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student managers

• Provide forum for sharing experience and knowledge 
between the academic-business-services fraternity
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genuine concern for society. In the Economy

section, Inclusiveness and Innovation

–Challenges for Sustainable Growth of

Emerging Economies: An Experience of India'

by Dr B. N. Kamble which examines and

discusses the main concerns or, the challenges

for sustainable growth of emerging economies

based on the experiences in India. He concludes

that location of globally strategic R&D by the

multinational corporations (MNCs) and

innovative products and services resulting from

R&D activities in emerging economies seem to

better address the needs of consumers at the

bottom-of-the-pyramid in other developing

countries.

In the Education Section, we have Prof Mandira

Basak's 'Selection of Teaching Faculty in B-

Schools in the Context of Emerging Economies:

The Indian Scenario' wherein she finds that the

selection process and the teaching-learning

process have not changed despite of changing

management scenario, and that neither stake-

holders nor components of research and

evidences are involved in the process of framing

policies and guidelines and that Indian B-

schools do not enjoy autonomy to develop

indigenous selection model.

In the HR Section we have Dr Asha Nagendra

and her students Pranav Singh, Ranveer Shinde,

Sumit Kapoor, Priyanka Yadav , Vartika S.

Panwar, Dhruv Kanal in their paper 'Analysis of

Working Environment for Women in Corporate

JIDNYASA: Thirst for Knowledge 2013

received contributions on a wide spectrum of

very current issues. It contains some very

interesting contributions on the most current

topics.

In the Perspectives section, Dr D. M.

Deshpande, in his 'An Attempt to Clear The

Real Estate Mess' discusses how while the Real

Estate (Regulation and Development) Bill is a

much needed bill, its implementation cannot

deliver results unless the quality of men who

monitor it is up to the mark. Mr. Nitin Singh

discusses in 'Aadhar and Financial Inclusion'

why Aadhar and financial inclusion need to be

simultaneously implemented in order to avoid a

major crisis in our economy. Mr. Pradyut

Hande's 'Student Start Ups---Good or Bad?'

talks of acquiring the 4As for success namely -

Ambition,Attitude,Ability andAdaptability!

This time we have a very interesting book being

reviewed by Dr Pradnya Chitrao namely 'The

Pebble in the Shoe: Five Steps to a Simple

Confident Life' written by Jim Fannin. The book

gives very simple but powerful insights into

leading a simple but more confident life.

Turning to the research papers, we have first in

the CSR sec t ion 'Corpora te Soc ia l

Responsibility: A Bird's Eye View' by Tania

Chourasia, Vadeendra Joshi, Suvi Verma, and

Sumer Seth. The researchers find that quite a

few companies make substantial commitments

to CSR more out of obligation rather than out of

Editorial

Editorial
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Setting in India' analyze and present

perspectives that offer an increased awareness

of the challenges and opportunities for women

in corporate in India as also study dimensions of

the work organization that contribute to either a

supportive or a hostile environment for women.

In 'Motivation and Job Satisfaction Amongst

Pilots in the Civil Aviation Industry in India', Dr

Asha Nagendra and DevAnjali found that pilots

are selected in the flight operations

management based on flying experience and

have no clue about administration and

management leading to disgruntlement among

other pilots. The researchers recommend that

there must be proper parameters and training

involved before selecting pilots to manage

flight operations.

In Retail section, Dr. D. M. Deshpande and Prof

Komal Chopra in their paper 'FDI in Retail: A

Study with Reference to Select Stakeholders'

find that the move to allow FDI in retail will

benefit the farmers and Kirana shops as

stakeholders. They found that the impact of

organized retail on the unorganized sector

would, at the most be marginal.

JIDNYASA 2013
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The cabinet has recently cleared the Real Estate

(Regulation and Development) Bill. It is aimed

at setting right at least some of the things that are

blatantly wrong. But the cabinet clearance, by

itself, has little meaning; the bill has to be passed

in the Parliament, not to speak about the need to

refine and re-define the provisions so that a

holistic approach to regulation is obtained.

Since 2009, the Government has been trying to

pass one or the other version of the proposed bill

but has not been successful. It is anybody's

guess whether this time around the bill gets

passed in the House. Yet, as an attempt, the

Government's effort should be welcomed.

As could only be expected, real estate players

have welcomed the bill cautiously or

condemned it outright.After all, they have had a

free run for decades and now suddenly they are

called upon to change to more fairness,

transparency and accountability in their

dealings. The list of misdoings of builders and

brokers is long. Developers sell products

(flats/houses) even before they are constructed

and are ready for occupation. Typically, large

projects take 2 to 3 years before their

completion in all respects. What is even worse is

where the builders book units for clients even

before obtaining all clearances and approvals.

There have been any number of instances where

they have built or promised to build on disputed

lands or on properties without clear title. Some

of them have been guilty of giving false

promises at the time of entering into contract.

Delays in project completion and handing over

are more of a norm than an exception. Cash

refunds are promised for project over runs but

never given on one or the other pretext. The

customer has neither the time nor the inclination

to read all that is mentioned in the fine print.

The bill recognizes that customers are not

equipped to check and understand whether there

is valid and proper title to land and whether

necessary approvals and sanctions have been

obtained. Hence, the provision that no builder

shall sell/enter into an agreement to sell without

all approvals in place. Further, it is mandated

that 70 per cent of all monies collected be

deposited in dedicated bank accounts. Creation

of such 'escrow' accounts will ensure that real

estate companies do not divert customers' funds

to other building projects. It is also laid down

that the sale price should be related to or

calculated by taking into account carpet area or

the built up area and not some ambiguous 'super

built' area; the later includes area that is used up

by lifts, staircases and other common utilities.

Real estate is a state subject. Therefore, even

after the bill is passed and becomes a legislative

Act, it is the States which have to appoint

regulator and put in place a tribunal for speedy

disposal of disputes. Systems, though important

as they are, cannot deliver results unless the

quality of men who man them is up to the mark.

In case of electricity for example, state

An Attempt to Clean the Real Estate Mess

An Attempt to Clean the Real Estate Mess

Dr. D. M. Deshpande
Director, PIBM
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regulators are in place, but the mess in this vital

energy sector is hardly cleared. Today, in most

states delays in real estate are also due to the role

of multiple state authorities/agencies-such as

municipalities, pollution control boards, urban

planning and development, PWD etc- whose

clearances and approvals are needed. Lack of

accountability has been responsible for making

residential real estate a hotbed of corruption and

graft. It is not clear how the proposed bill will

address these issues which are essentially

connected to real estate but are technically out

of their purview.

Another area which needs to be taken care of is

the lending for land acquisition. Most real estate

developers are denied funding because it is

thought it will lead to higher inflation and

creation of asset bubbles. But the fact is that

there exists a huge gap and a mis-match in

demand for and supply of dwelling units and

hence land prices in any case are going to rise.

By not allowing bank finances, the medium and

small players are driven to more expensive and

riskier forms of financing. Nearly all developers

'divert' funds because of this type of credit

denial.

So, long way to go before a buyer gets a sigh of

relief. The bill, at best, is a baby step in the

direction of protecting buyers' interests in real

estate sector.

8
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The much sought after and of course coveted

goal of financial inclusion is the silver bullet for

lurking sustainable growth. Yawning divide

between rural and urban is spooking our growth.

Disparity of financial and even basic banking

services is a major stumbling block in the path

of nation's prosperity. With the rapid

advancement of urbanization making inroads

into the rural hinterlands, it is imperative that

people inhabited there need greater access to

banking facilities. With the 72% population

nesting in rural India, ignorance or turning a

deaf ear would be fatal for economy as well.

Penetration of urbanization is quite evident and

growth in urbanization in this fiscal year was

pegged at a whopping 32%. Commiserate to

that, financial inclusion has become a major

panacea for economy. As 60% of our GDP

contribution is from rural and small towns. But

stark reality is that only 47% of our population is

still banked!! Alas, looking at the gloomy and

poor global economic scenario, it is

indispensable that we must spur our internal

market. If we can recuperate our botched

domestic market, there would be an increased

demand and supply. It will give boost to market

sentiments and investments too.

Aadhar is touted to be an elixir for Direct Cash

Transfer Scheme. With burgeoning fiscal

deficit, it was inevitable to rein in mounting

subsidies. Subsidies in cooking fuel, fertiliser,

food etc, given to BPL families is the major

reason for skewed fiscal deficit. Vicariously,

Aadhar was chosen to accomplish the task cut

out. Definitely, Aadhar has its pros that will cut

down on middlemen, leakages and evasion of

subsidies.

According to Aadhar project, eligible people

must have bank accounts. Cash in place of

subsidies would be transferred directly to their

respective accounts. But here comes a grave

idiosyncrasy. Paucity of banking facilities

Amalgamation of Aadhar and Financial

Inclusion

Aadhar and Financial Inclusion

Nitin Singh
Student Manager, SIMS

Figure 1

Aadhar and Financial Inclusion
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Executing such a humongous project covering

mammoth population is challenging. It is

evident that expenditure involved in it is

astronomical. Apart from that the project needs

a good amount of time too. Due to dearth of

skilled labour which can work in remote areas,

drift is observed in project.

In every national daily, it is seen that financial

inclusion is making to the headlines. Gradually,

financial inclusion is gaining traction. In

various quarters of media, this has become buzz

now. Many multinational organizations and

banks are conducting various multifaceted

programmes and drive to rev up inclusion.

RBI has taken some measures to promote

financial inclusion. But as inclusion does not

come into the core business of banks, they are

turning Nelson's eye to it. Taking all these

intricacies into consideration, it is ostensible

that inclusion is a Herculean task for

government.

But as around every bevy of dark clouds there is

a silver lining. Hence financial inclusion can see

the light of the day if consolidated and

integrated efforts are poured in. Recent upturn

in banking licences can alleviate the situation.

Financial Inclusion –Abuzzword

Figure 3

becomes the moot point. Now to tide over this

intricate issue, people must have bank accounts

with them.

Though, it is a daunting task for government to

facilitate banking facilities in each and every

nook and cranny of vast nation. But due to the

exigency associated with it and it is the only

option available with government to exercise.

Therefore, Aadhar and financial inclusion must

be on the same page to stave off bungled

economy.

There are some systemic flaws which dither

integration of Aadhar and financial inclusion.

However, government has tried to roll out

Aadhar project in a phased manner. But at the

speed with which project is carried out is not

adequate. Issues in biometric identification and

databases are also impeding speed of project.

Lack of skilled labour is another issue.

However, it will smooth process of

documentation in account opening. Banks can

verify Aadhar cards for identification purpose.

That means, Aadhar will buttress financial

inclusion in this way also.

But the issue of paramount importance is of cost

incurred to government on this project.

Figure 2

10
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So far efforts taken by RBI have come a cropper.

With uptick in more banks operating in our

nation, there would be more penetration of

banking access to people yet remained

oblivious. Thus, there is a golden opportunity

for RBI to introduce more effective and

beneficial requisites mandated to banks for

licences.

In this era of cut throat competition, every

financial institution or bank vie for marginal

market shares as these tad shares can prove to be

cliff-hangers. To extract every possible profit

out of populace, organizations cannot afford to

expend their resources on noncore businesses,

where probability of being a leader in the pack is

diminutive. So, drawing their attention to

inclusion is an arduous task. What our

government can leverage is that it must

incentivize the inclusion process in a manner so

that people and bank involved are benefitted.

Banking Correspondents involved are reluctant

to work into rural areas.

Infrastructure needed to accomplish Aadhar

project is gargantuan. Especially in remote rural

areas setting up workshops for Aadhar is

laborious and costly too. Duplication of data

stored in National population register is another

stubborn issue. Technology related issues can

emerge anytime like integration of banking

details and biometric data. If tardy progress of

Aadhar project is not monitored continuously

then it can gather dust by being just a run of the

mill project by government. GOI must

demarcate a dedicated ministry to keep a tab on

Aadhar project. GOI can incentivize people

who come for Aadhar registration. That will

refurbish mental predilection of people too.

Aadhar can go haywire

In a nutshell

References

Firstly, financial inclusion and Aadhar project

must be integrated swiftly to plug any possible

loopholes. In a nutshell, I can say that looking at

current prospects if intricacies are not weeded

out from system in time then situation can

worsen.

The mission would be completed only if

imperfections are regularly revamped in time.

For this to happen, coordinated efforts of both

GOI and RBI are most important. Though,

financial inclusion is a gigantic and Herculean

task. GOI and RBI have their task cut out. And

these two must dispense their duty in letter and

spirit to alleviate widening poverty.

Financial Inclusion's elusive and laborious goal

is hard to achieve but integrated efforts can

make us succeed.

Any policy paralysis would aggravate the

blight. Unrelenting fiscal deficit is the major

cause for bleak economy. And in order to stem

the nip in bud itself it is vital for us to arrest it.

Now panacea for that to happen is financial

inclusion. Inclusion is possible only with the on-

board coordination with Aadhar project. If we

wish to see India transforming into proverbial

Golden Sparrow of yore then inclusion is the

light of the day for us.
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to explore, identify and hone multiple skills

s i m u l t a n e o u s l y ; b e i t m a n a g e r i a l ,

administrative, organisational, inter-personal or

motivational. The scarce human resources at

hand ensure that one gets the opportunity to don

myriad hats; getting a real feel for various

organisational verticals; from Sales and

Marketing to Business Development and

Finance. This provides one with an intimately

hands on working experience replete with an

exponentially steep learning curve that is

immensely rewarding. At the end of the day, an

enriching and empowering learning experience

at a self-created entity translates into a greater

sense of accomplishment and satisfaction and

thus, in turn, trumps any well paying corporate

job where learning and growth opportunities

may be limited. Furthermore, the informal

working environment, characteristic of an

emerging startup, instills a congenial sense of

that propels the employees to push

themselves that much harder and farther. The

enhanced perception of self-involvement and

ownership can galvanise the startup's ,

fostering greater team work, innovation and an

inherent spirit of .

Greater accessibility and generally streamlined

channels of peer communication also negate the

foreboding sense of that

can be found in larger organisations. Every

single achievement or breakthrough,

irrespective of magnitude is of immense

joie de vivre

"troops"

"jugaad"

"employee alienation"

Having ventured down the entrepreneurial

avenue as a Student myself, I've often been

asked what it takes to build a successful start up

from scratch.Abright idea, an ironclad business

plan, a multi-skilled and self-motivated team

and oodles of panache, perseverance and

passion collectively constitute the fundamental

foundation for any nascent startup.

For an aspiring student

entrepreneur, the road ahead is lined with

myriad challenges of varying magnitude and the

potential to eventually create an enduring entity.

Thus, the experience associated with

establishing and working with a Student Startup

can be a double edged sword; a curious

amalgam of both positive and negative facets.

On the one hand, equipped with the seed of a

promising idea and the incandescent flame of

ambition, students have the opportunity to

pursue their entrepreneurial dreams early in life.

This presents the perceptible advantage of

working independently, unencumbered by

generic pressures associated with supporting a

family later in life. In this scenario, the

is also significantly higher. An

early start also prepares one to handle

a lot earlier in life,

thereby, offering valuable experiential lessons,

hugely beneficial for the future. For many, an

ebullient startup provides the perfect platform

Sounds easy

enough? In my experience, I've sagaciously

learnt that nothing about Entrepreneurship is

ever straightforward!

"Risk to

Reward Ratio"

"entrepreneurial failure"

Student Startups - Good or Bad?

Pradyut Hande,
Student Manager, SIMS

12
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consequence towards a startup's long term

survival and success and thus, ought to be

celebrated! It is singular moments like these that

can collectively motivate a Founder and his

team to strive unstintingly towards bigger goals

and loftier dreams.

On the other hand, running a Student Startup

also brings with it its own ,

capable of striking the fear of God in even the

bravest of souls. Irrespective of how good or

feasible a potential product or service offering

maybe, the initial personal monetary risk

involved as capital investment is palpable and

cannot be overlooked. Given the perceptible

lack of any tangible work experience at that age,

one is bound to make mistakes that can

unfortunately prove detrimental at times.

However, it is also setbacks like these that

constitute the steep learning curve I addressed

earlier and further inculcate a tenacious streak

that holds those concerned in good stead.

Additionally, the sheer volatile nature of a

startup in its infancy coupled with the

capriciousness associated with the industry and

the economy at large become critical

determinants of its survival and efficacy. Thus,

there is no concrete job security at a startup,

usually associated with more established firms;

further along in their evolutionary cycle. Things

maybe close to achieving a semblance of

stability when an unforeseen calamitous

"container of cons"

development could completely derail a

p romis ing s ta r tup ' s p lans , the reby,

disheartening even the most strong willed

student entrepreneur. Also, a startup may

struggle initially to achieve an industry standard

of efficiency or professionalism owing to the

very same informal working atmosphere I had

discussed as an advantageous weapon

previously. This shortcoming could potentially

exacerbate already existing functional lacunae,

thereby, undermining the overall efforts of the

employees.

Thus, setting up a Student enterprise is no easy

task and it is imperative to carefully consider

both the pros and cons before making a

calibrated decision. However, there are times,

when it is best to follow one's intuition and take

the ! Great

companies like Apple Inc., Google, Miscrosoft

and more recently, Facebook were all built on

the cornerstones of innovative ideas,

indomitable spirit, execution, grit and...student

enterprise! Coming from an Entrepreneur

himself, Student Startups get an unequivocal

thumbs up from me!

.

!

"entrepreneurial leap of faith"

It is more a question of possessing and in turn,

acquiring the "4 As" - Ambition, Attitude,

Ability andAdaptability

However, on a more

discerning level, setting up a Student Startup is

not a question of it being either "good" or "bad"

13
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The Pebble in the Shoe: Five Steps to a Simple Confident Life  by Jim Fannin - A Book Review

business but also for those who want to reach

their full potential.

The book shows how what holds one back from

business success or marital bliss or parental

nirvana is usually something not easily visible,

something that is usually unconscious. It is

usually not a major roadblock. It is like a pebble

in a shoe that is first irritating then

uncomfortable and finally crippling. Some

pebbles are lodged in one's business shoes.

Some live in the house slippers that one tucks

under one's bed whilst going to sleep. Some

form in the shoes worn whilst parenting while

other pebbles may travel in all our shoes

Abook written by the world's number one coach

of champions, where in the readers are told that

he cannot make them a champion, but can teach

them how to think like one. Jim Fannin has

privately coached innumerable professional

athletes for ten different sports including 25

major league baseball All-stars, an Olympic

gold medallist, 7 of the world's top-10 ranked

professional tennis players and 10 golfers to win

their first professional tournament. In addition,

he has personally trained many corporate

executives and companies from fifty industries

reporting peak performance. His principles are

guaranteed to work not only in sports and

The Pebble in the Shoe: Five Steps to a Simple

Confident Life  by Jim Fannin - A Book Review

Dr. Pradnya Chitrao

Associate Professor, SIMS
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irrespective of where we go. These pebbles are

created out of fear, guilt, rejection, or shame. He

gives us the following pebble identification

chart

These pebbles present challenges and can

propel you to quit or perform indifferently. The

author says that to run the marathon race of life

at one's best speed, one needs to be free of all

negative emotions like embarrassment, guilt,

rejection, fear, etc. Prevention and removal of

the pebble are the only way to attain simplicity,

balance, peace, and success.

Knowing that you have a pebble is the first step.

Once that is done, the author suggests five

simple steps in the form of stories.

like the Palm Tree that is sway

He advises

his readers to be

with the hurricane but don't break. He wants us

to learn to be like a Light Switch and know how

to turn off the negative and turn on the positive.

He suggests that we learn to pause and Reboot

when we are feeling overwhelmed. Next he

advises us to find a Mentor. Mr. Fannin

discloses how his own Mentor had a profound

influence on his life and actually put him to the

path to success he had enjoyed for the past 40

plus years. He finally tells us to learn the most

powerful four-letter word that we should use to

guide our lives

The book offers simple but powerful insights on

how to lead a simpler and more confident life.

Published by Simple Truths in 2013, it is a great

read.
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Introduction

In his classical and provocative essay, Milton

Friedman argued that the responsibility of

corporations is “to conduct the business in

accord with shareholders' desires which

generally will be to make as much money as

possible while conforming to the basic rules of

the society, both those embodied in law and

those embodied in ethical customs”. In

Friedman's framework firms are owned by

shareholders who are principals, and managers

are agents with the duty to serve the interests of

their principals. If shareholders as principals

wish to support social goals, they can do so with

the returns from their shareholdings rather than

through CSR.This perspective is based on a

separation theorem in which citizens prefer to

maximize their financial returns and then

allocate those returns between consumption and

social giving. Social good is a non-traded good,

however, so the separation theorem is not valid

for this environment. Although social good is

non-traded, the financial and social returns from

a CSR firm are spanned by investment in a

profit-maximizing firma and personal giving.

An implicit price for CSR thus can be identified.

The evolution of the concept of 'Corporate

Social Responsibility (CSR)' derives its present

status from the 1980s to 1990s. Dramatic,

global, political and economic changes, these

are associated with the rise of libertarian values

in western politics and the collapse of collective

Abstract

Key words:

Corporate Social Responsibility (CSR) is not a

new idea. However, it needs to gain more

prominence. The urgency of CSR stems from a

realisation that the criticism of business is more

far reaching than ever before. Also, it is

suggested that for some firms CSR may be a

major influence on corporate strategies, but for

many it is less than obligatory. This paper

reviews five research papers based on different

scopes and areas of CSR. The basic intent is to

analyse the true meaning and outcome of CSR

in the organisational structure. The framework

of our findings include variables that explain the

outcome, relationship and effect of CSR over

the four P's of management, i.e. Product, Price,

Place, Promotion. It also explains the changing

trend of CSR with respect to outer business

environment, inner policies of a company and

peop le ' s mind-se t . The paper uses

“Questionnaire” as a means to obtain primary

data regarding the awareness, popularity and

importance of CSR among people. The authors

of this paper have tried to distribute the

questionnaire on various levels at which CSR

could affect. It is, thus, evident that the

companies make substantial commitment to

CSR more out of obligation and pressure and

less out of actual concern.

CSR, duty, obligat ion,

organisation, effect, product, price, place,

promotion.

Corporate Social Responsibility: A Bird's Eye View

Tania Chourasia, Vadeendra Joshi,
Suvi Verma, Sumer Seth
Symbiosis Law School, Pune
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ideologies aided with the improvement in

communications and electronics technology

which made the dissemination of information

quick and easy. It led to a radical rethinking of

the perspective roles of the state and businesses

of the western society. Business leaders,

government officials and academicians are

focusing more and more attention on the

concept of Corporate Social Responsibility, the

central issue being the appropriate role of the

business. Everyone agrees that firms should

obey the laws. But beyond these, do firms have

additional moral and social responsibilities to

voluntarily commit resources to environmental

protection. Supporting this, it was rightly said

by Elhaugh that “CSR is simply sacrificing

profits in the social interest”. The dominant idea

in political thought at the time was to shrink the

role of the state and to place greater

responsibility on individuals and even more on

the business houses. Though the rise in anti-

corporate activism over environmental and

human rights issues registered a growth in this

period, effective corporate lobbying

undermined these attempts to regulate their

activities at a global level. CSR which promised

protection from protests against the industries,

itself became an established industry in the

marketplace. While corporate social

responsibility (CSR) was widely discussed in

the last forty years of the twentieth century, the

idea that business has societal obligations was

evident at least as early as the nineteenth

century.

Although corporate social giving is valued by

citizens, firms that practice CSR have a lower

market value than profit maximizing firms, so

there is a cost to CSR. Why then would investors

buy shares in a CSR firm? The answer is that the

price is sufficiently low to induce them to do so.

Shareholders, thus, do not bear the cost of CSR

when they fully anticipate that the firm will

allocate a portion of corporate profits to social

causes. The citizens who purchase shares of

CSR firms are those who receive substantial

satisfaction from corporates spending on social

good although that satisfaction may be less than

that associated with personal giving to social

cause. Citizens that have low satisfaction from

corporate social giving purchase shares of profit

maximising firms and from their financial

returns make personal gifts to social causes.

It is also worth remembering that in some

cultures it is believed that doing good deeds in a

discreet way is more desirable and rewarding

than for publicity.

The balance of this research paper examines the

pressures for greater attention to CSR, including

the reaction of critics of firms that have

responded to these pressures. It asks: Should

firms be making a substantial commitment to

CSR? More specifically, is there a requirement

for some firms to make a greater commitment to

CSR, but not others? Does an increased

requirement for some firms also indicate the

form that CSR should take? What other

challenges need to be overcome in the

development and execution of CSR initiatives?

It is suggested that in the answer to whether to

make a substantial commitment to CSR lies the

clues as to how such a commitment should be

made. Of critical consideration is the extent to

which arguments in general for greater attention

to CSR have specific application to individual

firms. CSR strategy for any given firm may be

best formulated through an understanding of

where these arguments do or do not apply to that

organization.
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novel technique. By investigating the CSR

activities in four companies, this paper shows

that CSR is a subtle means by which the

company management can showcase its

concern for workers' welfare and thereby arm

itself with the tools to persuade the trade union

to cooperate with the management. The paper

shows that the formation of and development of

trade unions is necessary for the workers to

avoid a violation of their rights and to control

the company's CSR implementation with a

collective labour agreement.

The paper as the

title suggests gives an economic angle to CSR

and explains the ways to enhance the economic

standards of a company solely by basing their

planning on CSR lines. The paper elaborately

discusses about the moral or social

responsibilities that companies have to commit

resources to environmental protection beyond

complete compliance with environmental

regulations. And most importantly answers the

question regarding the sacrificing concept of the

CSR along with explaining the sustainability of

such companies. The paper also points out the

ways in which a company can sacrifice profits

despite the forces of a competitive marketplace

and their impacts on the market. It also

elaborately discusses as to why firms should

frequently or at least sometimes behave this

way, reducing their earnings by voluntarily

engaging in environmental stewardship. The

paper also deals with the role of the government

in CSR and whether government should allow

firms to carry out CSR activities. The paper

begins with the timeline of the CSR's route of

growth and the persons responsible for its

growth. The paper ends with establishing that

CSR should be seen as a complement to

increasingly effective government regulation

Reinhardt, Forest L. (2008),

Review of Literature

Lee, Sunyong. (2008).

The Institute of Crisis Study and Alternative

Development Strategy (2011),

Corporate social

responsibility in India, the title itself is self-

explanatory and also clearly tells the reader

what they can look for in the paper. The

introduction is as clear as the title and clearly

demarcates between the companies' and

citizen's duties towards corporate social

responsibility. The flow of the content is well

explained and makes sure the reader is clear as

of the road ahead. The paper begins with an

excerpt from Dr.Manmohan Singh's speech and

the excerpt is well connected with the paper. The

paper speaks of the different components of

CSR in India and elaborates well about the

common problems those companies in India

face with respect to implementation of CSR

related policies and also recommends the

possible solution. The ten point social

characteristic that a company must approach for

better implementation of CSR is well dealt with

and a theoretical treat. The case study is based

primarily on 50 semi-structured interviews with

policymakers, business people, practitioners

and researchers, which were conducted in India

during the summer of 2008. The paper

concludes beautifully with it insisting that some

companies in developing nations might be able

to offer some good practices which the West can

borrow.

The scope of

this research paper goes beyond the current

trend and scope of CSR. Though the concept of

CSR has been evolving for decades, a perfect

meaning has yet to be achieved. This is what the

paper seeks to do in the area of workers and

trade unions. The basic idea is to make a clear

distinction between company's obligation and

CSR activities which is quite innovative and

Corporate Social Responsibility: A Bird's Eye View
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and not as a substitute for it.

This paper

differentiates between the business case for

CSR and the normative case and concludes that

often there may be a compelling business case

for making a substantial commitment to CSR,

but an individual firm must assess the extent to

which the general business case for CSR applies

to its specific circumstances. It discusses the

key characteristics of CSR, its prominence and

talks about the increasing pressure for greater

attention for the same. It also discusses the

reputational risks in consumer markets and

labour and equity markets by giving numerous

examples from the present and the past. Given

are a number of suggestions and strategies to

cope with the pressure and the ways to

implement them. For some corporations (e.g., in

the mining and pharmaceutical industries) CSR

may be unavoidable and it appears to have

assumed strategic significance. It concludes by

summarizing the debate between the business

case and the normative case for CSR.

The paper is a very

different way of looking at CSR. It examines

and contradicts the argument of profit being the

sole objective of the firms' social responsibility.

It emphasizes that CSR is costly when imperfect

and it is the entrepreneurs who bare it. The

research paper basically focuses on the

entrepreneurs who form a CSR firm even at a

financial loss. The way this paper has linked

CSR, its effect, taxes and market conditions is

commendable and therefore creates a whole

new meaning to the words “Corporate Social

Responsibility”. It has very clearly shown the

mind-set of an entrepreneur about how he/she

would choose a CSR firm over a profit

maximising firm. It is so only because there is

Craig Smith, N. (2003),

Baron, David P. (2005),

more gain from the expanded opportunities set

of a CSR firm than the loss in the market value

of the firm.

The balance of this research paper examines the

pressures for greater attention to CSR, including

the reaction of critics of firms that have

responded to these pressures. It asks: Should

firms be making a substantial commitment to

CSR? More specifically, is there a requirement

for some firms to make a greater commitment to

CSR, but not others? Does an increased

requirement for some firms also indicate the

form that CSR should take? What other

challenges need to be overcome in the

development and execution of CSR initiatives?

It is suggested that in the answer to whether to

make a substantial commitment to CSR lies the

clues as to how such a commitment should be

made. Of critical consideration is the extent to

which arguments in general for greater attention

to CSR have specific application to individual

firms. CSR strategy for any given firm may be

best formulated through an understanding of

where these arguments do or do not apply to that

organization.

The very perception of the people that the

debate of 'whether corporate social

responsibility' is still on is a hindrance to the big

leap that the business world and the corporate

world is about to take with respect to their

obligations towards the society. The actual

scenario is with respect to 'How CSR' and not

'Whether CSR'. This is precisely what this paper

will study and also examine the rich returns that

the companies would get out of CSR and also

examine the people's role in this leap.

Research Methodology

Objectives of the study
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society, which is more humane and just; in

achieving this, their approach doesn't just focus

on community development projects or

philanthropy, but also includes expensive

programs for employees. One of the key drivers

of Indian CSR is found in the country's cultural

heritage. The concept of trusteeship asserts the

right of the capitalist to accumulate and

maintain wealth and to use it to benefit the

society. Gandhi's view of ownership of capital

was one of trusteeship, motivated by the belief

that essentially society was providing capitalists

with an opportunity to manage resources which

need to be managed on behalf of society in

general. As the tradition suggests, almost every

large corporation involved in Indian market

today is engaged in some form of social

initiative in India, although this is not well

documented.

Many companies in India start CSR programs as

a response to dissatisfaction with the prevailing

social order and an urge to improve it. It is often

the case that CSR programs emerge out of the

founders' desires to create alternatives which

challenge existing models, and their corporate

practices are shaped by their underlying

deontological views about social reality.

Alternatives to existing order can be put into

three categories: alternatives to the state,

alternative community and alternatives to the

market. In India, alternatives to the state and

alternative community seem to be prevailing,

while market alternatives are less noticeable.

The motivation for socially responsible

activities of companies often comes from the

leadership and orientation of top management.

There has been a global trend toward greater

involvement of the private sector in the division

of responsibility between the state and the

private sector for the delivery of public goods

Research method

Corporate Social Responsibility:

AFirm's Conscience

The research is based on primary data collected

from a sample of twenty people from various

cities. Data was collected through a

questionnaire and in depth interviews of the

sample belonging to one lakh to fifty lakhs

Income Group and twenty years to sixty years

ofAge Group.

Secondary data in the form of articles published

in books, journals, magazines, research papers,

newspapers and reports was also be referred.

“Corporate Social Responsibility must not be

defined by Tax planning strategies alone.

Rather, it should be defined within the

framework of a corporate philosophy which

factors the needs of the community and the

regions in which a corporate entity functions.

This is part of our cultural heritage. Mahatma

Gandhi called it trusteeship, I invite corporate

India to be a partner in making ours a more

humane and just society…We need a new

partnership for inclusive growth based on what I

describe as a ten-point social charter…First we

need to have healthy respect for your workers

and invest in their welfare”

The speech above touches upon three important

issues in contemporary discussions about CSR.

1) The role of Government in relation to CSR.

2) The drivers of CSR.

3) The end result of CSR.

The above extract simply suggests that Indian

CSR must be voluntary activity that gives

companies free hands with respect to the

government. A strong cultural heritage is a key

driver of Indian companies to become engaged

in CSR. The outcome they strive for is a better

Corporate Social Responsibility: A Bird's Eye View
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and services. The Indian government faces

many challenges in addressing the immense

problem of poverty in the country. The public

sector has partnered with the private sector in

India for some time now.It should be up to each

company because CSR activities are supposed

to be voluntary.

We have guidelines on corporate governance.

Perhaps if a company has good corporate

governance practices, for example, if the

decision process is transparent at the company,

then, the public can tell whether the

organization actually does what it claims to be

doing, meaning transparency could force the

company to consider ethics and values and

make itself more accountable for its own

operations as well within its entire supply chain.

Developing countries present dissimilar

institutional, cultural and social contexts from

the ones in developed countries. In different

settings, there is much potential for varied

tendencies and thus acceptable practices in

developed countries might not be interpreted in

the same way in a developing country. Third

world multinationals often suffer from

misperceptions about developing countries.

There is an impression that the developing

world is exclusively a theatre of tragedy in

which poverty and human misery figure

prominently in almost every scene. The ways in

which people interpret experience, define

problems and shape solutions are likely to be

profoundly influenced by the cultures in which

they live. Examining a variety of contexts

including indigenous CSR practices in

developing countries would contribute to the

existing research and make it less narrow.

Practices from developing countries can be a

source for more powerful generalizations in the

field. Therefore, the strategies for corporations

in improving their reputation for corporate

social responsibility vary depending on market

maturity.

The human factor is said to be essential for

differentiation in a highly competitive market.

In order to prosper and progress, corporations

must internalize and act upon the new realities

of economic, demographic, social and

organizational changes. The competencies and

workforce development strategies that Indian

companies have employed as a part of their CSR

to deal with the enormous challenges in India

might provide them with confidence and

familiarity, especially when they go global and

compete with other multinationals which have

faced relatively easier circumstances.

The aim of this question was to find out how

many people at least knew about the concept of

CSR. The outcome that came was quite

promising. 75% people were aware of such a

concept.

GRAPHICALANALYSIS
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Most of the people responded positively to this

question, the basic reason being, increasing

social expectations in large companies with

huge resources. This further makes an

obligation over the company to provide for

those who lack and thus improve their quality of

lives in the community that provides legitimacy

in doing business.

In questions 7, we asked their opinion about the

pending bill on CSR in the RajyaSabha. Some

were unaware about it, but the ones who were

aware had strong views. Quoting one of them,

“The bill seems to be an accurate move

considering the present economic and social

conditions of India. It would serve as a rigid rule

and will be equally applicable to all corporate

entities. I feel that it is the corporate entities that

are in a position to assist the government and

therefore must be benefitted from them. The

proposed legislation will bring the law on the

subject of corporate functioning and regulation

in tune with the best global practices and would

therefore enhance the corporate governance”.

In question 8,we asked “By incorporating social

environmental and economic costs and benefits

into decision-making, social return on

investment measures and accounts for a much

broader concept of value, what is your opinion

in applying this analytical tool to a company's

decision-making process?”. The generalized

opinion of the people participating in the survey

Though many were aware of the concept, yet

CSR wasn't upto the mark. 40% of the people

would want a change in the current CSR policy

of their company. This shows that CSR still

needs to grow.

Though 25% of the people participating in this

review did not have a proper CSR policy in their

organisation, it is evident that most of them

would want it.

Majority of the corporates who have a CSR

policy are very active in this field. We have tried

to summarize some of the community projects

and other works taken up within the ambit of

CSR, which are, sponsorship, free aid,

assistance, etc., in programs like National Skill

Development Corporation, Rotary Clubs,

Animal Rights NGOs, Child and Women Rights

NGOs like CRY, etc.

Corporate Social Responsibility: A Bird's Eye View
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was that the above idea could prove beneficial,

practical and fruitful if applied with caution as

there must be a balance between profit making

and social environment measures. However, it

cannot be expected from the business to act as

parallel as the government when it comes to the

topic of social obligations.

The 20 people we surveyed were unanimous on

this question which proves that even though

people do not completely know about CSR, but

they still agree and support it.

Many firms have found the business case for

greater attention to CSR to be compelling,

particularly given reputational risk and other

pressures of the contemporary business

environment. For some corporations (e.g., in the

mining and pharmaceutical industries) CSR

may be unavoidable and it appears to have

assumed strategic significance. However, it is

unclear whether this is peculiar to these

industries or an early warning of pressures

likely to be faced more broadly.

Nonetheless, there remain major challenges in

developing and implementing CSR strategy,

especially the measurement of corporate social

performance and engaging with stakeholders.

There are also possible questions about the

legitimacy of CSR initiatives. Concerns might

be voiced about the appropriateness of

Conclusion

management action on social issues and there

may be a backlash against a well-intentioned

CSR initiative; concerns that become all the

more important if CSR assumes a more central

role in corporate strategy.

In equilibrium some firms maximize profits and

attract shareholder clienteles for which

corporate giving in a poor substitute for

personal giving. Social entrepreneurs can prefer

to create CSR firms, and for them and their

shareholders corporate giving is a good

substitute for personal giving. Shareholders

may also value the operational activities or

policies of a firm. If citizens only respond to

those activities in the marketplace, strategic

CSR is chosen to maximize profits. If citizens

also receive social satisfaction from those

activities, the activities are carried beyond profit

maximization and value maximization.

Although proponents of sustainable business

practices and the “triple bottom line” may argue

that being environmentally responsible

inevitably leads to higher profits in the long

term, the relationship between socially

responsible activities and profitability may be

more accurately characterized as some firms

generate long-term profits from some socially

responsible activities some of the time. Is it in

the social interest for firms to carry out CSR

activity? More to the point, should governments

allow such activity? Allowing CSR may be

preferable to realistic alternatives. To the extent

that existing regulations require a level of

environmental protection below the socially

optimal level, additional corporate investment

can increase social welfare. In this context, CSR

should be seen as a complement to increasingly

effective government regulation and not as a

substitute for it.
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3) The two most common assumption

regarding CSR is that it is only for large

enterprises and not for all and CSR should be

done only because people expect it. The first

notion is completely baseless and should

therefore be removed.Secondly, most

companies which have CSR embedded in

their core strategies practise this concept out

of company tradition and not actual concern.

Therefore this concept is only followed

imperfectly leading to negative and

incomplete consequences. It is hereby

advised to inculcate the feeling of actual

concern in the makers of companies for its

better implementation.
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1. Introduction

and

innovation of emerging economies.

global innovation of

MNCs in emerging economies- determining

factors. The

challenges for

sustainable growth of emerging economies:

In recent decades, there have been significant

changes in the way corporate innovation is

performed. They include changes in the

innovation process, flexibility to outsource

innovation activities, and most importantly, the

location of innovation. There are mainly two

new trends: First, location of globally strategic

research and development (R&D) by the

multinational corporations (MNCs) in some

developing countries; second, more recently,

some companies from the emerging economies

have also started performing R&D to develop

products and services for global markets.

examines the dynamics of the globalization

processes and the emergence of new locations

for innovation and its implications.

The paper is based on secondary sources;

organized in five sections with aim to review the

experiences of India on inclusiveness

The first

section deals with the introduction, second

section will presents the select review of the

literature emerging economics. The third

section reviews the

fourth sections will examines and

discuss the main concerns to the

Global Innovation in Emerging Economies

based on Experience of India”

2. Emerging Economies

2.1 Multinational Corporations (MNCs)

Forms of Globalization of Corporate in

Emerging Economies

Forms of Globalization of Corporate R&D in

Emerging Economies

and the last

fifth section presents the conclusions.

Exploring twenty in-depth case studies of

MNCs, local companies, and research

institutes/universities based in Brazil, China,

India, and South Africa (the so-called BRICS

Group), (Reddy, 2011). The main concerns

relate to the two new trends:

1. The new trend of multinational corporations

(MNCs) locating strategic innovation

activities in some countries outside the

industrialized world, which can be referred

to as 'emerging economies';

2. Since 2000, some companies from the

emerging economies have started entering

the global markets with innovative products

and services, developed through their own

R&D.

include:

1. Establishment of wholly owned R&D

subsidiaries;

2. Establishment of joint venture R&D units

with local or MNC partners;

Inclusiveness and Innovation – Challenges for
Sustainable Growth of Emerging Economies:

An Experience of India

Dr. B. N. Kamble
Professor and Director, Centre for Educational Studies,

Indian Institute of Education, J. P. Naik Path, Kothrud,
Pune- 411038, Maharashtra, India.
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response from health authorities worldwide

(e.g., emergence and spread of severe acute

respiratory syndrome (SARS), avian flu, swine

flu, tuberculosis);

growing income in emerging economies is

promoting demand for sophisticated products

and services, with advanced features, high

quality, safety and reliability as prominent

features.

The life cycles of the technology systems

approach as conceptualized in the following

phases:

involves original

design and engineering, with the product in

focus. Therefore, the S&T knowledge required

will be high, whereas relevant skills and

investment required will be low. The level of

locational advantages required may be high for

successful introduction.

with the

product development completed, the focus

shifts to the production process and

improvements to the product. Because the

technological solution is already embodied in

both product and production equipment, the

S&T knowledge required will be low, but the

skills and investment required will be high.

Location and infrastructural economies

generated by the innovation itself would also

grow, making them more easily available to the

late entrants.

the focus will be on managing the firm's growth

and capturing market share. Scaling up the plant

and incremental innovations to improve

productivity become important. The capital

costs and management skills required can be

4. Growing demand in emerging economies:

2.2 Cycles of the Technology Systems:

Phase I: Introduction:

Phase II: Rapid market growth:

Phase III: Productivity and firm's growth:

Phases

3. Technology alliances with local or MNC

partners in emerging economies;

4. Outsourcing of basic research components to

local universities/research institutes abroad;

5. Outsourcing of parts of the innovation to

local service providers;

6. Outsourcing of complete innovation to

service providers.

In addition to the liberalization of macro

policies on trade and investments, countries

worldwide have also adopted better micro

policies that directly affect the operations and

value creation by companies in specific sectors.

Some of the sector-specific policy changes that

have a bearing on high-tech sectors include:

: with minimum global standards; a

dispute settlement mechanism; extension of

intellectual property rights (IPRs) to a greater

variety of products, processes and services;

permission for

foreign investments across almost all sectors of

the economy, including in private health care

insurance; mergers and acquisitions (M&As),

which are important for ICT, biomedical and

financial services companies;

standardization of regulations to make them

more transparent; permission for early phase

clinical trials by foreign companies; adoption of

global standards such as good manufacturing

practice (GMP) and good clinical practice

(GCP); growing affluence in emerging

economies demands superior medical products;

shift from hygiene-related profile toward

chronic and lifestyle-related diseases; with

growing transport links and movement of

people across regions local diseases are

becoming global diseases requiring collective

1. Enhanced intellectual property (IP)

protection

2. More liberal rules on FDI:

3. Health care products and needs:
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very high. Entry at this stage for new entrants

will be extremely difficult.

the whole system is by

now standardized and further investments in

technological improvements result in

diminishing returns. Firms would be willing to

sell the technologies to others. Firms and

locations with low costs of production will

become competitive, but fi xed investment costs

will be high. The threshold of entry at this point

is low, even though costs of entry could be high.

The international corporate R&D classified

activities into Technology Units includes

Technology Transfer, Indigenous Technology,

Global Technology, Corporate Technology

Units and Regional Technology.

The number of firms performing R&D abroad in

the 1960s and earlier was extremely small. Most

of the R&D performed abroad prior to the 1970s

was that of TTUs. The driving force for

internationalization of R&D during this

was to gain entry into a market abroad.

This needed adaptation of the product and

process technologies to local conditions and the

need for continuous support of technical

services.

By the 1970s, firms had started performing

R&D abroad in a significant way. The main

driving force was to increase the local market

share abroad. This required increased

sensitivity to local market differences to

enhance competitiveness and the firms' general

move toward world market orientation.

Phase IV: Maturity:

2.3. The Beginnings of Internationalization

of R&D: Waves

First Wave - Prior to the 1970s

Second Wave - The Growth of International

Corporate R&D in the 1970s

first

wave

Third Wave - From Internationalization to

Globalization of R&D in the 1980s

Fourth Wave - The New Patterns of

Globalization of R&D in the 1990s

Fifth Wave - The Evolving Patterns in

Globalization of R&D in the 2000s

A number of major changes have been taking

place since the 1980s in the nature and scope of

R&D undertaken abroad by MNCs. Hence, the

change in the term from internationalization to

globalization, reflecting the characteristic

differences from the earlier waves. The main

driving forces for this phenomenon had been:

first, the increasingly globalized basis of

competition, aided by the convergence of

consumer preferences worldwide, creating a

need for worldwide learning; second, the

increasing science base of new technologies,

necessitating multisourcing of technologies;

third, the rationalization of MNCs' operations,

which assigned specific global roles to their

subsidiaries abroad.

The key driving forces for globalization of R&D

in the 1990s have been the increasing demand

for skilled scientists and the rising R&D costs.

These forces are triggering the of

globalization of R&D, encompassing non-

OECD countries (emerging economies) as well.

The categories of industries involved are

m i c r o e l e c t r o n i c s , b i o t e c h n o l o g y,

pharmaceuticals, chemicals and software.

Since the 2000s, emerging economies have

been witnessing rapid economic growth rates,

increasing the incomes of their populations.

Consumers in these markets are demanding

more sophisticated products as the consumers in

the industrialized world. These products are not

meant just for local markets, but global markets,

where such market segments exist. The

fourth wave
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supervising such activities. But by the mid-

1970s, the improvements in ICT had vastly

facilitated the scope for international sourcing

of knowledge. The new technologies have

become not only driving forces, but also

enabling forces for the globalization of

innovation.

n view of the recent

theoretical literature on globalization and

innovation, To test the predictions the study uses

the data from the 2002 and 2005 Business

Environment and Enterprise Performance

Survey (BEEPS), a joint initiative of the

European Bank for Reconstruction and

Development (EBRD) and the World Bank

Group. These are large surveys of enterprises

(6,500 in 2002 and 7,900 in 2005) in 28

transition countries (including 28 transition

economies of the post-socialist republics : 16

from CEEE (Albania, Bosnia and Herzegovina,

Bulgaria, Croatia, Czech Republic, Estonia,

FormerYugoslavia, Hungary, Latvia, Lithuania,

Poland, Romania, Slovak Republic, Slovenia

and Turkey) and 12 from the CIS (Armenia,

Azerbaijan, Belarus, Georgia, Kazakhstan,

Kyrgyzstan, Moldova, Russia, Tajikistan,

Turkmenistan, Ukraine and Uzbekistan). The

study tested the important predictions about the

effects of competition in the product market and

linkages with foreign firms on domestic firms'

innovative activities, taking into account

heterogeneity in firms' technological

capabilities. The study focus on innovation is

motivated by the fact that innovation is widely

regarded as a channel through which local firms

try to stay competitive in the new global

economy. Economists tend to champion the

3.3. Experiences of the Post-Socialist

Republics 28 Transition Economies:

Gorodnichenko Yuriy, Jan Svejnar and

Katherine Terrell (2008), i

category of industries involved includes both

conventional and new technologies ranging

f r o m a u t o m o b i l e s t h r o u g h I C T t o

biopharmaceuticals.

By the mid-1970s, in order to increase the

market share in host countries, a need for

increased sensitivity to local conditions became

apparent. Along with the expansion of

production facilities, some localized innovation

activities were established to develop products

exclusively for local markets (ITUs) (but

basical ly derived from the parent ' s

technologies). However, most of such R&D was

located within the industrialized host countries.

Only a few large developing countries, such as

India, were locations for even these limited

functions.

Supply-side factors in emerging economies are

also favoring such a move. Some developing

countries possessed supply side factors. Until

the early 1990s, such efforts, instead of resulting

in rapid economic development, mostly

resulted in increased unemployment among the

educated or in brain drain. The twin reasons for

such a situation have been: (a) mismatch

between the requirements and human resources

development (HRD) planning; (b) the low level

and slow pace of industrialization. Even the

limited industrialization in such countries

mainly took place through transfer of ready-

made technologies by MNCs.

In the early 1970s, one of the main reasons that

MNCs did not locate strategic R&D abroad was

the difficulty involved in coordinating and

3. Global Innovation of MNCS In Emerging

Economies- Determining Factors

3.1 Demand-side Factors

3.2 Supply-side Factors
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positive effects of globalization and

competition.

The product life-cycle model was based on the

hypothesis that innovation activities are almost

always carried out in the home country of the

MNC. The reasons for this have been:

1. Economies of scale are important in R&D

activities and therefore may need to be

concentrated in a single center;

2. Locational economies of integration

involved in R&D, as the development of new

products or processes requires close

interaction between R&D, manufacturing

and marketing; and

3. Innovation is perceived as a demand-led

process, where the special demands of

sophisticated consumers and skill-intensive

downstream facilities in the home countries

are seen as providing stimulus for

innovation.

Lynn Leonard, and Salzman Hal (2007) draw on

data from a large study of the globalization of

technology development to emerging

economies to focus on the three areas are: the

motivating

The study is based on 190 interviews

at 67 sites of 38 MNEs in eight countries

includes US, Europe, Japan, South Korea,

Brazil, China, Mexico and India. Interviews

were also conducted at eight IT firms in India.

The findings shows that the MNCs motivating

activities includes cost cutting, gaining access

to new markets, gaining access to human

3.4. Global R&D in Emerging Economies

4. Emerging Economies: An Experience of

India

the factors, processes and the

outcomes.

resources/technology from new areas. As

geographical boundaries and attractive forces

change, so, too, are organizational boundaries.

Core technological innovation activities are

carried out far away from MNE headquarters

(and perhaps far from the observation and

control of headquarters).

India has now gained a reputation as a 'global

R&D hub' for MNCs. Based on a global survey,

the Economist Intelligence Unit (EIU) starting

with the establishment of global R&D units by

Texas Instruments (TI) and Astra Research

Center India in 1985, India has been attracting

R&D-related Foreign Direct Investment ( FDI).

Companies like Motorola and Hewlett-Packard

followed in the early 1990s. By the end of 1999,

there were 196 global R&D units, including

wholly owned units and technology alliances in

India. AWorld Bank study estimated that by the

end of 2007, there were about 370 R&D units set

up by MNCs (World Bank 2008). The global

innovation activities of MNCs are increasing

rapidly in India. Among the MNCs that set up

global R&D facilities in India are: Caterpillar,

Cisco Systems, DaimlerChrysler, DuPont,

General Electric, IBM, Intel, Lucent, Microsoft,

Oracle, Philips, SAP. GE's John F. Welch

Technology Center in India, with an investment

of US$80 million and 1,600 researchers, is the

company's first and largest R&D center outside

the US. According to Technology Information,

Forecasting and Assessment Council (TIFAC),

between 1998 and 2003, foreign companies

have spent US$1.1 billion on R&D in India,

(Reddy, 2011).

QuEST Global is a product-engineering design

4.1. Present Scenario: India

4.2. Indian Companies

1. QuEST Global
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(NCEs). Prior to the World Trade Organization

(WTO) agreement in 1995, the R&D focus of

Indian pharmaceutical

companies was on process development.

Sai Life Sciences was established in 1999, as an

R&D outsource service providing company. By

2006, Sai Life Sciences had grown to staff

strength of 300 people; The company focuses

exclusively on chemistry research. Sai Life

Sciences has a customer base of about 40

foreign companies, with 80 percent of them

based in the US and the rest in Europe and

Japan. It has executed over 200 projects by

2006. Its customers now feel confident in the

company and are assigning it development

projects even in their core areas.

The creation and design of the world's cheapest

car is an excellent example of innovation and

ingenuity, both inside and outside the

organization. The Nano mission began back in

2003, when the chairman of Tata Motors India

gave its engineers a challenge to build a

'people's car.' He set three requirements for the

new vehicle: (1) It should be low-cost; (2) it

should adhere to regulatory requirements; and

(3) it should achieve performance targets such

as fuel efficiency and acceleration capacity. The

early designs developed were close to a scooter

on four wheels, and they were quickly

discarded. The chairman wanted a real car.

Moreover, the Nano could promote

entrepreneurship not only in terms of assembler,

but also repair and service outlets in rural areas.

The Nano could be used as taxis by individual

entrepreneurs in places where currently three-

wheelers, with questionable safety, are being

used.

3. Sai Life Sciences

4. Tata Motors Nano Mission

and solutions company incorporated in the US,

with operations in the US, Europe, Japan and

India. In 2007 It has even promoted the

development of an aerospace supply chain

cluster in Belgaum (Karnataka, India) through

its 300-acre precision engineering SEZ (Special

Economic Zone) there, namely QuEST Global

SEZ. QuEST's core industries includes

Aerospace industry, Power generation industry,

Oil and gas industry, Industrial products

solutions and QuEST's customers include

global majors such as GE, Rolls Royce, Pratt &

Whitney, EADS/Airbus, Toshiba Industrial

Power, Hitachi Power Systems, Technicas

Reunidas and others. At Aero India 2007,

QuEST announced a 50–50 joint venture with

Magellan Aerospace Corporation, Canada, to

set up India's first independent processing

facility for aerospace manufacturing. It

established a key processing facility for

aluminum, titanium and stainless steel alloys to

meet the needs of aero structure and aero engine

components.

Natco pharma was established in 1984. Natco

has employee strength of 1,500, since 2003,

Natco went for branded marketing of its

products, particularly in the case of its oncology

products, and within a span of five years it has

achieved a significant reputation in the market.

Natco was one the pioneers in the country to

introduce 'timed release formulations' (i.e.

extended/controlled release mechanisms).

Natco's R&D)

focus is in the area of chemistry. Natco's R&D

center has 100 scientists. By the beginning of

2006, it had filed about 100 patents under the

Patent Cooperation Treaty (PCT). Most of them

are for process and formulation innovations,

with nine filed for new chemical entities

2. NATCO Pharma Limited

Research and Development (
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5. Conclusion
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economic growth and offering innovative need-

based management programs in emerging

sectors.

A review of literature and the preliminary data

of semi-structured interviews of educationalists

including policy makers, vice chancellors of

state and deemed universities, leaders of

educational institutes and heads of B schools on

the issues of selection process for teaching

faculty in B-schools revealed that i) the process

has not changed much in the midst of changing

management education scenario, ii) teaching-

learning process, desired competencies for

teaching and job profiles of teachers have

changed, iii) neither stake-holders nor

components of research are involved in framing

the policies and guidelines and iv) the norms for

selection of faculty provided by UGC/AICTE

are uniform for all B-schools irrespective of

varied governance structures and therefore do

not provide scope for educational leaders to

develop an independent selection model

conducive for changing trends in management

education.

B-Schools, Governance

structures, Technological advancement,

Emerging specialized programs, Faculty

selection.

Key Words:

Abstract

Globalization process has significantly affected

the scope and concept of higher education

scenario in general and management education

in particular. In India alone the number of B-

schools rose from 50 in the year 1990 to over

2000 in the year 2010. These institutes are run

under the umbrella of different governance

structures including Indian Institutes of

Managements (IIMs), University Grants

Commission (UGC) approved post-graduate B-

Schools in the State- and deemed universities

located on their own campuses or in the

affiliated colleges; All India Council for

Technical Education (AICTE) approved B-

schools under autonomous and technical

institutes; and Distance Education Council

(DEC) approved universities and institutes

running distance education and open mode

management programs. Some of them receive

grants from the government but most are self-

financing. Technological advancement and

emergence of customized sector specific

management programs (infrastructure

development-, banking-, event-, tourism-,

sports management etc) have further changed

the face of management education. Today, the

role of management institutes has not restricted

to teaching and research alone but also fostering

Selection of Teaching Faculty in B-Schools in the
Context of Emerging Economies: Indian Scenario

Mandira Basak
Symbiosis International University,

Pune, India
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Introduction

A number of new concepts such as neo-

liberalisation, neo-managerialism and

performativity have emerged in the process of

globalization [1]. These concepts, in turn, have

changed the face of HR management resulting

emergence of Human Capital Theory (HCT).

Impact of globalization on third war countries

was so intense that the term 'emerging

economies' emerged about 25 years ago to

distinguished countries which exhibit

economical potential . Of these, Brazil, Russia,

India and China (BRIC countries) are

considered to be most promising because of

similar stage of economical development and

demographic dividend. With explosion of

economy demand for right type of workforce

started booming which opened the new vistas

for management educations world-wide. Today

education sector is considered to be an industry

[2 and 3]. It is also reflected in

revision of the International Standard

Classification of Education [4] which modified

the categories related to higher/tertiary

education to better reflect “non-university

types” of studies.

While comparing industrial and educational

sectors in the midst of globalization, it is

necessary to understand the basic difference

between them in the context of HR practices.

The first difference is HRM in business is

concerned with 'competitive advantage'

whereas in educational sector it is provision of

'high quality educational sector experiences'

[5]. The second difference relates to Human

Capital Theory. Economists, refer the resources

available to individuals and groups as capital. In

business sector, physical capital is produced

when raw material is converted into saleable

products. For education sector, on the other

hand, it is produced when people acquire

desired skills and / or knowledge [6]. The

Human Capital Theory, thus, contents that the

primary purpose of education must be to

enhance productivity and support economic

growth [5]. Thus, the purpose of management

education is not restricted to teaching and

research alone but also fostering economic

growth. Unfortunately, though HCT has exerted

a powerful influence over education policy for

over three decades, it is inadequately endorsed

the world over [6]. The need to compare the HR

practices adopted in industrial sector vis-à-vis

educational sector, in recruitment process with a

view to indentified root causes, has thus been

felt.

The paper is aimed at searching answers for a

few grass root level inquiries concerning

selection procedure of teaching faculty in B-

schools. In order to achieve the objective a

review of literature pertaining to i) existing

Indian management education scenario, ii)

changing face of management education and

iii) its relevance with current selection process

is incorporated. Further, the data of structured

interviews of concerned stakeholders have been

presented and discussed.

A review of literature pertaining to Indian

management education scenario indicates that

various aspects such as issues, trends,

challenges and strategies, role of statutory

bodies etc have been discussed fairly in details

[7 to 14]. But with a few exceptions it has failed

to search answers for root level enquiries.

Selection process of faculty is one such area

which needs to be considered in the light of rise

and fall of number of institutes and demand-

Management Education - Indian Scenario:
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passing out of B-schools on their verbal,

quantitative and reasoning skills. It can be seen

from the figure 1 that students from Tier I cities

performed better than Tier II and Tier III cities.

The study also indicated that there is a huge

increase in the management seats over the past

five years from around 94,700 in 2006-7 to over

3.50000 in 2011-12. There is a rush for

admission in top ranked B-schools, but there are

very few takers for institutes which are poor in

quality as a result many of them, particularly

from tier III cities are forced to shut down.Apart

from infrastructure, availability of teachers and

lack of industries around are the reasons for this

melt-down.

It is noteworthy to

mention here that B-schools in India are run

under the umbrella of different governance

structures. Management institutes in India can

be broadly grouped into six types including

central government sponsored Indian Institutes

of Management (IIMs), few Indian Institutes of

Technology (IITs) and National Institutes of

Technology (NITs); the constituent units

(institutes/schools/departments) of the state-

and deemed universities approved by

University Grants Commission (UGC); the

open universities and Distance Education

Institutions run under Distance Education

Council (DEC); institutions approved by theAll

India Council for Technical Education( AICTE)

and affiliated to Indian universities; institutions

approved by AICTE but not affiliated to any

university and 'autonomous institutions' which

are neither approved by the AICTE nor

affiliated to any university.

Based on grand-in-aid or no grand-in-aid status

and autonomy Lokanandha [20] divided B-

schools into top notch government/quasi

Governance Structures:

supply ratio, changing management education

scenario covering aspects of governance

structure, impact of information technology and

emergence of specialized management

programs on teaching-learning process.

Today,

India is considered to be a growing hub for

management education [15 and 16]. More and

more management aspirants are choosing India

as their preferred study destination. In India

there were about 50 business schools in the year

1990. This number rose to about 700 between

1991 and 2000; over 1000 between 2001 and

2004; and over 1900 from 2005 to 2010 [14,

Table 1 and 17]. Paradoxically, this exponential

rise has failed to maintain both, quality and

demand-supply ratio. As a result, as many as 70

AICTE approved schools have opted to apply

for the closure of operations from coming

academic year 2013 [18].

A recent nationwide survey conducted by

MeritTrack, a company for testing and

assessment, and management education portal

MBAuniverse.com [19] revealed that except for

the top 25 institutes, only 21% of those from

other places are employable and rest had

mediocre skills. The study tested students

Fluctuating Number of B-schools:

Table 1: Rise in number of institutions

and intake capacity

Modified after: www.aicte.ernet.in, Powar 2002

and 2012

Year Institutions Intake

1954 1

1960 1

1980 ~50

1990 118

1995 422

2000 744

2005 1052 80464

2006 1132 94704

2007 1149 121867

(1,80,000)*

2008 1523 149555

2009 1940 179561

2010 ~2100 ~2.70,000

(3,000,00)*
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government (IIMs, XLRI, ISB), private

autonomous, university departments and

university affiliated colleges categories.

Besides these institutes, there are several

institutions which run

programs that are not approved by the

professional council concerned. In March 2007,

AICTE identified 273 institutions which were

running professional programs in management,

engineering, hospital i ty and fashion

technology. Of them, 104 were running such

programs with foreign collaboration, and the

others had no AICTE approval at all. In

response to a notice issued by the AICTE, only

32 institutes have applied for AICTE approval.

The rest have not bothered to do so. The AICTE

is now approaching the state governments to

shut down these institutions. Some people feel

that the AICTE cannot be faulted in principle,

yet many people believe that the consequence of

such an approach would dampen the growth of

professional education. It will kill diversity and

innovation. They also argue that there are many

AICTE approved institutions that offer a

dubious quality of education. This gives a

feeling that AICTE approval is

unnecessary [11].

Irrespective of governance structure, the

institutes categorized above offer a range of

programs from the MBA and executive MBA,

and post-graduate diplomas to certificate

programs of short duration. Out of these

programs, MBA is the most sought after by

fresh graduates while those already in

managerial positions have a preference for

Executive MBA programs. Some of them e.g.

IIMs and state universities run postgraduate

departments receive grants from central- aand

state governments respectively whereas rest are

de facto

run under no-grant basis and self supporting.

Further, the locations of these institutes also

vary right from Tier I and Tier II to Tier III cities.

Disparity in governance

structures, academic programs, location of

institutes, availability of funds and motives of

educational leaders has reflected on work

culture. According to Powar [11] there is a mix

of the ollegial culture where there is respect for

the individual's autonomy, freedom of

expression, devolution of authority, dominance

of academic committees and a tendency to be

loose regarding procedures; the bureaucratic

culture where there is a dominance of

administration and committees, with emphasis

on rules and precedent, and also a desire for

uniformity and stability e.g. university

administration; and the political culture in

which the interest of power groups becomes

important.

Looking at the impact

of technology on teaching-learning process it is

said that today's teaching-learning process is

becoming a student-centric process. The ways

students interact, form relationships, make

decisions and accomplish work is changing.

Such a change demands for i) education tools

that cater to the workforce of tomorrow – tools

that allow collaborative learning and encourage

students to explore, engage and interact in a

manner they are used to in their regular lives

[21] and ii) nature of campuses in terms of class

rooms, laboratories, libraries to suit the

technology. In nut shell, today technology has

become an enabler which can drive the quality

of education forward [13]. Unfortunately,

technology has not yet been able to replicate the

bond between the teacher and the student. What

is required is an open minded management for

Work Culture:

Technological Changes:

c
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and evolve curricula that are relevant to the

needs of the program.

The most

serious problem facing management education

world over is the shortage of faculty [24]. It is

particularly true in India because of very rapid

expansion in management education. The

Chairman, AICTE, in a presentation made

before the Dhande Committee appointed by the

Ministry of Human Resource Development to

study the situation regarding faculty shortage in

higher education, including management, was

about 50 % [11].

Palety [17] who was involved in ten consecutive

surveys for ranking India's B-schools observed

that only 30 B-schools in the country have

systems and processes in order to deliver quality

education. Quantitative growth of Indian B-

schools thus is an impressive growth theory but

the quality of education delivered in most of

them is the disturbing aspect of this positive

narrative. Most important concern he observed

was the shortage of competent faculty which

remained a biggest problem even today.

A survey conducted by the marketing

consultancy organization MARCH [25] which

covered 64 management institutions in 19 cities

within 8 states indicated that at the time of the

survey there were 1000 vacancies in the B-

Schools. In the management institutions the

faculty was young; 35 % being below 30 and 42

% between the age of 30 to 40, 16 % between 40

and 50 and only 7 % more than 50. About 71 %

of the faculty was male and 29 % female. The

ratio of full-time to part.-time faculty was 88:12.

As regards experience, 20 % of the faculty had

experience of less than 2 years, 56 % between 2

to 10 years and only 24 % above 10 years. Only

24 % had research experience and a little less

Shortage of Qualified Faculty:

providing IT-based infrastructure right from

classroom through campus to cloud, and

committed and competent faculty which can

transformed into a dynamic learning

environment [22].

he

management education today has not remained

restricted to conventional areas such as

marketing, finance or human resource

management but started catering to customized

areas such as hospital-, disaster-, infrastructure-

management programs [14 and 23]. To add to

this

list banking-, telecom-, event-, tourism-,

catering-, fashion-, sports- etc management

programs are also emerging. When dealing with

these customized markets, the skills and

aggressiveness of a company's HR team can

make a difference between success and failure.

The main reason for this is each market has

unique operational challenges in terms of

economic structure, access to capital and

consumption pattern. Competent HR can

address specific issues at every step of the

startup or acquisition process, from site

selection to recruitment and retention. All such

programs, therefore, need all together different

set up in terms of laboratories, specially

designed curricula and relevant course material

and highly specialized teaching faculty.

The foregoing description establishes the need

to change the teaching-learning process making

it conducive for the transforming scenario. To

bring expected dynamism in the process, there

is a need to provide state of art infrastructure;

establish new specialization specific academic

norms for faculty which can adopt innovative

classroom practices, evaluation mechanisms

Specialized Management Programs: T

Teaching-Learning Process:
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than 14 % industry experience. The

preponderance of junior faculty was apparent

from the fact that 59.5 % were Lecturers /

Assistant Professors. Only 13 % faculty had

undergone institute-sponsored training. The

attrition rate was 30 % with 54 % of the migrants

moving to other academic institutions, 24 % to

industry and 8 % setting up private practice.

Yeravdekar and Tiwari [26] while taking a

review of Indian higher education system and its

impact on economy argued that in order that

higher education to contribute constructively to

the economy, the systemic lacunae needs to be

isolated and rectified. Role of statutory bodies

governing Indian higher education is significant

in identifying and rectifying these lacunae.

In India, there are three regulatory bodies,

University Grants Commission, All India

Council for Technical Education and Distance

Education Council which are involved in

coordination of activities and determination of

standards of management institutes. But these

bodies play overlapping role that too in

isolation. Lack of proper coordination between

them is creating confusion in implantation of

many academic issues [27]. Opinions of the

senior educationalists should be considered as

vital in this respect. It is often realized in the

Indian context that existing educational models

are inadequate to address the problems of stake

holders. Though the understanding of global

shifts and their implications in the context of 21

century is vital, policies framed and guidelines

provided by concerned statutory bodies are

found to be inadequate, arbitrary, illogical and

illegal. This situation creates complications

while implementation as a result concerned

institutions left with no choice than to approach

Role of Statutory Bodies:

st

Courts for justice [28]. None of the councils

recognize any role for the UGC in their

functioning. This creates problem in

coordination between them and the UGC.

According to Powar [11] these bodies were

given very broad mandates, they were usually

inadequately empowered and poorly resourced

to fulfill their obligations. There have been

complaints of nepotism and corruption from

almost all of them. Powar further observed that

theAICTE has been reduced to a mute spectator.

It has done precious little to enforce standards,

has granted approval freely. It does not seem to

be unduly concerned over the fact that in 2011

nearly one-third of the management institutions

are unapproved and function as 'autonomous'

institutes.

Areview of UGC andAICTE guidelines [29 and

30] framed for management faculty reveals that

only recently UGC permitted to appoint

professionals of managerial level as assistant

professor, associate professor or professor

depending upon the length of experience.

However, such appointments are taken as fresh

and professionals recruited are considered as

fresh in the process of selection. The fact that

this change occurred after a long gap is

indicative of slow change.

While thinking about inclusiveness and

innovation for sustainable growth of emerging

economies, HRM related challenges,

particularly issues related to the selection of

teaching faculty, need to be addressed in the

light of varied governance structures, impact of

IT and emergence of specialized management

programs on teaching-learning process in

general and competencies of teaching faculty in

particular. These issues swirled around policies

The Data:
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was utilized to summarized their opinions on

four root queries on i) changing management

scenario and existing selection process ii)

existing qualification norms and teaching-

learning process; iii) role of stakeholders in

formulating policies and guidelines and iv)

freedom of developing independent selection

process model were sought. To ascertain how

strongly the respondents agree for sub-

statements related to grass root queries, Likert

and guidelines framed by the statutory bodies.

Keeping this fact in view, 22 stakeholders

having more than 25 years experience in the

field of education including policy makers (3),

vice chancellors of state- (2) and deemed

universities (3), leaders of educational institutes

(4), heads of B schools (5) and deans of

management faculty and senior faculty

members (5) were interviewed using semi-

structured interview technique. The data

Set

Nos

Sub-Statements 1 2 3 4 5

Strongly

Agree

Agree Neither

Agree or

Disagree

Disagree Strongly

Disagree

1 Management education scenario has

changed due to:

• Emerging governance structures. 12(54.54%) 06(27.27%) 04(18.18%) 00 00

• Technological advancement. 13(59.09%) 06(27.27%) 02(09.09%) 00 00

• Rise in specialized programs

09(40.91%) 04(18.18%)

06(27.27%) 03(13.63%) 00

2 • Teaching-Learning process has

changed.

10(45.45%) 10(45.45%) 02(09.09%) 00 00

• Required competencies for teaching

faculty have changed

09(40.91%) 09(40.91%) 03(13.63%) 01(04.54%) 00

• Job profiles have changed 09(40.91%) 09(40.91%) 03(13.63%) 01(04.54%) 00

3 • Authorities of statutory bodies consult

stakeholders while framing teaching

faculty related policies & guidelines.

00 03(13.63%) 00 05(22.73% 14(63.63%)

• Policies & guidelines of statutory

bodies are research and evidence based.

00 02(09.09%) 01(04.54%) 05(22.73%) 14(63.63%)

• Policies & guidelines of statutory

bodies are based on the ‘opinion ’ of the

committee members.

14(63.63%) 05(22.73%) 00 03(13.63%) 00

4 • Only knowledge is tested but the

pedagogical skills and professional

disposition are neglected during

interviews.

08(36.36%) 11(49.99%) 03(13.63%) 00 00

• Norms for teacher : students ratio and

staffing pattern (1 professor: 2 associate

professors: 4 assistant professors) are

based on international standards.

07(31.82%) 09(40.91%) 06(27.27%) 00 00

• Norms are uniform irrespective of

varied governance structures and grant-

in-aid status.

12(54.54%) 09(40.91%) 01(04.54%) 00 00

Table 2 : Summary of responses for sub- statements

(Data from survey conducted by author)
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questions on the scale from 5 (strongly agreed)

to 1 (totally disagree) were asked. The sub-

statement-wise data is summarized in Table 2.

Finally, four dichotomous questions on grass

root queries were asked to the respondents. The

question-wise data is presented in Figure 3.

A review of literature pertaining to Indian

higher education scenario emphasized the need

to imbibe new thinking while framing the

education policies. Way back in 1950 the

Radhakrishnan Commission in its report

emphasized the need that Indian education must

be rooted in its rich cultural heritage [31]. Later

Kothari Commission (1964-68) in its report

stressed the need for education policy that

contains a built-in-flexibility to adjust to

changing scenario saying 'the single most

important thing needed now is to get out of the

rigidity of the present system [32]. In a rapidly

changing world of today, one thing is certain:

yesterday's educational system will not meet

today's, and even less so, the need of tomorrow'

[33]. After a gap of 40 years in 2006, the

Working Group on Management Education re-

stressed the need stating 'management

education, while strengthening its roots in

various fields, should also reflect on India's

diversity, and preserve the age-old Vedantic

Discussion:

wisdom that holds our society'. In December,

2006 Prime Minister in his speech delivered at

the ISB urged institutes to define an 'Indian

Approach' to management : 'As we learn from

West and East, we must evolve our own

paradigm of management education based on

our social and cultural attributes. We must retain

the relevant wisdom of the past, incorporating it

into new methodologies of change. We need to

develop a new idiom in management' [34].

Recently, Sam Pitroda [35] expressed the

opinion that 'One can't move ahead with 19

century mindset, 20 century process and 21

century needs. Universities and colleges should

be given freedom to act'.

Wood and Payne [36] predicted that recruitment

and selection processes, what is being measured

and focus of assessment would change in future.

These predictions need to be seen in the light of

emerging management

scenario. Beckmann and Cooper [1] while

commenting on implications of changes caused

due to globalization opined that practices

introduced in the name of 'quality assurance' are

having profoundly detrimental impacts on

students, educationalists and society. Bell and

Stevenson [6] and Monteil [5] are of the opinion

that today's learners can never be fully prepared

for tomorrow's jobs because it is difficult to

predict what knowledge and skills might be in

the next 30 to 40 years. Today's MBA students

are expected to master concepts and techniques

that are increasingly challenging and complex.

According to Datar et al [37] MBA curricula

have indeed become more rigorous….students

must be provided with critical skills and

perspectives; they must be schooled in doing

and being as well as knowing. The need to

produce more skilled, more flexible and more

th

th st
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For the grass root level question RQ 1 (Fig. 1)

81.20% respondents feel that the selection

process has not changed in the midst of

emerging management education scenario.

Remaining 18.80% feel that some changes in

the process, such as use of on-line facility for

advertisements, acceptance of application

forms etc are taking place, but at a slow rate that

too in isolated pockets.

The set is aimed at seeking opinion about

changes in teaching-learning process along with

teaching competencies and job profiles in the

midst of changing management scenario. It is

evident from the data (Table 2) that 90.90% and

81.80% respondents respectively strongly agree

or agree that i) teaching-learning process has

changed and ii) both teaching competencies and

job profiles have changed.

For the grass root level question RQ 2 (Fig. 1)

86.05% respondents feel that the teaching-

learning process has not changed despite of

changing management scenario.

The set is related to the role stake-holders

play-, elements of research and evidences

involved-, and views of members of the

committees constituted in formulating policies

and guidelines. The data (Table 2) suggests that

86.36% respondents strongly disagree

(63.63%) or disagree (22.73%) to the two

statements: i) stake-holders are involved in

framing policies and guidelines and that ii)

policies and guidelines are research and

evidence based. On the contrary, same

percentage of respondents believes that the

policies and guidelines are framed in the

meetings of committee and therefore based on

'opinion' of the members.

For grass root level question RQ 3 (Fig. 1)

90.90% respondents opined that neither stake-

Set 2:

Set 3:

adaptable MBAs is thus the necessity for

emerging economies to remain in the

competition and retain market share.

Keeping these opinions in view, the author

attempted to collect the data on one of the basic

but significant aspect of higher education i.e.

selection process for teaching faculty, involving

a case study of B-schools. The opinions

expressed by stake-holders during semi-

structured interviews on the four sets of sub-

statements and the data of corresponding grass

root level dichotomous questions are

incorporated in Table 2 and Figure 3

respectively. Set-wise data is discussed below.

The set is intended to seek opinion about

degree of agreement related to changing

scenario of management education and to

ascertain whether selection process has changed

to suit the existing scenario. The data for sub-

statements (Table 2) reveals that 81.81% and

86.36% respondents (strongly agree 54.54%,

and agree 27.27%) respectively opined that

changes in management education are due to i)

emerging governance structures and ii)

technological advancement. This percentage

drops down to 59.09% in favour of the change

due to emerging service specific programs

because remaining 27.27% respondents neither

agree nor disagree, and 13.63% disagree with

the sub-statement. A perusal of interview data

reveals that those who are on the threshold opine

that core subjects- marketing, finance,

operation and human resource- are the

backbone of management programs and that the

need of MBAs would not affect because of

expanding industrialization particularly in

emerging economies. Further, at least two

semesters would be required to cover these core

subjects and therefore impact of specializations

would be little in comparison to the expansion.

Set 1:
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holders nor components of research and

evidences are involved in the process of framing

policies and guidelines. Remaining 10.10%

who do not agree with the majority feel that the

representatives of stake holders are included in

the committees and their long experience help in

discussing pros and cons of the issue under

question. Rady [38], and Sardar and Davis [39]

labeled this style of decision making as the

'green room' syndrome tendency where

decisions are made in gatherings of select group

of persons.

It is concerned with degree of acceptance

for norms laid down by regulatory authorities

for selection of teaching faculty including

elements involved during interviews, teacher-

student ratio and staffing pattern, and

uniformity in terms of grant-in or no grant-in

status of the institutes. The data (Table 2)

indicate that for the first statement i.e. only

knowledge is tested but not the pedagogical

skills and professional disposition 86.36%

respondents show strong agreement (36.36%)

or agreement (49.99%). For second statement:

norms are based on international standards

72.73% show strong agreement ((31.82%) or

agreement (40.91%). For the third statement:

norms are uniform irrespective of varied

governance structures and grant-in-aid status,

95.46% respondents either strongly agree

(54.54%) or agree ((40.91%).

For grass root level query RQ 4 (Fig. 1) 72.73%

respondents feel that B-schools do not enjoy

autonomy to develop their indigenous selection

model. The rest feel that apart from faculty

selection issue, there are other academic issues

such as curricula development, evaluation

process etc where there is enough autonomy.

Further, the issue of autonomy is related to the

Set 4:

diversity in terms of governance structure, work

culture, availability of facilities and teaching

faculty, and more importantly the mindsets of

those who administer the institutes. The

autonomy in the midst of such diversity would

further aggravate the deteriorating quality of

management education.

Not withstanding these opinions, the overall

data thus generate a dismal scenario. Although

the management education is on rise, selection

process has remained static and therefore

became more complex. What Radhakrishnan

Commission or Kothari Commission opined in

fifties and sixties of last century respectively

stands true even today as evident from

aspirations expressed by Pitroda recently [34].

To transfer this scenario, authorities of the

regulatory bodies need to change their mindset

and come out with revolutionary solutions

though not full autonomy, provide in-built

flexibility in terms of number of full time, part

time and adjunct

faculty posotions and attract talent from

industries towards teaching by providing

service conditions conducive to their career

profile.

Kedia [40] while discussing the challenges and

strategies of management educat ion

emphasized the need to retain national identity

for maintaining indigenous economic strengths

of the countries and not to influence by western

culture. Bharadwaj [41] described present

models as the models based on 'adoption of

surrogate management principles, techniques

and tools incubated in the culture other than

one's own' and termed them ass 'clone models'.

In tune with this Powar (42) opines that

education policy reforms must be based on a

clear perception of international trends and
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Abstract

Keywords:

*

This study is to analyse and to present

perspectives that offer an increased awareness

of the challenges and opportunities for women

in corporate in India and to study dimensions of

the work organization that contribute to a

supportive or hostile environment for women.

Based on analysis of survey data from 100

respondents working in corporate settings, a

scale was developed to measure five

dimensions: Dual Standards and Opportunities;

Sexist Attitudes and Comments; Informal

Socializing; Balancing Work and Personal

Obligations; and Remediation Policies and

Practices. Women perceived their work

environments as significantly more hostile on

all five dimensions. Scores on the scale were

related to intent to stay with the organization:

For the women surveyed, the friendlier they

perceived the work environment for women to

be, the longer individuals intended to stay at the

company.

Opportunities, Work, Environment,

Women, Corporate world

** MBA students, Symbiosis Institute of

Management Studies, Pune

Introduction

Today, India is a force in the global economy,

with a high demand for talent. A key source of

talent is educated Indian women. While

Corporate India has not yet fully recognized or

utilized this talent pool, the growing gender

diversity in Indian managerial ranks offers a

pathway for change for Indian women. Cultural

and societal change means a shift from

traditional views and stereotypes. Traditionally,

women have been under-represented in

organizations and the argument for equal

opportunity employment has not borne

sufficient results in India. As organizations

struggle with a scarcity for talent, smarter

companies are beginning to recognize the

opportunity in grooming and retaining women.

Though the corporate world has opened its

doors for women, it has not been successful in

placing them in the top level management.

Women are often observed to be working in the

administrative departments. Very few of them

get to climb the ladder and enjoy the post of

CEO or Managing Director. Women have to

juggle between work and life. They have to take

care of their parents, children, in-laws which

make them think twice before resuming work

Dr Asha Nagendra,

Pranav Singh Ranveer Shinde ,

Sumit Kapoor Priyanka Yadav

Vartika S. Panwar Dhruv Kanal

Professor, SIMS, Pune &

(Student Manager, SIMS), (Student Manager, SIMS)

(Studet Manager,SIMS), (Student Manager, SIMS),

(Student Manager, SIMS), (Student Manager, SIMS)
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houses. Several myths were there & so women

employees used to face barriers while climbing

up the corporate ladder. But time and again

women power have proved them, succeeded

over those imposed barriers & made major

contr ibut ion towards organizat ional

excellence. The study deals with those barriers

which a woman faces while climbing up the

corporate ladder. The perceived notion is

women are ruled by heart and not head, they

personal life gats priority over professional life.

These restrict the species called "women" from

being accepted whole heartedly in any

organization and from getting due recognition

for her contribution towards organizational

success.

In a Tata Consultancy Services Survey

conducted By People Matters “Gender

Inclusion In India” People Matters engaged

leaders from the HR community to share

gender-related information from their

companies. This report is a compilation of the

information obtained from 116 companies and

gives an insight into the practices, policies and

metrics regarding gender inclusion in Corporate

India. Their key findings revealed that: Women

are under-represented in organizations,

especially in senior management roles and

corporate boards. Women continue to face many

barriers on their way to the top that are unique to

their gender. Most CEOs and Top Management

realize the benefits of gender diversity and are

committed to the mandate of gender inclusion.

This commitment is, however, not translated

into actions. CEO commitment, women's

individual development and practices that allow

a flexible work environment are at the centre of

a conducive environment for women to

succeed.

after marriage. A recent survey found that

women want a corporate environment that

recognizes that their strengths and skills are

different from male colleagues but equally

intrinsic to the organization's success. With

increasing number of women climbing the

competitive corporate ladder, companies seem

to be leaving no stone unturned to lure them and

are even offering existing employees an

additional bonus as much as 25 per cent for

referring a female employee. The focus of this

research is to provide a glimpse into the status of

women in management in India based on

interviews with Indian professional women and

findings from Indian research studies.

: To analyse the challenges and

opportunities for women in corporate in India.

Status of women in India in the corporate not

at par with men

• Special incentives and privileges given to

women in the corporate

“

” opines

that d

Aim

Hypothesis

Review of Literature

Ms. Sraboni Ganguly, Faculty – Human

Resource Management, International School

of Business, Kolkata, in her paper 21

Century Women in Corporate World

•

uring the past decade, the environment for

multinational corporations has been quite

volatile, with numerous challenges for the firms

operating in this arena. However, throughout

this period there have emerged a number of

executive leaders who have been recognized for

their contributions to organizational excellence

and leadership despite the environmental

fluctuations. But invariably even few years back

women power was not so welcome to hold &

glorify the top positions of different corporate
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The term 'glass ceiling' was first coined by Wall

Street Journal 25 years back. And unfortunately

even today, the number of women in top

management and leadership roles are not

representative of the workforce population.

Time alone is not the answer for gender

inclusion. This so called 'glass ceiling' today is a

metaphor describing an environment in

organizations that does not create an ecosystem

for women to grow into leadership roles.

Considering most of the working population

today is getting younger and younger at a very

fast pace, it was decided to focus on the younger

generation of working women more. However,

women above the age of 35 were also included.

In order to gain a reasonably accurate

understanding of the work environment of

women today, data was collected from 100

respondents which included women roughly

from the age of 18 to 50 years of age.

The questions included were on compensation

as well to determine whether there was any bias

as far as giving compensation to men and

women was concerned. The working women

were surveyed with a structured questionnaire.

They belonged to various organizations in Pune

which included software companies, banking

sector, malls, educational insti tutes,

manufacturing industries and telecom sector.

Majority of the respondents were in the age

group of 21-25 years whereas it was found a

moderate number of respondents belonging to

other age groups. Very few working women

above the 45 year bracket were available for the

survey. This shows that majority of the working

population among women is young. Majority of

Methodology:

Results

women being from the young age group and

being fresher's in the corporate world fell into

the 'less than Rs. 25000' income bracket

whereas the percentage fell considerably as the

higher income bracket was seen.

Equal Appraisals/ Compensations given to

males and females

In terms of opportunities given to men and

women in organizations, the difference of

opinion was fairly low, although tending

towards the higher side for Unequal work

opportunities.

The above results prove that the Hypothesis 1 is

correct.

Most of the women felt that sexual harassment

was not a major concern in their organisation

whereas a few felt otherwise. Majority of

women felt that there have been steps

implemented in their organisation to curb any

kind of instances of sexual harassment, whereas

very few experienced the lack of such initiatives

at their workplace. Most of the females felt that

there were equal opportunities given to men and

Table 1 : Equal opportunities given

to males and females

Sr. No. Options Percentage

1 Equal 41

2 Unequal 59

Sr. No. Appraisals Percentage

1 Equal 65

2 Unequal 35

Sr. No. Compensations Percentage

1 Yes 91

2 No 9

Analysis of Work Environment of Women in the Corporate
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companies had a well-defined and acceptable

protocol to handle issues concerning pregnant

women.

Most women were satisfied with the ethics

governing their workplace although a small

number felt the need of some major changes to

be brought in place. It was observed that a lot of

organizations today want to be seen as women-

Table 3: Rating of organizational

work ethics

women in their organisation whereas there was

a sizeable number that felt inequality prevailed.

With respect to compensation given to women,

it was seen that a surprisingly large number of

organisations awarded various compensations

specific to women.

Although a large number of women disagreed to

the fact that incentives were offered in return for

sexual favours at their workplace, a surprising

29% agreed and had directly or indirectly

experienced the same.

Approachability of HR department for women

related issues

As far as safety of women in their organizations

was concerned, it was seen that majority of the

organizations made their female employees feel

safe whereas 14% fell into the unsafe category.

In today's organizations the HR department

seems to be promoting approachability and

transparency for problem-solving issues,

whereas on the contrary our statistics showed

otherwise. A very meagre 51% of the women

felt their organizations HR departments were

approachable for women related issues.

It was observed that a very clear majority of

Table 2 : Feeling of safety for females

within work environment

Sr.No. Options Percentage

1 Very safe 29

2 Moderately safe 57

3 Not safe 12

4 Threatened 2

Sr.No. Options Percentage

1 Very approachable 51

2 Moderately approachable 37

3 Not approachable 12

Figure 1: Approachability of HR

department for women related issues

SNo. Options Percentage

1 Very poor 2

2 Poor 9

3 Fair 24

4 Good 55

5 Excellent 8
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friendly and this is reflected in the statistical

data collected by the researchers.

The above results prove that the hypothesis 2 is

correct.

In today's organizations, the most common

incentive that women are privileged with, was

Maternity Leave followed far behind by

Flexible leaves and Night-Drop to home

A good number of women admitted to using

protocols meant for females, like flexible

leaves, sexual harassment claims, etc. to their

advantage. Majority of women felt that one of

the major ways in which women use their

sexuality to their advantage was Being over-

friendly with colleagues and managers

It was found that the most common protocol

prevailing today for women to address their

concerns was to report such issues to their

immediate managers, followed closely by

taking such issues directly to the HR

department. A very few organizations today

have a specific women's division handling

women related issues.

Table 4: Most common incentive

structures

Table 5: Wrong usage of protocols

favouring females

Table 6: Changes needed in the

organization

Conclusions

Of all the women surveyed, a sizable number

felt they needed a change in their organization

with regards to policies governing women, in

one way or another. Majority of them felt that

timings should be more flexible, followed

closely by realising the need for a special cell to

handle women's issues. Travel arrangements for

women made up another considerable change

desired by women in their workplace.

From the results, it was concluded that 87% of

the respondents were aware of the work ethics at

the workplace and only 13% were unaware.

74% of them accepted that there is fair male to

female ratio at the work but remaining 26%

denied this fact. As far as equal opportunities

were concerned, only 41% of females agreed

whereas 59% females denied. 21% women

opined that there is sexual harassment at the

work place and 79% felt otherwise but at the

same time 83% answered that there are steps

taken to curb the harassment. Regarding

appraisals and compensations 65% women felt

equal appraisals and given and 91% thought

equal compensations were also given and

remaining percentage thought otherwise.

29% of women were offered sexual favours.

Regarding safety-57% females thought that

they were moderately safe while 2% thought

that they are threatened. As per, approachability

SNo. Options Percentage

1 Maternity Leave 71

2 Flexible leave on request 19

3 Special Night Drop-to-Home 10

Sr.No. Options Percentage

1 Yes 46

2 No 54

Sr.No. Options Percentage

1 Flexible Timings needed 49

2 Travelling arrangements 13

3 Forming a women’s cell 38

Analysis of Work Environment of Women in the Corporate
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to HR department. 51% think they are very

approachable, 37% think they are moderately

approachable, 12% think they aren't really

approachable. 94% females think that

pregnancy protocol is followed. 26% females

feel inferior to males at the workplace. 55%

females think that organizational work ethics

are good, 24% think they are fair, and remaining

think other way round. 77% holds an opinion

that there are special incentives for women and

also 46% females think that there is wrong

usage of protocols favouring females.

There were certain changes needed as per the

females working in different corporate 49%

wanted to have flexible work timings and 13%

seek transport facilities and 38% women wants

that there should be a women cell in the offices.

Women are under- rep resen ted in

organizations, especially in senior

management roles and corporate boards.

Women continue to face many barriers on

their way to the top that are unique to their

gender.

Most CEOs and Top Management realize the

benefits of gender diversity and are

committed to the mandate of gender

inclusion. This commitment is, however, not

translated into actions.

CEO commitment, women's individual

development and practices that allow a

Some important observations flowing from

the research:

•

•

•

•

flexible work environment are at the centre

of a conducive environment for women to

succeed.

The term 'glass ceiling' was first coined by

Wall Street Journal 25 years back.

Unfortunately even today, the number of

women in top management/ leadership roles

is not representative of the workforce

population. Time alone is not the answer for

gender inclusion. This so called 'glass

ceiling' is today a metaphor that describes an

environment in organizations that does not

create an ecosystem for women to grow into

those leadership roles.

•
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liberalization of the aviation sector has opened

up 28 airports for foreign direct investment

(FDI) in areas of operation and maintenance of

airports.

For Greenfield airports, FDI up to 100 per cent

is permitted through automatic approvals. For

existing airports, FDI up to 74 per cent is

permitted through automatic approvals and up

to 100 per cent through special permission

(from FIPB).

Growing at a rate of 18 per cent annually, the

Indian civil aviation market holds great promise

for potential investors. International no-frills

budget carriers, especially Asian low-cost

carriers (LCCs) are also making a beeline for

India. Pilots are highly trained professionals

who fly airplanes or helicopters to carry out a

wide variety of tasks. Most are ,

, and who transport

passengers and cargo. However, 34 percent are

commercial pilots involved in dusting crops,

spreading seed for reforestation, testing aircraft,

flying passengers and cargo to areas not served

by regular airlines, directing firefighting efforts,

tracking criminals, monitoring traffic, and

rescuing and evacuating injured persons.

The research offers a starting point to think

about the actual work conditions and their

airline pilots

copilots flight engineers

Abstract

Introduction

.

The objective of the present study was

Owing to

the fact that before one sets out for the survey

he/she should have a thorough knowledge of the

topic he/ she is assigned with, as a survey

person, the researcher spent considerable time

in studying the factors and work situations

involved in a pilot's job. Respondent's

interaction was with the help of a questionnaire.

Findings revealed that pilots are in the flight

operations management based on flying

experience and have no clue about

administration and management leading to

disgruntlement among other pilots. Hence there

must be proper parameters and training

involved before selecting pilots to manage

flight operations.

: CivilAviation, Pilots, Motivation

India's aviation industry has expanded

dramatically in recent years with the entry of a

host of new budget carriers. But losses sustained

by many of these airlines, are now prompting

consolidation in the industry India's

to find

out the critical factors for motivation and job

satisfaction and to study the extent of these

factors present in Civil Aviation pilots.

Key words

Motivation and Job Satisfaction Amongst Pilots

in the Civil Aviation Industry in India
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changes in order to provide a basis for a higher

motivation of employees. Not only differences

and similarities in the work motivation and

satisfaction of employees regarding certain

individual characteristics, but also the reasons

for the same will be examined in this study.

deals with the structure of

work which will lead to high internal

motivation, high job satisfaction and high work

Objectives of the Study

Literature review

The Job Characteristics Model by Hackman

and Oldham (1980)

1. To find out the most critical factors for

motivation and job satisfaction.

To study the extent of these factors present in

Civil Aviation pilots

2.

effectiveness. This model considers the intrinsic

motivation that causes a person to perform the

job well due to interests on the work and

challenges in the job.

The

occurrence of internal motivation is caused by

three basic conditions. These conditions

influence not only an employee's motivation to

work, but also his/her satisfaction on the job.

First, the individual must have knowledge of the

results of his/her work performance. In other

words, if the individual has no idea about how

well or poorly he/she is performing the job,

he/she will not develop any feelings such as

happiness or sadness about his/her job

performance. Secondly, the person must feel

responsible and accountable for the results of

his/her work.

Conditions for internal motivation:

Figure 1: Showing outcomes of enriched work
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Methodology

Hypothesis

autonomy,

feedback Job security

The questionnaire method was used to collect

data about motivation and work amongst pilots.

It was based on the job description

questionnaire created by Hackman and Oldham

(1980) and was addressed to 45 pilots working

in the civil aviation industry across India. The

factors examined in this study were analyzed

according to individual characteristics of the

sample - age, gender, marital status, position in

the company, and the years in the company.

1. Characteristics of Job such as

and are not present in

a pilot's job.

2. Profit sharing benefit is perceived as the

most important benefit because it promotes a

feeling of belongingness.

From Figure 1 above, it is clear that when a

person thinks that his/her own efforts contribute

only to a minor extent to the quality of his/her

work outcome, the individual will not generate

any feelings such as pride or sadness towards

the quality of work done. Third, the person must

experience work as meaningful. In other words,

if the individual does not perceive his/her work

as generally important, valuable and

worthwhile, he/she will not develop any internal

motivation. Even when a person feels

responsible for the work done and receives

information about his/her performance, but

lacks the feeling for doing a meaningful job, the

internal motivation will unlikely to develop.

In other words, if one of these conditions is

missing the internal motivation will not occur.

All three factors - knowledge of results,

experienced responsibility and experienced

meaningfulness - are necessary to develop and

sustain a strong internal work motivation.

Moreover, the stronger these factors are present,

the higher the internal motivation.

Table 1: Showing importance of the job factors regarding age

Table 2: Showing importance of the job factors regarding marital status

Motivation and Job Satisfaction Amongst Pilots in the Civil Aviation Industry in India
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married.

married and

unmarried persons evaluated the extent to

which feedback is present at work as similar.

Referring to Hackman and Oldham's

model, it is interesting to note that unmarried

people perceive the use of a variety of skills,

autonomy, and the significance of the tasks in

their job to a higher extent than married people.

Nevertheless, these differences are less than 1,

and therefore it may be noted here that

unmarried persons experience all factors similar

to married people. Furthermore,

Results

task significance

leads in turn to a higher internal work

motivation and satisfaction with the work,

which does not depend on age.

Unmarried people evaluated the job factors,

even if only to a minor extent, higher than

Older people experience the need for more

responsibility for the outcomes of the work

(autonomy). People between the age brackets of

31-45 years have a high need to display different

kinds of skill sets. Hence

Table 3: Showing importance of the job factors regarding years in a company

Figure 2: Showing importance of the job factors regarding years in a company
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Years in Company (Mean

)

Comparing the variety of skills, autonomy,

and task significance regarding the years in

the company, it may be noticed that these

three dimensions show major differences in

of importance of job

factors regarding years in a company

When the responses were analyzed with regard

to the years people have been working in the

company, some interesting findings can be seen.

People with more than 10 years in the company

give importance to a variety of skills, and the

meaningfulness and interest of the job.

the range from up to 2 years to 10 years.

POSITION IN A COMPANY (Mean

)

Feedback, job security and environment

of

importance of the job factors regarding position

in a company

In the above figure red indicates less importance

and green indicates high importance. The

received data shows a clear tendency that Sr.

Commanders and Airline Examiners perceive

job

factors to a low extent for satisfaction than First

officers and Captains. In particular, weak

Table 4: Showing importance of the job factors regarding position in a company

Figure 3: Showing importance of the job factors regarding position in a company

Motivation and Job Satisfaction Amongst Pilots in the Civil Aviation Industry in India
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differences can be noticed in skills and task

significance. Comparing the intrinsic job

factors according to the actual work situation,

the following can be stated.

Figure 3: Showing satisfaction level with regard

to meaningfulness of work and characteristics

of job (The color blue indicates high level of

satisfaction and the color red indicates low level

of satisfaction)

Hypothesis 1: Characteristics of Job such as

and are not

present in a Pilot's job to a large extent.

The above results prove the above hypothesis

correct. The data reveals that pilots are satisfied

and motivated in their work because of

meaningfulness of work in their current jobs.

On the other hand characteristics of Job (i.e.

Autonomy, feedback, Job security) are missing

in their current jobs and hence are perceived as

low on satisfaction level.

Hypothesis 2: Profit sharing benefit is perceived

as the most important benefit because it

Skill variety, task

identity, and task significance, which

contribute to the feeling of doing a

meaningful job, are to a large extent,

perceived as high by all Pilots.

autonomy, feedback Job security

promotes a feeling of belongingness. The above

results prove hypothesis two incorrect. Taking

into consideration the comparative strength of

all factors – economic rewards, sports, and food

- and their degree of fulfillment, it may be noted

here that there is very little difference on how

the pilots perceive the benefits and other

extrinsic factors. However, high importance is

given

Since the strongest motivators seem to be things

that people value but lack, the following

motivators can be identified in order to increase

the internal motivation and job satisfaction for

the respective subgroups.

The strongest motivator regarding all

subgroups is the .

Therefore, special attention should be

given to that factor in order to increase the

internal motivation and job satisfaction.

Characteristics of Job such as

and are not present

in the job and can be used as a leverage to

to work related benefits such as

uniform benefits, transportation and

lodging.

Conclusions

(1)

Task significance

(2) autonomy,

feedback Job security

72

JIDNYASA 2013



study contribute to the organizational

commitment of employees. The intrinsic

factors, on the one hand, may influence a

pe r son ' s wi l l i ngnes s to expend

considerable efforts toward the goals of the

company and to remain in the company

(attitudinal commitment).

The extrinsic factors, on the other hand,

may contribute to the behavioral

commitment. Factors external to the work

situation such as the economic situation,

mobility, and other employers may

influence an individual's desire to stay in

the company as well.

(6)

increase internal motivation.

One should have in mind that the

environment and compensation do not

actually present motivators. However,

their fulfillment to a certain extent provides

the basis for taking advantage of

challenges in the job and to reduce job

dissatisfaction.

In addition, special attention should be

given to the skill aspect and the autonomy,

since they make a contribution to the well

being of humans and provide the basis for

the use of challenges offered by the job.

Furthermore, all factors examined in this

(3)

(4)

(5)

NEED SUGGESTIONS

SELF-

ACTUALIZATION

1. Qualifications and talents are under utilized

2. To become part of the solutions to the problems faced by

the Company.

ESTEEM 1. Assured career progression in term of upgrades.

2. Company must make pilots feel that they are part and

contributing to company.

SOCIAL 1. Need time for quality life.

2. Loyalty bonus should be given at   periodic intervals and

should increase with length of good service record.

SAFETY 1. Confirmed family tickets

2. Assured increments

3. Seniority allowance

4. Family health insurance

5. Equal work contract for people serving in same positions.

6. Pension plan

7. Medical Insurance

8. Alternate Work position in case of Loss of License due

medical or other reasons

PHYSIOLOGICAL 1. More pay

2. Home loan

Suggestions Given By Respondents
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Researcher's Recommendations

Better communication

2. Improvement of procedures/parameters

involving selection of Pilots in to

management

The results of this research offers a starting

point to think about the actual work conditions

and their changes in order to provide a basis for a

higher motivation of pilots. Moreover, factors

that have to be enhanced at work in order to

increase the motivation and therefore the

commitment toward the company are figured

out and presented. It can be concluded that:

1. : Pilots are normally

never aware of behind the walls activity of

Aviation Corporate. The contribution from

fellow workers would become meaningful if

they were to become part of the solutions to

the problems faced by the Company. To

achieve this, a regular company bulletin

should be released regularly for transparent

working and information sharing. An

authorized Information agency, which

disseminates verified information, would

stop all rumor mongering and lead to

reinforcing of genuine working relationship

and healthy camaraderie. Monetary growth

without creation of Goodwill bank is

meaningless.

: A commercial pilot is paid

well, and there are enough checks and

balances within the system to ensure smooth

and safe operations. However generally

Pilots are in the flight operations

management based on flying experience and

have no clue about administration and

management leading to disgruntlement

among other pilots. Hence there must be

proper parameters and training involved

before selecting pilots to manage flight

operations.

: The work place environment

needs to inspire trust among employees.

Very often Airline management and pilots

have a relationship of mistrust, which is

somewhat antagonistic. Quite a few airlines

work under a fear culture where the pilot is

constantly under pressure of punitive action

for the smallest infringement, which does

not necessarily contribute to a healthy work

environment.

3. Environment
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undertaken but there is no evidence of the same

having adversely hit a large section of the

operating middlemen.

The study aims at looking at empirical evidence

that is available to establish whether or not the

move to allow FDI in retail will affect/benefit

the farmers and Kirana shops as stakeholders.

The paper uses the exploratory research method

for its study. It relies on a vast statistical data and

empirical evidence in respect of organised retail

in India and outside. The secondary data has

been collected from authentic sources such as

Working Papers and reports of ICRIER,

A.T.Kearney's study report and rated journals.

There is no dearth of research work pertaining to

performance of retail sector in the global arena.

There is not much of a difficulty either in

accessing the relevant and latest data. But in the

Indian context, it is a different story. Despite the

fact that the question of whether or not to allow

FDI in retail has attracted so much media

2. Objectives

3. Methodology

4. Literature Review

1. Introduction

Retailer is usually the interface between the

producer and the individual consumer who is

buying for his/others personal consumption.

Retailing excludes direct interface leading to

sale between the manufacturer and institutional

buyers such as the government and other bulk

buyers. It is the last link in the chain that

connects the individual consumer with the

manufacturing and distribution chain. A retailer

is involved in the act of selling goods to the

individual consumer at a margin of profit.

(Ninetieth Report of Parliamentary Standing

Committee on Commerce related to FDI in

Retail, Government of India, 2009).

Whether or not to allow a higher proportion of

FDI in multi-brand retail has been debated in

India for nearly a decade and half. Yet, the

Government felt that it needs more time

and/data to convince the stakeholders before

deciding to go ahead with this reform measure.

Presently, only 26% equity stake for a foreign

player is allowed in this format. In the

meanwhile FDI has been allowed in single

brand retail as also in what is termed as the 'cash

and carry' segment or the wholesale business.

Though there was opposition to these changes

too, not only these reforms have been

Why FDI in Retail ? A Study with

Reference to Select Stakeholders

Dr. D.M.Deshpande

Prof. Komal Chopra

(Director, PIBM, Pune)

(Assistant Professor, SIMS, Pune)
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An EconometricAnalysis On OrganizedAnd

Unorganized Retail Share- By Subhadip

Mukherjee

4.1 The Macro Picture

finds that the organised retail has a

positive influence on consumers, farmers and

GDP growth rate. The study uses a multi

regression model. It reveals that the

urbanisation, women's' participation and GDP

have positive influence on growth of share of

organised retail.

India ranks as the fourth most emerging

destination for retail in the world (A.T.

Kearney's annual Global Retail Development

Index, 2011) The retail market in India is

divided into organized and unorganized retail.

The share of organized retail market as a

percentage of the total market is estimated to be

6.5 % (Images Retail Report, 2011) and is

growing at a CAGR of 27.69 % contributing 2.1

% to the GDP (Images Retail Report, 2011).

Organized retailing refers to trading activities

undertaken by licensed retailers, that is, those

who are registered for sales tax, income tax, etc.

These include the corporate-backed

hypermarkets and retail chains, and also the

privately owned large retail businesses.

(Ninetieth Report of Parliamentary Standing

Committee on Commerce related to FDI in

Retail, Government of India , 2009).

Unorganised retailing refers to the traditional

formats of low-cost retailing, for example, the

local shops, owner operated general

stores, shops, convenience stores,

hand cart, pavement vendors, etc. (Ninetieth

Report of Parliamentary Standing Committee

on Commerce related to FDI in Retail,

Government of India ,2009)

The nation is growing at around 16% in nominal

terms; the estimated aggregate GDPfor 2011-12

kirana

paan/beedi

attention and debate over a long time span, yet

sector specific authentic data is not readily

available. Though there are a fair numbers of

research papers and articles on the subject, lack

of reliable data does impact the outcomes and

quality.

There is no Government agency which collects

data exclusively to this important and emerging

sector. As a result, for any research study, data

needs to be collated in bits and pieces from

different Government agencies such as CSO,

RBI, Planning Commission and Budget and

Economic Survey papers/documents. There are

a few research organisations and consultants

who have carried out vital research in this area.

But private houses such as Planet Retail, A.T.

Kearney and others have commercial interests;

as such their works are not in the public domain.

At times some details are released after a time

lag or with an intention to market their offerings.

ICRIER-Indian Council for Industrial and

Economic Research has published research and

working papers. The Institution has also been

appointed by the Government to address issues

such as FDI and impact on stakeholders such as

the unorganised players, farmers and the public

at large.

ICRIER Working Paper 22 of September 2008

entitled 'The impact of organised retailing on the

unorganised sector' is a comprehensive study on

the subject. It has looked at the growth of both

the organised and the unorganised retail sectors.

Through a comprehensive survey covering pan

India, the study has pointed out that the impact

of organised retail on the unorganised sector is

marginal. The study concludes with the finding

that though the impact of a newly started

organised retail store is higher in the immediate

neighbourhood, it peters out over a time period.
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is estimated at Rs.89.12 lakh crore (Table 1) and

the share of retail is around Rs.470 billion.

Though the GDP growth rate has slowed down

to 6.9%, it is expected that the GDP would grow

from the present $1.8trillion to $7.3 trillion in a

decade, by which time; retail would have topped

Rs.1.9 trillion. It is to be noted that the economy

grew by 8.4% in the preceding two years. Even

if organised retail grows as projected, which is

very unlikely, kiranas will still be left with space

to grow at 13% p.a. (CSO and Economic survey

2011-12)

Economic Survey 2011-12

The per capita incomes too are rising as the

economy is registering adequate growth rate on

a consistent basis. It is estimated that the per

capita income is in excess of Rs.60, 000 up from

Rs.53,000 a year earlier. Growing incomes are

an indicator of huge potential for growth of

organised retail in the country.

Agriculture has a sporadic growth over a period

of time. Yet the average growth of agriculture is

impressive. That is the reason why the incomes

in rural areas have stated picking up. The

Table. 1 Macro-economic Indicators

Table 2
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Government of India's social programs such as

NREGA (National Rural Employment

Guarantee Act) has also lent certain stability to

rural households. Together, they have resulted

in boosting demand for consumer goods and

durables in the rural markets.

The Department of Industrial Policy and

Promotion (DIPP), Ministry of Commerce and

Industry, Government of India revised the FDI

norms in retail to “100 % single brand retail”

and “51 % multi brand retail” through a

notification.

(1) Foreign Investment in Single Brand product

retail trading is aimed at attracting investments

in production and marketing, improving the

availability of such goods for the consumer,

encouraging increased sourcing of goods from

India, and enhancing competitiveness of Indian

enterprises through access to global designs,

technologies and management practices.

(2) FDI in Single Brand product retail trading

would be subject to the following conditions:

(a) Products to be sold should be of a 'Single

Brand' only.

(b) Products should be sold under the same

brand internationally i.e. products should be

sold under the same brand in one or more

countries other than India.

(c) 'Single Brand' product-retail trading would

cover only products which are branded during

manufacturing.

(d) The foreign investor should be the owner of

the brand.

(e) In respect of proposals involving FDI

5. FDI Policy on Retail

Details of Notification (paragraph 6.2.16.4,

Circular 2, Consolidated FDI policy)

beyond 51%, mandatory sourcing of at least

30% of the value of products sold would have to

be done from Indian 'small industries/ village

and cottage industries, artisans and craftsmen'.

'Small industries' would be defined as industries

which have a total investment in plant &

machinery not exceeding US $ 1.00 million.

This valuation refers to the value at the time of

installation, without providing for depreciation.

Further, if at any point in time, this valuation is

exceeded, the industry shall not qualify as a

'small industry' for this purpose. The

compliance of this condition will be ensured

through self-certification by the company, to be

subsequently checked, by statutory auditors,

from the duly certified accounts, which the

company will be required to maintain.

(3) Application seeking permission of the

Government for FDI in retail trade of 'Single

Brand' products would be made to the

Secretariat for IndustrialAssistance (SIA) in the

Department of Industrial Policy & Promotion.

The application would specifically indicate the

product/ product categories which are proposed

to be sold under a 'Single Brand'. Any addition

to the product/ product categories to be sold

under 'Single Brand' would require a fresh

approval of the Government.

(4) Applications would be processed in the

Department of Industrial Policy & Promotion,

to determine whether the products proposed to

be sold satisfy the notified guidelines, before

being considered by the Foreign Investment

Promotion Board for Government approval.

Agricultural markets in most states of India are

established and regulated under the State

6. Implications

6.1 Farmers
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Producer" under a written agreement with

another person called "Contract Farming

Sponsor" to the effect that his farm produce

shall be purchased as specified in the agreement

(APMC act, 2003). The retailers can have a

contract farming arrangement with the farmers.

However, the argument is that retailers with

larger procurement power may make the

farmers vulnerable to exploitation (CPI(M)'s

National Policy proposal for Organized Retail,

2011). The UK supermarket chain Tesco paid

its suppliers 4% below the average price paid by

retailers (Stichele et al 2006). The retailers

would also prefer to contract with big farmers

and the small farmers may lose out (Approach

paper on Agro Business by Indian Banks

Association )

Unorganized retailers have significant

competitive strengths that include consumer

goodwill, credit sales, amenability to

bargaining, ability to sell loose items,

convenient timings and home delivery.

Proximity is a major advantage of unorganized

outlets . They also understand the consumer

behaviour of their area (Ninetieth Report of

Parliamentary Standing Committee on

Commerce related to FDI in Retail,

Government of India, 2009) and have much

lower operating costs compared to organized

retail. The operators often own the land of their

shops and use household labour to operate the

store (PWC, 2011). Pricewaterhouse Coopers

believes that can exist alongside

modern trade players and can explore

partnership models in a rapidly changing retail

environment. There was no evidence of a

decline in overall employment in the

unorganized sector as a result of the entry of

6. 2 Unorganized retailers

kiranas

Agriculture Produce Market Committee

(APMC) Act, 2003. The Act in most states

requires all agricultural products to be sold only

in government - regulated markets. These

markets impose substantial taxes on buyers, in

addition to commissions and fees taken by

middlemen, but provide little service in areas

such as price discovery, grading or inspection.A

key impact of this regulation is the inability of

private sector processors and retailers to

integrate their enterprises directly with farmers

or other sellers, eliminating middlemen in the

process. Farmers also are unable to legally enter

into contracts with buyers. This leaves no

incentives for farmers to upgrade, and inhibits

private and foreign investments in the food

process sector. However, the state governments

can make amendments in theAct to suit farmers'

needs.

The existing market mechanisms in most of the

rural areas need a closer look. APMC, much

against its mandates and objectives, has been

sheltering and promoting middlemen at the cost

of the growers and consumers. Taking

advantage of regulations, they have acquired

monopolistic and non-transparent character.

IdeallyAPMC needs to be scrapped so that there

is free movement of agricultural goods and large

numbers of middlemen in the supply chain are

eliminated. A World Bank study reveals that

growers get no more than 20% to 25% of the

final price paid by the consumer in India; the

global average is as high as 50%. Big retailers

need to buy directly from farmers and a whole

lot of intermediaries-aggregator, market trader,

wholesaler, sub-wholesaler-are removed.

The APMC act also provides provision for

contract farming. means

farming by a person called "Contract Farming

Contract Farming
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organized retailers (ICRIER report, 2008).

However, there are contrary views. Opening up

FDI may lead to unfair competition and

ultimately result in large-scale exit of

incumbent domestic retailers, especially the

small family-owned business (Chari,

Raghavan, 2011). Kalhan (2007) highlights

how small shops in Mumbai were adversely

affected in terms of falling sales by the growing

influence of shopping malls in the city. Recent

evidence also suggests that having a chain store

in a market makes roughly 50% of the discount

stores unprofitable and that Wal- Mart's

expansion over the 1990s explains about

40–50% of the net reduction in the number of

small discount stores (Jia, 2008).

Based on this study, it can be said that growth of

organised retail would benefit majority of the

farmers in India. They will be able to realise

better prices for their produce. The practice of

bulk buying may also bring in advantages of

improved techniques of farming and higher

levels of productivity.

The impact of organised retail on the

unorganised sector would, at the most be

marginal. Objections to FDI in retail stem from

the fear that Kirana shops or the pop-and-mom

stores will die; this will hit a section of the

traders who are presently self employed. It is

imperative to call this bluff. Already there are

big chains, malls and super malls- Reliance,

Pantaloon-they occupy large retail space in the

country. It can be no body's claim that only

foreign competition hurts and 'desi' players

spare the corner shops! Organised retail has

hardly grown as anticipated. Consultants do

7. Conclusion

paint a rosy picture about the potential of

organised retail; according to them, they should

have commanded a market share of 16%. In

reality, their joint share was no more than 6 % in

total retail sector. (ICRIER, 2008)

Moreover, it is not as if organised retail has a

cake walk. Far from it, there is now a growing

realisation that India is a tough market. A few of

the bigwigs have had to close down-the

Subhikshas, Vishal Mega Marts. As per

newspaper reports, over three thousand outlets

have shut shops as they were found to be

unviable. Even those who are surviving are

grappling with a whole range of problems.

Rentals are sky-high on the one hand; on the

other, retail space construction has not been able

to keep pace with the requirements. Strangely,

there is huge concentration of different formats

in small geographical areas in some metros and

cities. In the complexity of Indian markets, it

has not been clear so far as to which format

would succeed! Rentals are eating away 50% of

the revenues, whereas the affordability on an

average is around 6 to 8%.

Big retail space, globally norm being around

25,000 sq.ft., is expensive and simply not

available in central business districts of metros.

They are also now realising that an average

Indian does not buy large scale; most big

retailers are therefore hit by low revenue and

sub-optimal turnovers. The smaller stores do

not get the scale advantage, nor, can they cater to

the variety needs of the demanding Indian

customer. Scaling up in retail is not quick; it

happens over a period of time. Top lines of

several stores do not seem to be materialising, a

cause for major concern. The bottom line,

therefore, is that kiranas have nothing to fear.
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