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Abstract 

 Mutual funds have become attractive investment option over the last few years. A mutual fund invites the prospective 
investors to join the fund by offering various schemes so as to suit to the requirements of categories of investors. The aim of 
growth funds is to provide capital appreciation over the medium to long term. Such schemes normally invest a majority of 
their corpus in equities. This study aims to analyze the average return and the risk involved in investing in the mutual 
funds. BETA value is calculated for all six companies to know whether investment in that company is risky or not. In this 

study, risk adjusted methods of Sharpe, Treynor, and Jenson alpha measure have been used for the performance evaluation 

of growth and dividend open-ended schemes of equity funds of mutual funds in the mutual fund industry. Yearly return 
analysis performed on the sample of equity fund of mutual funds clearly showed that all sample funds earned positive returns 
in the excess of the risk free rate of return over the study period. These funds are supposed to be the best investment vehicle for 

small investors, but it has observed from the market and other reliable sources that mutual funds have not reached to their 
expectations. 

Keywords: Mutual fund; Equity fund; Dividend fund; Sharpe; Treynor; Jenson;  
 

Introduction  

 Mutual funds have become attractive investment option over the last few years. It is common 

knowledge that investing in mutual funds is (or at least should be) better than simply letting your 

cash waste away in a savings account, but, for most people, that's where the understanding of funds 

ends. Originally mutual funds were meant to allow the common man to get a piece of the market 

considering that the common man would be less knowledgeable about financial markets and would 

have smaller investments to transact with.  

 A mutual fund invites the prospective investors to join the fund by offering various schemes so 

as to suit to the requirements of categories of investors. The aim of growth funds is to provide 

capital appreciation over the medium to long term. Such schemes normally invest a majority of 

their corpus in equities. Growth schemes are ideal for investors who have a long-term outlook and 

are seeking growth over a period of time. Growth Option: Dividend is not paid-out under a 

Growth Option and the investor realizes only the capital appreciation on the investment (by an 

increase in NAV). Statement of the Problem 

 All investments involve certain element of risk and their risk profile varies according to the 

changing degree of returns. The performance of fund of mutual funds has evoked a great deal of 
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interest in the academic circle. The common belief in a segment of the academia is that fund of 

mutual funds cannot beat the market with their active fund management in contrast to the efficient 

market hypothesis. It is extremely critical for the investors to know whether fund of mutual funds 

managers are able to deliver better returns there by justifying the management fees they charge. This 

evaluation would explain performance of fund of mutual funds risk adjusted returns which are 

growth-oriented. 

 

Objectives of the Study 

 To evaluate the comparative performance of growth oriented equity Funds of Selected Mutual 

Funds Companies in India. 

 To measure the risk and return equity oriented growth fund Selected Mutual Funds Companies 

in India 

 

Literature Review 

 Treynor (1965) attempted to suggest portfolio evaluation measure which considered the risk 

involved in a portfolio. In his view, managed portfolios carry market risk, that is the aggregate value 

of the portfolio is dependent on the market trends. He introduced the concept of ‗beta‘ parameter. 

According to him, the appropriate measure of portfolio performance is risk premium per unit 

‗market risk‘ generated by the portfolio. The portfolio performance of Treynor measure is a relative 

measure that ranks the funds in terms of market risk and return. This was termed as reward to 

volatility ratio. Sharpe (1966) propounded another measure of evaluation of portfolio performance. 

He replaced the ‗market risk‘ with the ‗total risk‘ parameter, that is standard deviation. The portfolio 

performance of Sharpe‘s measure was ranked in terms of risk and returns. This ratio is also termed 

as reward to variability ratio. Comparing the performance of 34 open-ended mutual funds from 

1954 to 1963 with Dow-Jones industrial average in terms of the variability ratio, in his study, 

Sharpe concluded that only 11 out of 34 funds had posted better performance than market portfolio. 

Jensen (1986) another study that caught the attention of researchers over the period was conducted. 

He examined 54 open-ended U.S. mutual funds performance for the period from 1945-1964 and 

found that the returns of mutual funds before the load fees and after management fees and other 

expense were on average of 1% per annum below the benchmark return. S&P 500 Index was used 

as the benchmark. The proxy for the risk-free rate of return was taken to the yield on one year U.S. 

Treasury Bills. Returns of mutual funds on more than half of the fund were below the benchmark. 

McDonald (1974) examined the performance of 123 mutual funds in the USA from the period from 

1960 to 1969 using NYSE Index as the market Index. In his study, he found that 54% of the mutual 

funds had posted better performance then the market in terms of Treynor‘s measure ; where as, only 

32% of the funds performed superior to NYSE Index in terms of Sharpe‘s measure. Mishra (2001) 

examined the performance of mutual funds over the period from 1992 to 1996. The sample size was 

24 public sector sponsored mutual funds. The performance was evaluated in terms of the rate of 

return, Treynor, Sharpe, and Jensen measures of performance. The study found a dismal 

performance of PSU mutual funds in India, in general, during the period from 1992 to 1996. Jagric, 

Podobnik, Strasek (2007) analysed the risk adjusted returns, and the study found that Sharpe and 

Treynor ratio provided similar ranking if funds were well diversified. The ranking results revealed 
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that all analyzed funds outperformed the market SBI 20 on a risk-adjusted basis consisting of weekly 

returns from January 1997 December 2003. 

 

Research Methodology  

 This article analyzes the mutual funds open-ended funds and its growth and dividend funds in 

India. This study aims to analyze the average return and the risk involved in investing in the mutual 

funds. BETA value is calculated for all six companies to know whether investment in that company 

is risky or not. In this study, risk adjusted methods of Sharpe, Treynor, and Jenson alpha measure 

have been used for the performance evaluation of growth open-ended schemes of equity funds of 

mutual funds in the mutual fund industry. The required data for the study is collected and compiled 

from official website of selected Indian Mutual funds companies for the period from 2014-2015 To 

2016-2017 which is a reliable and empowered corporate database.  

 

Risk-Adjusted Theoretical Parameters 

A. Sharpe Ratio:  

 William F.Sharpe developed a composite index of portfolio performance in 1966, which is 

generally known as the reward to variability ratio (RVARp). Sharpe measure returns relative to the 

total risk of portfolio, where total risk is the standard deviation of the portfolio returns. Sharpe 

presumed that small investors put their wealth completely in fund of mutual fund with the prior 

expectation of holding premium for total risk. This measure of portfolio performance can be 

computed by dividing portfolios average return(risk premium) by its total risk (standard deviation):

  Sharpe ratio(SRP) = Average excess return/ total risk = RP-Rf /p 

 Where, SRP Corresponds to the Sharpe‘s ratio, Rp = Average return on portfolio, Rf = Average 

return on risk free assets, p = standard deviation of portfolio returns. 

B.  Treynor Ratio:  

 Jack Treynor devised the measure of portfolio performance in 1965, with an objective to 

evaluate the excess returns of risk premium per unit of systematic risk (β). This model is called the 

reward to volatility ratio (RVOLP), in which the presumed that by holding diversified portfolio, one 

can eliminate the unsystematic risk. Treynor ratio can be computed by dividing the average return 

by its market risk. 

 Treynor ratio (TRp) = Average excess return / market return = Rp – Rf / βp 

 Where, TRp Corresponds to the Treynor ratio, Rp = average return on portfolio, Rf = average 

return on risk free asset, βp = beta coefficient for portfolio. The TRp for benchmark portfolio is, 

TRp= Rm – Rf / βm where (Rm – Rf ) is average excess market return and βm is beta coefficient for 

market returns. If fund‘s portfolio provides the highest returns per units of systematic risk – that 

implies superior performance or vice-versa. 

C.  Jonson Model : 

 Jenson‘s model proposes another risk adjusted performance measure. This measure was 

developed by Michael Jenson and is sometimes referred to as the differential return method. This 

measure involves evaluation of the returns that the fund has generated. The surplus between the two 

returns is called alpha, which measure the performance of a fund compared with the actual returns 

over the period. Required returns of a fund at a given level of risk can be calculated as: 

 Using the CAPM model, the expected returns of a portfolio can be calculated as follows: 
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 E(Rp) = Rf + βp ( Rm – Rf ) 

 Where, 

 E (Rp) = Expected portfolio return, 

 Rf   = Risk free rate, 

 Rm   =  Return on market risk, 

 Βp   =  Systematic risk of the portfolio. 

The differential returns are calculated as follows: 

 α   = Rp – E (Rp) 

Where, 

 α p   =  Differential return, 

 Rp   = Actual return earned on the portfolio, 

 E(Rp) =  Expected return. 

 Thus, α p represents the difference between actual and expected returns. If α p has a positive 

value, it indicates that superior return has been earned due to superior management skills. When 

 α p =0, it indicates natural performance. It means that the portfolio manager has done just as well as 

an unmanaged randomly selected portfolio with a buy and hold strategy. A negative value of α p 

indicates that the portfolio‘s performance has been worse than that of the market. 

 In this study, risk adjusted methods of Sharpe , Treynor, and Jenson alpha measure have been 

used for the performance evaluation of growth and dividend open-ended schemes of equity funds of 

mutual funds in the mutual fund industry. 

 

Data Analysis and Discussion  

Table 1 RISK AND RETURN OF FOR APRIL 1, 2014 TO MARCH 31, 2015 ON GROWTH FUND BETA AND ALPHA 

Scheme Name Beta Alpha 

IDFC ALL Seasons Bond Fund- Regular Plan(G) 0.705 -0.310 

IDFC ASSET Allocation fund of fund-Aggressive P-R (G) 6.89 30.523 

Birla Sun Life Asset Allocator Multi Manager FOF Scheme-RP(G) 0.66 0.429 

Birla Sun Life financial Planning Fund- Conservative Plan-RP(G) -0.14 0.391 

Birla Sun life Financial Planning Fund- Prudent Plan-RP(G) 0.16 -0.267 

Franklin India Dynamic PE Ratio FOF(G) 5.285 17.705 

Franklin India life stage FOF-20s P(G) 8.805 70.528 

Franklin India life stage FOF-30s P(G) 6.435 34.878 

Franklin India life stage FOF-40s P(G) 4.985 19.192 

Franklin India life stage FOF-50+s P(G) 2.885 5.308 

ICICI Prudential Advisor Series Long Term Saving P(G) 5.745 32.115 

ICICI Prudential Cautious (G) -5.05 -3.939 

ICICI Prudential Moderate(G) 4.735 24.054 

ICICI Prudential Very Aggressive(G) 2.97 19.543 

IDFC Asset Allocation FOF Conservative PR-P(G) 3.025 5.173 

Kotak Asset Allocator Fund(G) 7.52 64.221 

Quntum Equity FOF - DP(G) 11.88 156.460 

Source: AMFI India 
 

Table II Sharpe, Treynor and Jenson Ratio of the Growth funds Schemes 

Scheme Name 
Sharp 

Ratio 

Treynor 

Ratio 
Jenson Ratio 

IDFC ALL Seasons Bond Fund- Regular Plan(G) -3.223 1.418 -12.218 

IDFC ASSET Allocation fund of fund-Aggressive P-R (G) 0.597 2.647 -110.948 
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Scheme Name 
Sharp 

Ratio 

Treynor 

Ratio 
Jenson Ratio 

Birla Sun Life Asset Allocator Multi Manager FOF Scheme-
RP(G) 

4.662 3.030 -10.3750 

Birla Sun Life financial Planning Fund- Conservative Plan-RP(G) -7.782 21.714 -0.4150 

Birla Sun life Financial Planning Fund- Prudent Plan-RP(G) 4.940 -8.25 -4.3200 

Franklin India Dynamic PE Ratio FOF(G) 0.787 2.639 -85.1438 

Franklin India life stage FOF-20s P(G) 0.363 2.913 -139.444 

Franklin India life stage FOF-30s P(G) 0.525 2.846 -102.336 

Franklin India life stage FOF-40s P(G) 0.721 2.778 -79.6188 

Franklin India life stage FOF-50+s P(G) 1.439 2.648 -46.4538 

ICICI Prudential Advisor Series Long Term Saving P(G) 0.532 2.978 -90.6088 

ICICI Prudential Cautious (G) 2.358 1.839 85.3975 

ICICI Prudential Moderate(G) 0.606 3.079 -74.2013 

ICICI Prudential Very Aggressive(G) 0.642 4.225 -43.1375 

IDFC Asset Allocation FOF Conservative PR-P(G) 1.505 2.575 -48.9288 

Kotak Asset Allocator Fund(G) 0.367 3.139 -117.390 

Quntum Equity FOF - DP(G) 0.236 3.111 -185.790 

 Table 1 reveals the fund beta of the selected mutual funds schemes in India from 2014-2015. 

The Quntum equity FOF (G) has the higher risk level on selected mutual funds schemes of 11.88 

percent and ICICI prudential cautious (G) has the lower risk level of -5.05 percent. its indicating 

systematic risk of market index on mutual funds schemes. 

 The Quntum equity FOF DP (G) has the highest alpha values of 156.40 percent and ICICI 

prudential cautious  (G) has the lowest alpha values of -3.939 percent. it is indicating the total risk of 

the market index. 

 Table 2 shows that IDFC Asset Management Company: The Sharpe and Treynor ratio 

measure IDFC Asset Allocation FOF Conservative PR-P (G) is more reliable fund and IDFC ALL 

Seasons Bond Fund- Regular Plan (G) is less profit generated fund. The Jenson Alpha all the Fund 

of funds are not giving expected returns. IDFC ALL Seasons Bond Fund- Regular Plan (G) is more 

expected fund only. 

 Birla Sun Life Asset Management Company: The Sharpe and Treynor ratio measure Birla Sun 

life Financial Planning Fund- Prudent Plan-RP (G) is more reliable fund and Birla Sun Life 

financial Planning Fund- Conservative Plan-RP (G) is less profit generated fund. The Jenson Alpha 

all the Fund of funds are not giving expected returns. Birla Sun Life Asset Allocator Multi Manager 

FOF Scheme-RP (G) is more unexpected fund. 

 Franklin Templeton Mutual Fund: The Sharpe ratio measure Franklin India life stage fof-40s P 

(G) is more reliable fund The Jenson Alpha all the Fund of funds are not giving expected returns. 

Franklin India life stage fof-20s P (G) is more unexpected fund. 

 ICICI Prudential Asset Management: The Sharpe ratio measure ICICI Prudential Cautious 

(G) is more reliable fund. The Treynor measure ICICI Prudential Very Aggressive(G) is more 

reliable fund The Jenson Alpha all the Fund of funds are not giving expected returns. ICICI 

Prudential Cautious (G) is expected fund. 

 Kotak Mahindra Mutual Fund: The Sharpe ratio measure Kotak Asset Allocation fund (G) is 

more reliable fund. The Treynor measure Kotak Asset Allocation fund (G) on 2014-15 is more 

reliable fund and is Kotak Asset Allocation fund (G) less profit making fund. The Jenson Alpha all 

the Fund of funds are not giving expected returns.  
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 Quantum mutual fund: The Sharpe ratio measure Quntum Equity FOF is more reliable fund 

and Quntum Equity FOF- DP is less profit generated fund.The Treynor measure  

 Quntum Equity FOF- DP (G) is more. The Jenson Alpha all the Fund of funds are not giving 

expected returns during the study period. 

 

Conclusion 

 The study evaluated the performance of growth and dividend oriented equity fund of mutual 

funds on the basis of risk adjusted methods. The performance of the fund of funds was compared 

with the risk-free returns that the investor would gain if invested in a risk-free asset. Yearly return 

analysis performed on the sample of equity fund of mutual funds clearly showed that all sample 

funds earned positive returns in the excess of the risk free rate of return over the study period .these 

funds are supposed to be the best investment vehicle for small investors, but it has observed from the 

market and other reliable sources that mutual funds have not reached to their expectations. 
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Abstract 
 Attention to the design and management of organizations is overarching in contemporary writing about business, given 
the many organizational governance issues that have arisen in the last few years. Many companies and individuals get into 
trouble with the simplified view that choices are governed by either law or free choice. It leads people to mistakenly assume 

that if it’s not illegal, it must be ethical as if there were no third domain. A better option is to recognize the domain of ethics 
and accept moral values as a powerful force for good that can regulate behaviors both inside and outside organizations. As 
principles of ethics and social responsibility are more widely recognized companies can use codes of ethics and their corporate 
cultures to govern behavior, thereby eliminating the need for additional laws and avoiding the problems of unfettered choice, 

The paper deals with the Managerial Ethics and Employees Perception of Private Sector Companies at Vaniyambadi and 
Ambur Towns in Vellore District. 

Keywords: Management, Ethics, Perceptions, Employees, Private Sector Company. 

 

Introduction of Ethics 

 Ethics is a philosophical term derived from the Greek word ―ethos‖ meaning character or 

custom. Ethics are the principles that will tell us the right thing to do, or what things are worth 

doing. Ethics refers to a set of standards governing behavior; it refers to broader-based, value driven 

rules. 

 Ethics – the code of moral principles and values that govern the behaviors of a person or group 

with respect to what is right or wrong. Ethics is difficult to define in a precise way. In a general 

sense, ethics is the code of moral principles and values that governs the behavior of a person or 

group with respect to what is right or wrong. Ethics set standards as to what is good or bad in 

conduct and decision making. Ethics deal with internal values that are a part of corporate culture 

and shapes decisions concerning social responsibility with respect to the external environment.  

 

Perception 

 In a highly competitive era of globalization, companies need high performance. According to 

Kinlaw (1988), employees 'perception is very important, but rarely considered. It is often seen that a 

performance appraisal is considered as just a formality and is very boring. This is because the results 

of performance appraisal are not often followed by any feedback. 

 In behavioral studies, there are many experts who define the meaning of the perception. 

Perception according to Kotler (1997) is the process through which people in choosing, organizing 

and interpreting information in order to form a meaningful picture of the world. According to 

Gibson (1996) is the process of person perception in understanding the environment that involves 

organizing and interpretation as stimuli in a psychological experience.  
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Review of Literature 

 A review of literature indicates that so far different scientists have developed a number of 

models for ethical dimensions of various areas. Such models include cognitive moral development 

model, probability model, general theory of marketing ethics, synthesis model, virtue ethics model, 

event driven model, social interaction model, etc. (Ferrell, Gresham and Fraedrich, 1989; Jones, 

1991;Velioğlu, 2003; Williams and Murpy, 1990). Each model includes important considerations 

for ethics in various areas. Furthermore, the literature contains several approaches to ethical 

principles and theories. 

 

Statement of the Problem 

 Rapid advancement in science and technology has led to a number of changes in both 

individual and organizational sense. Human resources management is the most important one 

among the changes experienced in organizations at the end of the last century. With the increase in 

competitive conditions of the business world, managing the change and applications towards the 

human beings present themselves as two most important issues in order to maintain the continuity 

of an organization. Besides, managers constantly deal with ethical problems caused by such reasons 

as employee behaviors and allocation of limited resources. Solutions to ethical problems are vital 

due to their direct influence on quality, individuals and organizational managers. 

 The research model is that employees who are confronted with any form of organizational 

change tend to develop the initial and subsequent reactions to this change through a variety of 

decision-making processes and ethical‘s. The certain perceptions and attitudes enhance or prohibit 

their choices of reactions to change. 

 

Objectives of the Study 

 The basic objective of the study is to study the perceptions of the employees regarding 

outcomes, procedural and interactional ethics of the management. Specifically, 

1. To examine the nature of relationship between demography factors of the employees and their 

perceptions. 

2. To understand the perceptions of the employees regarding compensation package. 

 

Research Methodology 

 The study is conducted using both analytical and descriptive type of methodology. The study 

primarily depends on primary and secondary data. 

 

Study Area 

 The Survey is conducted in private sector companies located in Vaniyambadi and Ambur 

Towns, Vellore District. The Vellore District is one of the most vital and vibrant Districts in terms 

of Industry, Business and Agriculture development in the State. The Vellore District has a dominant 

presence in the Leather and leather based industries. 

 

Sampling Size and Design 

 The primary data was collected through survey method. Survey is conducted using well 

formulated Questionnaire. Simple percentage analysis is used to describe the variable in the 
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research. Samples for the purpose of the study are selected systematically. Totally 200 

Questionnaires were distributed and 178 were collected, out of which 165 completed questionnaires 

were found usable.  

 

Limitations of the Study 

 The first limitation of the study is that the sample was not large enough to be a good 

representative of the population of interest. 

 Secondly, the data was collected via questionnaires, answered by the employees of the private 

sector companies. There is a probability of social desirability problem in the given answers. 

 Lastly, the present study solely focused on only public sector companies not for public sector 

companies. 

 

Analysis and Interpretation of Data 

I.  To examine the nature of relationship between demography factors of the employees and 

their perceptions. 

1.  Gender of the respondents 

 Gender is an important demographic variable which plays an important role in every company 

to understand the managerial ethics and employee‘s perception towards private sector companies. 

The following table gives the frequency distribution of male and female customers in the sample 

unit. 

 

Table 1 Gender of Respondents 

Gender Frequency Valid Percent Cumulative Percent 

Male 99 60.0 60.0 

Female 66 40.0 100.0 

Total 165 100.0  

Source: Primary Data 

 From the above table it is found that the sample unit consists of 60.0% (99) male employees and 

remaining 40.0% (66) female employees. This shows that the sample unit is dominated by male 

employees in the private sector companies.  

2.  Age of the respondents 

 The age has been considered as important variables. Age has been divided into four categories 

for less than 30 years, 31-40 years, 41-50 years, and 51-60 years. The following table presents the 

frequency distribution of different ages of employees in the sample unit. 

 

Table 2 Age of the Respondents 

Age Frequency Valid Percent Cumulative Percent 

Up to 30 years 64 38.8 38.8 

31-40 years 42 25.5 64.3 

41-50 years 35 21.2 85.5 

51-60years 24 14.5 100.0 

Total 165 100.0  

 Source: Primary Data 
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 The above table indicates that the sample unit consists of 38.8% (64) less than 30 years, 25.5% 

(42) 31-40 years of employees, 21.2% (35) 41-50 years of employees and 14.5% (24) 51-60 years of 

employees. This shows that the sample unit is dominated by less than 30 years of employees in 

private sector companies. 

3. Marital Status 

 Marital status is an important demographic variable which plays an important role in every 

organization to understand the managerial ethics and employees perceptions in private sector 

companies.  

The following table provides the frequency distribution of marital status in the sample unit. 

 

Table 3 Marital Status 

Marital Status Frequency Valid Percent Cumulative Percent 

Married 91 55.2 55.2 

Unmarried 74 44.8 100.0 

Total 165 100.0  

Source: Primary Data. 

 The above table is found that the sample unit consists 55.2% (91) is married and remaining 44.8 

(74) unmarried employees. This represents that the sample unit high frequency for married 

employees in the private sector companies in Vellore District. 

4.  Background of the employees 

 It is a primary demographic variable which plays an important role in every organization. 

Backgrounds of employees of urban and rural have different perceptions towards managerial ethics 

and employee‘s perception in private sector companies. The following table gives the frequency 

distribution clearly indicate the background of the employees. 

 

Table 4 Background of the Employees 

Background Frequency Valid Percent Cumulative Percent 

Urban 
 
Urban 

97 58.8 58.8 

Rural 68 41.2 100.0 

Total 165 100.0  

Source: Primary Data  

 The above represents that the sample unit consists of 58.8% (97) for urban areas and remaining 

41.2% (68) for rural areas of employees in the private sector companies. This indicates that the 

sample unit dominated by urban areas of employees in the private sector companies. 

5.  Educational Qualification 

 Educational qualification is the most important demographical variables. It affects the level of 

thinking and evaluation capacity of an individual. For this research the private sector employees 

consist basic four statements for a professional qualification, postgraduate, under graduate and 

school finals.  

 The following table provides the frequency distribution of different educational qualification of 

employees in the sample unit. 
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Table No.5 Educational Qualification 

Educational Qualification Frequency Valid Percent Cumulative Percent 

Professional 54 32.7 32.7 

P.G. 32 19.4 52.1 

U.G 
 

48 29.1 81.2 

School finals 31 18.8 100.0 

Total 165 100.0  

Source: Primary Data. 

 The above table represents that the sample unit consists of 32.7% (54) employees for 

professional qualifications, 19.4% (32) employees for post graduate, 29.1% (48) employee for 

graduate and 18.8% (31) employees for school finals employees. The above result ascertains that the 

sample unit highly responding for the professional qualifications of employees in the private sector 

companies. 

6.  Annual Income 

 Annual income is a prominent demographic variable which plays a major role in every 

organization.  The following table indicates the frequency distribution of Annual pay package in the 

sample unit. 
 

Table 6 Annual Income 

Annual Income Frequency Valid Percent Cumulative Percent 

Up to Rs. 75000 
 

18 10.9 10.9 

Rs. 75001 – 150000 36 21.8 32.7 

Rs.150001 – 200000 42 25.5 58.2 

Above Rs. 200000 69 41.8 100.0 

Total 165 100.0  

Source: Primary Data. 

 The above table represents that the sample unit consists of 10.9% (18) employees up to Rs.75, 

000, 21.8% (36) employees from Rs75,001 to 1,50,000, 25.5% (42) employees from 1,50,001 to 

2,00,000 and 41.8% (69) employees above Rs 2,00,000. The above result ascertains that the sample 

unit highly responds for Annual pay of employees above Rs.200000 in the private sector companies. 

 

II.  To understand the perceptions of the employees regarding compensation package 

1.  Salary Package 

 Salary consists of leave salary, advance salary, annual increment etc. It is the one of the 

important compensation packages in the private sector companies. The level of salary also 

determines the ethical value of the employees. The following table shows the opinion of employees 

in the private sector companies about salary package. 

 

Table 1 Salary Package 

Salary package Frequency Valid Percent Cumulative Percent 

Yes 126 76.4 76.4 

No 039 23.6 100.0 

Total 165 100.0  

Source: Primary Data. 
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 The above table ascertains that sample unit consists of 76.4% of the employees (126) in the 

private sector companies accepted the salary packages and the remaining 23.6% of the employees 

(39) are not satisfied with the salary package. 

2.  Allowances 

 There are some allowances such as Dearness allowances, conveyance allowance, medical 

allowances, house rent allowance, festival allowance and allowance of additional work etc. These 

allowances are the additional monetary benefits to the employees. 

 The following tables ascertain the opinion of employees in terms of Allowances in the private 

sector companies. 
 

Table 2 Allowances 

Allowances Frequency Valid Percent Cumulative Percent 

Yes 137 83.0 83.0 

No 028 17.0 100.0 

Total 165 100.0  

Source: Primary Data. 

 The above table indicates that the sample unit consists of 83.0% of the employees (137) in the 

private sector companies agreed with the benefits of allowances and the remaining 17.0% of the 

employees (28) say it is not adequate.  

3.  Rewards and Awards 

 There are some rewards and awards such as cash awards, special awards, promotions, 

providing additional responsibility and official appreciation etc., in the private sector organizations. 

These are the most important motivational factors for all employees.  The following table gives the 

opinion of the employees in terms of rewards and awards in the private sector organizations. 
 

Table 3 Rewards and Awards 
Rewards and awards Frequency Valid Percent Cumulative Percent 

Yes 76 46.1 46.1 

No 89 53.9 100.0 

Total 165 100.0  

Source: Primary Data. 

 The above table shows that the sample unit consists of 46.1% of the employees (76) in the 

private sector companies accepted the benefits of rewards and awards and the remaining 53.9% of 

the employees (89) say it is not adequate.  

4.  Other Benefits 

 Other benefits include Group insurance, Free educational facilities for children, Welfare loan 

facilities and provision for special gift etc. These benefits are provided to the employees. They 

automatically boost employees for ethical dimension and work culture. The following table 

indicates the opinion of employees in regard to other benefits. 
 

Table 4 Other Benefits 

Other Benefits Frequency Valid Percent Cumulative Percent 

Yes 143 86.7 86.7 

No 022 13.3 100.0 

Total 165 100.0  

Source: Primary Data. 



Vol. 5                       Special Issue 3                        April 2018                     ISSN: 2321- 4643 

 
 

 

13 | P a g e  Shanlax International Journal of Management 

 

 The above table shows that the sample unit consists of 86.7% of the employees (143) in the 

private sector companies accepted the other benefits and the remaining 13.3% of the employees (22) 

say it is not enough.  

 

Major Findings 

 The study reveals that the sample unit is dominated by 66.0% of the male employees in the 

private sector companies. The 38.8% of the employee‘s are in the age group of 30 years old. The 

marital status of the employees is that 55.2% are married. 

 The residential backgrounds of the 58.8% of the employees are from an urban area. The 

educational qualification of the 32.7% of employees belongs to professionals and the annual pay of 

the 41.8% of the employees is above Rs.200000.  The 76.4% of the employees in the private sector 

companies accepted the salary packages. It is found that the 83.0% of the employees in the sample 

unit accepted in the different allowances and the 53.9% of the employees say it is not adequate. The 

sample unit represents the 86.7% of the employees accepting the other benefits, like group 

insurance, free education facilities, welfare loan etc. 

 

Conclusion 

 Dealing with ethical behaviors displayed by managers towards employees with lower ranks, 

managerial ethics includes many aspects such as being objective in workplace, providing a good 

salary package and working environment in which an individual can feel himself/herself healthy 

and socially and economically safe, promoting personal development through assignment of 

authorities and responsibilities and not getting involved in discrimination. Considering the 

importance of enjoying qualified labor force in an increasingly fiercer competitive environment, 

such behaviors can be argued to promote productivity of employees and to reduce their level of 

professional burnout. 
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Abstract 
 The 21st century is an era of the globalization of Indian economy. With the rapid increase in the globalization of 
business, work forces are becoming increasingly diverse and multicultural Cross-national business is facing great challenges 
in cultural differences. India‘s economy is one of the fastest growing in the world. It has seen an explosion in the increase  of 

foreign business investment, outsourcing and Indian companies venturing overseas. Doing business in India offers immense 
benefits for international organizations, however there are a number of key cultural challenges that can create 
misunderstanding and conflict as well as huge direct and indirect costs to the organization if overlooked. 
 Generation Z, the post millennium work forces are becoming increasingly diverse and multicultural. Managing these 
global workforces has increased pressure on Human Resource managers to recognize and adapt to cultural differences, which 

when ignored can result in cross-cultural misunderstandings. With the growing significance of developing economies in the 
global business environment, Human Resource Management is facing increased difficulty in managing cross-border cultural 
relationships. This study is trying to present cross-cultural issues faced by Indian Human resource management due to 
differences in national culture brought about by recent liberalization of economic policies. 

Keywords: Cultural differences. Globalization, Human resources Management 

 

Introduction 

 In the era of globalization workforce is diverse and multi-cultural. The beginning of 

globalization opened the doors of the nations across the globe for trade and investments. This led to 

greater development in the areas of finance, marketing, technological innovations, etc. It always set 

an impact on people, i.e., human resources. As people in the organization are the first to experience 

when any new change occurs, it was a huge impact of globalization on human resources all over the 

world. This gave scope to the people to learn many new practices and techniques of completing the 

task. If we think awhile more on this part, we can also assume that people come from various 

backgrounds, customs, beliefs & languages. Thus, there comes the importance for understanding 

what cross culture is for any HR manager, as he has to deal with various people in the organization 

that come from different cultures, so it becomes important to understand the multi-cultural 

environment and its pros and cons. 

 

Review of the Literature 

 People around the world are similar as well as different, They are similar since they share 

common characteristics, and at the same time they are different since each one of them have been 

born and brought up in different cultures having different set of values. 

 According to Naylor (1997), all human beings are fundamentally the same, but culture makes 

them different and distinguishes them from other groups by creating and developing their ―own 

version of culture to meet their needs, desires and goals. In other words, culture serves as an 

element that helps humans to identify and define themselves. Therefore, Naylor (1997) defined 
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culture as ―the learned ways of belief, behavior, and the products of these (both physically and 

socially) that is shared within human groups and serves to distinguish that culture group from 

another learning different beliefs and behaviors‖  . 

 According to Gooderham and Nordhaug, Schneider and Barsoux (2003):- People in different 

cultures quite often have different ideologies, and such differences are important to decide the way 

they respond and react in a conflicting situation. Before going to the main part of the study, it is 

important to have a brief look at the major values of the Cultures under study. 

 According to Moran & Stripp (1991): In India socio, economic, cultural, religious, patriarchal, 

feudal and spiritual factors have a major influence on the work ethics and attitudes towards conflict 

at work place. Feelings, emotions and sentiments are very important attributes of Indian socio 

cultural milieu and cannot be overlooked while addressing conflicts. Overall it would not be wrong 

to say that Indians view conflict as detrimental for personal and organizational wellbeing, since 

tolerance, forbearance, restraint, patience, moderation, assimilation and synthesis are virtues 

enshrined in Indian wisdom literature. Observers have argued that Indian managerial conflict 

resolution tendencies reflect Hindu norms of seeking a solution that pleases everyone, as well as 

British norms of active, mutual problem solving 

 

Objectives of the Study 

1. To study the cross cultural challenges faced by corporate world in present Scenario. 

2. To study the significance of cross culture in discharging HR function in present business world. 

3. To study the impact of Cross-Culture on Human Resource Policies and Practices. 

4. To offer suggestions‗ for managing cross cultural issues. 

 

Methodology of the Study 

 In this paper we have used a conceptual study method and data was collected by reviewing 

different research articles, research journals, and case studies about cross cultural issues, challenges 

and present scenario. The study is based on secondary data. 

 

Cross-Cultural Management 

 Cross-cultural management is not a new concept; it is originated in the ancient international 

trade and business exchanges. As early as the ancient times, the ancient Egyptians, Phoenicians, 

and Greeks began overseas trade, and knew how to do business with people with different cultural 

backgrounds. To the Renaissance, the Danish, British, and other European merchants had 

established a worldwide commercial group; when they were dealing with people from other cultural 

backgrounds, they would be sensitive with their language, beliefs and habits to avoid the conflicts so 

that they could achieve smooth transactions 

 Cross-cultural management is examining human behavior within organizations from an 

international perspective. Cross-cultural management describes organizational behaviour within 

countries and cultures; compares organizational behaviour across countries and cultures; and seeks 

to understand how to improve the interaction of co–workers, managers, executives, clients, 

suppliers, and alliance partners from around the world. Thus here, we can see that in present day's 

scenario where people employed in multinational corporations (MNCs) are from various cultures 

and each and every employee is different in his attitudes, practices, behaviour and values. Thus it 
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becomes very difficult for a manager to manage his subordinates who are diverse in their culture. 

There emerges need to understand and gain knowledge on different cultures. It helps employees to 

know each other‗s' cultures and languages. This helps, in turn, in keeping the employees integrated 

in the organization so that they cooperate with each other in attaining the goals of the organization. 

 

Significance of Cross-Culture in Human Resource Practices 

 A Cross culture in a workplace means the organization employs workers from a wide group of 

backgrounds, including ethnicity, race, gender and religion. 

 

Improved Morale One  

 Benefit of a diverse workplace culture not as routinely discussed is improved morale. When 

diversity is well-managed and employees are trained on cultural sensitivity and awareness, the ideal 

result is a workplace where all people are validated and regarded as important, regardless of 

differences. This affirmation of value improves individual worker morale and the collective 

positivity in the workplace. 

 

Broader Perspectives  

 An advantage that is more often pointed out about a diverse workplace is broader perspectives 

and deeper ideas. A collection of people with varying backgrounds and life experiences are more 

likely to share different perspectives on a workplace challenge. They are also more likely to present 

and discuss a number of ideas. By increasing the quantity of perspectives and ideas, the quality of 

the final decision or solution is typically optimized. 

 

Global Impact  

 In a global world economy, having a work force that is cross cultural and country perspective 

can help companies establish roots and develop business in foreign markets. The ability to 

communicate effectively with global business markets, to establish strong relationships with partners 

and suppliers in non- domestic markets and to understand the cultural implications of doing 

business in different parts of the world are key benefits. 

 

Community Relationships  

 As communities become more diverse, it is important that organizations become diverse as 

well, for both functional and psychological reasons. Functionally, companies need employees who 

speak customers' languages and understand their needs. Psychologically, communities and 

customers typically prefer to do business with companies who employ people from their own 

backgrounds. Thus, companies in diverse communities often make hiring for and managing a 

diverse culture an important strategic element. 

 

Impact of Cross - Culture on Human Resource Policies and Practices 
 There is a clear link between the cross cultural variables and the HRM policies of the 

organization. Mostly cross culture has an impact on the structure of the organization. It also has an 

impact on the recruitment style, the manner in which the employees are paid and the pattern of 

compensations and benefits. For example, an organization may opt for performance based pay if it 

is operating in a country which is ranked high on individualism. 
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Impact on Recruitment 

 The workforce recruitment for overseas assignments is quite different from that of Indian 

assignments, as the employees have to work in an entirely different culture, So due to this cultural 

difference, the Indian employees are selected on the basis of their experience of working 

internationally, their ability to speak various languages, the extent to which they can handle stress, 

their experience with different cultures and their personality (extroverted people are the preferred 

ones). The ideal candidates is the one who has got managerial competence and is willing to get 

trained about the culture and the language of the city /state in which the organization is operating 

and is adaptable that is he can adjust to the culture of the host city/state. 

 

Impact on Training 

 Employees are generally trained about cultural components when the business is conducted 

globally. The purpose of the training is to help employees accommodate in the new culture while 

they are overseas on assignments. They are not trained regarding new technologies instead the 

major components of training are language, culture, goal setting and managing family and stress. 

Cultural training is very important for the success of various assignments, although cultural issues 

are not discussed openly but if managers are not aware of the cultural norms then they can fail 

badly. For example, when Revlon expanded its business in Indian market, the company launched a 

perfume with Camellia flower scent. The project managers obviously did not know that Camellia 

flower was used in funerals and the product failed badly. 

 

Impact on Compensation and Rewards 

 When working in different cultures, organizations may go for a standardized payment method. 

This means that no matter in which country staff are working & these will be given the same salary. 

But this strategy ignores the fact that the livelihood in one country can be expensive as compared to 

the other country. Therefore, organizations usually pay their employees through a banding system 

which is based on regions. This payment strategy is known as a localized payment strategy. 

 

Impact on Performance Evaluation 

 There is a great deal of confusion regarding who should rate the Indian employees. Cultural 

differences make the evaluation process ineffective as the host country managers may rate the home 

country employees harshly or they may rate them politely. 

 

Impact on HR Priorities 

 Culture has an influential impact on human resource priorities as the first priority shifts from 

employee retention to leadership development and in Indian environment the HR managers are not 

highly concerned about employee retention rather they are interested in developing leaders who can 

survive in the new culture and can train their workforce to operate effectively in the global 

environment. 

 

Challenges of Managing Cross-Culture in Human Resource Practices in India 
 India‗s economy is one of the fastest growing in the world. It has seen an explosion in the 

increase of foreign business investment, outsourcing and Indian companies venturing overseas. 
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Doing business in India offers immense benefits for international organizations, however there are a 

number of key cultural challenges that can create misunderstanding and conflict as well as huge 

direct and indirect costs to the organization if overlooked. Following are some of the challenges HR 

manager faces while managing Human resource in India: 

 

Attitudes towards Authority 
 Traditionally a caste society with roots in Hinduism, Indian culture places a high importance on 

authority and status. Communication between levels is relatively closed, so valuable insight or 

suggestions from employees in lower positions will rarely be shared with their superiors. Without 

understanding the complexity of Indian attitudes to authority and how they impact business, 

organisations doing business in India will struggle to implement change as quickly as necessary, and 

fail to harness the experience and value of its employees. 

 

Concepts of Time 
 India is a polychromic culture, in other words, people tend to change priorities depending on 

their importance and attitudes towards punctuality are relaxed. Most large global organizations 

require adherence to strict deadlines and fast decision-making, working force working for meeting 

the client requirements of UK & US have to work during ODD hours which are against Indian 

Time Zones so they struggle to cope with the idea that when doing business in India, time cannot be 

controlled and is not absolute. Cultural awareness training can help in better understanding of the 

Indian concepts of time and develop strategies for dealing with them. 

 

Adherence to Rules 
 India has a high tolerance to uncertainty and has created a society which runs on the basis of a 

set of assumptions. It generally accepts social etiquette and norms instead of rules and regulations. 

Even though rules do exist, the low level of adherence to them creates huge challenges for HR 

managers in India who are required to follow a set of home-country regulations. 

 

Levels of English& Influence of Mother Tongue 
 Most university graduates and Indians residing in major urban centres have a very high level of 

English. Understanding Indian English can be challenging, however, as a result of the different 

vocabulary and expressions as well as heavy accents. Many people are unaware of these differences 

and expect communication with Indians to be simple. Instead, many international organizations 

incorrectly interpret the Indian English it used to be a result of poor education and language skills. 

Multinational corporations operating in semi urban region face challenges relating to work force‗s 

strong affiliation towards their mother tongue and refuse to accept the local/ regional or 

international language as their medium of communication in the work place. 

 

Communication Style 

 Indians Human resource prefer to see the whole picture, place a high importance on the impact 

relationships, body language and emotion have on communication and will often avoid saying ‗no‗. 

The differences in communication style can cause a large challenge to overcome for someone who 

is used to communicating in a more direct and low context way. 
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Cultural Diversity 

 HR manager may face challenges in managing work force belonging to different social 

religion/customs. .Depending on the large majority of work force in the business unit, holidays are 

declared which may not be needed for the group of work force who are following different 

religion/customs. Different Union/ Informal Sang has/clubs may be formed based on regional 

Languages, caste, or religion. 

 

Generation Z employees 

 Generation Z employees were born between 1995 and 2012. Right now they comprise about 7 

percent of the workforce, but by 2019 it is estimated that 30 million will be employed. This 

generation has grown up with uncertainty and often has more radical differences than the other 

generations. These employees are highly energetic and enthusiastic, but many lack the social skills 

you would expected from employees—including those who entered the workforce at a young age. 

 

Suggestions to Manage the Challenges 

 Managing human resource is a critical work, as different people come from different cultures 

and different environment .It is the responsibility of the human resource management to 

accommodate them in one organizational culture. According to Laurent (1986) ‗a comparative 

analysis across national culture brings the startling evidence that there is no such thing as 

Management with a Human capital. The art of managing and organizing human resource in the 

organization has no home-land, some of the strategies can be adopted to manage these challenges of 

cross culture:- 

 Educating the employees and conducting employee opinion surveys about the norms and values 

of the culture in which they are operating, both Indian and foreign. 

 Generation Z workers may need more training, especially in the area of interpersonal and 

communication skills. Training the employees according to the Indian and global cultural 

requirements organizations can increase their customer satisfaction level as well. If they enter 

customer service positions, these training programs will help in focusing on behavior —showing 

them the right skills and communication techniques to fulfil the role of their job. 

 Human resource is the most valuable asset of the organizations and while operating overseas 

organizations must align their human resource policies and practices with the cultural variables 

so that the employees may perform at their best possible level. 

 With the rapid globalization and internationalization of organizations, the trend for hiring cross 

cultural employees have brought forward a lot of issues and problems for an organization. This 

includes rejection of an organization by a society, cross cultural issues, communication gap, 

lack of employee motivation and participation. 

 The growing trend of globalization and hiring international employees leaves a huge cultural 

impact on the HR management policies and techniques. The HR department of an organization 

plays a vital role in the successful growth and globalization of an organization along with 

developing and adopting policies to the need of the internationally established and diversified 

organizations.HR manager shall conduct regular focus group meetings and seek employee 

inputs in resolving these cross cultural issues. 
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Infosys a global IT company has adopted an effective process to cope with the cross- cultural 

Issues 

 Promotes better understanding of work culture differences, awareness and appreciation of 

different cultural backgrounds. 

 The Organizational impact of offshore and near shore development leaves a footprint on 

process orientation, collaborative working styles and project management. 

 Deals effectively with all three kinds of change within the organization. (Socio-economic and 

Political). 

 Conducts extensive Cross-cultural Training of staff covering Cultural acclimatization, Client 

business and organization overview 

 Technical environment and processes specific to the client, creating non-disturbing 

communications for the client. 

 

Conclusion 

 A good understanding of underlying values, beliefs and assumptions of Indian values, believes 

assumptions of Indian culture and how they manifest themselves in the global business market and 

workplace is essential for the success of a business. Culture has a critical influence on the human 

resource management policies and practices, as increasing in globalization of business, cultural 

differences are bound to be found in workforce. It becomes very important for HR manager to deal 

with complex issues arising out of the cross cultural differences and mould the differences into 

benefits. The HR managers and employees in an organization should respect the other cultures 

prevailing in the workforce. This will enable them to remove the differences and tie them which 

further leads to attain the organizational objectives smoothly. The resources and potentials of the 

organization could be utilized optimum when there are no such differences. The HR managers 

could deal with their employees with sound coordination and delegation becomes easy as well. The 

Cross cultural differences in multinational companies are taken as positive factor and helps in 

building synergies. This shapes the organization to equip the best to fight against the rivals and get 

more competitive advantage of it. Once the cross cultural differences are managed in proper way by 

the HR managers, it becomes easy for the organization to flourish in all cultures across the globe. 
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Abstract 
 Human Resource Management is a process of bringing people and organization together. In few years back HRM filed 
was nowhere in existence but now it is very common in business world due to its needs and significance. The goal of this 
article is to establish the importance of human resource management (HRM) and how it emerged, to provide some facts of its 

context, to discuss its potential and future development. Many specialist underlined the fact that human resource requires 
more attention and careful management than any other resource of an organization. The role of the HR manager must 
equivalent the needs of the changing organization. Successful organizations are becoming more adaptable, resilient, quick to 
change directions, and customer-centered. Within this environment, the HR professional must learn how to manage 

effectively through planning, organizing, leading and controlling the human resource and be knowledgeable of emerging 
trends in training and employee development. 

Keywords: Customer, Emerging trends, Organizations, Human Resource, Knowledge, Personnel, Skills. 

 

Introduction 

 Organizations of today continue to operate in fast-changing and often unstable environments. 

Globalization, changing demographics, and changing customer relationships are frequently cited as 

trends that require organizational changes. Frequently fixed in the middle of these changes are the 

human resource management (HRM) function which has evolved from a fine personnel view, to a 

broader HRM perspective, and then to one that emphasizes a strategic orientation. This strategic 

human resource management (SHRM) orientation is evidenced in a variety of HRM areas, for 

example, recruitment and selection, training and development and compensation. Further, during 

these shifts many have been critical of the role of HRM and suggested among other things that it 

does not add value to the firm. However, others have shown that HRM does indeed add value. 

Clearly, the field of HRM is changing and growing, new knowledge is being created, and the 

standards of performance will enhance in level and type. The human resources function may set 

strategies and develop policies, standards, systems, and processes to implement these strategies in a 

whole range of areas for which the following would be typical of a wide range of organizations.  

 Recruitment and Selection 

 Organizational Design and development 

 Business transformation and change management 

 Performance, conduct and behavior management 

 Industrial and employee relations 

 Human Resources analysis and the management of workplace personal data 

 Compensation, rewards and payback management 

 

Meaning 

 The term human resources is wider than the term personnel. Human resource include all the 

dynamic components of all the people at all levels in the organization whereas personnel means the 

employees working in the organization. 
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Definition 

 According to National Institute of personnel Management of India, ―Human resource 

management is that part of management concerned with people at work and with their relationships 

within the organization. It seeks to bring together men and women who make up an enterprise, 

enabling each to make his own best contribution to its success both as an individual and as member 

of a working group. 

 

Objectives of the Study 

 The objectives of present studies are, to study the emerging trends and challenges in HRM. 

 

Research Methodology 

 This paper focuses on extensive study of Secondary data collected from various books, National 

& international Journals, government reports, publications from various websites which focused on 

various aspects of Goods and Service tax. The accessible secondary data is used only for study.  

 

Current Scenario of HRM 

 HR managers are today focusing attention on the following; 

 

Policies 

 HR policies based on trust, honesty, equity and compromise. 

 

Motivation 

 Create conditions in which people are willing to work with enthusiasm, initiative and interest, 

make people feel like winners.  

 

Relations 

 Fair treatment of people for healthy work place relations.  

 

Change Agent 

 Prepare workers to accept technological changes by clarifying doubts.  

 

Quality Consciousness 

 Commitment to quality in all aspects of personnel administration will  ensure success.  Due to 

the new trends in HR, the HR manager should treat people as resources, reward them impartially, 

and integrate their aspirations with corporate goals through suitable HR policies.  

 

Emerging Trends in HRM 

1. Globalization: Growing internationalization of business has a significant impact on HRM. The 

functions if hiring, training, compensation, maintenance and so on acquire global perspective. 

Globalization requires new skills and therefore managerial training becomes a critical process. 

Preparing managers for international postings is a challenge. 

2. Corporate Restructuring: Reorganizations resulting from acquisitions, mergers and divestiture 

have a significant manner on organizational levels. Employees face anxiety and uncertainty 
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about their places. As layers get trimmed, workload increases and promotional opportunities 

are reduced. 

3. Changing Workforce: The percentage of women and minorities in workforce is increasing. 

Steady increase in the number of white collar employees and increasing education level are 

other demographic changes in workforce. It is more difficult to manage better educated 

knowledge workforce. 

4. Growing Employee Expectations: Employee expectations and attitudes are changing. 

Employees want empowerment and leadership by example. Managing human relations is 

attractive increasingly difficult as rules and regulations are not being accepted obediently. 

5. New Technology: Electronic and telecommunication revolution will lead to many innovations 

in human resource management. With technological progress, the natures of the jobs and skills 

necessities are changing. Computerized information systems are simplifying managerial work. 

6. Proactive Industrial Relations Strategy: Trade unions and workers now realize that strikes and 

militancy have lost their relevance. A proactive strategy towards industrial relations is needed. 

A renewed focus on development and deployment of key people is the need of the hour. 

7. Ethics at the Workplace: The biggest challenges before HRM is to make all employees 

contribute to organizational success in an ethical and socially responsible manner. HRM must 

protect the interest s of weaker sections. Job discrimination and sexual harassment are emerging 

key issues. Affirmative action is needed to deal with them. 

 

New Trends in HRM 

 International HRM places greater highlighting on a number of responsibilities and functions 

such as removal, orientation and exchange services to help employees settle in to a new anddifferent 

environment outside their own country. 

 Selection of employees requires careful evaluation of the personal characteristics of the 

candidate and his/her spouse. 

 To balance the pros and cons of home country and mass country evaluations, performance 

evaluations should combine the two sources of review information. 

 Compensation systems should support the overall strategic intent of the organization but should 

be customized for local conditions. 

 In many European countries - Germany for one, law establishes representation. Organizations 

typically negotiate the agreement with the unions at a national level. In Europe it is most likely 

for paid employees and managers. 

 

Emerging Trends in Human Resources Management (HRM) 
Political Economic Social Technological 

 Increased demands for 

transparency in 
government and 
organizations. 

 Increasing dispersal of 

national power. 

 Narrowing of gaps in 

national power between 

 Increased 

government 
involvement in 
economic growth. 

 Increasing gap 

between rich and 

poor individuals. 

 Rapidly increasing 

 International and 

internal migrations 

 Increased 

interconnectivity of 
people, organizations 

and societies. 

 Changing family 

structure. 

 Pace of 

technological 
innovation is 
increasing. 

 Genomics. 

 ―Digitization‖ of 

lifestyles and 

work life. 
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developed and 

developing nations. 

 Increase in the power of 

non-state actors 
(businesses, 

organizations such as 
the World Bank) 

national debt to 

GDP ratios. 

 Growth and 

increasing 
instability of 

sovereign wealth 
funds. 

 Increase in state 

capitalism 

 Increasing power of 

women. 

 Aging population. 

 Population growth. 

 Increasing social 

freedom. 

 Accelerated pace of 

life. 

 Urbanization. 

 Breakthrough or 

transformative 
technologies. 

 Social, economic 

and cultural 
connectivity. 

Source: Robert C. Myrtle – Emerging Trends in HRM 

 

Challenges of HRM 

1. Rapid Change: The world is changing at a faster rate because change is constant from several 

centuries. So the management of the organizations should be quickly adaptive to the changing 

requirement of the environment otherwise they become outdated from the market. The human 

resource management of an organization plays a basic role in response to the environmental 

change.  

2. Work Force Diversity: The changing environment provides both the opportunities & threats to 

the human resource management of the organization. The HR manager should adopt such 

policies that can make possible the diverse work force of employees. Although on one hand 

diversity creates big problem but in the long run, the survival and performance of the 

organization is flourished. 

3. Globalization: One of the serious issues that today‘s organizations are facing is the issue of 

globalization. The world is convert into global business and severe competition is started 

between domestic and foreign companies. Such competition results in the laying off the effective 

workforce of the organization.  

4. Legislation: It is the old environmental challenge that is faced by organization since many 

decades. There are certain labor laws that are declared by the government for the benefits of the 

working employees. If any of such law is violated, serious actions are taken by the relevant 

government authority that may result into serious penalty for the management of the 

organization. 

5. Technology: The technology is also growing with great speed especially in the field of computer 

& telecommunication. New methods are emerging that quickly dominates the older ones & 

makes them obsolete. So there comes a burden on the HR department to constantly update the 

skills & expertise of their employees. 

6. Job and Family Roles: In recent years, dual-career families are increasing in which both the 

wife & husband work. This creates a serious burden on the women that they have to give time 

to their families also. In many organizations the policies of HR favors the employment of more 

than 10 years. The working hours of the organizations are also strict and tight for the 

employees. Moreover, the selection & training procedures are two tough and time consuming 

so most of the talented women hesitate to join any organization which would result in the 

wastage of talent and potential.  

7. Lack of Skills: The service sector development is expanding due to many reasons like change in 

the tastes & preference of customers, technological change, legal change etc. All of this affected 
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the structure and managing style of the business organizations. Therefore most of the employees 

lack the standard required skills to perform their duties and it becomes a big challenge for HRM 

to properly train these new & old employees to become an efficient & effective workers. 

 
HR Managers should take into account the following aspects to ensure success:  

 Use workforce skills and abilities in order to exploit environmental opportunities and reduce the 

effect threats. 

 Employ innovative reward plans that identify employees contributions 

 Indulge in continuous quality improvement through TQM and HR contributions like training, 

counseling, etc. 

 Develop people with characteristic capabilities. 

 Decentralize operations and rely on self -a managed team to deliver goods in complicated times 

e.g. Motorola is famous for short product development cycles. It has quickly commercialized 

ideas from its research labs. 

 Lay off workers in a soft way explaining facts to unions, workers and other pretentious groups. 

 

Conclusion 

 The traditional functions of HRM now need to be valuably directed towards developing and 

sustaining organizational capability, through activities that be related with traditional business 

functions such as finance, marketing, and non-traditional activities, such as knowledge 

management. Human Resource Information System has great significance in every sector. It can 

play a virtual role and help the communications process in the organization. Most importantly, 

organizations can hire and retain the top performers, improve productivity and enhance job 

satisfaction of the employees. HRM has the responsibility to maximize efficiency and profit, but in 

the emerging scenario, the role of HR manager is changing rap- idly due to changes in government 

policies, unions, labour legislations and technology. The trends have taken place in the 

organization, human resource planning, job design, motivation, recruitment, and skill development 

and employee relations. These challenges can be faced by HRM successfully, if proper strategies are 

implemented. Hence, the role of HRM will be more significant in future due to the emerging 

scenario. 
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Abstract 
 This Paper aims to bring out the conceptual frame work of Human Resource Accounting and specially concentrated on 
models of Human Resource Accounting. The input in this paper will give a holistic understanding of Human Resource 

Accounting. Then information in the present paper are obtained from different research journals and articles which are 
published on the topic Human Resource Accounting. 

 

Introduction 

 Human Resource accounting means accounting for people as an organizational resource in 

involves measuring the cost incurred by a business enterprise and other organizations to require 

select hire, train and develop human assets . It involves measuring the economic value of people to 

an organization. A comprehensive definition has been given by Brunnet, etal ., (1969) it states that 

HRA is a process of developing financial assessment for people with in the organization and society 

and monitoring of these assessment thru time it is with investments in people and with economic 

results of this investment it provides a necessaries supplement to conventional income measurement 

and that broadens the coverage of measure of financial well-being and financial success of the 

organization. 

 Human Resource Accounting is an art of evaluating the worth of human resource of an 

organization in a systematic manner as whole to an organization and society and recording them 

for presenting the information in a significant manner to communicate the work with change over a 

period of time and result untrained for their utilization to the user of financial statements.  

 Human Resource Accounting is the process of developing financial assessment for people with 

in the organization and society, Monitoring of this assessment thru time deals with investment and 

people and with economic results of those investment. According to general accounting principle 

only monitoring physical assets are accounted the books of account and there has been a failure to 

value Human resource of an organization. Now any expenses on Human resource should be treated 

as capital expenditure because such expanse yield benefits for along period and should be shown as 

an asset in the balance sheet. Tries to evaluate the historical background and also investigate the 

modules that have been developed for valuation of Human Resource. 

 

Objectives 

 To study the background of Human Resource Accounting and Concept. 

 To study the methods and models available for Human Resource Accounting. 

 

Limitations of the Study  

 Researcher used only secondary data mainly the literature reviewed from international journals, 

Published research paper and articles So research finding lies on the views of other researchers. 



4th National Conference on – Recent Innovations in Engineering, Technology, Management and 
Applications “RIETMA - 2018” 

 

 

28 | P a g e  PRIYADARSHINI ENGINEERING COLLEGE, Vellore 

Methodology  

 The researcher has adopted descriptive research design to analyses and to make a critical 

evaluation on the published research papers and articles from various journals on the models of 

Human Resource Accounting, Secondary data were collected from e- book journals and websites. 

 

Concept 

 It is not a recent concept its emerged many decades ago weakness of financial accounting is 

treating Human Resource as assets of organization. Many author argue that expanse are human 

asset generate befits for a long period of time so they should not be charged against revenues in the 

same year of expenditure. According to general accounting principles only monitory and physical 

assets are accounted in the books of account and there has been failure to value Human Resource of 

an organization. Its provide cost and value information for better and effective decision making to 

keep track of the changes in the value of human resource and increase the efficiency of Human 

resource and to communicate the human resource information to the interested parties.  

 

Literature Review 

 The most specific asset that an enterprise has its personnel it takes advantages of their inter 

dependent knowledge that would explain while sum firms are more productive than others there are 

two reason for including human resource in accounting. First people are valuable resource in a firm 

so long as they perform service that can be quantified second the value of the person as a resource 

depends on how an individual is employed so management style also will influence the human 

resource value. 

 

Methods of Valuation of Human Resource Accounting 

 A number of methods are approaches have been developed for valuation of Human resource.  

Monetary Approach: 1. Cost Based and 2. Value Based. 

Cost Based: 1.Replacement Cost Model 2.Opportunity Cost Model 3.Acquisation Cost. 

1. Replacment Cost Model: This approach was proponed first by rensislikert and was further 

developed by Eric G Flamhollts. The cost to replace firm‘s human resource. The cost involves in 

recruiting, hiring, training and development the replacement to the percent level of proficiency and 

familiarity with the organization. This approach incorporates the current value of company human 

resource. Disadvantage of replacement cost may not always be possible to obtain such a measure of 

particular employee. It does not necessarily reflect the knowledge , competency and loyalties that an 

individual build over a time. 

2.  Opportunity Cost Model: To meet the deficiency of replacement cost Hekimain and Jones have 

suggested the use of Opportunity Cost concept. 

 This approach relies primarily on accounting techniques which is easy to develop and operate 

this systems it satisfy the traditional accounting concept of relating cost revenue it provides the basis 

for evaluate the company returns on investment in human resource. This approach takes in account 

only a part of employees accusation cost and ignores the aggregate value of their potential services it 

may not be possible to estimate the number of years over which the capitalized expenditure is to be 

amortized. 
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 Value based approach module are adjusted discount future wages module future present value 

of future earning module stochastic rewards valuation module, net benefits methods which focus on 

value derived by an organization form its human resource for its valuation. 

 Acquisition Cost: It Involves human resource planning requiting , Internal and External , 

employee socialization the acquisition function is over in this selected applicant have been 

appointed in the organization. Employee socialization or the orientation on the job familiarize the 

new employee with organization objectives , History procedure and rules. 

 Nonmonetary Approaches: The approaches focuses on the behavioral aspects of human 

resource are classified as nonmonetary approaches likert‘s casual, Intervening and end result 

variables modules of human valuation is one such approach. 

 Lev &Shcwartz Model 1971.This method is followed in most of the companies for the valuation 

of HR with some modification to aboutindividual need.For valuation of Human Resource the Lev 

and ShcwartzModel is properly used by companies to suit their needs. Some companies have also 

shown interest in Falmholtz stochastic reward model. Most preferred model followed by the 

companies is Lev &Shcwartz Model for valuation on HR. 

 

Economic Value Approach 

 It includes methods based on the economic value of the human resources and their contribution 

to the company‘s gains. This approach looks at human resources as assets and tries to identify the 

stream of benefits flowing from the asset. The value of an object, in economic terms is the present 

value of the services that it is expected to render in future. 

 The methods for calculating the economic value of individuals are Lev and Schwartz (1971) 

model, Eric Flamholtz (1974) model, Jaggi-Lau‘s model. Of these Lev and Schwartz model become 

popular. According to this model, the value of human capital represented by a person of age is the 

present value of his remaining future earnings from his employment. They have given the following 

formula for calculating the value of an individual. According to this model, the value of human 

capital embodied in a person who is ‗Y‘ years old, is the present value of his/her future earnings 

from employment and can be calculated by using thefollowing formula E (Vy) = ∑ T=Y Py (t+1) ∑ 

TI (T)/(I+R)t-y 

Where, 

 E (Vy)  = expected value of a ‗Y‘ year old person‘s human capital. 

 T   = the person‘s retirement age. 

Human resource accounting model in India 50 

 Py (t)  = probability of the person leaving the organization. 

 I (t)  =expected earnings of the person in period I 

 R   = discount rate. 

 Most, companies adapt this model to their practical requirements by making necessary 

alterations. For instance, different organizations use different discount rates for ascertaining the 

present value of future cash flows. 

 Thus, the model identifies an individual‘s expected economic value to the organization to his 

future earnings for his remaining active service life. His future expected income stream is discounted 

by an appropriate rate to arrive at the present value of his services. Thus, the model identifies an 

individual‘s expected economic value to the organization to his future earnings for his remaining 
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active service life. His future expected income stream is discounted by an appropriate rate to arrive 

at the present value of his services. Besides this formula Dr. M. Singh (2008) has given his 

contribution is calculating 

 Present value of human resources as follows: 

 PV (r) = RC+FC+DC+IC+P (Le+Og)/ESP 

Where, 

 PV (r)  = present value of human asset. 

 RC   = recruitment cost.  

 FC   = familiarization cost. 

 DC  = development cost. 

 JC   = job cost. 

 ESP  = expected service period. 

 P(Le+Og)  = probability for loss of efficiency of human resources and for outgoing of the 

employees. Human Resource Accounting model consists of two aspects namely: 

a)  The investment made in human resources. 

b)  The value human resource. 

 As far as the statutory requirement go, the Companies Act, 1956 does not demand furnishing of 

HRA related information in the financial statement of the companies. The Institute of Chartered 

Accountants of India too, has not been able to bring any definitive standard as measurement in the 

reporting of human resource costs. But there is little organization, however, that does recognize the 

value of their human resources and furnish the related information in their annual reports. In India, 

some of the companies are: Infosys, Bharat Heavy Electrical Limited (BHEL), Steel Authority of 

India Limited (SAIL), Minerals and Metals Trading Corporation of India Limited (MMTC), 

Southern Petrochemicals Industries Corporation of India, Associated Cement Companies Limited, 

Madras Refineries Limited, The Hindustan Zinc Limited, The Oil and Natural Gas Commission, 

The Cement Corporation of India Limited, etc. 

 

Limitation of Lev and Schwartz (1971) 

 It revealed that the application of the method suffers from limitation such as there is no suitable 

basis for selecting the rate of discounting of salary. There is no standard method of dealing with 

employee turnover in the valuation of HR. 

 Conclusion : The concept of Human resource accounting as been appreciated by the accounting 

professionals and it usefulness as also been acclaimed in the literature its application have not been 

flourished through out the world HRA is still in the developing stage researchers proposed a number 

of models for valuation of human assets but no model is free from limitation. Human resources are 

yet to get recognition in the balance Sheet. 

 Human resource accounting provides information about the value of human assets, which helps 

the top management to take decisions regarding the adequacy of human resources. The concept of 

human resource accounting is yet to gain momentum in India. For the betterment of the 

organizations, it is necessary to evaluate the worth of human resources in a systematic manner and 

record the information related to them in the financial statement of the organization to 

communicate their worth time to time to the users of the financial statement.  
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Abstract 
 This paper attempts to analysis the impact of GST among consumers Tamil Nadu. Goods and Service tax is a 
taxation system where there is a single tax in the economy. GST is a single tax on the supply of goods and services, right 
from the manufacturer to the consumer.. It is also vast concept that simplifies the tax structure by supporting and enhancing 
the economic growth of the country. GST was introduced in India on July 1st 2017. It was applicable throughout India 

which replaced multiple cascading taxes levied by the central and state governments.GST will ensure that indirect tax rates 
and structures are common across the country, thereby increasing certainty and ease of doing business. In other words, GST 
would make doing business in the country tax neutral, irrespective of the choice of place of doing business. After the 
implementation of GST there are few number of primary surveys were conducted by some researchers. From the 

implementation of GST the middle income group and the poor people were affected invisibly. On the basis of this 
background, it is very important to analyze the impact of GST among the consumers. So this study was aimed to analyze 
the real impact of GST among the consumers in Tamil Nadu. The methodologies used are mainly secondary like books, 
journals. 

 

Introduction 

 This paper attempts to analysis the impact of GST among consumers Tamil Nadu. Goods and 

Service tax is a taxation system where there is a single tax in the economy. It is also vast concept 

that simplifies the tax structure by supporting and enhancing the economic growth of the country. 

GST was introduced in India on July 1st 2017. It was applicable throughout India which replaced 

multiple cascading taxes levied by the central and state governments. The implementation of GST 

will have far- reaching impact on almost all the aspects of the business operations in India.  

 

Review of Literature 

 Wagner (2017) found that the higher level of volatility that comes with bear markets has a 

direct impact on portfolios. This study analyses with two portfolios with private and public banks 

separately and found that public sector stocks are less volatile than the private sector banks. 

 Sunil (2016) studied to understand the expected positive and negative impact of GST on 

different sectors like Startup Business, E-Commerce, IT, Hospitality & Tourism, Automobiles and 

Media and Entertainment, etc. It has been found that GST has a positive effect on various sectors 

except some sectors having negative effect. 

 Gang (2014), studied about basic concepts and features of GST in India. He highlighted that 

GST would be a good indirect tax reform in our country because it would cover all goods and 

service sector. All big, small scale units, medium, intermediaries, importers, exporters, traders, 

professionals, and consumers would be affected by GST. 
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 Richa Verma (2014), Goods and Service Tax- Panacea for Indirect Tax system in India. It is 

found that the GST is India‘s most ambitious indirect tax reform plan, which aims at removing the 

cascading effect of tax. The movement of GST was declared in 2008 and supposed to be in force by 

2010. Due to various reasons it could not be in force, 

 Vasanthagopal (2011), GST in India; A Big Leep in the Indirect Taxation system, found that 

the positive impacts are dependent on a neutral and rational design of the GST. Balancing the 

conflicting interests of various stake holders, complete political commitment for a fundamental tax 

reform with a constitutional amendment, the method of valuation for levying the tax is to be 

required. 

 Bhaskar (2012), A Road Map for implementation of Goods and Service Tax from the study it is 

found that the steps to be undertaken to implement the comprehensive tax system i.e., GST. The 

author has thrown light on the constitutional amendment required for the implementation of GST 

in India. 

 Jai Prakash (2014), In his research he mentioned that GST at the central and the state level are 

expected to give more relief to industry, trade, agriculture and consumers through more 

comprehensive and wider coverage of input tax set-off and service tax set-off. GST offers us the best 

option to broaden our tax base and we should not miss this opportunities to introduce it when the 

circumstances are quite favorable and economy is enjoying steady growth with only mild inflation. 

 Nitin (2014) studied about Goods and Service Tax- A way forward and concluded that 

implementation of GST in India help in removing economic distortion by current indirect tax 

system and expected to encourage unbiased tax structure which is indifferent to geographical 

locations. 

  

Objective of the Study 

 To understand the concept of GST. 

 To study the impact of GST among consumers. 

 To evaluate the advantages and challenges of GST. 

 

Research Methodology 

 Being an explanatory research this study is based on secondary data. The secondary data 

sources are collected from various articles, journals, magazines, newspaper and from internet 

sources. 

 

History of GST 

Revenue Deficit after implementation of GST in Tamil 

Nadu 

 Bad fiscal planning and shabby tax collections have 

made TN notorious on the economic front, Tamil 

nadurecorded the highest revenue deficit of '15,850 crore in 

India in 2016-17. The state's revenue deficit has soared 885% 

in the last five years as the freebie culture, coupled with poor 

tax collections due to real estate glut, continues to drain the 

treasury. From a revenue surplus of `1,760 crore in 2012-13, the state saw its deficit go down to 

S.No Country Year 

1 France 1954 

2 Russia 1991 

3 Canada 1991 

2 China 1994 

3 Russia 1991 

4 India 2017 

5 Saudi Arabia 
2018 

(plans to do) 
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'1,790 crore in 2013-14. It increased 258% in 2014-15; 47% in 2015-16 and 67% in 2016-17. "It is 

time that political parties start taking tough decisions. For instance, freebies like free power has 

made state-owned power-distribution entity TNEB bleed; from a high revenuegenerating company 

it is now heavily debt-ridden. Populism should not be at the cost of pragmatism," says P Ravi 

chandran, chairman, southern region. 

 Another alarming number is the total deficit. According to RBI, Tamil Nadu has nearly 

doubled its gross fiscal deficit to '40,500 crore in 201617 in the last two years. It is also true that its 

economic size has grown. The state now ranks third in the coun try, just behind UP and Rajasthan, 

in terms of gross fiscal deficit. But, unlike Uttar Pradesh, whch has managed to lower its fiscal 

deficit to `49,960 crore from `64,330 crore over the last year, Tamil Nadu's fiscal deficit has 

increased by 54% from `32,300 crore in 2014-15. 

 

Benefits for the Consumers 

1. Uniformity in competing taxes for Good and service. 

2. Uniform tax regime. 

3. Elimination of double taxation. 

4. More transparent pricing. 

 

Impact of GST on consumers: 

1. Various tax barriers such as check posts and toll plazas lead to a lot of wastage for perishable 

items being transported, a loss that translated into major costs through higher need of buffer 

stocks and warehousing costs as well. A single taxation system could eliminate this roadblock 

for them and items used for day to day consumption will be easily available at a affordable 

price. 

2. A single taxation on producers would also translate into a lower final selling price for the 

consumer. 

3. There will be more transparency in the system as the customers would know exactly how much 

taxes they are being charged and on what base. 

 From the consumer point of view, the biggest advantage would be in terms of reduction in the 

overall tax burden on goods and services. Introduction of GST would also make Indian products 

competitive in the domestic and international markets. Last but not the least, this tax, because of its 

transparent character, would be easier to administer. However, once implemented, the system holds 

great promise in terms of sustaining growth for the Indian economy. 

 

Conclusion 

 The proposed GST regime is a half-hearted attempt to rationalize indirect tax structure. More 

than 150 countries have implemented GST. The government of India should study the GST regime 

set up by various countries and also their fallouts before implementing it. No doubt that GST will 

give India a world class tax system by grabbing different treatment to manufacturing and service 

sector. But all this will be subject to its rational design and timely implementation. 
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Abstract 
 The motive of this study is to find out the consequences of work pressure on worker behaviour in leather enterprise. 
Work stress is the body reaction to work needs that exceeds employees’ competencies to do the job. Brief-time period outcomes 
include headaches, forgetfulness, irritability and diminished performance. Long term period effects may also consist of 
mental ailment, psychological disorder and cardiovascular diseases. Work stress has become one of the important things for 
the company due to its consequences at the performance of employees. employees serves as property of an organization, when 

they are stressed, the outcomes are accelerated absenteeism, low productivity and also some financial damages to both family 
and organization, which sooner or later have an effect on the worker work behaviour. This study uses primary approach of 
data and facts collection, the use of stratified sampling via questionnaire and interview method. Chi-square test is used to test 

the hypotheses of the study. This study will be useful to the organization in addition to personnel to identify the effects of 

work stress. 

Keywords: Work stress, Employee behaviour, Organization, Performance. 
 

Introduction 

 The word ‗Stress‘ originally emerged in physics and then it was taken by psychology and life 

science. As in physics we talk about pressure, stress or forces, all these terms can be used 

interchangeably; however, they have different meanings. The term stress as used in physics and now 

in psychology basically means that human beings are inclined to resist the external forces acting 

upon them like other physical objects and bodies [1]. Pressure has a positive connotation; it helps in 

improving performance [2]. Stress can be distinguished as positive and negative termed as ‗Eustress‘ 

and ‗Distress‘ respectively. 

 Eustress is the form of stress that is positive and beneficial. We may feel challenged, but the 

sources of the stress are opportunities that are meaningful to us. Eustress helps provide us with 

energy and motivation to meet our responsibilities and achieve our goals. 

 Distress is a continuous experience of feeling overwhelmed, oppressed, and behind in our 

responsibilities. It is the all-encompassing sense of being imposed upon by difficulties with no light 

at the end of the tunnel. 

 Stress is an adaptive response, mediated by individual characteristics and /or psychological 

processes, that is, consequences of any external action, situation, or event that places special 

physical and/or psychological demands upon a person[5]. 

 Job stress is a condition arising from the interaction of people and their jobs and characterized 

by changes within people that force them to deviate from their normal functioning.[3,4] Stress as ―a 
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change in one‘s physical or mental state, in other words disturbance from normal state. Stress is 

caused disturbed events in work environment, social environment and in routine life (work, family, 

and social life) and also caused by emotional, psychological, mental and physical illness. 

 Stress has been defined as a reaction to physical agents of workplace, it also have an impact of 

employee performance. Cobb has the opinion that the manager or worker cannot cope with the 

increased responsibilities it may lead to mental or physical disorder among them. Work stress factor 

such as job insecurity and ambiguity, increased workload would affect the performance of the 

employees.  

 

Objectives 

 To find out the consequences of work stress on employee behaviour.  

 To discover the elements affecting work stress.  

 To have a look at the demographic variables influence the work stress issue.  

 To study the affect of stress aspect with employee behaviour. 

 

Research Methodology  

 In this study we have used primary method of data collection, and using stratified sampling 

through questionnaire and interview method.  

 

Sample Size 

 The sample size selected is 110 employees taken from selected leather industries in 

Vaniyambadi and Ambur.  

 

Statistical Techniques used 

 Percentage analysis is used for demographic variables and Chi- square analysis is used to test 

the hypotheses. 

 

Statistics Evaluation of Data and Interpretation on the Demographic Variables 

 There are 30% of the respondents are male and 70% of respondents are woman. Employees fall 

inside the age group of less than 20 years are 19%, 21-30 years of age are 42%, 31-40 years of age 

group are 22%, and above 40 years of age institution are 17%. Out of which 65% of the respondents 

are unmarried and 35% of the respondents are married. The income level of employees of Rs.5000 

is 10%, among Rs.5001 to Rs.8000 are 25%, among Rs.8001 to rs.12000 are 47% and above 

Rs.12001 are 18%. There are 13% of the respondents are office staff and 87% of the employees are 

workers. 35% of the respondents have the experience as much as 10years, 43% of the respondents 

have experience of 5 to 10 years, 13% of the respondents have the experience of 11 to 15 years and 

9% of the respondents have more than 15 years of experience. 47% of the employees work for 8 

hours and 53% of the employees work for more than 8 hours /day 

 

Research Questions  

 Does Stress reduce the performance of the employees?  

 Do Unhealthy work environments create stress?  

 Does Stress exist due to the experience of employees and their workload?  
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 Does job insecurity affect the employee absenteeism?  

 

5.1 Hypothesis statement 01 

 H0: Stress doesn’t reduce the performance of the employees. 

 H1: Stress reduces the performance of the employees. 

 

Fig 5.1: Observed and Expected Values of Hypothesis 01 

 χ2= (O-E)2/E = 15.4  

 Degrees of freedom = (R-1) = 3-1 =2 

 Degrees of freedom = 2 (3.84 at 0.05 level of significant) 

 

Inference 

 The calculated value of χ2 is more than the table value of 3.84 at 0.05 level of significance. 

Hence the H0 is rejected and it confirms through the above statistical analysis that the stress reduces 

the performance of the employees. 

 

Hypothesis statement 02 

 H0:  Unhealthy work environment doesn’t create stress. 

 H1: Unhealthy work environment create stress. 

 

Fig 5.2: Observed and Expected Values of Hypothesis 02 

 χ2= (O-E)2/E = 15.18  

 Degrees of freedom = R-1= 5-1 =4 

 Degrees of freedom = 4 (9.49 at 0.05 level of significant) 
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Inference 

 The calculated value of χ2 is more than the table value of 9.49 at 0.05 level of significant. Hence 

the H0 is rejected and therefore, it can be inferred that the unhealthy work environment create 

stress.  

 

Hypothesis statement 03 

H0:  There is no significant difference in the stress level due to the experience of the 

employees and their workload.  

H1:  There is a significant difference in the stress level due to the experience of the employees 

and their workload. 

 

 

Table 01: Calculated Values of Hypothesis 03 

 

 χ2= (O-E)2/E = 5.44 

 Degrees of freedom = (R-1) (C-1)= (4-1) (5-1) 

 Degrees of freedom = 12 (21.03 at 0.05 level of significant) 

  

Inference 

 The calculated value of χ2 is less than the table value of 21.03 at 0.05 level of significant. Hence 

the H0 is accepted and it is inferred that there is no difference in the stress level due to the 

experience of employees and their work load  

 

Hypothesis statement 04: 

H0:  There is no significant difference between job insecurity and absenteeism behaviour. 

H1:  There is a significant difference between job insecurity and absenteeism behaviour. 

 

 

Table 02: Calculated Values of Hypothesis 04 

 χ2= (O-E)2/E = 15.64 

 Degrees of freedom = (R-1) (C-1) = (3-1) (5-1) 

 Degrees of freedom = 8 (15.50 at 0.05 level of significant) 

 

Inference 

 The calculated value of χ2 is less than the table value of 15.50 at 0.05 level of significant. Hence 

the H0 is rejected and it confirms through the above statistical analysis that there is a significant 

difference between job insecurity and absenteeism behaviour. 

 

Conclusion 

 In this study we observe, that the elements of stress have a direct link with the overall 

performance and conduct of the employees. Factors such as job insecurity, unhealthy environment 

situation, workload, peer war, lack of supervisory aid, finance, own family courting play a vital role 
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in the determination of stress level, consequently that have resulted in hostile behaviour in their 

work performances . Amongst them, turnover and absenteeism are the usual practices found in the 

study which leads theorganization to face the problems of customer service, productiveness and 

balance of work force. Industries of leather-based merchandise always face the troubles of frequent 

changes design of product which requires the expertise of professional labourers, tense competition 

among their rival industries and so on. Therefore need to have a solid work force to satisfy out those 

challenges and threats. When one goes in depth, stress is found to be the key factor for the cause 

and effect of this antagonized behaviour in the leather industry. Subsequently the management must 

conduct regular and periodical social programme as part of reduction in stress which in turn could 

overcome you the problems of turnover and absenteeism behaviour in the minds of stressed 

employees. 
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Abstract 
 Positioning of the brands are embedded in various sources, some are in qualities and some are in unique product 

attribute, but some especially lie in sports celebrity attachment with brand, who can enhance the value of the brands through 
their activation by any professional success, landmark success and public activities etc. This study seeks to measure the 
extent to which the sports celebrity activation can affect the brand positioning. So, an empirical study was carried on by 
taking the International Sport celebrity of Indian premier league (IPL) Hence, the authors proposed that the sports celebrity 

may be used in advertisement for the effective positioning of the brands.  

Keywords: Branding, Brand Positioning, Brand Preference, Sports Celebrity Endorsement. 

 

Introduction 

 ―The role of branding is on rise and it is increasing day by day‖ (Kornberger, 2010), and the 

marketer are adopting the different ways and means to break the clutter of ads, as ―they are using 

more advertisements, from parking meters to hotel elevators and even in wash room and there are 

so much spam in the inbox of e-mail, as they think that the solution to the more clutter is extra 

clutter, which is exactly incorrect for a brand in the market place, further desperation of the 

marketers can be seen in the case when there is no innovativeness, rather there is frequency of line 

extension of existing brands‖ (Sengupta, 2005 pg. 1) referring (what Seth Godin wrote in brand 

equity of June 4 2003). In order to succeed at the market place, where there is tough competition, a 

brand with distinctive image will survive. Thus, to succeed, (Ries and Trout, 1981) stated that it is 

required to position or place the brand in the consumer‘s mind. And the marketers search for 

emotions of the customers which may be the possible as the stimulating factor in creating the 

emotional linkage of the customers with the brands (Joseph, 2013). And there are several means to 

match the emotions of the customers. Among these means, there is celebrity endorsers which gives 

identity to the brand and develop a certain value. In the Indian context, (Prabhakar Mundkur wrote 

in Advertsing Age, India) that-  

 ―Marketer‘s obsession with celebrities is well known and this obsession sometimes move from 

the sublime to the ridiculous…. in the sense that…..if an Indian marketer lacks an idea for his 

brand…then the celebrity becomes the advertising idea‖. 
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 The context of Indian customers towards the celebrities sketched by (Sengupta, 2014) as- “In 

India, celebrities are not treated as simple individuals, but they're Idolized, especially the ones from 

the fields of Cricket. Hence in India, brands go out of their way to associate themselves with such 

celebrities and these celebrities are an obsession and every man, woman and child tries to emulate 

and aspire to be like one of their idols, celebrity / sports stars endorsement can ensure a huge 

upswing in the sales performance of a brand‖.  

 So, adapted from the above mentioned context, the Indian marketers‘ idea of using the 

celebrities in the advertisement is strategically have very much importance, as celebrities are treated 

as idols, especially the cricketing celebrities. And the marketers‘ think that celebrity / sports 

celebrity association with the brand will provide assistance in breaking the confusion and creating a 

distinct differentiation in enhancing the brand's existing positioning. The main aim of the study is to 

examine, as whether the international sports celebrity activation creates positioning of brand or not.  

 

Literature Review  

Brand preference 

 Famous celebrity can benefit any product that they endorse as they draw attention to the brand 

because the celebrities has the special aura to carry it off (Sengupta, 2011. pp 233- 234). Further, 

contended by (Dix et al., 2010) in relation to gender differences on athlete endorsers that female are 

likely to be more influenced by sports celebrity endorsers as compared to male. Since female are 

more influenced by the endorsement of sports celebrities. Hence, following hypothesis is proposed 

for the measurement of gender difference about the brand endorsed by sport celebrities:  

 H1: Female are more positive about the brands endorsed by sports celebrities. 

 

Sports celebrity activation - brand positioning 

 Celebrity activation includes celebrity‘s achievement, failures, public activities, landmark 

success, and these attributes communicate the information regarding the brand to the target market 

(Seno and Lukas, 2007). When celebrity‘s achievement and landmark success comes and the 

repeated ads presented through the endorsement by the celebrity / sports celebrity then this 

communication creates a link (Sliburyte, 2009) which leads to transference of image to the brand 

(Till and Shimp, 1998) which further leads to higher evaluation of brands (Daneshvary and 

Schewer, 2000). Further, it is contended by (Srivastava, 2011) that brand identity and brand image 

are the product of brand communication. Moreover, (Madhavaram et. al, 2005) stated, when there 

is repeated communication then identity will come out as a resultant. Brand identity is the creation 

of managerial activity (Srivastava, 2011). Additionally, the findings of (Srivastava, 2011) suggests 

that the brand identity and brand personality are directly affected by celebrity endorser. It can be 

infer that there will be leverage in the personality of brand when there is activation of celebrity 

personality. In regards to the awareness linkage with activation of celebrity (Seno and Lukas, 2007) 

stated that the explicit and likeable information can be thoughtful for ‗activating‘ the celebrity for 

brand benefit, if there is proper brand awareness. And it may create a thought when customer is in 

buying situation which is called brand salience (Daye, 2010). From the above discussion, all the 

constructs of brand positioning (brand identity, brand personality, brand communication, brand 

awareness, brand image, brand salience) are matched with celebrity activeness and the theoretical 
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background between celebrity activeness and purchase intension established. Therefore, the 

following hypotheses are posited: 

 H2: Sports Celebrity activeness is positively related to brand positioning  

 

Research Methodology 

Sports celebrity selection 

 Respondent were asked to write the team and names of sports celebrities you like the most 

playing in Indian Premier League (IPL) cricket matches, they responded Royal Challenger 

Bangalore and Chris Gayle (who is said to be the six machine).  

Data Collection and Research Instrument 

 Convenience sampling method was utilised for the data collection. The target population of 

consumers aged between 20 – 30 years. The data were collected from the class room setting of the 

Department of International Business, Pondicherry University at Puducherry. A total of 120 

questionnaires were distributed and all were put forth for the purpose of study. Five-points Likert 

scale was used to measure the customer‘s responses. In the current study, the sports celebrity 

activation was employed as the stimuli to measure the effect on brand positioning.  

 

Data Analysis 

Sample Profile  

Table 1 Items Reliability of management based factors 

Gender 
Male 

Female 

63 

57 

Age (years) 
20-25 

25-30 

70 

50 

Marital status 
Married 

Unmarried 

00 

120 

Education Post graduate 120 

Occupation Student 120 

Household income 

15000-30000 

31000-45000 
46000-60000 

More than 60000 

22 

32 
33 

33 

 

Reliability Analysis 

Table 2 Items Reliability of Sports Celebrity Activation and Brand Positioning item 

Sports Celebrity Activation item Cronbach's Alpha  

Professional Success 0.652 

Failure of Celeb 0.655 

Repeated Ads 0.681 

Sr. no. Constructs of brand positioning factors Cronbach’s alpha 

1.  Brand Identity 0.820 

2.  Brand Personality 0.849 

3.  Brand Communication 0.797 

4.  Brand Awareness 0.865 

5.  Brand Image 0.837 

6.  Brand Salience 0.863 
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Confirmatory Factor Analysis of brand positioning 

 CFA was conducted on brand positioning factors. In the hypothesised run the results of CFA 

indicated relatively poor fit model (GFI= .907, AGFI = .850, TLI = .778, CFI = .835, RMSEA = 

.107), but in improved run, a good fit model achieved with values (GFI= .949, AGFI = .915, TLI = 

.904, CFI = .930, RMSEA = .070) with Chi-square value as statistically significant (χ 2 = 103.260, p 

< 0.05, DF = 40).  

 

Convergent validity 

 

Table 3 Convergent Validity of Brand Positioning 

Average Variance Extracted (in %) * 53.0 57.0 50.0 54.4 67.0 61.0 

Construct Reliability ** 0.65 0.80 0.60 0.84 0.74 0.80 

  * AVE = Square of loading / number of items 

 ** CR = (Items loading) 2 / (Items loading) 2 + Std. error variance 

 

Discriminant Validity 

 

Table 4 Discriminant Validity of Brand Positioning 

Brand 

Positioning 

Constructs 

Average 

Variance 

Extracted 

Squared Inter construct correlation (SIC) 

Brand 

Identity 

Brand 

personality 

Brand 

communication 

Brand 

awareness 

Brand 

image 

Brand 

salience 

Brand Identity 0.53 1 0.03 0.00 0.00 0.00 0.02 

Brand 

personality 
0.57 0.18 1 0.22 0.09 0.07 0.14 

Brand 

communication 
0.50 0.04 0.47 1 0.28 0.03 0.06 

Brand awareness 0.54 0.03 0.30 0.53 1 0.18 0.13 

Brand image 0.67 0.17 0.27 0.18 0.42 1 0.08 

Brand salience 0.61 0.26 0.38 0.25 0.32 0.29 1 

* Calculated on the basis of correlation method 

 

Independent sample t-test 
 The independent sample t-test was run to see the gender mean differences over the brand 

preference, and it was found that there is no significant difference between the perception of male 

and female and both were found to be highly activated towards the preference of brand 

 

Table 5 Independent sample t-test results 

  

Regression Analysis 

 The regression analysis was used to measure the effect of sports celebrity activation on brand 

positioning. It is evident from the model summary that the effect of sports celebrity activation on 

brand positioning is statistically significant (p < 0.05) with value of R2 = 0.185 explaining the model 

Gender difference t-test for Equality of Means 

Sports 

celebrities 
Gender Mean 

Std. 

Deviation 
t-value 

Mean 

differences 

Sig. 

(two tailed) 

Chris Gayle 
Male 4.30 0.796 

1.83 0.302 0.069 
Female 4.00 1.000 
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variance by 18.5% and adjusted R2 = 0.125 explaining the 17.8% variance in brand positioning. The 

regression coefficient table indicated the fact that among the independent variable celebrity 

activeness is the significant predictor of brand positioning. The celebrity activeness explaining the 

variation intensity by 43.1% i.e. it explaining the variation intensity by of independent variable on 

dependent variables.  

 

Table 6 impact of celebrity activation on brand positioning 

 

Discussion 

 The customers were found to have high activation of the international sports celebrity Chris 

Gayle, who is said to be the six machines of the IPL T20 games. This activation of the sports 

celebrity in the consumer‘s mind can be used by advertisers in the emplacement or positioning of 

the brands in the consumers mind.  

 

Conclusion 

 This study was conducted by keeping in the mind the international sport celebrity likeliness 

which was observed during the IPL matches among the spectators. So, the observation was tested 

empirically on specific population and sample of 120 was drawn and inferences were taken. In the 

conducted study, it was found that the sports celebrity activation has an important place in the 

preference and positioning of the brands. Hence, it can leverage the brand and can serve as the 

effective positioning to the brand. 

 

Limitation and Future Research 

 This study is limited to student sample, therefore its results cannot be generalised to the broader 

extent and moreover the sample is also small. So the future research is recommended by taking 

large sample size and that too of diverse population.  
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Unstandardized 

coefficient 
Error 

Standardised 

coefficient  
t 

Sig. 

(p-value) 

VIF 

statistics 

Constant 
Celebrity 

Activation 

57.381 

2.928 

5.841 

0.565 
0.431 

9.824 

5.182 

0.000 

0.000 
1.125 

Model summary 

 R R2 Adjusted R2 SE of the Estimate Sig. F Change 

 0.431 0.185 0.178 14.29937 0.000 

Notes 

 Independent variables: Celebrity activeness 

 Dependent Variables: Brand positioning 
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Abstract 

 Online shopping is the process a customer takes to purchase a service or product over the internet. In other words, a 
consumer may at his or her leisure buy from the comfort of their own home products from an online store. This concept was 
first demonstrated before the World Wide Web (WWW) was in use with real time transaction processed from a domestic 

television. The technology used was called Videotext and was first demonstrated in 1979 by M. Aldrick who designed and 
installed systems in the United Kingdom. 

 

Introduction 

 The project entitled Online Shopping enables customer to buy mobiles or accessories from 

anywhere through online. This application advertises some of the products for shopping. To buy 

products, customer has to create an account. Those who does not have an account, they can only 

view the available product. They can‘t buy it. Once the customer has created account, not only he 

can view the products, he can also add the product to the cart and also he can place an order to buy 

those products. This application then generates bill for that particular customer. After the 

confirmation, the customer has to enter his credit card details to buy those products. 

 Online shopping is a form of electronic shopping store where the buyer is directly online to the 

seller's computer usually via the internet. There is no intermediary service. The sale and purchase 

transaction is completed electronically and interactively in real-time. The development of this new 

system contains the following activities, which try to develop on-line application by keeping the 

entire process in the view of database integration approach. User gets its e mail id and password to 

access their account. Administrator of shopping system has multiple features such as Add, Delete, 

Update shopping Items. 

 

What is online shopping? 

 Online shopping is the process of buying goods and services from merchants over the Internet. 

Since the emergence of the World Wide Web, merchants have sought to sell their products to 

people who spend time online. Shoppers can visit web stores from the comfort of their homes and 

shop as they sit in front of the computer. Consumers can buy a huge variety of items from online 

stores, and just about anything can be purchased from companies that provide their products online. 

Books, clothing, household appliances, toys, hardware, software, and health insurance are just some 
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of the hundreds of products consumers can buy from an online store. Many people choose to shop 

online because of the convenience.  

 Online shopping is defined as the process a customer takes to purchase a service or product over 

the internet. In other words, a consumer may at his or her leisure buy from the comfort of their own 

home products from an online store. This concept was first demonstrated before the World Wide 

Web (WWW) was in use with real time transaction processed from a domestic television. The 

technology used was called Videotext and was first demonstrated in 1979 by M. Aldrick who 

designed and installed systems in the United Kingdom. 

 

Statement of the Problem 

 It is evident from the review of literature that the study on consumer behaviors in online 

shopping Dharmapuri district. As online shopping is a new medium so the consumer behavior in 

the field of online shopping is also pretty diverse in nature compare to traditional consumer 

behavior, so it is equally important for one to identify what factors influence consumers to shop 

online. In order to reach towards purchase decision, it consists of several factors which influence 

consumers to shop online. These factors are important for retailers to compete in the market and to 

make their product more compatible.  

 

Objectives of the Study 

1. To find out the consumer attitude towards online shopping. (Especially in case of Flip -kart, 

Amazon etc.) 

2. To identify the respondents perception about online shopping. 

3. To understand the consumer satisfaction level of online purchase. 

4. To understand the factors influence consumers to online shopping. 

5. To know the what kind of commodity purchase through online shopping. 

 

Scope of the Study 

1. The entire project work continued ―A Study on Consumer Ehaviour towards Online Shopping 

in Dharmapuri District‖. Data used in this project both primary and secondary in nature. 

2. The survey consisted of 100 samples.  

3. This study refers to all the categories of consumers. 

4. This study has been in all area of this district. 

5. This study provides a base for understanding the consumer‘s problems and brings out solutions 

to it. 

 

Limitations of the Study 

 People were not ready to fill in the questionnaire. 

 Many of the surveyed people did not reply all the questions. 

 The time period given for study was very limited.  

 The sample size was very small which is may not represent the entire population. 

 Many of the people did not even know the working of a computer. 
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Research Methodology 

 The nature of the study is descriptive research. Types of data collected the study has been 

utilized by primary data and secondary data. 

  

Research Design 

(A)Sampling Design 

 A sample design is a definite plan for obtaining a sample from a given population. It refers to 

the technique or the procedure the researcher would adopt in selecting items for the sample. Sample 

design may as well lay down the number of items to be included in the samples. 

 

(B) Sample Size 

 This refers to number of items to be selected from the population to constitute the sample. The 

sample size for the present study is 100 respondents  

 

Findings 

 Among the total respondents of the study, the majority of the respondents (50percentage) 

have20-30 age group.  

 Majority of the respondents are male (56percentage) who are married (36percentage).  

 It has been observed that the majority of the respondents (48percentage) are qualified with a 

under graduate level of education.  

 On an average of 42percentage of the respondents are students. 

 Majority of the respondents (40percentage) are having monthly income less than Rs 10000. 

 Majority of respondents (36percentage) are purchase the home products.  

 The major (36percentage) problem of online shopping is product damages. 

 It is understood from the table, that majority of the respondents (36percentage) are spending less 

than two hours per day to access Internet. 

 It has been observed the majority of respondents (40percentage) are amount spent for single 

purchase Rs 1000 – 5000. 

 Based upon the study, the majority of the respondents (42percentage) preserves a website of Flip 

kart.  

 Based upon the study, the majority of the respondents (38percentage) the reason of online 

shopping for price. 

 Majority of the respondents (44percentage) are influenced to purchase products and services 

through online as per the online advertisement.  

 To analyze the consumers behavior towards online shopping (86percentage) satisfied. 

 

Suggestion 

 Majority of respondents are opinion about online shopping is connected in rural areas. 

 Majority of the users among higher income groups shops online only. But in Dharmapuri 

district middle income and low income groups are very high. So the online marketers can 

concentrate on innovative ideas to increase online business through middle and low income 

group. This will be possible only through price fixation of the product based on this group. 
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 One of the major drawbacks that the respondents have felt is no proper returning policy to the 

product. After getting opinion from the respondent if the above said problem occurs, then they 

should be guided in a proper way to return the product. This will create a good website 

reputation and repurchasing power of the respondents. 

 Website quality creates a positive impact on online shopping satisfaction. So the vendor 

companies should concentrate more on the quality part of the websites. 

 The online vendor should take necessary steps before dispatching the products to the consumer 

site. It creates good opinion about the online vendor and creates repurchasing power of the 

respondents. 

 The respondents face major problems on theft on product damage, and lack of security on 

online payments. Implementing precautionary steps to solve these problems shall create 

consumer confidence on online shopping. 

 The reliability and responsiveness of the delivery system is the key success factor for any online 

business and this will attract the consumers repurchase intention. 

 

Conclusion 

 In conclusion, Internet shopping is very much similar to conventional non-store shopping. It is 

just a new method of non-store shopping. This research study has helped in understanding how 

many people are buying products and services through online shopping. Online shopping is a vast 

growing of modern technology. If it is properly utilized with assured safety and security for the 

transactions, it will highly competitive and dynamic environment. Internet shoppers have found 

unique products on the Internet. This use of technology has opened new doors and opportunities 

that enable for a more convenient lifestyle today. Customer Service and Convenience tend to be 

three significant dimensions as to why customers prefer internet shopping. Online shopping is a 

different experience and one can make the shopping creative over the internet as one gets used to it. 
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Abstract 

 Arokya Milk was launched in 1995 and since then, has won the trust of millions of customers in Tamil Nadu, 
Karnataka and Andhra Pradesh. That’s what makes it the largest milk brand in the Indian private sector. Great care and 
refinement go into the processing of Arokya Milk Arokya Standardized Milk – One of the most popular of our milk 
products, Arokya Standardized Milk is the brand of choice for the whole family. Arokya Full Cream Milk – This product, 

as the name suggests, is rich with cream content. This makes it perfect for kids, whether they are mixing it with their 
breakfast cereal or just drinking it. Arokya Toned Milk – With 3% fat, Arokya Toned Milk is a healthy choice for families, 
providing a balanced mix of essential ingredients. It brims with the goodness of our villages. Arokya Milk Can –Arokya 
Standardized Milk is now also available in a very convenient, easy-to-store and compact air sealed 1.5 litre milk can. This 

new initiative enables consumers to buy fresh milk in a larger quantity at one time as it retains freshness. 

 

Introduction 

 A market is general may described as a parts (or) geographical area where buyers and sellers 

meet and function goods (or) service are offered for sale and Welcome to the Hatsun world, India's 

largest private dairy. From a modest ice-cream manufacturer to one of the leading names in India's 

dairy sector in just a span of three decades, Hatsun now stands majestically as a hallmark of 

successful entrepreneurship. Be it in the dedication to quality, in employing the world's latest 

technology, innovative marketing strategies, or bringing prosperity to hundreds of thousands of 

farmers in the south. 

 It started as a creamy dream in 1970: Arun Ice-cream, the rich, delicious brand that has captured the 

hearts of millions of ice-cream lovers. With over 70 delightful varieties it is the No. 1 selling ice-

cream in south India. Arun Ice-cream is manufactured at the most modern plant of its kind in 

Chennai. From the ingredients, to the packaging and distribution stringent quality control is 

maintained at every stage which has made Arun Ice-cream the first ice-cream brand in India to win 

the 9001 certification for quality and world-class manufacturing facilities. Arun Ice-cream reaches 

the consumers through the largest network of exclusive parlors in India. These and the many Arun 

mini-parlors in the rural transfer of title of ownership. 

  Marketing is process of planning and executing the conception, pricing, promotion and 

distribution of idea goods and services to create exchange that satisfied individual and 

organizational objectives. 

 Arokya Curd comes to you from the trusted Arokya milk brand. Made from the highest quality 

of milk, this curd is thick, delicious and guaranteed to complete all your meals. 
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 The brand offers customers a host of milk-based refreshments like milkshakes, yogurt shakes, 

yogurt toppings, paneer snacks, coffee and other hot beverages made with Arokya milk based on 

customer preference. All products perfectly blend the goodness of milk with natural ingredients. 

Customers can also purchase Hatsun dairy products and Arun Ice creams at these parlours. 

 

Product Concept 

 The product concept that consumers will favour those products that are wide available and low 

in cost. Management in production oriented organizations concentrate on achieving high 

production efficiency and wide distribution coverage. Marketing is native form in this orientation 

and it was assumed that a good product. 

 The product concept that consumers will favour those products that offers the most quality. 

Performance future management in these product oriented organizations. Focus their energy on 

making good product and improving them over time. 

 

Selling Concept 

 The sales concept maintenance that a company cannot expect its products to get picked up 

automatically by the customers. Company has to its product advertising, high power, personal 

selling, large scale, sales promotion, price, discount and strong publicity and public relation are the 

normal tools used by organization. 

 

Marketing Concept 

 The marketing concept was out of the awareness that marketing starts with the determination of 

consumer wants and with the satisfaction of those wants. The concept consumer both at the 

beginning and at end of the business cycle. The business firms recognize that there is only one value 

for the business purpose to create a customer.  

 

Consumer Behaviour  

 Consumer behaviour may be defined as that behaviour exhibited by people in planning 

purchasing and using the goods and services economically consumer behaviour is an integral part of 

human behaviour can‘t be separated from it. The consumer behaviour is a subset of human 

behaviour. This does not means that all behaviour is consumption oriented. 

 A contract of sales is contract where by the sellers transfer ( or ) agrees to transfer the property 

in goods to the society what is offered for sale in the market must be based on the what is demand 

the preference of the buyer. If only the seller sells what the buyer wants be successful. A highly 

priced product cannot be sold in the market consisting of lower income groups. 

 The manner in which the buyer will react to the marketer‘s strategy is what is known as buyer 

behaviour . If the marketer offers discount during off season, it must induce the buyers to buy, the 

success of the marketers, therefore lays in this ability to know it attention of the buyer his project. 

 

Scope of the Study 

1. The scope of the study is that to find out the level of satisfaction among the consumer towards 

Arokya milk. 

2. To identify the source and feature which influence the purchase of arokya milk. 
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3. To identify the consumer‘s views regarding quality and quantity. 

4. To find out the opinion from the consumers regarding the performance of arokya milk. 

 

Objectives of the Study 

 To study about the social economic characteristic of consumer. 

 To know about brand awareness about consumer. 

 To bring out brand suggestions from the consumer about the milk. 

 Taste and preference of consumer. 

 To know about the brand loyalty. 

 To study about the quality of milk. 

 To identify the factors that influences the buying decision of arokya milk. 

 To know advertisement effectiveness. 

 To identify the customers satisfaction of using this milk. 

 To know the respondents satisfaction regarding the best service.  

 

Limitations of the Study 

 Lack of time availability of completion of the project. 

 Lack of availability of secondary data. 

 The cost constrain. 

 Area of data collection is limited because lack of time. 

 Manpower has restricted the study. 

 Level of response is low because fear and illiteracy of respondents. 

 

Research Methodology 

 Research methodology is purely and simply basic frame work for a study that guiders the 

collection of data and analysis of the data. In consumer surveys adopted this description research 

design in collection and analyzing of the data. 

 

Methodology 

 In order to collect the data I prepared a questionnaire with meaningful and easy understandable 

question types, which provided to the consumers BEHAVIOUR arokya milk ever and ask them to 

fill the form with the greater extent of accurateness and truth. Which help me to analysis the data 

and get a clear conclusion for this project. 

 

Research Design 

 A research design is purely and simply the basic frame work for a study that guides the 

collection of data and analysis of the data. A mixture of exploratory and descriptive of the study. 

 Exploratory research studies studies are also termed as studies. This type of research design 

provides the opportunity for considering different aspect of the problem. 

 Descriptive study is typically concerned with determining frequency with which something 

occurs or own two variables very together. Descriptive research process seeks to determine the 

answer to why? What? How? Who? 
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Sources of Data 

1. Primary data. 

2. Secondary data. 

 

Primary Data  

 The primary data has been collected from the consumers directly through the help of 

questionnaire. The researcher had selected the personal interview method and prepared the self-

administrated questionnaire with closed end question, direct question, choice question and opened 

question. 

 

Secondary Data 

 The secondary data has been collected from the various journals, magazines and industry 

profile and some data‘s collected from the observation method by the researcher. 

 

Questionnaire 

 The term ―questionnaire‖ usually refers to a self – administrated process whereby the 

respondent himself herself reads the questions and records him\her answer without the assistance of 

an interviewer. 

 Questionnaire is more highly structured and standardized. Questionnaire levels flexibility in 

working and sequencing the questions and hence in answering the questions. 

 

Sample size 

 Sample size refers to the number of respondents be selected from the population to constitute 

sample has been taken for the study considering the despondence constituents. The researcher has 

taken the sample for his research is 100. 

 

Review of Literature 

 Marketing is the process associated with promotion for sale goods or services. It is considered a 

―social and managerial process by which individuals and groups obtain what they need and want 

through creating and exchanging products and values with others.‖ It is an integrated process 

through which companies create value for customers and build strong customer relationships in 

order to capture value from customers in return. 

 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 conclude that marketing management is 

one of the major components of business management. The evolution of marketing was caused due 

to mature markets and overcapacities in the last decades. Companies then shifted the focus from 

production to the customer in order to stay profitable. 

 The term marketing concept holds that achieving organizational goals depends on knowing the 

needs and wants of target markets and delivering the desired satisfactions. It 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. 
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Findings 

 The analysis is based on the primary data collection from respondents of various factors of 

consumer‘s preference on arokya milk in uthangarai town. 

1. According to the survey the 60% of respondents are male. 

2. Majority of the respondents are below 35 years old.  

3. Majority of the respondents 44% of the employees are purchasing the brand.  

4. Majority of the respondents 50% of purchasing the brand is small family.  

5. Most of the respondents 64% of the income level is below 10000. 

6. Majority of the respondents 64% of them told they are using below 5 years.  

7. Most of the respondents 48% are graduate. 

8. Most of the respondents 52% of them know through the media.  

9. Most of 80% of respondents saw add.  

10. Most of the respondents 52% of their satisfaction level is high. 

11. Most of the respondents 66% told they buy for quality. 

12. Majority of the 40% of the respondents feel about the price is moderate. 

13. Majority of the respondents 56% of them told the quality is high. 

14. Most of 44% of the respondents motivated by family members. 

15. Majority 54% of them told to others to purchase the brand.  

16. Majority of the respondents 70% of them satisfied about the brand. 

 

Suggestions 

 Majority of the respondents common that to increase the advertisement. 

 Majority of the respondents to reduce the price. 

 Some of the people suggest high service expenses to be reduced. 

 Some of the respondents suggest improve the quality. 

 Majority of the respondents suggested that change to be made in package design. 

 According to the survey the research feels that improvement may be made in package & price 

reduction. 

 

Conclusion 

 To succeed in marketing, any firm should understand the complex BEHAVIOUR of the 

consumers. 

 To understand the consumers and the complex BEHAVIOUR , information should be gathered 

in a scientific way. The information should take the following factors into account needs, wants, 

and value of the customers. 

 A study on the consumers of arokya milk help to know the reasons for purchingaarokya milk, 

delicious making of the respondents. This study proves that ―A Good Understanding of 

Behaviour of the Consumer Leads to Success‖ 
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Abstract 

 The Literature on Emotion Intelligence (EI) suggests that EI has greater influence on the level of job satisfaction at 

workplace which accounts for success of an individual. There is little evidence to support the above argument but still we 
don’t have solid empirical evidence especially in the education sector. The present study aims to make an attempt to fill the 

gap by examining the role and effect of emotional intelligence on job satisfaction .The study test the relationship between 
emotional intelligence and job satisfaction on the basis of the data collected from the teaching faculties of engineering colleges 

in Vellore dist. Tamil Nadu. 

Keywords: Emotional Intelligence, Job Satisfaction, Teachers, Engineering College. 

 

Introduction 

 Education is the process which contributes the holistic development of students. Teachers play a 

vital role in the educational process in making students a better individual. The performance and 

behavior of the students is largely depends on the behavior of the teachers. According to Santibanez 

(2006) the quality of the teachers has the greatest impact on the performance levels of students. It is 

believed that high EI is important for academicians as it reflects high social skills which help them 

in their interactions with students. Consequently, they succeed, develop and progress in their 

institutions. Nevertheless, the research in this area is still in the infancy stage (Arani, 2011). and job 

satisfaction will be high. A sophisticated longitudinal study by De Jonge, et al., (2001) has tested 

other ways of explaining the observed relationship between job characteristics and outcomes such as 

critical psychological states. One alternate hypothesis the study has controlled is known as reverse 

causality. This suggests that the way we perceive the characteristics of the job is initially determined 

by our psychological state and not the other way around. So it is the negative mood which causes 

the perception of reduced skill variety, autonomy, and other job characteristics. Thus it is evident 

that job satisfaction is positively related to the perception and attitude of the individual. 

 A study on job satisfaction by Vila, et al., (2005) concluded that the workers‘ perceptions of the 

match between education and employment are relevant as determinants of job satisfaction 

irrespective of workers‘ education level. They said that only limited support can be found for the 

argument that job matching explains higher job satisfaction. In addition, they have found that 

stylizing graduates as a peer group, who form satisfaction levels based on their rankings relative to 

each other, which raises peer group status and increases the job offer rate, was found to be 

systematically related to job satisfaction. The results broadly support the hypothesis that job 

satisfaction is neutral across graduates of different educational qualifications. Proponents of EI 

argue that both leader and subordinate EI should have positive impact on job outcomes such as 

performance and satisfaction (Goleman, 1995; Goleman et al., 2002). Research conducted in 

business organizations has provided empirical evidence for these claims (Law et al., 2004; Wong 
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and Law, 2002). Although education researchers also argue that school leader and teacher EI will 

have positive impact on school operations and teachers‘ job outcomes (Bloom, 2004; Elias et al., 

2003; Marlow and Inman, 2002), there is relatively little empirical evidence supporting this claim. 

 

Literature Review 

Emotional Intelligence 

 Originally, the earliest proponents of this construct, Salovey and Mayer (1990: 189) referred to 

‗emotional intelligence‘ as the ability to deal with emotions. They defined EI as ‗the ability to 

monitor one‘s own and others‘ feelings and emotions, to discriminate among them and to use this 

information to guide one‘s thinking and actions‘. Unfortunately, despite this early ability-based 

definition, there has been confusion regarding the exact meaning of this construct (Mayer and 

Salovey, 1997). As Mayer, Caruso and Salovey (2000a: 268) commented, some of ‗these alternative 

conceptions of emotional intelligence include not only emotion and intelligence per se, but also 

motivation, non-ability dispositions and traits, and global personal and social functioning‘. The Bar-

On EQ i (Bar-On, 1997) is a well-known EI scale that belongs to this category. 

 Fortunately in recent years researchers appear to build a consensus that EI should be an 

individual‘s ability to deal with emotions and its domain should include the following four 

dimensions (Mayer et al., 2000a; Law et al., 2004; Wong et al., 2004): 

1. Appraisal and expression of emotion in the self: this relates to individuals‘ ability to understand 

their deep emotions and to be able to express them naturally. 

2. Appraisal and recognition of emotion in others: this relates to individuals‘ ability to perceive 

and understand the emotions of people around them. 

3. Regulation of emotion in the self: this relates to the ability to keep behaviors under control 

when experiencing extreme moods. 

4. Use of emotion to facilitate performance: this relates to the ability to use emotions and to direct 

them toward constructive activities and personal performance. 

5. Based on this ability-based definition, new EI measures with acceptable reliability and validity 

have been developed based on Western (Mayer et al., 2000a, 2000b) and Chinese (Law et al., 

2004; Wong and Law, 2002; Wong et al., 2007) samples. 

 

Job Satisfaction 

 Job satisfaction has been defined in various complimentary ways. According to Spector (1985, 

p. 693) job satisfaction is ― employee attitudes, including pay, promotion, supervision, fringe 

benefits, contingent rewards, operating procedures, coworkers, nature of work, and 

communication‖. For the purposes of the current study, job satisfaction will be considered as the 

definition by Spector. According to Bavendam Research Incorporated (2000), job opportunities, 

stress, leadership, work standards, fair rewards, and adequate authority were contributing factors to 

teacher job satisfaction. 

 Furthermore, Arani (2003) carried out a comparative study of secondary school teachers‘ job 

satisfaction in relation to their value orientation and school organizational climate in Iran and 

India. Of the variables selected for the study, teachers job satisfaction is dependent variable and 

teachers value orientation, school organizational climate, gender, age, subject of teaching, teaching 

experience, salary and type of school are independent variables. Findings of the study revealed that 
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there is significant difference between government and private school teachers in their job 

satisfaction in both the countries. The study found that the most important values for Iranian 

teachers are health, knowledge, and family prestige and for Indian teachers are religion, democracy, 

and knowledge. Employees with high EI are more likely to have higher levels of job satisfaction 

because they are more adept at appraising and regulating their own emotions than are employees 

with low EI. For example, employees with high EI may be better at identifying feelings of 

frustration and stress, and subsequently, regulating those emotions to reduce stress. 

 Employees with high EI are more resilient because they are able to understand the causes of 

stress and develop strategies and perseverance to deal with the negative consequences of stress 

(Cooper & Sawaf, 1997). Conversely, employees with low EI are likely to be less aware of their 

emotions and possess fewer abilities to cope with their emotions when faced with difficult 

situations, thereby, exacerbating their level of stress and decreasing their level of job satisfaction. 

 

Hypothesis 

H1: Faculty‘s Emotional Intelligence associate positively with Job satisfaction 

 

Objectives of the Study 

1. To study the socio-demographic profile of the respondents. 

2. To study the level of Emotional Intelligence among engineering faculties. 

3. To measure the relationship of Emotional Intelligence and Job Satisfaction of engineering 

faculties. 

 

Scope of the Study 

 The present study suggests that Emotional Intelligence in particular play a significant role in the 

success of faculties at workplace. The study helps the faculties to understand the level of Emotional 

Intelligence and also suggest them to improve the skills of Emotional Intelligence. The study also 

brings out the relationship among Emotional Intelligence and Job Satisfaction which result in 

overall performance of the faculties. 

 

Research Methodology 

 The descriptive research design has been used for this study. The researcher used both primary 

and secondary data for the study. The sample size of the study was 186 respondents (i.e. faculties 

working in Engineering College‘s affiliated to Anna university Vellore dist.).Wong and laws (2002) 

scales was used to measuring Emotional Intelligence (EI) of faculty members. Job satisfaction was 

measured with three items from the Michigan organizational Assessment questionnaire (seashore 

etal, 1982). The study makes use of a structured questionnaire and five point likert scale for 

measuring the respondents Emotional Intelligence and Job Satisfaction. Sampling method used in 

this study was Probability sampling and sampling technique was simple random sampling. In order 

to analyze the data and test the hypotheses besides descriptive statistics the following statistical 

techniques were applied. The tools selected for the analysis were Percentage Analysis, Multiple 

Regressions and Coefficient of Correlation. 
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Wong and laws (2002) scales was used to for measuring Emotional Intelligence (EI) of faculty 

members. Job satisfaction was measured with three items from the Michigan organizational 

Assessment questionnaire (seashore etal, 1982). 

  

Data analysis and interpretation 

 Table showing gender of the respondents 

Inference 

 From the above table it is inferred that 

57.5% of the respondents are Male and 

42.5% are Female. 

 

Chart Showing Gender of the Respondents 

 

 

  Table Showing Age of the Respondents 

Inference 

 From the above table it is 

inferred that age of the 

respondents 37.1% of the 

respondents are 25to30years 

and39.2%Are the respondents 

30 t035years and16.1%are the 

respondents are 35to40years and 

7.0% of the Respondents are 40to45years and.5%of the respondents is 45to50years 

 

Chart Showing Age of the Respondents 

 

 

Gender No of the Respondents % 

Male  107 57.5% 

Female  79 42.5% 

Total 186 100% 

No of Years No of the Respondents % 

25-30 Years 69 37.1% 

30-35 Years 73 39.2% 

35-40 Years 30 16.1% 

40-45years 13 7.0% 

45-50years 1 .5% 

Total 186 100.0% 
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Table Showing Qualification of the Respondents 

Inference 

 From the above table inferred that 64.5% are 

the respondents are PG and 23.7% are the 

Respondent are M.Phill and 11.8% are Ph.d. 

 

 

Chart Showing Qualification of the Respondents 

 

 

  Table Showing Designation of the Respondents 

Inference 

 From the above table inferred 

that designation of the respondents, 

76.3% of the faculties are Assistant 

Professors and 19.9% of the 

faculty‘s Associate Professors and 

balance 3.8% of the faculties are Professors. 

 

Chart Showing Designation of the Respondents 

 

 

 

 

 

Qualification No of the Respondents % 

PG 120 64.5% 

M.Phil 44 23.7% 

Ph.D 22 11.8% 

Total 186 100% 

Designation No of Respondents % 

Asst professors 142 76.3% 

Associate professors 37 19.9% 

Professors 7 3.8% 

Total 186 100.0% 
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 Table Showing Salary of the Respondents 

Inference 

 From the above table it is inferred that 

salary of the respondents 5.4% are the 

Respondents to get 10000to15000 salary and 

22.6% are the respondents are to get 

15000to20000 and 50.5% are the respondents to 

get 20000to25000 and 12.9% are The 

respondents to get 25000to30000 and 8.6% are 

the respondents to get above 30000 monthly salary. 

 

Chart Showing Salary of the Respondents 

 

 

Table Showing Experience of the Respondents 

Inference 

 From the table inferred experience of the 

respondents 34.9% are the faculties to get below  

5years experience and 42.5% are to get 5to10 

years of experience and 17.2% are the 

respondents10to15 years of experience and 

5.4% are faculties to get 15to20 years of 

experience. 

 

Chart Showing Experience of the Respondents 

 

 

Salary No of the Respondents % 

10000-15000 10 5.4% 

15000-20000 42 22.6% 

20000-25000 94 50.5% 

25000-30000 24 12.9% 

above30000 16 8.6% 

Total 186 100.0% 

Experience No of the Respondents % 

Below5years 65 34.9% 

5-10years 79 42.5% 

10-15years 32 17.2% 

15-20years 10 5.4% 

Total 186 100.0% 
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Multiple Regressions 

Purpose;  

 The general purpose of regressions is to learn more about the relationship between one 

dependent and more than one independent variable. 

 

Null Hypothesis (H0): 

 There is no significance relationship between Demographic factor and Emotional Intelligence 

 

Alternative Hypothesis (H1): 

 There is significance relationship between Demographic factor and Emotional Intelligence 

This relationship is described in the following formula. 

Y= b0b1+X1+b2+X2+b3X3+b4X4+b5X5+b6X6 

Dependent variable  Y=Over all Emotional Intelligence 

Independent variables are X1=Experience 

 X2=Gender 

 X3=Designation 

 X4=Qualification 

 X5=Age 

  X6= Salary 

 

Model Summary 
 R is the correlation, its value is 0.928 

and R square is degree of determination, 

its value is 0.928 The degree of 

determination shows the extent to which 

Gender, Age, Qualification Salary, and Designation influences the Emotional Intelligence here the 

satisfaction level is determined to an extant of 92% by Gender, Age, Qualification Salary, 

Designation, Experience. 

 

ANOVAa 

 The significant value is less than 0.112 which means dependent variable that is Emotional 

Intelligence level there is no significantly predicted by independent variables Experience, Gender, 

Designation, Qualification, Age, and Salary at 95 % of confidence level. 

   

Coefficient 

Model 
Unstandardized Coefficients Standardized Coefficients 

t Sig. 
B Std. Error Beta 

1 (Constant) 27.144 2.041  13.302 .000 

Gender .430 .907 .035 .474 .636 

Model R R Square 
Adjusted R  

Square 

Std. Error of the  

Estimate 

1 .928a . 961 . 923 332.18068 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 371.717 6 61.953 1.749 .112b 

 Residual 6339.149 179 35.414   

 Total 6710.866 185    

a. Dependent Variable: Emotional Intelligence 

b. Predictors: (Constant), Experience, Gender, Designation, Qualification, Age, Salary 
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Age -1.008 .599 -.155 -1.682 .004 

Qualification 2.101 .908 .244 2.313 .002 

Designation .629 .914 .055 .688 .492 

Salary -1.315 .675 -.209 -1.949 .053 

Experience .614 .725 .087 .847 .398 

a. Dependent Variable: Emotional Intelligence 

 The common regression equation is y=a + bx 

 The effect of Gender, Age, Qualification, Designation, Salary, Experience on emotional 

intelligence is given by the regression equation Emotional Intelligence=27.144+.430(Gender)+.-

1.008(Age)+2.101(Qualification)+. 629(Designation) 

 

Correlation Analysis 

Purpose 

 A Correlation is single number that describes the direction and the degree of Relationship 

between two variables. 

 

Null Hypothesis (H0) 

 There is no significant relationship between Emotional Intelligence and Job Satisfaction.  

 

Alternative Hypothesis (H1) 

 There is a significant relationship between Emotional Intelligence and Job Satisfaction. 

 

Correlation 

 
 

Emotional 

intelligence 
Job satisfaction 

Emotional intelligence Pearson Correlation 1 .545** 

 Sig. (2-tailed)  .000 

 N 186 186 

Job satisfaction Pearson Correlation .545** 1 

 Sig. (2-tailed) .000  

N 186 186 

**. Correlation is significant at the 0.01 level (2-tailed). 
 The correlation between emotional intelligence and job satisfaction is r=0.545 and significant 
value 0.000 that indicates that emotional intelligence and job satisfaction. Are not independent to 
each other. Here the value of r is 0.545 so it is considered to be a Strong correlation. 

 

Limitations of the Study 

 The study is restricted only to 4 private engineering colleges in Vellore district. This study only 

focused on Emotional intelligence EI scores of faculty members, whereas the Emotional intelligence 

EI of HOD / DIRECTORS / PRINCIPALS can also play an important role in Job satisfaction  

(JS) of faculty‘s. 

 

Discussion 

 The above study has proved that the faculties with higher EI have higher job satisfaction, 

supporting the findings of Wong and Law (2002). Hence the findings suggest that the faculties with 

higher level of EI are more adaptable and efficient at identifying and regulating their own emotions 
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and managing others emotions also. Besides supporting previous research, this study makes a new 

contribution to the literature on emotional intelligence, through our findings it has been proved that 

there is a strong relationship between EI and job satisfaction. The correlation between emotional 

intelligence and job satisfaction is r=0.545 and significant value 0.000 that indicates that emotional 

intelligence and job satisfaction are not independent to each other. Here the value of r is 0.545 so it 

is considered to be a Strong correlation. This proves that there is a strong relationship between 

Emotional Intelligence and Job satisfaction.  
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Abstract 
 Mergers & Acquisitions is the sector which is highly elastic in its behaviour with respect to the changes in the 
government policies and political factors. This paper attempts to look into the role played by the Indian Government in 

bringing the major policy reforms which proliferated Mergers and Acquisitions deals in India from the year 2012. 

Keywords: Make in India, Swachh Bharat Abhiyan, GST, Digital India, Policy reforms, Ease of doing business.  

 

Introduction  

 Government policy that promotes economic growth is crucial for creating an M&A-friendly 

environment. The most immediate impact of structural reform is that it can improve investor and 

business confidence, providing a boost to a country‘s M&A. In India, Prime Minister Narendra 

Modi‘s promise to implement comprehensive reforms after his election in May 2014 sparked 

investor optimism, encouraging foreign portfolio inflows.  

There has been a number of policy reforms undertaken after 2014, some of the major things which 

the government achieved are:  

 Make in India Initiative 

 Indirect tax reform- Goods and Services Tax 

 Swachh Bharat Abhiyan (Clean India Campaign) 

 Digital India initiative 

 With political stability continuing, economic reforms on a fast pace and macro-economic 

factors looking positive the M&A activity is expected to rise.  

 

 

Fig. 1 Trends in M&A deals 

Source: Earnest & Young, Transactions 2017, (Pandya, V. U., 2017) 
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Bloomberg data shows that M&A deal values in India increased by 53.3% to 77.6 billion in 2017. In 

recent years, the mergers and acquisitions sector in India has looked strong and consistent which 

can be observed from the above trends. 

 

Implications of the Major policy reforms in India 

Make in India and its Implications 

 Make in India Initiative was launched globally in September, 2014 as a part of the Government 

of India‘s renewed focus on invigorating the country‘s manufacturing sector. The Make in India 

initiative has made a tremendous impact on the investment climate of the country. Some of the 

major regulatory changes under Make in India initiative are as follows: 

 

Ease of Doing Business 

 Improved business processes and procedures open up new avenues of opportunities and create 

confidence among entrepreneurs as a result of which ―India jumps doing business rankings with 

sustained reforms‖ reports World Bank‘s Doing Business on October, 2017 

The following are the New processes and procedures adopted by India: 

 Incorporation of a company reduced to 1 day instead of 10 days 

 Power connection provided within a mandated time frame of 15 days instead of 180 days 

 No. of documents for exports and imports reduced from 11 to 3 

 Validity of industrial license extended to 7 years from 3 years 

 Bankruptcy Code 2015 – New bankruptcy law, providing for simple and time-bound insolvency 

process to be operational by 2017 

 Goods and Services Tax – Single tax framework by April, 2017 

 Permanent Residency Status for foreign investors for 10 years 

 

 

Fig. 2 Ease of Doing Business Rankings trend 

Source: Justin Sandefur and Divynshi Wadhwa, The Print, 6 Feb 2018 

 

FDI Reforms 

FDI stimulates country‘s economic development and creates more conducive environment for the 

industry to grow.  

 Defence: Up to 49% under automatic route and above 49% through Government route 
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 Civil Aviation: 100% FDI under automatic route in Greenfield Projects and 74% FDI in 

Brownfield Projects under automatic route beyond 74% for Brownfield Projects is under 

government route. 

 Broadcasting: New sectoral caps and entry routes are as under:  

 Broadcasting Carriage Services & down-linking of news channels: 100% FDI 

 Cable Networks: 100% FDI and in News channels: 49% FDI 

 Banking: FDI up to 74% with 49% under automatic route rest through government route 

 Railways: 100% FDI under automatic route permitted in construction, operation and 

maintenance of Rail Infrastructure projects 

 Construction: 100% FDI through automatic route and Removal of minimum floor area & 

minimum capital requirement 

 Pharmaceuticals: The extant FDI policy on pharmaceutical sector provides for 100% FDI 

under automatic route in Greenfield pharma and FDI up to 74% under automatic route and 

100% under government approval in Brownfield pharma. 

 Plantation: Certain plantation activities namely; coffee, rubber, cardamom, palm oil tree and 

olive oil tree plantations has opened for 100% foreign investment under automatic route. 

 Telecom: FDI up to 100% with 49% under automatic route 

 Insurance & Pension: FDI Policy has been reviewed to increase the sectoral cap of foreign 

investment from 26% to 49% with foreign investment up to 26% to be under automatic route. 

 Medical Devices: 100% FDI under automatic route for manufacturing of medical devices has 

been permitted. 

 E-Commerce: 100% FDI in B2B e-commerce, Single brand retail trading entity permitted for 

B2C e-commerce and e-commerce food retailing 

 Retail: 100% FDI and 49% under automatic route is allowed. In case of ‗state-of-art‘ and 

‗cutting-edge technology‘ sourcing norms can be relaxed subject to Government 

approval.(Make in India.com) 

 

GST and its Implications 

 GST stands for ―Goods and Services Tax‖ implemented by the Government of India since 

1stApril, 2017. Its introduction by the Constitution (One hundred and First Amendments) Act, 2016 

was considered to be one of the most crucial steps in the field of indirect tax reform structure of 

India. The introduction of the Goods and Services Tax is a very noteworthy step in the field of 

indirect tax reforms in India (Pallavi Kapila, Jan 2018). By merging a large number of Central and 

State taxes into a single tax, GST is expected to significantly ease double taxation and make 

taxation overall easy for the industries. For the end customer, the most beneficial will be in terms of 

reduction in the overall tax burden on goods and services. GST will make Indian products 

competitive in the domestic and international markets and because of its transparent character, will 

be easier to administer also. 

 Thus, Finance Minister, Arun Jaitley at GST launch event in the Parliament rightly said that 

―Inflation will come down, tax avoidance will be difficult, India‘s GDP will be benefitted and extra 

resources will be used for welfare of poor and weaker sections‖.  
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Implications of Swachh Bharat Abhiyan (Clean India Campaign) 

 It is a national campaign by the Government of India, covering more than 4,000 cities and 

towns, to clean the streets, roads and infrastructure of the country. The Mission, aims to eradicate 

open defecation by 2019 in India, (restructuring the existing Nirmal Bharat Abhiyan) by 2nd 

October, 2019, the 150th birth anniversary of Mahatma Gandhi. The mission aims at 

constructing 12 crore toilets in rural India, at a projected cost of Rs. 1.96 lakh crore (US$29 billion). 

The campaign was officially launched on 2nd October, 2014. (Prof. M. Guruprasad) 

Importance of Swachh Bharat Abhiyan:  

 Cleanliness → better health, better health of citizens leads → healthy society → Better HDI 

 To Improve the Travel and Tourism sector 

 The hygiene and the better infrastructure attracts more investments. 

 

Implications of Digital India Initiatives 

 Digital India, considered to be one of the most important initiatives, The Government plans to 

spend close to USD 18 billion on program and aims to connect nearly 250,000 villages through 

Internet by the year 2019. It is also aimed at providing electronic governance as well as connectivity 

in terms of telephony throughout the country. It also aims at promoting digital literacy as well as 

increasing the capability of electronic manufacturing in the country. 

 Axis Bank acquired Free Charge, a mobile transactions platform owned by Snapdeal for INR 

385 crores. Similarly, Flipkart acquired a mobile payment company PhonePe for an undisclosed 

amount to integrate it with its mobile app. Flipkart is also raising further funding for PhonePe to 

compete with Paytm in the mobile wallet sector. 

 The past year also saw consolidation between e-commerce companies and those that provide 

payment gateways, with Infibeam Incorporation Limited acquiring digital payment player 

CCAvenue in 2017.(YashojitMitra, 2018).  

 A digitally connected India can help in improving social and economic condition of people 

through development of non-agricultural economic activities apart from providing access to 

education, health and financial services. 

Here is how the Digital India programme has changed the face of entrepreneurship in India 

 Boosted Connectivity between Established Businesses and New Entrepreneurs 

 Facilitated Global Reach of the Indian Companies 

 Ease of Establishing a Company 

 Building up of an Organised Market and Healthy Start-Up Ecosystem 

 Empowered the Youth to Become "Job-Giver" 

 Ease in Execution of the Ideas (with the help of incubation centres) 

 

Conclusion 

 India being the world's largest democracy embarks on a series of dramatic policy reforms 

expecting to transform the entire culture of doing business has been to an extent successful with 

Make in India, GST, FDI reforms, Swachh Bharath, Digital India initiative in promoting the 

business activity and inbound investments which provided a push to India in the global scenario in 

Ease of doing business with which it attracted many foreign investments into India resulting in 

https://corporate.cyrilamarchandblogs.com/author/yashojitmitra/
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more M & A deals. The robust M&A momentum is expected to continue through 2018, owing to 

continued positive macroeconomic outlook for the country, a sustained focus on reforms by the 

Government amid optimistic investor sentiment. 
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 Introduction 

 People outline candidate expertise in some ways in which. In short, it‘s the collective results of 

all engagements and interactions that organization have with candidates throughout the selling and 

hiring technique. Several of these interactions are technology-driven – like your career site, job 

postings, and social media interactions and additionally form – whereas completely different 

interactions, like interviews, are plenty of private. It‘s found that thirty third of candidates with a 

negative expertise meant to share the news to public via social media and forty 1st of candidates 

WHO had a poor overall expertise meant to need their loyalty elsewhere. On the positive facet, the 

report found that of the candidates WHO had a positive candidate expertise increase their 

relationship with a brands and networks by 62, refer someone among the longer term by 78 and 68 

of them apply all over again. 

 Much of the strain in recruiting is justly placed on finding the most effective candidates. 

Considerably less thought is given to what it‘s like applying for employment at an organization. 

This disconnect is talked relating to in recruiting circles as ―candidate experience‖. 

 Creating a positive candidate and new-hire experience has become a significant a section of 

attracting and holding high performers. Generally, the upper the expertise, the extra probably a 

corporation can attract the foremost effective rent as a result of high talent demands a compelling 

expertise within the work and among the hiring technique. 

 Human resource leaders are aware of the challenges they have in providing a positive expertise 

for potential employees. In line with LinkedIn‘s company Recruiting Trends 2017 report, half-hour 

say if budgets were unlimited, they may invest further in up the candidate expertise. Over 0.5 say 

they may pay further on leader stigmatization, recognising the impact it's on the pliability to 

accumulate quality talent. 

 

Review of Literature 

 According to Costello (2006) recruitment was described as the set of activities and processes 

used to legally obtain a sufficient no of qualified people at the right place and time so that the people 

and the organization can select each one in their own best short and long-term interests. 

 Jovanovic (2004) said recruitment is a process of attracting a pool of high quality applicants so 

as to select the best among them. For this reason, prime acting corporations devoted significant 

resources and energy to making prime quality choice systems. owing to the very fact that 

organizations area unit perpetually fortified by data technology to be additional competitive, it's 
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natural to conjointly take into account utilizing this technology to re-organize the normal 

accomplishment and choice method through correct call techniques, therewith each the 

effectiveness and also the potency of the processes are often inflated and also the quality of the 

accomplishment and choice call improved. 

 Odiorne (1984) indicated that the standard of latest recruits depends upon AN organization's 

accomplishment apply, which the relative effectiveness of the choice section is inherently dependent 

upon the calibre of candidates attracted. 

 

Research Methodology 

 This research study aims to assess the candidate experience about recruitment process and on- 

boarding formalities, to understand the specific initiatives that are attracted to potential candidates 

and the factors that influence an employee to pursue job at the company.  

 

Methodology 

 The factors as be categorised into three things such as communication during the selection 

process, hiring process timeline and expectations and on-boarding & new-hire engagement. There 

was two set of structured questionnaires where one set focused the non-selected candidates and the 

other focused on candidates who joined the company. The two factors - communication during the 

selection process and hiring process timeline & expectations is common for both type of candidates. 

The structured questionnaires of 36 questions 

comprising those three factors and 25 questions 

comprising those two factors is prepared and 

collected from the joined and non-selected 

candidates. Data was collected from 127 non-selected 

candidates and 51 hired candidates (New joiners) 

working in the financial IT company. Responses 

were recorded along a five-point Likert scale ranging 

from 1 (strongly agree/strongly effective/Very 

likely/ extremely important) to 5 (strongly disagree/ 

no effective/ Very unlikely/ extremely unimportant) 

for all the items in the questionnaire. 

 

Results and Discussion 
  The objective of the study was to explore the study constructs that contributed to candidate 

experience. The mean and Cronbach alpha are found for the factors that influence the candidate 

experience. A Cronbach alpha value of 0.7 or above for a scale is considered to be reliable. In the 

results, except for two factors all the values were above the 0.7. 

 

Table 1 Mean and Cronbach Alpha value of factors influencing the Candidate Experience 
Reliability 

 Study Constructs Mean SD 
No of 

items 
Cronb ach's Alpha 

Non- 
selected 

Communication during the 
selection process 

2.65 0.69 13 0.8 

 

Fig. 1 Conceptual Framework 
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Hiring process timeline and 

expectations 
2.42 0.73 12 0.855 

Selected 

Communication during the 

selection process 
2.22 0.53 13 0.859 

Hiring process timeline and 

expectations 
2.26 0.34 10 0.803 

On-boarding and new-hire 

engagement 
2.16 0.46 13 0.809 

 The mean values of Communication during the selection process, hiring process timeline and 

expectations & On-boarding and new-hire engagement indicate that the candidates are not fully 

satisfied with the recruitment process. The communication needs higher focus than other factors. 

 

Table 2 ANOVA- Overall for Non-Selected Candidates 

ANOVA- Overall for Non-Selected Candidates 

  
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

Communication during the selection 

process 

Between 

Groups 
2.46 3 0.821 1.75 0.16 

Within 
Groups 

57.65 123 0.46   

Total 60.11 126    

Hiring process timeline 

Between 
Groups 

1.23 3 0.41 0.74 0.52 

Within 
Groups 

67.6 123 0.54   

Total 68.83 126    

 For the experience that candidate had from different recruiters in accordance to 

communication, the significance value is greater than the level of significance (0.05), so there is 

homogeneity across the views of ―communication during the selection process. Since the 

satisfaction level is around 3 on the scale of 1-5 which is on moderate level, the recruiters need to 

concentrate on improving candidate experience on communication during interview process. For 

the experience that candidate had from different recruiters in accordance to hiring process timeline 

and expectations, the significance value is greater than the level of significance (0.05), Since the 

satisfaction level is around 2.5 on the scale of 1-5 which is on moderate level, the recruiters need to 

concentrate on improving candidate experience on hiring process timeline and expectations. 

 

Table 3 ANOVA- Overall for New Hire Candidates 

ANOVA- Overall for New Hires 

  
Sum of Squares df 

Mean 

Square 
F Sig. 

Communication during 
the selection process 

Between Groups 0.34 3 0.11 0.25 0.85 

Within Groups 20.89 47 44   

Total 21.24 50    

Hiring process timeline 
and expectations 

Between Groups 0.14 3 0.04 0.16 0.91 

Within Groups 13.46 47 0.28   

Total 13.6 50    

On- boarding and new- 
hire engagement 

Between Groups 1.071 3 0.35 1.52 0.22 

Within Groups 11.01 47 0.23   

Total 12.08 50    
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 For the experience that candidate had from different recruiters in accordance to communication 

during the selection process, hiring process timeline and expectations, and On-boarding and new-

hire engagement, the significance value is greater than the level of significance (0.05), Since the 

satisfaction level is around 2.5 on the scale of 1-5 which is on moderate level, the recruiters need to 

concentrate on improving candidate experience on all these factors. 

 

Conclusion 

 Candidates and new-hire expertise are important differentiators in attracting high performers. 

Based on the results from this paper, it establishes that the variables have an effect on candidate and 

new-hire experience and those that differentiate between a positive and negative experience to assist 

organizations create higher experiences for job candidates and new- hires. It was found that an 

effective workplace make positive experiences that have an interaction with new- hires and 

candidates and encourage positive perception towards the organisation. 
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Abstract   
 The objective of the study is to design Sales force Competency model for the employees who are starting their career in 

sales in any industry. The sales people when taking their role in the new company are expected to learn many new things 
ranging from the product to the sales cycle to the corporate culture to the business model and more. There’s rarely a 
structured training plan for training the new employees. Reviewing previous articles and case studies of how sales 
organizations develop a Training plan demonstrates that the methodological process starts with the identification of 

competency constructs from literature review, document analysis and interviewing, development of performance metrics to 
identify areas of improvement and design an action plan. 

 

Introduction   

 Competency is the ability to apply or use a set of knowledge, Skills, and abilities required to 

perform ―critical work function‖. A competency framework is a comprehensive structure which 

describes different competencies with its specific set of behavioral indicators and measurement 

criteria. The framework helps the Organization in identifying competencies –desired knowledge, 

skills abilities and behaviors which are relevant to the sales designation.  

A robust competency framework will give the organization a 

competitive edge. Ideally a competency framework a cluster of 8-12 

competencies which can be grouped into cluster of core and generic 

competencies. Core competencies: These refer to what the organization 

has to be good at doing if it is to succeed. Generic Competencies: These 

competencies define shared capabilities required to deliver results they 

are expected to achieve. Conceptual Framework for the study: The 

conceptual framework is depicted in Fig.1 

 

Research Methodology 

 The research methodology to develop competency framework is given in Fig 2: 

 

Collection and Sources of Data 

 To collect data, relevant information is necessary as regards to the project; as a result using two 

ways data is collected 

 Primary Data 

 Secondary Data 
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Primary Data 

 In this the information is being possessed with first-hand 

information, which is new and fresh. 

 The tools used for primary data collection are :  

 Face-to-face interview 

 Observation 

 

Secondary Data 

 The information that is received with the help of Journals. 

Magazines, or which is already present with the company. 

 References used from Management books. 

 Gathered information through World wide Web 

 Support and knowledge provided by faculty and company 

guide. 

 

Phase I: Initial Phase 

 The main purpose of this phase is to refine the research 

purposes by conducting a preliminary study. Face to face 

Interviews with the Sales person who are new to the industry 

have been carried out to explore the issues and challenges 

related to the current study. This is an initial attempt to explore 

issues in order to strengthen the research background and problem as  well as to support the 

identification of research purposes and targeted sample. From the researchers‘ point of view, this is 

a good platform that provides the opportunity for initial exploration before embarking for further in-

depth actual study. 

 

Phase II: Development Phase  

 In this phase, this study will qualitatively address the topic of core and generic competencies 

required for superior work performance in Sales field with a small sample. This qualitative 

approach, by means of document analysis and interviews with high performers aims at establishing 

the constructs, dimensions and item generation for the instrument. Initial literature exploration will 

be carried out in order to gather data on the main constructs and dimensions in competencies 

required for sales person. 

 

Phase III: Preparation Phase 

 After the constructs and dimensions of Sales competencies have been identified the researcher 

will measure the sales related competencies according to each constructs and dimensions. 

Competency framework model outlines four steps in developing a validate questionnaire, and 

adapted by the researcher to address specific Objectives of the current research, which are: 

 Step 1: (development) - Identification and clarification of research purposes, hypothesis, 

sampling procedure and methodological considerations 

 Step 2: (conceptualization) – Identifying constructs and generate lists of statements for each of 

the constructs 

 

Fig. 2 
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 Step 3: (format and data analysis)- writing statements and designing the questionnaire layout, 

selecting an appropriate scale of measurement and proposed data analysis techniques that will be 

able to answer each research questions. 

 Step 4: (establishing validity): competencies questionnaire will be constructed to measure the 

level of sales competence. 

 

Phase IV: Implementation Phase 
 There will be two stages in this phase: the pilot study and the actual study. The validated 

instrument (Questionnaire) will be administered for a pilot study. The purpose of this pilot study is 

to test the reliability of the instrument. After the construct validity is achieved, the actual study will 

be conducted. 
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Abstract 
 Human Life involved with lot of risk. Man always striving hard to reduce risk. As part of it, people are purchasing life 
insurance policies so that secure their families against uncertain events. Insurance is the primary risk management device 

that protect against risks, hazards or dangers to life and property. Life Insurance Corporation of India is one among the 
successful public sector organization in India with 78% market share in life insurance sector. With the opening up of the 
insurance sector, a number of private players entered into the market. The new players with their focused approach and need 
based selling captured significant chunk of the insurance market. With this background a survey was conducted among 85 
policy holder perception towards LIC in Tirupattur town. Majority of the policyholders is influenced by self-followed by 

agents while taking an insurance policy from LIC. In this study analyze the data from SPSS tools. 
 

Introduction 
 Insurance is one of the few businesses which affect all walks of life. Insurance industry occupies 

a prominent place among the various financial services that operate in the world. Because of 

growing complexity of life, trade and commerce, individuals as well as business firms are turning to 

insurance to manage various risks. Insurance can be defined as ―a legal contract between two parties 

whereby one party called the insurer undertakes to pay a fixed amount of money on the happening 

of a particular event, which may be certain or uncertain‖. The other party called the insured pays in 

exchange a fixed sum known as premium. The insurer and the insured are also known as assurer, or 

underwriter, and assured, respectively. The document, which embodies the contract, is called the 

policy. Insurance is a mechanism which provides financial protection against a loss arising out of an 

uncertain event. A person can avail this protection by paying premium to an insurance company. 

Every individual in this world is subject to unforeseen and uncalled for hazards or dangers, which 

may make him and his family vulnerable. Thus Insurance helps a person not only to survive at this 

point of time but also to recover his loss and continue his life normally, which would otherwise be 

absurd. 

 

Objectives of the Study 

 To Study the Policyholder‘s Perception towards Life Insurance Corporation. 

 To know the level of awareness to the Life insurance Corporation. 

 To identify the Factors influencing the selection of Insurance corporation. 

 To Measure the level of policyholders satisfaction about life insurance corporation. 
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Review of Literature 
 Dr.P.Sheela and G.Arti (2012) stressed that the insurance companies have to understand the 

changing needs of customers. They have to develop viable and cost-effective distribution channels, 

build consumer awareness and confidence which will together contribute in further strengthening 

the insurance business in India. The study revealed that though majority of the respondents are 

aware of life insurance and its significance, only 41.7% of them have opted for insurance coverage. 

The study indicated that saving element was the main element that made them to purchase life 

insurance policies. Walter and Thomas in their book (2012)- ―safeguarding life insurance proceeds‖ 

discussed the important aspects to be kept in mind by an insurance company to safeguard the 

money collected from insuring public. The authors adopted the policyholder‘s point of view while 

suggesting ways to safeguard the life insurance business. Shobha (2014)evinced that the life 

insurance industry in India is one of the hard-core parts of the service sector. It not only provides 

safety against risk for individuals, but also creates the savings and investment habits among the 

individuals. The life insurance sector by its nature attracts long-term funds, which are invested in 

productive heads of the development of the Indian economy. Inspite of its greater importance, the 

awareness and penetration of life insurance isvery low. After opening up of the insurance sector to 

the private players, the GDP from life insurance and its penetration have increased, which reveal 

that the insurable population is more and there would be more opportunities for any new entrant.  

 

Research Methodology 

 The research design is the arrangement of conditions for collection and analysis of data in a 

manner that aims to combine relevance to the research purpose with economy in procedure. The 

type of research used in this study is descriptive in nature. In this study 85 policy holders were taken 

as samples from LIC in Tirupattur town, Vellore Dt, TamilNadu. Sources of data is used both 

Primary Data and Secondary Data. Statistical Tools used is Correlation, Regression and One way 

Anova. 

 

Statistical Analysis 

Table Showing Difference between Gender and Schemes 

One-way Anova 

 Sum of Squares df Mean Square F Sig. 

Between Groups .604 3 .201 .935 .428 

Within Groups 17.443 81 .215   

Total 18.047 84    

H0 : There is no significant difference between Gender and Scheme of LIC 

 From the above table it is inferred that there is no significance 0.428 greater than p value 0.05 it 

means alternative hypothesis is accepted. It shows that there is no significant difference between 

Gender and Mode of Scheme of LIC. 
 

Table Showing Difference between Income and Tax Reduction 

  Income Tax reduction 

Income 

Pearson Correlation 1 .142 

Sig. (2-tailed)  .194 

N 85 85 
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Tax reduction 

Pearson Correlation .142 1 

Sig. (2-tailed) .194  

N 85 85 

Ho: There is no significant difference between income and Tax reduction 

 Above table shows insignificant correlation exist between income and tax reduction at 5% level 

of significance. Hence, Ho is accepted. 
 

Table Showing Difference between Age and Retirement Benefits 

Correlations 

  Age Retirement Benefits 

Age 

Pearson Correlation 1 .001 

Sig. (2-tailed)  .993 

N 85 85 

Retirement benefits 

Pearson Correlation .001 1 

Sig. (2-tailed) .993  

N 85 85 

 Ho: There is no significance difference between the age and retirement benefits. 

 Above table shows significant positive correlation exists between the age and retirement benefits 

at 5% level of significance. Hence Ho is rejected. 
 

Hypothesis 

 Ho1: Policy taken by individual is positively related to risk coverage 

 Ho2: Policy taken by individual is positively related to tax reduction 

 Ho3: Policy taken by individual is positively related to medical benefits. 

 Ho4: Policy taken by individual is positively related to Children education benefits. 

 Ho5: Policy taken by individual is positively related to retirement benefits. 

 

Table Showing Difference between Marital Status and Objective for Savings 

Model Summary 

Model R R Square Adjusted R Square 
Std. Error of the 

Estimate 

1 .294a .087 .029 .457 

a. Predictors: (Constant), Retirement benefits, Tax reduction, Risk coverage, Children education, Medical benefits 

ANOVA 

Model 
Sum of 

Squares 
df Mean Square F Sig. 

1 

Regression 1.563 5 .313 1.498 .200a 

Residual 16.484 79 .209   

Total 18.047 84    

a. Predictors: (Constant), Retirement benefits, Tax reduction, Risk coverage, Children education, Medical benefits 
 

Coefficients 

Model 

Unstandardized  

Coefficients 

Standardized 

Coefficients t Sig. 

95 % Confidence 

Interval for B 

B Std. Error Beta Lower Bound Upper Bound 

1 (Constant) .783 .262  2.990 .004 .262 1.304 
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Risk coverage .053 .075 .091 .708 .481 -.097 .204 

Tax reduction .010 .075 .018 .139 .890 -.140 .161 

Medical benefits .135 .087 .232 1.557 .124 -.038 .308 

Children education .096 .067 .163 1.437 .155 -.037 .229 

Retirement benefits -.013 .073 -.021 -.185 .854 -.158 .132 

a. Dependent Variable: Marital Status       

 It is observed from the output, the regression models F value is 1.498 and its significant at 5% 

level. The regression model co-efficient of determination (R2) is and adjusted0.087 is a risk coverage 

is not a significant factor is determining the Martial status. Tax reduction is not a significant factor 

is determining the Martial status. Medical benefits is not a significant factor is determining the 

Martial status. Children education is not a significant factor is determining the Martial status. 

Retirement benefits is not a significant factor is determining the Martial status. Hence the calculated 

value is line between -1 to +1. Hence Ho is rejected. 

 

Conclusion 

 Insurance is a tool which is used to safeguard against uncertain events that may occur in the 

future. LIC of india is one successful public sector even with the stiff competition in the market 

place, it is evident from the study that products offered by the LIC are creative, innovative and of 

the liking of the customers, moreover they are satisfied by the true knowledge provided by the 

agents and they are easily accessible, Flexible payment schemes with no hidden cost, there is no 

delay in claims settlement, customers are highly satisfied by the grievance redressal mechanism and 

customer relationship management, which shows the great faith and positive perception of the 

customers towards LIC of India. This study has analyzed the data collected from the policy holders 

and has brought out the expectations of the policy holders and their preferences. It has also offered 

suggestions that can be implemented for the benefit of the common public. 
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Abstract 
 Goods and Service tax ( GST) is termed as biggest ever change tax structure reform in India. The main purpose of GST 
is to remove many indirect taxes and replace all the taxes bringing it under a single umbrella. It is expected to reduce tax 

evasion and provide more money to backward states which in turn to improve the economy of the country. The present paper 
aims to study the perception of grocery shop owner’s after implementation of GST. The present paper will also be an eye 
opener to bring out the perception of the food retail sector where GST has a greater impact on common man. 

Keywords: GST, GST in India, Grocery Store, GST Perception, GST Impact. 
 

Introduction 

 The food retail industry in India has traditionally been highly fragmented and is often described 

as being ―unorganized‖ or part of the ―unorganized‖ sector. Grocery stores are also called as India‘s 

food retail sectors. A grocery store or grocer's shop is a retail shop that primarily sells food. A grocer 

is a bulk seller of food. Grocery stores offer non-perishable foods that are packaged in bottles, boxes, 

and cans; some also have bakeries, butchers. There are an estimated 12-15 million outlets, including 

push carts, wet market and kirana stores, selling food and related items. The retail food sector is 

dominated by small (50-200 square foot) kirana stores which are well-distributed throughout urban 

and rural areas. These outlets provide employment for millions of Indian workers whose interests 

are represented by several trade groups.  

 

India is the Rising Food and Grocery Retail Sector 

 India is the world‘s second-largest producer of fruits and vegetables and sixth-largest food and 

grocery market globally, with the retail sector contributing 70% of the sales. Food has also been one 

of the largest segments in India‘s retail sector and is, according to the Union Minister for Food 

Processing Industries, expected to reach $895 billion by 2020. In 2016, the market size of the food 

and grocery sector was 30,25,218 crores (or $472.7 billion), with the organized share accounting for 

2.4%. (Source: India Retail Report 2017-18; Images Group). The Indian food and grocery segment 
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is attracting investments from leading global players keen on opportunities in global-standard food 

services and retail technology. While India‘s retail story has unfolded slowly over the decades, the 

pace of change has now accelerated to such an extent that retail houses need to constantly innovate 

to remain relevant to consumers. By 2020, the market is expected to reach the size 52,91,125 crores 

(or $826.7 billion) and is growing at 15% per annum (Source: India Retail Report 2017-18, Images 

Group) 

 

Overview of GST 

 GST stands for goods and services tax which is a considered as all the existing indirect taxes 

levied by center and state respectively. The aim of GST is to eliminate all the barriers and free flow 

of goods and services with easy availability of input tax credit. GST or Goods and service tax is 

applicable on supply of goods and services. It will replace the current taxes of excise, VAT and 

service tax. GST will be paid by all manufactures and sellers. It will also be paid by various service 

providers etc. However being an indirect tax, GST will be ultimately borne by the end consumer, 

just like in the current process. GST in India was introduced by Vajpayee government in 2000 and 

the constitutional amendment for the same was passed by the Loksabha on 6th May 2015. The 

purpose of GST implementation is expected to create a transparent and uniform rate in which the 

price levels will come down and it improves government economic conditions. Tax policies play an 

important role on economy. A good tax system should in view issues of income distribution. 

 

Kind of GST Implemented in India   

 India implemented the Canadian model of dual GST i.e.., both the central and state will collect 

GST and there are four types of GST‘s 

 CGST- central goods and service tax collected at central level 

 SGST-state goods and service tax collected at state level 

 IGST-Applicable on interstate sales .It will help in smooth transfer between state and the center 

 UGST- Union Territory Goods and Services Tax 

 

GST Council 

GST Council constituted w.e.f. 12.09.2016 and its decisions are 

 Threshold limit for exemption to be Rs. 20 lac (Rs. 10 lac for special category States)  

 Compounding threshold limit to be Rs. 50 lac – not available to inter-State suppliers, service 

providers (except restaurant service) & specified category of manufacturers  

 Government may convert existing Area based exemption schemes into reimbursement based 

scheme. 

To ensure single interface – all administrative control over 

 90% of taxpayers having turnover below Rs. 1.5 cr. Would vest with State tax administration  

 10% of taxpayers having turnover below of Rs. 1.5 cr. would vest with Central tax 

administration 

 taxpayers having turnover above Rs. 1.5 cr. would be divided equally between Central and State 

tax administration 

Same arrangement would be applicable for IGST Act with few exceptions 

 CGST, UTGST, IGST, SGST & GST Compensation Law approved  
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 Formula for calculating compensation finalized  

 Tax rates  

 Four tax rates namely 5%, 12%, 18% and 28%  

 Some goods and services would be exempt  

 Separate tax rate for precious metals  

 Cess over the peak rate of 28% on specified luxury and sin goods  

 Rules on registration, payment, return, refund, invoice, composition levy, input tax credit, 

transitional provisions and valuation recommended 

 

Review of Literature 

 Dr. SarojPatil( 2017 ) The Goods and Services Tax (GST) is a vast concept that simplifies the 

giant tax structure by supporting and enhancing the economic growth of a country. GST is a 

comprehensive tax levy on manufacturing, sale and consumption of goods and services at a national 

level. The Goods and Services Tax Bill or GST Bill, also referred to as The Constitution (One 

Hundred and Twenty-Second Amendment) Bill, 2014, initiates a Value added Tax to be 

implemented on a national level in India. GST will be an indirect tax at all the stages of production 

to bring about uniformity in the system. On bringing GST into practice, there would be 

amalgamation of Central and State taxes into a single tax payment. It would also enhance the 

position of India in both, domestic as well as international market. At the consumer level, GST 

would reduce the overall tax burden, which is currently estimated at 25-30%. 

 V.Vasudha Singh, K. Sangeetha, ReshmaKhanam (2017)GST is expected to decrease the cost 

of collection of tax revenues of the government and will lead to higher revenue efficiency. It is the 

biggest way to mobilize revenues and reduce the fiscal deficit .GST has been commonly accepted by 

more than 140 countries in the world looking at the magnitude, GST is going to impact all the 

sections of the society from small time businessmen to huge conglomerates and from a developing 

state to developed state in the country. The implementation of GST will give a boost to the growth 

engine pursued by government. 

 Chaurasia et al. (2016) Studied, ―Role of Goods and Services Tax in the growth of Indian 

economy‖ and concluded that in overall GST will be helpful for the development of Indian 

economy and this will also help in improving the Gross Domestic Products of the country more 

than two percent. 

 Sehrawat and Dhanda (2015) studied, ―GST in India: A Key Tax Reform‖ and concluded that 

due to dissilent environment of India economy, it is demand of time to implement GST.  Anushuya 

and Narwal (2014) studied, ―Application of CGE Modals In GST‖ and concluded that both GST & 

CGE are very popular all over the world but GST is a powerful concept in the field of indirect taxes.  

 Pinki et al. (2014) studied, ―Goods and Service Tax- Panacea For Indirect Tax System in India‖ 

and concluded that the new NDA government in India is positive towards implementation of GST 

and it is beneficial for central government, state government and as well as for consumers in long 

run if its implementation is backed by strong IT infrastructure. 

 Kumar (2014) studied, ―Goods and Service Tax - A way forward‖ and concluded that after 

implementation of GST in India many indirect tax system will be finished and there will be only 

one tax i.e. GST which is expected to encourage unbiased tax structure.  
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Need for the Study 

 This study will help us to examine the perception of GST on grocery shop owners after its 

implementation, the study also tried to show the gap between the benefits to the customers which 

has been predicted before implementation of GST and present reality.  

 

Objectives 

 To study the overview of GST 

 To identify the factors which influences store owner‘s perception of GST practices in reality. 
 

Research Methodology 

 The descriptive research design has been used for this study. The researcher used both primary 

and secondary data for the study. The sample size of the study was 110 respondents. The study 

makes use of a structured questionnaire and five point likertscale for measuring the respondents 

perception. The area chosen for the study was Vellore district. Researcher used convenience 

sampling method for the study.  In order to analysis the data the researcher used factor analysis. 

Factor analysis attempts to identify underlying variables, or factors, that explain the pattern of 

correlations within a set of observed variables. Factor analysis is often used in data reduction to 

identify a small number of factors that explain most of the variance observed in a much larger 

number of manifest variables. 

 

Data Analysis and Interpretation 

Factor Analysis  

 Factor analysis can also be used to generate hypotheses regarding causal mechanisms or to 

screen variables for subsequent analysis (for example, to identify collinearity prior to performing a 

linear regression analysis). The study consisted of respondents who were asked to indicate on a five 

point scale, their agreement or disagreement with the set of 16 statements relating to GST. The 

output of the factor analysis is obtained by using principal component analysis and specifying the 

rotation. There are two stages in factor analysis. Stage one being the factor extraction process, 

wherein the objective is to identify how many factors are to be extracted from the data.  

 The Kaiser-Meyer-Olkin (KMO) measure is indicator of how well suited the sample data are for 

factor analysis. It is the ratio of the sum of the squared correlations for all variables in the analysis to 

the squared correlations of all variables plus the sum of the squared partial correlations for all 

variables. The denominator of this ratio increases with variation that is unique to pairs of variables 

(partial correlations), making the value of KMO less than one. Small values of KMO indicate that 

factor analysis may not be appropriate for the data. Kaiser (1974) suggests that values of .9 or higher 

are great and values below.5 are unacceptable.  

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .633 

Bartlett's Test of Sphericity 

Approx. Chi-Square 495.682 

Df 120 

Sig. .000 

 Bartlett‘s test of Sphericity evaluates the null hypothesis that the correlation matrix is an identity 

matrix (all the values in the diagonal are 1 and all the off-diagonal values (correlations) are zero), 
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which would indicate no relationships among the variables, and thus no basis on which to proceed 

with factor analysis. A significant test result allows us to reject this hypothesis. 

 The table shows the communality values. Communality can be defined as the proportion of 

variance in any one of the original variables, which is captured by the extracted factors. The history 

of the derived components is outlined in the Total Variance Explained table. Note that the first 

component accounts for the most variance (25.88 %), the second accounts for the second greatest 

amount (21.61 %), and so on.  

Communalities 

 Initial Extraction 

q6.1 1.000 .824 

q6.2 1.000 .810 

q6.3 1.000 .421 

q6.4 1.000 .571 

q6.5 1.000 .613 

q6.6 1.000 .700 

q6.7 1.000 .643 

q6.8 1.000 .638 

q6.9 1.000 .595 

q6.10 1.000 .599 

q6.11 1.000 .355 

q6.12 1.000 .614 

q6.13 1.000 .719 

q6.14 1.000 .562 

q6.15 1.000 .533 

q6.16 1.000 .435 

Extraction Method: Principal Component Analysis 

 Five components are extracted because Eigen values greater than 1. Together they account for 

approximately 60 % of the variance.  
 

Total Variance Explained 

Component 
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 3.348 20.926 20.926 3.348 20.926 20.926 

2 2.356 14.725 35.651 2.356 14.725 35.651 

3 1.608 10.051 45.702 1.608 10.051 45.702 

4 1.243 7.768 53.470 1.243 7.768 53.470 

5 1.076 6.726 60.196 1.076 6.726 60.196 

6 .974 6.085 66.280    

7 .884 5.528 71.808    

8 .820 5.125 76.934    

9 .722 4.512 81.445    

10 .700 4.376 85.821    

11 .621 3.882 89.703    

12 .480 3.001 92.704    

13 .418 2.612 95.317    

14 .378 2.362 97.678    

15 .265 1.654 99.332    

16 .107 .668 100.000    

Extraction Method: Principal Component Analysis. 
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 From the table it can be seen that after two 

factors were extracted and retained, the 

communality is 0.824 for variable 1, 0.810 for 

variable 2 and so on. The history of the derived 

components is outlined in the Table . The first 

rotated factor F1, explaining 20.9 % of total 

variance, reveals strong associations between 

the 7 variables having loadings 0.690, 0.628, 

0.589, 0.667, 0.711, 0.483, 0.447, respectively 

on factor 1. This suggests that factor 1 is a 

combination of these variables. Therefore this 

factor can be interpret ―Transparent‖. Now for 

factor 2 have high loading 0.558, 0.453, 0.669 

respectively. These variables can be clubbed 

into a single factor called ―Corruption Free‖ 

factor.  Factor 3 have high loading 0.554, 0.631, 

0.377, 0.386 respectively. These variables can 

be clubbed into a single factor called 

―Cascading effect‖ factor.  Factor 4 have high loading 0.490respectively. These variables can be 

clubbed into a single factor called ―Sales‖ factor. Factor 5 have high loading 0.740respectively. 

These variables can be clubbed into a single factor called ―Capital‖ factor. 

 

Conclusion 
 Through factor analysis the researcher identified five important factors which gives the 

perception on GST by grocery shop owners namely, factor 1 has Transparency, factor 2 has 

corruption free , factor 3 has removes ‗cascading effect‘, factor 4 has sales and factor 5 has capital.  
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Component Matrixa 

 
Component 

1 2 3 4 5 

q6.1 0.690     

q6.2 0.628     

q6.3 0.589     

q6.4  0.558    

q6.5    0.490  

q6.6   0.554   

q6.7   0.631   

q6.8 0.667     

q6.9 0.711     

q6.10 0.483     

q6.11   0.377   

q6.12   0.386   

q6.13     0.740 

q6.14  0.453    

q6.15  0.669    

q6.16 0.447     

Extraction Method: Principal Component Analysis. 

a. 5 components extracted. 
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