology and producing eco-friendly products. It is a step towards Clean HR e.g. in many manufacturing 
companies are shifting from old packing material like tin containers, plastic bags to eco-friendly packing 
material. 
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 Paperless Office: Banks and other service sector was major consumer of paper, buttoday with 
introduction of IT, the consumption of paper has come down. E-business,e-learning has changed the 
methods and procedures at offices. 
Wastage-Disposal: This recent development in disposal of industrial waste,domestic waste, the sewerage 
system, bio-medical waste is an example of“Protective Environment” or we care for environment. 
 Conducting an energy audit - Most local utilities offer businessesfree on-site consultations on how 
they can reduce usage and savemoney. Frequent suggestions include: Improve insulation, installtimers to 
automatically turn off lights, use energy efficient lightbulbs, keep temperatures at comfortable ranges that 
are not excessivelycool in the summer and warm in the winter. 
 Reduce commuting - Encourage carpooling by provide preferredparking for carpoolers). Offering 
transit passes to employees whotake the bus or subway, and bike racks for cyclists. 
 Reducing business travel -Teleconference instead of traveling. Formust-go trips, keep track of the 
miles driven and flown and buycarbon offsets from a non-profit like Carbonfund.org to make upfor the 
greenhouse gas emissions. 
 Buying green - Tell suppliers that you›re interested in sustainableproducts and set specific goals for 
buying recycled, refurbished,or used. Make the environment, and not just price, a factor whenpurchasing. 
 Detoxify - Many offices have toxic substances, such as used batteriesand copier toner, on hand. Talk to 
suppliers about alternativesto toxics, and make sure you properly dispose of the ones you can’tavoid using. 
 Rethink transportation  Consider the petroleum it takes to shipand receive products. Evaluate the 
impact of products you buy orsell, and find ways to mitigate those impacts. Purchase or lease 
 Energy-efficient cars and trucks for your employees› business usesand delivery of products. Provide 
leadership and resources for going greening - Assign arespected executive-level person to head up going 
Green/OrganizationalSustainability initiatives. Including “going green” in Company’s mission statement 
and business plans. 
 Get employees involved - Create a team to lead the companyeco-efforts. 
 Communicating about Going Green issues - Inform suppliers andcustomers about your efforts. And get 
in touch with local regulatoryagencies, many of which offer financial incentives to businessesthat 
implement green initiatives. Keep employees and shareholders/investors informed about going green 
progress. 
 Save water - Monitor sinks and toilets for leaks that waste water.Eliminate water waste in 
manufacturing processes and in wateringthe company›s lawns. 
 Explore opportunities for implementing alternative energy sources- Evaluate opportunities for 
using solar energy, bio-fuels, wind power and other alternative energy sources. 
 Implement green manufacturing processes - Use energy-efficientequipment, and streamline 
processes to use fewer steps and lessmaterials and packaging. Green ideas and concepts are beginning to 
gather pace within theHR space, often complementing existing sustainability-based initiatives. 
 Increasingly they are delivering tangible benefits to the business,rather than simply adding a gloss to 
brand and reputation. These newprocesses, policies, products and tools are actually helping to 
ensurecompliance and improve productivity too. And with legislation now in 
 place to effectively formalize the need for a new corporate approach tothe environment, now’s the time 
for HR to embrace the green agenda. 
 “The most valuable asset can be our employees… but they can also be our greatest 
liability”. Looking at human resources on a larger and complete scale as human beings, it is the 
responsibility of HR leadership to be concerned about the wellness of people and looking beyond just 
monetary rewards and incentives. The focus of leaders and human resource managers ought to be to bring 
out the best of human nature and quality in people. The nature of organisations, institutions or governments 
must be of the human kind which value and promote enabling conditions for recognition for people and the 
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realisation of the limitless potential of the human individual to become more productive, motivated and 
inspired.  
 One way of achieving this is by adding quality and meaning to products and the way in which such 
products are made. I believe it is the possibility of attaining green HR practices in an organisation that will 
give people the sense of security, pride and confidence to be productive and performing employees. 
Determining the carbon HR footprint of the organisation is dependent on analysing all the processes in the 
performance system. If HR leadership is going to embrace a green HR model, it is not only the output of 
each cycle step in the strategy that needs special consideration, but actually all the touch points of each 
process step should be re-visited to ensure that the entire strategy subscribes to the new green HR strategy.  
 The future of a country is shaped by the way a country invests in the development of its human 
resources. As in the case of all countries, and especially as a developing country, Bhutan too has grand 
visions and aspirations. We have therefore, invested heavily in HRD from the early stages of our 
development process and continue to do so.  In turn, we hope to become an IT enabled knowledge based 
society to build a wholly green and sustainable economy within which pursuit of happiness will be the 
conscious goal of every citizen.” This is the opening speech of the Prime Minister of Bhutan at a recent 
human resources conference held in India.Gilbert (2007: 1) identifies a greenbusiness activity as any 
activity that is performed in a manner that has either limitednegative ecological impact or directly benefits 
the natural environment in some way. 
 The effect of green business practices requires an in-depth knowledge of clientrequirements together 
with the ability to satisfy these requirements whilecontributing to environmental sustainability. Managers 
need to develop systemsand structures within their business that satisfy the requirements of green 
businesspractices while still achieving strategic business goals. Green HR is one which involves two 
essential elements,environmentally friendly HR practices and the presentation ofknowledge capital.The 
importance of green HRM practices is vital to promote employee morale and this may help in arriving at a 
great deal of benefit for both the company and the employee. For example some of the benefits that an 
organization can attain as a result of introducing green HRM principles in the organization include:  
• Improvement in retention rate of employee  
• Improvement public image  
• Improvement in attracting better employees  
• Improvement in productivity and sustainability  
• Reduction in environmental impact of the company  
• Improved competitiveness and increased overall performance  
 Apart from this it is to be identified that employees who are actively involved in environment 
management principles may play a vital role in arriving at better environmental strategies to be 
implemented. Employees may feel empowered to adopt specific environment management principles as a 
resulted of promoted human resource policies which present better opportunities for improvements related 
to reduction of waste and promotion of lean manufacturing. This also may help in arriving at greener 
products and green savings from waste elimination. Thepromotion of such values will also indirectly 
improve consumer satisfaction. 
 
Conclusion  
 Today most consumers look for companies which adopt environmental standards.The following 
conclusions and recommendations are provided based on the literaturestudy conducted: 
 
Manufacturing/Operations function:  Businesses should apply green principles by using their resources 
more efficiently. This can be done by creating byproducts to eliminate waste and intensifying production 
processes to reduce environmental impacts while lowering the cost of inputs and waste disposal.  
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 Businesses shouldconsciously avoid actions that can cause changes to the climate, water 
infrastructureand forestry, and rather make use of alternative energy sources.  
 Businesses shouldhave a recycling, re-use and waste policy. Using green technology and reducingthe 
impact of facility construction and operation could increase productivity and ensure that a business remains 
competitive. 
 
Marketing/Sales function: Businesses must sell only green products and use only green packaging for 
products. This type of approach would show that a business is environmentally friendly and could lead to 
new market opportunities, as well as developing a reputation for supplying green products. Green 
businesses shouldhave a brand that is valued by customers. Advertising positive environmentalismis not 
enough, as businesses should be able to honour their promises. 
 There is aneed to continually advertise green products to increase customer awareness of the impact 
and benefits thereof. Furthermore, businesses should be committed toinvesting in green research and 
development initiatives. 
 To conclude we can saythat HR has a role in the pursuit of greener business practices, a role to save 
planet earth andrecruit new employees and enforce greener working practices and change 
environmentallyunfriendly behaviours. HR has a significant opportunity to contribute the green movement 
andto motivate employees / people to work for greener business. 
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Abstract: 
 Globalization has opened-up broader communication lines and attracted multinational companies 
into India. This implicit more opportunities for workforce in India. It is also apprehended that through 
increase employment opportunities, even unorganized sector would be a beneficiary. However this entire 
process of globalization may pose risks to the vulnerable and disadvantaged section of the society. So as 
to overcome such dangers, businesses will have to adopt innovative human resource management 
strategies to provide human dignity to their employees. In India, besides having constitutional and 
statutory safeguards, substantial section of workforce, especially women, child, migrant and agricultural 
labours, constituting unorganized sector are not adequately protected. This paper aims to discuss the 
impact of globalization on labour force in India, more particularly in unorganized sector and suggests 
certain strategies to improve the conditions of labour force so as to enable them to become not only the 
part of mainstream of society but to utilize their potential to argument the productivity of nation and 
allow every individual labour to grow as per his / her potential to live decent life in the era of 
globalization.  
 
Key Words: Globalization, Multinational Companies, Socio-Economic Justice, Industrial Society, Labour 
Welfare Measures, Conditions of Labour, Unorganized Sector, Industrial Relations, Socio-Economic 
Balance, Industrial Peace and Harmony, Construction Workers. 
 
Introduction: 
 Globalization can generally be defined as the integration of the world economics by removing barriers 
to trade and encouraging the free flow of foreign investment, private portfolio capital and labour across 
national boundaries. It has opened broader communication lines and attracted more companies as well as 
different organization into India. 
 It assumes availing of more employment opportunities for both men and women workers in India. 
However, it would be challenging task for the companies to cope-up with existing labour laws and ensure 
activities promoting labour welfare to suite the emerging needs of contemporary labour force. Due to cut-
throat competition in the market exploitation of labours is likely to increase. In this context so as to keep 
morale of the workforce high, various welfare measures to protect their interest are necessary as an 
important strategy.  The aim or objective of welfare activities is partly humanitarian to enable workers to 
enjoy a fuller and richer life and partly economic to improve the efficiency of the workers andalso partly 
civic to develop among them a sense of responsibility and dignity and thus make them worthy citizens of 
the nation.1 
 Labour welfare measures are efforts towards relieving the industrial worker of his worries and making 
him happy.2 Industrial labour is considered as underprivileged section of the society, lacking any bargaining 
power individually, hence prone to exploitation.  Adverse and unhealthy working environment is 
unfortunately inevitable in India and hence need of protective devices and compulsory benefits to workers 
are emphasized.  The term labour welfare may include not only the minimum standard of hygiene and 
safety laid down in general labour laws but also such aspects of working life as social insurance schemes, 
measures for protection of women and young workers, limitations of hours of work, paid vacations etc.3 
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Scope of labour laws and labour welfare: 
 Labour Laws in India have been enacted keeping in view the need for economic and industrial 
development of a country. Improvement of physical working conditions, establishment of industrial peace 
and harmony, provision of machineries for settlement of industrial disputes, ensuring workers participation 
in management, prohibition of unfair labour practices, restrictions on strikes and lock-outs, provision of 
social security benefits and welfare facilities, regulation of working hours have substantial bearing on the 
pace and extent of economic development. These aspects have been covered under various labour laws of 
India. 
 Labour welfare activities and benefits are not restricted to worker and workplace but they are also 
extended to workers’ families.  Labour welfare may be considered as “efforts to make life worth living for 
workmen”.4 
 According to the Labour Investigation Committee (1944-46), labour welfare activities include anything 
done for intellectual, physical, moral and economic betterment of the workers, whether by employees, by 
government or by other agencies, over and above what is laid down by law or what is normally expected or 
part of the contractual benefits for which the workers may have bargained”.5  International Labour 
Organization includes under the term labour welfare “such services, facilities and amenities which may be 
established in the vicinity of undertaking to enable the persons employed therein to perform their work in 
healthy and congenial surroundings and to provide them with amenities conducive to good health and good 
morals”.6It means, the concept of labour welfare is dynamic and also relative. 
 Historical review reflects that the need for labour welfare was felt by the Royal Commission on Labour 
in 1931.  The Indian National Congress stressed that the organization of economic life in the country must 
confirm to the principles of justice, Art. 38, 39, 41, 42, 43 of the Indian constitution also emphasizedthe 
need of the labour welfare. The planning commissions have also realized the importance of labour welfare 
and made provision for improvement of working conditions of labour by allocating funds for the same.   
 
Labour Welfare measures in India: 
 Priorto independence various statutory enactments highlighted this issue.  The Indian Factories Act, 
1881 prohibited exploitation of child labour up to some extent.  Somehow this legislation made it clear that 
government is empowered to protect the interest of workers through appropriate statutes.  Thereafter series 
of labour legislations tried to safeguard the interest of the workers.  Through the Factories (Amendment) 
Act, 1881, the lower and upper age limit for the children were raised to 9 and 14 respectively and their 
hours of work were limited to 7 and between 5.00am and 8.00pm.  It also provided protection to women 
workers and for better ventilation, cleanliness and prevention of overcrowd at the work place etc.  The 
Indian Factories Act, 1911, 1934, 1948 and subsequent amendments include the provisions to protect 
health, welfare and safety of the workers.   
 Series of five years plans paid considerable attention to promote the labour welfare and tried to create 
healthy relations between employers and employees.  Various legislations such as Mines Act, 1952, The 
Employees’ Provident Fund Act, 1952, The Plantation Labour Act, 1951, The Bombay Housing Board Act, 
1948, Assam Tea Plantations Employees’ Welfare Fund Act, 1959, Maternity Benefit Act, 1961, 
Apprentice Act, 1961, Iron- Ore Mines Labour Welfare Cess, 1961, The Payment of Bonus Act, 1965, The 
Contract Labour  ( Regulation and Abolition)Act, 1970, The Payment of Gratuity Act, 1972, The 
Employees’ Family Pension Scheme, 1971, The Employees’ State Insurance Act, 1948, The Limestone and 
Dolomite Mines Labour Welfare fund Act, 1973, The Beedi and SigarWorkers’ (conditions of employment) 
Act, 1966, The Child Labour ( Prohibition and Regulation) Act, 1986, Merchant Shipping Act, 1958, Motor 
Transport Workers Act,1961, The Automatic Energy Act, 1962 etc. Equal Remuneration Act, 1976 were 
passed to protect working labour class in general and also women and child workers in particular.  All these 
legislations, one or the other way, tried to regulate working conditions and provide suitable healthy 
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environment at the work place and also tried to provide social security in case of non-employment or 
retirement etc.  Through these legislations, government took proactive step and compelled employers to 
provide various welfare safeguards to the working community.    
 Besides these legislative attempts on the part of government, the mandatory labour welfare measures 
were moderately taken care of in the organized sector.  Large number of workers from unorganized sector 
could not avail the benefits of such statutory labour welfare safeguards for the betterment of their lives. 
Besides these statutory labour welfare measures, certain proactive employers have adopted some measures 
on voluntary basis without having any statutory obligation to do so.  Certain welfare measures are also 
undertaken jointly by the management and the workers by cooperating each other’s. Recently in India, 
various non-governmental organizations, women’s Self Help Groups are instrumental in initiating labour 
welfare activities even in unorganized sectors.       
 However,considering the current reality and emerging trends in global management practices, these 
efforts are required to be channelized with deliberate planning and proper implementation of conscious 
execution of strategy in this regards.  It is the need of the day to consider welfare work as a joint 
responsibility of the government, employers, workers unions and NGO’s.     
 
Impact of globalization on unorganized sector: 
 In the era of globalization, it became a matter of concern to have industrial harmony and socio-
economic balance in the society especiallyin the developing country like India.  While reviewing 
AmartyaSen’s book on ‘the argumentative Indian’, NamitaArora quotes globalization as a “one sided 
movement that simply reflects and asymmetry of power which needs to be resisted.” “Global economic 
interaction brings general benefits but they can also create problems for many, because of in-adequacies of 
global arrangements as well as limitations of appropriate domestic policies”.  By this he (AmartyaSen) 
means, globalization may pose risks to the vulnerable and disadvantaged sections of the society.7 In this 
regard,the fact that, workers in the unorganized sector, constituting 90% of the total working population is 
the matter of concern.  Improving the quality of the working life of the workers including women and child 
workers is one of the great challenges.  In order to ensure to workers in the unorganized sector, inter-alia, 
includes weavers, handloom workers, fisher men and fisher women, toddy tappers, leather workers, 
plantation workers, beedi workers. The Unorganized Workers’ Social Security Act, 2008’ has been enacted.  
As per the provisions of the Act, a National Social Security Board has been constituted for recommending 
formulation of social security schemes viz. Life and disability cover, health and maternity benefits, old age 
protection and any other benefit as may be determined by the government for unorganized workers.  The ‘ 
RashtriyaSwasthyaBimaYojana’ (RSBY) was formally launched on 1/10/2007 to provide ‘smart card base 
cash less health insurance’ to BPL families in the unorganized sector.8 No doubt the protection to Mathadi 
Workers Board in Maharashtra and JathuHamal Boards in Andhra Pradesh are certain good models to adopt 
in other states for such unorganized sector.  Considering such issues National Commission on Labour 2002 
has suggested an Umbrella Legislation for ensuring a minimum level of protection to the workers in the 
unorganized sector. As per the 1991 census about 27 million workers are in the organized sector and 259 
million are in the unorganized sector.  The organized sector accounts for nearly 9.4% of total workforce 
whereasunorganized labour accounts for 9.0%.  As per the survey carried out by National Sample Survey 
Organization in the year 2009-10, the total employment, in both organized and unorganized sector in the 
country was of the order of 46.5 crorescomprising of around 2.8 crores in the organised sector and the 
balance 43.7 crores worker in the unorganized sector.  Out of 43.7 crores in the unorganized sector, there 
are 24.6 crores workers employed in agricultural sector, about 4.4 crores in construction works and 
remaining in manufacturing and service9. It is pertinent to note that, substantial employment growth is 
taking place in the small and unorganized sector.  Unorganized labour exist mainly in the following kinds of 
industries a) Agriculture b) Construction, c) Tiny Manufacturing industries d) Trade, Transport, financial 
and personal services.10 Most of the labour laws are not adequate to give protection or welfare for the vast 
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majority of workers in the unorganized sector. Supreme Court of India has played a key role in protecting 
and promoting the basic human rights of the unorganized workers.  In cases like Maneka Gandhiv.Union of 
India (AIR 1978 SC 597) where right to live with human dignity was upheld and in Peoples Union for 
Democratic Rights v. Union of India (AIR 1982, SC 1473) Supreme Court held that nonpayment of 
minimum wages to the workers employee in various Asiad projects in Delhi was violation of article 21 of 
the constitution which talks about right to live. Hence it is necessary to formulate effective policy for the 
welfare and working and living conditions of an unorganizedsector not in the rural area but also in the urban 
areas. 
 
Globalization and women workers: 
 As per the 1991 census, the total work force in India is about 314million out of which women 
constitute 90 million and men 224 million. The male and female workers participation rate is 51.56% and 
22.73% respectively.  Majority of the women workers are employed in the rural areas.  Most of them are 
employed in agriculture. There is concentration of women at the lower of employment and mainly in 
unskilled jobs11.The women workers get discriminatory treatment and are exploited by giving lower wages 
than their male counterparts.  It is necessary to give more protection to female workers in their working 
environment. Even today, majority of women workers are without any job security and social security. The 
globalization has made many international corporations reaches by the billions at the expense of women 
who are suffering enormously to this expansion of corporate empires. Women workers are force to work are 
twelve hours while the local governments ignore this open flouting of the labour laws12.  
 
The employment opportunities for men and women in the year 2009-10 have been reflected in the following 
table - 

Number of persons in work force in India (millions): 

Year 
Rural Urban 

Total 
Male Female Total Male Female Total 

2004-05 218.9 124 342.9 90.4 24.6 115 457.9 

2009-10 231.9 104.5 336.4 99.8 22.8 122 458.4 

 
Source: The National Sample Survey Organization Report (2009-10), NSSO Publication. 
 As per this survey, there has not been any significant increase in employment opportunities. But 
alarming fact is that there has been a declined in employment in the rural areas, led by a sharp fall in the 
employment of rural females. Preseasons for the same are required to be traced out. 
 The recommendations of the National Commission on Self Employed Women 1987and suggestions on 
National Commission on labour 2002 should be implemented for improving economic status of poor 
women working in the informal sector and to enhance their ownership and control over productive assets.   
 
State of affair of contract and migrant labour in the era of globalization: 
 In organized industries, contract workers are not protected to the same level of conditions of 
employment, wages and benefits in comparison with the workers employed directly.  Conditions of work of 
contract labour in unorganized sector is still worse because of casual nature of employment, ill-literacy, 
scattered nature of establishment etc. Though the Contract Labour (Regulation and Abolition, Act 1970 has 
made some improvement.  As per this Act certain amenities such as canteens, rest rooms, supply of drinking 
waters, latrines and urinals, washing facilities and first aid facilities should be provided to the contract 
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labour.  However,the implementation of the Act is not satisfactory.  Hence it should be implemented 
properly to promote social and economic justice amongst a larger number of workers employed in the 
unorganized sector. 
 Migration of workers is an inevitable consequence of economic development.    Various labour laws 
like Minimum Wages Act, Workmen Compensation Act, and Payment ofWages Act are applicable to all 
workers including migrants, provided their establishment is covered under these laws so as to protect their 
rights.  A separate legislation namely, Interstate Migrants Workmen (Regulations of Employments and 
Conditions of service) Act, 1979 was enacted to regulate the employment and to provide for their conditions 
of service and welfare and for matters connected therewith.  However, again the implementation of Act is 
not effective because of the reluctance to cooperate, on the part of labour departments of originating State 
and ignorance of workers.  Therefore, it is necessary to implement this Act to give fair treatment, fair 
housing, fair wages and social security benefits to the migrant workmen.  
 
Emerging issues of Construction labours: 
 The building and construction industries plays vital role in Indian economy.  It is flourishing industry 
and created new class of entrepreneurs and their by creating strong builders lobby in the country.  For 
development in the field of business, education, trade, commerce, transport, health, food production, roads, 
canals, bridges etc. It is the second largest unorganized sector of industry employing more than 8million 
workers.  Due to rapid growth of urbanization there is substantial growth in the industries.  The workers 
working in the industries are not free form exploitation as most of them are contract labours and moving 
from one project to another and with adverse working conditions.  Though so many labour laws were 
applicable to these workers but they were not sufficient to tackle the problems of these construction 
workers.  Hence following two comprehensive central legislations were passed for this category of workers.   
1) The Building and Other construction workers (Regulation of Employment and conditions of Service) 

Act, 1996. 
2) The Building and Other construction Workers Welfare Cess Act, 1996.  
 Because of these legislations provisions for regulating the employment and conditions of service, 
safety, health and welfare measures for these workers were made.  The second legislation provides for 
creation of welfare fund by the employer so as to avail benefits to the worker or his families in case of 
accident, pension, housing loan, children education and other medical benefits. Besides these legislations it 
has been observed that these workers work timings are uncertain, their safety measures are not sufficient, 
violation of labour laws is a routine, women workers are not given maternity benefits and minimum wages 
and high excellent rate. Due to such reasons these workers suffer various health problems.  Casual workers 
don’t get benefits of various laws.  During the work on sight the working condition, residential 
accommodations, sanitary facilities, water education of children are not really taken care of.  Even 
preventive precautions have not been taken to prevent accident on the construction site.  These workers are 
not organized.  The workers unions should take some steps to protect the rights of these workers.  First aid 
training programme, awareness of various diseases is required to be conducted / made. Cultural 
programmes, sports activities would create healthy environment on the site.  Industry should initiate and 
implement various welfare activities for these workers under the pretext of their corporate social 
responsibility initiatives.   
 
Issues relating to agricultural and casual workers: Agricultural workers are also unorganized and 
unskilled.  Most of them are from lowers strata of the society.  The agriculturist himself is uncertain about 
his future.  Hence one can understand measurable working conditions of these workers. Considering the 
peculiar conditions of agriculturist labour one can easily felt the urgent need to give sufficient protection to 
such workers. The existing social security legislations have not taken cognizance of welfare of rural 
workers.  Rural housing, drinking water supply, rural credit schemes, education to children is the certain 
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major issues to be sorted out.  Problem of un-touch-ability, caste system and blind faith in the rural area add 
fuel to the problems.  The employment guarantee scheme can solve the various problems of these 
workers.The workers involved in casual and occasional jobs may be identified as casual labourer.  In 
Maharashtra through Maharashtra Mathadi, Hamal and other Manual Workers (Regulation of Employment 
and Welfare) Act, 1969 was enacted to improve working conditions of such unprotected manual workers.  
Besides this substantial number of home based workers are working without having much legal protection 
in the field of beedi rolling, garment making, agarbatti making, preparation of papad, pickles etc.  There are 
few NGOs like self-employed women’s associations who are working to solve the problems of these 
workers.  Tribal labour, forest labour, fisheries labour, mines and quarries, Beedi and Sigar workers are 
certain additional working forces who are not adequately protected under the existing legislations.  
Moreover few additional classes of labours working in information technology related sector are also facing 
lot of problems and hence there is an urgent need to pay attention to the welfare of these workers so as to 
maintain socio economic balance.Proactive collective, concrete steps are required to be taken by the 
government, voluntary organizations, intellectual, social scientist and entrepreneurs.  
 
Suggestions: So as to overcome problems posed by globalization, following suggestions may be considered 
to create healthy environment for the workers and their families to achieve the goal of industrial harmony 
and peace by respecting basic human values and human rights of the individuals in the emerging changes in 
industrial sector. 
1) Activities of welfare measures for the workers in Indian industries must be taken by providing facilities 

suitable for their physical, psychological, cultural, social economic morale and intellectual growth. 
2) Programmes for physical fitness and efficiency, housing, recreations such as sports, cultural activities, 

library, holiday homes, leave travel facilities, cooperative credit society, and transport facility may be 
provided for workers on and off the factory premises. 

3) Employers should take cautious and conscious efforts to avoid any strike, strife in the industries. 
4) Employers and trade unions should take proactive steps by suitably using the information technology 

based equipment and services for prevention of industrial hazards. 
5) It is necessary to identify economically viable occupations and women should be given adequate 

entrepreneur training so that they would explore self-employment opportunity and avoid any kind of 
exploitation by the employers. 

6) The recommendation of National Commission of Labour 2002 that, The Special Courts be appointed to 
hear and decide upon disputes of migrants and contract labour and such other recommendations be 
implemented in the interest of these workers.  

7) As recommended by National Commission on Labour, 2002, an “Umbrella Legislations for workers in 
the unorganized sectors to ensure at least a minimum protection and welfare to the workers in the 
unorganized sectors be passed on urgent basis. 

8) Emerging concept of Corporate Social responsibility can be extended for the betterment of workers and 
their families. The statutory provision relating to corporate social responsibility and regarding spending 
some amount from profits of the companies stipulated in the Indian Companies Act, 2013 is required to 
be implemented in consultation with non-governmental organization working in the social field. 

9) Joint Committees of trade unions of workers and managements should be established to study emerging 
human resource management practices and make appropriate suggestions to provide better welfare 
amenities. Companies should come-out of the traditional mode of distrust and conflict and create 
healthy partnerships with trade unions and workers.  

10) Managements should encourage workers for their excellent work, good attendance, team efforts 
creativity etc.   

11) Efforts should be taken to provide housing facility to theworkers near the work place so as to avoid 
unnecessary transport and save the time by formulating appropriate programmes with the help of 
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government and Trade Unions or else providing housing loans to purchase houses elsewhere.  E.g. 
Textile Labour Association Ahmedabad has successfully utilized the financial assistance and guidance 
provided under the subsidized housing schemes.22 

12) Counselling Centers, Appropriate Insurance schemes, for workers and their families on various issues 
may be established in the interest of workers.  Workers Co-operative Credit Societies may be 
established to cater the requirement of availing loans for the appropriate need of the workers and their 
families. 

13) Research should be carried out to find out the reasons for sharp decline in women’s employment 
particular in rural area and appropriate strategy be formulated by the government to see that the women 
work force get equitable opportunities for their employment in the globalized economics. 

14) Companies may also consider to conduct and organize training programme for skill developments of 
workers and also for building awareness of rights, duties and liabilities among the workers. 
 

Conclusions: Besides certain constitutional safe guards to unorganized labour force in India and labour 
legislations, there is urgent need to take pro-active steps by employers and see that this substantial section 
of society live their human life with dignity and with adequate social security. So as to eradicate negative 
impact of globalization on the labour force of India, the collective efforts on the part of government, 
employers, voluntary, organizations, Trade Unions through concrete, well planned strategic steps can 
definitely improve workers and their family member’s physical, mental, social and cultural conditions of 
life as well as health, safety, security and convenient conditions of work life.  Proper implementation of 
labour legislations and proactive steps of the employers and other stake-holders can make positive change 
in the field of labour welfare in India which would ultimately help the industrial society to create social and 
industrial harmony and peace.India needs to cater the aspiration of the this neglected unorganized sector, 
and finally see that the goal of socio-economic justice, enshrined in the constitution is accomplished. 
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Abstract: 
 The implementation of Employee well-being practices definitely creates a better image of the 
organization as desirable place to work. In general Managers, Leaders, Supervisors & Employees believe 
that creation of healthier environment results for employees to increase their efforts and thus the overall 
productivity. Accordingly Managers and Leaders devote considerable resources of the organization to 
enhance employee well-being in various ways, from professional development and employee recognition 
practices to healthcare benefits and employee assistance programs. The fortune magazine honors such 
organizations that foster employee well-being with a “Best Companies to Work For” award. In today’s 
dynamic organizational culture, employee retention is a crucial aspect and hence most of the companies 
find it difficult to control the attrition rate and thereby retain their valuable employees. Most important 
reason for high attrition rate is the improper well-being policies / initiatives in the organization. 
Therefore organizations have to provide good well-being initiatives which not only provide job 
satisfaction but also help employees to enjoy their work with potential and have pride to do the same. In 
today’s competitive world it is essential for organization on one hand to have competitive employees and 
on other hand to retain them and hence Employee well-being is most crucial aspect for every 
organization. The aim of this study is to explore the impact of well-being policies / initiatives of the 
company on employee performance and retention likelihood of employees. Investigation revealed that 
employee well-being initiatives of the organization helps to increase job satisfaction and thereby improve 
likelihood of retention.  
 
Keywords: Workplace Health / Environment, Employee Well-being, Work Stress, Retention 
 
INTRODUCTION: According to World Health Organization (WHO) an employee averagely spends 1/3rd 
of his life at work place. Hence workplace has prominent importance in employee’s life and thereby it is 
significant for employer to promote well-being of the employees. The wellbeing of employee, not only 
helps to satisfy them but moreover to increase their performance and especially to retain them. With the 
impact of globalization and thereby deregulation of the labour market, Indian workforce has undergone 
significant changes. Now a day’s technological advancements naturally results to replace the low and 
medium skilled labour which further leads to increasing the demand for highly skilled professionals and 
technicians. The desired output from an employee depends on workplace environment, his health and 
wellness. ‘Health’ and ‘wellness’ are terms that are often used interchangeably (Russell, 2009). WHO 
defines health as ‘a state of complete physical, mental and social well-being and not merely the absence of 
disease’, whereas wellness is defined as ‘a composite of physical, emotional, spiritual, intellectual, 
occupational, and social health (Reardon, 1998). Due to keen competitive work environment, most 
employees strives to achieve their given task and hence are subject to increased stress which ultimately 
results for health problems like heart attack, psychological disorders, disturbed sleep, nervousness, 
difficulty in concentration etc. It is true that under stress and ill health employees do not operate to the 
desired level of productivity therefore is a burden to the organization. It is important to note that healthy, 
active organizations benefit from both financial & productivity gains (Russell, 2009). Increasing levels of 
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stress and health related problems of employees can cost organizations through absenteeism, long term sick 
leaves, loss of production, overtime payments, employing extra temporary staff, extra training and 
administration cost for new staff, low morale, increase in injuries and diseases and decrease in job 
satisfaction.  Finally such scenario may lead to increase in attrition rate of employee. The increase in 
employee attrition rate is now a common problem faced by large number of companies. Therefore it is 
prime need to study whether firstly the company has a well-being policy, secondly the initiatives taken in 
implementing well-being policies and lastly its impact on employee performance and retention likelihood. It 
is a fact that employee’s performance level  depends on various factors of workplace environment wherein 
health and well-being are of utmost importance. The positive workplace environment not only improves the 
productivity but there is likelihood of retention of employees. The main purpose of present research is study 
the impact of well-being initiatives implemented by the company on the retention likelihood of the 
employees and hence case study was undertaken of The Indian Card Clothing Company Ltd. Pune 
 
OBJECTIVES OF THE STUDY ARE: 

a. To study different types of employee well-being initiatives practiced in the company. 
b. To examine the policy impact of employee well-being on performance & retention likelihood. 
c. To suggest the measures to improve employee performance and retention likelihood. 

RESEARCH METHODOLOGY: The present research work descriptive in nature and is based on both 
primary and secondary data. A questionnaire was designed to collect the primary data wherein the 5 point 
Likert scale was used for rating. Total 150 respondents were selected randomly. The data collected was 
analyzed and percentages were drawn. The graphics of data and further the interpretation can lead to 
understand the opinion of the employees towards well-being initiatives adopted by the company and its 
impact on the retention likelihood. The secondary data referred has sources like books, magazines, journals, 
newspapers and websites.  
 
ANALYSIS AND FINDINGS: 
1. The study comprises the eight aspects of employee well-being. These aspects under study are shown in 

below figure 1. 

 
Figure 1 
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Figure 2: The opinion of the respondents regarding social well-being and emotional well-being can be 
observed in Figure 2. It is revealed that 28% of the respondents are found to Strongly Agree that the 
company provides adequate welfare facilities as well as there is no harassment from employer side. 
Similarly there are 40% or more employees who Agree to these aspects. On the other hand 8% of the 
respondents were found to Strongly Disagree about welfare facilities and may have suffered harassment at 
some time or the other. It can also be observed that 4% of employees remain Neutral regarding spiritual and 
emotional well-being initiatives of the company. 
3. EMPLOYEE DEVELOPMENT (Intellectual well-being) AND IMPACT OF NON-

DISCRIMINATION ON EMPLOYEE PERFORMANCE 
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Figure 3:  Figure 3 deals about Intellectual well-being and the impact of non-discrimination on employee 
performance. It is observed from the graph that nearly 60% of the employee either Strongly Disagree or 
Disagree regarding their intellectual well-being through the company initiatives like training and 
development opportunities. However contrast is the scenario when one finds that almost as high as 84% 
employee firmly believes that the company does not discriminate among employees and hence their 
performance is unaffected. The non-discrimination is a good indicator which proves that equal opportunity 
exists for almost all employees. This indicator is valuable to indicate the well-being policy adopted by the 
company wherein 48% have opinion that the training imparted to them is useful for growth opportunities. 
4. SOCIAL INVOLVEMENT (Social well-being) AND  

IMPACT OF SOCIAL INVOLVEMENT ON EMPLOYEE PERFORMANCE 
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Figure 4: The social well-being and its impact on employee performance are correlated and are shown in 
Figure 4. It is observed from the graph that nearly 64% of the employee either Strongly Agree or Agree 
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regarding their social well-being through the company initiatives like supporting them in case they take part 
in social event or gathering. Similarly 100% of employees either Strongly Agree or Agree that organization 
of the family get together every year by the company certainly helps to build the family atmosphere and 
hence cohesive family bonding is experienced. This indicator is valuable to indicate the company takes care 
of social well-being of employees. 
5. EMPLOYEE CARING (Physical well-being) AND IMPACT OF EMPLOYEE CARING ON 

EMPLOYEE PERFORMANCE 
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Figure 5: Figure 5 deals about physical well-being and its impact on employee performance. It is from the 
said figure that nearly 72% of the employees are in favour and supports the company initiatives regarding 
their physical well-being. The company initiatives are like covering all employees adequately under medical 
insurance as well for arranging annual medical check-up for all of them. On the other hand 20% of the 
respondents were found to Disagree about employee caring initiatives and this is so as those few have 
suffered physical discomfort. It can also be observed that 4% of employees remain Neutral regarding 
physical well-being. 
6. EMPLOYEE SAFETY (Occupational well-being) AND IMPACT OF EMPLOYEE SAFETY ON 

EMPLOYEE PERFORMANCE 
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Figure 6: The opinion expressed regarding the occupational well-being and its impact on employee 
performance is depicted in Figure 6. Here it is observed that more than 64% of the employee either Strongly 
Agree or Agree about the company initiatives like providing safe working conditions and provision of 
appropriate safety measures / personal protective equipment which leads for occupational wellbeing. On the 
other hand it is also known that more than 20% of the respondents Strongly Disagree. Such employees are 
concerned for safety initiatives are not found to be satisfied with the present day company initiatives and 
hence they are worried about occupational hazards.  
 
7. EMPLOYEE REWARDS (Financial well-being) AND 

IMPACT OF EMPLOYEE REWARDS ON EMPLOYEE PERFORMANCE 
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Figure 7: Figure 7 shows the respondent’s expression about financial well-being and its impact on employee 
performance. More than 56% of the employees are found to Strongly Disagree or Disagree regarding their 
financial well-being through the company initiatives like conducting regular salary reviews as well as 
rewarding performing employees. Also there seems to be lack of providing appropriate opportunities for 
promotion to higher grade and assigning of responsibilities. The respondents who Strongly Agree about 
employee rewards initiatives and have been rewarded for their performance account for 28%. There are 4% 
employees remain who wish to remain Neutral regarding financial well-being. 
 
8. COMPANY ENVIRONMENT (Environmental well-being) AND 

IMPACT OF COMPANY ENVIRONMENT ON EMPLOYEE PERFORMANCE 
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Figure 8: The environmental well-being and its impact on employee performance form an important 
component of any company. In case of ICC Ltd. 64% of the employee were found either Strongly Agree or 
Agree regarding environmental well-being. The idea to agree is mainly due to the company provision of 
proper ventilation, lighting & temperature inside the premises and also for having well designed work 
stations with noise free environment. In contrast to this there are 20% of the respondents who do not agree 
about environmental initiatives of the company and have hence expressed their environmental discomfort.  
 
SUGGESTIONS 
1. With regard to spiritual and emotional wellbeing, it is necessary that the HR of the company should 

reach-out to all employees so as to minimize the discomfort about present day implementation of 
welfare facilities. 

2. The HR should also make efforts to create awareness about company policy towards non-
discrimination. 

3. Employees are found to have no proper training, it is necessary that whatever training is provided 
should be oriented as per need of work and this training concept should be made clear to respective 
employees. 
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4. It is need of the hour that ICC Ltd should design appropriate system for rewards and recognitions of 
employee performance as well as should have promotion policy for employee development. With such 
strategy company can have good retention rate as employees would have financial wellbeing and also 
do competency mapping to understand the skill sets required and available with individual and plan 
development activities based on gap analysis.  

5. As part of financial wellbeing company should redesign present salary structure to avail maximum tax 
benefits for its employees. 

6. The company should also look into wealth management of employees as it will help them to plan for 
retirement strategies. Hence seminars with expert financial consultants can be an option. 

7. Lastly the strategy to welcome suggestion from employees should be adopted which will largely result 
for further wellbeing plans.  

 
CONCLUSION: 
From the present study it is clear that the wellbeing initiatives are important which certainly results not only 
for better performance of employee but also help to significantly tackle the situation of attrition of 
employees. Hence wellbeing initiatives are essential so as to have good retention likelihood.  
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Abstract: 
 Resource based view of effective organization emphatically emphasis that attune with time the talent 
management evolves and revolves needs; is dependent on the ‘talent’ and talent management tactics and 
strategies. 
 Organizations today are facing dual challenge of finding and retaining people who are willing to 
lead. It is also steadily developing the talent management pipeline. An attempt is made here to throw the 
light on the current and emerging trends of talent management. After global financial crises the 
importance of talent management is enhanced to greater heights. 
This paper is the result of introspection in this issue. The preferences, probabilities, perspectives play an 
important role. 
 
Key Words: Talent management, recruitment, performance management, employees (people), retention 
development, perspective and strategy 
 
• Methodology: 
Conceptual and strategic description. 
 
• Introduction: 
 The word ‘talent management’ is originated recently. Based upon organizational individual 
conceptualization the practice of employing the talent management in different organization is distinct. 
Several organizations align the endeavour of talent management in a cohesive manner. This is not an area of 
arm-chair-criticism but to make an analytical study of its viability. It catalyses and helps to get down work 
to help realize its growth potential- a pre-requisite for generating surpluses for inclusive growth. 
 
• WHAT IS TALENT MANAGEMENT? 
 HR today is no longer concerned with just managing human resources. It is more about managing 
human capital and human assets – talented people are a long term bet for an organization. The commitment, 
involvement, contribution (which is a bit more than the excellent growth and prosperity of organization. In 
an article in Business Line dt. 21.05.2012, it is reiterated that: Identity and spotting talent, growing an 
nurturing it, and above all retaining it all poses serious challenges for modern HR managers. 
 
• WHAT IS TALENT? 
 Talent represents the unusual, unique or innate capability of an individual in a particular field of 
activity. People can be talented in a variety of ways and fields. In the organizational context, the relevant 
aspects are with respect to compliance of organizational expectations and more than that value delivered. 
 Dr. S. B. Sengupta (in his research paper published in Gyan Management Vol. 4 Issue 2, Jul-Dec 
2010). Capsule some definitions, as below: Talent Management is a conscious, deliberate approach 
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undertaken to attract, develop, retain people with aptitude, abilities to meet current and future organizational 
needs. 
Talent Development has three stages of relationship between employer and employees: 

a) Personal control 
b) People development stage 
c) Gaining a competitive edge over competition and value creation by multiplication of talent. 

 According to Armstrong (2006); talent is a complex amalgam of employees’ skills, knowledge, 
cognitive ability and potential, employee values and work preferences, experiences. So talent is all 
encompassing term. 
 
• WHAT IS TALENT MANAGEMENT? 
 Organizational systematic procedure and process implementation; integrated strategy tailored to 
improve recruitment, retention, developing people with requisite skills, aptitude, knowledge, attitude, 
positive and proactive perception according to existing and emerging needs can be called as talent 
management. The process is having different approaches. The first one is planning perspective (here the 
consideration is, aligning people with roles and aligning roles with people). The second one is competitive 
perspective. It embraces appropriate retention strategy. The third one is developmental perspective. This 
encompasses a strategy of developing the talent of those who are perceived to possess prominent potential. 
The fourth one is change management perspective. 
 
The various perspectives and the way in which they may impact the HR practices are tabulated below: 
Perspective Core Belief Recruitment 

Selection 
Retention Successful 

Planning 
Development 
Approach 

Process Includes all 
processes to 
optimize 
people 

Competence 
based 
consistent 
approach 

Good on 
process such as 
work life 
balance & 
intrinsic factors 
that make 
people feel 
belongingness 

Routing 
review 
process based 
on 
performance 
review cycle 

PDPs and 
development 
reviews as 
part of 
performance 
management. 
May be some 
individual 
intervention 

Cultural Belief that 
talent is 
needed for 
success 

Look for raw 
talent. Allow 
introductions 
from in house 

Allow people 
the freedom to 
demonstrate 
their talent and 
to succeed or 
fail 

Develop in-
house if 
possible, if 
not look 
outside 

Individuals 
negotiate 
their own 
development 
paths. 
Coaching & 
mentoring 
are standard 

Competitive Keep talent 
away from 
the 
competition 

Pay the best so 
you attract the 
best. Poach the 
best from the 
competition 

Good people 
like to work 
with good 
people. Aim to 
be employer of 
choice 

Geared 
towards 
retention – 
letting people 
know what 
their target 
jobs are 

Both planned 
and 
opportunities 
approaches 
adopted 
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Developmental Accelerate 
the 
development 
of high 
potentials 

Ideally only 
recruit at entry 
point and then 
develop  

Clear 
development 
paths and 
schemes to 
Lock high 
potentials into 
career paths 

Identified 
groups will be 
developed for 
each level of 
the 
organization 

Mentors 
used to build 
loyalty both 
planned and 
opportunistic 

HR Planning Right people 
in the right 
jobs at the 
right time 

Target areas of 
shortage 
across the 
company. 
Numbers and 
quotas 
approach 

Turnover 
expected, 
monitored and 
accounted for 
in plants 

Detailed in-
house 
mapping for 
individuals 

Planned in 
cycles 
according to 
business 
needs 

Change 
Management 

Use talent 
management 
to instigate 
change in 
the 
organization 

Seek out 
mavericks and 
change agents 
to join the 
organization 

Projects and 
assignments 
keep change 
agents, but 
turnover of 
main stay staff 
can occur 

Cab be a bit 
opportunistic 
initially until 
change is 
embedded 

Change 
agents 
develop 
others who 
align with 
them and 
become the 
next 
generation of 
talent 

 
Source for above table if: Gyan Management Vol. 4, Issue 2, Jul-Dec 2010 – an article by Dr. S. B. 
Sengupta. 
 
• WHAT IS TO BE DONE FOR BES TALENT MANAGEMENT STRATEGY? 

1. Hiring is a challenge. The HR policies and programs should align with strategic business policy 
2. The candidate should be proactive, positive, practical and pragmatic and aligned with company’s 

culture and environment 
3. While matching the personal attributes to job attributes, the selection panel member should focus 

objectively. Generally mismatch occurs when recruiter attempt to synchronize his personal 
attributes with the personal attributes of the candidate. 

4. Over reliance on a big employer brand hides process inefficiencies 
5. There must be audit and inventory why apex persons underperform considering their style, type of 

leadership lack of clarification about total job needs, superficial assessment of cultural and 
environmental fit. 
 

• GLOBAL LEADERSHIP DEVELOPMENT 
 Mark E Mendenhall wrote an article in Vikalpa Volume36 No. 4, Oct-Dec 2011, Indian Institute of 
Management, Ahmedabad. In this research paper it is stated that: Leadership & globalization are inexorably 
linked – Globalization is nothing but extreme complexity and can be delineated into four mutually 
influenced dimensions: ambiguity, interdependence, diversity and fast flux. 
 Ambiguity refers to the difficulty of extrapolating cause-effect relationships from the mountains of 
information available to executives and managers. 
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 Interdependence refers to the reality that everything is connected to everything. 
 Diversity refers to the condition that everyone and everything a manager must interface which has 
numerically increased compared to the nature of pre-globalization work. 
 Fast flux is the unpredictable, overwhelming, rapid change inherent in extreme complexity. It amplifies 
ambiguity, interdependence, diversity. The only way to deal with complexity is to develop a cadre of 
executives, managers and workers who have the competencies to that increase the potential for functional 
rather than dysfunctional organizational outcomes. The specific competencies and their grouping into the 
six competency dimensions are given in figure1. These competencies are further separated and clubbed into 
two: Intercultural and global business competencies as illustrated in figure 2. The intercultural competencies 
can be grouped into three general dimensions: perception management, relationship management and self 
management. To become global leaders; Phase I is ‘Training and assessment of global leadership 
intercultural competencies; Phase II is personal development, planning and coaching; Phase III is 
accountability reporting. 

Figure 1: Conceptual Overview of Global Leadership Competencies 
Cross-Cultural 
Relationship 
Skills 

Traits and 
Values 

Cognitive 
Orientation 

Global 
Business 
Expertise 

Global 
Organizing 
Expertise 

Visioning 

Building 
Relationships 

Inquisitivenes
s and 
Curiosity 

Environmental 
Scanning 

Global 
Business 
Savvy 

Team 
Building 

Articulating a 
Tangible Vision 
and Strategy 

Cross-Cultural 
Communicatio
n Skills 

Continual 
Learner 

Global Mindset Global 
Organizationa
l Savvy 

Continuity 
Building 

Envisioning 

Ability to 
Emotionally 
Connect 

Accountability Thinking Agility Business 
Acumen 

Organizationa
l Networking 

Entrepreneurial 
Spirit 

Inspire, 
Motivate 
Others 

Integrity Improvisation Stakeholder 
Orientation 

Creating 
Learning 
Systems 
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Change 

Conflict 
Management 

Courage Pattern 
Recognition 

External 
Orientation 

Architecting 
and 
Designing 

Catalyst for 
Strategic 
Change 

Negotiation 
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Commitment Cognitive 
Complexity 

Result –
Orientation 

Global 
Networking 

 

Empowering 
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Hardiness Cosmopolitanis
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Customer 
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Maturity Managing 
Uncertainty 
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Literacy 

 

Social Literacy Results – 
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 Change 
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Literacy 
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Figure 2 : The two dimensions of Global Leadership 

INTERCULTURAL COMPETENCIES GLOBAL BUSINESS COMPETENCIES 
Intercultural Competencies  Global Business Competencies 
Cross-Cultural Relationships  Global Business Expertise 
Cognitive Orientation   Global Organizing Expertise 
Traits and Values  Visioning 

 
In a journal captioned as ‘Human Capital’ (Realizing Business Strategy through People – Vol. 15 No. 11 
April 2012 Page 13) under the heading – consistency the key to success has stated that: Employers 
emphasizing on core business practices despite the ever changing trends in technology and economics have 
been able to retain the best talent over the years without fail. The key practices that help an organization 
sustain success: 

• Executing and enabling strategy 
• Building structures and processes to sustain long-term performance 
• Achieving success through people 
• Placing a high value on leadership and talent 

 In the same issue, Swati Bhasin in the cover story ‘Perform or Perish?’ indicated that : The age-old 
concerns of employers over talent deficit and achieving ever-increasing business targets are being answered 
through revamping of performance management strategies ‘Genchi Genbetsu Shugi is a Japanese phrase. Its 
meaning is: Learn through observation on the site. 
 Micheal Sabbang emphasizes on the seven crucial factors behind efficient discharge of duties: talent 
and fit, environment, tools and resources, systems and processes, clean expectations and accountability. 
It will be interesting to note that how different organization are employing distinctive techniques to have 
talent management. The compiled information from Human Capital (realizing business strategy through 
people, Vol. 15, No. 11, April 2012) is reproduced below. It means mindset, maturity, equilibrium and 
steadiness are not only essential but indispensable also. 
 The present trend is to equate success with money and power. We do know; what we get if we work 
hard – a good degree, good job, good car, nice house, appreciative admiration from others. We do not know 
exactly what we get from being honest, just and compassionate. The benefits from this do not accrue so 
easily and visibly……values are the root of our character – if we do not tend the roots, the character that 
springs from it no matter how much wealth, power and fame surround it….Nothing travels endlessly with 
time and stays relevant from generation to generation, era upon era except fundamental human values… We 
are required to nurture this system and embed in the talent. 
 This will help to find wisdom, courage, determination to overcome challenges and grasp opportunities, 
development of a strong moral compass that will navigate towards leading honorable lives. The lives should 
be free of regret, full of satisfaction – Management Centre for Human Values, IIM Calcutta (Vol. 18, No. 1 
– April 2012) 
 Harward Business Review September – October 1999, Page 144-152; contains a very thought 
provoking, eye opener, pragmatic research paper titled as “Job Sculpting” and authored by Timothy Butler 
and James Waldroop. The main and major premise is, in these days of talent wars, the best way to keep your 
stars is to know them better than they know themselves – and then use this information to customize the 
careers of their dreams. It is the art of retaining your best people. 
 Many organizations and senior managers do not understand the psychology of work satisfaction. The 
job has to match their deeply embedded life interests. These deeply embedded life interests are long held, 
emotionally driven passions, intricately entwined with personality and thus born of an indeterminate mix of 
nature and nurture. In the knowledge economy, a company’s most important asset is the energy and loyalty. 
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If its people….. to turbo charge retention, now the hearts and minds of employees and then undertake the 
tough and rewarding task of sculpting careers that bring joy to both.. 
 
• CONCLUSIONS: 
1. Employees values and work preferences are of major importance in talent management 
2. The senior managers have their own discretion and perception to categorize a person as possessing high 

potential 
3. Talent is a critical ability set 
4. The best way to keep the star performers is to know better them and job sculpting is essential for this 

purpose. 
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Sustainable competitive advantage:  
 A strategic advantage one business has over its rivals entities within its competitive industry.   
Achieving competitive advantage strengthens and positions a business better within the business 
environment  
 
Research Methodology  
 Descriptive research method has been used as it provides an accurate portrayal of characteristics of a 
particular individual, situation, or group.  
This study is means of discovering new meaning, describing what exists, determining the frequency with 
which something occurs, and categorizes information 
Only Secondary data has been contributed to write this paper.  Various articles, books, group of people were 
consulted prior to writing this paper  
Only highlighting sustainable competitive advantage through quality management has been the focus of this 
paper.  Various headings like opportunities, threats and methodologies have been highlighted in the paper 
 
Limitations:  This paper is based on record review; secondary research conducted on the subject and 
provides a limited view.  
 
Text: Global manufacturers are consistently streamlining their business processes by outsourcing their non 
core activities to low cost countries like India.   E.g. the automobile industry.  India has become a favorable 
destination for foreign companies to establish their facilities and form alliances.  India’s large young 
population creates great opportunities for Industry players to offer an affordable four wheeler alternative to 
the two wheeler customers.  Due to immense competition in this market the base price of the car is expected 
to remain same over the next decade.   
Automotive Industry executives are confronting a profoundly changing market characterized by increasing 
complexity and less room for error and inefficiency  
Opportunities 
 Value Engineer Process – Better arrangements for customized engineering needs  
Outsourcing: niche capabilities such as noise and emission reduction.  E.g. Renault and Volkswagen are 
seeking to outsource their complex design engineering projects to India  
Cost Leadership: As a part of value chain process companies try to eliminate the unwanted steps in the 
production process using certain methodologies like Six Sigma, Lean Manufacturing and TQM.  This in 
turn helps to save unnecessary involved costs in the entire process 
Tie in promotions: The dealers in India, to name some of them are Millennium Mobility, Chowgule 
industries, Pundit auto, B.U. Bhandari etc.  Proceed with tie – in promotion including cash rebates and low 
interest loans  
Optimum Inventory levels: As per specifications from the customer the STT (Should take time) is observed 
which can be anything between 2 to 5 days.  Other techniques like JIT and MRP are used to some extent  
Threats: 
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 Less internal competency – Experienced employees turning lazy, lack of effective communication and 
right attitude, willingness to accept change  
Competition from online marketers: Direct order campaigns produced at least 40% of direct marketing sales 
in 2007. Ford, Chrysler, and Dodge sent out the most direct mail sales campaigns during Q3 - 2007, In Q3 
2007, Toyota was the No. 1 vehicle brand mailer of service promotions 
Resistance to change: Conventional operating systems, bureaucracy 
Customer psychology: Comparative study for more options available, Inclination and motivation to accept 
well known brands in the market 
Cost: Competition from other developing countries  
Coverage: Tier level designed, Credibility in the market, trust 
 
Objectives:  
To ascertain the opportunities and threats in the Automobile Industry  
To analyze the opportunities in the automobile industry which in turn would benefit India?  
To prepare blueprint of pointers to the strategies worth implementation  
 
It is necessary to understand 
Need for analyzing opportunities and threats  
Knowledge of the opportunities and threats  
Need to prepare appropriate strategies for the current scenario  
 
Possible Outcome  
The exercise is likely to be an initiative to prepare a blue print for creating pointers to successfully 
tackle situations and build winning strategies  
Opportunities 
 Value Engineer Process – Better arrangements for customized engineering needs  
As per Philip Kotler “Markets keep changing hence marketing has to change”.  The automobile industry has 
realized the need for customized engineering needs.  The basic model is developed by the business division 
and additional attributes are added as per the requirements of the target customers.  As per the sequence 
followed by every company “Segmentation, targeting and positioning are the keys to success.  As per the 
value engineer process the non value added steps are eliminated which saves cost and develops an error free 
model.  This is done with the help of DMAIC – ‘Define, Measure, Analyze, Implement and Control’ 
Model very popularly used by organizations to create and re-examine processes.  The usage of latest 
methodologies like Six Sigma which promises the defect level as low as 3.4 defects per million has created 
major opportunity for India.   
E.g. The major giant Toyota highlights how it has used the LEAN and Six Sigma methodologies for 
designing a value engineer model for their processes and reduce rework.   
Outsourcing: Niche capabilities such as noise and emission reduction.  E.g. Renault and Volkswagen are 
seeking to outsource their complex design engineering projects to India 
Major players in the sector look forward to develop the products in the cost effective country where the 
costs are minimum and launch the products in the developed countries for the lucrative returns within a 
certain period of time.  This reduces the dependency in one country for the production facility and returns.   
Outsourcing is the area which is considered to be most effective lately as it reduces the cost and guarantees 
performance at a standard level.  Targets are set by the party which outsources it process and strictly 
followed by the firms which get the business from these countries.  Not a single country specializes in all 
the areas hence different companies rely on experts and skilled staff from other countries for their processes.  
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Most of the companies break up the manufacturing process into smaller subsets.  Initially when outsourcing 
took roots in India it was thought to be that our country had lot of unemployed resources and hence people 
would be ready to accept the low / minimum salary offers.   
Latest studies show that India has been able to keep the business processes continuously for many years 
which indicate that our Human resource is capable of performing on standard levels set by the outsourcing 
party.   
 There are three things which companies look out – quality, value and domain expertise.  To put it 
simply Engineering is a bunch of processes.  First the product is conceptualized, then put on paper, analysis 
and enhancement is done.  Indian companies do these processes as good as US companies and at a cheaper 
rate.  The companies which outsource look out for value offered by the service provider 
India is expected to receive high end engineering work within a time frame of 2 to 5 years.   
Hence the latest study shows that giants like Renault and Volkswagen are seeking to outsource their 
complex design engineering project to India  
Cost Leadership: As a part of value chain process companies try to eliminate the unwanted steps in the 
production process using certain methodologies like Six Sigma, Lean Manufacturing and TQM.  This in 
turn helps to save unnecessary involved costs in the entire process 

1. To establish operations in high growth, low cost regions for sourcing and develop future markets  
2. The drive to establish more flexible production and cost structures  

The automobile market is saturated as the augmented features very soon have become expected features.  
There is less scope in terms of innovation, style, attributes.  The last option left with the companies is to 
reduce the internal costs and manage to reduce rework which will help to get a certain level of returns for 
the organization.  This should not be done at the cost of quality.   
India has better scope in terms of Cost Leadership.  India has better Human Resource at affordable cost paid 
by the organizations 
 
Tie in promotions: The dealers in India, to name some of them are Millennium Mobility, Chowgule 
industries, Pundit auto, B.U. Bhandari etc.  Proceed with tie – in promotion including cash rebates and low 
interest loans  
 These types of Sales promotion help to create demand for the product.  The easy availability of the 
product in different variants is also available due to the dealers.  Distribution become easy as the product is 
a high involvement product and does not form the convenience category product.   
 
 This is very popular that the channel is one level channel.  The other way to promote the automobile 
products is having a separate team which will look after the corporate and individual customers separately.  
Corporate sales would require different skill set of Human resource staff as the quantity purchased by most 
of the firm would be higher in number.  The individual sales require different skill set of people who will 
push the product effectively and provide additional services such as credit facilities i.e. financial 
arrangements free servicing, free gifts etc. 
The number of dealers operating in any city has grown considerably.  These dealers not only act as sellers 
but are more professional in their approach.  Studies have shown that when two companies come together to 
form a bigger group, it benefits both the parties.   
 
Optimum Inventory levels: As per specifications from the customer the STT (Should take time) is 
observed which can be anything between 2 to 5 days.  Other techniques like JIT (Just in time) and MRP 
(Material Requirement Planning) are used to a certain extent 
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Most popular techniques are studied like JIT and MRP prior to production so that optimum inventory levels 
are managed.   
 Managing inventory level will help to manage inventory at part franchises, implement multilevel 
inventory control and revamp demand forecasts.  This will help to forecast and optimize the inventory 
management by tracing the customer orders through the supply chain from the point of sale at the 
dealership.  The automated processes would help for more efficient use of existing dealer methods of 
customer handling and finance, achieving greater work efficiencies  
 
Government norms and role: The Indian government is also urging the state governments to ensure 
continuous power supply to the automotive manufacturing units as well as granting them with the preferred 
plots of land. Captive Generation for the automobile sector has also been proposed. The auto policy of the 
Indian government also includes the promotion of vehicles which are run on alternative energy resources. 
Talks are also on for extensive research, development and designing facilities that would effect 
modernization in the automotive sector. 
The policies adopted by the Indian government for the growth and development of the automobile sector, 
has led to a large number of foreign investments. It has also given rise to an increased sales rate for two 
wheelers and other automobiles. India is also becoming the ultimate outsourcing destination for global 
automobile companies like Ford, Mitsubishi, Toyota, Hyundai etc. 
 
Threats 
 Less internal competency – Experienced employees turning lazy, lack of effective communication and 
right attitude, willingness to accept change  
In order to manage employees for competitive edge, human resource personnel must possess competencies 
relevant for effective implementation.  More efficiency acquired by Human resource they become lazy in 
their approach as they know too much and are not flexible to change in case of new ideas.  No motivation as 
the entire life the same schedules is followed.  
Human ego’s form barriers and there is lack of right attitude towards work.  
 
Competition from online marketers: Direct order campaigns produced at least 40% of direct marketing 
sales in 2007. Ford, Chrysler, and Dodge sent out the most direct mail sales campaigns during Q3 2007, In 
Q3 2007, Toyota was the No. 1 vehicle brand mailer of service promotions 
U.S. has been the leader to proceed with direct marketing which includes direct mails, telephone calls, free 
gift, catalogues promotions etc.  India has been lacking behind in implementing the direct marketing in this 
field completely.  The reason is not the policies but the target groups.  Indian consumers believe that 
“seeing is believing” and would never believe the marketers with the promotions over telephone, brochures 
and have less acceptance towards the internet promotions.   
Another reason is majority of the middle class Indian families do not have a desktop connections and even 
if they do have the same, they hardly access it.  This is due to lack of Education, Lack of Interest.  Even if 
the educated Individual in a family discusses promotional events accessed over the Internet, the family is 
less acceptant towards the same.   
 The efforts from the Automobile giants face these hindrances 
 
Resistance to change: Conventional operating systems, bureaucracy 
The methodologies and the operating systems need to be updated and well defined before the process is 
practiced.   The entire process is performed at a mini level which is also called as pilot testing.  If there are 
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any flaws in the process the entire process is checked, re-checked and then implemented.  This can be 
practiced in the automobile industry before any process is designed 
Bureaucracy – to certain extent is termed as good for the organization as it regulates and manages proper 
evidences but the organization should not be plagued with bureaucracy.  It should be implemented to such 
an extent that it does not become a pain area for the organization  
The approach is more towards operating on the conventional procedures designed in India. The willingness 
to change is seen on the mission statements but not practiced.  
 
Customer psychology: Comparative study for more options available, Inclination and motivation to accept 
well known brands in the market 
As marketing in wider terms relates itself to the study of psychology which studies the behavior, attitude, 
perception and motivation levels of the consumer.  The latest trend observed in selling is Fire, Fire, Fire but 
this leads to withdrawal from the consumer.  The consumer is not going to take a decision on the 
availability of the product and service stations but also is going to consider all the options before the final 
decision is taken.   
 The inclination and motivation is towards accepting the well known brands available in the market and 
not towards trying new options.  To some extent this demand is also created by intensive promotions.  The 
loyalty, acceptance level increases and risk reduces in case of well known brands.   
 
Cost: Competition from other developing countries.  The major threat for our country India is cost 
competition from the country like China.  The manufacturers in China are more concerned in mass 
production and low labour cost which in turn reduces the price per unit production.  These goods flow in 
bulk in our country.  This pattern is observed in the automobile industry.   
Even if we have got immense potential and opportunities for our country the question is we cannot sit idle 
and wait for other players in the market to approach us but we need to take steps to get business in our 
country.  The government can take corrective steps to manage the inflow of products from other countries  
 
Coverage: Tier level designed, Credibility in the market, trust – The availability of the dealer set up plays a 
significant role in terms of sales generated.  The tier level as studied in Marketing Management authored by 
‘Philip Kotler’ emphasizes on different set up for different types of goods and services. E.g. the 
advertisement of Maruti Udyog Ltd. Clearly shows that the food outlet is missing in Ladakh whereas 
service station is available. If other players in the market develop themselves with better tier levels designed 
there are chances that the market share would be lost to these players.   
Credibility in the market, Trust – Many brands which are trustworthy and have enough credibility in the 
market.  E.g. the TATA group.  The only threat faced by these kinds of trusted brands is negative publicity 
which might erode the market share.  The latest news which stresses on the vehicle catching fire in the 
parking area.  This might have not been the fault with the vehicle but this negative publicity might reduce 
the demand for the vehicle.  Most trusted brands like TATA’s would not lose market share due to lack in 
innovation of the product. 
 
Conclusion: 

• Value creating strategies would give the firm the competitive edge 
• Tie in promotions need to be effective as dealers are the touch points in the business.  The level of 

expertise required by the sales staff need to inculcated.  
• Government role is in favor for the industry as the reduction in prices would attract more 

customers 
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• Methodologies like Six Sigma, TQM would improve the product offering and performance which 
in turn would give the firm the competitive edge over rival companies   
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Abstract: 
 The picture that our mind come up when we use the word  ‘MALL’ is a very large sized retail set up 
with shops, food courts, play zones, entertainment and movie halls etc.  The picture concurred in always 
large.  It is essential that the place that houses malls should be big, there should be a lot of parking, open 
atriums, large allies to ease shopping, convenient access to, and ample number of, wash rooms and also 
a lot of open space in order to ensure that the customer does not feel like he is travelling in a Mumbai 
Local Train.  The experience has to be larger than life.  Availability of large open spaces is at a premium 
in most metros as well as old towns.  Acquiring large block of land has its own challenges but when 
space is at premium the prices for land are also at a premium, thus financial investment in mall is very 
large.  Most of the malls that came up in the early phase are promoted by builders who put up structures, 
the cost of construction of which has been very high.  This has added to the cost of the project. 
 The investment in the sector is high and the competition is also high this brings about the question 
of viability and sustainability of the projects.  Also adding to the unviability of the malls are the buying 
habits of the Indian consumer.  The paper aims to look into the sustainability as well as financial 
viability of malls that have come up and continue to come up.  The study will be done by looking into the 
malls that have been set up since 2006. 
 
Key Words: Malls. Sustainability, Financial viability, 
 
Context:  
 Residing at the  end of a very quite lane our lives transformed when two huge mall came up with great 
fanfare in 2006 and a third with double the capacity of both put together was planned.  That was the time 
when, Mumbai, Navi Mumbai , Thane and Pune were seeing a lot of malls coming up and simultaneously 
they were a number of new projects being announced.   
 The story today is in absolute contrast, the two malls, Palm Beach Galleira and City Centre are closed 
down  and the third one which is now fully constructed has a occupancy of only 6% and the design is 
mostly changed to office space. This is not the story of my lane alone there are many examples to quote,  
City Mall (at Andheri), Kohinoor (at Kurla) and Dreamz (at Bhandup) close down, while others such as 
Evershine (at Lokhandwala) and Mega Mall (at Oshiwara) are poised to down shutters. This bring us to the 
question of viability of malls.  It also raised questions as to whether these projects were undertaken without 
doing a feasibility study. 
 
 
Introduction:  
 The retail sector in India, has been traditionally dominated by small and unorganized entrepreneurs 
consisting of kirana stores, standalone stores, boutiques speciality stores etc. There has been a big 
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development of new organised retail formats such as malls, hypermarkets,  supermarkets and  lifestyle 
stores since 2005.  The organized retail sector covers a mere 9 per cent share of the total retail market.   
However, as the per capita spending and disposable income in the economy grows,  the organised retail 
sector is likely to grow. The retail revolution gained importance not only in the metropolitan cities but also 
in the Tier II and III towns.   
 Large scale investments  by players such as Pantaloon, Shopper‘s Stop ,Tata and RPG Group as well as  
players such as Birlas and Sunil Mittal  have ensures that  organised formats of retailing have doyened the 
horizon. With this transition taking place, the shopping behaviour of consumers was  expected to change. 
But the ground reality speaks differently ;  The total rate of vacancy in malls in Delhi-NCR is 55%, while in 
Mumbai it is 52% followed by Ahmedabad 51%, Chennai 50%, Hyderabad 48%, Bangalore 45%. The 
sharpest decline in mall rental values are also recorded high in Delhi-NCR by 60%, while in Mumbai it is a 
58% drop in rentals followed by Ahmedabad 55%, Chennai 54%, Hyderabad 52%, Bangalore 49%, Kolkata 
45%, Pune 42%. Nearly 82% of the retailers said they are shutting down some of stores in areas where 
rentals are too high. Nationally, the vacant rates of shopping malls are 55% and will likely rise to 70% by 
2015, according to the Assocham analysisi.  
 
Problem Statement: 
 It is very clear that the Indian retail sector that was being referred to as the sunrise sector, the biggest 
potential employer and the fastest growing sector seems to have hit a road block.  Till a few years back 
India was being portrayed internationally as the number one retail destination of the world.  Today the same 
retail sector seems to be surrounded by numerous problems resulting in many of them shutting shop.  The 
aim of this paper is to find out reasons for this downfall and to find solutions to make malls sustainable. 
 
Methodology: 
 For collecting data on why malls across Mumbai and Navi Mumbai were closing down one to one 
interviews were conducted with promoters of mall that have shut down or are on the verge to shut down. 
Also interviews were conducted with promoters of few mall that started off very well but are not doing 
very well now.  Reflections a a form of conveying the mood of the mall developers is used in the paper to 
give clarity to their thoughts. Some secondary data was collected from Industry based reports.  
 
What are Malls? 
 A mall is developed as a planned project consisting of commercial outlets oriented to one another as 
part of a contained, inward looking, landscape, that is served by free parking. Once built by a developer, a 
mall leaves little room for cheap correction of errors in judgement, so its location with respect to its 
market, and internal design, must be right. Space within a mall is not sold but leased to chains, franchises, 
or independents, usually on the basis of expected aggregate sales (Miceli and Sirmans 1995). Thus, 
whereas in unplanned nucleation’s commercial viability is determined at the level of the individual store, 
in malls it is determined in large part by aggregate mall sales, not the success or failure of individual 
stores (Benjamin et al 1990).  
Thus the following becomes very important 
1. Malls should have strong anchors (as well as free parking) to attract customers from a wide market;  
2. Stores within a mall must be placed in relation to others to encourage multi-purpose and comparative 

shopping throughout the facility (Baker 1996);  
3. Judicious store selection should be implemented to minimise "tragedy of the commons" possibilities, 

thus providing a level of market security for lessees (Pashigian and Gould 1998b); and,  
4. Chains (and franchises) provide more consistent standards, and superior marketing, than local 

independents (West 1992).  
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The Situation : 
Navi Mumbai : 
 Palm Beach Galleria, once a sprawling mall, was launched with much fanfare in 2006 in Navi Mumbai, 
the 250,000 sq-ft space now only houses one store –Vijay Sales  and the cinema hall the entry to which is 
through the fire exit. Neighboring mall City Centre, occupying a total area of 350,000 sq-ft, is completely 
closed down and has been sold out and is being  pulled  down completely.  Raghuleela mall near Vashi 
station having an area of 3,750,000 sq-ft, is generally empty except for the big bazaar where there are foot 
falls only on weekends, most of the stores are for unbranded  readymade garments . In addition Malls like 
Dreams the mall, Centurion, Orchid Ozone, Link Square, Wedding City, Fantasia, Full Stop, Glomax , Gold 
city, Satra Mall and many more that were announced in 2008-09 are either ready and waiting unoccupied or 
were never completed by the promoters.  A total of 100,000,000 sq-ft area approx is laying unoccupied in 
these malls blocking up huge investment and slowing down the complete retail movement. 
 
Mumbai:  
 Mumbai’s biggest mall housing 300 shops over 4 million sq ft, Phoenix Market City in Kurla, is 
struggling to attract footfalls and retain retailers. Desperation among Mumbai mall developers is running 
high,  the real estate price is one of the biggest problem. According to Kishore Bhatija, owner of Inorbit 
Mall, the cost has risen by 300 per cent in Mumbai, which is 50 times more than markets such as Delhi, 
Bangalore, Chennai or Kolkata.  
 
The Problem Area 
The customers buying preferences: 
 The Indian customer is used to the bazaar culture where they can feel the goods and haggle over the 
price of the goods.  The habit of checking out the goods in a couple of places before making the buy is 
also important.  The neighbourhood bazaar also severs as a very good meeting place.   The operators in 
the bazaar also recognise their customers and pass on a lot of benefits to their customers.  The atmosphere 
in the local bazaar is very warm and friendly.  There is a huge convenience in buying at the local bazaar or 
bannia or dukandar due to a few reasons, firstly Indians do not by nature buy bulk quantities, goods are 
bought at the time of consumption.  Vegetable and fruits are purchased fresh and consumed fresh.  The 
location of malls makes it inevitable to buy in bulk because the customer cannot go there too often.  This 
is not so at the local market and the customer has the convenience of buying even daily if he desires.  
Vegetable are generally bought daily in Indian household and thus keeps the local bazaar alive.  
 
The demand and price of real estate:  
 The small shops in the unorganised sector do not pay the rents that a shop owner in the mall pays.  This 
automatically makes a difference in the price offered to the customer.  The rental difference in a shop in a 
mall and a standalone shop of  200 sq.ft. in Navi Mumbai is 250%.  The difference is on account of the 
ambiance, the air conditioning, the movement areas, the wash rooms, the atriums and other facilities 
provided.  Also what adds to the cost of the shop keeper is that he cannot open any type of store like the 
local banaya who stocks everything that a household requires in a small shop of 200-300 sq.ft.  The 
availability of shops in malls is ample on the other hand availability of shops in the local market is limited, 
but in spite of this the rentals in malls are far higher. 
 
The cost of real estate and the feasibility of the area: 
 In order to build malls it is necessary to have huge open spaces.  Malls cannot be build in small and 
crowded places.  Easy access to the site, large plot of land, good lead roads and uncrowned surroundings is 
a must.  Thus in cities like Mumbai it is very difficult to set up malls on account of  paucity for open space.    
Thus the only option left with mall developers is to move to the suburbs or new suburbs coming up.  The 
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promoters of malls may find the required land in the suburbs but the population residing there are not the 
big pocket buyer, they live in suburbs because they cannot afford the real estate prices or rental in the main 
town.  Thus the main population of the people living near the malls are not the main buyers.  The actual 
buyers may not want to travel long distances visit the malls.  Most of the malls in the suburbs have failed 
due to wrong location. 
 
The mall structure and management: 
 The promoters build big structures without having any idea about retail business.  Most of them were 
people who had visited malls around the world and decided to build large structures without knowing how 
the retail business operates.  No experts were  appointed before designing the mall nor to run the malls.  The 
selection and distribution of different type of stores was not done.  The planning of percentage area in a 
particular sector to be occupied the placement of anchor stores and the other stores were not done.  The 
promoters aim was to build as many shops in the mall and lease them to derive huge rentals.  The size of the 
shops, the access, the number of shops in the same sector etc is not looked into. Once the shops are leased 
there are no efforts on the part of the mall promoter to publicise the mall to make efforts to ensure that 
people are attracted to come to the mall and most of the time the maintenance is completely ignored, 
therefore, there are stinking and non functional toilets, broken tiles, non functional lifts and elevators and 
many times leaking roofs in rains. 
 
Reflections: 
 Reflections are opinions of some of the mall promoters who set up malls and found that the business is 
not going good enough, some of them closed down while others are on the brink of closing down.  
Interviews with these people on a few issues have brought out some figures and some comments. 
 
1. Did you study the retail industry, particularly Indian retail industry before you decided to start your 

mall 
a. 60% said they did not know anything about the industry but decided to invest because they believed it 

was the next big thing. 
b. 25% said that they had read reports and business analyst had informed that the retail sector would do 

very well in India therefore , they had invested.  
c. Only 15% said that they knew about the industry had done some research and had also appointed 

consultants to give a feasibility. 
i. “I was told that if I invested 100 crores today (2004)my complete ROI would be 5 years and that the 

cost of the property after 5 years would be 1000 crores and I would have an earning capacity of 25 
years on that investment, therefore I agreed to invest the amount. I had no idea on running the 
business but I know how to develop and rent out property, I felt that was all I had to do.” 

ii. “I had visited malls in America; They were doing roaring business, when the opportunity came to 
India I jumped to invest.  I had the money and the land was available.  I discovered later that, my 
visits to America were in holiday seasons and thus the crowds and also that the buying habit of 
Americans and Indians are very different.” 

iii.  “My ancestors were landlords, we had many shops on rent in the market place.  I have been in the 
business for many years when I was told that malls are similar business only the investment is 
higher I was happy to enter.  I invested 120 crores and lost it all, the mall stopped giving any kind of 
returns in the first year itself.  I have lost all my investment and more.” 

 
2. What according to you are the problems faced by the Mall in Mumbai 
a. 100%  believe that the biggest problem is that Indian customers buying habits are not similar to the 

west. 
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b. 75% feel that lack of  knowledge on the sector by promoters is a problem 
c. 90% feel that the difference in space rental  among the organised and unorganised  sector is a big 

problem 
d. 90% feel the location is a problem most of the mall are in suburbs because main Mumbai has no place 
e. 50% feel the planning and maintenance of the malls is also a big problem. 
f. 20% parking is a problem. 

i. “You see a shop 100 meters from my mall was available at less than one-third the rental as in the 
mall.  The shop outside is road facing and thus has a better display value and people passing by 
could spot a good product and just entre.  In the case of malls the customer has to plan the visit.  
Then the perception that in big shops goods will be expensive also deters customers.” 

ii. “We Indians never buy in bulk and like to look at different products while purchasing.  Cluster 
markets like ‘mota market’ or ‘elco market’ have been in Mumbai for  long .  These markets do not 
provide any convenience to buyers, they are very crowded but still customers flock these markets 
we Indians love crowds  and then these markets have  huge variety and the prices are very 
competitive.  Also since the sale is high availability of newer designs are assured.” 

iii.  “I had built a business centre before.  Once ready we just leased the offices.  I thought that is what 
was required in malls too, but here I am supposed to employ housekeeping agencies maintain open 
spaces, pay huge electricity bills and maintain the place.  I was not prepared for these expenses.” 

 
3. How responsible is the real estate price for the downfall of malls? 
a. 80% say that land rates are highest in Mumbai and therefore it makes most projects unviable. 
b. 90% say that land prices along with cost of construction make reducing rentals impossible and high 

rentals means less lessees. 
c. Almost all feel that initial investment itself being very high and then the cost of managing the malls 

make cheap rentals impossible. 
d. 90% say Cheap land does not guarantee low rentals because construction cost is high and running cost 

is also very high.   
i. “ When you want a shop with air-conditioning, lifts, alleviators, security, luxurious wash rooms and 

all time corridor lighting, fire exits, fire fighting systems etc.. how can you hope for same rentals as 
standalone shop.  Nobody tries to calculate the cost incurred by people who are managing the 
malls.” 

ii. “Cost of land is not a big factor in the final cost.  Availability of land is an important aspect.  But 
cost of land is sometimes only 10% of the cost of the project and sometimes even less. The major 
cost is the development cost and then the running cost.” 

iii.  “Most of the people who are into development of malls are builders they are not used to waiting 
very long for return on their investments.  Thus they become restless very fast when a project is not 
doing well they lose interest in it and start ignoring it this leads to a faster demise of the project.”  

 
4. Do you think that things can improve in the sector? 
a. 80% yes 
b. 20% not in the near future it needs time  

i. “I have lost a lot of money, my friends, family and I are not going to invest in this sector in a hurry.  
I am not alone in this most of the people who invested in the sector have lost money.  It is difficult 
to change the sentiment soon.” 

ii. “Business has closed down, but I have the land and the building the cost of which has appreciated 
several times.  I am looking for a buyer if I cannot sell I am thinking of converting it into office 
space.” 

iii.  “It will come back but it will take time I am not ready to wait.” 
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5. What according to you went wrong? 

i. “Knowledge of the sector was lacking.” 
ii. “Most people got over enthusiastic and spend huge sum on constructing gothic structures, which 

were very unviable.” 
iii.  “Most promoters did not employment mall management techniques or did not employ experts to run 

the malls.” 
iv. “Location is very important, and most of the malls in Mumbai are situated in suburbs.” 
v. “When promoters could not get returns they started cutting costs and started renting out space to 

anyone.  This resulted in total mayhem, and the downfall was speeded.” 
vi. “Desperation is bad for any business; more the desperation of the investors in malls; worst was the 

condition of the mall.” 
vii. “Leasing of shops in a mall is a worldwide phenomenon but the Indian shop owner starts getting 

panicked too soon and the lessees were quick to run to the mall offices to cancel their lease when 
they found that the business was not good enough. Resulting in a number of shops closing down too 
soon and empty shops with to-let signs.  Closed shops are not good for business.” 

 
Findings: 
Malls do not become unviable only on account of high price of real estate; there are other reasons for non 
survival of malls some of which are 
1. Lack of knowledge of the sector among the promoters. 
2. Poor planning of the mall space. 
3. Poor maintenance of the mall. 
4. Customer buying behavior. 
5. Lack of trust among the lessees. 
6. Poor location. 
7. Lack of proper amenities provided to customers. 
8. High rentals are also an issue. 
 
Suggestions: 
 Looking at the findings it is clear and only real-estate prices are not responsible for the death of malls 
in Mumbai there are other factors.  Truly, in Mumbai, rentals and real-estate costs are the highest in the 
country.  But since it is also the financial capital the spending capacity of the people is also high.  Thus 
rentals alone or real-estate prices alone cannot be blamed for the existing situation. Mall promoters should 
look into a few factors like: 
1. Appointing professionals to first design the mall correctly to ensure that in future there is no problem 

due to faulty design.  The concept of utilizing the maximum carpet area for rentals must be re-
considered. 

2. Planning the mall should be given maximum importance.  Planning the anchor stores at each floor 
should be done first, then the stores that surround the anchor store should be planned.  The percentage 
area to each section in the mall must be planned.  Close watch should be kept on the activities for all 
the sections to ensure that customers are getting the most benefits. 

3. Discount planning; when all shops in the mall read SALE 50% OFF etc. without any specific reason; 
like a festival, then it means doom for the mall.  It gives the customer a feeling that the shops are going 
to close down and therefore they are offering discounts. Malls should be able to justify the discount 
sales they offer.   

4. The Mall management should work with lessees in such a way that they do not leave the mall and stay 
with the mall for a long period.  Frequent change of shop ownership confuses customers and closed 
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shops are not very good for the customer confidence.  Sale of key stores should be considered in Indian 
context and long term lease in case of certain stores should also be considered.  This passes on the 
responsibility of success of the mall to the shop owners. 

 Organised retailing has done well in developed countries and has great potential in developing 
countries.  The issue is that in a country like India retailers have to think like Indian customers think and not 
like American customers.  They have to give the customers what they want and how they want.  The 
cooperation of the shopkeepers in the mall is also necessary and the promoters need to change their 
perception about the business 

 
******  

 
                                                
i ET Retail.com - Mall magic falls as footfalls drop by 35%: Assocham 
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Abstract: 
 The insurance plays a major role in the life of the humanity.. There are many financial alternatives 
to diffuse the risk, but the most important, and the best alternative is insurance. “Insurance affects 
everything and everything affects insurance” is a famous quote. The life insurance industry has become 
more competitive in recent years with the arrival of private companies in the market and also the degree 
of competition among the players has increased present years. Life insurance industry in India is not 
growing substantially in spite of enormous market potential. Though lacking in product awareness, 
advertisements and other associated marketing programs are the major constraints. The five significant 
factors affecting the market are changing customer behaviour, deregulation and government 
intervention, competition on technology and distribution channel, automation, technological innovations 
and customer relationship management. Consumer service is an integral part of life insurance 
organization. It is indispensable to recognize the vital traits in the insurance sector in terms of purchase 
decision of customer so as to continue to exist in intense competition and increase the market share. In 
the case of insurance business the policy holders believe diverse factors while they make a decision to 
take a policy. These factors may be understood as service, convenience, suitability, insurance plan, 
premium, payment mode, loyalty, tranquil settlements, terms and conditions of the policy, agents service 
etc..One policyholder would in general have different consumption behaviour or preference from 
another.  Therefore the present study is an attempt to study the purchase decision of policyholders of life 
insurance corporation of India in Hyderabad district, Andhrapradesh. 
 
*Research Scholar JNTU Hyderabad, Email:rajupodila@gmail.com,Ph:7731051920. 
**Professor Sri Krishnadevaraya University, Ananthapur, Dept of Business Management, Ph: 9490052229 
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Hyderabad, School of Business Management, Email:msudhir_reddy@yahoo.co.in, Ph: 9849729855. 
 
Introduction:  
 The idea of placing economic value on human life can be traced back to and as such, a rational person 
should be covered by insurance. Given life uncertainties, it is reasonable to think that insurance is a product 
that individuals will consider purchasing to help caution on and minimize their loss in the event of 
unexpected circumstances. However, this is far from true especially in Asian society which is relatively 
conservative and finds it a taboo to plan or discuss about unfortunate circumstances such as death, disability 
or ill health. As such while insurance can be considered as one of the oldest financial product, yet it remains 
as a product that many will not take the initiative to purchase unless it is compelled by law such as auto 
insurance or the individual is approached by an insurance sales agent or a wealth planner. Financial services 
are playing a major role in the Indian economy. One of the premium sectors in the financial service sector 
showing upward growth is insurance in  which is a US$ 41-billion industry in India. Till date, only 20% of 
the total insurable population of India is covered under various life insurance schemes, whereas in 
developed nations like the USA about 75 % of the total population is covered under some insurance 
scheme. The penetration rates of health and other non-life insurances in India is also well below the 
international level. These facts indicate the immense growth potential of the insurance sector 
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Objectives: 
� To analyse the socio-economic profile of the policy holders in the study area. 
� To explore the order of preference on various investment forms; 
� To find out the types of policies purchased, and the plan which is mostly decided by the policyholders 
� To analyse the attitude of the insured towards the service rendered by LIC 
 
Literature Review: 
 Consumer Behaviour by Hawkins, Best, Coney and Mokherjee: The authors of the book discussed 
various factors affecting consumer behaviour for buying such as demographic and social influences (family 
and household), group influence, impact of advertising and internal influences (learning, perception, attitude 
etc.). The book elucidated the topics such as types of consumer decisions, purchase involvement and 
product involvement. The book also emphasized on information search process and various ways for 
providing relevant information to the consumers are recommended in this study. The book also emphasized 
on individual judgment and proposed that the ability of an individual to distinguish between similar stimuli 
is called sensory discrimination which could involve many variables related to individual preferences. 
 Consumer Behaviour by Leslie Lazar and Schiff man: The authors suggested consumer behaviour 
as individual differs as from group. The family decision for a purchase decision is entirely different from 
individual decision making. The authors discussed various variables that affect consumer purchase decision. 
The book focused on family life cycle and various needs of consumer during different life stages. The 
family decision making process as a group decision making is elaborated and it is recommended to segment 
the market according to family need hierarchy. 
 Consumer Behaviour by Bitta and Della: The authors proposed that consumer behaviour studies play 
an important role in deciding marketing segments and marketing strategies. The authors recommended that 
consumer is often studied because certain discussions are significantly affected by their behaviour or 
expected actions. For this reason such consumer behaviour is said to be an applied discipline. Such 
applications can exist at two levels of analysis. Market segmentation, consumer decision making and buying 
behaviour is considered as core marketing activities in designing effective marketing strategies The micro 
perspective involves understanding consumers for the purpose of helping a firm or organisation to 
accomplish its objectives. On the other hand macro or societal perspective consumers collectively influence 
economic and social conditions within an entire society. The authors discussed factors affecting consumer 
behaviour at micro and macro level for making a purchase decision.  
 Consumer Behaviour by Karunik and Schiff man: The book highlights dynamic business 
environment is turbulent as never before and the service industry as promising as never before. In this era of 
intense competition companies understand the customer is the king in the market and success the customer 
is the king in the market and success depends a lot on the efficiency of the managers in delivering the 
promised product or services. The responsibility lies on the organisations to develop a culture, ethics, 
responsibility, value and quality services should be offered to achieve higher level of customer satisfaction.  
 Consumer Behaviour by Batra, S, K & Kazmi,: The book has described consumer decision making 
process, buyers black box and importance of consumer behaviour studies for  marketers in order to 
understand what satisfy the ultimate consumer. The book described vital characteristics of Indian consumer 
and competitive advantages in Indian context for the marketers. The consumer decision process, buying 
roles and consumer black box are discussed in detail. The various steps evolving consumer decision making 
are linked with the life stages. Young buyers, women and children considered as uprising consumers groups 
as a part of competitive market situations. 
 Marketing Management by Philip Kotler: The customer is always considered as a core of business 
activity. Author discussed in this book that marketing is only one factor in attracting and keeping customers. 
Peter F. Drucker observed that a company’s first task is “to create customers.” Customer estimate will 
deliver the most value. The book highlighted consumer decisions making process and buying roles. The 
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book considered customers as value maximiser within the bounds of search costs, limited knowledge, 
mobility and income.  
 Services Marketing by C. Lovelock and J. Writz: The book emphasised on services marketing as a 
broad area and places marketing issues within a broader general management context while offering a 
balanced focused on close ties that link marketing, operations and human resource marketing. It also relates 
the understanding of consumer behaviour function to develop appropriate marketing strategy. Service 
triangle, feature of services and service marketing strategies are discussed in this book with detailed 
explanation of service quality model. 
 Research Methodology: The present study pertains the assessment of the insurance holders and 
private player influence and ascertaining the source of information, purchase decision, demographic factors, 
etc..The demographic factors considered for this study include age, gender, education, marital status and 
income.  
 Sample Size: Total sample size is 380 respondents with well structured questionnaire and policy 
holders were identified from Hyderabad District. 
 Data Collection: Primary and Secondary data. 
 
Data Analysis and Interpretation: 
 A study on the policy holder’s purchase decision has become increasingly important as the policy 
holders are becoming more heterogeneous. Life Insurance Corporation of India must understand the 
policyholder’s behaviour specifically. 
Individual data of the Respondents: 
 People have different characters and personalities. Life involves risks and uncertainities.So, it is 
necessary to study the socio economic status of the sample respondents. A survey had been conducted 
among 380 policyholders in Hyderabad district. 
 

Table 1: Individual  Profile of  the Respondents 
Age No. of Respondents Percentage 
Below 20 years 15 5 
20 years - 30 years 90 30 
31 years - 40 years 75 25.00 
41 years - 50 years 65 21.66 
Above 50 years 55 18.33 
Total 300 100 
Gender No. of Respondents Percentage 
Male 180 60.00 
Female 120 40.00 
Total 300 100 
Marital Status No. of Respondents Percentage 
Married 210 70.00 
Un-married 90 30.00 
Total 300 100 
Occupation No. of Respondents Percentage 
Private Employees 110 36.66 
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 In this study it inferred to table 1that majority of(55%). of the total respondents are belongs to the age 
group of 21 to 40 years and second majority is between the age group of 40 to 50 years.  60% of the male’s 
respondents are taking the policies for their future perspectives of their families and 40% of female 
respondents are also thinking about their family needs.  36.60% percent of the policy holders are private 
employers (In this respondents are getting handsome salaries compare with government employees).Finally, 
income group has its own significance majority of the respondents are come under below 3, 00,000 and its 
percentage is 75% percent here we can notice most of the respondents are from middle class only. 
 
Knowledge About service Existence:  
 There are various sources through which people come to know about the products of LIC.  
 
 

 
 The table 2 reveal that most of respondents like 36% percentage are come to know about LIC products 
from agents and 34% of the respondents are obtain policies from their own accord. 10% of the respondents 
are attaining to know about LIC products from their relatives. Significantly in this study colleagues and 
existing policyholders sources are reside in the same percentage 6.66%. 
 
 Policies Marketed: LIC offer a mixture of policies like life insurance, term insurance and specific plan 
for adults, children, pension plans and unit linked plans, micro insurance plans, health insurance plans for 

Government Employees 37 12.33 
Business 50 16.66 
Professional 34 11.33 
Homemaker 69 23.00 
Total 300 100 
Annual Income No. of Respondents Percentage 
Below  1,00,000 90 30.00 
1,00,000-3,00,000 134 44.66 
3,00,001 -  5,00,000 33 11.00 
Above  5,00,000 43 14.33 
Total 300 100 

Source: Primary Data 

              Table 2: Knowledge About Service Existence 

S. No Sources No. of  Respondents Percentage 

1. Own accord 102 34.00 

2. Friends   20   6.66 

3. Agents 108 36.00 

4. Colleagues   20   6.66 

5. Relatives   30 10.00 

6. Existing policyholders                 20   6.66 
 Total 300 100.00 
Source: Primary Data 
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handicapped dependent and other plans. Each and every plan has its own significance like bonus, interest 
rates etc.. irrespective of plan and policies LIC is leading in the market, we can observe these days 
penetration takes place in insurance sector by private players after globalisation. 
 

           Table 3: Policies Marketed 

Types of Policy No. of  
Respondents 

Percentage 
Whole life 55 18.33 

Endowment 70 23.33 

Limited whole life 10 3.33 

Money back 30 10.00 

Pension plan 34 11.33 

Unit Linked 62 20.66 
Whole life &Endowment 
EEeeendowment 

39 13.00 

                   Total 300           100.00 
Source: Primary Data 

  
The study on table 3 reveal that 23.33% percent respondents are expressed their positive opinion on 
endowment policy next majority of the respondents are followed with unit linked policy with a percentage 
20.66%. It is contingent that majority of the respondents are interests in buying the endowment policies. 
                              
Payment of Premium:  
        Policy holders have abundant choice to pick payment system like yearly, half yearly, quarterly, 
monthly etc.  
 

        Table 4 : Payment of Premium 
Payment No. of Respondents Percentage 
Monthly 50 16.66 

Quarterly 34 11.33 

Half-yearly 30 10.00 

Yearly 186 62.00 

Total 300 100 
Mode of Payment No. of Respondents Percentage 
Cash 92 30.66 

SSS 15 5.00 

Cheque 130 43.33 

Online 18  6.00 

ECS 17  5.66      5.66 
ATM Counters 18  6.00 

SMS 10 3.33 

Total 300  100 
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Opinion No. of Respondents Percentage 
High 80 26.66 

Nominal 110 36.66 

Low 110 36.66 

Total 300 100 

Source: Primary Data 

 
 In the study it declares that majority of the respondents are paying their premium on the yearly basis 
with an percentage of 62%. 16.66% percentages of respondents are standing in the second place as monthly 
payment.11.33% respondents are showing interest to pay premium on quarterly basis.43.33 % percent 
respondents are paying their payment by cheque and seconds it is followed by Cash with an percentage of 
30.66% and remaining all mode of payments are standing with slight difference. 
 
Preferred Policy Plan:  The Life Insurance Corporation of India is selling different types of plan as listed 
in the table5. 
 

       Table 5 : Plan of policies Preferred by the respondents 
Plans No. of Respondents Percentage 
Jeevan Saathi 10 3.33 
New Jana Raksha 39 13.00 
Jeevan Anand 59 19.66 
Market Plus 25 8.33 
Jeevan Shree 15 5.00 
New Bima Gold 37 12.33 
Jeevan Bharathi 12 4.00 
Jeevan Tarang 26 8.66 
Jeevan Mitra 49 16.33 

Jeevan Kishore 9  3.00 

Jeevan Chayya 6  2.00 

Kornai Jeevan 4  1..33 

Bima Kiran 4  1..33 

Jeevan Aadhar 3  1.00 

Jeevan Vishwas 2  0.66 

Total 300  100 
Source: Primary Data 

 
 In the study,  majority of the respondents are are preferred  jeevan mitra with an percentage of 19.66% 
and jeevan mitra is followed by 16.33% in second place later most of the respondent are preferred to take 
new jana raksha policy with an percentage of 13%.  Market relate policy like market plus is obtained by 
only 8.33%(because the respondents felt with insecurity feeling they cant invest in the market plus) 
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significantly jeevan Tarang is acquired by  more respondent compare with market plus policy with an 
percentage of 8.66%. Perhaps,  jeevan Bharathi  acquired by few respondents with an percentage of 4%( in 
this policy there is more benefits for ladies and LIC has framed this policy exclusively for ladies). 
Remaining all other policies like Jeevan kishore, Bima kiran, Komal jeevan has identified with low 
performance compare with other policies. Comparing with above listed policies Jeevan vikas have preferred 
by less respondents with a percentage of 0.66%. 
Patronage towards LIC:  India is one of the biggest economy and it place tenth position in the world. In 
1991, India adopted to LPG (Liberalization, Privatisation, Globalisation) and it liberalise its economy to 
international trade. After the changes many foreign new private insurance companies entered and 
collaborate with Indian companies for business. 
 
                 
 
 
    
 
 
 
 
 
 Majority of respondents are patronage towards LIC with a percentage of 63.33% even the private 
players entered in the insurance sector.36.66% respondents are not patronage to LIC, here we can 
comprehend the competition level and the role of private players in the insurance sector. After the 
globalisation customer attitude and view has changed drastically that leads to private players to play a key 
role in the market. 
  
Reasons for continued Patronage towards LIC: 
 
                    
                      
 
             
 
 
 
 
 
 
 
 
  
 In this study it reveal that majority of the respondents 41.04% are showing interest to take LIC policy 
because it is an government body, 29.47% respondents had taken the policy for better service and 21.26% 
respondents had taken the policy because of familiarity. Reasonable premium and attractive offers are 
another reason to continue the patronage towards LIC by the respondents. 
 
Suggestions:  
 On the basis of findings of the study, the fallowing suggestions are residing: 

Table 6 : Patronage Towards LIC 
Policy Taken No. of Respondents Percentage 
Yes 190 63.33 

No 110 36.66 

Total 300 100 
Source: Primary Data 

Table 7: Reasons For Continued Patronage Towards LIC 
Determinants No. of Respondents Percentage 
Government Body 110 41.04 

Service 79 29.47 

Familiarity 57 21.26 

Reasonable Premium 10 3.73 

Attractive Offer 12 4.47 

Total 268 100 
Source: Primary Data 
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∗ To retain the old customers LIC need to accentuate and comprehend all the demographic and 
behavioural factors. 

∗ To capture the more market LIC need to more concentrate on child policies and they need to focus on 
promotional activities to generate new business. 

∗ To attract and retain the female policy holders LIC need to introduce more exclusive female policies 
like Jeevan Bharathi etc.. 

∗ LIC need to come with new exclusive products to catch the attention of professionals in the market. 
∗ LIC need to focus more on contemporary technology to promote their product and they need to utilise 

more social networking sites to reach the customers.  
∗ LIC have to concentrate more why customers are switching to private companies. 
∗ LIC need to more focus on retaining the existing customer rather than attracting the new customer. 
 
Conclusion: Insurance plays a major role in the life of the human beings. Slowly people started to realize 
the necessity of the insurance and these needs are unending as long as life exists. There are many financial 
alternatives to diffuse the risk, but the most important, and the best alternative is insurance. After 
liberalization many foreign companies are playing vital role in insurance market in India, in spite of tough 
competition also LIC having major market share and growth.  In developing country like India all the 
private and government companies need to more concentrate on financial needs of the customer and even 
they need to frame the products for customer benefit rather than the company benefit. These days we are 
observing high mortality rates in some of the private companies that lead to stop customers to take the 
policy. It is observed, irrespective of the age group everyone have optimistic perception on insurance. In 
this security is one of the significant factor in insurance, majority of the customers prefer to take policy for 
life security rather than profit. In the above study it is manifest that all the policy holders are satisfied with 
the existing policies and another observation most the respondents are paying their premium by using the 
electronic facilities. Therefore the success of the insurance company won’t depend on single person it is 
collective effort of all the agents, company culture etc. 
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Abstract: 
 Radio frequency identification (RFID) uses radio frequency signals to automatically identify objects. 
It has many applications in various sectors like transportation, security, Airports, medical and GPS etc. 
This paper focuses on application of RFID in SCM and Retailing, Thanks to dropping cost, RFID is 
likely to proliferate into many sectors in India in the next few years. This paper provides an exploratory 
research on radio frequency identification (RFID) technology. RFID is used across the globe for various 
reasons, this paper explores the benefits that retailers are seeking out of RFID across the globe, and 
compare it with existing RFID technology used in modern retail format in India. The aim of this paper is 
to study the views of retailers on RFID applications and, in turn, to analyse the added value to be gained 
by adopting this technology. It can be used by non-specialists to understand RFID technology, it’s 
costing, reasons behind usage of RFID by retail outlets and understand challenges faced by them while 
implementation. While geared toward the non-specialist, the research may also serve as a reference for 
specialist readers.The paper describes the current technology, including the frequency ranges used etc.  
Content analysis of existing articles was done to find basics of RFID, its absorption and proliferation 
globally, reasons and challenges. Case reviews of Wal-Mart, Marks and Spencer’s, Gillette was done 
since they were early adopters of RFID technology, and this helped in highlighting benefits retailers are 
seeking in supply chain and customer service.  Usage of barcode and RFID in modern retail format was 
explored using observation and personal interviews in various outlets in Pune. 5 major retail chains viz 
Big Bazar, Pantaloons(representing value retail format) and Shoppers stop, Central and Marks and 
Spencer’s were studied to understand their RFID usage, technology, reasons and challenges behind 
RFID implementation. Observations were done to highlight how these outlets do Pallet level, case level 
and item level tagging.  The paper also outlines future scope of RFID in India.  
 
Keywords: Radio Frequency Identification, RFID, RFID tags, Electronic Product Codes, EPC, Supply 
Chain Management 
 
 Retail in India is going through huge transformative changes. Differentiated customer service, customer 
experiential marketing have become very important for long term growth of company along with improved 
margins. Retailers, who are typically cautious about technology spending, are taking bold steps, with new 
technology developments in cloud solutions, ecommerce, up to date in-store technologies, and RFID. In 
fact, RFID is an area of automatic identification that has quietly been gaining momentum in recent years 
and is now being seen as a radical means of enhancing data handling processes, complimentary in many 
ways to other data capture technologies such bar coding.  
 RFID was invented in 1969 and patented in 1973, first introduced during the Second World War to help 
identify ally and enemy aircraft through radio frequency (RF) waves. Since that time, this technology has 
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continued to evolve, being used by the railroad industry to track cars, the automotive industry to automate 
production Processes and track parts, and the agricultural industry to track livestock. More recent 
technological advances, such as declining chip and reader prices and the increased ability to inexpensively 
and efficiently send data, have allowed companies to begin using RFID for tracking goods as they travel 
through the supply chain. It’s getting more and more difficult for businesses to ignore the benefits of RFID 
as it is allowing retailers to modernize their entire business platform with the help of integration. RFID is 
redefining what it means to have visibility into business operations, and as the scope of RFID 
implementation continues to expand and simplify, it’s becoming far easier for retailers to increase profits by 
understanding their company at a more granular level.  
 
Basics of RFID:  
What is Automatic identification? 
 Automatic identification, or auto ID for short, is the broad term given to a host of technologies that are 
used to help machines identify objects. It is often coupled with automatic data capture. That is, companies 
want to identify items, capture information about them and somehow get the data into a computer without 
having employees type it in. The aim of most auto-ID systems is to increase efficiency, reduce data entry 
errors, and free up staff to perform more value-added functions, such as providing customer service. There 
are a host of technologies that fall under the auto-ID umbrella. These include bar codes, smart cards, voice 
recognition, some biometric technologies (retinal scans, for instance), optical character recognition and 
radio frequency identification (RFID). 
 
What is RFID?  
 It is a wireless data collection technology that uses electronic tags for storing data. Like bar codes, they 
are used to identify items. Unlike bar codes, which must be brought close to the scanner for reading, RFID 
tags are read when they are within the proximity of a transmitted radio signal. 
 RFID is a method of remotely storing and retrieving data using devices called RFID tags. An RFID tag 
is a small object, such as an adhesive sticker, that can be attached to or incorporated into a product. RFID 
tags contain antennae to enable them to   receive and respond to radio-frequency queries from an RFID 
transceiver. It transmits the identity (in the form of a unique serial number) of an object or person 
wirelessly, using radio waves. Some auto-ID technologies, such as bar code systems, often require a person 
to manually scan a label or tag to capture the data. RFID is designed to enable readers to capture data on 
tags and transmit it to a computer system—without needing a person to be involved.  
 Technically speaking, RFID is a system of small electronic tags (comprising a tiny chip plus an 
antenna) that transmit a radio signal, radio signal readers and related hardware and software infrastructure. 
These tags act as transponders (transmitters/responders), always listening for a radio signal sent by 
transceivers, or RFID readers. The basic objective of the RFID system is to carry information in these 
transponders or tags, and to retrieve the same information, as and when required for application purposes by 
the readers. The data retrieved from the tags can be used to identify the object on which it is placed. This is 
called Radio Frequency Identification. This object can be an item in manufacture, goods in transit, an 
individual or even an animal. In addition to the tags and readers, the system also needs methods to read and 
retrieve data from the tags and some means to communicate this information to a host computer or a central 
system. There should also be means to program the tags or enter data. These RFID tag microchips are so 
tiny that they can be embedded in almost anything to give it a unique ID code. Each tag generally contains 
its own unique 64-bit or 128-bit identifier. This yields about 18 thousand trillion possible values, each 
virtually impossible to erase without destroying the tag. 
 
RFID System Components 
 RFID systems have the following components that define them. These are: 
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1.  A receiver - It includes an antenna. This is the device used to read data from the RFID tags. 
2.  A tag/ Transponder- The tag holds data. This is transmitted as and when required to the receiver 
3.  Protocol - RFID uses radio frequency and a specific protocol to transmit and receive data from tags. 
4.  Network Interface - A network interface such as RS 232 or IEEE 802.11 is needed to communicate 

with the central server. 
The diagram below explains the basic schematic of all RFID systems 
The figure above depicts the basic working of RFID. When the transponder arrives in the vicinity of a 
reader, the information held by it is captured and sent through available communication interfaces to either 
a central system or a single host computer. This data is either stored or verified. When the reader tries to 

retrieve information from the tag or tries to program the contents of the tag, it sends appropriate radio 
signals. The antenna detects these signals and they also come into play when the transponder responds to 
the request. 
1. The Tag or Transponder:A typical RFID tag consists of a microchip attached to a radio antenna 

mounted on a substrate. The chip can store as much as 2 kilobytes of data. For example, information 
about a product or shipment—date of manufacture, destination and sell-by date—can be written to a 
tag. Tags can be active or passive. Tags that contain internal batteries are an “active” tag that allows 
them to constantly emit radio frequency signals that can be picked up from 100 feet or more away. 
These are useful for larger objects because they don’t require as many readers. Active tags are 
significantly more costly than passive tags.  Tags activated by a power source in the reader are passive 
which are activated by the electromagnetic waves of a reader. These waves effectively “turn the tag 
on,” allowing it to transmit radio frequency waves with specific EPC information. While passive tags 
are having low cost, their drawback is that these tags must be within 10-25 feet of the reader in order to 
be activated.Passive tags operate at low, high, and ultra-high frequencies. Common frequencies used by 
passive systems are shown in following table:  

 
Frequency Band Description Range 

125 – 134 KHz Low frequency (LF) To 18 inches 

13.553 – 13.567 MHz High frequency (HF) 3 -10 feet 

400 – 1000 MHz Ultra-high frequency (UHF) 10 – 30 feet 

2.45 GHz Microwave 10+ feet 
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Passive Tag (Soft Tag) High Performance Disc Tag  Metal Mount Tag 
Comparison of passive and active tags 

2. Antenna: The antenna in a tag is the physical interface for the RF (radio frequencies) to be received 
and transmitted. Its construction varies depending on the tag itself and the frequency it operates on. 
Low frequency tags often use coils of wire, whereas high frequency tags are usually printed with 
conducting inks. 

3. Receiver: Reader/ Interrogator: To retrieve the data stored on an RFID tag, you need a reader. A 
typical reader is a device that has one or more antennas that emit radio waves and receive signals back 
from the tag. The reader then passes the information in digital form to a computer system. The 
receivers retrieve data from the transponders. The function of a reader depends on the tags being used 
and the requirements of the application. The receiver-transponder interaction is based on 
communication and data transfer. 

4. Air Interface / protocol : Tag is only powered when it is in the beam of the interrogator. The tag then 
uses a technique called backscatter to reply to the interrogator. The tag talks to the interrogator using 
what are called the air-interface. This is a specification for how they talk to each other and includes the 
frequency of the carrier, the bit data rate, the method of encoding and any other parameters that may be 
needed. Also a part of this air interface is what is commonly called the anti-collision protocol (if the tag 
supports it).  

 
Why is RFID better than using bar codes? 
 The two are different technologies and have different applications, which sometimes overlap. The big 
difference is bar codes are line-of-sight technology while RFID can be read without a sight. Line of sight 
technology means scanner has to "see" the bar code to read it, which means people usually have to orient 
the bar code towards a scanner for it to be read. This generally consumes time and makes the process slow. 
Companies have to employ people to do all this work. To replace all these companies opted for RFID which 
would ease all these i.e. reduce labor costs, process proceeds faster because using RFID all these can 
scanned at one go. RFID tags can be read as long as they are within range of a reader. Bar code tags have to 
be read individually while in RFID tags can be read simultaneously. While using bar codes, if a label is 

Characteristics Passive RFID tag Active RFID tag 
Power Source Provided by a reader Inbuilt 
Availability of power Within the field of reader Continuous 
Signal Strength (Reader to Tag) High Low 

Signal Strength (Tag to Reader) Low High 

Communication range < 3meters  >100 meters 
Tag reads < 20 moving tags @ 3mph in 

few seconds 
>1000 moving tags @ 
100mph in 1 sec 

Memory  128 bytes 128 Kbytes 
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ripped, soiled or falls off, there is no way to scan the item while RFID can cope up with harsh and dirty 
environments (when hard tags are used). Standard bar codes identify only the manufacturer and product, not 
the unique item. The bar code on one milk carton is the same as every other, making it impossible to 
identify which one might pass its expiration date first.Bar codes cannot be updated while RFID tags can be 
over written (active tags). Also, RFID is a better choice for situations in which there is a need for a lot of 
handling, such as in manufacturing and/or moving inventory situations. 
 
RFID applications 
 While the potential efficiencies created by RFID are enormous there are only a few applications that 
have been implemented and are continually being used. Earlier the most common uses for radio frequency 
identification technologies included transportation, materials management, and security and access control, 
currently, there are a variety of other applications for RFID in Manufacturing and Processing (Inventory and 
production process monitoring, Warehouse order fulfillment), Supply Chain Management (Inventory 
tracking systems, Logistics management), Retail (Inventory control and customer insight, Auto checkout 
with reverse logistics), Security (Access control, Counterfeiting and Theft control/prevention), Location 
Tracking (Traffic movement control and parking management), Wildlife/Livestock monitoring and tracking 
etc. and many more.  
 
RFID in SCM (Supply Chain Management) 
 RFID devices are used to conduct rapid, accurate, and frequent product cycle counts, leading to 
significantly more accurate, near real-time information, which can be used in SCM for variety of 
applications like increasing sales through improved in-stock position, relocating misplaced goods, rapidly 
locating items sought by customers on the retail floor or in the backroom, (e.g. size, color), identifying 
shrink quickly, reducing manual inventory costs etc. Companies can use RFID with a grand vision of 
flipping the supply chain around. Today, companies using traditional supply chain management make goods 
based on a monthly forecast. They then push the goods out into the supply chain and hope they sell. If 
demand is greater than they forecast, they lose sales. If it is less than forecast, they have excess goods that 
are sold at a loss or thrown away. Companies using RFID are much more efficient in SCM since goods 
could be pulled on real-time demand. RFID readers on shelves monitor how many products are being sold, 
they signal the backroom when the shelves get low and request more inventories be brought out. When 
inventory in the backroom gets low, readers there signal the warehouse to send more products. When 
inventory in the warehouse gets low, readers signal the manufacturer to send more products and so on back 
through the manufacturer's suppliers.Business Processes in SCM where RFID is used are Tracking/Tracing, 
Replenishing, Receiving, Checkout, Demand Planning, Re-use and recycle/Returns, Shipping, Picking, 
Ordering, Transportation and Storing.  
 In SCM, RFID is used for early forecasts in three phases 
 
Phase I: Pallet Level 
•Shipping & Receiving 
•Tracking and tracing 
•Inventory management 
•Asset management 
 

Phase II: Case Level 
•Quality Control 
•Distribution Productivity 
•Tracking and Tracing 
•Inventory management 
•Asset management 
•Shelf maintenance 
•High value goods 

Phase III: Item Level 
•Customer insight 
•Shelf availability 
•Self-checkout 
•Returns 
•Maintenance 
 

  
 Retailers are very interested in turning the supply chain management industry into an RFID dependent 
business as long as it is cost efficient. RFID technology has been used in closed loop supply chains or to 
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automate parts of the supply chain within a company's control for years. A Procter & Gamble distribution 
facility in Spain used a 13.56 MHz system to increase throughput, reduce shipping errors and cut labor 
costs. Paramount Farms, which processes about 60 percent of the U.S. pistachio crop and exports its 
products to more than 20 countries, is relies on RFID to help automate the processing the incoming 
shipments of pistachios from grower partners. 
 As standards emerge, companies are increasingly turning to RFID to track shipments among supply 
chain partners. Canus, a Canadian manufacturer of skin care products made from goat's milk, is using RFID 
to reduce the cost of checking shipments to its retail customers, and it's looking to use RFID temperature 
sensors to monitor the condition of products in transit. 
 Recently, Gillette  tag every pallet and carton coming out of its distribution centres to reduce losses 
from out-of-stock, stolen or lost products, and the company believes that with increased tracking ability it 
will increase revenues by leveraging inventory information into smarter marketing to retailers. Retailers 
such as Shoppers Stop and Pantaloons apart from automaker Maruti Suzuki have used RFID tags for 
tracking their goods and capturing customer data for many years now.Gillette’s smart tags will also be used 
to track inventory through direct communication with smart shelve technology developed by the Auto-ID 
Centre at Massachusetts Institute of Technology, Cambridge. According to IBM, the smart tag smart shelf 
combination would shrink inventories by 5-25%.  
 
Benefits of RFID to the Retailers: 
 Benefits of RFID to the retailers can be roughly classified into operational benefits and business 
benefits. Operational Benefits like reducing labor “touches”, real-time visibility of inventory, increasing 
material handling speeds, accelerating decisions at point of activity and improved error correction at the 
edge makes RFID a very useful technology for retailers. While business benefits like increased sales 
through improved in stock positions, enhanced Customer Experience & responsiveness, increased accuracy 
& visibility& real-time decision making has made it an economically viable technology in spite of large 
installation cost.  
 Secondary research and content analysis done by us depicts following list of benefits obtained by 
retailers due to RFID. 
 

1. Improved customer service levels  
2. Security  
3. Reduced out of stock  
4. Improved data accuracy  
5. Real-time visibility  
6. Reduced inventory  
7. Increased sales  
8. Business intelligence  
9. Improved collaboration  
10. Improved returns/recall handling  

11. Reduced overall cost  
12. Improved visibility of orders and inventory  
13. Reduced labor requirements/costs  
14. Improved on-shelf availability  
15. Reduced shrinkage  
16. Improved labor productivity  
17. Tracking shopping behavior 
18. Competitive advantage  
19. Monitoring worker productivity 

  
Retailers such as Best Buy, Metro, Target, Tesco and Wal-Mart are in the forefront of RFID adoption. 
These retailers are currently focused on improving supply chain efficiency and making sure product is on 
the shelf when customers want to buy it. Metro in Germany and Tesco in the United Kingdom have done 
extensive testing to see if putting RFID tags on individual products in the store can will help them to reduce 
out of stocks.  
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RFID applications in different sectors:  
a. Transportation: RFID applications in transportation include railroad car management, traffic 

management, tolls and fees, fare collection, equipment identification, fleet management, solid waste 
hauling, and fuel dispensing (CII, 2001). When a hometown commuter passes through an express toll 
lane an RFID tag alerts the tag reader that someone has passed through the toll and the reader then 
identifies the commuter and communicates the charge to an account setup in a networked computer 
system. The truck is simply tracked by RFID technology along the highway; many companies are using 
this in SCM to track orders. Transportation Management System (GTMS) enables airports to have man 
less security checkpoints that monitor, track, control, record, and report vehicle operations. Nearby 
traffic congestion and air pollution from vehicle emissions is reduced, and airport revenues from 
commercial vehicle access charges increase. 

b. Security: Many businesses use RFID to control access to hotels and business facilities by attaching a 
tag to an employee’s room card or ID badge. Such technology ensures that only authorized persons are 
allowed access to particular rooms or entrances. This application is also becoming more common in 
nursing homes and hospitals where the management and tracking of individuals is very important, and 
alarms are more discrete. Other security features include RFID chips embedded into automobile keys 
that enable the car only to start if the key has the proper chip embedded into it. Video stores and 
libraries are also applying radio frequency devices to checkout rentals and detect stolen or misplaced 
items. Law enforcement officers are now able to track credit cards, jewellery, vehicles and artwork by 
radio frequency tags embedded in these objects. 

c. Manufacturing: Radio frequency identification systems allow the tracking of work-in-progress in 
automobile manufacturing and computer hardware manufacturing. Such technology allows managers to 
track goods through the manufacturing process and then the tags can either be reused on other products 
coming down the assembly line or they may stay permanently fixed to the product to provide a secure 
serial number. The tags also may contain important information about a particular assembly method or 
piece of equipment necessary to complete the product. 

d. Global Positioning System (GPS): Global Positioning Systems (GPS) have revolutionized the means 
to accurately locate and identify objects on the earth’s surface using a system of satellites in space and 
transmitters and receivers on earth. The combination of GPS and RFID identification tags has made 
real-time tracking a reality. Materials and assets can be identified and tracked as they are installed or 
transported. 

e. Airports : RFID tags could be used to track and identify airline luggage and passengers increasing 
national security, speeding up luggage sorting and transfer, and decreasing expenditures resulting from 
heightened security measures. The International Air Transport Association (IATA) believes this 
technology has countless potential benefits for simplifying passenger travel for airports and airlines. 
The major advantages of RF technology in baggage handling are an increased journey speed of luggage 
as a result of faster read rates and elimination of human intervention in misdirected bags and security 
procedures.  

f. Medical Applications: Medical applications include allowing restricted access and tracking patients 
and guests with authorized wristbands through hospitals. Hugs with Kisses, produced by X mark, is an 
electronic tagging and monitoring system for controlling the movement of new-born babies in a 
hospital environment. The system comprises active transponders attached to the baby, monitoring 
receivers at doorways and a computer networking system to reduce the risk of abduction and to ensure 
mother and child identification. 

 
RFID Indian Scenario: 
 Some technologies that have caught the attention of global retail giants are yet to catch on in India. 
Globally, Wal-Mart uses Radio Frequency Identification (RFID) readers to reduce stock outs. As soon as 
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goods are sold, RFID tags automatically update the database. A software monitors which stock will be 
depleted and automatically generates a list of items that need to be replenished. Retailers, textiles, aviation, 
energy and auto sectors in India are switching to this new concept over the last 5 years after seeing the 
results of implementation in the developed world. This is also necessitated by pressures on them by 
suppliers from abroad to comply with global business practices, failing which they run the risk of being left 
behind. Infosys Technologies is a founding member of EPC and Wipro technologies have been associated 
with Auto-ID Lab at MIT for some years now. Both these companies play a big role in the EPC which 
provides standards for implementation of the technology. The Big Bazaar, Pantaloons has taken initiative in 
piloting RFID in its Tarapur Warehouse. With the help of Wipro InfoTech, the architecture of implementing 
RFID is being worked out with existing Pantaloons infrastructure. The major benefits indicated were 
increased visibility, faster and more accurate processes. Other sectors of the industry such as FMCG, Oil 
and Gas, Defence have shown interest on RFID implementation. Government is also keen on becoming one 
of the large potential end users of RFID/EPC (Electronic Product Code) for tracing and tracking 
equipment’s and spares, asset management, effective stock management, zero error production, order 
processing, distribution and logistics management etc. With its varied usage and benefits, RFID is poised 
and anticipated to be one of the emerging technologies which have the capability to transform business 
problems into profitable and positive outcomes. 
 
RFID Adoption by Indian Retailer 
 

Retail Store Year of Adoption 
Pantaloons  2005 
Big Bazaar  2007 
ITC Wills  Lifestyle  2007 
Reliance  2008 
Madura Garments  2007 
Tata  2007 
Shoppers Stop  2006 
Arvind Mills  2006  

 
RFID Challenges faced by Retailers:  
The following are some of the issues that require close scrutiny when investigating RFID:  
a. Tag Cost – Tags are required in larger quantities by retailers hence their cost is an important 

consideration in overall costing of RFID implementation. It is difficult to mention exact cost of tags in 
India since pricing is based on volume, the amount of memory on the tag and the type and packaging of 
tag (whether it’s encased in plastic or embedded in a label, for instance). Our research shows usage of 
only passive tags by Indian companies. Passive tags used in Big Bazar range from 6-8 Rs. And goes 
upto 65 Rs. (details are provided in case discussion) while in Shoppers Stop the cost range from 20 Rs. 
To 120 Rs. Per tag.  Active tags with special protective housing, extra-long battery life or sensors can 
be Rs. 5000 or more. A passive 96-bit EPC inlay (chip and antenna mounted on a substrate) costs in 
India from Rs. 5 to 15. If the tag is embedded in a thermal transfer label on which companies can print 
a bar code, the price rises to Rs. 20 or more. Low- and high-frequency tags tend to cost a little more. 

b. Tag Size – Tag size is dependent on the read range desired. Although the chips are very tiny, they will 
not operate without being mounted to an antenna. In general, the size of the antenna will determine the 
read distance performance of the tag so understanding the size of the antenna needed for the application 
is more important than the size of the chip alone. RFID antenna design is becoming very specialized so 
that there are antennas being designed to deal with specific applications such as the presence of liquid 
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or metal. An end user should be sure to work with a reputable supplier who will help them determine 
the best antenna design for the application.  

c. Infrastructure Cost  – Much focus of retailers is on the tag cost since it is a recurring expenditure. 
Besides the cost of the tags for every pallet, case or item to be tracked, there are the costs of the readers 
at every identification point, the software development and implementation costs for use of the 
information, and the supporting infrastructure costs. As per our secondary and primary research, use of 
RFID in Indian retailers is limited to Security and few SCM applications. They use Check pad sensors 
and check point sensors which cost Rs. 60,000 to 1,00,000 each. Many such sensors are requires for 
good implementation of RFID (at least one check pad sensor each on each cash counter, and two check 
point sensors on each exit point. The number and types of readers is also a major expenditure 
depending on the application.  

d. Technical issue like Readability – Read distances for RFID are very much dependent on the 
frequency chosen for the application. Tag orientation also affects the read range as the range diminishes 
as the tag is rotated from being perpendicular to the path to the reader. Reading reliability is quite good 
when labels are alone in a reader field like cases on a conveyor line, but less certain when the labels are 
randomly oriented. Hand held readers are not capable of using as much power as stationary readers and 
as a result provide shorter read distances. Reading large objects, whose tag may be positioned on 
opposite side is difficult. Materials of the object or around the object (metal, liquid) can affect 
readability. Upto 20-30% error rate in reading tags is obtained in passive tagging. 

e. Government Regulation – Governments around the world regulate the use of the frequency spectrum. 
Different countries have already assigned certain parts of the spectrum for other uses and as a result, 
there is virtually no part of the spectrum that is available everywhere in the world for use by RFID. 
This means that a RFID tag may not work in all countries. As an example if you choose the Ultra High 
Frequency (UHF) frequency that operates at 915MHz in the U.S. and you ship your product to Europe, 
they may not be able to read it as well since Europe operates in the UHF spectrum at 869 MHz and 
with lower power. This is an important consideration when operating in a global environment.  

f. Anti-Collision  – This is an important feature of RFID chips/readers since it will allow multiple tags to 
be read while grouped in one reader field. It is not available on all RFID tags but is an important feature 
if you are planning to use RFID for inventory counts, shipping and receiving where multiple tags need 
to be read at the same time.  

g. Privacy Issues – Consumer groups have expressed concern over the potential (real or imagined) 
privacy invasion that might result with widespread RFID item marking. These groups are pushing for 
legislation that will require manufacturers to advise consumers that the products contain RFID devices 
and must provide a means so that the devices can be disabled at point of purchase. These issues are 
most prevalent at the item marking level and will have little impact on the implementation of carton 
and pallet labeling.   

Along with these retailers in India and across the globe face other issues like Data warehousing and 
integration issues, Redesign issues, Unclear ROI, Multiple frequencies, Resistance to change, Top 
management attitude, Lack of technical expertise &Complexity of technology.  
 
Major Research Findings:  
Content Analysis Findings:  
• RFID is a type of automatic identification system which is gaining greater proliferation in various 

business sectors & services. The cost of RFID tags and readers is reducing with adoption of high 
volume but still the RFID manufacturers and service providers are very limited in India. 

• Transponders/ Tags are of two types predominantly, active and passive. They operate at low, high, and 
ultra-high frequencies and have various standards in various countries. India has not set standard code 
for RFID applications unlike many developed countries. 
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• In SCM, RFID is used at three levels viz. Pallet level, case level and item level. its application is 
variable as per product, quantity requirement etc.  

• Companies are increasingly turning to RFID to track shipments among supply chain partners and SCM 
integration that can go long way in giving prompt customer service. 

• RFID is commonly used by retailers in developed countries both at SCM and customer service levels 
using both active and passive transponders but its proliferation in India is not very high. 90% of the 
articles and cases that we found were not Indian. Very less data about RFID implementation in India is 
available in RFID online journals, research papers and articles.  

• While the potential efficiencies created by RFID are enormous there are only a few applications that 
have been implemented and are continually being used. Even big organisations who have done major 
spending in RFID infrastructure development are not using all efficiencies due to privacy issues hence 
ROI in RFID remain very high. 

• Retailers are gaining both operational and business benefits by successful implementation of RFID 
which is enhancing customer experience and responsiveness.  

• Major challenges faced by retailers while implementation of RFID are high costing, tag size variability, 
technical issues, government regulations, anti-collision, privacy issues, Unclear ROI , Multiple 
frequencies, Resistance to change, Top management attitude, Lack of technical expertise & Complexity 
of technology etc.  

 
Retailer’s Analysis Findings: Usage of barcode and RFID in modern retail format was explored using 
observation and personal interviews in various outlets in Pune. 5 major retail chains viz Big Bazar, 
Pantaloons(representing value retail format) and Shoppers stop, Central and Marks and Spencer’s were 
studied to understand their RFID usage, technology, reasons and challenges behind RFID implementation.  
• RFID could be implemented in the retailing in the customer relationship management, shop floor 

management, marketing and promotion, and logistics and inventory management. Improved operational 
efficiency and effectiveness, and increased sales and profits, are the major perceived benefits by 
retailers.  

• Pallet level&case level tagging is used for backward supply chain management and integration by both 
value and luxury retailers. Luxury retailers use item level tagging for almost all items for products for 
which RFID is used while value retailers use MRP of product to do item level tagging. 

• There is not much difference in the type of RFID system used by value retailers and luxury retailers. 
All of them are using passive transponders with varying frequencies. We have not found any active 
transponders used at retail floor space but they are used in supply chain management functions by all of 
them viz. Shoppers Stop, Marks and Spencer, Central,  Pantaloons and Big Bazar.  

• There is slight difference in the type of transponders used by value retailers and luxury retailers in 
terms of cost and size. Value retailers like Big Bazar and Pantaloons are using more soft tags (stickers) 
in Apparels, Toys (above 399 Rs.) and few hard tags for items which are high value. While luxury 
retailers like Shoppers Stop use more hard tags. Smaller hard tags are used by Mark and Spencer’s 
which appear to be higher in frequency than others.  

• There is costing difference in tags used by value retailers and luxury retailers. Value retailers use more 
soft tags with price of Rs. 6 to 8 per tag while not many soft tags are used by luxury retailers, rather 
they use soft tags in plastic casing which cost around 15 to 20 Rs. Per tag. Luxury retailers use more 
hard tags costing Rs. 100 to 120 each while hard tags used by value retailers cost around 60 to 70 Rs.  

• There is no difference in the application areas of RFID in value and luxury retailers. All of them are 
using RFID for security purpose to reduce losses incurred due to pilferage, theft and shrinkage. No-one 
is tracking customer data using RFID in the outlets that we visited.  
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• All the retail outlets we studied use combination of Bar code and RFID. Value retailers use RFID for 
very limited products like apparels since the strategy of reduced pricing due to sales promotion is very 
commonly adopted, RFID is perceived as technology that is difficult to change on daily basis hence is 
not used in all items. In-spite of using RFID tags, luxury retailers use bar coding in conjunction for 
billing purpose.  

• RFID is not used in food items by major retailers as their cost is less and spoilage is possible because of 
oily or granular layers. 

• All the store managers and technical managers feel RFID can replace traditional EAS systems 
(Electronic Article Surveillance) in the future. 

• Both value and luxury retailers use similar RFID infrastructure with track pads at cash counters and 
track pointers at exit with similar costs of Rs. 60,000 to Rs. 90,000 each.  

• Big Bazar is planning in future to use RFID for understanding the shelf life of the product and 
discarding the ones which are nearby to expiry. They are planning to use this for not accepting 
shipments near to expiry to reduce wastage of space, time and cost.  

• All the retailers are using RFID in Logistics to track vehicles for shipment, the applications are wider in 
SCM of luxury retailers like inventory management, SKU tracking. In-spite of data being available 
through RFID, all of them are using manual operations like physical verification.  

• Common applications that store managers and operations managers of retail outlets perceive are 
customer relationship management, shop floor management, marketing and promotion, and logistics 
and inventory management.  

• There is very less awareness about RFID among employees in both value retail outlets and luxury 
retailers. They seem to be more comfortable with bar coding rather than RFID.  
 

Practical Implications: 
 The results give retailers a better understanding of the potential benefits and challenges of adopting 
RFID. The retailers will, therefore, be able to make more informed decisions in operational planning and 
resource allocation. Moreover, the results may inspire more retailers to use this technology. An 
informational effect for managerial processes is observed for improved decision quality, production control 
and the effectiveness of retail sales and promotions coordination. For managers, the paper can help them 
identify implementation areas where RFID can have the greatest impact.  
 
Research Limitations 
 Limitations of this research include the use of secondary sources and the lack of consistency in 
performance measure definitions. Future research could focus on detailed case studies that investigate cross-
functional applications across the organization and the supply chain.Data is collected using depth interviews 
hence possibility of interviewer bias may exist. Limited number of outlets in Pune city are studied hence 
there is limitation of scope of findings.  
 
Future of RFID (that can be adopted by Indian Retailers):  
Smart groceries 
� Add an RFID tag to all items in the grocery. 
� As the cart leaves the store, it passes through an RFID transceiver. 
� The cart is rung up in seconds. 
Smart cabinet 
• Tagged item is removed from or placed in “Smart Cabinet”  
• “Smart Cabinet” periodically interrogates to assess inventory 
• Server/Database is updated to reflect item’s disposition 
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• Designated individuals are notified regarding items that need attention (cabinet and shelf location, 
action required) 

Smart fridge 
� Recognizes what’s been put in it 
� Recognizes when things are removed 
� Creates automatic shopping lists 
� Notifies you when things are past their expiration 
� Shows you the recipes that most closely match what is available 
“Smart” appliances: 
• Closets that advice on style depending on clothes available.  
• Ovens that know recipes to cook pre-packaged food. 
 
Conclusion 
 Lack of standardization, high costs of implementation, slow technology and deployment risks, and the 
elimination of unskilled labour are all contributors currently preventing the adoption of new RFID 
technologies. As RFID technologies develop, the cost of RFID equipment and software will continue to 
become more affordable. Just in the last four years the price of RFID tags has shrunk by 75%. Besides, 
RFID systems require no maintenance and can be used repeatedly. The benefits that can be obtained are 
very far reaching and hence RFID technology is certainly the step forward. 
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“Empirical Study of Car Dealers in Pune City” 
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Abstract: 
 The automotive industry is increasingly becoming the cynosure of the manufacturing sector across 
the globe. The attention and importance to the automotive industry in the economic development and 
planning policies of Government and its agencies has also witnessed significant up rise. The industry has 
been evolving over the years, meeting up with challenges as diverse as transitions, consolidations and 
restructuring, and thereby adapting to the new market conditions. If one attempts to answer the question 
of what induces customers to exhibit loyal behavior in respect of a product or a dealer, the research done 
prior in the area indicates the relevance of satisfaction with previous services as the determining 
feedback element in the buyer decision's process.  
 Dealers are important link in automobile marketing. They play crucial role in growth of the industry. 
Estimating customers' judgment about their 'buying experience' and evaluating the aspects that 
influence their perception could help in making the product a success. The present study tries to deal 
with issues prevailing in retailing of cars, challenges in the industry, how the competition and changing 
customer preferences affecting the nature of the business.  The objectives of the papers are 1. To find out 
problems confronted by the dealers of cars in Pune. 2. To find out issues of income from diverse sources 
of dealer. 3. To gauge the perception of dealers regarding services provided by OEMs. 
 
Keyword: Automobiles, Dealerships in India, Car Retailing, Dealer Satisfaction. 
 
Introduction 
 The automotive industry is increasingly becoming the cynosure of the manufacturing sector across the 
globe. The attention and importance to the automotive industry in the economic development and planning 
policies of Government and its agencies has also witnessed significant up rise. The industry has been 
evolving over the years, meeting up with challenges as diverse as transitions, consolidations and 
restructuring, and thereby adapting to the new market conditions. In the last few years, the world 
automotive industry has changed its location preferences due to various reasons. Earlier, the automotive 
industry was largely confined to the triad - North America, Europe and Japan; however, with the emergence 
of some vibrant developing economies, like Brazil, India and China, the global automotive industry has 
been considering a different growth perspective, and has been relocating the operations.  
 These growing developing economies has been evolving as the manufacturing hub, as also the 
newfound markets, for the global majors like Ford, General Motors, Chrysler, Toyota, Honda, Nissan and 
BMW, who are competing to enhance their market share in these markets. Increasing growth in GDP and 
the growing disposable income has catapulted these emerging economies as market for automotives, while 
the low cost of operations and skills in design and R&D made them as destinations for investment and 
manufacturing operations.  
 The entry of global auto-majors into India has significantly altered the automobile-manufacturing 
scenario in the country. Alongside the challenges, the trend also presents a plethora of opportunities to 
Indian automotive industry, which needs to be capitalized, so as to emerge as a successful global player.  
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Competition in India 
 As a result, competition in India’s automobile had been heating up in the recent years. Many global 
players in the automobile have already set up presence in India. Most of them are through tie-ups with 
dominant local players, while some are done entirely on their own. 
 In the absence of strong competition in the past, the local car manufacturer Maruti Udyog Ltd (MUL) 
has virtually dominated the Indian automotive market in the passenger segments since the 1980s. As the 
automotive manufacturing sector rapidly evolved through the dynamics of open market and deregulation, 
many new joint ventures (both technical and financial) were formed between local players with leading 
global manufacturers. In 1982, MUL, then a wholly government-owned company, signed up a collaboration 
agreement with Suzuki of Japan to establish the volume production of contemporary models. Subsequently, 
the licensing regime was scrapped in 1993 paving way for 17 new ventures, of which 16 are now 
manufacturing cars since then; there has also been an emergence of new competition for higher value 
segments of the passenger car market. Ford entered the mid-range market with the Ikon model in April 
1998, a move which was followed by Honda, Mitsubishi, Hyundai, and Daewoo. Other players including 
Hyundai and Daewoo, have since improved their share of the passenger car market with new models for the 
4-wheelers segment, MUL/Suzuki dominates the automotive landscape holding a 33% share of the 
passenger car market in 2004/05. In the second place is Tata Motors, a local company, commanding 26% 
share, while Hyundai Motor ranked third with 15% share and the rest split amongst close to more than 20 
other manufacturers. 
 
Importance of Dealers 
 Dealers are important link in automobile marketing. They play crucial role in growth of the industry. 
Estimating customers' judgment about their 'buying experience' and evaluating the aspects that influence 
their perception could help in making the product a success. The central determining factor of customer 
loyalty for dealers and manufacturers is customer satisfaction. When the question is about of what induces 
customers to exhibit loyal behavior in respect of a product or a dealer, researchers point to the relevance of 
satisfaction with previous services as the determining feedback element in the buyer decision's process.  
 Loyal customers are also likely to bring in higher profit in the later phases because, as they climb up the 
social ladder, they often buy more luxurious vehicles and which go on adding more profits for the motor 
industry. 
 This secure share of sales increases in line with the extent to which new customers can be locked in 
through loyalty promoting measures during the post purchase phase. Loyal customers also tend to make 
more additional purchases - an important sales factor in the automotive business, which is heavily 
dependent on vehicle servicing and accessories. It is also very likely that the price sensitivity of demand 
falls with increasing loyalty and thus competition on the basis of financial conditions is reduced in the loyal 
customer segment. Though ideally sales promotions should be planned with some care, this is often quite 
difficult. First, a retailer planning a sales promotion faces not one, but several decisions: the degree and 
scope of markdown, expenditures on advertising, timing of the promotion, and sales force commissions. A 
sales promotion not only effects immediate sales of the product being promoted, but also has a cascading 
effect on other aspects of the business, such as service and repeat sales. Auto firms engage in dealership 
rivalry partly to maintain the product preferences of buyers, partly to sell a substantial part of their products 
through retail dealerships, and partly to promote sales, specialized maintenance, repair service, and easy 
access to replacement parts. Dealers must focus on the positive influence of customer satisfaction on brand 
and dealer loyalty. Furthermore, it was found that the strength of the relationship between different types of 
satisfaction and loyalty indicators differs markedly between various market segments. The customer loyalty 
is a very complex issue. There are also limits to the extent to which loyalty can be enhanced in the 
relationship with the customer. Even pronounced satisfaction cannot always prevent the customer from 
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changing either brand or dealer. However, the risk with loyalty-based marketing is that customers will 
possibly develop a reaction as a result of particularly intensive efforts to safeguard loyalty.  
 
Research Methodology 
Construct Development: 
 A scale of 18 statements is developed to measure the opinion and perception of dealers regarding 
support of OEMs in training of employees and promotions of vehicles, margins in spares, Delivery pattern 
of vehicles, Sales team and Warranty Claim Settlement. A five point Likert Scale with parameters of Highly 
Satisfied, Satisfied, Neutral, Dissatisfied, highly dissatisfied with ratings of 1,2,3,4 and 5 respectively was 
administered. For two statements a scale with parameters of Very Good, Average, Poor, As per expectations 
and Below expectations with rating of 1,2,3,4 and 5 was administered to elicit response from customers. 
 Sample Size: The sample size of the study is 10.  
 Sampling Method: the study was conducted in Pune City. For this purpose out of the total dealers in 
Pune 14 were selected for the present study. The dealers were selected by using convenience sampling 
method. Data was collected from the existing customers from the selected car manufacturers – Maruti 
Suzuki, Toyota Motors, Tata Motors, Hyundai Motors, Ford Motors, Mercedes Benz, Skoda Motors and 
Honda Motors. 
 The dealers studied in the present analysis are - Deccan Honda, Kothari Wheels, Millennium Motors 
Pvt. Ltd., Pandit Auto, Asset Auto, Chougule industries, Talera Ford, DSK Toyota, B.U. Bhandari Auto 
ltd., Kothari Wheels, Kundan Hyundai, Millennium Mobility, Planet Ford, ,and Wonder car (Pvt.) Ltd.  
 
Data Analysis & Interpretation: 
 Data was analyzed with the help of SPSS version 18. The data was tabulated with frequency tables, and 
was represented with the help of bar charts, histograms to give clear views of the inferences. For reliability 
and validity studies cronbach’s alpha and factor analysis was done respectively. The data was further 
analysed using Chi-square Test, K-S Test for inferential statistics.  
 
Some of the important statements discussed in the questionnaire can be tabulated in the following 
manner. 

Parameter Strongly 
Satisfied  Satisfied Neutral Satisfied Strongly      

Disatisfied 
Company support in marketing 
and sales activities 40% 40% 0% 10% 10% 

Product are designed as per 
market needs 

40% 40% 20% 0% 0% 

Company’s training policy is good 70% 20% 10% 0% 0% 
Margins in spares and accessories 
are enough 

30% 40% 10% 10% 10% 

Warranty claim settlement is 
satisfactory 

30% 50% 20% 0% 0% 

After Sales-Potential 40% 30% 10% 10% 0% 
Support for generating income 
from diverse sources 

20% 20% 10% 30% 20% 

Table No. 1: Summary of few statements 
Reliability Statistics 

 
Cronbach's Alpha N of Items 
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.719 28 

Table No. 2: Reliability 
 
If a Cronbac’s alpha coefficient exceeds 0. 70, the test scores are deemed reliable.  In this case Cronbach's 
Alpha is 0.719 so we can interpret that data is reliable. 
 

KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy .718 
Bartlett's Test of Sphericity Approx. Chi-Square 16152.562 

Df 820 
Sig. .000 

Table No. 3: K M O Test Results 
 
 The Kaiser-Meyer-Olkin measure of sampling adequacy and Bartlett’s Test of Sphericity. Kaiser 
recommends accepting values greater than 0.5 and values between 0.7 and 0.8 are good, values between 0.8 
to 0.9 are great, and values above 0.9 are superb. For this data the value is 0.718 which fall in the range of 
good. So, we should be confident that factor analysis is appropriate for these data. 
 Barlett’s measure test the null hypothesis that the original correlation  matrix is an identity matrix. 
Therefore the test should be significant (i.e. have significance value less 0.05). For this data, Barlett’s test is 
0.718, which is highly significant (p<0.001) and therefore factor analysis is appropriate.   
 
Findings 
• Dealers are satisfied about the support which company offers in marketing and sales activities across 

product line and companies are offering adequate support in the related area. 
• Companies are little conservative when it comes to promotional budgets and expenditure and many of 

the dealers feel it is less.  
• Company training policies are up to the mark and they train the employees at the dealer place as per the 

requirements and the standards of the company. 
• Present margins given by the companies are enough as they are satisfied about the margins but as profit 

matters some of the dealers say that looking at the present situation in market margins are less.  
• Most of the dealers are satisfied with claim settlement process practiced by the company and they feel 

that the process is good enough. 
• Dealers are confident about the skills and capabilities of the sales teams which are the guiding force in 

dealership business. 
• Vehicle ordering process is not cumbersome and it is rated as good by the dealers and vehicles are 

delivered on time and they grade the timeliness as good or as per their expectations.  
• Dealers are aware about real-time delivery process and they can delivery status of the vehicle easily. 
• Companies are supportive enough in generating revenue for them from different sources like insurance, 

body shop, etc. but some OEMs do not allow dealers to generate revenue from different sources 
because of policies and rules of the company. 

• Dealers are divided over the opinion about finding employees for their organisation. This may be 
because of strict norms or standards for the employees in some companies especially in servicing 
department where the problem of right kind of people is confronted. 

\ 
Conclusion 
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 Indian automobile industry is growing exponentially and all companies are to exploiting this 
opportunity to grab this market. They are coming with unique, novel practices for dealers. Dealers are the 
major stakeholders of the business. The dealership business is feeling the pressure, not only in profit 
margins but practices of the company and expectations of the customers. This phenomenon and the dynamic 
nature of competition will probably also ensure that, apart from marketing to safeguard customer loyalty, 
transactional marketing will always be highly relevant. To deal with these changes, companies should pay 
more attention and try to make this business more comfortable for the dealers.  
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“Western influence on Asian Culture through Advertising”  

Dr. Narendra P Parchure Prof. Sudeep V Limaye 

 
 

 
Introduction 
 Civilizations do meet and even merge but never has such an impact been witnessed as the impact of the 
west on India. A Birdseye view of the Indian scenario would depict a miniature or a distorted West in 
India.The impact has been so great and so deep that, wherever we go, and, as far as the eye can see, we 
notice only western modes and we are for a moment set to wonder if we are in India or in some western 
country. 

Impact of cultures is felt elsewhere also and this is bound to be, when two people or two societies or 
two countries meet but, neither leaves its own system as a whole. This is a unique feature in India only, 
where the culture of the west has penetrated so deep and far and wide that, the original Indian culture has 
got lost somewhere.  

One often wonders whether where we live is India, or a colony of the west? The influence is also 
changing our education system. In schools, the language most prominent is English and not Hindi. The 
medium of instruction is also English, so far so good.The height of itis seen when; a person who can 
communicate in English is known to be smarter than a person who cannot.The loss of the identity is only 
found in India.This only points to the ugly fact that, we have got independence from the British only 
physically and politically but, mentally and culturally the onslaught on India has been complete. We, even 
to-day, remain culturally and mentally bonded to the west. This indicates a full and complete degeneration 
of Indian culture and its total merger with the culture of the west. 

India is land of Diversity. Our country has various languages, religion, culture, tradition etc. various 
elements of Indian culture such as Indian books on philosophy, Indian cuisine, yoga etc. have created an 
impact all over the world. India is a country rich in its heritage and culture, but we are seeing fading of 
Indian culture at many places of India, especially at the urban societies of India. 
 
Culture 
• Culture refers to the cumulative deposit of knowledge, experience, beliefs, values, attitudes, meanings, 

hierarchies, religion, notions of time, roles, spatial relations, concepts of the universe, and material 
objects and possessions acquired by a group of people in the course of generations through individual 
and group striving.  

• A culture is a way of life of a group of people--the behaviors, beliefs, values, and symbols that they 
accept, generally without thinking about them, and that are passed along by communication and 
imitation from one generation to the next.  

• Culture is symbolic communication. Some of its symbols include a group's skills, knowledge, attitudes, 
values, and motives. The meanings of the symbols are learned and deliberately perpetuated in a society 
through its institutions.  

 
Indicators of Culture Which Affect Culture  

The position that the ideas, meanings, beliefs and values people learn as members ofsociety 
determines human nature. People are what they learn. Anthropologists suggest that there is no universal 
"right way" of being human.  
Cultural differences manifest themselves in different ways and differing levels of depth. 
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 Symbols are words, gestures, pictures, or objects that carry a particular meaning which is only 
recognized by those who share a particular culture. New symbols easily develop, old ones disappear. 
Symbols from one particular group are regularly copied by others. This is why symbols represent the 
outermost layer of a culture. 
 Heroes are persons, past or present, real or fictitious, who possess characteristics that are highly prized 
in a culture. They also serve as models for behavior. 
 Rituals are collective activities, sometimes superfluous in reaching desired objectives, but are 
considered as socially essential. They are therefore carried out most of the times for their own sake (ways of 
greetings, paying respect to others, religious and social ceremonies, etc.). 
 The core of a culture is formed by values. They are broad tendencies for preferences of certain state of 
affairs to others (good-evil, right-wrong, natural-unnatural). Many values remain unconscious to those who 
hold them. Therefore they often cannot be discussed, nor can they be directly observed by others. Values 
can only be inferred from the way people act under different circumstances. 
 Symbols, heroes, and rituals are the tangible or visual aspects of the practices of a culture. The true 
cultural meaning of the practices is intangible; this is revealed only when the practices are interpreted by the 
insiders. 
 
Layers of Culture 
 People even within the same culture carry several layers of mental programming within themselves. 
Different layers of culture exist at the following levels like, 
The National level: Associated with the nation as a whole. 
The Regional level: Associated with ethnic, linguistic, or religious differences that exist within a nation. 
The Gender level: Associated with gender differences (female vs. male) 
The Generation level: Associated with the differences between grandparents and parents, parents and 
children. 
The Social class level: Associated with educational opportunities and differences in occupation. 
The Corporate level: Associated with the particular culture of an organization.  
 
Western Culture 
 Western culture is a body of knowledge derived from reason. This foundation of reason has made 
possible a vast accumulation of understanding related to reality or nature, including human nature. This 
understanding is represented in several core ideals and values, which include individualism, happiness, 
rights, capitalism, science and technology. Western culture can also be referred to as advanced culture; this 
is because its ideas and values promote the development and sustainment of advanced civilization.  
 Western culture began in Ancient Greece. There and in the Roman civilization it developed until the 
start of the Middle Ages when it largely vanished from Europe. During the Middle Ages, Western culture 
resided, instead, in the Arab / Persian world to a modest degree.  Then the rediscovery of Western culture in 
Europe in the Late Middle Ages prompted the Renaissance. Western culture’s continuing development then 
led to the Scientific Revolution, the Enlightenment, the American Revolution, the Industrial Revolution and 
to what is considered today as modern civilization.  
 
Where Western Culture exists?   
 Today, Western culture has at least some presence in nearly all nations of the world. It does not 
currently exist, however, anywhere in a perfect and complete form. Wherever Western culture exists, it is at 
least partially mixed—and often largely mixed—with non-Western culture. Western culture currently 
dominates in many Western and Central European nations and several nations settled by Europeans and 
their descendants. Western culture also significantly exists in many Asian nations, such as Japan, South 
Korea, Taiwan and Singapore, and it is increasingly influential in India and China. It has only a modest 
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presence in most of the rest of Asia as well as Latin America and Eastern Europe. In much of both Africa 
and the Middle East, Western culture currently has little meaningfulpresence. 
 
Culture of Asia 
 The culture of Asia is human civilization in Asia. It features different kinds of cultural heritage of 
many nationalities, societies, and ethnic groups in the region, traditionally called a continent from a 
Western-centric perspective, of Asia. The region or "continent" is more commonly divided into more 
natural geographic and cultural sub-regions, including Central Asia, East Asia, North Asia, South Asia, 
Southeast Asia and West Asia. Geographically, Asia is not a distinct continent; culturally, there has been 
little unity or common history for many of the cultures and peoples of Asia. Asian art, music, and cuisine, 
as well as literature, are important parts of Asian culture. Eastern philosophy and religion also plays a major 
role, with Hinduism, Taoism, Confucianism, Buddhism, Judaism and Islam all playing major roles. One of 
the most complex parts of Asian culture is the relationship between traditional cultures and the Western 
world. 
 
The History of Advertising 
 Advertising, in a broad sense, has been part of economies since at least the beginnings of trade. 
Merchants have always sorted out the advantages of their goods in the marketplace. The oldest known 
written advertisement is a 3000-year-old Babylonian tablet requesting the return of a slave. Shop signs and 
broadsides affixed to walls, posts or trees were common advertising devices in all civilizations prior to 
newspapers.  
 The first printed advertisement in English appeared in 1477, the year after William Caxton set up his 
first press in England. By the middle of the seventeenth century, British newspapers had adopted 
advertising as an intrinsic part of their contents. The first daily newspaper in the American colonies devoted 
as many as ten of its sixteen newspaper columns to advertising.  
 Advertising is subtly seductive, causing a preoccupation with material concerns and the assumption that 
these lead to happiness. There are a number of reasons for advertising's effectiveness. It is pervasive, it is 
repeated over and over, it systematically uses research designed to improve attention, comprehension, 
retention and behavioral impact. Finally, its impact is heightened by the fact that its audience is increasingly 
living in a cultural vacuum, away from traditional sources of cultural influence such as family, church and 
school.  
 Influenced by the new forms of advertising, the meaning of the commercial exchange altered 
fundamentally: people paid money for product image and personality instead of product utility, as in earlier 
transactions. A combination of factors interacted to promote the immergence of product-image and product-
personality advertising between the 1920's and the early 1950's. 
 The realistic representations of photography conveyed images in ways that the older forms of 
illustrations could not. Advertisers used the possibilities of photography by intensifying the symbolic 
association between goods and the consumer's self-image. These possibilities in advertising stimulated the 
development of emotional, affective, or "mood" advertising. Under the influence of photography, facts 
about the product had to give way to product fictions, and utility became less important than fantasy.  
 Consumers are now divided into market-lifestyle-sectors characterized by psychographic features 
which describe all their buying preferences. The ultimate goal of this research approach is to develop a 
group's called psychographic portrait, consisting of generally applicable personal values, attitudes and 
emotions. Using such a portrait, advertisers could better identify and exploit the wishes and fantasies of 
potential consumers.  
 Advertising today uses all the tricks of the trade. i.e. information, image, personality, and lifestyle. How 
it mixes these for a particular campaign also depends on what factors are present: the kind of product or 
service being sold, the intended audience, the character of the actual audience, the product or service type, 
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the context in which it will be used, the medium by which it will be used and the medium by which the 
message will be transmitted.  
 
The Global Perspective 
 One more negative scholarly view of advertising is that there may be no use in studying the social and 
cultural effects of advertising alone. They are part of a larger system in which large companies control our 
culture. One of their tools is advertising. This view certainly is correct in insisting that advertising must be 
studied in its proper context and as one influence interacting with many others.  
 The rationale for dealing separately with American or Western advertising and advertising in the rest of 
the world is that advertising has become such an integral part of Western culture. Also, American society 
has become the model for that way to advertise all over the world. When operating globally companies 
advertise in non-western parts of the world using the same Western mirror for their advertising, though they 
will sometimes use indigenous models as well.   
 Advertising is a product of industrialized society. Since a rational and viable economy, today, is largely 
dependent on mass industrialization, advertising will continue to be a factor in our lives. Social and cultural 
effects are not the intended effects of advertising, because it is not designed to change social behavior or 
cultures.  
 Advertising functions only to sell products or ideas. Social and cultural effects are by-products of 
advertising, but they are central to the interest of those who are fearful that advertising has too much 
influence on our view of the world. And it does. Exactly how advertising works on consumer's minds is still 
a matter for continuing research. 
 
Laws Governing Advertising  
 Advertising regulation refers to the laws and rules defining the ways in which products can be 
advertised in a particular region. Rules can define a wide number of different aspects, such as placement, 
timing, and content. In the United States, false advertising and health-related ads are regulated the most. 
Many communities have their own rules, particularly for outdoor advertising. Sweden and Norway prohibit 
domestic advertising that targets children. Some European countries don’t allow sponsorship of children’s 
programs, no advertisement can be aimed at children under the age of twelve, and there can be no 
advertisements five minutes before or after a children’s program is aired.  
 In the UK advertising of tobacco on television, billboards or at sporting events is banned. Similarly 
alcohol advertisers in the United Kingdom are not allowed to discuss in a campaign the relative benefits of 
drinking, in most instances therefore choosing to focus around the brand image and associative benefits 
instead of those aligned with consumption. There are many regulations throughout the rest of Europe as 
well. In many non-Western countries, a wide-variety of linguistic and non-linguistic strategies (e.g. religion) 
are used to mock and undermine regulations. 
 Two of the most highly regulated forms of advertising are tobacco advertising and alcohol advertising. 
All marketing and advertising must be: 
• an accurate description of the product or service 
• legal 
• decent 
• truthful 
• honest 
• socially responsible (not encouraging illegal, unsafe or anti-social behaviour) 
 There are regulations that restrict what advertisers can and can’t do.As well as the regulations, there are 
2 advertising codes of practice that you need to follow to help you advertise legally. You must describe your 
product or service accurately. 
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Objectives & Research Methodology:- 
A- Objectives:   
The research paper aims to fulfill the following objectives:-  
1) To study the perception of the customer regarding the need for product advertising & influence of it. 
2) To study the behaviour of customer for purchasing the commodities advertised influenced by western 

culture. 
B- Research Methodology:- 
 The study is based on empirical research wherein the primary data is collected with the help of 

questionnaire method from the customers of varied nature and age group and personal interview 
method. 

 
Data Analysis 
1. Completeness of Indian Culture 
 

Particulars Frequency Percentage 

Yes 22 88 

No 3 12 

Total 25 100 

 
2. It is changing due to western influence 
 

Particulars Frequency Percentage 

Yes 16 64 

No 9 36 

Total 25 100 

 

 
3. Sources of influence 
 

Particulars Ranks Total 
 1 2 3 4 5  
Literature 2 1 1 3 8 15 
TV 5 5 5 5 5 25 
International 
Travel 

2 5 3 5 5 20 

Education System 1 1 3 5 2 12 
Films 5 4 4 4 4 21 

22, 88%

3, 12%

Do you feel that Indian culture is 

complete in itself?

Yes

No

16, 64%

9, 36%

If yes, do you feel that it is 

changing due to western 

influence?

Yes

No



   Marketing Management  
 

 

ISSN: 2230-9667  Chronicle of the Neville Wadia Institute of Management Studies & Research 188 

 

 

 
 

4. components of culture 
5.  

Particulars Ranks  Total 

  1 2 3 4 5   

Individualism 3 2 2 4 9 20 

Acceptance to power 9 4 3 2 3 21 

Society measured by success and achievements 2 4 4 5 7 22 

Tolerance for imperfection 1 1 3 5 8 18 

Practicality (Pragmatism) 1 1 3 5 9 19 

Indulgence (degree of control on desires) 2 2 3 3 4 14 
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6. cultural dimension has got diluted 
 

Particulars Ranks  Total 
  1 2 3 4 5   

Individualism 3 2 2 4 9 20 

Acceptance to power 8 5 4 2 2 21 

Society measured by success and achievements 2 2 3 8 9 24 

Tolerance for imperfection 1 1 2 7 8 19 

Practicality (Pragmatism) 9 6 1 1 2 19 

Indulgence (degree of control on desires) 1 1 2 5 6 15 
 

 
 

7. Advertising promoted more individualism 
 

Particulars Frequency Percentage 
Agree 8 32 
Strongly Agree 15 60 
Disagree 2 8 
Strongly Disagree 0 0 
Total 25 100 
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8. Distribution of classes of the society has been not been diluted 
 

Particulars Frequency Percentage 
Agree 3 12 
Strongly Agree 0 0 
Disagree 12 48 
Strongly Disagree 10 40 
Total 25 100 

 

 
 

 
 
9. Advertising has created an intolerant society 
 

Particulars Frequency Percentage 
Agree 9 36 
Strongly 
Agree 

10 40 

Disagree 5 20 
Strongly 
Disagree 

1 4 

Total 25 100 
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10. Advertising has promoted a materialistic society 
 

Particulars Frequency Percentage 
Agree 7 28 
Strongly 
Agree 

16 64 

Disagree 2 8 
Strongly 
Disagree 

0 0 

Total 25 100 
 

 
 
11. Indian values of accepting the “Karma’ has been diluted 
 

Particulars Frequency Percentage 
Agree 8 32 
Strongly Agree 13 52 
Disagree 3 12 
Strongly Disagree 1 4 
Total 25 100 

 

 
 
 
Findings and observations – 
1. 64% of the responses feel that Indian culture is changing due to western influence. 
2. Advertising on TV and influence of advertising to international traveler are the two major influencing 

sources on Asian culture. 
3. Western influence through advertising has diluted the two major components of culture viz. 

Individualism and society measure by success and achievement. 
4. 84% responses feels that Indian values of accepting the “Karma’ has been diluted. 

7, 28%

16, 64%

2, 8% 0, 0%

Advertising has promoted a 
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rewards monetary success only.
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Conclusions and Suggestions:- 
It has been concluded that the overall perception of the customer regarding their needs for the products is 
influenced by advertising. The factors like, materialistic society, Distribution of classes in the society, 
Individualism, education system and the major influencers to Indian cultural system.  
The western values of equality and respect for labor have affected the traditional Asian values of respect for 
hierarchy. Advertising has also promoted a culture of intolerance in contrast to the Asian culture of patience 
and acceptance of god’s will. 
Suggestions – 
1. There should be a strong regulatory and legal mechanism present to control the proliferation of the 

advertising and its contents. 
2. The advertising contents and message should be appropriate and match with the customer values and 

wants. 
3. The Asian values as studied by Hofstede (European thinker) like, Centralized, Paternalistic, Loyalty, 

Generalist, Strong social Vs Task roles, Personal relationship, and Social control should be factored in 
the design advertising communication. 
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Indian Family Business Groups: An Analytical Financial Review 
Prof. Abhay S Kinikar, Asst Professor NWIMSR, Pune and Dr Yashavant S Vaishampayan 

 
 
INTRODUCTION  
 The theory of finance has come a long way in last one century. Michael C. Jensen & Clifford W. Smith 
(1984) have taken an excellent overview of corporate finance theories. Financial economics has progressed 
through its stage of policy irrelevance propositions of the 1960s to a stage where the theory and evidence 
have much useful guidance to offer the practicing financial manager. They noted that the theory and 
evidence are now sufficiently rich that sensible analysis of many detailed problems such as the valuation of 
contingent claims, optimal bond indenture covenants, and a wide range of contracting problems are 
emerging. However, they note some important unresolved questions, such as, (1) the level of dividend 
payment, (2) the maturity structure of the firm’s debt instruments, (3) the marketing of the firm’s securities 
(i.e. public versus privately placed debt, rights versus underwritten offerings), and (4) the relative quantities 
of debt and equity in the firm’s capital structure.  
 Stanley C. W. Salvary (2003) identified three basic reasons about the argument that the numbers in 
financial statements are not relevant. These are: (1) the numbers are not isomorphic with capital market 
values, (2) the numbers do not have a future orientation, and (3) the numbers are un-interpretable. The 
author observed that the first two arguments are invalid, whereas the third one holds.  
 Raj S. Dhankar & Ajit S. Boora (1996) have taken an interesting literature survey on cost of capital, 
optimal capital structure, and value of firm. Franco Modigliani and Merton Miller were the first to present a 
formal model on valuation of capital structure. In their seminal papers(1958,1963), they showed that under 
the assumptions of perfect capital markets, equivalent risk class, no taxes, 100 per cent dividend-payout 
ratio and constant cost of debt, the value of a firm is independent of its capital structure. When corporate 
taxes are taken into account, the value of a firm increases linearly with debt-equity (D/E) ratio because of 
interest payments being tax exempted. M-M'S work has been at the centre-stage of the financial research till 
date. Their models have been criticized, supported, and extended over the last 35 years. David Durand 
(1963) criticized the model on the ground that the assumptions used by M-M are unrealistic. Solomon 
(1963) argued that the cost of debt does not always remain constant. When the leverage level exceeds the 
accepted level, the probability of default in interest payments increases thus raising the cost of debt. Stiglitz 
(1969,1974) proved the validity of the M-M model under relaxed assumptions whereas Smith (1972), 
Krause and Litzenberger (1973), Baron (1974,1975), and Scott (1976, 1977), supported the M-M model, but 
only under the conditions of risk free debt and costless bankruptcy. When bankruptcy has positive costs, 
there exists an optimal capital structure which is a trade-off between tax advantage of debt and bankruptcy 
costs. This trade-off theory was challengedby Miller (1977). He argued that bankruptcy and agency costs 
are too small to offset the tax advantage of debt. But when personal taxes are taken into account, this 
advantage is completely offset by the disadvantage of personal tax rate. Thus, in equilibrium, the value of a 
firm is independent of its capital structure, even when the market is imperfect. But Miller's model was 
rejected by 
 DeAngelo and Masulis (1980) argued that even if bankruptcy, agency and related costs are ignored, 
introduction of non-debt tax shields is enough for a firm to have an optimal capital structure. And even if 
these costs are taken into account, an optimal capital structure exists, irrespective of availability of non-debt 
tax shields. Masulis (1980,1983), Brennen and Schwartz (1978), and Jensen and Meckling (1976) also 
advocated the existence of an optimal capital structure in an imperfect market, while using different 
mechanisms. Besides, a lot more work has been done on this problem till now, but a formal model, showing 
the mechanism for determining an optimal capital structure in an imperfect market, is yet to be developed. 
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 In the Indian context, one comes across two works, one by Sharma and Rao (1969) and the other by 
Pandey (1992). The former tested the M—M model using cross-sectional analysis for engineering 
companies, wherein the value of a firm was found to be independent of its capital structure after allowing 
for tax advantage. 
 
ABOUT RATIO ANALYSIS  
 A ratio is a quotient of two numbers and is an expression of relationship between the figures of two 
amounts. The relationship between two accounting figures is known as accounting ratio. According to 
J.Batty “the term accounting ratio use used to describe significant relationships which exist between figures 
shown in a balance sheet, in a profit and loss account, in a budgetary control system or in any other part of 
the accounting organization.” It indicates a quantitative relationship which is used for a qualified judgment 
and decision making. Ratio analysis is thus the most widely used tool of management for the purpose of 
financial analysis. 
 Theoretically speaking, there could be any number of such relationships established depending upon 
the number of items in Balance Sheet and / or Income Statement. Each relationship is meaningful. Several 
text books have elaborated literally hundreds of ratios. Many a times, there are contradictions and 
confusions as well. Nonetheless, ratios are frequently used by the researchers as primary analytical tools. A 
few such examples are quoted in the following paragraphs.  
 Philip Lowe & Geofiey Shuetrim (1992) have examined the relationship between leverage and the 
macro-economy. They observed that the theoretical work on these links has outpaced the empirical 
research. Also, they explored the evolution of debt-asset ratios, interest cover ratios, dividend pay-out ratios 
and the ratio of trade credit to total debt. The financial liberalization of the 1980s eliminated the need for 
disequilibrium credit rationing in Australian financial markets. This permitted a wide range of firms to 
enjoy greater access to borrowed hnds intermediated by the finance sector. 
 Timo Salmi & Teppo Martikainen (2005) provides a critical review of the theoretical and empirical 
basis of four central areas of financial ratio analysis. The research areas reviewed are the functional form of 
the financial ratios, distributional characteristics of financial ratios, classification of financial ratios, and the 
estimation of the internal rate of return from financial statements. It is observed that it is typical of financial 
ratio analysis research that there are several unexpectedly distinct lines with research traditions of their own.  
 Steve Keen & Russell Standish (2005) have compared micro-and-macro-economic theories, with 
specific reference to the theory of profit-maximizing behaviour by firms. They observed that Marshallian 
“atomistic” competition model is wrong as against Cournot-Nash game theoretic competition model. It is 
observed that the assumptions made by economists are seriously at odds with reality. 
 Allan Tomas (2006) has made some interesting observations about the record profit growth and its 
impact on fixed capital investments. This situation has led to a significant shift in the corporate sectors’ net 
lending/borrowing position - from one of a chronic deficit position to one of sustained surplus. After having 
run deficits for almost 30 years, corporations have emerged with significant surplus positions in the last 
decade. This has placed the corporate sector in a new role – that of increasingly supplying funds to the rest 
of the economy. 
 Zulkarnain Muhamad Sori et al (2006) have investigated the distributional characteristics and appr
 opriate remedial actions of selected financial ratios from failed and non-failed Malaysian listed firms. A 
total of 66 listed firms with 330 observations and 65 variables were examined for the period from 1980 to 
1996. The finding shows that in all instances, only one variable (i.e., current asset percent) conformed to 
normal distribution. 
 
FINANCIAL ISSUES RELATED TO FAMILY BUSINESS GROUPS  
 Luigi Buzzacchi and Massimo G. Colombo (1994) have focused on cross-industry differences in the 
patternof corporate ownership in the Italian manufacturing and miningsectors. The authors draw attention to 
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factors responsible forthe diffusion of ownership. The paper relies on econometricestimates which confirm 
the role played by economies of scale,R&D intensity, and specialization of human capital in 
shapingcorporate ownership structures. More importantly, the econometricfindings point out that the 
internal fund allocation functionextensively performed by large, diversified business groupssignificantly 
distorts the pattern of corporate ownership.  
 Khanna, Tarun & Palepu, Krishna (2000) have observed poorly functioning institutions in India 
provide potential to business groups both to offer benefits to member firms, and to destroy value. While 
analyzing the performance of affiliates of diversified Indian business groups relative to unaffiliated firms, 
they found that accounting and stock market measures of firm performance initially decline with group 
diversification and subsequently increase once group diversification exceeds a certain level. Also, affiliates 
of the most diversified business groups outperform unaffiliated firms. 
 Johnson et al. (2000b) argue that the controlling shareholdersin business groups have strong incentives 
to siphon resourcesout of firms to increase their wealth. They term such an expropriation"tunneling." La 
Porta, Lopez-de-Silanes, and Shleifer (1999)argue that the expropriation of minority shareholders by 
controllingshareholders is particularly serious when the controlling shareholdershave concentrated 
ownership in the firm that exceeds their cashflow rights and have power over the firm. Johnson et al. 
(2000b)and Friedman, Johnson, and Mitton (2003) further show that thepropensity to tunnel is higher for 
firms belonging to businessgroups. Supporting these arguments, several studies find evidenceof tunneling in 
countries with weak legal protection of investors(La Porta, Lopez-de-Silanes, and Zamarripa, 2003; 
Bertrand,Mehta, and Mullainathan, 2002; Bae, Kang, and Kim, 2002; Friedman,Johnson, and Mitton, 2003; 
and Baek, Kang, and Lee, 2006). 
 Tarun Khanna & Yoshay Yafeh (2002) has challenged the popular view of the importance of risk 
sharing in business groups. The belief that group affiliates have both lower levels of operating profitability 
and lower standard deviations of operating profitability could not be generalized to most emerging markets 
except for Japan. Interestingly, the authors have found limited evidence of “liquidity smoothing” in Indian 
business groups.  A final mechanism of group-provided insurance that has been analyzed (using unique data 
available only for India) is “liquidity smoothing” through intra-group transfers (recorded as “loans and 
receivables”). 
 Sea Jin Chang (2002) has examined the causal relationships between ownership structure and 
performance. The results show that performance leads to the determination of ownership structure, but the 
vice versa is not true. It is necessary to study in greater details about the agency problems in business 
groups. 
 Camey, Michael & Gedajlovic, Eric (2002) focused on the generation and allocation of financial 
resources stemming from the coupling of ownership and control among Hong Kong based business groups. 
They found that coupled ownership and control is positively related with dividend payout levels and 
financial liquidity while it is negatively related to investments in capital expenditures. Also, coupled 
ownership and control is positively related to short-term (accounting) profitability.  
 Randall Morck and Bernard Yeung (2003) have highlighted on the typical agency problems that might 
persist in the companies closely held by families. The use of pyramidal group structure along with tunneling 
between related companies are detrimental to public investors in such companies 
 Tarun Khanna and Krishna G. Palepu (2003) have underlined the requirement of the family business 
groups in the context of institutional voids, i.e. the absence of specialized intermediaries in capital markets. 
They elaborated a positive response of a few business groups towards a growing competitive world.  
 Heitor Almeida & Daniel Wolfenzon (2003) have observed that existing theories of pyramidal business 
groups cannot explain empirical findings about the prevalence of these groups and their characteristics. 
Through a specifically designed model, they have identified that business groups arise to substitute for 
missing financial markets, and families choose pyramidal ownership structures when the benefit of using 
retained earnings that belong to existing firms in the group is large.  
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 R. George et al (2004) have focused on the inefficient profit redistribution explanation of the concept of 
‘business group discount’ as opposed by ‘business group premium’. It is proved that inefficient profit 
redistribution causes group-affiliated companies to perform poorly relative to independent companies. Also, 
such profit distribution is more pronounced for groups of larger size and greater corporate control. 
 Raja Kali & Jayati Sarkar (2005) have found that business group affiliation continues to generate 
higher market valuation vis-à-vis standalone firms ten years into the transition, but diversification is not the 
source of these benefits. Instead, they found that propping through profit transfers among firms within a 
group and better monitoring through group level directorial interlocks explains the higher market valuation 
of business group affiliated firms. 
 Tarun Khanna & Yishay Yafeh (2005) has termed business groups as a hybrid organizational form 
between firm and market. It is observed that the existing literature focuses on groups as diversified entities 
and on conflicts between controlling and minority shareholders. They have challenged the assumption rent 
seeking is the only feasible political economy equilibrium in an interaction between groups and the 
government. 
 Jayati & Subrata Sarkar (2005) have analyzed the role of debt in corporate governance with respect to a 
large emerging economy, India, where debt has been an important source of external finance. They found 
some evidence of debt being used as an expropriation mechanism in group firms that are vulnerable to such 
expropriation.  
 Atif Ikram & Syed Ali Asjad Naqvi (2005) have done interesting analysis of family business groups in 
Pakistan, with specific reference to tunnelling framework. They have identified three issues related to the 
sensitivity of group firms to industry and group shocks. 1) There is a situation of cross-shareholdings. There 
is also a ‘dilution’ of dividend earnings in the pyramidal chain. 2) Results show that top firms are more 
sensitive to their own shock, while bottom down firms are the least sensitive to their own shock. 3) In 
countries with weak institutional structures, groups act as an insurance mechanism. However, this insurance 
issue implies that high up firms (where ownership is high) should receive less ‘insurance’.  
 Jayesh Kumar (2006) has examined the relationship between corporate firm’s ownership and capital 
structure in context of Indian companies. It is found that the debt structure is non-linearly linked to the 
corporate governance. Also, firms with weaker corporate governance mechanisms, dispersed shareholding 
pattern, in particular measured by the entrenchment effects of group affiliation, tend to have a higher debt 
level. However, firms with higher foreign ownership or with low institutional ownership tend to have lower 
debt level.  
 Radhakrishnan Gopalan et al (2006) have documented that intra-group loans are an important means of 
transferring cash across group firms and that such transfers are typically used to support the financially 
weaker firms. Loans are not, in general, used to fund investment opportunities or to tunnel resources. They 
found that an important reason for support may be to avoid group firm default and consequent negative 
spillovers to the group.  
 Diego Cueto (2007) has observed that the controlling shareholders divert resources for their own 
consumption, in turn reducing shareholder value.  A concentrated ownershipstructure gives rise to a new 
form of conflict of interest: between controlling shareholdersand minority shareholders. The conflict of 
interest is characterized as the potential forasset diversion from the firms to the controlling shareholders, 
reducing overallshareholders’ value. 
 Jongsub Lee (2008) has identified two types of ownership structure in family business groups, i.e. 
Pyramidal Structure (by establishing a subsidiary) or Horizontal Structure (by establishing a new stand-
alone entity). He focused more on the former. The pyramidal structure implies co-insurance benefit and 
control optionality.  
 Ching-Hai Jiang , Kuei-yuan Wang, Yen-Sheng Huang (2008)examine the relationship among 
managerial ownership, capital expenditures and firm performance using data of 359 firms listed on the 
Taiwan Stock Exchange over the period 1998-2005. The empirical results indicate a concave relationship 
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between managerial ownership and future firm performance and a positive relationship between managerial 
ownership and capital expenditures. Moreover, for firms with larger capital expenditures, the interactive 
effect of managerial ownership and capital expenditures is significantly positively related to firm 
performance. 
 Hsi-Mei Chung, Yunshi Liu (2008)attempt to investigate the relationships among overlapping 
investment, use of particularistic ties, group performance, and succession in family business group. The 
results show that the family business managers and family members occupying the decisive positions of 
group affiliates significantly influence its leader change. This study highlights the importance of alternative 
control choices within the family business. Furthermore, it also provides a good comparing start-point for 
researches interested in understanding the succession issue of Chinese family business in Great China. 
 Azlan Amran, Mohd Hassan Che Haat, Rosli Abdul Manaf (2008)focused on the importance of 
ownership structure as a determinant of risk disclosure. It is expected to contribute to the literature 
particularly in the Malaysian context, where risk disclosure practice is in the infancy stage. This study uses 
multiple regressions in assessing the variability of the extent of risk disclosure. The overall results confirm 
that highly concentrated ownership would lead to high agency problem, which then leads to less disclosure. 
This implies that, to promote greater transparency in countries where many of the large listed companies are 
family-owned, more stringent laws that mandates adequate risk disclosure is clearly warranted. 
 M. Akbar & Manoj Joshi (2008) have noted that privately held firms are notorious from the perspective 
of transparency. They observed that founding families do not allow the firm to expand, and if they do, it is 
typically meant to accommodate growing family members and thus, subject to considerable succession 
disputes. Also, owner opportunism, self control and altruism become the destructive agency problems. 
 Surajit Majumdar (2008) has aptly pointed out that the analysis of business groups needs to move away 
from trying to explain them as efficiency enhancing responses to institutional voids. Such an approach is 
firstly completely a historical and static—attaching little significance to either the shifts in the 
environmental and institutional context of groups or the fact that these groups themselves are entities that 
change and get transformed over time. It is an objective examination of the actual working of the group, 
unhindered by any prior conception that the historical function of business enterprises is to deliver 
efficiency and the proof of that lies in their success, which is necessary. 
 Teodora Paligorova and Zhaoxia Xu (2009) have investigated the impact of pyramid ownership 
structure and multiple controlling shareholders on firm leverage. Pyramids, having at least one controlling 
shareholder and a subsidiary, rely significantly more on debt financing than non-pyramid firms. Moreover, 
higher leverage is observed in pyramids where the second controlling shareholders have more voting rights. 
We also find that the disparity between the voting rights of the first two controlling shareholders is 
negatively related to firm leverage. Interestingly, the influence of the second controlling shareholder is only 
present in non-family controlled pyramids. Overall, the results are consistent with the view that controlling 
shareholders in pyramids use debt to secure their private benefits. 
 Andrew Ellul (2009) has investigated the use of leverage as one channel through which control-
motivated block-holders can defend their corporate control. When faced with a trade-off between raising 
external finance and losing their control over the firm, debt offers a solution while equity does not. It is 
found that block-holders’ control motives significantly influence the capital structure of the firms they 
invest in, leading to higher leverage. Leverage is used strategically by the control-motivated block-holders 
given the higher risk of bankruptcy it poses: debt is mostly used when control is contestable, and used less 
when block-holders already have control-enhancing mechanisms in place. The evidence is reinforced when 
analyzing the evolution of leverage around hostile takeovers and withdrawn takeover bids. 
 Oluwarotimi Owolabi & Sarmistha Pal (2009) have argued that the networked firms have an advantage 
in securing bank finance in countries with weak legal and judicial institutions. Importance of being 
associated with business networks is particularly evident among firms who borrow from foreign banks, as 
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the latter attempt to hedge risk in an uncertain environment.Significance of business networking however 
vanishes if institutional quality improves. 
 Domenico Scalera & Alberto Zazzaro (2009) have reviewed the literature on the analysis and testing of 
the possible relationships between participation in inter-firm networks and corporate finance. They found 
more focus on whether a) finance can be in itself a motivation for the formation of networks and b) 
belonging to a network makes finance cheaper and/or access to external credit easier. Likewise, a role for 
networks in favouring easier and cheaper access of firms to financial funds is widely recognized, through 
both the functioning of internal capital markets and a greater availability of bank credit. Also, it is necessary 
on the architecture of financial systems, the features of financial regulation and the degree of investor 
protection interact with a network’s ability to relax its participants’ financial constraints.  
 Ronald W. Masulis et al (2009) have analyzed whether family-controlled business groups (often 
structured as pyramids), are a means to facilitate better access to capital or to expropriate minority 
shareholders. Using a sample of 28,039 firms from 45 countries, it is found that family groups tend to 
consist of large, established and high-dividend-paying firms. Although group-affiliated firms on average 
have weaker performance indicators than their unaffiliated peers, it is noted that after controlling for 
endogeneity in group membership choice, group structure helps improve firm value (Tobin’s Q). Within 
each group, firm performance rises down the pyramidal chain and increases with the direct shareholding of 
the group in a member firm. These results indicates that expropriation risk is outweighed by the funding, 
reputation and corporate control benefits provided by a family business group, similar to a venture capitalist 
in a developed market. At the country level, the prevalence of groups is more related to access to outside 
funding than the strength of the corporate governance environment. Overall, they have suggested that 
family business groups exist and grow because of their critical roles in supporting investment opportunities 
that might not otherwise be funded by external investors, especially in underdeveloped capital markets. 
  
SUMMARY OF LITERATURE SURVEY 
 After scrutinizing various text books and a few research papers for this research project, the researcher 
has settled down on the use of following ratios, namely, Return On Equity, Strategic Growth Rate, Return 
On Investment (based on Total Assets), Current Ratio & Debt-equity ratio.  
 
METHODOLOGY  
 The data comprises of FIFTEEN family business groups in India. The data has spread over for last ten 
years i.e. from 1998 to 2008. The parameters used for analysis are – Return on Equity (ROE), Strategic 
Growth Rate (SGR) and Return on Investment – Assets based (ROI). The data has been analyzed on the 
basis of these parameters for each of the companies in each of the business group as well as combined for 
the business group as a whole. Calculations are done for each year separately as well as combined for ten 
years. 
 
STAGE I – 
Business Group 1 – BAJAJ GROUP 
 Out of 38 companies in the group, 22 companies have positive ROE & SGR; 5 companies have zero 
ROE & SGR; and remaining 11 companies have negative ROE & SGR. This is based on the combined data 
of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE for the whole 
group is 2.13, whereas the average of SGR for the whole group is 1.41 and the average of ROI for the whole 
group is mere 0.05. The profit margin is 8.77; however, if the Non-recurring Revenue & Taxes thereof are 
removed, then it is -82.75. The current ratio is 1.56 & the debt-equity ratio is 1.75. The return on net worth 
is 3.53 & the return on capital employed is 8.51, with the percentage of Bank borrowings to total 
borrowings is 7.75. The assets turnover ratio is 69.81. The SD of ROE & SGR is more and the SD of ROI is 
very less. This suggests that mean ROI is more constant and representative for all the companies. If the data 
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of all companies having zero or negative ROE, SGR & ROI have not been considered, the average of ROE 
for the whole group is 18.54, whereas the average of SGR for the whole group is 15.28 and the average of 
ROI for the whole group is 0.08.  
 
Business Group 2 – BIRLA GROUP 
 Out of 198 companies in the group, 110 companies have positive ROE, SGR & ROI; 24 companies 
have zero ROE, SGR & ROI; and remaining 64 companies have negative ROE, SGR & ROI. This is based 
on the combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of 
ROE for the whole group is 2.53, whereas the average of SGR for the whole group is 2.39 and the average 
of ROI for the whole group is -1.33. The profit margin is -0.10; however, if the Non-recurring Revenue & 
Taxes thereof are removed, then it is -6.81. The current ratio is 5.80 & the debt-equity ratio is 2.77. The 
return on net worth is 36.15 & the return on capital employed is 8.14, with the percentage of Bank 
borrowings to total borrowings is 4.02. The assets turnover ratio is 99.38. 
 The SD of ROE & SGR is very high and the SD of ROI is very low. This suggests that mean ROI is 
more constant and representative for all the companies. If the data of all companies having zero or negative 
ROE, SGR & ROI have not been considered, the average of ROE for the whole group is 5.42, whereas the 
average of SGR for the whole group is 5.19 and the average of ROI for the whole group is 5.53.  
 
Business Group 3 – DCM SHRIRAM GROUP 
 Out of 61 companies in the group,22 companies have positive ROE, SGR & ROI; 12 companies have 
zero ROE, SGR & ROI; and remaining 27 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is -0.84, whereas the average of SGR for the whole group is -0.89 and the average of 
ROI for the whole group is -16.06. The profit margin is -1.27; however, if the Non-recurring Revenue & 
Taxes thereof are removed, then it is -192.86. The current ratio is 4.41 & the debt-equity ratio is 2.03. The 
return on net worth is -25.48 & the return on capital employed is 21.00, with the percentage of Bank 
borrowings to total borrowings is 17.13. The assets turnover ratio is 107.01.  
 The SD of ROE & SGR is very low and the SD of ROI is very high. This suggests that mean ROE & 
SGR are more constant and representative for all the companies. If the data of all companies having zero or 
negative ROE, SGR & ROI have not been considered, the average of ROE for the whole group is 3.78, 
whereas the average of SGR for the whole group is 3.64 and the average of ROI for the whole group is 9.84.  
 
Business Group 4 – ESSAR (RUIA) GROUP 
 Out of 39 companies in the group,14 companies have positive ROE, SGR & ROI; 8 companies have 
zero ROE, SGR & ROI; and remaining 17 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is 0.61, whereas the average of SGR for the whole group is 0.61 and the average of ROI 
for the whole group is -0.42. The profit margin is –4.83; however, if the Non-recurring Revenue & Taxes 
thereof are removed, then it is -3867.75. The current ratio is 7.10 & the debt-equity ratio is 663.77. The 
return on net worth is -1.53 & the return on capital employed is 11.58, with the percentage of Bank 
borrowings to total borrowings is 1.19. The assets turnover ratio is 21.73.  
 The SD of ROE & SGR is high and the SD of ROI is low. This suggests that mean ROI is more 
constant and representative for all the companies.If the data of all companies having zero or negative ROE, 
SGR & ROI have not been considered, the average of ROE for the whole group is 6.27, whereas the 
average of SGR for the whole group is 6.27 and the average of ROI for the whole group is 3.61.  
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Business Group 5 – GOENKA (DUNCANS)  GROUP 
 Out of 36 companies in the group, 7 companies have positive ROE, SGR & ROI; 5 companies have 
zero ROE, SGR & ROI; and remaining 24 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is -0.25, whereas the average of SGR for the whole group is -0.27 and the average of 
ROI for the whole group is -5.70. The profit margin is –-13.05; however, if the Non-recurring Revenue & 
Taxes thereof are removed, then it is -839.29. The current ratio is 1.60 & the debt-equity ratio is 5.12. The 
return on net worth is -9.80 & the return on capital employed is -12.87, with the percentage of Bank 
borrowings to total borrowings is 5.15. The assets turnover ratio is 51.17.  
 The SD of ROE & SGR is low and the SD of ROI is high. This suggests that mean SGR & ROE are 
more constant and representative for all the companies.If the data of all companies having zero or negative 
ROE, SGR & ROI have not been considered, the average of ROE for the whole group is 0.40, whereas the 
average of SGR for the whole group is 0.36 and the average of ROI for the whole group is 4.63.  
 
Business Group 6 – KIRLOSKAR GROUP 
 Out of 34 companies in the group, 16 companies have positive ROE, SGR & ROI; 4 companies have 
zero ROE, SGR & ROI; and remaining 14 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is 0.85, whereas the average of SGR for the whole group is 0.62 and the average of ROI 
for the whole group is 2.35. The profit margin is –-4.44; however, if the Non-recurring Revenue & Taxes 
thereof are removed, then it is 12.15. The current ratio is 13.25 & the debt-equity ratio is 6.83. The return on 
net worth is -21.93 & the return on capital employed is 7.46, with the percentage of Bank borrowings to 
total borrowings is 0.71. The assets turnover ratio is 101.30.  
 The SD of ROE & SGR is low and the SD of ROI is high. This suggests that mean SGR & ROE are 
more constant and representative for all the companies. If the data of all companies having zero or negative 
ROE, SGR & ROI have not been considered, the average of ROE for the whole group is 2.78, whereas the 
average of SGR for the whole group is 2.30 and the average of ROI for the whole group is 15.12.  
 
Business Group 7 – LARSON & TOUBRO GROUP 
 Out of 49 companies in the group, 25 companies have positive ROE, SGR & ROI; 20 companies have 
zero ROE, SGR & ROI; and remaining 5 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is 1.91, whereas the average of SGR for the whole group is 1.77 and the average of ROI 
for the whole group is 3.63. The profit margin is –-6.29; however, if the Non-recurring Revenue & Taxes 
thereof are removed, then it is -134.90. The current ratio is 2.36 & the debt-equity ratio is 3.83. The return 
on net worth is 15.27 & the return on capital employed is 18.29, with the percentage of Bank borrowings to 
total borrowings is 6.20. The assets turnover ratio is 78.04.  
 The SD of ROE & SGR is relatively low and the SD of ROI is high. This suggests that mean SGR & 
ROE are more constant and representative for all the companies. If the data of all companies having zero or 
negative ROE, SGR & ROI have not been considered, the average of ROE for the whole group is 3.78, 
whereas the average of SGR for the whole group is 3.52 and the average of ROI for the whole group is 8.08.  
 
Business Group 8 – MAFATLAL GROUP 
 Out of 49 companies in the group, 13 companies have positive ROE, SGR & ROI; 16 companies have 
zero ROE, SGR & ROI; and remaining 20 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is -0.43, whereas the average of SGR for the whole group is -0.46 and the average of 
ROI for the whole group is -2.19. The profit margin is –--5.30; however, if the Non-recurring Revenue & 
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Taxes thereof are removed, then it is -168.58. The current ratio is 3.63 & the debt-equity ratio is 0.63. The 
return on net worth is 1.30 & the return on capital employed is -11.43, with the percentage of Bank 
borrowings to total borrowings is 1.57. The assets turnover ratio is 63.27.  
 The SD of ROE & SGR is low & negative and the SD of ROI is relatively high, but negative. This 
suggests that mean SGR & ROE are more constant and representative for all the companies. If the data of 
all companies having zero or negative ROE, SGR & ROI have not been considered, the average of ROE for 
the whole group is 1.44, whereas the average of SGR for the whole group is 1.32 and the average of ROI for 
the whole group is 10.48.  
 
Business Group 9 – MAHINDRA & MAHINDRA GROUP  
 Out of 56 companies in the group, 32 companies have positive ROE, SGR & ROI; 7 companies have 
zero ROE, SGR & ROI; and remaining 17 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is -0.22, whereas the average of SGR for the whole group is -0.41 and the average of 
ROI for the whole group is 3.52. The profit margin is 6.87; however, if the Non-recurring Revenue & Taxes 
thereof are removed, then it is 30.74. The current ratio is 2.16 & the debt-equity ratio is 3.15. The return on 
net worth is -0.32 & the return on capital employed is 165.06, with the percentage of Bank borrowings to 
total borrowings is 4.85. The assets turnover ratio is 87.03.  
 The SD of ROE & SGR is low & negative and the SD of ROI is high & positive. This suggests that 
mean SGR & ROE are more constant and representative for all the companies. If the data of all companies 
having zero or negative ROE, SGR & ROI have not been considered, the average of ROE for the whole 
group is 1.16, whereas the average of SGR for the whole group is 0.82 and the average of ROI for the whole 
group is 15.26.  
 
Business Group 10 – JINDAL GROUP 
 Out of 20 companies in the group, 13 companies have positive ROE, SGR & ROI; 2 companies have 
zero ROE, SGR & ROI; and remaining 5 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is 2.07, whereas the average of SGR for the whole group is 1.81 and the average of ROI 
for the whole group is 2.01. The profit margin is 7.27; however, if the Non-recurring Revenue & Taxes 
thereof are removed, then it is -291.86. The current ratio is 22.81 & the debt-equity ratio is 3.89. The return 
on net worth is -18.10 & the return on capital employed is 14.96, with the percentage of Bank borrowings to 
total borrowings is 0.35. The assets turnover ratio is 58.38.  
 The SD of ROE, SGR & ROI is almost matching. This suggests that mean ROE, SGR & ROI are more 
constant and representative for all the companies. If the data of all companies having zero or negative ROE, 
SGR & ROI have not been considered, the average of ROE for the whole group is 3.21, whereas the 
average of SGR for the whole group is 2.82 and the average of ROI for the whole group is 3.73.  
 
Business Group 11 – RELIANCE GROUP 
 Out of 63 companies in the group, 33 companies have positive ROE, SGR & ROI; 13 companies have 
zero ROE, SGR & ROI; and remaining 17 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is -7.66, whereas the average of SGR for the whole group is -7.83 and the average of 
ROI for the whole group is -0.05. The profit margin is 7.83; however, if the Non-recurring Revenue & 
Taxes thereof are removed, then it is 31.84. The current ratio is 2089.74 & the debt-equity ratio is 42.11. 
The return on net worth is -0.03 & the return on capital employed is 9.21, with the percentage of Bank 
borrowings to total borrowings is 46.92. The assets turnover ratio is 89.76.  
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 The SD of ROE, SGR is higher than that of ROI; however, all the figures of mean are negative. This 
suggests that mean ROE, SGR & ROI are more constant and representative for all the companies. If the data 
of all companies having zero or negative ROE, SGR & ROI have not been considered, the average of ROE 
for the whole group is 3.04, whereas the average of SGR for the whole group is 2.71 and the average of ROI 
for the whole group is 6.16.  
 
Business Group 12 – RPG GROUP 
 Out of 75 companies in the group, 23 companies have positive ROE, SGR & ROI; 9 companies have 
zero ROE, SGR & ROI; and remaining 43 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is -0.43, whereas the average of SGR for the whole group is -0.60 and the average of 
ROI for the whole group is -5.74. The profit margin is -1.53; however, if the Non-recurring Revenue & 
Taxes thereof are removed, then it is -204.14. The current ratio is 4.42 & the debt-equity ratio is 5.81. The 
return on net worth is 8.86 & the return on capital employed is 10.51, with the percentage of Bank 
borrowings to total borrowings is 11.95. The assets turnover ratio is 55.84.  
 The SD of ROE, SGR is very high as compared to that of ROI. This suggests that mean ROE, SGR are 
more constant and representative for all the companies. If the data of all companies having zero or negative 
ROE, SGR & ROI have not been considered, the average of ROE for the whole group is 0.79, whereas the 
average of SGR for the whole group is 0.26 and the average of ROI for the whole group is 4.60.  
 
Business Group 13 – TATA GROUP 
 Out of 164 companies in the group, 103 companies have positive ROE, SGR & ROI; 21 companies 
have zero ROE, SGR & ROI; and remaining 40 companies have negative ROE, SGR & ROI. This is based 
on the combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of 
ROE for the whole group is 94.28, whereas the average of SGR for the whole group is 56.31 and the 
average of ROI for the whole group is -1.61. The profit margin is 9.53; however, if the Non-recurring 
Revenue & Taxes thereof are removed, then it is -83.96. The current ratio is 2.61 & the debt-equity ratio is 
5.47. The return on net worth is 8.70 & the return on capital employed is 19.59, with the percentage of Bank 
borrowings to total borrowings is 5.45. The assets turnover ratio is 72.14.  
The SD of ROE, SGR is much higher & positive than that of ROI, which is negative. This suggests that 
mean ROI is more constant and representative for all the companies. If the data of all companies having 
zero or negative ROE, SGR & ROI have not been considered, the average of ROE for the whole group is 
201.79, whereas the average of SGR for the whole group is 141.92 and the average of ROI for the whole 
group is 8.35.  
 
Business Group 14 – TVS IYENGAR GROUP 
 Out of 66 companies in the group, 47 companies have positive ROE, SGR & ROI; 5 companies have 
zero ROE, SGR & ROI; and remaining 14 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is 0.99, whereas the average of SGR for the whole group is 0.50 and the average of ROI 
for the whole group is 3.33. The profit margin is 4.84; however, if the Non-recurring Revenue & Taxes 
thereof are removed, then it is 1.53. The current ratio is -0.33 & the debt-equity ratio is 2.05. The return on 
net worth is 11.37 & the return on capital employed is 24.42, with the percentage of Bank borrowings to 
total borrowings is 0.69. The assets turnover ratio is 104.67.  
 The SD of ROE, SGR is lower than that of ROI. This suggests that mean ROE & SGR are more 
constant and representative for all the companies. If the data of all companies having zero or negative ROE, 
SGR & ROI have not been considered, the average of ROE for the whole group is 1.75, whereas the 
average of SGR for the whole group is 1.07 and the average of ROI for the whole group is 10.27.  
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Business Group 15 – WADIA (BOMBAY DYEING) GROUP 
 Out of 25 companies in the group, 15 companies have positive ROE, SGR & ROI; 5 companies have 
zero ROE, SGR & ROI; and remaining 5 companies have negative ROE, SGR & ROI. This is based on the 
combined data of 10 years. When we analyse year-on-year the picture isn’t different. The average of ROE 
for the whole group is 1.00, whereas the average of SGR for the whole group is 0.76 and the average of ROI 
for the whole group is 2.17. The profit margin is 4.87; however, if the Non-recurring Revenue & Taxes 
thereof are removed, then it is -154.88. The current ratio is 5.22 & the debt-equity ratio is 4.66. The return 
on net worth is -2.47 & the return on capital employed is 10.22, with the percentage of Bank borrowings to 
total borrowings is 1.36. The assets turnover ratio is 120.06.  
 The SD of ROE, SGR is lower than that of ROI. This suggests that mean ROE & SGR are more 
constant and representative for all the companies. If the data of all companies having zero or negative ROE, 
SGR & ROI have not been considered, the average of ROE for the whole group is 1.78, whereas the 
average of SGR for the whole group is 1.38 and the average of ROI for the whole group is 4.55.  
 
CONCLUSION: 
1. Overall, it means that though the assets are used satisfactorily, the profit margin from assets is a 

negative figure. 
2. On the other hand, it also means that the group had sources for Non-recurring, Non-business Income. 
3. The current ratio & debt-equity ratio is higher and also the percentage of bank borrowings suggests that 

there are huge borrowings from sister concerns. 
4. The gap between Return on Net Worth and Return on Capital Employed is widened and this also leads 

us to positively conclude on the motive of using business funds for non-business purposes. 
5. ROE & SGR of all the companies are perfectly positively correlated; whereas, ROE & ROI, SGR & 

ROI have lower positive correlation. 
6. The profits not distributed to the shareholders (in theory, it is termed as ‘retained profits’) by these 

companies are not practically retained in those companies but have been shifted to other companies 
which are having negative figures. 

 
REFERENCES: 
• A.N. Bany Ariffin (2009) Pyramidal Ownership Structure And Agency Problem: Theory And Evidence 
• Andrew Ellul (2009) Control Motivations And Capital Structure Decisions 
• Atif Ikram & Syed Ali Asjad Naqvi (2005) Family Business Groups And Tunneling Framework: 

Application And Evidence From Pakistan, CMER Working Paper No. 05-41 
• Azlan Amran, Mohd Hassan Che Haat, Rosli Abdul Manaf (2008) Ownership Structure And Risk 

Disclosure: A Study Of Malaysian Listed Companies, Corporate Ownership & Control / Volume 5, 
Issue 4, 

• Belén Villalonga & Raphael Amit (2009) Family Control Of Firms And Industries,  
• Carney, Michael,& Gedajlovic, Eric (2002) The Coupling Of Ownership And Control And The 

Allocation Of Financial Resources: Evidence From Hong Kong, Journal Of Management Studies; 
Jan2002, Vol. 39 Issue 1, P123, 24p 

• Chia-Hsing Huang, Liang-Chun Ho (2008) The Relationship Between The Bio-Energy Concept Stocks 
In Taiwan And The International Stock Markets, Corporate Ownership & Control / Volume 5, Issue 4, 

• Ching-Hai Jiang , Kuei-Yuan Wang, Yen-Sheng Huang (2008)  Managerial Ownership, Capital 
Expenditures, And Firm Performance: Evidence From The Taiwan Stock Exchange, Corporate 
Ownership & Control Volume 5, Issue 4, Summer  Special Issue On CG In Asia 

• Christa Hainz (2006) Business Groups In Emerging Markets - Financial Control And Sequential 
Investment, Discussion Paper No. 124  



Financial management  
 

 

ISSN: 2230-9667  Chronicle of the Neville Wadia Institute of Management Studies & Research 204 
 

• David Reeb (2007), Ownership Structure And Corporate Decision-Making, Editorial Note On The 
Special Issue Of Journal Of Economics And Business 59 (2007) 355–357 

• Diego Cueto (2007) Corporate Governance And Ownership Structure In Emerging Markets: Evidence 
From Latin America, CLADEA´S ANNUAL ASSEMBLY 2007, DOCTORAL CONSORTIUM 

• Domenico Scalera & Alberto Zazzaro (2009) Do Inter-Firm Networks Make Access To Finance 
Easier? Issues And Empirical Evidence, Mofir Working Paper N° 25 

• Franklin Allen Et Al (2006), Financing Firms In India, World Bank Policy Research Working Paper 
3975 

• Govert Vroom & Brian T. Mccann (2009) Ownership Structure, Profit Maximization, And Competitive 
Behaviour, IESE Business School 

• Heitor Almeida & Daniel Wolfenzon (2003) A Theory Of Family Business Groups 
And Pyramidal Ownership 

• Hsi-Mei Chung, Yunshi Liu (2008) The Determinants Of The Succession In Taiwan's Family Business 
Groups, Corporate Ownership & Control / Volume 5, Issue 4, 

• James J. Chrisman, Jess H. Chua & Pramodita Sharma (2003), Current Trends And Future Directions 
In Family Business Management Studies:Toward A Theory Of The Family Firm, Coleman White 
Paper Series 

• Jayati Sarkar & Subrata Sarkar (2005), Debt And Corporate Governance In Emerging Economies: 
Evidence From India, Working Paper Series No. WP-2005-007 

• Jayesh Kumar (2006), Capital Structure And Corporate Governance 
• Jongsub Lee (2008) On The Financial E Ciency Of Pyramidal Family Business Groups: A Theory And 

Empirical Evidence From Korean Chaebols 
• Joseph P.H. Fan, Li Jin & Guojian Zheng (2003) Internal Capital Market In Emerging Markets: 

Expropriation And Mitigating Financing Constraints, Report Submitted To The National Natural 
Science Foundation Of China (Project Number: 70532003) 

• Keonbeom Lee, Mike W. Peng  & Keun Lee (2008), From Diversification Premium To Diversification 
Discount During Institutional Transitions, Journal Of World Business 43 (2008) 47–65 

• Khanna, Tarun & Palepu, Krishna (2000) Is Group Affiliation Profitable In Emerging Markets? An 
Analysis Of Diversified Indian Business...., Journal Of Finance; Apr2000, Vol. 55 Issue 2, P867 

• Krislert Samphantharak (2002) Internal Capital Markets In Business Groups 
• Luigi Buzzacchi And Massimo G. Colombo (1994) Business Groups And The Determinants Of 

Corporate Ownership  
• M. Akbar & Manoj Joshi (2008) Endogenous Agency Problems, Their Impact And Mitigation In 

Privately-Held Family Firms For Sustaining Growth, Paper Presented At The ‘First Asian Invitational 
Conference On Family Business’ February 1-3, 2008 Indian School Of Business, Hyderabad 

• Mike Peng And Yi Jiang (2006), Family Ownership And Control In Large Firms: The Good, The Bad, 
The Irrelevant – And Why, William Davidson Institute Working Paper Number 840 

• Ngui Kwang Sing, Voon Mung Ling (2008) Relationship Between Firm Ownership And Performance: 
The Mediating Role Of Internal Governance Mechanisms, Corporate Ownership & Control / Volume 5, 
Issue 4, 

• Oluwarotimi Owolabi And Sarmistha Pal (2009) The Value Of Business Networks: An Analysis Of 
Firm Financing In Transition Countries, CEDI Discussion Paper Series, Working Paper No. 09-01 

• R. George, R Kabir, S. Douma (2004), Business Groups And Profit Redistribution: A Boon Or Bane 
For Firms?, No. 2004–124, ISSN 0924-7815 

• Radhakrishnan Gopalan, Vikram Nanda & Amit Seru (2006) Affiliated Firms And Financial Support: 
Evidence From Indian Business Groups,  



Financial management  
 

 

ISSN: 2230-9667  Chronicle of the Neville Wadia Institute of Management Studies & Research 205 
 

• Radhakrishnan Gopalan, Vikram Nanda, And Amit Seru (2005) Do Business Groups Use Dividends To 
Fund Investments? 

• Raja Kali & Jayati Sarkar (2005), Diversification, Propping And Monitoring: Business Groups, Firm 
Performance And The Indian Economic Transition, Working Paper Series No. WP-2005-006 

• Ram Kumar Kakani (2000) Financial Performance And Diversification Strategies Of Indian Business 
Groups, IIMC Doctoral Desertation Presentation 

• Richard Fairchild (2009) Managerial Overconfidence, Moral Hazard Problems, And 
Excessive Life-Cycle Debt Sensitivity, Investment Management And Financial Innovations, Volume 6, 
Issue 3, 2009 

• Roger C. Graham Jr. And Craig E. Lefanowicz (1999) Majority And Minority Ownership Of Publicly-
Traded Firms: A Test Of The Value Of Control Using Market Multiples, Journal Of Business Finance 
& Accounting, 26(1) & (2), January/March 1999, 0306-686X 

• Ronald W. Masulis, Peter Kien Pham, & Jason Zein (2009) Pyramids: Empirical Evidence On The 
Costs And Benefits Of Family Business Groups Around The World 

• Rui Albuquerque & Neng Wang (2005) An Agency Based Asset Pricing Model 
• Sadok El Ghoul & Klaus Fischer (2005) The Bright And Dark Side Of Business Groups: Evidence 

From Mergers And Acquisitions 
• Sea Jin Chang (2002) Ownership Structure, Expropriation, And Performance Of Groupaffiliated 

Companies In Korea  
• Sumon Bhaumik And Andros Gregoriou (2009) “Family” Ownership, Tunneling And Earnings 

Management: A Review Of The Literature, William Davidson Institute Working Paper Number 954 
• Surajit Mazumdar (2008) THE ANALYSIS OF BUSINESS GROUPS Some Observations With 

Reference To India, ISID Working Paper 2008/11 
• Tarun Khanna & Yishay Yafeh (2002) Business Groups And Risk Sharing Around The World, CEI 

Working Paper Series, No. 2002-8 
• Tarun Khanna & Yishay Yafeh (2005), Business Groups In Emerging Markets: 

Paragons Or Parasities?, CEI Working Paper Series, No. 2005-1  
• Tarun Khanna And Krishna G. Palepu (2003) The Evolution Of Concentrated Ownership In India 

Broad Patterns And A History Of The Indian Software Industry, A History Of Corporate Governance 
Around The World: Family Business Groups To Professional Managers, Volume URL: 
Http://Www.Nber.Org/Books/Morc05-1 

• Teodora Paligorova And Zhaoxia Xu (2009) Complex Ownership And Capital Structure, Bank Of 
Canada Working Paper 2009-12 

• (2006), The Dark Side Of Concentrated Ownership In Privatization: 
Evidence From China,  

• Ying-Jiuan Wong, Shao-Chi Chang & Wann-Yih Wu (2007), Does A Family-Controlled Firm Perform 
Better In Corporate Venturing? 

• Yung-Shi Liau, Jack J. W. Yang (2008) Foreign Exchange Risk In Stock Pricing: A Further Study Of 
Asian Markets, Corporate Ownership & Control / Volume 5, Issue 4 

 
 

****** 



Financial management  
 

 

ISSN: 2230-9667  Chronicle of the Neville Wadia Institute of Management Studies & Research 206 
 

Perception of Investors towards Mutual Funds- A Study 

Dr. B. Saritha 
Designation –Associate Professor 

Address-Mahatma Gandhi University , Nalgonda 
 

 
 
Abstract:  
 Mutual funds can be invested in many different kinds of securities. The most common are cash, 
stock, and bonds, but there are hundreds of sub-categories. Stock funds invest primarily in the shares of 
a particular industry, such as technology or utilities. These are known as sector funds. Bond funds can 
vary according to risk (e.g., high-yield or junk bonds, investment-grade corporate bonds), type of issuers 
(e.g., government agencies, corporations, or municipalities), or maturity of the bonds (short- or long-
term). The paper focuses on structure of mutual funds, operations of mutual fund, comparison between 
investment in mutual fund and bank and calculation of NAV etc. have been considered. Various 
demographic factors on investors’ attitude towards mutual fund have been studied. For measuring 
various phenomena and analyzing the collected data effectively and efficiently for drawing sound 
conclusions, Chi-square test has been used and for analyzing the various factors responsible for 
investment in mutual funds, ranking was done on the basis of weighted scores and scoring was also done 
on the basis of scale.  
Key words: Hypothesis, Chi-square test, Rank, Weighted score and Scaling.  
 
INTRODUCTION  
 A Mutual Fund pools the money of people with certain investment goals. The money invested in 
various securities depending on the objectives of the mutual fund scheme and the profits (or loss) are shared 
among investors’ in proportion to their investment. Investments in securities are spread across a wide cross-
section of industries and sectors. Diversification reduces the risk because all stocks may not move in the 
same direction in the same proportion at the same time. Mutual fund issues units to the investors’ in 
accordance with quantum of money invested by them. Investors’ of mutual funds are known as unit holders. 
The profits or losses are shared by the investors’ in proportion to their investment. The mutual funds 
normally come out with a number of schemes with different investment objectives which are launched from 
time to time. A mutual fund is required to be registered with Securities and Exchange Board of India (SEBI) 
which regulates securities markets before it can collect funds from the public. A Mutual fund is a trust that 
pools the savings of a number of investors’ who share a common financial goal. The money collected from 
investors’ is invested in capital market instrument such as shares, debentures and other securities. The 
income earned through these investments and the capital appreciations realized are shared by its unit’s 
holder in proportion to the number of units owned by them. Thus a Mutual Fund is the most suitable 
investment to the common man as it offers an opportunity, to invest in a diversified, professionally managed 
basket of securities at relatively low cost. Both stock and bond funds can invest in primarily U.S. securities 
(domestic funds), both U.S. and foreign securities (global funds), or primarily foreign securities 
(international funds).Most mutual funds' investment portfolios are continually adjusted under the 
supervision of a professional manager, who forecasts the future performance of investments appropriate for 
the fund and chooses those which he or she believes will most closely match the fund's stated investment 
objective. A mutual fund is administered through a parent management company, which may hire or fire 
fund managers. Mutual funds are liable to a special set of regulatof regulatory, accounting, and tax rules.  
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 Unlike most other types of business entities, they are not taxed on their income as long as they 
distribute substantially all of it to their shareholders. Also, the type of income they earn is often unchanged 
as it passes through to the shareholders. Mutual fund distributions of tax-free municipal bond income are 
also tax-free to the shareholder. Taxable distributions can be either ordinary income or capital gains, 
depending on how the fund earned those distributions. A mutual is a set up in the form of trust, which has 
sponsor, trustee, assets management company (AMC) and custodian. Sponsor is the person who acts alone 
or in combination with another body corporate and establishes a mutual fund.  
 Sponsor must contribute at least 40% of the net worth of the investment managed and meet the 
eligibility criteria rescribed under the Securities and Exchange Board of India (Mutual Funds) regulations, 
1996. The sponsor is not responsible or liable for any loss or shortfall resulting from the operation of the 
schemes beyond the initial contribution made by it towards setting up of Mutual Fund. The MutualFund is 
constituted as a trust in accordance with the provisions of the Indian Trusts Act, 1882 by the Sponsor. 
Trustee is usually a company (corporate body) or a board of trustees (body of individuals).  
 The main responsibility of the trustee is to safeguard the interest of the unit olders and also ensure that 
AMC functions in the interest of investors’ and in accordance with the Securities and Exchange Board of 
India (Mutual Fund) Regulations 1996 the provisions of the Trust deed and the offer Document of the 
respective schemes. The AMC is appointed by the Trustees as the investment Manager of the Mutual Fund. 
The AMC is required to be approved by SEBI to act as an asset management company of the Mutual Fund. 
The AMC if so authorized by the Trust Deed appoints the Registrar and Transfer Agent to agent the mutual 
fund. The registrar processes the application form, redemption requests and dispatches account statements 
to the unit holders. The Registrar and Transfer agent also handles communications with investors’ and 
updates investor records.  
 
STRUCTURE OF MUTUAL FUND  

 
COMPARISION BETWEEN INVESTMENT IN BANK AND MUTUAL FUND 

Factors Bank Mutual Fund  

Returns Low Better 
Administrative Exp High Low  
Risk  Low  Moderate 
Investment Options Less More  
Network High penetration Low but Improving  
Quality of Assets Not transparent Transparent  
Interest Calculation Minimum balance between 10th  & 

30th of every month  
Everyday  

Guarantee Maximum Rs. 1,00,000 on deposits None  

MUTUAL FUND 

Sponsor Trustee AMC Custodian 
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NET ASSET VALUE  
 The net asset value, or NAV, is the current market value of a fund's holdings, usually expressed as a 
per-share amount. For most funds, the NAV is determined daily, after the close of trading on some specified 
financial exchange, but some funds update their NAV multiple times during the trading day. Open-end 
funds sell and redeem their shares at the NAV, and so process orders only after the NAV are determined. 
Closed-end funds (the shares of which are traded by investors’) may trade at a higher or lower price than 
their NAV; this is known as a premium or discount, respectively. If a fund is divided into multiple classes 
of shares, each class will typically have its own NAV, reflecting differences in fees and expenses paid by 
the different classes. Some mutual funds own securities which are not regularly traded on any formal 
exchange. These may be shares in very small or bankrupt companies; they may be derivatives; or they may 
be private investments in unregistered financial instruments (such as stock in a non-public company). In the 
absence of a public market for these securities, it is the responsibility of the fund manager to form an 
estimate of their value when computing the NAV. How much of a fund's assets may be invested in such 
securities is stated in the fund's prospectus.  
 
CALCULATION OF NAV                                                
 The most important of the calculation is the valuation of the assets owed by the funds. Once it is 
calculated, the NAV is simply the net value ofassets divided by the number of units outstanding. The 
detailed methodology for the calculation of the asset value is given below.  
 Net Asset value =Sum of market value of shares/debentures + Liquid assets/cash held (if any) 
+Dividends/interest accrued-Amount due on unpaid assets -Expenses accrued but not paid  
 
REVIEW OF LITERATURE  
 Singh and Jha (2009) conducted a study on awareness & acceptability of mutual funds and found that 
consumers basically prefer mutual fund due to return potential, liquidity and safety and they were not totally 
aware about the systematic investment plan. The invertors’ will also consider various factors before 
investing in mutual fund. 
 Desigan et al (2006) conducted a study on women investors’ ’ perception towards investment and 
found that women investors’ ’ basically are indecisive in investing in mutual funds due to various reasons 
like lack of knowledge about the investment protection and their various investment procedures, market 
fluctuations, various risks associated with investment, assessment of investment and redressal of grievances 
regarding their various investment related problems. Savings is a habit specially embodied into women. 
Even in the past, when women mainly depended on their spouses’ income, they used to save to meet 
emergencies as well as for future activities. In those days, women did not have any awareness about various 
investment outlets. But as time passed, the scenario has totally changed.  
 Ramamurthy and Reddy (2005) conducted a study to analyze recent trends in the mutual fund industry 
and draw a conclusion that the main benefits for small investors’ due to efficient management, 
diversification of investment, easy administration, nice return potential, liquidity, transparency, flexibility, 
affordability, wide range of choices and a proper regulation governed by SEBI. The study also analyzed 
about recent trends in mutual fund industry like various exit and entry policies of mutual fund companies, 
various schemes related to real estate, commodity, bullion and precious metals, entering of banking sector 
in mutual fund, buying and selling of mutual funds through online.  
 Anand and Murugaiah (2004) had studied various strategic issues related to the marketing of financial 
services. They found that recently this type of industry requires new strategies to survive and for operation. 
For surviving they have to adopt new marketing strategies and tactics that enable them to capture maximum 
opportunities with the lowest risks in order to enable them to survive and meet the competition from various 
market players globally.  
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OBJECTIVES  
1.  To study and analyze the impact of various demographic factors on investors’ attitude towards mutual 

fund.  
2.  To study about the factors (on the basis of rank) responsible for the selection of mutual funds as an 

investment option.  
 
RESEARCH METHODOLOGY  
 The study is basically an analytical study based on primary research as well as also related to the 
analysis of the attitude of investors’ ’ towards mutual funds. In order to conduct this study, 250 investors’ in 
Ranchi region have been selected by sampling method and mainly questionnaire has been used for 
collecting the data.  
 All the data required for this analytical study has been obtained mainly from primary sources, but at 
times, secondary sources of data have also been considered. The data collection method used to obtain the 
desired information from primary sources has been through direct interview and questionnaire has been 
used as an instrument. Basically, targeted populations belong to the Ranchi region and considering an 
individual investor as a sampling unit. Judgment sampling has been used for colleting the sample.  For 
measuring various phenomena and analyzing the collected data effectively and efficiently to   draw sound 
conclusions, a number of statistical techniques basically Chi-square test for testing of hypothesis has been 
used and for analyzing the various factors responsible for investment in mutual funds, ranking was done on 
the basis of weighted scores and scoring was done on the basis of scale. Chi- Square test of goodness of fit 
has been used. It is a powerful test for testing the significance of the discrepancy between theory and 
experiment as given by Karl Pearson. It enables us to find if the deviation of the experiment from theory is 
just by chance or it is really due to the inadequacy of the theory to fit the observed data. If  
 Oi , (i=1, 2…n) is a set of observed(experimental) frequencies and Ei (i=1,2,……..n) is the 
corresponding set of expected(theoretical or hypothetical) frequencies ,then Karl Pearson’s Chi-Square is 
given by the value of the test-statistic is 
 

 
where 

  = Pearson's cumulative test statistic, which asymptotically approaches a  distribution. 

  = an observed frequency; 

  = an expected (theoretical) frequency, asserted by the null hypothesis; 
  = the number of cells in the table. 
 
TESTING OF HYPOTHESES 
The following hypotheses have been taken for the study of investors’ ’ attitude mutual funds.  
1. There is no association between age and the attitude towards mutual funds.  
2. There is no association between sex and the attitude towards mutual funds.  
3. There is no association between income and the attitude towards mutual funds.  
4. There is no association between educational qualification and the attitude towards 
5.  Mutual funds.  
6. There is no association between occupation and the attitude towards mutual funds.  
 
FINDINGS  
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 The Study was aimed at identifying the level of attitude towards the mutual funds. The study shows 
that out of 250 respondents 71 respondents have a positive attitude, 117 respondents have a neutral attitude 
and 62 respondents have a negative attitude towards the mutual funds.  
 The table-I explains the association between age and attitude towards the mutual funds. The calculated 
value of chi-square is less than tabulated value of chi-square at 5% level of significance. Hence it is not 
significant and the null hypothesis is accepted at 5% level of significance. Hence there is no association 
between age and the attitude towards mutual funds. About 35 respondents having age group (25-35), 28 
respondents having age group (35- 45) and 8 respondents have age above 45 have a positive attitude 
towards the mutual funds. There is a highest positive attitude towards the mutual funds in the age group 
(25-35) against the others.  
 The table-II explains the association between gender and attitude towards the mutual funds. The 
calculated value of chi-square is greater than tabulated value of chi-square at 5% level of significance. 
Hence it is highly significant and the null hypothesis is rejected at 5% level of significance. Hence there is 
association between gender and the attitude towards mutual funds. About 61 male respondents and 10 
female respondents have a positive attitude towards the mutual funds. There is a highest positive attitude 
towards the mutual funds in male against the female.  
 The table-III explains the association between income and attitude towards the mutual funds. The 
calculated value of chi-square is greater than tabulated value of chi-square at 5% level of significance. 
Hence it is highly significant and the null hypothesis is rejected at 5% level of significance. Hence there is 
association between income and the attitude towards mutual funds. About 12 respondents have monthly 
income upto 15,000, 36 respondents having monthly income between 15,000-25,000 and 23 respondents 
having monthly income above 25,000 have a positive attitude towards the mutual funds. There is a highest 
positive attitude towards the mutual funds having monthly income above 25,000 against the others.  
 The table-IV explains the association between level of education and attitude towards the mutual 
funds. The calculated value of chi-square is greater than tabulated value of chi-square at 5% level of 
significance. Hence it is highly significant and the null hypothesis is rejected at 5% level of significance. 
Hence there is association between level of education and the attitude towards mutual funds. About 6 
respondents having qualification upto matric, 12 respondents having qualification upto intermediate,33 
respondents having qualification upto graduate and 20 respondents having qualification upto post-graduate 
have a positive attitude towards the mutual funs. There is a highest positive attitude towards the mutual 
funds among the graduate respondents against the others.  The table-V explains the association between 
occupation and attitude towards the mutual funds. The calculated value of chi-square is less than tabulated 

value of chi-square at 5% level of significance. Hence it is not significant and the 
null hypothesis is accepted at 5% level of significance. Hence there is no association 
between occupation and the attitude towards mutual funds. There is a highest 
positive attitude towards the mutual funds among the respondents whose occupation 
is service against the others. About 36 respondents whose occupation is service, 13 
respondents whose occupation is business and14 respondents who is professional 
were positive attitude towards the mutual funds.  
During the study, it was found that the investors’ basically invested in mutual funds 
due to high return potential, transparency, liquidity, flexibility and affordability (see 
table –VI). Respondents were asked to rank these factors according to the 

preference and assigned ranked from 1 to 5(see table-VII).For analyzing the various factors responsible for 
investment in mutual funds, ranking is done on the basis of weighted scores and scoring is done as given 
below:-  
In case of the factors responsible for investing in mutual funds is concerned return potential has got first 
rank, liquidity has got second rank, flexibility, transparency and affordability have been ranked third, fourth 
and fifth respectively.  

Rank Weight 
assigned  
 

1 5 
2 4 
3 3 
4 2 
5 1 
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CONCLUSION: The study shows that most of respondents are still confused about the mutual funds and 
have not formed any attitude towards the mutual fund for investment purpose. It has been observed that 
most of the respondents having lack of awareness about the various function of mutual funds. Moreover, as 
far as the demographic factors are concerned, gender, income and level of education have significantly 
influence the investors’ ’ attitude towards mutual funds. On the other hand the other two demographic 
factors like age and occupation have not been found influencing the attitude of investors’ ’ towards mutual 
funds. As far as the benefits provided by mutual funds are concerned, return potential and liquidity have 
been perceived to be most attractive by the invertors’ followed by flexibility, transparency and affordability.  
Apart from the above, in India there is a lot of scope for the growth of mutual fund companies provided that 
the funds satisfy everybody’s needs and sharp improvements in service standards and disclosure.  
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APPENDIX: TABLES  

Table I. Association between age and attitude towards the mutual fund 
 

  Attitude Level   
Age Positive Neutral  Negative Total 
25-35 34 60 20 114 
35-45 24 40 24 88 
Above 45 8 11 10 29 
Total 66 111 54 231 
     

 The calculated value of χ 2
4  = 5.67 and tabulated value of χ 2

4  = 8.67 at 5% level of significance. 
 

Table II. Association between gender and attitude towards the mutual fund. 
 

 Attitude Level   
Gender Positive Neutral  Negative Total 
Male 55 63 41 159 
Female 8 41 14 63 
Total 63 104 55 222 

The calculated value of χ 2
2  = 13.48 and tabulated value of χ

 2
2  = 4.991 at 5% level of significance. 
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Table III. Association between income and attitude towards the mutual fund 
 Attitude Level   
Income (monthly) Positive Neutral  Negative Total 
Upto 15000 10 25 12 47 
15000 – 25000 30 74 24 128 
Above -25000 20 03 13 36 
total 60 102 49 211 

The calculated value of χ 2
4  = 22.6 and tabulated value of χ 2

4  =7.48 at 5% level of significance. 
Table IV. Association between level of education and attitude towards the mutual fund 

 Attitude level  
Education Positive Neutral  Negative Total 
Matric 06 20 11 37 
Inter 12 20 26 58 
Graduate 33 42 20 95 
P.G 20 35 05 60 
Total 71 117 62 250 

The calculate value of χ 2
6 = 25.963 and tabulated value of χ

 2
 6 =12.592 at 5% level of significance. 

 
Table V. Association between occupation and attitude towards the mutual fund 

 Attitude level  
Occupation Positive Neutral  Negative Total 
Service 30 39 20 89 
Business 10 23 15 48 
Professionals 12 22 12 46 
Others 5 33 15 53 
Total 57 117 62 236 

The calculated value of χ 2
6 = 10.54 and tabulated value of χ

 2
 6 =12.592 at 5% level of significance. 

 
Table VI. Various factors responsible for investment in mutual funds 

 No of respondents  
Rank factors         1    2       3        4        5 Total 
Return potential  59 146 22 17 6 250 
Transparency 36 26 71 35 82 250 
Liquidity 52 41 42 68 47 250 
Flexibility 71 20 46 78 35 250 
Affordability 32 17 69 52 80 250 
Total 250 250 250 250 250 - 

Table VII. Ranking of various factors 
 Factors Weighted score Percentage     Ranks 
Return potential  1011 28.53 1 
Transparency 540 15.24 5 
Liquidity 712 20.13 3 
Flexibility 730 20.60 2 
Affordability 550 15.5 4 
Total 3543 100 - 

******  
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Abstract: 
 In India, the economic crimes have increased dramatically, in the recent years. Everybody wants to 
take a higher education and for this they are leaving their native place to take the education. 
 Forensic accounting may be defined as, the science of gathering and presenting financial 
information in a form that will be accepted by a court of Jurisprudence against perpetrators of economic 
crimes. The study covers the meaning and need and scope of forensic accounting.  In the near future, the 
demand for forensic accounting is expected to increase and the most of the universities are planning to 
provide such kind of education. 
 Now a days, we are hearing about so many scams or frauds or scandals like Coal scam, Adarsh 
scam, 3G scam, Common wealth scam and so on. Our Prime Minister is became a puppet in the hands of 
these scams. Forensic accounting education is being relevant and beneficial to accounting students, 
business community, accounting profession and accounting programs. 
 The main aim of this paper is to identify the role of forensic accounting in fraud investigation and 
litigation support and proffer suggestions, that will be helpful to bring the awareness about the area of 
accounting. 
 
Key words: forensic accounting, fraud investigation, litigation support and judicial scrutiny. 
 
Introduction: 
 Now a days, fraud has become an industry. Academic professionals study it, investigators investigate it, 
and the lawyer litigate on it. The investigation of fraud is only one of the services offered by the 
professional forensic investigators. The creation of a culture and environment which is aimed to prevent 
fraud and response policy which is designed to respond to fraud detection as early as possible.    
 Now a days, we are hearing about so many scams or frauds or scandals like Coal scam, Adarsh scam, 
3G scam, Common wealth scam and so on. Our Prime Minister is became a puppet in the hands of these 
scams. The fraud is a great difficulty in front of nation and wealth can be created out of calamities. 
 A large part of this amount can be attributed to white-collar crime. Fraud and it roots, greed and 
arrogance are the human nature. Fraud is a theft. It creates a direct impact on bottom line of the business. 
The extent of fraud and white-collar crime resulted in the formation of various specialized units in law-
enforcement agencies. According to the survey of,  India Forensic Centre of Studies, Pune, thousands of 
forensic accountant are to be required in future. In the year 2009, the scam of Satyam has been found and 
everybody is speaking on this scams or issues. 
 Then after many companies came forward with scams like Satyam and the era of forensic accounting 
started against the scam. Due to this scam, other companies came to know that such scam may cause great 
loss to the company. Many companies came forward to fight with such scam but, they have a little or short 
strength or attempt to fight with the scam. 
 
Objectives and Methodology: 
 Now a days, forensic accounting has become a prominent issue. Many Chartered Accountants are  
working as a forensic accountant, but it is not necessary to be a chartered accountant to become a forensic 
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accountant. Certified forensic accounting is a professional course in the subject of forensic accounting and 
this course is run by the Fraudexpress, Pune. The provision of audit is not sufficient to ensure overall 
fairness of management, specially in identifying the corporate culprits. 
 Realizing this and considering the importance of the issue, we have made a little attempt to focus our 
study on this rising issue of frauds. The issue raised above, directs the following to be the objectives of the 
study. 
1. To know about the nature of forensic accounting and services performed by forensic accountant. 
2. To understand the need of forensic accounting. 
3. To know the investigation procedures followed by the forensic accountant, while doing their work. 
4. To find out the career opportunities in the forensic accounting. 
 Primarily the study is based on secondary data or information. The study was completed through the 
review on published books, articles, journals, papers and reports on newspapers and also form internet. 
However, this is a very little attempt to visualize the forensic accounting concept. 
 
Definition of Forensic Accounting: 
 Forensic accounting, forensic accountancy or financial forensics is the specialty practice area 
of accountancy that describes engagements that result from actual or anticipated disputes or litigation. 
"Forensic" means "suitable for use in a court of law", and it is to that standard and potential outcome that 
forensic accountants generally have to work. Forensic accountants, also referred to as forensic auditors or 
investigative auditors, often have to give expert evidence at the eventual trial. All of the larger accounting 
firms, as well as many medium-sized and boutique firms, as well as various Police and Government 
agencies have specialist forensic accounting departments. Within these groups, there may be further sub-
specializations: some forensic accountants may, for example, just specialize in insurance claims, personal 
injury claims, fraud, construction, or royalty audits.  
 Financial forensic engagements may fall into several categories.  
For examples: 
• Economic damages calculations, whether suffered through tort or breach of contract; 
• Post-acquisition disputes such as earn outs or breaches of warranties; 
• Bankruptcy, insolvency, and reorganization; 
• Securities fraud; 
• Business valuation; and 
• Computer forensics/e-discovery. 
 Forensic accountants often assist in professional negligence claims where they are assessing and 
commenting on the work of other professionals. Forensic accountants are also engaged in marital and 
family law of analyzing lifestyle for spousal support purposes, determining income available for child 
support and equitable distribution. 
 Engagements relating to criminal matters typically arise in the aftermath of fraud. They frequently 
involve the assessment of accounting systems and accounts presentation—in essence assessing if the 
numbers reflect reality. 
 Some forensic accountants specialize in forensic analytics which is the procurement and analysis of 
electronic data to reconstruct, detect, or otherwise support a claim of financial fraud.  
 The main steps in forensic analytics are (a) data collection, (b) data preparation, (c) data analysis, and 
(d) reporting. For example, forensic analytics may be used to review an employee's purchasing card activity 
to assess whether any of the purchases were diverted or divertible for personal use. 
 It may be defined as, assistance in disputes regarding allegations or suspicion of fraud, which are likely 
to involve litigation, expert determination and enquiry by an appropriate authority and investigations of 
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suspected fraud, irregularity or impropriety which could potentially lead to civil, criminal or disciplinary 
proceedings. 
 Using accounting, technology and investigation skills, evidence is gathered and can be produced in the 
Judicial court, is known as forensic accounting. 
 To complete the course of forensic accounting the candidate need at least three years experience in 
financial sector. The demand for candidates who completed this course is increasing day by day. For this 
course the candidate must pass the entrance examination. Whenever the chartered accountant doing audits, 
if he found frauds in financial matters, he should go at its root level for the investigation. To do the audit of 
books of accounts to find out the financial fraud, is called forensic accounting. 
 Many different organisations consult forensic accountant, corporations hire forensic accountant to 
investigate allegation of fraud on the part of their employees, suppliers or customers. Attorneys consult 
forensic accountant to obtain estimates of losses, damages and assets related to specific legal cases, in many 
areas of the law including product liability, share holders disputes and breach of contracts. In criminal 
investigation, forensic accountants analyse complex financial transaction such as those in stock market 
manipulations and price fixing schemes. After conducting investigation, they write and submit a report on 
their findings. When a case goes to trial, they are likely to testify as expert witnesses. 
 
Forensic Accounting as tool for Investigation : 
 The techniques of forensic accounting can assist forensic accountants in identifying illegal activity and 
discovering and preserving evidence. Forensic accounting is the application of accounting knowledge and 
investigative skills to identify and resolve legal issues. It is the science of using accounting as a tools and 
techniques can be invaluable for the investigation of fraud. 
 The need for forensic accounting is increasing in various sectors like banking sector, insurance sector, 
retail sector and telecom sector. There is a separate fraud control department in banks. This department will 
find out the frauds and they have to take the necessary steps to stop the frauds. 
 In the year 2009, Reserve Bank of India passed a resolution to appoint a forensic accountant to control 
frauds in the banking sector. Forensic accountants also requires the help of police departments. Everyday 
new frauds will come into existence and therefore, the demand for forensic accounting will be increasing. 
 Forensic accountants, investigative accountants or expert accountants may be involved in recovering 
proceeds of crime and in relation to confiscation proceedings concerning actual or assumed proceeds of 
crime or money laundering. In the United Kingdom, relevant legislation is contained in the Proceeds of 
Crime Act 2002. In India there is a separate breed of forensic accountants called Certified Forensic 
Accounting Professionals. In other countries, some forensic accountants are also Certified Fraud 
Examiners, Certified Public Accountants with AICPA's Certified in Financial Forensics (CFF) 
Credentials, Chartered Accountants (CA), Certified Management Accountants (CMA) or Chartered 
Certified Accountants. 
 Forensic accountants utilize an understanding of economic theories, business information, financial 
reporting systems, accounting and auditing standards and procedures, data management & electronic 
discovery, data analysis techniques for fraud detection, evidence gathering and investigative techniques, and 
litigation processes and procedures to perform their work. Forensic accountants are also increasingly 
playing more proactive risk reduction roles by designing and performing extended procedures as part of the 
statutory audit, acting as advisers to audit committees, fraud deterrence engagements, and assisting in 
investment analyst research. 
 "While Forensic Accountants ("FAs") usually do not provide opinions, the work performed and reports 
issued will often provide answers to the how, where, what, why and who. The FAs have and are continuing 
to evolve in terms of utilizing technology to assist in engagements to identify anomalies and 
inconsistencies. It is important to remember that it is not the Forensic Accountants that determine fraud, but 
instead the court." (David Malamed, Forensic Accountant, Toronto Ontario.) 
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 To qualify as a forensic accountant, one must possess the appropriate licence or qualification as 
recognized by the jurisdiction in which the lawsuit or dispute is taking place. Therefore, for a UK court 
a Chartered Accountant with the ICAEW would be qualified, while a CPA with the AICPA is qualified in a 
US court.  
 The types of crimes forensic accountants investigate are classified as "crimes against property." They 
investigate crimes such as fraud and give expert testimony in court trials. They also perform work related to 
civil disputes. Forensic accountants are also known as fraud investigators, investigative accountants, 
forensic auditors or fraud auditors. 
 
Forensic Accounting Approaches:  
  Each forensic accounting assignments is unique and it has a peculiar approach. In general, many 
forensic accounting assignments will include the following detailed steps.---- 
1. Meeting the client  
2. Conflict checking 
3. Initial investigation  
4. Developing the action plan  
5. Obtaining the relevance evidence  
6. Performing the analysis : it may involve 
� Calculation of economic damages 
� Summarization the large number of transactions 
� Performing a tracing assets 
� Performing present value 
� Regression or Sensitivity analysis 
� Utilization of charts and graphs for analysis explanation  
� Preparation of report  
 
Role of Forensic Accountant:  
 The main role of forensic accountant is to assist the courts, solicitors, and clients understand the 
complex financial and accounting issues and presenting that information in a manner that all users can 
understand. In addition to that the opinions or results are supported by evidence that will hold up under 
cross examinations or scrutiny. The litigation process includes--- 
� Assisting in initial discovery: helping solicitors ask for the right information the first time that will 

provide them with the greatest level of information. 
� Applying commercial knowledge and expertise: financial statements and income tax returns tell a story 

and apply it to the other information in the business. 
� Providing expert evidence both written and oral: forensic accountants are able to provide expert 

evidence in written form and where necessary support those opinions and calculations in cross 
examination. 

� Independence: the expert evidence rules mean that expert must give an objective, unbiased opinion. 
This provides a stronger arguments for acceptance by the court. 

 
Difference of Forensic Accounting Services from fraud Auditing and Financial Auditing: 
� Fraud Auditing : the objective of this is to assess the likelihood that fraud will be detected or 

prevented in a corporate or regulatory environment. Typically, the assessment is made by reviewing 
existing controls to prevent and detect fraudulent transactions. It is usually conducted on a proactive 
basis and should not be confused with fraud investigations, which are conducted after the fact and 
possibly by forensic accountant. 
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� Financial Auditing : in this the auditors objective is to render an opinion on whether the information 
appearing in a set of financial statements is presented fairly in conformity with generally accepted 
accounting principles ( GAAP). These engagements are conducted after the transactions have occurred, 
and are performed in accordance with generally accepted accounting standards (GAAS).  It is an attest 
functions and the auditor is responsible to the client and third parties that may rely on the financial 
statements issued. 

� Forensic Accounting : its engagement is related specifically to the issue defined by the party engaging 
the accountants. The client defines a specific goal such as calculation of loss, calculation of royalty, 
calculation of value of pension plan etc. The forensic accountant, for instance, may examine a trial of 
paper work, to corroborate the calculations needed to meet the specific goal of the engagement. The 
forensic accountant is not performing an attest function and in responsible only to his client. 

 Ultimately, the aim for hiring forensic accountant is to use the accountants conclusion to facilitate a 
settlement, claim or jury award by reducing the financial component as an area of continuing debate. 

Conclusion: 
 Fraud is real and has so many branches, forensic accounting is the new branch in accounting which has 
the sole aim of unearthing fraudulent activities within and outside an organization so far as the third party’s 
action is in anyway reflective on the activities of organization. While the study agrees that financial scams 
in business organization have raised awareness. 
 So, everyday new frauds will come into existence and therefore, the demand for forensic accounting 
will be increasing day by day. 
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Abstract: 
 The Companies Act 2013 brings various significant changes compared to the Companies Act 1956. 
The new act introduces innovative changes in governance, e-management, compliances, enforcement, 
disclosure norms, auditors, accounting practices and mergers and acquisitions etc. Some new concepts 
like one Person Company, small companies, dormant company, class action suits, registered valuers, 
corporate social responsibility are included in the Companies act 2013. Like this many key changes have 
been included as per the current corporate practices in accordance with social responsibility.  The 
research paper studies the new act and describes the key changes regarding accounting practices. It will 
also reflect and analyse the difference between Companies Act 1956 and Companies Act 2013.  
 
Key Words: Accounting, Auditing, Company, Corporate, Compliance, Financial Statement 
 
Introduction 
 Accounting practices in the corporate has always playing a key role in the corporate framework. The 
firms which are registered under Companies Act 1956 have to follow the rules and regulations which are 
mentioned and made mandatory for them. The act was performing well till date from its introduction. Some 
amendments also took place as the need was there. But the corporate scenario is changing and much 
different compare to the 1956 decade to 2013decade. So the change in environment implies that to introduce 
the fresh act for the companies. The 1956 act has been in need of a substantial revamp for quite some time 
now to make it more contemporary and relevant to corporates, regulators and other stakeholders in India 
(PWC, 2013). The 2013 Act marks a major step forward and appreciates the current economic environment 
in which companies operate. It goes a long way in protecting the interests of shareholders and removes 
administrative burden in several areas. The 2013 Act is also more outward looking and in several areas 
attempts to align with international requirements (KPMG, 2013). 
 
The Companies Act 2013 Vs The Companies Act, 1956: Statistical comparison 
 
 
 
 
 
 
 

A. The Companies Act 2013   B. The Companies Act, 1956  
Fig1. Statistical Comparison 

 
The Historic moments of introducing Companies Act, 2013: 
 While several unsuccessful attempts have been made in the past to revise the existing 1956 Act, there 
have been quite a few changes in the administrative portion of the 1956 Act. The most recent attempt to 
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revise the 1956 Act was the Companies Bill, 2009 which was introduced in the Lok Sabha, one of the two 
Houses of Parliament of India, on 3 August 2009. This Companies Bill, 2009 was referred to the 
Parliamentary Standing Committee on Finance, which submitted its report on 31 August 2010 and was 
withdrawn after the introduction of the Companies Bill, 2011. The Companies Bill, 2011 was also 
considered by the Parliamentary Standing Committee on Finance which submitted its report on 26 June 
2012. Subsequently, the Bill was considered and approved by the Lok Sabha on 18 December 2012 as the 
Companies Bill, 2012 (the Bill). The Bill was then considered and approved by the Rajya Sabha too on 8 
August 2013. It received the President’s assent on 29 August 2013 and has now become the Companies 
Act, 2013. 
 
Research Objectives 
1. To study the newly introduced Companies Act, 2013. 
2. To study and analyse the significant provisions in relation to accounting. 
3. To highlight some key provisions which are newly included in the act 
4. To know the basic difference between 1956 act and 2013 act. 
 
Research Methodology 
 The present study is descriptive and analytical. It studies the newly introduced Companies Act, 2013 
as well as the older Companies Act, 1956. The views and opinions are included only on the basis on these 
two acts. The research is based on secondary data. The sources have been used for data collection viz. 
books, corporate magazines, websites, e-books, journals etc.  
 The 2013 Act has introduced several new concepts and has also tried to streamline many of the 
requirements by introducing new definitions viz. One Person Company, Private Company, Small Company, 
Dormant Company etc. A few of these significant aspects have been discussed in this paper. 
 
Data Analysis 
Reporting Framework: 
 In the new act the focus is given on corporate reporting framework. The focus given because increased 
requirement of relevance and consistency in the financial information. The changes made in both of the 
framework i.e. internal as well as external.  
 
Following are the highlights of the changes made in the reporting framework; 
1. Mandatory requirement for consolidated financial statements. (Sec 29) 
2. New definition of subsidiary, associate, joint venture Company. (Sec 2(6) & 2 (87)) 
3. Revision in Financial Statement (Sec 130, 131) 
4. Financial year to be uniform (Sec 2(41)) 
5. Changes in depreciation regulation (Sec 123(2) and Schedule II) 
6. Mandatory internal audit and reporting on internal financial controls (Sec 138) 
7. Other Changes 
Management and Administration:  
 The 2013 Act also intends to improve corporate governance by requiring disclosure of nature of 
concern or interest of every director, manager, any other key managerial personnel and relatives of such a 
director, manager or any other key managerial personnel and reduction in threshold of disclosure from 20% 
to 2%. The term ‘key managerial personnel’ has now been defined in the 2013 Act and means the chief 
executive officer, managing director, manager, company secretary, whole-time director, chief financial 
officer and any such other officer as may be prescribed (PWC, 2013). 
 
Significant provisions in relation with accounts and audit: 
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 Comparing the 1956 act several key changes have been made in the new act. These changes made on 
the basis of the requirement from corporate and other stakeholders.  
 
A. Accounts 
1. Books of Accounts:  
 Every company, similar to the requirement of the existing 1956 Act, is required to maintain books of 
accounts at its registered office [Sec 128(1) of the 2013 Act]. Further, with respect to branches, while the 
existing 1956 Act provides that where company has a branch office(s) proper summarized returns, made up 
to date at interval of not more than three months was supposed to be sent by branch to the company at its 
registered office or another place etc., such a requirement has now been done away with and only returns 
are to be periodically sent by the branch to the registered office [Sec 128(2) of 2013 Act]. Also, in keeping 
with the times, books of accounts and relevant papers can now be maintained in electronic mode [Sec 
128(1) of 2013 Act]. 
2. Accounting Standards: 
 In several instances across the 2013 Act, there are provisions which are also covered within the 
accounting standards currently notified under section 211(3C) of the 1956 Act and the Companies 
(accounting standards) Rules, 2006 there under. The difference may be there in the terms of associate 
company, subsidiary company and related party. 
3. Consolidated Financial Statements:  
 The 2013 Act now mandates CFS for any company having a subsidiary, associate or a joint venture 
[section 129(3)]. The manner of consolidation is required to be in line with the requirements of AS 21 as per 
the draft rules.* Further, the 2013 Act requires adoption and audit of CFS in the same manner as standalone 
financial statements of the holding company [section 129(4)]. 
 In regard to this salient feature of financial statement also to included in CFS. Since there is already a 
requirement to attach a statement containing salient features of the financial statements of the subsidiary, 
associate and joint venture, preparation of a CFS will would lead to duplication of preparing and presenting 
the same information in different forms. 
4. Re-opening of accounts and voluntary revision of financial statements or the board’s report: 
 Sec 130 of 2013 Act allows that re-open the books of accounts of the company. But it requires making 
an application to the central government, income tax authority, SEBI, any other regulatory body or any 
concerned person. In this matter if under following circumstances are happened.  
1. Relevant books of accounts were prepared in a fraudulent manner. 
2. Mismanaged affairs of the company with regard to books of accounts in a relevant period. 
 Further, a company would be able to undertake voluntary revision of financial statements or Board’s 
report if it appears to the director of a company that the financial statement of the company or the board 
report does not comply with the provisions of section 129(financial statement) and section 134 of the 2013 
Act (financial statements and board reports) in respect of any of three preceding financial years, after 
obtaining approval from the Tribunal. 
 The provisions envisaged by the 2013 Act in respect of re-opening and voluntary revision of the 
financial statements and board report is yet to be acknowledged by SEBI in the equity listing agreement and 
thus, pending similar amendment in the equity listing agreement, listed companies may face unnecessary 
hardships.(PWC, 2013) 
5. Financial Year: 
 The 2013 Act has introduced a significant difference in the definition of the term, ‘financial year’, 
which has been defined in section 2(41) of the 2013 Act to mean April to March.  
 There are several reasons for a company to use a year-end which is different from April to March. 
These include companies which are subsidiaries of foreign companies which follow a different year-end or 
entities which have significant subsidiaries outside India which need to follow a different year-end, etc. 
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Accordingly, it would not be appropriate to mandate a single year-end for all companies. Since the 2013 Act 
does not mandate any specific rules or requirements on the basis of a specific year, as in the case of tax 
laws, the reason for requiring a uniform year-end under the 2013 Act, seems to be unclear. 
 
B. Audit and Auditors: 
 To enhance the audit effectiveness and accountability of the auditors various changes brought in the 
2013 act. Some new concepts also introduced in this part like rotation of audit and class action suits. These 
changes will have a considerable impact on company in terms of time, expectations, work management, 
administration etc. 
1. Appointment of auditors: 
 Unlike the appointment process at each annual general meeting under the 1956 Act, the auditor will 
now be appointed for a period of five years, with a requirement to ratify such an appointment at each annual 
general meeting [sec 139(1) of 2013 Act]. Further, the 2013 Act provides that in respect of appointment of a 
firm as the auditor of a company, the firm shall include a limited liability partnership incorporated under the 
Limited Liability Partnership Act, 2008 [Explanation to sec 139(4) of 2013 Act]. Also, the 2013 Act 
specifies that where a firm, including a limited liability partnership is appointed as an auditor of a company, 
only those partners who are chartered accountants shall be authorised to act and sign on behalf of the firm 
[sec 141 of 2013 Act]. 
Disqualification of auditor is mentioned in Sec 141 as follows: 
1. A person who, or his relative or partner is holding any security of or interest in the company or its 

subsidiary, or of its holding or associate company or a subsidiary of such holding company of face value 
exceeding one thousand rupees or such sum as may be prescribed; is indebted to the company, or its 
subsidiary, or its holding or associate company or a subsidiary of such holding company, in excess of 
Rs.1,00,000* ; or has given a guarantee or provided any security in connection with the indebtedness of 
any third person to the company, or its subsidiary, or its holding or associate company or a subsidiary of 
such holding company, for Rs.1,00,000*, will not be eligible to be appointed as an auditor. Additionally, 
a person or a firm who, whether directly or indirectly, has business relationship with the company, or its 
subsidiary, or it’s holding or associate company or subsidiary of such holding company or associate 
company of such nature as may be prescribed, will be disqualified from being appointed as an auditor. 

2. It would be relevant to note that the draft rules include 15 relationships in the list of relatives including 
step son/daughter and step brother/sister. 

3. The ineligibility also extends to person or a partner of a firm who holds appointment as an auditor in 
more than twenty companies as well as a person who is in full time employment elsewhere. [Sec 141 
(3)(g) of the 2013 Act]. (PWC, 2013) 

2. Mandatory Firm Rotation: 
 The 2013 act introduces the rotation of firms every five years. The listed companies have to rotate it 
by compulsory. In case of audit firm it is every 10 years the appointment of an audit firm. 
1956 act; it was not included that the rotation of auditor and audit firms. The code of ethics issued by ICAI 
has a requirement to rotate audit partners.  
3. Non Audit services to audit clients:  
The 2013 Act states that any service to be rendered by the auditor needs to be approved by the board of 
directors or the audit committee. Additionally, the auditor is restricted from providing specific services, 
which include the following:  
� Accounting and book keeping services  
� Internal audit  
� Design and implementation of any financial information system  
� Actuarial services  
� Investment advisory services  
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� Investment banking services  
� Rendering of outsourced financial services  
� Management services, and any other service which may be prescribed  
4. Joint Audits: 
 The 2013 Act provides that members of the company may require the audit process to be conducted 
by more than one auditor [Sec 139(3) of the 2013 Act]. 
5. Auditors Liability:  
 The liability of auditors is enhanced under the new act. Auditors now should not only follow the 
regulations of ICAI but also they have to follow the rules and regulations of NFRA (National Financial 
Reporting Authority). If the auditor failed to follow the given rules and regulations the penalty provisions 
included in the act.  
Penalties included;  
1. Monetary penalties 
2. Imprisonment 
3. Debaring of the auditor firm and auditor 
4. Class action suits etc. 
6. Additional Responsibilities of the Auditor:  
 New act 2013 introduced some changes in the auditor’s report.  
 The observations or comments of the auditors on financial transactions or matters which have any 
adverse effect on the functioning of the company [Sec 143(3)(f) of the 2013 Act]  
 Any qualification, reservation or adverse remark relating to the maintenance of accounts and other 
matters connected therewith [Sec 143(3)(h) of the 2013 Act]  
 Whether the company has adequate internal financial controls system in place and the operating 
effectiveness of such controls [Sec 143(3)(i) of the 2013 Act]  
 The 2013 Act requires an auditor to report to the central government within 30 days in a format 
prescribed within the draft rules, if he or she has any reasons to believe that any offence involving fraud is 
being committed or has been committed against the company by its officers or employees * [section 
143(12) of the 2013 Act]. Further, where any auditor does not comply with the above requirements, he or 
she shall be punishable with a fine which shall not be less than 1 lakh INR, but which may extend to 25 lakh 
INR [section 143(15) of the 2013 Act]. The above requirements are in addition to the existing requirements 
under the 1956 Act. 

Major Difference between 2013 vs. 1956 Act 
Sr. 
No. Subject Matter 2013 Act 1956 Act 

1 Composition 7 Schedules 
29 Chapters 
470 Secctions 

15 Schedules 
26 Chapters 
700+ Sections 

2 Definitions Section 2 contains 67 Definitions Section 2 contains 95 Definitions 
3 Formation of 

Company 
(Minimum 
persons) 

One person can form one person 
company 
Minimum 2 Persons for private 
company 
Minimum 7 for a public co. 

One Person can’t form a company. 
Minimum 2 for a private company. 
Minimum 7 for a public co. 

4 Types of 
Company 

15 types of company can be formed 10 types of companies can be formed 

5 Maximum 
persons 

200 (for a private company other 
than OPC) 

50 
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6 Books of 
accounts 

Company may keep such books of 
accounts or other relevant papers in 
electronic mode in such manner as 
may be prescribed.-All companies 

No provisions in the 1956 Act enabling 
company to keep books of accounts in 
electronic mode. 

7 CFS Mandatory if company has one or 
more subsidiaries or associates or 
joint ventures.– PL/GPAEL/ SUN 
TAN  

Not mandatory. No provisions in this 
regard in the 1956 Act. 

8 Auditor’s 
disqualification
s – All 
companies 

The list of disqualifications for 
appointment as auditors under 
section 141 of the 2013 Act is 
longer than that under section 
226(3) of the 1956 Act. The 
following are the new 
disqualifications that were not there 
in 1956 Act: 

• A person or a firm who has 
business relationship with the 
company, or its subsidiary, or 
its holding company or 
subsidiary of such holding 
company or associate company 
of such nature as may be 
prescribed. 

• A person whose relative is a 
director or in the employment of 
the company as a director or key 
managerial personnel; 

• A person convicted for fraud 
and 10 years not elapsed from 
date of conviction; 

• A person whose subsidiary or 
associate company or any other 
form of entity is engaged in 
consulting and specialized 
services as provided in section 
144 of the 2013 Act. 

Much narrower list of disqualifications 
under the 1956 Act compared to the 
2013 Act. 

9 Compulsory 
appointment of 
woman 
director  

Such class or classes of companies 
as may be prescribed shall have a 
woman director.-PL/GPAEL may 

No provisions regarding this in the 1956 
Act. 

10 At least 1 
director who 
stayed in India 
for 182 days or 
more 

Every company shall have at least 
one of the directors who has stayed 
in India for 182 days or more in the 
previous calendar year. 

No provisions regarding this in the 1956 
Act. 
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Conclusion 
 Time has gone but the things were the same. Like this the company act 1956 was the good at those 
days and it has changed and amended time to time. The corporate environment really in need of a fresh act 
with various changes and 2013 act expected to fill up the place of 1956 act very positively. The 2013 act is 
expected to create a business friendly corporate environment, improve corporate governance norms, 
enhancing accountability and strict the audit norms as well. This new act definitely has the provisions which 
will provide the more transparency in the accounts and audit field. It should raise the level of transparency; 
help to manage investors’ interests.  
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Extent of Financial Inclusion, Financial Services Offered, & Disbursal of 
Government Payments of Government Schemes – A Study of Self Help 

Groups on Financial Inclusion Through Microfinance in the Select 
Districts of Mysore & Chamarajanagara. 

Mr. Micheal Noronha 
 

 
Abstract:  
 The study is based on the title “Financial Inclusion through Microfinance – A Study Of Self Help 
Groups In Select Villages Of The Districts of Chamrajanagar & Mysore, Karnataka”. This paper aims at 
analyzing the extent of financial inclusion; the range of financial services available to individuals; and if 
Post offices or Banks could be used to disburse Government incentives; Wages to individual beneficiaries 
of Govt., Schemes. Towards this study data has been collected from the SHG members; NGOs and 
Banks. 
  
Key Words: Microfinance; Financial Exclusion; Millennium Development Goals; Financial Inclusion; Self 
Help Groups. 
 
Introduction: 
 The concept of microfinance is not new. Savings and credit groups that have operated for centuries 
include the "susus" of Ghana, "chit funds" in India, "tandas" in Mexico, "arisan" in Indonesia, "cheetu" in 
Sri Lanka, "tontines" in West Africa, and "pasanaku" in Bolivia, as well as numerous savings clubs and 
burial societies found all over the world.  
 Formal credit and savings institutions for the poor have also been around for decades, providing 
customers who were traditionally neglected by commercial banks a way to obtain financial services through 
cooperatives and development finance institutions. Microfinance clients are typically self-employed, micro 
entrepreneurs. In rural areas, they are usually small farmers and people who are engaged in small income-
generating activities such as food processing and petty trade. In urban areas, clients of microfinance may be 
shopkeepers, service providers, artisans, street vendors. 
A Self-Help Group (SHG) is a small voluntary association of poor people of comparable socio-economic 
background. Usually, these are groups who come together for mutual assistance in a number of areas. The 
SHG promotes small savings among its members. The savings are kept with a bank. This common fund is 
in the name of the SHG. Usually, the number of members in one SHG does not exceed twenty. 
 
 Financial exclusion signifies the lack of access by certain segments of the society to appropriate, low-
cost, fair and safe financial products and services from mainstream providers. Financial Inclusion currently 
is seen as at least one member of a family having a bank account. It is a drive that wants the poor to get 
linked with formal banking institutions. It denotes delivery of credit and other financial services at an 
affordable cost to the vast sections of the disadvantaged and low-income groups which include savings, 
credit, insurance and payments and remittance facilities. Government of India has been actively pursuing 
the agenda of Financial Inclusion, with key interventions in four groups, viz. expanding banking 
infrastructure, offering appropriate financial products, making extensive and intensive use of technology 
and through advocacy and stakeholder participation. 
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 According to Dr. K. C. Chakrabarty, Deputy Governor, Reserve Bank of India “The extent of financial 
exclusion is staggering. Out of the 600,000 habitations in the country, only about 36,000+ had a commercial 
bank branch. Just about 40 per cent of the population across the country has bank accounts. The proportion 
of people having any kind of life insurance cover is as low as 10 per cent and proportion having non-life 
insurance is abysmally low at 0.6 per cent. People having debit cards comprise only 13 per cent and those 
having credit cards only a marginal 2 per cent of the population. Challenges of financial exclusion are faced 
by most countries globally and each country has to develop its own customized solutions drawing upon its 
own experiences and those of its peers across the globe.” 
 
Methodology 
 The Study is based on primary survey conducted in the districts of Mysore and Chamarajanagara. The 
questionnaire was administered to 60 Self-Help Groups comprising 1200 beneficiaries distributed across the 
two districts of Mysore and Chamarajanagara. The SHGs comprise both the Private and the Government 
SHGs.  
 
Secondary data collected from the internet -published articles; Books; papers presented; and data from 
NGOs archives. Information has been collected through Opinionnaire, personal interview and group 
interview with various SHGs; banks, and NGOs.  
 
Statement of the Problem:  
 Poverty alleviation is the burning issue that confronts India. It is the crux of every problem in India. 
Although Indian economy has grown steadily over the last two decades, its growth has been uneven when 
comparing different social groups, economic groups, geographic regions, and rural and urban areas.  
 While India's growth makes it an economic and political player to watch in the next decades, the 
country remains desperately poor. India cannot live in isolation from the Global goals set for eradicating 
poverty which is popularly called “Millennium Development Goals” for developing a global partnership 
for development. The extent of financial exclusion as per NSSO data reveal that 45.9 million farmer 
households in the country (51.4%), out of a total of 89.3 million households do not access credit, either 
from institutional or non-institutional sources.  
 Despite vast network of bank branches, only 27% of total farm households are indebted to formal 
sources (of which one-third also borrow from informal sources). Farm house-holds not accessing credit 
from formal sources as a proportion to total farm households is especially high. Credit has to be an integral 
part of an overall programme aimed at improving the productivity and income of small farmers and other 
poor households. Putting in place an appropriate credit delivery system to meet the needs of marginal 
and sub-marginal farmers must go hand in hand with efforts to improve the productivity of such farm 
households. The credit delivery system in rural areas of commercial banks, Regional Rural Banks, and 
micro finance institutions needs to be strengthened to ensure financial inclusion.  
 This calls for Institutional Changes. Creating new institutions is not necessary instead finding ways 
and means to effect improvements within the existing formal credit delivery mechanism and evolve new 
models for extending out-reach. In a broad sense, the issues to be addressed are on the supply side and 
demand side. Unless steps are taken on the demand side, which is in the “real sectors”, mere supply side 
solutions from the financial sector will not work. There are over 33500 commercial bank branches in rural 
and semi urban centers in the country. The study was aimed at making these rural banks more effective in 
terms of delivering credit to the small and the very small borrowers.  
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Results and Discussion:  
Table 1 

Table showing the Availability of Post Office 
 Particulars Mysore Chamarajnagara Total Pearson Chi-Square 
Is there a Post Office in 
your village? 

412 (53.51) 191 (60.25) 603 (55.47) 1.22 

Is the distance to the 
PO from your residence 
substantial? 

400 (51.95) 175 (55.21) 575 (52.90) 6.89* 

Do you incur travelling 
expenses by public 
transport to reach the 
PO/Bank? 

344 (44.68) 166 (52.37) 510 (46.92) 20.31* 

Do you have an account 
in the Post Office? 

139 (18.05) 78 (24.61) 217 (19.96) 4.56* 

Figures in parenthesis denote percentage.                       
  
 From the above table it is clear that overall 55.5 percent of respondent confirmed the presence of post 
office in their village but at district level in Chamarajnagara is having more post offices than Mysore 
district. Substantial distance from the place of residence of the SHG member is also significant. Distant Post 
offices result in additional travelling expenses and when the cost-benefit analysis is made the desire to open 
an account in the Post office doesn’t seem to be beneficial when compared to the interest on their meagre 
deposits. Most importantly only 18 percent of Mysore and 24.6 percent of Chamarajnagara i.e. overall 
around 20 percent of respondent are having an account in the post office. 
 There is significant difference on the Availability of the Post Office and its utility in financial inclusion 
between Mysore and Chamarajanagara districts as the statistical figure on the distance; travelling expenses 
and having an account in the Post Office shown in the table gives the Pearson Chi square critical value as 
greater than 3.841 at 95% confidence level (Degree of Freedom = 1). 
 

Table 2 
Table showing Performance of NGO in Savings mobilisation and loan disbursement 

 
Particulars Mysore Chamarajanagara Total 
Amount of Savings mobilised from the Members (Rs. 
Lacs) 

559 1583 2142 

Amount of loan disbursed to the Members (Rs. Lacs) 343 140 483 
Total number of loan accounts. 3030 1600 4630 
Number of Bank Accounts Opened for Members 2500 2000 4500 

 
 In terms of savings mobilisation, Chamarajanagara is doing three fold of the Mysore amount i.e. 
compared to 1583 Lakhs in Chamarajanagara, saving mobilisation in Mysore is only 559 lakhs. On the 
other hand, in terms of loan disbursement Mysore is 343 lakhs in comparison of 140 lakhs in 
Chamarajanagara and same thing is happening in loan account also. The number of bank accounts opened 
for the SHG members is just 4500 which indicate that bank accounts are opened for a SHG and not for 
individual members of the SHG. 
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Table 3 
Table showing Multiple Sources of finance 

 Source Mysore Chamarajanagara Pearson Chi-Square 

Banks  

No 496 (64.42) 196 (61.83) 
0.65 

Yes 274 (35.58) 121 (38.17) 

Total    

MFI's 

No 561 (72.86) 229 (72.24) 
0.05 

Yes 209 (27.14) 88 (27.76) 

Total    

NGO's 

No 489 (63.51) 170 (53.63) 
9.18* 

Yes 281 (36.49) 147 (46.37) 

Total    

Moneylender  

No 565 (73.38) 246 (77.60) 
2.12 

Yes 205 (26.62) 71 (22.40) 

Total    

Chit Funds  

No 589 (76.49) 286 (90.22) 
26.95* 

Yes 181 (23.51) 31 (9.78) 

Total    

Family Members  

No 412 (53.51) 234 (73.82) 
38.41* 

Yes 358 (46.49) 83 (26.18) 

Total    

Friends  

No 376 (48.83) 200 (63.09) 
18.33* 

Yes 394 (51.17) 117 (36.91) 

Total    
 
Figures in parenthesis denote percentage.                      
 All the seven sources of finance have been analysed to understand statistically significant source for the 
SHG members.  
 Only 26.62 percent from Mysore and 22.40 percent from Chamarajanagara are taking money from 
moneylenders. This is a welcome shift. More than 35 percent household have their source of money from 
banks; more than 27% are obtaining funds from private micro finance institutions; significantly for more 35 
percent of the household the source is NGO’s; chit funds are another significant source; family members 
pooling in funds is another significant source with Mysore having a higher percentage; and finally friends 
pitching in is also quite significant source of funding. This dependence is evident from the fact that the chi 
square value for NGO’s, Chit Funds, Family members and friends are way beyond the Pearson Chi square 
critical value at 3.841 at 95% confidence level (Degree of Freedom = 1). 
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Table 4 - Table showing the SHG Members’ access to the following financial services 

 Particulars Mysore Chamarajanagara Total Pearson Chi-
Square 

Deposits 224 (29.09) 80 (25.24) 304 (27.97) 6.00* 
Loans 264 (34.29) 74 (23.34) 338 (31.09) 4.56* 
Remittance 357 (46.36) 95 (29.97) 452 (41.58) 1.21 
Insurance services 301 (39.09) 88 (27.76) 389 (35.79) 2.34 
Small & Rural Business Loans 368 (47.79) 97 (30.60) 465 (42.78) 7.90* 
Housing Loans 321 (41.69) 115 (36.28) 436 (40.11) 8.84* 
Personal Loans 292 (37.92) 91 (28.71) 383 (35.23) 9.62* 
Child Future Plans 364 (47.27) 125 (39.43) 489 (44.99) 9.63* 
Pension Plans 169 (21.95) 48 (15.14) 217 (19.96) 1.10 
Risk Cover on Agricultural Crops 103 (13.38) 32 (10.09) 135 (12.42) 2.25 
Risk Cover for Cattle 106 (13.77) 45 (14.20) 151 (13.89) 3.45 
Are you covered under the 
National Rural Employment 
Guarantee Programme (NREGP).  

114 (14.81) 44 (13.88) 158 (14.54) 34.80* 

Do you withdraw the entire wages 
from your bank account 

211 (27.40) 126 (39.75) 337 (31.00) 23.00* 

Figures in parenthesis denote percentage.                        
 The access to financial services is low in the study area. Only 27.97% have access of deposits, 31% of 
loans, 19.96% pension plans, 14.54% are covered under NREGP; over 12% have risk cover on agricultural 
crops and on cattle; 31% withdraw wages from their bank account; in this study area. Overall all the 
parameters indicated for measuring the financial services are below 50% and there is scope for 
improvement in these areas. There is a significant difference between Mysore and Chamarajanagara 
districts on the access to the financial services like deposits; loans like housing loans, small & rural business 
loans, personal loans; child future plans; among the people covered under NREGP and facility to withdraw 
wages from the bank account as their Chi Square value is above the critical value at 3.841 at 95% 
confidence level (Degree of Freedom = 1).  

Table 5 - Table showing Access to different services 
 Particulars Mysore Chamarajanagara Total 
Reliable income stream.  69 (8.96) 40 (12.62) 109 (10.03) 

ATM Facility 60 (7.79) 10 (3.16) 70 (6.44) 

Point of Sale (POS) network 4 (0.52) 13 (4.10) 17 (1.56) 
Engagement in any Credit Plus 
activities 110 (14.29) 77 (24.29) 187 (17.20) 

Other sources of income 67 (8.70) 36 (11.36) 103 (9.48) 

Other support you receive from outside 
institutions (other than banks) 

96 (12.47) 82 (25.87) 178 (16.38) 

Figures in parenthesis denote percentage.                     
 The above table explains the access to different services through financial inclusion. From the above 
table it is clear that only 7.79% in Mysore and 3.16% in Chamarajanagara have ATM facility and 0.52% in 
Mysore and 4.1% in Chamarajanagara have POS network. According to the respondents 12.47% from 
Mysore and 25.87% from Chamarajanagara have other support from outside institution. A little over 8% 
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and 12% from Mysore and Chamarajanagara have reliable income stream and income from other sources 
respectively.  

Table: 6 - Table showing whether under the Integrated Rural Development Project (IRDP) if SHG 
members received credit through banks 

District  Frequency Percent 

Mysore No 662 86 

  Yes 108 14 

  Total 770 100 

Chamarajanagar No 267 84.2 

  Yes 50 15.8 

  Total 317 100 
 One of the ways of financial inclusion is to make payment through banks for the work given by the 
Government for all project work undertaken by the Government in rural areas. Only 14 percent from 
Mysore and 16 percent from Chamarajanagar have received credit through banks under the Integrated Rural 
Development Project (IRDP). 
 
Table 7 - Table showing the following benefits obtained under one roof ie, either by the Banks; Post 

Offices or the MFI by SHG Members: 

Particulars Mysore Chamarajanagara Total Pearson Chi-
Square 

Life insurance 416 (54.03) 111 (35.02) 527 (48.48) 2.34 

General insurance 207 (26.88) 54 (17.03) 261 (24.01) 1.33 

Cattle insurance 71 (9.22) 89 (28.08) 160 (14.72) 14.5* 

Pension Plans 53 (6.88) 31 (9.78) 84 (7.73) 1.90 
Social Security 
Pension/National Old Age 
Pension (NOAP) 

51 (6.62) 31 (9.78) 82 (7.54) 1.53 

Short term savings 232 (30.13) 68 (21.45) 300 (27.60) 3.75 

Investments 190 (24.68) 73 (23.03) 263 (24.20) 1.87 

Remittances 165 (21.43) 46 (14.51) 211 (19.41) 4.45* 

Loan products. 170 (22.08) 63 (19.87) 233 (21.44) 10.10* 
Figures in parenthesis denote percentage.                 
The different benefits under one roof, provided by Banks, Post Offices or the MFIs have been statistically 
analyzed in the given table. Life Insurance benefit in Mysore (54%) is higher than Chamarajanagara (35%) 
and all other factors are almost similar in both the districts except short term savings which is 30% in 
Mysore compare to 21% in Chamarajanagara. Purpose of financial inclusion is availability of all facilities at 
a proximate distance which is encouraging to frequent these institutions and avail the facilities under one 
roof. Cattle Insurance, Remittances and Loan products are available in either of the institutions which 
indicate the Government policy of achieving financial inclusion within 2015 and are statistically significant 
as their Chi Square value is above the critical value at 3.841 at 95% confidence level (Degree of Freedom = 
1).  
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Table 8 
Table showing the bank providing branchless banking channels to Members 

Particulars Mysore Chamarajanagara Total Pearson  
Chi-Square 

ATMs 213 (27.66) 22 (6.94) 235 (21.62) 12.22* 
Electronic banking based on 
the Internet. 

164 (21.30) 20 (6.31) 184 (16.93) 13.00* 

Banking Correspondents 
and banking facilitators. 

183 (23.77) 29 (9.15) 212 (19.50) 13.24* 

Mobile Banking. 161 (20.91) 10 (3.15) 171 (15.73) 14.72* 

Biometric teller machines 155 (20.13) 8 (2.52) 163 (15.00) 36.09* 
Point of Sale Machines with 
attachments such as card 
readers, biometric 
information readers and 
printers/Kiosk Model 

156 (20.26) 13 (4.10) 169 (15.55) 25.23* 

Handheld devices 179 (23.25) 48 (15.14) 227 (20.88) 2.45 

Online text processors 215 (27.92) 25 (7.89) 240 (22.08) 23.64* 

Offline text processors. 157 (20.39) 12 (3.79) 169 (15.55) 23.87* 

SMS text processors 157 (20.39) 9 (2.84) 166 (15.27) 37.89* 
Internet-based connectivity 
to bank server or physical 
docking at bank branch 

74 (9.61) 13 (4.10) 87 (8.00) 3.33 

Mobile based connectivity 
to mobile operator's server 
and onwards to bank server  

155 (20.13) 14 (4.42) 169 (15.55) 12.25* 

Are you using GRPS based 
mobile technology 

14 (1.82) 7 (2.21) 21 (1.93) 1.00 

Have you tried out 
Customer service points 
(CSPs) method 

27 (3.51) 12 (3.79) 39 (3.59) 1.11 

Figures in parenthesis denote percentage.                    
 
 Mysore is performing far better than Chamarajanagara. Saving time and effort of reaching the banks for 
manual service is presently resented by the people. Use of ATMs and mobile banking is gaining speedy 
acceptance. It is significant to observe from the study that there is a slow but steady advancement towards 
taking financial inclusion to the people through innovative means of using technology to take the banks to 
the people.    
 Banks providing branchless banking channels to Members has significant difference between Mysore 
and Chamarajanagara in the case of ATMs, Electronic banking; Banking Correspondents and Facilitators, 
Mobile Banking, Biometric Teller Machines, Point of Sale Machines, Handheld Devices, Online/Offline 
and SMSText processors, and Mobile based connectivity, as their Chi Square value is above the critical 
value at 3.841 at 95% confidence level (Degree of Freedom = 1) 
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Table 9 
Table showing the Banking facilities offered by the Post Office 

Particulars Mysore Chamarajanagara Total 
Pearson 
Chi-
Square 

Mobile Savings 124 (16.10) 30 (9.46) 154 (14.17) 2.54 

Issue Cheques 120 (15.58) 39 (12.30) 159 (14.63) 1.96 

Cheque collections 47 (6.10) 22 (6.94) 69 (6.35) 1.02 

Any Other 58 (7.53) 39 (12.30) 97 (8.92) 2.23 

Figures in parenthesis denote percentage.                   
 
 The above data is statistically not significant between the two districts with reference to the banking 
facilities offered by the Post office as the value of Chi Square is below the critical value of 3.841 at 95% 
confidence level (Degree of Freedom =1) .  
 In terms of Banking facilities offered by the Post Office, only 14% services provide through Mobile 
saving and issue Cheque. Only 6% cheque collections services provide both the districts. It could also be 
that issue and collection of cheques is not in practice by the rural members of the districts under study. 
 
Summary: 
• The Post offices have the disadvantage of distant location resulting in members incurring additional 

cost towards transportation. The members having a savings bank account in the post office is also very 
low.  

• Mobilisation of savings from members; and loan disbursements is also remarkable. There are quite a 
few members with bank accounts, but when compared to the total SHG membership the numbers are 
low. Only few members have received credit through banks under the Integrated Rural Development 
Project (IRDP). 

• There seems to be a decline in the dependence of SHG members on money lenders for financial 
support. Family members, friends, chit funds; NGOs; Banks and MFIs are the other sources of 
financing.  

• There is wide scope for extending facilities such as deposits; loans; remittance; insurance services; 
pension plans; risk cover for agricultural crops and cattle; housing loans, personal loans; business loans 
etc are few financial services which are being extended to SHG members.  

• Access to ATM facility is very low in both the districts. Point of sale machines with attachments such 
as card readers, biometric information readers and printers like the Kiosk models are very negligible 
even though are scantily found in the two districts. Other than banks in Chamarajanagara 25.86% have 
been receiving support from outside of the institution.  

• Members have admitted that as far as Life Insurance is concerned they have been receiving it under one 
roof. General insurance cover; cattle insurance, pension plans, social security pension; short term 
savings; investments; remittances, loan products are also available though with a low percentage of 
coverage.  

• Banks have made an attempt to move towards advanced technological use by providing ATM’s; use of 
banking correspondents and facilitators; mobile banking; biometric teller machines; online/offline/SMS 
text processors; electronic banking based on the internet; internet based connectivity to bank server; 
mobile connectivity to mobile operator’s server and onwards to bank server; using GRPS based mobile 
technology; and Customer service points method are some of the facilities in use.  



Financial management  
 

 

ISSN: 2230-9667  Chronicle of the Neville Wadia Institute of Management Studies & Research 233 
 

CONCLUSION:  
 Initiating action on RBI initiative to open Financial Literacy and Credit Counselling (FLCC) Centres 
to ensure financial literacy of the masses is of vital importance to make financial inclusion successful. For 
this purpose, banks should draw up appropriate awareness modules and extend necessary financial support 
from the Financial Inclusion Fund administered by NABARD. Use of Post offices where the brick and 
motor banks are unavailable in a village is to be explored for financial inclusion. India is severely under-
penetrated with only 54% adults having a bank account and only 40000 villages (less than 10% of Indian 
villages) out of 600000 villages have a bank branch. India has 155516 functional post offices as on end 
March 2012. The Indian postal department apart from the banks is the only organisation which can open 
bank accounts in India. Post offices can provide basic financial services such as savings accounts, simple 
saving products, basic life insurance etc. In particular, people lacked a detailed understanding of everyday 
financial products; the factors that determine access to financial products; financial services institutions; 
where to turn for information or advice on financial services. 
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Abstract:  
 Financial reporting should be done by adopting accounting standards with transparency and trust.  
Globalization has laid down a way for all the countries to adopt a single set of accounting standards. 
IFRS are the globally accepted accounting standards and interpretations adopted by the IASB. India has 
decided to adopt the IFRS by April 2011. Therefore the knowledge of IFRS and their impact on financial 
sector should be assessed very carefully along with its problems and challenges.  For successfully 
implementation of IFRS Indian context would be the level of regulatory sponsorship, the appropriate 
level of investment in systems and process and consistency in market practices for areas where judgment 
in critical. The financial impact of convergence with IFRS will be significant for financial sector in 
India. An attempt has been made in this paper some significant challenges in adoption of IFRS in 
finance sectors.   IFRS is to create comparable, reliable and transparent financial statements that will 
facilitate greater cross-border capital raising, trade and better corporate governance practices. The paper 
examines the need of IFRS. The purpose of the study is to discuss the problems and challenges to be 
faced by the stakeholders. The final aim of the study is to see the impact on Indian financial sector.  
 
Keywords: ICAI, IFRS, NACAS, Financial Statements, Globalization. 
 
Introduction: 
 The objective of financial statements is to provide information about the financial position, 
performance and cash flows of the firms that is useful to a wide range of users in making economic 
decisions. A financial reporting system supported by strong governance, high quality standards, and firm 
regulatory framework is the key to economic development. It is in this context that an independent, global 
standard-setting body such as the International Accounting Standards Board (IASB) has to play the 
important role. Globalization has laid down a way for all the countries to adopt a single set of accounting 
standards. More than 100 countries (including India) have recognized the importance of convergence with 
the IFRS. IFRS are the globally accepted accounting standards and interpretations adopted by the IASB. 
India has decided to adopt the IFRS by April 2011. Therefore the knowledge of IFRS and their impact on 
financial sector specially in banking sector should be assessed very carefully. For successfully 
implementation of IFRS Indian context would be the level of regulatory sponsorship, the appropriate level 
of investment in systems and process and consistency in market practices for areas where judgment in 
critical.  
 
Objectives: The objectives of the study are given below: 
1. To know and understand the concept of IFRS. 
2. To observe the financial impact of convergence with IFRS for financial sector in India. 
3. To see the role of ICAI. 
4. To find out the utility of convergence with IFRS in India. 
5. To study the problems and challenges faced by Indian Companies.  
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Research Methodology: This research paper is purely based on secondary data. On the basis of published 
data in magazines, books, annual reports, information available through websites this paper is presented to 
you.  
 
Data Analysis: 
IFRS: Concept and Meaning: The International Financial Reporting Standards are prepared and 
developed by the International Accounting Standard Board. The Institute of Chartered Accountants of India 
(ICAI) set up the Accounting Standards Board in 1977 to prepare accounting standards. In 1982, ICAI set 
up the Auditing and Assurance Standards Board (initially known as the Auditing Practice Committee) to 
prepare auditing standards. ICAI became one of the associate members of the International Accounting 
Standards Committee (IASC) in June 1973. ICAI also became a member of the International Federation of 
Accountants (IFAC) at its inception in October 1977. While formulating accounting standards in India, the 
ASB considers IFRS and tries to integrate them, to the extent possible, in the light of the prevailing laws, 
customs, practices and business environment in India. International Financial Accounting Standards (IFRS), 
previously called as International Accounting Standards (IAS) are the Standards, Interpretations and 
Framework for the preparation and presentation of financial statements adopted by the International 
Accounting Standard Board (IASB) IAS was issued in 1973 and 2001 by the board of the Internal 
Accounting Standard Committee (IASC). On 1st April 2001 the new IASB took over the responsibility of 
setting International Accounting Standards from IASC. It is a set of international accounting and reporting 
standards that will help to harmonize company financial information, improve the transparency of 
accounting and ensure that investors receive more accurate and consistent reports. The entire world has 
recognized the need for convergence of accounting standards and is moving towards its implementation. 
The target date for convergence to IRFS in India is given under: 
• Companies with net worth of Rs. 1000 crores and those which are part of BSE sensex, NIFTY and 

companies listed in overseas exchange: April 2011. 
• All companies with a net worth between Rs. 500 – 1000 crores and Banks and Non Finance Companies 

: April 2013 
• All listed companies with a net worth of Rs. 500 crores or less: April 2014. 
 India is on the verge of converging with IFRS with a view to bring about uniformity in reporting 
systems globally, enabling businesses, finances, and funds to access more opportunities. The Ministry of 
Corporate Affairs (MCA) in its press release dated 25th February 2011 had notified 35 Indian Accounting 
Standards converged with IFRS (known as Indian AS). The MCA will implement the Indian AS in a 
phased manner after various issues (for example tax related issues) are resolved with the concerned 
departments/authorities. Though, there has been considerable delay in the implementation of these 
standards, efforts are on the run. The newly revised Schedule VI which is based on IAS 1 is a clear evidence 
of being optimistic on convergence with IFRS. 
 
Need for IFRS in India: Due to LPG, many multi-national companies are establishing their businesses and 
branches in various countries. The organizations in the current scenario are increasingly accessing the 
global markets to fulfill their capital needs by getting their securities listed on the stock exchanges outside 
their country. Capital markets are becoming integrated globally. More and more Indian companies are now 
being listed on overseas stock exchanges. The aim has always been to follow the IFRS, to the extent 
possible, while formulating the Accounting Standards. However, there is a difference between AS and IFRS 
due to various reasons. Some of the reasons are as follows:  
• There is a conceptual differences between AS and IFRS. 
• Indian firms and companies are not mentally prepared to accept and adapt IFRS.  
• Indian economic environment is different than other global countries.  
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• To maintain consistency with the Legal and Regulatory Requirements 
 
Need for Convergence to IFRS: In the present scenario of LPG financial reporting standards requires a 
constant review to maintain the pace with the fast changing global economic environment. In India financial 
reporting is in the stage of transition. In our country many changes are being introduced for convergence of 
international accounting standards. The Institute of Chartered Accountants of India has issued a paper on 
convergence with International Financial Reporting Standards (IFRS) to promote International Accounting 
Standard Board’s (IASB). IFRS are globally accepted accounting standards and interpretations adopted by 
IASB. The Standards, which are a part of IFRS and issued by the board of International Accounting 
Standards Committee (IASC) before 2001, are known as International Accounting Standard (IAS). In April 
2001 the IASB adopted all IAS and developed them by renaming as IFRS. These IFRS refer to the new 
series of the pronouncements that the IASB is issuing, as distinct from the IAS series issued by its 
predecessor. IFRS comprise: 
• IFRS issued after 2001. 
• IAS issued before 2001. 
 
Role of ICAI: The IFRS are classified into five categories. Hence ICAI adopted two approaches to meet 
convergence with IFRS. 
(A) Stage wise approach: In the first stage, category I of IFRS, the convergence will come immediately. 

Category II and III will come in convergence after fulfillment of technical knowledge during the 
second stage. In the third stage the convergence will come after the change in law or regulation i. e. 
category IV and in the last stage convergence is applicable to category V with full adoption. 

(B) All at once approach: The ICAI is of the opinion that it would be difficult to follow the stage wise 
approach. Hence ICAI finally decided to adopt IFRS from 1st April 2011 by constituting a committee of 
core group for smooth implementation of convergence process of IFRS. 

 
Utility of convergence with IFRS: The adoption of IFRS will greatly affect on financial sector of India. 
Implementation of IFRS will definitely boost Indian economic environment. 
1. The convergence with IFRS will definitely reduced the cost of preparing financial statements. There is 

no need to prepare separate set for each country. One set of financial statement is now applicable to all 
countries in the world.  

2. The pressure and load of preparation of financial statements will be minimized due to global 
acceptance of IFRS. 

3. The convergence with IFRS will boost the confidence level of Indian investors. Due precaution has 
been taken in IFRS about the rights of the investors.  

4. Accounting information will be more reliable and comparable due to IFRS. This information will help 
investors to explore investment opportunities easily and quickly due to global acceptance of IFRS.   

5. Due to the convergence with IFRS the growth of Indian business will increase. Simultaneously there 
will be increase in the growth of business globally. 

6. It will be easy for firms and companies to borrow the funds from the domestic market. Funds will be 
raised from foreign markets at a lower cost. 

7. Foreign currency will be available from overseas market with increased inflow. At the same time the 
investment will also be increased due to IFRS. 

Problems and Challenges faced by Indian Companies: The accounting system in India is regulated and 
affected by various laws and regulations. Changes are required to be made in various regulatory 
requirements under the Companies Act, 1956, Income Tax Act, 1961, SEBI, RBI, etc. After the change or 
amendments in these laws and regulations then and then only IFRS financial statements are accepted 
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globally. It is said that the USA will probably adopt IFRS in 2014 and Japan in 2015.  The corporate are not 
ready to accept a convergence immediately. Political pressure and disturbances are also the reasons for the 
pending cases in various amendments in laws and regulations.  
 
Challenges for banks and non-banking financial companies: In respect of banks and NBFCs, the 
convergence process would be from period beginning April 1, 2013. This gives the banking system some 
time to adapt to the standards as per IFRS. Some of the major changes pertain to certain critical areas such 
as classification and measurement of financial assets, classification and valuation of liabilities, impairment 
provisions and fair value measurement. One area of concern has been the drawback of the incurred loss 
model of IAS 39 and the need to introduce more forward looking provisioning. Banks would need to 
upgrade their infrastructure, including IT and human resources, to face the complexities and challenges of 
IFRS. Some major technical issues arising for Indian banks during the convergence process would be 
differences between the IFRS and current regulatory guidelines on classification and measurement of 
financial assets.  
 
Challenges for non-accounting issues: 
• Data integrity and data validity would be of critical importance especially due to data intensive 

requirements of IFRS converged standards.  
• Maintaining ethical standards and values is a key part of financial reporting. Without a strong code of 

ethics and adherence to those ethics, financial reporting would fail to inspire and ensure public and 
investor confidence in entities. Professional bodies have codes of ethics for their members and 
disciplinary procedures for those who infringe upon these rules.  

• Adaptability and compatibility of existing IT solutions used by banks to the new requirements imposed 
by IFRS convergence is also a major challenge. 

 
Major Challenges: 
� It is very difficult in India to bring the awareness among the people about IFRS and its impact and a 

challenging task. There are no similarities between IFRS and GAAP. 
� The reconciliation of GAAP is also difficult. Reconciliation of ongoing unaudited financial statements 

involves huge amount and it is costlier matter to Indian firms and companies. 
� It is essential to provide training and education to the people for the smooth implementation of IFRS. 

Currently, there is lack of training and education programs about IFRS. 
� In India, various regulatory bodies, laws and authorities are taking care of financial reporting 

requirements. There is no coordination among these authorities. In such case it is very complicated to 
implement IFRS that requires change in laws, rules and regulations. 

� In the current scenario, there is no coordination between Indian Tax Laws and Accounting Standards. 
To implement IFRS, it becomes mandatory to make the changes in Indian Tax Laws. 

� The corporate sector has to ensure to make modifications to suit the reporting requirements of IFRS. 
The IT system should be redesigned as per the new requirements. 

� IFRS focuses on fair value or true value to measure the transactions of financial statements. Truly 
speaking it is very challengeable job to calculate the fair value and it is a hard task to the professionals. 

� As per the requirement of IFRS, it is necessary to re-negotiate the contracts of Indian firms. 
 
Conclusion: In the era of LPG accounting professionals and economic decision makers are realizing the 
fact that day-by-day reporting requirements, the information are changing very quickly. Globalization has 
laid down a way for all the countries to adopt a single set of accounting standards. More than 100 countries 
(including India) have recognized the policy of convergence with the IFRS. India has decided to adopt the 



Financial management  
 

 

ISSN: 2230-9667  Chronicle of the Neville Wadia Institute of Management Studies & Research 239 
 

IFRS by April 2001.Therefore the knowledge of IFRS and their impact on financial sector specially in 
banking sector should be assessed very carefully. Training, education and skill development is one of the 
cornerstones of a successful IFRS implementation. All the stakeholders would need to develop and 
understanding of IFRS provisions to varying degrees and what they need to do.  
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Abstract 
 Women who number 407.1 million according to 1991 census, represent 48.1 per cent of country’s 
population of 846.3 million. The development of women has always been the central focus in 
developmental planning since Independence. There have been various shifts in policy approaches in the 
last 50 years from the concept of "welfare" in the 70s, to "development" in the 80s, and now to 
"empowerment" in the 90s. The Department of Women and Child Development since its inception has 
been implementing special programmes designed to improve the socio-economic status of women The 
major programmes that complement and supplement the other developmental and welfare programmes, 
particularly in the sectors of health, education, rural and urban development, etc., implemented by the 
Department. 
 
Keywords:  Empowerment, Microfinance, Socio-economic status, Rural development 
 
INTRODUCTION 
 A business is an organization engaged in the trade of goods, services, or both to consumers. Businesses 
are predominant in capitalist economies, where most of them are privately owned and administered to 
earn profit to increase the wealth of their owners. Businesses may also be not-for-profit or state-owned. A 
business owned by multiple individuals may be referred to as a company, although that term also has a 
more precise meaning. 
 The etymology of "business" relates to the state of being busy either as an individual or society as a 
whole, doing commercially viable and profitable work. The term "business" has at least three usages, 
depending on the scope — the singular usage to mean a particular organization; the generalized usage to 
refer to a particular market sector, "the music business" and compound forms such asagribusiness; and the 
broadest meaning, which encompasses all activity by the community of suppliers of goods and services.  
 Finance plays a major role in the business. In general term finance means management of money for 
your expenses. In broad term finance is the science of funds management. Finance includes saving money 
and often includes lending money. The general areas of finance are business finance, personal finance, and 
public finance. Finance is also a money budget management. The field of finance deals with how money is 
spent and budgeted. It also deals the concepts of time, money and risk and how they are interrelated. 
Finance is used by individuals as personal finance, by governments as public finance, by businesses as 
corporate finance, as well as by a wide variety of organizations including schools and non-profit 
organizations. Finance is the need of the today world economy. 
 Finance comprises of Macro finance and Micro finance. Macro finance is a broader term than micro 
finance. Macro finance term itself means lending at a broader level and in a huge quantity to the customers. 
 
LITERATURE REVIEW  
 K. G. Karmarkar, executive director of NABARD, in his research paper “Microfinance in India”   
said, “Microfinance is not a panacea for poverty reduction, and that its impact alone on poverty reduction in 
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India has been negligible. To bring about income growth, microcredit has to be complemented by a number 
of livelihood promotion strategies.” Shailendra Kumar B Hegde, Ramakrishna Goud B, Twinkle Agrawal, 
Abhita Braganza, AbhaySood, Dias Brendan in their research paper“Expenditure patterns of micro-
savings among members of community based women’s organizations in a rural area in Karnataka” 
said, “Microfinance is a financial service of small transaction value provided by financial institutions to the 
poor to meet their financial needs. CBWOs with Micro-financing initiatives serve as effective means for 
alleviation of poverty, human development and social empowerment.” Nayakara Honnurswamy and 
Malappa Dandgund, Research Scholar, Dept of Economics, Gulbarga University in their research paper, 
“Role of Microfinance on Poverty Reduction in Rural India”  says,“ India is always depending up on 
rural area development. Suppose the rural area will develop automatically nation will grow faster way, 
many economist to find out the what types of rural planes Indian villages need , with the help ofscientific 
establishment of microfinance is possible to remove the village poverty.”Prof Zohra Bi, Assistant Professor 
Alliance University, Bangalore; in his research paper, “Comparison of Performance of Microfinance 
Institutions with Commercial Banks in India” “Microfinance has been an important tool in poverty 
alleviation, empowerment of women and in bringing about financial inclusion. Continuous efforts are 
required to diversify the sources of funding available for the microfinance institutions in order to attract 
foreign investments for well established microfinance institutions in order to serve the rural low income 
population, increase efficiency of staff members, alleviate poverty and also make them profitable.” 
 
OBJECTIVES 
• To study the extent of self employment opportunities generated with the help of Microfinance for rural 

women 
• To study the role of microfinance companies in poverty allivation of the rural women. 
 
RESEARCH METHODOLOGY 
Data sources:  
 The data collected for the study includes secondary data. The various sources used to collect secondary 
data include research papers, journals, articles, annual reports of the company and data from the 
Microfinance information exchange (MIX) and various other websites. 
Methods:  
 The methodology of study includes collection of secondary data from various research articles and 
journals. The secondary data collected is further analyzed to draw conclusions. 
EXPLANATION 
 In the planning process it was expected that women will equally benefit along with men. This has been 
belied by actual development. The ninth plan document recognizes that inspite of development measures 
and constitutional legal guarantees- women have lagged behind in almost all sectors. 
 In India, the emergence of liberalization and globalization in early 1990’s aggravated the problem of  
women workers in unorganized sectors from bad to worse as most of the women who were engaged in 
various self  employment activities have lost  their livelihood. Despite in tremendous contribution of women 
to the agriculture sector, their work is considered just an extension of household domain and remains non-
monetized. 
 Microfinance is emerging as a powerful instrument for poverty alleviation in the new economy. In 
India, Microfinance scene is dominated by Self Help Group (SHGs)-Bank Linkage Programme as a cost 
effective mechanism for providing financial services to the “Unreached Poor” which has been successful 
not only in meeting financial needs of the rural poor women but also strengthen collective self help 
capacities of the poor ,leading to their empowerment. Rapid progress in SHG formation has now turned into 
an empowerment movement among women across the country. 
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 Economic empowerment results in women’s ability to influence or make decision, increased self 
confidence, better status and role in household etc. Micro finance is necessary to overcome exploitation, 
create confidence for economic self reliance of the rural poor, particularly among rural women who are 
mostly invisible in the social structure. 
 This paper puts forward how micro finance has received extensive recognition as a strategy for 
economic empowerment of women. This paper seeks to examine the impact of Micro finance with respect 
to poverty alleviation and socioeconomic empowerment of rural women. An effort is also made to suggest 
the ways to increase women empowerment.     
 Empowerment implies expansion of assets and capabilities of people to influence control and hold 
accountable institution that affects their lives (World Bank Resource Book).Empowerment is the process of 
enabling or authorizing an individual to think, behave, take action and control work in an autonomous way. 
It is the state of feelings of self-empowered to take control of one’s own destiny. It includes both controls 
over resources (Physical, Human, Intellectual and Financial) and over ideology (Belief, values and 
attitudes) (Batliwala, 1994). 
 Empowerment can be viewed as a means of creating a social environment in which one can take 
decisions and make choice either individually or collectively for social transformation. It strength innate 
ability by way of acquiring knowledge power and experience. 
 Empowerment is a multi-dimensional social process that helps people gain control over their own lives 
communities and in their society, by acting on issues that they define as important. Empowerment occurs 
within sociological psychological economic spheres and at various levels, such as individual, group and 
community and challenges our assumptions about status quo, asymmetrical power relationship and social 
dynamics. Empowering women puts the spotlight on education and employment which are an essential 
element to sustainable development. 
 
EMPOWERMENT: FOCUS ON POOR WOMEN  
 In India, the trickle down effects of macroeconomic policies have failed to resolve the problem of 
gender inequality. Women have been the vulnerable section of society and constitute a sizeable segment of 
the poverty-struck population. Women face gender specific barriers to access education health, employment 
etc. Micro finance deals with women below the poverty line. Micro loans are available solely and entirely to 
this target group of women. There are several reason for this: Among the poor , the poor women are most 
disadvantaged –they are characterized by lack of education and access of  resources, both of which is 
required to help them work their way out of  poverty and for upward economic and social mobility. The 
problem is more acute for women in countries like India, despite the fact that women’s labour makes a 
critical contribution to the economy. This is due to the low social status and lack of access to key resources. 
Evidence shows that groups of women are better customers than men, the better managers of resources. If 
loans are routed through women benefits of loans are spread wider among the household. 
 Since women’s empowerment is the key to socio economic development of the community; bringing 
women into the mainstream of national development has been a major concern of government. The ministry 
of rural development has special components for women in its programmes. Funds are earmarked as 
“Women’s component” to ensure flow of adequate resources for the same. Besides Swarnagayanti Grameen 
Swarazgar Yojona (SGSY), Ministry of Rural Development is implementing other scheme having women’s 
component .They are the Indira Awas Yojona (IAJ), National Social Assistance Programme (NSAP), 
Restructured Rural Sanitation Programme, Accelerated Rural Water Supply programme (ARWSP) the 
(erstwhile) Integrated Rural Development Programme (IRDP), the (erstwhile) Development of Women and 
Children in Rural Areas (DWCRA) and the Jowahar Rozgar Yojana (JRY). 
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CONCEPT AND FEATURES OF MICRO FINANCE 
 The term micro finance is of recent origin and is commonly used in addressing issues related to poverty 
alleviation, financial support to micro entrepreneurs, gender development etc. There is, however, no 
statutory definition of micro finance. The taskforce on supportitative policy and Regulatory Framework for 
Microfinance has defined microfinance as “Provision of thrift, credit and other financial services and 
products of very small amounts to the poor in rural, semi-urban or urban areas for enabling them to raise 
their income levels and improve living standards”. The term “Micro” literally means “small”. But the task 
force has not defined any amount. However as per Micro Credit Special Cell of the Reserve Bank Of  India 
, the borrowal amounts upto the limit of Rs.25000/- could be considered as micro credit  products and this 
amount could be gradually increased up to Rs.40000/- over a period of time which roughly equals to $500 – 
a standard for South Asia as per international perceptions. 
 The term micro finance, sometimes is used interchangeably with the term micro credit. However while 
micro credit refers to purveyance of loans in small quantities, the term microfinance has a broader meaning 
covering in its ambit other financial services like saving, insurance etc. as well. 
 The mantra “Microfinance” is banking through groups. The essential features of the approach are to 
provide financial services through the groups of individuals, formed either in joint liability or co-obligation 
mode. The other dimensions of the microfinance approach are: 
- Savings/Thrift precedes credit 
-  Credit is linked with savings/thrift 
-  Absence of subsidies 
- Group plays an important role in credit appraisal, monitoring and recovery. 
 
Basically groups can be of two types: 
 Self Help Groups (SHGs) : The group in this case does financial intermediation on behalf of the formal 
institution. This is the predominant model followed in India. 
 Grameen Groups: In this model, financial assistance is provided to the individual in a group by the 
formal institution on the strength of group’s assurance. In other words, individual loans are provided on the 
strength of joint liability/co obligation. This microfinance model was initiated by Bangladesh Grameen 
Bank and is being used by some of the Micro Finance Institutions (MFIs) in our country.          
 
WOMEN’S EMPOWERMENT AND MICRO FINANCE: DIFFERENT PARADIGMS 
 Concern with women’s access to credit and assumptions about contributions to women’s empowerment 
are not new. From the early 1970s women’s movements in a number of countries became increasingly 
interested in the degree to which women were able to access poverty-focused credit programmes and credit 
cooperatives. In India organizations like Self- Employed Women’s Association (SEWA) among others with 
origins and affiliations in the Indian labour and women’s movements identified credit as a major constraint 
in their work with informal sector women workers.  
 The problem of women’s access to credit was given particular emphasis at the first International 
Women’s Conference in Mexico in 1975 as part of the emerging awareness of the importance of women’s 
productive role both for national economies, and for women’s rights. This led to the setting up of the 
Women’s World Banking network and production of manuals for women's credit provision. Other women’s 
organizations world-wide set up credit and savings components both as a way of increasing women’s 
incomes and bringing women together to address wider gender issues. From the mid-1980s there was a 
mushrooming of donor, government and NGO-sponsored credit programmes in the wake of the 1985 
Nairobi women’s conference (Mayoux, 1995a).  
 The 1980s and 1990s also saw development and rapid expansion of large minimalist poverty-targeted 
micro-finance institutions and networks like Grameen Bank, ACCION and Finca among others. In these 
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organizations and others evidence of significantly higher female repayment rates led to increasing emphasis 
on targeting women as an efficiency strategy to increase credit recovery. A number of donors also saw 
female-targeted financially-sustainable micro-finance as a means of marrying internal demands for 
increased efficiency because of declining budgets with demands of the increasingly vocal gender lobbies.  
 The trend was further reinforced by the Micro Credit Summit Campaign starting in 1997 which had 
‘reaching and empowering women’ as it’s second key goal after poverty reduction (RESULTS 1997). 
Micro-finance for women has recently been seen as a key strategy in meeting not only Millennium Goal 3 
on gender equality, but also poverty Reduction, Health, HIV/AIDS and other goals.  
 
MICRO FINANCE INSTRUMENT FOR WOMEN’S EMPOWERMENT  
 Micro Finance is emerging as a powerful instrument for poverty alleviation in the new economy. In 
India, micro finance scene is dominated by Self Help Groups (SHGs) – Bank Linkage Programme, aimed at 
providing a cost effective mechanism for providing financial services to the “unreached poor”. Based on the 
philosophy of peer pressure and group savings as collateral substitute , the SHG programme has been 
successful in not only  in meeting peculiar needs of the rural poor, but also in strengthening collective self-
help capacities of the poor at the local level, leading to their empowerment.  
 Micro Finance for the poor and women has received extensive recognition as a strategy for poverty 
reduction and for economic empowerment. Increasingly in the last five years , there is questioning of 
whether micro credit is most effective approach to economic empowerment of poorest and, among them, 
women in particular. Development practitioners in India and developing countries often argue that the 
exaggerated focus on micro finance as a solution for the poor has led to neglect by the state and public 
institutions in addressing employment and livelihood needs of the poor.  
 Credit for empowerment is about organizing people, particularly around credit and building capacities 
to manage money. The focus is on getting the poor to mobilize their own funds, building their capacities 
and empowering them to leverage external credit. Perception women is that learning to manage money and 
rotate funds builds women’s capacities and confidence to intervene in local governance beyond the limited 
goals of ensuring access to credit. Further, it combines the goals of financial sustainability with that of 
creating community owned institutions.  
 Before 1990’s, credit schemes for rural women were almost negligible. The concept of women’s credit 
was born on the insistence by women oriented studies that highlighted the discrimination and struggle of 
women in having the access of credit. However, there is a perceptible gap in financing genuine credit needs 
of the poor especially women in the rural sector. 
 There are certain misconception about the poor people that they need loan at subsidized rate of interest 
on soft terms, they lack education, skill, capacity to save, credit worthiness and therefore are not bankable. 
Nevertheless, the experience of several SHGs reveal that rural poor are actually efficient managers of credit 
and finance. Availability of timely and adequate credit is essential for them to undertake any economic 
activity rather than credit subsidy. 
 The Government measures have attempted to help the poor by implementing different poverty 
alleviation programmes but with little success. Since most of them are target based involving lengthy 
procedures for loan disbursement, high transaction costs, and lack of supervision and monitoring. Since the 
credit requirements of the rural poor cannot be adopted on project lending app roach as it is in the case of 
organized sector, there emerged the need for an informal credit supply through SHGs. The rural poor with 
the assistance from NGOs have demonstrated their potential for self help to secure economic and financial 
strength. Various case studies show that there is a positive correlation between credit availability and 
women’s empowerment. 
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FINDINGS  
• Microfinance is considered to be most important in developing the self employment opportunities 

amongst the poor women. 
• Microfinance has been attractive to the lending agencies because of demonstrated sustainability and of 

low costs of operation. 
• Institutions like SIDBI and NABARD are hard nosed bankers and would not work with the idea if they 

did not see a long term engagement – which only comes out of sustainability that is economic 
attractiveness. 

• Microfinance provides the loans which the poor women can afford and they can easily repay the same 
in the installments which are weekly or fortnightly. 
 

CONCLUSIONS 
 Microfinance is considered to be a valuable tool for the alleviation of poverty around the globe. In 
order for microfinance to realize its full potential, however, it must be sustainable and capable of expansion 
beyond the limitations imposed by a reliance on development assistance. Both developing and developed 
nations are key actors in this regard. 
 Developed-country bilateral aid programs and multilateral institutions should focus efforts on defining 
common standards by which to measure the effectiveness of microfinance in reducing poverty. 
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Abstract: 
 Since the great depression of 2008, the Indian economy has been continuously slowing down. Most 
of the times IIP index had been falling and the growth had been perpetually shrinking. Steep fall in the 
rupee against the US dollar, dismal GDP growth outlook, declining corporate profitability, huge CAD, 
high imports, FII withdrawals , reduced Foreign direct investments  and rise in US treasury yields have 
turned foreign investors bearish on India. The Current Account Deficit has widened inspite of rise in 
exports due to rise in the  prices of crude oil . Without a more stable source of capital inflows, Rupee is 
expected to remain highly volatile shifting gears from an appreciating currency outlook to depreciating 
reality in quick time. The situation is intense ever since May 22 over the announcement by US Federal 
Reserve that it may consider a withdrawal of its liquidity injecting stimulus program in a phased manner. 
Despite a series of emergency measures (such as raising short term interest rates and squeezing liquidity 
from banks to discourage financing of speculative activity against rupee, raising import duty on gold and 
non-essential imports, reducing limits on foreign investment by Indian companies and outward remittances 
by Indian residents) announced by RBI and the finance minister to control the slide the currency almost 
touched 70 to a dollar level in no time.  Thus an event study is conducted to analyze the impact of steps 
undertaken by RBI and the government and its reaction on the stock markets and the FII sentiments. 
Thus study would concentrate on the causes, reasons, and remedies for the economic turmoil. From an 
investor point of view, the study would also suggest opportunities for making right investing decision in 
this high volatile environment. 
 
KEY WORDS: Event Study, FIIs, Rupee Depreciation, Exchange Rate, Fiscal deficits.   
 
CAUSAL IMPACT OF ECONOMIC REFORMS ON RUPEE DEPRECIA TION IN 2013  
 
1. INTRODUCTION 
 The Indian rupee was under great stress as overseas investors were paring their exposure to Asia’s 
third-largest economy amid international uncertainty and mounting worries over the domestic economy. 
The exchange rate between the Indian Rupee and the US Dollar had gone over the roof. In 2009 – 2010 the 
exchange rate was  around the 43 – 45 rupees per US Dollar level. The rupee has consistently depreciated 
against the dollar with the worst scenario being appreciation of 98 paise came a day after the RBI 
announced easing of rules for non-bank asset finance companies to raise to overseas debt. Prime 
Minister Manmohan Singh was of the opinion that the plunging rupee, which had lost 18 percent against the 
dollar since selling pressure picked up in May, would spur exports and discourage imports.  The Indian 
rupee, has depreciated by a little more than 65 times against the American currency in the past 66 years. It 
was on par with the American currency at the time of Independence in 1947. The rupee touched its historic 
record low of below 68 (intraday) against dollar on the sluggish local stocks and continued dollar demand 
from importers. The currency has witnessed huge volatility in the past two years. This volatility became 
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severe  since May 2013 affecting major macro-economic data, including growth, inflation, trade and 
investment. Managing volatility in the currency markets has become a big challenge for policymakers. 
Despite a series of measures taken by the central bank as well as the government to curb the volatility in the 
markets, the rupee continued to depreciate. The trend is unlikely to reverse any time soon. The rupee 
depreciation influenced the Indian economy in a negative way . It fuelled inflation and  hurt the economic 
growth. IMF’s forecasts show the world economy strengthening. But we still are not seeing the growth 
needed to drive a sustainable global rebound. While financial markets have recovered, the real economy 
continues to lag. Rupee depreciation has become one of the most crucial concerns for the Indian economy. 
The situation is intense ever since May 22 over the announcement by US Federal Reserve that it may 
consider a withdrawal of its liquidity injecting stimulus program in a phased manner  despite a series of 
emergency measures (such as raising short term interest rates and squeezing liquidity from banks to 
discourage financing of speculative activity against rupee, raising import duty on gold and non-essential 
imports, reducing limits on foreign investment by Indian companies and outward remittances by Indian 
residents) announced by RBI and the finance minister to arrest the depreciation.  At the present time the 
worry lines are multiple — high consumer price inflation, a large fiscal deficit, poor growth, flat industrial 
production and a balance of payments current account deficit. 
 

1.1 CAUSES OF DEPRECIATION OF INDIAN RUPEE: As Indian currency has sharply depreciated 
not only against the US dollar, but also against the other currencies of the world, it is imperative to 
understand the factors contributing to depreciation of Indian rupee in the global market. Various factors can 
cause currency depreciation, i.e. economic, political, corruption etc., but some factors require greater 
attention and should be analyzed objectively than the others.  
There are four key factors behind the recent depreciation: 
a. Flight of foreign funds from the Indian market;  
b. Slowdown in the capital inflows, which decreases the supply of dollar  
c. Higher global crude oil prices, which has widened the current account deficit and also increase dollar 

buying by oil companies. India does not enjoy the luxury of taking the benefit with a depreciating 
currency in respects to high exports mainly because of increasing demand for oil which constitute a 
major portion of its import basket. Thus India continued to record a current account deficit of around 
4.3%, depleting its Forex reserves in the bargain and thus depreciating the rupee. 

d. Recovery of US dollar- The immense strength of the Dollar index, which touched its three year high 
level of 84.30 was the main reason for the fall in the rupee value.  The record setting performance of 
the US equities and the improvement in the labour market made Americans more optimistic about the 
outlook for the US economy thereby spurring greater hopes of QE tapering. The fact that the Euro zone 
was in a recession was just another reason why investors were snapping up dollars. Dollar was 
considered as equal to Gold in the sense considered as a safe haven. 

e.  Recession in the Euro Zone-  Owing to the uncertainty prevailing in Europe and the slump in the 
international markets, investors prefer to stay away from risky investments. 

f. Weak Balance of payments position in India - The problem of CAD continues to trouble the 
Government of India even after measures due to import of commodities and resources like gold and 
crude oil. Coal imports have doubled and fertilizer imports have surged by 30%. The Indian economy 
needs to debug its structural reforms and the gap between imports and exports. The Indian economy 
needs to debug its structural reforms and the gap between the imports and exports. A slowdown in the 
global economy has adversely reduced the demand for Indian goods. 

 The persistent decline in rupee is a cause of concern. Depreciation leads to imports becoming costlier 
which is a worry for India as it meets most of its oil demand via imports. Apart from oil, prices of other 
imported commodities like metals, gold etc will also rise pushing overall inflation higher. Even if prices of 
global oil and commodities decline, the Indian consumers might not benefit as depreciation will negate the 
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impact. The depreciating rupee will add further pressure on the overall domestic inflation and since India is 
structurally an import intensive country, as reflected in the high and persistent current account deficits 
month after month, the domestic costs will rise on account of rupee depreciation. Exchange rate risk also 
drives away foreign investors which in turn depreciates the local currency. Indian Rupee is currently caught 
in this vicious cycle; it will have to find a stable level to regain investors’ confidence. The depreciating 
rupee has serious effects on the external debt figures of the nation. The total external debt had increased by 
Rs. 2186.8 billion to Rs 16384.9 billion by the end of November 2011. Crisil Research expected India to be 
severely impacted by the rupee’s depreciation against the dollar the reason being large foreign currency debt 
and only partial hedging. If the rupee touches a new low and stabilizes there, foreigners may then put in 
more money, as they would get more rupees for the same amount of dollars they would have put in earlier.” 
The situation worsens in debt with FIIs pulling out $259.7 million in each session in June compared with a 
$23.6 million average daily inflows the previous month. The yield differential, between Indian 10-year 
government bonds and US treasury yields of the same maturity, has fallen by 1 percentage point since the 
beginning of this year. Apart from the above factors, most FIIs  also sold part of their shares on expectations 
the US Fed would wind down its $85-billion monthly bond-buying programme with an improvement in the 
economy.  Hopes of a gradual withdrawal of cheap liquidity  strengthened the US currency and raised bond 
yields causing FIIs to pull out from both equity and debt markets. They have sold $11.5 billion worth 
of stocks and bonds since June this year.  As in other countries, the Indian bond market has also seen 
withdrawals by foreign institutional investors (FIIs) in the past few weeks. With a risk-off environment 
setting in globally, there have been redemptions from global exchange-traded funds (ETFs). This has led to 
selling by FIIs in the Indian equity market, compounding the rupee's woes. The RBI has refrained from 
intervening because the rupee's decline is largely driven by global factors and these are very difficult to 
contain.              
 
2. LITERATURE REVIEW: Bahmani-Oskooee and Sohrabian (1992) used monthly values of S&P 
500 index and US dollar effective exchange rate for the period of 1973-88 and used cointegration and 
Granger causality test to detect the relationship between the variables. They found bidirectional causality in 
the short run. They found no long-run relationship between the variables. Abdalla and Murinde (1997) 
employed co-integration test to examine the relationship between stock prices and exchange rates for four 
Asian countries named as India, Pakistan, South Korea and Philippines for a period of 1985 to 1994 and 
detected unidirectional causality from exchange rates to stock prices for India, South Korea and Pakistan 
and found causality runs from the opposite direction for Philippines. Yu (1997) studied Hong Kong, Tokyo 
and Singapore markets by using daily data for a period of 1983-94. They traced bidirectional relationship in 
Tokyo, no causation in the Singapore markets and also found that changes in exchange rates Granger cause 
changes in stock prices. Christine Jiang and Thomas C. Chiang (2000) tests whether foreign exchange 
excess returns for the British pound, Canadian dollar, Deutsche mark, and Japanese yen are related to 
volatility in the currency market and volatility in the stock markets and proves that volatility (measured by 
standard deviation and variance) from currency markets is significant in explaining the excess returns, 
suggesting that the excess returns are indeed reward for risk-taking. In addition, shocks in equity markets 
are found to have a significant impact on currency risk premium as well. In some cases, it was noticed that a 
non linearity in the risk premium exists and risk premiums for each currency tend to respond to positive and 
negative shocks differently. Carmen Reinhart and Guillermo Calvo (2000) presents evidence that capital 
account reversals have become more severe for emerging markets because policy options are limited in the 
midst of a capital market crisis. A review of policies that could reduce the incidence of crises in the first 
place, or at least make the sudden stop problem less severe is made and they conclude that, while the 
evidence suggests that capital controls appear to influence the composition of flows skewing flows away 
from short maturities, such policies are not likely to be a long-run solution to the recurring problem of 
sudden capital flow reversals. Yet, because fear of floating, many emerging markets are likely to turn to 
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increased reliance on controls. Dollarization would appear to have the edge as a more market-oriented 
option to ameliorate, if not eliminate, the sudden stop problem.  
 Fang, WenShwo and Miller, Stephen M (2002) tries to test the effects of daily currency depreciation on 
stock market returns for five newly emerging East Asian stock markets during the Asian Financial crises 
using bivariate GARCH- M model of the reduced form of stock market returns. The model permits both a 
direct measurement of depreciation rate risk and a straightforward assessment of the hypothesized 
relationship. It is proved from the study that the conditional variances of stock market returns and 
depreciation exhibit time varying characteristics for all countries. It is also proved that domestic currency 
depreciation and its uncertainty adversely affects stock market returns.  Akinlo, A.E (2003) investigates 
whether currency depreciation has resulted in currency substitution in Nigeria by adopting co integration 
approach to examine whether Nigeria's Naira depreciation has resulted in currency substitution in the 
country. Time series quarterly data are employed and a money demand function that incorporates exchange 
rate, income and interest rate estimated and they conclude that depreciation of Nigeria's Naira has not 
resulted in a decrease in domestic money holdings.  Bhattacharya and Mukherjee (2003) investigated 
Indian markets using the data on stock prices and macroeconomic aggregates in the foreign sector including 
exchange rate and concluded that there is no significant relationship between stock prices and exchange 
rates. Alan C. Stockman (2004), examined and tested whether dollar depreciation had an effect on inflation 
or not. The evidence does not support that view: once other factors that predict inflation are also included in 
the analysis, currency depreciation plays essentially no role at all in predicting future inflation.  
 Stavarek, Daniel (2004) investigates the nature of the causal relationships among stock prices and 
effective exchange rates in four old EU member countries (Austria, France, Germany, and the UK), four 
new EU member countries (Czech Republic, Hungary, Poland, and Slovakia), and in the United States. 
Both the long- and short-term causalities between these variables are explored using monthly data. The 
paper also endeavors to answer the question of whether the linkages between the analyzed economic 
variables are of similar intensity and direction in old and new EU member countries, and whether or how 
relationships have changed. The results show much stronger causality in countries with developed capital 
and foreign-exchange markets (i.e., old EU member countries and the United States). Evidence also 
suggests more powerful long- and short-term causal relations during the 1993-2003 period than during 
1970-92. Causalities seem to be predominantly unidirectional, with the direction running from stock prices 
to exchange rates. Finally, we detected strong relations when applying the real effective exchange rate than 
the nominal effective exchange rate.  Jashim Uddin and Md. Lutfur Rahman ( 2009)  investigates the 
interactions between stock prices and exchange rate in three emerging countries Bangladesh, India and 
Pakistan from the monthly average nominal exchange rates of US dollar in terms of Bangladesh Taka , 
Indian Rupee, Pakistan rupee  and montly values of all the three exchanges all share prices and  shows that 
exchange rates and stock prices data series are non stationary and integrated of order one and Johansen test 
prove that there is no co integrating relationship between stock prices and exchange rates and granger 
causality test proves there is no way causal relationship between the two.  Sumanjeet Singh (2009) studies 
the real implications of the depreciation of the rupee on the Indian economy and shows that in the long run, 
the Indian economy has more to lose and less to gain with weaker rupee. An attempt has been made to study 
the causes, effects or consequences of depreciation of currency on various sectoral performance and impact 
on the economy. Dr. Sumanjeet ( 2009) elaborates on various aspects of the capital inflows to India and 
their policy implications. The paper includes overview of foreign capital flows in the developing countries, 
composition of capital inflows in India, an insight of government regulations to manage foreign capital in 
India and highlights some of the major issues and challenges for the central banks. The author suggests 
some options for foreign capital management. Shelly Singhal (2012) reviews the probable reasons for this 
depreciation of the rupee and the outlook and policy options to prevent the depreciation of the Rupee. They 
take into consideration factors such as trends in  India’s Balance of payment positions, forex reserves , 
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exchange rates of Indian rupee against major currencies, composition of capital inflows, reasons and impact 
of depreciation of rupee etc.  
3. PROBLEM STATEMENT 
 From the literature review, we can infer that rupee depreciation was an immediate problem for the 
central bank and the Indian economy and if rupee is depreciating, its impact should also be reflected in the 
stock prices mainly the broader indices namely BSE Sensex index and CNX Nifty index. We know that 
stock prices assimilate the new information very quickly and thus there would not be any opportunity for 
investors to make abnormal profits. Several steps were taken during the month June and July of 2013 by the 
central bank of India (RBI) to sustain growth, price stability and rupee depreciation. The steps aimed at 
bring down the pressure on the rupee and on the Indian economy but with negative results. Thus a need was 
felt to analyse the impact of days on which major announcements were done by the RBI and its reaction on 
the rupee depreciation and stock returns. Thus event study methodology was conducted to analyse the 
impact of major announcement done by RBI on July 15 on the market sentiments.  
4.  OBJECTIVES OF THE STUDY 
1. To examine the impact of RBI announcements on Rupee downfall during the period June-July 2013.   
2. To examine the impact of RBI announcements on Stock indices during the period June-July 2013.    
3. To examine the impact of RBI announcements on FII flows during the period June-July 2013.  
5.  HYPOTHESES OF THE STUDY 
H01: There exists no significant change in BSE and NSE indices returns before and after              
         the RBI announcement. 
H02: There exists no significant change in the FII before and after the RBI announcement.      
6.  DATA COLLECTION  
 For the study, the data on exchange rates, BSE Sensex and CNX Nifty prices was collected for the 
period January 2013 to August 2013 from RBI database, BSEindia.com and nseindia.com. July 15th, 2013 
was considered as the event day for the study. In order to analyse the impact of the event on the rupee value 
and the stock indices, three event study methodology tests were conducted respectively.    
7.  METHODOLOGY 
 This study is based on Event Study Methodology (Brown and Warner, 1985). Event study methodology 
is based on the concept of market efficiency. If the markets are efficient, security prices would be able to 
reflect all currently available information, and thus price changes will reflect only new information. Thus 
importance of an event is understood by examining the price changes during the period in which the event 
occurs. Event Study Methodology describes the technique of empirically assessing the impact of a particular 
event on a firm’s stock price or industry’s average stock price represented by indices.  
 The event study methodology enables to compute cumulative abnormal returns (CAR) of the respective 
share indices during the days surrounding the announcement. To statistically understand whether there was 
significant difference in the distribution pattern of abnormal returns before and after the announcement, 
parametric t-test was conducted. If there existed possibility to gain abnormal returns due to the 
announcement, then the markets can be said to inefficient.  Analysing the impact of any particular event is 
difficult, since stock prices respond to wide range of macroeconomic news such as forecasts of corporate 
profitability, Gross Domestic Product, inflation rates, interest rates, global news etc. Isolating the part of a 
stock price movement that is attributable to a specific event is always a challenge. To isolate the stock price 
movements from the specific event, general approach followed is to find a proxy for what the stock’s return 
would have been in the absence of the event. The abnormal return due to the event is estimated as the 
difference between the stock’s actual return and this benchmark. The approach followed in this study, is to 
find the normal returns using the asset pricing model such as the CAPM. The researchers often use the 
‘market model’ or the single- index model, which holds that stock returns are determined by a market factor 
and a firm-specific factor.  
 The stock return, rit, during a given period t, would be expressed mathematically as  
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ξβα itmtiiit rr ++=  

where  

r it =expected return of stock price returns on day t 

r mt =Market’s rate of return during the period  

β
i = systematic risk component or it measures sensitivity to the market return 

α i = Intercept term or average return of the stock in case of zero market return 

ξ
it =white noise error term on day t with zero mean and constant variance. 

 
 The deviation of actual return from the expected return is regarded as the abnormal return. The 
determination of the abnormal return in a given period is expressed mathematically as shown below; 

)( rrAR mtiiitit βα +−=  

Where, ARit = abnormal return of stock ‘i’ on day ‘t’ 
rit = actual return on stock ‘i’ on day ‘t’ 
 The abnormal return is the stock’s return over and above what one would predict based on broad 
market movements in that period, given the stock’s sensitivity to the market.  
 The parametric‘t’ test for the equality of means for the abnormal returns before and after the 
announcement date is conducted to test the hypothesis of no difference in the means of abnormal returns.   
T-TEST for testing difference between sample means 
 Here under the null hypothesis of no difference in the returns before and after the event day, the t-test 
was conducted at 0.05 level of significance.  
The standard error of the difference between the two means since population standard deviation is unknown 
was calculated as follows: 
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 To estimate the common variance or an unbiased estimator of population variance, the weighted 
average of sample variances were considered with weights being equal to degrees of freedom used. Thus 
pooled estimate of population variance was estimated as shown below: 
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 Thus degree of freedom would be equal to number of sample before and after the event minus two. 
Because we are doing upper tailed test at 0.05 level of significance, the critical value of t is 1.671. 
Thus standardized‘t’ statistic is calculated as shown below: 
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 If the standardized difference between the two samples means lies within the acceptance region, we 
would accept the null hypothesis of no difference between the means of returns before and after the event 
day.   The p-values of the t-test were often used to accept or reject the null hypothesis. In the methodology, 
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July 15th, 2013, when RBI announced key major steps was considered as the “event day”. 30 days 
surrounding the event day (15 days before and 15 days after the event) has been denoted as “event 
window”.  15 days prior to the last day of the event window (-16 to -30 days from the event day) has been 
considered the “estimation window/benchmark period”. BSE 500 and CNX 500 index were taken as proxies 
for the overall market.   
  
8. FINDINGS OF THE STUDY 
8.1 CUMULATIVE ABNORMAL RETURNS AROUND THE RBI ANNO UNCEMENTS 
 We observe that till the announcement day for around 30 days, the abnormal returns grew at around 
0.05% per day in case of BSE Sensex and around 0.03% per day in case of CNX Nifty index.  For the five 
days preceding the announcements, the abnormal returns for CNX NIFTY was 0.06%, 0.24%, -0.08%, 
0.16% and 0.05% respectively. It was also observed that, the cumulative abnormal returns for 30 days, prior 
to the announcement day was 0.52%. In case of BSE SENSEX index, the abnormal returns for five 
preceding the announcement was 0.31%, 0.37%, -0.2%, 0.32% and 0.06% respectively. The cumulative 
abnormal returns for 30 days prior to the announcement in BSE Sensex was around 0.75%.  
 The t-test for equality of the average returns before and after the announcements as shown in table 3 
and 4 in the appendix shows that there exists no significant return in the mean returns to the RBI 
announcement in both BSE Sensex index and NSE Nifty mean returns respectively. The t-test value is -1.17 
which is within the critical value of 2.144, thus accepting the null hypotheses of no impact of 
announcements on BSE Sensex index. The t-test value for CNX Nifty was -0.93 which is within the critical 
value of 2.144, thus accepting the null hypothesis.  Thus we can infer that the markets have already 
expected the announcement and has adjusted the shares accordingly.  

 
Figure 1: CNX NIFTY abnormal returns for the event window period.     Source: Authors 

 

 
Figure 2: BSE SENSEX abnormal returns for the event window period.      Source: Authors 

 As shown in Figure 1 and Figure 2, the market expectation seems to be gradually imbedded in the share 
prices before the actual announcement. Thus in both the indices there seems to be absolutely no possibility 
of making use of the announcement of the event. Thus traders and investors cannot form a trading strategy 
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around the event and earn abnormal returns. Table 1 and Table 2 shows the event study methodology 
followed and the cumulative abnormal returns. Rupee depreciation in the recent days seems to have a 
negative impact on the stock returns. The rupee expressed in one unit of dollars seems to be highly 
negatively correlated as shown in Table 5 in appendix.  

 
Figure 3: Performance of Rupee value in Dollar terms and BSE Sensex index for the period May-

September 2013   Source: bseindia.com 

 
Figure 4: Performance of Rupee value in Dollar terms and Broader indices for the period May-

September 2013,       Source: bseindia.com 
 
9.  CONCLUSION: In the event of a crisis, positive steps taken always surprise the markets. But the 
announcements if anticipated would not create the same response as expected by the decision makers. Thus 
though an announcement should cause some response theoretically, it might have no response in reality 
depending upon whether the news was already expected by the investors. From the study we observe that no 
such changes were observed in the mean returns of the indices though the figure shows slightly above 
average change in the mean returns. Hence the study supports the semi-strong form of efficiency with 
respect to BSE Sensex and CNX Nifty indices. Thus, if the markets are semi-strong efficient, then 
understanding the fundamentals of the systems and then investing into the market will fetch benefits. Thus 
fundamental analysis would play a key and major role in the decision making of the investors. The prices of 
the shares are found to incorporate the information content of the RBI announcements from the study a few 
days before the actual announcements. Thus the days preceding the announcements are not so beneficial to 
the investors.  
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11. APPENDIX 

13-May-13 19691.67 7458.16 -2.140161 -1.88155

14-May-13 19722.29 7476.38 0.1554972 0.244296

15-May-13 20212.96 7643.24 2.4878957 2.231829

16-May-13 20247.33 7673 0.1700394 0.389364

17-May-13 20286.12 7695.35 0.1915808 0.291281

20-May-13 20223.98 7662.25 -0.306318 -0.43013

21-May-13 20111.61 7609.99 -0.555628 -0.68205

22-May-13 20062.24 7575.63 -0.24548 -0.45151

23-May-13 19674.33 7422.53 -1.933533 -2.02095

24-May-13 19704.33 7448.78 0.152483 0.353653

27-May-13 20030.77 7556.31 1.6566917 1.443592

28-May-13 20160.82 7591.26 0.6492511 0.462527

29-May-13 20147.64 7571.19 -0.065374 -0.26438

30-May-13 20215.4 7584.36 0.3363173 0.173949

31-May-13 19760.3 7441.89 -2.251254 -1.87847

03-Jun-13 19610.48 7408.14 -0.758187 -0.45351

04-Jun-13 19545.78 7398.23 -0.329926 -0.13377

05-Jun-13 19568.22 7403.22 0.1148074 0.067449

06-Jun-13 19519.49 7397.86 -0.249026 -0.0724

07-Jun-13 19429.23 7351.09 -0.46241 -0.63221

10-Jun-13 19441.07 7323.22 0.0609391 -0.37913

11-Jun-13 19143 7207.09 -1.533198 -1.58578

12-Jun-13 19041.13 7164.91 -0.532153 -0.58526

13-Jun-13 18827.16 7073.15 -1.123725 -1.28069

14-Jun-13 19177.93 7193.12 1.8631063 1.696133

17-Jun-13 19325.87 7242.83 0.7714076 0.691077

18-Jun-13 19223.28 7219.21 -0.530843 -0.32612

19-Jun-13 19245.7 7238.94 0.1166294 0.273299

20-Jun-13 18719.29 7047.04 -2.735208 -2.65094

21-Jun-13 18774.24 7036.48 0.2935475 -0.14985

EXPECTED 

RETURNS

ABNORMAL 

RETURNS

CUMULATIVE 

ABNORMAL 

RETURNS

24-Jun-13 18540.89 6914.47 -1.242926 -1.73396 -1.787146847 0.544220369 0.544220369

25-Jun-13 18629.15 6924.33 0.4760289 0.1426 0.190821072 0.285207857 0.829428226

26-Jun-13 18552.12 6897.1 -0.413492 -0.39325 -0.37398552 -0.039506239 0.789921987

27-Jun-13 18875.95 6993.04 1.7455148 1.391019 1.506702514 0.238812285 1.028734271

28-Jun-13 19395.81 7164.06 2.7540865 2.445574 2.618243111 0.135843439 1.16457771

01-Jul-13 19577.39 7267.11 0.9361816 1.43843 1.556675224 -0.620493646 0.544084063

02-Jul-13 19463.82 7231.21 -0.580108 -0.49401 -0.480185614 -0.099922358 0.444161706

03-Jul-13 19177.76 7114.39 -1.469701 -1.6155 -1.662278916 0.192577696 0.636739401

04-Jul-13 19410.84 7182.3 1.2153661 0.954544 1.046641298 0.168724834 0.805464235

05-Jul-13 19495.82 7209.1 0.4377966 0.37314 0.433818904 0.003977708 0.809441944

08-Jul-13 19324.77 7164.93 -0.877368 -0.6127 -0.60529068 -0.272076879 0.537365065

09-Jul-13 19439.48 7219.93 0.5935905 0.767628 0.849624435 -0.256033929 0.281331136

10-Jul-13 19294.12 7178.74 -0.747757 -0.5705 -0.560816942 -0.186939685 0.094391451

11-Jul-13 19676.06 7292.93 1.9795668 1.590669 1.717140792 0.26242604 0.356817491

12-Jul-13 19958.47 7361.74 1.4352975 0.943517 1.035017676 0.400279837 0.757097328

15-Jul-13 20034.48 7410.65 0.3808408 0.664381 0.740798326 -0.35995751 0.397139818 EVENT DAY

16-Jul-13 19851.23 7321.25 -0.914673 -1.20637 -1.231045433 0.316372329 0.713512148

17-Jul-13 19948.73 7326.64 0.4911534 0.073621 0.118115463 0.373037982 1.08655013

18-Jul-13 20128.41 7400.95 0.900709 1.014244 1.109566991 -0.208858023 0.877692107

19-Jul-13 20149.85 7382.82 0.1065161 -0.24497 -0.217690207 0.32420632 1.201898427

22-Jul-13 20159.12 7378.71 0.0460053 -0.05567 -0.018162202 0.064167507 1.266065934

23-Jul-13 20302.13 7422.61 0.709406 0.594955 0.667620684 0.041785282 1.307851216

24-Jul-13 20090.68 7312.48 -1.041516 -1.48371 -1.523370092 0.481853758 1.789704975

25-Jul-13 19804.76 7222.92 -1.423147 -1.22476 -1.250422412 -0.172725038 1.616979937

26-Jul-13 19748.19 7181.31 -0.285638 -0.57608 -0.566697056 0.281058654 1.898038591

29-Jul-13 19593.28 7109.88 -0.784426 -0.99467 -1.007898739 0.223472419 2.12151101

30-Jul-13 19348.34 6999.47 -1.250122 -1.55291 -1.59630903 0.346186539 2.467697549

31-Jul-13 19345.7 6985.56 -0.013645 -0.19873 -0.168952334 0.155307753 2.623005302

01-Aug-13 19317.19 6940.93 -0.147371 -0.63889 -0.632897531 0.485526281 3.108531583

02-Aug-13 19164.02 6880.49 -0.792921 -0.87078 -0.877315466 0.084394757 3.19292634

05-Aug-13 19182.26 6898.27 0.0951784 0.258412 0.312891607 -0.217713247 2.975213093

ESTIMATION WINDOW 

PERIOD

EVENT 

WINDOW 

PERIOD

EVENT 

WINDOW 

PERIOD

 
Table 1: Event study methodology and cumulative abnormal returns of BSE SENSEX index 
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Source: Authors 
13-May-13 5980.45 4689.75 -2.07622 -1.88294

14-May-13 5995.4 4702.5 0.249981 0.27187

15-May-13 6146.75 4810.95 2.524435 2.30622

16-May-13 6169.9 4830.25 0.376622 0.401168

17-May-13 6187.3 4847.1 0.282014 0.348843

20-May-13 6156.9 4821.95 -0.49133 -0.51887

21-May-13 6114.1 4788.2 -0.69516 -0.69992

22-May-13 6094.5 4766.85 -0.32057 -0.44589

23-May-13 5967.05 4668.2 -2.09123 -2.0695

24-May-13 5983.55 4685.6 0.276519 0.372735

27-May-13 6083.15 4756.4 1.664564 1.511012

28-May-13 6111.25 4777.05 0.461932 0.434152

29-May-13 6104.3 4766.65 -0.11372 -0.21771

30-May-13 6124.05 4774 0.323542 0.154196

31-May-13 5985.95 4681.45 -2.25504 -1.93863

03-Jun-13 5939.3 4659.3 -0.77932 -0.47314

04-Jun-13 5919.45 4652.55 -0.33421 -0.14487

05-Jun-13 5923.85 4656.5 0.074331 0.0849

06-Jun-13 5921.4 4653.4 -0.04136 -0.06657

07-Jun-13 5881 4621.1 -0.68227 -0.69412

10-Jun-13 5878 4604.4 -0.05101 -0.36139

11-Jun-13 5788.8 4529.85 -1.51752 -1.6191

12-Jun-13 5760.2 4502.2 -0.49406 -0.6104

13-Jun-13 5699.1 4447.4 -1.06073 -1.21718

14-Jun-13 5808.4 4525.95 1.917847 1.7662

17-Jun-13 5850.05 4557.5 0.717065 0.697091

18-Jun-13 5813.6 4540.7 -0.62307 -0.36862

19-Jun-13 5822.25 4552.7 0.148789 0.264276

20-Jun-13 5655.9 4429.65 -2.85714 -2.70279

21-Jun-13 5667.65 4420.15 0.207748 -0.21446

EXPECTED 

RETURNS

ABNORMAL 

RETURNS

CUMULATIVE 

ABNORMAL 

RETURNS

24-Jun-13 5590.25 4345.6 -1.36565 -1.68659 -1.755471176 0.389825803 0.389825803

25-Jun-13 5609.1 4350.1 0.337194 0.103553 0.136389262 0.20080496 0.590630763

26-Jun-13 5588.7 4335.5 -0.36369 -0.33562 -0.32774153 -0.03595318 0.554677583

27-Jun-13 5682.35 4393.9 1.675703 1.347019 1.450506613 0.225196145 0.779873728

28-Jun-13 5842.2 4510.9 2.813097 2.662782 2.841029722 -0.027933028 0.7519407

01-Jul-13 5898.85 4572.05 0.969669 1.355605 1.459580997 -0.489912036 0.262028663

02-Jul-13 5857.55 4542.8 -0.70014 -0.63976 -0.649154116 -0.050982351 0.211046312

03-Jul-13 5770.9 4473.35 -1.47929 -1.52879 -1.588703635 0.10941622 0.320462532

04-Jul-13 5836.95 4517.7 1.144536 0.991427 1.074710711 0.069824803 0.390287335

05-Jul-13 5867.9 4535.8 0.530243 0.400646 0.450362917 0.079879761 0.470167096

08-Jul-13 5811.55 4501.25 -0.96031 -0.76172 -0.778044841 -0.18226464 0.287902456

09-Jul-13 5859 4539.95 0.816478 0.859761 0.935563858 -0.119086326 0.16881613

10-Jul-13 5816.7 4511.4 -0.72197 -0.62886 -0.637639836 -0.08432637 0.08448976

11-Jul-13 5935.1 4586.45 2.035518 1.663563 1.785036748 0.250481673 0.334971433

12-Jul-13 6009 4630.95 1.245135 0.970249 1.052329747 0.192805129 0.527776562

15-Jul-13 6030.8 4655.7 0.362789 0.534448 0.5917665 -0.228977351 0.298799211 EVENT DAY

16-Jul-13 5955.25 4596.5 -1.25274 -1.27156 -1.316854868 0.064118912 0.362918124

17-Jul-13 5973.3 4597.7 0.303094 0.026107 0.054542704 0.248551205 0.611469328

18-Jul-13 6038.05 4647.55 1.08399 1.084238 1.172794823 -0.088804398 0.52266493

19-Jul-13 6029.2 4632.75 -0.14657 -0.31845 -0.309588442 0.163017943 0.685682873

22-Jul-13 6031.8 4631.1 0.043123 -0.03562 -0.010687095 0.05381056 0.739493433

23-Jul-13 6077.8 4660.75 0.762625 0.640237 0.703566338 0.059058417 0.79855185

24-Jul-13 5990.5 4588.25 -1.43638 -1.55554 -1.616974391 0.180599387 0.979151238

25-Jul-13 5907.5 4531.8 -1.38553 -1.23032 -1.273268487 -0.112258598 0.86689264

26-Jul-13 5886.2 4507.25 -0.36056 -0.54173 -0.545554819 0.184996207 1.051888847

29-Jul-13 5831.65 4459.9 -0.92674 -1.05053 -1.083266441 0.156522531 1.208411378

30-Jul-13 5755.05 4390.35 -1.31352 -1.55945 -1.621104828 0.307582926 1.515994304

31-Jul-13 5742 4379.65 -0.22676 -0.24372 -0.230611333 0.003853963 1.519848268

01-Aug-13 5727.85 4354 -0.24643 -0.58566 -0.591987069 0.345557254 1.865405522

02-Aug-13 5677.9 4314.95 -0.87205 -0.89688 -0.920882862 0.048827902 1.914233424

05-Aug-13 5685.4 4323.35 0.132091 0.194672 0.232685478 -0.100594388 1.813639036

ESTIMATION WINDOW 

PERIOD

EVENT 

WINDOW 

PERIOD

EVENT 

WINDOW 

PERIOD

 
Table 2: Event study methodology and cumulative abnormal returns of CNX NIFTY index 

Source: Authors 
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Parametric t-Test: Paired Two Sample for Means for BSE Sensex abnormal returns around the 
event day 

  Before the announcement After the 
announcement 

Mean 0.050473155 0.171871552 

Variance 0.091466833 0.055422858 

Observations 15 15 

Pearson Correlation -0.106246728  

Hypothesized Mean Difference 0  

df 14  

t Stat -1.168087773  

P(T<=t) one-tail  0.131139581  

t Critical one-tail  1.761310115  

P(T<=t) two-tail  0.262279162  

t Critical two -tail  2.144786681  

Table 3: PARAMETRIC T-TEST RESULTS around the event day for BSE SENSEX index 
Source: Authors 

 
 
Parametric t-Test: Paired Two Sample for Means for CNX NIFTY abnormal returns around the 
event day 

  Before the announcement After the announcement 

Mean 0.035185104 0.100989322 

Variance 0.046198005 0.020301942 

Observations 15 15 

Pearson Correlation -0.134859596  

Hypothesized Mean Difference 0  

df 14  

t Stat -0.932103615  

P(T<=t) one-tail  0.183539869  

t Critical one-tail  1.761310115  

P(T<=t) two-tail  0.367079738  

t Critical two -tail  2.144786681  

Table 4: PARAMETRIC T-TEST RESULTS around the event day for BSE SENSEX index 
Source: Authors 
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  US Dollar BSE 30 BSE 500 CNX NIFTY NSE 
500 

US Dollar 1     

BSE 30 -0.76559084 1    

BSE 500 -0.898152358 0.936331257 1   

CNX 
NIFTY 

-0.857242934 0.979085748 0.986140679 1  

NSE 500 -0.901601519 0.931523014 0.999758859 0.984551941 1 

 
Table 5: CROSS-CORRELATION MATRIX OF RUPEE-DOLLAR V ALUE AND BROADER 

INDICES  
 
 

****** 
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IFRS & Indian GAAP: A Comparative Study 

Dr. Manohar K. Sanap 
Assistant Professor of Commerce, Ness Wadia College of Commerce, Pune-411001 

 
 

 
Introduction: 
 International Financial Reporting Standards (IFRS) issued by International Accounting Standards 
Board (IASB). There are many jurisdictions which have adopted IFRS with very few modifications and thus 
described accordingly e.g. IFRS has adopted by EU, Australia, Japan, China, USA etc. However, in 
international parlance, the term IFRS refers to pronouncements issued by International Accounting 
Standards Board. Until Ind-AS is mandatory, the present framework of Accounting Standards, 
Interpretations, Guidance Notes and various Industry practices are collectively referred as Indian GAAP. 
Ind-AS refers to converged standards notified by NACAS. In all 35 standards have been notified till date, 
however, the implementation date is yet to be notified. Alternatively you can describe Ind-AS= IFRS as 
issued by IASB less carve outs add IFRS pronouncement being adopted in Ind-AS. This paper makes the 
comparative study of IFRS & Indian GAAP. 
 
Key words: IFRS, Indian GAAP, IASB etc. 
 
Objectives of the paper: 
 The objective of this is to make a comparative study of IFRS and Indian GAAP. 
 
Methodology: 
 In order to attempt thispaper, important contributions in the subject through important books, journals, 
magazines, and Internet have been used.  
 
Comparative Study of IFRS and Indian GAAP: 
1) Guidance on identification, classification, recognition and measurement: 

IFRS provides extensive guidance on identification, classification, recognition and measurement of 
financial instruments. Under IFRS financial assets are classified under four categories: a) financial asset 
at fair value through profit or loss b) held to maturity, c) loans and receivables, and d) available for sale 
financial assets. Financial liabilities are recognized at fair value through profit or loss and all others. 
Whereas, Indian GAAP: there is no comprehensive guidance on accounting of financial instrument. 
However, ICAI has approved standards on financial instruments similar to IFRS from 1st April, 2011 
which are recommendatory in nature. 

2) Basis of Classification: 
IFRS classification of financial instrument as financial liability or equity would depend mainly upon 
substance of the contractual agreement and Indian GAAP classification is based on the form rather than 
substance of the agreement. For e.g. under Indian GAAP preference share capital is consider as equity 
which may not hold true under IFRS where it may be treated as financial liability or equity depending 
upon the contractual arrangement. Further, under IFRS, if an instrument has both a liability component 
and an equity component, the issuer is required to separately account for each component. Under Indian 
GAAP there is no specific guidance but accounting follows the form rather than substance. 

3) Repurchase of own share: 
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IFRS, if an entity repurchases its own shares, such shares are considered as treasury shares and are 
shown as deduction from shareholders equity. Whereas Indian GAAP, there is no specific standard for 
accounting of such transactions under Indian GAAP. When the shares are repurchased they are 
cancelled and cannot be kept as treasury stock. 

4) Guidance on accounting for business combination: 
IFRS provides extensive guidance on accounting for business combination and requires looking beyond 
the legal form of the transaction. All business combinations, within the standards, are considered as 
acquisitions and accounted using the purchase method. And Indian GAAP, there is no comprehensive 
accounting standard and the accounting is driven by legal form and often the court order in case of 
merger. Business combinations can be accounted using the pooling of interests method, if it meets 
certain criteria or the purchase method. 

5) Contingent consideration: 
IFRS contingent consideration which depends upon future event, such as achieving certain sales target, 
profit levels, etc. is required and estimated and is included as a part of the acquisition cost if it is 
probable and is recognized initially at fair value as either financial liability or equity. Whereas Indian 
GAAP contingent consideration is considered at the date of acquisition if the payment is probable and a 
reasonable estimate of amount can be made. 

6) Acquisition date: 
IFRS, acquisition date would be the date on which the acquirer effectively obtains control of the 
acquire. And Indian GAAP, acquisition date has not been specifically defined. In case of amalgamation 
or acquisition of business, it is the date prescribed in the court scheme. 

7) Property, plant and equipment measurement: 
Under IFRS, these are measured at an amount paid or fair value of other consideration given to acquire 
an asset at the time of acquisition or construction.Whereas, under Indian GAAP similar to IFRS except 
in certain cases where there is no specific guidance available. Such situations are accounting of site 
restoration obligations, asset acquired on deferred term basis etc. 

8) Component accounting: 
IFRS requires component accounting of fixed assets where each major part of item of property, plant 
and equipment is depreciated separately. This depreciation is allocated on systematic basis over its 
useful life, reflecting the pattern in which entity consumes the assets benefits. And Indian GAAP, no 
specific concept of component accounting and in practice, entire asset is depreciated at a flat rate of 
depreciation based on the useful life determined by the management and in many cases based on rates 
given in Schedule XIV of the Companies Act, 1956 which provide minimum rate of depreciation for 
companies. 

9) Changes in method of depreciation and estimation of useful life: 
IFRS change in method of depreciation and estimation of useful life of assets are treated as changes in 
estimation and accounted prospectively in the financial statement. Whereas Indian GAAP, change in 
method of depreciation is accounted by retrospectively computing depreciation under new method and 
impact is recorded in the period of change i.e. it is treated as change in accounting policy. Accounting 
of changes in estimation of useful life is similar to IFRS i.e. prospectively. 

10) Functional currency and presentation currency: 
IFRS, all the entities are required to identify and determine its functional currency and presentation 
currency. Selection of functional currency has a direct impact on the treatment of exchange gains on the 
financial results of the entity. And Indian GAAP does not have the concept of functional currency and 
presentation currency. It assumes an entity’s reporting currency would be the currency in which it is 
domiciled. 

11) Accounting of exchange gains and losses arising from translation: 
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IFRS exchange gains and losses arising from translation of all monetary assets or liability are 
recognized immediately in profit and loss account except to the extent meets the definition of 
borrowing cost. Whereas Indian GAAP, if the long term foreign currency item relates to other than an 
acquisition of depreciable capital assets, the entity has an option to accumulate such difference “foreign 
currency monetary reserve” and if the long term foreign currency item relates to acquisition of 
depreciable capital assets, exchange difference can be added or deducted from such capital asset. 

12) Share based payment transactions recognition: 
IFRS requires an entity to recognize share-based payment transactions in its financial statements, 
including transactions with employees or other parties to be settled in cash, other assets or equity 
instruments of the entity. Fair value method is required in almost all circumstances. And in the Indian 
GAAP, there is no specific standard which explains the accounting of share-based payment transaction. 
Mostly accounting is done based on guidance note issued by ICAI and SEBI guidelines for listed 
entities which is applicable to employees. Intrinsic value method is widely applied practice and 
considering the nature of ESOP schemes, in most cases, it does not result in any charge in the statement 
of profit & loss account. 

13) Stock options issued by foreign parent company: 
IFRS, stock options issued by parent company to the employee of the subsidiary need to be assessed in 
the books of subsidiary i.e. whether it would be equity settled or cash settled share based payment 
transactions.Indian GAAP most of the equity settled arrangements are yet to the brought in specific 
framework of accounting. 

14) Coverage of related party: 
IFRS related party covers close members of the family of an individual referred to as key management 
personnel or a party who exercises control or significant influence. And Indian GAAP covers only 
relatives of key management personnel. 

15) Coverage of post-employee benefit: 
IFRS related party covers close members of the family of an individual referred to as key management 
personnel or party who exercises control or significant influence. 
Indian GAAP covers only relatives of key management personnel. 

16) Coverage of post-employee benefit: 
IFRS, post-employment benefit plan for the benefit of employees of the entity, or of any entity that is a 
related party of the entity is a related party under IFRS. Whereas Indian GAAP does not specifically 
identify employee benefit trusts as related parties. 

17) Coverage under key management personnel: 
IFRS covers executive as well as non-executive directors in the definition of key management 
personnel. Also, it covers key management personnel of the entity as well as its parent. And Indian 
GAAP the term key management personnel as defined under AS 18, does not include non-executive 
directors, unless they have the authority and responsibility for planning, directing and controlling the 
activities of the reporting enterprise. 

18) Consolidated financial statements-special purpose entities: 
IFRS, special purpose entities should be consolidated when the substance of the relationship between 
entity and SPE indicates that the SPE is controlled by that entity. Whereas Indian GAAP, no specific 
guidance. 

19) Presentation of non-controlling/minority interest: 
IFRS, non-controlling interests are presented as component of equity. And Indian GAAP, minority 
interests represented separately from liabilities and equity. 

20) Allocation of losses by subsidiary: 
IFRS, losses incurred by subsidiary have to be allocated to non-controlling interests, even if this results 
in deficit balance of non-controlling interest. Indian GAAP losses exceeding minority interest in the 
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equity of the subsidiary have to be adjusted for the minority interest, except to the extent that the 
minority interest has a binding obligation to, and are able to make good the losses. 
 

21) Interest in Joint Venture: 
IFRS, interest in joint venture is accounted either by using proportionate consolidation method or 
equity method. Indian GAAP only allows proportionate consolidation method. 

 
Conclusions: 
 International Accounting Standards Board (IASB) has adopted International Financial Reporting 
Standards (IFRS) which is a standardized format of financial reporting. Consistent, comparable and 
understandable financial information is requirement of commerce and making investment. The main 
purpose to global harmonization of accounting standards is to overcome the problem of comparability of 
financial statements across the country. The main fascination with adoption or convergence of IFRS is 
sound business sense. Looking at the present scenario of the world economy and the position of India 
convergence with IFRS can be strongly recommended. But at the same time it can also be considered that 
this rather require change in formats of accounts, change in different accounting policies and attempt to 
understand the concept, objective and benefits of convergence with IFRS and explores the way how we 
converge the Indian GAAP with IFRS.  
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Abstract: 
 The aim of this paper is to identify and explain the reasons behind global economic crisis. 
 In comparison between United States of America, European Union and rest of the world they 
together constitute 54 percent of global GDP while only having 11 percent of the total world population. 
Their investment relationship is currently valued at more than $3 trillion and employs up to 14 million 
workers. But following the global economic crisis, their partners are struggling with a number of 
common challenges that can significantly impact their position in the global economy. 
 
Key words: Can Governments Stop another Financial Crisis? 
Main reasons of crisis: Massive amounts of new debt, higher interest rates  
 
Introduction  
 “Information only becomes knowledge in the hands of someone who knows what to do with it “ 
PETER DRUKER 
 Knowledge management is the process of identifying, collecting, preserving and transforming 
information into knowledge that is readily accessible in order to foster innovation and improve the 
performance of the organization. Knowledge management also implies the creation of a culture and 
structure that promotes information sharing and learning. It is based on the assumption that the potential for 
sustained improvement exists in the knowledge derived from people, process, design and ideas within the 
organization. 
 
Survey Instrument  
 This study employed a questionnaire in order to compile primary data by means of face-to-face 
structured survey approach. These sample respondents were surveyed in their premise and givenan 
assurance that this study was purely for research and nothing to do with any government or non-government 
agencies. They were also assured of the confidentiality of the data collected and the anonymity of the 
respondentsin any communication forms to control for any response biases and also employed secondary 
data. 
 
Data Analysis  
 Factors extractedare independent and unrelated to each other.  
 A multiple regression analysis was employed to estimate factors that may impact performance. 
 
Purpose of knowledge management: 
1. Gain significant returns out of the data and information one produce and use it. 
2. Collect new materials; select materials for inclusion in database; input data, search and retrieve data 

and deliver the output to the end user, perform data cleaning or deletion of redundant records from the 
database, check for the system security. 

3. Connect each component of knowledge with a set of experts and develop an active database of such 
experts. 

4.  Develop collection on important subjects. 
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5. Develop links with resources.  
6. Capture knowledge from projects, assignment, literature, case studies and experts etc. on given subjects 

and make them accessible. 
7. Give as much information as users need to complete their assignments. 
8. Make each knowledge center as a none stop center for accessing knowledge on different subjects or 

topics. 
9. Train every user in accessing information and guide the users to the appropriate resource. 
 
Components of knowledge management  
The KM environment centered around three components: 
• People  
• Process  
• Technologies 
 
People: All members of an organization are the focus of the KM; they are the creators as well as users of 
knowledge asset. The people associated with KM are of three types: 

I.  Technology expert: are those concerned with design and development of tools and services for 
knowledge discovery. 

II.  Knowledge professionals: are the individuals in the organization who have the skills, training and 
know how to organize information knowledge into system and structures that facilitate effective 
use of knowledge resources. 

III.  Knowledge managers: are the group of people, who focus on the achievement of organization 
goals, identify present needs and problems, and initiate practical and manageable activities to 
achieve set goals. 

 
Process: it consists of several stages which are as follows: 

I.  Environment creation 
II.  Knowledge creation  

III.  Knowledge organization  
IV.  Knowledge sharing  
V. Knowledge combination  

 Technologies: are the gadgets required to interconnect individuals and needed for processing, storing 
and retrieval within and outside. 
 
Knowledge management process: 
KM is a continuous process there are three basic elements: 

I. Knowledge creation  
II. Knowledge sharing  

III.  Knowledge utilization 
 
Knowledge creation: 
 It involves generating fact, information, and techniques that are relevant to an organization and those 
associated with it. It uncovers new knowledge through several avenues, research and development, creative 
thinking, process improvement projects and so on. A basic feature of knowledge creation is that, it is a 
never ending process, it keep accumulating, changing, regenerating but discarding the obsolete one to suit 
the times. 
Knowledge sharing: 
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 It involves communication and distribution of knowledge organization wide. When a new knowledge is 
created in the organization, it is stored in organization’s database for its wider dissemination .the primary 
tools applied in knowledge sharing are:  

I.   Information technology  
II.  Process engineering  

III.  Organizational dynamics  
 
Knowledge utilization: 
 It is using knowledge to solve problem for which it has been acquired. 
Knowledge perishes when it is not used; it increases when it is used, knowledge is essentially self –
regenerative & feeds on itself. 
 
Barriers to knowledge management: 
� Lack of top management commitment 
� Lack of technological infrastructure 
� Lack of methodology 
� Lack of organizational structure 
� Lack of motivation and rewards 
� Lack of organizational culture 
� Staff retirement 
� Staff defection 
� Lack of ownership of problems  
 Top management is responsible for each and every activity at all the levels of the organizations. 
Effective knowledge creation and sharing require long term commitment and support from top management 
in recruitment and retention of right people. 
 Technological infrastructure provides a stronger platform to knowledge management and enhances its 
impact in an organization, by helping and leveraging its knowledge systematically and actively. Selection of 
appropriate technology improves the performance of businesses. Technological infrastructure enables 
colleting, defining, storing, indexing and linking data and digital objects in order to support management 
decision. It is able to overcome the barriers of time and space. It also serve as a repository in which 
knowledge can be reliably stored and efficiently retrieved. 
 KM is a group of clearly defined processes or method used to search important knowledge among 
different KM operations. Methodology defines each and every activity which is going to be held during the 
KM implementation. 
 Organizational structure matches and supports its strategy. Organizational structure includes division of 
labor, departmentalization and distribution of power which is necessary to support the information and 
decision process of the organizations. There are two types of organization structure: 
• Bureaucracy 
• Task force 
 Organizational goals cannot be achieved unless organizations integrate the concept of motivation and 
rewards to its employees. Motivation can be provided through recognition, visibility, and inclusion of 
knowledge performance in appraisal systems and incentives. 
 Organizational culture defines the core beliefs, value norms and social customs that govern the way 
individuals act and behave in an organization. It is the sum of shared philosophies, assumptions, values, 
expectations, attitudes and norms that bind the organization together. 
 If any employee retires from his or her job, it is very difficult to get a substitute of that level. His or her 
experience and expertise will be lost by the organizations. Organizations need to focus on knowledge 
retention and its transfer into their business process management. 
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 Increasing staff defection rates are mainly due to the demand for sound trained and skilled personnel. 
Lack of motivation and reward also contributes in staff turnover. 
 Due to the lack of ownership of problem, no employee is ready to take up the jobs unless it has been 
properly assigned. Sometimes employees are not ready to take the responsibility of unassigned jobs. This 
situation makes difficult to nurture the KM implementation in the organizations. 
 
Ways for effective making knowledge management: 
� The organization should create a culture that stimulates knowledge sharing and learning. 
� It ensures that the users’ need matches the type of knowledge and the type of system used to transfer 

the knowledge. 
� It must ensure that users believe that knowledge sharing is useful for them and support knowledge 

management program. 
�  Users must be motivated to be willing to travel and share knowledge with others. 
� Experts must be made available and help teams to solve tough and unusual problems. 
� It is better to have different knowledge sharing systems for different groups of employees. 
� There should be integration of knowledge and organizational practices. 
 
Conclusion: 
 By way of a summary, I can do no better than to quote from Bill Gates: 
 Knowledge management … is not a software product or software category. KM doesn’t even start with 
technology. It starts with business objectives and processes and recognition of the need to share 
information. KM is nothing more than managing information flow, getting the right information to the 
people who need it so they can act on it quickly.  
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Abstract: 
 The paper “ANANLYSIS OF INVESTMENT OPTIONS IN INDIAN FINANCIAL MARKET” 
gives the brief idea regarding the various investment option that are prevailing in the financial markets 
in India. With lots of investment options like Stock market, Commodity market, Currency Market, Gold, 
Fixed Deposits, Mutual Funds, Real Estate the common investor ends up more confused than ever. Each 
and every investment option has its own merits and demerits. This paper I have discussed about few 
investment options available in Indian Financial Markets. 
 Any investor before investing should take into consideration risk, safety, liquidity, returns and 
entry/exit barriers parameters. We need to evaluate each investment options on the above-mentioned 
basis and then invest money. Today investor faces too much confusion in analyzing the various 
investment options available and then selecting the best suitable one. In the present project, investment 
options are compared on the basis of returns as well as on the parameters like risk, safety, liquidity, entry 
& exit etc. thus assisting the investor as a guide for investment purpose. 
 
Introduction: 
INVESTMENTS: There are many different definitions of what ‘investment’ and ‘investing’ actually 
means. One of the simplest ways of describing it is using your money to try and make more money. This 
can happen in many different ways. All investors are different. The common factor is that you would like to 
invest money to aim to make it grow or to receive a regular income from it. We would like to show you that 
choosing the most suitable investment for you does not need to be difficult.  All you need is the right help 
along the way The act committing money or capital to an endeavor with the expectation of obtaining an 
additional income or profit is known as investment. Investing means puttingyour money to work for you. 
Investment decisions: These days almost everyone is investing in something… even if it’s a savings 
account at the local bank or a checking account the earns interest or the home they bought to live in. 
However, many people are overwhelmed when they being to consider the concept of investing, let alone the 
laundry list of choices for investment vehicles. Even though it may seem the everyone and their brothers 
knows exactly who, what and when to invest in so they can make killing, please don’t be fooled. Majorities 
of investor typically jump on the latest investment bandwagon and probably don’t know as much about 
what’s out there as you think. Before you can confidently choose an investment path that will help you 
achieve your personal goals and objectives, it’s vitally important that you understand the basics about the 
types of investments available. Knowledge is your strongest ally when it comes to weeding out bad 
investment advice and is crucial to successful investing whether you go at it alone or use a professional. The 
investment options before you are many.  Pick the right investment tool based on the risk profile, 
circumstance, time available etc. if you feel the market volatility is something, which you can live with then 
buy stocks. If you do not want risk, the volatility and simply desire some income, then you should consider 
fixed income securities. However, remember that risk and returns are directly proportional to each other. 
Higher the risk, higher the returns. 
 
Objectives: 
1) To make an analysis of various investment options.  
2) The aim is to compare the returns given by various investment options i.e. Stock market, Commodity 

market, Currency Market, Gold, Fixed Deposits, Mutual Funds, Real Estate. 
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3) To cater the different needs of investor, these options are also compared on the basis of various 
parameters like,  

i. Returns 
ii. Safety 
iii.  Liquidity  
iv. Risk 
v. Entry/exit barriers 

Research Methodology: Analytical research is carried out for this paper. Stock market, Commodity 
market, Currency Market, Gold, Fixed Deposits, Mutual Funds, Real Estate were identified as major types 
of investment options. I have collected the secondary data for the project regarding investment and various 
investment options were collected from websites, textbooks and magazines. 
Secondary data is collected by the following sources :- 
1. Internet 
2. Books 
3. Newspaper 
4. Magazines 
5. Reports 
6. Records 
7. Journals 
 Then the averages of returns over a period of 5 years are considered for the purpose of comparison of 
investment options. Then, critical analysis is made on certain parameters like returns, safety, liquidity, risk 
etc. Giving weightage to the different type of needs of the investors and then multiplying the same with the 
values assigned does this. 
LIMITATIONS OF THE STUDY 
� The study was limited to only seven investment options. 
� Most of the information collected is secondary data. 
� The data is compared and analyzed on the basis of performance of the investment options over the past 

five years. 
� While considering the returns from mutual funds only top performing schemes were analyzed. 
� It was very difficult to obtain the date regarding the returns yielded by real estate and hence Residex for 

4 cities rates were taken. 
 
Data Analysis:  
1. Stock Market returns at a glance:- 

 
 
 
 
 
 
 
 

Table No.1 : BSE 30 (SENSEX) 
Interpretation:- From the above data analysis there is huge variation between percentage change. In the 
year 2008 there is negative return because the main reason is recession and same position in 2011, but in 
2009 there is highest return as comparison to year from 2008 to 2012. Highest positive return in year 2009 
i.e. 81.04.& lowest in year 2012 

YEAR INDEX  ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

2007 20287 0 0 
2008 9647 -10640 -52.45 
2009 17465 7818 81.04 
2010 20510 3045 17.43 
2011 15455 -5055 -24.65 
2012 17198 1743 11.28 
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Table No.2 : NIFTY 50 

     
Interpretation:- From the above data analysis of Nifty 50 there is average variation between percentage 
returns .The highest return in year 2010 i.e. 15.78 & lowest positive return in year 2011 i.e. 2.12 . In the 
year 2008 & 2012 there is negative return i.e. -4.32 & -4.61 respectively 
 
2. Commodity Market returns at a glance:- 
Table No.1: MCX  COMMDITY INDEX 

 
Interpretation:- As above data analysis maximum variation of percentage returns between year 2008 to 
2012. The highest percentage returns in year 2008 i.e. 34.45 and lowest in year 2012 i.e. 6.57. From the year 
2008 to 2012 in year 2009 there is negative percentage return i.e. -18.88. 
    

 
Table No.2: MCX METAL INDEX 
Interpretation:- From the above data analysis huge variation between positive and negative percentage 
returns in the year 2011 & 2009 i.e. 42.49 &  -41.7 respectively. In the year 2008 & 2012 approximately 
same returns i.e. 4.47 & 4.68 respectively. 
 

YEAR INDEX  ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

2007 4529 0 0 
2008 4333 -196 -4.32 
2009 4636 303 6.99 
2010 5368 732 15.78 
2011 5482 114 2.12 
2012 5229 -253 -4.61 

YEAR INDEX  ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

2007 2186 0 0 
 2008 2939 753 34.45 
2009 2384 -555 -18.88 
2010 2755 371 15.56 
2011 3524 769 21.82 
2012 3772 248 6.57 

YEAR INDEX  ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

 2007 4967 0 0 
 2008 4745 222 4.47 
2009 2766 -1979 -41.70 
2010 3330 564 20.39 
2011 4745 1415 42.49 
2012 4967 222 4.68 
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3. Currency Market returns at a glance 
Table No.4: USD/INR 

 
  Interpretation:- From the above data analysis of currency market for US dollar & Indian rupees the 
highest positive return got in the year 2012 i.e. 24.74   & negative percentage return in the year 2010 & 
2011 i.e. -2.65 & -5.08 respectively , therefore investor took the risk while investing in currency market.    
 
Table No.2: GBP/INR 

 
Interpretation:-From the above data analysis of currency market Great Britain Pound & Indian Rupees the 
highest percentage positive return in the year 2012 i.e. 11.56 & negative percentage return  in the year 2009 
& 2010 i.e. -7.76 & -11.23 respectively. It shows the variation between percentage change return.  
4. GOLD returns at a glance 
Table No.1: LAST 5 YEAR GOLD PRICE 

Year USDINR 
Rate 

ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

2008 43.29 
 

_____________ _____________ 

2009 47.9455 
 

4.6555 10.75 

2010 46.6744 
 

-1.2711 -2.65 

2011 44.4148 
 

-2.2596 -5.08 

2012 55.4047 
 

10.9899 24.74 

Year GBPINR 
Rate 

ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

2008 85.88 __________ __________ 

2009 79.2158 -6.6642 -7.76 

2010 70.3172 -8.8986 -11.23 

2011 76.93 6.6128 9.40 

2012 85.82 8.89 11.56 

YEAR INDEX  ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

2007 10800 0 0 

2008 12500 1700 15.74 

2009 14500 2000 16 

2010 18500 4000 27.57 

2011 26400 7900 42.70 
2012 29910 3510 13.3 
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Interpretation:-From the above data analysis of last 5 years gold percentage returns continuously increases. 
Investment in gold is always beneficial for investor . The highest positive percentage return in the year 2011 
i.e. 42.7  & lowest positive return in the year 2012 i.e. 13.3 there is no negative returns while investing in 
gold this is most positive thing while investing in gold   . 
 
5.  FIXED DEPOSIT returns at a glance Table No.1: Fixed Deposit rates are for 1 to 5 year deposits. 

 

 
 
Interpretation:- From the above data analysis of fixed deposits of last 5 years the highest positive 
percentage  return in the year 2011-12  i.e. 8.75 &  lowest positive return in the year 2009-10 i.e. 6.5 . There 
is no negative percentage return while investing in fixed deposit therefore again it is safe to investor while 
investing in fixed deposits.   
 
6. Mutual Fund returns at a glance 
Table No.1: Open Ended 

 
 
Interpretation:-From the above data analysis of mutual fund open ended fund the highest return got from 
the UTI Gold exchange traded fund i.e. 27.02 from the last 5 years.There is less variation  between 
percentage return while investing open ended mutual fumd. There is no negative return while investing 
open ended mutual fund.Table No.2: Close Endend 

 
 

YEAR FD RATES AVERAGE FD RATES 

2007-2008 8.25 TO 8.75 8.50 

2008-2009 8.00 TO 8.75 8.375 

2009-2010 6.00 TO 7.00 6.50 

2010-2011 8.25 TO 9.00 8.625 

2011-2012 8.00 TO 9.50 8.75 

Rank 
No. 

Scheme Name Last 5 year 
Returns (%) 

 1 UTI Gold Exchange 
Traded Fund 

27.02 

2 Kotak Gold ETF 26.96 
3 GS Gold BeES 26.93 
4 Realince Pharma 

Fund - Growth 
21.57 

5 ICICI Prudential 
FMCG - Growth 

17.45 
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Interpretation:-From the above data analysis as comparison to open ended mutual fund less returns got in 
close  ended mutual fund the highest returns got from Tata Tax Advantage Fund- 1 i.e. 9.1 in last five years 
& lowest positive returns from the reliance equity linked saving fund- series I-growth i.e.  2.21. Close 
ended fund secured for investor for investing money because there is no negative returns.  
7. Real Estate returns at a glance  
Residex index for 2 Cities (Based Year 2007) 
Table No.1: Mumbai Residex 

 
 
Interpretation:-  From the above data analysis of Mumbai Residex Rates huge variation between year 2008 
to 2012. The highest percentage return in the year 2010 i.e. 27.2, Lowest Positive returns in the year 2012 
i.e. 2.15.    
 
Table No.2: Delhi Residex 

    

Rank 
No. 

Scheme Name Last 5 year 
Returns 
(%) 

 1 Tata Tax Advantage Fund – 1 9.10 
2 IDFC Tax Saver (ELSS) Fund 

– Growth 
6.55 

3 UTI Long Term Advantage 
Fund – Growth 

2.75 

4 ING Retire Invest Fund – 
Series I – Growth 

2.38 

5 Reliance Equity Linked Saving 
Fund – Series I –Growth 

2.21 

YEAR INDEX  ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

2007 100 0 0 
2008 114 14 14 

2009 125 11 9.65 

2010 159 34 27.2 

2011 186 27 16.98 
2012 190 4 2.15 

YEAR INDEX  ABSOLUTE 
CHANGE 

PERCENTAGE 
CHANGE (%) 

2007 100 0 0 
2008 127 27 27 

2009 117 -10 -7.87 

2010 114 -3 -2.56 

2011 149 35 30.70 

2012 168 19 12.75 
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Interpretation:-  From the above data analysis of Delhi Residex Rates the highest percentage return in the 
year 2011 i.e. 30.7, Negative percentage return in the year 2009 & 2010 i.e. -7.87 & -2.56 respectively, 
Lowest Positive returns in the year 2012 i.e. 12.75.    
 
Findings: 
1. This paper consists of  the analysis of various investment options like stock exchange , commodity 

market , Currency market, gold options , fixed deposits, mutual funds & real estate . 
2. The best option for investment according to analysis is gold, because according to last 5 year analysis 

for gold it never gave the negative percentage return . 
3.  In this paper I took the parameter for investment like safety, liquidity , risk & entry exit barriers 
4. According to analysis it was found that it is  more risky to invest in stock market because there was 

large variation between percentage returns but when the investor took the risk percentage of getting the 
returns  increases as well as risk also increases. 

5. While investing in Stock moderate security, high liquidity, very high risk, as well as no entry & exit 
barrier. 

6. While investing in a gold it provide the more security liquidity & it has no entry & exit barriers 
7. According to analysis while investing in Fixed deposit investor get more security & there is entry & 

exit barriers as well as less liquidity & no risk for fixed deposit investment option. 
8.  Investment in real estate is more safety, average risk & no entry exit barrier according to analysis of 

the project while investing in real estate. 
9. For investing the money on mutual funds there is less variation between percentage returns more safety, 

average percentage return, moderate risk, average liquidity also there was no entry & exit barrier for 
investor.  

 
Summary Evaluation of Various Investment Options: 

 
Conclusion: There are several investments to choose from these include Stock market, Commodity market, 
Currency Market, Gold, Fixed Deposits, Mutual Funds, Real Estate.  Each class of assets has its 
peculiarities.  At any instant, some of those assets will offer good returns, while others will be losers.  Most 
investors in search of extraordinary investments try hard to find a single asset.  Some look for the next 
Infosys, other buys real estate or gold.  Many of them deposit their savings in the Public Provident Fund 
(PPF) or post office deposits, others plump for debt mutual funds.  Very few buy across all asset classes or 
diversify within an asset class.   Therefore it has been widely said that “Don’t put all your eggs in one 
basket”.  The idea is to create a portfolio that includes multiple investments in order to reduce risk. The 
stock market moved up more than 70%, while many stocks have moved more.  Real estate prices are also 

 Return Safety Risk Liquidity Convenience 
Capital 
yield 

Capital 
Appreciation 

Stock Market Low High low High Fairly High High 
Commodity 
Market 

Low High low High Fairly High High 

Currency 
Market 

Very 
Low 

Moderate Average Moderate High Average 

Gold Nil  Moderate High Average High Average 
Fixed Deposit Moderate Nil  Very High Negligible High Vey High 
Mutual fund Low High High Low Very High High 
Real Estate Moderate Moderate High  Negligible Low Fair 



    Financial Management  
 

 

ISSN: 2230-9667  Chronicle of the Neville Wadia Institute of Management Studies & Research 274 

 

swinging up, although it is difficult to map in this fragmented market.  Gold and Silver prices have spurted. 
Right now equity looks the best bet, with real state coming in second.  The question is how long will this 
last? If it is a short-term phenomenon, going through the hassle of switching over from debt may not be 
worth it. If it’s a long-term situation, assets should be moved into equity and real estate.  This may be long-
term situation.  The returns from the market will be good as long as profitability increases.   Since the 
economy is just getting into recovery mo, that could hold true for several years.  Real estate values, 
especially in suburban areas or small towns could improve further.  The improvement in road networks will 
push up the value of far-flung development.  There is also some attempt to amend tenancy laws and lift 
urban ceilings, which have stunted the real estate market. Regardless of your means of method, keep in 
mind that there is no generic diversification model that will meet the needs of every investor.  Your personal 
time horizon, risk tolerance, investment goals, financial means, and level of investment experience will play 
a large role in dictating your investment experience will play a large role in dictating your investment mix. 
From there determine exactly which investments to in completing the mix, substituting traditional assets for 
alternatives as needed. 
 
Recommendations: 
1. Firstly, the primary requirements have been broadly classified into three i.e. Basic Requirements, 

Ancillary Requirements and Portfolio Fit.   
 These have been further classified into  

� Primary needs:- Safety returns and Liquidity.   
� Secondary needs:- tax efficiency, entry barriers and cash flow effectiveness.   
� Tertiary needs:- long term goals and holdings/liquidation cost. 

2. While doing the analysis of various investment options for last 5 year I would give the suggestion that 
if investor want more security as well as return he should invest in gold. 

3. While investing money if investor want more return he should invest the money in stock market like 
BSE500 but there was more risk for there investment. 

4. Gold , fixed deposits investment provide security as well as average returns. 
5. Investment in real estate , commodity market as well as currency market provide  high return but there 

is high risk those investor who want high return they can select these options for there investment. 
6. The systematic investment plan, a special feature in mutual funds is the best option to meet your long-

term requirements for the same mutual funds has the highest score in the asset grid. 
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Abstract: 
 As technology improves, firms are using IT as an essential part of their business. IT has  helped 
business to be more efficient internally with various applications and infrastructure. It has also helped 
business externally by making it easier to conduct business through variousmethods such as the ability 
for clients to order products online. With these advances in IT,people’s lives are made easier and firms 
are able to tap into markets that weren’t available before.This convenience does come at a price though. 
Hackers and other cyber criminals look forweaknesses in a company’s IT infrastructure and attack it in 
various ways. The effects of theseattacks could be harmless if the person does not do anything with the 
findings; however, if thecriminal uses the information that was obtained, the losses to the company could 
be tremendous.There can be internal threats as well. For example, a careless employee could 
accidentally leakcompany information to people who should not have access to the data. Much like 
externalthreats, internal ones could cause tremendous damage as well. That is why it is important 
tosecure a company’s IT infrastructure from threats, both internal and external. The term 'security' has 
always been a priority but it has also gained special importance in the recent times both due to internal 
and external threats to organizations. Network Security is one such area which is of prime concern these 
days to the IT Professionals and needs to pay top attention to. This article defines Network Security, 
Analyses the need of Network Security, Root causes of analysis of Network problems, Network Security 
tools,Network Security checklist. 
 
Key words: Network Security, Network problems, Network Security checklist. 
 
Definition and Introduction 
 Network security consists of the provisions and policies adopted by a network administrator to prevent 
and monitor unauthorized access, misuse, modification, or denial of a computer network and network-
accessible resources.(wikipedia.com) Network security involves all activities that organizations, enterprises, 
and institutions undertake to protect the value and ongoing usability of assets and the integrity and 
continuity of operations. An effective network security strategy requires identifying threats and then 
choosing the most effective set of tools to combat them. 
 “Unprotected networks leak data both out of the network as well as into it.” 
 Network security has become more important than ever in our lives as more andmore of our private and 
valuable information moves around on data networks.These data include not merely our financial 
information, as in the case of anonline order that includes a credit card number, but they also, increasingly, 
includemedical information that travels among doctors, hospitals, and insurance providers;and personal 
information that travels among friends and to or from our employers.It is clear that unprotected networks 
leak data both out of the network as well asinto it. It is no longer enough to protect data only at the 
computer and while instorage. We must protect data while in transit. 
 
Business Benefits of Network Security? 
 An organization can experience many benefits if the  networksecurity is in place. Likewise the  
company is protected against business disruption, which helps keep employees productive. Network 
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security helps your company meet mandatory regulatory compliance. Because network security helps 
protect your customers' data, it reduces the risk of legal action from data theft. 
Hence ultimately, network security helps protect a business's reputation, which is one of its most important 
assets.(www.Cisco.com) 
 
Why Network Security? 
The need of  network security has increased due to the following reasons: 
•  To protect company assets: One of the primary goals of computer and network security is the 

protection of company assets, which includes information, hardware and software computers and 
networks. Network security is concerned, with the protection, integrity, and availability of information.  

•  To gain a competitive advantage: Developing and maintaining effective security measures can provide 
an organization with a competitive advantage over its competition. Network security is particularly 
important in the arena of Internet financial services and e-commerce.  

•  To comply with regulatory requirements and fiduciary responsibilities: Corporate officers of every 
company have a responsibility to ensure the safety and soundness of the organization. Part of that 
responsibility includes ensuring the continuing operation of the organization. Accordingly, 
organizations that rely on computers for their continuing operation must develop policies and 
procedures that address organizational security requirements. Such policies and procedures are 
necessary not only to protect company assets but also to protect the organization from liability. 

•  To keep your job: Finally, to secure one's position within an organization and to ensure future career 
prospects, it is important to put into place measures that protect organizational assets. Security should 
be part of every network or systems administrator's job. Failure to perform adequately can result in 
termination. One thing to keep in mind is that network security costs money: It costs money to hire, 
train, and retain personnel; to buy hardware and software to secure an organization's networks; and to 
pay for the increased overhead and degraded network and system performance that resultsfrom 
firewalls, filters, and intrusion detection systems (IDSs). As a result, network security is not cheap.  

 
Previous work and Studies : 
  It was estimated that 83 percent of threats faced by the Indian companies are because of internal 
security breach. Internal security breaches by employees constituted 43 percent, former employees (28 
percent) and partner/supplier (12 percent). Of the companies, 42 percent suffered financial losses, while 35 
percent suffered intellectual property losses. Keeping this in mind, enterprises today are taking special 
measures to ensure the physical safety of their employees and the safety of the IT systems to guarantee the 
smooth flow of business. The current economic environment has stirred enterprises to manage their 
expenses diligently and at the same time not compromise on securing their organization in any way. 
 According to the Frost &Sullivan(2009) survey done with CIOs across industries, 85 percent of the 
respondents believed that Viruses, Worms and Trojan Horses were the major disquiet in today's IT 
environment. Downtime and physical security were some of the other security concerns for 
CIOs."Enterprise security is no longer confined to external threats alone. Internal incidents of data loss are 
on the rise and enterprises need to seriously evaluate the impact such incidents will have on compliance, 
credibility and competition issues.  
 CIO study found that 90 percent of CIOs agreed that IT security is a vital component.  
 
Root cause analysis of network problems 
 Network Security Audits is that organizations do not give required emphasis on proper house-keeping 
and regular health-check of their network and network devices. Often, you would find that there is no 
process defined for regular patch/OS upgrade for switches, routers, firewalls etc. or network administrators 
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do not visit vendors’ Web site to check known vulnerabilities and upgrades. Some of the other causes are 
listed below: 
• Unavailability of Network Design Guidelines 
• Unavailability of Patch Management Process for Network Devices 
• Absence of regular Health-Check schedule for devices 
 
Commonly made Network Security Mistakes 
Businesses use networking to connect their employees to one another and create a productive shared work 
environment. However, in their haste to get the network up and running, some businesses do not take the 
time to make sure all security measures are in place. Here are a few common network security mistakes.  
 
Improper password use: Passwords are the simplest form of security. By leaving passwords blank or 
simple (i.e., password or admin), unauthorized users are practically invited to view sensitive data. 
Passwords are more secure when they contain both letters and numbers in a combination of upper-case and 
lower-case characters, and they should be changed periodically.  
 
Lack of education: Educate users in the use of their software, especially with regard to e-mail, attachments, 
and downloads. They need to know exactly what kinds of threats are out there. Uneducated computer users 
are often those who fall victim to viruses, spyware, and phishing attacks, all of which are designed to 
corrupt systems or leak personal information to a third party without the user's consent.  
 
No backups: Laziness is one of the biggest security threats. It's considerably more difficult to completely 
re-create a crippled system than it is to take the time to create proper backups. Create backups often, and do 
not immediately overwrite them with the next set of backups. In addition, make copies and keep them off-
site in case of emergency. 
 
Plug and surf: Unfortunately, computers are not designed to be connected to the Internet straight out of the 
box. Before a phone line, Ethernet cable, or wireless card is anywhere near a new computer, install a line of 
defensive software. Ideally, this should include virus protection, multiple spyware scanners, and a program 
that runs in the background to prevent malicious software from ever being installed.  
Not updating: What good are all those virus and spyware scanners if they're not updated? It's crucial to 
update what are called the "virus/spyware definitions" every week. This keeps the scanners up-to-date to 
detect the latest malicious software.  
 
Ignoring security patches: Security holes may exist in your operating system. No software is perfect. Once 
an imperfection or hole is found, it's usually exploited within a very short period of time. Therefore, it is 
imperative to install security patches as soon as possible.  
 
Trust: Ads on the Internet have become devious and deceptive. They now appear as "urgent system 
messages" and warnings designed to scare users into clicking. As a rule of thumb, if a popup window 
contains an ad claiming to end popups, chances are it's a scam of some sort. 
 
Not using encryption: Encryption is especially important when dealing with banking and credit cards. 
Storing and transferring unencrypted data is the equivalent of posting that data for  everyone to see. If 
you're not comfortable implementing encryption technology, have an IT specialist assist you.  
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Trying to do it all yourself: Setting up a network, applying proper security measures, and downloading 
and installing software can be tricky. Large companies have IT departments. Small business owners should 
also ask for advice or even hire help. It's worth the extra cost.  
 
Proper instruction: Security measures are most effective if everyone is aware of how the system operates. 
Give employees a brief overview of the security measures they're expected to follow. 
 
Network security tools 
 Some of the Network Security tools which are commonly used by most of the businesses are listed 
below: 
Antivirus software packages: These packages counter most virus threats if regularly updated and correctly 
maintained. 
 
Secure network infrastructure: Switches and routers have hardware and software features that support 
secure connectivity, perimeter security, intrusion protection, identity services, and Security 
management.Dedicated network security hardware and software-Tools such as firewalls and intrusion 
detection systems provide protection for all areas of the network and enable secure connections. 
 
Virtual private networks: These networks provide access control and data encryption between two 
different computers on a network. This allows remote workers to connect to the network without the risk of 
a hacker or thief intercepting data.  
 
Identity services: These services help to identify users and control their activities and transactions on the 
network. Services include passwords, digital certificates, and digital authentication keys. 
 
Encryption: Encryption ensures that messages cannot be intercepted or read by anyone other than the 
authorized recipient. 
Security management: This is the glue that holds together the other building blocks of a strong security 
solution. 
 
Network Security Checklist: Centuries ago, security professionals may have debated the merits of new 
technologies, like moats or drawbridges for example. Today, the equipment may have changed, but the 
debate remains the same.  
 Today, your network has become the castle; and instead of invading armies, the security professional is 
constantly besieged by school goers with downloaded cracker suites and thirty-year-old entrepreneurs 
looking to host a newly made site.  
 While 100% security is hardly a possibility, there are several things that you can do to make your 
network more secure.  
• Ensure that your firewalls are up-to-date and properly configured. 
• Ensure that virus protection is up-to-date. 
• Maintain a security point of contact (POC) 
• Is your data passing through an unsecured medium? 
• Baseline your network. 
• Ensure that OS and applications are properly patched. 
• Utilize and configure an IDS. 
• Secure the wireless network 
• Consider your most dynamic security threat: human nature. 
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• SLA signed with vendors if network security is outsourced. 
 
Conclusion: Security is a very intense need of any business. Everyorganisation has a different idea of what 
``security'' is, and what levels of risk are acceptable. The key for building a secure network is todefine what 
security means to your organization . Once that has been defined, everything that goes on with the network 
can be evaluated with respect to that policy. This article has brought out a checklist that an organization 
could follow to ensure good governance of their networks and secure their businesses. 
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Abstract: 
 Cloud computing is the hottest technology in the field of computer science. The Cloud computing 
technology is changing our life by providing users with new types of services viz. PaaS, SaaS and IaaS as 
the major types. The term “Cloud Computing” involves virtualization, distributed computing,networking, 
software and web services. A cloud consists of several elements s clients, datacenter and distributed 
servers. Cloud Computing also includes fault tolerance, high availability,scalability, flexibility, reduced 
overhead for users, reduced cost of ownership, ondemand services etc. 
 As more and more organizations are moving to avail the benefits of cloud computing, it has become 
important for the service providers to address the main issue related to cloud computing. Issues with the 
performance of business applications can cause detritions of an organization business performance. 
Recent research studies have indicated that many organizations have lost significant part of their 
revenues due to lack of efficient scheduling and load balancing resource allocation techniques. It is 
important to reduce the operational cost and give customer satisfaction by using the appropriate and 
efficient load balancing algorithm. Central to all these issues laid the establishment of an effective load 
balancing algorithm.The load can be CPU load, memory capacity, delay or network load. Loadbalancing 
is the process of distributing the load among various nodes of a distributedsystem to improve both 
resource utilization and job response time while also avoidinga situation where some of the nodes are 
heavily loaded while other nodes are idle ordoing very little work. Load balancing ensures that all the 
processor in the system orevery node in the network does approximately the equal amount of work at any 
instantof time. This technique can be sender initiated, receiver initiated or symmetric type (combination 
of sender initiated and receiver initiated types). In this paper we study round robin and honeybee 
foraging algorithms to estimate response time, processing time which has the major impact on cost. The 
result of this paper to suggest which load balancing technique should be used to improve application 
performance to improve revenue growth, cost saving and reputation. To test the performance of the 
algorithms the researcher intends to use java codes and Cloud Analyst as simulator. 
 
Keywords: Cloud computing, Load balancing algorithm, Cloud Analyst 
 
Introduction: 
 There has been much discussion in industry as to what cloud computing actually means. The term 
cloud computing seems to originate from computer network diagrams that represent the internet as a cloud. 
Most of the major IT companies and market research firms such as IBM, Sun Microsystems, Gartner and 
Forrester Research have produced whitepapers that attempt to define the meaning of this term. The US 
National Institute of Standards and Technology (NIST) has developed a working definition that covers the 
commonly agreed aspects of cloud computing. The NIST defines cloud computing as:  
 “A model for enabling convenient, on-demand network access to a shared pool of configurable 
computing resources (e.g., networks, servers, storage, applications, and services) that can be rapidly 
provisioned and released with minimal management effort or service provider interaction”[1] 
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 Gartner has defined Cloud Computing as a style of computing in which scalable and elastic IT-enabled 
capabilities are delivered as a service using Internet technologies. [2] 
 Cloud computing is a general term for anything that involves delivering hosted services over the 
Internet. These services are broadly divided into three categories: Infrastructure-as-a-Service (IaaS), 
Platform-as-a-Service (PaaS) and Software-as-a-Service (SaaS). The name cloud computing was inspired 
by the cloud symbol that's often used to represent the Internet in flowcharts and diagrams.  
 There are three types of services namely public, private and hybrid. A Public Cloud sells services to 
anyone on the Internet. E.g. Amazon Web Services (EC2).  Whereas a Private Cloud  is a proprietary 
network or a data centre that supplies hosted services to a limited number of people. E.g. Google (GOOG) – 
Apps Engine, Salesforce.com (CRM) etc. When a service provider uses public cloud resources to create 
their private cloud, the result is called a virtual private cloud. Private or public, the goal of cloud computing 
is to provide easy, scalable access to computing resources and IT services. 
 One of the appealing aspects of cloud computing is that it hides the complexity of IT technology from 
users and developers. No need to know details of how a service is generated – it is the service provider’s job 
to provide a corresponding abstraction layer. Some of the important technologies on which cloud computing 
depends are virtualization, service-oriented architectures (SOA), and Web services. Cloud computing is 
efficient and scalable but maintaining the stability of processing so many jobs in the cloud computing 
environment is a very complex problem with load balancing being one of the important concerns.  Load 
Balancing is a method to distribute workload across one or more servers, network interfaces, hard drives or 
other computing resources. Typical datacenter implementations rely on large, powerful computing hardware 
and network infrastructure, which are subject to the usual risks associated with any physical device, 
including hardware failure, power and/or network interruptions, and resource limitations in times of high 
demand. Load balancing in the cloud differs from classical thinking on load-balancing architecture and 
implementation by using commodity servers to perform the load balancing. Load balancing is used to make 
sure that none of your existing resources are idle while others are being utilized. To balance load 
distribution, you can migrate the load from the source nodes (which have surplus workload) to the 
comparatively lightly loaded destination nodes. This provides for new opportunities and economies-of-
scale, as well as presenting its own unique set of challenges. [3] Since the job arrival pattern is not 
predictable and the capacities of each node in the cloud differ, for load balancing problem, workload control 
is crucial to improve system performance and maintain stability. Load balancing schemes depending on 
whether the system dynamics are important can be either static or dynamic. [4] Load balancing at runtime is 
called dynamic load balancing and it is based on the current state of the system. No prior knowledge is 
needed. Whereas static load balancing does not depend on the current state of the system and it requires 
prior knowledge of the system. Load balancing ensures that all the processor in the system or every node in 
the network does approximately the equal amount of work at any instant of time. This technique can be 
sender initiated, receiver initiated or symmetric type (combination of sender initiated and receiver initiated 
types). The important things to consider while developing such algorithm are: estimation of load, 
comparison of load, stability of different system, performance of system, interaction between the nodes, 
nature of work to be transferred, selecting of nodes and many other ones. [5]  This load considered can be in 
terms of CPU load, amount of memory used, delay or Network load. There are various load balancing 
algorithms which are used to improve the performance of the load balancers in the market. We will study 
Round Robin and honeybee – based load balancing techniques and check the performance time and cost. 
 
Distributed Load Balancing Techniques: 
Round Robin Algorithm 
 Round-robin (RR) is one of the algorithms employed by process and network schedulers in computing. 
As the term is generally used, time slices are assigned to each process in equal portions and in circular 
order, handling all processes without priority (also known as cyclic executive). Round-robin scheduling is 
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simple, easy to implement, and starvation-free. Round-robin scheduling can also be applied to other 
scheduling problems, such as data packet scheduling in computer networks. It is an Operating System 
concept. The name of the algorithm comes from the round-robin principle known from other fields, where 
each person takes an equal share of something in turn. 
Honeybee- foraging Algorithm 
 The main idea behind the Honeybee Foraging algorithm is derived from the behavior of honeybees. 
There are two kinds of honeybees: finders and reapers. The finder honeybees first goes outside of the honey 
comb and find the honey sources. After finding the source, they return to the honey comb and do a waggle 
dance indicating the quality and quantity of honey available. Then, reapers go outside and reap the honey 
from those sources. After collecting, they return to beehive and does a waggle dance. This dance indicates 
how much food is left. M. Randles proposed a decentralized honeybee based algorithm for self-
organization. In this case, the servers are grouped as virtual server and each virtual server have a process 
queue. Each server, after processing a request from its queue, calculates the profit which is analogous to the 
quality that the bees show in their waggle dance. If profit is high, the server stays else, it returns to the 
forage. This algorithm requires that each node to maintain a separate queue. This computation of profit on 
each node causes additional overhead.  
 The disadvantage of this algorithm is that, it does not show any significant improvement in throughput, 
which is due to the additional queue and the computation overhead. [7] 
 
Result Summary: 
 The simulation was done using CloudAnalyst 1.0 beta version and the summary of the simulation is 
given below: 
Response Time of Honeybee Foraging Algorithm and RR Algorithm for 5 servers 

Table 1: 

Server No. 
Response Time(in ms) 
Honey Bee Foraging Behavior Round Robin 

1 201.87 155.76 
2 171.35 124.58 
3 124.12 77.97 
4 107.89 60.68 
5 90.78 44.77 

 
Figure 1: 
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No. of Servers 
Average Response Time 
Honey Bee Foraging Behavior Round Robin 

5 81.7 58.3 
10 162.2 115.6 
15 158.25 175.5 
20 209.7 227.4 
25 221.7 246.7 
30 260.5 288.9 
35 306.3 237.8 
40 357.4 277.99 
45 262.8 233.1 
50 289.4 248.56 

Figure 2: 

 
 

Conclusion:Cloud Computing an internet based computing provides resources to the users on demand. The 
user pays for the service he uses to the provider.Thus response time and process time reduction has become 
one of the very important concern to both the user and the provider while building a cloud system. 
Distributed Load Balancing Algorithms of cloud computing are analyzed using CloudAnalyst. From the 
analysis and comparison, it is concluded that Round Robin algorithm takes lesser time for Execution than 
Honeybee Foraging Algorithm. Thus, Round Robin Algorithm can be used compared to Honeybee 
Foraging Algorithm to have a better response time and give customer satisfaction, which can further reduce 
operational cost. 
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Abstract: 
 This paper focuses on the different challenges to design a security typed web scripting language. It 
uses the type system approach on a simple imperative language that captures a subset of the security 
typed web language constructs to express the security properties that must be held in the language with 
respect to its formal semantics to prevent insecure information flow in web application system and hence 
the common web application security vulnerabilities. 
 
Keywords: Information flow security, web application vulnerabilities, web scripting language, type system. 
 
1. Introduction 
 The web application vulnerabilities can be viewed as an insecure information flow problem and the 
different security mechanisms such as access control and encryption are not enough to guarantee a secure 
information flow, as they do not directly address the enforcement of  information-flow security [13] policies 
in web application system.. Recently, a promising new approach has been developed: the use of 
programming-language techniques for specifying and enforcing information flow policies [7, 8]. However, 
to apply such languages in practice is not an easy task and needs much effort of the programmer to develop 
a real application. To this end we formalize the different web application vulnerabilities as an insecure 
information flow problem and illustrate the challenges for using the language based information flow 
control in the design of the web scripting languages [7] to track the insecure information flow in web 
application system and automatically patch it against the different attacks that exploit such vulnerabilities. 
The remainder of this paper is organized as follows: 
section 2 discusses the information flow control in web application system infrastructure. Section 3 
introduces the most widely exploited web application vulnerabilities. Section 4 discusses the limitation of 
the existing web scripting languages in enforcing information flow security policy. Section 5 discusses the 
challenges. Finally we conclude in section 7. 
 
2.  Information flow control and integrating it wit h web infrastructure 
 Information-flow systems usually specify policies in terms of a lattice of security labels, where labels 
present the security levels of data. We assume that the security lattice L have the security levels l1, l 2. The 
ordering specifies the relationship between the two security levels. If l1 � l 2, then information at level l  
11is also visible at level l 2. However, if l 1≠ l 2, then information at level l 1 is invisible at level l2. 
 The top element in the lattice is T such that � l �L, l ≤ T and the bottom element in the lattice is � 
such that � l �L, � ≤ l. In web applications, The input data coming from the client web browser can be 
treated as having the security labels public and tainted, while the information on the server side have the 
security labels secret and untainted. Here the security levels are considered elements of the two simple 
security lattices, public �secret for confidentiality and untainted� tainted for integrity as shown in figure 
(1). 
Secret Tainted 
Public Untainted 
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Figure1. Simple security lattices for confidentiality and integrity 
 
3.  Web application vulnerabilities 
 There are some web application vulnerabilities that are considered as a violation for the confidentiality 
policy of web application system, while there are others that are considered as a violation for the integrity 
policy. 
 One of the most common Web application vulnerabilities that violate the confidentiality policy is the 
broken access control [16] that exploits a weakness in the access control mechanism of web application 
program to break it and reveal sensitive The Fourth International Conference on Information Assurance and 
information. This is confidentiality policy violation, as the user access rights to the web application system 
may be broken by an attacker and the user’s secret data can be revealed to the public without his or her 
permission. Another example of web application vulnerabilities that violate the confidentiality policy is the 
laundering attack [1], where the attacker can launder information through programs that make intentional 
information release or declassification for secret data. 
 One of the most common Web application vulnerabilities that violate the integrity policy is the Cross-
site scripting (XSS) [3,4] , where a malicious script is prepared by an attacker and delivered on behalf of the 
Web server, it is granted the same trust level as the Web server, which at minimum allows the script to read 
user cookies set by that server. This often reveals passwords or allows for session hijacking. 
 Another example of web application vulnerabilities that violate the integrity policy is the SQL injection 
vulnerabilities [3,4] which are more dangerous than XSS and occur when un trusted values are used to 
construct SQL commands, resulting in the execution of arbitrary SQL commands given by an attacker. This 
technique is considered a violation for the database integrity, as it allows for the arbitrary manipulation of 
backend database. 
 
Web application vulnerabilities formalization 
 From the description of the most common web application vulnerabilities mentioned above, we 
formalize them as a problem of confidentiality and integrity violation. The violation in data confidentiality 
occurs if the program reveals secret information or leaks more information than intended. The violation in 
data integrity occurs when un trusted data is used to construct trusted output without sanitization, leading to 
escalation in access rights that cause unauthorized release of secret information and hence result in 
confidentiality compromises. 
4.  Information flow security limitation in existin g web languages 
 Currently web development languages lack the information flow security policy enforcement in web 
application system to protect its confidentiality and integrity. This creates many security vulnerabilities in 
its infrastructure that expose it to different types of attacks.  
 In the current web scripting languages, the confidentiality policy specification is expressed implicitly in 
web application system based on programmer experience and this specification is not expressed as security 
levels given to the data types. As a result, the access control policy may be broken in the web application 
system by unauthorized user. In addition, even if the current web scripting languages will be extended with 
new features to enforce the confidentiality policy explicitly in the program, they will lack a declassification 
mechanism to secure programs that make intentional information release for secrets, so an attacker can 
launder more information than intended through this type of programs, thus the confidentiality policy may 
be violated. 
 Also the current web scripting languages do not enforce the integrity policy, as there is no label 
checking used in static checking techniques to assign different trust levels in relation to different users such 
as the owner of the data and the users who is authorized to modify the data. As a result, the restriction of the 
modification of certain data types to be controlled by certain owner such as root or authorized users are not 
enforced explicitly in an information flow policy, but specified implicitly in the program by the programmer 
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effort. As a result, the web application system may be exposed to the well known Cross-Site Scripting 
attack. In addition, the language classes or methods to have no authority to run with limited privilege related 
to specific users or principals and hence an unsafe script could use unchecked input string to compose SQL 
queries and then have the DBMS execute the query without the privilege of a trusted user (the so-called 
SQL injection attack). Thus, the integrity policy for the web application system can be violated. 
 Nowadays the most widely used security mechanism in scripting languages related to  information-flow 
is the “taint checking” mode for the scripting language Perl. With this feature enabled, Perl scripts mark any 
value that is retrieved from a source external to the script (outside the application) as tainted and raise an 
error if it is passed to potentially exploitable functions (such as system and exec calls). 
 Perl taint mode [10] enables a dynamic enforcement for integrity policy by making a set of special 
security checks during execution in an unsafe environment. So it does not track implicit flows that arise 
from the control structure of the program. Perl is not suitable for enforcing confidentially policy as it does 
not prevent leaking of secret information. Taint checking only seeks to reduce vulnerabilities, not eliminate 
them. 
 
5.  Challenges and proposed solution 
 The most widely used security typed languages such as Jif [2, 6, 12] and Flow Camel [9]  languages are 
not web languages and they can’t be used directly to write a secure web application program. So to design a  
security typed web language that uses static type checking technique to guarantee a secure information flow 
and enforce the confidentiality and  integrity policy explicitly in web application program based on 
associating its ordinary data type such as int with a security level during its declaration is one of the most 
important challenges. 
 A program written in a sort of security-typed language is considered secure only if it is well-typed, 
which rules variables with high security level (confidential) in a well-typed program do not interfere or with 
variables with lower security level (public) by causing any variation for it and this is expressed as a kind of 
noninterference property [8]. 
 On the other hand, enforcing noninterference in web application program is impractical, as  sometimes 
there is a need to permit some intentional information release from secret to public. So to design a security 
typed web language with a declassification mechanism to leak some information from high security level to 
lower level in web application program when it is needed remains another important challenge. However 
there is often little or no guarantee about what is actually being leaked. As a  consequence, web scripting 
language can be vulnerable to laundering attacks, which exploit declassification mechanisms to reveal more 
secret data than intended. So there is another challenge to consider this issue in our design for a security 
typed web language and consider it to have high impedance for such attack. 
 We briefly describe how a type system can be imposed on a simple imperative language that captures a 
subset of the security typed web language constructs to address common web application vulnerabilities. 
The language is similar to a security-typed imperative language given in [5,11]. It consists of Phrases, 
which are either expressions e or commands c. 
(phrases) P ::= e | c 
(expressions) e ::= x | n | e1 op e2| …… (1) 
(commands) c ::= x := e | skip | if e then c1 else 
c2| while e do c | c1; c2 
 Meta variable x ranges over identifiers, and n over integer literals. Integers are the only values. We use 
0 for false and 1 for true, and op ranges over arithmetic and Boolean operations. We formalize the idea that 
program c does not leak information from H variables to L variables by the noninterference property which 
states that someone observing the final values of L variables cannot conclude anything about the initial 
values of H variables. 
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 The Static type checking is typically expressed as an attempt to prove a type judgment. The  formula Г 
|− p: ρ  typically has the meaning that in the environment Г, the phrase p has the typeρ . If the phrase p is 
the entire program, this formula expresses the idea that the program is well-typed in a typical compiler. An 
identifier typing is a finite function mapping identifiers to ρ types; Г (x) is the ρ type assigned to x by Г. 
 Programs that are well typed under this type system are guaranteed to satisfy noninterference. While 
noninterference is the usual way to define confidentiality and is useful for specification of security 
dependency, it is over restrictive for a program that is designed to release some  confidential information as 
part of its functionality. So there is a need for downgrading policy [14,15] to  make a new characterization 
for confidentiality that consider a delimited information release [1] and protect web application program 
against laundering attacks. Based on this need, we add some change to the expression syntax of the 
imperative language described above in (1) to declassify the security level of expression e intentionally to 
lower security level l. 
(expressions) e ::= x | n | e1 op e2 | 
declassify (e, l ) …… (2) 
Where l ranges over security levels. We assume that the security levels are elements of a security lattice L 
described in section 2. The specification of security must be relative to the expressions that appear under 
declassify operators. These expressions can be viewed as a part of the security policy, as they specify the 
“escape hatches” for information release. The new security specification delimits information release by 
only allowing release through escape hatch expressions as described in the definition of delimited 
information release given in [1]: 
 However, we believe that this definition is necessary in any web language that hopes to prevent 
laundering attack and provide secure web computing. 
 However downgrading policy does not only control how confidential data is released to the publics but 
it also controls how trustworthy information is updated as it controls the way in which un trusted user inputs 
can be intentionally trusted when it is needed. Thus, by enforcing downgrading policy for integrity, we can 
guarantee flexibility in web application system structure in addition to the prevention for the kinds of web 
application vulnerabilities that are considered a violation for the integrity policy such as SQL-Injection and 
Cross site scripting (Xss) vulnerabilities. To illustrate this concept in type system, we consider the security 
lattice L described in section 2. It has two elements tainted as its upper bound and untainted as its lower 
bound. If untainted arguments are used to execute the command, then the command is typed checked. On 
the other hand if the arguments can be tainted or untainted then the execution path can trigger an integrity 
violation. To address this issue, we need to consider the function call in defining the expression of the 
imperative language mentioned  previously in (1) as follows: 
e ::= x | n | e1 op e2 | f(x) 
Where f(x) represents a function call and we consider the command that do not induce integrity violation is 
considered a valid command. To check the program validity, we define type  judgment and judgment rules. 
 Denoted as Γ |− C → Γ/, a type judgment specifies a type environment Γ in which the execution of a 
command C is valid, and becomes Γ/ as a result of the execution. 
 At call sites to sensitive functions, SATISFY (Γ, f, x) checks whether Γ(x) satisfies function f’s 
precondition. We derive type judgments according to command sequences and raise an error when 
SATISFY (Γ, f, x) fails. That is, given a program P and its initial type environment Γ0 (usually mapping all 
variables to untainted), then the validity of P depends on whether we can derive the judgment Γ0 |− P →Γ. 
 
7.  Conclusion:  
 In this paper we discussed the information flow security in web application environment. We stated the 
different web application vulnerabilities and formalized them as an insecure information flow problem. In 
addition, we mentioned the security limitations in the existing web scripting languages. Finally we 
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discussed the different challenges for designing of a web scripting language that uses the language-based 
information flow control approach to guarantee end-to-end security in web-based information systems.  
 We used the type system approach on a simple imperative language to address the security properties 
that must be held in the semantics of the web scripting  language to prevent the common web application 
vulnerabilities. We believe that the challenges that we are discussed here are necessary to be considered in 
the design of any security typed web scripting language that hopes to provide secure web computing. 
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Abstract: 
 Cloud Computing is one of the important technology in the field of computer, Information and 
Electronic related domain. Cloud Computing is dedicated to flexibility of sharing resources and hence it 
is also treated as resource sharing technology. In Cloud computing it is possible to share hardware and 
software to its dedicated peers. Use of cloud computing makes your work very easy at anywhere, anytime 
on internet. Cloud delivery is suitable for a wide range of security services for basic needs such as 
malware, security monitoring, and policy compliance and application security. Organizations use the 
Cloud in a variety of different service models (SaaS, PaaS, IaaS) and deployment models (Private, 
Public, Hybrid). There are a number of security issues,concerns associated with cloud computing but 
these issues fall into two broad categories: Security issues faced by cloud providers (organizations 
providing software-, platform-, or infrastructure-as-a-service via the cloud) and security issues faced by 
their customers. This paper highlights some issues related to cloud security and suggest solutions. 
 
Keywords:  Cloud Computing, Cloud Security, Private Cloud, Public Cloud, Hybrid Cloud. 
 
Introduction: 
 Cloud Computing is the combination of technology, platform that provides hosting and storage service 
on internet. Many companies developing and offering cloud computing products and services but have not 
properly implications of processing, storing and accessing data in a shared and virtualized environment [1]. 
Cloud computing let you access all your applications & documents from anywhere in the world, freeing you 
from confines of desktop and make it easier for group members in different locations to collaborate [2]. 
This cloud infrastructure roughly categorizes into either private or public. In private cloud, infrastructure is 
managed and owned by customer and located on premise. Customers data is under his control and is only 
granted to trusted parties. On the other hand in case of public cloud  the infrastructure is owned and 
managed by cloud service provider and customer data is outside his control and cloud potential be granted 
to untrusted parties[2]. So here security will come into picture. Cloud is classified into three major 
segments: 
1)  Saas – Software–as-a-service, service provided as applications to consumer using standardized 

interfaces. e.g.- Google applications, Facebook, Youtube etc.   
2)  Paas – Platform-as-a-service, service provided as operation and development platform to consumers. 

e.g. Microsoft Azure, Google AppEngine,Amazon Simple DB/S3. 
3) Iaas – Infrastructure-as-a-service e.g. Amazon EC2. GoGrid FlexiScale [3].  
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 As shown in above figure there are mainly three types of cloud computing Public cloud, Private cloud 
&  Hybrid cloud. The Private Cloud is used by single organization but public cloud is used by more than 
one. So in comparison, private cloud gives better control & more flexibility. Hybrid cloud is combination of 
both private & public cloud & it is mostly used by industries. Cloud Computing is an evolution of on-
demand information service. The applications of cloud are increasing in many sectors like in IT, agriculture, 
automobile, medical etc. There are lot of advantages of using cloud services but we should always consider 
the major security issues in cloud computing. There are multiple techniques used in cloud like Public cloud 
computing, Private cloud computing, Internal, External cloud computing. But data is not 100 % secured in 
any of these techniques. The major benefits of cloud are  

a) Cost Efficient 
b) Almost Unlimited Storage  
c) Backup and Recovery 
d) Easy Access to Information 

 
Objective: 
 The paper focuses on Cloud Computing Security issues and provides Suggestions.  
The major issues in cloud computing security are  
a) Technical Issues- It is possible for you to retrieve information at any time any where there is Internet 

connection, if there is no any dysfunction related to your service provider. 
b) Prone to Attack- There is a possibility of lurking of data because nothing  on Internet is completely 

secure. 
c) Data Security- This is an important part in cloud computing security.  To avoid data loss there are 

multiple techniques used which is briefly listed in this paper. 
d) Host security. 
e) Network Security [15] 
 As there are so many challenges in cloud computing then why it is necessary for industries to use it, 
because on cloud it is very easy to store large and secure data for small as well as large organizations. It is 
also easy to categories your data in the form of software, platform of infrastructure by using cloud category. 
 
Research Gap: 
 Now a day’s cloud computing is an increasing craze in IT world. It is useful for multinational 
companies as well as small organizations. Organizations are completely depends on service providers 
(cloud). This paper just list out problems in today’s cloud computing security but do not discuss on future 
problems that may arises like below. 
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Hardware capability improvements: The inevitable improvements in processor speed and increased 
memory capacities across IT infrastructure will mean that the cloud will be able to support more complex 
environments with improved performance capabilities as standard. 
 
Tackling complexity: Despite the efforts of multiple technology vendors this challenge of complexity 
remains unresolved. IT architectures continue to be difficult to implement, under-utilized and expensive to 
operate. The massive scale of cloud computing only strengthens the need for self-monitoring, self- healing 
and self-configuring IT systems comprising heterogeneous storage, servers, applications, networks and 
other system elements 
 
Increasing use of mobile devices: Laptop sales have overtaken desktops over the last few years and the 
trend will continue as an increasing range of mobile devices such as notebooks. Mobile phone incorporates 
many of features found on desktop based PC only. .[14] 
 Here is a comparison between the situation before the cloud computing and after the cloud computing. 
Before the use of cloud computing it was very difficult to store large data. To store large data required 
increase in size and number of servers and it was very complicated to maintain the networking between the 
servers. If anyone server has failed then whole network will be collapsed. Automatically it will affect on 
cost estimation of that organization. You need a whole team of experts to install, configure, test, run, secure, 
and update data. It will be manageable for small scale industry but what about large scale industry. After 
cloud computing concept was evolved it is very easy to maintain this data because there is another service 
provider who will store and protect your data and it is very helpful for small as well as large scale industry. 
With a cloud app, you just need to open a browser, log in, customize the app, and start using it. So this is a 
part of research gap in this paper. 
 
Literature Review 
1) Security threats on cloud users are both external and internal.  
 An application level security is depends on cloud user first and secondly provider is also responsible for 
the providing physical security and for enforcing external firewall policies. Security for intermediate layers 
of the software stack is shared between the user and the operator. The lower level of abstraction exposed to 
the user, the more responsibility goes with it. Cloud providers must guard theft or denial-of-service attacks 
by users. In other words, users need to be protected from each other. Virtualization is widely used in today’s 
clouds because of its powerful defense and protection against most of the attempts by users to attack each 
other or the underlying cloud infrastructure [5]. 
2)  Architecture of a Cryptographic Storage Service. 
 Cloud architecture consists of three components: a data processor (DP), that processes data before it is 
sent to the cloud; a data verifier (DV), that checks whether the data in the cloud has been tampered with; 
and a token generator (TG), that generates tokens to enable the cloud storage provider to retrieve segments 
of customer data; and a credential generator that implements an access control policy by issuing credentials 
to the various parties in the system (these credentials will enable the parties to decrypt encrypted files 
according to the policy) [2].  
3) There are numerous security issues for cloud computing as it encompasses many technologies 
including networks, databases, operating systems, virtualization, resource scheduling, transaction 
management, load balancing, concurrency control and memory management [1]. 
4) Four Major Trends That Impact Cloud Security- 1) Changing attackers and threats 2) Consumerization 
of IT. 3) Evolving architecture technologies. 4) Dynamic and challenging regulatory environment [6]. 
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5) As data security is an important issue in cloud computing then multiple techniques are used for this 
problem like Access Control Techniques, Data Categorization and the Use of Data Labels, Application of 
Encryption for Data at Rest and in Motion etc.[15]. 
 
Challenges & its Suggestions: 
 The major Cloud Computing challenges related to security are as below.  
1) Data Protection – Security of data is important when it is in rest and when it is in transfer that data 

should be encrypted in all time and that should be decrypted at relevant clients only those having own 
encryption keys[7].  

2)  User Authentication – Data must be used by authorized users only so that providers have data access 
logs and to verify that only authorized users are accessing the data.  These access logs and audit trails 
additionally need to be secured and maintained by companies for as long as the company needs or legal 
purposes require [7]. 

3)  Contingency Planning – Companies should have contingency plan if their cloud provider will be 
corrupt or fail. 

4)  Parameters affecting on cloud security – 

 
5)  Costing Model - Use of Cloud can significantly reduce the infrastructure cost, and increases the cost of 

data communication, i.e. the cost of transferring an organization's data to public cloud and community 
Cloud .The cost per unit of computing resource used is likely to be higher. This problem will be avoid 
if the consumer uses the hybrid cloud deployment model where the organization's data is distributed 
amongst a number of public/private (in-house IT infrastructure)/community clouds and intuitively, on 
demand [8]. 

6)  Charging Model- For SaaS cloud providers, the cost of developing multi-tenancy to single-tenancy. 
include: re-design and redevelopment of the software that was originally used for, cost of providing 
new features allow for intensive customization, performance and security enhancement for concurrent 
user access, and dealing with complexities induced by the above changes. Therefore, a strategic and 
viable Charging model for SaaS provider is crucial for the profitability and sustainability of SaaS cloud 
providers.[8] 

7)  Service Level Agreement (SLA)- It is vital for consumers to obtain guarantees from providers on 
service delivery. Typically, these are provided through Service Level Agreements (SLAs) negotiated 
between the providers and consumers. SLA is a way that has an appropriate level of granularity, 
namely the tradeoffs between expressiveness and complicatedness, so that they can cover most of the 
consumer expectations [8]. 

8)  Host Security- The host running the job, the job may well be a virus or a worm which can destroy the 
system from malicious users  
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9)  Network security issues-Denial of Service: where servers and networks are brought down by a huge 
amount of network traffic and users are denied the access to a certain Internet based service. Like DNS 
Hacking, Routing Table “Poisoning through congestion, delaying or dropping packets, or through 
resource hacking [15]. 

 
Suggestions in cloud: 
 Cloud Security is highly important - This means that organizations with cloud security and other tools 
will be able to adopt and protect next-generation IT trends without too many complications [9]. 
1) The big data-enabled feature- Now a days big data is not a  phenomenon but it is rapidly increasing 

phenomenon as organizations continue to use tools like social media and mobile devices that produce 
mountains of information per use. In the coming years, leveraging big data will be a necessity to remain 
competitive because the information gathered will allow firms of all sizes to reduce costs, improve 
customer service and efficiency in the workplace [10].  

 
2) Cloud data protection methods- In order to protect data you can use following techniques. 
2.1. Authentication and Identity- Authentication is usually predicated on an underlying identity 

infrastructure. If file is used by single user then it is secure but same file is used by multiple users then 
it is not possible to protect it [15]. 

2.2. Access Control Techniques-Access control mechanisms are a key means by which we maintain a 
complex IT environment that reliably supports separation and integrity of different levels or categories 
of in format ion belonging to multiple parties. But access controls do not stand on their own; they are 
supported by many other security capabilities, access control is dependent on an identity management 
capability that meets the needs for the implementation.[15] 

2.3. Data Categorization and the Use of Data Labels - In identifying and categorizing data, what we face 
is a multifaceted problem. Besides identifying classes of information that are sensitive or otherwise 
have value and labeling such information according to its characteristics, we need to protect such data, 
usually by means such as file permissions, encryption, or more sophisticated container approaches. We 
also need identity-based access controls to support organizational access policies. Data or information 
labeling is one information security technique that has been used to great success for classified 
information such as the hierarchical categories of Unclassified, Confidential, Secret, Top Secret, and 
Compartmented [15]. 

2.4. Application of Encryption for Data at Rest and in Motion-Encryption is a key component to protect 
data at rest in the cloud. Employing appropriate strength encryption is important: Strong encryption is 
preferable when data at rest has continuing value for an extended time period. If such long-term value 
encrypted data is obtained by a third party and if they have an extensive period of time to break or 
crack the encryption, then the reward can be well worth the effort. There are multiple ways of 
encrypting data at rest  

Full Disk: Encryption of data at the disk level—the operating system, the applications in it, and the data the 
applications use are all encrypted simply by existing on a disk that is encrypted.  
Directory Level (or File system): In this use of encryption, entire data directories are encrypted or 
decrypted as a container. Access to files requires use of encryption keys. This approach can also be used to 
segregate data of identical sensitivity or categorization into directories that are individually encrypted with 
different keys.  
File Level: Rather than encrypting an entire hard drive or even a directory, it can be more efficient to 
encrypt individual files.  
Application Level: The application manages encryption and decryption of application-managed data. [15] 
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2.5 Data Masking -This technique is aimed at reducing the risk of exposing sensitive information. Data 
masking has also been known by such names as data obfuscation, de-identification, or 
depersonalization. These techniques are intended to preserve the privacy of records by changing the 
data so that actual values cannot be determined or re-engineered. [16] 

 
3) Increase communication- The more conversation that exists within IT teams, Service  Providers, 
organization - the more effective data protection can be. Centralize data and monitoring keeps cloud 
security efforts is very good work . While it remains key to equip IT employees with the tools necessary for 
secure data within the cloud, a staff-wide culture of awareness of data and email security best practices can 
be an invaluable asset, too.[11] 
 
4)  Always backup your data - One of the most overlooked aspects of and one of the easiest way to 
increase the control of your data is to make sure that whatever happens, you have a secure backup of that 
data.  
 
5)  Get references from other clients - When in doubt, ask your cloud provider for client references to 
check out that, they are also facing the same problems related to security. Financial, healthcare, insurance, 
or government organizations are a good start. References don’t guarantee anything. Be sure to contact these 
references directly when possible to see what these companies are using the cloud services for the same 
purpose. 
 
6)  Consider a hybrid security model - Incorporate a mix of services delivered in-the-cloud and on 
premises. This can help allay data security and privacy concerns as well as leverage legacy investments. 
 
7)  Choose wisely - When selecting a partner to deliver services via the cloud, select a partner with a 
heritage in both IT and security services. Verify that risk mitigation is part of the provider's security 
practice. Pick a service provider that can integrate IT, security and network services, as well as provide 
robust service-performance assurances [13] 
 
Conclusion:-  
 This Paper introduce security challenges and provide suggestions in cloud computing. Also give brief 
information about various useful data security methods used in cloud. In the future, we will extend our 
research by providing implementations and producing results to justify our concepts of security for cloud 
computing. 
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INTRODUCTION  
I SUMMARY OF CLOUD COMPUTING 
 
A. What is Cloud Computing 
 When we talk about the origin of cloud computing, we’ll first discuss the three evolution stages of the 
IT and data center[1]. The first stage is the time when the computer was born. Because the chips and other 
hardware resources were relatively expensive, the data and the data processing were concentrated in one 
computer, and the use terminals were only simple input and output terminals which did not have a 
computing power. The second stage is that with the development of large scale and very large scale 
integrated circuit technology, the hardware became popular. At this time, the single computer’s computing 
power and storage capacity became so powerful that the transaction processing and storage were finished 
over a single computer. Then it comes to the third stage. In order to meet the needs of supercomputing 
power and also for the purpose of convenient management and saving energy, data storage and computing 
power are concentrated and rented out in the form of business. This period is called "cloud computing" 
stage. Specific evolution process is delivered in Figure 1. 
 
 
 
 
 
 1960-70                             1980-90s                         21-century    
 
Fig.1 Evolution of Data Storage and Computing Ability 
 
B.  Cloud Computing Concept. 
 Cloud computing is the aggregation of grid computing, distributed computing, parallel computing, 
utility computing, network storage technologies, virtualization, load balance and so on. In the narrow sense, 
cloud computing refers to the delivery and using model of the IT infrastructure; it means the users have 
access to the required resources in an on-demand and easy-expanding way through network. However, in 
the broad sense, cloud computing refers to the service delivery and using mode. This service can be IT, 
internet software and other services. It means that computing power can also serve as a kind of commodity 
through the Internet. [2-3 ]. 
 
II  CLOUD COMPUTING ARCHITECTURE  
 Cloud computing is divided into three layers of framework. The first layer is IaaS Infrastructure-as-a-
Service) in which users can obtain the computer infrastructure through the Internet. The second layer is 
PaaS (Platform-as-a-Service). In PaaS�software development platform is submitted to the users as a service 

Concentration Dispersion Concentration Cloud  

Age 
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. The third layer is SaaS (Software-as-a-Service): the users don’t need to buy the software. They can 
manage the business activities of enterprises by renting the software based on web from Internet [4].See 
Figure 2. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Fig.2 Frame Diagram of Cloud Computing 

 
III  ADVANTAGES OF CLOUD COMPUTING 
A. Obtaining Large Computing Power. 
 For a single machine, the computing power and storage space is very limited. Just like the urban water 
supply, it is impossible that every household dug a well. In fact, all the water is coordinated and scheduled 
by tap water factory, and then each user can get water he needs. Thus, the maximum degree of balance is 
achieved. Cloud computing is based on this idea: a professional cloud computing company supplies super 
computing power, super storage, and makes them assemble, decompose and coordinate freely through 
virtualization technology. The terminal users just "release task and wait for result" by network. 
B. Professional Management, Security and Reliability. 
 Cloud computing services providers have a professional management team in data security, virus 
protection, data sharing, hardware and software update and so on. They can rapidly respond and provide a 
safe and reliable service for users. See Figure 3. 
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Fig3: Usage sketch of computing 
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C.  Common Applications of Cloud Computing 
 The typical application of cloud computing in daily life is email service. The user registers an email 
address, and then they can send and receive emails and need not to know where the email server is, what the 
principle is and so on. At the same time, based on cloud computing the mailbox capacity can get a big 
promotion. Other applications include such as search engine, online transactions, online videos and so on 
[5]. It is predicted that global cloud computing market scale will reach $40.7 billion in 2011, and by 2020 
the data will have reached $241 billion. There will be a more than 5 times growth. According to Cisco's 
latest research results, the cloud computing services flow in the world market will grow to an amount 12 
times in 2015 than that in 2010, with a compound growth rate 66% [6]. Google, Amazon, Oracle, Microsoft 
and SAP have or will have access to cloud computing by purchasing. Out of question, the cost and 
complexity of using cloud computing will be gradually reduced. 
 
THE APPLICATION OF SOFTWARE TESTING IN CLOUD COMPUTING ENVIRONMENT 
A.  What is Software Testing 
 Software testing is a key step to guarantee software quality. It is a process to test the function and 
performance of software product according to testing plan and flow by using test tools. Tester can design 
different test cases, make or use different test tools, and then do some destructive verification and 
validation. At last, the tester analyzes and evaluates the test results, track defects, and gradually optimizes to 
make sure that the software products meet users' needs [7-8]. 
B.  Software Testing Steps 
 Firstly, draw up the test plan. Software testing should start with software development. Therefore, the 
software testing team or the engineer should get well acquaintance with the requirement specifications, 
analysis, design plan and other materials together with software developers, and thus draw up the software 
test plan. Test plan include the performance and function target clearly.  Secondly, construct the test 
environment. The testing team should construct the same test environment with actual environment based 
on the requirement specifications or systems instructions. This time two aspects should be considered: on 
the one hand, the hardware environment, such as the server, the client, the network bandwidth; on the other 
hand, software environment, such as the operating system, the database and so on. Thirdly, execute the test. 
Test execution process must be determined according to the test plan target, such as the number of 
concurrent users, disaster recovery ability and so on. Manual or automatic test method are applied in the test  
environment, the testers survey the server's response time, the server’s memory, CPU occupancy rate, etc, 
and determine the performance of the server and software . Fourthly, analyze the test result and optimize. 
The testers find and track software bugs, and analyze them, trying to find the problems which may hide in 
the modules, codes or the system configuration and then clear them. At last testers do some optimization to 
systems, modules or system configuration. 
 
THE DEFICIENCY OF THE TRADITIONAL TESTING 
A.  It's Difficult to Obtain Large Scale Computing Power. 
 Sometimes, millions of virtual users should be generated in performance test, which needs large 
hardware. It's almost impossible to finish the test especially for small and medium enterprise or individual,  
B.  It's Unaffordable to Purchase the Needed Test Software and Hardware to Create Test environment. 
 Some professional test software such as Microsoft Test Manager, Loadrunner, QTP, professional 
database, operating system, etc, are very expensive and update quickly. It's a waste to purchase the software 
and hardware for a certain Test. 
C.  It's Complex to Configure Test Environment. 
 Now most of the software system adopts B/S structure. network configuration, enterprise firewall 
configuration, registry settings, the relationship with other applications and so on. The combination of 
configuration grows by geometric parameters. Configurations are extremely difficult. 
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D.  It's Difficult to Construct the Test Cases. 
 Because of the lack of accumulation, traditional testing has to build different test cases for every test, 
especially in the field of fuzzy testing, safety testing, performance testing which need expert experience. 
 
ADVANTAGES OF CLOUD TESTING  
 Cloud testing [9] is a new type of test method based on cloud computing technology. Cloud testing 
provider prepares various test platform (software and hardware, operating system, database) and a variety of 
browser. The user can get the test results by merely presenting test goal and testing environment 
requirement. Cloud testing has the following advantages: 
A. Rapid Response 
 Cloud testing provider can finish much work such as hardware and software installation, environment 
configuration and maintenance, tools configuration, middleware configuration and so on, It's quick and 
economical. Generally, through virtualization technology, the cloud testing providers can create a new test 
environment just in several hours. And if the environment the user required already exists, the user can 
immediately get it. 
B.  Saving Money 
 Users need not to buy expensive test software, operating system and database, etc. They only need to 
pay a little lease fee. 
C.  Easier Expansion 
 Through the virtualization technology, the cloud testing provider can integrate or disassemble he 
hardware resources and software resources very conveniently in order to adapt to the needs of users. 
D.  Improving Efficiency 
 Cloud testing can significantly reduce the time of creating test environment, and when some problems 
arise in test, the users can obtain the professional and quick services from the cloud testing provider. On the 
other hand, the accumulation of test cases in the cloud testing center can be easily reused, these greatly 
improve the efficiency of the cloud testing. 
Advantages and disadvantages of the traditional test and  cloud test, please see table 1. 
 

Test method Traditional test  Cloud test 

Large computing power  Can’t Easy  
Efficiency  Low  High 
Cost(software and hardware) High Low 

Environment configuration Difficult  Low 
Extensibility Low  High 
Security and reliability High  High  

Table.1 Advantages and Disadvantages of the Traditional Test and Cloud test 
 
WHAT TESTS ARE SUITABLE FOR CLOUD TESTING 
According to the characteristics of cloud testing, we can see "cloud testing" is good at the following items: 
A. Hardware environment test: test the performance of software system in different hardware environment 

conditions; 
B. Automated function test: construct test cases for  automatic testing by automated software test tools; 
C. Software environment test: test the performance of software system in different operating system, 

database, different browsers, and their various versions; 
D. The performance test: under a certain pressure, test the performance of software system (including the 

response time, error rate , memory and CPU consumption rate, etc.);  
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E. Adaptability test: test the performance of software system in different firewall and anti-virus software, 
test the reliability and disaster recovery capacity when disaster occurs. 

 
CLOUD TESTING SOFTWARE:  At present, cloud testing service providers are mainly foreign 
companies [10]. For example, cloud Testing is a cloud testing platform which can provide a variety of 
platform and different browsers according to user's demand; Developed by SOASTA company cloud testing 
features a typical B/S structure, which is able to test any Web applications, covering performance test, 
function test, regression test, etc.; the kite tools developed by Keynote company provides visual analysis 
report of server's performance. HP's load runner cloud test software can provide comprehensive test scheme. 
It can test the efficiency, strength and reliability. In China, some cloud testing service providers also appear 
in many provinces, such as the professional third party Test service provider----Banmo cloud which 
launched Allday Test platform for web software test. 
 
 
THE DEVELOPMENT OF SOFTWARE TEST IN THE CLOUD COMPUTING ENVIRONMENT 
A. Professional. 
 "Let professional people do professional thing" is the inevitable trend of the society. Cloud testing 
platform can not only provide convenience in hardware and software but also provide expert services, 
including test cases, test data, test automation etc. For example, to test reading the disk data, one program 
reading different data in many places or many programs reading the same data in one place are easily 
realized in cloud testing. And the changes of hard disk, RAM, stack are recorded. And after a time, cloud 
testing center can report the whole test process to test workers without any personnel job. 
B. Low Cost. 
 In cloud testing, users do not need to buy or to prepare many hardware resources, do not need to buy or 
install various types of test software, also do not need to make complex deployment for test system. What 
they need to do is submit the basic information of testing purpose, software and hardware environmental 
requirements, the number of virtual machine and so on to the cloud testing organizations, and then pay for 
the rent. The upgrade and maintenance work is completely done by cloud testing providers. 
C. Software and Hardware Platform Support 
 When all people consistently consider there is good prospect of the development of the cloud 
computing, a problem comes out, i.e. there are public cloud, private cloud, industry cloud, comprehensive 
cloud… How to select, construct and use cloud computing power effectively? The fast construction and 
support of soft and hardware is the natural advantage of cloud computing. Cloud testing provider must 
provide mature, secure renting solutions for clients. A report points out most of the cloud testing potential 
users are the medium and small enterprises and individual users. Some big companies often build their 
private cloud because they worry about cloud's elusiveness and security. But for small and medium-sized 
enterprises, using cloud testing can indeed leave out the construction of software and hardware platform, 
thus reduce information cost. 
D. Bandwidth Promotion 
 Cloud testing’s success greatly depends on the network environment. So the deep development of cloud 
testing is restricted by the network bandwidth. Cloud testing center must have enough bandwidth to respond 
to more service, and to meet the demand of a strict time delay. With the development of society, the 
network bandwidth will become more and more powerful and its restrictive effect over the cloud testing 
development will also reduce gradually. 
E. The Innovation and Diversification of Paying Method 
 Cloud testing must enable the customers to pay for the needed test service in a flexible, convenient and 
measurable way. In IaaS, PaaS, SaaS structure, every layer can provide services by the virtualization 
technology, so the payment mode of the cloud testing must be various. Common payment mode include 
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"according to the bandwidth, according to flow, according to the number of rent hardware, etc". In the 
future, for the test which only rent the hardware, software or test cases of the cloud testing, payment may be 
"according to the content of the quantity and difficulty". For the fully outsourcing cloud testing, the 
payment mode  "according to the function point, testing time length, the number of bugs, bandwidth  
requirements, analysis reports, etc" can be added. Of course, the combination of a variety of payment mode 
is feasible. 
 
SUMMARY: Cloud computing is the next key point of information technology in the cloud environment 
and the applications of information technology will be changed greatly. The effective combination of the 
software testing and cloud computing technology is not only the innovation of software testing model, but 
also extension of the cloud computing in the application field. This paper introduces some knowledge of the 
cloud computing and software testing , expounds the advantages and developing trend of software testing in 
the cloud computing environment, and provides certain reference for diversifying the software testing 
method and developing the cloud computing applications. 
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Abstract: 
 Supply Chain Management (SCM) is the new buzzword is today’s world. The main objective of this 
research is to study the supply chain improvement through Value Analysis technique and to analyze its 
affects on entire supply chain system. SCM comprises of material flow, cash flow, information flow right 
from tier two suppliers to ultimate customer. In this research we have tier one supplier & Original 
Equipment Manufacturer (OEM) transaction only which involves material & information flow and 
worked on shift of supplier location. 
 In this research we analyze the existing supply chain transaction between supplier & OEM with 
considering various factors like inventory trend in number of days & also inventory in value, type of 
material packaging, transportation terms and freight costs. From this analysis we want to test the scope 
of improvement from supply chain point of view if we shift supplier location from existing one. 
Improving productivity is crucial factor in facing the challenge of competition & this involves driving 
down the cost of all aspects of business activities. Since there is maximum scope of cost reduction in the 
area of materials, doing the job of efficient & effective management of materials is seen as the key to 
higher productivity. 
 The expected result is improvement in the supply chain in terms of quality & quantity of raw 
material, inventory reduction, packaging improvement without any further investment.  
 
Keywords: Supply Chain Management, Inventory Management, Value Analysis 
 
CONCEPTS 
 The literature of SCM has exploded during last decade; it is a new buzz word for the current business 
models. SCM focuses all activities involved in production and delivering a final product or service, from the 
various sub-tiers to end customers, its theoretical framework originated from multi-echelon inventory 
models (Clark and Scarf 1960). The idea of cost-cost tradeoffs was introduced showing that the lowest total 
cost might be achieved by pursuing the lowest cost of each logistics process constituent. Hence, the concept 
of logistics integration was introduced by Bowersox (1969). 
 The idea of SCM is to evaluate the process of planning, implementing and controlling the movements 
of materials and finished goods all the way into end users.  
 Copra and Meindl (2001) defines the objective of SCM is to maximize the overall value of each of the 
chain. This is in accordance with what Siem (2005) has stated, SCM strives to get “the right things to right 
places at the right times for maximum profits” 
 
OBJECTIVES OF THE STUDY 
1. To study and observe the supply chain process of an automobile company. 
2. To analyze the effect on shift in vendor location. 
3. To analyze improvements in supply chain management. 
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DATA & DATA ANALYSIS: Vehicle Manufacturing Company at Chakan produces variety of models. 
There is in house production of vehicle engine only, rest of the child parts are procured from tier one 
suppliers. Being an OEM, company procure child parts, components & subassemblies needed for 
production from vendors & sale the finished products i.e. vehicles to customers. Hence the major functions 
at company, Chakan are purchasing of child parts & assembly of the same. All purchase related activities 
are looked after by department SCM which is considered as backbone of the plant as it ensure the right 
material, in the right quantities, with the right delivery (time and place), from the right source, and at the 
right price with the help of smooth supply of material, information & money along the whole chain right 
from supplier to ultimate customer.   There is commodity wise procurement of child parts at company 
namely Casting & Forging, Electrical & Proprietary, DAC, Trim and Sheet Metal researchers have done 
research in electrical & proprietary commodity which encompasses parts pertaining to electrical system, 
ignition system, lighting system and engine assembly parts.  Vendor group is having two different plants 
one at Nasik and another at Chakan, Pune. Vendor group keep supplying carryover parts of Chakan plant 
along with child parts from their old Nasik plant. Also they have established new plant at Chakan for 
supplying wiring harnesses to trucks. The below table furnishes details of child parts supplied by vendor. 
Also below table furnishes information regarding transportation of material from supplier end to Company  

 

V code  Location INCO terms Transporter Approximate distance from Company 

DV043B Nasik Ex works Third party 250 KM 

DV043D Chakan Free delivery Vendor's own 5 KM 
 
INCO terms mean (IN-warding Condition) terms: 
 
Mainly there are two types of INCO terms. These are as follows: 

• Ex works – Company picks consignment from Vendor end through third party logistics. 
• Free delivery – Vendor delivers consignment to Company through his own transport. 

 INCO terms for vendor Nasik are Ex-works where material is delivered to Company through 
Transportation Company which is having collaboration with Company logistics. Vendor used to deliver 
material at Transportation Company’s warehouse which then subsequently gets delivered to Company.  

Part No Description Vendor CODE Vendor 
Location 

1801CA0480N ROOF LAMP WIRING HARNESS DV043B Nasik 
1801EA0160N HIGH MOUNTED STOP LAMP W/H DV043B Nasik 
0098780 EARTH CABLE -VE MDI SC/DC DV043B Nasik 
1401CA0751N BATTERY CABLE POSITIVE DV043B Nasik 
1401CA0741N BATTERY CABLE NEGATIVE DV043B Nasik 
7905UAP00161N WIPER MOTOR HARNESS DV043D Pune 
7905UAP00061N W/H GPS DV043D Pune 
7905EAP00171N WIRING HARNESS DBV vendor DV043D Pune 
7905UAP00190N WIRING FOR SPEEDO GROUND DV043D Pune 
7905FAU00041N W/H AIR PRESSURE TRANSDUCER DV043D Pune 
7905UAQ00011N W/H AIR FILTER CLOG SENSOR DV043D Pune 
7905UAP00071N W/H GPS Speaker DV043D Pune 
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INVENTORY DATA 
 Inventory is commonly used to describe the goods and materials that any firm holds for certain 
purpose. In other word stock is commonly used to describe the capital invested in a business. Generally raw 
material inventory is important from purchasing point of view. Inventory management is a science primarily 
about specifying the shape and percentage of stocked goods. How much to carry? Is the main question in 
inventory management, as one has to keep this inventory value as low as possible to have less investment of 
capital in material at the same time one has to ensure that there will not be any production loss due to non 
availability of raw material with right material, at right time & right place. The generic formula for 
calculating this inventory value or quantity, below mentioned are considered.  
• Average Daily Demand (ADD). 
• In Transit Lead Time (ITLT) - in days. 
• Vendor Response Time (VRT) - in days. 
• Internal Lead Time (ILT) - in days. 
• Safety Stock (SS) - in days. 
So minimum inventory which need to be carried is calculated as: 
Minimum Inventory = ADD * (VRT+ITLT+ILT+SS) 
The same formula is applied for vendor Nasik, the data we found is furnished in below tables. 
Inventory in no of days & value in rupees involved when parts are supplied from Nasik plant.  
 

Part 
Number Description Supplier SS 

(Days) 
ITLT      
(Days) 

ILT 
(Days) 

VRT 
(Days) Total  

1401CA0
751N 

Battery Cable 
Positive 

Vendor-Nasik 
7 2 1 2 12 

1401CA0
741N 

Battery Cable 
Negative Vendor-Nasik 7 2 1 2 12 

1801CA0
480N 

Roof Lamp 
Wiring Harness 

Vendor-Nasik 
7 2 1 2 12 

1801EA01
60N 

High Mounted 
Stop Lamp W/H 

Vendor-Nasik 
7 2 1 2 12 

0098780 
Earth Cable -Ve 
Mdi Sc/Dc 

Vendor-Nasik 
7 2 1 2 12 

 

Part No Description Supplier Total  ADD LL 
Moving 
Average 
Price 

Monthly 
Requirement 

1401CA0751
N 

Battery Cable 
Positive 

Vendor-
Nasik 12 250 3000 153.56 460680 

1401CA0741
N 

Battery Cable 
Negative 

Vendor-
Nasik 12 250 3000 117.44 352320 

1801CA0480
N 

Roof Lamp 
Wiring Harness 

Vendor-
Nasik 12 100 1200 43.85 52620 

1801EA0160
N 

High Mounted 
Stop Lamp W/H 

Vendor-
Nasik 12 100 1200 28.16 33792 

0098780 
Earth Cable -Ve 
Mdi Sc/Dc 

Vendor-
Nasik 12 100 1200 18.77 22524 

      

Total 
(Rs.) 921936 
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After analyzing the data researcher have following findings  
• Child parts supplied by vendor Nasik plant are having more inventories, so the capital blocked in the 

same is more. 
• More freight cost involved during the transport from Nasik to Chakan. 
•  Packaging of child parts is corrugated box leading to quality issue & scrap generation. 
• More follow up from buyer in getting the material till it reaches the destination.  
• Possibilities of material damage in transit & due to more material handling.  
• Restricts more fluctuations in body trim in plan. 
• Supply chain is little bit complicated because of involvement of third party logistics. 
• No synchronizing at vendor end between production & supply of parts i.e. there is time lag. 
 
 In order to overcome above mentioned issues, it was necessary to find out what else would do the job. 
After successive discussion with other members from commodity, researchers conclude that the only option 
that can sort out all above mentioned problems is to start supply of all parts from vendor Chakan plant 
instead of vendor Nasik plant. 
 Researchers have discussed the entire subject with vendor with help of the concern buyer & convinced 
them to start supply from their Chakan plant by explaining the consequences of the switch over. They 
agreed in the same & acknowledge their consent. 
 Then there is need to follow Company standard procedure for this switch over, this process is known as 
EN – Engineering change Notice. Following is the process flow EN. 
 

DCR Creation PPRF Released

1st FTR

EN Release

OK

Trial 

Rejected

Not OK

Development at 

supplier

PTR at Supplier End

50 Parts
2nd FTR 

PPAP 

Rejected

PPAP Approved

OK

P
re

 –
E

N
 p

ro
c
e

ss
P

o
st

 –
E

N
 p

ro
c
e

ss

5 Parts

Pre-EN Sign Off

EN Implementation 

PPAP Docs Submit

Pre EN Discussion

 
 
Terms involved in EN process are as follows: 
• DCR – Design Change Request 
• PPRF – Proto Parts Request Form 
• FTR  – Fitment Trial Run 
• PTR  –  Production Trial Run 
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• PPAP – Production Part Approval Process 
• PSW  – Parts Submission Warrant  
 After successful completion of EN process, Vendor  Chakan commenced supply of material to Vehicle 

Manufacturing Company.  
 Below are the major consequences observed after commencing supply from Chakan plant: 
• Packaging Improvement 
• Inventory reduction 
• Freight cost reduction 
• Less in transit damages 
• Vendor code elimination 
 
PACKAGING IMPROVEMENT  
 Packaging is the science, art, and technology of enclosing or protecting products for distribution, 
storage, sale, and use. Packaging also refers to the process of design, evaluation, and production of 
packages. Packaging can be described as a coordinated system of preparing goods for transport, 
warehousing, logistics, sale, and end use. Packaging contains, protects, preserves, transports, informs, and 
sells. 
 Vendor was supplying child parts through corrugated boxes from their Nasik plant. It is one time 
activity of supply through non returnable boxes as once it is used could not be recycled over period of time.  
From vendor Nasik to Company Chakan supply in returnable packaging is not possible because of the 
difficulties in movement of empty returnable bins from Company to vendor. There are chances of holding 
of material dispatches due to non availability of returnable bins at right time & at right location which may 
result into vehicle production loss which is not acceptable at all. 
Consequences of these non returnable packaging are: 
• It  may causes quality issue to battery cables & wiring harnesses 
• It is resulting into scrap generation at Company 
• Unnecessary cost incurred in corrugated boxes. 
• It becomes undesirable for material movement not only from Nasik to chakan but also during in plant 

material movement. 
• Indirectly  affecting environment due to tree cutting required for manufacturing of boxes  
 Supply from Chakan plant has reduced the considerable distance between vendor & customer from 250 
km to 5 km. This has got simplified movement of empty bins from Company to vendor which is much 
easier task than earlier one. So vendor is supposed to commence supply of battery cables & wiring 
harnesses through returnable packaging i.e. Bins. They provided packaging sign off for each child part in 
standard format prepared by Company team, that packaging sign off was signed by vendor representative & 
by members of different departments viz. SCM, Production, Quality Assurance once it got finalized. 
 After successive completion of formalities, procurement of child parts through returnable bins started.   
 
Change in INCO terms 
Drawbacks of Ex-works are as follows: 
• This system is little bit complex.  
• It requires much follow up with transporter & driver by buyer which is hectic & non value adding task.  
• Also cost associated in this transaction is more than actually required. 
• There are possibilities of optimal utilization of vehicle capacity. Vehicles are not loaded to their full 

capacities. 
• There is less synchronization between production at vendor end & dispatch of material resulting into 

time lag. 
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 While INCO terms for vendor Chakan plant is free delivery so it is possible to overcome above 
mentioned drawbacks of Ex-works. 
Below table furnishes the ‘Transport Cost’ Company is paying annually 
 

Freight rate/ Trip No of trips / Month Freight cost / Month Freight cost / Year 
3000 10 30000 3,60,000 

Hence, after shifting vendor to Chakan there would be saving of Rs. 360000 per year. 
 
INVENTORY REDUCTION 
In case of vendor Chakan there is different scenario, no of days & inventory value have been reduced 
marginally: 

Part No Description Supplier SS 
(days) 

ITLT  
(days) 

ILT  
(days) 

VRT 
(Days) Total  

1401CA
0751N 

BATTERY CABLE 
POSITIVE 

Vendor-
Pune 1.5 0.5 1 2 5 

1401CA
0741N 

BATTERY CABLE 
NEGATIVE 

Vendor-
Pune 1.5 0.5 1 2 5 

1801CA
0480N 

ROOF LAMP WIRING 
HARNESS 

Vendor-
Pune 1.5 0.5 1 2 5 

1801EA0
160N 

HMSL W/H 
Vendor-
Pune 1.5 0.5 1 2 5 

0098780 
EARTH CABLE -VE 
MDI SC/DC 

Vendor-
Pune 1.5 0.5 1 2 5 

 

Part No Description Supplier Total  ADD Lower 
limit MAP Value 

1401CA
0751N 

BATTERY CABLE 
POSITIVE 

vendor-
Pune 5 250 1250 153.56 191950 

1401CA
0741N 

BATTERY CABLE 
NEGATIVE 

vendor-
Pune 5 250 1250 117.44 146800 

1801CA
0480N 

ROOF LAMP WIRING 
HARNESS 

vendor-
Pune 5 100 500 43.85 21925 

1801EA0
160N 

`HMSL W/H 
vendor-
Pune 5 100 500 28.16 14080 

0098780 
EARTH CABLE -VE 
MDI SC/DC 

vendor-
Pune 5 100 500 18.77 9385 

      

Total 
(Rs.) 384140 

So due change in supply from Nasik to Chakan there is reduction in days as well as in inventory carrying 
value as shown in below table: 
 

Supplier Inv in days Inventory value INR 

Vendor Nasik 12 921936 

Vendor Chakan 5 384140 

Reduction 7 537796 
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FINDINGS: Once shifting supply of wiring harnesses from Nasik plant to Chakan plant there is lot of 
improvement in various parameters. Below table furnishes the before & after situations of parameters once 
commencing supply from Chakan plant: 

Parameter Before After 

Location Nasik Chakan 
Distance 250 km 5 km 
Inventory In Days 7 3 
Inventory Value Rs.921936 Rs.384140 
Packaging Corrugated Returnable 
INCO Terms Ex-works Free delivery 
Transport Cost Rs.3.6 lac/year Rs. 0 
In Transit Damage More Zero 
Follow Up More Less 

CONCLUSION The manufacturing industry in India as well as other parts of the world is witnessing the 
most challenging period it has experienced in recent history. However this is the time for these firms to 
have a close look at their operations. It is a time to initiate performance improvement programs without 
losing any more time. The case study shows that such initiatives will not only pay back but will help the 
organizations build much needed advantage over competition and retain profitability. 
LIMITATIONS OF THE STUDY 
1. Since this is a special activity, there was some restriction to share information. 
2. Supply chain process becomes time consuming process and hence sometimes it affects on monthly 

targets also. 
3. Before trying any method or technique proper knowledge is required otherwise wastage of raw material 

& other resources becomes greater cause of concern. 
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Quotes 
“Computers in the future may weigh no more than 1.5 tons” 

– 1949, Popular Mechanics. 
“There is no reason anyone would want a computer in their home” 

–  1977 Ken Olson, president, chairman and founder of 
Digital Equipment Corp. (DEC), 

“The computer was born to solve problems that did not exist before” 
– Bill Gates. 

“First to mind when asked what ‘the cloud’ is, a majority respond it’s either an actual cloud, the sky, or 
something related to weather.”  

– Citrix Cloud Survey Guide (August 2012) 
“The cloud services companies of all sizes…The cloud is for everyone. The cloud is a democracy” 
      – Marc Benioff 2010 CEO - Salesforce.com 
Definition 
 Cloud Computing Services: Cloud computing is an phrase more commonly refers to network-based 
services, which appear to be provided by real server hardware, and are in fact served up by virtual hardware, 
simulated by software running on one or more real machines. Such virtual servers do not physically exist 
and can therefore be moved around and scaled up (or down) on the fly without affecting the end user. 
 Cloud Computing as “a Service”…“a commodity” 
 When plugging an electric appliance into an outlet, we care neither how electric power is generated nor 
how it gets to that outlet. This is possible because electricity is virtualized; that is, it is readily available 
from a wall socket that hides power generation stations and a huge distribution grid. When extended to 
information technologies, this concept means delivering useful functions while hiding how their internals 
work. Computing itself, to be considered fully virtualized, must allow computers to be built from distributed 
components such as processing, storage, data, and software resources. Same can be visualized as Water in 
the Tap, Mobile phone billing by seconds, etc… 
 Technologies such as cluster, grid, and now, cloud computing, have all aimed at allowing access to 
large amounts of computing power in a fully virtualized manner, by aggregating resources and offering a 
single system view. In addition, an important aim of these technologies has been delivering computing as a 
utility. Utility computing describes a business model for on-demand delivery of computing power; 
consumers pay providers based on usage (“pay-as-you-go”), similar to the way in which we currently obtain 
services from traditional public utility services such as water, electricity, gas, and telephony. 
 Cloud computing has been coined as an umbrella term to describe a category of sophisticated on-
demand computing services initially offered by commercial providers, such as Amazon, Google, and 
Microsoft. It denotes a model on which a computing infrastructure is viewed as a “cloud,” from which 
businesses and individuals access applications from anywhere in the world on demand. The main principle 
behind this model is offering computing, storage, and software “as a service.” 
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How Cloud Computing Works: 

Cloud Computing is distributed 3 primary layers: 
a) IaaS: Infrastructure as a Service b) PaaS: Platform as a Service c) SaaS: Software as a Service 
 IaaS: In the PaaS models, cloud providers deliver a computing platform, typically including operating 
system, programming language execution environment, database, and web server. Application developers 
can develop and run their software solutions on a cloud platform without the cost and complexity of buying 
and managing the underlying hardware and software layers. With some PaaS offers like Windows Azure, 
the underlying computer and storage resources scale automatically to match application demand so that the 
cloud user does not have to allocate resources manually. The latter has also been proposed by an 
architecture aiming to facilitate real-time in cloud environments. 
 PaaS: offerings may also include facilities for application design, application development, testing, and 
deployment as well as services such as team collaboration, web service integration, and marshalling, 
database integration, security, scalability, storage, persistence, state management, application versioning, 
application instrumentation, and developer community facilitation. 
 Besides the service engineering aspects, PaaS offerings include mechanisms for service management, 
such as monitoring, workflow management, discovery, reservation, etc. 
 SaaS: SaaS has become a common delivery model for many business applications, including Office & 
Messaging software, DBMS software, Management software, CAD software, Development software, 
Virtualization, accounting, collaboration, customer relationship management (CRM), management 
information systems (MIS), enterprise resource planning (ERP), invoicing, human resource management 
(HRM), content management (CM) and service desk management. 
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Service Providers of Cloud Computing: 
 There are several Service providers in the market today, however is it still said that its just about the 
beginning…Few of them as below: 

            
 

             
 

                   
 

          

Company Highlighters 

Amazon Web Services leading 
Google App Engine non-windows 
CloudBees Java, JRails and Grails, Jenkins 
Rackspace Service Registry 
Engine Yard Infrastructure Abstraction layer 

dotCloud 
"guerilla" efforts -- where developers at Fortune 1000 organizations lobby 
internally to use dotCloud for a specific project 

Savvis a history in uptime and reliability 

SoftLayer 

the "bare metal cloud," in which SoftLayer removes the hypervisor from 
the mix and offers customers a choice in customizing its hardware 
infrastructure, including one to 64 processors and access to solid-state drive 
(SSD) storage and a high-speed global network that can be provisioned in 
real time 

ProfitBricks  InfiniBand protocol 

Navisite Time Warner Cable company NaviSite; colocation services 

CloudSigma 
solution is really somewhere between managed services and pure cloud 
computing 

Heroku 
 it allows developers to build and deploy apps using not only Ruby, but also 
Node.js, Java, Python and Scala.  

vCloudExpress 
Terremark is on the frontlines of infrastructure cloud providers 
transforming themselves into competitors AWS 

Sungard Specialized for DR solutions 
Windows Azure Apart from everything else SaaS – windows based 
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Features of Cloud Computing: 
Features Description 
Blobs Binary Large Object 
SOA Service Oriented Architecture 
SOAP Simple Object Access Protocol 
REST Representational State Transfer 
AMQP Advanced Message Queuing Protocol 
SSD Solid State Drives 
JSON JavaScript Object Notation 
CIDR Classless Inter-Domain Routing 

Federated Users 
A federated identity in information technology is the means of linking a person's 
electronic identity and attributes, stored across multiple distinct identity management 
systems 

STS Security Token Service 
CTA Cloud Tier Application 

Columnar 
A column-oriented database serializes all of the values of a column together, then the 
values of the next column, and so on 

MPP Massive Parallel Processing 

RAID 
redundant array of independent disks; Data is distributed across the drives in one of 
several ways 

Scale Up Scale up the hardware configuration for a given Virtual machine 
Scale Out Create a replica of a predefined Virtual machine 

Elasticity 
to adapt to workload changes by provisioning and de-provisioning resources in an 
autonomic manner 

ACID Atomicity, Consistency, Isolation, Durability for DB 
memcached reduce the number of times an external data source must be read 
CNAME Canonical Name record in DNS 
MFA Multi Factor Authentication 

Sticky sessions 

Sticky session refers to the feature of many commercial load balancing solutions for 
web-farms to route the requests for a particular session to the same physical machine 
that serviced the first request for that session. Since requests for a user are always 
routed to the same machine that first served the request for that session, sticky 
sessions can cause uneven load distribution across servers. 

Edge Cache pushing computing away from centralized nodes to the logical extremes of a network 
Cluster Group of servers 
Webmethods 
Glue provide web services/SOAP capabilities to existing Java and C/C++ applications 
Bootstrap System following a standard protocol once booted 
Rip and 
Replace Remove bad instances and reinstate 
empheral 
storage transitory, existing only briefly storage 
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IP Spooling creation of IP packets with a forged source IP address, with the purpose of concealing 
the identity of the sender or impersonating another computing system 

Packet Sniffing  intercept and log traffic passing over a digital network or part of a network 
degaussing process of decreasing or eliminating a remnant magnetic field 
Multitenancy sharing of resources and costs across a large pool of users  
Virtualization allows sharing of servers and storage devices and increased utilization 

Reliability improves with the use of multiple redundant sites, which makes well-designed cloud 
computing suitable for business continuity and disaster recovery 

Cascading used to create and execute complex data processing workflows on a Hadoop cluster 

BigCouch allows users to create clusters of CouchDBs that are distributed over an arbitrary 
number of servers, While it appears to the end-user as one CouchDB instance 

Synchronous 
Synchronous transmission uses no start and stop bits, but instead synchronizes 
transmission speeds at both the receiving and sending end of the transmission using 
clock signal(s) built into each component 

Shardding Horizontal partitioning is a database design principle whereby rows of a database 
table are held separately, rather than being split into columns 

Desktop 
Virtualization using citrix 
BASE Basically Available, Soft state, Eventual consistency 

Eventual 
consistency 

 distributed computing that informally guarantees that, if no new updates are made to 
a given data item, eventually all accesses to that item will return the last updated 
value 

Multipart 
Upload File uploaded in parts in parallel 

Service 
Registry 

an API-driven cloud service built to keep track of your services and store 
configuration values, which allows you to react to changes faster and make your 
application or service more highly-available. Service Registry built on top of Apache 
Cassandra and Apache ZooKeeper 

DevOps Development for Operations; The goal of DevOps is to describe application needs in 
a way that provisioning tools can read so that deployment becomes automatic 

RDMA remote direct memory access 

Infiniband InfiniBand is a switched fabric computer network communications link used in high-
performance computing and enterprise data centers 

Vendor Lock-in Restrictions to the Cloud user to move to another vendor 
 
Comparison of Features: 
(Key features) 

Features Amazon Web Services Windows Azure Google App Engine 

Asynchronous � � � 

BASE db Model � � � 

Columnar � � � 
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Degaussing � � ? 

Edge Cache � � ? 

Empheral Storage � � ? 
Federated Users � � ? 
Infiniband  � � ? 

IP Spoofing Protection � � ? 

MFA � � ? 

MPP � � ? 

Multipart Upload � � ? 
REST � � ? 
SSD � � ? 

 
Costing Models in Cloud Computing: 
 With cloud computing, organizations do not have to worry about over-purchasing expensive hardware, 
adding in-house staff, or beefing up data centers. Perhaps the most important edge offered by cloud 
computing is its flexible cost model that allows companies to cut costs while being more scalable to grow or 
contract as an organization evolves. 
 In the Cloud, the physical infrastructure is not owned by the company using it. Instead, companies 
follow a pay-as-you-go plan for accessing resources and applications from a cloud service provider that 
offers a generally lower total cost because their costs are spread across a large number of users at several 
different companies. 
 Performing a return on investment (ROI) analysis is valuable when considering a move to the Cloud. In 
doing so, examine servers, software licenses, IT departments, support and anything else necessary to host 
and manage a platform. 
 
Example Costing: 
 

Sample Calculation for 4 Server On-Premises Cloud 

Rack 8 Server Capacity $3,000 $500 

Switches 24 port L2 $2,000 $0 
Load Balancer 8port LB $20,000 $0 
Servers 6 mid range server $24,000 $1,206 
Firewalls 4 public port $3,000 $0 
24/7 Support 

Support teams 
$0 $400 

Mgt. Software $0 $730 
Expected labour $1,200 $600 

  Totals $53,200 $3,436 
 
Key Advantages and Disadvantages of Cloud Computing: 
Advantages: 
Cost Efficient 
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 Cloud computing is probably the most cost efficient method to use, maintain and upgrade. Traditional 
desktop software costs companies a lot in terms of finance. Adding up the licensing fees for multiple users 
can prove to be very expensive for the establishment concerned. The cloud, on the other hand, is available at 
much cheaper rates and hence, can significantly lower the company’s IT expenses. Besides, there are many 
one-time-payment, pay-as-you-go and other scalable options available, which makes it very reasonable for 
the company in question. 
Almost Unlimited Storage 
 Storing information in the cloud gives you almost unlimited storage capacity. Hence, you no more need 
to worry about running out of storage space or increasing your current storage space availability. 
Backup and Recovery 
 Since all your data is stored in the cloud, backing it up and restoring the same is relatively much easier 
than storing the same on a physical device. Furthermore, most cloud service providers are usually 
competent enough to handle recovery of information. Hence, this makes the entire process of backup and 
recovery much simpler than other traditional methods of data storage. 
Automatic Software Integration 
 In the cloud, software integration is usually something that occurs automatically. This means that you 
do not need to take additional efforts to customize and integrate your applications as per your preferences. 
This aspect usually takes care of itself. Not only that, cloud computing allows you to customize your 
options with great ease. Hence, you can handpick just those services and software applications that you 
think will best suit your particular enterprise. 
Easy Access to Information 
 Once you register yourself in the cloud, you can access the information from anywhere, where there is 
an Internet connection. This convenient feature lets you move beyond time zone and geographic location 
issues. 
Quick Deployment 
 Lastly and most importantly, cloud computing gives you the advantage of quick deployment. Once you 
opt for this method of functioning, your entire system can be fully functional in a matter of a few minutes. 
Of course, the amount of time taken here will depend on the exact kind of technology that you need for your 
business. 
 
Disadvantages: 
Technical Issues 
 Though it is true that information and data on the cloud can be accessed anytime and from anywhere at 
all, there are times when this system can have some serious dysfunction. You should be aware of the fact 
that this technology is always prone to outages and other technical issues. Even the best cloud service 
providers run into this kind of trouble, in spite of keeping up high standards of maintenance. Besides, you 
will need a very good Internet connection to be logged onto the server at all times. You will invariably be 
stuck in case of network and connectivity problems. 
Security in the Cloud 
 The other major issue while in the cloud is that of security issues. Before adopting this technology, you 
should know that you will be surrendering all your company’s sensitive information to a third-party cloud 
service provider. This could potentially put your company to great risk. Hence, you need to make absolutely 
sure that you choose the most reliable service provider, who will keep your information totally secure. 
Prone to Attack 
 Storing information in the cloud could make your company vulnerable to external hack attacks and 
threats. As you are well aware, nothing on the Internet is completely secure and hence, there is always the 
lurking possibility of stealth of sensitive data. 
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Vendor Lock-in 
 Because cloud computing is still relatively new, standards are still being developed. Many cloud 
platforms and services are proprietary, meaning that they are built on the specific standards, tools and 
protocols developed by a particular vendor for its particular cloud offering. This can make migrating off a 
proprietary cloud platform prohibitively complicated and expensive. 
Analysis of the report: 
 Given the fact that Cloud Computing is a vast topic for which online survey is the best mechanism 
available for any sort of research to be done. Hence this Paper is an resultant of such a research been done 
to compile the drops from the ocean pertaining to beneficial features of Cloud Computing. This report can 
be a ready reckon for all size/type of Industries and Market Segments. 
The above research helps us to derive our cloud computing requirements and availability in the market. 
Users can determine prior to procuring cloud computing service what they focus areas would be. While the 
technology can prove to be a great asset to your company, it could also cause harm if not understood and 
used properly. 
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INTRODUCTION 
 Green computing, Green IT or ICT (Information, Communication, Technology) Sustainability  is 
the study and practice of environmentally sustainable computing or IT. San Murugesan noted that this can 
include "designing, manufacturing, using, and disposing of computers, servers, and associated 
subsystems—such as monitors, printers, storage devices, networking and communications systems 
efficiently and effectively with minimal or no impact on the environment." 
 The goals of green computing are similar to green chemistry i.e.  to reduce the use of hazardous 
materials, maximize energy efficiency during the product's lifetime, and promote the recyclability or 
biodegradability of defunct products and factory waste. 
 Many corporate IT departments have green computing initiatives to reduce the environmental impact of 
their IT operations. Green ICT and its services present opportunities to deliver low carbon footprints and 
mitigate carbon emissions because of the unique ability to make energy consumption and green house gas 
emissions visible through its products and services. 
 
ORIGIN 
 In 1992, the U.S. Environmental Protection Agency launched Energy Star, a voluntary labeling 
program that is designed to promote and recognize energy-efficiency in monitors, climate control 
equipment, and other technologies. This resulted in the widespread adoption of sleep mode among 
consumer electronics. Concurrently, the Swedish organization TCO Development launched the TCO 
Certification program to promote low magnetic and electrical emissions from CRT-based computer 
displays; this program was later expanded to include criteria on energy consumption, ergonomics, and the 
use of hazardous materials in construction. 

� The definition, courtesy of “Green IT for Sustainable Business Practice” by Mark G. O’Neill and 
published by BCS is:  

 “Green ICT is a collection of strategic and tactical initiatives that directly reduces the carbon   
footprint of an organization’s computing operation. However, Green IT is not just focused on reducing 
the impact of the ICT industry. It is also focused on using the services of ICT to help reduce the 
organization’s overall carbon footprint.” 

� The Greenpeace definition of Green IT  
 According to its April 2012 report “How Clean is Your Cloud?” Greenpeace has a straightforward 

definition of Green IT: 
 
Green IT = Energy Efficiency + Renewable Energy 
So the working definition of Green IT can be stated as: 
 Green IT is a set of practical measures designed to ensure that Information Technology is developed, 
delivered and used in a way that is environmentally friendly, sustainable and energy efficient. 
The practical measures and its ‘strategic and tactical initiatives’ include: 
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For organizations and individuals: 
• Procure IT equipment and other infrastructure products based on both their power consumption 

efficiency and their embedded emissions. Use standards such as EPEAT (Electronic Product 
Environmental Assessment Tool) and ENERGY STAR to help with buying decisions 

• Prolong the life of IT equipment, or when appropriate move to lower energy consumption products 
• Move to duplex printing as the default 
• Move to cloud computing and software as a service where appropriate 
• Turn off unused equipment 
• Recycle IT consumables 
 
For organizations only 
• Put Green IT high on the agenda, with board representation 
• Structure the organization to support Green IT initiatives 
• Change IT processes (such as Service Asset and Configuration Management) at the micro level to 

embed Green IT 
• Manage data centre power efficiency. Review metrics to ensure that they help to manage energy 

consumption reductions effectively 
• Move to server virtualization, cloud computing and software as a service where appropriate 
• Implement server (and PC) power management 
• Use renewable and cleaner power sources 
 
WHY GREEN IT? 
 Following are some reasons why Green IT has become an imperative approach for both the 
organizations and the consumers as well: 
– computer energy is often wasteful 

• leaving the computer ON when not in use (CPU and fan consume power, screen savers consume 
power) 

– printing is often wasteful 
• Not  many people print  their  emails or meeting agendas 
• printing out partial drafts 
• for a “paperless” society, we tend to use more paper today than before computer-prevalence 

– pollution  
• manufacturing techniques 
• packaging 
• disposal of computers and components 

– toxicity 
• As it is seen, there are toxic chemicals used in the manufacturing of computers and components 

which can enter the food chain and water. 
 
Power Consumption 
 For commercial buildings, The State of California says “Office equipment accounts for 26 percent of 
electricity used in office buildings. This is more than the entire lighting system (22 percent) and almost as 
much as the chilled water subsystem (28 percent). Yet this is the easiest area to achieve energy efficiency 
savings”. 
 The most comprehensive study of the issue of direct power consumption by IT equipment in the U.S is 
the Lawrence Labs 2001 study by Kawamoto, et al. Their study concludes that office and networking 
equipment represents 3% of total U.S. electricity consumption. 
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 The cooling load required to remove heat generated by IT systems, particularly data centers, is 
becoming a significant concern in commercial buildings. The U.S. EPA (Environmental Protection Agency) 
is sponsoring research on the problem and possible solutions.  
 
Electronic waste, (e-waste) 
 Electronic-disposal or waste electrical and electronic equipment (WEEE) describes discarded 
electrical or electronic devices. There is a two way here as to whether the term should apply to resale, 
reuse, and refurbishing industries, or only to a product that cannot be used for its intended purpose. 
Informal processing of electronic waste in developing countries may cause serious health and pollution 
problems, though these countries are also most likely to reuse and repair electronics.  
 
WHAT IS GREEN IT?   
 Green IT is changing physical processes to virtual ones, a much more significant one than most 
people realize, and building awareness of this is the first step to reduce the impact. 
 Green IT goes beyond purchasing and usage though it can be used to lessen other aspects of our 
environmental impact. The other way is what we call dematerialization, changing physical processes to 
virtual ones.  Everyone is familiar with how the internet has revolutionized the distribution of music, 
what they may not be aware of are the significant environmental savings from avoiding packaging, 
transport, material production and shop space that this entails. This process can be done in many other 
areas, such as business meetings, home working, conferences, training, distribution, business processes 
and a whole host of other innovative areas. It is a win-win situation, more efficient businesses and less 
environmental impact. 
 Green IT goes on to address how the use of smart technology could make many other processes 
more efficient. 
 "The global information and communications technology (ICT) industry accounts for 
approximately 2 percent of global carbon dioxide (CO2) emissions, a figure equivalent to aviation" - 
Gartner 2007 
  
When we say ICT equipment? The list includes items such as: 
• Desktop and Laptop PCS 
• Printers, scanners, copiers, projectors 
• Smart phones, PDAs, desktop phones 
• Wireless and connected routers, hubs, and other networking equipment 
• Mail servers, file servers, firewalls, databases etc. 
• Data Centres and the equipments in them 
 
The environmental impacts come in the same way as the impacts come from any equipment’s - 
manufacturing, use and disposal.  Green IT has specific challenges in the areas of: 
• How the materials in IT equipments are mined/produced 
• The conditions in which they are manufactured and the energy in the process 
• The transportation to consumers 
• The energy required in the usage 
• The disposal at the end of their life time 
 
Green ICT is concerned with all these effects and how to minimize the negative effects by encouraging 
equipments that: 
• are sustainably produced 
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• lasts longer 
• wastes less energy 
• are used in an efficient way 
• are disposed off  responsibly 

 
GREEN IT- PRINCIPLES AND PRACTICES   
 Green IT is implemented into the IT framework as set of best practices for optimizing the usage of 
computing resources. The environmental impact towards IT, creates many issues such as growing 
accumulation of greenhouse gases or modifying the climate world and weather pattern 
 Murugesan lays out four paths along which he believes the environmental effects of computing should 
be addressed. Green use, Green disposal, Green design, and Green manufacturing. Green computing can 
also develop solutions that offer benefits by aligning all IT processes and practices with the core principles 
of sustainability, which are to reduce, reuse, recycle and finding innovative ways to use IT in business 
processes to deliver sustainability benefits across the enterprise and beyond. 
 The Green IT principles show the concept of reducing the environmental impact, which are focused on 
different areas and activities. 
1.  Green use – Reduce the energy consumption of data centers, computers and other information systems 

and use them in the environmental ways e.g. virtualization, turning off computer when not in use, etc. 
2.  Green design – Design energy efficient and environmentally sound components, computers, servers 

and equipments and concern more for  the future of electronic parts e.g. eco-friendly design, LED 
monitor, etc. 

 
3. Green manufacturing – Every process in manufacturing electronic components, computers and other 

associate subsystems should imply a low or no impact on the environment. 
4.  Green disposal – In this practice the company should plan refurbishment and reuse of old computers. 

Also, recycling process for unwanted computers or other electronics components should be implanted. 
 The principles of Green IT were created not only to protect the environment and to save energy, but 
also to reduce the company’s expenses on the long-term scenario. Recently, computer industry realized that 
going to be Green is the best direction to get success in both of environmental friendly and cost reducing 
matters. The companies try to engage these four green holistic principles with the entire IT life cycle.  
 
HOW BUSINESS AND GOVERNMENT RELATE WITH GREEN IT 
Green Business  
 Businesses that sell environmentally friendly products are held to a high standard of ethical behavior 
and community responsibility. All green businesses have active Sustainability programs that undergo 
constant improvement. Often, the full impact of Information and Computer Technology on the eco-footprint 
is only partially understood. The Green IT seminars can train staff and board members on the opportunities 
to reduce energy and waste by employing Green IT practices. Green IT Building Blocks can help the IT 
organization develop ideas for innovative leadership. The Green IT service packages can guide the 
organization through the entire Sustainable IT life cycle of assessment, planning and implementation. 
Government 
 City governments and government agencies have a high profile when it comes to meet politically 
generated sustainability goals, for the same they provide support both to the public as well as private sector 
to use green technology. 
 Vietnam already has investment policies and financially supports enterprises adopting green technology 
in corporate law, environment protection law, and effective energy-use law. As per new preferential 
policies, enterprises adopting green technology in the hi-tech industry will enjoy a 10 per cent tax 
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exemption for 15 years and continue to receive special tax benefits for the next 13 following years. 
Moreover, enterprises will also enjoy preferential tax on exports and imports as well. The UK government 
has launched the Green Deal, a revolutionary programme. Under the Green Deal, bill payers will be able to 
get energy efficiency improvements without having to front up the cash. Instead, businesses will be 
provided capital, getting their money back via the energy bill. At the heart of the offer is a simple rule: 
estimated savings on bills will always equal or exceed the cost of the work. It’s a flexible framework which 
gives businesses and consumers the opportunity to make the energy efficiency improvements that best suit 
their situation. 
 
Some facts and figures related to the Information, Communication and Technology (ICT) industry 
ICT is the fastest growing sector of energy use  
 Global carbon emissions attributable to ICT have been estimated at 2% to 2.5% of world totals - about 
the same as the airline industry - and as high as 5-6% of developed nation totals. McKinsey forecasts that 
the ICT sector’s carbon footprint will triple till the period of 2020. 
 For office buildings, ICT typically accounts for more than 20% of the energy used, and in some offices 
up to 70%.Although energy costs typically comprise less than 10% of an overall IT budget, in a few years 
they could rise to more than 50% (according to a 2006 Gartner report). Many large organizations such as 
Google already claim that their annual energy costs exceed their server costs. 
Energy savings is the low-hanging fruit ready to be picked 
 Between 30% and 60% of the electricity consumed in server rooms is wasted - but integrated planning 
using current and emerging technologies can reduce power consumption in data centres by 50-80% and 
required floor space by up to 65%.  
 According to the Aug 2007 EPA Report to Congress on Data Center Efficiency, implementing best 
energy-management practices in existing data centers could reduce their current energy usage by 30%. Up 
to 70% reduction in energy usage could be achieved by using high efficiency technologies for cooling and 
power equipment and virtualization techniques. 
Customers shop for Green Supply Chains 
 Public and private sector procurement departments are incorporating Environmentally Preferred 
Purchasing (EPP) requirements into IT contracts. To do that requires purchasing to work with both IT and 
Sustainability specialists to understand what is desirable and possible. 
Major global corporations – Coca Cola, Sharp, and BT, to name a few - have launched programs to evaluate 
the life-cycle environmental footprint of products they sell and assess the environmental policies of their 
suppliers. Communicating and educating suppliers on expectations is a basic part of any sustainable supply-
chain initiative. 
 Often, companies get compliance from their supply chain by enforcing adherence requirements. 
Examples of these are the requirements to use less material, to use post consumer recyclable content, and to 
purchase all packaging materials from certified forests 
EPP – Environmentally Preferred Purchasing – Sets the Bar 
 EPP policies are now routinely included in RFPs (Request for proposal) from Federal, State and local 
agencies and from corporations. Many RFPS require or give preference to vendors that meet Energy Star or 
EPEAT guidelines. A product supplier’s proposal can be entirely excluded from consideration for a 
government RFP if the products do not meet the relevant criteria. 
Customers Demand Sustainable Behavior 
 Corporate Social Responsibility reports are increasingly expected from companies now. Sometimes, as 
in the case of the Carbon Disclosure Project, companies are asked to produce such a report of the same 
comprehensiveness and attention to detail as their financial reports. 
 ISO 14000, a specification for establishing environmental policy and determining the impact of a 
company’s products, activities and services, was adopted by the EU in 2001. It establishes standards for 
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environmental auditing, labeling and life cycle assessment. Enterprises certified to ISO 14000 demonstrate 
commitment to Green policy. With a mind toward increasing brand equity, Dell recently announced its 
intention to be the “greenest computer company on earth”, an initiative that puts it in competition with 
Hewlett-Packard for the same high ground. Other companies adopting similar mantles include IBM, Sun 
Microsystems, and AMD, to name a very few. 
Green IT innovation leads the way to Sustainability 
 Radical improvements in waste reduction and energy use rely on innovative applications of information 
technology: 
• Telework can reduce not only automobile travel but overall energy use by reducing the amount of 

dedicated office space. 
• Smart energy applications adjust energy consumption to real time need patterns and climate conditions, 

resulting in drastic reductions in waste.  
• Virtualization can eliminate wasteful network equipment, reducing energy and floor space. 
 
EXAMPLES: 
• SONY- TVs that use up to 30% less energy 
• Some of SONY’S latest TVs come with Dynamic Edge LED screens with Local and Frame Dimming, 

which enables to reduce energy usage by up to 15-20%. What’s more, intelligent technology built-in to 
each TV knows what we are watching and adjusts the picture and lighting settings automatically, 
saving around 30% of the energy used in normal viewing. 

 
VAIO energy-saving features 
 Some VAIO models have a ‘display off’ button that instantly turns off the screen. It’s an easy way to 
save power and make the battery last longer if the user is just listening to music. With the Ambient Light 
Sensor, laptop can save power by automatically adjusting the screen brightness to suit light levels. The 
VAIO range is packed with eco-conscious and energy efficient technologies. Creating eco-conscious 
laptops means considering the impact of our products at every single stage of their lifecycle. VAIO W 
Series notebooks have chassis made of plastic consisting of about 20 percent recycled compact disks and 
will be shipped in a "stylish reusable" carrying cases made from recycled plastic bottles. The W series is so 
green that it doesn't have a printed manual. 
DELL -  Sustainable solutions for green packaging and product delivery 
 Dell follow a "3Cs" strategy around reducing the impact through the cube (the box itself), the content 
(what it's made of) and the curb (how easy it is to recycle). 

• Creative packaging design: Reduce the size of the box and you get more boxes in the same space 
for shipping. Put more products in one box — like using Multipack for some orders — and there’s 
less waste overall.  

• Innovative materials: It pioneered the use of natural materials in its packaging, like bamboo and 
mushroom cushions and its wheat straw initiative. They make it easy for customers to recycle the 
packaging they do receive.  

Better logistics: Shifting many international shipments from aircraft to ocean freight is just one example of 
how the company works, to constantly refine the transportation network, delivers better ways for getting 
products to the users safely and with a minimal footprint. 
 
DELL’S RECYCLING PROCESS 
 Dell  recovers used electronics and recycles them properly. By recycling products safely, it protects the 
health of people and the planet. Dell provides multiple convenient recycling options for customers to safely 
dispose their end-of-life computer equipment and lower their environmental footprint. 
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TOSHIBA’S 5000-Series Digital Telephones Use Up to 10% Less Energy 
Efficient energy consumption is a key initiative of Vision 2050. Toshiba’s 5000-series telephones consume 
approximately 10% less energy than earlier series, contributing to greater efficiency and lower cost of 
ownership. Select 5000-series digital telephones also offer further efficiency with an automatic backlight 
OFF sleep function. 
 
TOKYO--(BUSINESS WIRE)--TOSHIBA TEC (TOKYO:6588)  has announced the world's first eco-
friendly MFP system that can erase images and text on the prints with integrated scan-to-network function, 
available in Japan from February 2013 to be followed by a worldwide roll out. The e-STUDIO 306LP MFP 
combines with the e-STUDIO RD30 for removing the toner color from the printed documents.  The 
instantly erasable toner is a special toner whose color is removed by passing the paper through the RD30 at 
high temperature.  
If the same paper is used five times, this constitutes some 57% reduction in the system's total CO2 
emissions. 
 
CONCLUSION 
 Modern IT systems rely upon a complicated mix of people, networks, and hardware; as such, a green 
computing initiative must cover all of these areas as well. A solution may also need to address end user 
satisfaction, management restructuring, regulatory compliance, and return on investment (ROI). There are 
also considerable fiscal motivations for companies to take control of their own power consumption. 
Ultimately the concept of Green IT touches all our lives and brings together two great themes concerning 
the future of our current world, technology and the environment. It's important for people to understand 
what Green IT is, for businesses to engage with it, and for our decision makers to be aware of its 
consequences and potential in helping us get to a sustainable world. 
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Abstract: 
 Networks play a major role in the IT set up of an organization and extremely critical for the 
functioning of information systems. It is very important to plan a well-organized network infrastructure 
to utilize the available hardware as well as software resources. There is an alarming amount of legacy 
networking in institutions. As a result of under-resourcing, around one third of institutions still use the 
oldest and most basic kind of network technology that allows connections at less than a tenth of the speed 
possible. This article aims at proposing a Network model for the educational institutes. In this article a 
survey is conducted to investigate various aspects of the network infrastructure used in higher education 
institutes in Pimpri ,Chinchwad and Pune area. There were various type of questions in the survey 
covering topics related to hardware components ,operating systems and data related to network security. 
 
Introduction 
 Today’s educators have a vision of where they want to take their institutions. It’s a clear image of high-
tech classrooms, cutting-edge labs and unprecedented access to information. The question for them is not 
where they want to go but how to get there, especially in light of other concerns such as administration, 
curriculum and budget constraints. As institutes address these challenges and overhaul their practices and 
teaching methods to change with the times, the right technologies, implemented correctly, will help 
educators deliver the skills that students need to succeed. Right now institutes and universities throughout 
the world are implementing powerful network infrastructure solutions to create better learning 
opportunities, raise learning standards, reduce costs and improve security. Maximizing the performance of 
their networks, not just individual PCs, these institutions are investing in their network infrastructures from 
top to bottom, deploying ever-faster, higher-capacity connections for simultaneous voice, video and data. 
 To develop an efficient network infrastructure following factors are needed to be considered: 
 
Plan the network's complexity to be in line with current IT trends.  
Switches and routers come with hundreds of features and functions. However, engineering too many bells 
and whistles into the network can create support problems in the future, if the customer's IT staff does not 
have some basic understanding of the features and functions you implement. Recognize the business's needs 
without making the network overly complex. 

 10 Gigabit Ethernet? 100 Gigabit? Just because 10 Gigabit Ethernet is here today and higher speeds 
are coming does not mean that you need those ports all over the LAN. While it is definitely practical to 
ensure that core switches can support these higher speeds, you may be advising the customer to waste a 
lot of money if you tell them that 10 Gigabit switches are needed everywhere. 

 
 Redundancy. 

 Network uptime becomes more critical every year. Spend time planning a design that provides network 
redundancy from a physical and logical perspective.  
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 Standards and maintenance. 
 When designing a network infrastructure  ,try to standardize on a few different types of devices, as 

opposed to using a different type of switch in every wiring closet, even if all your equipments is from 
the same manufacturer. Standardizing on a few different types of hardware simplifies configuration and 
troubleshooting. 

. 
 Network management tools. 

 While these always seem to be left off purchase orders, network management tools are invaluable in 
providing maximum network uptime. Software that periodically backs up all device configurations to a 
share on the network is simple but extremely useful.  

 
Consultation Methodology 
 Questionnaires were used as way to collect information about the existing network infrastructure of the 
MCA institutes in PCMC and Pune area. The results of this consultation will help the upcoming institutes to 
design the network infrastructure.  
Questionnaire Response 
 In total 24 responses are received. The questioner is divided into three categories viz. most important, 
important and least important. Out of 24 responses ,13 responses are received for most important 
questions,8 responses for important questions and 4 responses for least important questions. 
 
Data Analysis 

 

 
 
Conclusion 
As per the data analysis done on the basis of the questioners collected from various MCA institutes situated 
in PCMC and Pune area 62.5% institutes are making use of software firewall and 75% institutes have wifi 
campus.50% institutes are having more than 200 online users. 74% institutes are using manageable switch.   

  

Virus 
Signature  
Updation 
(%) 

S/W  
firewa
ll 
(%) 

No  Traffic 
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Tool 
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No.of 
online 
users 
(%) 

Manageable 
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Percentage 54.17 62.5 45.84 45.84 75 50 73.92 
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On the basis of above analysis the network model compatible to the institutes is as follows: 
 
 
 

 
 
Limitations 
 The proposed model mainly focuses on wired network infrastructure and the related parameters. In 
future the model can be enhanced to accommodate all the required parameters for a wireless network 
infrastructure. 
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Abstract 
 The government of India’s decision to make use of cloud network for implementation of different 
programmes heralds a big business opportunity for the industry. 
 Firms, big and small, should focus on leveraging on the forthcoming opportunity. Several 
government officials increasingly moving around with tablet personal computers and so much 
government activity will take place on cloud networks. The government’s plans to use IT infrastructure 
for public programmes are the areas of opportunity. The companies should focus on their strong holds 
and cater to what market is looking for. 
 There are n numbers of opportunities where investors are likely to invest, opined that information 
technology, especially e-commerce and healthcare.  
 The present Indian market throws a lot of opportunities in agriculture and food processing industry. 
Today, one dollar of agricultural product gives rise to another dollar of processing opportunity in India.  
 
Keywords   IT-Information technology, software, cloud computing, government policy, e-commerce, 
healthcare, CIO – Chief Information Officer 
 
Introduction - Cloud for business 
 A recent survey by Newtek Business Services, The Small Business Authority found that only 29% of 
independent business owners know or have ever heard about cloud computing.  In addition, just 26% of 
them could even begin to describe what it is. 
 When it comes to understanding the basic premise of cloud computing, the concept is really quite 
simple.  In fact, most of us are already cloud computing more or less every day without even knowing 
it.  For example, are you running an anti-virus program on your computer at home?  And is the provider 
occasionally updating that software for you from somewhere else?  Yes?  Well, welcome to the “cloud.”  Is 
your Internet service provider protecting you from spam, again from some other remote location unknown 
to you?  Yes?  Once again, it’s a “cloud” thing. 
 Although some would argue that the so-called “cloud” is really just a silly and unnecessary 
buzzword.  Silly or not, it’s quickly becoming the accepted vernacular when it comes to describing Internet-
based computing services of any kind.  
 In a nutshell, cloud computing describes the movement of the technological infrastructure, software-
based operations and/or data storage needs of your business from your own desktop, laptop, tablet, mobile 
phone or company-based server to the web and the care of a cloud service provider.  The cloud service 
provider, of which there are too many to count, is then responsible for all the information technology assets 
you’ve entrusted to them, as well as their associated maintenance. 
 In return for any number of specific kinds of services in this regard, you pay a monthly fee.  In some 
cases, certain cloud computing services and applications can actually be obtained free-of-charge.  So 
depending on the exact needs of your business, it’s quite possible that cloud computing in some shape or 
form could save your business a whole lot of money. 
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 Choosing to turn over your computing needs to the “cloud” as opposed to managing them in-house is a 
bit like renting instead of buying.  Each option comes with its own set of benefits and potential drawbacks, 
the magnitude of which will wholly depend on your individual business’ needs, goals and available 
resources.  
 
Business Opportunities within cloud computing 
 Cloud computing is a model for enabling convenient, on-demand access to a shared pool of computing 
resources (networks, servers, storage, applications, and services) that can be rapidly provisioned and 
released with minimal management effort or service provider interaction. 
 Cloud computing is a new way for organizations, developers, and entrepreneurs to interact with 
information technology using the internet and other computer networks, which are metaphorically called 
“the cloud”. This trend has major associated benefits, because by using cloud-based schemes, the end user 
can employ a much more robust technology and at a lower cost than by accessing resources through 
previous schemes. 
 This represents an advantage for companies because they will be able to focus on their real interests, 
which are the search for customers and having better products, and they will not worry about having a 
server down, updating software versions, etc. We are convinced that in the short term, organizations, 
institutions and entrepreneurs are going to realize that the most efficient, economical and updated way of 
technological interaction is the exploration of possibilities offered by cloud schemes. 
 "With cloud-based schemes, the technology available to the end user is much more robust and has a 
lower costs." 
 Microsoft is addressing three major activities of incorporation of the ecosystem to the cloud. First, they 
are working very hard with developers, businesses, entrepreneurs and organizations that develop such 
applications, so that they all understand the operational advantages.  
 The second block of activities that they have is for consumers of services in the cloud. For example, 
Hotmail and Messenger are applications that live in the cloud and Microsoft is a pioneer in serving millions 
of users in this way, but the trend is that increasingly more applications go to the cloud. At this point, for 
example, we are enabling Dynamics services, and SharePoint will be up there too. 
 The third component that people offer for users is to support them in services they already know. 
People can help them design their services completely in the cloud, which implies a process of 
understanding and  also support them in the use of hybrids. This last arrangement will be more useful to 
businesses, because they may be a bit wary about their data and may prefer to store them within the 
companies, yet the greater part of the execution can be in the cloud.  
 
How to Use Cloud Computing to Create New Business Opportunities? 
 By now, most of the world has defined cloud computing to match their own use of new services and 
solutions. Every impacted stakeholder in the organization has their own definition of the “cloud” although 
they may not know what it means in general to IT industry stakeholders. 
 To the developer, coding for the cloud means building new, but not entirely unusual, interfaces for 
accessing and managing data; maybe learning a new protocol or programming language. CIO’s view the 
cloud as another vendor relationship to be managed with increasing concerns of how someone else is 
managing their data, making it secure and wondering how they can share that data with other critical 
applications. Customer-facing leaders see the cloud as a solution for rapidly automating critical business 
processes without the overhead imposed by CIO’s and corporate standards. Throughout all these views, one 
thing is common. Stakeholders, regardless of their office location, expect the cloud to be available all the 
time.  
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1) Business Opportunities 
 Business leaders, especially in today’s economy, must move quickly to drive revenue and profits up or 
bring costs down. It’s a good thing for them that many of you reading this are rolling out cloud solutions 
with those goals in mind. 
 Large, traditional IT organizations have spent the past decade or longer integrating large business 
systems and data to deliver to their business partners a holistic view of the customer. While this has been 
successful for many clients one has worked with, the counterweight to that achievement is a process-heavy 
IT organization unable to rapidly add new features. Data models must be modified and coordinated with all 
users and deployed during scheduled, infrequent releases. This limits a business partner’s ability to react 
quickly to changing business conditions or rapidly deploy new features to market. 
 Cloud solutions are attractive to business leaders as they provide an opportunity to quickly deploy new 
features without following the rigor imposed by traditional IT organizations.  
 

2) Global Opportunities 
 Widespread distribution of Internet technology to developing countries around the world creates even 
more opportunities. Competition from service providers in low-cost developing countries will inevitably 
increase. If you’re sitting there idly dismissing the thought that less-developed countries can compete with 
you, remember how quickly you set up your hosting and technical infrastructure via the Internet. What 
prevents them from doing the same thing? 
 Here point is that cloud services will generate many successful business opportunities in developed 
countries as well as developing countries. The cost of entering the market is much less for cloud solutions 
than when we were in a mainframe or even client-server world. There is no requirement that small 
development shops around the world have to purchase expensive hardware or software. All can be had via 
the Internet at a fair, equivalent price. But isn’t even a “fair price” out of reach for shops in low-income 
locales? Maybe, but have you ever heard of micro-financing? 
 On a parallel track, think of that small business in Ghana and the advantage they could gain over their 
competition by accessing low-cost solutions via the cloud. By simply using low-cost CRM solutions, they 
could improve customer service and satisfaction and grow their business faster than their competition. 
Businesses in developing countries with access to the Internet and modest means can even use the cloud as 
their competitive advantage. 
  
The Pros and Cons of Cloud Computing 
Cloud Computing Pros 
Just a quick glance reveals some of the key reasons many business owners are opting into the “cloud” when 
it comes to managing their technology infrastructure, as well as their software application and data storage 
needs: 
• Considerable cost savings—Cloud computing can save your business money.  It often costs much less 

than you would spend on desktop software and its upgrades and/or modifications, not to mention 
licensing for multiple users; and it can significantly lower your in-house IT costs, both in terms of 
equipment and labor.  It’s also worth noting that there are a number of free-for-life cloud computing 
options out there that, if they meet your needs, couldn’t get any cheaper. 

• Increased mobility—With cloud computing, you can access your information anywhere there is a 
network connection (the Internet), which also facilitates your collaboration with your colleagues across 
time zones and geographic locales like never before. 

• Hassle-free back-up—All your data is backed up automatically in the cloud, and service providers are 
usually pretty reliable when it comes to their recovery systems. 
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• Storage capacity—It’s pretty much unlimited, so no worries about having to up your memory or 
increase your system’s storage capabilities. 

• Elastic costs—By accessing the cloud you can scale your needs up or down depending on service 
demand within your organization and pay accordingly.  That cost can then be expensed.  Of course, the 
delicate balance between when to rent services of this kind or invest in a long-term fixed-cost IT asset 
such as a server constitutes an equation only you can answer based on the specific needs and goals of 
your business. 

• Focused simplification—Cloud computing allows you to more or less cherry pick the software 
applications and services that suit your individual business’ needs most, which can be much more cost-
effective than being stuck paying for more feature-rich, yet unnecessary software packages.  When 
enough is all you need, cloud computing is a great option. 

• Software management and integration—In the cloud, software upgrades and enhancements are no-cost, 
no hassle and automatic.  In addition, there’s oftentimes no need to pay someone to customize or 
integrate your applications for your specific needs; it’s done for you. 

• Rapid deployment—And finally, there’s nothing faster than cloud computing.  In fact, you can be up 
and running in minutes depending on what you need. 

 
Cloud Computing Cons 
 Although the following list is shorter than that above, don’t be fooled.  The potential pitfalls to cloud 
computing can be serious deal-killers for many business owners and should be considered carefully before 
you opt in.  At the same time, it’s important to understand that the whole concept of cloud computing is in 
its relative infancy.  As a result, many of these concerns may very well become less valid as time wears on. 
• Access failure—While it’s true that access to what is rightfully yours and resides in the cloud is 

supposed to be 24/7, outages and other glitches do occur.  And when they do, nothing about how and 
when you get access to what you need is within your control.  Even the best cloud computing service 
provider has to conduct routine maintenance or experiences a system failure now and again.  And don’t 
forget, you can’t access what’s in the cloud without a good, solid Internet connection, and you know 
what that means. 

• Security and privacy—When you turn yourself and your business over to the cloud, that third-party 
involvement in your affairs puts your security and privacy at greater risk than would be the case if you 
were at the helm.  That’s no small consideration in all of this either.  If nothing else, it’s a critical 
reminder that the proven stability and reliability of any vendor you select to provide you with cloud 
computing services is of utmost importance. 

• More cooks in the kitchen—The easy accessibility of all the proprietary information you store in the 
cloud translates into greater flexibility for and fosters collaboration among your staff, that’s 
true.  However, it also creates many more opportunities for problems to arise.  Sometimes too much of 
a good thing can be a bad thing. 

• Loss of flexibility—Upgrades and new software features are ultimately up to your select vendor.  And 
while they have a lot to offer, choosing the cloud means you could lose some of the deeper functions 
that only desktop applications can provide. 

• Expense over time—Although cherry picking  and paying only for what you need sounds financially 
prudent, at what point in time would you have been better off making an investment in a fixed asset that 
would have saved you money over the long run?  It’s really important to ask yourself what you have to 
gain in the short-term by opting into the cloud that you may come to regret in five or ten years.  Once 
again and as is true for so many big decisions in business, it all boils down to your specific goals, what 
you need to get the job done and for how long, and your business’ available resources. 
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Conclusion 
 Cloud computing has the potential to be one of the most significant forces of change 
impacting business in the next decade. Cloud is transformative in that it is creating new business 
opportunities as companies harness its power to efficiently facilitate new revenue, services and businesses. 
It is breaking down barriers in the supply chain and creating more effective and timely interaction between 
clients and suppliers. It is delivering speed, agility and cost reduction to IT and other functional areas within 
the enterprise. Its transformative impact can readily be seen in areas such as HR, CRM and IT 
Infrastructure. 
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