
A Peer-reviewed- Refereed/Scholarly Quarterly Journal with Impact Factor

NATIONAL CONFERENCE ON

th
28  February 2017

CONTEMPORARY 

MANAGEMENT PRACTICES

DEPARTMENT OF BUSINESS ADMINISTRATION

Organized by

LOYOLA COLLEGE
Vettavalam - 606 754
Tiruvannamalai Dist., Tamil Nadu, India

Shanlax International Journal of 

Arts, Science and Humanities
 SPECIAL ISSUE : 3 FEBRUARY 2017VOL : 4 No : 3

2321-788X

CHIEF EDITOR
Rev. Dr. B. Jeyaraj, SJ

EDITORS

Prof.G. Stanley Vincent
Prof.B. Ananda Raj



Shanlax International Journal of 
Arts, Science & Humanities

All correspondence regarding the Shanlax 
International Journal of Arts, Science & Humanities 
should be with the Publisher, Shanlax International 
Journal of Arts, Science & Humanities. No.61, 
V.P.Complex, 1st Floor, T.P.K. Main Road, Vasantha 
Nagar, Madurai - 625 003. No part of this publication 
should be reproduced in any form without written 
permission of the publisher.

Disclaimer

The Editor / Editorial Board / Publisher, individually 
or collectively accept no liability whatsoever for the 
materials methods and results presented by the 
contributors in their published paper. 

Advisory Committee

Dr. P. Periakaruppan 
Former Head, Dept. of Political Science
Madurai Kamaraj University, Madurai

Dr. R. Murali
Former Principal, The Madura College, 
Madurai

Dr. M. Manivannan  
Registrar, Periyar University, Salem 

Dr. V.S. Vishnu Potty 
Vice Chancellor, 
SCSVMV University, Kanchipuram

Dr. K. Kuppusamy 
Professor, Department of Computer 
Science and Engineering, 
Alagappa University, Karaikudi

Editor-in-Chief

Dr. Isola Rajagopalan

Director, Kauntinya Institute of 
Educational Technology, Madurai

Rev. Dr. B. Jeyaraj, SJ

Principal

Loyola College, Vettavalam

Editorial Committee

Dr. S. Bala Krishnan
Executive Director and Publisher, Roots 
International Journal of Multi disciplinary 
Researches, Madurai

Dr. B. Suresh
University Librarian,
Madurai Kamaraj University, Madurai

Dr. E. Ramganesh 
Professor and Head, 
Dept. of Educational Technology, 
Bharathidasan University, Tiruchirapalli 

Dr. M. Buvaneswaran 
Asst. Prof., Department of Sociology
Madurai Kamaraj University, Madurai

Dr. S. Ismail Mohideen
Asso. Prof. & Head, Dept. of Mathematics
Jamal Mohamed College, Tiruchirappalli

Dr. A. Kalaimathi

Professor and Director, Department of 

N.S. Swaminathan 

Associate Professor -  Violin, Sri 
Sathguru Sangeetha Vidyalayam, 
College of Music, Madurai

Dr. S. Ahmed John 

Head, Department of Botany, 
Jamal Mohamed College 
(Autonomous), Tiruchirappalli

Prof. G. Stanley Vincent, (HOD)

Head of the Department 

Department of Business 
Administration,

Loyola College, Vettavalam

Prof. B. Ananda Raj

Assistant Professor,

Department of Business 
Administration,

Loyola College, Vettavalam

Review Committee

Dr. V. Perumal

Asso. Prof., Dept. of Mathematics

Mannar Thirumalai Naicker 
College, Madurai

Dr. S. PraveenKumar

Assistant Professor,

Centre for Tourism and Hotel 
Management,

Madurai Kamaraj University, 
Madurai, India.

Dr. R. Radhika Devi
Assistant Professor, 
Women's Studies Centre, 
Madurai Kamaraj University, 
Madurai

Dr. N. Suganthy

Assistant Professor, 
Department of Nanoscience 
and Technology, Alagappa 
University, Karaikudi 

Dr. N. Nachiappan

Librarian, Ramasamy Tamil 
College, Karaikudi

Dr. N. Asha Devi

Assistant Professor, 
Department of History, 

E.M.G. Yadava Women’s 
College, Madurai



 

 

 

Shanlax International Journal of  

Arts, Science and Humanities 

(A PEER-Reviewed-Refereed/Scholarly Quarterly Journal with Impact Factor) 

 
 

 
Vol. 4    No. 3  Special Issue 3    February, 2017    

Impact Factor: 2.95        ISSN: 2321 - 788X 

 

 

 

NATIONAL CONFERENCE  

ON  

CONTEMPORARY MANAGEMENT PRACTICES 

 
 

NCCMP-2017 

 

 
 

DEPARTMENT OF BUSINESS ADMINISTRATION 

 

 

  

LOYOLA COLLEGE 

Vettavalam – 606 754 

Tiruvannamalai District, Tamil Nadu, India 

 

 



 

 

LOYOLA COLLEGE was established in the year 2009 with 6 UG courses and 2 PG courses 

(M.A., English, M.Sc., Mathematics) in 2015 and 2016 at Vettavalam, Thiruvannamalai 

District. It is a venture of the Chennai Mission of the Jesuit Madurai Province. It is run and 

administrated by the Society of Jesus (SJ). The members of the Society of Jesus are known 

as Jesuits. Jesuits involve themselves in empowering the rural youth from the marginalized 

communities by providing quality education. 

 

 

 

 

The Department of Business Administration was established in the year 2009. The 

department aims to provide the students essential knowledge about the corporate world 

and also the fundamentals of administration. The Department has been successfully 

running the department association, to provide opportunities in skill development 

activities for students and also creates placement facility. 
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Message 

 

Dear Friends, 

I am very glad to know that the Department of Business Administration is 

going to host a Conference with the theme, “Contemporary Management 

Practices”. The department has chosen a very apt theme to reflect and respond to 

manage any Organization or Institution and also, our everyday lives efficiently and 

effectively in the modern context. 

Our modern society is characterized by fast moving and target oriented 

tasks and responsibilities affecting all dimensions of our lives – individual level to 

societal level. To cope with the new demands of this context, new management 

practices are very much needed so as to remain relevant and succeed.  

Our complex situation demands multi-tasking related management 

practices. However these practices should not create robot like personalities in us. 

Contemporary Management Practices should be persons’ centred not merely 

success oriented.  

Being based in rural context, I invite you to reflect from the perspective of 

Rural Development Management so as to catch up with the main stream of Indian 

Society. Any development that does not include rural development will not help 

our Indian Society to grow in an equitable manner. Let the contemporary 

management practices focus more on value based and inclusive management, not 

just economic and success oriented target or results. 

I wish you all success with good participation and a successful outcome. 

 

Fr. Maria Joseph, S.J. 

Superior 

Loyola College 

 



 

 

 

 

Message 

 

23 February, 2017 

To 

The Department of Business Administration        

Loyola College 

Vettavalam. 

 

Dear Staff and Students, 

 

I am pleased to know that you are taking lot of initiatives to organize a National 

Conference on a relevant and thought provoking topic, “Contemporary 

Management Practices”. A conference like this is a golden opportunity for the 

professors, scholars and students to listen to subject experts and research scholars 

to get motivated. The topic suggests that this conference focuses more on practical 

applications rather than on theoretical inputs on Contemporary Management 

concepts.  I am sure the Conference will through lot of challenges to the young 

graduates and scholars and inspire them on the numerous Management concepts 

such as Financial Management, Human Resource Management, Tourism 

Management, etc. 

 

While appreciating the Organizers, I wish the Conference a great success. 

 

 

Rev. Dr. Alphonse Manickam, S.J., 

Secretary, 

Loyola College 

Vettavalam 606 754 

 



 

 

Message 

 

 
 

To 

Prof.Stanley Vincent 
Head of the Department of Business Administration 

Loyola College 

Vettavalam. 
 

Dear Sir, 

 

Greetings. I am very happy that the Department of Business Administration at 

Loyola College, Vettavalam, is organizing a National Conference on 

“Contemporary Management Practices” on 28th February, 2017.  You have invited 

eminent speakers, Dr.Joffy Thomas, Associate Professor, Indian Institute of 

Management, Kozhikode, Kerala and Mr.C.Abraham, Founder and Director of 

Sugham Dairy Products, Chennai. The topics for presentation cover nearly all 

aspects related to lives of the people.  I was particularly glad to see as disaster 

Management as one the topics.  
 

Management principles are usedevery day at the personal and institutional levels, 

but the need of the hour is the management with ethics. This concept has gained 

considerable momentum. Earlier to sell a product, exaggeration about the benefits 

of that product was done as a part of marketing stagey. But now there is a growing 

awareness that the advertisement should be ethical and that unfair means of getting 

profit is not acceptable.  
 

I am sure that this national conference will motivate the participants to follow the 

ethical principles in management. 
 

I congratulate you, all the Professors and the students of the Department of 

Business Administration for organizing this National Conference efficiently.  
 

I wish this National Conference all success. 

 

Rev.Dr.B.Jeyaraj SJ 

Principal 
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Message from HOD 

 

The Department of Business Administration is really happy to organize the 

National conference on “Contemporary Management Practices” which is a 

relevant and basic topic to be reviewed over.  

 

Over the years, there have been dramatic improvements made in the fields of 

Management and Administration. The contemporary world, vastly driven by 

principles of globalization, offers an intensified and easier transfer of goods for 

people across the borders. The aim of this event is to facilitate an open and 

constructive dialogue between researchers and practitioners based on research 

works and practical experiences, which will foster a better understanding of the 

world’s best practices- in applying new technologies in resolving every segment of 

Management and in also providing effective managerial responses to 

environmental challenges of the future. 

 

I strongly believe that this conference will surely help a lot to create a forum for 

the researchers, Entrepreneurs, Industrialists and students to share their ideas 

among themselves. 

 

I wish to thank the Management, Staff, Editorial board, Advisory Committee, 

Students, Well-wishers, Sponsors, Publisher and each and every individual 

involved in this process of hosting the National Conference. Especially I extend 

my special thanks to Rev.Dr.B.Jeyaraj SJ, for being the root cause in helping me to 

choose this topic and proceed with the conference.  

 

Prof. G. Stanley Vincent 

Head of the Department  

Department of Business Administration, 

Loyola College, Vettavalam 

22-02-2017 
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Abstract   
 Rural entrepreneurship is now a days a major opportunity for the people who migrate from rural areas or semi - 
urban areas to Urban areas. On the contrary it is also a fact that the majority of rural entrepreneurs are facing 
many problems due to not availability of primary amenities in rural areas of developing country like India. Lack of 
education, financial problems, insufficient technical and conceptual ability it is too difficult for the rural 
entrepreneurs to establish industries in the rural areas. This paper makes an attempt to find out the Problems and 
Challenges for the potentiality of Rural Entrepreneurship. It also focuses on the major problems faced by rural 
entrepreneurs especially in the fields of Marketing of products, financial amenities and other primary amenities, i.e. 
availability of electricity, water supply, transport facilities and required energy etc. 
Keywords: Rural Entrepreneurship, challenges, Problems, constraints, rural, amenities. 
 
Concept of Rural Entrepreneurship 
 Defining entrepreneurship is not an easy task. To some, entrepreneurship means primarily 
innovation, to others it means risk-taking? To others a market stabilizing force and to others still 
it means starting, owning and managing a small business. An entrepreneur is a person who 
either creates new combinations of production factors such as new methods of production, new 
products, new markets, finds new sources of supply and new organizational forms or as a 
person who is willing to take risks or a person who by exploiting market opportunities, 
eliminates disequilibrium between aggregate supply and aggregate demand or as one who 
owns and operates a business.  
 What is Rural Entrepreneurship? The problem is essentially lopsided development which is 
a development of one area at the cost of development of some other place, with concomitant 
associated problems of underdevelopment. For instance, we have seen unemployment or 
underemployment in the villages that has led to influx of rural population to the cities. What is 
needed is to create a situation so that the migration from rural areas to urban areas comes 
down. Migration per se is not always undesirable but it should be the minimum as far as 
employment is concerned. Rather the situation should be such that people should find it 
worthwhile to shift themselves from towns and cities to rural areas because of realization of 
better opportunities there. In other words, migration from rural areas should not only get 
checked but overpopulated towns and cities should also get decongested. If it is so, ways can 
always be found out. One is by forcibly stopping villagers from settling in the slums of towns 
and cities, making use of all powers to clear the slums so the villagers are forced to go back. But 
such practices have not achieved the desired results in the past. Apart from causing suffering to 
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the poor people and adding to the expenditure of the Government, social tensions and 
economic hardships created by the government officials and their staff in every demolition of 
slums is not desirable from a sane government. Moreover, when a slum is demolished people 
do not move out of urban localities. They only relocate to a nearby place because they are 
entrenched in the economy of the town or city. Though governments have tried out various 
schemes for generating incomes in the rural areas such as government initiatives have not 
stopped people from moving out of villages to cities. This is because such government 
initiatives are not on their own capable of enabling people to earn adequately and ameliorate 
their conditions. There has to be some committed enterprising individual or a group of people. 
 
Rural Entrepreneurship in India  
 Who should be capable of making use of the government policies and schemes for the 
betterment of rural people? Some individuals who happen to be local leaders and NGOs and 
who are committed to the cause of the rural people have been catalytic agents for development. 
Though their efforts need to be recognized yet much more needs to be done to reverse the 
direction of movement of people, i.e. to attract people in the rural areas. It means not only 
stopping the outflow of rural people but also attracting them back from the towns and cities 
where they had migrated. This is possible when young people consider rural areas as places of 
opportunities. Despite all the inadequacies in rural areas one should assess their strengths and 
build on them to make rural areas places of opportunities. This is much to do with the way one 
sees the reality of the rural areas. The way a survivor or job seeker would see things would 
certainly be different from those who would like to do something worthwhile and are ready to 
go through a difficult path to achieve their goals. It isn't that there is a dearth of people with 
such a mindset. But with time they change their minds and join the bandwagon of job seekers 
due to various compilations. Enabling them to think positively, creatively and Entrepreneurship 
purposefully is most of the development of rural areas. Young people with such perspective 
and with the help of rightly channelized efforts would usher in an era of rural 
entrepreneurship. 
The basic principles of entrepreneur which applied the rural development are: 
• Optimum utilization of local resources in an entrepreneurial venture by rural population - 

Better distributions of the farm produce results in the rural prosperity.  
• Entrepreneurial occupation rural population to reduce discrimination and providing 

alternative occupations as against the rural migration. 
• To activate such system to provide basic '6 m'- manpower, money , material, machinery, 

management and market to the rural population. 
 
Rural Entrepreneurship in Changing Environment 
 The changing global environment raises questions about the ability of traditional,  
small-scale businesses in rural areas to share the potential benefits offered by the changing 
environment. The rapid (though declining) population growth, coupled with even faster 
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urbanization, creates increasing demands. In India, urban populations in general grow about 
twice as fast as the overall total, and by 2020 they may exceed the size of rural populations. 
Such a major demographic trend challenges the capacities of some traditional small-scale 
businesses to cope with the increasing demands. 
 
Challenges Faced by Rural Entrepreneurship in India 
Family Challenges 
 Convincing to opt for business over job is easy is not an easy task for an individual. The first 
thing compared is – Will you make more money in the business of your choice or as a successor 
of family business. This is where it becomes almost impossible to convince that you can 
generate more cash with your passion than doing what your Dad is doing.  
Social Challenges 
 Family challenges are always at the top because that is what matter the most but at times 
social challenges also are very important. Let us say you and your friend graduated at the same 
time. You opted for entrepreneurship and your friend opted for a job. He now has a flat, car and 
what not because he could easily get those with a bank loan but you still have nothing to show 
off and this is where the challenge comes.  
Technological Challenges 
  Indian education system lags too much from the Job industry as a whole but then it lags 
even more when it comes to online entrepreneurship. What technology would be ideal and how 
to use that technology effectively? 
Financial Challenges: (Difficulty in borrowing fund) 
 Financial challenges are a lot different in India especially for online entrepreneurs. When 
you are starting out as an entrepreneur you don’t opt for venture funding but try to go to 
funding for small to medium business people. Many such non-technical business people don’t 
understand the online business models as a whole and so getting an initial business funding 
from them becomes challenging. The other option you can think of is a loan but bank loan is not 
at all an option in India for new online entrepreneurs. 
Policy Challenges 
 Now and then there is lots of changes in the policies to change in the government. Problems 
of TRIPS and TRIMS. Problems of raising equity capital, Problems of availing raw-materials, 
Problems of obsolescence of indigenous technology Increased pollutions Ecological imbalanced. 
Exploitation of small and poor countries etc. 
A. Opportunities 
• Free entry into world trade. 
• Improved risk taking ability 
• Governments of nations withdrawn some restrictions 
• Technology and inventions spread into the world.  
• Encouragement to innovations and inventions. 



Department of Business Administration, Loyola College 

4                                                Vol. 4, No. 3, Special Issue 3, February 2017 

• Promotion of healthy completions among  
• Consideration increase in government assistance for international trade. 
• The establishment of other national and international institutes to support business among 

the nations of the world. 
• Benefits of specialization. 
• Social and cultural development  
B Challenges for Rural Entrepreneurs 
• Growth of Mall Culture 
• Poor Assistance  
• Power Failure 
• Lack of Technical know how 
• Capacity Utilization  
• Infrastructure Sickness 
C. Opportunities for Rural Entrepreneurs 
• Crashed Scheme for Rural Development 
• Food for Work Program  
• National Rural Employment Program 
• Regional Rural Development Centers 
• Entrepreneurship Development Institute of India  
• Bank of Technology 
• Rural Innovation Funding 
• Social Rural Entrepreneurship 
 
Problem of Rural Entrepreneurship  
 Entrepreneurs are playing very important role in the development of economy.  
They face various problems in day to day work. As the thorns are part of roses, similarly every 
flourishing business has its own kind of problems. Some of the major problems faced by rural 
entrepreneurs are as under.  
 
Financial Problems  
• Paucity of Funds  
 Most of the rural entrepreneurs fail to get external funds due to absence of tangible security 
and credit in the market. The procedure to avail the loan facility is too  
time-consuming that its delay often disappoints the rural entrepreneurs. Lack of finance 
available to rural entrepreneurs is one of the biggest problems which rural entrepreneur is born 
now days especially due to global recession. Major difficulties faced by rural entrepreneurs 
include low level of purchasing power of rural consumer so sales volume is insufficient, lack of 
finance to start business, reduced profits due to competition, pricing of goods and services, 
Financial statements are difficult to be maintained by rural entrepreneur, stringent tax laws, 
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lack of guarantees for raising up of loans, difficulty in raising capital through equity, 
dependence on small money lenders for loans for which they charge discriminating interest 
rates and huge rent and property cost. These all problems create a difficulty in raising money 
through loans. Landlords in Punjab proved to be a major source of finance for rural 
entrepreneurs but the rates of land are reduced due to global recession so they also lack hard 
cash nowadays.  
 Some banks have not ventured out to serve rural customers because banks are expensive to 
be reached by rural customers and, once reached, are often too poor to afford bank products. 
Poor people often have insufficient established forms of collateral (such as physical assets) to 
offer, so they are often excluded from traditional financial market. The government is providing 
subsidies to rural areas but due to the high cost of finance, these subsidies are not giving fruitful 
results. Major sources of finance in rural areas are loans from regional rural banks or from 
zamindars but their rate of interest is usually very high. The government has various 
institutions for this purpose but the results are not up to the level expected. Industrial Finance 
Corporation of India (IFCI), Industrial development bank of India, Industrial Credit and 
Investment Corporation of India (ICICI), Small Scale Industry development bank of India 
(SIDBI) are some of the national level (SFC) institutions that are helping out rural entrepreneurs. 
Some state level institutions are also working like a State Financial Corporation and State 
Industrial Development Corporation (SIDC). These institutions provide assistance for setting up 
of new ventures and side by side for modernization and expansion of existing ones but their 
terms and conditions are very strict to be handled. Various schemes like composite loan scheme, 
tiny unit scheme, scheme for technical entrepreneurs etc. had started but they are unable to 
meet the expectation of rural entrepreneur. Raising funds through equity is little bit difficult for 
rural entrepreneurs because of lack of financial knowledge and also their financial corpus is also 
low, so loans are the primary source of finance for them which proved to be a great obstacle in 
developing rural entrepreneurship. Various policies of RBI regarding priority sector lending 
failed to achieve its objectives. Micro financing movements started in India worked well.  
Self-help groups from the basic constituent unit of micro finance movement in India. Self-help 
groups are a group of a few individuals who pool their savings into a fund from which they can 
borrow as and when necessary. Such a group is linked with banks but joining an existing SHG 
is often a costly affair for an aspiring villager as in order to maintain parity among the 
members, a new member has to join by depositing the total accumulated individual savings and 
interest of groups. So starting new SHG is an easy as compared to join existing one. NGO’s also 
played important role in rural development. These NGO’s are usually registered as societies 
and trust. They have less capital resources as they cannot raise equity capital.  
• Lack of Infrastructural Facilities  
 The growth of rural entrepreneurs is not very healthy in spite of efforts made by 
government due to lack of proper and adequate infrastructural facilities. 
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• Risk Element 
 Rural entrepreneurs have less risk bearing capacity due to lack of financial resources and 
external support. 
Marketing Problems  
• Competition 
 Rural entrepreneurs face severe completion of large sized organizations and urban 
entrepreneurs. They incur the high cost of production due to high input cost. Major problems 
faced by marketers are the problem of standardization and competition from large scale units. 
They face the problem in fixing the standards and sticking to them. Competition from large 
scale units also creates difficulty for the survival of new ventures. New ventures have limited 
financial resources and hence cannot afford to spend more on sales promotion. These units are 
not having any standard brand name under which they can sell their products. New ventures 
have to come up with new advertisement strategies which the rural people can easily 
understand. The literacy rate among the Problems Faced by Rural Entrepreneurs and Remedies 
to Solve It rural consumer is very low. Printed media have limited scope in the rural context. 
The traditionally bounded nature, cultural backwardness and cultural barriers add to the 
difficulty of communication. People in rural areas mostly communicate in their local dialects 
and English and Hindi are not understood by many people. It has been seen in the recent past 
that in spite of enough food stocks with government warehouses, people are dying of 
starvation.  
 This indicates a problem with the public distribution system. The producers are not 
collective in their approach for marketing their products because they are too widely scattered 
and uneducated. 
• Middlemen 
 Middlemen exploit rural entrepreneurs. The rural entrepreneurs are heavily dependent on 
middlemen for marketing of their products who pocket large amount of profit. Storage facilities 
and poor mean of transport are other marketing problems in rural areas. In most of the villages, 
farmers store the produce in open space, in bags or earthier vessels etc. So these indigenous 
methods of storage are not capable of protecting the produce from dampness, weevils etc.  
The agricultural goods are not standardized and graded.  
 
Management Problems  
• Lake of Knowledge of I.T Information technology is not very common in rural areas. 

Entrepreneurs rely on internal linkages that encourage the flow of goods, services, 
information and ideas. The intensity of family and personal relationships in rural 
communities can sometimes be helpful but they may also present obstacles to effective 
business relationships. Business deals may receive less than rigorous objectivity and 
intercommunity rivalries may reduce the scope for regional cooperation. Decision making 
process and lines of authority are mostly blurred by local politics in rural areas. 
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• Legal formalities: Rural entrepreneurs find it extremely difficult in complying with various 
legal formalities in obtaining licenses due to illiteracy and ignorance.  

• Procurement of Raw Materials: Procurement of raw materials is really a tough task for 
rural entrepreneurs. They may end up with poor quality raw materials, may also face the 
problem of storage and warehousing. 

• Lack of Technical Knowledge Rural entrepreneurs suffer a severe problem of lack of 
technical knowledge. Lack of training facilities and extensive services crate a hurdle for the 
development of rural entrepreneurship.  

• Poor Quality of Products: Another important problem is growth of rural entrepreneurship 
is the inferior quality of products  

 
Conclusion  
 Majority of the entrepreneurs have started the business on their own owing to  
self-motivation and interest with their own minimum capital investment, and thus it is a form 
of sole selling business without following any registration procedures of the Government.  
There is no proper training or financial support provisions from the government agencies. Some 
private agencies particularly the NGOs on their own provide some training. With all these 
problems the entrepreneurs feel that it is a source of income to the family and is reasonably a 
profitable one. Hence they have some future plan to expand their business. 
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Abstract 
 China is the one of the populated nations in Asia. It is a south Asian country accommodating the population of 
1.357 billion (2013). Toys, jewels, furniture, electronic goods, car & other vehicle parts, cell phone, chapels, shoe, 
belt, computer, stationary, sports goods, hand watches, wall clock, bed spreads, pen stand, calendar, diary, building 
goods, medical instruments, vehicle wheels, tyres, tubes, textile goods, digital printing machine, sewing machine, 
etc., are hugely imported from China for the past 7 years. According to the statistics, over and above 1000 types of 
Chinese goods are imported from China. Chinese goods are low cost from 30% to 50% in comparison with Indian 
goods. Japan, France and Korea are leading to technology advancement and innovation. However, they could not 
fully extent the market in the global level. But, China has established an international market. India is one of the 
biggest consumer markets in the world. These import goods of China have warped by our Indian economy. We are 
Indians. We encourage to Indian manufacturing products. If we prefer to Chinese goods “Swadesi”, this word will 
be in text books only.  
Key words: Global Market - Import of Chinese goods – Cheaper of Chinese products – Choice of consumer - Affects 
of Indian Economy.  
Introduction  

“Explore with all eight directions and bring the available treasures home” 
 – Bharathiar 

 Before Independence of India, Mahakavi Bharathiar pointed out that the importance to 
encourage the international trade. Globalization, Liberalization and Privatization had been in 
100 years ago. Our ancestors were very familiar in local trade as well as very experts in the 
international trade also. But, at present, more goods are imported and fewer goods are exported 
to abroad.  
 Dominant of Chinese goods:- China is the one of the populated countries in Asia. It is a 
south Asian country accommodating the population of 1.36 billion (App.) on 2013. China’s land 
areas are very strong in result of retailed business. Toys, jewels, furniture, electronic goods, car 
& other vehicle parts, cell phone, chapels, shoe, belt, computer, stationary, sports foods, hand 
watches, wall clock, bed spreads, pen stand, calendar, diary, building goods, medical 
instruments, vehicle wheels, tyres, tubes, textile goods, digital printing machine, sewing 
machine, etc., are highly imported from China for the past few years. As stated in statistics, 
more than 1000 types of Chinese goods are imported from China.  
 
The Biggest Imports from China to India are  
1. Electronic Equipments 
2. Machines, Engines and Pumps 
3. Organic Chemicals 

 

PREPONDERANCE OF CHINESE PRODUCTS IN INDIA  
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4. Fertilizers  
5. Iron and Steel products  
6. Plastics 
7. Gems, Precious Metals and Coins 
8. Ships and Boats and 
9. Medical and its technical Equipment  
Imports of India 
 India imports around 6000 goods from 140 countries. In 2015, India imported USD 390.7 
billion worth of products.  
Following is a list of top five imports of India (2015) from the world: 
• Crude oil products: The import of petroleum crude to the country accounts for about 34 

percent of the total incoming shipments.  
• Gems and precious metals: The country also imports gold and silver which accounts for 12 

percent of the total imports. 
• Machinery Equipments: This makes around 10 percent of the total imported goods in the 

country.  
• Electronic equipment: The import of electronic goods inclusive of smart phones in the 

country grew from USD 2.85 billion in May to USD 4.38 billion in September 2015. This 
accounts to about 7 percent of the total imports.  

• Pearls, precious and semi-precious stones: India imports natural or cultured pearls, precious 
or semi-precious stones, precious metals, metals clad with precious metal and its products, 
which accounts for five percent of the country's total imports. 

• Low price of electrical and electronics Chinese goods: - Is virtually low price of Chinese 
goods, our Indians are highly addicted. Now, our Indians are likely to purchase Chinese cell 
phone, Cell phone chargers, Emergency lights, CLR lamps, electronic goods, plastic goods, 
etc.,  

 
An Overview of Chinese Goods in India 
1. Chinese goods are affordable from 30% to 50% in comparison with Indian goods. 
2. Apart from high class people, middle and lower class people are promoted to purchase 

Chinese goods. Now, all level of people fix upon to purchase these Chinese goods because 
of cheap rate. Due to low price of Chinese goods, the mindset was created among Indians. 
They highly prefer to buy these goods. However, 5 years back, Chinese goods were lowly 
imported from China.  

3. Now the rate of Indian manufacturing modernized multimedia android phone is from Rs. 
7000 to Rs. 10000. Now, the same multimedia android phone is imported from China with 
the value of Rs. 3000 only. In this regard, our people are attracted to purchase this type of 
Chinese mobiles.  
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4. For the past 4 years, crackers were imported from China. However, Sivakasi is one of the 
famous towns in Virudhunagar district in Tamil Nadu State. Sivakasi, Sattur, Virudhunagar 
and its surroundings are famous for crackers manufacturing. Every year, at the time of 
Deepavali festival, our Indian children and youths prefer to buy Sivakasi crackers.  
By reason of import of Chinese crackers from China. The manufacturers, traders, 
wholesalers and retailers of Sivakasi and other places have been highly affected by these 
import goods. They lost crore and crores of rupees. Particularly, Sulphur chemical is highly 
used in Chinese crackers. It is very dangerous to the human beings as well as environment. 
But, Sivakasi crackers are made by Nitrate chemical. It is not vulnerability. Owing to lesser 
price of Chinese goods, Indians desire to purchase Chinese crackers.  

5. To that end dominance of Chinese goods, now some of the Indian manufactured products 
are sold the market by the sticker of made in China. At present, computer, laptop, mobile, 
electronic goods, etc., have been highly imported from China. The Government of India 
makes foundation to the Chinese goods. For the year 2014, Rs. 80000 crore values of mobile 
handsets were imported from China.  

6. It is notable that two years back fertilizer was imported from China for paddy production in 
Cauvery delta districts (Thanjavur, Tiruvarur and Nagappattinam Districts) in Tamil Nadu. 
For the year 2013-2014, Rs. 4300 crore value of textile goods works dealt between China and 
India. Even though, the business dealing with China and India were Rs.1636 crore in  
2007-2008. 

7. According to the news of Tamil and English dailies as well as other Medias, Bullet train 
facilities will be commenced in India at shortly with the help of China. The Chinese officials 
have taken place in India short while ago for inspecting the possibilities. The high level 
official went to China. So, the Government of India also supports to the Chinese goods.  

8. By reason of arrival of Chinese goods in India, toll manufacturing concerns have been 
highly overwhelmed. For the past 5 years, 40% of doll manufacturing companies have been 
out of business. Now, 20% of doll traders are going to close the production.  

9. In South Asian countries, India only not imported the Chinese goods. At the same time, 
Asian countries like Indonesia, Malaysia, Thaiwan, Thailand, Srilanka, Japan, Pakistan and 
Bangladesh are imported Chinese goods. The developed countries of USA, France, 
Philippines, etc., are also importing the goods from China.  

10. According to the survey report, Chinese goods are not up to the mark in comparison with 
Indian goods. These are the goods are not in safety level. There is no guarantee to them. 90% 
of Chinese mobile phone has not obtained International Mobile Equipment Identity, the 
latest statistics pointed out.  
 

Ban of Import goods from China 
• The Government of India put a disallow on the import of various products from China 

including some electronic items, specific mobile phones, milk and milk products and some 
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steel products from 25th April 2016 because of sub-standard or not following security codes. 
Some mobiles from China, which do not carry International Mobile Station Equipment 
Identity Number or other security features.  

• Meat, animal feed, cooking oil, elephant tusks, some fish variety, telephone equipments 
some toys and chocolates are off the hook to import from China.  

• As stated in some online media reports, the ban came after Union Commerce Minister of 
India Ms. Nirmala Sitharaman said that the import of such items from  
China has been harming India’s small and medium enterprises. Quality concerns have also 
been cited as one of the causes for the ban. The Union Minister reportedly said that specific 
actions have been taken by the Government on these Chinese imports to execute the ban 
accurately.  
 

Conclusion 
 Japan, France and Korea are leading to technology advancement and innovation. However, 
they could not extent the huge market in the global level. But, China has created a global 
market. In future, China should be dominant in the multinational product business transactions. 
Because of Chinese goods dominate in India; Indian goods have been wounded in the markets. 
India is one of the largest consumer markets in the world. These import goods have disrupted 
by Indian economy. Indian goods/products businesses have facing gradients. Many lakhs 
numbers of people have been overcome and company should be lay of stage. For the interest of 
unemployment problem may be constituted among Indians as well as a great number of 
persons are show up to loss the job. The home trade productions are also affecting. In this 
regard, Indian economy is affected by the inflation. Aside from this Indian goods are does not 
stable in the international market. We are Indians. We support to Indian local products. If we 
prefer to Chinese goods “Swadesi”, this word only will be in text books only.  
 We are not slave of Chinese goods.  
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Abstract 
 In this business scenario and changing technology the role of the executives is very important. The most 
important and difficult task of the executives is to adapt a suitable style in order to get the work done from others. 
Managerial style is the characteristic way of a person in dealing with others. That style he adopts should also get the 
work done from the subordinates and should create a good environment. This act as a basis for climate in an 
organization. This paper focuses the impact of the managerial style on organizational climate. The study was 
conducted among 600 women executive in the corporate sector at Chennai.  
Key words: Managerial style, organizational climate  
Introduction 
 The era of economic reforms and liberalization in India has consistently led to high 
economic growth rate for several years. In general, it has created more employment 
opportunities, for women especially; there have been new opportunities in the corporate sector. 
Traditionally, the senior management positions in the corporate world in India were occupied 
by men. But that scenario has been gradually undergoing a change in the recent years. 
 The management of people at work is an integral part of the management process. To 
understand the critical importance of people in the organization is to recognize that the human 
element and the organization are synonymous. A well-managed organization usually sees an 
average worker as the root source of quality and productivity gains. Such organizations do not 
look to capital investment, but to employees, as the fundamental source of improvement. An 
organization is effective to the degree to which it achieves its goals. An effective organization 
will make sure that there is a spirit of cooperation and sense of commitment and satisfaction 
within the sphere of its influence. 
 
Related Literatures 
 Managerial styles are characteristic ways of making decisions and relating to subordinates. 
This idea was further developed by Robert Tannenbaum and Warren H. Schmidt (1958, 
1973).Basically the style differs from company to company and from person to person. 
Managerial Style refers to the more or less consistent patterns of thinking; feeling and behaving 
that characterize the way in which one deal with people and situations in a management 
context. Managerial style that focus on managers as technical experts who direct, coordinate 
and control the work of others have been replaced by those that focus on managers as coaches, 
counselors, facilitators, and team leaders. 
 “Kelner.S,O’Connel.K, Rivers ( 1994) shows the relationship between the managerial style 
and climate. It was tested for a sample of 3,871 direct reports drawn from nine corporation in 

EFFECT OF MANAGERIAL STYLE ON ORGANIZATIONAL CLIMATE-  
A STUDY WITH REFERENCE TO WOMEN EXECUTIVES IN CORPORATE 
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six industries. Most of the individuals filling out the instruments were supervisors, managers, 
senior managers or executives, each rating his or her immediate supervisor. Approximately half 
of the sample was from outside the USA. Strong relationship was found between specific 
managerial style behaviors as measured by the Managerial Style Inventory and the 
Organizational Climate dimensions as measures by OCSII and its predecessors. Styles 
accounted for approximately 54% of the variance in total climate, as measured by OCSII (r-
square =.034, Beta =0.537, n =644, p <0.0001). These results were consistent. 
 Ingles, S. & Moreno (1998) reveals the relationship between the managerial style and 
climate. It was tested for the managers from 27 hotels in an international hotel chain based in 
Europe. Again, a strong relationship was found between styles and climate. Total climate 
correlated positively with the Authoritative, Affiliative, Democratic and Coaching style.  
Only Coercive and Pacesetting styles correlated negatively with almost every climate 
dimension, with the most significant negative correlation between the Coercive style and the 
responsibility climate dimension (r =-.518 ,n =27). 
  
Theoritical Framework 
Organisational Climate 
 The climate is the feel of the organization, the individual and shared perceptions and 
attitudes of the organization’s members The individual perception of the “feel of the 
organization” comes from what the people believe about the activities that occur in the 
organization .Organizational climate is a set of properties of the work environment, perceived 
directly or indirectly by employees, that is assumed to be a major force in influencing the 
employee behaviour. Organizational Climate (sometimes known as Corporate Climate) is the 
process of quantifying the “culture” of an organization. The managerial style is an important 
component in the organization which helps to achieve the goal. This managerial style is mainly 
affected by the organizational climate which is been proved in various research.  
 
Motives of Organizational Climate 
1. Achievement – This motive is characterized by concern for excellence competition against 

standards set by others or by oneself, the setting of challenging goals for oneself, awareness 
of the obstacles that might be encountered in attempting to achieve these goals, and 
persistence in trying alternative paths to one’s goals.  

2. Influence – This motive is characterized by a concern for making an impact on the others, a 
desire to make people do what one thinks is right and an urge to change situations and 
develop people.  

3. Control – This is characterized by a concern for orderliness, a desire to be and stay informed, 
an urge to monitor events and to make corrective action when needed, and a need to display 
personal power.  

4. Extension – This is characterized by a concern for others, interest in super ordinate goal, and 
an urge to be relevant and useful to large groups, including society as a whole.  
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5. Dependency – This motive is characterized by a desire for the assistance of the others in 

developing oneself, a need to check with significant others (those who are more 
knowledgeable or having higher status, expertise, close associations and so on), a tendency 
to submit ideas or proposals for the approval, and an urge to maintain a relationship based 
on the other person’s approval.  

6. Affiliation – This is characterized by a concern for the establishing and maintaining close 
personal relationships, and emphasis on friendship, and a tendency to express one’s 
emotions.  

 
Research Methodology 
 Managerial style is the patterned behavior of the person who manages all the activities in an 
organisation. This behavior is basically affected by many variables in the organization. Among 
the various variables, organizational climate also influences the managerial style. This paper 
aims to assess the impact of the managerial style on the organizational climate. This study was 
conducted with the 600 women executives in the corporate sector in Chennai. The researcher 
used convenience sampling to collect the primary data from the respondents. 
 
Analysis and Discussions 
 In order to assess the effect of managerial styles on organizational climate, the multiple 
linear regressions have been employed and the results are presented in Table 1. The results 
indicate that the coefficient of multiple determination (R2) is 0.63 indicating the regression 
model is moderately fit.   

Table 1 Effect of Managerial Styles on Organizational Climate 
Managerial Styles Regression Coefficients t-Value Sig Intercept 2.014 1.317 .178 

Coercive(X1) .394 1.229 .167 
Authoritative(X2) -.547** 3.157 .012 
Affiliative(X3) .542** 4.268 .011 
Democratic(X4) .494** 3.972 .010 
Pacesetting(X5) .442** 3.825 .012 
Coaching(X6) .283 0.862 .582 
R2 0.63   
Adjusted R2 0.58   
F 1.407  0.04 
N 600   
Note: **Significance at one per cent level 
Source: Primary & Computed Data 
 
 The results show that coercive, affiliataive, democratic and pacesetting styles are positively 
influencing the organizational climate at one per cent level of significance. This means when the 
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women executives adopts these styles the organizational climate is quiet conducive.. 
Authoritative style of management is negatively influencing the organizational climate at one 
per cent level of significance. So when the executive adopts the authoritative style of 
management in the corporate sector the organizational climate is not favorable for them. 
 
Conclusion 
 The most important task in an organization is to manage the people in the organization. So 
the executives cannot adopt only one style to mange everybody. This may differ from people to 
people and from place to place. The situation also influence the styles adopted by the women 
executives in the corporate. So when they are going change their style the climate also changes. 
So the executive must adopt the style which is going to provide her a conducive climate. 
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Introduction 
 In 1954, the decision of the Government marked a turning point in the history of the Indian 
Vehicle Industry. The Govt. of India instructed what type of vehicle each manufacturer should 
make. Therefore, each product was safety cocooned in its own segment with no fears of any 
impending competition. Even though new entrant was not allowed, they had plans of a full-
pledged manufacturing program. The restrictive set of policies was chiefly aimed at building an 
indigenous auto industry. However, the restrictions in foreign collaborations led to limitations on 
import of technology through technical agreements. The other control imposed on vehicle makers 
was related to the production capacity and distribution. The Government of India control extended 
even to fixation of prices for vehicle and dealers commissions. It triggered the start of protracted 
legal battle between vehicle makers and Govt. of India in 1969. In the three till 1980, decades the 
following establishment of the passenger vehicle industry in India proved to be the `dark ages' for 
the consumer, as his choice throughout the period was limited to two models viz. Ambassador and 
Padmini. 
 
Need for the Present Study   
• Multi utility vehicle in India are for wide ranging purpose, from being a simple means of 

conveyance to luggage carriers. They are used as a family vehicle carrying four adults and two 
or three children. 

• Most of the roads in India are narrow, with heavy traffic making congested and totally 
unorganized. The compactness of multi utility vehicle makes it possible to move them even 
through narrow gaps. It is also easy to park them in the available limited space. 

 
Review of Literature  
 George Parker (2008), pictures the subject of high tech industries, information technology and 
the problems associated with it. It is found that there is a difference between tech advertising and 
consumer advertising and the problem is with the exception of few companies like Intel and 
Microsoft, most people in tech do not have patience to stick with the program. 
 Nick Maling (2008), analyzed in detail the company Saatchi & Saatchi Co., in the subject terms 
of advertising agencies, advertising accounts. Saatchi & Saatchi UK had beaten the 5 other agencies 
to an estimated L 70 million Pan - European launch campaign for Toyota's new multi utility 
vehicle, the Yards. It had developed an idea that it can be used in 17 countries. 

A STUDY ON CONSUMERS ATTITUDE TOWARDS  
MULTI UTILITY VEHICLES 
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 Jean Halliday (2009) discussed his view about the Daimler Chrysler. He said that Chryslers 
Neon was positioned as a cute, friendly multi utility vehicle. The ads are more sophisticated in 
keeping with the changes in the multi utility vehicle. 
 Nick Maling (2009) analyzed the product lines, market strategy, and market entry with respect 
to Volkswagen group. Volkswagen attempted to stretch beyond its traditional position, into the 
lucrative echelons of the executive and luxury market. V6 is expected to be the first in a new range 
of up market multi utility vehicle. VW a marquee usually associated with small multi utility 
vehicle like Golf or Beetle. 
 
Objectives of the Study  
• To analyze the consumer attitude towards about multi utility vehicles. 
• To find out the factors that influences the buyers for the purchase of multi utility vehicles.  
 
Research Design 
 Research design is purely and simply the framework or plan for a study that guides the 
collection and analysis of the data. The research design indicates the methods of research i.e. the 
method of gathering information and the method of sampling. Primary data were collected by 
conducting direct structured interview using questionnaire. This is an empirical study and 
primary data were collected from a random sample of 100 respondents in Chennai city. 
Statistical measures such as Correlation analysis and regression analysis were used to interpret 
the obtained data. 
 
Results and Discussion 

Table 1 Showing the Correlation between the Attitudes Towards 
Multi utility Vehicle and Demographic Variables 

Demographic Variables Attitude towards multi utility vehicle 
Age 0.152** 
Gender 0.128** 
Marital status 0.242** 
Number of Dependents -0.124* 
Educational qualification 0.384** 
Birth place 0.124* 
Monthly income 0.045 
Professional status 0.097 
Nature of location 0.078 
Size of family 0.287** 
Nature of family 0.052 
Basic background family 0.244** 
* Significant at 0.01 level ** Significant at 0.05 level 
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 The attitude towards multi utility vehicle is positively and significantly related to age 
(0.152), gender (0.128), marital status (0.242), educational qualification (0.384), birth place 
(0.124), size of family (0.287) and basic background family (0.244). It shows a weak positive 
relationship to monthly income, professional status, nature of location and nature of family.  

Table 2 Showing the Correlation between the Factor Influencing 
 to Buy the Multi Utility Vehicle and Demographic Variables  

Demographic Variables Factor Influencing Buy the Multi Utility Vehicle 
Age -0.164** 
Gender 0.145** 
Marital status 0.185** 
Number of Dependents 0.145* 
Educational qualification -0.245** 
Birth place 0.324* 
Monthly income 0.025 
Professional status 0.074 
Nature of location 0.068 
Size of family 0.264** 
Nature of family 0.046 
Basic background family 0.227** 

  * Significant at 0.01 level ** Significant at 0.05 level 
 
 The factor influencing buy the multi utility vehicle is positively and significantly related to 
gender (0.145), marital status (0.185), number of dependents (0.145), birth place (0.324), size of 
family (0.264) and basic background family (0.227). It shows a weak positive relationship to 
monthly income, professional status, nature of location and nature of family.  

Table 3 Showing the Stepwise Regression Analysis Predicting 
 Attitude towards Multi Utility Vehicle  

Sl.No Step/Source Cumulative R2 ∆R2 Step t P 
1. Age 0.038 0.045* 3.084 0.01 
2. Professional status 0.059 0.048* 2.523 0.01 
3. Monthly Income 0.063 0.054* 2.214 0.01 
4. Size of family 0.077 0.068* 2.321 0.01 
5. Educational Status 0.120 0.076* 2.434 0.01 

* P < 0.01 Constant value = 15.126 
 Five variables viz age, professional status, monthly income, size of family and educational 
qualification have significantly contributed for predicting the attitude towards multi utility 
vehicle. The variable age predictive value of attitude towards multi utility vehicle seems to be 
0.038, when paired with the variable professional status is 0.059, with monthly income 0.063, 
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with the size of family 0.077 and with educational qualification 0.120. The predictive value of 
these variables separately is 0.01. 
 
Major Findings  
• The attitude towards multi utility vehicle is positively and significantly related to age, 

gender, marital status, educational qualification, birth place, size of family and basic 
background family. It shows a weak positive relationship to monthly income, professional 
status, nature of location and nature of family. 

• The factor influencing buy the multi utility vehicle is positively and significantly related to 
gender, marital status, and number of dependents, birth place, and size of family and basic 
background family. It shows a weak positive relationship to monthly income, professional 
status, nature of location and nature of family. 

 
Conclusion 
 The present study attempted to consumers attitude towards multi utility vehicles. They may 
evolve the product design based on the light of consumer preference for the various product 
related factors. This also helps the manufactures to identify the less factors and this widens the 
manufactures to improve in such areas. The study also has strong conclusion of product 
segmentation based on line preference factors and other marketing strategies which may also be 
based on these factors. The results revealed that respondents were favorable attitude towards 
multi utility vehicles. 
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Abstract 
 This paper analyses the preference of consumers while purchase of Washing Machine. The paper mainly focuses 
on measuring the relationship between consumer preference and variables of marketing stimuli. Using a structured 
questionnaire data were collected from 902 respondents in Chennai city through convenience sampling. Bivariate 
correlation analysis was performed on the data using SPSS to analyse the relationship between the selected 
variables. The researcher found that a positive correlation exist between consumer preference and variables of 
marketing stimuli towards Washing Machine. It was identified that among the variables Economic, Conspicuous, 
Uniqueness and Materialistic shows high positive correlation in preference of Washing Machine. 
Keywords: Washing Machine, Consumer Preference, Marketing Stimuli – Functional Value, Financial Value, 
Social Value and Individual Value. 
 
Introduction 
 Consumer durable industry comprise of household appliances used for cooking, baking, 
cleaning, cooling, food preservation, heating and laundry appliances. It is usually referred to as 
White Goods in the trade as many products happen to be white in colour when they were 
launched. Though white goods are now available in plethora of colours, they are still referred to 
as White Goods. There was a period when consumer durable items were considered luxury, but 
now, it has become an essential commodity in every house hold. The consumer durable white 
goods sector has been witnessing significant growth in recent years (2000 and after), helped by 
several drivers such as the emerging retail boom, housing demand, greater disposable of 
income and an overall increase in the level of affluence to a significant section of the population. 
This has increased competition and collaborative ventures, indigenous brands and international 
brands are all competing to exploit the growing market opportunities. Understanding the 
behavioural patterns of buyers and consumers and their future trends has become paramount 
more relevant to certain established markets in India where manufacturers are looking forward 
to distinguish themselves. 
 The functional dimensions refers to the core and basic utilities that drive the consumers 
perceived value such as quality, uniqueness, usability of the product (Sheth et al. 1991) . 
Usability can be implicated by ease of use defined by physical, chemical, technical, tangible or 
intangible product/service dimensions. Usability depends on the need of the consumer and the 
properties of the product. The features and characteristics of the product and its ability to 
satisfy consumers needs determine the quality of a product. Uniqueness is the observed 
selectiveness and scarcity of a limited product enhances the consumer‘s desire or preference of a 
brand.  

BI-VARIATE CORRELATION ANALYSIS ON MARKETING STIMULI WITH 
RESPECT TO CONSUMERS PREFERENCE AMONG 

WASHING MACHINE USERS 
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 The Economic magnitude focuses directly on financial features such as cost, reduction, etc. 
Besides the money that a buyer pays for an item for consumption, there are also other hidden 
costs included in that which influence on the observation of cost. These comprise period, 
psychological action or expansion and attitudinal attempt. The consumption of white goods 
appears to have a strong social function. The social dimensions refers to the perceived utility 
individuals acquire by consuming products or services recognized within their social groups 
such as Conspicuousness and Prestige value which may significantly affect the evaluation and 
the propensity to purchase white goods. 
 The individual magnitude targets on a purchaser’s intimate judgment on utilization and 
concentrate on individual issues such as materialism, self-indulgent and Self-identity 
importance. It is widely accepted within the theory of consumer behaviour that the self-image 
congruity moderates the relationship between one's self-image and one's image of a product or 
service (Belk 1988; Mick 1986). Hedonism describes the perceived subjective utility and 
intrinsically attractive properties acquired from the purchase and consumption of a luxury 
brand to arouse feelings and affective states, received from personal rewards and fulfilment 
(Sheth et al.1991; Westbrook and Oliver 1991). Materialism can be described as the degree to 
which individuals principally find possessions to play a central role in one‘s life. 
 
Review of literature 
 Corfman, Kim P et al. (1991) developed a conceptual model that described the relationships 
among consumer values, utility and ownership of durables. The relationships were tested 
empirically using data on a variety of discretionary durables collected from a sample of  
735 adults. Results supported the model structure and suggested that augmenting the list of 
values (Kahle 1983) with a measure of materialism improves prediction of value related human 
behaviour.Grewal et al.(2004) made at attempt to bring consumer psychology theories into 
research on the timing of repurchase of consumer durables, they suggested that attitude 
functions (knowledge, value expressive, social adjustment, and utilitarian) can help explain and 
predict inter purchase intervals. The authors propose that on adopting a cooperative 
perspective, the effect of the attitude function is contingent on contextual factors, which they 
theorize as the nature of the product and \ of the decision. Wiedmann et al. (2007) developed an 
integrated conceptual framework of consumers’ luxury value perception. The model illustrates 
that individual and social as well as financial and functional dimensions significantly impact 
the consumers’ luxury value perception and consumption on an international level. Sun Qian et 
al. (2009) examined the visual associations and the correlation between various product stimuli 
in the decision making process of Indian consumers from the perspective of consumer cognitive 
psychology and psychoanalysis. The study concluded that psychological approach towards 
understanding Indian consumers is an important tool in determining consumer needs. ‘Visual 
Aesthetics’ is one of the key factors in decision making process and ‘extrinsic’ factors are 
significant as a contributor as ‘intrinsic’ factors such as product visuals and features. Burak 
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(2010) in his study concentrated on the relationship between product appearance and perceived 
product quality especially for durable goods. Four types of information communicated through 
the appearance were revealed: aesthetics, information, symbolic information, functional 
information and ergonomic information. The results showed that appearance influences quality 
perception in various stages of consumer/product context for durable goods. It was absorbed 
that aesthetic, functional and ergonomic information directly influence consumers’ quality 
perception; whereas, the influence of symbolic information on the perceived quality is found to 
be limited and indirect. 
 
Research Methodology 
 The research design used in the study was descriptive in nature as it evaluates the existing 
state of affairs of consumers in Chennai city. 902 respondents were asked to give their response 
on a structured questionnaire. The responses were collected through a survey method using 
convenience sampling. The samples selected for the study were consumers who own 
Refrigerator. The study was conducted in Chennai city. The questionnaire consists of two parts, 
the first part deals with the demographic profile of the consumers the second part consist of 
several statements relating to preference and marketing stimuli variables. The researcher used 5 
point Likerts scale to measure the respondents opinion .To measure the reliability level of the 
questionnaire Cronbach‘s alpha test was performed and the result showed a value of .952 which 
implies that the questionnaire is reliable at 95.2%. The study was also supplemented by 
references from different magazines, literatures, books and publications related to the study. 
The data gathered through the survey were analyzed with appropriate tools and techniques 
and are represented with tables. For this study the researcher has derived dimensions of 
marketing stimuli using the following variables: Functional Value: - Usability, Quality and 
Uniqueness; Financial Value: - Economic and Luxury; Social Value: - Conspicuous and Prestige; 
Individual Value: - Self-identity, Hedonistic and Materialistic. 
 
Analysis and Interpretation 
 Relationship between Consumers’ Preference and Variables of Marketing Stimuli towards 
Washing Machine. 
 Bi-variate correlation was applied to ascertain the relationship between Consumers’ 
preference and variables of market stimuli of Washing Machine. The following null hypotheses 
were framed: 
H01:  There is no significant relationship between Usability, Quality, Uniqueness and 

Consumers’ Preference on Washing Machine. 
H02:  There is no significant relationship between Economic, Luxury and Consumers’ 

Preference on Washing Machine. 
H03:  There is no significant relationship between Conspicuous, Prestige and Consumers’ 

Preference on Washing Machine. 
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H04:  There is no significant relationship between Self-identity, Hedonistic, Materialistic and 
Consumers’ Preference on Washing Machine 

  
Table 1 Relationship between Consumers’ Preference and Variables of Market  

Stimuli of Washing Machine 
  Preference 

Functional Value 
 

Usability r = 0.696** 
p <.001 

Quality r = 0.631** 
p <.001 

Uniqueness r = 0.839** 
p <.001 

Financial Value 
Economic r = 0.893** 

p <.001 
Luxury r = 0.854** 

p <.001 

Social Value 
Conspicuous r = 0.850** 

p <.001 
Prestige r = 0.842** 

p <.001 

Individual value 
Self-identity r = 0.724** 

p <.001 
Hedonistic r = 0.804** 

p <.001 
Materialistic r = 0.821** 

p <.001 
   Source: Primary Data   ** Significant at 1% level 
 
 There is a positive significant correlation between Usability (r = 0.696), Quality  
(r =0.631), Uniqueness (r =0.839) and Consumers’ Preference on Washing Machine. Hence the 
null hypothesis “There is no significant relationship between Usability Quality, Uniqueness and 
Consumers’ Preference on Washing Machine” is rejected. This shows that Usability (69.6%) 
Quality (63.1%) and Uniqueness (83.9%) improve Consumers’ Preference on Washing Machine. 
 There exists a positive significant correlation between Economic (r = 0.893), Luxury  
(r = 0.854) and Consumers’ Preference on Washing Machine. Hence the null hypothesis.  
“There is no significant relationship between Economic, Luxury and Consumers’ Preference on 
Washing Machine” is rejected. This shows that Economic (89.3%) and Luxury (85.4%) improve 
Consumers’ Preference on Washing Machine. 
 A positive significant correlation is present between Conspicuous(r=0.850), Prestige(r=0.842) 
and Consumers’ Preference on Washing Machine. Hence the null hypothesis “There is no 
significant relationship between Conspicuous, Prestige and Consumers’ Preference on Washing 
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Machine” is rejected. This shows that Conspicuous (85%) and Luxury (84.2%) improve 
Consumers’ Preference on Washing Machine. 
 There is a positive significant correlation between Self Identity(r = 0.724), Hedonistic  
(r =0.804), Materialistic (r =0.821) and Consumers’ Preference on Washing Machine. Hence the 
null hypothesis “There is no significant relationship between Self identity, Hedonistic, 
Materialistic and Consumers’ Preference on Washing Machine” is rejected. This shows that Self 
identity (72.4%) Hedonistic (80.4%) and, Materialistic (82.1%) improve Consumers’ Preference 
on Washing Machine. 
 
Conclusion 
 The study reveals that there exists a positive correlation between consumer preference and 
dimensions - Functional, Financial, Social and Individual of marketing stimuli of Washing 
Machine. Firstly Economic variable of Financial Value shows very high positive correlation  
(r =0.893), this implies that consumers give importance to price towards preference of washing 
machine. Secondly Conspicuous variable of Social Value shows high positive correlation  
(r = 0.850), which shows that consumers prefer a washing machine that attracts attention of the 
society. Thirdly Uniqueness variable of Functional Value shows high positive correlation  
(r = 0.839) which reflects that consumers prefer a washing machine that is unique and fourthly 
Materialistic variable of Individual Value shows high positive correlation (r = 0.821) which 
reveals that consumer attach themselves to washing machine exhibiting positive attitudes.  
The above study reveals that consumers preference of washing machine highly depends on 
Economic value therefore marketers need to concentrate high on pricing strategies.  
Secondly onsumers prefer a washing machine that stands up to their status in the society urging 
marketers to have different variety of products catering to the different class in the society. 
Thirdly consumers prefer a washing machine that stands out in the group, has its own 
uniqueness related to latest technology, shape, size, colour or price and finally consumers are 
highly materialistic likely to acquire possession and exhibit positive attitudes related to 
acquisition of the product. 
 
Reference 
1. Burak Ahmet (2010), “The Influence of Product Appearance on Perceived Product Quality 

in reference to Washing Machines”, Middle East Technical University, Master Thesis. 
2. Corfman, Kim P., Lehmann, Donald R., Narayanan, Sunder (1991) “Values, Utility, and 

Ownership: Modeling the Relationships for Consumer Durables”, Journal of Retailing, 
Vol.67, Issue 2, pp.184 

3. Grewal Rajdeep, Mehta Raj and Kardes R. Frank (2004), “The Timing of Repeat Purchase of 
Consumer Durable Goods: The Role of Functional Bases of Consumer Attitudes”, Journal of 
Marketing Research, Vol. XLI, pp, 101-115. 

4. Sun Qian, Sridhar Naren, and ‘Brien O Mark (2009), “Consumer Perception of Product 
Stimuli: An investigation into Indian Consumer Psychology and its implications for New 



National Conference on Contemporary Management Practices 

Shanlax International Journal of Arts, Science & Humanities 25  

Product Development, Process and Strategy”, http://eprints.hud. ac.uk/ 5273/, D2B2: the 
2nd Tsinghua International Design Management Symposium, Tsinghua University, Beijing, 
China. 

5. Wiedmann, Hennigs and Siebels (2007), “Measuring Consumers’ Luxury Value Perception: 
A Cross – Cultural Framework”, Academy of Marketing Science Review, Vol.7 pp, 1-21. 

6. Sheth,Jagdish N., Bruce I. Newman, and B.I.Gross (1991) “Why we buy what we buy: A 
theory of consumption values.” Journal of Busines Research Vol.22 (1), pp.159-170. 

7. Westbrook, Robert A and Richard L. Oliver (1991) “The dimensionality of consumption 
emotion patterns and consumer satisfaction”, Journal of Consumer Research, Vol.18 (1), 
pp.84-91. 
 

  



Department of Business Administration, Loyola College 

26                                                Vol. 4, No. 3, Special Issue 3, February 2017 

 
 

J. George  
 MBA, DMI College of Engineering, Poonamallie, Chennai  

 
Introduction 
 Porter's Five Forces of Competitive Position Analysis were developed in 1979 by  
Michael. E Porter of Harvard Business School as a simple framework for assessing and 
evaluating the competitive strength of a business. This theory is based on the concept that there 
are five forces that determine the competitive intensity and attractiveness of a market. Porter’s 
five forces help to identify where power lies in a business situation. This is useful both in 
understanding the strength of an organization’s current competitive position, and the strength 
of a position that an organization may look to move into.The theory can be used to identify 
areas of strength, to improve weaknesses and to avoid mistakes. 
 
Porter’s Five Force Model 

 Porter’s model of competitive forces assumes that 
there are five competitive forces that identify the 
competitive power in a business situation. These five 
competitive forces identified by the Michael Porter are: 
 
Threat of Substitute Products 
 Threat of substitute products means how easily the 
customers can switch to the competitors product. 
Substitutes are a threat to a company. When there are 
actual and potential substitute products available then 

segment is unattractive. Profits and prices are affected by substitutes so, there is need to closely 
monitor price trends. In substitute industries, if competition rises or technology modernizes 
then prices and profits decline. Threat of substitute is high when: 
• There are many substitute products available  
• Availability of same products or services offered at the same or less price  
• Better quality of the competitors’ product  
 
Threat of New Entrants 
 A new entry of a competitor into the market also weakens the power. Threat of new entry 
depends upon entry and exit barriers. Threat of new entry is high when: 
• Capital requirements to start the business are less  
• Few economies of scale are in place  
• Customers can easily switch (low switching cost)  

PORTER’S FIVE FORCE MODEL IN THE LIGHT OF DIGITAL 
REVOLUTION 2016 
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• The key technology is not hard to acquire or isn’t protected well  
• Lack of product differentiation 
 
Industry Rivalry 
 Industry rivalry means the intensity of competition among the existing competitors in the 
market. Industry rivalry is high when: 
• Customers have low switching costs  
• Exit barriers are high and rivals stay and compete  
• Fixed cost are high resulting huge production and reduction in prices 

 
Bargaining Power of Suppliers 
 Bargaining Power of supplier means how strong is the position of a seller. How much the 
supplier has control over increasing the Price of supply? When suppliers have more control 
over supplies and its prices that segment is less attractive. It is best way to make win-win 
relation with suppliers. Suppliers are more powerful when: 
• Suppliers are concentrated and well organized  
• A few substitutes available to supplies  
• The product is most effective or unique  
• Switching cost, from one suppliers to another is high  

 
Bargaining Power of Buyers 
 Bargaining Power of Buyers means, the control a buyer can have to drive down a product’s 
price. Buyer’s bargaining power may be lowered down by offering differentiated product. 
Buyers have more bargaining power when: 
• Few buyers chasing too many goods  
• Buyer purchases in bulk quantities  
• Product is not differentiated  
• Buyer’s cost of switching to a competitors’ product is low  
• Shopping cost is low  
• Buyers are price sensitive  
Benefits of Applying Five Force model 
• Ability to know and understand industry profitability and attractiveness.  
• Opportunity to know strengths and the weaknesses of an organization  
• Assisting in creating a plan for a stronger position within the industry 
• Helps in evaluating the complex interactions of competitors in an industry  
• Comprehension of the underpinnings of competition and root causes of profitability. 
The Missing Factors in Five Force Model 
 Porter's Five Forces is based on the economic situation of the eighties. During early eighties, 
the economic situation is more stable and predictable development in industries compared to 
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today dynamics. The difference is that on Porter's era, technology is something more like a tool 
to implement the change. But now, with its more rapid growth compare to eighties, technology 
has become a most important driver to a change. 
The Role of Macro Economy 
 Gareth Jones is the Author of the book titled ‘Integrated approach strategic management’. 
While talking about Global forces, Jones prioritizes the technology at first in order to show the 
tremendous role has been played by the advent of Digitalization that is growing rapidly in the 
world or rather prevalent as that of Oxygen. Revolutionary technological changes and 
discoveries are having a dramatic impact on organizations. The internet is acting as a national 
and global economic engine that is spurring productivity, a critical factor in a country’s ability 
to improve living standards; and it is saving companies billions of dollars in distribution and 
transaction costs from direct sales to self-service systems. The pace of technological change is 
increasing and literally wiping out businesses every day. An emerging consensus holds that 
technology management is one of the key responsibilities of strategies. Firms should pursue 
strategies that take advantage of technological opportunities to achieve sustainable, competitive 
advantages in the market places. The technology has grown so much that it is prevalent from 
agriculture to aeronautics. Today companies, that are regionally focused, have to integrate in a 
global environment, even if they do not import or export goods. The forthcoming India’s 
biggest tax revolution GST has to recourse to technology for its successful implantation and 
continuous process by which everyone in a nation can cherish the benefits in a countless 
manner. The gigantic leap by reliance JIO is one of the instances to mark the value of technology 
and digitalization. This increases the strategic requirements that go beyond pure price and 
quality considerations. The change without doubt has been brought out by the advent of 
globalization in the world. And today’s market has identified five main drivers of 
Globalization: (1) Lower Trade Barriers (2) Lower Communication Costs (3) Lower 
Transportation Costs (4) spread of Technology (5) Information and Communication. All these 
forces are very much rooted on digitalization which is a part and parcel of Human life.  
New VS Old 
 One of the most important aspects which is not considered by Porter, is the ‘Digitalization’. 
Due to the spread of the Internet and technological innovation, the global economy undergoes a 
fundamental structural change. This structural change is mainly driven by innovative and 
technology-oriented companies, whose business models are based on the possibilities of the 
Internet. This process of change is generally described by the term “Internet-Economy”. 
Digitalization is noticeable in almost each area of a company and at each stage of the product 
life cycle. This can lead to a full automation of business processes in which all interaction 
processes and all phases of service provision (including payment and delivery of goods) can be 
made via electronic networks. The Internet and the Digitalization have almost influenced and 
changed the dynamic of all industries. Furthermore Digitalization displaces the “traditional 
sale” due to a faster and cheaper distribution method such as Internet sales. From this it follows 
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the tendency towards dematerialization. This means a resolution of physical objects to 
electronic information. By linking different Information Technologies and manufacturing 
processes, companies can produce new products within a very short time of processing. Just to 
mention a few examples of combining IT and manufacturing processes,‘ computer-aided 
design’, ‘computer-aided manufacturing’ or the ‘computer integrated manufacturing system’, 
‘enterprise resource planning’ (ERP)greatly enhanced the scientific production, and agility and 
adaptability of production in enterprises, make the product’s features added expediently, 
provide the products with high performance more rapidly, simply and inexpensively, and 
thereby reduce the threat of substitute products or services. 
Conclusion 
 Nowadays it is already a matter of course for many companies to think and act globally. 
This matter of course will expand continuously in the coming years. On the one side, the 
technological progress in the areas of logistics, distribution or communication provides 
companies to buy and sell products ata global level. Digitalization can be seen as factor and 
driver for change. As a result, the Digitalization fundamentally changes the basic conditions of 
industries. The Five Forces model is not flexible enough to adapt these changes. Besides, can 
change the profitability of an industry, but this can be beneficial in favor of customer sand 
companies. The Internet also changed the nature of competition. In the end, the Five 
Competitive Forces model cannot be considered as outdated. The basic idea is that all 
companies are operating in a micro-network of Buyers, Suppliers, Substitutes, Competitor sand 
new market actors. This idea is valid for each competition based economy. Today, as in the past, 
companies are required to offer products and services that are competitive enough concerning 
price and quality and ‘after-sales service’. It does not matter if we talk about ‘Old Economy’ or 
‘New Economy’. 
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Abstract 
 E-shopping has gained tremendous growth across the world within e-commerce sector. A paradigm shift in 
shopping trends has emerged with consumers trusting and adopting the online shopping market place. Many factors 
has contributed to this shift in perceived risk and trust among a small target of the Tamilnadu consumers. Retail 
advertisements have also included online shoppers as part of the target segments with emphasis on online deals, 
offers, reviews creating an environment of trust for consumers. The online shopping business model is built on 
attracting consumers however perceived risk and trust form key factors in consumer decision making process. 
Evaluating the perceived risk and trust in online shopping is the key focus of this study. Data collected through a 
survey is used to understand contributing factors for the perceived risk and trust in an online marketplace and 
analyzed using statistical techniques. 
Keywords: e-shopping, e-commerce, perceived risk and trust. 
 
Introduction   
 The growth of e-commerce is tremendously in boom over the few years. According to a 
survey in India the online shopping is expected to increase by 78% in 2016 due to expansion in 
merchandise in the market. The current main reason to shop through Internet is the 
convenience. (Oppenheim and Ward, 2006). Since most of the customers may not be having 
time to go the retail outlets in their work schedule.  
 The online shopping behavior is to purchase products or service through internet mode. 
Generally the online shopping has more advantages than shopping in retail outlets.  
The e-retailers provide the products in a lesser rate than given in the retail outlets and give 
more offers for products in seasonal time which tends the consumers to purchase products in 
online to save the money for them. But still there is some risk and non-trust in doing the 
shopping in online because there is non straight communication and the consumers cannot 
touch and feel the product in online.  
 Study by Reibstein (1999) found that certain factors such as the consumers need to touch, 
feel and smell the product also “influences the consumers� attitude toward online shopping. 
The study also shows that consumers determine their online shopping experiences in terms of 
perceptions based on product information, method of payment, delivery terms, service offered, 
privacy, security, risk involved and enjoyment (Burke, 2002; Parasuraman and Zinkhan, 2002;). 
The study also shows that convenience of payment, ease of website and procedure of buying 

ONLINE SHOPPING: A STUDY ON RISK PERCEPTION WITH SPECIAL 
REFERENCE TO TAMILNADU 
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the product , after sales services and having trust can be the main motivating factor for online 
buying. 
 
Perceived Risk  
 Perceived risk is defined as the degree to which a person expresses uncertainty about a 
service or good and particularly, the consequence (Bauer 1961). The major factors which are 
being considered for this study are Financial Risk, Social Risk and Performance 
Risk(independent variables). Generally the perception of buying decision varies by each 
consumer based on their preferences. In online shopping, the access to the products physically 
are not available which demotivates the purchaser to purchase through internet (Forsythe & Shi 
2003). Kim et al. (2008) made a study on trust and perceived risk how it is having a strong 
impact on the consumers purchasing intention.  
 The risk perceptions are more for non-digital products than digial product (Park and Stoel 
2005). The non digital products have more risk in such clothing, shoes etc., due to easily 
displaying the product in a better manner for the viewing of consumer attraction alone and the 
quality of the product may not be up to the mark of the consumers. The result showed that 
some internet users who frequently buy products in online generally trust website based their 
previous experience and the quality of service which is being provided by the website (Martin 
and Camarero, 2009). Performance Risk or Product Risk is defined as the failure occurred when 
a product or brand does not perform as expected. (Linda C. Ueltschy, 2004). Though the 
product are easily available online the main feel that the consumers have are that they have less 
confidence on the delivery of the product in the right manner without any damage. The product 
risk play an important role based on the age of the consumer. From a study it was found that 
there was a positive relation between the chances of consumer to buy a product and the age of 
the consumer (Stafford, Turan, & Raisinghani, 2004).  
 Financial Risk are generally the monetary loss of the consumers facing while purchasing the 
product through online. The general aspect where there the consumers are feeling less secure is 
in online the card payment fraud which is the main concern among the online shoppers to do 
the payment for purchasing the products through online (Caterinicchia, 2005) . Even though the 
technology is being advanced and there are more securities being provided for doing the online 
transactions, many age group of consumer still do feel that there are hackers what doing the 
payment in online and it may be misused and they are using this online for reviewing the 
products alone.  
 Social Risk refers to the future loss which the consumers are face either due to the non-
clarity of the product (Stone and Gronhaug, 1993). Inorder to reduce the social risk consumers 
seek for suggestions from others in social groups as the views, ideas or feed back of the product. 
 
Data Analysis 
 The perceived risk in online shopping is and main issue in the e-commerce platform.  
To increase the purchase option in online and to have more e-marketers and e-retailers to be 
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involved in online shopping they must be aware above the various risk dimensions which are 
most concern to consumers. The analysis for the various dimensions in risk where analyzed 
such as financial risk, social risk and performance risk where taken into consideration. 
 Bannergy, Dutta and Das Gupta (2010) conducted a study on the attitude of the consumers 
in online shopping. The study 96.1% satisfied customers also planning to shop in online 
shopping in the future. The researcher also revealed that there was a significant association 
between online shopping and monthly family income, frequency of internet usage and time 
spend per session on internet use. 

Table 1 Percentage Analysis 
Demographic Variable Categories Number of Respondents Percentage 

Gender Male 296 74 
Female 104 26 

Age 

<20 16 4 
21-30 288 72 
31-40 80 20 
>40 16 4 

Educational 
Qualification 

Graduate/ Diploma 240 60 
PG 144 36 
Others 16 4 

Occupation 
Government 32 8 
Private 344 86 
Business 24 6 

Monthly Income 

<20000 128 32 
20001-30000 100 25 
30001-40000 116 29 
>40000 56 14 

  
 The study was conducted from 400 respondents. From the below table it is inferred that 
most of the respondents are male than female. So it is understood that most of the male (74%) 
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do shopping in online often. According to the category of age, most of them fall under the 
category of 21-30(72%) who are mostly the teenagers. The respondents are mostly from Private 
sector (86%) and with a Graduate or Diploma degree (60%). The respondents monthly income 
fall under the category <20000 (32%) which is clearly understood that most of the fresh 
undergraduates do shopping in online. 
  

Table 2 Perceived Risk of Online Shopping 

 
Total number of respondents F Sig. Mean 

Perceived Risk 5.26 5.671 0.014 
Financial Risk 4.78 4.795 .014 
Social Risk 4.76 12.241 .000 
Performance Risk 2.549 2.54 n.s 

Note: A five-point scale was used ranging from 1 to 5 based on each statement 
   From the above table it clearly inferred that the there is no significant relationship between 
the performance risk factor and the online shopping buying behavior whereas Financial risk and social risk have a significant relationship with online shopping buying behavior.  
  

Table 3 ANOVA test for perceived risk 
 Sum of Squares Df Mean Square F Sig. 

Between Groups .267 2 .134 .118 .889 
Within Groups 222.853 397 1.131   Total 223.120 399     

From the above table it inferred that there is no significant relationship between the 
occupation of the consumer and the risk perception. 

 
Table 4 Chi-square test 

 Value df Asymptotic Significance (2-sided) Pearson Chi-Square .114a 4 .998 
Likelihood Ratio .114 4 .998 
Linear-by-Linear Association .005 1 .941 
N of Valid Cases 200   a. 2 cells (20.0%) have expected count less than 5. The minimum expected count is 2.08. 
  
 From the above table it is inferred that there is no significant relationship between gender 
and Social Risk factors which were considered for the study. 
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Limitations and Scope of Further Research 
 The main limitation of the study is the study was conducted only few places like Chennai, 
Trichy, and Madurai in Tamilnadu. The study can be further be done considering all the places 
in Tamilnadu. In this study only three attributes were taken into consideration was Financial 
Risk, Social Risk and Performance Risk in risk perception. Furthermore Risk can be taken into 
consideration for the risk perception in online shopping. 
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Abstract 
 A competency mapping is an important and useful tool to guide individual development. It defines the 
minimum overall capabilities required to perform a job. Competency mapping model helps in managing and 
developing the competency standard which reflect normal good practices of direction setting, monitoring and 
measuring competency, providing feedback and taking action accordingly. An individual would know the 
competencies required for a particular position and therefore would have an opportunity to decide if they have the 
potential to pursue that position and can achieve the desired result.  
Key words: Competency mapping, Monitoring, Opportunity. 
 
Introduction 
 Competence is the ability of an individual to do a job properly. A competency is a set of 
defined behaviors that provide a structured guide enabling the identification, evaluation and 
development of the behaviors in individual employees. The term "competence" first appeared in 
an article authored by R.W. White in 1959 as a concept for performance motivation. 
Competency is also used as a more general description of the requirements of human beings in 
organizations and communities. Core competencies differentiate an organization from its 
competition and create a company’s competitive advantage in the marketplace.  
An organizational core competency is its strategic strength.  
 Competencies and competency models may be applicable to all employees in an 
organization or they may be position specific. Identifying employee competencies can 
contribute to improved organizational performance. They are most effective if they meet several 
critical standards, including linkage to, and leverage within an organization’s human resource 
system. 
 
Objectives 
• To study the competency mapping procedure. 
• To study the various competency skill possessed by the employees based on their job roles.  
 
Review of Literature 
 Divyasharma (2015),concludes that various kinds of skills necessary for an it professional 
and organizational environment has a significant impact on the performance of the individual, 
also technical as well as business skills both holds a significant importance in terms of employee 
performance and satisfaction observed at workplace.  

MAPPING PROCEDURE AND EMPLOYEES JOB ROLES 
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Sanskrutipatel (2015), finds out the methodology which will help students to boost their profiles 
and skill set for better captivation in the industry and it generates an expert advice for students 
that will help them to acquire the necessary skill set to get the right placement. The student 
portfolio will be developed by considering their current curriculum, job interest and skill set 
they owned. 
 Jayasheelapatil D (2014) reveals that a few managers from cooperative banks and private 
banks have competency gaps in crucial competencies like decision making, time management 
and result orientation and bank managements’ can design various learning and development 
programmes for branch managers for their improvement in lagging areas.  
 Kakade .et.al (2014) finds that there was a gap between the actual and required performance 
among the operators of the turbo gears India pvt. Ltd and it affects the individual development 
of the employees. These problems can be solved by providing proper training and mentoring to 
the operators, which in return will help them to increase their skill and efficiency. 
 
Research Methodology 
Research Design 
 The researcher adopts a descriptive research design to identify the competency, as it 
includes data collection and fact-finding. 
 
Sampling Methods 
 Stratified Random sampling method was adopted for study.  
 
Research Instrument 
 The research instrument used in the study is a Questionnaire.  
 
Data Collection Method 
There are two types of data they are  
• Primary data  
• Secondary data  
 Primary Data: The primary data required for competency mapping can be collected using 
questionnaires. To assess the competency of the employees, Questionnaire will be distributed to 
the employees in the organization. All the employees were asked to evaluate the existing 
competencies. Each competency was assessed on a 5 point scale.  
 Secondary Data: Secondary data is one type of quantitative data that has already been 
collected by someone else and which have already been passed through the statistical process. 
Secondary data can provide a baseline for primary research to compare the collected primary 
data results to and it can also be helpful in research design. The secondary data used in this 
research are: Journals, Websites, and Books. 
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Data Analysis and Interpretation 
Analysis between work experience and positive attitude towards work.  
 Null Hypothesis [H0]: There is no significant difference between work experience and 
positive attitude towards work.  
 Alternate Hypothesis [H1]: There is a significant difference between work experience and 
positive attitude towards work.  

 Sum of 
squares df Mean square F Sig. 

Between Groups  
Within Groups  

Total 

2.710  
219.983  
222.693 

3  
146  
149 

.903 
  

1.507 
.600 .616 

 Inference: Since 0.616>0.05 null hypothesis is accepted and no significant relation between 
positive attitude towards work and work experience. 
 
Findings and Suggestions 
• It is inferred that the value of Anova (0.616) is greater than 0.05.Since null hypothesis is 

accepted and no significant relation between positive attitude towards work and work 
experience. Positive attitude is not depend on the work experience, unexperienced person 
can also show positive attitude towards work.  

• It is suggested that organisation can relate taking initiative for new responsibilities in the 
organisation with the appraisal which motivate the employees for taking responsibilities. 

 
Conclusion 
 This study helped to know about the competency mapping procedure used in the private 
limited. Competency mapping helps the employer as well as the employees to face the 
competition and to design their career planning. A Competency is something that describes 
how a job might be done efficiently. Competencies can be used for translating strategy into job 
related and individual skills and behaviours that people easily can understand and therefore 
implement. Core competency is something which cannot be copied and it is the pillar upon 
which individual rest. 
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Abstract 
 In today’s competitive situation every business should bring something new to meet out the needs of customers 
and to face competition in the market. Innovation means creation of something extraordinary which describes the 
new product, technology, service and process. In the recent day’s innovation plays foremost role in improving the 
status of business in the competitive environment. Innovative product can easily succeed in the market if, they adapt 
advanced strategy. This study presents about the product which induced innovation to the market and that 
innovation bowed into success. We are going to see about Maggi Noodles a product of Nestle, world’s largest food 
and Beverage Company which attracted the majority of people in India like kids, youngsters, working professionals 
and aged people by providing different flavours such as Wheat, Multigrain, Dal Atta and vegetables. This paper 
speaks about the market success story of Nestle Maggi Noodles which includes Strategies followed by Nestle Maggi, 
Brand Extension, Corporate Social Responsibilities and SWOT analysis of Nestle Maggi.  
Keywords: Innovation, strategy, Nestle Maggi, Food Industry and consumption. 
  “Innovation is a celebration of creativity”   

   Stated by Dr. A.P.J Abdul Kalam 
Introduction   
 Food sector is one of the largest sectors in India in terms of production, growth, 
consumption and export. Indian food industry currently stands at Rs 247,680 crore (US$ 39.71 
billion) and is expected to touch Rs 408,040 crore (US$ 65.41 billion) by 2018, registering a 
growth of 11 per cent, according to a report titled 'India Food Service Report 2013' by National 
Restaurant Association of India (NRAI). The Indian food services industry has witnessed strong 
growth over the past few years. The industry is further expected to grow, given the rising 
disposable incomes, a greater population of younger people, the growth of consumers in 
smaller towns and the widening exposure to new cultures and cuisines besides an increased 
propensity of eating outside the home. 
• Cadbury India plans to invest more than Rs 1,000 crore (US$ 160.31 million) in the first 

phase of a manufacturing plant in Sri City, Andhra Pradesh (AP). The company has signed 
an agreement with Sri City to take on lease 134 acres of land for the proposed facility 

• Tierra Food India plans to make an investment of Rs 7 crore (US$ 1.12 million) in its 
production facility at Kinfra Park, Adoor, to expand the product line 

• Nissin Foods, world’s popular Top Ramen brand of cup noodles, plans to buy Capital Foods 
to expand its footprint in India 

• Ruchi Soya Industries, India's leading food and agro-based FMCG player, has inked a joint 
venture (JV) with J-Oil Mills Inc and Toyota Tsusho Corporation (TTC), both from Japan. 
The JV plans to start supplying products to the institutional customers by the end of 2013 

INNOVATION STRATEGIES AND MARKET SUCCESS STORY  
OF NESTLE MAGGI 
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• Parle Agro has launched Cafe Cuba, India’s first coffee-flavoured carbonated beverage. 
Parle expects the new coffee drink to record Rs 1,000 crore (US$ 160.31 million) sales in the 
first 12-18 months of its launch 
 

About Nestle India Ltd 
 Nestle was formed in 1905 by the merger of the Anglo-Swiss Milk Company, established in 
1866 by brothers George Page and Charles Page, and Farine Lactee Henri Nestle, founded in 
1866 by Henri Nestle. In 1947 Maggi merge with Nestle India Firm.  
 Nestle introduced the Maggi brand in India in 1982. Nestlé India Ltd (NIL) offered a variety 
of cookery products such as instant noodles, soups, sauces and ketchups, cooking aids under 
the Maggi brand. Of these, instant noodles had been Nestlé’s main product category in the 
cuisine segment since the launch of Maggi 2 Minute Noodles in 1982. In fact, the word "Maggi" 
has become a synonymous term for any brand of instant noodles in India and Malaysia. Maggi 
is also known as "Maggi Mee". Maggi noodles recently introduced a new variety of its noodles, 
to cater the health conscious customers like 'Less Salt' and 'No Trans fat'. Over the years, in 
India Maggi noodles became a popular snack food product. In 2005, NIL launched another 
instant Maggi Vegetable Atta Noodles. A healthy instant noodles product made of whole wheat 
flour and vegetables. In 2006, NIL launched another instant Maggi Dal Atta Noodles. Another 
healthy instant noodles but as a consumer didn’t like the taste of new noodles. 
 
Types of innovation strategies 
• Inventive: First to market (Example: Maggi Noodles and) 
• Adaptive: Second but ‘Best’(Example: Top Ramen, Yippee and Foodles) 
• Economic: Low cost producer (Example: Thinakaren News Paper and Deccan Chronicle)  
• Innovative Application: Creative use of existing technology (Example: Samsung) 

 
Strategies Followed By Nestle Maggi  
 Nestle made the Slogan ‘Bas 2 minute’. It helps mothers with the promise of ‘fast to cook 
and good to eat’ snacks. It added that bit of ‘different’ to the popular ketchup. Nestle also 
followed up these launches with ‘It’s different’ ad campaigns. Nestle was focusing their ads 
based on children's taste and health. Nestle also using the strategy of brand extension for 
attracting more customers because every customer have different choices. Nestle also using 
various variants of the product for increase the uses of the product. Nestle spend a huge 
amount of work for maintain the same taste and nutrition of the product. 
 Nestle for sustaining their image Nestle introduced several ready-to-eat meal variants and 
frozen foods in the market. Like various sub-segments such as the Traditional Dal Atta, Veg 
Atta and Rice Noodles along with their various variants, Curry, Masala, Tomato, Chicken in the 
traditional segment and Shahi Pulao, Lemon Masala and Chilly Chow in the rice noodle 
segments. Nestle For sustaining their image Nestle Invite housewives to send new innovative 
recipes made from maggi. Organizing contests, games industrial visit for school kids. Using 
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attractive advertising campaign for sustaining their image. Nestle for sustaining their image 
nestle find out the need and demand of the consumer. So when Nestle launched Maggi in India. 
Nestle used the tagline, ‘Fast to cook and good to eat’, to not only promote the product, but also 
to educate the consumer about the advantages of the product. For sustaining their image Nestle 
continually innovate and renovate their products According to the need of the consumer. 
 
Brand Extension 
 In 1998, Nestle launched Maggi’s first brand extension, Maggi soup. At this stage, there was 
no organized packaged soup market in India. Nestle planned to create a market for packaged 
soup as it felt the category had a lot of potential. However, according to analysis, the company 
had introduced soups only to cash in on the Maggi’s brand name, and was never very serious 
about the segment. In 1993, “Sweet Maggi”, the first variant of Maggi noodles was launched. 
The company supported the launch with a huge advertisement outlay that amounted to 75% of 
the total yearly expenditure on the Maggi brand. However, the product failed to generate the 
desired sales volume and Nestle was forced to withdraw it. At the end of the year, Maggi 
noodles were generating sales volume of around 5000 tons and remained a loss making 
proposition for Nestle. 
 They wanted a strong brand recall, the reason was that Maggi instant noodles were doing 
very well in the market and they were far away from competition. So, that Maggi wanted to use 
this positive point and went for brand extension. They visualized that the image of Maggi is 
very strong in market, and there is potential for other product, so that they gone for brand 
image. They wanted to offer healthy products under the Maggi brand, in a bid to attract  
health-conscious consumers. Increasing competition from regional and some brand like Top 
ramen and HUL. Health issues and preference of traditional food habits of Indian consumer, is 
also a reason for the brand extension. This helped Maggi to force their consumer to think about 
them. They have distributed free samples in the period of new launches and gift on return of 
empty pack.  
 In order to stretch Maggi’s brand to include Indian ethenic foods the company tied up with 
a Pune based Chordia foods to launch pickles under the year 1995. The company also tied up 
with Indian Foods Fermentation (IFF), a Chennai based Food Company to market popular 
south Indian food preparation such as sambher, dosa, vada and spices in consumer packs in 
Dec 1995. The company reportedly saw a lot of untapped potential in the market for ready to 
use south Indian market. 
 
Corporate Social Responsibility 
Creating Shared Value 
 Creating Shared Value (CSV) is a business concept intended to encourage businesses to 
create economic and social value simultaneously by focusing on the social issues that they are 
capable of addressing. In 2006, Nestlé adopted the CSV approach, focusing on three areas – 
nutrition, water and rural development – as these are core to their business activities.  
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 In October 2009, Nestlé announced its 'The Cocoa Plan'. The company intends to invest 
Canadian Hunger Foundation (CHF), Non Profit Organization 110 million over ten years to 
achieve a sustainable cocoa supply. On 23rd October 2009, Nestlé and Centre National de 
Recherche Agronomique (CNRA) signed a frame agreement for cooperation in plant science 
and propagation, with a target of producing 1 million high-quality, disease-resistant cocoa 
plantlets a year by 2012. The aim is to replace old, less productive trees with healthier new ones. 
Expanding Business in Health Care Nutrition 
 In September 2010, Nestlé announced to invest more than $500 million between 2011 and 
2020 to develop health and wellness products to help prevent and treat major ailments like 
diabetes, obesity, cardiovascular disease and Alzheimer’s, which are placing an increasing 
burden on governments at a time when budgets are being squeezed. Nestle created a wholly 
owned subsidiary, Nestle Health Science, as well as a research body, the Nestle Institute of 
Health Sciences.  
 
Member of Fair Labour Association 
 In 2011, Nestle started to work with the Fair Labor Association (FLA), a non-profit,  
multi-stakeholder association that works with major companies to improve working conditions 
in their supply chains. 
 
World Cocoa Foundation 
 In 2000, Nestlé and other chocolate companies formed the World Cocoa Foundation.  
The WCF was set up specifically to deal with issues facing cocoa farmers; including ineffective 
farming techniques and poor environmental management (disease had wiped out much of the 
cocoa crop in Brazil). The WCF focuses on boosting farmer income, encouraging sustainable 
farming techniques, and setting up environmental and social programmes. 
 
Swot Analysis 
Strength  
• Market ruler in their segment. 
• Strong brand loyal consumer base. 
• Wide range of distribution channel. 
• Product according to the need of Indian consumers. 
• Nestle involves in social responsibility.  
• Reasonable price. 
Weakness 
• Products were depending on each other. 
• Not much reached in the rural market. 
 
Opportunity 
• Increasing Employment Opportunity. 
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• Customer expectation in varieties. 
• Changing preference of customers towards food products. 
Threat   
• Price war with competitors. 
• Competition from domestic and global market. 

 
Conclusion 

India is fast becoming an essential player in the global food ingredients market. 
Anticipating the future growth, many big international players are entering the Indian market 
by partnering the domestic players. This trend will emerge more strongly by 2015, providing 
opportunities to local players to widen their product portfolios. Another trend visible of late is 
the increasing demand for convenience items such as semi cooked ready-to-eat, ready-to-cook 
meat food products. Nestle Maggi plays key role in the Indian food industry their market share 
is about 80 percent and they are in growth stage of their product life cycle. Thus increasing 
demand and changing perception of the customers paving way to the producers to innovate 
something in order to sustain their brand image in the market. And companies try to contribute 
something to the society in the form of corporate social responsibilities. 
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 To address the continued existence and protection of competitive advantage in extremely 
unstable business environment organizations started applying various performance 
measurement tools. Out of the tools used balanced scorecard has gained wide acceptance by 
both public and private sectors since its inception. Despite the usage of balanced scorecard 
keeping in mind financial perspectives while measuring organizational performance, the nature 
of competitive advantage has shifted from tangible assets to intangible ones. The competitive 
forces that managers face today and will continue to confront in the future demands 
organizational excellence which is the work of HR (Ulrich, 1998). Kaplan and Norton showed 
the importance of motivation and the participation of all employees to the method’s success. 
The focus in the business world has shifted from physical to knowledge and information, i.e. 
intellectual capital; and effective management of human and intellectual capital poses new 
challenges in the organization for leadership and managerial capabilities. Now-a-days, human 
resources are considered critical factors to success. Human are immensely potential. Roles of 
HR are largely felt as source of sustainable competitive advantage by the firms now a day. In 
this article author would like to present the problems encountered by the companies during 
BSC implementation, also study the impact of balanced scorecard implementation on job 
satisfaction of employees in selected public and private sector. 
Keywords: Balanced Scorecard, Competitive Advantage, Job Satisfaction, Performance 
 
Introduction 
Balanced Scorecard 
 Since the concept was introduced in the early 1990s by Kaplan and Norton as a performance 
measurement system, the Balanced Scorecard (BSC) has attracted considerable interest among 
different organizations, practitioners and researchers. The Balanced Scorecard (BSC) is a 
strategic management system that aims to clarify strategy and translate it into action. It is 
widely used by organizations as a tool to assess and manage their companies’ performance. 
There is an emphasis on the need for companies to align the BSC with their strategy in order to 
reach maximum benefits. 
 Recently attention on use of nonfinancial measures (e.g. in the Balanced Scorecard) has been 
widened and are considered as essential to overcome the inadequacy of financial measures. 
However, it remains unclear (1) if the behavioral effects of these nonfinancial measures are 
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different from those of financial measures; and (2) whether these effects are influenced by the 
relative importance of nonfinancial measures vis-à-vis financial measures.  
 
Job Satisfaction 
 Job satisfaction forms a very vital base of the company’s overall performance and the 
company’s general relations. Job satisfaction somehow affected by work behavior like 
abseentism, efficiency etc. Some researchers have been trying to identify how balanced 
scorecard and job satisfaction are related but it has not been definite. Generally job satisfaction 
being less among employees would make them leave their jobs as compared to those satisfied. 
It is necessary to organization implementing balanced scorecard to clearly identify the roles and 
responsibilities of employees on their job hence reduce the difficulty in implementing the 
concept. 
 
Literature Review  
 Miguel Ángel Calderón Molina et al (2016) results indicate that implementing the BSC 
improves employee commitment, the organizational climate, job satisfaction and job dedication. 
At the same time, there is an increase in the causal relations between these concepts.  
The outcomes of the study are relevant to the literature on both human resources and business 
management, since they show that the use of the BSC improves the variables related to 
employee behavior and motivation, thus making it an important tool for human resources 
management. Molina, Miguel Ángel Calderón et al. (2014) results indicated a clear relationship 
with the satisfaction of employees within the organization; it shows that the BSC 
implementation is significantly related to positive employees' affective reactions. His study also 
determines that the correct implementation of the BSC causes a significant change in the 
employees' behavior and attitudes toward the firm's strategic objectives. Basuony’s (2014) 
article had highlighted that fact that during the last two decades, the use of the Balanced 
Scorecard (BSC) has been widely spread in all sectors such as manufacturing and services; small 
and large firms; public and private sector. Chang and Wu (2012) argue that the BSC creates a 
balance between financial and non-financial performance dimensions. The BSC can be used as 
an effective tool for measuring performance in Public Sector organizations, according to the 
authors. Alino, Nelson U (2012) proposed a model of manager behavior in a balanced 
scorecard (BSC) environment. Authors developed evidence that commitment, motivation, 
and job satisfaction are major determinants of managerial performance. According to Agnes 
(2011) BSC fails due to low level of management support as a large number of top management 
staff withdraws their commitment during the implementation process. This also affects the 
supervision of employees and hence crating unfavorable environment for the BSC 
implementation (Oyugi, 2010). In a study conducted by Bumey and Swanson (2010) at Institute 
of Management Accountants, the results demonstrated higher levels of job satisfaction when 
managers reported stronger strategy links. Laurie L Burney et al. (2010) results show significant 
relationships between the extent to which the respondent's firm links performance measures to 
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organizational strategy and managers' job satisfaction. They suggest that the BSC provides 
benefits to organizations through job satisfaction. Yu-Jia Hu et al. (2010) findings supported the 
hypothesis that there is a positive and statistically significant relationship between sales 
managers' transformational leadership and sales associates 'job satisfaction.  
 
Research Problem 
 Even though Balanced Scorecard concept has been widely accepted, little empirical research 
has been conducted on relationship between balanced scorecard and job satisfaction. Non 
financial measures (learning and growth perspective in balanced scorecard) role is considered 
to be more than financial role in both public and private sector in present competitive 
environment. But not many research studies are conducted on impact of balanced scorecard on 
job satisfaction of employees.  
 
Objectives 
1. To study the process of balanced scorecard implementation in selector public and private 

sectors 
2. To find out the problems encountered during BSC implementation. 
3. To assess the impact of balanced scorecard on job satisfaction of employees in selected 

public and private sectors. 
 
Hypothesis 
 H1: There is no relationship between Balanced Scorecard and Job Satisfaction. 
 
Methodology 
 Companies which completed three full cycles of balanced scorecard implementation 
constitute the universe of present study. Questionnaires were distributed to 250 respondents in 
selected public (125) and private (125) sectors but 236 filled in questionnaires were returned 
back. The questionnaire has two sections. First section deals with demographic details of 
employees along with some questions on opinion of employees on BSC implementation. Second 
section deals with questions related to balanced scorecard and job satisfaction. The data is 
analyzed using various statistical tools such as mean, standard deviation and regression. 
  
Results and Discussions 
Qualitative analysis of both public and private sector  
1. Adoption of Balanced Scorecard 
 The balanced scorecard has long back history, but it came into lime light when Harvard’s 
Robert Kaplan and David Norton introduce the tool on the BSC in structured manner in 90’s. In 
USA and UK many companies are implementing the tool but for Indian corporate firms still the 
BSC in inception stage. In India Tata Motors and Infosys were the pioneers in the 
implementation of the BSC. The following table highlights the details of the year when the 
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sample business units implemented the BSC as a tool of performance measurement and strategy 
implementation. 
S. 
No Statement Public Private 
1. Year of adoption of BSC 2008 2010 
2. Years taken to implement Balanced Scorecard at full fledge 

level 
3 2 

3. Method of employee engagement Incentives and rewards Support from management 

Incentives and rewards 
Support from management 
Flexible Environment 

4. Type of Motivation of employees 
Recognition By linking performance 
with pay Responsibility 

Rewards 
By linking performance with 
pay Align organizational 
culture 

5. Perspectives used in BSC 
Financial Perspective Customer Perspective Internal Process Perspective 
Organizational Capability Building Perspective 

Financial Perspective 
Customer Perspective Internal Process 
Perspective Learning & Growth 
Perspective 

6. Method of communication of BSC Information 
Mail Meetings 
Templates e-mails 
Training 

Meetings Presentations 

7. Review of BSC Occasionally 
Quarterly 

Occasionally 
Quarterly 

8. Reporting Schedule of BSC Quarterly 
Yearly 

Monthly 
Quarterly 

  
9. Rank the problems encountered during BSC implementation 

Statement Public (Rank) Private (Rank) Establishing cause & effect relationship among different 
perspectives. 2 2 
Difficulty in assigning weight ages to measures within the 
perspectives. 1 1 
Resistance in employee 6 7 
Resistance in middle level people. 7 5 
Lack of clarity in perspectives and measures 4 4 
Lack of support from top management 8 6 
Lack of resources, time and finance. 5 3 
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10. Satisfactory results in the following areas 

Statement Public (Rank) Private (Rank) Cost reduction 1 1 
Increase in profitability 2 1 
On time Delivery 2 1 
Responsive service 1 1 
Increase in customer satisfaction 1 1 
Quality maintenance 2 2 
Increase in cash-flow 2 2 
Low employee turn-over 1 2 
Increase in Employee motivation and performance 1 2 
 

 Quantitative Analysis of Public Sector 
Determinant Attributes of BSC: Exploratory Factor Analysis 

Table 1 Exploratory Factor Analysis of Measurement Scales 
(Factor loadings<0.5) are not shown 

Name of the construct 
and source Measure of the construct Factor 

loadings Variance Mean SD 
BSC 
(author compilation) 

The targets given in BSC help 
company meet competition. 
I own the targets given to me under 

.883 

.876 

.871 
13.991 

4.17 
4.13 
4.15 

1.036 
1.056 
.911 
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BSC and can relate them. 
I accept the targets given to me 
under BSC. 
I feel quality of present BSC is good 
enough. 
I was consulted by my supervisors 
before finalization of my targets 
under BSC. 

.848 

.804 
3.93 
4.08 

1.025 
.885 

Job Satisfaction 
(Minnasota Satisfaction 
Survey Questionnaire) 

Being able to keep busy all the time. 
The chance to work alone on the 
job. 
The chance to do different things 
from time to time. 
The chance to be somebody in the 
community. 
The way my boss handles his/her 
workers. 

.814 

.791 

.759 

.746 

.723 
10.863 

3.99 
4.15 
4.20 
3.96 
3.94 

.905 

.870 
1.003 
1.016 
.934 

 
Table 2 Correlation of balanced scorecard and job satisfaction 

Correlations  MBSC MJS 
MBSC 

Pearson Correlation 1 .267** 
Sig. (2-tailed)  .000 
N 118 118 

MJS 
Pearson Correlation .267** 1 
Sig. (2-tailed) .000  
N 118 118 

**. Correlation is significant at the 0.01 level (2-tailed). 
 
Table 3: Model Summary 
 Table 3 reveals that there is positive correlation between balanced scorecard and job 
satisfaction. The better is the implementation of balanced scorecard the high will be the job 
satisfaction. H10: Balanced Scorecard will not have significant affect on Job Satisfaction 
 The hypothesis of relationship between balanced scorecard and job satisfaction were tested 
using simple linear regression. The regression results in Table revealed that the predictor 
variable contribute significantly and had moderate impact on the balanced scorecard  
(R2 = 0.119). The corresponding ANOVA value (F= 74.893, p=0.000) for the regression models 
had influenced the validation with Job Satisfaction. 

Table 4 Regression Model Summarizes For the Effect of Balanced 
Scorecard on Job Satisfaction 

Model R R 
Square 

Adjusted 
R Square 

Std. 
Error of 
the 

Estimate 

ANOVA Results 
Df1 Df2 F-Value Sig. 

1 .344a .119 .117 .32443 1 557 74.893 .000a 
Predictors: (Constant), MBSC    Dependent Variable: MJS 
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 The coefficient summary shown in Table revealed that beta values of Predictor effects and 
beta estimates (unstandardized) for Determinant attributes of BSC associated with JS(B=.344, 
t=8.654, p=0.000) was significant predictor of job satisfaction. The results were implicit that 
predictor variable was related with dependent variable. Hence, null hypothesis was 
disapproved and alternative hypothesis was accepted as their p-values are less than 0.05. 
Hence the following simple linear regression model 
Balanced Scorecard (Y) = 3.012+0.329(JS) X. 
 

Table 5 Predictor Effects and beta Estimates (Unstandardized)  
for BSC Associatedwith Job Satisfaction 

Model Variable Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

1 MBSC B Std. Error Beta   
 Constant 3.012 .169  17.843 .000 
 Job Satisfaction .329 .038 .344 8.654 .000 

Dependent Variable: MJS 
Quantitative Analysis of Private Sector 
Exploratory Factor Analysis 
 

Table 6 Exploratory Factor Analysis of measurement scales 
(Factor loadings<0.5 are not shown) 

Name of the construct 
and source Measure of the construct Factor 

loadings Variance Mean SD 

BSC 
(author compilation) 

I own the targets given to me 
under BSC and can relate to them 
I was consulted by my supervisor 
before finalization of my targets 
under BSC 
I accept the targets given to me 
under BSC 
I feel quality of present BSC is 
good enough 

.742 

.666 

.611 

.529 
10.690 

3.89 
4.15 
4.09 
4.02 

.889 

.888 

.769 

.882 

Job Satisfaction 
(Minnasota Satisfaction 
Survey Questionnaire) 

Being able to keep busy all the 
time. 
The chance to work alone on the 
job 
The chance to do different things 
from time to time 
The chance to be somebody in the 
community 
The way my boss handles his/her 
subordinates 

.947 

.933 

.851 

.611 

.598 
10.290 

3.9715 
4.2486 
4.13 
4.15 
3.68 

.78311 

.80213 
.876 
.765 
1.116 

Correlation of variables used in the conceptual model 
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Table 7 Means, Standard Deviations, and Zero-order correlations of variables    Correlations 
 MBSC MJB 

MBSC Pearson Correlation 1 .101* 
Sig. (2-tailed)  .017 
N 118 118 

MJB Pearson Correlation .101* 1 
Sig. (2-tailed) .017  
N 118 118 

*. Correlation is significant at the 0.05 level (2-tailed). 
 Table 7 reveals that there is positive correlation between balanced scorecard and job 
satisfaction. The better is the implementation of balanced scorecard the high will be the job 
satisfaction. 
Objective 2: To study the impact of Balanced Scorecard on Job Satisfaction 
 H10: Balanced Scorecard will not have significant affect on Job Satisfaction   
The hypothesis of relationship between balanced scorecard and job satisfaction were tested 
using simple linear regression. The regression results in Table revealed that the predictor 
variable contribute significantly and had moderate impact on the balanced scorecard  
(R2 = 0.056). The corresponding ANOVA value (F=30.947, p=0.000) for the regression models 
had influenced the validation with Job Satisfaction. 

Table 8 Regression Model Summarizes For the Effect of Balanced  
Scorecard on Job Satisfaction 

Model R R 
Square 

Adjusted R 
Square 

Std. Error 
of the 

Estimate 
ANOVA Results 

Df1 Df2 F-Value Sig. 
1 .236a .056 .054 .45861 1 525 30.947 .000a 

Predictors: (Constant), MBSC 
Dependent Variable: MJS 
 The coefficient summary shown in Table revealed that beta values of Predictor effects and 
beta estimates (unstandardized) for Determinant attributes of BSC associated with JS(B=.236, 
t=5.563, p=0.000) was significant predictor of job satisfaction. The results were implicit that 
predictor variable was related with dependent variable. Hence, null hypothesis was 
disapproved and alternative hypothesis was accepted as their p-values are less than 0.05. 
Hence the following simple linear regression model 
Balanced Scorecard (Y)= 3.351+0.219(JS)X 

Table 9 Predictor effects and beta estimates (unstandardized) for BSC associated  
with Job Satisfaction 

Model Variable Unstandardized Coefficients Standardized 
Coefficients t Sig. 

1 MBSC B Std. Error Beta   
 Constant 3.351 .166  20.220 .000 
 Job Satisfaction .219 .039 .236 5.563 .000 

Dependent Variable: MJS 
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Conclusion 
 To derive full benefits from scorecard approach companies must work harder to get 
employees at all levels on board with the method. The study investigated the role of balanced 
scorecard in enhancing job satisfaction of employees. The results revealed that there is positive 
correlation between balanced scorecard and job satisfaction. 
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Introduction 
 There are various definitions of tourism. Theobald (1994) suggested that etymologically, the 
word "tour" is derived from the Latin 'tornare' and the Greek 'tornos,' meaning 'a lathe or circle; 
the movement around a central point or axis.' This meaning changed in modern English to 
represent 'one's turn.' The suffix -ism is defined as 'an action or process; typical behaviour or 
quality' whereas the suffix -ist denotes one that performs a given action. When the word tour 
and the suffixes -ism and -ist are combined, they suggest the action of movement around a 
circle. One can argue that a circle represents a starting point, which ultimately returns back to 
its beginning. Therefore, like a circle, a tour represents a journey that is a round trip, i.e., the act 
of leaving and then returning to the original starting point, and therefore, one who takes such a 
journey can be called a tourist. [en.wikipedia.org/wiki/Tourism] 
 The Macmillan Dictionary defines tourism as the business of providing services for people 
who are travelling for their holiday. Wikipedia defines it as travel for recreational, leisure or 
business purposes. The OECD glossary of statistical terms defined tourism as the activities of 
persons travelling to and staying in places outside their usual environment for not more than 
one consecutive year for leisure, business and other purposes not related to the exercise of an 
activity remunerated from within the place visited.  
[stats.oecd.org/glossary/detail.asp?ID=2725] .Over the decades, tourism has experienced 
continued growth and deepening diversification to become one of the fastest growing economic 
sectors in the world. Tourism has become a thriving global industry with the power to shape 
developing countries in both positive and negative ways. No doubt it has become the fourth 
largest industry in the global economy. 
 Similarly, in developing countries like India tourism has become one of the major sectors of 
the economy, contributing to a large proportion of the National Income and generating huge 
employment opportunities. It has become the fastest growing service industry in the country 
with great potentials for its further expansion and diversification. However, there are pros and 
cons involved with the development of tourism industry in the country. Let us discuss the 
development as well as the negative and positive impacts of tourism industry in India. 
 
Development of Tourism in India 
Early Development  
 The first conscious and organized efforts to promote tourism in India were made in 1945 
when a committee was set up by the Government under the Chairmanship of Sir John Sargent, 
the then Educational Adviser to the Government of India (Krishna, A.G., 1993). Thereafter, the 

IMPACT OF TOURISM IN INDIA  
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development of tourism was taken up in a planned manner in 1956 coinciding with the Second 
Five Year Plan. The approach has evolved from isolated planning of single unit facilities in the 
Second and Third Five Year Plans. The Sixth Plan marked the beginning of a new era when 
tourism began to be considered a major instrument for social integration and economic 
development. But it was only after the 80’s that tourism activity gained momentum. The 
Government took several significant steps. A National Policy on tourism was announced in 
1982. Later in 1988, the National Committee on Tourism formulated a comprehensive plan for 
achieving a sustainable growth in tourism. In 1992, a National Action Plan was prepared and in 
1996 the National Strategy for Promotion of Tourism was drafted. In 1997, the New Tourism 
Policy recognises the roles of Central and State governments, public sector undertakings and 
the private sector in the development of tourism were. The need for involvement of Panchayati 
Raj institutions, local bodies, non-governmental organisations and the local youth in the 
creation of tourism facilities has also been recognised. 
 
Present Situation and Features of Tourism in India 
 Today tourism is the largest service industry in India, with a contribution of 6.23% to the 
national GDP and providing 8.78% of the total employment. Indiawitnesses more than 5 million 
annual foreign tourist arrivals and 562 million domestic tourism visits. The tourism industry in 
India generated about US$100 billion in 2008 and that is expected to increase to US$275.5 billion 
by 2018 at a 9.4% annual growth rate. The Ministry of Tourism is the nodal agency for the 
development and promotion of tourism in India and maintains the "Incredible India" campaign. 
 According to World Travel and Tourism Council, India will be a tourism hotspot from 2009-
2018, having the highest 10-year growth potential. As per the Travel and Tourism 
Competitiveness Report 2009 by the World Economic Forum, India is ranked 11th in the Asia 
Pacific region and 62nd overall, moving up three places on the list of the world's attractive 
destinations. It is ranked the 14th best tourist destination for its natural resources and 24th for 
its cultural resources, with many World Heritage Sites, both natural and cultural, rich fauna, 
and strong creative industries in the country. India also bagged 37th rank for its air transport 
network. The India travel and tourism industry ranked 5th in the long-term (10-year) growth 
and is expected to be the second largest employer in the world by 2019. The 2010 
Commonwealth Games in Delhi are expected to significantly boost tourism in India further. 
[www.ibef.org/industry/tourismhospitality.aspx] 
 Moreover, India has been ranked the "best country brand for value-for-money" in the 
Country Brand Index (CBI) survey conducted by Future Brand, a leading global brand 
consultancy. India also claimed the second place in CBI's "best country brand for history", as 
well as appears among the top 5 in the best country brand for authenticity and art & culture, 
and the fourth best new country for business. India made it to the list of "rising stars" or the 
countries that are likely to become major tourist destinations in the next five years, led by the 
United Arab Emirates, China, and Vietnam. [www.ibef.org/industry/tourismhospitality.aspx] 
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 Tourist Attractions in India: India is a country known for its lavish treatment to all visitors, 
no matter where they come from. Its visitor-friendly traditions, varied life styles and cultural 
heritage and colourful fairs and festivals held abiding attractions for the tourists. The other 
attractions include beautiful beaches, forests and wild life and landscapes for eco-tourism; 
snow, river and mountain peaks for adventure tourism; technological parks and science 
museums for science tourism; centres of pilgrimage for spiritual tourism; heritage, trains and 
hotels for heritage tourism. Yoga, ayurveda and natural health resorts and hill stations also 
attract tourists. The Indian handicrafts particularly, jewellery, carpets, leather goods, ivory and 
brass work are the main shopping items of foreign tourists. It is estimated through survey that 
nearly forty per cent of the tourist expenditure on shopping is spent on such items. 
 Despite the economic slowdown, medical tourism in India is the fastest growing segment of 
tourism industry, according to the market research report “Booming Medical Tourism in India”. 
The report adds that India offers a great potential in the medical tourism industry. Factors such 
as low cost, scale and range of treatments provided in the country add to its attractiveness as a 
medical tourism destination. Initiatives to Boost Tourism: Some of the recent initiatives taken by 
the Government to boost tourism include grant of export house status to the tourism sector and 
incentives for promoting private investment in the form of Income Tax exemptions, interest 
subsidy and reduced import duty. The hotel and tourism-related industry has been declared a 
high priority industry for foreign investment which entails automatic approval of direct 
investment up to 51 per cent of foreign equity and allowing 100 per cent non-resident Indian 
investment and simplifying rules regarding the grant of approval to travel agents, tour 
operators and tourist transport operators. 
 The first-ever Indian Tourism Day was celebrated on January 25, 1998. The Year 1999 was 
celebrated as Explore India Millennium Year by presenting a spectacular tableau on the cultural 
heritage of India at the Republic Day Parade and organising India Tourism Expo in New Delhi 
and Khajuraho. Moreover, the campaign ‘Visit India Year 2009’ was launched at the 
International Tourism Exchange in Berlin, aimed to project India as an attractive destination for 
holidaymakers. The government joined hands with leading airlines, hoteliers, holiday resorts 
and tour operators, and offered them a wide range of incentives and bonuses during the period 
between April and December, 2009. Future Prospects: According to the latest Tourism Satellite 
Accounting (TSA) research, released by the World Travel and Tourism Council (WTTC) and its 
strategic partner Oxford Economics in March 2009:  
• The demand for travel and tourism in India is expected to grow by 8.2 per cent between 

2010 and 2019 and will place India at the third position in the world. 
• India's travel and tourism sector is expected to be the second largest employer in the world, 

employing 40,037,000 by 2019. 
• Capital investment in India's travel and tourism sector is expected to grow at 8.8 per cent 

between 2010 and 2019. 
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• The report forecasts India to get capital investment worth US$ 94.5 billion in the travel and 
tourism sector in 2019. 

• India is projected to become the fifth fastest growing business travel destination from 2010-
2019 with an estimated real growth rate of 7.6 per cent. 

 
Constraints 
 The major constraint in the development of tourism in India is the non-availability of 
adequate infrastructure including adequate air seat capacity, accessibility to tourist destinations, 
accommodation and trained manpower in sufficient number.Poor visitor experience, 
particularly, due to inadequate infrastructural facilities, poor hygienic conditions and incidents 
of touting and harassment of tourists in some places are factors that contribute to poor visitor 
experience. 
 
Impact of Tourism in India 
  Tourism industry in India has several positive and negative impacts on the economy and 
society. These impacts are highlighted below. 
 
Positive Impacts 
1. Generating Income and Employment: Tourism in India has emerged as an instrument of 

income and employment generation, poverty alleviation and sustainable human 
development. It contributes 6.23% to the national GDP and 8.78% of the total employment in 
India. Almost 20 million people are now working in the India’s tourism industry. 

2. Source of Foreign Exchange Earnings: Tourism is an important source of foreign exchange 
earnings in India. This has favourable impact on the balance of payment of the country.  
The tourism industry in India generated about US$100 billion in 2008 and that is expected to 
increase to US$275.5 billion by 2018 at a 9.4% annual growth rate. 

3. Preservation of National Heritage and Environment: Tourism helps preserve several places 
which are of historical importance by declaring them as heritage sites. For instance, the 
TajMahal, the QutabMinar, Ajanta and Ellora temples, etc., would have been decayed and 
destroyed had it not been for the efforts taken by Tourism Department to preserve them. 
Likewise, tourism also helps in conserving the natural habitats of many endangered species. 

4. Developing Infrastructure: Tourism tends to encourage the development of multiple-use 
infrastructure that benefits the host community, including various means of transports, 
health care facilities, and sports centres, in addition to the hotels and high-end restaurants 
that cater to foreign visitors. The development of infrastructure has in turn induced the 
development of other directly productive activities. 

5. Promoting Peace and Stability: Honey and Gilpin (2009) suggests that the tourism industry 
can also help promote peace and stability in developing country like India by providing 
jobs, generating income, diversifying the economy, protecting the environment, and 
promoting cross-cultural awareness. However, key challenges like adoption of regulatory 



National Conference on Contemporary Management Practices 

Shanlax International Journal of Arts, Science & Humanities 57  

frameworks, mechanisms to reduce crime and corruption, etc, must be addressed if peace-
enhancing benefits from this industry are to be realized. 
 

Negative Impacts 
• Undesirable Social and Cultural Change: Tourism sometimes led to the destruction of the 

social fabric of a community, the more tourists coming into a place, the more the perceived 
risk of that place losing its identity. A good example is Goa. From the late 60's to the early 
80's when the Hippy culture was at its height, Goa was a haven for such hippies. Here they 
came in thousands and changed the whole culture of the state leading to a rise in the use of 
drugs, prostitution and human trafficking. This had a ripple effect on the country. 

• Increase Tension and Hostility: Tourism can increase tension, hostility, and suspicion 
between the tourists and the local communities when there is no respect and understanding 
for each other’s culture and way of life. This may further lead to violence and other crimes 
committed against the tourists. The recent crime committed against Russian tourist in Goa is 
a case in point. 

• Creating a Sense of Antipathy: Tourism brought little benefit to the local community.  
In most all-inclusive package tours more than 80% of travelers, fees go to the airlines, hotels 
and other international companies, not to local businessmen and workers. Moreover, large 
hotel chain restaurants often import food to satisfy foreign visitors and rarely employ local 
staff for senior management positions, preventing local farmers and workers from reaping 
the benefit of their presence. This has often created a sense of antipathy towards the tourists 
and the government. 

• Adverse Effects on Environment and Ecology: One of the most important adverse effects of 
tourism on the environment is increased pressure on the carrying capacity of the ecosystem 
in each tourist locality. Increased transport and construction activities led to large scale 
deforestation and destabilization of natural landforms, while increased tourist flow led to 
increase in solid waste dumping as well as depletion of water and fuel resources. Flow of 
tourists to ecologically sensitive areas resulted in destruction of rare and endangered species 
due to trampling, killing, disturbance of breeding habitats. Noise pollution from vehicles 
and public address systems, water pollution, vehicular emissions, untreated sewage, etc. 
also have direct effects on bio-diversity, ambient environment and general profile of tourist 
spots. 

 
Environmental Impact of Tourism in India 
 The tourism industry in India can have several positive and negative impacts on the 
environment which are discuss below. 
Positive Impacts 
Direct Financial Contributions 
 Tourism can contribute directly to the conservation of sensitive areas and habitat. Revenue 
from park-entrance fees and similar sources can be allocated specifically to pay for the 
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protection and management of environmentally sensitive areas. Special fees for park operations 
or conservation activities can be collected from tourists or tour operators. 
 
Contributions to Government Revenues 
 The Indian government through the tourism department also collect money in more  
far-reaching and indirect ways that are not linked to specific parks or conservation areas. User 
fees, income taxes, taxes on sales or rental of recreation equipment, and license fees for activities 
such as rafting and fishing can provide governments with the funds needed to manage natural 
resources. Such funds can be used for overall conservation programs  
and activities, such as park ranger salaries and park maintenance. 
 
Improved Environmental Management and Planning 
 Sound environmental management of tourism facilities and especially hotels can increase 
the benefits to natural environment. By planning early for tourism development, damaging and 
expensive mistakes can be prevented, avoiding the gradual deterioration of environmental 
assets significant to tourism. The development of tourism has moved the Indian government 
towards this direction leading to improved environmental  
Management. 
 
Raising Environmental Awareness  
 Tourism has the potential to increase public appreciation of the environment and to spread 
awareness of environmental problems when it brings people into closer contact with nature and 
the environment. This confrontation heightens awareness of the value of nature among the 
community and lead to environmentally conscious behaviour and activities to preserve the 
environment. 
 
Protection and Preservation of Environment 
 Tourism can significantly contribute to environmental protection, conservation and 
restoration of biological diversity and sustainable use of natural resources. Because of their 
attractiveness, pristine sites and natural areas are identified as valuable and the need to keep 
the attraction alive can lead to creation of national parks and wildlife parks. In India, new laws 
and regulations have been enacted to preserve the forest and to protect native species. The coral 
reefs around the coastal areas and the marine life that depend on them for survival are also 
protected. 
 
Negative Impacts 
Depletion of Natural Resources 
 Tourism development can put pressure on natural resources when it increases consumption 
in areas where resources are already scarce. 
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i. Water resources: Water, especially fresh water, is one of the most critical natural resources. 
The tourism industry generally overuses water resources for hotels, swimming pools, golf 
courses and personal use of water by tourists. This can result in water shortages and 
degradation of water supplies, as well as generating a greater volume of waste water. 
(www.gdrc.org/uem/eco-tour/envi/index.html). In dryer regions like Rajasthan, the issue 
of water scarcity is of particular concern. 

ii. Local resources: Tourism can create great pressure on local resources like energy, food, and 
other raw materials that may already be in short supply. Greater extraction and transport of 
these resources exacerbates the physical impacts associated with their exploitation. Because 
of the seasonal character of the industry, many destinations have ten times more inhabitants 
in the high season as in the low season. A high demand is placed upon these resources to 
meet the high expectations tourists often have (proper heating, hot water, etc.). 

iii. Land degradation: Important land resources include minerals, fossil fuels, fertile soil, 
forests, wetland and wildlife. Increased construction of tourism and recreational facilities 
has increased the pressure on these resources and on scenic landscapes. Direct impact on 
natural resources, both renewable and non-renewable, in the provision of tourist facilities is 
caused by the use of land for accommodation and other infrastructure provision, and the 
use of building materials (www.gdrc.org/uem/eco-tour/envi/index.html)Forests often 
suffer negative impacts of tourism in the form of deforestation caused by fuel wood 
collection and land clearing e.g. the trekking in the Himalayan region, Sikkim and Assam. 

 
Pollution 
 Tourism can cause the same forms of pollution as any other industry: air emissions, noise, 
solid waste and littering, releases of sewage, oil and chemicals, even architectural/visual 
pollution (www.gdrc.org/uem/eco-tour/envi/index.html). 
 Air and Noise Pollution: Transport by air, road, and rail is continuously increasing in 
response to the rising number of tourist activities in India. Transport emissions and emissions 
from energy production and use are linked to acid rain, global warming and photochemical 
pollution. Air pollution from tourist transportation has impacts on the global level, especially 
from carbon dioxide (CO2) emissions related to transportation energy use. And it can contribute 
to severe local air pollution. Some of these impacts are quite specific to tourist activities where 
the sites are in remote areas like Ajanta and Ellora Temples. For example, tour buses often leave 
their motors running for hours while the tourists go out for an excursion because they want to 
return to a comfortably air-conditioned bus. 
 Noise pollution from airplanes, cars, and buses, as well as recreational vehicles is an ever-
growing problem of modern life. In addition to causing annoyance, stress, and even hearing 
loss for humans, it causes distress to wildlife, especially in sensitive areas 
(www.gdrc.org/uem/eco-tour/envi/index.html). 
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 Solid waste and littering: In areas with high concentrations of tourist activities and 
appealing natural attractions, waste disposal is a serious problem and improper disposal can be 
a major despoiler of the natural environment - rivers, scenic areas, and road sides.In mountain 
areas of the Himalayas and Darjeeling, trekking tourists generate a great deal of waste. Tourists 
on expedition leave behind their garbage, oxygen cylinders and even camping equipment. Such 
practices degrade the environment particularly in remote areas because they have few garbage 
collection or disposal facilities (www.gdrc.org/uem/eco-tour/envi/index.html). 
 Sewage: Construction of hotels, recreation and other facilities often leads to increased 
sewage pollution. Wastewater has polluted seas and lakes surrounding tourist attractions, 
damaging the flora and fauna. Sewage runoff causes serious damage to coral reefs because it 
stimulates the growth of algae, which cover the filter-feeding corals, hindering their ability to 
survive. Changes in salinity and siltation can have wide-ranging impacts on coastal 
environments. And sewage pollution can threaten the health of humans and animals. Examples 
of such pollution can be seen in the coastal states of Goa, Kerala, Maharashtra, Tamil Nadu, etc. 
 
Destruction and Alteration of Ecosystem  
 An ecosystem is a geographic area including all the living organisms (people, plants, 
animals, and micro-organisms), their physical surroundings (such as soil, water, and air), and 
the natural cycles that sustain them. Attractive landscape sites, such as sandy beaches in Goa, 
Maharashtra, Kerala, Tamil Nadu; lakes, riversides, and mountain tops and slopes, are often 
transitional zones, characterized by species-rich ecosystems. The threats to and pressures on 
these ecosystems are often severe because such places are very attractive to both tourists and 
developers. Examples may be cited from Krushadai Island near Rameshwaram. What was once 
called paradise for marine biologists has been abandoned due to massive destruction of coral 
and other marine life. Another area of concern which emerged at Jaisalmer is regarding the 
deterioration of the desert ecology due to increased tourist activities in the desert. 
 Moreover, habitat can be degraded by tourism leisure activities. For example, wildlife 
viewing can bring about stress for the animals and alter their natural behaviour when tourists 
come too close. Safaris and wildlife watching activities have a degrading effect on habitat as 
they often are accompanied by the noise and commotion created by tourists. 
 
Conclusion 
 Tourism industry in India is growing and it has vast potential for generating employment 
and earning large amount of foreign exchange besides giving a fillip to the country’s overall 
economic and social development. But much more remains to be done. Eco-tourism needs to be 
promoted so that tourism in India helps in preserving and sustaining the diversity of the India's 
natural and cultural environments. Tourism in India should be developed in such a way that it 
accommodates and entertains visitors in a way that is minimally intrusive or destructive to the 
environment and sustains & supports the native cultures in the locations it is operating in. 
Moreover, since tourism is a multi-dimensional activity, and basically a service industry, it 
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would be necessary that all wings of the Central and State governments, private sector and 
voluntary organisations become active partners in the endeavour to attain sustainable growth in 
tourism if India is to become a world player in the tourism industry. Rising contribution to  
 
India's GDP, updated January 2017 
• Tourism in India accounts for 7.5 per cent of the GDP and is the third largest foreign 

exchange earner for the country 
• The tourism and hospitality sector’s direct contribution to GDP in 2016, is estimated to be 

US$47 billion 
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Abstract 
 Globalization and technological development had created more opportunities for the skilled employees 
and special attention is being given for their retention. Several factors influence retention and this paper 
deals with the impact of non monetary factors , supervisory support and performance appraisal on 
employees of ceramic sanitary ware factories in India, a sector which is unattended so for. Statistical tool 
is used for analysis findings reveals that supervisor support and performance appraisal are influential 
factors enhancing retention. Implication to organization is incorporated. 
Key words: performance appraisal, supervisor support, employee retention. 
 
Introduction 
 Retention of skilled workers has been a serious problem worldwide in the face of ever 
increasing turn over. Roughly 46 million well trained and qualified employees will be over 57 
years around 2020 (Carnevale 2005) resulting in skilled workers shortage. On the other hand 
surveys reveals that India is blessed with considerable work force nearly 25% of world 
requirement (Ragupathi 2012) . Skilled employees presume that they are more marketable and 
this opportunities induces them to mobilize aiming greener pastures results in world’s highest 
turnover rate of 26% (Hay Group 2013). The possible solution to prevent employees attrition is 
to create suitable internal conditions to motivate employees to stick to the organization instead 
of hoping for lack of opportunities outside (Biswas 2013). Indeed salary hike is an important 
factor but less expensive non financial factors also exerts substantial influence(Boxall 2003). 
The manufacturing industries are having limitations for the abnormal hike of salary due to 
increased material costs, rise in freight charges and compulsion to maintain lower end cost of 
their products . Hence non financial factor are given priority in this research. Previous 
researchers suggest performance appraisal and supervisor support are the two important 
factors most relevant in increasing retention of employees. This research explores the influence 
of above two factors over employees of unattended ceramic sanitary ware factories in the turn 
over prone Indian environment. 
Review of literature 
Employee retention  
 Employee retention refers to keeping the capable employees to work in the organization for 
longer periods. As per Johnson (2000) retention is “the ability to hold on to those employees you 

INFLUENCE OF SUPERVISOR SUPPORT AND PERFORMANCE 
APPRAISAL ON RETENTION IN CERAMIC SANITARY WARE  
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want to keep for longer than your competitors”. As the availability of good and valuable 
employees become scarce, today organization takes much care in retaining such employees 
(Panoch 2001). For any organization to survive in today’s ever increasing competition, where 
employee poaching is on the rise, it is very important to retain their best employees and keep 
them committed towards their organization (Mehta et al 2014). 
 
Performance Appraisal  
 Performance appraisal is a managerial process of evaluating the employee’s performance 
with assigned work and employee’s satisfaction over performance appraisal plays a very 
important role. When employees presume that their performance is valued properly and 
without any bias, increases their attachment towards organization and also their continuation as 
a member of the company. According to the research by Katavich (2013), if the employees are 
satisfied with their appraisal system then their satisfaction has positive benefits for both the 
organization and the individual in terms of affective commitment and intention to leave. 
Performance appraisal is correlated to organization commitment and turnover intention of 
employees. (Kadiresan et al 2015) and perceived fairness of performance appraisal is negatively 
related to turnover (Rubel and kee 2015). The findings of the previous researchers support that 
performance appraisal is an important factor having relationship with employees retention. 
 
Supervisor support  
 Supervisor support is one of the important factors having effect on the retention process. 
Today manufacturing industries are engaging workers of different skills in one unit and the role 
of supervisor become vital to coordinate the workers and hence supervisor – worker’s good 
relationship and support are essential for retention. The good relationship between subordinate 
and supervisor is an important factor for retaining individuals (Boxall 2003) and Supervisor 
support is positively related with retention (Smith 2005). Further there exists significant 
relationship between supervisor support and employee retention. (Chepkilot et al 2014). It is 
concluded from the above reviews that supervisor support is an important factor closely related 
to retention. 
 
Objective 
  To examine the influence of performance appraisal and supervisor support on employee 
retention in ceramic sanitary ware factories in India  
 
Hypothesis  
H1 There is an association and significant relationship between performance appraisal and 
employee retention. 
H2 There is an association and significant relationship between supervisor support and 
employee retention. 
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Sample and procedure  
 Respondents in the study were staff of 5 ceramic sanitary factories in India. Out of 550 
questionnaires distributed to the staff of the above factories, 416 usable questionnaires were 
used in the statistical analysis representing a response rate of 75% (approx.) from the sample. 
The selection of the respondent is based on the simple random sampling. 
 
Measurement  
 The independent variables of the study were performance appraisal and supervisor support 
and the dependent variable is employee retention. Totally 21 questions exists in the 
questionnaire. There were six questions to measure performance appraisal and five questions to 
measure supervisor support employee retention was measured using 10 questions. 
Respondents were asked to respond the questionnaire on a Likert- scale range from 1- 5 with  
1 = strongly disagree and 5=strongly agree. Statistical package for the social sciences(SPSS) has 
been employed for analyzing the collected data. The researcher adopted the questionnaire from 
previous papers (Dockel 2003; Chew 2004; Wang 2012; Dulebohn and Ferris 1999; Njoroge 2007) 
  
Results 

Table 1 Correlation of Proposed Factors and Employee Retention 
Factors 1 2 3 Mean SD Cronbach’s alpha 

1.Performance appraisal 1   25.65 2.36 0.795 
2.Supervisor support 0.609 1  21.36 2.26 0.785 
3.Employee retention 0.739 0.699 1 42.79 3.67 0.824 
Source: Primary Data *p<0.05, **p<0.01 
    
 Table 1 shows correlation matrix of the proposed factors. It is observed that all the factors 
are positively correlated with each other. The correlation ranges from 60.9% to 73.9% and all the 
two factors are significantly related to employee retention. The reliability co-efficient for the 
items used to measure the variables are more than minimum acceptable level of 0.700 (Nunnally 
and Bernstein 1994) and provides support to the items used. 
 

Table 2 Multi linear regression analysis of employee retention on proposed factors 
S. No Factors p Standardized 

beta t R Adjusted 
R2 F 

1 Performance appraisal 0.014* 0.106 2.882   
0.891 

  
0.791 

  
263.515 2 Supervisor support 0.000** 0.227 6.733 

 Source: Primary Data *p<0.05, **p<0.01 
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  To determine the relationship between the two proposed factors (independent variables) 
and employee retention (dependent variable), all the factors are regressed simultaneously as 
shown in Table 2. The table reveals that the multiple correlation coefficient R is 0.891 and it 
measures the degree of relationship between the actual values and predicted values of 
employee retention, because predicted values are obtained as linear combination of 
independent variables. The coefficient value of 0.891 reveals that the relationship between 
dependent and two independent variables is quite strong and positive. The proposed factors 
exhibit significant amount of variance in employee retention (R2=0.791,p=0.000). Of the two 
factors, performance appraisal (p=0.014), and supervisor support (p = 0.000) are significant 
predictors of employee retention and provides support to Hypothesis H1,H2.  
 
Discussion  
  The purpose of the study is to examine the influence of performance appraisal and 
supervisor support on employee retention in ceramic sanitary ware factories in India. The Multi 
linear regression proposing employee retention as dependent variable and the proposed factors 
as independent variables show that all the two factors are positively related to employee’s 
retention. The result of the study indicates that proposed factors explained 79.1%of variance in 
employee retention .This signifies that the two proposed factors are influential and crucial and 
need to be given top priority. The findings that indicates supervisor support is the strongest 
predictor of employee retention coincides with earlier findings of (Chepkilot et al 2014; Smith 
2005) Nowadays organization mainly depending on supervisors for evaluating their employee’s 
performance and the relationship plays a vital role. Employees presume that cordial 
relationship helps them to get good appraisal ratings and benefits from organization. Hence 
they give preference for this factor for their continuation. The next influential factor is 
performance appraisal and this coincide with previous finding of (Kadiresan et al 2015; Rubel 
and kee 2015). 
 Employees are provided benefits and rewards based on the performance appraisal ratings. 
The unbiased, fair appraisal gives satisfaction towards their work and confidence over their 
organization. Hence they give preference for this factor for their continuation. 
 
Conclusion   
 This research fills the gap in the literature since no empirical research carried out in the past. 
The findings provide evidence that performance appraisal and supervisor support are the 
influencing determinants highly relevant in enhancing employee’s retention, in the most turn 
over prone Indian environment. Hence, HR managers should give more importance to the 
above factors in order to improve the understanding and good relationship with their 
employees. Future research is suggested in comporting some other variables and by conducting 
researches in other manufacturing industries. 
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Abstract 
 Internet banking is taking the world by storm. It has made our lives a lot more easy and comfortable. 
No more have we to depend on banks or make frequent visits to them. Standing in queues for hours 
altogether for withdrawing or sending money has now become a thing of the past. With internet banking, 
you can shop online or send money to anyone, all by sitting in the comforts and security of your home. 
 Internet banking has become so mainstream that the thought of ever having to go back to the offline 
days is a task, because we now have no idea how we ever got along without the internet.Bank fees often 
strike fear in the heart of the average banking customer. According to a survey by Bank-rate, a company 
that reports on banks and banking, customers continues to get smashed with higher fees, ranging from 
ATM charges to minimum-balance fees. In addition, some customers are even charged a commission fee 
just to speak to a real live bank teller .In a recent checking account pricing study, it was found that 
interest-bearing checking account customers charged the worst. The average interest charging checking 
account earns only 0.27 percent interest while account holders pay $10.86 on average in monthly fees. 
Many traditional banks offer some online services, but the very cheapest choices some will find are 
internet-only banks, which operate specifically online. Customers can get the same services online that are 
used to from traditional banks, such as checking and savings accounts, CDs, and other financial products 
and services. Those who are interested in paying lower fees for better customer service, they should 
investigate internet banking. With the proliferation of internet banking it’s difficult – even for those who 
are old enough – to remember a time when offline banking was all there was. Sending and receiving paper 
checks, making trips to the bank to make a deposit or a withdrawal, working around the bank’s hours of 
operation in order to check or confirm your balance, and on and on it went. But we didn’t care. It’s just 
the way it was. 
 
What is Meant by Internet Banking? 
 Internet banking is known by various terms. Some prefer to call it as net banking and some 
as online banking, e-banking or virtual banking. Whatever be the name it all means the same. 
As is apparent from its name, an internet connection is what is required to do a transaction 
through this kind of banking. For carrying out a transaction, you can use any of the devices 
such as laptop, desktop, tablet or a mobile phone. One thing you need to ensure, you should 
have a fast and reliable internet connection. You can avail of internet facilities from any of the 
internet service providers (ISP) such as BSNL, Airtel, Idea,Vodafone, Reliance and many more. 
In case you are using a mobile or tablet you can even download the relevant app meant for 
internet banking. Other than the device and an internet connection, what you require is 
authorization from your bank for proceeding with internet banking. Asking your bank to 
authorize you is a very easy procedure. In case your savings account hasn't come with an 
internet banking provision, all that you need to do is fill a relevant form giving your savings 
account details and hand it over to your bank. On receipt of the form and necessary verification 

AWARENESS OF PROS AND CONS IN ONLINE BANKING 
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of your account details, the bank will almost 
immediately allot you with an id and password for 
internet banking. However, some of the banks 
might ask you to write an additional application to 
the bank manager for providing you with the 
facilities of internet banking. In that case you can 
write a hand written application in a plain white 
paper and submit the same to the bank manager or 
the concerned clerk. Once you have obtained the 
necessary id and password, you are now ready to 
experience the advantages that internet banking 
provides to you by bringing banking services at 
your doorsteps. I will now enumerate some of the 
many advantages that can be derived from online 
banking. 

 
Online Banking Is (Mostly) Upside 
 Few would argue that online banking is not an 
advantageous tool that fits handsomely into the 

fast-paced world in which we live. The convenience is undeniable. But while the pros of 
online banking certainly outweigh the cons, there are a few drawbacks. Let’s look at both the 
upside and the downside of online banking. 
 
The Pros (MERITS) 
 Paying Bills – Whether it is paying through your checking or saving account, a money 
market account, or even from your home equity line of credit, the capacity to pay most or all 
of your bills online is something that we just cannot live without. Most creditors even allow 
for automated recurring payments so that consumers don’t risk forgetting to pay a bill and 
being penalized. 
 Mobile Capability - Most banks not only offer their customers the convenience of online 
banking, they also feature mobile-friendly websites that allow customers to do their banking 
on the go. The apps the banks are offering are being implemented with more and more 
features all the time in an effort to expand on the convenience that is afforded Smartphone 
users. 
 Simple Set Up And Use – Online banking for the most part is as easy as using any other 
interactive website. With a few clicks and keystrokes, even the most inexperienced internet 
user can be up and running on their online bank account in no time. Most banks even offer 24-
hour live customer service or email customer service capability. 
 Convenience - The biggest advantage of being able to do banking transactions on the web 
is the convenience of not having to move around to pay for purchases or to get paid, plus the 
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ability to access bank accounts wherever there is Internet connection available. Fund transfers 
can be done in a few seconds with a few clicks or keyboard strokes. For families that need to 
send money from abroad or to a foreign territory, banking via the Internet also has the 
advantages of faster transactions and better monitoring. When it comes to financial 
monitoring and management, you can easily track account activity. Almost all online banking 
services in the developed countries facilitate bills payments. Additionally, many online 
banking services offer interesting plans or programs to help customers in managing their 
finances. 
 Safety And Security – Online banking transactions are secured by SSL, which reduces the 
likelihood of someone intercepting Internet traffic and getting user details. In addition, since 
online transactions minimize the need to physically go to remittance or payment facilities, you 
are protected from burglary and mugging. 
 Ticket Booking - Internet banking makes it possible for you to do ticket bookings for buses, 
trains and airlines from the comforts of your home. You need not spend your valuable time 
heading to reservation counters and standing in queues 24/7 BANKING  
 Option– Except when the banks perform their regular maintenance routines, online 
banking services can be accessed virtually anytime and from anywhere there is an Internet 
connection. Payments or remittances can be completed almost anytime of the day. 
Transactions are also not affected by holidays and weekend breaks. 
 Paperless Transactions - Digital copies of bank statements, invoices, bills, receipts, and 
other documents generated when completing financial transactions take away the clutter of 
their traditional paper versions. This also means online banking is environmentally friendly. 
 Lower Fees And Easier Account Maintenance - Overall, there are fewer fees and charges 
associated with online banking as compared to traditional banking, especially for transactions 
involving ATMs, which charge fees for inter-bank transactions. Most online banking 
interfaces are intuitive enough, so it’s not difficult even for those who are new to online 
banking to find their way around. 
 
The Cons (Demerits) 
 Admittedly there isn’t too much downside to online banking but there are a few things 
that many customers would change if they could. 
 Security – This is arguably the most significant drawback to online banking. The new 
millennium is the age of the computer hacker and identity theft is one of the most widespread 
social diseases around the world. As such, despite every bank's best effort to keep its website 
secure, unfortunately nothing is foolproof and there is always at least a slight risk that 
someone somewhere will hack into your account and gain access to sensitive information. 
 Transaction Issues - Even though online banking is light years more convenient than its 
traditional counterpart, there are just certain aspects of banking that need to be done in person 
rather than from behind a computer or cell phone monitor. Depositing cash, making certain 



National Conference on Contemporary Management Practices 

Shanlax International Journal of Arts, Science & Humanities 71  

types of international transactions, and other service issues can be challenging to address via 
email or even real-time customer service chat capability. With some service issues, it behooves 
the customer to make a trip to the bank and get their needs met face-to-face. 
 There Goes The Budget - For users that struggle with making impulse purchases or 
avoiding the necessity of formulating a budget, instant access to an account’s balance can 
breed irresponsibility. It’s easy to fall into the “I still have money in my account” trap, but this 
is detrimental for long and short term financial planning when users think that a positive 
balance means there’s still money to spend, when really it means not all of the deductions are 
reflected on the account. Online banking offers compelling benefits but it also has 
drawbacks. An important disadvantage to consider is that not everyone has adequate access 
to the Internet, nor are familiar with digital platforms. It also introduces a host of risks 
involving social engineering. Even if online banking interfaces are protected by secure HTTP 
and SSL, a user may be duped into sharing one’s password through email or spoofed online 
banking interfaces, if one is not careful. 
 Other potential threats include keyboard loggers, and password-saving features on 
browsers. If you lose your laptop or mobile device and your passwords are stored, then 
thieves might be able to access your bank account and credit card information. 
Still, the cons of online banking are not really major drawbacks that will justify the aversion to 
banking through the Internet. As more consumers make use of online banking services, so 
will the benefits continue to increase. Some examples of country’s using online banking 
services (the growth mentioned in the table) 
 

Online Banking Growth 

 
 
A Quick Wrap Up 
 So it is very clear to us that internet banking has numerous advantages. It has changed how 
we bank, shop and pay our bills. But one has to be very careful while using net banking for any 
kind of financial transactions. One should remember that banks never ask us for our login id or 
password. They will never ask us for any test transfer either. In case you receive such mails or 
promos that ask for your bank details or ask you to send money, never ever respond to them. 
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Delete such mails and messages and if possible inform your bank about such things. Keep in 
mind that a safe and secured approach will lead you to a happy and profitable experience in 
internet banking. I will request readers to share their experiences, if any, of internet banking, 
both positive and negative. It will be then of great help in educating one and all about internet 
banking, the World Wide Web has permeated virtually every aspect of modern life. If you have 
access to a computer with an Internet connection, an almost limitless amount of goods, services 
and entertainment choices are at your fingertips. You can do just about anything online, 

including your banking and financial 
transactions. But is this wise? Just how 
comfortable are you conducting your 
banking business in cyberspace? After all, 
online banking has both advantages and 
disadvantages  
Online banking does have pros and cons. 
However, it's not only the wave of the 

future, it's the wave right now, and the clock isn't likely to go backward. If you take 
reasonable care to safeguard your personal and financial information, you'll likely find 
that online banking is a convenient tool that you can easily live with. Eventually, you'll 
probably even wonder how you ever lived without it 
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Introduction 
 Performance management system is the process of assessing the performance and progress 
of an employee on a given job and his potential for further development. Performance 
management system techniques began to be used for technical, professional, and managerial 
personnel. Performance management system is widely used in society. 
 
Definition 
 According to FLIPPO, "Performance management system is the systematic, periodic and an 
impartial ratting of an employee's excellence in matters pertaining to his present job and his 
potential for a better job". 
 
Objective of the Study 
• To study about the performance management system in the organization  
• To know about the types of appraisal followed by the organization. 
• The study about the performance of a person on the present job at his potential for higher 

level in future job. 
• To find out the effective of performance management system in the organization. 
 
Limitations of the Study 
• As this study is limited short period. The researcher doesn't find enough time to undergo 

the research. 
• As the respondents were busy in their work schedule, they couldn't able to spare time with 

the researcher. 
 
Review of Literature 
Performance Management System 
 Performance management system is the process of obtaining, analyzing and recording 
information about the relative worth of an employee. The focus of the performance 
management system is measuring and improving the actual performance of the employee and 
also the future potential of the employee. Its aim is to measure what an employee does. Its 
merits and rating are used synonymously and it have strictly speaking performance appraisal in 
wider term than merit rating. The merit rating will focused on judging the caliber of an 
employee so as to decide salary increment. It is made for employees to do better job to move 

"A STUDY ON PERFORMANCE MANAGEMENT SYSTEM WITH SPECIAL 
REFERENCE TO BHEL RANIPET"  
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from its current position to its desired position. The main purpose is to secure necessary 
information for effective decisions. 
 
Elements of Performance Appraisal 

 
 
 
 
Research Methodology 
 Methodology is defined as the specification of methods and procedures for acquiring the 
information needed. It is a systematized effort and an original contribution to the existing stock 
of knowledge making for its advancement. It is plan, a frame work for doing the study and 
collecting the data research methodology minimizes the degree of uncertainty involved in 
management decisions research is characterized by systematic, objective, reproducible, 
relevance control. 
 
Data Analysis and Interpretation 

Table 1 Showing Employee Opinion on Performance Management System 
S. No Particulars Number of Respondents Performance 
A Increase your performance 32 62% 
B Solved Personal Problem 10 20% 
C Understand your self 8 16% 
D It is not useful 1 2% 
 Total 50 100% 

Interpretation 
 From the above table we inter that 62% of the respondents said that it helps to increase their 
performance, 20% said that it help to solved personal problem , 16% said that helps to 
understand their self, 2% said it is not useful. 
 
 

 Comparing with standards 
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Table 2 Showing Performance Evaluation 
S. No Particulars Number of Respondent Percentage 
A Performance 8 16% 
B Quality 8 16% 
C Potential 5 10% 
D All the three 29 58% 
 Total 50 100% 

Interpretation 
 From the above table we inter that 48% based on all the three, 16% of them is based on their 
performance, 16% of them is based on their quality and 10% of them their potential. 
 

Table 3 Showing Performance Management System Indentifying In Training And 
Development 

S. No Particulars Numbers of Respondents Performance 
A Strong agree 15 30% 
B Agree 24 48% 
C Partially agree 10 20% 
D Disagree 1 2% 
 Total 50 100% 

Interpretation 
 From the above table we inter that 48% of the respondents agree with their training & 
development needs, 30% of respondents needs, 30% of respondents are strongly agree,20% of 
respondents are partially agree and 21% are disagree. 
 

Table 4 Showing Performance Management System under Target Setting 
S. no Particulars Numbers of Respondents Percentage 
A Strong agree 19 38% 
B Agree 26 52% 
C Partially agree 5 10% 
D Disagree 0 0% 
 Total 50 100% 

Interpretation 
 From the above table, we inter that 52% of the respondents agree that appraisal helps in 
achieving the target of organization, 30% respondent strongly agreed & 10% respondents 
partially agree. 
 

Table 5 Showing Grievance Handling and Performance Management System 
S. no Particulars Number of Respondents Percentage 
A Strong agree 6 12% 
B Agree 21 42% 
C Partially agree 16 32% 
D Disagree 7 14% 
 Total 50 100% 
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Interpretation 
 From the above table, we inter that 42% of the respondents agree with Grievance Handling, 
32% of respondents partially agree, 14% of respondents disagree and 12% of respondents 
strongly agree. 
    

Table 6 Showing Performance Linked With Rewards 
S. No Particulars Number of 

Respondents Percentage 
A Motivation of employed 31 62 
B Developing competitive sprit 10 20% 
C Increasing professional growth 9 18% 
D Other Specify 0 0% 
 Total 50 100% 

Interpretation 
 From the above table, we inter that 62% of employees says that they are motivated, 20% of 
employees said competitive spirit, 18% employees selected professional growth. 
      

Table 7 Showing Use of Appraisal 
S. No Particulars No. of. Respondent Percentage 
A Promotion 41 82% 
B Demotion 3 6% 
C Transfer 1 2% 
D Separation 5 10% 
 Total 50 100% 

Interpretation: 
 `From the above table, we inter that 82% is based on promotion, 10% is based on separation, 
6% is based on demotion and 2% is based on Transfer. 
 
Conclusion 
 One underlying principle which has been stressed throughout this study is that of the 
unification of nature, importance, types, and various performance of management for 
organization effectiveness. This is the key factor if the executive are to be truly effective in terms 
of carrying out their purpose of improving organizational performance. By undergoing various 
research, finally the researcher have comets conclusion that some of the respondents are 
satisfied with the management system and some of the respondents are not satisfied with their 
management system and effective steps should be taken by the organization to improve 
performance appraisal. 
    
   
  



National Conference on Contemporary Management Practices 

Shanlax International Journal of Arts, Science & Humanities 77  

 
 

R. Anbarasi 
II-BBA Marudhar Kesari Jain College for Women, Vaniyambadi 

 
Meaning  Human Resource Management is the process of recruitment and selecting employee, 
providing orientation and induction, training and development, assessment of employee 
(performance of appraisal), providing compensation and benefits, motivating, maintaining 
proper relations with employees and with trade unions, maintaining employees’ safety, welfare 
and healthy measures in compliance with labour laws of the land. 
 
Human Resource Management Includes 
1. conducting job analyses,  
2. planning personnel needs, and recruitment,  
3. selecting the right people for the job,  
4. orienting and training,  
5. determining and managing wages and salaries,  
6. providing benefits and,  
7. appraising performance,  
8. Resolving disputes, etc., 
 
Nature of Human Resource Management 
 Human Resource Management involves management functions like planning, organizing, 
directing and controlling 
• It involves procurement, development, maintenance of human resource 
• It helps to achieve individual, organizational and social objectives 
• Human Resource Management is a multidisciplinary subject. It includes the study of 

management, psychology, communication, economics and sociology. 
• It involves team spirit and team work. 
• It is a continuous process. 
 
Objectives of HRM 
 Societal objective: To be socially responsible to the needs and challenges of society while 
minimizing the negative impact of such demands upon the organization. The failure of 
organizations to use their resources for society's benefit may result in restrictions. For example, 
societies may pass laws that limit human resource decisions. Organizational objective: To 
recognize that HRM exists to contribute to organizational effectiveness. HRM is not an end in 
itself; it is only a means to assist the organization with its primary objectives. Simply stated, the 
department exists to serve the rest of the organization. 

HUMAN RESOURCE MANAGEMENT 
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 Functional objective: To maintain the department's contribution at a level appropriate to the 
organisation's needs. Resources are wasted when HRM is more or less sophisticated than the 
organisation demands. A department's level of service must be appropriate for the organisation 
it serves. Personal objective: To assist employees in achieving their personal goals, at least 
insofar as these goals enhance the individual's contribution to the organisation. Personal 
objectives of employees must be met if workers are to be maintained, retained and motivated. 
Otherwise, employee performance and satisfaction may decline, and employees may leave the 
organisation. And techniques important to all managers Perhaps it's easier to answer this by 
listing some of the personnel mistakes you don't want to make while managing.  
 
HRM Responsibilities 
 Alvin's responsibilities are broad. You can break human resource management's 
responsibilities down to five general categories:  
1. Staffing is about making sure you have the right number of people with the right types of 

skills at hand to achieve the goals of the organization. In order to do it right, Alvin's 
department must engage in job analysis, planning, recruitment and selection of employees.  

2. Human resource development is about developing your people to maximize their 
effectiveness. Alvin's team accomplishes this function by engaging in training, 
organizational development, as well as performance appraisals.  

3. Compensation is essential because pretty much everyone demands pay in exchange for their 
labor. The human resources department is responsible for designing the organization's 
compensation system. A compensation system includes direct financial compensation, such 
as wage or salary, and indirect financial compensation, commonly referred to as benefits, 
such as paid vacations, personal leave and health insurance. Human resources is also 
concerned with non-financial compensation, such as designing a work environment that is 
satisfying to employees.  

4. Safety and health is also a responsibility of human resource management. Human resource 
departments help ensure that state and federal health and safety regulations are followed 
and often are responsible for health and safety training.  

5. Employee and labour relations is also a vital responsibility of Alvin's human resource 
department. When employees have work-related issues, the human resources department is 
often one of the primary points of contact. If employees are represented by a union, the 
human resource department may be involved in representing the company during the 
collective bargaining process and the administration of the collective bargaining agreement. 

 
Functions of Human Resource Management 
 Human Resource Management functions can be classified in following two categories. 
• Managerial Functions, and 
• Operative Functions. 
The Managerial Functions of Human Resource Management are as follows: 
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1. Human Resource Planning - In this function of HRM, the number and type of employees 
needed to accomplish organisational goals is determined. Research is an important part of 
this function, information is collected and analysed to identify current and future human 
resource needs and to forecast changing values, attitude, and behaviour of employees and 
their impact on organisation. 

2. Organising - In an organisation tasks are allocated among its members, relationships are 
identified, and activities are integrated towards a common objective. Relationships are 
established among the employees so that they can collectively contribute to the attainment 
of organisation goal. 

3. Directing - Activating employees at different level and making them contribute maximum 
to the organisation is possible through proper direction and motivation. Taping the 
maximum potentialities of the employees is possible through motivation and command. 

4. Controlling - After planning, organising, and directing, the actual performance of 
employees is checked, verified, and compared with the plans. If the actual performance is 
found deviated from the plan, control measures are required to be taken.  

 
The Operative Functions of Human Resource Management are as follows 
1. Recruitment and Selection - Recruitment of candidates is the function preceding the 

selection, which brings the pool of prospective candidates for the organisation so that the 
management can select the right candidate from this pool. 

2. Job Analysis and Design - Job analysis is the process of describing the nature of a job and 
specifying the human requirements like qualification, skills, and work experience to 
perform that job. Job design aims at outlining and organising tasks, duties, and 
responsibilities into a single unit of work for the achievement of certain objectives. 

3. Performance Appraisal - Human resource professionals are required to perform this 
function to ensure that the performance of employee is at acceptable level. 

4. Training and Development - This function of human resource management helps the 
employees to acquire skills and knowledge to perform their jobs effectively. Training and 
development programs are organised for both new and existing employees. Employees are 
prepared for higher level responsibilities through training and development. 

5. Wage and Salary Administration - Human resource management determines what is to be 
paid for different type of jobs. Human resource management decides employees 
compensation which includes - wage administration, salary administration, incentives, 
bonuses, fringe benefits, and etc,.  

6. Employee Welfare - This function refers to various services, benefits, and facilities that are 
provided to employees for their well being. 

7. Maintenance - Human resource is considered as asset for the organisation. Employee 
turnover is not considered good for the organisation. Human resource management always 
try to keep their best performing employees with the organisation. 



Department of Business Administration, Loyola College 

80                                                Vol. 4, No. 3, Special Issue 3, February 2017 

8. Labour Relations - This function refers to the interaction of human resource management 
with employees who are represented by a trade union. Employees, comes together and 
forms a union to obtain more voice in decisions affecting wage, benefits, working condition, 
etc. 

9. Personnel Research - Personnel researches are done by human resource management to 
gather employees' opinions on wages and salaries, promotions, working conditions, welfare 
activities, leadership, etc,. Such researches helps in understanding employees satisfaction, 
employees turnover, employee termination, etc,. 

10. Personnel Record - This function involves recording, maintaining, and retrieving employee 
related information like - application forms, employment history, working hours, earnings, 
employee absents and presents, employee turnover and other data related to employees. 

 
Vital Human Resource 
 Technology has had a significant impact on human resources practices. Human Resources is 
transitioning to a more technology based profession because utilizing technology makes 
information more accessible to the whole organization, eliminates time doing administrative 
tasks, allows businesses to function globally and cuts costs. Information technology has 
improved HR practices in the following areas: 
 
E-Recruiting 
 Recruiting has been the most influenced by information technology. In the past, recruiters 
had relied on printing in publications and word of mouth to fill open positions. HR 
professionals were not able to post a job in more than one location and did not have access to 
millions of people, causing the lead time of new hires to be drawn out and tiresome. With the 
use of e-recruiting tools, HR professionals can post jobs and track applicants for thousands of 
jobs in various locations all in one place. Interview feedback, background and drug tests, and on 
boarding can all be viewed online. This helps the HR professionals keep track of all of their 
open jobs and applicants in a way that is faster and easier than before. E-recruiting also helps 
eliminate limitations of geographic location. Jobs can be posted and seen by anyone with 
internet access. In addition to recruiting portals, HR professionals have a social media presence 
that allows them to attract employees through the World Wide Web. On social media they can 
build the company's brand by posting news about the company and photos of fun company 
events. 
 
Human Resources Information Systems (HRIS) 
 This paperwork could be anything from a department transfer request to an employee's 
confidential tax form. In addition to processing this paperwork, it has to be on file for a 
considerable period of time. This eliminates thousands of files and frees up space within the 
office. Another benefit of HRIS is that it allows for information to be accessed in a timelier 
manner. Instead of HR professionals having to dig through files to gain information, it is 
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accessible in seconds via the HRIS. Having all of the information in one place also allows for 
professionals to analyze data quicker and across multiple locations because the information is in 
a centralized location. Examples of some Human Resources Information Systems are People 
Soft, My Time, SAP, Time co, and Jobs Navigator. 
 
Training 
 Technology makes it possible for human resources professionals to train new staff members 
in a more efficient manner. This gives employees the ability to access on boarding and training 
programs from anywhere. This eliminates the need for trainers to meet with new hires face to 
face when completing necessary paperwork to start. Training in virtual classrooms makes it 
possible for the HR professionals to train a large number of employees quickly and to assess 
their progress through computerized testing programs. Some employers even incorporate an 
instructor with virtual training so that new hires are receiving the most vital training. 
Employees can take control of their own learning and development by engaging in training at a 
time and place of their choosing, helping them manage their work-life balance. Managers are 
able to track the training through the internet as well, which helps to reduce redundancy in 
training and training costs. Skype, virtual chat rooms, and interactive training sites are all 
resources that enable a more technological approach to training to enhance the experience for 
the new hire. 
 
Principles of Human Resource Management 
 Business consultants note that modern human resource management is guided by several 
overriding principles. Perhaps the paramount principle is a simple recognition that human 
resources are the most important assets of an organization; a business cannot be successful 
without effectively managing this resource. Another important principle, articulated by Michael 
Armstrong in his book A Handbook of Human Resource Management, is that business success "is 
most likely to be achieved if the personnel policies and procedures of the enterprise are closely 
linked with, and make a major contribution to, the achievement of corporate objectives and 
strategic plans. A third - guiding principle, similar in scope, holds that it is the HR's 
responsibility to find, secure, guide, and develop employees whose talents and desires are 
compatible with the operating needs and future goals of the company. Other HRM factors that 
shape corporate culture-; whether by encouraging integration and cooperation across the 
company, instituting quantitative performance measurements, or taking some other action-; are 
also commonly cited as key components in business success. HRM summarized Armstrong, "is 
a strategic approach to the acquisition, motivation, development and management of the 
organization's human resources. It is devoted to shaping an appropriate corporate culture, and 
introducing programs which reflect and support the core values of the enterprise and ensure its 
success." 
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Position and Structure of Human Resource Management 
 Human resource department responsibilities can be subdivided into three areas: individual, 
organizational, and career. Individual management entails helping employees identify their 
strengths and weaknesses; correct their shortcomings; and make their best contribution to the 
enterprise. These duties are carried out through a variety of activities such as performance 
reviews, training, and testing. Organizational development, meanwhile, focuses on fostering a 
successful system that maximizes human (and other) resources as part of larger business 
strategies. This important duty also includes the creation and maintenance of a change 
program, which allows the organization to respond to evolving outside and internal influences. 
Finally, there is the responsibility of managing career development. This entails matching 
individuals with the most suitable jobs and career paths within the organization. 
 Human resource management functions are ideally positioned near the theoretic center of 
the organization, with access to all areas of the business. Since the HRM department or manager 
is charged with managing the productivity and development of workers at all levels, human 
resource personnel should have access to-;and the support of-;key decision makers. In addition, 
the HRM department should be situated in such a way that it is able to communicate effectively 
with all areas of the company. 
 HRM structures vary widely from business to business, shaped by the type, size, and 
governing philosophies of the organization that they serve. But most organizations organize 
HRM functions around the clusters of people to be helped-;they conduct recruiting, 
administrative, and other duties in a central location. Different employee development groups 
for each department are necessary to train and develop employees in specialized areas, such as 
sales, engineering, marketing, or executive education. In contrast, some HRM departments are 
completely independent and are organized purely by function. The same training department, 
for example, serves all divisions of the organization. 
 In recent years, however, observers have cited a decided trend toward fundamental 
reassessments of human resources structures and positions. "A cascade of changing business 
conditions, changing organizational structures, and changing leadership has been forcing 
human resource departments to alter their perspectives on their role and function almost 
overnight," wrote John Johnston in Business Quarterly. "Previously, companies structured 
themselves on a centralized and compartmentalized basis; head office, marketing, 
manufacturing, shipping, etc. They now seek to decentralize and to integrate their operations, 
developing cross-functional teams'¦. Today, senior management expects HR to move beyond its 
traditional, compartmentalized 'bunker' approach to a more integrated, decentralized support 
function." Given this change in expectations, Johnston noted that "an increasingly common 
trend in human resources is to decentralize the HR function and make it accountable to specific 
line management. This increases the likelihood that HR is viewed and included as an integral 
part of the business process, similar to its marketing, finance, and operations counterparts. 
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However, HR will retain a centralized functional relationship in areas where specialized 
expertise is truly required," such as compensation and recruitment responsibilities. 
 
The Changing Field of Human Resource Management 
 In recent years, several business trends have had a significant impact on the broad field of 
HRM. Chief among them was new technologies. These new technologies, particularly in the 
areas of electronic communication and information dissemination and retrieval, have 
dramatically altered the business landscape. Satellite communications, computers and 
networking systems, fax machines, and other devices have all facilitated change in the ways in 
which businesses interact with each other and their workers. Telecommuting, for instance, has 
become a very popular option for many workers, and HRM professionals have had to develop 
new guidelines for this emerging subset of employees. Changes in organizational structure have 
also influenced the changing face of human resource management. Continued erosion in 
manufacturing industries in the United States and other nations, coupled with the rise in service 
industries in those countries, have changed the workplace, as has the decline in union 
representation in many industries (these two trends, in fact, are commonly viewed as 
interrelated). In addition, organizational philosophies have undergone change. Many 
companies have scrapped or adjusted their traditional, hierarchical organizational structures in 
favor of flatter management structures. HRM experts note that this shift in responsibility 
brought with it a need to reassess job descriptions, appraisal systems, and other elements of 
personnel management. A third change factor has been accelerating market globalization. This 
phenomenon has served to increase competition for both customers and jobs. The latter 
development enabled some businesses to demand higher performances from their employees 
while holding the line on compensation. Other factors that have changed the nature of HRM in 
recent years include new management and operational theories like Total Quality Management 
(TQM), rapidly changing demographics, and changes in health insurance and federal and state 
employment legislation. 
 
Small Business and Human Resource Management 
 A small business's human resource management needs are not of the same size or 
complexity of those of a large firm. Nonetheless, even a business that carries only two or three 
employees faces important personnel management issues. Indeed, the stakes are very high in 
the world of small business when it comes to employee recruitment and management.  
No business wants an employee who is lazy or incompetent or dishonest. But a small business 
with a work force of half a dozen people will be hurt far more by such an employee than will a 
company with a work force that numbers in the hundreds (or thousands). Nonetheless, "most 
small business employers have no formal training in how to make hiring decisions," noted Jill A 
Resister in Human Resources: Mastering Your Small Business. "Most have no real sense of the 
time it takes nor the costs involved. All they know is that they need help in the form of a 'good' 
sales manager, a 'good' secretary, a 'good' welder, and so on. And they know they need 
someone they can work with, who is willing to put in the time to learn the business and do the 
job. It sounds simple, but it isn't." Before hiring a new employee, the small business owner 
should weigh several considerations. The first step the small business owner should take when 
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pondering an expansion of employee payroll is to honestly assess the status of the organization 
itself. Are current employees being utilized appropriately? Are current production methods 
effective? Can the needs of the business be met through an arrangement with an outside 
contractor or some other means? Are you, as the owner, spending your time appropriately? As 
she noted, "any personnel change should be considered an opportunity for rethinking your 
organizational structure." Small businesses also need to match the talents of prospective 
employees with the company's needs. Efforts to manage this can be accomplished in a much 
more effective fashion if the small business owner devotes energy to defining the job and 
actively taking part in the recruitment process. But the human resource management task does 
not end with the creation of a detailed job description and the selection of a suitable employee. 
Indeed, the hiring process marks the beginning of HRM for the small business owner. 
 Small business consultants strongly urge even the most modest of business enterprises to 
implement and document policies regarding human resource issues. "Few small enterprises can 
afford even a fledgling personnel department during the first few years of business operation," 
acknowledged Burstener. "Nevertheless, a large mass of personnel forms and data generally 
accumulates rather rapidly from the very beginning. To hold problems to a minimum, specific 
personnel policies should be established as early as possible. These become useful guides in all 
areas: recruitment and selection, compensation plan and employee benefits, training, 
promotions and terminations, and the like." Depending on the nature of the business enterprise 
(and the owner's own comfort zone), the owner can even involve his employees in this 
endeavor. In any case, a carefully considered employee handbook or personnel manual can be 
an invaluable tool in ensuring that the small business owner and his or her employees are on 
the same page. Moreover, a written record can lend a small business some protection in the 
event that its management or operating procedures are questioned in the legal arena. Some 
small business owners also need to consider training and other development needs in managing 
their enterprise's employees. The need for such educational supplements can range 
dramatically. A bakery owner, for instance, may not need to devote much of his resources to 
employee training, but a firm that provides electrical wiring services to commercial clients may 
need to implement a system of continuing education for its workers in order to remain viable. 
Finally, the small business owner needs to establish and maintain a productive working 
atmosphere for his or her work force. Employees are far more likely to be productive assets to 
your company if they feel that they are treated fairly. The small business owner who clearly 
communicates personal expectations and company goals, provides adequate compensation, 
offers meaningful opportunities for career advancement, anticipates work force training and 
developmental needs, and provides meaningful feedback to his or her employees is far more 
likely to be successful than the owner who is neglectful in any of these areas. 
 
Conclusion 
 Each of the functions of human resource management really plays a vital role in the 
effectiveness of any organisation. It is true that firms need to constantly innovate and be ahead 
of the curve in terms of business practices and strategies. It is from this motivation to be at the 
top of the pack that HRM becomes a valuable tool for management to ensure success. 
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Abstract 
 The highly competitive environment in which businesses operate today requires a skillful workforce in every 
organization in order to remain a successful player in the competitive game of the industry. One of the main 
problems which occur in the workplace is the lack of training. A large number of employees can appear dissatisfied 
(Heinemann and Greenberger, 2002) due to being assigned responsibilities without-having the right knowledge and 
skills in that area. Training is an essential process which should be cautiously designed and implemented within all 
firms. The overall aim of this dissertation is to assess the importance of training in work field. Throughout this 
research the training system will be examined and appropriate recommendations for a more effective training system 
will be given where appropriate. The overall aim of this study is to assess the importance of training in hospitality 
industry 
Keywords: Meaning of training, importance of training, training methods and training models 
 
Introduction 
 Training is widely understood as communication directed at a defined population for the 
purpose of developing skills, modifying behavior, and increasing competence. Generally, 
training focuses exclusively on what needs to be known. Both training and education induce 
learning, a process that modifies knowledge and behavior through teaching and experience. 
The research model described here pertains to both training and education. Therefore, in this 
document, “training” refers to both processes. In contrast to informal training, formal training 
interventions have stated goals, content, and strategies for instruction. Our intent is to offer a 
general approach to intervention effectiveness research that addresses formal training across 
settings and topics. The model integrates primary and secondary data collection with 
qualitative and quantitative analyses so that the benefits of each research technique can be 
applied to the evaluation of training effectiveness. In training research, it is often difficult to 
arrive at definitive answers. Typically, many variables minimize effects and make results 
difficult to interpret. Furthermore, the amount of variance attributed to any one variable is 
usually small. Therefore, if training is to be an essential component of planned interventions, a 
uniform system of research is needed to explain and differing levels of experience and expertise 
among instructors. Accordingly, training evaluation research should be conducted in the field 
where possible in order to incorporate these variables into the study of effectiveness. 
Established techniques are available to deal with the difficulties of field research [Miles and 
Huberman 1984; Tuckman 1972]. These techniques enable researchers to develop evaluation 
designs appropriate for investigating many of the critical elements of effective training. As 
presented, the model provides a framework in which to practice these methodologies. 
Consequently, routine implementation of the model will lead to increased consistency and logic 
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across training evaluation studies and to generalization of research findings to multiple 
training. 
 
Review of Literature 
 Muhammad Zahid Iqbal et. al in the year (2011) has done their research in the topic “an 
empirical analysis of the relationship between characteristics and formative evaluation of 
training” Their analysis is about the relationship between characteristics and formative 
evaluation of Training. This paper attempted to signify the use of formative training evaluation.  
Eugen Rotarescu in the year (2010) has reviewed on the topic “alternative selection under risk 
conditions in human resources training and development through the application of the 
estimated monetary value and decision tree analysis”. The topic in this article is the 
presentation in a succinct and applicative manner of several decision making processes and the 
methods applied to human resources training and development in environments with risk 
factors.  
 David Pollitt in the year (2009) has done his research in the topic “southern coaches 
managers in a better way of working (Training and development help rail company to improve 
organizational culture and performance)” and has said that managers at a UK train operator 
have become role models for their employees, who now have more power to take direct 
responsibility and reach their full potential. The change has taken place following a 
management development program at train operator Southern, working with coaching and 
training company Buonacorsi Consulting. 
 Chu-Mei Liu in the year (2007) has done his research in this topic “the early employment 
influences of sales representatives on the development of organizational commitment” and 
reviewed that this paper aims to assess the status of the organizational commitment construct 
and introduce a new way of looking at organizational commitment – especially in the early 
stages of employment, wherein the target company to be having problems. The methodology of 
this paper is to find out the change in organizational commitment and it is measured at two 
points in the early employment of new salespersons in order to isolate the effects of early 
employment exposure of the medical representatives, a period of 18-month when attrition of 
new employees is high. 
 Harry. L in the year (1966) has done his research in the topic “development of procedures 
for deriving training objectives for junior officer jobs” and he has evaluated that research was 
undertaken to develop a systematic method that could be used by service school personnel to 
prepare job-oriented training objectives for junior officers, primarily in the form of behavioral 
statements of student performance expected after training. The procedures developed are 
divided into four phases. 
 Johnson in the year (2001) The model is based on the methodology in effectiveness research, 
and the data were used to test a model of training effectiveness. The results show that this 
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model is confirmed for two categories of projects: projects that were aimed at achieving learning 
results and changed job performance respectively. 
 Lucas. B. Ojo in the year (2008) has done their research in the topic “staff training and 
development: a vital tool for organizational effectiveness” and has reviewed that this paper is 
based on staff training and development. This paper is basically a conceptual paper. The author 
says that the need for improved productivity has become universally accepted and that it 
depends on efficient and effective training is not less apparent. 
 Cody Cox. B in the year (2009) has done his research in the topic “the moderating effect of 
individual differences on the relationship between the framing of training and interest in 
training” and has reviewed that the moderating effect of individual differences in the 
relationship between framing training was examined for technical and nontechnical content 
areas. Participants were 109 working age adults (Mean age 38.14 years, SD 12.20 years). 
 Franco Gandolfi in the year (2009) has done his research in the topic “training and 
development in an era of downsizing” and he has analyzed that downsizing as a restructuring 
strategy which has been actively implemented for the last three decades. While employee 
reductions were utilized mainly in response to crises prior to the mid1980s, downsizing 
developed into a fully-fledged managerial strategy for tens of thousands of companies in the 
mid to late 1980s. Since then, downsizing has transformed the international corporate landscape 
and affected the lives of hundreds of millions of individuals around the world. 
 Mammed Bagher in the year (2010) has done their research in the topic “diversity training in 
organizations: an introduction” and has reviewed the literature on diversity training and 
examine the effect of power, privilege and politics of diversity in organizations. This is a 
conceptual paper examining the arguments in favor and against diversity training in 
organizations. 
  
Need of the Study 
 Need of the study is to analyze the effectiveness of training and development in the 
Gateway Hotel. 
Objective of the Study 
 To study the significant difference between demographic profile and effectiveness of 
training 
Research Methodology 
Type of research: 
 The study is based on descriptive 
Sampling Technique: 
 Simple Random Method is used for selecting of samples. 
Population: 
 The population of the study is 141. 
Sample Size 
 Here the sample size is 120 employees. 



Department of Business Administration, Loyola College 

88                                                Vol. 4, No. 3, Special Issue 3, February 2017 

Sources of Data Collection 
 Data could be broadly classified as: 
Primary Data 
 Primary data is the data collected for the first time through field survey. It is collected with a 
set of objectives to assess the current status of any variable studied. Therefore primary data are 
those collected by the investigator (or researcher) himself for the first time and thus they are 
original in character. 
Secondary Data 
 Secondary data refers to the information or facts already collected. It is collected with 
objective of understanding the part status of any variable or the data collected and reported by 
some source is accessed and used for the objective of a study. Normally in research, the scholars 
collect published data analyze it in order to explain the relationship between variables. 
Tools Used for Analysis 
 Different statistical tools such us, percentage analysis, ANOVA, independent t-test are used 
for analysis. 
 
Data Analysis 

Table 1 Showing the Gender of the Respondent 
Gender Frequency Percent 
Male 95 86.4 
Female 15 13.6 
Total 110 100.0 

Inference 
 The above table shows that 86.4% of respondent are male and 13.6% of respondent are 
female. 

Table 2 Showing the Marital Status of the Employee 
Marital status Frequency Percent 

Married 46 41.8 
Single 64 58.2 
Total 110 100.0 

Inference 
 The above table shows 41.8% of the respondent are married and 58.2% of the respondents 
are single. 

Table 3 Showing the Qualification of the Employee 
Qualification Frequency Percent 

degree hotel management 43 39.1 
diploma hotel management 52 47.3 
craft course 6 5.5 
high school 9 8.2 

Total 110 100.0 
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Inference 
 The above table shows that 39.1% of the respondent completed degree hotel management. 
47.3% of the respondent completed diploma hotel management. 5.5% of the respondent 
completed craft course and remaining 8.2% of the respondent completed high school. 
 

Table 4 Showing the age Group of the Employee 
Age group Frequency Percent 18-20 years 15 13.6 
21-25 years 67 60.9 
26-30 years 28 25.5 

Total 110 100.0 
Inference 
 The above table shows that 13.6% of the respondents are 18-20 age groups. 60.9% of the 
respondents are 21-25 age groups and rests of the 25.5% of the respondents are 26-30 age group 
 

Table 5 Showing the Department of the Employee 
Department Frequency Percent front office 9 8.2 

food and beverage 23 20.9 
food and beverage and production 23 20.9 
house keeping 10 9.1 
Administration 45 40.9 

Total 110 100.0 
 
Inference 
 The above table shows that 8.2% of the respondent are belong to front office department. 
20.9% of the respondent are belongs to food and beverage department. 20.9% of the respondent 
are belongs to food and beverage and production department. 9.1% of the respondent are 
belongs to housekeeping department and rest 40.9% of the respondent are belongs to 
administration  

Table 6 Showing the Grade of the Employee 
 Frequency Percent FTC 81 73.6 
C 3 2.7 
D 5 4.5 
E 5 4.5 
F 16 14.5 

Total 110 100.0 
 
Inference 
 The above table shows that 73.6% of the respondent are FTC grade. 2.7% of the respondent 
are C grade. 4.5% of the respondent are D grade. 4.5% of the respondent are E grade and rest 
14.5% of the respondent are from F grade. 
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Table 7 Showing the Monthly Income of the Employee 
 Frequency Percent 

9500-15000 31 28.2 
16000-20000 37 33.6 
21000-25000 25 22.7 
26000-35000 11 10.0 
above 35000 6 5.5 

Total 110 100.0 
Inference 
 The above table shows that 28.2% of the employee earning 9500-15000 per month. 33.6% of 
the employee earning 16000-20000 per month. 22.7% of the employee earning 21000-25000 per 
month. 10% of the employee earning 26000-35000 per month and rest of the employee earning 
above 35000 per month.  

Table 8 Showing total Years of Experience of the Employee 
 Frequency Percent 

less than 1 year 11 10.0 
1-2 year 33 30.0 
3-4 year 42 38.2 
5-6 year 12 10.9 
above 6 year 12 10.9 

Total 110 100.0 
Inference 
 The above table shows that 10% of the employees are less than 1 year experience. 30% of the 
employees are having 1-2 year experience. 38.2% of the employees are having 3-4 year 
experience. 10.9% of the employees having 5-6 years of experience and rest 10.9% of the 
employees having above 6 year of experience 

Table 9 Showing the Designation of the Employee 
Employee designation Frequency Percent 

FTC 68 61.8 
Staff 17 15.5 
Executive 15 13.6 
Trainee 10 9.1 

Total 110 100.0 
Inference 
 The above table shows that 61.8% of the employees belong to FTC designation. 15.5% of the 
employees belong to staff designation. 13.6% of the employees belong to executive designation 
and rest 9.1% of the employees belong go trainee. 
1. T-Test 

Group Statistics 
 N Mean Std. Deviation Std. Error Mean 

16. How will you rate training and 
development programme in the 

organization? 
Male Female 

95 1.75 .618 .063 
15 1.60 .632 .163 
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Null Hypothesis [H0]: 
 There is no association between Genders and how will you rate training and development 
programme in your organization. 
Alternate Hypothesis [H1]: 
 There is association between Genders and how will you rate training and development 
programme in your organization. 

Independent Samples Test 

 
F Sig. 

F Equal variances 
assumed 

Sig.  
.513 t 

16. How will you rate training 
and development programme 

in the organization? 
Equal variances not assumed  .475 .855 
Equal variances not assumed    

Inference 
 Sig. value is < than .05, therefore we accept Null Hypothesis and hence proved that there is 
no association between Genders and how will you rate training and development programme 
in your organization. 
2. T-Test 

Group Statistics 
 1.Gender N Mean Std. Deviation Std. Error 

Mean 
17. What method 
of training do you 

prefer?  
male 95 2.07 1.123 .115 
female 15 2.33 1.175 .303 

 
Null Hypothesis [H0] 
 There is no association between Genders and what method of training do you prefer. 
Alternate Hypothesis [H1]: 
 There is association between Genders and what method of training do you prefer. 

 F Equal variances assumed Sig. t 
What method of 
training do you 

prefer? 
Equal variances not assumed  .159 -.827 
Equal variances not assumed  .691  

Inference 
 Sig. value is < than .05, therefore we accept Null Hypothesis and hence proved that there is 
no association between Genders and what method of training do you prefer. 
1. T-Test 

Group Statistics  1.Gender N Mean Std. Deviation Std. Error Mean 
13. Are the number of training 

programs you attend is? Male / Female 
95 1.22 .465 .048 
15 1.07 .258 .067 
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Null Hypothesis [H0]: 
 There is no association between Genders and did the trainer know the subject well.  
Alternate Hypothesis [H1]: 
 There is association between Genders and did the trainer know the subject well. 

 F Sig. t 
Are the number of training programs you attend is? 
Equal variances assumed Equal variances not assumed 

8.013 .006 1.251 
  1.883 

Inference  
 Sig. value is < than .05, therefore we accept Null Hypothesis and hence proved that there is 
no association between Genders and did the trainer know the subject well. 
 
2. ANOVA: 
Null Hypothesis [H0]:  
 There is no significant between Qualification obtained and how many hours of training do 
you attend in a year. 
Alternate Hypothesis [H1]: 
 There is significant between Qualification obtained and how many hours of training do you 
attend in a year. 

ANOVA 
11. How many hours of training do you attend in a year? 

 Sum of Squares df Mean Square F Sig. 
Between Groups 10.287 3 3.429 3.191 .027 
Within Groups 113.904 106 1.075   

Total 124.191 109    
Inference 
 Sig. value is < than .05, therefore we accept Null Hypothesis and hence proved that there is 
no significant between Qualification obtained and how many hours of training do you attend in 
a year. 
 
3. ANOVA: 
Null Hypothesis [H0]: 
 There is no significant between Qualifications obtained and did the training programme you 
attend enhance your effectiveness 
Alternate Hypothesis [H1]: 
 There is significant between Qualifications obtained and did the training programme you 
attend enhance your effectiveness  
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ANOVA 19. Did the training programme you attend enhance your effectiveness? 
 Sum of Squares Df Mean Square F Sig. 

Between Groups 4.123 3 1.374 3.481 .019 
Within Groups 41.841 106 .395   

Total 45.964 109    
Inference  
 Sig. value is < than .05, therefore we accept Null Hypothesis and hence proved that there is 
no significant between Qualification obtained and did the training programme you attend 
enhance your effectiveness  
4. ANOVA: 
Null Hypothesis [H0]: 
 There is no significant between Total years of experience and enough practice is given for 
you during training session 
Alternate Hypothesis [H1]: 
 There is significant between Total years of experience and enough practice is given for you 
during training session 

 
ANOVA 22. Enough practice is given for you during training session? Do you agree with this 
statement? 

 Sum of Squares df Mean Square F Sig. 
Between Groups 2.063 4 .516 1.251 .294 
Within Groups 43.291 105 .412   

Total 45.355 109    
Inference 
 Sig. value is < than .05, therefore we accept Null Hypothesis and hence proved that there is 
no significant between Total years of experience and enough practice is given for you during 
training session 
5. ANOVA: 
Null Hypothesis [H0]: 
 There is no significant between Designation and do you feel Training is necessary for your 
job performance 
Alternate Hypothesis [H1]: 
 There is significant between Designation and do you feel Training is necessary for your job 
performance 

ANOVA 18. Do you feel training is necessary for your job performance? 
 Sum of Squares df Mean Square F Sig. 

Between Groups 2.080 3 .693 6.033 .001 
Within Groups 12.183 106 .115   

Total 14.264 109    
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Inference 
 Sig. value is > than .05, therefore we accept Alternate Hypothesis and hence proved that 
there is no significant between Designation and do you feel Training is necessary for your job 
performance. 
Findings 
1. Majority of the respondent are male. 
2. Majority of the respondent are single. 
3. Majority of the respondent are graduated in diploma, some are degree hotel management, 

few done in craft course and rest completed their high school. 
4. Majority of the respondent fall under age group of 21-25 years of age, some are 26-30 years 

and rest few are in 18-20 years. 
5. Majority of the respondent are belongs to administration department, some are belong to 

food and beverage few are belong to food and beverage and production, housekeeping and 
front office. 

6. Majority of the respondent are belong to hotel level-FTC (grade) and few are belong to hotel 
level-F (grade), hotel level-E (grade), hotel level-D (grade) and hotel level-C (grade). 

7. Majority of the respondent are earning 16000-20000 per month some are earning9500-15000, 
21000-25000 and few are 26000-35000. 

8. Majority of the respondent are 3-4 years of experience and 1-2 years of experience. 
9. Majority of the respondent are FTC designation some are belong to staff and few are belong 

to Executive and training. 
Suggestion 
• Based on study results several suggestions and improvements are purposed which might be 

a significant contribution in an attempt of making hotel industry an enjoyable place to work.  
• First of all management need to help employees to know staff training and  

Understand the importance of it. Human resource department could explain to the  
Employees about the objectives of training and employees will benefit from the training, 
meanwhile, the employees should be told that how can they use what they learnt from the 
trainings in the future. 

• Secondly, increase the communication between management and employees by getting 
feedback from employees in order to know what they like and what can be improved in the 
trainings to get better outcomes. And trainers can observe while conducting trainings, some 
employees would not express themselves even though they do not feel satisfied with the 
trainings. Moreover, employees from human resource department could attend the 
trainings themselves to find the problems and how does it feel when they are trainees. To 
understand each other better will bring better results for the trainings.  

• Thirdly, guide employees to realize that improving themselves is the main aim of training. 
The main purpose of staff training in the case hotel is to improve employees" qualities in 
order to provide better customer service, but employee did not consider self-development 
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as the most important reason for trainings, therefore,they should be led to the right 
direction, which is to improve themselves and customer service but not for competition or 
promotion and other reasons. 

• Finally, from this study, the importance of staff training is discovered, in order to help 
human resource department of the case hotel to solve current problems in staff training as 
above discussed, possible suggestions are provided. To improve the recent situation needs 
time and it requires the co-operation of both management team and employees. I do hope 
this study have some value in helping the hotel’s Human Resource Development. 

Conclusion 
 Analysis of all facts and figures the observations and the experience during the training 
period gives a very positive conclusion regarding the training imparted by the Gateway Hotel.  
The training imparted meets the objectives such as: Effectiveness of training and its resultant in 
the performance of the employees 
 Assists the employees to acquire skills knowledge and attitude and also enhance the same 
Helps to motivate the employees and helps in avoiding mistakes 
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Abstract 

Spirituality is the state or quality of being dedicated to God, religion, or spiritual things or values, as 
contrasted with material or temporal ones the condition or quality of being spiritual and a distinctive approach to 
religion or prayer the spirituality of the desert Father. This paper analyses the perception on spiritual and belief on 
invisible power with special reference to college going girls in vaniyambadi using percentage analysis and chi square 
test.  
 
Review of Literature 
Traditional Spirituality 
Judaism 
 Rabbinic Judaism, "Yahadut Rabanit" - has been the mainstream form of Judaism since the 
6th century CE, after the codification of the Talmud. It is characterised by the belief that 
the Written Torah ("Law" or "Instruction") cannot be correctly interpreted without reference to 
the Oral Torah and by the voluminous literature specifying what behavior is sanctioned by the 
law (called halakha, "the way"). Judaism knows a variety of religious observances: ethical rules, 
prayers, religious clothing, holidays, shabbat, pilgrimages, Torah reading, dietary laws. 
Kabbalah (literally "receiving"), is an esoteric method, discipline and school of thought of 
Judaism. Its definition varies according to the tradition and aims of those following it, from its 
religious origin as an integral part of Judaism, to its later Christian, New Age, or 
Occultist syncretic adaptations. Kabbalah is a set of esoteric teachings meant to explain the 
relationship between an unchanging, eternal and mysterious Ein Sof (no end) and the mortal 
and finite universe (his creation). While it is heavily used by some denominations, it is not 
a religious denomination in itself. Inside Judaism, it forms the foundations of mystical religious 
interpretation. Outside Judaism, its scriptures are read outside the traditional canons of 
organised religion. Kabbalah seeks to define the nature of the universe and the human being, 
the nature and purpose of existence, and various other ontological questions. It also presents 
methods to aid understanding of these concepts and to thereby attain spiritual realisation. 
Hasidic Judaism, meaning "piety" (or "loving kindness"), is a branch of Orthodox Judaism that 
promotes spirituality through the popularisation and internalisation of Jewish mysticism as the 
fundamental aspect of the faith. It was founded in 18th-century Eastern Europe by Rabbi 
Israel Baal Shem Tov as a reaction against overly legalistic Judaism. His example began the 
characteristic veneration of leadership in Hasidism as embodiments and intercessors 
of Divinity for the followers. Opposite to this, Hasidic teachings cherished the sincerity and 
concealed holiness of the unlettered common folk, and their equality with the scholarly elite. 

PERCEPTION ON SPIRITUAL AND BELIEF ON INVISIBLE POWER 
WITH SPECIAL REFERENCE TO COLLEGE GOING  

GIRLS IN VANIYAMBADI 
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The emphasis on the Immanent Divine presence in everything gave new value to prayer and 
deeds of kindness, alongside Rabbinic supremacy of study, and replaced historical mystical 
(kabbalistic) and ethical (musar) asceticism and admonishment with optimism. encouragement, 
and daily fervour. This populist emotional revival accompanied the elite ideal of nullification to 
paradoxical Divine Panentheism, through intellectual articulation of inner dimensions of 
mystical thought. 
 
Objectives 
 This paper analyses the perception on spiritual and belief on invisible power with special 
reference to college going girls in vaniyambadi 
 

Limitation 
 This paper takes sample of only Vaniyambadi College going students and this shall not be 
generalized with all other palces. 
 

Research Methodology 
a. Method: Descriptive method of study is used for the researcher. 
b. Population: Women in vaniyambadi town is the target population for the study. 
c. Samples: A sample of 60 women are drawn using cluster random sampling method of 

which some were found improper and considered as salvage .It was finalised with 50 
samples.   

d. Tools: A carefully drafted pre-tested structured close-ended questionnaire was 
administered to elicit information.    

e. Types of Analysis: Analysis transforms the raw data into a form that will make them easy 
to understand and interpret. 

f. Data Collection: Statistical investigation requires systematic collection of data. The data is 
collected by the researcher through the following Questionnaire. 

g. Type of Analysis: Researcher used Percentage Analysis for Analysis and chi square test.  
 
Data collection and Interpretation 

Table 1 Showing Belief of Spiritual Power of Young Girls 
S. No Response Frequency Percentage 1 Yes 44 88% 
2 No 6 12% 
 Total 50 100% 

  Source: Primary data 
 
Interpretation 
  From the above table it is clear that 44 girls out of 50 have strong believe on spiritual power. 
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Table 2 Showing Reason for Believe of Respondents 

  Source: Primary data  
Interpretation 
 From the above table it is clear that 10 girls out of 44 had their belief through their parents, 
32 had from their past experience,1 believe on them and 1 believe on fate.  

Table 3 Showing Reason for Not Believing 
S. No Reasons Frequency Percentage 1 Past experience 6 100% 
2 Other reason 0 - 
 Total 6 100% 

  Source: Primary data  
 
Interpretation 
 From the above table it is clear that all the girls who don't believe on spirituals had very 
worst past experience that make them not to believe further on the same.  

Table 4 Showing Expression of Spiritual belief by the Respondents 
S. No Expressions Frequency Percentage 1 Going Temple/church/Majidh 10 22.7% 
2 Keep fasting 5 11.3% 
3 Celebrating religious festivals 19 43.1% 
4 All the above 10 22.7% 
 Total 44 100% 

  Source: Primary data 
 

Interpretation 
 From the above table it is clear that 10 out of 44 use to go temple/church/majidh for 
expressing their spirituals,5 girls express by keeping fasting,19 girls celebrate all their religious 
festivals and 10 girls express in all the options mentioned by the researcher. 

Table 5 Showing Rate of Spiritual belief Valued by the Respondents 
S. No %of belief Observed Frequency Expected Frequency (Oi_Ei)2/Ei 
1 40-50% 4 11 4.45 
2 51-60% 2 11 7.36 
3 61-70% 25 11 17.81 
4 71-80% 13 11 0.363 
   Total 29.983 

Source: Primary data 

S. No Reasons Frequency Percentage 1 Through parents 10 22.7% 
2 Through neighbors 0 - 
3 Past experience 32 72.7% 
4 Personal believe 1 2.2% 
5 Believe on Fate 1 2.2% 
 Total 44 100% 
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Hypothesis 
Ho: The students had no belief on spiritual and invisible power. 
H1: The students have more belief on spiritual and invisible power. 
  Expected frequency =4+2+25+13/4=11 
 
Degree of Feedom:n-1=4-1=3 
At 5% level of significance for 3 Degree of freedom the Table value is 7.815. 
Inference :calculated value is 29.983 is greater than Table value 7.815. 
Hence Ho is rejected and hence H1 is accepted.  
 

Table 6 Showing Realization of Spiritual belief after Prayer 
S. No Response Frequency Percentage 1 Thankfulness - - 
2 Increased belief - - 
3 Feeling very happy - - 
4 All the above 44 100% 
 Total 44 100% 

Source: Primary data 
 
Interpretation 
 From the above table it is found that all the girls who believe on spiritual power will pray 
for their wants and if so they attain all that they got they feel to be thankful ,very happy and 
their belief will grow further more also, hence every on e of the respondents says all the above 
for the question asked.  
 
Findings 
• Majority of the respondents believe in spiritual power. 
• Majority of the respondents had their belief through their past experience. 
• Girls who don’t believe had badly past experience that makes them not to believe in 

spiritual power. 
• Majority of respondent express their spirituality through celebrating all their religious 

festivals. 
• The researcher framed h 
• All the respondents feel thankful, happy and their belief will grow further, if they obtain 

their demand through their prayers. 
 
Conclusion 
 Spirituality is the state or quality of being dedicated to God, religion, or spiritual things or 
values, as contrasted with material or temporal ones the condition or quality of being spiritual 
and a distinctive approach to religion or prayer the spirituality of the desert Father. This paper 
studied the impact of the students and their belief on spiritual and invisible power. The 
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researcher finds that the students are having belief on spiritual and invisible power through the 
analysis. Hence it is noted that all the youngsters have great belief on the power.  
 
Questionnaire 
1. Do you believe in spiritual power: Yes/No 

 If yes go to 2nd question and if no go to 3rd question 
2. What makes you to believe in this power 

 a. through my parents   b. through my neighbors 
  c. through my past experience  d. any other reason [specify] 

3. Which makes you not to believe 
 a. through my parents   b. through my neighbours 
 c. through my past experience  d. any other reason [specify] 

4. How you express your spiritual belief  
 a. use to go temple/musjidh/church  b. use to keep fasting 
 c. celebrate all religious festivals   d. All the above 

5. Rate the percentage of values you grade for your belief 
 a. 40-50%   b. 51-60%   c. 61-70%   d. 71-80% 

6. what is the feeling you have, when you obtain anything from your prayer  
 a. Feeling thankful   b. increased belief  
 c. Feeling very happy   d. All the above  

  Any other want to specify______________________________________ 
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Introduction 
 Job satisfaction is defined as “the extent of which people like (satisfaction) or dislike 
(dissatisfaction) their job”. Job satisfaction is the end feeling of a person after performing a task. 
The feeling would be positive or negative depending upon whether need is satisfied or not. Job 
satisfaction is the one gets from his work by performing it strong and well established attitude 
or a feeling of fulfillment, which the worker gets by performing a particular job, can be called 
job satisfaction. 
 
Objectives of the Study 
Primary Objectives 
• To study about the overall job satisfaction of employees in thirupattur co-operative sugar 

mill ltd., kethandapatti. 
Secondary Objectives 
• To study about the work environment, nature of work and job factors. 
• To study about the relationship with supervisors and employees. 
• To study about the welfare facilities provided by the organization. 
• To study about the pay and promotion or communication and motivation. 
• To give suggestions for the growth and perspective of the company 
 
Limitations of the Study  
• Sample size of the study is only 50. 
• Some of the respondents were not responding to some of the questions. 
• Due to time constraint the researcher was not able to complete the project to desired level. 
 
Review of literature 
 Despite its vide usage in scientific research, as well as in everyday life, there is still no 
general agreement regarding what job satisfaction is . in fact there is no final definition on what 
job represents. Therefore before a definition on job satisfaction can be given, the nature and 
importance of work as a universal human activity must be considered. 
 Different authors have different approaches towards defining job satisfaction. Some of the 
most commonly cited definitions on job satisfaction are analyzed in the text that follows. 
 Hop pock defined job satisfaction as any combination of psychological, physiological and 
environmental circumstances the cause a person truthfully to say I am satisfaction with my 

A STUDY ON EMPLOYEE JOB SATISFACTION IN THIRUPATTUR CO-
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job(Hop pock, 1935). According to this approach although job satisfaction is under the influence 
of many external factors, it remains something internal that has to do with the way how the 
employee feels. That is job satisfaction presents that cause a feeling of satisfaction. 
 
Data analysics and Interpretation 

Table 1 Showing the Experience of the Respondents 
Experience Respondents Percentage% 3-5years 28 56% 

5-10years 13 26% 
10-15years 8 16% 
Above 15years 1 2% 

Total 50 100% 
Interpretation 
 From that above table, 56% of the respondents are 3-5years, 26% of the respondents are 5-
10years, 16% of the respondents are 10-15years, and 2% of the respondents are above 15% years 
of experience. 

Table 2 Showing Employee Work Environment 
S. No Description No. of Respondents Percentage (%) 1 Highly satisfied 16 32% 
2 Satisfied 20 40% 
3 Neutral 10 20% 
4 Dissatisfied 4 8% 
5 Highly dissatisfied - - 
 Total 50 100% 

Interpretation 
 From the above table 32% of the respondents are highly satisfied, 40% of the respondents 
satisfied, 20% of the respondents are neutral and, 8% of the respondents dissatisfied with the 
employee work environment. 
 

Table 3 Showing Employee’s Achievements are Treated Well By Superior 
S. No Description No. of Respondents Percentage (%) 1 Very little 5 10% 
2 Little 10 20% 
3 Full 10 20% 
4 Good 5 10% 
5 Very good 20 40% 
 Total 50 100% 

Interpretation 
 From the above table 10% of the respondents are very little, 20% of the respondents are 
little, 20% of the respondent are full and 10% of the respondents are good and 40% of the 
respondents are very good in employee’s achievement are treated well by superior. 
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Table 4 Showing Employee’s Welfare Facilities are Enjoyable 
S. No Description No. of Respondents Percentage (%) 
1 Highly agree 10 20% 
2 Agree 15 30% 
3 Neutral 20 40% 
4 Disagree 5 10% 
 Total 50 100% 

Interpretation 
 From the above table, 20% of the respondents are highly agree, 20% of the respondents are 
agree, 30% of the respondents are neutral and 40% of the respondents are disagree with 
employee’s welfare facilities enjoyable. 
 

Table 5 Showing Employee’s Adequate Training and Support 
S. No Description No. of Respondents Percentage (%) 1 Highly satisfied 12 24% 
2 Satisfied 15 30% 
3 Neutral 10 20% 
4 Dissatisfied 13 26% 
 Total 50 100% 

Interpretation 
 From the above table 24% of the respondents are highly satisfied, 30% of the respondents 
are satisfied, 20% of the respondents are neutral and 26% of the respondents are dissatisfied in 
employee’s adequate training and support. 
 
Table 6 Showing Employee’s Promotion and Rewards are Encouraged to Perform Better 
S. No Description No. of Respondents Percentage (%) 
1 Strongly agreed 50 100% 
2 Agreed - - 
3 Neutral - - 
4 Disagreed - - 
 Total 50 100% 

Interpretation 
 From the above table 100% of the respondents are strongly agreed in employee’s promotion 
and reward are encouraged to perform better. 
 

Table 7 Showing Employee’s are Motivated by Superiors 
S. No Description No. of Respondents Percentage (%) 1 Highly satisfied 30 60% 
2 Satisfied 16 32% 
3 Neutral 4 8% 
4 Dissatisfied 0 0 
 Total 50% 100% 
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Interpretation 
 From the above table 60% of the respondents are highly satisfied, 32% of the respondents 
are satisfied, 8% of the respondents are neutral in employees are motivated by superiors. 
 

Table 8 Showing Promotion Procedure 
S. No Description No. of Respondents Percentage (%) 1 Very good 20 40% 
2 Good 25 50% 
3 Outstanding 5 10% 
4 Poor - - 
 Total 50 100% 

Interpretation 
 From the above table 40% of the respondents are said very good and 50% of the respondents 
are said good and 10% of the respondents are said outstanding poor with the employee promotion procedure. 
 

Table 9 Showing Promotion Procedure 
S. No Description No. of respondents Percentage (%) 1 Highly satisfied 15 30% 
2 Satisfied 25 50% 
3 Neutral 5 10% 
4 Dissatisfied 5 10% 
 Total 50 100% 

Interpretation 
 From the above table 30% of the respondents are highly satisfied and 50% of the 
respondents are satisfied,10% of the respondents are neutral and 10% of the respondents are dissatisfied with employee’s salary is enough to fulfill social and psychological needs.  
 

Table 10 Showing Good Relationship with Supervisors 
S .no Description No. of respondents Percentage (%) 1 Yes 50 100% 
2 No - - 
 Total 50 100 

Interpretation 
 From the above table 100% of the respondents have a good relationship with supervisors. 
Conclusion 
 Job satisfaction is the favorableness or un-favorableness with which the employee views his work. It expresses the amount of agreement between one’s expectations of the job and rewards 
that the job provides. Job satisfaction is a part of life satisfaction. The nature of one’s environment of job is an important part of life as job satisfaction influences one’s general life 
satisfaction. Job satisfaction thus is the result of various attitudes possessed by an employee. Assignments to the each worker are in right manner and also they are satisfied with that also. 
Within short span of time the sugar mill has achieved a well position in Vellore district as well as in Tamil Nadu with distinguishable services. 
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Introduction/Background 
 Human resources play an important role in overall development of a country. The 
successful transformation of a developing nation like India heavily depends upon improving 
Human Development Index (HDI) in which Public health and Life expectancy at birth are vital 
components. . This paper addresses the quality, availability and symmetrical dispersion issues 
of Human Resources in Healthcare system in India.  
 
Health care Meaning 
 Health care or healthcare is the maintenance or improvement of health via the diagnosis, 
treatment, and prevention of disease, illness, injury, and other physical and mental impairments 
in human beings.  
 
Health Workforce – Definition and Composition  
 Health human resources (“HHR”) — also known as “human resources for health” (“HRH”) 
or “health workforce” — is defined as “all people engaged in actions whose primary intent is to 
enhance health”, according to the World Health Organization's World Health Report 2006. 
Human resources for health are identified as one of the core building blocks of a health system. 
 They include physicians, nurses, advanced practice registered nurses, midwives, dentists, 
allied health professions, community health workers, social health workers and other health 
care providers, as well as health management and support personnel – those who may not 
deliver services directly but are essential to effective health system functioning, including health 
services managers, medical records and health information technicians, health economists, 
health supply chain managers, medical secretaries, and others. 
 
Healthcare – Global Outlook 
 WHO has been at the forefront of envisaging Universal Health Coverage and promotion of 
Social Sustainability for the world society by launching an inspirational, inclusive and 
sustainability themed SDGs (Sustainable Development Goals) in 2015 which will act as a 
foundational guide to promote Social, Economic and Environmental Sustainable Development 
of the World for the next decade and a half. WHO is essaying a substantial second chapter 

RECENT ISSUES IN HUMAN RESOURCES MANAGEMENT IN  
HEALTH CARE INDIA 
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through SDGs aimed at providing health equity and wellbeing for all at all ages especially 
underprivileged and disadvantaged sections of population. SDG’s stems from and carries upon 
the legacy of Millennium Development Goals (MDGs) which aspired to eradicate poverty and 
hunger and promoted gender equality, global partnership and universal primary education.  
 The global community of WHO regions and its consenting member states are strongly 
advocating, initiating and continuing synchronized efforts to produce and sustain a well-
integrated, performing and efficient health system which is accessible, affordable and equitable 
for the mankind. With continued efforts from the global front on the parallel, India’s ability to 
produce a robust health systems framework and its endeavor to build public health and 
promote positive health outcomes constitutes a thematic substance for this research.  
 
Workforce Crisis in Healthcare Sector 
 The successful transformation of a developing nation like India heavily depends upon 
improving Human Development Index (HDI) and Sustainable Development of the country. 
Public Health, Morbidity &Mortality Rates, Life expectancy, Preventive, curative and 
rehabilitative care, Epidemics control, Nutrition& Nourishment and Wellness act as key 
objectives to drive progress in the community health of a developing nation apart from 
Industrialization, Per capita Income and Education. Each and every country has a liability to 
protect the health interests of its citizens and achieve Universal health coverage and security. 
The challenge to achieve respectable healthcare coverage for a country of 1.2 billion population 
demands phenomenal efforts to build a robust, dynamic and overarching health delivery 
system that performs led by the pivotal and unparalleled Human resources. Education, 
Training, Deployment, Monitoring, Retention and Specialization of Human resources for health 
is a subject that is prevalently discussed and researched across an array of under developed and 
developing nations.  
 The dearth of Skilled and competent health care workforce (Physicians, Surgeons, Nurses, 
Technicians and administrative personnel) even haunts certain developed nations hindering the 
availability, quality and accessibility of healthcare workers to the demands of the population. 
The condition becomes even worse when the skilled workforce find themselves attracted and 
pulled to an urban milieu for practicing and delivering services.  
 
Skewed Distribution of Healthcare Workers 
 The skewed distribution and constant migration of a sparsely available healthcare 
workforce to urban India leaves in lurch a whopping 73% of the population living in rural 
regions where a modest 26% of healthcare workforce is centered. A state of absolute inequity 
arises due to asymmetric dispersion of healthcare workforce and financial paucity. This 
burgeoning pattern is a characteristic problem across under-developed and developing nations 
including India. The only salvaging factor is that global community battles this impending 
threat as a whole and the world can borrow from evidence based research and effective 
interventions to tackle it. This aggregation of workforce surrounding urban regioncauses 
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undesired imbalance and speculative reasons for cause could range from unattractive 
compensation, lack of benefits and scope for continued practice & professional enhancement, 
lack of specialization, less opportunity for training and development, certifications and 
participation in professional conventions and reduced opportunity for networking et al. 
Notwithstanding that , a proportion of healthcare workers in rural areas are unqualified and 
untrained further deteriorating the performance and quality of the rural health delivery system.  
 
Methods 
 We explored the published literature through secondary sources. 
Workforce Shortage in Indian perspective: 
Workforce Shortage through indicators and statistical data: 
• Severe Shortage - A recent estimate from a WHO news release reports global healthcare 

Workforce shortage is currently at 7.2 Million and a staggering projection of 12.9 million for 
2035. The vector sum of all forces acting putting immense pressure on the nation to wake up 
to health workforce needs which will otherwise have serious repercussions on the 
population health due to human resource shortage.  

• Lack of Infrastructure and Access Ratio - A 2015 Deloitte report on ‘Healthcare Outlook’ 
captures the Indian ratio of bed to patients as 1 : 1050 as opposed to 1:350 and 1:85 in 
developed nations like USA and Japan respectively. The preceding ratio is a simple but a 
potent statistical indicator of predicament of Healthcare infrastructure in India.  

• Poor Investments- Substantial amounts of investments have to pour in from public and 
private sector corpus to favorably increase and turnaround the bed ratio in India. The Sum 
total of health care expenditure in India is at 5% of GDP with an increased government 
contribution to 3.5% very recently 

• Skewed Distribution and Skill Mix Concerns  
 The figures from statutory sources illustrate skewed distribution through statistical data. 
The total population served by an Allopathic doctor as 1305 gleaned from CBIH and WHO 
Report declares the Physician density per 10,000 populations as 6.5. Various average 
calculations from National and International agencies demonstrate that the Average density is 
6.5-7 doctors per 10,000 populations which is dreadfully lower than WHO Benchmark of 23 per 
10,000. It takes an additional 1.54 Million Doctors and 2.4 Million Nurses to near the global 
average stipulated by WHO making a strong case to build and develop both volume and skill 
mix of health Care workforce in India and ensure firm policies and governance for ideal 
distribution and delivery.  
 Following Figure3 illustrates total population served by an Allopathic doctor as 1305 
gleaned from CBIH and figure 1 WHO Report declares the Physician density per 10,000 
populations as 6.5. Various average calculations from National and International agencies 
demonstrate that the Average density is 6.5- 7 doctors per 10,000 population which is dreadfully 
lower than WHO Benchmark of 23 per 10,000. The state of healthcare workforce in Rural India 
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is in dire straits which are testified by a comparison study of Figure- 4 and 5. Even considering 
the data as approximate, the ratio of rural governmental health practitioners to registered 
medical practitioners in India is 30 times higher (31499: 960233). The demand and population 
density is absolutely in reverse direction with 73 % of the country’s population living in rural 
area and the remaining 26 % in urban areas. It takes an additional 1.54 Million Doctors and 2.4 
Million Nurses to near the global average stipulated by WHO making a strong case to build and 
develop both volume and skill mix of health care workforce in Indi and ensure firm policies and 
governance for ideal distribution and delivery.  

 
Figure 1 – National Healthcare Profile of India [Source: WHO Report, A Universal Truth:  

No Health without a Workforce] 
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Figure 2 - Percentage breakdown of Practicing and Non-practicing Healthcare workforce in 
formal system [Source: CBIH ; World Bank Central Database; WHO; McKinsey Report] 

 

 
Figure 3 – Total Population served per registered Allopathic/Ayush/ Dental Surgeons and 
Nurses& Pharmacists. [Source: Central Bureau of Health Intelligence, Government of India 

as on 2015] 
 

  
Figure 4 – Total Number of Physicians possessing recognized Medical Qualifications 
registered with Medical Council of India from 2009 to 2015 [Source : Central Bureau of 

Health Intelligence, Government of India as on 2015] 
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Figure 5 – Total Healthcare workers in Rural Areas (Government) in India as on Q1, 2015 
[Source: Central Bureau of Health Intelligence, Government o\f India as on Q1, 2015] 

 
Discussion 
Human Resource for Health Policy 
 The various Literature reviews comprises of varied but distinctive solutions to mitigate the 
workforce crisis and summarized a diverse assortment of interventions, strategies and policy 
reform effected at all levels inclusive of Individual, Organizational and Industry/Sector tiers. 
The strategy is to build, utilize and optimize a competitive and well qualified healthcare 
workforce of rich skill mixture and ensure balanced distribution across the country’s 
topography to achieve the dream of Universal Health Coverage for all at all ages. India has set 
in stone an ultimate and towering vision of declaring Health and well-being as a fundamental 
right for every citizen which thoroughly aligns with visionary imagination of the global 
community and World Health Organization. The themes of this paper exude this unified vision 
substantively albeit with varied approaches and resulted in motley of interventions and 
recommended policy reforms or them intertwined.  
 The interventions are dominated by Organizational theories of motivation intended for 
individuals and groups to promote a certain behavior through pecuniary, non-pecuniary and 
regulatory constituents. These individual and group level interventions within organizational 
and sectional purview manages to only recognize them as independent entities and 
conveniently fails to view as an integrated ecosystems where multiple components interact.  
Yet, they are still effective in attracting and retaining the workforce attached to their formal 
system of practice to a large extent and their phenomenal value as human motivation factors 
can never diminish. Whilst such interventions should be administered in calculated dosages to 
regulate and stabilize the motivation levels of the workforce, What India lacks is a coherent and 
well established national policy on Human Resources for Health. The Strategy defines Structure 
and path for the vision while Policy sets forth rules, guidelines and facilitates action principles 
and direction for all involved stakeholders.  
 Ministry of Health and Family Welfare recently made a zero draft of the National Health 
Policy available on public domain. The Government went on to state that the policy is open for 
deliberation and publicly invited feedback to inform the planners and policy makers to further 
refine and make it fool proof. The Ministry recognized the significant value of Human resources 
in this sector and added independent policy section to reorient and regulate the resources 
which is undergoing a tumultuous situation due to sparse and imbalanced workforce.  
The impact of HRH Policy will be minimal if it is exercised as an independent policy. Rather a 
joint cooperation with overarching National health Policy may turn it into force to reckon with. 
The policies should complement each other and act as inter-sectoral policy in desirably 
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influencing the HR workforce in healthcare. The Salient features of a health policy must include 
the below but not limited to  
• Setting up an Institutional framework  
• Central and State Sponsored Individual and Community based Health Insurance Schemes 
• Incorporating WHO supported 4 Categories of Intervention  
• Setting up registries for reliable data collection and aggregation. Develop a national HR 

Database and conduct Analytics.  
• Encouraging Public Private Partnership through defined policies and guidelines. 
• Increased Healthcare Spending and Budget Allocation 
• Declaring the health Sector as a priority growth area.  
• Stimulating growth and envelop popularity for private insurance schemes.  
• Development of Infrastructure and augmentation  
• Quality Education , Training and Specialization 
• Indigenous design and local production of medical equipments.  
• Solicit Investments by approving and creating various financial avenues and mechanisms. 
• Easing bureaucratic process for quick approvals and licenses. 
• Mobilize Political Will and Commitment.  
• Fostering Technology and HRIS systems and ensure its omnipresence  
• Provision of Technical, Functional and Political Leadership for visionary direction and 

guidance 
 
Conclusion 
 The reality of human resource challenges in the Healthcare Sector in India is distinctively 
documented and unchallenged. This Journal recognizes and emphasizes the importance of 
policy drive reforms as interventions to build, optimize and favorably balance the healthcare 
workforce to meet a national promise of health and wellness for every citizen. This Journal 
paper explores a holistic policy oriented approach to stabilize and harmonize the HR workforce 
of healthcare in India. What India lacks is a coherent and well established national policy on 
Human Resources for Health. The Strategy defines Structure and path for the vision while 
Policy sets forth rules, guidelines and facilitates action principles and direction for all involved 
stakeholders. This paper duly explored, research and analyzed an array of relevant and 
recognized research literature to discover key learning’s along with examining and reviewing 
the existing National Health Policy and processes governing the Human resources in health 
sector and arrived at a definite conclusion that HRH policy would play a mighty powerful role 
as a principal intervention amidst others. With the help of further Research, Sharp 
interpretation and comprehension, valuable inputs from workforce and policy makers and 
acquired wisdom , it may be possible to devise a hypothesis upon which key inferences may 
emerge to help compose and orchestrate a phenomenally powerful Healthcare Policy and attain 
a position of significance and influence to favorably alter the HRH scenario.  
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Abstract 
 Throughout the late twentieth and the early twenty first centuries, the term “globalisation” has been frequently 
used in contemporary academic and general discourse as well as at the forefront of international economic debate. 
Globalisation has a fundamental impact on our daily life, and the debate of its good and bad impacts remains 
unresolved. Although this era has given rise to the significant advancement in various elements such as 
technological, social, economic, political, cultural, and sociological, the discussions about economic globalisation are 
much more dominant and commonplace. This is because the process of globalisation itself is mainly driven and 
engineered by corporate elites as well as the so-called transnationals companies (TNCs). This constitutes the idea 
that globalisation is fuelled by profit-making activities and serving business ends. Having been underpinned by the 
ideology of neoliberalism and market driven, globalisation is therefore devoid of any normative principle of justice 
and humanity. In aiming for the profit maximization, social and human rights responsibilities have sometimes been 
abandoned and sidelined. As consequences of this phenomenon, growing threats and violations to human rights 
have occurred, such as the inequality in economic growth, poverty, violations of fundamental human rights, and 
attack to states sovereignty.  
Keywords: Globalisation, Human rights, Economic Globalisation, sovereignty and Democracy 
 
Introduction  In recent years, “globalisation” has become an intensely-debated issue at all levels of society 
across the world. Despite no specific and accurate definition offered to describe this 
phenomenon, people are all aware of its business-driven character which spills over a 
tremendous aura that has shaped the global trend to an unprecedented homogenized culture.  
It further portrays our daily life as living in a world where interactions across borders appear 
significantly greater and faster than in the past, and which can be attributed to certain 
advancements in technological, social, and economic organization of humanity. Regardless of 
its multifaceted character, globalisation has been dominantly associated with economic context 
which connotes recent evolution in the nature of the global economy reflected in the rapid 
development in the level and speed of economic transactions, primarily, across geographical 
boundaries and territorial borders. This evolution has been brought about by a range of factors 
among which include, mainly, advancement in technology and liberalization. Indeed, too much 
has been made of the phenomenon of the globalisation in its economic dimensions. It is as if 
economic dimensions of globalisation have acquired a status higher than human values or even 
above fundamental human rights, which are going to be seriously affected by current global 
trends. Economic issues have, in effect dominated the social, cultural and political ramifications 
of globalisation. Therefore; it is worth to note that economic globalisation and the emergence of 
TNC’s tend to have significant impacts on human rights. The claims of anticipated growth or, at 
least, the alleviation of poverty and increased in prosperity always been propagated by its 
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proponents, simply has not happened for the vast majority of world’s population. In particular, 
most developing countries have simply not experienced these claimed benefits or any real 
benefit from the onset of globalisation. It is like having a big cake but its pieces are not equally 
shared for all, but dominated by certain “powerful” people. This was what already happened 
when the rich is getting richer and the poor become much poorer. Of course, to some extent, 
while profit maximization has become the core business of the TNC’s, human rights are no 
longer relevant. 
Evaluation of Economic Globalisation 
 As indicated above, economic dimension of globalisation has been constantly dissolving 
into all the rest of its dimensions: controlling the new technologies, reinforcing geopolitical 
interests and, with post modernity, finally collapsing the cultural into the economic and the 
economic into the cultural. This seems to emphasize that economic globalisation is the major 
force through which the entire globalisation process is driven. Theoretically, this process is not 
new, as the increasing integration through trade and investment has been a feature of the global 
economy since the Second World War. Then, the fall of the Berlin Wall in 1989 and the 
subsequent collapse of Soviet communism led to the rapid integration of what became known 
as the “transition economies” of the former Soviet Union into a seemingly triumphant model of 
market driven economic change. This development has marked significant trends within 
globalisation, the first of which was a shift in power away from the states, driven increasingly 
by global economic trends that eroded governments� ability to manage their economies.  
The second trend was the rise of the New Right, where, by the early 1980s, the market was seen 
to have won a definitive triumph over the state, leading to the resurgence of free market 
ideology. These political developments helped drive the rapid expansion of trade and 
investment flows.  
Globalisation Impacts on Human Rights 
 The resource extraction companies, for example, have been accused of providing logistical 
and financial assistance to repressive state security forces and relying on those forces for 
protection in countries such as Burma, Colombia, Nigeria and Sudan. In sum, the major threats 
of economic globalisation can be divided as follows; 
a.  Widening the gap between the rich and the poor  
 A primary effect of economic globalisation is the exacerbation of gaps between the rich and 
the poor. Statistics show that this gap is widening both within and between nations and that, in 
many countries, poverty is both increasing by numbers and by depth. Few studies doubt that 
the giant transnationals corporate enterprises have played their part in creating both strands of 
this “globalisation of poverty”, in particular because of their embrace of the free market classical 
economic theories, which underpins so much of corporate activity. The weakness of 
international rules, bad policies and weak governance in developing countries, and corporate 
practices which prioritise short-term profit over long-term human development are 
undermining the capacity of poor countries and poor people to benefit from international trade. 
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In many cases, economic liberalisation has been accompanied by greater inequality and people 
are left trapped in utter poverty. The Human Development Report of 1997 revealed that poor 
countries and poor people too often find their interests neglected as a result of globalisation. 
b.  Violation of fundamental human right: Economic globalisation has resulted in the 
violation of the internationally proclaimed human rights underlined by the Universal 
Declaration of Human Rights (UDHR). The rights most likely to be violated by the 
TNCs include non-discrimination, women rights, life, liberty and physical integrity of 
the person, civic freedoms, employees‟ rights, child labour, slavery, forced and bonded 
labour, right to food, health, education and housing and lastly, the environmental 
rights. On the other hand, in their drive for profits, the TNCs have been restructuring 
their operation on a global scale. This has resulted in massive unemployment and 
underemployment, the worst situation since the 1930s. Similarly, in many industrialized 
countries unemployment has soared to levels not seen for many years and income 
disparity to levels not recorded since last century. The collapses of the economies of the 
Asian Tigers are examples of this. Because of this, more people are crossing borders in 
search of jobs and in most conditions people are forced to work in inhuman conditions 
for lower wages. 
c.  Threatening the states sovereignty and democracy : There has also been what could be 
termed normative constraints on state sovereignty. These have come about through the 
process of globalisation, which to a large extent is a form of Westernization. Some 
people also have termed this process as “Americanization” or “McDonaldization” due 
to tremendous participation of TNCs from the United States. This process naturally 
affects non-Western societies more than Western ones. Globalisation therefore has 
created a situation where the role and importance of nation-state is becoming irrelevant. 
In addition, the globalisation of recent decades was never a democratic choice by the 
peoples of the world. The process has been business driven, by business strategies and 
tactics, for business ends. Globalisation has also steadily weakened democracy, partly 
as a result of unplanned effects, but also because the containment of labour costs and 
scaling down of the welfare state has required the business minority to establish firm 
control of the state and remove its capacity to respond to the demands of the majority. 
Another well-known and important antidemocratic force is the power of global 
financial markets to limit political options. Financial market effects on exchange and 
interest rates can be extremely rapid and damaging to the economy. 
Managing Globalisation  
 As mentioned above, economic globalisation was tremendously evolved through the 
activities of TNCs. In general; there are two main ways that TNCs can be held accountable for 
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their human rights performance; through legal liability under national or international law, and 
voluntarily through codes of conduct and self-regulation. 
a.  Regulatory transnationals regime : There are a number of potential advantages to the legal 
approach. As the International Council on Human Rights Policy points out; Voluntary codes 
rely entirely on business expediency or a company’s sense of charity for their effectiveness. By 
contrast, legal regimes emphasize principle of accountability and redress, through 
compensation, restitution and rehabilitation for damage caused. They provide a better basis for 
consistent and fair judgments (for all parties, including companies).  
b.  Voluntary basis: The arguments for extending social responsibility standards to corporation 
are well known. Suffice it to say, for present purposes, the TNCs have for a long time been 
expected to observe socially responsible standards of behaviour as expressed in numerous 
codes of conduct drawn up by IGOs, of which the most significant have been the ILO Tripartite 
Declarations of Principle Concerning Multinational Enterprises and Social Policy of 1977, and 
the OECD Guidelines for Multinational Enterprises of 1976. However, these instruments are 
non-binding, and therefore create no legal duties to observe the standards contained therein. 
On the other hand, numerous individual corporations have also enacted their own 
codes of conduct governing their employees and business operations. A recent 
inventory by the OECD, for example, list 246 individual corporate codes of conduct. 
However, all of these voluntary initiatives suffer from a number of weaknesses.  
Conclusion  
 From the preceding analysis, it is fairly evident that the phenomenon of globalisation, 
primarily through its economic dimensions has numerous implications for the promotion and 
protection of all human rights. And of course, “globalisation with responsibility” will be a smart 
partner to human rights rather than being a foe. Globalisation has its winners and losers. With 
the expansion of trade, market, foreign investment, developing countries have seen the gaps 
among themselves widen. The imperative to liberalize has demanded a shrinking of state 
involvement in national life, producing a wave of privatization, cutting jobs, slashing health, 
education and food subsidies, etc. affecting the poor people in society. In the first place, it must 
be re-emphasized that governments in developing countries bear a considerable share of 
responsibility with the private actors, especially with regards to good governance and 
democratic accountability in the quest for economic development and prosperity occasioned by 
globalization without putting aside the needs to respect human rights. 
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Abstract 

The gender pay gap is the typical difference between male and female cumulative Salaries or Wages. This 
Pay gap is due to variety of factors such as Educational Qualification and Educational Choices, differences in Job 
preference and Organization, differences in the types of positions held by men and women in an Organization, 
differences in the type of jobs that is suitable for men compared to women which are highly paid and high risk jobs, 
differences in amount of work experience, difference in length of the work per week, breaks in career and so on. These 
factors decide 60% to 75% of the pay gap, depending on the cause. Various explanations for the remaining 40% to 
25% have been recommended, including women’s lower willingness and ability to negotiate pays. This Gender pay 
gap is often experienced by women in an organization; even though the causes are depend on the individual job 
preference. This will automatically lead to lack of job performance and less interest towards their job. This paper 
mainly focuses on the causes and effects of gender pay gap in an organization. The researcher would like to thank the 
authorities of Indian council of social science research for their timely help to complete this research paper with 
funded and deserved manner. 
Key Words: Gender Pay Gap, Women Employees, lack of Job Performance, Nature of work and pay scale.  
Introduction 
 Women cover almost half of the workforce; they stepped into all fields’ right from 
educational sector to business sector. They are the equal to men in almost all the fields. They 
also obtain more college and graduate degrees than men. In this regard the gender inequality is 
diminishing to a great extent in current scenario. However, the term Gender pay gap still exist 
in many organizations depending upon the job they (women) prefer. In certain cases, women 
and men are not salaried the same pays although they carry out the same work or work of equal 
value. This may be the result of discrimination’ where women are simply treated less 
satisfactorily than men or it may be due to a policy or practice that, although not designed to 
differentiate, results in unequal treatment between men and women.  
Objective of the Study 
• To study the causes and effects of gender pay gap in Indian organizations. 
Bases of Pay Gap 
 The pay gap may be caused due to various reasons, the causes may differ due to the sector, 
the educational qualification they attain, nature of job, their performance and so on. It depends 
on the individual performance. For instance, women may have break in career due to 
pregnancy or marriage, male employees may work overtime to complete their work, male 
employees may regular to the job compared to female, as female plays dual responsibility. 
There are many ins and outs for gender pay gap which is to be taken into account to reduce the 
inequality in pay. 

THE GENDER PAY GAP: BASES AND EFFECTS 
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Gender Pay Gap in Indian Organizations 
 India has always been in a situation of gender inequality. On the other hand, 
industrialization and urbanization created platforms where women could feel equal without 
any discrimination. It did bring women at par with men in terms of roles and responsibilities, 
but one thing still remained unequal that is the salary. Various surveys in the past exhibited a 
significant difference between male and female salary and the same situation exists even today 
in almost every sectors. The percentage of pay gap in various sectors is shown below 

Table 1 Percentage of Gender Pay Gap that Exists in Various Sectors 
Sector Gender Pay Gap Legal and Market consultancy, Business activities 24.20% 

Information and Communication Technology 34% 
Health care, Caring Services and Social work 26% 
Education, Research 22% 
Financial Services, Banking, Insurance 17.70% 
Transport, logistics, communication 17.70% 
Construction and technical Industry 25.30% 
Manufacturing 34.90% 

 Source: www.firstpost.com 
 Monster India recently conducted a survey on gender pay gap which revealed the huge 
gender pay gap that exists in India. It stands at a gaping 27 per cent, where men earn a median gross hourly salary of Rs 288.68, while women get only Rs 207.85 per hour. Be it large or small, 
the gap exists across industries. The survey reported a gender pay gap of 17.7 per cent in the transport as well as the banking, financial services & insurance (BFSI) sectors, as the lowest, 
whereas the manufacturing sector reported the highest with a pay gap of 34.9 per cent. Some of the reasons behind this pay gap, as per the report, are preference given to male workers while recruiting or promoting to senior roles, and the career-breaks women take for certain personal and societal reasons. 
Gender Pay Gap Changes with Increase in Wages 
 One of the causes of gender pay gap is variation in wages. The pay gap changes with increase in wages 

Chart 1 Percentage of Gender Pay Gap with regard to Female Earnings 

 
   Source: www.paycheck.in 
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 For wages below Rs1 Lakh and above Rs 50 Lakhs, the gender pay gap is insignificant. 
However, for the wage group between Rs 1 Lakh to Rs 50 Lakhs the gender pay gap is  
above 40%. 
 
Gender pay gap Increase with age 
 The gender pay gap also increases with increase in age. As the employees getting older, 
their performances and pay decreases hence, creates a gender pay gap. 

Chart 2 Percentage of Gender Pay Gap with Respect to age of Employees 

 
   Source: www.paycheck.in 
 The gender pay gap is highest for the age group 50-60 years at 157% and lowest for the age 
group 20-30 years at 38%. The huge difference in pay is experiences in the age between 50 -60 
years. Later above 60 Years the gender pay gap is diminishing to a certain extent.  
Educational qualifications causes gender wage gap 
 Astonishingly, as education level increases, the gender pay gap increases. Even the same 
Educational Qualification creates a gender pay gap. Data reveals that men and women with 
same work experience are not paid equally. Gender pay gap is low at junior level and high at 
senior levels.  

Table 2 The Gender Pay Gap with Respect to Educational Qualification of Employees 
Educational Qualification Percentage of Pay Gap 

Uneducated 48 
Below 10th Standard 18.5 
Higher Secondary 11.54 
Under Graduation 25.45 
B.E, MBBS, LLB, etc… 43.06 
Certificate/ Diploma Courses 44.7 
Post-Graduation 80.75 
ICWA, CA, CS, etc… 82.16 
Ph. D. 85.16 
Post-Doctoral 180.6 
Others 19.85 
 Source: www.paycheck.in 
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 The gender pay gap is lowest for higher education level or equivalent education level at 
11.54% and is highest for Post-Doctoral Education level at an alarming 180%. Even for the Ph.D. 
Educational level the pay gap is about 85.16%. Even for the uneducated employees the percent 
of pay gap is 48%, because the job varies for male and female. This statistics shows the gender 
pay gap still exists. 
 
Marital Status Affect Gender Pay Gap 
 Marital status is also one of the factors for gender pay gap. For women who were single, the 
gender pay gap is the lowest at 27%. It increases for married women and divorced women at a 
little above 40%. It is highest for widowed women at more than 60%.The opposite of several 
developed nations, the high potential women in India’s technical technology organizations 
surveyed started their careers in similar positions, have similar levels of responsibility, and earn 
comparable salaries as men. Almost 4/5 women at the beginning of their career aimed to 
eventually become the CEO of the company. It’s about time we discuss bridging gender 
disparity together. 
 
Effects of Gender Pay Gap 
 The consequences of gender pay will be undesirable. The pay gap is the difference in the 
pay or salary for male and female. The bases of pay gap will differ based on the occupation, 
educational qualification, experience, nature of job and so on. Women earn less than men on 
average because they often fill jobs with a large societal benefit, but small monetary benefit due 
to their family responsibilities. Instead of focusing the debate on the ill-conceived gender wage 
gap and discrimination, we should instead examine why women are absent from high-paying 
jobs and industries, like technology, engineering and executive positions. For years women 
have struggled to break through certain stereotypes that prevail in technology workplace. Many 
organisations haven’t given a real chance to women. Women are not connected professionally 
to those who work already in technology. In general women are not given opportunity to 
perform high risk and specific jobs. So gender pay gap exists to a large extent. The consequences 
of gender pay gap create less motivation towards jobs; break in career and less performance. If 
the government and organizations take necessary steps to make equality in pay, it will motivate 
the women employees to work effectively and efficiently for the benefit of the organization. 
 
Conclusion 
 The gender pay gap is a very big problem in current scenario. It creates frustration and 
depression among the female employees. Though the educational qualification is same, the pay 
is different for male and female. The designation and work allotment differs. Thus, it creates a 
less interest towards job; it may lead to break in career, job shifting and so on. Hence, it is 
necessary for every organization to have a deep note on gender pay gap. The employers can 
recruit, assign, execute and pay for the jobs without any gender discrimination. Necessary 
training and development programmes can be given to the employees especially for female 
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employees to inculcate and develop their technical knowledge and skills for better performance. 
So that the gender pay gap can be reduced to a greater extent.  
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Abstract 
 This study is an outcome of the title called “A study on Effectiveness of Employees Safety and Health”. 
Employees Safety and Health look upon prevention of accidents basically as an engineering problem to be tackled 
through proper designing of mechanical safety devices. In fact, accident prevention and safety are inter related and, 
therefore require a multi dimensional approach. Its importance has increased because of large-scale industrialization 
in which human beings are subjected to mechanical, chemical, electrical and radiation hazards. .” Training 
involving behavioral modeling, a substantial amount of practice and dialogue is generally more effective than other 
methods of safety and health training. The present findings challenge the current emphasis on more passive 
computer-based and distance training methods within the public health workforce. 
    
Introduction 
Employee Safety 
 Since the begging of the present century, employee safety and health problems at work have 
been engaged attention of the psychologists, sociologists and the industrial engineers. 
Psychologists are concerned with the theoretical considerations of accident causation and the 
research into accident control, through proper selection, training and the education of the 
employee; and the social and psychological factors that influence the individual’s behaviour in 
general. Engineers and safety officers usually render necessary practical advice on certain 
aspects of safety in industry. They look upon prevention of accidents basically as an 
engineering problem to be tackled through proper designing of mechanical safety devices. In 
fact, accident prevention and safety are inter related and, therefore require a multi dimensional 
approach. Its importance has increased because of large-scale industrialization in which human 
beings are subjected to mechanical, chemical, electrical and radiation hazards. Besides, modern 
industry is characterized by complicated mechanisms, intricate job requirements, and fast 
moving production lines. One of the important consequences of all this is increased dangers of 
human life, through accidents. 
  
Industrial Accident and Industrial Injury 
 The life of the industrial workers is full of risk and hazards. The injuries may be caused as a 
result of any unsafe activities, or act of their part or chance occurrence or as a result of some 
unsafe work condition or unsafe act of employees themselves, or defective plant or shop layout, 
inadequate ventilation , unsafe and insufficient space for movement inside the plant or shop, 
etc. An industrial accident may be defined as,” an occurrence which interferes with the orderly 
progress of work in an industrial establishment”. According to Factories Act of 1948, it is “an 
occurrence in an industrial establishment causing bodily injury to a person for which him unfit 
to resume his duties in the next 48 hours.” In other words it is an unexpected event which is 
neither expected nor designed to occur. It is always sudden for a gradual process does not 

A STUDY ON EFFECTIVENESS OF EMPLOYEES HEALTH AND SAFETY 
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constitute an accident. Moreover, the event or occurrence should be something to which a 
definite time, data and place can be assigned. An industrial injury has been defined as “ a 
personal injury to an employee which has been caused by an accident or an occupational 
disease, and which arise out of ,or in the course of, employment , and which would entitle such 
employee to compensation under the Workmen’s Compensation Act , 1923”.  
 
Nature of Accident 
 The nature of an accident may vary from industry to industry. The employee may fall from 
a height while engaged on a particular assignment; or he may be caught in a machine while 
working on it; or he may fall against a machine; or parts of a machine having a horizontal 
protruding motion may cause strike against him; or an explosives used carelessly may explode, 
and injure an employee. Such accidents may result in disablement or death. 
 Disablement¬- whether partial or total – may take a form of a loss of ability to work or to 
move. Such incapacity may be partial or total. Both types of disablement may be temporary or 
permanent. 
• A temporary partial disablement reduces the earning capacity of an individual in the 

employment in which he was engaged when he sustained an injury at the time of accident.  
• Permanent partial disablement reduces his ability to earn an income from any employment 

which he was capable of undertaking at the time of the accident occurred. 
 Total disablement, on the other hand, is a disablement, whether temporary or permanent, 
which incapacitates a workman and makes it impossible for him to engage in any work. 
 
Causes of Accident 
 Nature and causes of accident may vary from organization to organization. Basically 
industrial accidents will arise either due to technical faults or due to human follies or errors. 
Therefore the causes of accidents may be attributed to work related causes and worker related 
causes.  
1.  Work related Causes 
 Unsafe working conditions are the prime causes for any industrial accident and these 
include all engineering deficiencies. These mainly include improper lighting, inadequate safety 
devices, polluted work place, poor machine guarding and unsafe and careless housekeeping. 
These factors will create psychological and physical problems for the workers and will invite 
industrial accident. 
2.  Worker related Causes 
 These are human factors responsible for accidents due to their unsafe acts. Lack of adequate 
skill or knowledge in handling the machine, disturbed mental condition, neglecting safety 
devices and instruction, using unsafe machine, working at unsafe speed are some of the causes 
due to which workers become victims as industrial accidents. 
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Provisions to Prevent Accidents in Work Place 
 It is important for an organization to ensure safe working conditions in order to prevent 
accidents at the workplace. In India there are a number of statutory provisions that provide 
safety working conditions for the workers. The Factories Act secures health, safety, welfare, 
proper working hours, leave and other benefits for the workers employed in the factories. In 
other words the act is enacted primarily with the objective to regulate the conditions of work in 
manufacturing establishments. 
 
Industrial Health 
 The term “Health” is a positive and dynamic concept and implies more than an absence of 
illness. The W.H.O has defined health as:” a state of complete physical, mental and social well 
being and not merely the absence of disease or infirmity.” Industrial health refers to a system of 
public health and preventive medicine which is applicable to industrial concerns. According to 
the joint I.L.O / W.H.O. committee on organizational health, industrial health is  
• The prevention and maintenance of physical, mental and social well beings of workers in all 

occupations. 
• Prevention among workers of ill health caused by the working conditions. 
• Protection of workers in their employment from risk resulting from factors adverse to 

health. 
• Placing and maintenance of the worker in an occupational environment adapted to his 

physical and psychological equipment. 
 The basic objective of industrial health is the prevention of disease and injury rather than 
the cure of disease. It involves a programme of health conversation and prevention of 
occupational diseases. Veil observes that the aim of industrial hygiene is’ the promotion and 
maintenance of the highest degree of physical, mental and social well being of the workers; the 
prevention of factor which make for ill health in their working condition; their protection in 
their occupation from risks arising from factors which are adverse to the maintenance of health; 
the placing and maintenance of the worker in an occupational environment which is adapted to 
his psychological and physiological equipment; and to summaries, the adaptation of work to 
man and each man on his job.  
 
Prerequisites for an Effective Safety and Health Policy 
 For a safety and health program to be successful an organization should: 
• Have the support and guidance pf top management in the implementation of safety policy. 
• Educate and train employees about the safety policy and the importance for an 

organization. Even the workers at the lowest operating level should have a clear 
understanding 0of the methods and procedures to be followed to ensure safety at the 
workplace.  

• Make safety and health an important aspect of organizational culture so that it pervades all 
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the functions and the levels of the organization. 
•  Appoint a safety director to ensure that the safety programs are progressing in accordance 

to the set directions. 
• Have a safety engineering process that includes designing of new products, processes and 

machines, structuring the layout of plants and equipment, providing safety devices for 
employees working on hazardous jobs, keeping the work place clean, well lit and properly 
ventilated, maintaining a well designed system for detection, prevention and control of fire, 
dust fumes, inflammable gases and explosives. 

• Conduct an organization wide audit to ensure the implementation of the safety policy and 
strict adherence to all the safety rules. 

• Keep a track of the accidents that take place so that they can be avoided in the future. 
• It is not necessary that all the organization have the above mentioned elements for the 

implementation of safety policy. However, if they are taken into consideration, accidents 
can be avoided.  

 
Accident Prevention in the Work Place 
 Let us discuss some of the important steps that an organization has to take in 
implementation safety and health programs to prevent accidents at the workplace and provide 
a safe working environment for its employees. When an organization is successful in 
implementing the following steps, the accident rate will be automatically decrease. 
• Educating and training the employees 
• Frequent inspections by the top management 
• Tabulating and analyzing the causes of accidents 
• Conducting regular employee wellness program 
• Designing mental health program 
• Making the right start and get going 
• Apart from the above mentioned steps it is also the duty of the employer to understand the 

following issues: 
• Importance of reasonable hours of work 

Unduly long hours of work can damage an employee’s health and can result in fatigue and 
poor concentration. Hence it is important to define the number of hours of work 

• Rest pauses or breaks in working hours 
Introduction or rest pauses for short periods can solve the problem of fatigue in a very large 
measure. 

• Holidays and leave with pay 
Adequate provision of holidays and leave with pay to workers can help in reducing 
absenteeism, stress and labor turnover. At the same time, the provision of excessive 
holidays is likely to hinder production and increase the financial burden of the organization. 

Enforcement and Disciplinary Action 
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 If an employee does not adhere to the safety policy being implemented by the organization, 
the organization should as the first step, educate him on the impending hazards of a careless 
approach to work. Employees can also be encouraged to implement safety policy by rewarding 
the units/groups with good safety records. Employees who have been alert in preventing 
accidents and active in spreading health and safety awareness can also be rewarded.  
 If an employee still fail to heel to safety advice, the next step is to enforce disciplinary action. 
To enforce safety measures in some organization, employees are either reprimanded or fined 
and sometimes even discharged if they are found guilty of any serious violation of safety 
provisions.  
 
Objectives 
• To study and analyze the effectiveness of Employee Health and Safety. 
• To trace the causes of accident in the work place. 
• To study to which extent employees are practicing safety and health in the real work 

situation. 
• To assess the management commitment towards employees safety and health. 
• To suggest suitable measures for improving employees safety and health. 
  
Significance of the Study 
• The study will contribute in knowing the importance of occupational health and safety at 

work place for both employers and employees. 
• The study will also help in identification of employee and employers roles regarding health 

and safety issues. 
• It will help in developing effective policies concerning health and safety at workplace. 
• It will help in identifying the health hazards related to job and how job performance can be 

increased while working in a healthy and safe environment 
 
Research Methodology 
Research 
 Research is a process in which the researcher wishes to find out the end result for a given 
problem and thus the solution helps in future course of action. The research has been defined as 
“A careful investigation or enquiry especially through search for new fact in any branch of 
knowledge”. 
 
Research Methodology 
 The procedure using, which researchers go about their work of describing, explaining and 
predicting phenomena, is called Methodology. Methods compromise the procedures used for 
generating, collecting, and evaluating data. Methods are the ways of obtaining information 
useful for assessing explanation. 
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Types of Research 
 The type of research used in this project is descriptive in nature. Descriptive research is 
essentially a fact finding related largely to the present, abstracting generations by cross sectional 
study of the current situation .The descriptive methods are extensively used in the physical and 
natural science, for instance when physics measures, biology classifies, zoology dissects and 
geology studies the rock. But its use in social science is more common, as in socio economic 
surveys and job and activity analysis. 
 
Research Design 
 Research design is the specification of the method and procedure for acquiring the 
information needed to solve the problem. The research design followed for this research study 
is descriptive research design where we find a solution to an existing problem.  
 
Universe and Sampling 
 This study was restricted to the blue collar employees. Out of the universe of 369 blue 
collars, a sample of 100 respondents was selected by simple random sampling method. All the 
opinions expressed herein are the contribution by the respondents only. 
 
Anglo French Textiles 
 Anglo French Textiles was started by Mr.Rodier in the year 1898 and was incorporated in 
England during the same year. It proudly celebrated its centenary in 1998. In the beginning 
stage, Africa and Madagascar were the prominent buyers of Anglo French Textiles.  
The exported dyed cloths were popularly known as “Sendura” cloth. Unfortunately in the 
middle of July 1983 there was a persistent labour unrest, which brought down the performance 
of the mill. This situation gave way to sell the mill to Sri Jatia and Somania group of Mumbai. 
At that time the mill was facing financial crisis due to mismanagement and the besieged by 
labour problem. This culminated into stoppage of the operation in the mill and ultimately the 
mill ceased to the function from July 1983. The closure of the mill adversely affected the 
economy of Union Territory of Puducherry and caused social problems. The representation of 
the jobless employee, public and reports of the press made the government of puducherry to 
reopen the mill. It also passed an act to nationalize the mill, which came into effect from 24th 
December 1985. (Thereafter it vested absolutely with the government of puducherry initially 
and immediately, thereafter stands vested with Puducherry Textiles Corporation limited). Now 
Anglo French Textiles is functioning as three units. The Unit A and Unit B are within the heart 
of the city on the Cuddalore highway, and the Unit C is located 10Kms away from the 
Puducherry city 
 
Findings  
• Only 20% of the respondents respond that they are not aware of the health and safety 

measures and 80% of the respondents are aware of the health and safety measures. 
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• 60% of the respondents say that they have no effective arrangements for communicating 
health and safety matters; only 40% agrees that they have effective arrangements for 
communicating health and safety matters.  

• 70% of the respondents respond that they attended the health and safety training 
programme but 30% of the respondents says that they are not attended any health and 
safety training programme conducted in the company.  

• Most of the respondents respond that sometimes they have proper drinking water and some 
of the respondents say often they have proper drinking water and very few of the 
respondents say that always they have proper drinking water.  

• Majority of the respondents strongly agree that the company implements effective 
disciplinary procedures and few of the respondents simply agree that the company 
implements effective disciplinary procedures. 

• 55% of the respondents strongly agree that their environment is safe to work and 23%% of 
the respondents simply agree that their environment is safe to work and 22% of the 
respondents say that they have no idea about the safe working environment.  

• Majority of the respondents says often they are maintaining the machines properly and 
some of the respondents respond that sometimes they are maintaining the machines 
properly and only very few of the respondents says rarely they are maintaining the 
machines properly.  

• 87% of the respondents say that they are simply satisfied with the health and safety 
measures and 13% of the respondents say that they have no idea about the satisfaction level 
from health and safety measures. 

• 55% of the respondents say that the role of management is better and 18% of the 
respondents say that the role of management is best and 27% of the respondents respond 
that the role of management in implementing health and safety is good. 
 

Suggestions 
• The major cause for the workplace accidents that occur in the organization is unsafe 

handling of material. So the vestibule training method can be included in employee training 
program. 

• The frequency of safety training for the employees on safety and health can be altered to 
monthly once instead of yearly twice. 

• Proper maintaining of adequate First aid facilities should be ensured.  
• The rest roam should be reconstructed with sufficient space and the sports center facility 

can also be extended to temporary labours.  
• Ergonomics method should be followed. In an ergonomic workplace tools are designed to 

fit individual capabilities and limitation so that people can do their job without being 
injured. 

• Work environment causes number of problems, counseling enables to overcome personal 
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and technical problems. 
• A careful Pre employment and Post employment medical check up can also be extended to 

temporary labours. 
 
Conclusions 
 This analysis will give a clear idea as to the situation of a large number of accidents that 
occur in the organization and the steps that an organization should take to reduce these 
accidents and to prevent them from occurring in future. Some of the suggested measures for 
improving employees safety and health include vestibule training method, first aid facilities, 
recreational facilities, counseling program, pre employment and post employment medical 
check up for improving the effectiveness of employees safety and health. The findings of the 
survey will be utilized to bring about the necessary changes in Employees Safety & Health 
procedures in the company. If the company implements effective disciplinary procedures; it 
will help the company to go with their policies and also to maintain health and safety in the 
organization. 
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Abstract 
 This study describes the analysis and investigation of the causes of the sudden failure of a Mac Pherson strut 
suspension system ball joint. The axis of the ball joint element showed a complete fracture which occurred midway 
between the top and bottom section changes of the element. It is seen the ball joint of this car fails suddenly without 
any sign of consumption and this case is a dangerous as well as disturbing factor for traffic and driver. So there 
should be something else supports car when the ball-joint fails. This research has a modification of this ball joint for 
this purpose. The modification has depended on the results obtained from the numerical analysis of the loaded ball-
joint in two situations. Measurements of parts of ball joint of Nissan pickup car have been made and these parts 
have been drawn in two forms (situations) by using CATIA software imported to ANSYS WORKBENCH software 
where a three- dimensional model was created and maximum load is applied to ball-joint. 
Keyword: Ball joint, Suspension system, Fatigue, Contact stress, analysis  
Introduction 
 Ball joints are used on the front end of almost every car, truck and minivan. Ball joint is an 
important part of car suspension system. Ball joints act as the pivot point between two parts: the 
suspension and car’s tires. Ball joints help support car’s weight and, as is the case with some 
vehicles, ball joints may be used to help set the alignment. The ball joint is one moveable part of 
a control arm assembly. It is steel bearing stud and socket enclosed in a steel casing. The socket 
enclosed in steel casing is connected to the control arm. The bearing stud is tapered and 
threaded so that it fits into a tapered hole in the steering knuckle and the latter connects the tire. 
Ball joints are a critical part of any car’s suspension and steering. They attach the wheel hub, 
which the wheel and tire are mounted to the rest of the suspension. This connection needs to 
be able to rotate horizontally for steering and vertically for shock absorption, hence the use 
of ball joints that can move in all directions. While ball joints last for a long time, they do 
wear. The polished metal ball rides in a polished metal cage. Space between the two is filled 
with grease to reduce wear. However, if the grease leaks out of the ball joint or any dirt and 
impurities get into the grease, the ball joint may become worn or damaged. There is a rubber 
boot over the joint to help keep dirt out, but that does not mean that there is no way in which 
dirt can enter. In an automobile, ball joints are spherical bearings that connect the control 
arms to the steering knuckles. They are used on virtually every automobile made and work 
similarly to the ball-and-socket design of the human hip joint. A ball joint consists of a bearing 
stud and socket enclosed in a casing; all these parts are made of steel. The bearing stud is 
tapered and threaded, and fits into a tapered hole in the steering knuckle. A protective encasing 
prevents dirt from getting into the joint assembly. Usually, this is a rubber-like boot that allows 

DESIGN ANDFAILURE ANALYSIS OF SUSPENSION BALL 
JOINT USING FINITE ELEMENT ANALYSIS 
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movement and expansion of lubricant. Motion-control ball joints tend to be retained with an 
internal spring, which helps to prevent vibration problems in the linkage. A ball joint is used for 
allowing free movement in two planes at the same time including rotating in those planes. 
Combining two such joints with control arms enables motion in all three planes, allowing the 
front end of an automobile to be steered and a spring and shock (damper) suspension to make 
the ride comfortable. The front suspension system ball joint fails due to many of the parameters 
so it is necessary to study the exact reasons for the failure of ball joint in this it intended to 
observe these failures with the different tests. This projected study is an overall revive of 
existing ball joint failure and to minimize this failures by improving some failure parameters. So 
that it will helps to maximize life of ball joint and resulting minimizing road accidents. 
 

Related Work 
 The measurements of main parts of ball joint have been made in order to create a three 
dimensional geometry by CATIA software. Then, the model (geometry) has been imported to 
ANSYS workbench software. Before going on with description the model, there is a need to 
know two terms:- 
• Travel: - Travel is the measure of distance from the bottom of the suspension stroke (such as 

when the vehicle is on a jack and the wheel hangs freely) to the top of the suspension stroke 
(such as when the vehicle's wheel can no longer travel in an upward direction toward the 
vehicle). 

• Angle of ball joint:- is defined as the angle between the longitudinal axis of the stud and the 
longitudinal axis of socket. 

 The angle of ball joint changes with the travel. When the car hits a bump, the travel will 
proportionally increase with the amount of impact [S. A. Kesulai, 2009]. So, this angle must be 
taken in consideration during the analysis of stresses. Consequently, the stud and socket of ball 
joint have been drawn by CATIA software with consideration of this angle. So, the main parts 

of ball-joint must be drawn in two situations 
(forms):- 
1. In the first form, the main parts of ball-
joint are drawn normally by CATIA software 
regardless of joint’s angle, then the model 
(geometry) has been imported to ANSYS 
workbench software. 
2. In the second form, the main parts of ball-
joint are drawn by CATIA software under 
consideration to joint’s angle, then the model 
(geometry) has been imported to ANSYS 
workbench software. 
 
Material 
 According to chemical composition 
analysis by OES, the ball joint was  

   Figure A. 3D-Model    manufactured using an EN 18D steel alloy. 
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 A microstructure formed mainly by tempered martensite with acicular grains of ferrite on 
the grain boundaries. The presence of tempered martensite indicates that the material suffered a 
heat treatment of quenching and tempering. Despite the beneficial effect of increasing material 
toughness of acicular ferrite in low carbon steels. 
 
Meshing Generation 

 The mesh must be homogenous. The 
elements must have equal sizes as far as 
possible and their numbers must be 
enough to get accurate results. Also the 
elements must be dense at a sensitive 
region such as the contacts, margins…etc. 
So, different options for meshing process 
have been used in each part of the joint to 
get the desired accuracy. The mesh of 
each part of the ball-joint is shown in the 
Fig. 
 
Finite Elements Analysis of the Ball 
Joint 
 Finite Elements Analysis (FEA) it is 
possible to find the locations of high  

   Figure B. Meshing of Ball Joint   stresses suffered by the analyzed element 
and their values. In this way it is feasible to draw specific conclusions on the causes and 
possible solutions to avoid the recurrence of these kind of failures. In this analysis the ball joint 
was geometrically modeled as shown in Fig C. The loading, boundary and contact conditions of 
the model are given as: 
1. A fixed contact in zone A (ball), shown in blue3 color in. 
2. A lateral load, assumed constant in this analysis to simplify the modeling, with a value of 
11400N and applied at the end of the element and midway. This load value was used according 
to the experimental study of Ryu et al. [13], who found a value of load of approximately 11400N 
for a suspension system similar to the one studied here, so it is considered that this value of 
load represents a realistic estimate of the load applied to the element. The analysis and 
calculations of maximum stresses were performed with the support, in order tohighlight the 
places of higher stresses in the element. The contact support between the axis of the element 
and its cage was modeled as frictionless because the failed element surfaces did not show any 
indications of fretting or wear suggesting friction between them. The elements used in the FE 
mesh were hexagonal with a size of 1 mm. The mesh had a total of 3375 elements. The size of 
the elements and mesh were selected after performing series of analysis with the same loads 
and using different mesh sizes. These analyses showed that for elements smaller than 1 mm, the 
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values of the stresses in the element varied considerably, reaching high values related with 
singularities caused by small elements. For elements bigger than 1mm the results were not 
representative as the size of the elements were higher than the contact region. 
 

 
Figure C. Ball joint boundary and loading conditions used in the numerical analysis  

  
Figure D. Equivalent Von Mises stress distribution of the ball joint with contact support  

  
Figure E. Fatigue life of the ball joint 
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Conclusion 
 The results for stress and fatigue analysis of ball joint with boundary condition for the 
previous ball joint tests shows that stress limit was crossed and the stress value is much higher 
than the ultimate tensile strength of the material. Also because of this there is no safe fatigue life 
to the ball joint .The failure of ball joint is due to the fracture initiated at the contact point 
between the ball joint element and its cage where stress concentration creates. Further the 
reduction of the cross section on the ball joint element leads to stress concentration which 
further reduces the life of the element. In order to reduce the contact stresses on the ball element 
change of the geometric design of the element is necessary. To minimize the failure of 
suspension ball joint by improving geometrical design of suspension ball joint to achieve 
maximum performance. Therefore, the causes of the failure of the ball joint are (i) Defective heat 
treating process; and (ii) Defective geometric design of the element cross section. In order to 
reduce the contact stresses on the ball joint element, a change on the geometric design of the 
element was proposed. In the proposed design.(5) It is then suggested to modify the geometry 
of the ball joint to increase the loading section and reduce the contact stresses with the cage 
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Introduction of the Study 
 Employee welfare can be defined as "efforts to make life worth living for workmen". These 
efforts have their origin either in some statute formed by the state or in some local custom or in 
collective agreement or in the employer's own initiative. When all basic facilities are provided 
and employees obtain satisfaction then the productivity can be increased and development of 
the organization will be possible. According to Todd “employee welfare means anything done 
for the comfort and improvement, intellectual or social, of the employees over and above the 
wages paid which is not a necessity of the industry.” 
 Welfare helps in keeping the morale and motivation of the employees high so as to retain 
the employees for longer duration. The welfare measures need not be in monetary terms only 
but in any forms. Employee welfare includes monitoring of working conditions, creation 
of industrial harmony through infrastructure for health, industrial relations and 
insurance against disease, accident and unemployment for the workers and their 
families. Employee welfare is in the interest of the employee, the employer and the 
society as a whole.  
 
Objectives of Employee Welfare Measures 
• It helps to improve and make the employees happy and satisfied.  
•  It improves the loyalty and morale of the employees. 
•  It reduces labor turnover and absenteeism. 
• Welfare items help to improve the goodwill and public image of the enterprise. 
•  It helps to improve industrial relations and industrial peace and improve employee 

productivity. 
 
Features of Employee Welfare Measures  
• Employee welfare is a comprehensive term including various services, facilities and 

amenities provided to employees for their betterment. 
• The basic purpose in to improve the employee standards. 
• Employee welfare is a dynamic concept. 
 
Benefits of Employee Welfare Measures 
• They provide better physical and mental health to workers and thus promote a healthy 

work environment.  

MAPPING AND ASSESSING THE SATISFACTION OF WELFARE ITEMS 
PROVIDED TO EMPLOYEES IN TITAN COMPANY LIMITED AT HOSUR 
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• Facilities like housing schemes, medical benefits, and education and recreation facilities for 
worker's families help in raising their standards of living. This makes workers to pay more 
attention towards work and thus increases their productivity.  

• Employers get stable labor force by providing welfare facilities.  
• Workers take active interest in their jobs and work with a feeling of involvement and 

participation.  
• Employee welfare measures increase the productivity of organization and promote healthy 

industrial relations thereby maintaining industrial peace.  
• The social evils prevalent among the labors such as substance abuse, etc are reduced to a 

greater extent by the welfare policies.  
 
Common Welfare Measures used in organization  
• Workers are provided with following welfare activities in organizations, Adequate and 

suitable facilities for washing.  
• Suitable place for keeping cloths not worn during working hours.  
• For the drying of wet clothing shall be maintained. 
• Arrangements for sitting.  
•  First-aid-appliances. 
• Canteen. 
• Suitable crèche the use of children. 
• Floor must be cleaned every day if possible by disinfectant and Doors, windows, and 

railings must be cleaned periodically. 
•  Register maintenance that logs all the cleaning activities performed. 
 
Statement of the Problem  
 The company has to provide various benefits to ensure the employees' welfare. Many 
organizations are providing welfare measures to employees in the same way the TITAN 
Company also giving welfare items to employees to motivate and satisfy the employees and it is 
necessary to understand as to how the welfare items have satisfied the employees and hence the 
need for the study. 
 
Objectives of Study  
Primary Objective   
• Mapping and assessing the satisfaction of welfare items provided to the employees in 

TITAN Company limited at Hosur. 
 Secondary Objectives 
• To identify the welfare items provided in TITAN Company limited, Hosur. 
• To know the attitude of the employees towards the welfare items provided by the company.  
• To measure the level of satisfactions about the welfare items issued by the company.  
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• To assess the expectation of employees about the welfare items. 
• To offer suggestions for improving the welfare measures in the organization. 
 
Need of the Study 
• To know that whether welfare items are have an impact on employees 
• To know about the employees satisfaction towards welfare items given by the company. 
• To find out how the welfare items motivate the employees to work hard  
• To know the effectiveness of the existing welfare items in the TITAN company  
 
Scope of the Study 
• Finds out the relationship between individual employee satisfaction and the welfare items 
• Helps the human resource department for the organization growth through this study.  
• Guides for suitable measures to be taken for the improvement of employee performance. 
• Helps to understand the effectiveness of welfare items issued by the company and 

satisfaction level of employees regarding the facilities.  
 
Hypothesis 
Chi-Square Hypothesis 
H0: There is no satisfaction with canteen facilities provided by the company. 
H1: There is satisfaction with canteen facilities provided by the company. 
 
Research Design 
Sources of Data  
Primary Data  
 Primary data are the data collected freshly and thus happened to be original in character. In 
the study the researcher used the instrument called structured questionnaire to collect the 
information from the concerned population.  
Secondary Data:  
 Secondary data is data that has already been collected by someone else. Common sources of 
secondary data include organizational records and data collected through qualitative 
methodologies or qualitative research. 
Population: 3000 Employees 
Sampling Technique: Simple Random Sampling 
Sample Unit: TITAN Company’s Employees 
Sample Size: 50 Employees 
Sampling Method: Probability 
Research Design: Descriptive design 
Research Instrument: Dichotomous Questions, Ordinal Scale, 5 Point Scale 
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Statistical Tools used for data analysis:  
1) Percentage analysis. 
2)  Weighted average method  
3) Chi-Square 
 
Limitation of the Study 
• The project period is limited to 42 days. 
• The sample size is 50. 
• The employees are very busy at work so they are unable to spare time with the researcher. 
 The employees were not responding to some of the questions 
Analysis Using Weighted Average Method 

 

Rank Preference on the Welfare Items 
Rank weight Jerkin Shoes Bed sheets Safety pants Slippers 
X W X1 WX1 X2 WX2 X3 WX3 X4 WX4 X5 WX5 1 5 12 60 7 35 8 40 14 70 15 75 
2 4 9 36 11 44 13 52 10 40 11 44 
3 3 10 30 11 33 13 39 4 12 9 27 
4 2 5 10 16 32 7 14 15 30 5 10 
5 1 14 14 5 5 9 9 7 7 10 10 

Total 50 150 50 149 50 154 50 159 50 166 
Weighted Average 3 2.98 3.08 3.18 3.32 

Rank 4 5 3 2 1 
Inference  
 From the above table the preference found for the welfare items are as,  
• 1st rank preference - Slippers 
• 2ed rank preference – Safety pants 
• 3rd rank preference – Bed sheets 
• 4th rank preference - Jerkins 
• 5th rank preference - shoes 
Analysis using chi-square-X2 

Respondent’s satisfaction with canteen facilities provided by the company (Q: 20) 
Hypothesis 
H0: There is no satisfaction with canteen facilities provided by the company. 
H1: There is satisfaction with canteen facilities provided by the company. 
 

Observed frequency 
S. No Canteen Facilities No. of Employees 1 Highly Satisfied 10 
2 Satisfied 13 
3 Average 11 
4 Dissatisfied 10 
5 Highly Dissatisfied 6 
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Formula 
(O-E)2 

X2= ------------ 
E 

O = Observed Frequency 
E = Expected Frequency  

S. No O E O-E (O-E)2 (O-E)2/E 
1 10 10 0 0 0 
2 13 10 3 9 0.9 
3 11 10 1 1 0.1 
4 10 10 0 0 0 
5 6 10 -4 16 1.6 

(O-E)2/E= 2.6 Calculated value is 2.6 
Degree of freedom = (n-1) = 5-1 = 4 
Level of significance = 1%  
Table value X2 for 4 df at 1% level of 1.96 
Calculate value greater then table value 2.6>1.96 
Hence alternative hypothesis accepted 
Inference 
 Thus chi-square test shows that there is satisfaction with canteen facilities provided by the 
company. 

Respondent’s Opinion on Educational Loan Facilities 
S. No Educational Loan facilities No. of Employees Percentage 
1 Yes 42 84% 
2 No 8 16% 

Total 50 100% Source: Computed from MS Excel 
Inference 
 The above table 4.6 shows that 84% of the respondents said yes and 16% of the respondents 
said no with regard to educational loan facilities. 
Respondent’s opinion on Educational Loan facilities  

    Source: Computed from MS Excel 
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Findings 
• 84% of the respondents said yes for educational loan facilities. 
• 28% of the respondents said poor for Jerkins as welfare item. 
• 32% of the respondents said fair to shoes as welfare item. 
• 26% of the respondents opted for bed sheets as welfare item. 
• 30% of the respondents opted for Safety Pants as welfare item. 
• 30% of the respondents feel the need for Slippers as welfare item. 
• Employees show 1st preference for Slippers. 
• Chi-square test shows that there is satisfaction with canteen facilities provided by the 

company 
 
Suggestion 
• Many employees are of the opinion that HR department can treat all the employees equally.  
• More recreational facilities can be provided. 
• Employees can be given more holidays and festival advances. 
• Enough space for rest and lunch room should be provided  
  
Conclusion 
 The researcher has made the effort in recording the welfare items, which play a vital role in 
industries or organization. From the study the researcher got a clear knowledge of the 
employees and the welfare items issued to them.  
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Abstract 
 This work involves the application of radial load fatigue test to study the fatigue life of the rim with weight 
reduction. In this work we are going to carry out the radial load fatigue test on newly designed rim with material 
and design optimization. For finite element analysis we are going to use software like ANSYS. Results obtained by 
these two methods will be compared to each other for validation of work. 
 
Introduction   
 A wheel rim is a highly stressed component in an automobile that is subjected to bending 
and torsional loads. Because of the long life and high stresses, as well as the need for weight 
reduction, material and manufacturing process selection is important in rim design. There are 
competitions among materials and manufacturing processes, due to cost performance, and 
weight. This is a direct result of industry demand for components that are lighter, to increase 
efficiency, and cheaper to produce, while at the same time maintaining fatigue strength and 
other functional requirements. 
 In the fatigue life evaluation of aluminum wheel design, the commonly accepted procedure 
for passenger car wheel manufacturing is to pass two durability tests, namely the radial fatigue 
test and cornering fatigue test .Since alloy wheels are designed for variation in style and have 
more complex shapes than regular steel wheels, it is difficult to assess fatigue life by using 
analytical methods. The newly designed wheel is tested in laboratory for its life through an 
accelerated fatigue test. Based on these test results the wheel design is further modified for high 
strength and less weight. But stress analysis will not yield the optimum wheel design described 
a probability based model for prediction of fatigue failure of automotive wheel rim. Aluminum 
alloys, magnesium alloys and structural steel are the three important materials by which rim of 
wheel is casted and then manufactured. Fatigue life of all of these three components gets varied. 
It is necessary to know the fatigue life of each of these materials. By conducting design of 
experiments best parametric design can be done. Also thickness of the rim can be varied for 
each of these materials. It is stated that by varying the thickness level we can get varied fatigue 
strength for different materials. It is recommended to use optimum thickness which gives 
higher strength without compromising the fatigue life of the rim. Weight reduction can cause 
high level of cost saving.  
 

REVIEW PAPER ON DESIGN AND ANALYSIS OF AUTOMOTIVE WHEEL 
RIM USING FINITE ELEMENT ANALYSIS 



Department of Business Administration, Loyola College 

142                                                Vol. 4, No. 3, Special Issue 3, February 2017 

Problem Statement 
 The failure of rim wheel is due to crack initiated near the ventilation hole which further gets 
propagated throughout the rim which leads to fatigue failure. In order to improve the Fatigue 
life of rim, material optimization and design optimization is necessary for which best material 
has to be selected by conducting design of experiments to find parametric design which gives 
higher fatigue life.  
 
Objective 
1. To design the proposed automotive wheel rim. 
2.  To carry out stress and fatigue analysis of wheel by using finite element method. 
3. To study the effect of various materials on fatigue life of the rim. 
4. To optimize thickness of rim to reduce the material consumption and improve life of 

component by using advanced fatigue strain life approach. 
5. To develop the experimental setup for proposed automotive wheel rim. 
6. To compare experimental and finite element analysis results 
  
Proposed Work 
Methodology 
In this dissertation work it is proposed to study the effect of various materials on fatigue life of 
the automotive wheel rim by using finite element analysis and radial load testing. 
Phase I – Literature Survey. 
 In this phase literature survey of fatigue life analysis, Design optimization etc. will be 
carried Out by referring journals like ASME journal, Springer link, Elsevier, US patents, etc. 
Phase II – One of the method to find fatigue life of rim is by conducting radial load test. This  
Phase includes fatigue analysis of newly designed rim by finite element analysis and by radial  
Load test. 
1. Experimental work: We are going to carry out fatigue life analysis of rim by radial load 

technique as follows. 
2. To carry out material optimization to reduce weight and find fatigue life for each material. 
3. To prepare the new automotive wheel rim by suitable casting method. 
4. Test the new rim on radial load by experimental radial load fatigue test. 
5. To find out fatigue life of new rim. 
6. Finite element analysis : 
7. To design automotive wheel rim which is now in use. 
8. To carry out stress and fatigue analysis of rim in use. 
9. To carry out material optimization to reduce weight and find fatigue life for each material. 
10. To find out best thickness optimization for rim. 
11. Modelling the new rim by catia and importing it into ansys for further analysis 
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Modelling of Rim Wheel 

 
Figure 3D-Model 

 
Finite Element Method 
 The finite element method is a powerful tool for the numerical procedure to obtain solutions 
to many of the problems encountered in engineering analysis. Structural, thermal and heat 
transfer, fluid dynamics, fatigue related problems, electric and magnetic fields, the concepts of 
finite element methods can be utilized to solve these engineering problems. In this method of 
analysis, a complex region defining a continuum is discretized into simple geometric shapes 
called finite elements the domain over which the analysis is studied is divided into a number of 
finite elements. 

 
Figure Meshing of wheel rim 

 
Loading and Boundary Condition 
a) Constraints: Wheel Rim is fully constrained at four locations highlighted in fig where it gets 
clamped to wheel hub during wheel assembly. 
b) Loads: The calculated mass distribution on rear wheel = 271 Kg. And considering the 2G 
acceleration when wheel faces the bump during running condition. 
Therefore total Force on wheel Rim = 271 x 2 x 9.81 = 5317 N. 
Considering 5350 N load for analysis 
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800 Contact angle is considered for force distribution. 

 
 
Results for Original Geometry 

 
Figure Total Deformation 

 

 
 

Figure Equivalent Von Mises stress 
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Solution 
 It is necessary to carry out experimental and finite element analysis of wheel rim to avoid 
the failure of the rim by improving the geometry and material optimization with the help of 
design of experiment. Results are to be validated by radial load test on wheel rim to check its 
improved fatigue life. 
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Abstract 
 Financial inclusion is the process of ensuring access to appropriate financial products and services needed by 
vulnerable groups such as weaker sections and low-income groups at an affordable cost in a fair and transparent 
manner by mainstream institutional players. Financial inclusion promotes thrift and develops culture of saving, 
improves access to credit both entrepreneurial and personal emergency and also enables efficient payment 
mechanism. The banks have to take on the role of an advisor for poor and disadvantaged as the right advice at a 
difficult time can go a long way. In order to expand the credit and financial services to the wider sections of the 
population, a wide network of financial institutions has been established over the years in India. Banks should give 
wide publicity to the facility of no frills account. Technology can be a very valuable tool in providing access to 
banking products in remote areas. ATMs cash dispensing machines can be modified suitably to make them user 
friendly for people who are illiterate, less educated or do not know English. The involvement of Self Help Groups 
and Micro Finance Institutions is also must for development of effective financial inclusion models by commercial 
banks. Recently, the RBI Governor Raghuram Rajan outlined, in conceptual terms, what inclusion should be. 
“Simplicity and reliability in financial inclusion in India, though not a cure all, can be a way of liberating the poor 
from dependence on indifferently delivered public services and from venal politicians,” Thus, the objective of 
Financial Inclusion is to extend financial services to the large hitherto un-served population of the country to unlock 
its growth potential. In addition, it strives towards a more inclusive growth by making financing available to the 
poor in particular. Banking sector plays considerable role in bringing financially excluded people in to formal 
financial sector. Financial inclusion has become one of the most critical aspects in the context of inclusive growth 
and development. Financial inclusion is the process of ensuring access to appropriate financial products and services 
needed by vulnerable groups such as weaker sections and low-income groups at an affordable cost in a fair and 
transparent manner by mainstream institutional players. Traditionally, it has been understood to mean opening 
new bank branches in rural and unbanked areas. Nowadays, however, financial inclusion is seen to be something 
more than opening bank branches in unbanked areas to take formal financial services across the length and breadth 
of the country.  
 
Introduction  
 India has a long history of banking development. After Independence, the major focus of the 
Government and the Reserve Bank was to develop a sound banking system which could 
support planned economic development through mobilization of resources/deposits and 
channel them into productive sectors. Accordingly, the Government’s desire to use the banking 
system as an important agent of change was at the core of most policies that were formulated 
after Independence. The planning strategy recognized the critical role of the availability of 
credit and financial services to the public at large in the holistic development of the country 
with the benefits of economic growth being distributed in a democratic manner. In recognition 
of this role, the authorities modified the policy framework from time to time to ensure that the 
financial services needs of various segments of the society were met at satisfactory level. In 
order to expand the credit and financial services to the wider sections of the population, a wide 
network of financial institutions has been established over the years. The organized financial 
system comprising Commercial Banks, Regional Rural Banks (RRBs), Urban Co-operative Banks 
(UCBs), Primary Agricultural Credit Societies (PACS) and post offices caters to the needs of 

ROLE OF BANKING INDUSTRY IN FINANCIAL INCLUSION IN INDIA 
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financial services of the people. The initiatives taken by the Reserve Bank and the Government 
of India towards promoting financial inclusion since the late 1960s have considerably improved 
the access to the formal financial institutions. Banking sector plays considerable role in bringing 
financially excluded people in to formal financial sector as policies of the government and 
Reserve Bank towards financial inclusion are implemented through banking sector. This article 
makes an attempt to assess the role of banking sector in financial inclusion process in India. 
Role of banks in financial inclusion process in India is examined on the basis data available 
from the institutional sources such as Reserve Bank of India (RBI), National Bank for 
Agriculture and Rural Development (NABARD), Scheduled Commercial Banks (SCBS), RRBs, 
UCBs and PACS from different viewpoints namely branch penetration, ATM penetration, 
population per branch, distribution of banking branches, credits, including micro finance, of 
SCBs and Co- operative banks, deposits of SCBs and Co- operative banks, credit-income ratio, 
deposit income ratio and cash-deposit ratio in India.  
 
Objectives of the Study 
 The main objectives of the study are as follows 1. To study about role of Indian banking 
sector in bringing financially excluded people in to formal financial sector. 2. To assess the role 
Indian banking sector in bringing financially excluded people in to formal financial sector. 
 
Financial Inclusion  
 Access to finance by the poor and vulnerable groups is a prerequisite for poverty reduction 
and social cohesion. This has to become an integral part of our efforts to promote inclusive 
growth. In fact, providing access to finance is a form of empowerment of the vulnerable groups.  
 Financial inclusion denotes delivery of financial services at an affordable cost to the vast 
sections of the disadvantaged and low-income groups. The various financial services include 
credit, savings, insurance and payments and remittance facilities. The objective of financial 
inclusion is to extend the scope of activities of the organized financial system to include within 
its ambit people with low incomes.  
 Through graduated credit, the attempt must be to lift the poor from one level to another so 
that they come out of poverty. 
 
Inclusive Growth  
 The Eleventh Five Year Plan (2007-12) envisions inclusive growth as a key objective. The 
Plan document notes that the economic growth has failed to be sufficiently inclusive 
particularly after the mid-1990s. The Indian economy, though achieved a high growth 
momentum during 2003-04 to 2007-08, could not bring down unemployment and poverty to 
tolerable levels. Further, a vast majority of the population remained outside the ambit of basic 
health and education facilities. Thus, the Eleventh Plan Document tries to restructure the 
policies in order to make the growth faster, broad-based and inclusive by reducing the 
fragmentation of the society. It clearly stated that ‘The development of rural India is an 
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imperative for inclusive and equitable growth and to unlock huge potential of the population 
that is presently trapped in poverty with its associated deprivations’ (GoI, 2007). Huge 
investments in education and health, and rural infrastructure were the key elements of the 
inclusive growth strategy as envisaged.  
 Broadly, the policies aim at increasing the income and employment opportunities on the one 
hand and on the other; it tries to finance programs which are capable of making the growth 
more inclusive. 
 
Important of the Financial Inclusion In India  
 The policy makers have been focusing on financial inclusion of Indian rural and semi-rural 
areas primarily for three most important pressing needs:  
1. Creating a platform for inculcating the habit to save money – The lower income category 

has been living under the constant shadow of financial duress mainly because of the absence 
of savings. The absence of savings makes them a vulnerable lot. Presence of banking 
services and products aims to provide a critical tool to inculcate the habit to save. Capital 
formation in the country is also expected to be boosted once financial inclusion measures 
materialize, as people move away from traditional modes of parking their savings in land, 
buildings, bullion, etc. 

2. Providing formal credit avenues – So far the unbanked population has been vulnerably 
dependent of informal channels of credit like family, friends and moneylenders. Availability 
of adequate and transparent credit from formal banking channels shall allow the 
entrepreneurial spirit of the masses to increase outputs and prosperity in the countryside. A 
classic example of what easy and affordable availability of credit can do for the poor is the 
micro-finance sector. 

3. Plug gaps and leaks in public subsidies and welfare programs – A considerable sum of 
money that is meant for the poorest of poor does not actually reach them. While this money 
meanders through large system of government bureaucracy much of it is widely believed to 
leak and is unable to reach the intended parties. Government is therefore, pushing for direct 
cash transfers to beneficiaries through their bank accounts rather than subsidizing products 
and making cash payments. This laudable effort is expected to reduce government’s subsidy 
bill (as it shall save that part of the subsidy that is leaked) and provide relief only to the real 
beneficiaries. All these efforts require an efficient and affordable banking system that can 
reach out to all. Therefore, there has been a push for financial inclusion.  

Why is financial inclusion needed in India? - (A Graphical Representation ) 
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Financial Inclusion Strategies 

• BC-model 
• PoS(Point of Sale) 
• No-frills accounts (With very little or no minimum balance), simplification of KYC norms 
• KCC – Kisan Credit Card – from the year 1998-99 –to meet production credit requirements 

and short-term credit needs in a timely and hassle-free manner credit for crop production 
• Lead Bank Scheme -1969 aimed at forming a coordinated approach for providing banking 

facilities. To enable banks to assume their lead role in an effective and systematic manner, 
all districts in the country (excepting the metropolitan cities of Mumbai, Kolkata, Chennai 
and certain Union Territories) were allotted among Public Sector Banks and a few Private 
Sector Banks The Lead bank role is to act as a consortium leader for co-coordinating the 
efforts of all credit institutions in each of the allotted districts for expansion of branch 
banking facilities and for meeting the credit needs of the rural economy. For the preparation 
of District Credit Plans and monitoring their implementation a Lead bank Officer (LBO) 
now designated as Lead District Manager was appointed in 1979 

• Local Area Banks (1996) –are expected to bridge the gap in credit availability and 
strengthen the institutional credit framework in the rural and semi-urban areas Although 
the geographical area of operation of such banks will be limited, they will be allowed to 
perform all functions of a scheduled commercial bank Licenses are given out in under-
banked or unbanked areas of the country. Some of these local area banks could eventually 
become full-fledged banks at some stage the local area banks are likely to have a capital 
adequacy ratio higher than 15% to offset higher risk arising from being geographically 
focused.. The scheduled commercial banks are required to have a capital adequacy ratio — 
ratio of capital fund to risk weighted assets expressed in percentage terms — of 12% 

• Ultra small Branches with Bank officers offering other services, undertake field verification 
and follow-up banking transactions. 

• Direct Benefit Transfer: Cash transfer through Aadhar payment Bridge requires Bank 
accounts which leads to financial inclusion. 

• Interest subvention scheme: facilitates access to cheap credit from the banks indirectly 
through interest subsidies from the govt. It is a subsidy of interest given by Government to 
certain sectors like Textiles, Farm. For eg. Textile Company borrow from Bank at 10% and 
Government gives subvention of 2%. Hence net bank takes interest from textiles companies 
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8%. Other sectors have to pay 10% to the bank. Likewise, Farm or Agriculture sectors 
borrows from Bank at 10% and they will get 4% subvention from the govt. Certain sectors 
are covered by the system of Differential rate interest(DRI) which is less than base rate.Eg : 
Educational loans, export credit, agriculture, credit to weaker sections. 

• Priority Sector Lending – target of 40% of Net Bank Credit to select few sectors for all banks 
including foreign private ones; 

• RashtriyaMahilaKosh (RMK)- to facilitate credit support to poor women for their socio-
economic upliftment; 

• Dedicated bank for Women (National Bank for Women) proposed in 2013-14 budget. 
Objective of broadening the SHG-bank linkages. 

 
Conclusion  
 Now a day, there is a significant national as well as global focus on inclusive growth.  
The Financial Stability and Development Council (FSDC) headed by the Finance Minister is 
mandated to focus on financial inclusion and financial literacy. All financial sector regulators 
including the Reserve Bank of India are committed to the mission and directing the banking 
sector and other financial sector entities. If government is advocating any kind of sustained 
development and stability whether financial, economic, political or social and inclusive growth 
with stability, it is not possible to attain these goals without achieving financial inclusion. 
Financial inclusion promotes thrift and develops culture of saving, improves access to credit 
both entrepreneurial and personal emergency and also enables efficient payment mechanism, 
thus strengthening the resource base of the financial institution which benefits the economy as 
resources become available for efficient payment mechanism and allocation. Empirical evidence 
shows that countries with large proportion of population excluded from the formal financial 
system also show higher poverty ratios and higher inequality. Thus, financial inclusion is no 
longer a policy choice today but a policy compulsion. And, banking is a key driver for financial 
inclusion/inclusive growth.  
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Abstract 
 Human Resource is plays a crucial role in any organization for achieving the organizational goals. Employee 
retention is a process in which the employees are encouraged to remain with the organization for the maximum 
period of time or until the completion of the task. Even though employee retention has now become a tough task, it is 
benefited for the organization as well as the employee. Employee retention issues are emerging as the most critical 
workforce management challenges of the immediate future. In this context, this paper highlights the definitions of 
employee retention, job satisfaction, need of employee retention, factors affecting of employee retention, factors 
effecting of job satisfaction, the importance of employee retention, strategies of employee retention and retention 
programmes of an employee.  
Introduction 
 Human Resource is not only unique and valuable, but it is also an organization most 
important resource. Human resource management deals with the people dimension in 
management. It seems logical that an organization would spend a great deal of effort to acquire 
and make optimum utilization of such a resource. This effort is known as human resource 
management which was earlier termed as staffing and personnel management. 
 Human resource management may be defined as the art of procuring, developing, 
motivating, and maintaining competent workforce to achieve organizational goals efficiently. It 
is a process of bringing people and organizations together so that the goals of each are met. It is 
that part of the management process which is concerned with the management of human 
resources in an organization. It tries to secure the best from people by winning their whole-
hearted cooperation. 
 During the past decade, employee turnover has become a very serious problem for 
organizations. In the modern world, information revolution has made a significant impact on 
every aspect of human life. It has provided opportunities to people to search for better and 
more lucrative jobs or careers. People use the latest tools like the internet, newspapers, 
consultants, referrals etc., to locate jobs quickly. Further, globalization has made national 
boundaries invisible, and MNC’s are hiring people from global village. But it has thrown 
challenge for organization to continuously device innovative ways and means to retain 
competent people in their organization.  

FACTORS EFFECTING ON EMPLOYEE RETENTION THROUGH JOB 
SATISFACTION WITH REFERENCE TO NTPC 
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 Employee retention is the deliberate act of management to withhold competent people in its 
fold. It refers to how many current employees stick around over a given period of time. 
Managing retention and keeping the turnover rate below target and industry norms is one of 
the most challenging issues facing most of the organizations today. Every organization needs 
hardworking and talented employees who can really come-out with something creative and 
different. No organization can survive if all the top performers quit. It is essential for the 
organization to retain those employees who really work hard and are indispensable for the 
system. This is accomplished by ensuring appropriate policies, tools and techniques for 
maximum utilization and retention of competent personnel. 
 
Job Satisfaction 
 Job satisfaction is the “pleasurable emotional state resulting from the appraisal of one’s job 
values.” In contrast, job dissatisfaction is defined as “the unpleasurable emotional state 
resulting from the appraisal of one’s job values or as entailing disvalues. However, both 
satisfaction and dissatisfaction were seen as a function of the perceived relationship between 
what one perceives it as offering one entailing. Job satisfaction is a pleasurable or positive 
emotional reaction to a person’s job experiences. It refers to a person’s feelings of satisfaction on 
the job, which acts as a motivation to work. It is not self-satisfaction on the job. The term relates 
the total relationship between an individual and the employer for which he is paid satisfaction 
does not mean the simple feeling state accompanying the attainment of any goal, the end-state 
is feeling accompanying the attainment by an impulse of its objective. Job dissatisfaction does 
not mean absence of motivation at work.  
 NTPC, the largest power Company in India, was setup in 1975 to accelerate power 
development in the country. It is among the world’s largest and most efficient power generation 
companies. It has installed capacity of 29,394 MW and having 15 coal based power stations 
(23,395 MW), 7 gas based power stations (3,955 MW) and 4 power stations in Joint Ventures 
(1,794 MW). The company has power generating facilities in all major regions of the country. It 
plans to be a 75,000 MW company by 2017. It has gone beyond the thermal power generation. It 
has diversified into hydro power, coal mining, power equipment manufacturing, oil & gas 
exploration, power trading & distribution. NTPC is now in the entire power value chain and is 
poised to become an integrated power major. 
 Developing and operating world-class power stations is NTPC's core competence. Its scale 
of operation, financial strength and large experience serve to provide an advantage over 
competitors. To meet the objective of making available reliable and quality power at 
competitive prices, NTPC would continue to speedily implement projects and introduce state-
of-art technologies. 
 NTPC believes in achieving organizational excellence through Human Resources and 
follows people first approach to leverage the potential of its 23,500 employees to fulfill its 
business plans. Human Resources function has formulated an integrated human resource 
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strategy which rests on four building blocks of human resource ie., competence building, 
commitment building, culture building and systems building premed. All human resource 
initiatives are undertaken within this broad framework to actualize the human resource vision 
of "enabling the employees to be a family of committed world class professionals making NTPC 
a learning organization." To induct talent and groom them into a dedicated cadre of power 
professionals "Executive Trainee" Scheme was introduced in the year 1977 for recruitment in the 
disciplines of Mechanical, Electrical, Civil, Control & Instrumentation and now encompasses 
Computer Science, Chemistry, HR and Finance disciplines also. 
 Besides a comprehensive one year training comprising theoretical inputs as well as on-the-
job training, the new recruits are also attached with senior executives under a systematic and 
formal 'Mentoring System' of the company to integrate them into the Culture of the company. 
As part of post employment training and development opportunities, a systematic training plan 
has been formulated for ensuring minimum seven man days training per employee per year 
and includes level-wise planned intervention designed to groom people for assuming positions 
of higher responsibility, as well as specific need-based interventions based on scientific training 
need analysis.  
 The motivation to perform and excel is further enhanced through a comprehensive NTPC 
Rewards and Recognition system. In order to institutionalize a strong Culture based on Values 
a number of initiatives are taken to actualize the Vision and Core Values across the company. A 
culture of celebrating achievements and a strong focus on performance are a way of life in 
NTPC. It has institutionalized "Development Centers" in the company to systematically 
diagnose the current and potential competency requirements of the employees with the 
objective of enhancing their development in a planned manner. These Centers give a good 
insight to the employees about their strengths and weaknesses, the gaps in their competencies 
which they can bridge through suitable support from company. Due to innovative people 
management practices there is a high level of pride and commitment amongst employees as 
reflected in the various external surveys including Great Places to Work for in India in which 
NTPC was rated third Great Place to work for in the country in 2005. 
 
Need of Employee Retention 
 Human resource professions shortlist few individuals from a large pool of talent, conduct 
preliminary interviews and eventually forward it to the respective line managers who further 
grill them to judge whether they are fit for the organization or not. Finding a right employee for 
an organization is a tedious job and all efforts simply go waste when the employee leaves. 
When an individual resigns from his present organization, it is more likely that he would join 
the competitors. In such cases, employees tend to take all the strategies, policies from the 
current organization to the new one. Individuals take all the important data, information, and 
statistics to their new organization and in some cases even leak the secrets of the previous 
organization. To avoid such cases, it is essential that the new joinee is made to sign a document 
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which stops him from passing on any information even if he leaves the organization. Strict 
policy should be made which prevents the employees to join the competitors. This is an 
effective way to retain the employees.  
 
Importance of Employee Retention 
 When an employee leaves from the organization, he does not leave alone; he also takes 
away knowledge, training, experience along with him for which organization has invested 
amount of time and money. The human resource has to start the recruitment process all over 
again for the same vacancy when an individual leaves an organization all of a sudden which is 
a complete wastage of time and money. Therefore, organizations need to create an environment 
in which employees would be willing to stay and continue to be productive. An organization 
loses employee, it loses skills, experience and corporate memory. The magnitude and nature of 
these losses is a critical management issue, affecting productivity, profitability, and product and 
service quality.  
 The problems associated with finding and training new employees can be considerable, and 
the specific workplace-acquired skills and knowledge people walk away with can take years to 
replace. The higher retention rate helps to build goodwill of the company. It creates a healthy 
working environment not only amongst its employees but it also acts as a motivational source 
for others to join the organization. In addition to this customers also develop a strong positive 
image about the organization and thus build long-term relationship with them. It contributes 
towards more business and hence, success and goodwill. 
 
Factors Influencing Employee Retention 
 Employee Retention is influenced by human resource factors of organizational fit identifies 
convergent goals and values between the individual and the organization as an important 
element in an individual’s willingness to cooperate in an organization. Therefore, a fit between 
the person and the job ensures that the employee is happy and productive and at the same time 
sticks to the organization. Compensation is the issue when it comes to attracting and keeping 
talents. A good compensation is the cornerstone of the contractual and implied agreement 
between employees and employers, the underlying assumption being that money can influence 
behaviour. Organizations often pay superior compensation for attracting and retaining best 
employees.  
 Employees who feel that their organization failed to give them challenging and interesting 
work, freedom to be creative, opportunities to develop new skills, and autonomy and control 
are more likely to express negatively and lack loyalty toward their organization. Therefore, 
challenging job is a pre-condition of employee retention. 
 It is also influencing by organizational factors towards employee retention through 
leadership is a central to the process of creating cultures, systems and structures that foster 
knowledge creation, sharing and cultivation. The quality and style of leadership influences 
employee commitment, positively, or negatively as the case may be which impacts employee 



National Conference on Contemporary Management Practices 

Shanlax International Journal of Arts, Science & Humanities 155  

retention. A strong leadership would give direction, support, and motivation to employees 
which will enhance their intention to stay in the organization. Management philosophy is 
communication protocol and policies interact to create the uniqueness of each organization. 
People often join an organization or seek employment within a particular industry because they 
find its culture appealing. Thus, organizations intending to retain employees need to examine 
how effective is their organizational culture and structure, from time-to-time. 
 Employees stay when they have strong relationships with their co-workers. Organizations’ 
encourage to team-building, project assignments involving work with their peers, and 
opportunities for social interaction in the job. Interactions with peers serve as an effective 
psychological function by providing emotional support against stresses of the organization’s 
socialization initiatives and uncertainties of the work setting. A workplace with supportive co-
workers tends to retain employees in the long-run.  
 
Employee Retention Strategies 
a) Employees want to be treated fairly and, just as importantly, compensated fairly. 
b) Companies must demonstrate more than the minimum obligations to people. 
c) Individuals want to understand management’s expectations so they have a clear idea of 

how their work will be judged. 
d) It is important to set measurable goals and evaluate an employee’s performance.  
e) Employees want to feel good about their jobs, have a sense of achievement, and be proud of 

their accomplishments. 
f) Individuals should be properly trained and provided with adequate materials and 

equipment to complete their jobs successfully. 
g) Employees want to work with teammates who are as enthusiastic and competent as they are 

failure to address problem employees communicates to team members that management 
view substandard performance as acceptable. 

h) While it’s important that attempts at creating a fun work, environment don’t disrupt the 
overall productivity of employees, making the job enjoyable is beneficial. 

i) By never taking time to celebrate, employees are more likely to experience elevated stress 
and burn-out.  

 
Retention Programmes 
 It is important to first pinpoint the root cause of the retention issue before implementing a 
program to address it. Once identified, a program can be tailored to meet the unique needs of 
the organization. A variety of programs exist to help increase employee retention. Career 
Development is important for employees to understand their career path within an organization 
to motivate them to remain in the organization to achieve their personal career goals. Through 
surveys, discussion and classroom instruction, employees can better understand their goals for 
personal development. With these developmental goals in mind, organizations can - and should 
- offer tailored career development opportunities to their employees. 
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 Executive coaching can be used to build competencies in leaders within an organization. 
Coaching can be useful in times of organizational change, to increase a leader’s effectiveness or 
to encourage managers to implement coaching techniques with peers and direct reports. The 
coaching process begins with an assessment of the individual’s strengths and opportunities for 
improvement. The issues are then prioritized and interventions are delivered to target key 
weaknesses. Assistance is then provided to encourage repeated use of newly acquired skills. 
 Motivating Across Generations - Today’s workforce includes a diverse population of 
employees from multiple generations. As each generation holds different expectations for the 
workplace, it is important to understand the differences between these generations regarding 
motivation and engagement. Managers, especially, must understand how to handle the 
differences among their direct reports. 
 An employee’s perception of an organization takes shape during the first several days on 
the job and continues throughout their first six months, with 90% of employees still deciding 
whether or not to stay at the organization during this time. It is in the best interest of both the 
employee and the organization to impart knowledge about the company quickly and effectively 
to integrate the new employee into the workforce. In addition, providing continual reinforced 
learning through extended on boarding over the first year can increase new hire retention by 
25%. By implementing an effective on boarding process, new hire turnover rates will decrease 
and productivity will increase. 
 Women’s Retention Programs – Programs such as mentoring, leadership development and 
networking that are geared specifically toward women can help retain top talent and decrease 
turnover costs. By implementing programs to improve work/life balance, employees can be 
more engaged and productive while at work.  
 
Factors Effecting job Satisfaction 
 Job satisfaction refers to a general attitude which an employee retains on account of many 
specific attitudes in the following areas ie., job content, individual characteristics, relationships 
outside the job. There are different factors on which job satisfaction depends, important among 
them are discussed here under 
 
Personal Factors 
 Personal factors include worker’s gender, education, age, marital status and their personal 
characteristics, family background, socio-economic background and the like. 
 
Factors Inherent in the Job 
 These factors have recently been studied and found to be important in the selection of 
employees instead of being guided by their co-workers and supervisors, the skilled workers 
would rather like to be guided by their own inclination to choose jobs in consideration of what 
they have to do. These factors include, the work itself, working conditions, influence of internal 
and external environment of job which are uncontrolled by the management . 
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Factors Controlled by the Management  
 They include the nature of supervision, job security, kind of work groups, wage 
differentials, promotional opportunities, transfer policy, duration of work and leisure motivates 
the workers and provides a sense of job satisfaction. Though performance and job satisfaction 
are influenced by different set of actors, these two can be related if management links rewards 
to performance. It is viewed that job satisfaction is a consequence of performance rather than a 
cause of it. Satisfaction strongly influences the productive efficiency of an organization where as 
absenteeism employee turn over the result of job dissatisfaction. However job satisfaction or 
dissatisfaction forms opinions about the job and the organization which results in employee 
morale. 
 
Conclusion 
 This paper concludes that employee retention can be practiced better by motivating the 
employees in the aspects of open communication which enforces loyalty among employees. 
Open communication tends to keep employees informed on key issues. The basic purpose of 
these strategies is to increase employee satisfaction, boost employee morale hence achieve 
retention. It requires understanding their needs which can drive satisfaction and high 
performance in them, and then use his knowledge to create an intrinsically motivating work 
experience, by doing this organization can become what we say in true words, retention 
worthy. 
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Abstract 
 Modern Marketing is the process that affects our lives. The concept of design the modern marketing serving our 
clients with the most innovation techniques and ideas essential in today’s competitive market success of any brand 
or product. Modern Marketing defines design the product that creates the value of through develop e technology. 
Developing plans and strategic for marketing today is the most challenging it has ever been. In this article we tried 
to examine the concept of modern marketing, role and characteristic and challenge of its usage in companies and 
firm. 
Key Words: Marketing, marketing strategic, marketing mix, modern marketing, role of modern marketing.  
Introduction 
 World is constantly changing. Creating new industries and products show this fact. A few 
years ago, speed of these changes, maybe was every couple of years or every decade, But now, 
every year or every. Month we are seeing new goods and products that in the past there was 
not any kind of them. Before 2007, nobody even thinks that one day someone will make phones 
that work with touching our hands. But Today, these phones are inseparable parts of our lives 
and without smart Phones, our lives maybe seem too hard. Emerging new products needs new 
markets and finding new markets needs new marketing that called Modern marketing. So in 
the globalization age, we need to consider the concept of modern marketing and its role and 
place at the companies And organization. 
 
What is Marketing? 
 Continuous exposure to advertising and personal selling leads many people to link 
marketing and selling, or to think that marketing activities 
Start once goods and services have been produced. While marketing certainly includes selling 
and advertising, it encompasses much more. 
 Marketing also involves analyzing consumer needs, securing information needed to design 
and produce goods or services that match Buyer expectations and creating and maintaining 
relationships with Customers and suppliers. 
 
Evolution of Marketing 
 As noted earlier, exchange is the origin of marketing activity. When people need to 
exchange goods, they naturally begin a marketing effort. 
Wrote Alderson, a leading marketing theorist has pointed out, ‘It 
Seems altogether reasonable to describe the development of exchange 
As a great invention which helped to start primitive man on the road to 
Civilization. Production is not meaningful until a system of marketing 
Has been established. An adage goes as: Nothing happens until somebody sells something. 

    MMM-MODERN MARKETING MANAGEMENT 
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Although marketing has always been a part of business, its importance has varied greatly over 
the years. The following table identifies 
Five eras in the history of marketing: the production era, the product era, 
The sales era, the marketing era and the relationship marketing era. 
 
The Evolution of Marketing 
• Production 

1. Consumers favor products that are available and highly affordable. 
2. Improve production and distribution. 
3. ‘Availability and affordability is what the Customer wants’. 

• Product 
1. Consumers favor products that offer the most quality, performance and innovative 

features. 
2. ‘A good product will sell itself’. 

• Sales 
1. Consumers will buy products only if the company promotes/ sells these products. 
2. ‘Creative advertising and selling will overcome consumers’ resistance and convince 

them to buy’. 
• Marketing 

1. Focuses on needs/ wants of target markets and delivering satisfaction better than 
competitors. 

2. ‘The consumer is king! Find a need and fill it’. 
• Relationship Marketing 

1. Focuses on needs/ wants of target markets and delivering superior value. 
2. ‘Long-term relationships with customers and other partners lead to successes. 

 In the production era, the production orientation dominated business philosophy. Indeed 
business success was often defined solely in Terms of production victories. The focus was on 
production and distribution efficiency. 
 
Example of evolution marketing 
1. Production era 
  ‘Cut costs. Profits will take care of themselves’ 
2.  Product era  ‘A good product will sell itself’ 
3.  Sales era  ‘Selling is laying the bait for the customer’ 
4.  Marketing era   ‘The customer is King!’ 
5.  Relationship marketing era 
 ‘Relationship with customers determines our firm’s Future’ 
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Core Concept Marketing 
 Marketing can be further understood by defining the core concepts applied by marketing 
managers. 
• Target market and segmentation 
• A marketer can rarely satisfy everyone in a market. Not everyone likes the same soft drink, 

automobile, college, 
And movie. Therefore, marketers start with market segmentation. 

• They identify and profile distinct groups of buyers who might prefer or require varying 
products and marketing mixes. 

• Market segments can be identified by examining 
Demographic, psychographic, and behavioral differences among buyers.  

• The firm then decides which segments present the greatest opportunity—those whose needs 
The firm can meet in a superior fashion. 
For each chosen target market, the firm develops a market offering. The offering is positioned 
in the minds of the target buyers as delivering Some central benefit(s). 
For example, Volvo develops its cars for the target market of buyers for whom automobile 
safety is a major concern. Volvo, therefore, positions its car as the safest a customer 

 Figure.1 A Simple Marketing System 
 A global industry is one in which the strategic positions of competitors in major geographic 
or national markets are fundamentally affected by their overall global positions. 
Global firms—both large and small—plan, operate, and coordinate their activities and 
exchanges on a worldwide basis. 
 
Needs, Wants, and Demand 
 The successful marketer will try to understand the target market’s needs, wants, and 
demands. Needs describe basic Human requirements such as food, air, water, clothing, and 
shelter. People also have strong needs for recreation, education, And entertainment. These 
needs become wants when they are Directed to specific objects that might satisfy the need. An 
American needs food but wants a hamburger, French fries, and a soft drink. A person in 
Mauritius needs food but wants a Mango, rice, lentils, and beans. Clearly, wants are shaped by 
one’s society. 
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 Demands are wants for specific products backed by an ability to pay. Many people want a 
Mercedes; only a few are able and willing to buy one. Companies must measure not only how 
Many people want their product, but also how many would actually be willing and able to  
buy it. 
 However, marketers do not create needs: Needs preexist marketers. Marketers, along with 
other societal influences, influence wants. Marketers might promote the idea that a Mercedes 
would satisfy a person’s need for social status. They do not, however, create the 
Need for social status. 
 
Product or Offering 
 People satisfy their needs and wants with products. A product is any offering that can satisfy 
a need or want, such as one of the 10 basic offerings of goods, services, experiences, events, 
Persons, places, properties, organizations, information, and ideas. A brand is an offering from a 
known source. A brand name such as McDonald’s carries many associations in the minds of 
people: Hamburgers, fun, children, fast food, golden arches. These associations make up the 
brand image. All companies strive to Build a strong, favorable brand image. 
 
Value and Satisfaction 
 In terms of marketing, the product or offering will be successful if it delivers value and 
satisfaction to the target buyer. The buyer Chooses between different offerings on the basis of 
which is perceived to deliver the most value. We define value as a ratio between What the 
customer gets and what he gives. The customer gets benefits And assumes costs, as shown in this 
equation: 
Value = Benefits = Functional benefits +emotional benefits 

 Costs Monetary costs + time costs +energy costs +psychic costs 
 Based on this equation, the marketer can increase the value of the customer offering by (1) 
raising benefits, (2) reducing costs, (3) Raising benefits and reducing costs, (4) raising benefits 
by More than the raise in costs, or (5) lowering benefits by less than the reduction in costs.  
A customer choosing between two Value offerings, V1 and V2, will examine the ratio V1/V2. 
She will Favor V1 if the ratio is larger than one; she will favor V2 if the ratio Is smaller than one; 
and she will be indifferent if the ratio equals one. 
 
Product Management Decisions 
 Product decisions start with an understanding of what a product is, viz., the product 
offering is not the thing itself, but rather the total Package of benefits obtained by the customer. 
This is called as the total product concept. For example, a watch from Rediff.com is not just a 
watch but one shipped within 24 hours of order and unconditionally Guaranteed. This broad 
conception of a ‘product’ is key to seeing Possible points of differentiation from competitors. 
The following chart illustrates the total product concept. 
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1. Installation 2.After-sales 3.Delivery&credit 4.Waranty 

  The ‘generic’ product is no longer sought (leave alone bought!) by the customers. It merely 
represents customer need fulfillment. The expected product represents the customers’ minimal 
purchase conditions. When such customer expectations are met, it leads to customer 
satisfaction. The augmented product represents the customers’ wish list. It leads to customer 
delight. Beyond the augmented product, lies the Potential product which represents all that this 
product can become in the future. It represents the customers’ dream. 
Characteristic of Modern Marketers 
 Two days, that modern marketing is created for responding Companies needs, it is 
important that the marketer become modern too. In this way, The person can coordinate himself 
for herself with modern marketing. Paul Christ has enumerated five characteristics for modern 
marketers. They include: 
• Basic Business Skills: Marketers are first and foremost business people who must perform 

necessary tasks required of all successful business people. These basic 
Skills include problem analysis and decision-making, oral and written communication, basic 
quantitative skills, and working well with others. 
• Understanding Marketing’s Impact: Marketers must know how their decisions will impact 

other areas of the Company and others business partners. They must realize that marketing 
Decisions are not made in isolation and that decisions made by the marketing team could 
lead to problems for others. For example, making. A decision to run a special sale that 
significantly lowers the price of a Product could present supply problems if the production 
area is not informed well in advance Of the sale (16).  

• Technology Savvy: Today’s marketers must have a strong understanding of technology on 
two fronts. First, marketers must be skilled in using technology as part of their everyday 
activities. Second, marketers must understand emerging technology and applications in 
order to spot potential. Business opportunities as well as potential threats. For instance, the 
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rapid growth of search engines requires marketers to firmly understand how these fit within 
an overall marketing strategy. 

• Needs for a Global Perspective: Thanks in large part to the Internet; nearly any company can 
conduct business on a global scale. Yet, just having a website that is accessible To hundreds 
of millions of people worldwide does not guarantee success. Marketers selling 
internationally must understand The nuances of international trade and cultural differences 
that exist between markets. 

• Information Seeker: The field of marketing is dynamic. Changes occur continually and often 
quickly. Marketers must maintain close contact with these changes through a steady diet of 
information (4). 

 
Modern Marketing Challenges: The future isn’t ahead of us. It has already happened, says 
marketing teacher Kotler. And this future which we are seeing today has brought with it many 
opportunities as well as challenges. While on The one hand globalization and liberalization 
have brought down Geographical barriers, technological advancement has made the world a 
smaller place. This has opened up immense business opportunities in the shape of the entire 
globe being one huge market; it has also posed threats to existing market share with the entry of 
foreign giants In the domestic markets. This change in the marketing environment necessitates a 
re-look at the entire marketing function and strategy. The four pillars of marketing strategy 
have, been product, price, promotion and place. However, they have acquired newer 
Dimensions in changing times (6). On the other hand, we can say, modern marketing challenges 
are the same old challenges of the marketing. So we have to manage marketing mix correctly.  
It means that our products must be related with costumers needs and they should have suitable 
price and also, we must deliver them in the right time and right place. We must care about 
selling them and their facilities. In modern marketing we have to pay attention to these four 
pillars and try to do each of them in the best way. 
 
Conclusion 
 As is mentioned, modern marketing is a new concept that represents the needs and values 
of costumers and society, not just corporate and Benefits. Companies seek their advantages and 
they do not care about basic principal that what kind of goals and values individuals and 
Societies have. Therefore, companies should be familiar with this modern and strategic 
principal and we must draw their attention to the aims and Interests of the people and not just 
company’s. It is possible by expansion of modern marketing concept and encouraging 
companies to replace it rather than the traditional way. 
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Abstract 
 An employee is valuable to its company and how much he/she is valued is directly proportional to the training, 
experience and the kind of environment he gets there and what makes the job even more exciting are the raises and 
cool perks provided by the company. Because it's not just about the shining package that you are offered initially, 
it's also about the overall development of the employee. 
 
Introduction 
 Employee benefits and (especially in British English) benefits in kind (also called fringe 
benefits, perquisites, or perks) include various types of non-wage compensation provided 
to employees in addition to their normal wages or salaries. In instances where an employee 
exchanges (cash) wages for some other form of benefit is generally referred to as a 'salary 
packaging' or 'salary exchange' arrangement. In most countries, most kinds of employee 
benefits are taxable to at least some degree. 
 
Objectives 
1. Internal equity: This refers to the pay corresponding to difficulty level of the job assigned to 

an employee. More difficult jobs should be paid more. 
2. External equity: External equity ensures that an employee is compensated equally in 

comparison to similar jobs in the labor market. 
3. Individual equity: Individual equity highlights equal pay for equal jobs, i.e. each individual 

pay is fair in comparison to others doing the same/similar job. 
 The Employee Benefit Research Institute (EBRI), an important research organization in the 
area of employee benefits, reported that, in 2007, employers spent 5 trillion on major voluntary 
and mandatory employee benefit programs. 
Impact of Employees Benefits 
 Understanding the impacts of employee benefits on how your organization can attract and 
retain capable employees is beneficial. Benefits make your organization an attractive place to 
work and can motivate employees to stay. An attractive benefits package enhances an 
organization's image as an "Employer of Choice." Benefits are non-monetary compensation, 
given in addition to salaries or wages. 
 
These Include 
• Medical and hospital insurance. This is a way of managing your health care. 
• Flexible work schedules such as flexi time, and telecommuting. This helps in your 

recruitment activities as some people may prefer this type of working arrangement. 

BEST EMPLOYEE BENEFITS COMPANIES IN INDIA– AN OVER VIEW 
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• Annual leave. Employment terms may specify minimum entitlement in a year based on 
categories and levels of positions. 

• Maternity leave. Most often legislation provides protection for female employees to prevent 
loss of their jobs. 

• Group Life insurance 
• Long-term sickness benefit 
• Sick leave and other types of leave 
• Group Personal Accident and disability insurance 
• Paid vacation which may apply either to senior managers or every employee 
• Employee Share Option Scheme. This is not cheap for employees to take advantage of. 
• Uniforms which has the added advantage of creating a sense of belonging 
• Golden handshake 
• Company cars for senior employees 
• Superannuation or contribution to a retirement plan 
 Based on the above mentioned criteria, the following companies in India offer best 
Employee Benefits. The list of companies and its benefits to the employees are listed below. 
 
Companies that offer best Employee Benefits 
1.  Google India 
 Perks: Flexible work schedule, outdoor and indoor games, massage parlors, fully equipped 
gym, and sleep pods Google India employees say that’ the environment over there is so 
outstanding they never feel like leaving the office. From a flexible work schedule to recreational 
games and a fully equipped gym, Google knows how to provide the right environment to grow 
its employees' potential. Other than that, the company also provides sleep pods (for a quick 
nap, oh my!) and an annual’ bring your children to work' day, among many other interesting 
benefits for its employees. 
2.  RMSI 
 Perks: Parenting, and relationship counseling, child psychology and self-defense 
Workshops, health initiatives, photography club, painting, acting, movie making, guitar classes, 
and sports tournaments it’s an IT services company called RMSI based out of Delhi NCR. 
Initiatives like parenting, and relationship counseling, child psychology and self-defense 
workshops, health initiatives for women for breast and cervix cancer, thyroid tests, and 
gynecological problems are some of the benefits that makers one of the best places to work for. 
Other activities include music band, photography club, painting, acting, movie making, and 
guitar classes and sports tournaments. 
3.  Marriott Hotels 
 Perks: Staff discounts and benefits at Marriott Hotels around the globe, health benefits,and 
social engagement At Marriott, they have associates and not employees! It has been only 15 
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years in India but the company has been successful in creating such a workplace where they 
'Take Care of the Associates' quite literally. 
4.  American Express 
 Perks: Smart Savings program, health benefits American Express aka Amex is one place 
where personal and professional balance of the employees is taken care of. A program called 
Smart Savings helps employees to educate themselves with their own long term savings. Other 
than that, there are several health and other benefits for pregnant women and potential leaders 
of the company. 
5.  SAP Labs India 
 Perks: 20-week long maternity and paid adoption leaves for womenWill it surprise you if 
we say that every day at SAP Labs the breakfast is prepared by the senior management of the 
company you heard that right. And for its female employees, there are20-week long maternity 
and paid adoption leaves. 
6.  Intuit Technology 
 Perks: LGBT discussions, options to return after a career break, and start new projects 
outside office Discussions related to LGBT issues are one of the things that happen at Intuit 
Technology regularly. It is called Pride Network. The company even allows women 
technologists to return after a career break and even encourage other employees to start new 
projects outside office. 
7.  Intel Technology 
 Perks: Bonus programs, health facilities, financial assistance for job-related education, 
indoor and outdoor games At Intel technology, most of their employees are given two major 
bonus programs in a yearlong with other medical, dental and vision coverage programs. 
Employees are also entitled to an annual vacation leave and financial assistance for job-related 
education programs and other coursework. Not to forget, basketball, volleyball, and fitness 
centers are other things that keep its workforce healthy. 
8.  Wipro 
 Perks: Paid holidays, maternity benefits, and counseling sessions carefree campus and a 
friendly environment along with professional and personal grooming is what defines the life of 
a Wipro employee. With paid holidays, maternity benefits with extended leave of absence and 
vacation, and counseling sessions, incentives at Wipro are abundant. 
9.  Hindustan Unilever 
 Perks: Health and hospitalization insurances, a mediation room, yoga classes, a library and 
low-cost quality education at Aditya Birla Schools for employees' children Apart from health 
insurances and hospitalization insurances, Hindustan Unilever provides its employees with 
other recreational activities like a mediation room, yoga classes and a library in office itself.  
The company also provides quality education at Aditya Birla Schools at nominal cost for their 
kids. 
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10.  Canon 
 Perks: Annual health checkups and camps, and accident insurance for employees as well as 
their family members Canon is one company which provides annual health checkups and 
camps, and accident insurances, not just to their employees but also to their parents, spouses 
and children. 
11.  Bharti Airtel 
 Perks: Flexible work hours, day care and grocery centers, fitness and spa facilities, and  
6 Months leave for personal and education purposes From flexible work timings and flexibility 
to work from home, to working from a far-off locations and even part time for specified periods 
of time, Bharti Airtel does everything to get maximum productivity from its employees. Other 
benefits include day care and grocery shopping centers, fitness and spa facilities and 6 months 
leave for personal and education purposes. 
12.  HCL Info systems 
 Perks: HCL's key highlight is their Employee First program At HCL, employee satisfaction 
holds as much importance as customer satisfaction. The company maintains this balance 
through their 'Employee First' program where the prime focus is on anything that the employee 
needs. Support, Knowledge, Recognition, Empowerment, and Transformation are five 
important things that are taken care of during the program. 
13.  Standard Chartered Bank 
 Perks: Day care center, Happy Fridays, health benefits and insurance Here, the employees 
are only required to work five-days a week unlike other banks in India. Thebank has a day care 
center called Colour of Joy to facilitate women employees. Apart from that, there are Happy 
Fridays; that one Friday of the month when a fun activity is held in the office. 
14.  Make My Trip 
 Perks: Social engagements with NGOs, theme day, rock band performances, sports activities 
and health benefits At Make My Trip, employees are given a chance to engage in various social 
as well as fun activities. Theme day, rock band performances, sports activities are some 
interesting incentives that their employees get apart from basic medical facilities. 
15.  Kodak Mahindra 
 Perks: Bollywood and Hollywood movie screenings, annual family days, indoor and 
outdoor games, and yoga Apart from basic employee and medical facilities, Kodak Mahindra 
has got some really cool benefits for its employees. From mass screenings of Bollywood and 
Hollywood movies and annual family days to indoor and outdoor games, yoga and 
naturopathy, this company is among the best ones to work. 
 
Conclusion 
 At present, Company has been offering workplace benefits as part of an employment 
package which is a differentiator that can increase employee productivity and loyalty.  
The study revealed that in both job satisfaction and loyalty when employees are satisfied with 
their benefits. Hence, benefits are a key reason many people choose to work for a particular 
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employer and continue to do. Employers may find that, some benefits of interest are already 
offered, or on the radar, such as flexible working benefits, access to financial advice or products 
supporting financial security like income protection. Latterly Employee benefits can lead to 
more engaged, loyal and productive staff. They also offer businesses a way to differentiate 
themselves and become an employer of choice. 
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Abstract 
 The study focuses on the Tribal Entrepreneurs in Senapati District, Manipur.Tribal Entrepreneur basically 
meant a person who is essentially from a tribal background and working in some form of commercial or semi- 
commercial enterprise. Entrepreneur is a person who organizes, operates and assumes the risk for business venture. 
The North East Region (NER) of India is endowed with huge untapped natural resources which if utilized NER 
would be transform into a commercial hub and a tourist paradise. Senapati is one of the Districts in Manipur where 
most of the people are scheduled tribes and they generally depend on natural resources like the forest products and 
agricultural activities for their livelihood. The idea of entrepreneurship is not very much in their blood where it is 
evident that there is a big gap between the tribal and other communities when it comes to business establishment. 
The Purpose of this paper is to study the socio-economic background and their awareness on skill development 
training programmes and the types of support from the Government in setting up the enterprises. The study also 
deals with their problems faced by the entrepreneurs in starting their enterprises and running them. 
Key words: Tribal, Entrepreneurs, Entrepreneurship, EDP.  
Introduction 
 India is a country of villages. At one point of time Mahatma Gandhi said that to have a 
developed country it should start with the village level development. About three fourth of 
India population are living in rural areas out of which 75% of people depend their livelihood on 
agriculture alone. The tribal people are mainly dependent on agriculture and forest product for 
sustaining their living. The tribal people at this juncture need an appropriate policies and 
programs for skill development, as it plays a dominant place in development especially among 
the youth so that the tribal are trained in a manner that they are capable of managing their 
natural resources in their areas and become an entrepreneur instead of depending on the 
government for job. 
 One of the greatest challenging factors the government of India has been facing ever since 
its independence is the proper provision of social justice to the Scheduled Tribe people. 
Scheduled Tribes and Scheduled Caste constituted the weakest section of India population from 
all factors ecological, economic and educational angles. Though the tribals are the sons of the 
same soil and the citizen of the same country they are often forgotten due to their inability to 
access to the government programmes because of their ignorant or lack of communication as 
they are born and brought up as the children of the nature. When we look from the history of 
our country tribals are been subjected as to one of the worst type of social exploitation and they 
are practically deprived of many Civic facilities and are isolated from the modern and civilized 
way of living. To increase the Standard of the tribal, entrepreneurship will be the solution to 
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solve the problem as the government of India has been continuously assigning importance and 
support for the promotion and growth of rural entrepreneurship. 
 Entrepreneur in simple language it is a person who creates his own business, organizes, 
operates and share the risk of business. It is person who perceives an idea and brings together 
man power, material and arranges necessary capital needed for business. Entrepreneur is 
presently at the crest of popularity increasing number of educated youth are getting attracted to 
the field of entrepreneurship and starting new ventures. There are various school of 
management where they have realized and more focused are given in the field as the market is 
very competitive the youths needs to be train in their traits and attitudes should be developed 
making them responsible for preparing business plans seek financial help from different 
financial institution and make them able to run business on profitable lines.(Vohra, 2006) 
 So we can say that entrepreneur is a person who takes risk for establishing a new venture or 
business in order to create utility for the welfare of human being as well as for himself or 
herself. She or he is always a person who seeks out opportunities and takes on challenges. 
Promoting entrepreneurship is essential in order to enable youth to productively contribute to 
India’s economic development. About 50% of the labor force is currently self-employed. In 
order to generate the employment facilities, sustainable self-employment and entrepreneurship 
opportunities, it is essential that the tribal people get access to training, innovator support so as 
to develop and execute their ideas and also to finance their ventures. 
 
Definition of Entrepreneurs 
 The scope and definition of entrepreneur will continue to change and evolve with global 
economic, social, and political changes although there are a number of definition accepted 
generally but when we examine closed each definition vary in focus and scope, and there is no 
official definition of entrepreneurs. Adam Smith: “Entrepreneur is a person who provides 
capital without taking active part in the leading role in an enterprise”. 
 Richard Cantillon: “All persons engaged in economic activity are entrepreneurs.”  
 J.B.Say: “Entrepreneur is a person endowed with the qualities of judgment, perseverance 
and knowledge of the world as well as of the business”. 
 J.A. Schumpeter: “A person who introduces innovative changes is an entrepreneur and he is 
an integral part of economic growth” 
 
Theories on Entrepreneurs 
 There are many different opinions among economists and social scientist on entrepreneur’s 
role and its character for social and economic development of a country. Most of the confusion 
comes due to different variety of definitions at different stages of development. Schumpeter 
was probably the first scholar to theorize about entrepreneurship and the field owed much to 
his contributions. He argued that the innovation and technological change of a nation come 
from the entrepreneurs, or wild spirits. 
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 However attention has been made by Mark Cass on to put the whole approach into two 
categories, namely ‘Functional approach’ and Indicative Approach’ while the functional 
approach specifies some functions of entrepreneurs, the indicative approach provide some 
description of an entrepreneur by which we can identify a person. 
 Cantillon’s (1755) theory does not view the entrepreneur as a production factor as such. But 
an agent that takes on risk and thereby equilibrates supply and demand in the economy in a 
neo-classical framework, this function resembles that of the optimizing residual claimant e.g. 
the business owner who rents labor and capital from worker and land owners in a world of 
uncertain demand or production. 
 
Historical Usage of Entrepreneurs 
 The Industrial Revolution can be cited as the single big reason for the emergence of the 
entrepreneur. A class of capable industrial leaders who are from a wealthy trading class of the 
17th and 18th century organized themselves the functions of the capitalist, financier, manager, 
merchant and salesman. Thus entrepreneur was emerged as a result of their activities and the 
later part of the 19th and 20th century made entrepreneur as the fourth factor of production. 
 Nicholas Kaldor has observe that the Industrial Revolution was the result of “the 
displacement of production units governed by traditionalist outlook by business enterprises led 
by men who found risk taking and money making their chief interest in life”. Entrepreneurs in 
India took a long way due to the Britishers who suppressed and forces out of business accept 
for the Marwari’s who are allowed to become a prominent in a diversified industrial economy. 
 The word entrepreneur is perceived and defined by society has changed several times over 
the last few centuries. In the Middle East Europe, the term entrepreneur is describes as both an 
actor and a person who managed large production projects. Later in the seventeenth-century 
Europe, an entrepreneur began to be regarded as a person bearing risks of profit or loss in a 
fixed contract with the government. 
 
Entrepreneurial Agencies in India 
 An entrepreneurial agency helps in removing unemployment, promotion of small scale 
units, and development of industries. Entrepreneurial agencies with proper training can give 
confidence to the entrepreneurs and make them to face and Challenge problems as 
understanding the importance of entrepreneurs they can create more jobs for the 
unemployment by partnering several expert bodies such as institutes, financial firm etc. to 
foster and support all kinds of entrepreneurship program funding and other facilities needed to 
become an entrepreneur. In India efforts to promote and develop entrepreneurship among the 
youth began with industrial campaign since 1960s it has taken the form of a nationwide 
movement. The Government of India runs several schemes and programmes to train and 
finance entrepreneurs. The Prime Minister’s Employment Generation Programme (PMEGP) 
administered by Ministry of Micro, Small and Medium Enterprises (MoSME) is one of the 
largest credit-linked subsidy schemes. It provides finance towards the set-up costs of 
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entrepreneurial ventures in the manufacturing and services sectors. The National Rural 
Livelihoods mission (NRLM) of the MoRD runs programs to promote self-employment in rural 
areas, which has significantly enhanced availability of capital for productive purposed in rural 
areas. Rural Self-employment training Institute (RSETIs) is playing an important role in 
providing training for self- employment. Here are some of the entrepreneurial agencies that 
promote entrepreneurship in India are the following. National Institute of Micro, Small and 
Medium Enterprises(NIMSME) Hyderabad, AP. National Institute for entrepreneurship and 
Small Business Development (NIESBUD), Noida, UP , Indian Institute of Entrepreneurship (IIE) 
Guwahati, Assam. National small Industries Corporation Ltd. (NSIC). New Delhi. HO. Delhi 
and Hyderabad Technical services Centers. 
 
Types of Entrepreneurs 
1. Innovative entrepreneurs: Innovative entrepreneurs are innovative in their approach to 

business and introduce new products, new production methods, or discover new markets or 
new forms of organization in their enterprise 

2. Imitative or adoptive entrepreneur; entrepreneurs belonging to this category imitate 
products, production methods, and new forms of organization in their enterprise.  
This category of entrepreneurs can be found especially in developing and underdeveloped 
countries partly due to lack of investment in research and development. 

3. Fabian entrepreneur: Fabian entrepreneur are not proactive in nature and do not respond 
very much to changes in the environment. Instead, they change only when there is a threat 
to the existence of their enterprise. 

4. Drone entrepreneurs: Drone entrepreneurs are conservative and complacent in nature and 
like to maintain the status quo. These entrepreneurs may incur losses and have to close 
down their enterprises. 

 
Tribals  
 Tribal are generally groups with a primitive age lifestyle (although some exceptions exist) 
with their own beliefs, culture, and customs and sometimes with their own language. Their 
identity is determined by culture and lineage rather than by geography. According to Census 
2011 held in February 2011 Scheduled tribe population in India is 8.6 per cent, 
 According to Oxford dictionary tribes means “A social division in a traditional society 
consisting of families or communities linked by social, economic, religious, or blood ties, with a 
common culture and dialect, typically having a recognized leader”. 
 Ralph Linton: ‘Tribe is a group of band occupying a contiguous territories or territory and 
having a feeling of unity deriving from numerous similarity in a culture frequent contacts and a 
certain community of interest’.  
 D.N Majumder defines tribe as a social group with territorial affiliation, endogamous with 
no specialization of functions rules by tribal officers hereditary or otherwise, united in language 
or dialect recognizing social distance with other tribes or castes.  
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 When we look at the northeastern part of India we come across many tribal populations 
mostly belonging to the Mongoloid race and speak languages belonging to the Tibeto - Chinese 
family. The state of Manipur has five hill districts which occupy a total geographical area of 
22,327sq.km with a population of 21, 66791. The ST constitutes 34.41% of the state population. 
There are 34 recognized ST communities in the State.Senapati is mostly settled by the tribal 
communities who have all the characteristic of a tribe.According to census 2011 about  
78.9 percent of Senapati District is Tribals. They have different culture, traditions and follow 
different customs and rituals in their own tribes. The district is inhabited mostly by the tribal 
who have practices their own culture and traditions. Here are the names of tribes in Senapati 
District Mao, Maram, Thangal, Poumai, Zemai, Liangmai, Rongmai, Tangkhul, Thadou, 
Vaiphai, Chothe, Chiru, and Maring who are habitants in this district. 
 
Study Area 
 North East India is a storehouse of natural resources but off late, it has also been emerging 
as a land of entrepreneurs. The region has a rich entrepreneurial talent which needs to be 
exploited by providing such talents with the requisite financial and non-financial aid. India is 
continuously battling against a social problem of unemployment since many years and the 
government has introduced many innovative programs to tackle this problem. One of the most 
important key to solve these issues would be engaging people and encouraging them to go for a 
self-employment and become entrepreneurs. Manipur is a state situated in Northeast region of 
India. Imphal is the capital of Manipur. Late Pandit Jawaharlal Nehru gave a fitting tribute to 
Manipur beauty as the “jewel of India” as it is richly endowed with natural beauty and 
splendor. Home for Sangai, a rare species of deer and Siroi Lily, the only terrestrial lily grown 
on the hill top of Siroi Hill. 
 The state of Manipur sheared its boundaries with Nagaland in the North, Mizoram to the 
south, Assam to the west and it also sheared an international boundary to the east with 
Myanmar. It is call the Gate way to the east where it connect Myanmar and onward to 
Thailand and as far as Singapore which enable Manipur to have a good trade connection with 
the outside world. The Senapati District is located in the northern part of the state of Manipur.  
It is bounded on the east by the Ukhrul District; on the west by Tamenglong District; on the 
north by the Phek District, state of Nagaland; and on the south by the Imphal East and Imphal 
West Districts. The District is at an altitude varying from 1061 m to 1788 m above sea level.  
The hills run along the north south direction and gradually slope down towards south and meet 
the Imphal Valley. 
 When we look in the agricultural factor, 66.43% of the land area is covered by forest while 
the rest 20% are utilized for cultivation. Rice, Maize, Potato, Cabbage and cereals are the major 
producers of the district. Agriculture is the main occupation of the people and terrace 
cultivation is generally practice by the people. According to the 2011 census Senapati district 
has a population of 479148. The average literacy rate of Senapati district is 63.60 that produce 
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lots of educated person especially the youths but the lack of employment is the major problem 
in this district. Looking to the youths of the district one can clearly observe that many of the 
youth are moving away from the main stream of life as they are engaging themselves into anti-
social groups and bring disturbance to the society. 
 
Entrepreneurship in Manipur 
 The Government of India had formulated many schemes and programmes for the 
encouragement of entrepreneurs in the country. There are many financial agencies rendering 
their services for the tribal people like the Central Government, State Government, various 
institutions like the North East Council (NEC) Commercial bank, co-operative bank, NABARD 
and NGOs. Manipur is one of the northeastern states where there is hardly any factories or 
industries which could generate a large number of employments. We can find so many educate 
unemployed people in the state looking out for a suitable job to earn a living for themselves. 
The Government and Non-Governmental organization have made several programmes, 
schemes and project to encourage the tribal to trained and become successful entrepreneurs.  
But the question is whether this Government Programmes and Schemes are implemented 
properly to the beneficiaries as most of the tribal people are far from the district headquarters. 
We see many educated youth going into the anti-social activities and disrupting the 
development. It is high time for the Government and Non-Governmental organization to look 
out for the alternative way to reach them and encourage them to take up various trades that 
would be beneficial for the society. 
 The forest occupies a central position in tribal culture and economy. It is ironical that the 
poorest people of India are living in the areas of the richest natural resources of our country.  
But due to lack of exposure to the outside and lack of education and other basic facilities the 
tribal people are unable to come out of their areas and develop themselves. Moreover the 
government agencies never reach the areas as a result there is a big gap between the tribal and 
the other communities living in other urban areas. The literature, available in mostly 
governments reports and more often than not studies by administration involved in 
formulation of policies for its implementation. There is a need for many more studies on rural 
entrepreneurship because of variations in geographic, social, cultural, political and economic 
conditions from state to state and from region to region within a state. There is also need to 
throw light on the factors that motivate the rural micro entrepreneurs to establish their units. 
 
Methodology of the Study 
 The Purpose of this paper is to study the socio-economic background and their awareness 
on skill development training programmes and the types of support from the Government in 
setting up the enterprises. The study also deals with their problems faced by the entrepreneurs 
in starting their enterprises and running them. The researchers used descriptive and qualitative 
methods for the study. There were 25 leading entrepreneurs interviewed in Senapati District. 
The researchers interviewed 5 staff from the District Industrial Corporation (DIC), Senapati and 
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a faculty member of Indian Institute of Entrepreneurship (IIE), Guwahatifor studying the 
entrepreneurial trainings and financial support to the tribal entrepreneurs. The observation 
method was also used to cover the objectives of the study. 
 
Major Observations and Findings 
• The researchers after the study found out that the majority of the tribal entrepreneurs are 

from the low income family members who started their business with the help of their 
family members.  

• Many of the tribal entrepreneurs are facing financial problems during the start of their 
enterprises as they are unable to avail the financial help from any other sources. 

• Majority of the tribal entrepreneurs are lacking in the management skills like accounting, 
business management, marketing etc. 

• Some of the entrepreneurs have been running their enterprises without any training. 
• A few of the entrepreneurs said that governmental schemes are given only to the known 

person of the agencies. 
• Tribal entrepreneurs who are dealing with the tribal products faced tough competition from 

the outside market thus discouraging them to carry on their enterprise. 
• Most of the tribal entrepreneurs are into traditional occupation like weaving, handicrafts 

selling forest products. 
• Marketing facilities are not available to sell their products. 
• Many of the training programmes are not advertised or published in paper therefore they 

are unable to join the training programme. 
• The training programmes are conducted only in the district Head Quarters which makes the 

remote people difficult to attend. 
• The training cost in IIE Guwahati is too high for beginners and the distance is too far from 

Senapati. As a result none of them attended entrepreneurship training programme in IIE. 
• It is found out that most of the entrepreneurial activities are carried out and supported by 

the family members. 
• Many of the entrepreneurs buy the raw materials for their enterprise from Moreh, which 

shares International boarder with Myanmar. It is observed that the price of the raw 
materials is very low. 

• It is observed that very few availed loan from the nationalized banks due to formalities and 
long process.  

 
Conclusion 
 When we look into the growth and development of tribal entrepreneurs in Manipur 
especially the district of Senapati we see that it has a long way to go and become a flourishing 
area. The tribals in this area although rich in many natural resources but is unable to utilized 
due to lack of training in skill for development. Therefore it’s a high time for the government to 
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look out for some alternative way to reach these tribal communities especially the youths so 
that they can help in building a wealthy society instead of been a burden for the society.  
More awareness programmes and skill development should be conducted in the village level 
areas for the younger generation to build a better and develop society. 
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Abstract 
 In the modern era, money plays a vital role in everyone’s life. In order to overcome financial problems in future, 
people do investing their money in various alternative investments. Their savings are invested in various assets on 
the basis of perceived risk, returns, safety, liquidity, marketability, payback period, tax benefit, higher capital gains 
etc. Traditionally, men have knowledge, experience and responsibility in taking investment decisions. Presently, 
either independently or jointly women also take an active part in taking investment decisions. This study attempts 
to analyze the gender differences in taking financial risk. Differences in characteristics between men and women are 
identified as one of the reasons for the gender difference in risk taking decision. Another reason perceived is that, 
women make more conservative decision in financial markets than men. Perception of women differs from men. 
 
Introduction 
 In the modern era, money plays a vital role in everyone’s life. In order to overcome financial 
problems in future, people do investing their money in various alternative investments. 
Investment decision is an important factor for every individual. Not all the investment give 
profits at times, investors not always take correct decision. Sometimes, decision taken by the 
investors may go wrong. Normally, decision relating to investment vest with male. Now a day, 
female also take an active part in the investment decision. Perception of every person differs 
from each other. In the same way, perception of men may also differs from women. There were 
more number of research conducted to study the gender differences in investment decision 
taken by investors. All those study shown that investment decision taken by gender investors 
differs on their perception. Previous study says that men are likely to invest in risky investment 
and women are more conservative and less confident to invest in risky investment. Women 
tend to be risk averse than men and women have less confidence in their financial knowledge 
than men. 
 
Need for Study 
 Traditionally, financial decision making was in the hands of men and wife accept whatever 
the decision taken by husband. As the day passes on, the percentage of women entering into the 
education field increasing at a higher rate, which helps them to make involve in a financial 
decision jointly with husband or individually. As women take an active part in financial 
decision making, the question has raised and paved a platform to the researcher to study the 
gender differences of investment decision related to any investment. There is a more scope for 
the researcher to make a study on this topic. 
 

IMPACT OF GENDER DIFFERENCES ON INVESTMENT DECISIONS IN 
RELATION TO FINANCIAL MARKET INSTRUMENTS – A STUDY  

WITH SPECIAL REFERENCE TO CHENNAI CITY 
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Objective of the Study 
• To study the impact of gender differences on the investment pattern of investors in 

Financial Markets. 
• To study whether the demographic factor, Marital Status of the investors influence in their 

selection of Financial Market Investment alternatives. 
 
Research Methodology 
 The sample size of this study is 200. The questionnaire has been distributed and collected 
from the respondents who have invested in the financial instruments. 
 
Limitations of the Study 
 This survey has been taken from the respondents who have invested in financial market 
instruments. This study was conducted in Chennai city only. 
 
Review of Literature 
 Heena Kothari, study has analysed the preferred investor’s behaviour towards investment 
avenues in Indore city. In addition to this, the study analysed the perceptions of different age of 
investor on investor behaviour in selection of any investment avenue. 
 Dr.D.Harikanth, B.Pragathi, study analysed the role of behavioural finance in investment 
decision making in Andhra Pradesh district. While taking decisions investment investors do not 
act wisely. They do have certain weaknesses like cognitive and emotional which takes a 
predominating role in taking investment decision of individuals. They have behavioural biases 
while taking investment decision. 
 Nizamettin Bayyurt, Vildan Karışık and Ali Coşkun research paper attempts to explore how 
women and men differ in their individual investment preferences. This is the empirical study 
exploring the investment behaviour of women and men by focusing on an emerging country, 
Turkey. In order to find out how investment preferences of men and women differs towards six 
investment tools, namely, gold, foreign currency, funds, common stocks, real estates, and time 
deposits. 
 
Analysis and Interpretation of Data 

 
Table 1 Gender Profile of Investors 

Gender Frequency Percentage Valid Percent Cumulative Percentage 
Men 122 61 61 61 
Women 78 39 39 100 
Total 200 100 100    Table 1 depicts the gender profile of the investors. Out of 200 respondents, 122 are men 

investors and 78 are women investors i.e. 61% of them are men investors and 39% of them are women investors.  
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Table 2 Financial Market Instruments* Cross Tabulation: Gender 
Financial Market Instruments Men Women 

Frequency Percentage Frequency Percentage 
Initial public offering (Primary Market) 43 35.24 14 17.94 
Shares (secondary Market) 71 58.19 35 44.87 
Mutual Funds 54 44.26 41 52.56 
Equity Derivatives (Futures & options) 54 44.26 31 39.74 
Currency Derivatives 20 16.39 15 19.234 
Debt Instruments 59 48.36 41 52.56 
Certificate of Deposits 22 18.03 15 19.23 
Exchange traded fund 31 25.4 38 48.71 
Bullion (Gold, Silver& Diamonds) 46 37.7 21 26.92 
 Table 2 depicts the investment made by the men and women investors in Financial Market instruments. Most of the men respondents of 58.19% invested in Shares (Secondary Market), 
followed by 48.36% of them invested in Debt instruments, followed by 44.26 in Mutual Funds and Equity derivatives, followed by 35.24% in Initial Public Offering (Primary Market) and least 
investment made by men investors in Certificate of Deposits. Most of the women respondents of 52.56% invested in mutual funds and debt instruments, followed by 48.71% in exchange traded funds, followed by 44.87% in shares (Secondary market) and the least investment made by women investors in initial public offering (Primary Market).  
 

Table 3 Annual Income of Investors 
Annual Income Men Women 

Frequency Percentage Frequency Percentage 
< Rs.2 Lakhs 29 23.77 11 14.1 
Rs.2,00,001-Rs.5,00,000 54 44.26 17 21.79 
Rs.5,00,001-Rs.10,00,000 23 18.85 22 28.2 
> Rs.10,00,000 13 10.66 14 17.94 
No Income 3 2.46 14 17.94 
 Table 3 depicts the annual income of the investors. Out of 122 men respondents, 54 men respondents falls under the income category of Rs.2,00,001-Rs.5,00,000, followed by 29 
respondents falls under the income category of below Rs.2 Lakhs. Most of them falls under the category of Rs.2,00,000 to 5,00,000. Out of 78 women respondents, 22 women investors falls 
under the income category of Rs.5,00,001-Rs.10,00,000 followed by Rs.2,00,001-Rs.5,00,000. Respondents of 3 men and 14 women doesn’t falls under any category, comes under the 
occupation category of retired and home maker. 
 

Table  4 Knowledge about Financial Market* Cross Tabulation: Gender 
Knowledge about Financial Market* Cross 

Tabulation:  
Gender 

Total Men Women 
Frequency Percentage Frequency Percentage 

Knowledge about Financial Market Below Average 22 18.03 17 21.79 39 

Gender 
Average 48 39.34 26 33.33 74 
Good 47 38.52 29 37.17 76 

Excellent 5 4.09 6 7.69 11 
Total 122 100 78 100 200 
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 Table 4 shows the percentages and frequencies of investor’s knowledge about the Financial 
Market. 39.34% & 38.52% of the men respondents have an average and good knowledge about 
Financial Market, followed by 18.03% of them have a below average about Financial Market. As 
in case of women respondents most of the women (37.17%) have good knowledge about the 
Financial Market, followed by 33.33% of them have average knowledge about Financial Market. 
While comparing men with women, women have less knowledge about the Financial Market 
than men.  
 
Hypothesis: 
 Ho: There is no significant difference between Investment Alternatives and Marital Status 
with respect to gender. 
 H1: There is a significant difference between Investment Alternatives and Marital Status 
with respect to gender. 
 

Table 5Financial Instrument* Gender * Marital Status 
Marital Status Gender Total Men Women 

Unmarried Financial Instrument 0 32 13 45 
1 12 2 14 

Total 44 15 59 

Married Financial Instrument 0 47 51 98 
1 31 12 43 

Total 78 63 141 
 

Table 5.1Chi-Square Tests 
Marital Status Value D.F Asymp. Sig.  

(2-sided) 
Exact Sig. (2-
sided) 

Exact Sig. 
(1-sided) 

Unmarried 

Pearson Chi-Square 1.201a 1 .273   
Continuity Correctionb .554 1 .457   
Likelihood Ratio 1.312 1 .252   
Fisher's Exact Test    .483 .234 
Linear-by-Linear Association 1.181 1 .277   

Married 

Pearson Chi-Square 7.043c 1 .008   
Continuity Correctionb 6.100 1 .014   
Likelihood Ratio 7.257 1 .007   
Fisher's Exact Test    .010 .006 
Linear-by-Linear Association 6.993 1 .008   

 Table 5.1 shows the Chi Square value of p 0.273 which is more than 0.05 at 5% level of 
significance which means the null hypothesis is accepted and the alternative hypothesis is 
rejected. Hence, there is no significant difference between Financial instrument and Unmarried 
with respect to gender. 
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 Table 5.1 shows the Chi Square value of p 0.008 which is less than 0.05 at 5% level of 
significance which means the null hypothesis is rejected and the alternative hypothesis is 
accepted. Hence, there is a significant between financial instrument and Married with respect to 
gender. 
 
Findings 
• Out of 200 respondents, 122 are men investors and 78 are women investors i.e. 61% of them 

are men investors and 39% of them are women investors. 
• Most of the men respondents of 58.19% invested in Shares (Secondary Market), followed by 

48.36% of them invested in Debt instruments, followed by 44.26 in Mutual Funds and 
Equity derivatives. Most of the women respondents of 52.56% invested in mutual funds and 
debt instruments, followed by 48.71% in exchange traded funds, followed by 44.87% in 
shares (Secondary market) and the least investment made by women investors in initial 
public offering (Primary Market).  

• When comparing men with women, women have less knowledge about the Financial 
Market than men. 

• There is a significant between Financial instrument and Married with respect to gender and 
there is no significant difference between Financial instrument and Unmarried with respect 
to gender. 

 
Conclusion 
 From the analysis and findings, this study concluded that most of the men invested their 
income in riskier investment. Also women invest their funds in riskier investment but compare 
with men it is too less of women’s investments in riskier investment. As because women are 
careful and cautious, most of their investment in public and private sector and men are ready to 
take risk after completing a sufficient research most of the men invest income in private and 
public sector. Men and women investors are significantly differs, similarly, the gender of the 
investors has greater impact on them in their decision towards investing their funds on 
alternative investments. 
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Abstract 
 This paper says importance of knowledge and it shows the several dimension of knowledge management such as 
strategy, organisation, culture, organizational process, management and leadership, technology and politics. It says 
barriers and the value of knowledge. Researcher use exploratory research collects the information through internet 
and use different article to collect the different strategies of knowledge management. Finally says the own conclusion 
of the researcher as knowledge management is the leveraging present and future value of knowledge is an asset. 
Keywords: Strategy, Organisation, Culture, Technology, Barriers, Leveraging and Future value.  
Introduction  
 Knowledge management is sharing of information from right person at right time. Every 
individual play an important role in knowledge management by personal life as well as 
commercial life without sharing knowledge individual is developed, if that individual does not 
develop group cannot be developed. If the group does not develop an organisation can not be 
developed. If the organisation does not develop the state cannot be developed. If the state does 
not develop, the nation cannot be developed. So each and every individual the knowledge 
management is very essential. So for any institution or organisation the knowledge 
management is an asset. 
 “Know what,” knowledge specifies what action to take when one is presented with a set of 
stimuli. For instance, a salesperson that has been trained to know which product is best suited 
for various situations has a “know-what” level of knowledge. The next higher level of 
knowledge is “know-how” knowing how to decide on an appropriate response to a stimulus. 
Such knowledge is required when the simple programmable relationships between stimuli and 
responses, which are the essence of “know-what” knowledge, are inadequate. The highest level 
of knowledge is “know-why” knowledge. At this level, an individual has a deep understanding 
of causal relationships, interactive effects and the uncertainty levels associated with observed 
stimuli or symptoms. 
 
Review of Literature 
 Funmilola Olubunmi Omotayo (2015), the paper is able to demonstrate that knowledge 
management is a key driver of organisational performance and a critical tool for organizational 
survival, competitiveness and profitability. Therefore creating, managing, sharing and utilizing 
knowledge effectively is vital for organisations to take full advantage of the value of 
knowledge. 

A STUDY ON KNOWLEDGE MANAGEMENT 
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 John Girard, JoAnn Girard (2015), the collection of definitions highlight the truly 
multidisciplinary nature of knowledge management. The initial analysis revealed the four most 
common verbs were use, create, share, and manage. The most common nouns were knowledge, 
process, organization, and information. 
 
Objectives of the study 
1. To study the dimension of Knowledge management.  
2. To know about the outcome of knowledge management. 
3. To know how to generate the value through KM. 
4. To know the barriers of knowledge management. 
 
Research Methodology 
 This research is deals with the main aim of researcher is to find out the important of 
knowledge management apply the exploratory research design. 
 
Exploratory Research 
 The exploratory approach attempts to discover general information about a topic that is not 
well understood by the marketer. For instance, a marketer has heard news reports about a new 
Internet technology that is helping competitors but the marketer is not familiar with the 
technology and needs to do research to learn more. When gaining insight on an issue is the 
primary goal, of exploratory research. 
Collection of Data 
 Primary data: The study is mainly supported by primary data. Which was collected from 
journals, articles and websites. 
 

Needs of the Study 
 Knowledge management are looking to strengthen your strategy, there is one vital formula 
Knowledge Management + Reality + Expectation = Satisfaction. It important to sit down with the business leaders in order to define what they expect from knowledge management. For this 
you need to take into consideration the company´s objectives and strategy (reality). Expectations then need to be translated to objectives and this in turn will become your action 
plan. The future of KM are four forms of technology such as Cognitive technology, Robotics, Artificial Inteligence, 3D printing 
 
Dimension of Knowledge Management 
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 Strategy: Knowledge management strategy must be dependent on corporate strategy. The 
objective is to manage, share, and create relevant knowledge assets that will help meet tactical 
and strategic requirements. 
 Organizational Culture: The organizational culture influences the way people interact, the 
context within which knowledge is created, the resistance they will have towards certain 
changes, and ultimately the way they share (or the way they do not share) knowledge.  
 Organizational Processes: The right processes, environments, and systems that enable KM 
to be implemented in the organization. 
 Management & Leadership: KM requires competent and experienced leadership at all 
levels. There are a wide variety of KM-related roles that an organization may or may not need 
to implement, including a knowledge managers, knowledge brokers and so on.  
 Technology: The systems, tools, and technologies that fit the organization's requirements 
properly designed and implemented. 
 Politics: The long-term support to implement and sustain initiatives that involve virtually 
all organizational functions, which may be costly to implement both from the perspective of 
time and money and which often do not have a directly visible return on investment. 
 
Barriers  
 Barriers in Technology: High-end and elegant software solutions could make life easier in 
many regards. Software for data interchange, archiving, information sharing, communication, 
work flow management and so on could be quick and easy solutions to restructuring 
knowledge management. 
 Barriers in Content: To collect content for the knowledge inventory can be hard work no matter 
where in the world you are. Transforming implicit knowledge into explicit information is an activity in 
which special skills and often creativity are needed. Some communication and information processes are 
very difficult to describe. Few possible content e.g. a description on how to gain special and restricted 
information, could even be illegal or against organisational rules. 
 Barriers in Routines and Procedures: Some processes and procedures that are only claimed 
to exist, e.g. regular departmental meetings. In addition, work plans or strategy and progress 
papers may only represent ideal situations that have no link to reality 
 Barriers in Organisation: A knowledge-sharing culture in an organisation that is badly role 
modelled by those highest in the organisation hierarchy can hinder knowledge management. 
High ranking staff may consider themselves to be more important than others manifesting in 
not sharing information. 
 Barriers in Personnel: Some of those personnel will not admit to this lack of skills. When it 
comes to working on an online questionnaire, for example, some staff do not differentiate 
between phrasing aspects, how different questions are formulated, and technological aspects, 
how the submission of the answers will work electronically. Thus, people responsible for 
technologies feel the pressure of working on enhancement of content and phrasing.  
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Non-cooperative attitudes of line management and colleagues lead to stagnation, resignation 
and avoidance of the active search for information. 
 
Outcomes for Knowledge Management 
 When cooperating can be a challenge in international and intercultural contexts, advising on 
knowledge management can be a challenge as well. How to support managing knowledge if the 
knowledge manager could be excluded by different barriers from this knowledge? Thus, not 
each and every KM activity may result in visible or direct outputs. The output may be implicit 
and not measurable, e.g. a rise of the awareness on knowledge management. The knowledge 
manager may not even realize how many changes he or she has triggered. The performed 
activities of KM in the organisation under consideration sometimes ended up to be isolate. 
However steps forwards were performed. For the involved co-workers the acquainted 
knowledge will be sustainable, for the organisation the sustainability of the per-formed KM 
activities can be achieved if the activities will keep on being executed regularly, even if staff is 
changing, like e.g. updates in the intranet. 
 
Values  
 The knowledge management creates value by considering such as Ideas should generate 
Incomes and Assets (people, property, relationships). Process and Tools supports the assets to 
transform ideas into incomes. Knowledge management defines the framework for assets 
becoming generation of new incomes by promoting and creating new idea. 
 
Conclusion  
 Knowledge Management is a discipline that seeks to improve the performance of 
individuals and organizations by maintaining and leveraging present and future value of 
knowledge assets, encompassing both human and automated activities. Knowledge 
management’s goal is achieved, when they can motivate individuals to participate in achieving 
them and when they can create social processes that will facilitate Knowledge management to 
the success. 
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Abstract 
 The E-Recruitment, also called as Online Recruitment, is the process of hiring the potential candidates for the 
vacant job positions, using the electronic resources, particularly the internet Using electronic resources, typically 
the internet but also HR software, to guide or assist the hiring process in order to reduce the administrative and 
financial burden of recruitment and gain access to a wider pool of talent. 
 
Introduction 
 Much of e-recruitment center’s around major job sites which categories open positions by 
location, industry and seniority. Businesses, or recruitment companies working on behalf of 
businesses, advertise open positions on these sites and provide instructions for applicants to 
follow. The initial sift of applications will either be performed by the recruitment firm or the 
business. Social media is increasingly being used in e-recruitment as a way to quickly reach out 
to potential candidates. The targeted nature of social media makes it useful for headhunting. 
 Companies may build their e-recruitment platforms in-house, use e-recruitment HR 
software or employ recruitment agencies that utilise e-recruitment as part of their package.  
E-recruitment may not be as suitable for senior positions where the pool of prospective 
candidates is much lower. 
 
Modern Techniques of Recruitment 
 Modern recruiting Model is a new-age solution designed to overcome problems in 
traditional recruitment approaches like demand prediction, and critical skill-set supply. 
1. Knowledge Based Recruitment Method 
2. E-Recruitment / Online Recruitment Method 
 
Concepts involved in Modern Recruitments 
1. Scouting 
2. Re – Recruitment 
3. Event Recruitment 
4. Networking 
5. EOS 
6. Cast A wider network 
 
The Knowledge-Based Recruiting Method 
 The way that this method of recruiting works is that together, both the client and the 
recruiting company define the anticipated skill-set requirements over a period of time; say a 
twelve-month period. Once this has been established, a minimum rate of ongoing recruiting 

E-RECRUITMENT 
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activity can be agreed upon. From this activity, candidates who become available immediately 
will be hired on an ongoing basis. Candidates who are potentially interested in making a move, 
but are not available immediately, can be tracked until they are available. In addition, all 
information pertaining to recruiting sites is captured and entered into the knowledge database. 
The process requires continuous monitoring of both the long-term and short-term needs of the 
client and, whenever necessary, redirecting both the amount and focus of the recruiting effort in 
line with the clients changing needs. In other words, knowledge-based recruiting is an ongoing, 
flexible retained search that allows for a rapid response to the needs of the organization. 
Knowledge-based recruiting is targeted search, taken to a new level of client relationship. It is a 
client-directed, continuous, yet flexible recruiting initiative designed to overcome the problems 
of critical skill shortage or sustained growth. It means that we do not have to “re-invent the 
wheel” every time a new opening occurs. It delivers a better quality of candidate, better value-
for-money, and better time-to hire periods. It is based on a mutual agreement between client 
and recruiting firm to invest in a long-term strategic relationship. The philosophy behind 
knowledge-based recruiting is that all information gleaned from a recruiting activity should be 
stored for use at a later date. In other words, Recruiting is viewed as not only a short-term 
process – to fill toady’s position now – but as an opportunity to build a database of knowledge 
which will result in rapid future hires. Knowledge- based recruiting is based on the concept of 
sharing Information and updating information on an ongoing basis, in order to continuously 
build a pool of talent. The database which is generated contains information pertaining not just 
to target candidates, but also to target sites identified by location, product, or technology. 
 
E-Recruitment / Online Recruitment Method: 
 The buzzword and the latest trends in recruitment is the “E-Recruitment”. Also known as 
“Online recruitment”, it is the use of technology or the web based tools to assist the recruitment 
processes. The tool can be either a job website like naukri.com, the organization’s corporate web 
site or its own intranet. Many big and small organizations are using Internet as a source of 
recruitment. 
 They advertise job vacancies through worldwide web. The job seekers send their 
applications or curriculum vitae (CV) through an e-mail using the Internet. Alternatively job 
seekers place their CV�s in worldwide web, which can be drawn by prospective employees 
depending upon their requirements 
 
Flow of E- Recruitment 
 Resume Bank portals – i.e. posting the position with the job description and the job 
specification on the job portal and also searching for the suitable resumes post end on the site 
corresponding to the opening in the organization. Creating a complete online 
recruitment/application section in the company’s own website. - Companies have added an 
application system to its website, where the passive� job seekers can submit their resumes into 
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the database of the organization for consideration in future, as and when the roles become 
available. 
 Resume Scanners: Resume scanner is one major benefit provided by the job portals to the 
organizations. It enables the employees to screen and filter the resumes through pre-defined 
criteria’s and requirements. Job sites provide a 24*7 access to the database of the resumes to the 
employees facilitating the just-in-time hiring by the organizations. Also, the jobs can be posted 
on the site almost immediately and is also cheaper than advertising in the employment 
newspapers. Sometimes companies can get valuable references through the “passers-by” 
applicants. Online recruitment helps the organizations to automate the recruitment process, 
save their time and costs on recruitments. 
 Online recruitment giving a detailed job description and job specifications in the job 
postings to attract candidates with the right skill sets and qualifications at the first stage.  
E-recruitment should be incorporated into the overall recruitment strategy of the organization. 
A well defined and structured applicant tracking system should be integrated and the system 
should have a back-end support. Along with the back-office support a comprehensive website 
to receive and process job applications (through direct or online advertising) should be 
developed. Therefore, to conclude, it can be said that e-recruitment is the “Evolving face of 
recruitment.” 
 
Concepts in Modern Recruitment Methods 
 Scouting: Scouting means sending the representation of the organizations to various 
sources of recruitment with a view to persuading or stimulating the candidates to apply for 
jobs. The representatives provide information about the company and exchange information 
and ideas and clarify the doubts of the candidates. 
 
Networking 
 This is a very good job finding technique and is usually carried out by most HR 
professionals. Relevant and sustained relationships over a period of time can help the HR 
professionals in networking with their colleagues to acquire resources from different fields. 
 
ESOP’s 
 Companies recently started stimulating the employees by offering stock ownership to the 
employees through their Employees Stock Ownership Programmed (ESOPs). Body shopping is 
also known as employee leasing activity. 
 
Event Recruiting 
 Sponsoring events where the candidates you are seeking attend to. By giving a presentation 
and advertising your company in a way which will attract the candidates and letting them 
know that your company knows what the participants are looking for, you can bring in the 
most suitable candidates which you might consider hiring. 
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Re-Recruiting 
 When you’re most qualified or experienced staff leave the company let them know that 
they’re welcome back. The reasons they leave maybe for a change of location, a new challenge 
or higher pay which you cant afford at the moment. But if they are not satisfied at the new 
place, they’ll always appreciate the old one. This can also reduce on training cost and time 
which you might have to spend for a newly hired employee. This of course cannot be applied to 
all employees. 
 
Make Every Employee a Recruiter 
 This does not mean asking employees to refer their friends and family to the company.  
This also can be a way of advertising. Equip every employee with a company card stating the 
company contact details and an attractive “we are always looking out for dynamic 
individuals…..” This can be very useful when employees know how to effectively hand out 
these cards to the most eligible individuals. 
 
Cast a Wider Net 
 Expand your recruiting to include some people who do not have all the skills you would 
like, but who have potential to contribute if they are trained. 
 
Innovative Recruitment Practices in Modern Recruitment Practices 
Sending of SMS 
 E.g.: Converges provide individuals an easy option to send their application by simply 
texting the word “APPLY” to a specific number and in turn receives a reply from the 
organization to proceed with the application process. 
Video / Visual Networks 
 Nowadays, Companies also using Online Video channels like You tube, Google Video 
portal 
Blogging on Social Networking Sites 
 E.g.: Twitter, Face book, Multiply, HRLink, CiteHR, LinkedIn and Orkut 
Job Fairs, Job Application Banners, Pamphlets, Hoardings, Advertisement in Public transport 
by using visual and audio aids. 
Advertisement through public address system: Radio, Television. 
 Even though advertising in the media still remains a powerful source in attracting 
candidates, pioneers in the field say that “the most suitable, qualified and talented candidates a 
rent even looking”. So approaching this set of candidates should be done after careful 
observations and by being attractive and making the candidates want to join your organization 
for his or her career growth. 
Modern Recruitment Metrics 
 The recruiter of today has to move from being transaction ally driven to relationship-driven. 
Recruiters are now sales professionals responsible for prospecting, building relationships, and 
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advancing the sale. This function change requires the metrics associated with success of to days 
recruiter to change as well. Although the following is not an all-inclusive list, the following six 
metrics are examples of metrics that drive the right results and create the necessary behaviour’s 
needed to achieve these results. 
• Performance/Quality of Hire: Data is driven by performance appraisal ratings and/or 

production 6 to 12 months into the new employee’s job as compared to their peers. Quality 
should be the first and most important recruiting metric. Since there is no formula for 
determining quality, recruiters and the hiring managers should define the standards for 
quality before recruiting. Quality of hire can be accessed through a simple survey that lists 
each criterion separately and asks the manager how the employee meets each standard on a 
scale of 1 to 5. New hire quality can also be tracked through formal performance 
evaluations, production reports, etc. A survey reported in Staffing. orgs Recruitment Metrics 
and Performance Benchmark Report found that the more regularly recruiting professionals 
measure new hire quality in an organization, the more satisfied hiring managers are with 
new hire quality. 

• Manager Satisfaction: Data is driven by the percentage of managers who are satisfied with 
the hiring process and the candidates. This metric provides important, easily tracked data to 
determine a hiring managers preferences before recruiting begins, and then to evaluate 
staffing performance post-hire. Effective recruiting organizations rely on customer feedback 
to be successful. However, customer satisfaction should never be viewed as a stand-alone 
metric because it can be misleading. 

• Source of Hire: Data is driven by the percentage of new hires from each defined candidate 
source. Data is also driven by the percentage of hires per source, with highest on-the-job 
performance and tenure rates. Tracking source of data information allows management to 
better understand the quality of their sourcing Strategy. This metric also helps recruiting 
managers see sourcing channels in terms of outcomes, not just sheer numbers. 

• Referral Rates: Data is driven by the percentage of hires from referrals generated by the 
recruiter. Referral programs are most commonly focused on generating referrals from the 
greater employee population. Referrals generated by recruiters directly soliciting them from 
prospective candidates and new employees will have a measurable and positive impact on 
the quality of hire (studies show referrals make better performing hires), cost-per-hire (little 
to no cost for these referrals), and time-to-fill ratios. 

• Candidate Satisfaction: Data is driven by the percentage of new hires who are satisfied 
with the hiring process as judged by a candidate survey. Candidate satisfaction surveys 
drive recruiting organizations to have a greater focus on the quality of service provided to 
each candidate, which has a positive impact on the brand positioning / employment 
branding of the company. Additional candidate metrics may also be valuable from 
candidates who were not selected, and candidates who declined offers. These last two 
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groups are often overlooked, but they can provide valuable information about your 
recruiting operations. 

• Pipeline Development: Data is driven by the number of potential candidates the recruiter 
has developed relationships with for key strategic positions. Data is managed through an 
effective CRM system. Similar to tracking pipeline development of sales professionals, 
measuring recruiter-developed candidate pipelines can have a dramatic improvement on 
time-to-fill (candidates are already in process for commonly needed positions), cost-per-hire 
(pipeline candidates have no additional cost associated with placing them), and quality of 
hire. 

 Companies can decrease their time to fill and decrease their cost per hire, but if they can 
increase their quality of hire and quality of service, the entire game changes. Better employees 
translate into higher performance, more revenue, and higher profits. 
 By using the right metrics you will encourage recruiters to focus their behaviour’s on the 
causes and not the symptoms of recruitment success. The combination of having the right 
recruiter with the right measurements will lead each recruiter to focus on finding the right 
candidate 
 
Advantages from Modern Recruitment Procedures: 
 Structure and systematically organize the entire recruitment processes. Facilitates faster, 
unbiased, accurate and reliable processing of applications from various applications. Helps to 
reduce the time-per-hire and cost-per-hire. Helps to incorporate and integrate the various links 
like the application system on the official website of the company, the unsolicited applications, 
outsourcing recruitment, the final decision making to the main recruitment process. Maintains 
an automated active database of the applicants facilitating the talent management and 
increasing the efficiency of the recruitment processes. Provides and a flexible, automated and 
interactive interface between the online application system, the recruitment department of the 
company and the job seeker. Offers tolls and support to enhance productivity, solutions and 
optimizing the recruitment processes to ensure improved ROI. Helps to communicate and 
create healthy relationships with the candidates through the entire recruitment process. 
 
Conclusion 
 What are the key messages from our research? In examining the findings, the key message 
for recruiters is to acknowledge that the adoption of e-recruitment is about more than just 
technology. It is about the recruitment system being able to attract the right candidate, the 
selection process being based on sound and credible criteria, and the tracking process being able 
to integrate with existing systems. Perhaps most significantly, e-recruitment is about cultural 
and behavioral change, both within HR and at line management level. From our evidence, we 
suggest that for e-recruitment to deliver, it is about developing the capability of HR to facilitate 
the system and to view the staffing process as an end-to-end process, similar to that of a supply-
chain 
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Abstract 
 Mutual funds are speculation vehicle to prepare cash from financial specialists, to put resources into various 
markets and securities, in accordance with the venture targets settled upon between the common funds and the 
speculators. It pools in assets from numerous financial specialists to put resources into securities, for example, 
stocks, securities, currency market instruments and other resources. This cash is then overseen by an expert Fund 
Manager, who utilizes his venture administration abilities to put it in different monetary instruments. This study, 
done in KARVY Stock Broking Ltd. whose one of its services is Mutual Fund services, is aimed at comparing the 
performance of selected Mutual Fund schemes on the basis of their Risk and Returns. The study was conducted 
using secondary data. Through this study the researcher tires to find the risk and return of ELSS schemes and 
compare the performance of ELSS schemes to see which of the selected companies under these schemes are preferable 
and have good performance.  
Key words: Karvy Stock Broking, ELSS schemes, Mutual funds, Risk, Returns and Performance. 
 
introduction  
 Tax planning is an important concern for a lot of people looking to save taxes under Section 
80C. Section 80C of Income Tax Act allows tax payers to claim deductions from their taxable 
income by investing in certain instruments. Equity Linked Saving Schemes (ELSS) is one of the 
most popular investments allowed under Section 80C, since the investors can avail double 
benefits of capital appreciation and tax savings. An ELSS is a diversified equity scheme with a 
lock in period of three years from the date of the investment. If you investment in an ELSS 
through a systematic investment plan (SIP), each investment will be locked in for 3 years from 
their respective investment dates. There are both growth and dividend options for ELSS. For tax 
purposes, returns from ELSS are tax free. Compared to other tax saving instruments under 
Section 80C like PPF and NSC, ELSS has a much lower lock-in period and has the potential of 
offering superior returns over the long term. However ELSS is subject to market risks, like other 
mutual funds. 
 
Benefits of Elss 
1. Equity Linked Savings Schemes are eligible for deduction from taxable income under 

Section 80C of the Income Tax Act. The investment limit eligible for tax deduction in Section 
80C has been increased to � 150,000 from FY 2014 – 2015 onwards, allowing tax payers to 
save up to � 46,350 in taxes. 

2. ELSS offers more liquidity than most investment options under Section 80C. 
3. ELSS is also one of the most tax efficient investments. Capital gains and dividends in ELSS 

tax free. 

COMPARATIVE ANALYSIS OF ELSS SCHEMES ON THE BASIS ON RISK 
AND RETURNS WITH RESPECT TO KARVY STOCK BROKING LTD 
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4. ELSS is one of the best investment options for young investors from a wealth creation 
perspective. Please see our article, ELSS is one of the best retirement planning investments 
for young investors 
 

Review of Literature 
 Mutual Fund performance with its different measurements has been a point of exceptional 
scholastic research from 1960's. Treynor (1965) in his review gave a measure to rate the 
Performance of investment managers utilizing instability of assets return. This measure is 
famously known as Treynor's Index or Returns to Volatility Ratio. Sharpe (1966) in his review 
gave an option model of rating execution known as Returns to Variability Ratio or Sharpe Ratio. 
The substitute model was additionally observationally tried in this review. Jensen (1968), gave 
an obsolute measure of execution and connected it on 115 open finished common assets for the 
period 1945 to 1964. Carlson (1970) concentrated the execution of mutual funds for the period 
1948 - 1967 and drew out a straight hazard return relationship.Chang &Lewellen (1984) 
experimentally tried the nearness of market timing and security determination abilities in 
oversaw portfolios and presumed that mutual funds have been not able to outperform 
speculation methodology. Grinblatt& Titman (1991) experimentally analyzed how distinctive 
assessment measures gave diverse assessments of execution. Sortino and van der Meer (1991) 
proposed the utilization of drawback deviation as measure of hazard in certain speculation 
circumstances. Wermer (2000) disintegrated the execution of shared assets from 1975 to 1994 as 
far as returns and expenses into a few parts to break down the value of active fund 
management. 
 Rich literature is likewise accessible on the venture execution of Indian Mutual Funds. 
Jayadev(1996) assessed the execution of two development arranged mutual funds for a time of 
21 months between June 1992 to March 1994, on the premise of month to month returns in 
contrast with benchmark returns utilizing Sharpe, Treynor and Jensen measures. Anand & 
Murugaiah (2006) analyzed the segments and wellsprings of speculation execution for 
execution attribution. The review secured a period in the vicinity of 1999 and 2003 assessing 
execution of 113 selected equity schemes. Debasish (2009) concentrated the execution of 23 plans 
for the period 1996 to 2009 in light of hazard – return relationship models and measures. Kumar 
(2011) broke down the execution of growth oriented plans for the period 2000 to 2009 utilizing 
Sharpe, Treynor and Jensen measures. Bahl & Rani (2012) examined the execution of 29 open 
ended growth oriented equity schemes for the period 2005 to 2011 in view of Sharpe, Treynor 
and Jensen's measures. Bansal et al (2012) assessed the execution of 12 selected mutual fund 
plans with Sharpe show for the period 2005 to 2009. Kaur (2012) inspected the relative execution 
of 18 open ended tax oriented growth and dividend schemes in India in view of month to 
month returns contrasted with benchmark record returns utilizing Sharpe, Treynor, Jensen and 
Fama's measures for the period 2005 to 2010. The review uncovered that growth oriented open 
ended equity linked savings schemes and that greater part of the plans failed to meet 
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expectations the benchmark record. Santhi & Gurunathan (2012) assessed the execution of 32 
development situated open finished value connected reserve funds plans utilizing CNX Nifty as 
benchmark file. The review utilized hazard balanced execution measures of Sharpe, Treynor 
and Jensen. The review identified with the period 2006 - 07 to 2011-12. 
 
Limitations of the Study 
 As the objective of the study is to analyze the investment performance of the fund, only 
Growth option plans are considered. The performance evaluation is based on the Net Asset 
Value ( NAV) of the fund units and therefore does not consider the costs if any, incurred by the 
investor in the form of entry and exit loads and income tax on the gains. 
 
Research Methodology 
 This analytical study is based on secondary data collected from mutual fund websites, 
mutual fund data providers and stock exchange websites. The data pertains to a 6 year period 
from1stApril 2011to 31stMarch 2016. For the purpose of the study, 5 ELSS funds, which represent 
the population of ELSS funds (Growth)plans, with a minimum track record of 6 years are 
considered. To evaluate and compare the performance, a sample of5 ELSS funds plans are 
considered. The ELSS funds’ performance is also evaluated against Sharpe, Treynor’s ratio and 
Jensen measure. 
• Reliance Tax Saver Fund 
 The primary objective of the scheme is to generate long term capital appreciation from a 
portfolio that is invested predominantly in equity and equity related instruments.  
Fund Type – Open ended 
Launch Date – August 23, 2005 
• Sundaram Tax Saver Fund 
 Investment objective is to achieve capital appreciation by investing predominantly in 
equities and equity-related instruments. A lock-in period of 3 years is applicable. 
Fund Type – Open Ended 
Launch Date – November 22, 1999 
• Birla SunLife Tax Relief 96 
 Investment Objective - An open-ended equity linked savings scheme (ELSS) with the 
objective of long term growth of capital through a portfolio with a target allocation of 
80%equity, 20% debt and money market securities. 
Fund Type – Open ended 
Launch Date – March 6, 2008 
• SBI Magnum Tax Gain Scheme 
 The prime objective of this scheme is to deliver the benefit of investment in a portfolio of 
equity shares, while offering deduction on such investments made in the scheme under Section 
80 C of the Incometax Act, 1961. It also seeks to distribute income periodical ly depending on 
distributable surplus. 
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Fund Type – Open ended 
Launch Date – March 31, 1993 
• Taurus Tax Shield  
 The primary objective is to provide long term capital appreciation over the life of the 
scheme through investment pre-dominantly in equity shares, besides tax benefits. 
Fund Type – Open ended 
Launch Date – March 31, 1996 
Analysis & Findings 
1: NAV values 

Table 1 for NAV Values of Selected ELSS Schemes 
 NAV 

Date Reliance Tax 
Saver (G) 

Sundaram Tax 
Saver (G) 

Birla SunLife Tax 
Relief 96 

SBI Magnum 
Tax Gain (G) 

Taurus Tax 
Shield 

1st Jan'11 10.18 25.213 5.49 31.64 16.75 
31st Dec'11 18.205 42.286 10.89 57.77 32.15 
1st Jan'12 18.34 42.932 10.97 58.35 32.39 
31st Dec'12 22.3 47.81 12.36 65.27 38.22 
3rd Jan'13 22.388 48.14 12.43 65.56 38.58 
31st Dec'13 16.895 35.725 8.7 49.93 29.73 
1st Jan'14 17.33 35.722 8.87 49.9 29.79 
30th Dec'14 24.676 47.935 11.88 66.5 38.25 
1st Jan'15 24.796 48.349 11.97 67.56 38.69 
31st Dec'15 25.501 48.483 12.96 71.55 38.25 
1st Jan'16 25.572 48.656 12.76 71.761 38.47 
31st Dec'16 46.725 70.9 20.03 106.55 51.93 
 Source: Secondary data 
Inference 
 From the chart of NAV movements it is seen that in the year 2011 all the schemes made an 
upward movement, Reliance Tax Saver showing a lean upward movement in NAV value.  
Even in year 2012 NAV values of the selected schemes showed a small upward movement.  
In the year 2013, the impact of recession could be seen in the NAV values of the selected 
schemes, making a downward movement. In the year 2014, the NAV values stabilized but in 
2015 it was again affected by the weak market condition. In year 2016, the values again strike up 
with Reliance Tax Saver showing a very good hike. 
2: Yearly Returns 2011 – 2016: 

Table 2 Showing the Yearly Returns of Selected ELSS Schemes 
YEAR Returns % 

BSE-
200 

Reliance Tax 
Saver (G) 

Sundaram Tax 
Saver (G) 

Birla Sunlife Tax 
Releif 96 

SBI Magnum Tax 
Gain (G) 

Taurus Tax 
Shield (G)  2011 88.51 82.01 72.02 102.77 86.41 94.85 

2012 16.22 22.49 13.06 13.46 12.98 18.88 
2013 -26.95 -24.23 -25.35 -29.62 -23.50 -22.21 
2014 30.98 46.05 34.47 36.60 34.29 28.66 
2015 4.38 3.47 1.39 9.10 7.04 0.47 
2016 35.47 83.00 45.72 54.54 49.14 35.13 Source: Secondary data 
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Inference 
 From the chart it can be seen that though in 2011 Birla Sun Life Tax Relief 96 was 
outperforming all the other selected schemes, Reliance Tax Saver has been outperforming since 
2012, specially a very good return on year 2016. 
 
3: Average Return, Standard Deviation and Beta: 
Table 3 Showing the Average return, Standard Deviation and Beta of Selected ELSS Schemes 

Particulars Average Return % Stand. Deviation (risk) Beta 
Reliance Tax Saver (G) 35.465 39.36 1.002 
Sundaram Tax Saver (G) 23.55 31.50 0.88 
Birla Sunlife Tax Releif 96 31.14 41.23 1.16 
SBI Magnum Tax Gain (G) 27.73 34.68 0.98 
Taurus Tax Shield (G) 25.96 36.19 1.03 
Source: Secondary data 
Inference 
 In the period of 2011 to 2016, the average return of Reliance Tax Saver has been more than 
the other undertaken schemes in ELSS category. Standard deviation i.e. risk of Birla Sun Life 
Tax Relief 96 is highest compared to others with return less than Reliance Tax Saver. The beta of 
Reliance Tax Saver, Birla Sun Life Tax Relief 96 and Taurus Tax Saver are greater than one, 
indicating them to be more volatile to the market and falling under risk category. The beta of 
Sundaram Tax Saver and SBI Magnum Tax Gain are less than one indicating them to be less 
volatile. As a whole Reliance Tax Saver gives more return though risk is associated with it. 
 
4: Sharpe, Trynor’s ratio and Jensen measure: 
Table 4 Showing the Sharpe, Treynor’s Ratio and Jensen Measure of selected ELSS Schemes 

Particulars Sharpe Treynor Jensen 
Reliance Tax Saver (G) 0.71 27.73 10.67 
Sundaram Tax Saver (G) 0.504 18.11 0.900 
Birla Sunlife Tax Releif 96 0.569 20.14 3.57 
SBI Magnum Tax Gain (G) 0.578 20.51 3.36 
Taurus Tax Shield (G) 0.505 17.80 0.74 
Source: Secondary data 
Inference 
 From the Sharpe ratio, it is seen that Reliance Tax Saver is generating more returns when 
influenced by total risk of the market, and, Sundaram Tax Saver is generating least return as 
compared to other selected schemes. From the Treynor’s ratio it is seen that, among all Reliance 
Tax Saver is generating more returns when influenced by the systematic risk in the market and 
Taurus Tax Shield is generating least as compared to other selected schemes. From Jensen’s 
measure it is seen that Reliance Tax Saver is giving a higher positive alpha value compared to 
others, indicating its superior performance. As a whole Reliance Tax Saver is superior to other 
undertaken ELSS schemes. 
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Discussion 
1. The returns of Reliance Tax Saver scheme has increased in due course of 2011, whereas 

decreased in case other selected schemes. 
2.  Even in years (2013 and 2015) of bearish market, though Birla Sun Life Tax Relief 96, SBI 

Magnum Tax Gain and Taurus Tax Shield showed comparative better returns, but during 
bullish market conditions it is Reliance Tax Saver that gives high returns. 

3. The average return of Reliance Tax Saver is highest in the period of 2011-2016, with risk 
associated with it, which is comparatively less than Birla Sun Life Tax Relief 96. 

4.  The beta of Reliance Tax Saver, Birla Sun Life Tax Relief 96 and Taurus Tax Saver are 
greater than one, indicating them to be more volatile to the market and falling under risk 
category. The beta of Sundaram Tax Saver and SBI Magnum Tax Gain are less than one 
indicating them to be less volatile. 

5. The Sharpe ratio, shows that Reliance Tax Saver is generating more returns when influenced 
by total risk of the market, and, Sundaram Tax Saver is generating least return as compared 
to other selected schemes. 

6. The Treynor’s ratio shows that, among all Reliance Tax Saver is generating more returns 
when influenced by the systematic risk in the market and Taurus Tax Shield is generating 
least as compared to other selected schemes. 

7. The Jensen’s measure shows that Reliance Tax Saver is giving a higher positive alpha value 
compared to others, indicating its superior performance.  

 
Suggestions 
• If investors are opting for tax saving schemes, then suggesting them Reliance Tax Saver 

fund will be a good choice. 
• The beta of Reliance Tax Saver is greater than one, indicating it to be more volatile to the 

market and falling under risk category. It is suggested to keep a watch on its portfolio for 
any change. 

• It’s better to look at a period of performance before suggesting investors than to give quick 
decisions as it is seen in bearish markets funds like Birla Sun Life Tax Relief 96 has given 
good performance but in immediate next year it is Reliance Tax Saver to outperform all 
selected schemes. 

• It is suggested to go through the portfolios of Sundaram Tax Saver, Birla Sun Life Tax relief 
96, SBI Magnum Tax Saver and Taurus Tax Saver to know how it differs from Reliance Tax 
Saver and give suggestions to the respective AMCs. 
 

Conclusion 
 ELSS or tax saver funds should form an essential part of investor's mutual fund portfolios. 
Over a long investment horizon, investors can not only save substantial amount in income 
taxes, but also create wealth to meet their long term financial goals. 
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Abstract 
Purpose:  
 This article will primarily touch upon the startup stakeholders and the leadership traits exhibited towards them 
by a founder. As an entrepreneur he/she cannot exhibit or follow the same leadership styles and the approach has to 
be changed based on the stakeholder he/she deals with. 
Design 

Stage 1: Customer Vs Founder 
Stage 2: Investor Vs Founder 
Stage 3: Partners Vs Founder 
Stage 4: Employees Vs Founder 

Findings 
 Start up founders will have to exhibit different styles of leadership at different stakeholders.  
Type: Conceptual  
 
Introduction  
 Technology, in both its evolutionary form and in its revolutionary form, has changed our 
lives drastically (Your story). In the recent times, some of the startups have completely changed 
the way we live. It has impacted almost all the sectors which includes IT, Manufacturing, 
Processing, Healthcare, Education, Automobile, Insurance etc. 

Start up Ecosystem 
 Transformational leadership is depicted as the most 
effective and active leadership behavior, while 
transactional leadership exhibits medium effectiveness 
and activity, and laissez-faire leadership is described as 
least effective and most passive leadership behavior  
(Bass, 1995). There is a clear link between leadership and 
the growth and success of small ventures (Perren and 
Grant, 2001; Perren and Burgoyne, 2002; Grupta  
et al, 2004) 
 

 Members of this generation are described as preferring collective action, working in teams, 
wanting work that really matters to them, and being civic-minded,ecoaware, confident, 
conventional, optimistic, and socially conscious (Hewlett et al., 2009). 

START UP ECO SYSTEM & LEADERSHIP STYLES 
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 Leadership is most often associated with supervision, management and control. However, 
there is a detectable difference. According to Jago (1982, p.330) l 
 Entrepreneurial leadership was conceptualised in 2000 by McGrath and Macmillan who 
advocated that the increased uncertainty and competitive pressures in the globalised dynamic 
market require a new type of leader 
 According to Schumpeter (1934), an entrepreneur can be described as a leader in the sense 
that he/she achieves control over production, influences others, and is the centre of attention 
(De Vecchi, 1995) 
 All studies demonstrate that the entrepreneurs’ ability to expand existing markets, create 
new markets, and establish entrepreneurial ventures at a breathtaking pace impacts individuals, 
firms and entire nations (Minniti and Bygrave 2004) Whenever a venture is established the 
entrepreneur leader faces immense challenges and pressures in today’s plethora of cutthroat 
competition. Lack of training and belonging to a non-business community further weakens the 
case as quoted by Boyd and Gumpert (1983) 

Stake Holders Founder Customer Transformational Leadership 
Investor Transformational Leadership 
Partners Situational Leadership 
Employees Autocratic /Democratic /Transformational 

 
Customer Vs Founder: Transformational Leadership  
 Acquiring customers and retaining them is the key success mantra for all the startups.  
When dealing with customers he/she has to identify the needed change, creating a vision to 
guide the change through inspiration, and executing the change in tandem with committed 
members of a group. 
 
Investor Vs Founder: Transformational Leadership 
 When a founder deals with investor he/she has to execute transformational leadership style 
and they should show integrity and high emotional intelligence . They have to motivate people 
with a shared vision of the future, and they have to communicate well. They must project that 
they are self-aware , authentic, empathetic , and humble . They should also have clear goal & 
inspire everyone with high conflict resolution skills and finally they must take accountability. 
 
Partner Vs Founder: Situational Leadership  
Situational Leadership 
 Since startups are having multiple stages, they will have to undergo unexpected situations 
which may give earning or learning. 
When a leader deals with partners, they have to execute Situational Leadership. The leadership 
style may change continually to meet the needs. The participating and supporting style of 
situational leadership passes more responsibility to the employers or partners. While the leader 
still provides some direction, the decisions ultimately lie with the partners. The leader is there 
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to provide feedback and to increase their confidence and motivation with praise and feedback 
for the tasks completed. Those who work well under this style of situational leadership have the 
necessary skills. 
Employee Vs Founder: Autocratic /Democratic /Transformational  
 Autocratic: Being an Entrepreneur he/she has to be autocratic when it comes to company’s 
strategy. Sometimes the decision has to be forced on employees in order to scale up. A founder-
CEO must create a vision for the startup and influence others to follow their dreams in order to 
attract employees and acquire necessary resources for developing their new ventures (Baum et 
al., 1998) 
 Democratic: Lewin and lippitt (1938) argued in their studies that democratic leaders relied 
upon group decision making, active member involvement, honest praise, criticism and degree 
of comradeship. Through this the author says a democratic leader will always look for group 
decision, honest praise and he also accepts criticism. The other author says “A democratic 
leader forges consensus through participation” (book of Full an 2001 pg no 35;42). 
 Transformational: The followers benefits from the positions “status and prestige” (Burns 
1978, Bass 1985). As a transformational leader he/she has to show care on employees and they 
have to be treated well and which will lead to high productivity .According to theoretical 
support, the context of startups supports the effectiveness of transformational leadership (Bass, 
1995; Shamir & Howell, 1999) 
Conclusion  
 As a start up leader, one has to differentiate stake holders and execute the leadership styles 
in order to sustain and grow in the business. 
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Banking 
 A bank is a financial institution that accepts deposits from the public and creates credit. 
Lending activities can be performed either directly or indirectly through capital markets. Due to 
their importance in the financial stability of a country, banks are highly regulated in most 
countries. Most nations have institutionalized a system known as fractional reserve banking 
under which banks hold liquid assets equal to only a portion of their current liabilities. In 
addition to other regulations intended to ensure liquidity, banks are generally subject to 
minimum capital requirements based on an international set of capital standards, known as the 
Basel Accords. Banking in its modern sense evolved in the 14th century in the rich cities of 
Renaissance Italy but in many ways was a continuation of ideas and concepts of credit and 
lending that had their roots in the ancient world. In the history of banking, a number of banking 
dynasties — notably, the Medicis, the Fuggers, the Welsers, the Berenbergs and the Rothschilds 
— have played a central role over many centuries. The oldest existingretail bank is Banca Monte 
deiPaschi di Siena, while the oldest existing merchant bank is Berenberg Bank. 
 
History 

Personal finance 

Credit · Debt 
• Mortgage 
• Car loan 
• Credit card 
• Unsecured personal loan 
• Rent-to-own 
• Student loan 
• Pawn 
• Title loan 
• Payday loan 
• Refund anticipation loan 
• Refinancing 
• Debt consolidation 
• Bankruptcy 

Employment Contract 

• Salary 
• Wage 
• Salary packaging 
• Employee stock option 
• Employee benefits 

Retirement 

• Pension 

BANKING 
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• Defined benefit 
• Defined contribution 
• Social security 
• Business plan 
• Corporate action 

Personal Budget 

• Financial planner 
• Financial adviser 
• Stockbroker 
• Financial independence 
• Estate planning  

Etymology 
 The word bank was borrowed in Middle English from Middle Frenchbanque, from Old 
Italianbanca, meaning "table", from Old High Germanbanc, bank "bench, counter". Benches were 
used as makeshift desks or exchange counters during the Renaissance by Jewish Florentine 
bankers, who used to make their transactions atop desks covered by green tablecloths.  
 
Definition 
 The definition of a bank varies from country to country. See the relevant country pages 
under for more information. Under English common law, a banker is defined as a person who 
carries on the business of banking, which is specified as: 
• conducting current accounts for his customers, 
• paying cheques drawn on him/her, and 
• collecting cheques for his/her customers. 
 In most common law jurisdictions there is a Bills of Exchange Act that codifies the law in 
relation to negotiable instruments, including cheques, and this Act contains a statutory 
definition of the term banker: banker includes a body of persons, whether incorporated or not, 
who carry on the business of banking' (Section 2, Interpretation). Although this definition seems 
circular, it is actually functional, because it ensures that the legal basis for bank transactions 
such as cheques does not depend on how the bank is structured or regulated. 
 The business of banking is in many English common law countries not defined by statute 
but by common law, the definition above. In other English common law jurisdictions there are 
statutory definitions of the business of banking or banking business. When looking at these 
definitions it is important to keep in mind that they are defining the business of banking for the 
purposes of the legislation, and not necessarily in general. In particular, most of the definitions 
are from legislation that has the purpose of regulating and supervising banks rather than 
regulating the actual business of banking. However, in many cases the statutory definition 
closely mirrors the common law one. Examples of statutory definitions: 
• "banking business" means the business of receiving money on current or deposit account, 

paying and collecting cheques drawn by or paid in by customers, the making of advances to 
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customers, and includes such other business as the Authority may prescribe for the 
purposes of this Act; (Banking Act (Singapore), Section 2, Interpretation). 

• "banking business" means the business of either or both of the following: 
1. receiving from the general public money on current, deposit, savings or other similar 

account repayable on demand or within less than [3 months] ... or with a period of call or 
notice of less than that period; 

2. paying or collecting cheques drawn by or paid in by customers.  
 Since the advent of EFTPOS (Electronic Funds Transfer at Point Of Sale), direct credit, direct 
debit and internet banking, the cheque has lost its primacy in most banking systems as a 
payment instrument. This has led legal theorists to suggest that the cheque based definition 
should be broadened to include financial institutions that conduct current accounts for 
customers and enable customers to pay and be paid by third parties, even if they do not pay 
and collect cheques . 
 
Bank 
Standard Business 
 Banks act as payment agents by conducting checking or current accounts for customers, 
paying cheques drawn by customers on the bank, and collecting cheques deposited to 
customers' current accounts. Banks also enable customer payments via other payment methods 
such as Automated Clearing House (ACH), Wire transfers or telegraphic transfer, EFTPOS, and 
automated teller machines (ATMs). 
 Banks borrow money by accepting funds deposited on current accounts, by accepting term 
deposits, and by issuing debt securities such as banknotes and bonds. Banks lend money by 
making advances to customers on current accounts, by making installment loans, and by 
investing in marketable debt securities and other forms of money lending. 
 Banks provide different payment services, and a bank account is considered indispensable 
by most businesses and individuals. Non-banks that provide payment services such as 
remittance companies are normally not considered as an adequate substitute for a bank account. 
 Banks can create new money when they make a loan. New loans throughout the banking 
system generate new deposits elsewhere in the system. The money supply is usually increased 
by the act of lending, and reduced when loans are repaid faster than new ones are generated.  
In the United Kingdom between 1997 and 2007, there was an increase in the money supply, 
largely caused by much more bank lending, which served to push up property prices and 
increase private debt. The amount of money in the economy as measured by M4 in the UK went 
from £750 billion to £1700 billion between 1997 and 2007, much of the increase caused by bank 
lending.[16] If all the banks increase their lending together, then they can expect new deposits to 
return to them and the amount of money in the economy will increase. Excessive or risky 
lending can cause borrowers to default, the banks then become more cautious, so there is less 
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lending and therefore less money so that the economy can go from boom to bust as happened in 
the UK and many other Western economies after 2007. 
 
Range of Activities 
 Activities undertaken by banks include personal banking, corporate banking, investment 
banking, private banking, transaction banking, insurance, consumer finance, foreign exchange 
trading, commodity trading, trading in equities, futures and options trading and money market 
trading. 
 
Channels 
 Banks offer many different channels to access their banking and other services: 
• Automated teller machines 
• A branch in a retail location 
• Call centre 
• Mail: most banks accept cheque deposits via mail and use mail to communicate to their 

customers, e.g. by sending out statements 
• Mobile banking is a method of using one's mobile phone to conduct banking transactions 
• Online banking is a term used for performing multiple transactions, payments etc. over the 

Internet 
• Relationship managers, mostly for private banking or business banking, often visiting 

customers at their homes or businesses 
• Telephone banking is a service which allows its customers to conduct transactions over the 

telephone with automated attendant, or when requested, with telephone operator 
• Video banking is a term used for performing banking transactions or professional banking 

consultations via a remote video and audio connection. Video banking can be performed via 
purpose built banking transaction machines (similar to an Automated teller machine), or via 
a video conference enabled bank branch clarification 

• DSA is a Direct Selling Agent, who works for the bank based on a contract. Its main job is to 
increase the customer base for the bank. 

 
Business Models 
 A bank can generate revenue in a variety of different ways including interest, transaction 
fees and financial advice. Traditionally, the most significant method is via charging interest on 
the capital it lends out to customers.[citation needed] The bank profits from the difference between the 
level of interest it pays for deposits and other sources of funds, and the level of interest it 
charges in its lending activities. 
 This difference is referred to as the spread between highly the cost of funds and the loan 
interest rate. Historically, profitability from lending activities has been cyclical and dependent 
on the needs and strengths of loan customers and the stage of the economic cycle. Fees and 
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financial advice constitute a more stable revenue stream and banks have therefore placed more 
emphasis on these revenue lines to smooth their financial performance. 
 In the past 20 years American banks have taken many measures to ensure that they remain 
profitable while responding to increasingly changing market conditions. 
• First, this includes the Gramm–Leach–Bliley Act, which allows banks again to merge with 

investment and insurance houses. Merging banking, investment, and insurance functions 
allows traditional banks to respond to increasing consumer demands for "one-stop 
shopping" by enabling cross-selling of products (which, the banks hope, will also increase 
profitability). 

• Second, they have expanded the use of risk-based pricing from business lending to 
consumer lending, which means charging higher interest rates to those customers that are 
considered to be a higher credit risk and thus increased chance of default on loans.  
This helps to offset the losses from bad loans, lowers the price of loans to those who have 
better credit histories, and offers credit products to high risk customers who would 
otherwise be denied credit. 

• Third, they have sought to increase the methods of payment processing available to the 
general public and business clients. These products include debit cards, prepaid cards, 
smart cards, and credit cards. They make it easier for consumers to conveniently make 
transactions and smooth their consumption over time (in some countries with 
underdeveloped financial systems, it is still common to deal strictly in cash, including 
carrying suitcases filled with cash to purchase a home). However, with convenience of easy 
credit, there is also increased risk that consumers will mismanage their financial resources 
and accumulate excessive debt. Banks make money from card products through interest 
charges and fees charged to cardholders, and transaction fees to retailers who accept the 
bank's credit and/or debit cards for payments. This helps in making profit and facilitates 
economic development as a whole.  

 
Retail Banking 
• Savings account 
• Recurring deposit account 
• Fixed deposit account 
• Money market account 
• Certificate of deposit (CD) 
• Individual retirement account (IRA) 
• Credit card 
• Debit card 
• Mortgage 
• Mutual fund 
• Personal loan 
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• Time deposits 
• ATM card 
• Current accounts 
• Cheque books 
• Automated Teller Machine (ATM) 
 
Business (or commercial/investment) banking 
• Business loan 
• Capital raising (equity / debt / hybrids) 
• Revolving credit 
• Risk management (foreign exchange (FX)), interest rates, commodities, derivatives) 
• Term loan 
• Cash management services (lock box, remote deposit capture, merchant processing) 
• Credit services 
 
Capital and risk 
 Banks face a number of risks in order to conduct their business, and how well these risks are 
managed and understood is a key driver behind profitability, and how much capital a bank is 
required to hold. Bank capital consists principally of equity, retained earnings and subordinated 
debt. 
 After the 2007-2009 financial crisis, regulators force banks to issue Contingent convertible 
bonds (CoCos).These are hybrid capital securities that absorb losses in accordance with their 
contractual terms when the capital of the issuing bank falls below a certain level. Then debt is 
reduced and bank capitalization gets a boost. Owing to their capacity to absorb losses, CoCos 
have the potential to satisfy regulatory capital requirement.[18][19] 
Some of the main risks faced by banks include: 
• Credit risk: risk of loss arising from a borrower who does not make payments as 

promised.[20] 
• Liquidity risk: risk that a given security or asset cannot be traded quickly enough in the 

market to prevent a loss (or make the required profit). 
• Market risk: risk that the value of a portfolio, either an investment portfolio or a trading 

portfolio, will decrease due to the change in value of the market risk factors. 
• Operational risk: risk arising from execution of a company's business functions. 
• Reputational risk: a type of risk related to the trustworthiness of business. 
• Macroeconomic risk: risks related to the aggregate economy the bank is operating in.[21] 
 The capital requirement is a bank regulation, which sets a framework within which a bank 
or depository institution must manage its balance sheet. The categorization of assets and capital 
is highly standardized so that it can be risk weighted. 
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Banks in the economy 
Economic functions 
 The economic functions of banks include: 
1. Issue of money, in the form of banknotes and current accounts subject to cheque or payment 

at the customer's order. These claims on banks can act as money because they are negotiable 
or repayable on demand, and hence valued at par. They are effectively transferable by mere 
delivery, in the case of banknotes, or by drawing a cheque that the payee may bank or cash. 

2. Netting and settlement of payments – banks act as both collection and paying agents for 
customers, participating in interbank clearing and settlement systems to collect, present, be 
presented with, and pay payment instruments. This enables banks to economize on reserves 
held for settlement of payments, since inward and outward payments offset each other. It 
also enables the offsetting of payment flows between geographical areas, reducing the cost 
of settlement between them. 

3. Credit intermediation – banks borrow and lend back-to-back on their own account as 
middle men. 

4. Credit quality improvement – banks lend money to ordinary commercial and personal 
borrowers (ordinary credit quality), but are high quality borrowers. The improvement 
comes from diversification of the bank's assets and capital which provides a buffer to absorb 
losses without defaulting on its obligations. However, banknotes and deposits are generally 
unsecured; if the bank gets into difficulty and pledges assets as security, to raise the funding 
it needs to continue to operate, this puts the note holders and depositors in an economically 
subordinated position. 

5. Asset liability mismatch/Maturity transformation – banks borrow more on demand debt 
and short term debt, but provide more long term loans. In other words, they borrow short 
and lend long. With a stronger credit quality than most other borrowers, banks can do this 
by aggregating issues (e.g. accepting deposits and issuing banknotes) and redemptions (e.g. 
withdrawals and redemption of banknotes), maintaining reserves of cash, investing in 
marketable securities that can be readily converted to cash if needed, and raising 
replacement funding as needed from various sources (e.g. wholesale cash markets and 
securities markets). 

6. Money creation/destruction – whenever a bank gives out a loan in a fractional-reserve 
banking system, a new sum of money is created and conversely, whenever the principal on 
that loan is repaid money is destroyed. 

 
Bank Crisis 
 Banks are susceptible to many forms of risk which have triggered occasional systemic crises. 
These include liquidity risk (where many depositors may request withdrawals in excess of 
available funds), credit risk (the chance that those who owe money to the bank will not repay 
it), and interest rate risk (the possibility that the bank will become unprofitable, if rising interest 
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rates force it to pay relatively more on its deposits than it receives on its loans). Banking crises 
have developed many times throughout history, when one or more risks have emerged for a 
banking sector as a whole. Prominent examples include the bank run that occurred during the 
Great Depression, the U.S. Savings and Loan crisis in the 1980s and early 1990s, the Japanese 
banking crisis during the 1990s, and the sub-prime mortgage crisis in the 2000s. 
 
Size of Global Banking Industry 
 Assets of the largest 1,000 banks in the world grew by 6.8% in the 2008/2009 financial year 
to a record US$96.4 trillion while profits declined by 85% to US$115 billion. Growth in assets in 
adverse market conditions was largely a result of recapitalization. EU banks held the largest 
share of the total, 56% in 2008/2009, down from 61% in the previous year. Asian banks' share 
increased from 12% to 14% during the year, while the share of US banks increased from 11% to 
13%. Fee revenue generated by global investment banking totalled US$66.3 billion in 2009, up 
12% on the previous year.  
 The United States has the most banks in the world in terms of institutions (5,330 as of 2015) 
and possibly branches (81,607 as of 2015).[23] This is an indicator of the geography and 
regulatory structure of the USA, resulting in a large number of small to medium-sized 
institutions in its banking system. As of Nov 2009, China's top 4 banks have in excess of 67,000 
branches (ICBC:18000+, BOC:12000+, CCB:13000+, ABC:24000+) with an additional 140 smaller 
banks with an undetermined number of branches. Japan had 129 banks and 12,000 branches. In 
2004, Germany, France, and Italy each had more than 30,000 branches—more than double the 
15,000 branches in the UK.  
 Usually the definition of the business of banking for the purposes of regulation is extended 
to include acceptance of deposits, even if they are not repayable to the customer's order—
although money lending, by itself, is generally not included in the definition. 
 Unlike most other regulated industries, the regulator is typically also a participant in the 
market, being either a publicly or privately governed central bank. Central banks also typically 
have a monopoly on the business of issuing banknotes. However, in some countries this is not 
the case. In the UK, for example, the Financial Services Authority licenses banks, and some 
commercial banks (such as the Bank of Scotland) issue their own banknotes in addition to those 
issued by the Bank of England, the UK government's central bank. 
 Banking law is based on a contractual analysis of the relationship between the bank (defined 
above) and the customer—defined as any entity for which the bank agrees to conduct an 
account. 
The law implies rights and obligations into this relationship as follows: 
1. The bank account balance is the financial position between the bank and the customer: when 

the account is in credit, the bank owes the balance to the customer; when the account is 
overdrawn, the customer owes the balance to the bank. 
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2. The bank agrees to pay the customer's checks up to the amount standing to the credit of the 
customer's account, plus any agreed overdraft limit. 

3. The bank may not pay from the customer's account without a mandate from the customer, 
e.g. a cheque drawn by the customer. 

4. The bank agrees to promptly collect the cheques deposited to the customer's account as the 
customer's agent, and to credit the proceeds to the customer's account. 

5. The bank has a right to combine the customer's accounts, since each account is just an aspect 
of the same credit relationship. 

6. The bank has a lien on cheques deposited to the customer's account, to the extent that the 
customer is indebted to the bank. 

7. The bank must not disclose details of transactions through the customer's account—unless 
the customer consents, there is a public duty to disclose, the bank's interests require it, or the 
law demands it. 

8. The bank must not close a customer's account without reasonable notice, since cheques are 
outstanding in the ordinary course of business for several days. 

 These implied contractual terms may be modified by express agreement between the 
customer and the bank. The statutes and regulations in force within a particular jurisdiction 
may also modify the above terms and/or create new rights, obligations or limitations relevant 
to the bank-customer relationship. 
  Some types of financial institution, such as building societies and credit unions, may be 
partly or wholly exempt from bank license requirements, and therefore regulated under 
separate rules. The requirements for the issue of a bank license vary between jurisdictions but 
typically include: 
1. Minimum capital 
2. Minimum capital ratio 
3. 'Fit and Proper' requirements for the bank's controllers, owners, directors, or senior officers 
4. Approval of the bank's business plan as being sufficiently prudent and plausible. 
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Abstract 
 Corporate social responsibility (CSR) as a management concept based on the creation of a balance between 
economic, social and environmental goals is more and more accepted as an indicator of the success of the company as 
a whole and as a possibility for the achievement of sustainable development. Formulating and translating corporate 
social responsibility (CSR) strategy into actual managerial practices and outcome values remain ongoing challenges 
for many organizations. Organizations have been integrating socially and environmentally oriented objectives into 
their responsibility frameworks to reinforce business strategy as well as to address the concerns of stakeholder 
groups. The paper confirms the existence of the HRM‐CSR‐performance linkage, i.e. organizations with better 
developed HRM, where HR plays a more strategic role and its performance is more evaluated, also have more 
developed formal CSR policies, which in turn has a positive impact on organizational and financial 
performance outcomes.   
Introduction 
 In the business environment CRM is a known concept and every entrepreneur and 
executive of any organization cannot afford to ignore this aspect for business sustenance and 
growth. The influence of aspects like increasing demands of sophisticated customers, shortened 
product life cycles and improvements in production/processing capacities elevated more 
aggressive environment that companies operate. This has become more important to service 
sectors where companies must address intangible products. Determining these tremendous 
challenges, service organizations seek to provide valuable services to their customers.  
As companies’ business strategies become more customer oriented with evolution of mass 
customization and personalized services, information technologies are also used to serve 
customers. Rapid advances in information and communication technologies provide greater 
opportunities for the companies to establish nurture and sustain long term relationships with 
their customers than before. Their main objective is to convert these relationships into 
profitability by reducing acquisition costs and increase repeat purchases. Olef Walberg et.al 
(2009)26 researched that CRM received increased attention amongst practitioners and academia 
during the last two decades and it is common that any new management or marketing 
philosophy receives its own share of confusion, misunderstanding and myths. CRM is no 
exception. Even then it is considered as a powerful 2 strategy to increase profitability of 
organizations and a lot of investments are made on it by several organizations. Companies 
knew that they need to invest in CRM for the better understanding of customers and respond 
quickly to their demand. Therefore the ultimate aim of CRM is to transform relationships into 
increased profitability by reducing cost of customer acquisition and increase repeat purchases. 
According to Jonghy Yoek Kim et.al 6 (2003) CRM is a broad term for managing interactions 

EXPLORING HUMAN RESOURCE MANAGEMENT ROLES IN 
CORPORATE SOCIAL RESPONSIBILITY: THE CSR-HRM  

CO-CREATION MODEL 
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with customers. William Boulding et.al25 (2005) suggests that CRM can be understood as the 
implementation of specific technology solutions to a holistic approach of managing customer 
relationships that simultaneously create firm’s and customer’s value. 
 The Human Resource Management (HRM) function can potentially provide both strategic 
and operational support to CSR; and that a closer integration of the two can produce synergistic 
outcome values as understood within the context of a co-creation process. Given its 
commitment to human and organizational development, we see important interfaces between 
HRM and CSR that have not been sufficiently and systematically explored (Preuss et al. 2009, 
Greenwood 2012). Although many organizations have established stand-alone CSR 
departments and appointed CSR managers to improve the design and implementation of CSR 
strategies, the potential role and involvement of HRM remains obscure (Matten & Moon 2008, 
Jamali & El Dirani, 2013). While not claiming that HRM’s role is or should be the only condition 
for CSR to operate successfully, we aim to explore how HRM’s capabilities, resources and 
expertise such as those developed and honed in the areas of recruitment and selection, 
communication, training and development, learning and development, performance 
management, career development and compensation and benefits (Mello 2011) could 
potentially be leveraged to support the design of thoughtful and strategic CSR initiatives and 
their successful implementation.  
 
Definition of CSR and HRM 
 To begin definition of CSR which conveys the lens within which we understand the role of 
HRM in CSR and its potential co-created outcome values. We understand CSR as the social 
obligation to impact society beyond pure profit maximization objectives. To achieve its 
intended objectives, we believe that CSR needs to be approached as a planned responsive 
approach which is institutionalized within the organization and translated into and aligned 
with managerial practices including human resource management practices. Hence, we 
understand CSR as a planned process with strategic applications and links to the organizational 
mission and core competences . For academics as well as practitioners, the challenge that this 
conception presents is how to move CSR into an orthodox managerial practice beyond pure 
rhetoric and ideology and thus build a case for CSR as a strategic capability. What matters 
beyond the written and stated CSR intentions is how organizations can actually translate their 
socially responsible principles into effective action and implementation. In this respect, we 
believe that HRM has an important role to play in ensuring CSR’s successful deployment and 
implementation (McWilliams & Siegel 2010).  
 The main argument is that HRM can potentially provide a promising managerial 
framework which can support organizational efforts in translating CSR strategies into practical 
managerial actions and outcomes, especially within the internal organizational environment. 
HRM’s capabilities, expertise and knowledge in executing organizational strategies, 
participating in change management support and facilitation, enhancing managerial efficiency 
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and responsibility for learning and training and development programs can potentially help in 
ensuring the integration of CSR within an organization’s culture and fabric. What makes this 
role all the more interesting and promising is that HRM is increasingly considered as not only 
responsible for humanistic and social concerns but also for adding value in a business sense 
more broadly. HRM is increasingly called upon to create win-win outcomes for organizations 
and their multiple stakeholders through better alignment with the mission and strategic 
direction of the organization . HRM thus appears to be well positioned to be more involved in 
helping firms to amplify their CSR efforts and achieve worthwhile and substantive outcome 
values. 
 With this broad framing in mind, we next present a review of the strategic CSR, strategic 
HRM and co-creation literatures. We then use this literature context to derive our proposition 
for the role of HRM in CSR which is depicted in our CSR-HRM Co-Creation Model. The model 
highlights the potential for HRM involvement in CSR during the conception and strategy 
setting phase, the implementation phase, and follow-up/continuous improvement phase. Our 
proposed CSR-HRM Co-Creation Model thus helps advance our understanding of the potential 
role of HRM in CSR within a strategic approach along the entire CSR lifecycle (i.e. from the 
point of CSR inception to outcome assessment). We conclude by offering practical 
recommendations that are relevant to both HRM and CSR managers in advancing the CSR 
agenda, and meeting growing expectations for CSR  
 
CSR-HRM Affinities and the Notion of Co-Creation 
 The increasing interfaces and convergence between CSR and HRM have been noted in 
recent literature, although this area of research continues to be conceptually under-developed. 
An important question to be raised in this context is why make the case for proposed roles for 
HRM in CSR and what added value can HRM potentially bring into CSR? To answer this 
question we must go back to the fundamental understanding of CSR as a concept that needs 
integration with organizational processes and systematic anchoring in human capital strategies 
and relationships with stakeholders. Accordingly, beyond nomenclature, what is crucially 
important in relation to CSR is to gain a better understanding of how organizations interpret 
and translate CSR principles into managerial actions and practices through the systematic 
leveraging of organizational resources, including human resources. This is where the 
contribution of HRM to CSR could possibly be valuable, and any proposed role for HRM in 
CSR could benefit from building on CSR’s implementation challenges and integration with 
business operations, as well as mainstream mission and strategic objectives as highlighted 
earlier. 
 This paper shows that throughout its functions and responsibility areas such as recruitment 
and selection, training and development, performance management, rewards and 
compensation, talent management, career planning and retention management, HR managers 
can provide much needed support in the context of CSR. We are not suggesting that HRM 
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should exclusively take the lead or replace the role of CSR managers. Instead, we are examining 
how HRM can potentially contribute to CSR and how to better leverage the obvious synergy 
between the two functions. While HRM has traditionally been inwardly focused and CSR has 
traditionally been externally focused, the two functions overlap in terms of the key internal 
dimensions of CSR (Jamali et al. 2008). Examples include areas such as employee motivation and 
engagement, ethical awareness and conduct, and social volunteering activities which could 
result in improved business outcomes that can have positive impacts for both internal and 
external stakeholders. Affinities between the two functions are increasingly noted and reflected 
in recent CSR standards, which explicitly refer to HRM components. For example, many  
HRM-specific guidelines are included in the standards of the Global Reporting Initiative (GRI), 
a non-profit that promotes reporting by organizations on their economic, environmental and 
social performance. Two of its four categories (social impact and workplace practices) reflect 
concern for people and have direct relevance to HRM. The latter includes employee 
involvement, fair and reasonable rewards and conditions, a positive commitment to diversity 
and work-life balance, industrial relations arrangements based on mutual respect, occupational 
health and safety arrangements, executive remuneration that is fair and equitable, 
independently verifiable performance measurement and evaluation systems and training and 
development policies. Similarly, the HRM literature has recently alluded to the importance of 
CSR and the need for HRM scholars to accord systematic attention to CSR. The proposition here 
is that CSR and HRM theories have developed as two separate bodies of research and that there 
is a need for more systematic research linking both strands of literature. HRM is increasingly 
recognized as the function with unique knowledge and skills to support and drive change in 
people management practices and consider the people implications of changes to strategy and 
policies. This alignment needs to be systematically leveraged as we demonstrate in this paper; 
particularly that the HRM function has well-developed capabilities, knowledge and skills in 
relation to employee engagement, organizational learning and culture change which CSR 
invariably needs. In addition, HRM and CSR share a common concern with responsible 
employment practices. 
 This interest in the potential affinities of HRM and CSR as presented in this paper is 
anchored in the concept of co-creation. Introduced in 2004 by Prahalad and Ramaswamy,  
co-creation is posited as a new and important advance in the field of innovation (Hatch & 
Schultz 2010). Anchored in four foundational blocks namely dialogue, access, transparency and 
risk, co-creation expands opportunities for value creation by providing room for the inclusion 
of various stakeholders in the value creation process (Prahalad & Ramaswamy 2004). In other 
words, by leveraging interactivity and deep engagement and providing transparent access to 
information, co-creation can potentially alleviate risks or probability of harm and maximize 
positive outcomes or externalities associated with organizational action (Prahalad & 
Ramaswamy 2004). Through its simple accentuation of the value of the active engagement of 
multiple functions and stakeholders in creating outcomes that are mutually substantive and 
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enriching (Prahalad & Ramaswamy 2004, Lee et al. 2012), we believe that co-creation has 
relevance well beyond the fields of branding and marketing.  
 
The CSR-HRM Co-Creation Model 
 There is significant potential for greater integration of HRM and CSR in the context of a  
co-creation framework. The CSR-HRM Co-Creation Model proposed in Figure 5 reconciles and 
integrates the key elements of the strategic CSR and strategic HRM literatures which could 
result in sustainable outcomes or advantages for the organization and its internal and external 
stakeholders. The model maps the HRM roles over three important milestones of a typical 
strategic CSR lifecycle as suggested by Waddock et al., (2002); namely, 1) the inception and 
strategy-setting phase, 2) enacting CSR implementation and 3) engaging in learning and 
improvement through continuous assessment of outcomes and adjustment of strategy making 
and implementation accordingly.  
 
CSR Strategizing and the Role of HRM 
 The first step is related to developing the strategic CSR vision, scope of activities, targeted 
stakeholders and desired objectives which in turn shape the possible leveraging of HRM 
capabilities and expertise to support CSR objectives. Indeed, we posit that the nature of the CSR 
objectives is important in guiding the role of HRM in CSR. It could be that the CSR vision 
focuses mainly on the internal organizational environment, with a specific interest in raising 
employees’ awareness of CSR, enacting a healthy work environment and building an internal or 
external volunteering culture. This type of CSR focus is likely to be fundamentally different 
from, for example, environmental stewardship which would require a different role for HRM. 
Thus, a strategic direction in relation to CSR is essential to guide the potential contributions of 
HRM in the context of the CSR-HRM Co-Creation Model. There is clearly a role for HRM to be 
proactively engaged in co-defining the CSR strategy, mission and objectives that best leverage 
the unique competencies and capabilities of the firm whilst ensuring alignment with business 
outcomes and objectives.  
 
CSR Evaluation and the Role of HRM 
 In an environment where both CSR and HRM are increasingly value-driven and being held 
accountable for outcomes, it is important to accord systematic attention to the expected 
outcomes from the integration of the two functions. Assessing potential outcomes also helps 
complete the learning and improvement process discussed by Waddock et al. (2002) through 
evaluating not only potential outcomes, but also feeding the main highlights of the assessment 
process into the next phase of the strategic CSR cycle as illustrated in Figure 5. Various studies 
have examined relationships between HRM and performance outcomes (or CSR and 
performance outcomes, although very few studies have pondered the potential outcomes that 
could result from an effective integration of CSR and HRM and their implications for 
competitive advantage.  Particularly in evaluating and assessing the value of the role of HRM in 
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CSR, we argue that a Resource-Based View (RBV) lens together with principles of co-creation 
could be useful in this respect. As a concept, the RBV has been introduced and developed to 
describe how managing organizational resources strategically can generate sustainable 
competitive advantages for the firm (Barney, 1991). The inception of the RBV approach 
contributed in turn to supporting the strategic HRM literature and its conceptual development 
(Colbert 2004, Becker & Huselid 2006, Boxall, & Purcell 2008, Guest 2011). In a way, the RBV 
logic justifies expenditures in HRM areas such as training and development, talent management 
and employee involvement systems because it demonstrates that investments in these internal 
resources that are valuable, scarce, non-substitutable, and inimitable provide positive returns on 
investment and outcome benefits that are appropriable (Barney, 1991). HRM as an internal 
managerial function can be considered as a source of competitive advantage using the same 
logic (Wright et al. 2001). We extend this further in our paper by making the argument that 
HRM and through the four roles outlined, has an important strategic role to play in creating the 
supporting conditions under which an organization’s CSR mission, objectives and 
implementation can be considered a valuable resource and the successful integration of HRM 
and CSR can lead to long-term sustainable advantage and positive outcome values that are 
appropriable. 
 
Conclusion 
 This paper contributes to both HRM and CSR literatures. In relation to the HRM literature, 
the paper provides many examples of how the strategic HRM partnering model can be 
operationalzed and put into practice taking the example and application of CSR as a case in 
point. In this respect, while the Ulrich (1997) model has been posited as a successful innovation, 
there have been very few examples of how it can be applied in practice. In relation to the CSR 
literature, this paper draws attention to the internal dimensions and the micro-foundations of 
CSR that have hitherto not been accorded sufficient attention in the literature. Our paper makes 
a strong case that a primary or exclusive focus on the external manifestations of CSR is not 
sufficient, and that the external orientation needs to be anchored in a strong internal foundation. 
It is precisely this foundation and its internal dynamics that can turn CSR into a competitive 
capability and a sustainable source of competitive advantage.  
 In terms of future research directions, there is a need for more concrete measures of  
CSR-HRM outcome values, particularly noting that causality in this context is potentially 
complex and needs to be systematically considered. There is also a need to define more clearly 
the different ways in which HRM can be involved in CSR. HRM and CSR functions certainly 
coalesce around other roles and dimensions than those suggested by Ulrich (1997), which needs 
to be further delineated and explored. The implications of our model from a co-creation 
perspective can also be further considered and developed. This paper suggests that nurturing 
the involvement of HRM in CSR can build sustainable advantage in the long-term which is 
consistent with a co-creation orientation. An examination of the dynamics of this process and 
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the sustainable advantages of responsible social actions are also worthy of more scrutiny and 
further research. The potential affinities between HRM and CSR have been presented in this 
paper, but future research could try to extend, refine or test the model and its assumptions in 
various contexts 
 
References 
1. Buckley, M. R., Beu, D. S., Frink, D. D., Howard, J. L., Berkson, H., Mobbs, T. A., et al. 2001. 

‘Ethical issues in human resource systems.’ Human Resource Management Review, 11:1/2, 
11-29. 

2. Burke, L. and Logsdon, J. M. 1996. ‘How corporate social responsibility pays off.’ Long 
Range Planning, 29:4, 495-502. 

3. Buyens, D. and De Vos, A. 2001. ‘Perceptions of the value of the HRM function.’ Human 
Resources Management Journal, 11, 70-89.  

4. Caldwell, R. 2001. ‘Champions, adapters, consultants and synergists: The new change 
agents in HRM.’ Human Resource Management Journal, Special Issue, 11:3, 39-53. 

5. Carroll, A. 1991. ‘The pyramid of corporate social responsibility: Toward the moral 
management of organizational stakeholders.’ Business Horizons, 34:4, 39-48. 

6. Carroll, A. B. and Shabana, K. M. 2010. ‘The business case for corporate social responsibility: 
A review of concepts, research and practice.’ International Journal of Management Reviews, 
12, 85-105. 

7. CIPD. 2011. Developing organization culture Six case studies. London: CIPD. 
8. Colbert, B. A. 2004. ‘The complex resource-based view: Implications for theory and practice 

in strategic human resource management.’ Academy of Management Review, 28:3, 341-358 
9. Collier, J. and Esteban, R. 2007. ‘Corporate social responsibility and employee commitment.’ 

Business Ethics: A European Review, 16:1, 19-33. 
10. Gartner Group. Report highlight for market trends: CRM services, Asia/Pacific, 2006–2007; 

2006. 
11. Gefen D, Ridings MC. Implementation team responsiveness and user evaluation of 

customer Relationship management: a quasi-experimental design study of social exchange 
theory. J Manage Inf Syst 2002;19(1):4770. 

12. Glock RE, Kunz GI. Apparel manufacturing: sewn product analysis. New York:  
Macmillan; 1990. 

 
 
 
 
 
 
 



Department of Business Administration, Loyola College 

218                                                Vol. 4, No. 3, Special Issue 3, February 2017 

 
 

M. Shobana 
II BBA, Marudhar Kesari Jain College for Women Vaniyambadi 

 
Marketing 
 Marketing is the study and management of exchange relationships. The American 
Marketing Association has defined marketing as "the activity, set of institutions, and processes 
for creating, communicating, delivering, and exchanging offerings that have value for 
customers, clients, partners, and society at large."  Marketing is used to create the customer, to 
keep the customer and to satisfy the customer. With the customer as the focus of its activities, it 
can be concluded that Marketing is one of the premier components of Business Management the 
other being Operations (or Production). Other services and management activities such as 
Human Resources, Accounting, Law and Legal aspects can be "bought in" or "contracted out". 
 
Definition 
 Marketing is defined by the American Marketing Association as "the activity, set of 
institutions, and processes for creating, communicating, delivering, and exchanging offerings 
that have value for customers, clients, partners, and society at large." The term developed from 
the original meaning which referred literally to going to a market to buy or sell goods or 
services. Seen from a systems point of view, sales process engineering views marketing as "a set 
of processes that are interconnected and interdependent with other functions, whose methods 
can be improved using a variety of relatively new approaches." 
 
The Marketing Concept 
 The term marketing concept pertains to the fundamental premise of modern marketing. 
This concept proposes that in order to satisfy its organizational objectives, an organization 
should anticipate the needs and wants of consumers and satisfy these more effectively than 
competitors. 
 
Marketing Orientations 
 An orientation, in the marketing context, relates to a perception or attitude a firm holds 
towards its product or service, essentially concerning consumers and end-users. There exist 
several common orientations: 
 
Product Orientation 
 A firm employing a product orientation is chiefly concerned with the quality of its own 
product. A firm would also assume that as long as its product was of a high standard, people 
would buy and consume the product. 

MARKETING 
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 This works most effectively when the firm has good insights about customers and their 
needs and desires, as for example in the case of Sony Walkman or Apple iPod, whether these 
derive from intuitions or research. 
 
Sales Orientation 
 A firm using a sales orientation focuses primarily on the selling/promotion of a particular 
product, and not determining new consumer desires as such. Consequently, this entails simply 
selling an already existing product, and using promotion techniques to attain the highest sales 
possible. Such an orientation may suit scenarios in which a firm holds dead stock, or otherwise 
sells a product that is in high demand, with little likelihood of changes in consumer tastes 
diminishing demand. 
 
Production Orientation 
 A firm focusing on a production orientation specializes in producing as much as possible of 
a given product or service. Thus, this signifies a firm exploiting economies of scale, until the 
minimum efficient scale is reached. A production orientation may be deployed when a high 
demand for a product or service exists, coupled with a good certainty that consumer tastes do 
not rapidly alter (similar to the sales orientation). 
 
Marketing Orientation 
 The marketing orientation is perhaps the most common orientation used in contemporary 
marketing. It involves a firm essentially basing its marketing plans around the marketing 
concept, and thus supplying products to suit new consumer tastes. As an example, a firm 
would employ market research to gauge consumer desires, use R&D to develop a product 
attuned to the revealed information, and then utilize promotion techniques to ensure persons 
know the product exists. The marketing orientation often has three prime facets, which are: 
 
Customer Orientation 
 A firm in the market economy survives by producing goods that persons are willing and 
able to buy. Consequently, ascertaining consumer demand is vital for a firm's future viability 
and even existence as a going concern. 
 
Organizational Orientation 
 In this sense, a firm's marketing department is often seen as of prime importance within the 
functional level of an organization. Information from an organization's marketing department 
would be used to guide the actions of other department's within the firm. As an example, a 
marketing department could ascertain (via marketing research) that consumers desired a new 
type of product, or a new usage for an existing product. With this in mind, the marketing 
department would inform the R&D department to create a prototype of a product/service 
based on consumers' new desires. The production department would then start to manufacture 
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the product, while the marketing department would focus on the promotion, distribution, 
pricing, etc. of the product. Additionally, a firm's finance department would be consulted, with 
respect to securing appropriate funding for the development, production and promotion of the 
product. Inter-departmental conflicts may occur, should a firm adhere to the marketing 
orientation. Production may oppose the installation, support and servicing of new capital stock, 
which may be needed to manufacture a new product. Finance may oppose the required capital 
expenditure, since it could undermine a healthy cash flow for the organization. 
 
Mutually Beneficial Exchange 
 In a transaction in the market economy, a firm gains revenue, which thus leads to more 
profits/market share/sales. A consumer on the other hand gains the satisfaction of a 
need/want, utility, reliability and value for money from the purchase of a product or service. 
As no one has to buy goods from any one supplier in the market economy, firms must entice 
consumers to buy goods with contemporary marketing ideals. 
 
The Four Ps 
Main article: Marketing mix 
 In the early 1960s, Professor Neil Borden at Harvard Business School identified a number of 
company performance actions that can influence the consumer decision to purchase goods or 
services. Borden suggested that all those actions of the company represented a “Marketing 
Mix”. Professor E. Jerome McCarthy, at the Michigan State University in the early 1960s, 
suggested that the Marketing Mix contained 4 elements: product, price, place and promotion. 
Product 
 The product aspects of marketing deal with the specifications of the actual goods or 
services, and how it relates to the end-user's needs and wants. The scope of a product generally 
includes supporting elements such as warranties, guarantees, and support. 
Pricing 
 This refers to the process of setting a price for a product, including discounts. The price need 
not be monetary; it can simply be what is exchanged for the product or services, e.g. time, 
energy, or attention. Methods of setting prices optimally are in the domain of pricing science. 
Placement (or distribution) 
 This refers to how the product gets to the customer; for example, point-of-sale placement or 
retailing. This third P has also sometimes been called Place, referring to the channel by which a product or service is sold (e.g. online vs. retail), which geographic region or industry, to which 
segment (young adults, families, business people), etc. also referring to how the environment in which the product is sold in can affect sales. 
Promotion 
 This includes advertising, sales promotion, including promotional education, publicity, and 
personal selling. Branding refers to the various methods of promoting the product, brand, or 
company. 
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 These four elements are often referred to as the marketing mix, which a marketer can use to 
craft a marketing plan. The four Ps model is most useful when marketing low value consumer 
products. Industrial products, services, high value consumer products require adjustments to 
this model. Services marketing must account for the unique nature of services. Industrial or B2B 
marketing must account for the long term contractual agreements that are typical in supply 
chain transactions. Relationship marketing attempts to do this by looking at marketing from a 
long term relationship perspective rather than individual transactions. 
 As a counter to this, Morgan, in Riding the Waves of Change (Jossey-Bass, 1988), suggests that 
one of the greatest limitations of the 4 Ps approach "is that it unconsciously emphasizes the 
inside–out view (looking from the company outwards), whereas the essence of marketing 
should be the outside–in approach". In order to recognize the different aspects of selling 
services, as opposed to Products, a further three Ps were added to make a range of Seven Ps for 
service industries: 
 Process - the way in which orders are handled, customers are satisfied and the service is 
delivered. 
 Physical Evidence - is tangible evidence of the service customers will receive (for example a 
holiday brochure). 
 People - the people meeting and dealing with the customers. 
 As markets have become more satisfied, the 7 Ps have become relevant to those companies 
selling products, as well as those solely involved with services: customers now differentiate 
between sellers of goods by the service they receive in the process from the people involved. 
 Some authors cite a further P - Packaging - this is thought by many to be part of Product, 
but in certain markets (Japan, China for example) and with certain products (perfume, 
cosmetics) the packaging of a product has a greater importance - maybe even than the product 
itself. 
 
The Marketing Environment 
 The term "marketing environment" relates to all of the factors (whether internal, external, 
direct or indirect) that affect a firm's marketing decision-making/planning. A firm's marketing 
environment consists of three main areas, which are: 
• The macro-environment, over which a firm holds little control 
• The micro-environment, over which a firm holds a greater amount (though not necessarily 

total) control 
 
The Macro-Environment 
 A firm's marketing macro-environment consists of a variety of external factors that manifest 
on a large (or macro) scale. These are typically economic, social, political or technological 
phenomena. A common method of assessing a firm's macro-environment is via a PESTLE 
(Political, Economic, Social, Technological, Legal, Ecological) analysis. Within a PESTLE 
analysis, a firm would analyze national political issues, culture and climate, key macroeconomic 
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conditions, health and indicators (such as economic growth, inflation, unemployment, etc.), 
social trends/attitudes, and the nature of technology's impact on its society and the business 
processes within the society. 
 
The Micro-Environment 
 A firm's micro-environment comprises factors pertinent to the firm itself, or stakeholders 
closely connected with the firm or company. 
A firm's micro-environment typically spans: 
• Customers/consumers 
• Employees 
• Suppliers 
• The Media 
 By contrast to the macro-environment, an organization holds a greater degree of control 
over these factors. 
 
Marketing Research 
 Marketing research involves conducting research to support marketing activities, and the 
statistical interpretation of data into information. This information is then used by managers to 
plan marketing activities, gauge the nature of a firm's marketing environment, attain 
information from suppliers, etc. 
 A distinction should be made between marketing research and market research. Market 
research pertains to research in a given market. As an example, a firm may conduct research in 
a target market, after selecting a suitable market segment. In contrast, marketing research 
relates to all research conducted within marketing. Thus, market research is a subset of 
marketing research. 
 Marketing researchers use statistical methods (such as quantitative research, qualitative 
research, hypothesis tests, Chi-squared tests, linear regression, correlation co-efficient, 
frequency distributions, Poisson and Binomial distributions, etc.) to interpret their findings and 
convert data into information. 
 
The Marketing Research Process 
Marketing research spans a number of stages, including: 
• Define the problem 
• Develop a research plan 
• Collect the data 
• Interpret data into information 
• Disseminate information formally in the form of a report 
Market Segmentation 
 Market segmentation pertains to the division of a market of consumers into persons with 
similar needs and wants.As an example, if using Kellogg's cereals in this instance, Frosties are 
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marketed to children. Crunchy Nut Corn Flakes are marketed to adults. Both goods 
aforementioned denote two products which are marketed to two distinct groups of persons, 
both with like needs, traits, and wants. 
 
The Purposes of Market Segmentation 
Market segmentation is conducted for two main purposes, including: 
• A better allocation of a firm's finite resources 
• To better serve the more diversified tastes of contemporary Western consumers 
 A firm only possesses a certain amount of resources. Accordingly, it must make choices (and 
appreciate the related costs) in servicing specific groups of consumers. Moreover, with more 
diversity in the tastes of modern consumers, firms are taking noting the benefit of servicing a 
multiplicity of new markets. 
 
Overview of Segmentation Process 
 Segmentation can be defined in terms of the STP acronym, meaning Segment, Target, 
Position. 
 
Segment 
 Segmentation involves the initial splitting up of consumers into persons of like 
needs/wants/tastes. 
Four commonly used criteria are used for segmentation, which include: 
• Geographical (a country, region, city, town, etc.) 
• Psychographic (i.e. personality traits or character traits which influence consumer 

behaviour) 
• Demographic (e.g. age, gender, socio-economic class, etc.) 
• Behavioural (e.g. brand loyalty, usage rate, etc.) 
 
Target 
 Once a segment has been identified, a firm must ascertain whether the segment is beneficial 
for them to service. The DAMP acronym (meaning Discernable, Accessible, Measurable and 
Profitable) are used as criteria to gauge the viability of a target market. DAMP is explained in 
further detail below: 
• Discernable - how a segment can be differentiated from other segments. 
• Accessible - how a segment can be accessed via Marketing Communications produced by a 

firm 
• Measurable - can the segment be quantified and its size determined? 
• Profitable - can a sufficient return on investment be attained from a segment's servicing? 
 The next step in the targeting process is the level of differentiation involved in a segment 
serving. Three modes of differentiation exist, which are commonly applied by firms. These are: 
• Undifferentiated - where a company produces a like product for all of a market segment 
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• Differentiated - in which a firm produced slight modifications of a product within a 
segment 

• Niche - in which an organisation forges a product to satisfy a specialized target market 
 
Position 
 Positioning concerns how to position a product in the minds of consumers. A firm often 
performs this by producing a perceptual map, which denotes products produced in its industry 
according to how consumers perceive their price and quality. From a product's placing on the 
map, a firm would tailor its marketing communications to suit meld with the product's 
perception among consumers. 
 
Marketing Communications 
 Marketing communications is defined by actions a firm takes to communicate with end-
users, consumers and external parties. Marketing communications encompasses four distinct 
subsets, which are: 
 
Personal Sales 
 Oral presentation given by a salesperson who approaches individuals or a group of 
potential customers: 
• Live, interactive relationship 
• Personal interest 
• Attention and response 
• Interesting presentation 
• Clear and thorough. 
 
Sales Promotion 
Short-term incentives to encourage buying of products: 
• Instant appeal 
• Anxiety to sell 
 An example is coupons or a sale. People are given an incentive to buy, but this does not 
build customer loyalty or encourage future repeat buys. A major drawback of sales promotion 
is that it is easily copied by competition. It cannot be used as a sustainable source of 
differentiation. 
 
Public Relations 
 Public Relations (or PR, as an acronym) is the use of media tools by a firm in order to 
promote goodwill from an organization to a target market segment, or other consumers of a 
firm's good/service. PR stems from the fact that a firm cannot seek to antagonize or inflame its 
market base, due to incurring a lessened demand for its good/service. Organizations undertake 
PR in order to assure consumers, and to forestall negative perceptions towards it. 
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PR Can Span 
• Interviews 
• Speeches/Presentations 
• Corporate literature, such as financial statements, brochures, etc. 
 
Publicity 
 Publicity involves attaining space in media, without having to pay directly for such 
coverage. As an example, an organization may have the launch of a new product covered by a 
newspaper or TV news segment. This benefits the firm in question since it is making consumers 
aware of its product, without necessarily paying a newspaper or television station to cover the 
event. 
 
Advertising 
 Advertising occurs when a firm directly pays a media channel to publicize its product. 
Common examples of this include TV and radio adverts, billboards, branding, sponsorship, etc. 
 
Marketing Communications "Mix" 
 Marketing communications is a "sub-mix" within the Promotion aspect of the marketing 
mix, as the exact nature of how to apply marketing communications depends on the nature of 
the product in question. Accordingly, a given product would require a unique communications 
mix, in order to convey successfully information to consumers. Some products may require a 
stronger emphasis on personal sales, while others may need more focus on advertising. 
 
Marketing Planning 
 The area of marketing planning involves forging a plan for a firm's marketing activities.  
A marketing plan can also pertain to a specific product, as well as to an organisation's overall 
marketing strategy. Generally speaking, an organisation's marketing planning process is 
derived from its overall business strategy. Thus, when top management are devising the firm's 
strategic direction/mission, the intended marketing activities are incorporated into this plan. 
 
Marketing Planning Process 
Within the overall strategic marketing plan, the stages of the process are listed as thus: 
• Mission Statement 
• Corporate Objectives 
• Marketing Audit 
• SWOT analysis 
• Assumptions arising from the Audit and SWOT analysis 
• Marketing objectives derived from the assumptions 
• An estimation of the expected results of the objectives 
• Identification of alternative plans/mixes 
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• Budgeting for the marketing plan 
• A first-year implementation program 
 
Levels of Marketing Objectives within an Organization 
 As stated previously, the senior management of a firm would formulate a general business 
strategy for a firm. However, this general business strategy would be interpreted and 
implemented in different contexts throughout the firm. 
 
Corporate 
 Corporate marketing objectives are typically broad-based in nature, and pertain to the 
general vision of the firm in the short, medium or long-term. As an example, if one pictures a 
group of companies (or a conglomerate), top management may state that sales for the group 
should increase by 25% over a ten year period. 
 
Strategic Business Unit 
 Strategic business unit (SBU), in this case, means strategic business unit. An SBU is a 
subsidiary within a firm, which participates within a given market/industry. The SBU would 
embrace the corporate strategy, and attune it to its own particular industry. For instance, an 
SBU may partake in the sports goods industry. It thus would ascertain how it would attain 
additional sales of sports goods, in order to satisfy the overall business strategy. 
 
Functional 
 The functional level relates to departments within the SBUs, such as marketing, finance, HR, 
production, etc. The functional level would adopt the SBU's strategy and determine how to 
accomplish the SBU's own objectives in its market. To use the example of the sports goods 
industry again, the marketing department would draw up marketing plans, strategies and 
communications to help the SBU achieve its marketing aims. 
 
Product Life Cycle 
 The Product Life Cycle (or PLC, for short) is a tool used by marketing managers to gauge the 
progress of a product, especially relating to sales/revenue accrued over time. The PLC is based 
on a few key assumptions, including: A given product would possess an Introduction, Growth, 
Maturity and Decline stage. - No product lasts perpetually on the market. - A firm must employ 
differing strategies, according to where a product is on the PLC. 
 
Introduction 
 In this stage, a product is launched onto the market. To stimulate growth of sales/revenue, 
use of advertising may be high, in order heighten awareness of the product in question. 
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Growth 
 The product's sales/revenue is increasing, which may stimulate more marketing 
communications to sustain sales. More entrants enter into the market, to reap the apparent high 
profits that the industry is producing. 
 
Maturity 
 A product's sales start to level off, and an increasing number of entrants to a market 
produce price falls for the product. Firms may utilise sales promotions to raise sales. 
 
Decline 
 Demand for a good begins to taper off, and the firm may opt to discontinue manufacture of 
the product. This is so, if revenue for the product comes from efficiency savings in production, 
over actual sales of a good/service. However, if a product services a niche market, or is 
complementary to another product, it may continue manufacture of the product, despite a low 
level of sales/revenue being accrued. 
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Abstract 
 This report is the outcome of “This study helps us comprehensively understand importance of the Industrial 
Relations in a company and also to know about the various labor welfare measures that have been followed. The 
primary data was collected through questionnaires. The questionnaires were collected from the workers from the 
organization. The sample size chosen was 101 samples. The secondary data is collected from reports which were 
previously done by some other researcher, books, journals, websites etc. This study helps to identify the various 
industrial relation policies and standing orders that have been followed in the organization and also to know about 
the employee welfare measures taken to improve the working conditions and thus the productivity of the 
organization. It also helps to identify about the employee-employer relations, trade union involvement and employee 
participation in the organization. 
Keywords: Industrial relation, Workers behavior, Thermal Power Stations. 
 
Introduction 
 People in organizations interact with each other during work, formally and officially as well 
as socially and informally. During the course of interaction, relationships develop, which are 
invisible connecting links, colored by emotions of love, hate, repulsion, respect, fear, anxiety 
and so on. Employees are among an organization’s most important audiences with the potential 
to be its most effective ambassadors. Industrial Relations are practices or initiatives for ensuring 
that Employees are happy and are productive. Industrial Relations offer assistance in a variety 
of ways including Employee recognition, policy development and interpretation, and all types 
of problem solving and dispute resolution. In addition to the workplace climate, the company 
also considers the types of processes or systems it wants to employ within the workplace to 
support the company culture and enhance the working relationship that exists between the 
company and its workforce. Such systems could include communications, policies, training, and 
development. 
 
About NLC 
 Neyveli Lignite Corporation Limited, a “Navratna” Government of India Enterprise, under 
the administrative control of MOC has a chequered history of achievements in the last 56 years 
since its inception in 1956. A pioneer among the public sector undertakings in energy sector, 
NLC operates 

i. Three Opencast Lignite Mines of total capacity of 28.5 Million Tonnes per Annum at Neyveli 
and one open cast lignite Mine of capacity 2.1 Million Tonnes per Annum at Barsingsar, 
Rajasthan. 

A COMPARATIVE STUDY OF INDUSTRIAL RELATION BETWEEN 
REGULAR AND CONTRACT WORKERS IN THERMAL POWER  

STATION -1 AT NEYVELI LIGNITE CORPORATION 
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ii. Three Thermal Power Stations with a total installed capacity of 2490 Mega Watt at Neyveli 
and one Thermal Power Station at Barsingsar, Rajasthan with an installed capacity of  
250 Mega Watt. 

 All the Mines of NLC are ISO Certified for Quality Management System, Environmental 
Management System and Occupational Health & Safety Management System. All the Power 
stations of NLC are also ISO Certified for Quality Management System and Environmental 
Management System. NLC’s growth is sustained and its contribution to India’s social and 
economic development is significant. 
 
Objectives 
 This study is mainly focus on workers behavior and industrial relationship at work place . 
this will help to study the Regular and contract workmen on various attributes related to “Work 
Environment” and facilities provided by NLC. This will mainly used to find perception Regular 
and Contract workmen on relations between each other and other groups such as peer, 
supervisors, HR Officials, Unions etc. also to find the perception on how Contract employees 
are treated in comparison to Regular employees and to Analysis the views of Regular workmen 
on hiring Contract Workers in TPS-1. This study is conducted in Thermal Power Station -1, 
Neyveli Lignite Corporation located in Neyveli. The study tries to find the Satisfaction levels, 
Motivation levels, Expectations etc. among Regular and Contract workmen and try to compare 
the perception of both the groups with each other. This study also tries to find out the nature of 
relationships of Contract and Regular workmen with other groups in TPS-1. The view of 
Regular employees on hiring contract workmen is also being captured. 

 
Review of Literature 
 Review of literature shows the previous studies carried out by the researcher in their field. 
The previous studies are reviewed in order to gain an insight into the extent of research done on 
this topic. Industrial progress is impossible without cooperation of labors and harmonious 
relationships. Therefore, it is in the interest of all to create and maintain good relations between 
employees (labour) and employers (management).The Encyclopedia Britannica (1961).  
The concept of industrial relations has been extended to denote the relations of the state with 
employees, workers and their organizations. The subject therefore includes individual relations 
and joint consultation between employers and work people at their work place, collective 
relations between employers and their organizations and trade unions and the part played by 
the State in regulating these relations. 
 M.K.Singh (1983) Industrial Relations are a vital concern of all-the employers, the 
employees, the government and the general public as a whole. V.B.Singh (1967) Industrial 
relations are an integral aspect of social relations arising out of employer-employee interactions 
in modern industries, which are regulated by the State in varying degrees, in conjunction with 
organized social forces and influenced by prevailing institutions. This involves a study of the 
state, the legal system, workers and employers organizations on the institutional level; and that 
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of the patterns of industrial organization (including management), capital structure (including 
technology), compensation of labour force and the forces of market on the economic level 
 
Research Methodology 
 Research Methodology is a way to systematically solve the research problem. It may be 
understood as a science problem. It may be understood as a science of studying how research is 
done scientifically. An effective research strategy is the framework of the research process.  
This deals with the most suitable methods of investigations, nature of investment, sampling 
plan and types of data. Research design is the arrangement of conditions for the collection and 
analysis of data for are search study, which will have relevant and scientific approach to the 
study. The research design is descriptive in nature. The universe comprises of nearly 2500 
including both Regular and Contract workers. Sample is the segment of population selected to 
represent the population as a whole. The sample size considered for the study is 50 each.  
The sampling technique used is convenient sampling method i.e., based on the availability of 
the employees the data was collected. Using personal interview method answers to a set of 
preconceived questions were obtained. 
 
Analysis and Interpretation 
1. What are the factors that motivated you to join NLC as worker? 
Tabulation 4.1: Ranking Factors that motivated to join NLC 

 

Regular Contract Regular Contract Regular Contract Regular Contract Regular Contract Regular Contract

Rank-1 14 0 19 22 0 4 2 7 0 12 1 0
Rank-2 11 14 10 3 4 4 1 2 3 8 10 1
Rank-3 2 10 7 9 4 13 6 1 9 1 7 2
Rank-4 3 8 8 2 18 7 6 5 2 1 1 0
Rank-5 8 2 4 3 8 5 3 4 13 7 1 11
Rank-6 2 2 0 0 6 1 9 5 9 2 9 10
Rank-7 1 1 0 0 3 1 5 8 4 1 8 5
Rank-8 4 1 0 1 2 0 4 0 4 8 7 2
Rank-9 2 0 0 0 2 0 3 1 0 1 2 2
Rank-10 1 0 1 1 1 1 7 0 2 0 3 0

Factors
Nature of Work Job&Social Work Environment Work Exp Career Growth Remuneration
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Chart Analysis 4.1: Factors that Motivated to join NLC 
 

 
 

Inference Rank Order 
 Tabulation shows the Analysis Rank Order for factors that are motivated to join NLC as per 
the result of chi-square test. Because motivational factors very important in all kind of people to 
enrich and develop the skill and quality in their work and working progress. 
Chi Square Test 
 The Chi square test has been done to find the relationship between age of a worker and 
nature of work. 

Regular Contract Regular Contract Regular Contract Regular Contract Regular Contract

Rank-1 1 0 3 1 3 0 4 1 3 4
Rank-2 10 1 4 3 2 2 1 0 4 5
Rank-3 7 2 3 3 7 4 2 1 2 0
Rank-4 1 0 8 2 2 3 0 9 2 1
Rank-5 1 11 4 1 7 1 1 0 1 0
Rank-6 9 10 4 3 2 9 5 1 3 0
Rank-7 8 5 16 4 6 6 3 5 2 2
Rank-8 7 2 3 4 12 12 9 5 2 0
Rank-9 2 2 4 13 8 2 19 7 5 7
Rank-10 3 0 1 2 1 2 4 4 24 23

Facilities Reputation of the 
company Proximity to home Family Pressure

Factors
Remuneration
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 Value df Asymp. Sig. (2-sided) Pearson Chi-Square 111.879a 16 .000 
Likelihood Ratio 107.052 16 .000 
Linear-by-Linear Association 44.134 1 .000 
N of Valid Cases 51   
 
Inference  23 cells (92.0%) have expected count less than 5. The minimum expected count is .18. 
 P (cal) < Infinity ,0.000 < 0.05 ,Reject H0 (Null Hypothesis) 
Therefore, there is a significant difference between Age and Nature of Work. 

 
Correlation 
 The Correlation test has been done to find the awareness level of regular and contract 
workers. 

Correlations  Contract Regular 
Contract 

Pearson Correlation 1 .852** 
Sig. (2-tailed)  .000 
N 51 50 

Regular 
Pearson Correlation .852** 1 
Sig. (2-tailed) .000  
N 50 50 

 
Inference 
 Correlation is significant at the 0.01 level (2-tailed).This test is stating that awareness level of 
regular and contract workers. It shows that regular employees are having more awareness and 
updating knowledge than others as per the result of correlation.  

 
Finding and Suggestion  
 As per the study which I done, I found that Contract workers did not have awareness about 
work environment so they need more action required in work environment. Very little action 
required for Training, Level of motivation and safety in the Work Environment. Action required 
for stress and Leadership in the Work Environment. Family Pressure, Nature of Work and Job 
and Social Security these are the main factors that workers motivated to join NLC has a Regular 
workers. Family Pressure, Nature of Work and Proximity to Home these are the main factors 
that workers motivated to join NLC has a Regular workers. A worker needs action required in 
Job & social security and Nature of Work. A worker needs very little action required in 
Remuneration and Work Environment. No action required for Remuneration, Job & Social 
Security, Grievance and Treatment by NLC. Action required for Training. Workers want to be 
comfortable with what their employer stands for. Social Psychology research indicates the 
chances of success are much greater for your Organization if you have a clearly defined vision 
that all your people can follow. In some organizations, this is also referred to as a mission 
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statement. The more workers interact with other members of the team, the greater the worker 
linked with the organization. Getting as many people as possible strategizing on how to make 
your business a success is another very viable part of a good worker relations program. 
Workers want to have challenging work. People like to be challenged, particularly when they 
feel that they are supported in taking on new challenges. Presenting an organizational challenge 
to your employees stimulates thinking and creates excitement within the organization Workers 
today want to be knowledgeable about the company's effectiveness and its activities 
 
Conclusion 
 In this project we discussed about the relationship of the Regular Employees and Contract 
Workers. In most of the Queries both Regular Employees and Contract Workers founds to be 
satisfied to work in the NLC. As per the survey most of employees need change in nature of 
work and reorganization after promotion. Despite of any other issues outside the company is 
never spoiling the employees working nature. 70 % of the workers in the NLC have never tried 
for jobs in the other companies since they are satisfied highly with the NLC itself.  
The relationship between contract and regular workers is based on mutual understanding and 
both work cordially in coordination with each other. The facilities offered to contract and 
regular workers are almost similar and both are mostly satisfied with facilities. 
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Abstract 
 The purpose of this study was to assess the effectiveness of the recruitment procedures in a company. It was to 
find out the recruitment practices of company, the effectiveness of the recruitment of company, the challenges 
associated with the recruitment Tools used for the project Chi-Square test, Simple percentage analysis method. Data 
that has been used for the study is primary data and secondary data. Sampling used in this study is Simple Random 
sampling. The study revealed that the recruitment processes are characterized with lots of challenges. Among the 
recommendations made were those potential employees should all be treated fairly in the recruitment process, more 
so measure has to be adopted to provide career growth, assurance for good performance by the employees to increase 
ability and skill. 
 
Introduction 
 Recruitment forms the first stage in the process which continues with selection and ceases 
with the placement of the candidate. It is the next step in the procurement function, the first 
being the manpower planning. Recruitment makes it possible to acquire the number and types 
of people necessary to ensure the continued operation of the organization. Recruiting is the 
discovering of potential applicants for actual or anticipated organization vacancies. In other 
words, it is a ‘linking activity’ bringing together those with jobs and those seeking jobs. 
 Human resources are a term used to describe the individuals who comprise the workforce 
of an organization. The use of the term 'human resources' by organizations to describe the 
workforce capacity available to devote to the achievement of its strategies has drawn upon 
concepts developed in Organizational Psychology. Human Resources may set strategies and 
develop policies, standards, systems, and processes that implement these strategies in a whole 
range of areas. The following are typical of a wide range of organizations: 
• Recruitment, selection, and outsourcing 
• Organizational design and development 
• Business transformation and change management 
• Performance, conduct and behavior management 
• Industrial and employee relations 
• Human resources workforce analysis 
• Compensation, rewards, and benefits management 
• Training and development. 
  Recruitment forms a major part of an organization's overall resourcing strategies, which 
identify and secure people needed for the organization to survive and succeed in the short to 
medium-term. Recruitment activities need to be responsive to the ever-increasingly competitive 
market to secure suitably qualified and capable recruits at all levels.  To be effective these 
initiatives need to include how and when to source the best recruits internally or externally. 

EFFECTIVENESS OF RECRUITMENT 
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Recruitment refers to the process of attracting, screening, and selecting qualified people for a 
job at an organization. Selection may be defined as the process by which the organization 
chooses from among the applicants, those people whom they feel would best meet the job 
requirement, considering current environmental condition. The data has been collected by using 
questionnaire and it has been analyzed. Analysis of data in a general way involves a number of 
closely related operation that are performed with the purpose of summarizing the collected data 
and organizing them in such a manner that answer the research questions. 
 
Sources of Recruitment 
 Before an organization begin recruiting applicants, it should consider the most likely source 
of the type of employee it needs. Some companies try to develop new sources, while most only 
tackle the existing sources they have. These sources accordingly, may be termed as internal and 
external. 
 
Internal Sources 
 As a conscious focus of the organization to nurture high potential talents by providing them 
suitable career growth opportunities within the organization, efforts would always be made to 
fill in specific vacancies from its existing human resource pool and this is known as internal 
sources. The entire process would be done through job posting (IJP) and communication 
including the job profile, candidate profile; eligibility (who can apply), application deadline etc. 
would be made available by the HR. Employees possessing necessary skills, knowledge, and 
experience matching with those required for the job may apply through the appropriate 
communication channels as prescribed in the IJP. 
• Promotions: The process of elevating a person to higher level job is what is known as 

promotion. 
• Transfers: Transfer of an employee may be either from one section to another or from one 

department to another. 
• Job rotation: Moving an employee to get specialized in various posts of the organization. 
• Re-employment of ex-employees: Re-employment of ex-employees is one of the internal 

sources of recruitment in which employees can be invited and appointed to fill vacancies in 
the concern. There are situations when ex-employees provide unsolicited applications also. 

 
The Use of an Internal Source Paves Way for the Following Merits 
• It improves the morale of employees, for they are assured of the fact they would be 

preferred to outsiders when vacancies occur. 
• The employer is in a better position to evaluate those presently employed than outside 

candidates. This is because the company maintains a record of the progress, experience and 
service of employee’s security and opportunities for advancement. 

• As a person in the employment of the company, are fully aware of and well acquainted with 
its policies and know its operating procedure they require little training and the chances are 
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that they would stay longer in the employment of the organization than a new outsider 
would. 

• It is less costly than going outside to recruit. 
 
However this source suffers from the following defects: 
• It often leads to inbreeding and discourages new person from entering an organization. 
• There are possibilities that the internal sources may dry up and it may be difficult to find the 

requisite personnel within an organization. 
• As promotion is based on seniority, the danger is that really capable hands may not be 

chosen. 
• The likes, dislikes and personal biases of the management may also play an important role 

in the selection of the personnel. 
 
External Sources 
 External sources of recruitment have to be solicited from outside the organization. External 
sources are external to a concern. But it involves lot of time and money. The external sources of 
recruitment include –advertisements, employment exchanges, employment agencies, 
educational institutes, labor contractors, recommendations etc. 
• Advertisement – It is an external source which has got an important place in recruitment 

procedure. The biggest advantage of advertisement is that it covers a wide area of market 
and scattered applicants can get information from advertisements. Medium used is 
Newspapers and Television. 

• Employment Exchanges– There is certain Employment exchanges which are run by 
government. Most of the government undertakings and concerns employ people through 
such exchanges. Now-a-days recruitment in government agencies has become compulsory 
through employment exchange. 

• Employment Agencies – There are certain professional organizations which look towards 
recruitment and employment of people, i.e. these private agencies run by private 
individuals supply required manpower to needy concerns. 

 
Using the External Sources as a Recruitment Tool Gives the Following Merits 
1. It provides the requisite type of personnel for an organization, gives skilled training and 

education up to the required standard. 
2. Since persons are recruited from a large market the best selection can be made without any 

discrimination of caste, sex and color. 
3. The cost of the employees will be minimized because candidates selected in this method will 

be placed in the minimum pay scale. 
4. The entry of new persons with varied expansion and talent will help in human  

resource mix. 
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5. It also helps in bringing new ideas, better techniques and improved methods to the organization. 
  

Demerits of Using the External Sources Method 
1. It is more expensive and time consuming to recruit people from outside. Detailed screening 

is necessary to know about the candidate. 
2. The employees being unfamiliar with the organization, their orientation and training is 

necessary. 
3. If higher level jobs are filled from external sources, motivation and loyalty of existing staff 

are affected. 
 

Objective of the Study 
1. To study the effectiveness of recruitment strategy in an organization. 
2. To study the different sources of recruitment which are adopted in an organization. 
3. To identify the source through which candidates are successfully selected. 
4. To identify the Recruitment system in an organization. 
 

Scope of the Study 
 The purpose of the study is to examine the organization’s various recruitment sources and 
its processes. An attempt to establish what level of understanding the organization has in the 
recruitment process is carried out and to educate how effectively the recruitment source can be 
implemented and brings out the awareness on different recruitment sources followed at various 
occasions. Finally, recommendations will be made on the information gathered, whilst taking 
into consideration the effectiveness and availability of suitable recruitment sources. 
Research Methodology 
Research 
 Research is a process in which the researcher wishes to find out the end result for a given 
problem and thus the solution helps in future course of action. The research has been defined as 
“A careful investigation or enquiry especially through search for new fact in any branch of 
knowledge”. 
 
Research Methodology 
 The procedure using, which researchers go about their work of describing, explaining and 
predicting phenomena, is called Methodology. Methods compromise the procedures used for 
generating, collecting, and evaluating data. Methods are the ways of obtaining information 
useful for assessing explanation. 
 
Types of Research 
 The type of research used in this project is descriptive in nature. Descriptive research is 
essentially a fact finding related largely to the present, abstracting generations by cross sectional 
study of the current situation .The descriptive methods are extensively used in the physical and 
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natural science, for instance when physics measures, biology classifies, zoology dissects and 
geology studies the rock. But its use in social science is more common, as in socio economic 
surveys and job and activity analysis. 
 
Research Design 
 Research design is the specification of the method and procedure for acquiring the 
information needed to solve the problem. The research design followed for this research study 
is descriptive research design where we find a solution to an existing problem.  
 
Universe and Sampling 
 This study was restricted to the blue collar employees. Out of the universe of 369 blue 
collars, a sample of 100 respondents was selected by simple random sampling method. All the 
opinions expressed herein are the contribution by the respondents only. 
 
IHORSE Technologies 
 IHORSE was started in 2007, by a group of young entrepreneurs, with the vision of 
becoming a global leader, in providing technology and business solutions of excellence.  
The promoters of iHorse have more than 50+ years of IT and non-IT experience among them. 
Today iHorse boasts of a 200 seat capacity, and is a proven one stop solution for all IT and 
business solutions for enterprises across multiple domains. Working with established base of 
emerging companies iHorse provides specialist IT development, Design Services, Infrastructure 
Management, Maintenance & Support, Web/Data Mining, BPO and KPO solutions. Ever since 
our inception, our commitment to client satisfaction has been unrelenting; With active client 
executions and successful placements in United States of America, Canada and Europe, the best 
testament to the quality of our service is that over 80% of our revenue comes from repeat 
business. 
Findings  
• From the table 1, 40% of the respondents come under the category of 25-30. 
• 68% of respondents were male, 32% were female according to table 2. 
• From the table 3, majority of 79% of the respondents are operator- voice calls. 
• The table 4 shows that 70% of the respondents are unmarried. 
• As per the table 5, 49% of respondents are Under Graduate. 
• From the table 6, 44% of the respondents are Fresher. 
• Majority of 86% of the respondents are Technical job oriented according to the table 7. 
• As per the table 8, 30% of the respondents are avail information regarding vacancy through 

advertisement. 
• The table 9 shows that 70% of the respondents are satisfied with the Recruitment system. 
• As per the table 10, majority of 87% of the respondents are joined through Naukri.com. 
• From the table 11, out of 100, 86% of the respondents were clearly defined the positional 

objectives during recruitment process. 
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• According to the table 12, 73% agree to recruitment policy that helps to achieve the goal of 
the company. 

• 54% of the respondents were Highly Satisfied of Job description given to the required 
vacancy is obtained from table 13. 

• 60%of the respondents are satisfied with the consultants involving in process of recruitment 
is shown in table 14. 

• Table 15 shows, 40% of priority if given to Technical Skill. 
• Majority of 42% of the respondents were recruited through Employee Referral is shown in 

table 16. 
• As per the table 17, 40% of the respondents were satisfied with the selection test conducted. 
• From the table 18, 44% were feel that Aptitude round is very much Critical. 
• 35% of the respondents agree to campus interview makes the company to get suitable 

candidate is obtained from table 19. 
• According to table 20, majority of 57% of the respondents say that Skill & Knowledge is 

expected during recruitment. 
• Out of 100, 52% of the respondents were satisfied that Recruitment system is transparent at 

all level is shown in table 21. 
• Table 22 shows that 44% of the respondents Disagree that recruitment is taken seriously a 

development tool across the organization. 
• As per the table 23, 31% of the respondents strongly agree that initial source of information 

about organization begins from recruitment. 
• From the table 24, 31%of the respondents strongly agree that allowed to express their 

intention.  
 
Suggestions 
• The new joiners were given quick books and instruction manuals to guide them with on 

boarding process. 
• Technical skill, experience of the candidates and other different dimensions are to be 

focused based on the nature of the job provided. 
• Employee feedback after placement will increase his/ her morale. 
• Employee should be given enough time to reflect and plan improvements. 
• HR specialists will periodically monitor the employee’s involvement in the job for total 

productivity and attaining the organization goal. 
• A measure has to be adopted to provide career growth, assurance for good performance by 

the employees to increase ability and skill. 
• After recruitment, the appointed personnel can be made known to all the employees in the 

particular department, before commencing the job. 
• It is important for the organization to know exactly what they have to offer potential 

employee, than highlight their best features when recruiting candidates. 
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Conclusion 
 Recruitment is essential to effective Human Resource Management. It is the heart of the 
whole HR systems in the organization. The effectiveness of many other HR activities, such as 
selection and training depends largely on the quality of new employees attracted through the 
recruitment process. All the important aspects observed from the study and the valuable 
suggestions given by the staff regarding the Recruitment procedure are being highly 
considered. Finally, better recruitment and selection strategies result in improved 
organizational outcomes. The more effectively organizations recruit and select candidates, the 
more likely they are to hire and retain satisfied employees. External recruitment is more 
effective than internal recruitment is the conclusion got from the study. In addition, the 
effectiveness of the organization’s selection system can influence bottom-line business 
outcomes, such as productivity and financial performance. Hence, investing in the development 
of a comprehensive and valid selection system is money well spent. 
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Abstract 
 There is a proverb always that the success of an individual in a team depends greatly on the extent to which he 
can engage in effective communication. It is not possible to have good human relations without communication.  
On the other side effective communication is required not only for human relations but for a good and successful 
business. In practice there is no organization without communication. There are organizations with bad 
communication and these cannot be considered successful organizations. Business communication in organizations 
can lead to better efficiency and effectiveness at the organizational as well as individual level. Also most of the 
interpersonal friction can be traced to business communication. This is the reason why communication has become 
more important in modern business. Organizational communication as a scientific discipline is not new but recently 
it has been recognized as a field of academic study. This paper is deals with the role of communication in the 
business and how it helps to maintain the better relationship through team work and continuous success in their 
business progress.  
Key words: CRM, Business Communication, Management success. 
 
Introduction  
 While English is not the most widely spoken language in the world when you look at it in 
terms of the number of native speakers, it is the world’s most prominent language. While a 
larger number of people speak Chinese, that language is largely confined to China. English on 
the other hand, is spoken around the world. It has been estimated that out of the roughly  
6 billion people that are alive today about 350 million speak English. When you look at the 
importance of English for International Business, you must look at more than just the number of 
people who speak it.  You must also look at what the language is used for. English is the ideal 
language for many governments around the world, and it is also prominent in business 
education, world news, and communication. In addition to this, Western pop culture is also 
carried to foreign countries in the form of music or movies. If you wish to be successful in 
International business, learning English is incredibly important. In many places such as Asia, 
Africa, and South America, the ability to learn English will determine who will increase their 
living standards, and who will remain in poverty. There are a number of powerful tools that 
have allowed more people to learn English than ever before.  
 
Role of Communication in CRM 
 Customer Relationship Management (CRM) ensures good customer relationships and 
customer loyalty mean and is thus a core issue for every company. CRM involves defining 
customer relationships and achieving long term customer loyalty as well as identifying room 
for improvement and new potential. CRM is thus an integral part of marketing. A central and 
harmonized database comprising all details of customer relationships should serve as the basis 
for every decision. Only if this data is evaluated in a well-targeted and systematic manner, will 

BUSINESS COMMUNICATION - A DEVICE OF RELATIONSHIP 
MANAGEMENT IN THE NEW GENERATION BUSINESS IN INDIA 
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you obtain all relevant information on your customers and their individual preferences and 
requirements. The results of these analyses will allow you to define those services required and 
to define the corresponding procedures. Analytic CRM involves obtaining precisely such 
relevant information. The use of a data warehouse system as well as OLAP and data mining 
tools allows you to analyze the central customer data basis, to recognize patterns, and to make 
decisions based on this in order to guide the next purchasing decision your customer will make. 
So communication plays vital role in maintaining effective data base and keep everyone in 
mutual understanding and maximum amount of trust. 
 
The Benefits of CRM 
 As part of the CRM implementation process, consider the anticipated ROI; by defining CRM 
success metrics up front, companies can help ensure the goals are realized and met. Executives, 
business users, IT staff, and the CRM partner must work together to define these goals and to 
tie the CRM technology to appropriate business processes and data requirements. When 
choosing a solution, be sure it includes a flexible architecture and platform technology.  
This allows organizations to more cost-effectively tailor the system to their unique business 
process and to be adaptable and competitive as needs change. Forward-thinking organizations 
use select flexible CRM systems that will enhance their business agility, not confine them. 
Companies selecting on premise CRM face the majority of their CRM costs up-front. In contrast, 
a hosted CRM delivery model typically requires a smaller up-front investment and attractive 
monthly cost, but over a three-year period, may actually have a higher total cost of ownership 
than an on-premise solution. In addition, with hosted solutions, your company does not own 
the software and may be limited in your ability to customize the system to your business or 
industry needs and unique processes. 
  
Review of Literature 
 The CRM approach has received increased attention as a marketing concept during the last 
decades, both amongst practitioners and in academia (c.f., for instance, [Sin et al. 2005; 
Osarenkhoe and Bennani 2007; Wilson et al. 2002]). The number of articles and books on CRM 
appears to be increasing incrementally, and the implication from this is that a new  
sub-discipline of marketing research is emerging. As with most emerging research fields, there 
appears to is a certain amount of confusion associated with CRM research, not least since there 
is a great variety of topics that have been addressed in CRM research(2008). There is a need for 
reflection on this emerging research field, and consideration must be given to identifying trends 
and relevant topics for further research. Attempts have been made to map and categories 
publications representing CRM research. The study was coded using functional categories: 
CRM, marketing, sales, service and support, and information technology & information 
systems. Articles falling outside these functional categories were categorized as general(2006).  
It was found that the most common category of CRM articles belonged to the IT & IS category, 
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followed by the general category, the marketing, the sales, and the service & support categories. 
There were, in relative terms, a substantial number of articles belonging to the general category.  
 
Objectives of the Study 
 This paper is divided into six sections. After a brief introduction second section reviews 
some related studies. Third section describes objectives, hypothesis, and database and research 
methodology. The fourth section describes the process and contents of business transformation. 
The fifth section analyzes the performance of the selected business whereas sixth section 
discusses general challenges faced by the modern companies and available opportunities. Last 
part concludes the paper. The present paper analyzes the impact CRM of business sector and 
the role of communication towards keep the relationship in modern banks such as RBS and RR 
Donelly 
 
Research Methodology 
 Research comprises defining and redefining problems, formulating hypothesis on suggested 
solution, collection, and at last carefully listing the conclusion to determine whether they fit the 
formatting hypothesis. This study has done to the customers of some IT Companies and 
modern banks such as RBS, RR Donely, and HCL through structured questionnaire and the 
data source of primary and secondary like Different type report and records of those companies 
journals, magazines and websites of respective banks. Before going to the full-fledged data 
collection with 120 respondents, the questionnaire was tested with 25 respondents to measure 
the reliability and the end of the reliability test found the Cronbach alpha values stood as 0.58. 
Duration of this study was 3 months in the field of business with the target customer of 120 out 
of the population those who regularly making a transaction with business (loyal customer) 
based on convenience sampling method. Area of study which I done at Chennai city circle , in 
respect of covering upper class customer those who maintain the relationship in corporate 
companies.  

 
The Use of Communication in Keeping CRM 
 All the business either modern or traditional, 
supposed to follow different ways of 
communication methodology to get the work from 
different type of people and team in CRM 
implementation, based on their capacity and 
economic status. Here, some of modern banks had 
followed these types of prominent role in the 
platform of CRM practices to build the better brand 
image and social status.  
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Table 1 
S. No Opinion No of Respondents Percentage 1 Customer care centers 12 10 
2 Customers Forum s 15 12.5 
3 Service Delivery 18 15 
4 Awareness camp 14 11.7 
5 Feedback session 11 9.2 
6 Team meetings 17 14.2 
7 Product launch 15 12.5 
8 Crating loyalty 18 15 

Source: Primary. 
 As per the above table, Creating loyalty and service delivery with the customer has opted by 
15% out other 8 modules, follow up of Team meetings has occupied by 9.2%.Its finally end with 
feedback session14.2 % of the respondents. 
 
The Source of CRM by an Effective Communication  
 The entire business world is sustaining in the market and competing others by the way of 
their effective communication. Success is the motto of all kind of business in the modern world 
in the track of progress of their work. Now a day the communication style and pattern will 
determine growth and standard of business. In this regard we would like to find out how well 
the communication modes will make relationship status to create and update and bring back 
the lost customer from the market and mainly establishing the brand.  
 

Table 2  
S. No Importance of Communication No of Respondents Percentage 1 Brand image 5 4.2 
2 Social status 14 11.7 
3 Quality of work life 15 12.5 
4 Job satisfaction 16 13.3 
5 Tool of motivation 18 15.0 
6 Mobilizing Team spirit 13 10.8 
7 Updating technology 15 12.5 
8 Maximizing CRM 24 20 

Source: Primary 
 As per the above table, Maximizing CRM has opted by 20% out of other 8 modules, follow 
up of Tool of motivation has occupied by 15%.Its finally end with Brand image 5% of the 
respondents. 
 
Result and Discussions  
 Based on the study, 55% of the respondents were highly aware and 25 % were aware about 
CRM activities of the company will mainly depends on its communication style and methods.  
It will influence that success of business and as well as relationship management . 14% of the 
respondents were not highly aware about the process of communication activities to motivate 
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others to reach the target on time .48% of the respondents were agree and only12 % were 
Strongly agree that the employee of modern business are giving proper respect to the customers 
and value their communication channel Only 10% of the respondents were agreed and only 5 % 
were strongly agreed that they are interested to provide feedback/ suggestions to the company. 
Majority (48%) of the respondents were strongly Disagreed with the same. It is noted from the 
analysis that maximum of the respondents are satisfied on the process of course module in 
different kind of communication.  
 
Conclusion and Areas for Future Research  
 In the modern era of business has been modified to the global level to compete everybody in 
the progress of success. All the modern business are having additional focus and care to sustain 
in the top level for a long time by doing so many process and function through different kind of 
programmes and systems. The major capital of business has been considered as money earlier 
to win. Now they all realized that customer support and back up could be a very big capital in 
the modern world. So all the areas of business were turns into the operation towards 
maximizing relationship through effective communication system and channel in their business 
protocol. This study contributed toward understanding factors that might shape and influence 
success or failure of CRM technology implementation in different bank set-up. Implementation 
of our CRM initiative should enable you to see improvements in all of these areas.  
A Well-executed CRM program should result in increased employee satisfaction, renewed sales 
confidence and improved personal productivity. In future more no research can carry forward 
in the aspect of CRM outlets and communication barriers in the Relationship management. We 
could strongly declare that the communication is a tool of relationship management in modern 
business as per our study. 
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Abstract 
 Human Resource is an important asset to every organisation. This is more pronounced in labour intensive 
industries like the hospitality industry. It is the responsibility of the management to manage the hotel well which 
will help to improve the organisational performance. A research is conducted to find out the perception of employees 
on the human resource practices and determining the best practices for the growth of the industry. The study was 
done in selected hotels with help of a structured questionnaire and the responses were recorded. It was then analysed 
and the results were discussed. Findings show that all human resource practices have significant relationship with 
organisational performance. In general, the hotel industry must take proper care on the various human resource 
practices so that the organisational performance can be increased.  
Keywords: Employee Perception, Hotel Industry, Human Resource Practices, Organisational Performance  
Introduction 
 Hotel industry is one of the fastest growing sectors of the Indian economy. It is never boring 
and has multiple opportunities. It is diverse enough so that people can work in areas of their 
interest and be employed in the hotel industry. Employees are the building blocks of an 
organisation and they play a major role in the success and failure of the organisation. Therefore 
making the employees feel satisfied and retaining them in the organisation has become a 
challenge for the organisations. Since it employs diverse talent, there is a need for focus on the 
Human Resource practices in the organisation. Human resource practices helps in managing, 
attracting and retaining the employees in the firm. The hotel industry depends on the capability 
of its employee to provide quality service to customer. The customer loyalty will rely on the 
superiority of service provided by employee of the hotel. The quality of service is affected by 
efforts of the employees, interests and the aspiration of employee to provide service to 
customers. These in turn are affected by company’s policy. The company’s policy may be are 
motivating or demotivating and employee-oriented or solely for company profit making 
intention. It may make the employee stay or leave the organisation. That is the reason why 
human resource practices of a company are crucial to its long term survival and competitive 
position in an industry. It should address the needs of the employees. Proper practices may help 
the organisation to achieve higher organisational performance.  
 
Literature Review 
Human Resource Practice 
 Human resources are people that are employed in an organisation to carry out their daily 
duties in exchange for wages, salaries or rewards (Denisi and Griffin, 2005). Human resource 
management (HRM) is the formal system that includes philosophy, policies, and practices in an 
organisation to ensure that it effectively utilises the knowledge, skill, abilities, and other 

EMPLOYEE PERCEPTION ON HUMAN RESOURCE PRACTICES – AN 
EMPIRICAL STUDY ON HOSPITALITY INDUSTRY IN CHENNAI CITY 
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characteristics of the employees to achieve the organisational goals (Pynes, 2009). According to 
Singh (1992), human resource management consists of three components. The first component 
is the traditional management activity such as recruitment and training. Secondly, employees 
are viewed as the major asset in the organisation and there is a willingness to develop these 
employees. Lastly, the management people integrate the personnel management function into 
the strategic management. Nickson (2007) defined human resource management as a set of 
professional practices which include a range of personal practices that can be integrated to 
ensure a professional approach in managing people in the organisation. 
 The practices and activities involved in human resource management include information 
sharing, job analysis, recruiting and selection, compensation, training, performance appraisal, 
communication, employee empowerment, job security, job design, employee security, reduced 
status distinction and barriers, motivation, and some others (Murphy and Murrmann, 2009; 
Redman and Matthews, 1996; Hayes and Ninemier, 2009; Singh, 2004; Cho et al., 2006).  
 
Recruitment and Selection 
 Recruitment and selection plays a major role in an organisation. This is the major deciding 
factor of an organisation’s success. It is to be ensured that the right person is recruited for the 
right job. Selective hiring had become one of the human resource best practices which can 
generate positive outcome for organization performance (Pfeffer, 1998). In order to enhance 
employee skills in companies, Delaney (1996) suggest that companies can put in effort in 
improving quality of the individual hired, companies will able to hire potential employees via 
sophisticated selection procedures. Hiring selectively allow companies to hire employee with 
desired skills and behaviours which match with the job context (Werbel and DeMarie, 2005). 
 
Training and Development 
 Training is defined as a planned process which helps to provide on the job experience, and 
modify the attitudes, skills and knowledge of employees to achieve satisfactory performances 
while handling their daily task or activities (Goldsmith et al., 1997). Various benefits can be 
obtained through training which includes the improvement of organisational productivity, 
increasing employee retention and satisfaction, and greater organisation commitment among 
others (Lashley, 2002). Trained employee can help organization to capture more sales, perform 
tasks with less resource and bring more revenues to the organization (Ghafoor et al., 2011). 
 
Performance Appraisal 
 The performance appraisal is a formal, structured system that evaluates job related 
behaviours of employees and their contributions to the organisation (Andrew, 2009) that is 
designed to manage the organisation’s human resources. As proposed by Armstrong Stassen 
and Cameron (as cited in Selden & Sowa, 2011) organization that focuses on performance is able 
to boost employee satisfaction and morale and reduce the amount of employee who resigned 
from the organization (Selden et al., 2011).  
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Objectives 
 The following are the objectives taken for the purpose of the study:  
• To determine the perception of employees on the recruitment and selection policy in the 

hotel industry.  
• To determine the perception of employees on training and development in the hotel 

industry.  
• To determine the perception of employees on performance appraisal in the hotel industry.  
 
Research Methodology 
Sampling design 
 For the purpose of the study five luxury hotels were chosen from Chennai city. From each 
hotel, the employees were chosen randomly. The employees were selected using the 
convenience sampling technique. The questionnaire was distributed and received from  
350 employees. Out of 350 questionnaires, 180 were found to be valid with an approximate 
usable rate of 51%. The time period of the study was from Oct 2016 to Sept 2016.  
 
Research Instrument 
 Primary data was collected for analysis. The data was collected with the help of a structured 
questionnaire. A pilot study was conducted with 50 employees from selected hotels in Chennai 
and modifications were done based on the feedback. The questionnaire was distributed to the 
respondents in person by the researcher and also mail responses were collected.  
The questionnaire was tested for its reliability with Cronbach Alpha test. All the scales had 
coefficient Cronbach Alpha greater than 0.7.  
 
Limitations 
 The research and survey were limited due to time constraint. The research was intended for 
selected hotels in Chennai city only. The respondents were selected in random and they may 
also have provided biased information.  
 
Research Results and Discussions 
 The first section of the questionnaire analysed the demographics of the respondents. Table 1 
shows the descriptive analysis of the demographic variables.  

Table 1 Descriptive Statistics of the Demographic Variables of the Respondents 
Variables Frequency Percentage 

Gender 
Male 
Female 

 
105 
75 

 
58.33 
41.66 

Age 
Below 25 
26-35 years 
36-45 years 
Above 45 years 

 
73 
82 
14 
11 

 
40.55 
45.55 
7.7 
6.1 



Department of Business Administration, Loyola College 

250                                                Vol. 4, No. 3, Special Issue 3, February 2017 

Years of Employment 
Less than a year 
1-2 years 
3-5 years 
Above 5 years 

 
60 
76 
24 
20 

 
33.33 
42.22 
13.33 
11.11 

Department 
House Keeping 
Food and Beverage 
Human Resource 
Finance 
Communication 
Security 
Front Office 
Other 

 
11 
26 
24 
15 
23 
11 
10 
60 

 
6.1 
14.44 
13.33 
8.33 
12.77 
6.1 
5.5 
33.33  From the above table1, it is inferred that majority of the respondents are male and in the age 

group 26 -35 years. Also it is seen that most of the employees are having experience of 1-2 years. The majority of the respondents are from the departments other than housekeeping, food and beverage, human resource, finance, communication, security and front office. 
 

Table 2 Central Tendencies of the Factors of Recruitment and Selection 
Statement N Minimum Maximum Mean Standard 

Deviation 
The organisation regards selecting best 
candidates to fill up vacancy as an important 
task 

180 1 5 3.30 1.07 

The organisation uses various methods of 
recruitment (Multi level resume screening, 
Interviews, etc) 

180 1 5 3.31 .99 

The organisation uses recruitment agencies for 
selection 180 1 5 2.99 1.11 
There is no bias in the recruitment process 180 1 5 3.31 .99 
The organisation reviews the recruitment and 
selection processes often 180 1 5 3.33 1.03 
 The above table shows the central tendencies of the factors of recruitment and selection. The 
scale of measurement used for this variable is Likert’s scale which ranges from Strongly 
Disagree (1) to Strongly Agree (5).   
 The statement ‘the organisation reviews the recruitment and selection process often’ has the 
highest mean (Mean = 3.33) and it is the first important factor of recruitment and selection. The 
mean of other factors are also above 3 and therefore they also play an important role. 

Table 3 Central Tendencies of the Factors of Training and Development 
Statement N Minimum Maximum Mean Standard 

Deviation 
The organisation provides training to all 
employees 180 1 5 3.48 1.05 
The training programme improves employee 
skills 180 1 5 3.36 1.12 
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There are different types of training 
programmes available for the employees 180 1 5 3.38 1.05 
The training programme are offered at regular 
intervals 180 1 5 3.29 1.01 
  
 From the above table it is clear that the statement ‘the organisation provides training to all 
employees’ has the highest mean (Mean = 3.48) and it is the first important factor of training 
and development. The other factors also have a major role to play in the employees’ perception 
about training and development. 
 

Table 4 Central Tendencies of the Factors of Performance Appraisal 
Statement N Minimum Maximum Mean Standard 

Deviation 
The organisation involves the employees in 
performance appraisal 180 1 5 3.44 0.94 
This organization uses performance 
appraisal process to analyse goal achievement 
of employees 

180 1 5 3.46 1.01 
Performance appraisal process 
employed by this organization is able to point 
out areas of improvement. 

180 1 5 3.49 1.06 
The supervisor provides feedback to during and 
at the end of performance appraisal process. 180 1 5 3.49 1.06 
This organization will revise employees’ 
compensation plan after performance appraisal 
process. 

180 1 5 3.37 1.03 
   The above table shows that the statements ‘Performance appraisal process employed by this 
organization is able to point out areas of improvement’ and ‘The supervisor provides feedback 
to during and at the end of performance appraisal process’ have the highest mean (Mean = 3.49) 
and it is the important factor as perceived by the respondents. 
 
Table 5 Correlation between Recruitment and Selection and Organisational Performance 

  Recruitment and Selection Organisational Performance 
Recruitment and 
Selection 

Pearson Correlation 
Sig. 2-Tailed) N 

1 
180 

0.82** 
.000 
180 

Organisational 
Performance 

Pearson Correlation 
Sig. 2-Tailed) 

N 
0.82** 
.000 
180 

1 
180 

** Significant at 1% level 
   From table 5, it is found that there is a significant positive relationship between 
organisational performance and recruitment and selection. When recruitment and selection is high the organisational performance will also be high. 
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Table 6: Correlation between Training and Development and Organisational Performance 
  Training and 

Development 
Organisational 
Performance 

Training and 
Development 

Pearson Correlation 
Sig. 2-Tailed) N 

1 
180 

0.75** 
.000 180 

Organisational 
Performance 

Pearson Correlation Sig. 2-Tailed) 
N 

0.75** .000 
180 

1 180 
** Significant at 1% level 
   From table 6, it is found that there is a significant positive relationship between 
organisational performance and training and development. When training and development is 
high the organisational performance will also be high. 
 

Table 7 Correlation between Performance Appraisal and Organisational Performance 
  Performance 

Appraisal 
Organisational 
Performance 

Performance 
Appraisal 

Pearson Correlation 
Sig. 2-Tailed) N 

1 
180 

0.83** 
.000 180 

Organisational 
Performance 

Pearson Correlation 
Sig. 2-Tailed) N 

0.83** 
.000 180 

1 180 
** Significant at 1% level 
 It is found from the above table that there is a significant positive relationship between 
organisational performance and training and development. When training and development is 
high the organisational performance will also be high. 
 
Conclusion 
 The results of the research showed that the human resource practices have a major role to 
play in the organisational performance. The selected employees have a good opinion on the 
practices followed in their organisations. The human resource practices that were taken for the 
study were recruitment and selection, training and development and performance appraisal.  
It was also found that all these practices have a significant positive relationship with the 
organisational performance and when these are enhanced the organisational performance will 
increase. There are also other human resource practices like compensation and learning which 
can also be taken as variables for further research. 
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Abstract 
 India has a potential to come-up as a popular tourist destination. What is required is a proper planning to 
market the country. A branding of the nation needs to be done. In present scenario not just a hillock, a heritage site 
of a forest is the mode of attraction for the tourist. Whereas, there are several other things coming up with a tense 
speed. And in this race “Medical tourism” is emerging as a major area attracting tourist not just from different 
parts of the country but internationally as well. With the experience of so many years in rendering brilliant medical 
services, India started attracting more and more people from all around the world and is slowly growing into global 
medical Centre. Medical tourism is quickly becoming a way out to mix leisure with healthcare. And the thing which 
is attracting tourists towards India is the low cost treatment as compared to many of the western countries. Many of 
the research shows the medical treatment cost is low by an average of 40 to 60%, when compared to western 
standards. This is the cost of full package which includes accommodation, cost of treatment and accessibility. As the 
popular slogan that goes around in the industry says, India offers “First World treatment at Third World prices.” 
India produces almost 28,000 to 30,000 doctors and nurses each year and is known worldwide for its competent and 
qualified professionals in this field. 
Keywords: India, Brand Image, Medical Tourism, Healthcare and Facilities. 
 
Introduction 
 Medical tourism can be generally defined as a combination of cost control and tourism for 
patients requiring surgical and all other types of treatment. Medical tourism is also perceived as 
an interval of holidaying, and it covers broad range of medical and health care services.  
It combines leisure, pleasure, recreation, fun and enjoyment together with medical and 
healthcare. Coordinated services are offered by the hospitality sector to diversify tourism 
products from the general travel and tourism arena. Coordinated services can also be termed as 
an all-inclusive package offered by travel facilitators to the medical tourist who wants 
transportation, transfers, medical treatment, holidaying, leisure and all allied services. Medical 
tourism is supported by corporate hospitals rendering excellent medical and healthcare services 
with effective network and hospitality. Private hospitals have even gone one more step ahead in 
commercializing their products (services) through high-end sophistication in the international 
market. Medical tourism is a rapidly budding sector in the global market, which is now actively 
developed by both public and private tourism sectors and healthcare organizations. Increased 
foreign arrivals in India have compelled stakeholders to consider tourism at a much higher 
level.  
 
 

A STUDY ON PERCEPTION OF MEDICAL TOURISM IN INDIA 
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Objective of the Study 
• To develop the medical tourism strategies for India so that India could be listed first as a 

medical tourism destination. 
• To identify the customer perception on medical tourism in India 
 
Research Methodology 
 Secondary data is accumulated through different sources like internet, newspaper, reference 
materials, magazines etc. 
 
Healthcare Tourism in India  
 The development and success of medical tourism an association of these three players is 
very essential. There are three basic players of this segment i.e. Hospitals, Travel agencies or 
tour operators and Hotels/accommodation centers. This results is a safe and secure medical 
tour package for patients. As travel agents could liaise with travel and medical insurance 
companies and could ensure a smooth line of execution. Not only this, but travels agents also 
helps in explaining and solving the problems of patients visiting India. Both Government and 
private industry are separately or jointly taking initiatives to display India as best and ideal 
medical destination.  Wellness tourism is a field of healthcare focused on improving everyday 
health and state of wellbeing, rather than treating a disease or curing illness. Medical tourism - 
an integration of medical pathology and surgery as well as wellness services, is a relatively new 
segment with a market potential estimated at US$ 200 billion with the scale of growing into a 

global market. It is now 
very much clear that 
medical tourism is boom 
in various countries. 
And all of them are 
trying to utilize it as an 
attracting too for tourist 
in order to enhance their 
economic growth.  
  
 

Graph 1 Foreign Tourist Arrivals in India, 2006–2010. 
Source: Ministry of Tourism, Government of India. 
 
Prospects in Medical and Wellness Tourism in India 
 The Indian medical sector has been witnessing remarkable growth. Based on surveys 
conducted by The Associated Chambers of Commerce and Industry of India and National 
Sample Survey Organization, the market size is likely to double from Rs 4500 crore in 2011 to  
Rs 10,500 crore (US$ 2 billion) by 2015; the inflow of medical tourists which stood at 3 lakhs in 
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2009 rose to 8.5 lakhs in 2011 and is likely to touch 32 lakhs by 2015. India is attracting 
numerous tourist which is increasing regularly and mainly from the Middle East, Europe and 
USA. States which are emerging as India’s best medical tourism Centres are majorly southern 
part of the nation (Andhra Pradesh, Karnataka, Tamil Nadu, and Maharashtra) and New Delhi. 
Health and wellness services in India that attract foreign tourist mainly include dental and eye 
treatment, cardiac, orthopedics, urology, plastic and cosmetic surgery, neurosurgery, 
laparoscopic surgery, kidney transplant and knee/hip surgeries. 
 
Industry Initiatives 
 Healthcare centres are establishing world-class infrastructure (both medical as well as 
patient-handling infrastructure) in order to attract foreign patients. The hospitals are also 
continuously improving technology by acquiring state-of-the-art equipment’s. The players are 
setting up comprehensive diagnostic centres, imaging centres and world-class blood banks. 
Some hospitals have established special wards for international patients as also special desks to 
handle international patients. Such special desk will have officials to handle transformation, 
travel needs and food and beverages needs. Some hospitals are also tying up with travel/tour 
operators to offer healthcare tourism as a single service package. Some hospitals project 
themselves operating in specialty fields, such as cardiology, ophthalmology, dentistry. Some of 
them have even set up specialty centres focusing on areas such as transplantation surgery.  

Some hospitals have established international collaborations—both with developed and 
developing countries. Such collaborations are with hospitals, healthcare institutions, 
Government departments of health and family welfare, which would facilitate participation in 
healthcare delivery, treatment of their patients, and training of their medical/paramedical 
professionals. Such tie-ups have facilitated flow of patients from select countries to Indian 
hospitals, the treatment of which would be covered under the respective country’s national 
health programmes. Indian healthcare establishments are also adopting marketing and 
promotional strategies. These are through participation in international trade fairs/exhibitions, 
international medical symposia/conferences. Internet is being used as an effective media of 
communication with international healthcare travelers. The concept of telemedicine is also 
being promoted by Indian corporate while providing healthcare services. Some hospitals use 
the concept of telemedicine to undertake their social obligations of supporting Rural Health 
Mission of the Government, and some of them use the concept to provide distance consulting 
and treatment advice to the patients’ abroad. 
 
Government Initiatives 
 The Ministries of Health and Family Welfare, and Tourism, Government of India are 
evolving an approach to give a strategic push to open the Indian healthcare sector to foreign 
tourists. The Ministry of Health and Family Welfare has set up a National Accreditation Board 
for Hospitals, under the Quality Council of India for accreditation of hospitals. The policies 
adopted by other countries for accreditation of their hospitals are also being examined to gain 
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from their experiences in taking this forward in India.  In Karnataka, the state is in the process 
of setting up of a Bangalore International Health City Corporation, which would render 
patients a broad range of health care products and treatments. The Government of Karnataka is 
also bidding high on Telemedicine, a concept by which patients can be treated even when the 
doctor is geographically placed in another area. In Maharashtra, the Infrastructure 
Development and Support Act (MIDAS) of Maharashtra has granted the tourism activity with 
an industry status, with the objective of granting all the benefits and incentives that are given to 
other industries.  Gujarat is India is among one of those few states who declared a separate 
policy for medical tourism, with the objective of creating integrated medical tourism circuits 
based on the location of specialty hospitals, heritage and culture.  Goa, which has been for long 
attracting tourists for its beaches and exotic cuisine, has fine-tuned the hospitality skills into an 
art, and is now attracting healthcare tourists with focus on cosmetic treatments. 
 
Conclusion 
 India as a unique destination for medical and health tourism, mainly it is important to make 
out the macro and micro issues facing the industry. It is essential for the Central and State 
Tourism Boards to coordinate and collaborate on a set of international standards.  
The authorities are required to chalk out an effective marketing exercise in branding the country 
as well as executing marketing strategies in expanding the medical and wellness tourism 
market in the country. A nationwide promotion operation about ‘Brand India’ and its national 
standards could also be advertised both domestically and internationally. Eventually, the 
branding and marketing exercise will attract a larger number of medical tourists to the country, 
but what is essential and imminent is delivering the communicated promise and this is possible 
only with the integrated efforts of all involved with the industry. This study suggests 
technology and infrastructure will be game changes in the manner in which health care 
services will be delivered in India. The private sector will be the major driving force 
behind technology adoption in the health care system. This revolution can improve the 
patients experience and operate more efficiently. 
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Abstract 
 In the history of Indian banking system, the last decade has turned into the different direction towards 
technological advancement and modern application with the help of information technology which control the entire 
world and playing as a role of pioneer in any kind of industry to make the work is easy and flexible. Now a day’s all 
the industries mainly the industry of banking survives and reaching the path of success by adopting innovated 
technologies and software to compete others in its industry. Today’s Information technology has changed the 
business in the form of smart and fast accessible concern with excellence in their work. No one can avail the best 
result without the help of technology in banking mainly on CRM. Application of tools and techniques like CRM, has 
slightly improved in all sector of banking and its increased hope of investors, customers and government which is 
mainly used to maximize the financial stability. This study is mainly focus the method of banking transaction after 
implementing the CRM concept and how it’s affecting growth of financial stability of a bank in India.  
Keywords: Banking system, technology, financial stability and CRM.  
Introduction 
 Today, technology is not only changing the environment but also the relationship with 
customers. Technology has not broken many barriers but has also brought about superior 
products and channels. This has brought customer relationship into greater focus. It is also 
viewed as an instrument of cost reduction and effective communication with people and 
institutions associated with the banking business. The RBI has assigned priority to the up 
gradation of technological infrastructure in financial system. Technology has opened new 
product and services, new market and efficient delivery channels for banking industry. IT also 
provides the framework for banking industry to meet challenges in the present competitive 
environment. IT enables to cut the cost of global fund transfer. Economical stability is the one 
which mainly used to increase the value of the business and its profit in the long run. CRM will 
help to identify the factors that tune the pattern of operation with more amount of customer 
loyalty which makes the business to enter into the next level in banking system. This study 
attempts to find the level of economical stability through maintain proper CRM process in 
Indian banking system.  
 
New Initiatives towards CRM 
  The modern banks has been striving hard to offer the best of products to customers enabling 
them to enjoy the latest and hassle free banking. Current banks mobile services (SMS)-A mobile 
banking services based on SMS. It offers the convenience of receiving information about 
accounts with bank, in the form of text message on the mobile phone screen. 
  New banks - Utsav- A family specific loan product, intended to finance any kind of religious 
or family functions like wedding, birthday, etc, Modern banks - cash passport- A service 
product, which is cash card that is preloaded with funds before the customer goes travelling 

CRM -A DRIVE FORCE OF MAXIMIZING FINANCIAL SOLIDITY IN 
INDIAN BANKING INDUSTRY 
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abroad. It can be used to withdraw cash from visa ATMs in over 104 countries. -Express 
Transfer- A method for instant online credit to the beneficiary’s account at the desired branch 
through ‘FINANCE’, immediately on remittance of cash I effect of transfer. 
 
Review of Literature 
 Some of review had been re directed my area of research work in the right direction to 
complete my task successfully. Dr.M.Siva subramanian (2016) “ The perception and attitude of 
the person will change frequently from person to person and time to time and also based on 
situation for exceptional cases. Identifying the perception of a customer is a challenging task 
and difficult process.” Ms.A.Chemmalar (2015) Mammallan Institute of technology, AIJBSR, 
“Banking industry in India is a most powerful sector where they have the power to control the 
economic status of a nation and make the countries to grow with global competitive level to 
compete others and brings the success in every movement of its business”. This fact has 
founded in the study of Dr.S.Muthumani (2013), Sathyabama University, “Customer 
relationship management is the seed of successful business in banking industry to bring the 
customer to closer to the business in the competitive market; it gives more channel and routes to 
reach the customers by making the prompt service delivery and business promotion ”. 
 
Objectives of the Study 
 There is an imperative need to doing this research is to find the financial stability of a bank 
through the effective CRM application. I have approached this study based on these following 
objectives, such as finding the satisfaction level of the customer regarding service provided by 
banks with the help of banking technology, To identify the risks of electronic banking services 
from the customers point of view and the bank point of view and also identify the customer 
perception on CRM practices which has been followed in modern banks. 
 
Research Methodology 
 Research comprises defining and redefining problems, formulating hypothesis on suggested 
solution, collection, and at last carefully listing the conclusion to determine whether they fit the 
formatting hypothesis. Before going to the full-fledged data collection with 5000 respondents, 
the questionnaire was tested with 120 respondents to measure the reliability and the end of the 
reliability test found the Cronbach alpha values stood as 0.65. Duration of this study was  
2 months in the field of banking with the target customer of 300 out of the population those who 
regularly making a transaction with banks through online (e-Banking) (loyal customer) based 
on convenience sampling method. Area of study which I done at Chennai city- North circle , in 
respect of covering upper class customer those who maintain the accounts in modern banks 
who has adopted much technological advancement in banking .  
Validity & Reliability Test  
 The CRM best practices questionnaire comprises 29 best practices limited to the domain of 
CRM as explained by well known researchers .each of which is different from any other. Factor 
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analysis can be used to determine the broad underlying constructs of a scale. In this study, the 
actual number of is much less than the minimum requirement of 120 observations and, 
therefore, factor analysis is not feasible. Further, the questionnaire was pre-tested with a set of 
five bank customers similar to those targeted to participate in the research. The pre-testing 
results indicated that the questionnaire was clearly understandable and unambiguous leading 
to the conclusion that the questionnaire had adequate content validity. We can safely infer that 
the findings can be further generalized to the larger Indian retail banking sector. Reliability was 
computed using Cronbach’s coefficient alpha for the entire set of 29 best practice statements and 
was found. 
 
Analysis and Testing 

Table 1 showings the attributes of satisfaction level on e- Banking system 
S. No Opinion No of Respondents Percentage 1 Online Query Clearance 25 21 
2 Customer care desk 18 18 
3 Management Information system 35 15.6 
4 e-Banking services 20 22.4 
5 Social media applications 22 12.4 
 Total 120 100 

Source: Primary 
 This concept is of immense importance in the current trend this also help to stay ahead in 
the much competitive market which has a do or die situation. To meet the competition, more 
awareness about the brand needs to be created and new advertising strategies have to be 
adopted. I hope that, this project would be useful to the company to improve their position of 
services by retaining customer and getting the new customer. 
 

    Source: Primary 
 
Impact of CRM in Nationalized Banks 
 An organization, whether a business or an industrial enterprise need customers for its 
survival and growth. The success and failure of an organization depends on its customers. So it 
is the utmost duty of any organizational members to look after their customer’s needs and 
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wants and make them satisfied with their product or service. It is ideal from any organization’s 
part of view that customer’s are the only assets. They are the back born of any organization or 
business. Any industry, they cannot survive without the loyalty of customers. Nowadays, many 
businesses such as banks, insurance companies, and other service providers realize the 
importance of Customer Relationship Management (CRM) and its potential to help them 
acquire new customers retain existing ones and maximize their lifetime value. CRM in banking 
industry entirely different from other sectors, because banking industry purely related to 
financial services, which needs to create the trust among the people 
 
The Dimension of Technology in E-Banking  
 The bank has succeeded in developing highly competent e-channel services in order to meet 
the different needs by customers, through the availability of e-channels (24/7), they include the 
following technology which mostly accepted by customers in the industry of banking. 

Awareness Level of Banking Technology 
Banking Technology No of Respondents Percentage 
E-payments 10 8 
Iskan online 12 10 
SMS 12 10 
E-payments 8 7 
EFT 10 8 
Phone bank 7 6 
Virtual bank 11 5 
Financial Inclusion 10 8 
Mobile Banking 10 8 
CRM Initiatives 30 25 

Total 120 100 
    Source: Primary 
 

Satisfaction Level on Quality of Banking Technology 
Attributes Level of Satisfaction on Quality of Technology 

HS S N DS HDS 
Fast 25 28 18 14 35 

Accuracy 28 18 14 35 25 
Coverage 18 14 35 25 28 
security 14 35 25 28 18 
Flexible 35 25 28 18 14 
TOTAL 120 120 120 20 120 
Source: Primary 

 All the banks either nationalized or privatized, supposed to follow different ways in CRM 
implementation, based on their capacity and economic status. 
 Here, some of modern banks had followed these types of prominent role in the platform of 
CRM practices to build the better brand image . As per the above table, friendly approach with 
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the customer has opted by 28% out other 5 modules, follow up of relationship has occupied by 
18%.Its finally end with facility 24% of the customer. In this analysis, the factors such as 
complaint box, customer forum .service centers, awareness camp and feedback session which 
has conducted by respective modern banks in the current trends. Based on the customer’s 
opinions, the tests and analysis has been made. 
 
Application of Technology in E-Banking 
 Application is the major process in all banking transaction in India .Because; here most of 
the transactions and applications are in written statements only, not only in the part of 
execution in banking industry. 

Attributes Technology in E-Banking for CRM 
HS S N DS HDS 

 e-Fund transfer 18 30 40 15 17 
ATM 30 40 15 17 18 
On-line shopping 40 15 17 18 30 
 e-Commerce 15 17 18 30 40 
Out sourcing 17 18 30 40 15 

Total 120 120 120 120 120 
Source : Primary 
 
Findings  

Based on my study, more no of percentage in respondent from the customer of leading 
banks such as federal banks ,Axis bank, Corporation bank and Bandan Bank in Chennai were 
satisfied and strongly accepted the importance’s of CRM applications of their respective banks. 
The correlation and regression test were made with data which have collected from respondents 
through structured questionnaire on the variable of customer satisfaction level and the impact 
of CRM application in banking industry, the value of correlation is r=0.54 which indicates the 
respondents are strongly satisfied with the components of CRM application to make business 
‘to the next level . The second comparison were made on the usage of CRM in banks and the 
level of economical stability in our banks were tested and the value is r=0.48; shows closer 
relationship between two variables which indicates using of CRM application makes the Indian 
banking industry to fit with global competitive level to raise the amount of investments. The chi 
square test were calculated with the variables like impact of CRM application in banking 
industry and the satisfaction level of customers in using different modes of technology ; the 
result were found that p>0.02 which means we can accept the null hypothesis stating that there 
is a direct relationship between these factors. Most of the customers (62%) want to update in 
technology which is mainly help to run the business and reduce the time of transaction. Around 
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51% respondents were opted that CRM application is playing as a source to managing and 
maximizing the economical stability.  
 

Conclusion 
 The today’s banking is redefined and re-engineered with the use of IT and it is sure that the 
future of banking will offer more sophisticated services to customers with the continuous 
product and process innovations. Most of the banks were realized and upgraded their version 
of services through updating their CRM application for the better performance in the Indian 
banking industry. So banks are now more concentrate on providing value added services to 
customers. Customers also are not compromise in any outdated services. CRM gives more 
moral support to the banks in creating wealth and power to face the competition. This will be 
the ultimate process in the Indian banking system to update the pattern of work in 
technological side and make the customers to be feel good by their services, guidelines, and the 
partner in wealth maximization. This process will enrich and increase the value of business and 
make attention to bring more capital by accumulating intangible assets of brand image and 
customer loyalty. According to this work ,we can strongly announce that the CRM is source of 
maximizing and managing the economical stability in Indian banking industry. 
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Abstract 
 Nothing is permanent in this world, expect changes. Changes only make the world great in competing with the 
technology. World is moving towards competitive, soeveryone wants to accept the changes and must adopt himself 
to the changes. It is applicable to organization also. These organizational changes are necessary to compete in the 
world market, because jobs have become increasingly assorted, multifarious, multifaceted and more technological.  
At the time of changing process, some people use to resistthat. Because they are adopted and addicted to oldthings. 
Suddenly they cannot accept the changes, the resultis resistance. At that time the organization wantsto take 
necessary steps to overcome the resistance. Only then the organization can achieve success and attain fruitful 
changing process.   
 
Introduction  
 Core competitiveness is the capability of a company survive while facing strong 
competition, not only from inside the country but from international corporations. Even small 
or medium businesses facing strong rivals typically must be able to make changes quickly to 
maintain their competitiveness.  
 These kinds of organizational changes are not only small changes, like adding a new person 
or modifying a program at one department, but are often organization-wide changes. 
Resistance to both small and large changes is one of the important factors that can influence the 
success of implementing any organizational change, including change in mission, restructuring 
operations, inputting new technologies, mergers, major collaborations, downsizing, and new 
programs such as new organizational structure. Organizational transformation may keep the 
company in business, but will employees understand it is a fundamental and radical 
reorientation in the new way the organization operates? Because of the likelihood of employee 
resistance, change should not be done for the sake of change but to accomplish some overall or 
specific goal. 
 Organizational change is usually provoked by some outside driving force, such as 
substantial cuts in funding, major new markets, a need for dramatic increases in productivity 
and/or services, or a strong new competitor in the market. Typically, organizations must 
undertake organization-wide change to evolve to a different level in their life cycle.  
Such changes might take the form of transition to a new chief executive, who can institute 
organization-wide change when his or her new and unique personality pervades the entire 
organization. Organization-wide change often goes against the values held by members of the 
organization—how members believe things should be done. Often, organization-wide change is 
difficult and provokes strong resistance because people are afraid of the unknown, they don’t 
share a vision of the future, or they don't understand the need for change.  
 

A STUDY ON EMPLOYEE’S RESISTANCE TOWARDS  
ORGANIZATIONAL CHANGE 
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Objectives of the Study 
• To study the various forces for change which are acting in an organization. 
• To understand the causes for resistance. 
• To study about the organizational factor that stridulate resistance for change.  
• To analyze the various steps taken by the top management to overcome the resistance. 
• To suggest the ways and means to improve the performance of employees for  

Self-development that organizational change. 
 
Need of the study 

� To know the changes which will be occurring in the organization after employees 
resistance and to know why they are resisting the changes if the changes are in positive 
way what will be the reaction and action of both organization employees will be learn 
then the study and hence its need. 

 
Scope of the study 

• To make employees to understand and to make them know the importance of 
organization’s change. 

• To make the employees to change according to the organizational culture. 
• To know the reasons for why the employees are not ready for changing. 
• To know that, if change occurs what are all the impacts are raised in the organization.  

 
Organizational Resistance to Change: 
 Resistance to change may sometimes arise at the organizational level. They are 
characterized by Division of work along functional lines, emphasis on role prescriptions rather 
than on organizational goals, emphasis on hierarchical relationships for coordinating diverse 
jobs and relating them to organizational goals, precise and rigid definitions of roles with little 
flexibility, Considerable centralization of decision-making and vertical communication, 
Acceptance of existing status designations, and Close ties with the company and its values 
rather than with outside reference groups such as professional body.  
 
What is Resistance? 
 Resistance is the resultant employee’s reaction of opposition to organizational change (Keen, 
1981; Folgers &Skarlicki 1999As employee’s resistance has certain implications for management, 
also employees play an important role in the success of firm’s change that is why; it is a very 
important factor to be considered during organizational change program. In a study of 288 
companies who shared lessons and best practices in change management, Tim Creasey found 
that the top obstacle to change was employee resistance at all levels (Haslam et al, 2004).  
Early research on Employees’ Resistance  
 The notion of resistance to change is credited to Kurt Lewin who discusse it first in 1940’s. 
His early work focused on the aspects of individual behavior that must be addressed in order to 
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bring about effective organizational change (Kurt 1945). The first research regarding resistance 
to change titled "Overcoming Resistance to Change" is based on a study conducted by Lester 
Coach and John R. P. French in 1948 at Harwood Manufacturing Co. in Virginia. Their research 
was generally on the importance of employee participation in decision making. They claim that 
their “preliminary theory was that resistance to change is a combination of an individual 
reaction to frustration with strong group-induced forces” (p.521). Coch and French argued that 
participation was the primary method to overcome resistance to change (Coch and  
French, 1948).  
 
The four categories of different causes of resistance are 
Psychological: 
 Employee’s negative perception, frustration, anxiety, and preference towards status quo, 
cognitive comfort, fear, past failure, Cynicism or mistrust in top management/owner(Kreitner, 
1992; Dubrin& Ireland, 1993)(Val and Fuentes 2003). 
Materialistic: Loss of pay, comfort, status, and threat to job security (Dent & Goldberg 1999), 
Employees ‘constant capabilities: Employee’s skills (existing), knowledge, & expertise getting 
obsoletei.e. capabilities gap, embedded routines(Lawrence, 1986)(Val and Fuentes 2003). 
Employees concern for firm: Faults & weaknesses in change program i.e. change is not good 
for the Firm or employees and management have difference/conflict of perceptions about 
change program and its effects (Dubrin& Ireland, 1993). 
 Here we addand or highlight anotherimportant antecedent of employees resistance to 
change, i.e. Goal conflict between firm (owner) and employees, where the goals of the firms are 
materialistic and individual’s (employees) goals are based on the function of their utility 
expansion which is more Concerned with their self-satisfaction. 
 
Research Methodology 
Research -Meaning  
 Systematic investigative process employed to increase or revise current knowledge by 
discovering new facts, it is divided into two general categories. 1. Basic research is inquiry 
aimed at increasing scientific knowledge, and 2. Applied research is effort aimed at using basic 
research for solving problem or developing new process, products or techniques. 
Research design 
 The researcher has planned to use descriptive research design. Descriptive research includes 
survey and fact by consulting the respondents through questionnaires and direct information. 
 
Sampling methodology 
Sample-Meaning 
 A representative part or a single item from a larger whole or group especially when 
presented for inspection or shown as evidence of quality 
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1. Sampling design 
� Probability sampling.  

2. A sampling method 
 There are many methods of sampling when doing research. This guide can help you choose 
which method to use. Simple random sampling is the ideal, but researchers seldom have the 
luxury of time or money to access the whole population, so many compromises often have to be 
made. 
Data collection tools 

� Primary data 
� Secondary data 

Primary data: Is information obtained from first time by the researcher on variable of interest 
for the specific purpose of the study 
Secondary data: Secondary data are already exist and it use by the researcher to enhance the 
study. 
Instrument for data collection 
Instrument for primary data: The instrument used for data collection is a researcher – 
constructed question titled Employee’s resistance towards organization change. 
Source of secondary data 
Book, periodicals, annual report of the institution, website. 
 
Statistical tools used in the study 
 In this project the percentage analysis method was used. Percentage analysis is one kind of 
ratio. Percentages are used in making comparison between two or more series of data. 
Percentage is used to describe relationship. Percentage can also be used to compare the relative 
terms, the distribution of two or more series of data. 

� Descriptive analysis 
� Statistical analysis 

Descriptive analysis 
� Percentage analysis 

 
Number of the respondents 
 Formula = _______________________________ X 100 
 Total number of the respondents  

 
Weighted average method.  
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Correlation analysis 
 
N∑xy - (∑x) (∑y) 

___________________________ 
 ⌡N∑X2 – (∑x) 2 ⌡N∑y2- (∑y) 

The calculation of the t-statistic for one mean, using the formula: 

 
 
T-test to compare Two Sample Means 
 The method for comparing two sample means is very similar. The only two differences are 
the equation used to compute the t-statistic, and the degrees of freedom for choosing the 
tabulate t-value. The formula is given by 

 In this case, we require two separate sample means, standard deviations and sample sizes. The 
number of degrees of freedom is computed using this formula 

 
• z-test 

The basic z score formula for a sample is: z = (x – µ) / σ 

  We may also see the z score formula shown to the left. This is exactly the same formula as  
z = x – µ / σ, except that x̄ (the sample mean) is used instead of µ (the population mean) and s 
(the sample standard deviation) is used instead of σ (the population standard deviation). 
However, the steps for solving it are exactly the same 
 
Review of Literature 
 An employee who resists change by not participating or making contrary choices can hinder 
the success of the change as well as employee productivity and morale. For the good of the 
employees and the organization, managers must learn to facilitate the introduction of changes 
into the workplace. According to Bolognese (2002), we must first define the meaning of resistance 
in order to understand it better. For the purposes of this article, resistance may be defined as a 
cognitive state, an emotional state and as a behavior. The cognitive state refers to the negative 
mind set toward the change. The emotional state addresses the emotional factors, such as 
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frustration and aggression, which are caused by the change. As a behavior, resistance is defined 
as an action or inaction towards the change. Resistance in any form is intended to protect the 
employee from the perceived or real effects of change. Understanding the different types of 
resistance will help managers in preparing employees for change. 
 McConnell (2007) states that employees usually resist change not because they disagree with 
it but because there is a lack of knowledge about what will happen, or because of the manner in 
which the change was communicated to them. Either they have to learn something new and 
they fear their ability to adapt to it, or there is a lack of communication causing confusion or 
Misunderstandings. Employees function best in situations when they are fully prepared and 
informed. The manager’s role in preparing employees for change involves up-front 
communication. He or she must be prepared to answer questions about the nature and source 
of the proposed change. 
 Outran (2005) discusses some suggestions for managing change and working with 
resistance. He states that “to be effective, you need to be trustworthy.” Managers must learn to 
build and enhance trust relations with employees. He suggests that managers should be 
influential. Having influence means having specific outcomes with clear anticipated results. 
Besides opening communication lines with employees, managers should be conscientious about 
the way they speak and even the way they look, because it will have an impact on persuading 
others. 
 
Potential causes of Employees’ Resistance to change 
 While studying different causes of employees’ resistance to change discussed in the 
literature, we felt the need to discuss another important potential causes/antecedents which 
seems very important, that is, goal conflict between individuals and firm (owner). Conflict 
between employees and firm can be said as, of two types, procedural conflict and goal conflict. 
Where procedural conflict is the conflict of approaches i.e. work procedures for performing the 
same task, and goal conflict is the conflict between the goals of firm and employeesas separate 
entities. The causes of resistance from literature and this potential cause (i.e. goal conflict) will 
be analyzed and explainedin reference to causesof resistance in the firm understudy.  
 In a strategic and major changeprogram, firms altertheirgoals (e.g. cost minimization, 
innovative products, etc.), which result in shifting and increasing their focus towards new goals. 
Where we define these goals as the targets of the firm to achieve, and the procedures/ways to 
achieve these goals are called means. Goalscan be divided into primary and support/secondary 
goals, which almost depends upon the firm’s priority and needs towards that goal e.g. cost 
minimization can be said as primary goal if it is the top most goal of the firm, rather it will be 
called support goals if it is to achieve another major goal. The increased commitment of firm 
towards attaining its new goals leads the differences of firm goals and employees’ goals 
towards conflict.  
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 Also, in some change programs, firms may not change its goals but increase its activities and 
focus/concentration on achieving these goals. The firm’s increased concentration and one sided 
focus on its goals affects employees’ personal goals, and it became very difficult for employees 
to achieve their own goalsand satisfy their own needs. This creates a situation of goal conflict 
between firm (owner) and individuals (employees). In literature, goal conflict isdefined as the 
degree to which individuals feel that firm’sgoals are incompatibleand conflicting with their own 
goalso and needs, and make it difficult to achieve them (Locket al., 1994; Slouched al., 2002). 
 
We can express the causes of employees’ resistance to change as: 
Y = X1+ X2 +e 
where Y is employee’s resistance to change, X1 is goal conflict, X2 is procedural conflict, and ‘e’ 
as above stated categories of causes. 
 The intensity of goal conflict and which cannot be resolved or decreased with the help of 
above stated solution proposed in the literature of employee’s resistance to change. Beside these 
solutions, firms need to take some other measures to deal with resistance due to goal conflict. 
 
Conclusion 
 Employee resistance to change is a complex issue facing management in the complex and  
Ever-evolving organization of today. The process of change is ubiquitous, and employee 
resistance has been identified as a critically important contributor to the failure of many  
Well-intend and well-conceived efforts to initiate change within the organization.  
In many cases, vast amounts of resources are expended by organizations to adjust employees to 
a new way of achieving desired goals. The natural propensity for individuals to "defend the 
statusquo" presents a set of challenges that management must overcome in order to bring 
aboutdesired change. Management must also seriously take into account and consider the 
myriad of problems that may result if they are not responsive to issues of resistance in the 
workplace.  
 In order to facilitate a smooth transition from the old to the new, organizations must be 
competent in effective change management. The process of change management consists of 
getting of those involved and affected to accept the introduced changes as well as manage any 
resistance to them.  
 This investigation stresses that change usually involves an individual's psyche, so there are 
no concrete textbook answers and solutions to the problem. Since each individual is different, 
their perceptions and reasons for resisting are also different. As a result, researchers and 
scholars can theorize on how to lessen or remove employee resistance to change, but in the final 
analysis the only way to do so effectively is to understand the unique circumstances within each 
individual that is causing their particular resistance.  
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Abstract 
 Today Content Marketing is the buzz word in the digital business world. Traditional methods of advertising 
failed to attract the modern consumers. Content marketing is about nurturing the relationship with your audience, 
and arming them with the information that they need and seek. The content you create becomes a part of their self-
guided buying journey. If you succeed, you can capture their business and loyalty. 
Key Words: Advertisement, content, channels.  
Introduction 
 Content marketing is the process of developing and sharing relevant, valuable, and 
engaging content to target audience with the goal of acquiring new customers or increasing 
business from existing customers. – Amanda Maksymiw. 
 Content marketing is much more than creating, distributing and sharing content in order to 
engage audiences, generate leads, improve branding, and other marketing goals you can serve 
with content marketing. It needs a strategic approach and that’s what a content marketing 
strategy is all about. Content marketing fits in a broader integrated marketing strategy and it 
requires a strategy of its own. However, just as all other strategies regarding specific marketing 
techniques (email marketing or social media marketing, for instance) such a strategy needs to be 
integrated in a broader strategy. 
 
Objectives of the Study 
 The primary objective of the study is to enumerate the content marketing channel plan and 
to study the different platforms to deliver the content effectively. 
 
Content Marketing Channel Plan 
 Once you create content, you need to decide how you are going to distribute it. To figure 
this out, you need to consider the context in which your audience will view the content and 
then use that to alter the content accordingly. In short, you need a content marketing channel 
plan that considers these seven factors: 
1. Situational analysis 
 This is your first step and the universal one that addresses all the marketing channels.  
This is where you use the information from your persona and engagement cycle mapping to 
look at your current “situation” to determine where you can have the most impact with  
your story. 
 Obviously some of your existing marketing efforts (e.g., your blog and website) will come 
into play here. The idea is to map what you currently have to what you need to effectively tell 
your story. Ask yourself: 

CONTENT MARKETING 
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1. What do we already have that helps us tell this story (e.g., an existing website, blog, 
Facebook page, Twitter account, corporate materials, article marketing effort, etc.)? 

2. What must change in order for us to tell this story (e.g., do we need to add a blog, develop a 
separate blog, create or revisit our social web strategy)? 

3. What must stop (if anything) for us to tell this story (e.g., do we need to stop using Facebook 
and divert our energy to a blog)? 

4. Out of this situational analysis will come some prioritization, budget consideration, and 
more tactical things that need to get done. 

 
2. Channel objectives 
 This is where you map objectives of the marketing channels to the engagement cycle 
(remember these are tightly woven with your ultimate goals). And it’s perfectly okay if a 
channel only “contributes” to another channel. 
 For example, based on the goals of your content marketing and the story you are telling, you 
may decide that the primary objective of your Facebook page is to create increased and loyal 
traffic to your ultimate content (let’s say it’s a blog). In order to drive that traffic, you may need 
to create a following on Facebook. So your first “objective” for the Facebook page will be to 
“build your ‘likes’ ” to create that community. 
 
3. Content plan 
 This is how you map the channel to the larger story structure. This will usually take the 
form of an outline or narrative and is used to organize your content plan for the channel. 
 For example, in the situation described above — because your primary objective for the 
Facebook page is to increase loyal traffic to your blog, you want to build a community. So the 
first part of your content plan for Facebook might be a “contest,” email marketing program, or 
some other type of community-building action to build your Facebook subscription. The second 
part of the plan might kick in once you’ve reached some “goal” (e.g., conversions, number of 
subscribers, etc.); then you’ll begin refocusing your content to drive specific personas to your 
blog. You can use your imagination to see how this step might be multilayered, as you continue 
your community building and refocusing of content. 
 For example, let’s say you’re talking about a “mobile channel” and your channel objective is 
to build subscribers to your blog or website. And let’s say you post lots of really valuable, long-
form content on that blog. Maybe an initial content plan for that “mobile channel” would be to 
produce a different, shorter, or more mobile-specific category to that channel, knowing that 
your mobile persona only has time and bandwidth for a very short version of content that they 
may want to read later. Here, you are fulfilling the “contextual need” of your mobile persona. 
 
4. Metrics 
 We use the word metrics here very specifically, as opposed to key performance indicators 
(KPIs) or “results.” With as many marketing channels as you already have working, against all 
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the different campaigns and as your content marketing will inevitably overlap into your 
marketing channels metrics are what you want to track here. Here, metrics are “goals” that will 
align with your story. 
 For example, you might say “with this contest we’re running on Facebook, our goal is to get 
1,000 subscribers over the next two months before we move into the second phase of our story.” 
 
5. Personas addressed 
 Looking back at your persona mapping, certainly not every channel will address every 
persona. So for each channel you are considering, you should identify which personas will be 
addressed. 
 Once you are done with your channel plan, look at it holistically and make any adjustments 
that are needed. You may find that you have done a great job of creating a channel plan that 
fails to address your most critical persona.  Whoops. Or, you may find that you’re trying to 
address too many personas through one particular channel and it makes better sense to split 
them. For example, Dell has multiple Twitter accounts used for customer service, discounts and 
general information. 
 
6. Content Management Process 
 For this stage, you need to ensure that you have a method and process (e.g., people and 
tools) to manage the content and conversation for this particular channel. What will you 
manage? Who will do it and how? 
 
7. Editorial plan 
 Lastly, you’ll need an editorial plan for the channel. This will map to your global editorial 
calendar but doesn’t identify dates or times yet. The purpose of the editorial plan is to define 
velocity, tone, desired action, and structure for the content for this channel. For example, for 
your Facebook page you might have the following: 
Velocity: Three posts per day 
Tone: Friendly, funny, and with a tongue-in-cheek attitude 
Desired action: We want them to click through to the blog 
Structure: 10 to 20-word post, plus pictures (if applicable) and a “conversion link.” 
 So there you have it the seven basics of a content marketing channel plan. As mentioned 
above, just keep in mind that you can create multiple channels. You’re allowed to have more 
than one blog, or multiple Facebook pages and you don’t have to launch them at the same time. 
For example, you may find that two different types of blogs are more appropriate than just one. 
Or you may find that you want to later add a Twitter account specifically for a subsequent 
“chapter” of your content marketing story. There is no one right way to do things, so 
experiment, get feedback and continue to evolve your channel plan. 
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Distribution Channels for Content Strategy  
 One of the most popular and cost effective ways for businesses to drive sales and convert 
leads is with a content marketing strategy. Content marketing is simply the act of making your 
online presence known to your target customers with the help of informational content and 
online distribution channels. In essence, distribution channels are different types of sites or 
venues that allow you to share the content on the website. 
 A content marketing strategy has several features that traditional marketing doesn’t offer. 
For example, you can inexpensively test different marketing methods and reach out to different 
niche audiences for a lower cost. Most importantly, according to a PR Newswire blog post, 
content marketing allows your clients to create an engaging experience. With the essential 
distribution channels in your marketing toolkit, their content has a better chance of being seen. 
For are the Distribution Channels:  
1. A blog:  
 Blogs always top the list because they, according to the content marketing company 
Matchstick Strategies, are the ideal platform for adding visual information, content-rich articles, 
videos and more. A blog can give readers more information about how a product or service you 
offer benefits them, how-to guides and guest posts by industry leaders. Furthermore, by 
creating guest posts for blogs that belong to other businesses, your clients can increase and 
widen their reach. 
2. Social media networks:  
 The Content Marketing Institute reports that social media was used by 74 percent of 
marketers they surveyed in 2011. These networks are popular because the content that you 
share, whether it is videos, articles, blog posts, special promotions or special events, has the best 
chance of reaching a worldwide audience. Integrating social media into your client's content 
marketing strategy also helps their branding efforts and establishes them as an industry expert. 
However, when using social media networks, it’s not enough to re-share content others have 
posted. You have to mix in a good amount of unique, organic content for the greatest results. 
3. Videos:  
 Not everyone likes to read or look at pictures because of the effort it takes. Many, however, 
will gladly watch a video. This concept plays on the preferred learning styles of individuals. 
Videos are one of the most sharable content types because they’re highly engaging. When 
preparing a content marketing strategy, keep in mind that different areas of the world have 
their own popular video sharing sites. 
4. Email:  
 This distribution channel is a great way to provide your client's customers with valuable 
content, as well as encourage retention and brand loyalty. Unlike social media networks, you 
know exactly who your audience is and have the assurance that they’re interested in your 
message. By allowing individuals to opt-in to an email list, you can target your messages more 
effectively and nurture new leads.  While people love receiving interesting emails in their inbox, 
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they hate spam. Therefore, it’s critical that every email sent is valuable, interesting and 
engaging. Types of emails that you can include into your client's content marketing strategy are 
press releases, newsletters, seasonal marketing messages, info graphics and exclusive 
downloadable guides for email subscribers. 
5. Conferences and other networking opportunities:  
 Not all of your client's distribution channels have to be online.  Conferences provide your 
clients with the opportunity to personally network with others in their industries, market their 
content and establish themselves as experts, especially if they have the opportunity to do a 
presentation. The content that you help them create about a conference or major networking 
event can help increase online exposure, particularly among those who aren’t able to attend. 
Those who did attend the event may flock to the content that your clients create to see what you 
found valuable. Because attending a conference can come with a hefty price tag, your clients 
should consider the cost effectiveness of the event (e.g., the cost of the event, transportation, 
lodging and other travel-related expenses) and the amount of exposure they expect their 
content to receive. 
 Your content marketing strategy is kind of like a television station, you have to consider 
which distribution channels (i.e., TV shows) are best for your audience on particular days and 
times. Once you have that information, you need to create a content marketing schedule. As TV 
stations promote their shows, you should do the same with your client's content. For example, 
let followers know about an upcoming video you plan to post or alert them to a new how-to 
guide on your client's blog on your social media profiles. 
 Creating and executing a content marketing strategy takes work. The rewards you reap for 
your clients a growing client base, increased visibility online and greater sales make it worth 
your while.   
 
Conclusion 
 In this ever evolving and dynamic digital age, it is all the more important for brands to 
create content that not only sends across a message but also does so in a novel and innovative 
way, thus breaking away from the clutter of the marketing world. Brands constantly need to be 
creative and ground-breaking with their content in order to create a niche for themselves. 
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Nguh. F. me;Njhzpuh[h 

       Kidtu; gl;l Ma;thsu; 
        

Kidtu; itj;jP];tud; 
      Nguhrpupau;> jpUtz;zhkiy muR fiyf;fy;Y}up> 

       jpUts;Stu; gy;fiyf;fofk;.  
  
 TiûPV U²Ru ®hÓf ùNu\ TX®RUô] ùTôÚhLs, LÚ®Ls úTôu\ 

ùRôpùTôÚhLû[d ùLôiÓ TZeLôXjûRd L¦lTúR ùRôp−Vp. AYu ®hÓfùNu\ 

ùTôÚhL°u A¥lTûP«p A±®Vp Øû\«û]d ùLôiÓ AY]Õ ãZûXÙm, 

YôrdûL Øû\«û]Ùm ùY°dùLôQoYúR ùRôp−Vp Õû\. AqYôú\ úYhPYXm 

¡WôUj§p ¡ûPjÕs[ ùRôpùTôÚhLû[d ùLôiÓ Ad¡WôUj§u TZûU«û] 

ùY°dùLôQÚm YûL«p CqYônÜ AûU¡u\Õ. 

 ùRôpTZeLôX YWXôtß LôX A¥lTûP«p YWXôtßdÏ Øk§V LôXm Utßm 

YWXôtßdLôXm Gu\ CÚ ùTÚm ©¬YôLl ©¬dLlTÓm GÝjÕf NôußLs 

úRôußYRtÏ Øk§V LôXjûR YWXôtßdÏ Øk§V LôXm ApXÕ ùRôpTZeLôXm 

G]Üm, GÝjÕj úRôu± ARû] A¥lTûPf Nôu\ôLd ùLôiÓ ®[eÏm LôXjûR 

YWXôtßdLôXm G]Üm á\Xôm.  

  
ùTÚeLtLôXm 

 Ck§Vô®p ùTÚeLtLôXm ¡.Ø 1000 ØRp ¡.Ø. 300 YûW L¦dLlThÓs[Õ. 

ùTÚeLtLôX UdLs Rm Ï¥«Úl×LÞdÏ ùY°úV Ntß çWj§p R²VôL Ko CPjûR 

HtTÓj§ AeÏ C\kRYoLû[ APdLm ùNnÙm Øû\ûV BWm©jRôoLs. CYoLs 

C\kRYoLû[l ×ûRlTRtÏl ùTÚeLtLû[l TVuTÓj§d LpXû\Lû[ 

HtTÓj§VRôp, CdLôXm ùTÚeLtLôXm G] AûZdLlTÓ¡\Õ. DUfNPeLÞdLôL 

LtLû[d ùLôiÓ GÓdLlùTt\ £u]eLÞm AYtßs APeÏm. 

 
ùTÚeLtTûPf £u]eL°u YûLLs 

 ¿júRôo ¨û]YôL LpXû\ GÝl© AûR YQeÏm YZdLm ùRu²k§Vô®p 

¡.Ø.1000  ØRp YZdLj§−ÚkRÕ G]Xôm. ùTÚeLtLôXj§V DUf£u]eLs TX 

Y¥YeL°p TpúYß ùTVoLÞPu AûUkÕs[]. AûY Lp§hûP, LtTÕdûL, 

DUlúTûZ, UiÏûY, LpÏûY, Lp¡ûP, LpY¬ûN, ùRôl©dLp, ÏûPdLp, 

ÏûPYûWj RôrYûWLs, ùSÓeLp, ÏjÕdLp, Rô¯, YhPl×ûRd Ï¯ G]l 

TXYûLlTÓm. 

 

 

 

Ntl;ltyj;jpy; njhy;ypay; rpd;dq;fs; 
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Lp§hûP 

 RûW«p Ï¯ûVj úRôi¥, C\kR EPûXl ×ûRjÕ ARu ÁÕ 

¨û]Üf£u]eLû[ AûUjRp LpXû\ BÏm. CûY Lp§hûP, LpTÕdûL Gàm 

CÚYûLlTÓm.Lp§hûP Guß ùNôpXlTÓm LpXû\ ùTÚmTôÛm RûW 

UhPj§tÏúUp AûUdLlTÓYRôÏm. ùT¬V LtLû[ AlT¥úV SôuÏ ×\Øm ¨ßj§ 

NÕWUôL ApXÕ ùNqYLUôL Ko Aû\ EÚYôdLlThPÕ. TdLj§tÏ JÚ Lp ApXÕ 

ARtÏ úUtThPûYÙm TVuTÓjRlThÓ CqYû\Ls LhPlThP]. ©u]o CRu 

A¥lTÏ§«p LtLs TôYlThP]. YoLs CWiÓ ApXÕ êuú\ô AûUdLlThP]. 

 
LpTÕdûL 

 Lp§hûP GuTÕ RûWUhPj§tÏ úUp GÝlTlThPÕ. B]ôp LpTÕdûL 

RûWUhPj§tÏd ¸úZ AûUdLlThPÕ. Lp§hûPLÞdÏl TVuTÓjRlThP TdLdLtLs 

SôuÏm CVtûLVôLd ¡ûPjR Tô\ôeLLt[ôÏm. LtLú[ TVuTÓjRlThP].  

 

DUlúTûZ 

 ùRôh¥ úTôu\ ÑÓ Ui¦]ôXô] ApXÕ LÚeLp−Xô] DUlúTûZL°p 

©QjûR ChÓ ûYdÏm Øû\Ùm Au±ÚkRÕ. ùNqYL Y¥®Xô] CjùRôh¥L°p 

DUlùTôÚhLs CPlThÓ, ARu úUp ê¥L[ôp CûY êPlThÓl ×ûRdLlThP]. 

×ûRdLlThP ©u]o CYt±u ÁÕ Lp§hûP ApXÕ LpTÕdûL úTôu\ 

AûPVô[eLs AûUdLlThP]. CjùRôh¥L°u A¥lTÏ§«p CWiÓ ApXÕ 

CWi¥tÏm úUtThP CWhûPd LôpLs CÚkR]. 

 

UiÏûY, LpÏûY, Lp¡ûP 

 ¨Xj§u A¥«p BZUô] Ï¯ûVj úRôi¥ AdÏ¯dÏs Rô¯ ApXÕ DUjùRôh¥ 

B¡VYtßPu DUlùTôÚhLû[ Esú[ úTôhÓ UiQôp ê¥V ©\Ï, RûWUhPj§tÏ 

úUp UiûQd Ï®VXôLd Ï®jÕ ûYlTRû] UiÏûY GuTo. Ui¦tÏl 

T§XôL _p−d LtLû[d Ï®VXôLd Ï®jÕ ûYlTRû] LpÏûY Gu¡ú\ôm. 

CdLpÏûYûVf Ñt±Ûm YhPUôLd LtLs ¡PjRlThÓd LhPlTÓm £u]m Lp¡ûP 

BÏm. 

 

Rô¯Ls 

 Rô¯Ls ALu\ YôÙm, áWô] A¥Øû]l TÏ§Ùm ùLôiPûY. ©QjûRj 

Rô¯«p ûYjÕ APdLm ùNnÕ ¨Xj§tÏd ¸úZ ùT¬V Ï¯ûV ùYh¥ A§p Rô¯ûV 

ûYjÕl ×ûRjÕ ®ÓYo. CqYôß ×ûRdLThP Rô¯LÞdÏúUp DUf£u]eLs 

SPlThP]. B]ôp RªrSôh¥u ùRuTÏ§«p, Rô¯«u ÁÕ RûWUhPj§tÏ úUp 

Gq®R AûPVô[eLÞm LôQlTP®pûX. SPUôP Ø¥VôR, EQÜ £±Õm 

EhùLôs[ôR, YVÕ Ø§okÕ UWQjûR ùSÚe¡d ùLôi¥ÚdÏm Ø§úVôûWj 

Rô¯«p ChÓ UiÔdÏs ê¥ ®ÓYÕm EiÓ. G]úY CÕ ØÕUdLsRô¯ ApXÕ 

êjúRôuRô¯ G]lTÓ¡u\Õ. 

 U¦úULûXd Lôl©Vj§p Rô¯Lû[l Tt±Ùm, C\kúRôûW APdLm ùNnÙm 

TpúYß ¨ûXLs Tt±Ùm Ï±l×Ls ¡ûPd¡u\].  
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 “ÑÓúYôo CÓúYôo ùRôÓÏ¯l TÓlúTôo 

 RôZ«u AûPlúTôo Rô¯«t L®lúTôo” 

Guß Lô®¬lémTh¥]jÕ CÓLôh¥p Rô¯Ls CÚkRûUûV U¦úULûX áß¡\Õ.
6
 

AjÕPu C\kúRôûW APdLm ùNnÙm TpúYß ¨ûXLÞm CqY¥L°p 

Ï±l©PlTÓ¡\Õ 

 
úYhPYXjÕ Rô¯Ls 

 úYhPYXm ¡WôUj§u TZûUf £\lûT ùTÚeLtTûPf £u]eLû[d ùLôiÓ 

®[dÏm YûL«p Cq®Vp AûU¡u\Õ. ARtLôL Cd¡WôUj§u UûXV¥YôWl 

TÏ§L°p LôQlTÓm ùTÚeLtTûPf £u]eLû[d LiP±kÕ, ARu TpúYß 

AûUl×Lû[l Tt±Ùm, AYt±u AûU®Pm Tt±Ùm BWôÙm YûL«p Cq®Vp 

AûU¡\Õ. úUÛm DUf£u]eL°p Ju\ô] ØÕUdLs Rô¯«û] ALZônÜ ùNnÕ 

A§Ûs[ DUlùTôÚhLû[l Tt±Ùm, ClTÏ§«p Rô¯dLôÓLs CÚkÕs[ûUûVÙm 

Cq®Vp BnÜ ùNn¡\Õ. 

 
ALZôn®p Rô¯ 

 úYhPYXj§Ûs[ ãûNVlTo UûXdÏl TôûR AûUdÏm T¦ SûPùTt\Õ. 

AlúTôÕ Ui NôûX«û]j Rôo NôûXVôdÏYRtLôL, NôûX«u CWiÓ 

TdLeL°Ûm YôndLôp úTôuß ¿iP Ï¯ úRôiPlThPÕ. AlúTôÕ 

AlTs[eL°−ÚkÕ Yô¬dùLôh¥V UiÔPu, Tôû]úVôÓLs ùRuThP]. 

AÓjRÓjÕj úRôi¥V CPùUpXôm Rô¯Ls ùY°YkR]. B]ôp, Ui úRôiÓm 

YôL]jRôp GpXô Rô¯LÞm EûPjùR±VlThP]. ©u]o, BnYô[¬u úRÓRXôp, 

K¬Pj§p Ts[j§u JÚ TdLj§p TdLYôhÓlTÏ§«p EûPkR ¨ûX«p Rô¯ Juß 

LiùPÓdLlThÓ BnÜ úUtùLôs[lThPÕ. 

 

Rô¯«u AûUl× 

 Rô¯Ls ALu\YôÙm áWô] A¥Øû]lTÏ§Ùm ùLôiPûYVôÏm. Rô¯«p 

C\kúRôûW ûYjÕ ê¥®hÓ AjRô¯«û] Ui¦p Ï¯ùYh¥l ×ûRjÕ ®ÓYo. 

AqYôú\ RûW«u úUpUhPj§tÏ CWiP¥ BZj§úXúV, Rô¯«u úUpTÏ§ 

AûUkÕs[Õ. Rô¯ TdLYôh¥p EûPdLlTh¥ÚkRÕ. Rô¯«às ØÝYÕUôL Ui 

¨û\k§ÚkRÕ. Rô¯«às CÚkR Ui AÝjRUtß ªÚÕYôL CÚkRÕ. 

 
DUlùTôÚhLs 

 ùTôÕYôLj Rô¯L°às CÚmTôXô] LÚ®Ls, BÙReLs, UhTôiPeLs, 

ùYiLXl ùTôÚhLs, NeÏ, ùYs° Utßm U¦fNWeLs, Ud¡V Rô²VeLs 

B¡V]Üm LôQlTÓm. 

 ClTÏ§«p LiùPÓdLlThP Rô¯ TdLYôh¥p EûPk§ÚkRRôp, Es°ÚdÏm 

ùTôÚhLs G°RôLd LiùPÓdLlThPÕ. 
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 Rô¯«u A¥lTÏ§«p UhTôiPeLÞdÏd ¸úZ ØÝ EÚ®Xô] Ko GÛm×dáÓ 

CÚkRÕ.  

 
Rô¯ 

 Rô¯«u Ñt\[Ü 2.3 ÁhPÚm, Rô¯«u EVWm 1.3 ÁhPÚm CÚkRÕ. Rô¯«u 

KÓ 4.2 ùN.ÁhPo ALXm ùLôiPRôLÜm, ARu YônlTÏ§ Yû[kÕm CÚkRÕ. 

úUpUhP Ui¦u AÝjRjRôp Rô¯ £±Õ AÝjRlTh¥ÚkRÕ. CR]ôp Rô¯ 

BeLôeúL ®¬Np Th¥ÚkRÕ. B]ôp Rô¯«u EhTÏ§ £ûRÜ\ôUp ØÝûUVôL 

CÚkRÕ. 

 R²jR²j ÕiÓL[ôLÜm ÕLsL[ôLÜm £ûRkRÕ. UiûP KÓ UhÓm ªLÜm 

Uh¡V ¨ûX«p CÚkRôÛm, ØÝYÕUôL GÓdLlThPÕ. ARu ØLlTÏ§ Øt±Ûm 

£ûRk§ÚkRÕ. A§p JÚ TdLl TdLYôhÓlTtLs UhÓm £±Õ Uh¡V ¨ûX«p 

¡ûPjRÕ. 

 
UhLXuLs 

 Rô¯«u A¥lTÏ§«p CÚkR GÛm×d áh¥u úUúX, JuTÕ UhLXuLs £±Õm 

ùT¬ÕUôLd ¡ûPjR]. AYt±p SôuÏ UhÓm Gq®R Tô§l×m Cu± ØÝûUVôL 

CÚkR]. Ut\ûY EûPkR ¨ûX«p ¡ûPjR]. AûY ÏÓûY AûUl©Ûm, Nô¥ 

AûUl©Ûm, ¡iQ AûUl©Ûm CÚkR]. UhLXuL°u úUpTÏ§ £Yl× ¨\m 

ùLôiPRôLÜm, EhTÏ§ LÚl× ¨\m ùLôiPRôLÜm CÚkR].   

 

ùRôÏl×ûW 

 ùRôpTZeLôXjûRl TûZV LtLôXm, ×§V LtLôXm, CûPdLtLôXm, 

ùTÚeLtLôXm Guß SôuÏ YûLVôLl ©¬jÕ úUtùLôiPûRÙm, C§p 

Ntl;ltyj;jpYs;s ùTÚeLtLôXjûRf NôokR ùTÚeLtTûPf £u]eLû[d ùLôiÓ 
Ntl;ltyj;J ùTÚeLtLôX UdL°u YôrdûL ¨ûX«û] ntspf;nfhzUk; tpjkhf  
,t;tha;T mikfpwJ.  
 
A¥dÏ±l×Ls 
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-zg<gqbr<gt<! gim<Mgqe<xe/! nvse<! keqbig! nvsit! ne<jxb! s&gl<! uqmuqz<jz/!
Nm<sqk<Kjxbqz<! nvsEg<G! dkuq! Hiqb! nvsqbz<! OljkgTl<?sie<Oxii<gTl<! -Vf<K!
osbz<hm<mei<!we<hkje?!!
! ‘Jl<ohVr<GPUl<!w{<Ohi<!NbLl<”!)sqzl<H!.37<;49*!we<Xl<!
! ‘Jl<ohVr<GPUl<!w{<Ohi<!NbLl<!ux<okiV!Gpq-”!! !)uqpiujxg<!gijk*!!
we<x!uiqgt<!nvsEg<Gk<!Kj{big!-VohVr<GPg<gTl<!osbz<hm<M!uf<kjk!-vm<jmg<!
gih<hqbr<gt<! %Xgqe<xe/! -kjeh<! hk<Kh<him<cz<! lKjvg<giR<sqbqz<! “hjpbe!
Oli%vjubgl<! uqtr<g! fie<! olipqg<! Ogisi<! Okie<xqbe<e! kiOlwf<! Okie<xqb!
fix<ohVr<GPUl<”! )lKjv!giR<sq! 619! .621*!we<X!%Xuke<!&zl<! fim<ce<!nvsim<sqg<G!
-h<ohVr<GPuqeiqe<! sQiqbh<! h{qbqje! nxqbzil</! fQkq! %xz<?! sm<ml<! -bx<xz<?! uiq!
uqkqk<kz<?! hqx! Nm<sqh<! h{qgt<! wKuibqEl<! GPuqe<! ! LcOu! -XkqbieK/! fqi<uig!
njlh<hqz<! %m<M{i<U! OlOzir<gqbkiz<! nvsjubqz<! le<ee<! kiOe! keqk<K! LCU!
wMg<gilz<!Nm<sqg<!GPuqe<!&zl<!osbzix<xq!uf<kjks<!sr<g!-zg<gqbr<gt<!Sm<Mgqe<xe/!
fim<cz<!fz<z!njlkqBl<!nxLl<!sqxf<K!uqtr<Gukx<G!nvsEg<Gk<!Kj{big!njls<si<!
GP! osbz<hm<mkjeh<! ohVl<hi{ix<Xh<hjm! “ogiMjl! -z<zik! Sx<xl<”! we<x! uiqBl<?!
hkqx<Xh<hk<kqz<! “lel<! ohiVf<kqb! Sx<xl<”! we<x! uiqBl<! Sm<Ml</! -g<GPuqz<! njls<si<?!
hii<h<hii<?! lisel<?! lVk<ki<?! Oseihkqbii<?! K~Kui<?! siv{i<! we<Xl<! uqtr<Gui</! -kje!
sqzh<hkqgivl<!
! “Nsie<!ohVr<geq!nVf<kqx!zjls<si<!
! !kijek<!kjzui<!kl<oliM!gpQ<”!)sqzl<H!uR<sqg<gi{<ml<?!giz<Ogit<gijk!3.4*!
! nvosiM! hm<m!Jl<ohVr<GPUl<! we<X! gv{k<kqbuzi<?! gVlgivi<?! gegs<Sx<xl<?! gjm!
gih<hiti<?! fgv! lif<ki<?! ftqhjmk<! kjzui<?! bije! uQvi<?! -Utq! lxui<! we!

klqpiqe<!fqi<uig!ofxq 
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uiqjshMk<kh<hm<m! w{<OhvibvigUl<! uqtr<gqeii<gt</-jkh<! OhizOu! l{qOlgjzbqz<!
lg<gTmEl<! njls<si<gTmEl<! le<ei<gt<! gVk<Kg<Ogm<M! fqi<uig! njlh<jh! fmk<kqei<!
we<hkje?!
 “slbg<!g{g<gVf<!kf<Kjx!Ohigqb!
! nlbg<!g{g<gVl<!ngzi!vigqg<!
!!!gvf<KV!oub<kqb!gmUtitVl<!
! hvf<okiVr<!gQ{<cb!hijm!lg<gTl<!
! Jl<ohVr<GPUl<!w{<OhvibLl<!
! uf<okiV!r<Gpq-!uie<ukq!ke<Et<”             )l{qOlgjz?uqpiujxg<gijk24.29* 
! giuqiqh<H,l<hm<cek<kqz<! -f<kqvuqpiuqje! fqgp<k<Kukx<G! Nm<sqbiti<gTl<?!
njls<si<gTl<?!ohiK!lg<gTl<!ye<X%c!LcU!osb<kei<!we<hkje!nxqb!LcgqxK/!
!
njls<si<gtqe<!%m<Mh<h{q;!
! nvsi<!njubqz<!!njls<si<gt<!nvsi<g<G!NOzisjegjtg<!%XuOkiM!lm<Mlz<zilz<!
le<ee<! kuxie! upqbqz<! osz<Zuieibqe<! Okjubie! nxqUjvgjt! wMk<Kg<! %xl<!
diqjl! ohx<xqVf<kei</! l{qOlgjz! gih<hqbk<kqz<! selqk<kqve<! we<El<! njls<se<!
nvsEg<Gjvk<k! nxqUjvbiue/! Le<oeiV! gizk<kqz<! -f<fim<cz<! he<eqov{<mi{<Mgt<!
ljpbqz<jz/! hR<sk<kqOz! =e<x! kiBl<! Gpf<jkg<G! -vr<gilz<! njkk<! kqe<El<! fqjz!
uf<kK/!gib<f<k!gMr<OgijmbqOz!fz<z!ljp!ohb<kK!!Ohiz!fQ!hqxf<kib<?!fl<!l{<[l<!
Gjxbqz<zi!osz<uk<jkh<!ohx<X!-e<Hx<xe!we!nxqUXk<kqeie</!kib<!-z<!Kuig<!Gpuq!
Ohiz! YuiK! %dl<”! )Hxl</hi/5*we<x! HxfiE~x<Xh<! himz<! dzjgg<! gik<kz<! le<eeqe<!
gmjl?!njk!uqMk<K!de<!fzl<!lm<Ml<!fQ!uqVl<Huibieiz<!nK!fQkqbe<X/!-s<osbz<ke<!
dbqi<gt<!hMl<!Ke<hk<kqx<G!-vr<gilz<!hqx!dbqi<gtqe<!Ke<hk<jkh<!Ohig<gqg<!gih<hix<Xl<!
Hk<kVjmb!nxofxqbigiK!we!njls<se<!nvsEg<G!nxqUjvk<kjk?!
! “le<Ebqi<!Lkz<u!exLlQ!ke<xiz<!
! lkqli!Oxii<fkje!le<eu!oue<Ox!
! LKolipq!%X”!)l{qOlgjz?!NHk<kqvOeiM!l{qhz<zuljmf<k!gijk!227.229*!!
nxqbzil</!
!
fQkq!Ljxbqz<!%m<M{i<U;!
! h{<jmk<! klqpgk<kqz<! fQkqLjxbqz<! keq! yVuviz<! lm<Ml<! kQi<h<H! upr<gh<hm<mkig!
-zg<gqbr<gtqe<!upq!nxqb!LcgqxK/!hziqe<!yVlqk<k!d{i<uiz<!fQkqLjx!-Vf<kkje!
nxqb! Lcgqe<xK/! sie<xigh<! ohiqbHvi{k<kqz<! Sf<kv&i<k<kq! fibeiVg<Gl<?!
squohVliEg<Gl<! Wx<hm<m! upg<Gs<! sqg<gzqz<! Di<s<sjhbqe<! &zl<! kQi<h<H! upr<ghm<mK/!
nvsqbzqz<! kuX! osb<kui<gTg<G! nxOl! %x<xig! njlBl<! we<hK! sqzh<hkqgiv! &e<X!
d{<jlgtqz<! ye<X/Ljx! kuxq! nvsiTl<! le<eje! lg<gt<! hpq! K~x<Xl<! fqjz! lqg!
-pquigg<! gVkh<hm<mK/! osr<Ogiz<! we<hK! fMfqjzjl?! kuxiK! fQkq! upr<Gkjzg<!
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Gxqg<Gl</! osl<jlbie! Nm<sqbiqe<! upqOgiz<! upuilqVk<kz<! nvsEg<gie! Lke<jlg<!
gmeiGl</!fQkqjb!upr<Ggqxui<gtig!lm<MOl!nvsi<gt<!uqtr<gqei<!we<hjk?!
! “nl<H!uR<Sl<!gc!nvtiz<!
! nxl<!KR<Sl<!osr<OgijzOb”!)Hxl<;31;27.28*!Sm<MgqxK/!
!
Hzui<gtqe<!h{q;!
! fz<zim<sqg<G!Nm<sqg<GPg<gt<! lm<Ml<! OhiKlieKke<X/!nu<uvsim<sqg<Gh<! hqe<Hzligh<!
Hzui<!ohVlg<gt<!GPUl<!hr<G!ohx<xqVf<kK!we<hkx<G!-zg<gqbr<gt<!hz!sie<X!hgVl</!
nvsi<gTg<Gl<?! Hzui<gTg<Gl<! -jmOb! fz<z! fm<H! -Vf<kK/! Ogih<ohVR<Osipe<!
hqsqvif<jkbijvg<! gi{ilOz! fm<H! ogi{<cVf<kii</! Hzui<gt<! klg<Gg<! gqjmg<Gl<! hiqSh<!
ohiVjth<! hqvkieligg<! ogit<tilz<! fim<ce<! yx<Xjlg<Gl<?! yVjlh<him<cx<Gl<?! hqx!
uti<s<sqg<Gl<! Olx<ogi{<m!Lbx<sqgt<! hzuil<! sr<ggizh<! Hzui<gt<! kr<gTg<G!yVlqk<k!
gVk<K{i<OuiM! -Vf<K! uf<kjk! -zg<gqbr<gtqe<! upq! nxqb! Lcgqe<xK/! sie<xigh<!
HxfiE~x<xqz!!
!
! “ohx<xK!lgqp<f<K!Sx<x!lVk<kq!
! Yl<hiK{<M!%l<hiK!uQsq!
! uiqjsg<G!uVf<Klqh<!hiqsQz<!uip<g<jg!
! uiqjsg<G!uVf<Klqh<!hiqsqz<!uip<g<jg!
! hqxi<g<Gk<!kQkxqf<ke<Oxii<!uqe<Ox”!)HxfiE~X58;5.8*!
! -tf<kk<ke<!we<El<!Hzue<!Osipe<!fzr<gqt<tqbqml<!uf<kie</!Osipe<!fzr<gqt<tqg<Gl<!
ofMr<gqt<tqg<Gl<! -jmOb! Le<H! hjgbqVf<kK/! nkeiz<! ke<eqml<! uf<k! -tf<kk<kje!
fzr<gqt<tqbqe<! yx<xe<! we! w{<{qg<! ogiz<z! Lx<hm<mie</! -kje! nxqf<k! OgiU,i<gqpii<!
%xqb! nxqUjvbiz<! le<ee<! Hzujvg<! ogiz<zilz<! uqm<mii</! -ke<! &zl<! ng<gizk<kqz<!
HzuiqjmOb! yx<XjlB{i<U! OlOzir<gq! -Vk<kjzg<! gi{Lcgqe<xK/! fim<M! lg<gt<!
njeuVl<! ye<Xhm<Mg<! %m<M{i<uig! uip! Ou{<Ml<! we<hjkh<! Hzui<gt<! klK!
ogit<jgbigg<! ogi{<mei</! -keiz<! Ohijvk<! kuqi<g<Gl<!Lgligh<! Hzui<! le<ei<gTg<G!
nxqUjv! %xqBl<?! K~K! ose<Xl<?! -ck<Kg<! %xqBl<! nui<gjt! fz<upqh<hMk<kqei</!
ytjubii<! nkqgliEg<gig! oki{<jmlieqml<! K~K! ose<xii</hi{<cbe<! nxqUjm! fl<hq!
nkqglie!uiqbqje!lg<gtqml<!u$zqk<kOhiK!nuEjmb!kuxqjes<!Sm<c!kqVk<kqeii</!
!  “gib<!ofz<!nXk<Kg<!gutl<!ogitqOe!
! lifqjxU!-z<zKl<!he<eim<G!NGl<!
! F~osX!NbqEl<!klqk<Kh<!Hg<G!d{qOe!
! uib<HGueqEl<!giz<ohiqK!ogMg<Gl< ”!)Hrl<!295;2.5*!
! Osipe<!fzr<gqt<tqg<Gl<?!ofMr<gqt<tqg<Gl<!-jmOb!Ohii<!Wx<hm!-Vf<kjkk<!kuqi<k<K!
-VujvBl<!!!yx<XjlB{i<Ume<!-Vg<gs<!osb<kii<!
 “yVuQi<!okix<hqEf<!Okix<hK!Fr<GcOb!
! -VuQi<Oux!zqbx<jgB!le<Oxi”!)Hxl<!.56;6.7*!
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! fim<M!lg<gt<!njeuVl<!ye<Xhm<Mg<!%m<M{i<uig!uip!Ou{<Ml<!we<hjkh<!Hzui<gt<!
klK! ogit<jgbigg<! ogi{<cVf<kei<! we<hjk!nxqbzil</Hzui<?! sie<Oxii<! nxqujvg<gk<!
kl<jlk<! kqVk<kqg<! ogit<Ouii<?! ogiMr<! osbjzg<! jguqMkz<?! kl<! NTjlg<Gg<!
Gjxobe<X! gVkiOkii<?! osuq! jgh<hs<! osiz<ujkBl<?! fe<oxe! Wx<Ohii<! nvsvig!
-Vf<kjlbqjeBl<!fil<!nxqbzil</!
! upqhMOuijvk<! kPuqg<! ogit<tz<?! hqxi<hpq! %XOuii<! ohipq! Wx<Xg<! ogit<tijl?!
Gx<xl<! osb<kui<gjt! fe<G! Nvib<f<K! hqxOg! k{<ck<kz<?! ke<! ncbqje! fic!
njmg<gzlig!uf<kujv!nVt<!osb<kz<?!Le<! osb<K!hqe<eqvr<gi!uqjek<kqm<ml<?! hvf<K!
uqtr<Gl<!HgPjmbuvig!uqtr<gz<!Ngqb!h{<Hgt<!nvsEg<gie!NTjlh<!h{<Hgtigs<!
sqk<kiqg<gh<!hMgqe<xe/)Hxl<!21*!
! -zg<gqbr<gt<! gim<Ml<! h{<Hgt<! njek<jkBl<! -e<jxb! -jtb! kjzLjxbqei<!
nxqf<K!kiLl<!gjmhqck<K!yPg<g!ofxqbqzqVf<K!kuxqb!fl<!nvsqbz<uikqgTg<Gl<!ki<l?!
nx! ofxqbqz<! wMk<Kg<%xq! fl<! fim<jm! dzgkvk<kqz<! dbi<k<KuK! yu<ouiV!
-jtRi<gtqe<!kjzbib!gmjl/!
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Abstract 
 A new communications technology is redefining the convergence of telecommunications and computing. Mobile 
banking has emerged as a possible powerful provider of bundled banking services. New platforms and protocols are 
being developed to create and support a seamless and truly global service platform. The mass adoption of mobile 
banking will depend on the provision of secure, reliable and easy to customise user interfaces. This paper examines 
some relevant standards and protocols for mobile banking and discusses mobile banking services and their adoption 
within a conceptual framework. 
Key words: Mobile banking, global service, secure, reliable, etc. 

 
Introduction  
 Literature sources suggest that financial institutions and telecommunication companies 
worldwide are facing a new loop on the telecommunication-information technology 
convergence spiral. Mobile banking has emerged as a promising new application of the next 
generation electronic commerce - mobile commerce. 
 Is mobile commerce prevalent? Siau et al (2001) point out that mobile commerce adoption 
strongly depends on the user infrastructure (user-accessible mobile devices) and on the 
available network infrastructure (mobile telecommunications networks).  
 According to author Guardini et. al (2000) argue that commerce applications, including 
mobile banking, cannot be implemented successfully without an integrated and seamlessly 
converging underlying infrastructure, and suggest approaches towards achieving coexistence 
and transparent handoff in a global coverage perspective.  
 Others point out (e.g. Banai, 2001) that a co-factor for the successful adoption of mobile 
banking is the timely development of value-added mobile banking services.  
 This paper is organised as follows: the next section briefly introduces a working definition 
of mobile banking, then examines the technological developments which lead to the emergence 
of mobile banking, followed by a discussion of the standards and protocols available for the 
implementation of mobile banking applications. Mobile banking services and adoption 
examples are described. The last section contains a review of some of the predictions about the 
future of mobile banking and is followed by a conclusion. 
 
Mobile Banking: Definitions and Background Developments  
 The Internet in its present stance can be viewed as one of the commonly available 
distribution channels. In the mid 1990’s, almost immediately after embracing the Internet as a 
channel for banking services, banks started and telecommunications companies started to work 
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together towards the development of an online banking service based on mobile telephony. 
Projects were developed aimed at enhancing the screen and the keyboard of the mobile phone 
trying to convert it into a usable, portable and foldable “pocket “cash point” device (Warren, 
1995). By that time banks and other financial institutions had already realised the huge potential 
of the Internet and the increasing need for more Internet banking, and some of them were quite 
appreciative about the possibilities of the future online banking services market. It was 
anticipated that banks would change their role from that of a finance-only provider to a 
financial information provider with future banking conducted through a mobile phone.  
 
How did banks use the Internet?  
According to (Seitz & Stickel, 1998) end-user banking encompasses four classes of services 

� information presentation,  
� information presentation combined with two-way communications, 
� real-time interaction, and  
� Transaction banking. Online Internet banking applications typically fit 

into one or more of the first three categories. 
 Examples include logging in into an account to view account details, or analysing an 
investment portfolio using a built-in suite of mathematical models. Users are commonly asked 
to authenticate themselves but most of the information needed throughout a session would be 
supplied by a back-end customer database into which all relevant data is pre-stored. 
 While applications like the ones described above might be conveniently carried by a 
customer sitting in front of a personal computer in an office or at home, the personal computer 
is not always the best platform for the delivery of one of the reasons being the fact that personal 
computers are often shared among members the members of the family or among co-workers 
(Birch, 1999). In addition, personal computers are stationary desktop devices. Mobile phones, on 
the other side, are truly personal. They are meant to be carried by their owner and not used by 
another party. The implied privacy and its portability made the mobile phone particularly well 
suited for financial services requiring high degree of confidentiality and flexibility, and gave 
rise to the phenomenon known as “mobile” or “wireless” banking. Is mobile banking a subset 
of online Internet banking, as classified in (Muller-Veerse (1999)?  
 While true in some aspects, this definition is too narrow to include all features of mobile 
banking. In this paper mobile banking definition is derived from the definition of the broader 
category of mobile commerce, which in turn is a subcategory of electronic commerce.  
The definitions of electronic commerce, electronic business, and the related business models are 
constantly evolving. Following both academic and industry based literature sources Mitchell 
(2001) defines electronic commerce as “much more than buying and selling on the Net: 
[electronic commerce] is about doing business electronically, both within enterprises and 
externally, using computer networks and mobile communications”. This definition is general 
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enough to be used as a reference point. Mobile commerce and mobile banking are discussed in 
the next two subsections. 
 
Mobile Commerce  
 Features of mobile commerce not found in traditional commerce outlined in (Siau et al 2001) 
include ubiquity, personalization power, and flexibility. Mobile commerce is different from 
electronic commerce: electronic commerce is conducted via stationary-networked devices while 
mobile commerce is supported by mobile wireless networked devices (Varshney et al, 2000; 
Siau et al, 2001). Mobile commerce is characterised by the opportunity it provides for a 
personalised and immediate purchase, and by the opportunity to conducting bank transactions 
using money funds.  
 This “beaming money” feature of mobile transactions can be expanded to cover transactions 
based on various forms of electronic money.  
 A popular Web based encyclopedia defines mobile commerce as “the buying and selling of 
goods and services through wireless handheld devices such as cellular (mobile) phones and 
personal digital assistants (PDAs)” An extended definition found on the Web page of a 
prominent mobile device manufacturer states that ”mobile commerce is the use of wireless 
devices and data connection to conduct transactions which result in the transfer of value in 
exchange of information, services or goods.” Further discussion is based on these three 
definitions. 
 
Mobile Banking  
 Mobile banking can be defined as the ability to conduct bank transactions via a mobile 
device, or more broadly to conduct financial transactions via a mobile terminal (Drexelius & 
Herzig, 2001). This definition is a suitable working one as it includes not only basic services 
such as bank account statements and funds transfer bur also electronic payment options as well 
as information based financial services (e.g. alerts on account limit or account balance, access to 
stock broking). It compares ell with the definition found in (Kiesnoski, 2000) where mobile 
banking is referred to as the “ability to bank virtually anytime, anywhere”.  
 This definition needs to be expanded to include the two different types of customer account 
access: a Web based interface and a simple text-messaging interface. This addition is important 
as it differentiates between the two network infrastructures for mobile commerce: the global, 
public, and ‘free’ Internet, and the cluster of regional, public, and paid wireless 
telecommunication networks. Is there a need for mobile banking? The answer is a firm “yes”. 
Although consumer demand for more sophisticated mobile services has not been very strong, 
demand for basic mobile banking is more pronounced compared to the general demand for 
mobile commerce services (Bansai, 2001).  
 The number of wireless digital device users worldwide will reach 0.5 billion by 2003, 
according to some projections (Kiesnoski, 2001), and an estimated number of 40 million wireless 
users will have access to mobile financial services during the same period. Accordingly, 
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financial institutions are planning to spend on the development and marketing of wireless 
devices (about US$40 million in 2003) many predict that mobile banking is going to be the most 
important mobile commerce application. Viewed as an additional channel to enhance customer 
relationship management, mobile banking enables both financial institutions and 
telecommunication network operators to strengthen their relationship with existing customers, 
to extend their general user-base and at the same time to target specific, more lucrative niche 
market segments (Horton, 2001). The widely quoted report classifies mobile financial services as 
a key commercial driver for mobile commerce. 
 
Mobile Telephone Services 
 Digital mobile telephony in Europe and Asia is dominated by GSM (Groupe Special Mobile, 
or Global System for Mobile Communication) which holds more than two-thirds of the digital 
wireless telephony market. Digital mobile services offer voice communication and secure data 
communication Mobile phones are equipped with a smart card (Subscriber Identification 
Module card, or SIM card). The SIM card can store user data; text messaging is enabled trough a 
special stored application known as Short Message Service (SMS). SMS is popular worldwide 
but especially in Europe According to (Birch, 1999) the SMS usage in Western Europe amounted 
to 1 billion messages per month in 1999, and the number was doubling every six month. At that 
rate we should have had something like 16 billion messages in the first half of 2001 – and some 
of the figures available confirm this prediction. According to Mobile Data Association as 
reported in (Cronin, 2001), in January 2001 over 900 million messages were sent in the UK 
alone. This represents a 300% increase compared to January 2000. 
 The basic functionality of the SIM card was extended as early as 1993 to support additional 
services. The extended platform is called STK (SIM Application Toolkit Specification). It allows 
different operators to load their own applications into the SIM, with full access to the keyboard, 
the menus and the communications network. These applications can offer new value-added 
service to the owner of the mobile handset – and among them, access to mobile transactions 
(mobile banking) based on SMS The steady growth of GSM users, who by the end of 2001 will 
reach 175 million in Europe, 67 million in Asia-Pacific and 11.5 million in North America, 
suggests that the number of mobile banking users will also grow. 
 Currently, services offered to subscribers vary from checking an account balance to making 
a bill payment, transferring funds. More innovative services include level alerts, automatic 
payment, direct payment (eg a car wash). And, current developments include applications 
based on the standard for mobile devices known as WAP (Wireless Application Protocol), 
which allows full access to the Internet. Most authors (eg Senn, 2000) agree that mobile phones 
will continue to be an important and significant part of the part of the underlying infrastructure 
for mobile commerce and will be the device of choice for mobile transaction management, 
digital content delivery, and telemetry services. Still there is another device which will play a 
role in transaction banking applications - the PDA. 
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Personal Digital Assistants  
 PDAs are computers. They were designed to be portable and to be used with applications 
for efficient data storage and retrieval. Unlike mobile phones, which operate on firmware, PDAs 
have an operating system and software can be installed. A PDA becomes a wireless device 
when a wireless modem is attached to it. Although a PDA is conceptually not different from a 
personal computer, its physical characteristics require a different approach towards accessing 
Web based resources (eg an interface designed for a smaller screen). The World Wide 
Consortium (W3C) developed a protocol (WAP) which fills-in this gap. Mobile banking with a 
PDA is not very much different from online Internet banking the customer accesses the bank’s 
site and after authentication gains access to his/her account and to the services offered by the 
bank.  
 
Communication Technologies and Standards for Information Exchange 
 Mobile banking enabling technologies fall into four main categories: network, embedded 
systems, databases, and security (Siau, 2001). Mobile banking applications are based on the 
interaction between available communication and information exchange standards supported 
by the wireless infrastructure. Communication Technologies Mobile communications standards 
evolution encompasses 2G (second generation) communication (an example of which is GSM), 
2.5G technologies, and 3G (third generation) technologies. The de facto standard in global 
communications is GSM. In contrast to analogue cellular standards, which are specified only at 
the level of the air interface, GSM is fully specified and all subsequent generations derive from 
the initial standard. While second generation GSM is a dial-in, circuit switched service which 
operates in the 900 MHz and 1,800 MHz frequency bands, the 2.5G network technologies (GPRS 
- General Packet Radio Service, and EDGE - Enhanced Data GSM Environment) are packet 
switching data services which can achieve data rates up to 115 Kbps and 384 Kbps respectively. 
EDGE is designed for multimedia applications. The two technologies are compatible with the 
existing GSM infrastructure. 
 A representative of third generation technologies is UMTS (Universal Mobile 
Telecommunications System) which offers packet-based transmission of text, voice, video, and 
multimedia with a permanent connection to the Internet at a speed up to 2 Mbps (Guardini et 
al, 2000). A 3G mobile phone is in fact a multi-purpose device which can be used as a phone or 
as a computer. Multiplexing techniques for UMTS include wide band-CDMA (WCDMA) and 
time division-code division multiple access (TD-CDMA). One of the prominent applications of 
3G communication is the Japanese standard NTT DoCoMo. 
 There is a trend towards continuous improvement of wireless networking technologies. 
While 3G has been launched in Japanv and is expected to penetrate Asia/Pacific and Europe in 
by 2002, fourth-generation technologies are already researched (Vetter, 2001). According to 
(Royce, 2001), every second five new subscribers join GSM and it is expected that by 2003 
wireless connections to the Internet will have overtaken fixed-line connections. 
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Wireless Application Protocol (WAP) 
 The WAP standard for wireless communications takes into account the limitations of 
wireless data networks compared to wired networks and the limitations of mobile handsets 
compared to personal computers. WAP is a client-server application standard for mobile 
devices and website servers (Matskin & Tweit, 2001). It allows the use of mobile phones for Web 
browsing and email messaging. The implementation of data compression and error correction 
techniques allows WAP enabled devices to provide high quality data transmissions over slow 
and not always reliable GSM. The mobile WAP terminal runs a microbrowser, with WAP 
applications downloaded on demand and erased when not in use. To ensure compatibility over 
different wireless network structures, WAP maintains different software protocols so that 
applications can run independently of the transmission formatvi. The WAP standard enables a 
device-independent user interface based on the WAP markup language (WML). Other 
standards have been developed as well –among them compact HTML (c-HTML), implemented 
with DoCoMo. Recently, the WAP Forum announced the release WAP 2.0, which supports 
XTML (extensible HTML). 
 
Bluetooth 
 Bluetooth is a short-range radio technology which allows digital devices to transmit and 
receive messages at distances up to 100 m without pointing. It operates in the 2.4 – 2.83 GHz 
range which is available practically everywhere in the world as an unlicensed band. Within 
conventional wired environments, Bluetooth can connect devices like computers and printers 
with cell phones. Though not yet perfect the Bluetooth technology can play a prominent role in 
wireless payment applications, enabling a mobile phone or a PDA to access payment networks 
Like ATMs (Halperin, 2001). A WAP enabled Bluetooth mobile phone provides connectivity 
between the phone and other mobile devices and links the phone to the mobile Internet vii. 
 
Smart Cards 
 A somewhat different approach to enabling mobile phone banking is based on smart-card 
technology, where the service platform explores a synergy between an additional, bank-issued 
smart card and the SIM-card. This approach allows a number of additional cards to be used.  
It also supports the mutual independence between communications network operators and 
added-card issuers a designated mobile banking STK application can control a range of 
additional cards such as the already available chipcard credit and debit cards (Birch, 1999).  
 A WAP enabled mobile phone can operate additional smart cards for online mobile 
banking, and added-cards can be multi-application ones to enable the creation of targeted 
services for individual customers. Added smart cards allow for strong personalization but are 
less flexible in that aspect (unlike WAP which allows dynamic exchange of information).  
This deficiency can be overcome through downloading from designated added-card servers but 
would be more costly (Biddlecombe, 1999).  A less flexible approach to smart-card 
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implementation involves the introduction of a dial-up central server which stores personal data 
and complements the “slim” smart card installed in the device. 
 More general purpose Java-based SIM cards have been developed, and are used to manage 
subscriber relationships and to configure remotely mobile handsets. A backend database is 
used, and Java applets are downloaded to the mobile device, which needs to be equipped with 
the new generation SIM card. In this scenario the mobile user can access the server via the GSM 
network as well as through the Internet. A Java SIM card (Simera) has been trialed by 
companies in Europe, Canada, China and Japan (Daniels, 1998; Biddlecombe, 1999; 
Schlumberger-Sema, 2001). 
 
Conclusion 
 In the early 1990s banking services providers started a massive re-engineering effort to 
realign their online services with the emerging Web platform of global communication. Now, a 
new communications technology is redefining the convergence of telecommunications and 
computing and is helping to define mobile banking as an unlimited provider of basic banking 
services bundled with diverse applications such as electronic commerce payment and 
brokerage. New platforms and protocols are being developed to support seamless and truly 
global service platform. Universal mobile telephony and mobile data communications involving 
all spheres of banking and financial activities, including public and private networks, at home 
or at work, in any country on all continents will not be achieved overnight. Progress will 
depend on resolving a number of standards and interest groups issues. The mass adoption of 
mobile banking will depend on the provision of secure, reliable and easy to customize user 
interfaces which can be implemented on a multi-standard, multi-functional mobile devise 
designed for a long life and rugged service. Further research into the reasons for non-adoption 
or failure of mobile banking projects might reveal useful insight into the true driving forces of 
the phenomenon including a more complete picture of the world-wide adoption of mobile 
banking, and a comprehensive framework for understanding mobile banking business models 
and the associated critical success factors including peer-to-peer mobile banking 
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