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Counting Countless Crowd

Let's call alarge gathering at any ticket-less event, planned or accidental as the
countless crowd, for which stake-holders would be interested to count. Planned events
like festivals or sports extravaganza or the planned protest rallies by political parties or
civil societies. Un-planned could beflash-mob, gathering spontaneoudly, say at the outbreak
of news of demise of avery popular leader.

For crowd management, administration should be interested to estimate the size of
the (countless) crowd. Very historic gatherings like ‘Million-Man-March’ in USA
(Washington DC, October 1995), where the organisers claimed the gathering to be 1
million, but administration (estimated by National Park Service) disputed the claimed
figure and calculated it to be only 0.4 million (4 lakh). Protest-gathering of Tiananmen
square (Beijing, China), where protesterswerefired at killed by army, was estimated by
various agenciesto be 1.5 million, but was disputed by administration (who estimated it
at 0.7 million). Egyptian protest against Mohammed Morsi Government was reported as
atotal gathering/ participation of over 30 million. Close home, in Odisha, world famous
Ratha-yatra (Car Festival) is reported to be attended by over 1 million people. When
thereisvery large such gathering, thereis always stampede like situations. So, the local
administration is supposed to know the estimated size, so as to make necessary
arrangements.

So how the crowd-size is estimated?

The age-old Jacob’s method (due to Herbert Jacob, who first used this simple
method in 1960’s, to count the number of student protesters, protesting against Vietnam-
War policy of USA). It adopted the rule of first counting people standing in asmall area
(say, 10 square feet/ meter) then multiplying it to the total area, covered by the crowd.
With the availability of advanced technology, GPS, Google-Earth, satellite-footage or
special aerial recording devices are now used to have a quick estimate.

Total figure, a measurable quantitative variable, has to be estimated with more
precision. Challenge comeswhen it isan accidental, flash-mab type gathering. But it is
an interesting research topic where specific studies have been carried out. It is also
extended to deep-seaor large lake estimation of fish-statistics or animalsin large dense
forest. For fishes in sea, in the traditional method, first from a specific small area all
fishes are caught and col oured/ marked; then let free back into the sea; then again after
a few weeks fishes of small area are caught. From the total catch, the proportion of
coloured fishes to other fresh fishes would give idea about the total fishesin the sea, as
we multiply the total area.

We need to know the most precise status and state of such resources, beitin seaor
inforest. It has, thus, very practical utility too.

- Rabi N Subudhi,

KINT University Bhubaneswar, India
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ABSTRACT

Thissurvey based descriptive study has been undertakenin Tirunelveli city, Tamilnadu,
India with the objective of understanding the effectiveness of training among nurses.
The nurses working in private multi-specialty hospitals with the qualification of
Diploma in General Nursing and Midwifery (DGNM) and Bachelor of Science in
Nursing (B.Sc Nursing) courses and have undergone three on the job training have
been chosen for this study. The study has sampled 100 respondents using purposive
and judgment sampling techniques. The primary data have been collected using
structured questionnaire constructed by the researcher. The questionnaire was made
up of three point scales namely high, mediumand low. The discussion was also done
with therespondentsto collect primary data. The secondary data have been collected
from books, journals and websites to add significant to the study. The result found
that the training had low effect on the factors, self motivation, positive attitude, ability
to carry out multiple works at the same time and ability of applying knowledge
gained from subject in thework. Suitable suggestions have been given to improve the

effectiveness of training programme.

K ey wor ds: Nursing, Training Effectiveness, Private hospital

1. INTRODUCTION
1.1 Background of the Study

Traningisanimportant partinHuman
Resource Management. Itisddliberately
becoming an inevitable function of all
organizations. All business sectors
irrespective of nature of businessarein
need of improving theknowledge, skills
and attitudes of their employeesso asto
compete with rapidly growing
technological, economical, cultural and
educational advancement. Besides,
training not only coincide objectives of

both management and employees, but aso
shapesthe personality of the employees
positively by means of enriching their
knowledge, skillsand attitudes.

Respecting rules and regul ations of
the organi zation, cooperating with other
employees, obeying higher officers,
respecting seniors, other employeesand
customers, tolerating criticismof thehigher
officers as well as customers,
understanding the feeling of other
employees and customers and act
accordingly, considering the resources of
the hospitals as our own property and
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protecting them carefully, self motivation,
positiveattitude, showing keeninterestin
thework aresomeof theimportant factors
decidingnot only commitment and morae
of the employees, but also influence
satisfaction level of the customers and
thereby decides goodwill of the
organization. It cannot be expected that
all these factors are fully vested with
employeeswho arejoining newly. At the
same time, all these factors can be
educated among the employeesthrough
training progranme. Therefore, it is
essential for the hospital management to
provide training to all categories of
employeeson these areasregularly and
analyse its effectiveness so as to make
necessary changes in future training
programmes.

Among all categoriesof employees,
training programme is found vital for
nurses, theimportant paramedical group
of employees. They look after the patient
careactivitiesinduding handlingmedicines,
assisting surgeonsfor pre operative, on
surgery and post operative care.
Therefore, itisessentid for themto possess
adequate knowledge in terms of their
profession and various soft skillsto deal
with different nature of the patients. Lack
of soft skillswill affect satisfaction of the
patientsand lack of knowledge about the
functiona areasof thenursing professon
will threatenthe safety of patients. Hence,
it is important to provide nurses the
continuous training in terms of both
behavioural aswell asfunctiona aress. It
isnot only important to providetraining at

continuousinterva, but itisalsoimportant
tomeasureitsimpact a frequent intervals
0 astoensuretheeffectivenessof training
programme.

Inthesecondtier city, like Tirundvdi,
the providing of continuoustraining and
measuring its effectiveness at frequent
intervalsseemsto bevery essentia. The
city hasattained sgnificant growthinhedlth
carearea. But, still the practice of human
resource management remains
undeveloped inadmogt al hospitals. Poor
welfare facilities, lack of career
development, long working hours, poor
grievance settlement procedure, rigid
|eadership practice, poor communication
system and inadequate training and
development system arefound in many
hospitds. Very few hospitdsareproviding
training programmesfor their employees.
Hence, it remainsimportant making them
awarenessabout theimportanceof training
programme on growth of career of
employees, safety of the patients and
reputation of thehospitas. Therefore, the
present study hasbeen undertakeninthe
study area to exclusively analyse the
effectivenessof training among nurses.

1.2 Need for the Sudy

High competition among all
occupations has compelled them to
strengthen training programmefor their
employees so asto retain them for long
period and attract new customers and
thereby enhancetheir profit. Now aday,
organizations spend huge amount for
training and devel opment programmesto
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strengthen the knowledge, skills and
attitude of their employees. It should be
themajor concernfor themto monitor the
effect of training and development
programmeprovided. Themonitoring of
thetraining and devel opment programme
after thecompletion, will beuseful toknow
not only theproductivity, but dsotoidentify
the strength and weskness of theresources
used for training and development
programme.

1.3 Scopeof the Sudy

The study hasfocused private multi
speciality hospitalsin Tirunelveli city,
Tamilnadu. The nurseswho have been
quaifiedwith Diplomain Generd Nursing
and Midwifery (DGNM) and Bachelor of
ScienceinNursing coursesand undergone
threeonthejobtraining programmeshave
been covered.

1.4 Significanceof the Sudy

The study has analysed the
effectivenessof training on variousareas
related to work and behavioural aspects
of thenurses. Theresult of thisstudy will
be hel pful for the nursesto understand to
what extent they haveimprovedinterms
of their knowledge, skillsand attitudes.
Theresultsof thestudy will aso behe pful
for the hospital management and other
organisationswhich are offering similar
services to know about the learning
capacity of nursesthrough training and
analyse strength and weaknessin termsof
sdlecting resourcesfor training programme.
The present study will serve assecondary
datafor futureresearch scholars.

1.5 Profileof theStudy Area

Thestudy area, Tirunelveli city, the
capital city of theTirunelveli Districtis
located in southern part of Tamil Nadu.
Thedistrict consists of 11 taluks and
19 blocks. Thetotal population of the
district census is 3072880 of which
male population are 1518595 and
female are 1554285 (source: senses,
2011). Therearefivecollegesoffering
DGNM course and eight colleges
offering B.Sc Nursing course. Thereare
482 government hospitals including
primary health centres and sub centres
and 221 private hospitals including
nursing homes and clinics (source:
office of Deputy Director of Health,
Tirunelveli district, Biomedical waste
management department).

1.6 Research Objectives

The objectives of the study are to
understand perception of nursestowards
effectiveness of training and to offer
suitablesuggestionstoimprovetraining.

2 REVIEW OFLITERATURE
2.1 Training

Trainingisthe processof imparting
knowledge, skills and abilities to
employees. Itisconsidered asatechnical
skill enhancement program of employees.
Trainingisdefined asaplanned learning
experience designed to bring about
permanent change in an individual‘s
knowledge, attitudes, or skills.
(Campbekl, et al., 1970).
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Training is a change intervention
designedtoinfluencelearning and behavior
change. (Huse, 1975). It acts as an
interventiontoimprovequdity of products
and services of an organization in stiff
competition by improvementsintechnical
skillsof employees. (Manju S, Suresh,
BH, 2011)

Trainingiswidely understood asa
communication directed at a defined
population for the purpose of developing
skills, modifying behaviour, andincreasng
competence. Generally, training focuses
exclusively on what needsto beknown.
Theobjectivesof training areto: provide
the skills, knowledge and aptitudes
necessary to undertake required job
efficiently develop theworkersso that if
he has the potentials, he may progress,
increaseefficiency by reducing spoilt work,
misuseof machinesand lessening physicd
risks. (Pitfield, 1982).

2.2 Training Effectiveness

Training effectivenessisastudy of
characterigticsof theindividud, trainingand
organizational that affects training
processes, before, during and after training
(Alvarez et a., 2004). Itfocusesonthe
learning system asawholethusproviding
a macro view of training outcomes.
(Alvarez et d. 2004).

2.3 Previous Studies Related to
Effectivenessof Training

Ciccio L (2010) evaluated the
relevance and effectiveness of training
activitiesin Northern Uganda. Thestudy

focused ontrained work forcein Northern
Uganda. The study sampled 104
paramedics. Theresult found that among
the health workers sampled, 71% were
still deployed at the original work site at
thetimeof theinterview and 87% reported
they found thetraining event atte3nded to
be useful. 40% of the respondents
reported that they werenot provided any
form of follow up. 25% reported having
attended another smilar training event on
thesametopic at samepointintime.

Palo and Padhi (2003) examined the
role of training and measured its
effectivenessin successful total quality
management implementation. Thefindings
of thestudy indicated that thereexisted a
positiveand highly significant correlation
between training and awareness and
performance monitoring and feedback
system. There was a positive and
ggnificant correlaion betweentrainingand
teamwork, commitment of qudity, policy
and strategy, skill development and
resource allocation and a positive and
insgnificant relationship betweentraining
and cugtomer satidfaction. Therdationship
between training with occupationa stress
and communication was negative and
indggnificanti.e, training hasnot decreased
thestressleve of employees.

Mani A and Joy PY (2012)
compared the effectiveness of training
among bank employeesof sdected public
and private sector banksinIndia. The
objectivesof the study wereto study the
training system of public and private
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sector banksin Indiaand to analysethe
effectivenessof training systemtowards
selected public and private sector banks
inIndia. Theresultsof the study showed
that training facilities, learning motivation,
other facilitiesand cost had occupied the
highest rank among the public sector
bank followed by expectation,
organizational factors hindering or
facilitating use of training, preparation,
and organizational support. Conversely,
cod, training facilities, learning motiveation,
organizational factors hindering or
facilitating use of training had occupied
the highest mean scores. Whilst,
preparation, organizational support and
expectations had occupied the lowest
mean score.

Ramadevel V and Nagurvali Shaik,
(2012) evauated training and deve opment
effectiveness and concluded that
organization train and develop their
employeestothefullest advantagein order
to enhance their effectiveness. They
suggested that conducting a training
programmeisnot just sufficient. Proper
evaluationisthebaseto effectivetraining
and thetraining programme should bea
regular system.

Rosmah Mohamed and Arni Ariyani
Sarlis Alias (2012) evaluated the
effectivenessof atraining program using
the four level Kirkpatric model in the
banking sector in Malaysia. The study
specifically examined the reactions of
employeestothetraining programme, the
level of employees learning and the

employee's transfer of training. The
findings showed that most of the
respondentswere happy with the content
of the module, the speaker’s style of
facilitating, the overal|l effectivenessand
the knowledge gained. They were
satisfied and convinced with thelearning
activities provided in the training and
perceived that there activities had
motivated and made them interested to
learn. Thefindings also showed some
evidencethat respondents had improved
their knowledge level and sere able to
apply the knowledge and skillslearned
inthetraining totheir job.

Srinivas KT (2012) studied the
effectivenessof training and devel opment
programmes adopted by KPCL,
Bangalore. The result of the study
indicated that dmost dl theemployeeshad
positive impact on employees’ jobsin
variouswayslikeincreasein efficiency,
lesser error and highinvolvement. Most
of theemployeesrequiredtraininginthe
areas like personality development,
technicd trainingand job oriented training
programs in order to perform more
effectively and efficiently. Increased
efficiency, updated knowledge, improved
interpersonal relation and career
development were the outcome of the
training and development programme.
Besides, communication, subject oriented
and timing problemswere the problems
faced by the employees. The content of
thetraining programmewas met only to
the considerable extent.
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3 RESEARCHMETHODOLOGY

Thesampleof thisresearchisnurse
who has undergone three on the job
training. Thenursesworkingin private
multi specialty hospitals with the
qudification of Diplomain Generd Nursng
and Midwifery (DGNM) and Bachel or of
ScienceinNursing (B.ScNursing) courses
and have undergone three on the job
training have been chosenfor thispresent
study. Thus, atotal of 100 nurses have
been sampled from the study areausing
purposive and judgment sampling
techniques.

Theprimary datahavebeen collected
from the selected respondents using

Sructured questionnairecongtructed by the
researcher. Personal discussion with
respondents, nursingin-chargeand human
resource manager has al so been doneto
collect primary data. Thequestionnaire
used to collect primary data consists of
two sections SectionA thet dedl with prafile
of the respondents and section B that
talked about the effectiveness of training.
The questionnaire had been constructed
using three points scale, namely high,
mediumand low.

The secondary data have been
collected from the books, journals and
websitesto add appropriate significance
for thestudy. The percentageandysishas
been employedto find theresuilts.

Table 1: Profile of the Respondents

SNo.| Measure Item Frequency | Percentage
1 Sex Mae 14 14
Femae 9] 36
2 Age Below 22 years 16 16
Between 22 and 26 years K74 K74
Between 26 and 30 years 2 2
Above 30 years 23 23
3 Marital Status Married 48 48
Unmarried 2 2
4 Educational Qualification B.Sc- Nursing 0 0
DGNM 70 70
5 Year of working experience | Below 2year 18 18
Between 2 and 4 years 45 45
Between 4 and 6 years 24 24
Above 6 years 13 13
6 Sdary Below 5000 K3 3]
Between 5000 and 7000 40 40
Between 7000 and 9000 16 16
Above 9000 (0°] 08

Source: Primary Data
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4 ANALYSISANDRESULTS

It would be understood from Table
1 that among the respondents 14% were
maleand 86% werefemde. Of them, 16%
were below 22yearsof age, 32% between
22 and 26 years, 29% between 26 and 30
yearsand 23% wereabove 30 yearsof age.

Furthermore, anong them, 48%were
married and 52% were unmarried. Of
them, 30% were qualified with Bachelor
of Science in Nursing and 70% were

qudifiedwith Diplomain General Nursing
and Midwifery courses.

In all, 18% had below 2 years of
work experience, 45% between 2 and 4
years, 24% between 4 and 6 years and
13% had above 5 years of work
experience. Among them, 36% were
drawing below Rs. 5000 of salary, 40%
between Rs. 5000 and 7000, 16%
between Rs. 7000 and 9000 and 8%
were drawing above Rs. 9000 salaries.

Table4.2: Perception towar ds Effectivenessof Training

situations and feelings (e.g. angry,
difficulties, emotionally imbalanced
patients) and behaving accordingly

S. | Satement Before Training (%) | After Training (%)

No. High |Medium | Low | High|Medium | Low

1 | Conflict with others 48 2 V| B a2 10

2 | Extending cooperation to othersin own 2 40 B | 46 1 13
department and other department

3 | Involvementinteamwork 17 K] 8| 48 0 13

4 | Respecting rules and regulations of 83 12 0 | 100 0 0
department as well as hospital

5 | Taking care of resources of the hospital 0] 2 0| P 10 0

6 | Respecting seniorsin own department 70 0 0| ® 8 0
and other department

7 | Obedient to the manager and other o7 3 0 | 100 0 0
higher authorities

8 | Exhibitingirritation and angry on patients | 47 3] 8| 0 % 15

9 | Work speed (2] A B| & 50 (0°]

10 | Ability of understanding patients 12 50 B| 48 13

11 | Ability tofinishwork completely 2 K39 2| 4 24

12 | Ability of aligning the materialsin order 8 0 8| 4 4 16
so that the work can be done easily and
comfortably

13 | Discipline(e.g. punctuality, wearing 8 2 0| % o 0
uniform)

14 | Wastage of resources (time and materials)
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Efficiency inthework

5|6

Skillsof dividing thework and del egate
it to the juniors, nursing assistants and
other supporting staffs according to the
nature of work

18
19

8| &
J| S
QIR

Committing mistakesin thework
processes

R

&

Patience towards patients and their
relatives

&
8l B

3
Y]

Self motivation

Positive attitude

Criticismtolerance

Fear to deal with emotionally unstable
patients

RIR|IB|x
o838
BIRR|S

B RIR BB

Requiring assistance to operate
equipments

& B|R|BR
8 BL8B

g
&8
&

Fear to deal with emergency situations

Planning and doing job systematically

Work stress

Interest in the work

BN B NN

Lack of interest to participate in decision
making process and share the ideas
voluntarily

BB B RR 8B BYER

6|5 888
B|B|IN &R o
GRESTRSIRG AR
HRB &S
Blo|~BIR

B

Ability to carry out multiplework
(e.g. attending doctors rounds,
answering patients queries, attending
emergency) at the sametime

&8
&
el
&
8

30 | Ability of applying knowledge gained

from subject inthework

Source: Primary data

It could beknown fromtable4.2 that
conflict with others, respecting rulesand
regulations of department as well as
hospital, taking care of resources of the
hospital, respecting seniors in own
department and other department,
obedient to the manager and other higher
authorities, exhibiting irritation and angry
on patients, discipline (e.g. punctuality,

wearing uniform), fear to deal with
emotionally unstable patients, requiring
assistanceto operate equipments, fear to
deal with emergency Situationsand work
stress have been perceived at high level
beforeundergoing training.

Thefactors, extending cooperaionto
others in own department and other
department, work speed, ability of
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understanding patients situations and
fedings(eg. angry, difficulties, emationdly
imbalanced patients) and behaving
accordingly, wastage of resources (time
andmaterids), efficiency inthework, skills
of dividing thework and delegateit to the
juniors, nursing assistants and other
supporting staffsaccording to the nature
of work, committing mistakesinthework
processes, patiencetowards patientsand
their relatives, planning and doing job
systematicaly, interestinthework andlack
of interest to participatein decisonmaking
process and share the ideas voluntarily
have been perceived at medium level by
majority of the respondents before
undergoingtraining.

Involvement inteamwork, ability to
finishwork completdly, ability of digning
thematerialsin order sothat thework can
bedoneeasily and comfortably, skillsof
dividing thework and delegateit to the
juniors, nursing assistants and other
supporting staffsaccording to the nature
of work, and self motivation, positive
atitude, criticismtolerance, ability tocarry
out multiplework (e.g. attending doctors
rounds, answering patients queries,
attending emergency) a thesametimeand
ability of gpplying knowledgegained from
subject inthework have been perceived
a low level by mgority of therespondents
beforeundergoing training.

It would be observed from table 4.2
that thefactors, extending cooperation to
others in own department and other
department, involvement inteam work,
respecting rules and regulations of

department aswell ashospita, taking care
of resources of the hospital, respecting
seniors in own department and other
department, obedient to the manager and
other higher authorities, discipline (e.g.
punctudity, wearing uniform), efficiency in
thework, committing mistakesinthework
processes, fear to deal with emotionally
unstable patients, fear to deal with
emergency situations, work stress and
interest inthework have been perceived
at highleve by mgority of therespondents
after undergoingtraining.

Conflict with others, exhibiting
irritation and angry on patients, ability of
understanding patients situations and
fedings(eg. angry, difficulties emotiondly
imbalanced patients) and behaving
accordingly, skillsof dividingthework and
delegateit tothejuniors, nursing ass stants
and other supporting staffsaccording to
the nature of work, patience towards
patientsand their relatives, planning and
doingjob systematicaly and lack of interest
to participatein decision making process
and sharetheideasvoluntarily have been
perceived at mediumlevel by mgjority of
therespondentsafter undergoing training.

Self motivation, positive attitude,
ability to carry out multipleworks(e.g.
attending doctors rounds, answering
patients’ queries, and attending
emergency) at thesametimeand ability of
applying knowledge gained from subject
inthework have been perceived at low
level by mgjority of therespondentsafter
undergoingtraining.
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It could also be understood from
table 4.2 that training had high effect on
thefactorssuch as conflict with others,
extending cooperation to othersin own
department and other department,
involvementinteamwork, respectingrules
and regulations of department aswell as
hospital, taking care of resources of the
hospital, respecting seniors in own
department and other department, work
speed, ability of understanding patients
situations and feelings (e.g. angry,
difficulties, emotionally imbalanced
patients) and behaving accordingly, ability
tofinishwork completely, ability of digning
thematerialsin order so that thework can
be doneeasly and comfortably, discipline
(e.g. punctuality, wearing uniform),
wastage of resources (timeand materials)
and efficiency inthework.

On the other hand, training made
medium impact on thefollowing factors:
exhibitingirritation and angry on patients,
committing mistakes in the work
processes, patiencetowards patientsand
their relatives, planning and doing job
systematically, interest in thework and
lack of interest to participatein decision
making process and share the ideas
voluntarily.

At the sametimethetraining have
caused low effect onthefollowing factors:
skillsof dividing thework and delegateit
tothejuniors, nursing assistantsand other
supporting staffsaccording to the nature
of work, self motivation, positiveattitude,
criticism tolerance, fear to deal with

emotionally unstabl e patients, requiring
assistance to operate equipment, fear to
deal with emergency situations, work
stress, ability to carry out multiplework
(e.g. attending doctorsrounds, answering
patientsqueries, attending emergency) at
the same time and ability of applying
knowledge gained from subject in the
work haveattained very poor effect after
thetraining. Besides, thesefactorshave
not obtained any major changes after
undergonetraining.

5. SUGGESTIONAND
CONCLUSION

5.1 Suggestions

Theresult found that training hasnot
made marked effect on the following
factors: conflict, irritation and angry, work
speed, ability of understanding patients
stuationsandfedings, skillsof dividingthe
work and delegateit, patience, planning
and doing job systematically, lack of
interest to participatein decision making
process, self motivation, postivedttitude,
ability to carry out multipleworksat the
same time and ability of applying
knowledge gained from subject in the
work. Hence, it is suggested that the
hospital management should concentrate
hugely on methodological part of the
training. The process of training need
analysis should be strengthened.
According to the need the resource
person, training alds, training methodsand
training placesshould befound andtraining
should beddlivered.
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5.2 Limitationsof thestudy

The study has focused the nurses
qudifiedwith Diplomain Generd Nurang
and Midwifery and Bachelor of Science
inNursaing. It hasnot covered thenursing
employees qualified with Diploma in
Nursing Assistants (DNA), Female
NursingAssistants (FNA) and Master of
Science in nursing (M.Sc Nursing).
Besdes thenursesworkinginprivatemulti
specidty hospitalshavebeenfocused. The
nursesworkinginsnglespecidty hospitds,
government hospitalsand any other hedth
careingtitutionshave not beenfocusedin
thisstudy.

Another limitation of thisstudy isits
coveragearea. Thestudy hasbeen limited
to Tiruneveli city only. It hasnot covered
entiredistrict. Another l[imitationisthe
sampling method usedinthisresearch. The
study has applied both purposive and
judgment sampling techniques.

As a result of these limitations,
precautionsarerequired to generdisethe
resultsof thisstudy into single speciality
hospitals, government hospitalsand other
health careinstitutions. Moreover, the
cautionisa so required when generalising
theresultsof the study into entiredistrict
or other digtrict asthetraining policy may
differ from one kind of organization to
other.

5.3 Directionsfor Further Research

The future research can be
undertaken as a comparative study
covering other paramedical groupssuch

as pharmacists, medical laboratory
techniciansand radiographers. Thefuture
research can aso beundertakeninsucha
way that the effectiveness of training
methods on job performance and the
impact of training on job satisfaction.

5.4 Concluson

The objective of this study wasto
understand the effectiveness of training
among nurses. The nurses working in
privatemulti speciality hospitalswiththe
qudificationof Diplomain General Nurang
and Midwifery (DGNM) and Bachelor of
ScienceinNursing (B.ScNursing) courses
and have undergone three on the job
training were chosen for thisstudy using
purposive and judgment sampling
techniques. Theresult foundthat training
had high effect on conflict, cooperation,
involvement inteamwork, repectingrules
and regulation, taking care of resources,
respecting seniors, work speed, ability of
understanding patients' situations and
fedings, ability tofinishwork completdly,
ability of aligning the materialsin order
discipline, wastage of resources and
efficency inthework. Theresultdsofound
that training had medium effect exhibiting
irritation and angry on patients, committing
mistakesin thework processes, patience
towards patients and their relatives,
planning and doing job systematically,
interestinthework and lack of interest to
participatein decision making processand
sharetheideasvoluntarily. Moreover, the
training had low effect on self motivation,
positiveattitude, ability tocarry out multiple
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works at the same time and ability of
applying knowledge gained from subject
inthework.

It is the responsibility of the
employeestoactively participateintraining
programme and apply theknowledgeand
skillsgained fromtraining programmein
their work ashuge amount are alocated
fortraining progranme. Smilarly itisaso
the responsibility of the hospital
management to provideemployeestraining
regularly so asto develop the career of
the employees as well as safety of the
patients.
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ABSTRACT

The reality sectors across the global economies were blamed to be the cause which
created the bubbles leading to recession in 2008. The impact of downturn across the
world economies adversely hitsin India also. Logically it is interesting to check the
financial performance of reality industry in India during recession. To get more
accurate result an extensive study for the past decade was conducted, and the study
period was classified in to pre- recession, recession and post-recession phases. Only
the performance of organized reality sector studied and companies having a market
capitalization of Rs.10 billion or more were considered for the study purpose. The
data so collected was mainly processed with Altman’s Z score to examine the finan-
cial soundness. The result shows that the Indian Reality sector is not much influ-
enced by the global recession and it exhibits a steady performance throughout the

study period.

Key words: Reality Sector, Altman Z score, Three Phase Investigation

1. Introduction

ThegrowthinIndianredity sector can
be considered as a bye-product of
urbanization arisesduetolabor migration
fromrest of thepartinthe country. Severa
other factorslike growth in population,
risng nuclear families, easy availability of
credit etc. have positively contributesto
theboominthissector. Initialy thissector
wastotally unorganized and remained as
an untapped are of businessfor several
years. Now we have players from
organized aswell asunorganized sectors
and reportssay that thissector isgrowing
at a pace of 30% every year. After

witnessingthephenomend growthininitia

year theredlity sector begantoattract huge
fundintheform of foreigninvestment and
duly investedin variousreal estatefunds,
SEZ’s, hospitality industry, building up
commercia aswd| asresdentid spaceetc.
Theinvestment inredlity sector isopened
toal kind of investorsranging from small
individual investors to large corporate
houses, and it extensively covers
investment in theform of small property
agreement to purchase of socksof players
thosewho are operating inthissector.

A report from CRISIL statesthat the
reality sector ishighly influenced by the
pulsefrom globa economy. And owingto
the global meltdown theresidential real
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estate market in India witnessed an
astounding fall in demand and capital
values, betweenfirst half of 2008 andfirst
half of 2009.Even though the market
showsthesignd of recovery inearly 2010
somefactorsstill pulling back thehousing
reality sector in India. The growth in
commercia redlity sector hasbeenlargely
driven by the service sector and during the
period of recession (2008-2009) the
commercid leaserenta largely decreased.
Fromtheabovewecan easily summarize
that the up and down movementsinredlity
sector inIndiaare highly subject to global
economic conditions. Theredity industry
hererefers corporate functioning in the
organized sector; and their performance
statisticsduring pre-recession, period of
recess on and post-recess on phaseswere
considered for the purpose of study.

2. Reviewof Literature

A research work by Koti Reddy
(2013) examinesthe progress of reality
sector inIndig; Starting from abasdline of
less than $1 billion in 1990, a recent
UNCTAD survey projected Indiaasthe
second most important FDI destination
(after Ching) for transnationa corporations
during 2010-2012. He saysitisestimated
that Indian redl estateispresently growing
at 30 % per annum and the property
Industry boastsof awiderangeof products
that includes property priceswhich could
suit even the people of the low-income
group. Indian real estate industry is
expected to grow beyond $100 billionin
thenear future.

The above work reports that after
witnessing strong growth in 2010, the
sector witnessed adecelerationingrowth
in the year 2011 due to the global
economic scenario, a slowdown in the
domestic economic conditions, and
escalationininput costsincluding interest
costs and controversies over land
acquisition. Theyear 2012 hasbegunon
aduggishnotefor thelndianeconomy, with
the GDP expanding by 5.3 per cent in
March 2012, thelowest in nineyears.

Based on areport published by JLL
(2013) arguesprior tothe Globa Financid
Crids(GFC) in 2008, themacroeconomic
scenario wasextremely robust leading all
indicators northwards; be it property
pricesor space absorption. However, the
period coinciding with the GFC and post-
GFC absorptionlevel sand property prices
showed a marked correction across all
major real estate marketsin India. The
recovery led by theresidentia sector, was
aso gartlingly quick, with property prices
recovering lost ground. However, the
demand levelshave shown only agradud
recovery intheoffice sector.

Prasad and Reddy (2009) explains
Indian economy isworst affected by the
Spill-over effectsof globd sub-primecriss.
Great savingshabitsamong people, sirong
fundamentals, strong conservative and
regulatory regime have saved Indian
economy from going out of gear. The
abovearticledsosrongly pointingtowards
the decline happenstored estatebusiness
during the period of recession. Owing to
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theamendment inreal estate pricesand
re-aligning of businessstrategy, asper the
ongoing bus nessenvironment, hasresulted
insomesignsof revival inthelndianrea
estate sector, intherecent past.

Manoj (2014) examines the
relevance and significance of Real Estate
Investment Trustsand Real Estate Funds.
HeexdamsinvesmentsinREFsor REITs
canoffer sgnificantly higher returnsinindia
asagangt amilar investment in devel oped
nations. Accordingly, if properly developed
REFsor REITscan significantly support
thegrowth of resdentid redl estate sector
inIndiaby attracting greater investment
into thissector.

Mishraand God (2014) discussed on
thelegidation aspect for real estate sector
inIndia Their articleexaminestheneedfor
ared edtatebill inIndiafor ensuring better
regulation on thissector. They aso point
that the proposed bill on The Real Estate
(Regulaionand Development) 2013, which
waslapsed in Rajya sabha (upper house
of Parliament)wasagrest |ossasfar asthe
peopleinthecountry isconcernedandwhile
comparingwith other countriesindiascores
low ontheregulatory index dueto lack of
proper enforcement mechanisminthered
estate sector.

Thisindustry iscongrained by archaic
lawsaswell asgovernment policiesboth
at the central and statelevels. Thereare
morethan 100 laws governing different
aspects of this sector and most of these
are dating back to the 19th century. E.g.
the Land Acquisition Act 1894, Indian

Contract Act 1872, Transfer of Property
Act 1882, Registration Act 1908, The
Indian EvidenceAct 1872, etc. The states
still exercise control through avariety of
laws such asRent Control Act and Urban
Land Ceiling and Regulation Act.
(SebastianMorris; 2010)

3. Research Gap

Theavallableliteraturewill providea
better understanding on beginning, growth
and development of redlity sector inIndia
Several working papersreally helpedin
gathering rel evant statistical information
related to demand and supply condition
of reality productsacrossvarious sectors.
But seldom research workswerefound
related to thefinancial soundness aspect
of reality sector in India. Moreover the
above studies failed to give a detailed
understanding on various companies
operating inthereal estateindustry and
their performance status. Thisresearch
paper intendsto provide abetter outlook
on Indian reality industry by analyzing
performance of various players in the
industry and their financial positionduring
recession, pre-recession and post-
recession phase.

4. Objectives

< Toobsarvethefinancid performance
of mgor playersinthelndian Redlity
Sector.

< Toinvestigatethefinancia soundness
of Indian Redlity Industry during the
periods of recession, pre-recession
and post-recession phases.
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5.  Methodology

Thisempiricd work isfocusngonthe
performance of reality sector in Indiafor
thelast decade. For getting abetter outlook
ontheperformanceof thissector thestudy
period were divided in to three phases’
viz. pre-recession phase, recession phase
and post- recession phase. The major
reason for sdlecting redlity sector asastudy
topic was because of the fact that this
sector wasccriticized asareason for sub-
primecrisis. And theimpact of the same
hitsatitsworst all over theworld. Sucha
detailed study will give a better
understanding on the actual performance
of real estate companies as well asthe
reality sector in India during various
phases, and we can haveareasonablelook
on whether the world spill-over effect
adversdly hitsthe performance of reality
companiesinindia

Even though organized as well as
unorganized sector inredity industry will
form part of thetotal population of study;
the financial soundness of bodies in
unorganized sector cannot bemeasured as
thissector iswidely spread and difficulty in
obtaining relevant financia data. Sothis
study is only limited with top listed
companiesthosewhoareoperatinginindian
reality sector. Thesampleconsistsof 15
reality companies having a market
capitalization not lessthan Rs. 10 hillion;
andonly toplisted companiesweresd ected
to analyses the performance of reality
industry asthey accountsmajor portion of
market sharein the organized sector. The
financia dataspread acrossfrom 2004-05
t0 2013-14 have been considered for the
study purpose. Table 1 expressthelist of
companiessd ected for representing redity
sector and their respective market
capitalization ason December 2014.

Table 1: Market Capitalization of Reality Companies

S . No Company Market Capitalization
(Rs. In Billion)
1 DLF 263.10
2 Prestige Estate Projects 104.79
3 Oberoi Reality 103.21
4 Godrej Properties 59.70
5 HDIL 46.92
6 Sobha Developers 44.99
7 Indiabulls Real Estate 33.99
8 Omaxe 23.63
9 DB Redlity 20.00
10 Puravankara Projects 18.91
u Suntech Reality 18.26
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12 Brigade Enterprises 17.50
13 Kolte-Patil Developers 16.18
14 Anant-Rgj 13.64
15 Parsvanth Developers 11.42

Source: www.moneycontrol.com

6. DataAnalysisand Discussions

The collected data was processed
with different financial ratios and the
financia soundnessof redlity industry was
measured by using Altman Z score. The
Z-scoreformulafor predicting bankruptcy
wasdevel oped by Edward . Altman, who
wasanAssistant Professor of Finance at
New York Universty intheyear 1968. The
formulacan be used to predict probability
that afirmwill gointo bankruptcy withina
short span of time. The Z-score uses
multiple corporate income and balance
sheet valuesto measurethefinancia hedth
of acompany. Altman’smodel is based
on analyzing thefinancial strength of a
company using five ratios built on key
numbersmainly takenfromafirm’sbaance
sheet, dongwith afew fromthe profit and
loss account. The basic ratios used for
measuring financia hedth consst of;

T1= Working Capita/Tota Assets (1)
T2 = Retaned Earnings/Totd Assets(2)

T3 = EarningsBeforelnterest & Taxes/

Total Assets 3
T4= Book Value of Equity /Total
Lighilities 4
T5= Sdeg/ Total Assets )

6.1. Working Capital to Total Assets
(T1)

Working capital of acompany refers
the difference between its current assets
and current liabilities; used to measuresa
company’sefficiency and itsshort-term
financial health. Positiveworking capital
meansthat the company isableto mesetits
short-term obligations. Negativeworking
capital meansthat acompany’s current
assetscannot meet itsshort-termlidbilities;
it could have problems paying back
creditors in the short term, ultimately
forcingitinto bankruptcy. Working capita
to Total assets will measure how much
fund out of Total assets is devoted for
meeting day to day operations.

Table 2: Working Capital to Total Assets (T1)

S. | Company Phase 1 Phase 2 Phase 3

No 2004 | 2005|2006 | 2007|2008|2009|2010(2011-| 2012|2013
-05 | -06|-07 | -08|-09|-10|-11 | 12 | -13| -14

1 | DLF 036 | 047|076 | 074 | 071 | 061 | 062 | 058 | 055 | 059

2 | Prestige Estate Projects | 000 | 012|031 | 016 | 0.33 | 046 | 059 | 060 | 061 | 061

3 | Oberoi Reslity 000 | 042|087 | 044 | 047 | 0.30 | 061 | 046 | 048 | 051
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4 | Godrej Properties 098 | 084|094 | 083|092 | 080|095 | 087 | 089 | 087
5 | HDIL 062 | 055|075 | 079|077 | 081 | 092 | 083 | 092 | 092
6 | SobhaDevelopers 081 016|019 | 032|091 | 092 | 092|080 | 082| 082
7 | IndiabullsRea Estate | 000 | 098|043 | 058 | 052 | 047 | 065 | 040 | 035 | 035
8 | Omaxe 091 | 095|095 | 009 | 090 | 090 | 089 | 086 | 0.82 | 083
9 | DBRedity 000 | 000|000 | 0.78 | 060 | 048 | 063 | 038 | 045 | 032
10 | PuravankaraProjects 093 | 085 |-005| 094 | 095 | 044 | 056 | 095 | 096 | 09%
11 | Suntech Reality 083 098|010 | 050|019 |022| 062|049 | 063 | 0.34
12 | Brigade Enterprises 064 |-041{068 | 025|040 | 036 | 037|025 | 029 | 023
13 | Kolte-Patil Developers | 103 | 060 {029 | 021 | 050 | 035 | 0.36 | 043 | 040 | 052
14 | Anant-Rg 005 029[013[045|039|039[048 053] 054|051
15 | Parsvanth Developers | 090 | 087|092 | 091 | 089 | 085 [-0.78 | 0.73 | 0.73 | 0.71

Source: Analysis of Secondary Data

Table 2 will gives a better
understanding onthe amount devoted for
working capital by various companies
during various phases of the economy.
While taking the industrial average
working capital to total assets ratios
during pre-recession stage was 0.5123
and during recession phase 0.0574 and
in post-recession period 0.6023
reported respectively. It showsthat the
industry began to spend more for
working capital their projects after
recession stage. While conducting a
close examination on company wise
interestingly it found that sometop giants
like Godrej properties, DLF, HDIL,
Soba Developers etc. spent more
working capital during Phase 2 and
Phase 3. But some other players like
Oberoi Reality; Omaxeexhibitsastable
allocation of working capital during all
3 phases. Form thiswe can easily say
that there exists a disparity across

companies in allocation of working
capital during different phases of the
economy.

6.2. Retained earningsto Total Assets
(T2

Theretained earnings of acompany
are the percentage of net earnings not
paid out as dividends; they are
“retained” to bereinvested inthefirm
or used to pay down debt. Theratio of
retained earnings total assets helps
measure the extent to which acompany
reliesondebt, or leverage. If theratiois
higher it indicates that the company is
financially stable. And the company can
useitsown fund for financing its assets
rather than borrowing from outside. The
lower theratio, the moreacompany is
funding assets by borrowing which,
again, increasestherisk of bankruptcy
if the firm cannot meet its debt
obligations. (Refer Table 3)
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Table 3: Retained Earnings to Total Assets (T2)

Sl. | Company Phase 1 Phase 2 Phase 3
No 2004 | 2005|2006 | 2007|2008|2009|2010(2011-| 2012|2013
-05 | -06 | -07 | -08 | -09 | -10 | -11 | 12 | -13 | -14
1 | DLF 037 | 017|005 | 056 | 055 | 049 | 047 | 053 | 056 | 062
2 | Prestige Estate Projects | 000 | 023|018 | 033 | 035 | 019 | 056 | 055 | 056 | 055
3 | Oberoi Redlity 000 | 051|081 | 083|093 |065|082|08 | 087 | 088
4 | Godrej Properties 041 | 075|027 | 037 | 032 | 059 | 048 | 255 | 060 | 051
5 | HDIL 038 | 035|050 | 051|049 | 060 | 065 | 0.77 | 0.78 | 083
6 | SobhaDevelopers 012 | 019|053 | 033|034 | 051 | 057 | 086 | 063 | 064
7 | IndiabullsReal Estate | 000 | 053|059 | 0.84 | 066 | 097 | 0.77 | 086 | 092 | 0.75
8 | Omaxe 019 | 023013 | 034 038|041 | 046 | 061 | 061 | 057
9 | DBRedity 000 | 000|000 | 065|053 | 084 | 083 | 091 | 088 | 0.87
10 | PuravankaraProjects 030 038|013 | 061|059 |060|053|05 | 048 | 055
1 | Suntech Redlity 058 | 059|044 | 078|082 | 086 | 096 | 075 | 0.70 | 088
12 | Brigade Enterprises 021 | 029|031 | 067 | 062 | 054 | 053 | 057 | 052 | 060
13 | Kolte-Patil Developers | 027 | 014|047 | 076 | 078 | 082 | 084 | 084 | 0.75 | 0.73
14 | Anant-Raj 009 | 059|074 | 09| 095 |09 | 079 | 078 | 0.76 | 081
15 | Parsvanth Developers | 042 | 023 | 052 | 046 | 046 | 053 | 058 | 062 | 063 | 062

Source: Secondary Data Analysis

For theaboveif theratioishigher it
is better. While examining across
companiesin thereality sector Oberoi,
Suntech, Godrej properties, Indiabulls,
Kotle-Patil, Anat-Rgj etc. reports the
highest rati osthroughout the study period
astheir respective mean scoresare0.72,
0.74, 0.68, 0.68, 0.64 &0.74. Majority
of the companiesunder study maintained
ahighest retained earningsratio during
post-recession period as the industrial
averageis0.72. Added to thistheretained
earningstotota assetsretio of redity sector
showsan increasing trend from phaseto
phase asit obtained results of 0.32,0.61
and0.72 (mean scores) respectively during

pre-recession, recession and post-
recession phase. It showsthat initially this
sector hasto highly depend on borrowed
fundsfor financing their assets. Astime
passes the earnings of this industry
boosted up and become more self-reliant
withtheir increased retention of profit.

6.3. EBIT to Total Assets(T3)

Thisisavariation onreturn on assts,
whichisnetincomedivided by total assets.
This ratio assesses a firm's ability to
generate profits from its assets before
deductinginterest and taxes. If theratiois
high it is better asthe firm is obtaining
maximum profit.
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Table 4: EBIT to Total Assets (T3)

S. | Company Phase 1 Phase 2 Phase 3
No 2004 | 2005|2006 | 2007|2008{2009(2010|2011-| 2012|2013

-05 | -06|-07 | -08 | -09 | -10 | -11 | 12 | -13 | -14
1 | DLF 013 014|013 | 018 | 013 | 004 | 006 | 008 | 005 | 005
2 | Prestige Estate Projects | 000 | 018|014 | 013 | 015| 019 | 016 | 009 | 012 | 014
3 | Oberoi Redlity 000 | 032|007 | 010 | 005|004 013|016 | 019 | 016
4 | Godrej Properties 019 | 047|031 | 029|021 | 048 | 012 | 0.34 | 010 | 007
5 | HDIL 021 | 038|061 | 026 | 016 | 011 | 008 | 0.08 | 0.06 | 0.06
6 | Sobha Developers 023 02|019 | 013|010| 003|010 |020 | 015| 015
7 | IndiabullsRea Estate | 000 | 0.00| 002 | 021 | 002 | 001 | 0.02 | 002 | 008 | 004
8 | Omaxe 012 | 031|023 | 023|007 | 006|007 |010| 010 | 009
9 | DBRedity 000 | 000|000 |-001| 016 | 008 | 009 | 002 | 001 | 000
10 | PuravankaraProjects 030]033|/016 | 017|012 012|009 |01 | 013|011
11 | Suntech Reality 002 | 002|005 | 002 | 005|003 | 003|005 | 004 | 027
12 | Brigade Enterprises 020 034/034 013|014/ 009|013|012| 011 014
13 | Kolte-Patil Developers | 007 | 007|042 | 027 | 016 | 006 | 0.11 | 006 | 011 | 0.09
14 | Anant-Raj 011 | 037|011 | 019 | 013 | 0.09 | 0.06 | 004 | 003 | 003
15 | Parsvanth Developers | 034 | 035|015 | 019|011 | 011 | 008 | 010 | 010 | 005

Source: Analysis of Secondary Data

While examining across various
companiesinthissector Godrg properties
and HDIL reportsthe greater amount of
earning with respect to their total assets
as average ratios of 0.22 and 0.20
obtai ned. An examination was conducted
acrosstheindustry during various phases
toidentify the earningsgenerated by this
industry out of total assets; it found that
the earnings generated out of total assets
aredecreasngwith averageratiosof 0.19,
0.12 & 0.095 reported respectively. In
other wordswe can say that during pre-
recessi on period maximum earningswere
generated out of total assetsby theredlity

sector with adecent ratio of 19%. Andin
post-recess on period theratio of earnings
generated to total assetsdrastically fell
downto 9.5%.

6.4. Book Valueof EquitytoLiabilities
(T4)

It examinesthe proportion of equity
comprisestototd liabilitiesof acompany.
Inother words, thecapitalization of afirm
isanindication of themarket’sconfidence
inacompany’sfinancid postion. Generdly
higher the capitalization of acompany,
better the likelihood that the firm can
survive. (Refer Table5).
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Table 5: Book Value of Equity to Total Liabilities (T4)

Sl. | Company Phase 1 Phase 2 Phase 3
No 2004 | 2005|2006 | 2007|2008|2009|20102011-| 2012|2013
-05 | -06| -07 | -08 | -09 | -10 | -11 | 12 | -13 | -14
1 | DLF 000 | 001|004 | 002 | 001 | 001 | 001 | 001 | 001 | 001
2 | Prestige Estate Projects | 000 | 004| 002 | 001 | 001 | 014 | 011 | 010 | 008 | 007
3 | Oberoi Redlity 000 | 002|000 | 000 000|031]016|015 | 013 | 012
4 | Godrej Properties 008 | 012|003 | 012 | 003 | 005 | 0.04 | 003 | 004 | 003
5 | HDIL 006 | 013|016 | 003 | 003 | 0.03 | 0.03 | 003 | 003 | 003
6 | SobhaDevelopers 007 | 004|005 | 003|002 | 003 | 003 | 004 | 003 | 003
7 | IndiabullsReal Estate | 000 | 002 | 004 | 0.02 | 0.00 | 001 | 001 | 001 | 001 | 001
8 | Omaxe 004 | 013|043 | 006 | 006 | 006 | 006 | 008 | 008 | 007
9 | DBRedity 000 | 000 | 000 | 001 | 001 | 007 | 007 | 007 | 007 | 007
10 | PuravankaraProjects 005 003|011 |006|005|/005][004[004 001|004
1 | Suntech Redlity 042 | 042|028 | 002 | 006 | 003 | 004 | 003 | 002 | 002
12 | Brigade Enterprises 007 | 015|007 | 009 | 0038 | 007 | 0.06 | 006 | 006 | 0.06
13 | Kolte-Patil Developers | 014 | 006|021 | 012 010 | 011 | 010 | 010 | 008 | 0.08
14 | Anant-Rg 062 | 020| 003 | 002 | 002 | 002 | 001 | 001 | 001 | 001
15 | Parsvanth Developers | 004 | 023|007 | 005]| 005 | 005 | 005 | 006 | 006 | 005

Source: Analysis of Secondary Data

While examining acrossthefirms
inreality sector Suntech Reality and
Kotle-Patil developers found to be
less levered as their total financial
structure consists of 13.45% and
11.03% owned fund on an average
while comparing with that of their
competitors. Examining from the
industrial point of view; during the pre-
recession stage around 9.8% of total
liabilities forms partsin the form of
equity. And during progression stage
the industry is more reliant on
borrowed funds rather than owned
fund. Theaboveargument will strongly
support the analytical results as the

average book value of equity to the
financia structure during recession and
post-recession phase were merely 5%
and 5.1%.

6.5. Sales to Total Assets (T5)

Theratio of salesto total assets,
more commonly referred to as asset
turnover ratio, measures the amount of
sales generated by a company to its
assets. Asset turnover isan indication
of how efficiently acompany isasusing
itsassetsto generate sales. The higher
theratio the better theresult; thefall in
asset turnover can signalsfailure by the
company to expand its market share.
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Table 6: Sales to Total Assets (T5)

S. | Company Phase 1 Phase 2 Phase 3
No 2004 | 2005|2006 | 2007|2008|2009|2010{2011-| 2012|2013

-05|-06|-07|-08|]-09|-10|-11 | 12 | -13| -14
1 | DLF 1791 050|035 | 074|046 |029]| 033|036 | 030 | 0.32
2 | Prestige Estate Projects | 000 | 1.32| 062 | 086 | 064 | 054 | 050 | 032 | 046 | 04
3 | Oberoi Reality 000 | 073|011 | 015|/005]085|048 |037 | 042| 029
4 | Godrej Properties 049 | 126|072 | 046 | 019 | 011 | 017 | 071 | 020 | 0.20
5 | HDIL 043 111|109 | 035| 020 | 013 | 013 | 007 | 0.08 | 006
6 | Sobha Developers 157 ] 112|085| 052|032 | 035|047 | 063 | 056 | 063
7 | IndiabullsRea Estate | 000 | 000| 002 | 002 | 001 | 001 | 0.02 | 002 | 006 | 0.01
8 | Omaxe 154 | 142|076 | 060 | 024 | 027 | 042 | 061 | 059 | 047
9 | DBRedity 000 | 000| 000 | 000 | 017 | 007 | 008 | 000 | 001 | 000
10 | PuravankaraProjects 098 | 102|047 | 032| 022|023 016|021 | 027 | 030
11 | Suntech Redlity 000 | 000|007 | 001|001 | 004|004 |003]| 045]| 007
12 | Brigade Enterprises 107 1101|1098 038025/ 019022031 | 038 047
13 | Kolte-Patil Developers | 0.79 | 059|086 | 057 | 020 | 009 | 019 | 013 | 020 | 0.20
14 | Anant-Raj 072 | 019|003 | 001 | 001 | 002 | 052 | 007 | 011 | 009
15 | Parsvanth Developers | 1.36 | 147|050 | 049 | 020 020 | 018 | 017 | 012 | 011

Source: Analysis of Secondary Data

The various companies across the
indusiry generatean average salesvolume
of 57.8% during the study period. Asfar
astheredlity sector isconcernedtheabove
figure can be considered to bereasonable.
But in reality the mgjor portion of the
turnover isaccounted during pre-recesson
phase (66%). And further results shows
that the salesvolumeto total assetsare
decreasing with relatively low ratios of
27% and 26% obtained during recession
and post-recessi on phases.

6.5. Measuring Financial Soundness
of Reality Sector

The financial soundness of reality
sector was measured by using ‘ Z'score
modd propagated by Edward Altman. The
Z score can be computed by using the
below formula:

Z score= 1.2¢T1+ 1.4*T2 + 3.3 T3 +
0.6*T4+ 1.0*T5 (6)
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Table 7: Z' Score Status
Sl. | Company Phase 1 Phase 2 Phase 3
No 2004 | 2005|2006 | 2007|2008|2009|20102011-| 2012|2013
-05 | -06| -07 | -08 | -09 | -10 | -11 | 12 | -13 | -14

1 | DLF 318 | 175|179 | 303 | 250 | 1.85 | 194 | 207 | 193 | 205
2 | Prestige Estate Projects | 000 | 242 | 1.72 | 196 | 201 | 207 | 261 | 218 | 242 | 253
3 | Oberoi Redlity 000 | 302|250 | 225|209 | 243 | 283 | 274 | 290 | 273
4 | Godrej Properties 290 | 493|328 | 306 | 249 | 252 | 240 | 647 | 245 | 220
5 | HDIL 244 | 359|481 | 280 | 236 | 233 | 244 | 250 | 249 | 255
6 | Sobha Developers 350 | 243|246 | 182 | 222 | 246 | 273 | 347 | 295 | 304
7 | IndiabullsReal Estate | 000 | 194|145 | 260 | 163 | 198 | 194 | 179 | 204 | 164
8 | Omaxe 331 | 399|292 | 197|211 | 217 | 240 | 287 | 280 | 261
9 | DBRedity 000 | 000|000 | 181 | 219 | 211 | 239 | 1.84 | 184 | 164
10 | PuravankaraProjects 354 | 366|117 | 290 | 261 | 203 | 191 | 251 | 252 | 262
1 | Suntech Redlity 211 | 232|115 | 178 | 157 | 162 | 224 | 183 | 234 | 263
12 | Brigade Enterprises 28312141339 209|211 | 171|187 184 | 184| 208
13 | Kolte-Patil Developers | 276 | 1.78| 339 | 282 | 248 | 193 | 223 | 209 | 217 | 219
14 | Anant-Raj 164 | 270|161 | 252 | 225|210 | 240 | 192 | 194 | 193
15 | Parsvanth Developers | 417 | 415|288 | 288 231|236 | 035|229 | 223| 201

Source: Analysis of Secondary Data

Theabovetable (Table7) showsthe
Z score obtained by various companies
duringthestudy period. Andtheinference
of thesameisenlisted asunder;

If the* Z'scoreisbdow 1.8it indicates
thefirmisindistresszone.

If the‘Z’ scoreisin between 1.8-
2.99indicatesgrey zone.

If the'Z’ scoreisabove3indicates
that thefirmisin safezone.

Whileconsideringtheaverage*Z’
scorefor the past 10 yearsonly Godrej
Propertiesfalling into safezonewithan
average ‘Z’ Score of 3.27. But while
considering the performancein thelight

of various phases of economy Goderej
propertiesfell into grey zone during the
period of recession with an average Z
score of 2.67. Irrespective of that phase
they werein to safe zone during other
phases with scores of 3.70 and 3.37
respectively. And none of the companies
wereredly falingintothedistresszone
during the study period, and irrespective
of theexceptiona performanceby Godreg
propertiesal other firmsinreality sector
consistently maintained their position
under grey zone. If acompany isingrey
zonethat indicatesthat the company is
financidly hedlthy but thechanceof failure
isgreater.
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In order to bring the above in the
perspective of reality industry inIndig;
mean ‘Z’ score obtained in various

phase of economy were calculated
with the standard deviation. (Refer
Table 8).

Table8: Financial Soundnessof Reality Industry

Phase Year Mean S.D
Phase 1 (Pre- Recession) 2004-05 2.16 1.47
2005-06 2.72 1.22
2006-07 2.30 1.20
Phase 2 (During Recession) 2007-08 2.43 0.49
2008-09 2.20 0.71
2009-10 21 0.83
Phase 3 (Post- Recession) 2010-11 2.18 0.90
2011-12 2.56 1.87
2012-13 2.32 2.06
2013-14 2.30 2.26

Source: Data Analysis

Theaverage*Z’ score obtained by
thereality sector in Indiaduring 2004-05
was2.16 withastandard deviation of 1.47.
In 2005-06 and in 2006-07 theindustry
obtained scores of 2.72 and 2.30
respectively. Even during recession phase
theindustry maintai ned sustainable scores
of 2.43,2.20 and 2.11. Out of which
2007-09 was a period were almost all
economies suffered from the down trend;
but even in 2008-09 the industry
maintainedther positioningrey zonewith
amean score of 2.20 and with aminor
standard deviation of 0.71. In post-
recession period also reality industry
obtained an average mean score of 2.31
toholdtheir positioninthegrey zone. To
summarize we can easily say that the

wavesof global recession not that much
influenced reality companiesin India. At
the sametimethis sector in Indiacan be
il positioned amonginfant sageasnone
of thecompaniescould obtainthe position
of ‘safezone’ during the study period.

~

Key Findings

>

« lrrespective of life cycle of the
economy, theIndianredlity sector is
constantly maintaining its position
stablefor the past decade. Fromthe
analysisit found that throughout the
study period this sector maintained
its position under grey zone. That
meansfor thetimebangthar financid
position is good but have to put
adequate care. And none of the
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companiesinreality industry were
really falling into the distresszone
during the study period

Whileexamining theworking capita
positiontototal assetsinterestingly it
found that sometop giantslikeGodrg
properties, DLF, HDIL, Soba
Deve opersetc. spent moreworking
cgpitd during Phase2 and Phase3. But
someather playerslikeOberol Redlity;
Omaxeexhibitsastabledlocation of
working capital during al 3 phases.
Formthiswecaneasly say thet there
exigsadisparity acrosscompaniesin
allocation of working capital during
different phasesof theeconomy.

Majority of the companies under
study maintained ahighest retained
earningsratio during post-recession
period as the industrial averageis
0.72. Thegenerad trend exhibitsthat
theretained earningsto total assets
areincreasing and thecompaniesin
Indian reality sector will generate
aufficient fundinterndly tofinanceits
future projectsrather than going for
external borrowings.

During pre-recession period
maximum earningswere generated
out of total assetsby theredlity sector
with adecent ratio of 19%. Andin
post-recession period the ratio of
earnings generated to total assets
drastically fell downto 9.5%.

Themajor portion of theturnover of
thissector isaccounted during pre-
recess on phase (66%). And further

results showsthat the salesvolume
to total assets are decreasing with
relatively low ratiosof 27% and 26%
obtained during recession and post-
recession phases.

8. Concluson

Indian reality sector isgrowing but
we cannot say that growth isextremely
good; becausethe major playersare not
abletoachievetheir financid pogtiontoa
comfort zone. At the sametimethey are
not performing too badly. They wereable
to maintain a momentum for the past
decade and successfully withstand the
breakerswitnessed by theworld during
recession. But thiswasnot the story of
reality sector in other nation; during the
period of downturn they drastically
collapsed. Thiswas mainly becausethe
Indianreality sector ishighly focusingon
physica exchangemarket rather than sub-
prime market. Morethan that therole of
investment bankersarelimitedin Indian
condition, there by the bubblesinthered
estate price are controlled to a certain
extent. Again weshould not forget thefact
that we are lacking a strong regulatory
mechanismto control real estatebusiness.
From investment point of view is
concerned this sector is capable of
generating vast opportunitiesinfuturea so.
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ABSTRACT

Big Bazaar is the brain child of Kishore Biyani and is one of the pioneersin Indian
retail industry. It was able to multiply its market share due to good word of mouth
publicity of customers. Many researchers attribute its success to the promotional and
discount offersit provides through continuous innovation. The objective of study isto
know the role of promotional strategies and their effectiveness at BIG BAZAAR in
Andhra Pradesh and know the Loyalty attributes that accrue from it. Promotion
involves providing trial experience and incentivesto customersfor achieving greater
sales. Doing Promotions for goods and services is a very useful to marketers when
compared to doing advertisements and maintaining a sales force and it can be short
termor long term. A Survey was conducted for the purpose of Knowing the customer
attributes and perceptions of service provided and it concentrated on the promo-
tional strategies of the managers there as well as the customer’s reaction to them.
Survey of customer per ceptions was done using questionnaires while strategies of the

managers were noted using schedules.

K ey words: Big Bazaar, Promotion, Retail, Format, Footfall, Marketing

INTRODUCTION

Organized Retail had already made
strong inroadsinto Tier-I citiesand now
the competition shifted to Tier-11 cities.
Growth of OrganizedretallinginIndiacan
be expected because of following reasons.
1. Organizedretailing conceptisnew.
2. Affordablereal estateprices.

3. Increasein disposableincomeand
customer aspirations.
4. Growthindemandfor luxury items.

5. Increase in young working
population.

6. Increasing pay packets, metro-savvy
nuclear families.

Promotionsareavery effectivetool
whenit comesto marketing brands. Their
contributioninincreasing footfalswill be
very highif they areused properly and will
help marketersto increasetheir share of
the market. Short term promotionshelp
retailerstoincreasetheir sdlesandinthe
long runwill increasetheir customer base.
Promotionsareofferedto cusomerswhen
the brands quality is not in par with
competition or in caseswhereadvertising
the brand ishollow or for introducing a
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new branded product. People in South
India are experiencing new trends in
shopping and Big Bazaar ispioneer inretall
known for itsdiscountsand promotions.

The main use of promotion is
acce erating theaction of variousactivities
of marketing and acts as a catalyst in
speeding the purchase decisions on
consumer Sdeand it actsasasupplements
anditisnot asubstituteto advertising as
also other selling effortsby changing the
price—va uerelationshipsand enhances
theequity of the created in the consumer.
In most cases lowering the priceisthe
primary reason for the success of
promotions. A varying degree of
promotiona emphasisissuited at every
stageinthebrand’slifecycle.

Product promotionisneeded when
we want to create awareness about the
brand in prospective customers. There
are many ways when it comes to
promoting aproduct or service. Common
amongthemare

1. Contests-Thisisthemost frequently
used strategy for promotion and
many contests won't involve any
purchase. The purpose here is to
promote the brand and make the
logo knownto more consumersand
not to earn money from campaigning
sales and they would always like
winning free prizes and pay more
attentionto the brand later on.

2. Social Media-Networking websites
like Face book offer companieseasy
way when it comes to promoting

productsand servicesinmassscale
and without any difficulty and takes
the concept of direct marketingtothe
peak connecting them with millions
of progpectivecustomerswhoit from
variousperspectivesand alowsthem
to beintouchwiththem at in depth
persond leveshepingtolesseningthe
space between companies and
buyersand create amore appealing
image.

Mail Order Marketing-Old
Customers who should not be
overlooked asthey already decided
to purchaseour product and they will
be of help in getting personal
information about it. We can entice
them by offering free products/
servicesfor exchanging information
asthey aredready familiar withthe
company asa so represent our target
market.

Product Giveaways-It isaconcept
that dlowspotentid cusomerstogive
free samplesof theproduct andisa
common method used very often by
companies when it comes to
introduce new unknown food aswell
as household products and they
sponsor promotions in-store by
giving away samplesproduct andwill
make customers to try newly
introduced items.

Promoting the Product at Point-of -
Sale - The idea here is that of
convenience and creating impulsein
mind of the customers. Theend cap
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products will be present at end of
aislesinthe store, and will feature
products that need to be promoted
and move quickly and are easily
accessble. Point-of-sdleitemswill be
placed nearer to checkout counter
and arebought impulsively.

Customer Referral Incentive
Program-Hereincentivesaregivento
regular customers who refer their
friends and acquaintances to Big
Bazaar and this can successfully
accomplished by giving samplesfor
free, discounted productsand cash
prizes to them. Here the loyal
customers can be leveraged as the
sdesmen.

Socid Causesand Charitableimage-
Promotion of the product at thetime
of giving supporttoasocia causeis
a very successful promotional
strategy. Creating a feeling of
belongingnessand ability toasociate
the product saleto support asocial
causethat too with productsthat are
indispensable or which cannot be
ignored will createasense of pride
inthemindsof customersaswell as
afdlingof helpfor asocia causeand
givesasocially consciousimageto
the company and commonway todo
thisisgiving apart of the profit to
various causes the company is
committed.

Branded Promotional Gifts-A free
branded gift likeaT-Shirt having the
loge of the company on it, afree

luggage bag withthe Brand nameon
it, akeychain bearing the company
name, afree coupon or avoucher for
doing free shopping at another
subsidiary of the group are having
moreeffect than smply presentinga
costly businesscard. Sometimeswe
seecompaniesgiving free pensand
key chains with the name of their
brand on it. These are better than
givinggiftswhichwill bekeptindraw
or stored insideracks.

9. Customer Appreciation Events-
Conducting aindoor gameor event
giving appreciation to the customers
giving freerefreshment during the
courseand ssimple prizeswill draw
old aswell asnew customerstothe
store and here the emphasis should
beon giving agift or makehimfed
something specid without himmeking
any purchase. We can maketheevent
more attractive by giving free
chocolates, Biscuits, Pizza's, drinks
and hot dogs. Product displays at
convenient places at pre-launch,
during the event will make the
productsto bepromoted morevisible
andwill gainthem brand recognition.

REVIEW OFLITERATURE

Future Group isaleading corporate
housein the country with mgor presence
retail, and a so in consumer finance, asset
management, retail media, retail spaces
andlogidicsinsurance. Thegroup'sflagship
division, Pantaloon Retail (India) Limited
isIndia's leading retailer and operates
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variousretall formatsthat servevaueand
lifestyle segments. Leading formats
include, Big Bazaar, ahypermarket chain,
Pantaloons operating in fashion, Food
Bazaar, achain of supermarket, Depot,
Shoe Factory, Brand Factory, Blue Sky,
Fashion Station etc.

In 2011, to commemorate the
occasion of completion of ten Big Bazaar
introduced a brand new logo for itself
aongwithanewtagline ‘NayelndiaKa
Bazaar’ (Market for New India). The
previoustaglinewas. ‘ |sse SastaAur accha
Kahin Nahin’ (Nothing is Cheaper and
good than Here).Wednesday
Bazaar(Cheapest Day of the Week)
usually called as‘ Hafte Ka Sabse Sasta
Din" wasapromotional schemeaimed at
drawing customers to stores on
Wednesdays, asit was observed that on
thisday of theweek consumer shopping
isgenerdly lower when compared to other
daysand aimed of at giving housewives
theoption of maximumsavings. Itwasfirs
initiated in Jan 2007. ‘MahaBachat’ cdled
asMegaSavingin Englishisstarted during
2006 is asingle day promotional offer
across the country in all the company
outlets and had grown to become a six-
day biannud campaignduringwhichoffers
areavalableat Big Bazaar asdsotheother
vaueformatsof FUTURE group.In‘The
Great Exchange Offer’ cusomerswill have
the option to exchangetheir old goodies
to get Big Bazaar couponsin lieu of their
value and they can redeem them to buy
brand new goods at Big Bazaar. It was
firstinitiated in Feb 2009.

Future group set up a600 s ft store
caled Big Bazaar Best Dealsin Mumbra,
asuburb of Thanein Maharashtra, and
started offering deals—in store, through a
catalogue and viaonlineretailing. Five
yearslater it was changed to Big Bazaar
Direct, anew concept which mixesthe
reach of theneighbor storewith theequity
of the Big Bazaar brand alongside the
convenienceof technology to homedeliver
goodsand discountswas aimed at taking
all the promotional and discount deals
offered by Big Bazaar, their flagship retall
storeinto areas not serviced by organized
retal.

Seven P'sof Marketing are seen at
BigBazaar: They are

1. Product Mix: A wide variety and
assortment of Products right from
clothingAppard tovegetables, shoes,
Steel Cookery, grocery, furniture,
toys, kidswear, €l ectronic goods of
different brandslike Lawman, Pepe
Jeans, Panasonic and other in house
brandslikeKoryoaremadeavailable
at Big Bazaar and thiswill enablethe
prospective customersto search and
buy their weekend or monthly
requirementsunder thesameroof. So
they prefer to shop herefor saving
timeand money.

2. Pricing: Thepricing Srategiesof Big
Bazaar enabled it to garner the
biggest market shareinitsinitial days
duetoitsValue Pricing concept as
well as Every Day — Low Pricing
mechanism. Wednesday Bazaar
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enabled it to differentiate pricing 5.

during peak and non-peak periods
of shopping. Also Big Bazaar started
to sell combo packsand giving high
discountsfor promoting the brand.
Examplesare:

a Four BritanniaBiscuit packets
at Rs.80(Each individual pack
priceisRs.22)

b) Ten Kilo Sugar +Ten Kilo
Wheat +FiveLiter Sunflower
oil for Rs.1200

c¢) Freemugwith Bucket

d) Introductory offer for Koryo
Electronic Rice Cooker priced
at Rs.1500.

Place: Three Store Formatsare seen
at Big Bazaar. Super Centers have
an areaof above 100K squarefeet,
hypermarketswith are of 40K -45K
square feet and smallest Express
format with 15K-20K square feet.
TheTier-11 city storesareasodoing
Bigbusinessand footfall ishighdue
to good Word of Mouth Publicity.

Promotion : Variousstrategiesused
by Big Bazaar to promoteitself are

ad Advertisementsthrough Paper,
TVsand Hoardings

b) ExchangeOffers,

¢) Wednesday Bazaar

d) Cédebrity Brand Endorsements
by Cinema stars and Sports
Persons

€) Membershipcards

1

People: Big Bazaar employs very
well trained staff whowill beableto
guidethecustomersacrossthestore
to find the right products and also
explain the various promotional
schemes on offer. Neat dressing
uniformity by employeesat thestore
increases its ambience. For taking
quick decisionsthetool used by Big
Bazaar is scenario-planning. Well
maintai ned security at the entrance
and exit, nice storage facility for
customer belongings, more number
of payment countersto reduce the
check-out time all along with a
customer-friendly atmosphere are
Seen acrossthe stores.

Process. The best practices and
processes areinimplementation at
BigBazaar likeavery highly efficient
supply chain, CRM, specid teamsto
purchase goods from low cost
destinations and producers and
havingtie-upswithvariousbrandsfor
offering some discounts to attract
customers and creating awin-win
situation for their suppliers. Stedl
trolleys are used by customers to
keep the goods they want to
purchase and move hassle free
across the store and reducing the
welghtsontheir hands. Billing sysem
uses scanners to scan the tags on
goodsansthisautomatically reduces
the manual work. There is free
delivery service for product
purchased above thousand rupees.
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7. Physcal Display: Productsarekept
inracksand thereisclear assortment
and demarcation between various
categories like apparel section,
Grocery section, Furniture section
etc. Proper display of promotionsas
well as name of goods and their
pricesisseen at the stores.

OBJECTIVESOFTHE STUDY:

1. Test the effectiveness of the
communi cation about Promotional
offersto theconsumers.

2. To know the level of awareness
among generd publicwith respect to
offersof Big Bazaar.

3. Toassessif theoffersat Big Bazaar
areattractive enough to customers.

4. To find if there is competitive
advantage to Big Bazaar when
compared toitscompetitors.

5. Toseeif promotional strategiesare
successful in converting consumers
into customers.

RESEARCH METHODOL OGY
Survey and questionnairesmethod

Survey method isused for collecting
datafrom customersat various Big Bazaar

Retail outlets. We requested all
respondentstofill inthe questionnaire, by
self after explaining the various aspects
mentionedinit. It contained both openand
closed ended questions in a structured
format very easy to understand onthefirst
look. A convenient sample (non —
probability sampling method) of 110
customerswas collected for the current
sudy inwhich respondent of thestudy was
request to completethe questionnaireon
voluntary basis. Frequencies and cross
tabulation have been calculated for the
responses of the respondents. Chi —
Squaretest analysiswasconducted onthe
dataof part Il inquestionnaire.

ANALYS SAND INTERPRETATION

From the below table, weinfer that
110 of thetotal respondents43 are men
and 67 women. On further classification
according to age group, we find that of
al the respondents 19 are below 18
Years, 31 are 19-30 Yearsold, 33 are of
the age group 31-40, and 27 are of the
age group of than 40 years. Onthebasis
of householdincome41 arehavingit less
than 15,000 Rs, 42 are having 15,000-
35,000, 27 are having it more than
35000.

TABLE: 1 - GENERAL PROFILE OF THE RESPONDENTS

Male
43

SEX

<18
19
<15,000
41

AGE

INCOME

Below 1500

AVG MONTHLY PURCHASE
29

Female
&7
15-30
31 33 27
15,000-35,000 >35000
42 27

31-40 >40

1501-2500 »>2500
43 38



Effectiveness of Promotional Offer Strategies and Customer Satisfaction at Bigbazaar 33

WHAT WAS THE MODE OF COMMUMICATION OF WORD OF MOUTH NEWS PAPER v HOARDINGS
PROMOTIONAL OFFERS AT BIG BAZAAR? 38 31 28 17
FREQUENCY OF VISITTO BIG BAZAARIN A ONE ™wo THREE FOUR

MONTH? 37 28 30 19
FOR WHICH RANGE OF PRODUCTS/BRANDS YOU CLOTHING GROCERIES  ELECTRONICITEMS FURNITURE
EXPECT PROMOTIONAL OFFERS? 36 28 27 23
WHAT DID YOU OPT FOR? DRTONNTOVESR | P one
97 13
WHAT IS THE PURPOSE OF VISIT TO BIG BAZAAR BUYING PLEASURE ENQUIRY ACCOMPANY OTHER

FREQUENTLY? 61 17 21 8 3

TABLE: 2 - RESPONSES OF THE RESPONDENTS

PARAMETER YES NO
YOUR SATISFACTION THAT MAKES YOU VISIT ONLY BIG BAZAAR 81 29

ARE YOU AWARE OF VERY FREQUENT PROMOTIONAL OFFERSATBIGBAZAAR 89 21

THE PROMOTIONAL OFFERS AT BIG BAZAAR ARE ATTRACTIVE AND INDUCE YOU

62 48

TO MAKE A PURCHASE?
DO OFFERS MAKE YOU FEEL LIKE VISITING BIG BAZAAR AGAIN? 63 47
HAVE YOU AVAILED ANY OFFERS DURING YOUR RECENT VISITS? 71| 39

DO YOU COMMUNICATE OFFERS AT BIG BAZAARTO YOUR FRIENDS/RELATIVES 79 31

FIGURE: 1 - RESPONDENTS VIEWS ABOUT PROMOTIONAL OFFERS
AT BIG BAZAAR

D YO COMBLIMICATE DFFERS AT BIG BATAAR TD MO,
WOUR FRIENDSRELATIVES VES, T
HAVE YOL AVARLED ANY OFFERS DRUFRING. YORIR NIy, 30
BLCENT SIS ¥i%, 71
=0 OFFERS MAKE YOU FEEL LIE WISTTING B Pall, &7
TATRAR AGAINT VIS, 63
———

THE PROMCTICSAL DFFERS AT BiG BAZAAR ARE
ATTRACTIVE AND IRDLUICE YOUP TO MAKE &

PURCHASE? b
ARE YO AMWARE OF VERY FRECIUENT PROMOTIONAL WO, 21
OFFCRS AT DG DAFAAR YES, BS
YOLIH SATISFACTICN THAT MAKES YO VISIT ONLY NO, 79
i AT AR Y% H1

10 0 30 40 50 60 O B0 W 00

(=]

BNO EYES
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TABLE: 3 — SATISFACTION LEVELS OF THE RESPONDENTS

PARAMETER HS S NUETRAL DS HDS
QUALITY OF SERVICE AT BIG BAZAAR? 27 29 43 3 2
SERVICE PROVIDED AT BIG BAZAAR THROUGH 53 28 29 0 0
MEMBERSHIP CARDS?
HOW WELL IS THE PRODUCT ASSORTMENT AT
4
BIGB R? 1 21 15 16 13
QUALITY OF PRODUCTS AT BIG BAZAAR 44 33 24 6 3
ISSHOPPING AT BIG BAZAAR A PLEASANT AND 3a 29 a7 0 0
PLEASURABLE EXPERIENCE?
SATISFIED WITH PROMOTIONAL OFFERS AT BIG a1 25 29 15 0
BAZAAR?

CHI-SQUARE TEST

1. Relation between INCOME OF RESPONDENT and his AVERAGE
MONTHLY PURCHASE VALUE at BIG BAZAAR.

Case Processing Summary
Cases
Valid Missing Total
N  Percent N Percent N Percent
INCOME * AVG MONTHLY PURCHASE 110 100.0% 0 0% 110 100.0%
TABLE-4
INCOME * AVG MONTHLY PURCHASE Crosstabulation
Count
AVG MONTHLY PURCHASE Total
Belows 1500 1501-2500 >2500
<15,000 20 14 7 41
INCOME 25000 2 23 17 42
35,000
>35000 7 6 14 27
Total 25 43 38 110
CHI-SQUARE:
INCOME AVG MONTHLY
Observed N Expected N Residual PURCHASE
<15,000 a1 36.7 43 Observed N Expected N Residual
Below 1500 29 36.7 -7.7
13553 ? i B 1501-2500 43 36.7 6.3
>35000 27 36.7 9.7 >2500 38 36.7 1.3

Total 110 Total 110
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TABLE-5
Test Statistics
INCOME AVG MONTHLY PURCHASE
Chi-Square 3.836a 2,745a
df 2 2
Asymp. Sig. 0.147 0.253

a. 0 cells {.05¢) have expected frequencies less than 5. The minimum expected cell frequency is 36.7.

2. Réation between AGE OF RESPONDENT and SERVICE he is experienc-
ing from PROFIT CLUB CARD

AGE * Big Bazaar PROFIT CLUB CARD SERVICE Crosstabulation

Count
Big Bazaar PROFIT CLUB CARD SERVICE Total
HS S NUETRAL
AGE <18 7 5 7 19
19-30 18 7 3 31
31-40 16 8 9 33
>40 12 8 7 27
Total 53 28 29 110
CHI-SQUARE:
AGE Big Bazaar PROFIT CLUB CARD SERVICE
Observed N Expected N Residual Observed N Expected N Residual
«18 15 27.5 8.5 HS 53 36.7 16.3
15-30 31 27.5 3.5
3140 33 27.5 5.5 § 28 36.7 4.7
>80 27 27.5 0.5 NUETRAL 23 36.7 7.7
Total 110 Total 110
TABLE-6
Test Statistics
AGE Big Bazaar PROFIT CLUB CARD SERVICE
Chi-Square 4,182a 10.927b
df 3 2
Asymp. Sig. 0.242 0.004

a. 0 cells .0%) have expected frequencies less than 5. The minimum expected cell frequencyis 27.5.
b. 0 cells .0%) have expected frequencies less than 5. The minimum expected cell frequency is 36.7.
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3. Redation between AWARENESSLEVELSOF RESPONDENT ABOUT PRO-
MOTIONAL OFFERS at BIG BAZAAR and hisFREQUENCY OF VISITS
to their stores.

AWARENESS ABOUT PROMOTIONAL OFFERS * FREQUENCY OF VISITS TO BIG BAZAAR IN A MONTH

Count
FREQUENCY OF VISITSTO BIG BAZAAR IN A MONTH Total
ONE TWO THREE FOUR
AWARENESS ABOUT YES 32 15 24 14 8s
PROMOTIONAL OFFERS
NO 5 5 6 5 21
Total 37 24 30 15 110
CHI-SQUARE:
AWARENESS ABOUT PROMOTIONAL OFFERS FREQUENCY OF VISITSTO BIG BAZAAR IN A MONTH
Observed N ExpectedN  Residual Observed N ExpectedN  Residual
YES 89 55 34 ONE 37 27.5 9.5
NO 21 55 -34 TWO 24 27.5 -3.5
Total 110 THREE 30 27.5 2.5
FOUR 15 27.5 -8.5
Total 110
TABLE-7
Test Statistics
AWARENESS ABOUT PROMOTIONAL FREQUENCY OF VISITSTO BIG BAZAARIN A
OFFERS MONTH
Chi-Square 42.036a 6.582b
df 1 3
Asymp. Sig. 0 0.086

3. 0 cells [.0%) have expected frequencies less than 5. The minimum expected cell frequency is 55.0.
b. 0 cells {.05¢) have expected frequencies less than 5. The minimum expected cell frequency is 27.5,

4. Relation between GENDER OF RESPONDENT and THE EFFECTIVE-
NESS OF BIG BAZAARA'S PROMOTIONAL OFFERS.

GENDER * THE PROMOTIONAL OFFERS AT BIG BAZAAR ARE ATTRACTIVE AND INDUCEYOU TO
MAKE A PURCHASE Crosstabulation

Count
THE PROMOTIONAL OFFERS AT BIG BAZAAR ARE
ATTRACTIVE AND INDUCE YOU TO MAKE A PURCHASE Yorl
YES NO
GENDER Male 25 18 43
Female 37 30 €7

Total 62 48 110
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CHI-SQUARE:
GENDER THE PROMOTIONAL OFFERS AT BIG BAZAAR ARE
Observed N = Expected N Residual ATTRACTIVE AND INDUCE YOU TO MAKE A PURCHASE
Male 43 1 -12 Observed N Expected N Residual
Female 67 55 12 YES 62 55 7
Total 110 NO 48 55 -7
Total 110
TABLE-8
Test Statistics
GENDER THE PROMOTIONAL OFFERS AT BIG BAZAAR ARE ATTRACTIVE AND INDUCE
YOU TO MAKE A PURCHASE
Chi-Square 5.236a 1.782a
df 1 1
Asymp. Sig. 0.022 0.182

3. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 55.0.

5. Relation between SATISFACTION OF RESPONDENT TOWARDS PRO-
MOTIONAL OFFERSAT BIG BAZAAR and THEIRABILITY TO MAKE
HIM VIST IT AGAIN.

SATISFIED WITH PROMOTIONAL OFFERS AT BIG BAZAAR * DO OFFERS MAKE YOU FEEL
LIKE VISITING BIG BAZAAR AGAIN Crosstabulation

Count
DO OFFERS MAKE YOU FEEL LIKE Total
VISITING BIG BAZAAR AGAIN
YES NO
SATISFIED WITH i = . e
PROMOTIONAL OFFERS 1 i 23
ATBIG BAZAAR NUETRAL 14 15 29
DS 6 9 15
Total 63 47 110
CHI-SQUARE:
SATISFIED WITH PROMOTIONAL OFFERS AT BIG DO OFFERS MAKE YOU FEEL LIKE VISITING BIG
BAZAAR BAZAAR AGAIN
Obcarvad N| Bipacisan | masois Observed N Expected N Residual
YES 63 55 8
HS 41 27.5 13.5 NO 47 55 -8
S 25 27.5 -2.5 Total 110
NUETRAL 29 27.5 1.5
DS 15 27.5 -12.5

Total 110
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TABLE-9
Test Statistics
SATISFIED WITH PROMOTIONAL OFFERSAT DO OFFERS MAKE YOU FEEL LIKE VISITING
BIG BAZAAR BIG BAZAAR AGAIN
Chi-Square 12.618a 2.327b
df 3 1
Asymp. Sig. 0.006 0.127
3. 0 cells (.0%¢) have expected frequencies less than 5. The minimum expected cell frequencyis 27.5.
b. 0 cells {.0%) have expected frequencies less than 5. The minimum expected cell frequency is 55.0.

FINDINGS

1. Most Customers are havinggood 8. Customers are satisfied with their
awareness about the frequent interactionwith salesexecutivesthere
Promotional Sales offered at Big and get good amount of information
Bazaar. regarding offersfromthem.

2. Mostof thecustomerstoldthatthey 9. Thebenefitsof promotiond offersare
recall about Big Bazaar first when being availed by most of Big Bazaar
thinking or discussing about goingto customers.
retail store. 10. Most of Big Bazaar customersvisitit

3. Mot of therespondentsfelt that Big once a fortnight preferably on
Bazaar providesgood serviceat its weekends, and some visit once a
stores. month and the rest as and when

4. Customersfed that BigBazaar gives required, that too when they hear
them a better bet in Promotional about promotional sales.
offersvis-a-vistheother retailers. 11. Most of Big Bazaar customersavail

5. Customerspercaivedthat Big Bazaar Discount offersregularly.
offersthe widest product rangein 12. Most Respondents told that they
comparisonto itscompetitors. compareand differentiate Offersand

6. Most Customers felt that the Discounts provided by Big Bazaar
Compd li ng reason to purch%a B|g with other retailersbefore and after
Bazaar isthefrequent offersthat are making any buy.
availed to them on wide range of 13. Customersfeed that product pricing
variousproducts. is better when compared with other

7. In terms of Purchases customers retallers.
listed groceries, clothing, eectronic  14. Intermsof Quality of the Products,

itemsand furniture astheir preferred
itemto purchaseat Big Bazaar.

Customersfed that itiscomparably
samewith other retailers.
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15.

16.

17.

18.

19.

20.

21.

22.

Thepeoplewho availed promotional/
discount sales felt that got
communi cation through Newspaper
next by hoardings and then TV
advertisements.

Most of customers told that they
come to know about Promotional
offers only when they entered the
store.

Most of the Big Bazaar customersdo
communicate about promotional
offerstotheir friends, relativesaswell
as hear from them regarding the
same.

From Table - 5, we infer that that
thereisahighly significant relation
between income of respondent and
hisaverage monthly purchasevalue
at Big Bazaar.

From Table - 6, we infer that that
thereisno relation between Relation
between age of respondent and
sarviceheisexperiencing from profit
club card.

From Table - 7, we infer that that
there is a Relation between
awareness|evdsof respondent about
promotiond offersat Big Bazaar and
hisfrequency of vidtstother stores.

From Table - 8, we infer that that
thereisahighly significant Relation
between gender of respondent and
the effectiveness of Big Bazaar’s
promotiona offersininducingthem
to makethe purchase.

From Table - 9, we infer that that
thereisRd ation between satisfaction

of respondent towards promotional
offersat Big Bazaar and their ability
tomakehimvistitagain.

SUGGESTIONS

1.

Big Bazaar should be concentrating
on Big Bazaar direct, its online
sarviceto competewith onlineportas
likeFlipKartandAmazon asitisthe
latest trend in shopping now adays.

It should advertise more on online
portals, Social media, News Papers,
Teevison Seridsand Cinemasasthey
areemoationdly connectedwithwormen.

It should have more tie ups with
variousbrandsto offer discountsand
offersliketheonesit aready had with
TataTeefor freetak time.

Sponsor events having public
importanceacrossvariouscategories
like sportsand entertainment.

It should create awarenessin public
about the discount and promotional
offersat itsstores.

Establish moreteamsthat focuson
doing purchases at |owest prices.

Tie-ups with more credit card
providersinorder to offer EMI and
cash back schemes.

Can establish much smaller store
formats to improve its reach to
customers.

Conduct frequent surveys on
customer satisfaction towards its
promotional and discount offersand
improve on suggestions from
customers.



40

10.

12.

13.

14.

15.

16.

17.

18.

19.

20.
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Introduce more Premium Brandsto
attract HNI customers.

Conduct indoor gamesand contests
for housewivesand senior citizens
whichwill helpin cregting awareness
about the brand.

More in house brands should be
produced and free sample of the
same can be given to regular
customerstoincreasetheir sales.

Threshold amount of Free Home
delivery should be reduced from
thousand rupees to Seven Fifty
rupess.

Free service should be provided for
in-house el ectronicsbrands.

Catalogues with promotions and
discounts should be mailed to
customers.

Theefficiency of Supply chainshould
beimproved.

Stores should be located near
residential areasand not in outskirts
asSenn in some Cases.

Should acquire some other
internationd retail chainsor formJoint
venturesto source productson bigger
scale and reduce costs.

Offer free snacks and biscuitsand
rest rooms if possible to shoppers
who purchase large volumes of
goods.

Store personnel should be
motivated by giving incentives as
they also form animportant part of
theretail store.

21.

22.

23.

24.

25.

Ambienceshould beimproved dong
withvisihility of Product Displaysand
therMRP's

Gift vouchersshould begivenfor large
purchaseswhich can beredeemable
at other sister concerns of Future
group.

MoreProduct Bundling can beopted
forincreasing saes.

As Smart phone revolution is
spreading Big Bazaar should
introduce it own mobile apps in
order to enable the customer to
know the categoriesand assortments
of goods and their prices across
categories.

Small Local music bandsand mini
concertscan beintroduced at large
stores to enhance weekend
shopping of customersand entertain
them.

CONCLUSION

1.

4.

5.

Theimportanceof Promotiond offers
inincressing salesof retallers.
Peoplein Andhrawant new trendsin
shopping and are creating new
patterns.

The customer buying behaviour has
changed after theintroduction of Big
Bazaar.

Thereisahighfootfall level at Big
Bazaar.

Customers are getting exposure to
new brands and are becoming
brand savvy.
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Many customersfelt that they get
valuefor money productsat Big Bazaar
and it livesup to thetaglines on lowest
prices. They are ableto get most of the
products under the same roof but still
miss certain goods and felt that as some
stores are located at a distance it
nullifiesthe savingsdueto the high fuel
costson travel
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ABSTRACT

Competency is strategic factor determinant for organizational development. A num-
ber of Indian organizations have attempted to use competency modeling as a part of
human resour ce management function in the last three decades. The emphasis of this
research is on designing a model to assist for the determination of the competency
factors and formulation of training for the Correctional Officers of West Bengal Cor-
rectional Service. For the purpose of the study, a tailor made, close-ended question-
naire with Likert five point scales was prepared. Data were collected from 110 Cor-
rectional Officers on the basis of stratified random sampling method where each
experienced group consists with at least 30 respondents, on their self-perception
about the factors of job itself and environment of the correctional home. Data analysis
revealed that with the variation of experience Managerial Skills and Team Relation-
ship vary significantly.

K ey wor ds: Competency, Correctional Officersof West Bengal, Managerial Skills, Team

Relationship

Introduction

Competency is a combination of
motive, traits, skills, aspectsof onessalf-
imageor socia rolesor abody of relevant
knowledge. Competency management is
based on managing the required
knowledge, skillsand theattitude. It acts
as a major ingredient in handling
knowledge, hepsinidentifyingthedesred
competenciesfor aparticular level of the
employees, a sofocuseson managing and
devel oping the required competencies.
Competency hasbeenwell recognized as
extremely important for the achievement
of company goal's, complimentary to, for

instance, core business processes,
customer relationships, financia issuesand
so on (Hamel & Prahalad, 1994;
Norton,1996). So competency isstrategic
factor determinant for organizational
development.

Boyatzis(1982), hasemphasized that
competency isthecharacteristicsof people
and it indicates ‘ways of behaving or
thinking generdizing acrosssituaionsand
enduring for areasonably long period of
time. Hencethe proper identification of the
competency and its level can help in
accurate ways of behaving or thinking
acrossaparticular organizationwithlong
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period of endurance. Garrett, (2007) has
explained competency map as a tool,
which defines the job demands. A
competency mapisalistof anindividud's
competenciesthat represent the factors
most critical to success in given jobs,
departments, organizationsor industries
that are part of the individua’s current
career plan (DACEE, 2008). Therefore
competency mappingisaprocesstoidentify
and describecompetenciesof anindividud
thet arecritical to successinawork Stuation
or work role. Consequently competency
model isabehaviora job descriptionthat
must be defined by each occupationa
functionand each job (Fogg, 1999).

Utility of thestudy

A number of Indian organisations
have attempted to use competency
modelling as a part of human resource
management function in the last three
decades. There is often disagreement
between the process and theterms used
to define competencies. It has seen that
manufacturers are able to manage their
employeeswith attractive pay packages,
fringe benefitsand production incentives.
Employees are also motivated by the
corporate image and corporate culture.
But thismay beaproblemwithany service
sector government organizationin India,
gpecidly thecorrectional homewherethe
jobsarenot only chalenging and risky but
alsofull of blemishwithout any positive
refurnoninvestment. So, attractingtalents
aremgjor problems. Evenif they areable
to attract talents, retention becomes a
crucia issue. Many of them areleft with

frustration, stressand lack of recognition.
With the passage of time, most of the
employees |lose their creativity and
innovativeness. Thismakestheemployees
dull and less concentrated to their work.
Thisactsasamajor causefor affecting
the development and growth of the
organization. Thereis a clear need for
rejuvenating theemployees, which will act
asakey totheorganization’sperformance
and growth. Hence, considering
‘Competency Mapping’ as a strategic
determinant, this study has been
conducted for Correctiona Officers of
West Bengal Correctional Services of
India. Competency mapping has been
used astool toidentify therequired core
competenciesof the correctional officers
of West Bengdl.

LiteratureReview

Vathanophasand Thai-ngam (2007),
worked on OCSC model anidentified an
extensivelist of 23 competenciesin Tha
public sector, Thailand Office of Civil
Service Commission. Thisindicatesthat
competency mapping deals with the
identification of the number of factors.

Berio and Harzallah (2005),
developed the CRAI (Competency
ResourceAspect Individua) modd which
provides a formal representation of
individual competencies, both acquired
and required for ajob. Thisstudy points
out that competency can be devel oped.

Miner et a (2005), established that
the competenciescan beused tofulfil both
theinfrastructureand theworkforce needs.
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So the study specifies that competency
mapping help to determine man-
environmentinterface.

Palan (2003), through the outcome
of hisresearch hasexplained thevarious
typesof competenciesthrough theRoman
Pavilionframework. Hehasdsoexplained
that theframework isaterm giventothe
complete collection of clusters and
competencies with performance
indicators. This work identifies the
predictiveroleof competency mapping.

Shippman et. al. (2000), found that
depending onthework and organizationa
environment, a group of 7 to 9 total
competencies are usually required of a
particular job and depicted in a
competency moddl.

Yu (1999), suggested that whenever
new reguired competenciesareunknown,
a goal oriented modelling may be
envisioned. Goal oriented modelling
focuses on the reasons of acompetence.
Inthisresearch, agoal oriented vison has
been used to develop a competency
mapping based mode.

Theobjectivesof thestudy:

To devel op the competency model
of theCorrectiona Officersin\West Bengd
Correctiona Services.

M ethodology
Natureof theSudy:

The present study isexploratory in
nature with following independent and
dependent variables.

)

i)

Independent Variables:
Componentsof jobitself.

Dependent Variable: Number
of yearsin present serviceie
level of retention

SamplingPlan

)

Sampling Unit: Officers of
Correctional ServicesinWest
Bengal, whose experiencewith
the present job variesfromtwo
year to morethan 15 years.

Sampling Method: The
sample for the study was
s ected onthebassof dratified
random sampling method where
each experienced group
consists with at least 30
respondents.

lii) SampleSize: 110
Data Collection:

)

Secondary Data: For the
development of questionnaire
for thecollection of primary data
the literature survey was
conducted and probable
relevant factorswereidentified.

Instruments for Primary
Data Collection: For the
purpose of study, atailor made,
closeended questionnairewith
Likert five point scales was
prepared with theinformation
received through literature
survey and was used to collect
the data on self perception
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ii)

(officers) about the factors of
jobitsdf and environment of the
correctiona home.

Procedure for Data
Collection: Face to face
interviewswere conducted with
the help of astructured close-
ended questionnaireto collect
thedata

Ethical Consideration:
Employees were allowed to
answer all the questions of the
questionnairewithout posngany
kind of pressure on them and
they were allowed to answer
freely to all the questions
accordingtotheir convenience.
They wered so assured that the
information, which they are
providing, would not be
disclosed to media and it is
absolutely confidentia.

DataAnalysis:

)

)

Toidentify various conducive
components of job and its
environment, mean scores of
the components were
caculated.

Toidentify themgor factorsfor
competency of Correctional
Officers of West Bengal, the
data were processed for the
factor andysis.

Thefactorswere processed to
findoutther callinearity withthe
respective components.

Iv) To identify the significant
differences of the conducive
factors of job age wise,
experiencewiseand qudification
wise Analyssof Variancewere
conducted for conclusion.

Result

Themean scores(Tablel) of al the
components are high in nature, which
indicatestheposshilitiesof thereguirement
andimportanceof all thecomponentsfor
their job competency.

Toidentify themagor componentsfor
competency of Correctional Officers of
West Bengal, the data were further
processed for thefactor andysis(Tablell)

Table 11 indicates three major
components viz, Managerial Skills,
Developmental Skills and Team
Relationship. The nomenclatures were
made on the basis of the group of factors
loading at different components. The
factorsfor

1. Managerial skills: Responsihility,
Organizing and Planning, Problem
Solving and Decision Making,
Attitude, Leadership, Interpersonal
Relationand LearningAttitude.

2. Developmental Skills:
Communication, and Analytical
Ability.

3. Team Reéationship: Team Henceit
can besaidthat thereexist particular
competency components for
Correctiond Officersof West Bengd.
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To identify the effect of age,
qualification and experience of
Correctiona Officersof West Bengal on
their job competency first the
componentsfor Managerial skillsand
the componentsfor Developmenta Skills
were processed to find out their
collinearity of thefactors (tablelll and
table|V, Fig1l.1toFigl.6and Fig2.1
to 2.3 respectively) with the respective
components.

In Tablelll and Fig 1.1 to Figl.6,
partia correationand colinearity tolerance
indicatethat, the componentsof thefactor
Managerial skills ie Responsibility,
Organizing and Planning, Problem Solving
and Decision Making, Attitude,
Interpersonal Relation and Learning
Attitudearein linear form. So, additive
property is applicable for these
components.

Hence Corrected Manageria Skill
(SMS) can befind out with thefollowing
regression eguation

SMS=0+0.32 Int + 0.28 PSDM
+ 0.18 Learatt + 0.28 Att +
0.31Res+0.170rgPla...... (1)

InTablelV,andFig2.1to 2.3 partia
correlation and colinearity tolerance
indicate that, all the components of the
factor factorsfor Developmenta Skillsie
Communication, andAnaytica Ability are
inlinear form. So, additive property is
gpplicable.

Hence Corrected Developmental
Skill (SDS) can be find out with the
following regression equation

SDS = 0. 0 + 0.65 Anab + 0.51

With the help of equation 1 and
equation 2, the components Managerial
Skills(SMS) and Developmental Skills
(SDS) werecalculated .

To identify the importance of
components with variation of age,
experienceand qualification Analysisof
Variation weredone and shownintable
V,VIand VI respectively.

Anayssof Variance (tableV, VI and
V1) indicatesthat with the variation of
experienceinthe present job Manageria
Skills and Team Relationship vary
significantly. So these two components
may be considered as core competency
componentsfor the correctional officers
of West Bengal Correctional service. It
adsoimpliesthat ‘ experience’ may change
the correctiond officers, more competent
in respect to managing the task and
maintaining theteamrelations.

Concluson

Proper trai ning does motivate many
employeesto achieve excellencein his
performance. Competence management
systemisableto helpthe organizationsto
decide and plan the proper training and
lead to persona devel opment along with
professional development leading to
organizationa development.
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Table I: Mean Scores of the components of Competencies of Correctional
Officers of West Bengal Correctional Home (N=110)

SI.No Components Mean
1 Responsibility 366
2 Team Work 388
3 Communication 389
4 Organizing and Planning 353
5 Problem Solving techniques and decision making 332
6 Analytical Abilities 3.76
7 General or Overall Attitude 355
8 Leadership skills 406
9 Interpersonal skills 370
10 Learning Attitude 370

Table I1: Result of Factor Analysis of the Competency Factors

Factors Components

Managerial | Developmental | Team Relation-

Sills(MS) Sills(DS) ship(Team)
Responsibility (Res) 619 -.209 357
Team 573 =217 664
Communication (Comm.) 371 633 204
Organizing and Planning (OrgPla) 416 -190 -637
Problem Solving and Decision Making (PSDM) 451 -701 272
Analytical Ability (Anaab) 477 685 119
Attitude (Att) 573 -479 -463
Leadership (Led) 502 449 -.266
Interpersonal Relation (Int) 781 030 -089
Learning Attitude (L earatt) 785 145 -157

Extraction Method: Principal Component Analysisa. 3 components extracted.

Table I11: To Identify the Coallinearity of Factors of Managerial Skills

Model Unstandardized | Standardized| t Sig. |Correlations Collinearity
Coefficients Coefficients Statistics
B Std. |Beta Zero- | Partid |Part | Toler- |VIF

Error order ance

1 (Constant) | 2144 126 17035 | .000

Int 387 034 |.743 11547 | 000 |.743 |.743 |.743 | 1000 |1.000

2 (Constant) | 1.352 114 11.884 | .000

Int 333 024 | .650 14307 | 000 |.743 | 810 |.638 |.964 |1.037

PSDM 293 027 | .493 10856 | .000 |.616 |.724 484|964 1037
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3 (Constant) | 611 124 4940 |.000
Int 260 021 | 498 12657 | .000 |.743 |.776 |437 |.768 |1.302
PSDM 255 021 | 429 11924 | 000 [.616 |.757 |412 |92 |1085
Learatt 313 037 |.343 8531 |.000 |.697 |638 |.294|.738 |13%6
4 (Constant) | .320 095 3362 |.001
Int 201 016 |.38 12396 | 000 |.743 |. 771 |.313 |.659 |1517
PSDM 205 016 |.345 12450 | .000 (616 |.772 |.314 |83l |1204
Learatt 291 027 |.319 10803 |.000 (697 |.726 |.273 |.732 |1365
Att 213 02 | .25 9649 |.000 [.718 |.636 |.244 |.682 |1466
5 (Constant) | .279 051 5479 |.000
Int 161 009 |.309 17931 | 000 |.743 |.869 |.241 | 610 |1639
PSDM 165 009 |.279 18203 | .000 |.616 |.872 |.245 |.772 |129%5
Learatt 218 015 |.238 14466 | 000 [.697 |.817 |.195 |.667 |1500
Att 230 012 |.319 19507 | 000 |.718 |.886 |.262 | 677 |1478
Res 145 009 |.268 16312 | .000 [690 |.848 |.219 | 669 |14A
6 (Constant) | 1L.827E-15 .000 000 |1000
Int 167 000 |.320 1161E8 .000 |.743 | 1000 |.249 | 607 |1646
PSDM 167 000 |.281 1147E8 .000 (616 |1000 |.247 |. 772 |129%5
Learatt 167 000 |.182 6.576E7 .000 |.697 |1000 |.141 |.600 |1.666
Att 167 000 |.231 7.808E7 .000 |.718 |1000 |.168 |.529 |1.891
Res 167 000 |.308 1140E8 .000 [.690 |1000 |.245 |.634 |1577
OrgPla 167 000 |.172 6.381E7 .000 |.4838 |1000 |.137 |.634 |1578
a. Dependent Variable MS
Scatterplot Partial Regression Plot
Dependent Variable: MS Dependent Varlable: MS
. -
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Figl.l Figl.2




Competency Mapping of the Correctional Officers of West Bengal Correctional Service] 49
1

Partial Regression Plot Partial Regression Plot
Dependent Variable: MS Dependent Variable: MS
4o 015
o°
005 o .10+ 2
] ]
.00 o ; <
005
] o w o <
= »° = o @
005 a 0.00] ®°
L
o
D10 005 o °
o
o
D45 oA
a8 a8 04 02 1 01 oa a4 P ] 02 [ Y 08
OrgPla Learatt
Figl3 Fig1.4
Partial Regression Plot Partial Regression Plot
Dependent Variable: MS Dependent Variable: MS
el o 0.2
ou o
010 o
® 010 L
e -] -
o"ﬁ 00
(] w o
F 000 o 2 o
o
o M
Frs o 5
o L4 010 o
.10
Dy °
0154 020+
T T T ;
o5 a 08 05 o s
PSDM Int
Figl5 Figl6

Table IV: To identify the Coallinearity of the Factors of Developmental skills

Model Unstandardized | Standardized| t Sig. |Correlations Collinearity
Coefficients Coefficients Statistics
B Std. | Beta Zero- | Partia |Part | Toler- | VIF

Error order ance

1 (Constant) | 1.223 125 9784 | .000

Anaab 691 033 |.89% 20957 | .000 [.896 |.896 |.896 |1.000 |1.000

2 (Constant) | -1.803E-15| .000

Anaab 500 000 |.648 8% |1000 |566 |.762 |1312

Comm 500 000 |.509 825 1000 |444 |.762 |1312

a Dependent Variable: DS
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Table V: To ldentify the significant variation of the Components of

Competency By ANOVA with the Variation of Age

Sum of Squares df Mean Square F Sig.
SMS  Between Groups 1227 2 613 2361 | 09
Within Groups 271.7% 107 .260
Total 20,022 109
DS  Between Groups 1528 2 764 4423 | 014
Within Groups 18484 107 173
Total 20012 109
Team Between Groups 2417 2 1208 4413 | 014
Within Groups 20.302 107 274
Total 31719 109
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Table VI: To ldentify The Significant Variation Of The Components Of
Competency By ANOVA With The Variation Of Experience

Sum of Squares df Mean Square F Sig.
SMS  Between Groups 5039 3 1680 7.423 | 000
Within Groups 23983 106 226
Total 20,022 109
S  Between Groups 1002 3 334 1862 | 141
Within Groups 19010 106 179
Total 20012 109
Team  Between Groups 7.869 3 2623 11.658 | .000
Within Groups 23850 106 225
Total 31719 109

Table VII: To ldentify The Significant Variation Of The Components Of
Competency By ANOVA With The Variation Of Qualification

Sum of Squares df Mean Square F Sg.
SMS  Between Groups 1135 3 378 1438 | 236
Within Groups 27.887 106 263
Total 20,02 109
DS  Between Groups 821 3 274 1511 216
Within Groups 19191 106 181
Total 20012 109
Team Between Groups 2473 3 824 2938 | 04
Within Groups 20.246 106 276
Total 31719 109
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ABSTRACT

This proposed study tries to find the investors perception about process of mergers.
This study also tries to find the influence of profile of investors on their perception
about process of mergers. This study is fully based on primary data. Data have been
collected from 513 equity investors in Chennai and Puducherry. The statistical tools
of simple mean, cluster analysis, discriminant analysis, chi-square test, correspon-
dence analysis, ANOVA, post-hoc analysis and canonical correlation have been
adopted to analyse the data. This study finds that the equity investors feel that SEBI is
effectively controlling the process of M&A. This study also finds that the profile of
investors is not influencing their perception about process of mergers.

K ey wor ds: Investor perception, canonical correlation, ANOVA

I ntroduction

Corporate strategiesare approaches
charted out and implemented by business
entities to accomplish their desired
outcomes. Busnessfirmsmay operatewith
numerous objectives other than
maximisation of profits. Theseobjectives
can beaccomplished only through effective
drategies. Strategiesareusudly crafted for
either long-term or medium-term. Short
rangeplanningwill not comeunder drategy.
Corporatesformulate unique strategiesto
counter challenges or threats emerging
from theexternal businessenvironment.
During the past, strategy formulation was

associated only with big corporates.
However, current business environment
haswarranted al enterprises, irrespective
of their size and business, to craft and
implement effective strategies. Hence,
strategieshave become part and parcd of
business. Merger is an important
corporate strategy implemented by
bus nessentitiesin recent times.

Merger dealsin Indiaareregul ated
by the SEBI (Securities and Exchange
Board of India). Partiesto merger deals
have to strictly comply with these
guiddines, rulesand regulationsframed by
SEBI. One such important guidelines
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formulated by SEBI is the SEBI’'s
Substantial Acquisition of Shares and
Take-overs (SAST) regulations, 1997,
whichwereamed a ensuring trangparency
intake-over processes so that interests of
minority shareholdersisprotected.

Review of Literature

Ferrer (2012) investigated theimpact
of M&A dedlson payablesturnover ratio
and asset turnover ratio of companies.
Results of the study establish negative
relationship between M&A and firms
activity retios.

Singh & Mogla (2010) have
examined the profitability performance of
153 acquiring companies since the
acquisition processwas completed. The
study hasused the variables of operating
profit margin (OPM), net profit margin
(NPM), return on net capital employed
(ROCE), return on net worth (RONW)
and assetsturnover ratio (ATR) to denote
financial performance of the companies.
The study reveal sthat 55 percent of the
company’s profitability position has
declined during the post-acquisition phase.

Uddin & Boateng (2009) have
analysed the short-run gainsresulting to
shareholdersof British acquirer companies
acquiring foreign entitiesduring 1994 to
2003 and the nature of impact exerted by
factors such as deal size and other firm
rel ated factorson performance. Thestudy
has used the event study methodology (10
daysbeforeand after announcements) and
market model to assess shareholders
wedlth. 337 acquisitionswerecoveredin

this study. The study has revealed that
sharehol dersof acquiring companiesdo
not gainin short-run.

Hassan, Patro, Tuckman & Wang
(2007) have studied the effect of M& A
deals on shareholders wealth of US
pharmaceutical industry. The study has
analysed 405 M & A dealsstruck during
1981-2004 and applied market model to
assess abnormal returns. The study has
found that acquisition dealsresulted in
abnormal returnsto shareholders.

Kiymaz (2006) has analysed the
impact of sdll-off announcementsmade by
205 divestingfirmsand 185 acquiring firms
during 1989-2002. The study applied
market model to estimate AR and cross
sectional regression analysisto arrive at
the determinantsof CAR. Resultsreved
that both divesting and acquiring firmsare
earning wealth. Furthermore, CAR is
influenced by mativesbehind merger dedls

Resear ch M ethodology

Descriptive research explains the
characterigticsof thepopulation. Thisstudy
triesto find theinvestors perception about
process of mergers. Hence, thisstudy is
descriptivein nature. Thisstudy isbased
on primary data. Primary datahave been
gathered from 513 equiity investorsthrough
administering awd|-structuredinterview
schedule. Chennai and Puducherry were
takenassamplefamefor thisresearch. The
interview schedule has been started with
educating the equity investorsabout the
purpose of thisresearch. The statistical
tools of ssimple mean, cluster analysis,
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discriminant analysis, chi-square test,
correspondenceanaysis, ANOVA, post-
hocanaysisand canonicd correlation have
been adopted to analyse the data.

I nvestor sPer ception about Process of
Mergers

The perception of equity investors
about legal proceduresinvolvedin merger
deals such as investment managers,
transparency in M&A process, insider
trading, rulesand regulations, SEBI control
and public announcements related to
mergershasbeencollectedusingLikert's
five-point scae.

Mean analysis reveals that that
investorsare of the opinion that insider
trading is taking place during the
execution of merger dealsthough SEBI
is appropriately regulating merger
deals.

Segmentation of I nvestors

Perception about processof mergers
will vary amonginvestors. Investorsare
categorized based on their perception
towards process of mergersby using K-
meanscluster analysis. Table 1 displays
resultsof cluster analysis.

Tablel: Final Cluster Centersand ANOVA

Final Cluster Centers ANOVA

1 2 3 F Sg.
Investment managers 3 4 3 76.242 0.000
Transparency 3 4 3 60.116 0.000
Noinsider trading 2 3 1 83532 0.000
Rules and regulations 2 3 4 141.327 0.000
Bl 2 4 3 180.390 0.000
Public announcements 3 4 2 185.787 0.000
Cases 178 19% 139

Table 1 showsmean scores, number
of investorsin every group and ANOVA
results. Thefirst group hasbeen labeled
as“Moderate” because mean in respect
of al theitemsfor thisgroup islessthan
four. This group encompasses 178
investors who have modest perception
about the process of mergers. The second
group hasbeen designated as* Adequacy
of control” because the mean in respect
of magjority of theitemsfor thisgroup are
greater thanthree. Thisgroup engulfs 196

investors who feel the existence of
adequate control over process of
mergers. The third group has been
branded as “Rules and regulation”
because the mean in respect of rulesand
regulationsfor thissegment hover around
thefour mark. Thisgroup consistsof 139
investorswho are of the perception that
adequaterulesand regulationsare present
to govern the merger process. It can
further beinferred from thetablethat the
F Value in respect of public
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announcements item is the highest
(185.787), followed by SEBI (180.390),
rules and regulations (141.327), no
insider trading (83.532), investment
managers (76.242) and transparency
(60.116). All thevaluesare significant at
one percent level. Hence, all theitems
significantly contribute to the
segmentation process, though the
maximum contribution comesfrom the
public announcementsitem.

Réliability of Segmentation

Proceeding further, consistency of
segmentation has been examined using
discriminant analysis. The items of
investment managers, transparency, no
ingder trading, rulesand regulations, SEBI
and public announcementsare consdered
as independent variables while cluster
membership scores of investors
perception about process of mergershas

beentaken asgrouping variable.
Table2: Eigen Valueand Wilks Lambda
Function Eigenvalue Canonical Wilks Chi-sguare So.
Correlation Lambda
1 1795 0.801 0.161 927409 0.000
2 1224 0.742 0450 40569 0.000

Table2indicatesthat Eigen va uesof
the two functions are 1.795 and 1.224,
which exceed theunity. Thefirst function
conveysmaximum spread of group means.
Canonical correlation of function oneis
0.801 whilethat of thesecond functionis
0.742, which suggests the existence of
significant relationship between items
related to perception about process of
mergers and the two functions. Wilks
lambdavaueof functiononeis0.161while
that of the second function is 0.450,
indicating good distance between thetwo
functions. Thevauesaresignificant at one
percent level. Hence, the segmentation
process hasbeen donewith fair degree of
consistency.

Table3: SructureMatrix

Function
1 2
Public announcements 0575 0332
SEBI 0569 | -0.320
Investment managers 0376 | 0191
Transparency 0362 | -0.002
Rules and regulations 0.352 0.520
Noinsider trading 0245 | 0424

Table 3 shows standardized beta
values which explain characteristics of
population. Thetwo functionsformed are

Z1=0.575* Public announcements
+ 0.569 * SEBI + 0.376 * Investment
managers+ 0.362* Trangparency

Z2=-0.520* Rulesand regulations
+0.424* Noinsider trading
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Fig. 1: Group Centroids

Figure 1 shows group centroids in different areas. This confirms that
respect of the three clusters. All the investors have been pertinently
three group centroids are located in  grouped.

Table4: Extent of Correct Classification

Perception about Predicted Group Membership Total
Process of Moderate Adequacy Rules and
Mergers of control regulations

Count | Moderate 176 1 1 178
Adequacy of control 8 186 2 1%
Rules and regulations 1 4 123 139

% | Moderate 989 06 06 1000

Adequacy of control 41 9.9 10 1000
Rules and regulations 86 29 85 1000

Table4 displaysthat 98.9 percentof  of investorshave been correctly grouped
investors have been correctly grouped under adequacy of control cluster and
under moderategroup, while94.9percent  88.5 percent of investors have been
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correctly grouped under rules and
regulations cluster. Hence, it can be
concluded that the segmentation hasbeen
conducted with fair degree of accuracy.

Relationship between Profile of
Investors and Perception about
Process of Mergers

Relationship between profile of
investors and their perception about
process of mergers has been analyzed
using chi-square test, ANOVA and
independent samples t-test. Table 5
portrays the results of chi-square
Andyss.

Table5: Association between Per sonal Profileand Per ception about Processof Mergers

Process of Mergers
Vaue Sig.
Gender 539 0.067
Age 10.866 0.093
Educational qualification 16.864 0032
Occupation 23680 0.050
Monthly income 15.786 0046
Family members 37.640 0.000
Dependents 20429 0025
Income earning members 13845 0031
Family membersin share market 3173 0.787
Savings 12.297 0138

It can beinferred from Table5 that
gx profilevariableshavesignificant vaue
of less than 0.05. Hence, there is an

associ ation betweeninvestors' perception
about process of merger and majority of
their profilevariables.

Table6: Association between Per sonal Profileand Per ception about Processof Mergers

Moderate | Adequacy of Control Rules and Regulation
Educational Qualification HSC - -
Occupation Self Employed - Employed-private sector
Monthly Income - - Rs. 45,001-60,000
Family Members - 3 -
Dependents - - -
Income Earning Members - 1 3

The results of correspondence

monthly income of Rs. 45,001-

analysis have been compiled in Table 60,000, employment in private sector
6. Table suggests that investorswith  and those having threeincome earning
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members in their family have the
perception that there isadequate rules
and regulation to govern the process
of mergers. Investorswith school level
education and those with self-
employment have moderate view
about process of mergers. Investors
are having less than three family
members and one income earning
member have the perception that
adequate control exists behind the

process of mergers. Hence, the
number of income earning membersin
family of investors is closely
associated with their perception about
the process of merger.

Theprofilevariableswhich lacked
association with investors perception
about process of merger weretested for
the presence of significant relationship
using ANOVA and theresults have been
displayedinTable?.

Table7: Relationship between Per sonal Profileand Per ception about Processof Mergers

1 2 3 4 5 6
F(Sg) | F(Sg) | F(Sg) | F(Sg) | F(Sg) | F(Sg)
Gender 0.145 0676 -0.782 0.126 0583 -1.379
(0.884)# | (0.499)# (0.440)# (0.9# (0563)# | (0.177)#
Age 0.189 0427 2629 1.469 1682 0107
(0.909) 0.734) (0.05) (0222 0.17) (0.956)
Educational 1113 017 0.387 0.864 1214 0.263
qualification (0.35) (0.94) (0.818) (0.485) (0.304) (0.902)
Occupation 1351 1381 1871 0943 1362 054
(0.224) (0.211) (0072 0473 (0.219) (0.793)
Family membersin 0133 0.261 0589 0.397 0422 0977
sharemarket (099 (0.8%4) (0622 (0.755) (0.738) (0.403)
Savings 1112 0505 4118 1143 0439 1021
(0.35) (0732 (0.003) (0.335) (0.781) (0.3%6)

#indicatest value and its significant level.

Where, 1 - Investment Managers; 2 - Transparency; 3 - No Insider Trading;
4 - Rulesand Regulations; 5 - SEBI; 6 - Public Announcements;

Table 7 displays that significance
vauesinrespect of ageand saving areless
than 0.05, suggesting that investors
perception about insider trading is
influenced by ageand savings.

It can beobserved from Table 8 that
investorswith savings of 16-20 percent
have moderateview about insder trading.

Table8: Post HocAnalysis

Savings No Insider Trading
1 2

1015 1

21-25 197

<10 218 218

>25 233 233

16-20 255
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Table9: Association between | nvestment-Related Factor sand Per ception about Processof Mergers
Process of Mergers
Vaue Sig.

Investment avenues 24777 0.000
Period of investments 13.39% 0037
Equity investment avenues 2179 0.005
Money in equity 12301 0138

Table9indicatesthat threeof thefour
investment-related factors have signifi-
cancevaueof lessthan 0.05. Hence, there

isassociation betweeninvestment-rel ated
factors and investors perception about
process of mergers.

Table10: Asociation between I nvestment-Related Factor sand Per ception about Processof Mergers

Moderate | Adequacy of Control Rules and Regulation
Investment Avenues Highfinancia Low financia Mediumfinancia

meaturity maturity maturity
Period of Investment <5years - 5-10years
Equity Investment Equity and Purely equity in Equity, derivatives
Avenues mutual funds secondary market and mutual funds

The results of correspondence
analysishave been compiledin Table 10.
Tablehighlightsthat investorswith high
degreeof financial maturity, those having
lessthan fiveyears experiencein share
market and those who haveinvested in
equity and mutual funds have moderate
view about process of mergers. Investors
withlow degreeof financial maturity and
those who have invested purely in
secondary market possessthe perception
that thereisadequacy of control over the

process of mergers. Investors with
medium level of financial maturity, those
with 5-10 years of experience in share
market and those who haveinvestedin
equity, derivativesand mutua fundshold
the perceptionthat thereareadequaterules
and regulationsto regul ate the process of
mergers. Hence, it can be said that degree
of financial maturity possessed by
investorsand avenuesof equity invesment
areclosdly associated with their perception
about the process of mergers.

Table11: Relationship between | nvestment-Related Factor sand | nvestor sPer ception about

Processof Mergers

Investment | Transparency | NoInsider| Rulesand | SEBI Public
Managers Trading |Regulations Announcements
F(Sg) F(Sg) F(Sg) | F(Sg) |F(Sg) F(Sg)
Money in 0597 0.872 0634 0574 0614 1348
equity (0.665) (0481) (0639 (0682 (0653 (0.251)
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Table 11 indicatesthet thesignificance
vauein respect of money investedinequity
isgreater than thethreshold limit of 0.05,
suggesting that thisvariable hasfailed to
influence investors' perception about
process of mergers.

I nfluence of Profile of Investors on
Per ception about Processof Mergers

Chi-square test, independent
samples t-test and ANOVA have
reveal ed the prevalence of significant
rel ationship between investorsperception
about the process of mergers and 11

1
profile variables of age, educational
qualification, occupation, monthly
income, number of family members,
number of dependents, number of income
earning members, savings, investment
avenues, period of investmentsand equity
investment avenues. Canonical
correlation hasbeen employed to unearth
themost influencing variable of these 11
variables. Canonica correlation measures
relationship between two sets. Cluster
score has been considered as set one
whilethe 11 profile variables have been
taken as set two.

Table12: Canonical Correation

Coef. std. Err. j » P>t [95% Conf. Interval]
ul
proc 1.276868 .2817253 4.53 0.000 7233879 1.830347
vi
age —.3944352 . 4141377 -0.95 0.341 -1.208053 - 419183
eduq -.37373 .3021683 1.24 0.217 —. 2199122 . 9673723
occu -.0634225 . 1407 482 -0.45 0.652 -.3399376 .2130925
monin . 4806618 .3253252 1.48 0.140 —.15857 47 1.119698
fm . 4668248 .2621686 1.78 0.076 —. 0482337 . 9818832
dep . 209405 .234177 0.89 0.372 -. 2506609 . 669471
inamem . 0552064 .3647184 0.15 0.880 -. 6613224 7717352
sav .1166489 .1762887 0.66 0.508 —. 296892 . 4629871
inav .010471 .3351045 0.03 0.975 -.647878 . 6688199
per -.2398346 . 3049952 -0.78 0.433 —. 8385306 .3598614
equin . 1518065 .1729477 0.88 0.380 -.187968 . 4915811

Canonical correlations:

0.1966

(standard errors estimated conditionally)

Tests of significance of all canonical correlations

statistic

wilks' lambda . 961354
Pillai's trace .0386458
Lawley-Hotelling trace . 0401954
Roy's largest root . 0401994

dfi

df2 F Prob>F
11 501 1.8309 0.0464 e
11 501 1.8309 0.0464 e
11 501 1.8309 0.0464 ¢
11 501 1.8309 0.0464 e

e = exact, a = approximate, u = upper bound on F

Table 12 showscanonica correlation
vaueof 20 percent, whichissignificant at
five percentlevel. Further, itisobserved
that al thevariableshavesgnificancevaue

of morethan 0.05 suggesting that both the
personal andinvestment profilevariables
arenotinfluencing investors perception
about process of mergers.
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Concluson

Thisstudy findsthat theinvestorsare
of the opinion that SEBI is effectively
controlling the processof M&A inindia
and that adequateinvestment managersare
availableto take care of merger process.
Based on their perception about the
process of mergers, investorshave been
grouped into three categoriesof moderate,
adequacy of control and rules and
regulations. Existence of significant
relationshi p between investors perception
about process of merger and the profile
characteristics of age, educational
qudification, occupation, monthly income,
number of family members, number of
dependents, number of income earning
members, savings, investment avenues,
period of investments and equity
Investment avenues has been established.

Investorswith monthly incomeof Rs.
45,001-60,000, employment in private
sector, those having threeincomeearning
membersintheir family, mediumlevel of
financial maturity, thosewith 5-10 years
of experiencein share market and those
who haveinvestedin equity, derivatives
and mutua funds hold the perception that
there are adequate rules and regul ations
to regulate the process of mergers.
Investors with school level education,
thosewith self-employment, high degree
of financia maturity, thosehavinglessthan
fiveyears experienceinsharemarket and
those who have invested in equity and
mutual funds have moderate view about
process of mergers. Investorsare having

less than three family members, one
income earning member, low degree of
financial maturity and those who have
invested purely in secondary market
possess the perception that there is
adequacy of control over the process of
mergers. Investorswith savingsof 16-20
percent have moderate view about insider
trading. Thisstudy dsofindsthet theprofile
of investorsisnat strongly influencing their
perception about process of mergers.
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ABSTRACT

The present paper makes a modest attempt to study the growth of deposit mobilized by
Regional Rural Banksin India vis-a-vis Assam Gramin Vikash Bank (AGVB) fromthe
year 2006 to 2013. Interpretations of data have been made by employing Compound
Annual Growth Rate, t-test, and least square regression model. The growth of total
deposits of AGVB is found to be higher as compared to the growth of total deposit of
all Regional Rural Banksin India. However, the proportion of low cost stable depos-
its is much higher as compared to other categories of deposits in AGVB during the

study period.

K ey wor ds; Mobilization, Growth Pattern, Deposit

Introduction

TheBanking Commissoninitsreport
in 1972 mooted the idea of setting up of
rural banks in order to provide credit
facilities, mobilizerura savingsand spread
banking habitsamong therura people. In
theyear 1975 theWorking Group headed
by M. Narashimhan Rao approved the
proposa and Central Government decided
toset up Regiona Rurd Banksindifferent
parts of the country. Accordingly, first
Regiond Rurd Bank wasestablished on 2™

October 1975 (Desai, 1979). Deposit
mobilizationisavitd activity for banking
inditutionandit determinestheworkingand
viability of a bank to a great extent
(Hosamani, 2002). Therefore, deposit
mobilized by theRRBsplaysakey roleas
aninstrument for promoting savingsand
banking habit among the rural people.
However, it depends upon the saving
capacity and saving habit of the people of
theareaswherethebank havebeenoffering
itsservice. Thus, quantum of deposit hasa
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great Sgnificancenat only for theRegiond
Rura Banks, but dsofor the devel opment
of therural economy (Sonara, 1998).

Assam Gramin Vikash Bank isone
of theRegiona Rural Bank of Assam and
it has been operating through its wide
network of branches scattered over 25
districtsout of thetotal of 27 districtsin
Assam. Thisbank hascomeinto existence
on 12 January, 2006 after the merger of
four Regional Rural Banksof Assam. At
present the bank has 374 numbers of
brancheswith seven Regiond (Controlling)
Offices (Annual Report, 2012-13).
Assam Gramin Vikash Bank mobilizes
deposit fromrura peoplethrough Current
Account, SavingsBank Accountand Term
Deposit to explore the hidden resources
of therura areasof thestates. Apart from
that, the bank also offers other special
customized deposit schemes to their
customers, such as, Lakhpati Deposit
Scheme, Re-investment Plan Certificate,
Asomi Siddhidata Scheme, Asomi Flexi
Deposit Scheme, and Asomi Tax Savers
Term Deposit Schemeetct.

Brief Review of Literature

Over theyearsvarious studieshave
been conducted on different aspects of
Regiona Rura BanksinIndiaaswell as
onindividud inditutionsbut thefindingsof
those research works cannot be
generdized asthey arerdlated to different
time periodsand geographical locations.
However, relevant literatures have been

reviewed in order to understand the gap
intheexisting literature. Balamohandas
et.al. (1991) opined that there has been
sgnificant growthintermsof total deposit
and deposit per branch of Regional Rural
BanksinIndiaand Sri VisskhaGrameena
Bank of Andhra Pradesh during 1976 to
1983. Another study made by Sonara
(1998) also found that there was
phenomenal growth of total deposit and
deposit per branch of Regiona Rural
Banksin Gujarat during 1991 to 1985.
The study identified that Savings Bank
Deposit has contributed maximum portion
tototal depositsand proportion of Current
Account Deposit wasinggnificant. Again,
findings of the study made by Uddin
(2003) reveded that Regiona Rurd Banks
of Uttarakhand have made significant
progress in the sphere of deposit
mobilization during 1991 to 1996. The
study also found that the position of
Regiona Rura Banksof Uttarakhandin
terms of deposit per branch is not
satisfactory. However, Rathore (2004)
concluded that growth pattern of deposit
of Avadh Gramin Bank was not
satisfactory during 1991 to 2003. But
deposit per branch and deposit per
employeehasimproved sgnificantly during
the study period. Hadi & Bagchi (2006)
revealed that growth of total deposits,
deposit per bank and deposit per branch
of Regional Rural BanksinWest Bengal
washigher ascompared to Regiond Rura
BanksinIndiaduring 1985t0 2001. Kaye
(2006) highlighted that Arunacha Pradesh

. http://www.agvbank.co.in/deposit_schemes.php
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Rurd Bank hasmadesignificant growthin
total deposits during 1992 to 2002.
However, proportion of both Saving
Deposit and Term Deposit has shown
mixed trend.

Dey & Adhikari (2010) studied
deposit mobilization by Regional Rural
Banksin Indiaand Cachar Gramin Bank
from 1991 to 2004 and found that growth
rate of deposit of Cachar Gramin Bank
washigher ascompared tothegrowthrate
of depogit of dl RRBsinIndia. Moreover,
they conducted field survey on 200
respondents in order to assess the
perception of depositorsand concluded
that respondentswere not satisfied with
thequality of servicereceived fromthe
bank. Chakrabarti (2011) found that there
was significant improvement in termsof
growth of deposit, per capitadeposit and
deposit per branch of Regional Rura
Banks in West Bengal during 1991 to
2005. Thus, thereview of related literature
indicates that growth of total deposit,
deposit per branch and deposit per RRBs
of respective bank was by and large
significant. Hence, total deposit, deposit
per branch, deposit per employee and
different categoriesof deposit accountsof
Assam Gramin Vikash Bank have been
cons dered for the present study.

Objectivesof thestudy

1. Tocomparethegrowth of deposits
of Regiond Rurd BanksinIndiavis-
avisAssam Gramin Vikash Bank
from theyear 2006 to 2013.

2. Toandyzethepattern of deposit mix
of Assam GraminVikash Bank during
the period under consideration.

Method of study

Thestudy isbased on secondary data.
Key Statisticsof Regional Rural Banks,
NABARD and Annua Reportsof Assam
Gramin Viaksh Bank of the entire study
period (from March 2006 to March 2013)
hasbeenusad for andyssandinterpretation
of data. The data so collected have been
tabulated and analysed with the help of
statistical techniques like, Compound
Annua Growth Rate (CAGR), Index,
Mean, Range and Standard Deviation,
Skewness. The significance of the
comparativegrowth hasbeentested using
t satigtic. Moreover, thestraight linetrend
equationshavea so beenfitted.

Analysisand I nterpretation

Depositisoneof themostimportant
sources of the bank for enlarging their
resources. Table 1 show that tota deposits
of Regional Rural Banksin Indiahasbeen
increasing over theyears. Total deposits
of RRBswerez 713288.33 crorein 2006
that hasincreased to ¥ 2064610 crorein
2013. Similarly, total deposit of Assam
GraminVikash Bank was? 1710.73 crore
in 2006 that hasincreased to ¥ 5531.28
crorein2013. RRBsof IndiaandAGVB
have registered Compound Annual
Growth Rate of 16.40 percent and 18.25
percent respectively. Thus, itisfound that
CAGR of AGVB ishigher ascompared
to RRBsin Indiaduring thestudy period.
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Table1l: Depositsof Regional Rural Banksin Indiavis-a-visAssam Gramin Vikash Bank

Year RRBsinIndia Index Assam Gramin Vikash Index

(as on 31% March) (X incrore) (%) Bank (R in crore) (%)
2006 71328833 100 1710.73 100
2007 83143553 11656 1964.71 114.85
2008 990934.64 11918 236691 12047
2009 1201889.01 121.29 288152 121.74
2010 1450349.45 12067 346234 120.16
2011 166232341 114.62 4376.38 126.40
2012 1863360.71 112.09 488317 11158
2013 2064610.00 110.80 5531.28 11327

CAGR (%) 1640 1825
t- value 8.3215*
Critica value 218
D 493810.08 141163

*Significant at 5% level

Source: Compiled from Key Statistics of Regional Rural Banks, NABARD
Annua Report, Assam Gramin Vikash Bank, 2006-2013

Moreover, RRBs have attained
highest growth index in 2009. Afterwards
the growth index of deposit of RRBsin
India has declined to 110.80 percent in
2013. Similarly, growthindex of deposit
mobilized by AGVB isthehighest inthe
year 2011. Again, thevalueof t statistic
also shows that there is significant
difference in the growth of deposit
mobilized by RRBsin IndiaandAGVB
during the study period. The value of
standard deviation of deposit mobilization
by RRBsinIndiaand AGV B from 2006
to 2013 are # 493810.08 crore and
1411.63 crore. Thus, thevariationisless
in growth of deposits of AGVB as
comparedtotheRRBsinIndiaduringthe
period of sudy. Again, two trend equations
have been fitted for growth of total
depogtsof RRBsinIndiavis-aVvisAGVB.

Deposits of RRBsin India= 200970x -
402502523.4 with Rz = 0.9938

Deposits of AGVB = 570.78x -
1143581.931 with R2 = 0.9809

Theaboveeguationsshow thegrowth
of deposits of RRBsin Indiaaswell as
AGVB during thestudy period. Thevaue
of R? of deposits of RRBs in Indiais
0.9938, whichimpliesthat morethan 99
percent growth deposits can beexplained
with time factor. Coefficient of
determination (R?) of AGVB is0.98009;
meaning thereby more than 98 percent
growth on deposit of AGVB can be
explained with thetimefactor.

Table 2 shows that deposit per
branch of RRBsin Indiahasincreased
from 49.21 crorein 2006to 121.55 crore
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in 2013. At the same time, deposit per
branch of AGVB stood at 14.79 crorein
2013 against 4.82 crorein 2006. Assam
Gramin Vikash Bank registered highest
Compound Annua Growth Rateof 17.37
percent against 13.79 percent CAGR of
Regional Rurd BanksinIndia. Thevalue

of t statistic also shows that there is
sgnificant differencein growth of deposit
per branch of RRBsin Indiaand AGVB
during the study period. Moreover, two
Separate straight lineregression have been
fitted for growth of deposit per branch of
Regiond RRBsvis-avisAGVB.

Table2: Deposit per Branch of Regional Rural Banksin India
vis-a-visAssam Gramin Vikash Bank

Year RRBsinIndia Index Assam Gramin Vikash Index

(as on 31% March) (X incrore) (%) Bank (R in crore) (%)
2006 4921 100 482 100
2007 57.26 116.36 553 114.73
2008 67.13 11724 6.67 12061
2009 7917 11794 812 121.74
2010 93.69 11834 9.73 119.83
2011 103.89 110.89 192 12251
2012 11020 106.07 1323 11099
2013 12155 110.30 14.79 11179

CAGR (%) 1379 17.37
t-vaue 8.H470*
Criticd value 218

*Significant at 5% level

Source: Complied form Key Statistics of Regional Rural Banks, NABARD
Annual Report, Assam Gramin Vikash Bank, 2006-2013

Deposit per branch of RRBsin India=
10.665x -21346.5 with R2 = 0.9939

Deposit per branch of AGVB = 1.4958x
- 2996.5 with Rz = 0.9871

It may be noted that deposit per
branch of Regional Rural BanksinIndia,
value of R2is0.9939, whichimpliesthat
morethan 99 percent of growth of deposit
per branch of RRBs in India can be
explanedwiththehep of timeonly. Again,

coefficient of determination (R?) of deposit
per branch of AGVB is0.9871 meaning
thereby almost 98 percent change in
deposit per branch can be explained with
the help of timefactor.

Table 3 depicts deposit per
employee of RRBsinIndiaandAGVB
from 2006-2013. Deposit per employee
wasz 10.39 croreason 31% March 2006
but it hasincreased to 27.53 crorein
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2013. However, deposit per employee
of AGVB wasonly 0.97 croreason 31¢
March 2006 but the same hasincreased
to 2.94 crore as at 31* March 2013.

Further, Compound Annua Growth Rate
of Assam Gramin Vikash Bank ishigher
compared tothat of Regiona Rura Banks
inIndia

Table3: Deposit per Employeeof Regional Rural Banksin Indiavis-a-visAssam
Gramin Vikash Bank

Year RRBsinIndia Index Assam Gramin Vikash Index

(as on 31% March) (R incrore) (%) Bank (R in crore) (%)
2006 10.39 100 097 100
2007 1218 117.23 11 114.43
2008 1457 11962 136 12252
2009 1754 12038 168 12353
2010 2101 119.78 204 12143
2011 2370 11280 253 124,02
2012 25.08 10582 279 11028
2013 2753 109.77 2H 105.38

CAGR (%) 14.93 1720
t-vaue 8.3962*
Critical value 218

*Significant at 5% level

Source: Complied form Key Statistics of Regional Rural Banks, NABARD
Annua Report, Assam Gramin Vikash Bank, 2006-2013

Thecdculaedvaueof tishigher than
that of critical vaue. Thus, thereissignificant
differenceingrowth of deposit per employee
of RRBsinIndiavis-avisAGVB during
thestudy period. Furthermore, two Straight
lineequationshave been fitted for growth
of deposit per employeeof RRBsinIndia
visaVvisAGVB.

Deposit per employee of RRBsin India
= 2.5636x -5132.5 with R? = 0.992

Deposit per employee of AGVB =
0.3102x - 621.5 with Rz = 0.9828

The coefficient of determination of
deposit per branch of Regional Rural
BanksinIndiais0.992, whichimpliesthat
more than 99 percent of growth can be
explained with the help of time only.
Further, R2 of deposit per employee of
Assam Gramin Vikash Bank is0.9828.
Thus, it may beinferred that more than
98 percent of the growth of deposit per
employeeisinfluenced by time factor
only.
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Table4: Category wiseclassification of Depositsof Assam Gramin Vikash Bank

Year Current Saving Bank Term Total
(ason Deposits Deposits Deposits Deposits
31% March) (R incrore) (R incrore) (R incrore) (R incrore)
2006 69.73(4.08) 93.68(55.16) 697.32(40.76) 1710.73(100)
2007 122 .89(6.25) 1116.79(56.84) 725.03(36.90) 1964.71(100)
2008 217.26(9.18) 1369.75(57.87) 779.9(32.95) 2366.91(100)
2009 200.23(7.26) 1751.62(60.79) 920.67(31.95) 2881.52(100)
2010 303.94(8.78) 2126.27(61.41) 1032.13(29.81) 3462.34(100)
2011 384.7(8.79) 2764.34(63.16) 1227.34(28.04) 4376.38(100)
2012 463.98(9.50) 2991.24(61.26) 1427.95(29.24) 4883.17(100)
2013 385.51(6.97) 3268.15(59.08) 1877.62(33.95) 5531.28(100)
Incremental Deposit 31578 232447 11803 382055
CAGR (%) 27.67 19.42 15.49 1825
t-value 5.523* 6.495* 7.517* 6.807*

*Significant at 5% level (2- tailed)

Note: Figuresin parenthesis indicate share of different categories of deposits to the total deposit
Source: Compiled from Annual Report, Assam Gramin Vikash Bank, 2006-2013

Table 4 shows the category wise
depositsof Assam Gramin Vikash Bank,
namely, Current Account Deposits, Saving
Bank Deposits and Term Deposits.
Current Depositsof AGVB hasincreased
from # 69.73 crore in 2006 to 385.51
crorein 2013. At the sametime Saving
Bank Deposits has also increased from
943.68 crorein 2006 to 3268.15 crore
in 2013. Again, Term Deposits has
increased from 697.32 crorein 2006 to
1877.62 crorein 2013. Therdative share
of SavingsBank Depositstototal deposits
of AGVB is higher compare to other
category. Therelative share of Savings
Bank Deposits hasbeen decreasing from
2012 onwards. Again, share of Term
depositshas shown decreasing trend and
Current Depositshas shown mixed trend.

SavingsBank Depositshashighest growth
in terms of absolute figure and Current
Depositshasrecorded least growth. Itis
also found that thereis negative growth
Current Depositsin two yearsi.e., 2009
and 2013 Moreover, Current Depositshas
registered highest Compound Annual
Growth Rate of 27.67 percent and Term
Deposits has least Compound Annual
Growth Rate of 15.49 percent among all
the category of deposit. Current Deposits
has records highest growth index of
176.79 percent in 2008. However, the
same has declined to 83.09 percent in
2013. Again, SavingsBank Depositshas
registered highest growthindex of 130.01
percent in 2011. Further, Term deposits
has recorded highest growth index of
131.49 percent in 2013.
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Thecd culated value of onesamplet-
test gatisticsfor growth of current deposits,
savingsbank deposits, term depositsand
tota depostsof AGVB found statistically
significant astherespectivep- vauesare
lessthan 0.05. Moreover, four straight line
equations have been fitted for growth of
different categoriesof depositsof Assam
GraminVikash Bank.

Current Deposits of AGVB = 53.725x
—107692 with Rz = 0.9081

Savings Bank Deposits of AGVB
=359.55x —720469 with Rz = 0.9815

Term Deposits of AGVB = 157.51x —
315422 with Rz = 0.8914

Total Deposits of AGVB = 570.78x -
1143581.931 with R2 = 0.9809

The regression coefficients of
different categoriesof depositsof Assam
Gramin Vikash Bank are found to be
positive, whichimply that depositsof all
the categories of account have been
growing with the passage of time. The

highest in Savings Bank Deposits (R?=
0.9815) accountswhichimpliesthat more
than 98 percent of growth of depositscan
be explained with the help of timeonly.
The regression coefficient of Current
Account Deposits is much higher than
Term Deposits that indicates that the
category of account ismoreinfluenced by
time factor. The coefficient of
determination of Current Deposits R?is
0.9081, whichindicatesthat morethan 90
percent of the growth of depositscan be
explanedwiththetimefactor only. Further,
in case of Term Deposits, value of R?is
0.8914, whichimply explanatory variable
hasleast influence on thegrowth of Term
Depositsover thestudy period. Thusitcan
be said that 89 percent of the growth of
Term Depositscan beexplained withtime.
Theexplanaory varigblehasmoreinfluence
ingrowth of total depositsof AGVB over
the period of study. The coefficient of
determination of total depositsof AGVB s
0.9809 which means amost 98 percent
changeintota deposit canbeexplainedwith

value of coefficient of determinationis thehelp of timefactor only.
Table5: Descriptive Satisticsof Depositsof AGVB
Parameters Current Account| SavingsBank Term Total
Deposits Deposits Deposits Deposits

Mean 269.65 204148 108599 3397.13
Standard Deviation 13810 88897 40863 141163
Range 394.25 232447 1180.30 382055

Skewness -0.077 0.173 1116 0.337

Note: Based on Annual Report, Assam Gramin Vikash Bank, 2006-2013

Table5 providesthat during thestudy
period the AGVB has average total

Savings deposits has largest share with
2041.48 crorefollowed by Term deposits

deposits of ¥ 3397.13 crore in which  with ¥1085.99 crore and the balance
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amount is Current account depositswhich
isleastinshare. Inregardto thedeviation
from the mean value, thereisahighest
deviation in case of Savings bank
depositswith ¥888.97 crorefollowed by
Term deposit with 408.634 crorewhile
it is least in Current account deposit
figured by %138.10 crore and thus
resulted to total deviation of ¥1411.63
crore in Total deposits. The range is
highest in Savings bank deposit with
¥2324.47 crore followed by Term
depositswith ¥1180.30 crore and least

in Current account depositswith ¥394.25
croreresulting range of ¥3820.55 crore
incaseof Total deposits. Thus, theabove
summary statisticsimpliesthat during
study period, Savingsdepositsamong the
other categories of deposits haslargest
sharein Total depositsof AGVB aong
with highest deviation followed by Term
depositsand least by Current deposits.
Further, the Total deposits as well as
Savingsand Term depositsare positively
skewed while Current account deposits
arenegatively skewed.

Table6: Growth of Demand and Ter m depositsof AGVB

Year (as on 31% March) Demand Deposits(in %) Term Deposits (in %)

2007 233 397
2008 2802 757
2009 2356 1805
2010 3% 21
2011 2958 1891
2012 9.72 1635
2013 5.74 3149

t- value 1.019**

p- value 0.328

*|nsignificant at 5% level

Note: Based on Annual Report, Assam Gramin Vikash Bank, 2006-2013

Table 6 shows the Year on Year
growth of demand and term deposits of
Assam Gramin Vikash Bank during the
period under consideration. Growth of
Demand depositsof AGVB hasrisenfrom
22.33 percent to 29.58 percent in 2011.
Afterwardsthe growth of demand depos-
itshasdeclined to 5.75 percent in 2013.
At the same time, growth of Term De-
positshasa so increased from 3.97 per-

cent to 18.05 percent in 2009. Further,
the growth of Term Deposits has shown
mixed increasetrend and stood at 31.49
percent in 2013. Regarding thedifference
between the growths of the two types of
deposits, the analysis showsthat yearly
growth of Demand deposits is much
higher than the Term depositsin each sub-
sequent year except in last two years of
the study period. Further, the result of
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independent two sample t- test proves
that the difference between the growth
of thetwo typesof depositsof AGVB is

statistically insignificant asthepvaueis
greater thanthelevel of significance (8)
i.e.0.05.

Table7: Growth of Demand Depositsof AGVB

Year (ason 31% March) Current Deposit (in %) Savings Deposit (in %)

2007 76.24 1834
2008 76.79 265
2009 -370 2738
2010 4527 21.39
2011 2657 3001
2012 2061 821
2013 -1691 9.26

t-value .881**

p-value 409

*Insignificant at 5% level

Note: Based on Annual Report, Assam Gramin Vikash Bank, 2006-2013

Table 7 depicts the Year on Year
growth of current and savings deposits of
AGVB during the study period. Growth
of Current account deposits has shown
decreasing trend from 76.24 percent to
the negative growth of 16.91 percent in
2013. Savings deposits have increased
from 18.34 percent to 30.01 percent in
2011. Further, the same has declined to
9.26 percent in 2013. The independent
two sample t- test shows that the
difference betweenthecurrent and savings
depositsisnot satigticdly Sgnificant asthe
pvaueisgreater than 0.05.

Concluson

To conclude, the growth of Assam
Gramin Vikash Bank in the sphere of
deposit mohilizationisfound satisfactory.
The growth of deposit mobilization of

Assam Gramin Vikash Bank in terms of
CompoundAnnua Growth Rateishigher
ascompared to Regiona Rural Banksin
India during the study period. Further,
result of t test showsthet thereissignificant
differencein growth of total deposit of
AGVB and Regiond Rurd BanksinIndia
during the study period. Itisaso noticed
that growth of deposit per branch and
deposit per employee of Assam Gramin
Vikash Bank found better than national
level, whichindicatesthereexist Sgnificant
differenceinthegrowth deposit per branch
and deposit per employee of Regiona
Rural Banksin Indiaand AGVB during
the period under consideration. Moreover,
time hasinfluenced the growth of total
deposits, deposit per branch, and deposit
per employeeof Regiond Rural Banksin
Indiamorethan growth of AGVB. Further,
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Current Depositsof Assam GraminVikash
Bank has recorded highest growth and
Term Deposits has least anong other
categoriesof deposit accounts. However,
proportion of Savings Bank Depositsto
tota depositsismuch higher thanal other
category of account. The, explanatory
variablehasinfluenced moreinthegrowth
of Saving Bank Deposits account as
compared to other categories of deposit
of AGVB. Further, therange of variation
of growth of deposit isfound highest in
caseof savingsbank depositswith positive
skewness. Theresultsof independent two
samplet- test showsthat year over year
growth of demand deposit and term
depositisstatigticaly insignificant. At the
sametimedifferenceingrowth of current
and savings depositsare statistically not
sgnificant. Thus, itispertinent to notethat
the AGVB has able to mobilize the
unexplored financial resources and
incul cate saving habitsamong therural
peopleof Assam. However, analyssof the
reasonsfor therecent trendsin thegrowth
and pattern of deposit mobilization by
Assam Gramin Vikash Bank isavitd issue
and there remain ample opportunitiesfor
futureresearchinthisdirection.
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ABSTRACT

Interpersonal competency is highly essential for today’'s managers to perform con-
structive interactions with mutual benefits. This paper assesses the interpersonal
competencies of Executives in service industry, which is considered to be one of the
people-oriented sectors and also comprises of complex business activities. An empiri-
cal research was undertaken in the state of Tamil Nadu, | ndia, which finds that women
are relatively poor with respect to their interpersonal competency than men and the
executives working in different type of Service organizations may work for similar
organizational goals but vary in their interpersonal capabilities.

I ntroduction

Every organization in the global
arenaisin search of waysand means of
improving interpersonal relationships
among their employees. Positive and
sound work relationshipswill certainly
promote successful teamsto achievethe
organizational goals. Moreover the
success of the external communication
with the outside members of the
organization likes suppliers, customers,
competitors etc. mainly dependsonthe
smooth flow of communication in the
internal network. Hence, Interpersonal
Competencies need to be strenuously
cultivated among members of the
Organizationsand carefully nurtured for
building trust in relationships.
Interpersonal Competency of an

individual can bereferred asthe ability
to effectively relate with people in an
organizational setting. However, the
diversities in knowledge, culture and
technol ogy in the workforce has made
peopleskillsasthemost crucial technique
and thereby, understanding others to
persuade or to obtain the desired result
isoneof thecommonly felt organizationa
barriers. So the interpersonal
competency ishighly essentia for today’s
managers to perform constructive
interactionswith mutual benefits. An
initiative was taken to assess the
interpersona competenciesof Executives
inserviceindustry, whichisconsidered
to be one of the people-oriented sectors
and also comprises of complex business
activities.
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Theoretical Framework:

A ‘' Competency’ may bereferred as
abehavior or set of behaviorswhichis
the outcome of knowledge, skill and
atitudeincluding traits, motives, values
and beliefs that enables superior
performanceinaparticular work context.
Necmi Avkiran (2000) has described
‘Competence’ as those areas of a
manager’s work where he or she is
capableof performing thetask effectively
and ‘ Interpersonal Competence’ asthe
person-related behaviord dimensionsthat
underlie competent performance.
Further, Avkiran and Turner (1996),
‘Interpersonal Skills', being sensitivein
handling critical incidents and
Implementing executivedecisions, refer to
the ability to respond to staff’s needs
positively, fostering anon-discriminatory
work environment where staff can
develop totheir full personal potentials
and del egating authority.

In addition to thisresearch, Goffee
(1996) hasreported through hisstudy on
bank managers about the significance of
Interpersond Skillsinacquiring manegeria
capability intheprofessond firmand aso
provesthat it is one of the competency
factorsfor Sub-ordinate appraisa of high-
performance manageria competencies.

Many researchers (Gupta 1993,
Francis 1989, Barton 1990, Brody 2000)
haveidentified that poor communication
skills and inadequate communication
systemswithin the organizations suffers
great interpersona chdlenges Thesuccess

of an enterprise depends on how its
people communicate and co-ordinate
among themselves. Stephen Covey
(1990), the renowned author has aso
expressed that effectiveness in
communication is the life-blood of
successful interpersonal relationships. It
meanshigher thelevel of communication
among professond sand moreeffectivewill
betheir interpersona competencies.

However, ‘Effective
Communication’ is indispensable to
enablethe peoplefor building successful
Organizationsand prosperous Societies.
Joseph and VVohra (2002) have conducted
aresearch on effective communicators
among the Middle and Senior Middle
level Managers working in Indian
Organizations. They have considered
seventeen characteristics of effective
communication for measuring the
communi cative competence of Managers
and have proved that these attributes are
duly contributing to devel op Effective
Communicators. Some of theimportant
characteristicsareclarity in speech, good
listening, concern for others, open to
feedback, proper non-verbal
communication, and appropriate tone of
voice, trustworthy and emotional
maturity. While Frank Miyamoto et al
(1995) that examined the Communication
behavior in small discussion groupsand
identified that Communicators behave
based on their verbal, non-verbal and
listening abilities. They concluded that to
facilitate optimum communicationwithin
the groups there must be strong
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communication responseswith ablend of
good speaking and effective listening
accompanied by understandable non-
verbal cues.

A researchinNorthern Ireland was
conducted among the Professionals in
Private and Public Sectors(Dicksonet d,
2003) describing Internd Communication
and workplacerelationships. Theresults
reveal that Communicationismorethan
mere information exchange and
relationship management dealing with
emotions arethe key partsof itsmulti -
dimensionality that cannot afford to be
overlooked.

It concludesthat poor interpersonal
relationsderived from factional conflict
may strongly affect the Corporateidentity
and also found that people in Private
companies were identified to be more
flexible, open-ended nature and with an
element of credtivity than peoplein Public
enterprises. Further, thereisanempirical
evidence about the communication gap
existing in aPublic sector organization
(Raina& Ningtourjam, 2005) narratesthe
complex problemsat Managerial levels
arefoundtomainly duetotherootsinlack
of understanding. They convey that
through communi cation the Executivescan
mould the attitudes of peoplewithinthe
Organization for coordinating the
organizationa activitieseffectively. They
also provethat the employeesin Public
sector lack openness, not committed to
work and not really bothered about
Company’s progress. According to

Andres S. Grove, “How well we
communicate is determined not by how
well we say things but how well we
understood”. Henceforth, Sdlf-awareness
can be also considered as one of the
componentsfor enhancing interpersonal
competencies.

Glenice Wood (2003) wrote that
Gender differences in perceptions of
workplace attributeswere found among
Middle and Senior Middle level
Managers. Additionally, BrendaHall-
Taylor (1997) observed that Men and
Women perceived differently in the
management skills and workplace
behavior. It implies that gender also
influencestheinterpersond relationship at
workplace.

According to Robert M Kraussand
Susan R Fussd, theeminent psychologists,
both verbal and non-verbal messages
sgnificantly contributeto theinterpersond
processand a so perceivefrom the socio-
psychological aspects that the
communicators competency can affect the
relationships. Few Researchersfromthe
Universty of Houston (2002) havewritten
that Interpersond Communicationinvolves
effective listening, appropriate self-
disclosure, and effective verbal and
nonverbal messages. Based on these
discussions, it can be stated that
Communicationskills, inclusveof verbd,
non-verba and listening abilitiesand Sdlf-
awarenesshaveamgor sakeinenhancing
the Interpersonal Competencies of
Managers(Fig1).
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Fig. 1. showing the variables of | nterpersonal Competencies and its impact
on Individuals & the Organization

Objectives:

Themanamof theressarchistostudy
theinterpersond competenciesinthedyadic
communication processamong Executives
of middleand senior middlelevelsworking
in Government owned service-centered
organizationsduringthetimeperiod March
2007-2008. Thisempirical researchwas
undertaken in the State of Tamilnadu,
which isone of the largest in Southern
region of India. Coimbatore is a well-
known devel oped City located in the State
of Tamilnadu with culturally diversified
people and hencetherespondents of this
research were chosen to be one among
them. Inorder to haveagood insight the
following specific objectiveswereframed
to conduct the study:

e Toassessthecommunicationskillsof
the Executivesasacontributing factor
tointerpersonal effectiveness

* To ascertain self-awareness as
contributing factor to interpersond
capabilitiesamong therespondents

* To compare the interpersonal
competenciesof Executivesworking
ineach sector

* To find out the inter-relationship
existing among variables in the
interpersona process

* To compare the interpersonal
characteristics of Men and Women
Executivesin serviceorganizations

Resear ch Design:

A Descriptive research work was
undertaken to study the interpersonal
effectivenessof men andwomen employed
inthemiddlelevel and senior middleleve
of authority in the Government-owned
serviceorganizationsin Coimbatore.
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Fig. 2. showing the sectoral distribution of the respondentsfor the study.

A predetermined structured
questionnairewith afivepoint Likert scae
was used for collecting the primary data.
Theorganizationswith theservicemotive
weregroupedinto sx ssgments(Fig. 2) for
thecommunication survey, based on nature
of sarvicesprovidedtothesociety. Namdly,
(1) Finance (2) Education (3) Health (4)
Public Utility (5) Transport and (6)
Communication. Non-probability Quota
sampling method was adopted to collect
thesamplesat conveniencefor pursuingthe
communication research. A highly reputed
enterprisein each segment wasselected as
one unit to obtain the responses of
Executives. Three hundred and six
government employees gave their
responses through self-assessment
questionsrdatingtotheir personal detalls,
sdlf-awareness, listening, verba and non-
verbal capabilities pertaining to
communicative stuationsin professional

settings.  The datawas analyzed using
Correlation, Regression, t test and oneway
Anova using SPSS software. Karl
Pearson’sCorrdation wasadopted tofind
the associ ation between theinterpersona
variables. Tocomparethemenandwomen
respondents based on their interpersonal
competenciesand dsototest thesgnificant
difference between the groupst- test was
utilized during theanaytical process.

1. DataAnalysis:

Thefollowing arethe statements of
anaysiswith interpretationsrelating to
research conducted among Executives:

a. AssesstheCommunication skills
of Executives:;

Theverbd, non-verba and listening
abilitiesof therespondentswerenotedin
order to assesstheir communication skills
relating to dyadic workplaceinteractions
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(Tablel). Asaresult, themean scorevaue
for Verbd skillsis2.73, whichisreatively
lower than Non-verba and Listening skills
(3.55). Likewise, in each of the sector,
themean scorevaluesfor verbal abilities
arelesser than the valuesfor Non-verbal
and Ligtening abilities. Then, thescoresfor
verbd ability arehighest with the Trangport
sector (2.84) and lowest with financial
serviceproviders(2.56). Thevaluesfor
Non-verba & liseningarehighamongthe
respondentsin utility services(3.75) and
lowest for teaching professionals(3.41).
Ultimately, the communication skills of
middleand senior middlelevel Executives
workinginPublic Utility is3.29, whichis
thehighest and in Finance sector itis3.03,
whichisthelowest of all.

b. Ascertain the level of Self-
awar enessamong respondents:

Accordingto Table 1, the scorefor
sdf-awarenessisthemaximumfor Heglth

professonaswithavaue4.04 andwitha
minimum of 3.57 for peopleworkingin
Telecommunication and Broadcasting
sectors. Individualsin Education (3.92)
and Transport (3.97) found to be with
similar scores for their level of self-
awareness. Financial sector respondents
haveascoreof 4.03, whichismoderately
higher than the score of 3.89 with Public
Utility servicessector.

c. Compare the Interpersonal
competencies of Executives
working in each Sector:

Both communication skillsand self-
awarenesswere considered asthemain
variables to compute the interpersonal
capabilities of the service sector
Executives. Withreferenceto Table 1,
respondents in finance sector have a
relatively higher scorefor Self-awareness
(4.03) thanfor their Communication skills
(3.03).

Table1: Showingthelnterpersonal Effectivenessof Executivesin each Sector

Factors Sector-wise Mean scores Average
Finance |Education| Heath | Pub.Utlty | Transport| Commun
(59 ©2 @37 73 (31) (45
Verbal 25670 26864 26787 28417 2.8459 27778 27329
Nonverbal| 35027 34117 35468 3.7555 35459 35966 35598
&
Listening
Commn. 30348 30490 31127 3.2986 31959 31872 31463
ills
(Total)
Sdf- 4,0302 3929 40473 38990 39718 35778 39092
awareness
IPC 35325 34892 35800 35983 35833 33825 46980
(Total)
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Thescoresfor teaching professonds
are3.04for their Communicationskillsand
3.9294 against their Self-awareness
showing the need for skill development.
Respondents of Health sector possess
more of Self-awareness (4.04) than
Communicationskills(3.11). Individuas
working in electricity, water and police
services have 3.29 asthe scorefor their
Communicationskillswhichisdightly lower
than 3.89 towardstheir Self-awareness. In
the transport sector, Executives have
secured 3.19for their Communicationskills
whichisrelatively lower thanleve of Sdf-
awareness 3.97. The Communication skill
values(3.18) aremoderately lower than
thevauesof Sdf-awareness(3.57) among
the respondentsof communication sector.
Whentheoverd| interpersond competendies
of Executivesin each sector arecompared,
thereisaggnificantly higher valuefor the
respondents working in public utility
serviceswith 3.59 and significantly lower
vauefor therespondentsincommunication
sector with 3.38 asthe scores.

Peoplein other sectorshavethemean
vauesas—Education 3.48, Finance 3.53,
Health 3.58 and Transport 3.58 in an
ascending order. Intotal, peopleworking
insarviceorganizetions, inclusveof dl the
six typeof services, at middleand senior
middielevel haveardatively lower value
of 2.73for verba skillsthan 3.55for Non-
verba and Ligening skills. Similarly, they
have a higher score of 3.90 for Self-
awareness than 3.14 for their
Communicationskills.

d. Relationship prevailing among
thelnterpersonal variables:

The Communication skillsand Self-
awareness were considered as two
Independent variablesinthe processwith
Interpersonal Competencies as the
Dependent variable for finding the
rel ationship existing among them. Verbd,
Non-verbal and Listening were
considered asthethree sub-variables of
Communication Skills.

Table2: Showingtherelationship existing between variablesin theinter per sonal process

Variables IPC SW B NVB&LIST
IPC Pearson Correlation 1 0.444** 0.606** 0.806**
Sg. 0.000 0.000 0.000
SW Pearson Correlation 0.444** 1 -0.091 0.252**
Sig. 0.000 0112 0.000
VB Pearson Correlation 0.606** -0.091 1 0.137*
Sig. 0.000 0112 0017
NVB& | Pearson Correlation 0.806** 0.252** 0.137* 1
LIST Sig. 0.000 0.000 0017
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Karl Pearson Correlation method
was adopted to execute the two-tailed
test and Table 2 showsthat Correlation
issignificant between Self-awareness
and Interpersonal Competencies at
0.444, between Verbal skills and
Interpersonal Competenciesat 0.606,
between Non-verbal and Listening skills
and Interpersonal Competencies at
0.806. Table also reveals that is a
positive rel ationship existing between
Self-awareness and Non-verbal and
Listening skillsat 0.252, whereasthere
IS a negative relationship existing
between Self-awareness and Verbal
skills. Verbal, Non-verbal and Listening
arefound to beinter-related at 0.137.
Comparing theinterpersonal variables,
Self-awareness and Communication
skills, it isidentified with a value of
0.706 for Communication skills, which
isrelatively morethan thevalue 0.444
against Self-awareness in terms of
association with each other.

e. Compare the Interpersonal
characteristics of Men and
Women in serviceorganizations.

Gender comparison based on
Interpersonal characteristicsweremade
between thetwo groupsmaleandfemae
respondentsworking as Executivesin
middle and senior middle levels of
Service type of Organizations. To
conduct the data analysis, the verbal,
non-verbal and listening factors were
considered for ascertaining
communication skills and however,

communication skillswith salf-awareness
together was computed for ascertaining
the Interpersonal competency of
individuas. Table3 revealsthat among
themen, verbd ahilitieshavealower vaue
of 2.83 than 3.56 towards their non-
verbal and listening abilities. Alsothey
possess a score of 3.19 for the
communication skills, whichisrdatively
lower than the self-awareness of 3.91.
Likewise, among the women, verbal
abilitiesscoreis2.60, whichislower than
the non-verbal and listening abilities of
3.57. Their scores for communication
skillsare3.09 and for self-awarenessare
3.91.

Between men and women
executives, there is a significant
difference found for communication
skills, especially verbal modesat 0.009,
which isless than 0.05 with 2.619 as
the ‘t" value. The overall score for
communication skill iscomparatively
high with men (3.1988) than with
women (3.0902). Men have avalue of
3.9053 for self-awareness, which is
almost the same asWomen with avalue
of 3.9113 and significant value of
0.9210, whichismorethan 0.05. Hence
thereisno significant difference between
genders with regard to their self-
awareness. Ultimately, the I nterpersonal
capabilitiesscoreis 3.5520 for menand
3.5007 for women, which also hasno
significant difference because the
significant valueis0.885, whichismore
than 0.05.
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Table3: Showing thesignificance between men and women based on inter per sonal skills

83

Factors Men Women ‘t Sig
(N=165) (N=141)

Verba 2.8364 26044 26190 0.009

Nb& List 35613 35761 -0.2020 0.840

CS (Total) 31988 3.0902 1.2085 0.4245

SW 39053 39113 -0.0990 09210

IPC (Total) 35520 3.5007 05547 0.885

Discussions. Thefollowingarethe
findings of the study that are discussed
based ontheresearch objectivesin detail:

*  Respondentsworkingfor service
organizationsarerelatively better in
non-verbal and listening skills than
ver bal communication —FromTable 1,
it can be understood that the Executives
workinginmiddleand senior middlelevels
of servicetype of organizationsseemto
beusing effective body languageintheir
internal communication and also seemto
bepossessing good ligtening abilitiesduring
theinteractions. But they arefound to be
relatively poor intheir verbal modes of
interpersonal communication and this
could beduetotheculturaly diversified
work teams that lead them to semantic
barrierslike poor vocabulary or language
problemsor mispronunciationsor usage
of dangsor jargonsor lack of coherence.
Additionally, they may face some
psychologica blockslikefear, statusquo,
ego levels, low self-esteem or lack of
confidenceduring ord communication. In
suchasgtuation, respondentsmay generdly
listen well to others and tend to avoid
speaking to others or may even try to

speak with more of facial expressions,
gesturesand actions.

»  Transport sector respondentsare
compar atively good in their verbal
expressions then the respondents in
Finance sector — It can be understood
from Table 1, that the respondents
providing servicesrelatingtoarwaysand
railwaysseemto possessrelatively better
verbal abilities than the respondents
indulged in banking and insurance kind of
sarvices. Thismay beduetothedifference
inworking stylesor typeof colleaguesor
nature of communi cative messagesor the
technologies used for organizational
interactions. Ingenerd, financid executives
speak less and read and write more to
work effectively; it isbecausethey do not
have time and opportunity for verbal
communication and also tend to work
independently without aneed for talking
to others. Unlikely, the respondentsin
other sector have to interact with other
during working othersfor information,
enquiry, persuasion or feedback and
executethar repongbilitieseffectively and
they may not have a requirement for
actionableexpressions. It could also be
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that they are trained to speak clearly to
maketherecever understandableor even
during unmanageabl e situationsthey may
enhance their speaking skills to make
Interpersona communication effective.

 Body language and listening
skillsarefound tobereatively sound
amongtherespondentsin publicutility
servicesthan theacademicians—With
referenceto Table 1, it isunderstood that
respondentsworking for water, e ectricity
and police departments possess good
skillstolisten to othersand also to speak
non-verbally with others. It could bethat
their nature of work inducesthem to adopt
lively gestures, give out feelingsthrough
their face or trained to listen to their
counter-partsfor information gathering and
to coordinatetheteamwork. Ontheother
hand, teaching professionals seemto be
lackinginlistening and non-verbd abilities.
Thiscould be becausethey are not awvare
of thenon-verbal cuesor maybethey are
less confident whileusing body language
and poor listening may bedueto lack of
trust in receiver or distractions while
listening to othersor have preconceived
ideasduring thelistening process.

*  Publicutility sector respondents
have been identified to be good
communicators and financial sector
respondentsaspoor communicator s—
It can beinferred from Table 1 that inthe
non-verbal and listening aspects of
communication, the respondentsof weter,
electricity and police departments seemed
to be better than others.

In spite of being moderatein their
verbal modes, they are sound
communicatorsbecause of their effective
non-verbal and listening skills. Whereas,
the respondents working for banks and
insurance companiesseemto berdatively
ineffectiveinworkplace communications
and thisismay bebecausethey arefound
to possessinadequate skillsbothinverbal,
non-verba andlisteningtoo. Therecould
be causes like environment, culture,
workplaceemotionsor semanticsfor their
inability tocommunicateeffectivey through
verbal and non-verbal styles and
experience impatience, irritation or
digractionintheir listening process.

e  Self-awareness pertaining to
Inter personal Competencies of the
respondents seemed to be
compar atively moreamongindividuals
in Health sector than in
Communication sector —Table1reveas
that Academiciansand Transport service
providersarefoundtofed high about ther
ability to createinterpersond relationships
with their superiors, colleaguesand sub-
ordinates. However, the Financial
Executivesseemed to berel atively better
thanthepublic utility respondentsinterms
of Self-awareness. But the Health
professionals are identifies to be more
awareof themselvesthan theindividuals
involvedincommunicativeservices. This
could beowing tothedifferenceintheir
professional characteristics like the
expertise knowledge or specially
developed traits or the service motives
whichvary according to thetype of their
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Organizations. There are no sufficient
opportunitiesfor theindividua sworking
in Broadcasting and Telecommunication
services to increase their knowledge
bandwidth and also their monotonous
working conditions can be a great
hindrancefor their salf-devel opment.

- All the Respondents are found
to be relatively better in Self-
awareness aspects than in
Communication skills—Self-awareness
and Communication skills together
contribute to the Interpersonal
Competenciesof therespondents. Based
ontheTable1values, itisunderstood that,
in spite of differences in type of
Organizationand natureof services, dl the
respondentsseemto besimilar intermsof
Self-awareness. Thelr perception about
their knowledge relating to devel oping
good relationshipswith othersishigher than
their ability to communicate with others.
They more confident about their
knowledge and less confident about their
soft skills needed for their professional
development. Thereasonsmay bethey
are technical sound with adequate
experienceintheir professiona area, but
the need and time spent on skill
development may beinadequateduring the
caresr.

* A Positive Relationship found
between thelnter per sonal variables—
FromTable2, it can beinferred that there
exists an association between Self-
awareness and Interpersonal
competencies and similarly with

Communication skillsand Interpersonal
competencies. It could be that an
individual’s ability to influence others
through interactions tends to be sound
when they possess adequate knowledge
about themselvesand thereby increasesthe
level of self-confidenceto communicate
effectively during negotiations, discussions
and meetings in an organizational
communication network.

*  Communication kill asavariable
iscompar atively contributing moreto
the Interpersonal competencies
variable than the Self-awareness
variable- AsshowninTable2, theahility
to communi cate successfully with other
individuaswithinthe organization highly
depends on speaking styles, tone of
conveying themessage, emotiond maturity
ingpeech, ligening habitsand effectiveuse
of gesturesand so even adlight variation
inthisskill-set can cause agreat impact
ontheability to build rapport with other
individuas. Eventhough Sdlf-awareness
isalsoessentid for achieving excellencein
the process, it seemsto berelatively less
significant than communicating abilities.
Respondents may have adequate
knowledge with confidence during the
interpersona processbut if their skill levels
are inadequate they may not create a
sustainableinterpersona associationwith
other membersinthe organization.

e The Sub-variables of
Communication skillsareinter-rdated
with each other —Withreferenceto Table
2, verbal, nonverbal and listening seemed
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to have a good relationship with the
variable, Communication skill and thiscan
be because these skills are required
together for executing effective
communication with others. When the
respondents try to convey messages to
othersthey need to makethem understand
to the best of their ability using good
language, appropriate tone of speech,
appeding syle, voicemodulation, suitable
gestures, positive postures, conscious
expressions and also adapting active
listening methods. Any kind of variation
happeninginany oneof thesub-variables,
it may create achangein understanding
the message and ultimately delays in
attaining consensus between sender and
receiver.

* Self-awareness found to be
positivewith Non-ver bal and listening
aspects but negative with Verbal
communication — It can be understood
withthehep of Table 2 that thereexistsa
positive relationship between Self-
awarenessand Non-verbal and Listening
variables. Whereas, anegativeassociaion
Is significantly identified between the
variables Sdf-awarenessand Verbd kills.
Bodily expressionsare highly related to
Self-awareness because, the actionable
language always arises based on their
acquiredlevel of knowledgepersstentin
their minds. Moreover, unspoken
expressions are spontaneous that they
cannot be hidden or modified during
interactions rather expressions can be
intentionally modified according to the
gtuation. Likewise, moreeffectiveligening

can be experienced during professional
communication when thereisimmense
satisfaction of their knowledgelevelsand
it can certainly boost their self-confidence
witharelativeimprovementintrust. More
of Self-awareness seem to reduce the
ability to speak effectively becausethere
can arise over-confidence, lesstrust in
rel ationship or with preconceived notions
intheprocess.

*  Both Menand Women arefound
to be better in Non-verbal and
Listening abilitiesthan verbal forms
of communication — With the help of
Table 3, it can be inferred that the
Executivesworkingin middleand senior
middlelevelsof any serviceorganizations
try to convey messages with more of
gesturesand expressionsin order tomake
therecalver understand quickly. Moreover,
they dsotendtolisten carefully during the
formal interactions so that the processis
effective.

But they areidentified to belacking
in speaking modes of communicationand
thismay be dueto lack of trust with the
receiver or because of high self-esteem.
Inserviceenterprises, employeesfindless
timeto talk with each other rather spend
moretimeon spesking through actionsand
asoby listening to others.

* Moreof Self-awarenessand less
of Communicating abilitiessimilarly
identified among the Genders—Table
3 reveals that respondents seemed to
perceive positively about awareness about
ther interpersond abilitiesand believetha
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their communication skillsarelacking to
meet their level of awareness. They could
have been better in competenciesif their
skill levelswere at par with the extent of
awareness. Meeting different kind of
people, workingwith diversfied teamsand
performing multi-tasking have paved way
for therespondentsto gain strengthinthe
form of self-awareness. On the other
hand, factorslikevariety of reponghbilities,
busy schedule, massive groups, work
pressure, etc. can be reasons for the
communication bottlenecks.

 Thereisasdignificant difference
between the genders in Verbal
Communication —Men seemto be better
incommunicating verbdly than\WWomenas
per Table 3 and thisiscould beduetothe
differenceintheir skill capabilitiesand
emotiona maturity whilecommunicating
interpersonaly. Men and Women seemto
perceive differently and hence their
perceptions about their communication
skillsalsovary. Womentendtolosetheir
emotional balance during workplace
interactionsand thismay causeadgnificant
impact instyleand toneof communication.
Menrather do not let out their feglingsto
others, especially in workplace. In
communicativestuations, menandwomen
behaveinadifferent manner owingtoways
of conveying messageor may betheahility
to make the receiver understand varies
withthevoice, pitchand volumevariaions.

e Men seem to be comparatively
good communicator sthan Womenin
Serviceorganizations—Sincemen are

1
more effective in verbal abilities than
womenasshowninTable 3, it addstothe
success of their communication and
unlikely, women lack in verbal
communication skills that may lead to
miscommunication. Even though their
perceptions about self-awareness are
smilar, they may vary in spesking modes
owingto psychological barrierslikefear,
anxiety, anger, irritation etc.

IntheInterpersonal process, verbal
skillscontributemainly for thesmoothand
successful flow of communication.
Thereforeif thereisany hindranceinverba
communication processthen in spite of
good non-verbal cues there may be
communication gap created between
sender and receiver. What women
communicateisnot Soessentidly damaging
the process but maybe it is due to how
they convey the messages in the
organization.

» Thereisnosignificant difference
between men and women in Self-
awar eness aspects—As per Table 3, it
can be understood that men and women
percevesmilarly withregardtotheir level
of self-awareness about interpersonal
competencies. Thismay be becauseboth
areindulgedinproviding servicesto public
in different forms and above al, the
organizational goalsthat may besimilar
tend to drivethem in having the similar
levelsof knowledge and self-confidence.
Since them equally aware of their
competencies, their interactionsmay not
cause distortions due to knowledge
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variance but may be confrontations can
happen in communication aspects.

« Male respondents found to be
relatively more capable of
communicating inter personally than
femalerespondents—From Table 3, it
can beinterpreted that Since men possess
better skillsto communicateverbaly when
compared to women and so their overall
communication skillsarealsorelatively
good. Henceforth, they seemed to possess
better competencies to communicate
interpersonally than the Women
Executives. Asverbal aspectscontribute
mainly totheorganizationd communicaion
process and ascommunication skillsare
significant for honing interpersonal
competenciesin professond context, made
respondentsareidentified to be successful
in maintaining good workplace
relationships and female respondents
seemed to be relatively incompetent in
interpersona kills.

2. Implicationsof the Resear ch:

e Educational Implications. In the
changing workforce, Interpersonal
Communication between professionals
occursinavariety of formsliketelephone,
electronic mail, videoconferencing etc.
however thisresearch focuseson theface
to face interactions of people in their
everyday lives. It highlightsthe gender
differencesin theinterpersonal motives
prevailing among the senior middleand
middle level Government employees.
Professional Communicators can
understand the cause and effect of

communication disorders that tend to
happen within the organization and
recommended suggestions can facilitate
them to devel op suitable conversational
styles. Thestudy revealssomedark areas
of effectivecommunication, which canbe
considered and the communication
perspectiveof interpersona relationships
intheworkplacecanbefdtto crestehighly

performing groups.

 Societal Implications: Research
reveasthat intermsof verbal, nonverbal
and listening skills, professiona sworking
inany service sector Organi zation seem
to behavesimilarly but intermsof Self-
awareness the people working in
Telecommunication and Broadcasting
Centersarefound to be deficient thanthe
others. The Government can have an
insight about the perception levels of
people relating to their interpersonal
competenciesindifferent typesof services
and canreframetheir strategiesto meet
communication chalenges. Additionally,
the Service Organizations must
independently redlize the need of the hour
and gear up immediately for fostering
excellent communications skills and
achieving dyadic co-orientation among
people.

3. Suggestions:

Thefollowingaresomeof thefeasble
ideasderived from theresearch findings
that can be suggested for the Executives
to enhance their workplace competencies
and recommended to the Government for
rgjuvenating their enterprises.
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To the Individuals:

a Men and Women should
understand the gender gapinthelevelsof
perception, communication stylesand the
interpersona capabilitiesthat areusualy
found in the workplace. They may use
suitablewordsintheforma conversations,
adopt professional speaking styles, take
careof their tone of the communication
basad onthe gtuation and ultimately follow
coherencewhile conveying messages.

b) People providing Information
rel ated servicesin Telecommunicationand
the Broadcasting Centers must take
interest to improvetheir self-awareness
through exercises, exposures, interactions,
widereading, and effectivelistening. This
can helpthemtoimprovether perceptions
and develop good rapport with their
counterparts.

¢) Inorder toimproveinterpersona
competencies, individuals can try to
possess adequate self-awareness and
communication skillsthat areessentia for
theirwork styles. Effectivecommunication
may be achieved through sound verbal
interactions, clear non verba actionsand
good listening ahilities.

d) Communicatorsmust learntofilter
the unclear or biased ideasfor managing
their workplace emotions, specifically
during formal interactionslike, meetings,
discussions, negotiationsand presentations
for ahealthy and prosperouswork life.
Thiscan prevent conflict and encourage
quick consensusin communication.

€) Professionals can consider the
communication challengespositively and
can try enhancing their interpersonal
competencies for creating good
impression, building professond imageand
ultimately attain career growth.

f) The study reveals some dark
areasof effectivecommunication andthe
communication perspective of
interpersonal relationships in the
workplacewhich can bereformed by the
respondents through a series of
interpersonal training to create highly
performing working groups.

g) Intermsof verbal, nonverbal and
listening skills, professionalsworkingin
any service organization seemto behave
amilarly butintermsof Sdf-awarenessthe
peopleworkingin Telecommunicationand
Broadcasting Centers are found to be
deficient than the others. Professionals
must realize the need of the hour and use
interpersonal skill as a handy tool for
appraisal and revalidation in their
organizations.

h) Interpersonal competenciesare
said to be growing in importancein the
financid sector (Goffee 1996). Despitethis
situation, research findings show that the
Executives employed in Government
sector and engaged in banking and
insurance serviceslack inpeopleskills. In
thiscontext, they must takeimmediatesteps
toimprovether interpersond efficiency by
honing effectiveord skillsandadsolearning
to use appropriate body language with
good listening in conversations. Thiscan
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hepthemtoattain outstanding performance
in the competitive environment and also
meset their targetseffectively.

i) Teachingasaprofessoninvolves
the cultivation of positive personal
rel ationshipswith pupilsto providequdity
servicesinthe Learning Organizations.
Thereareresearchers(Carr David 2005,
Baker et al 2004) who emphasize
Interpersonal competenciesasone of the
key components to optimal career
success. Whereas, respondents of this
research working for Educational
institutions were found to be poor
interpersona skillsand thiscan becomea
great barrier for climbing the academic
ladder in their organizations. So
Academicians may realizethe power of
Communication and can develop sound
verbal skills, good non-verbal cuesand
also createamind-set to listen keenly for
fostering educational justice.

j) People in health-care services
tend to struggle for managing their
emotionsat work place and this happens
when they are unable to balance their
publicand privatelives(Mark 2005). Itis
suggested that Health Professionalsrather
explore their emotional barriers in
interpersonal process not to allow them
toinfluencetheir public services.

They can try to develop highly
effectiveinterpersond orientationinverticd
and horizontd linesby way of transforming
their speaking styles, voicemodulaionand
empathetic listening for reaching
professiona success.

k) Executives working for
broadcasting and telecommunication
servicesmust show areasonableincrease
in their interpersonal efficiency with a
significant and positive changein their
speaking abilities. They canvisualizea
good image for themselves in the
professions through enhancement of
interpersond skills.

To the Organizations:

a) Opportunitiesmust beprovidedto
thesarvice professondsforimprovingtheir
Self-awareness, verbal, non-verbal and
listening skillsthrough effectivetraining
modules at every level of organization.
More often, the individuals may be
allowed to appear for behavior testsand
their interpersonal competenciescan be
assessed in order toimprovetheexisting
skill levels(Mercer, 1993).

b) In fact, people possessing self-
awareness but found to be poor in human
communicationmay causedisagersinther
organizations. Especialy, the current
research has observed that individuals
working asDoctorsand Nursesarehaving
adequate Sdlf-concept withrel atively poor
communication skills. Amit Banerjee
(2004) has observed through hisresearch
that in hospitals, during the emergency
situations, effective communication is
indispensableand dso playsacrucid role
to itsmembers. The emergency would
turnoutinto acrigsif theemotional factor
in the interpersonal process is not
controlled. Consistency, co-ordination
and timelinessare such aclimate can be
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achieved by filtering theemotiona barriers
intheprocessand overcoming by effective
communication.

¢) Necmi Avkiran (2000) has
identified through a research that
Interpersonal Competencies of Bank
ManagarsinAudrdiaarehighly influencing
their work effectivenessand thereby affect
theviability of the branchesin the sector.
Similarly, the outcomes of thisresearch
state that respondentsworking in banks
and insurance companiesarepoor inther
interpersond skills Asaresult, thefinancid
inditutionsshould motivatethar Executives
toimproveverba communication skillsso
asto contributethelr servicesefficiently
and providetheorganizationa support for
enhancingther lacking aress.

d) TheTdecommunicationCompanies
and theradio mediamay create successful
policiestoimprovether perceptionlevels
and initiate to maintain strong working
teamsand orient itsemployeesby coaching
them towardsattaining thetargets.

€) Educational institutions are
recommended to createaplatformfor the
academicians to boost up their
communicationskills, especialy listening
and non-verbal skills, which are highly
essential for achieving excellence in
deve oping their campus.

Because, thereisaresearch evidence
to provethat in academic organizations,
the behavioral styleand communication
orientation caninfluencethere ationships
existing intheupward line of hierarchy
(Darling et a, 2005).

f) Since men are better
communicatorsthan womenin services,
the companiesmust encouragethe\WWomen
Executivesto perform better through up
gradation of skillsand also by emotional
management srategies. Thiswill upliftthe
organization intermsof service quality,
target setting and harmonious working
culture,

g To bridge the gender
communication gap, Men and Women
working together in teams can be
selectively determined based on their
interpersonal competencies. Thusit can
help the management to avoid
miscommuni cation and confrontationsin
thework place.

h) ServiceOrganizationsshould get
into a strong mind-set to beat the stiff
competition through effective
communicative strategies within the
members and enjoy a long lasting
corporateimagewith globally recognized
reputation.

i) The Government can have an
insight about the perception levels of
people relating to their interpersonal
competenciesindifferent typesof services
and canreframetheir strategiesto meet
communicationchdlenges.

j) Theservice-centered Government
enterprisesmust take stepstovitalizethelr
communicaionskills, especidly theverbd
styles of communication and thereby
increasetheir productivity through high
employeemorae.
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k) Companiesmay introduce new
communication strategiesin theinternal
network and install afeasiblemonitoring
system for its employees to maximize
effectiveinterpersona communicetion. By
strengthening the system confrontations
can bemitigated at intradepartmental and
inter departmental levels.

[) The Service Organizations must
understand the implications in the
Interpersonal relationships caused by the
work teamsand gear upimmediately for
fostering excellent communicationsskills
and achieving dyadic co-orientationamong

people.

m) Conducting effective training
programs in the areas of Interpersonal
behavior and d so eva uating theimpact of
aninterpersond training and devel opment
intervention on the quality of the service
provided by theindividualsarefeasible
ideas that can be advised to the service
providinginditutions.

Conclusion:

The service professionals should
believethat apart fromther technica skills
in their fields like medicine, education,
investments, trangport or public services,
these non-technical skillsarealso highly
imperative They needtoessentialy buildup
sudtainable perceptions, trusworthinessand
consciousnessaf time, environment, gender,
messages, channd etc. for achieving career
development in the forthcoming years.
Interpersonal effectivenessat workplace
relatesto understand others fedingsand

pesking appropriatdy; ligening killfully to
people in the workplace and react;
evaluating individuals based on their
knowledge, verba abilitiesand also their
expressions for cordial team work;
communi cating according to thechanging
Situations; mastering the art of getting
feadback fromothersandlearntogivetimey
responsesto others. Executivesworking for
a common goal in an Organization are
expectedtoavoid criticiams, complaintsand
confrontations. Rather indulge into
compromising, harmonizing, darifyingand
summarizing for the benefit of forming
powerful task-oriented groups. To
conclude, Women arerdatively poor with
respect to their interpersona competency
than men and the Executivesworkingin
different typeof Serviceorganizationsmay
work for similar organizational goalsbut
vary intheir interpersona capabilities. The
findingsof thestudy canhelp professonds
tounderstand theroadbl ocksin congtructing
effectiveworkplacerdationshipsand they
can reinvent strategies to develop good
attitude, upgradetheskillsandincreasethe
knowledge bandwidth.

Thesarviceorganizationsengagedin
different typeof public servicescanredize
the importance for enhancing the
communication skillsof their employees
and may adopt suitablepoliciesat top most
level toformulate successful teams. Both
individudsandtheorganizationscanfollow
the research guidelinesto fine tune the
human communicationfor developing high
performanceworking teeamsand improve
their servicequality tothesociety.
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ABSTRACT

Leadership development is a key aspect of talent management programs and pro-
Cesses in organizations. In a competitive business environment, organizations seek
cost efficient ways to develop talent and are continually looking to identify leader-
ship qualities that will help them focus energy on the right people. This article ex-
plores the diversity of opinion on leadership ability and how emotional maturity is
intrinsic to leadership ability. A case study of talent management practices at Tesco
Hindustan Service Center, Bangalore, corroborates this view.

I ntroduction

In the realm of Organizational
Behaviour (OB), the subject of ‘ Talent
Management’ hasreceived considerable
research attention in recent years. This
phenomenon hasbeen primarily duetoa
highly competitive businessenvironment
characterized by shrinking product life
cycles, multitude of productsand services
availableinthemarket, increasing product
differentiation, adoption of competitive
marketing Srategies, etc. Theonly way that
organizationscan survive such cut-throat
competitionisthrough the attainment of
‘competitive advantage’ (Barney, 1991,
lles, 1997; Tucker, Kao & Verma, 2005)
that iscrucially dependent on the quality
of an organization’s leadership ability,
which hasledtoavirtua “war for talent”
(Axerodetal., 2001). Infact, the CEOs

and the senior leadership of organizations
now spend considerabl e portion of their
timeinidentifying and managing talent -
thefutureleadersfor their organizations
(Martin & Schmidt, 2010; Stahl et al.,
2012; Conaty & Charan, 2011). Tdentis
believed to provide the ‘strategic
advantage’ (Becker & Huselid, 1998,
2006; Gelenset d., 2013), and the ability
to use human talent —attracting, finding,
motiveting, energizingandretaining—isthe
key to an organization’s success, and to
achieving theorganization’'sgoa (Cheese
et al., 2008).

Organi zation theoristishave provided
many definitions of talent and talent
management addingtothe*richness of the
subject that must not only be* appreciated
and nurtured’ (Boudreau, 2013) but also
‘embraced’ differentidly to suit Stuations
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and context (Gelens et al., 2013;
McDonnell, Collings & Burgess, 2012;
Tandey, Kirk & Tietze, 2013; Thunnissen
etd., 2013). Many organizationsare often
confused and do not know how to go
about managing talent (Conaty & Charan,
2011). Organizations need to decide
whether they should develop everyone
(Stahl et al., 2012; Buckingham &
Vosburgh, 2001; Walker & Larocco,
2002) or adopt amore selective approach
(Axelrod, Handfield-Jones, & Michaels,
2002; Michaels, Handfield-Jones, &
Axelrod, 2001; Smart, 1999). The
selective approach focuses on fewer
employeeswith“high potentia” (Silzer &
Church, 2009) who cantakeonleadership
rolesin the future (Cope, 1998) and is
more cost efficient (Williamson, 1981,
Lepak and Snell, 1999; Morton, 2005;
Callings& Méelahi, 2009).

| rrespective of thetalent management
approach adopted by organizations, the
key task of management isto adopt well-
defined programmes and processes for
identifying and devel oping future leaders
andfor putting the* right peopleontheright
jobs' (Jackson & Schuler, 1990) so that
they cansustaintheorganizations growth.
In the present paper, an attempt hasbeen
madeto explorethere ationship between
emotional intelligence and the process of
|eadership devel opment in organizations
through talent management programmes.
More specifically, the present research
viewsleadership development asbeing
crucial to an organization’scompetitive
strength, recognizesthe significance of

emotiond intelligenceamong leaders, and
seeksto emphasi seupon acost- effective
approachto developing leadership ability
by focussing talent management
programmes selectively on peoplewith
emotional maturity or emotional
intelligence
Talent Management and L eader ship
Ability

Effective managersor leadersthink
of leadership development asa‘ cultura
event’ (Ready, Hill & Conger, 2008) within
organizationsthat canhdpretaintaent. As
part of their talent management programs,
therefore, organizationsassess|eadership
qualities before developing mentoring
programsfor their employees(Stahl et al.,
2012). Different authorsand theoristishave
looked at |leadership from different
perspectives. While some focus on the
quditiesof leeders, othersview their syles,
and still othersfocuson what theleaders
do. Inthemidst of acompetitive business
and economic environment and the
emergingworkforcewithvarying levelsof
skillsand aspirations, abusinessleader is
surely to be called upon to adopt
leadership styles that are contextual
(Hooper, 2006) or relevant to Situational
variables including people, desired
objectives, and the need for delivering
better business performance. In other
words, the talent management practices
should focus on developing leadership
ability within organizations with
considerable degree of flexibility. This
situational approach to leadership has
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evolved with the contributions of leading
management theoristssuch asBlakeand
Mouton’s (1964) Managerial Grid,
Fiedler's(1967) Contingency Theory of
Leadership Effectiveness, Robert
Tannenbaum and Warren Schmidt’s
(1957) Continuum of Leadership Styles,
etc. Research onthissituationa approach
or contingency approach to leadership
effectiveness has continued unabated in
view of the ever-increasing role of
leadership in enhancing an organization’s
competitive strength and innovative
abilities. It must be emphasized that
irrespective of how different theorists
describeor categorizeleadership, thereis
anunderlying ‘relationship’ element of
varying proportions in most of the
leadership theories that underpins the
ability torelateat anemotional level asa
key success factor. It is therefore
worthwhileto explore the significance of
emotional maturity from business
leadership point of view.

Emotional Maturity and L eader ship
Ability

Asthestudy isintended to explore
therd ationship between emotiond maturity
or intelligenceand | eedership devel opment
withinorganizations, it would bedesrable,
in the first place, to define emotional
maturity aswell asitsdifferent aspectsin
anintegrated manner. Emotiona maturity
has been variously defined by different
authorsand theorigts. Termslikeemotiond
intelligence, social intelligence and
emotional maturity are often used

interchangeably. Emationd intdligencehas
turned out to be avery emotive subject
andtheorigtsexplainit differently. Thefact
that the sametheoristshaverefined their
understanding of theterm over subsequent
yearsasoindicatesthat wearetill trying
to come to terms with the subject.
However, the ultimate sense and import
of al thesedefinitionsand explanationsis
essentially the same—the sensitivity to
respond to different Situationsand people
inamanner that creastespositivevibrations
and adesreamong peopletowork happily
together to deliver results.

“Social intelligence comprises of
interpersond andintrgpersond intelligence
(Thorndike, 1920; Gardner, 1993).” The
former relatesto one sability tounderstand
others' sensitivities, motivations, work
dylessothat oneisabletowork effectively
withthemwhilethelatter relatestoone’'s
ability to understand oneself —i.e. to be
aware of one’s own sensitivities,
motivations, likesand didikessothat one
can “operate’ effectively inlife. Socid
inteligencerdatessubstantialy todeding
with emotionswhich may have prompted
Sdovey & Mayer (1990) and someothers
to cointheterm “emotiond intelligence”
which some consider to be the same as
socid intelligencewhileothersconsider it
as a subset of the latter. According to
Goleman (2000), emotiond intelligenceis
about being self-aware so that oneisable
tomanageonedf, aswell asbeing socidly
aware and empathetic so that onerelates
better to others. Both types of
competencieswerebelieved tofacilitate
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better performance. Goleman (1995)
adopted Salovey and Mayer’sdefinition
of emotional intelligence and further
expanded ontheideatoincludeabilities
that enable peopleto apply self-restraint,
maintain aclear thought processand be
ever hopeful inthefaceof adversity. This
is what results in exceptional
achievement. Asthetasks becomemore
complicated, it isemotional intelligence
rather thantechnicd skillsthat helpexplain
delivery of superior performance. These
quditiesdifferentiatethewinnersfromthe
losers even though both may be equally
intelligent.

Mayer & Salovey (1997) have
further refined thedefinition of emotional
inteligencetoincluderelated skillswhich
aremorestuationa innaturebut thebasics
remainthesame. Inthat sensg, itinvolves
the application of the basic tenets of
emoationd intdligenceindifferent Stuations
that call for opportunitiesto either conduct
one-salf moreeffectively or interact more
productively with others. The element of
control may be considered as a key
element of theexpanded propositionwhich
has linkages with cause and effect
phenomenon relating to our responsesto
othersbased on our understanding of their
emotionsand that of ours.

“Hughes& Terrell (2007) stated that
the seven skillsneeded for emotional and
social intelligence are: team identity,
motivation, emotional awareness,
communication, stresstolerance, conflict
resolution, and positive mood.” A leader
can use these to generate the four

collaborative results- empathy, trust,
loyalty, and better decisions.

Inregard tothereationship between
emotiona maturity and leadership ability,
wewould now explorewhat authorsand
theorists say about emotional maturity
whenthey talk about leadership ability. We
found support for the role of social
intelligencein organizational leadership
(Zaccaro 1996, 1999, and 2001)
especially aspeople move up theladder
to senior level positions. Skills like
managing conflict, influencing and being
flexibleare consdered askey dementsfor
peoplein leadership roles. Bass (1997)
and Bar-On (1997) echoed similar
sentimentsattributing atransformationa
leader’ ssuperior performanceand ability
to achievehigher levelsof successto high
emotional quotient scores. Whilethereis
no doubt regarding the importance of
intellect inrunning businesseseffectively,
(Goleman, Boyatzis& McKee2002) one
needs morethan intellect to be aleader.
Theability tolisten, guide and persuade,
motivateand inspire, and cresteresonance
are key tenets of effective leadership.
According to Goleman (2000), the
leadership styleexhibited will depend on
the competencies associated with
emationd intdligence.

Resear ch M ethodology

In thelight of the above review of
literature on talent management practices
within organisations vis-a-vis their
implicationsfor emationa maturity aswell
asthe process of |eadership development,
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an empirical study was conducted at
Tesco HSC that was established in 2004
in Bangalore with a view to providing
technology and operations support to
Tescoin UK. Sincethen Tesco HSC has
been growing tremendoudy intermsof its
operationsand presently, it issupporting
Tesco operationsin other countriestoo,
including Ireland, US and Central &
Eastern Europe. Thesupport areasinclude
Information Technology (IT), Finance,
Property, Commercial and a variety of
other businesssarvices. Questionnairedata
were collected from 100 managers
operating at various levels of the
organizationa hierarchy, onaLikert- type
scalewithitsvaluesranging from 1to 4.
For thereasonsof anonymity, theidentities
of individual respondents were kept
confidential and they were asked to
indicate their value judgments on four
different aspects of emotiona maturity
(including self- awareness, social
awareness, self-management and social
skills represented by 8, 4, 7 and 6
questionnaireitemsrespectively) aswell
asfiveaspectsor dimensonsof leadership
behaviour (that included challenging,
inspiring, enabling, modelling and
encouraging represented by 6,6,6,6 and
6 items respectively). In fact, different
aspects of emotional maturity and
leadership behaviour were chosen for
purposes of the present study onthebasis
of areview of literature. It was expected
that the research study would reveal
meaningful information regarding the
hypothetical relationship between

emotional maturity or intelligence and
|leadership development within the
organization and thereby suggest
appropriate measures to help the
employeeswith highemotiona maturity to
develop leadership capabilitiesor abilities
and then occupy key manageria postions.

Results of Data Analysis

The mean values and standard
deviations for different aspects of
emotional maturity aswell asleadership
behaviour have been presented in Table
1. Therelatively low standard deviation
vauesfor bothemotional intelligenceand
leadership aspects (ranging from a
minimum of 0.37 to amaximum of 0.54)
indicate the reliability of the research
findingsobtained. Asit can be seenfrom
thetable, themanager respondentstended
to be high on components of emotional
maturity whiletheir mean scoreson socia
awareness and social skills were
comparatively low. Thesefindingspoint to
the fact that the managers are not only
aware of the inner aspects of their
personality, their sensitivities, likesand
didikesetc. but a'so make pogitiveefforts
to maintain salf- direction and sdf —control
intheface of work —related challenges,
problemsor obstacles. However, thereis
aneed for managersto enhancether socid
awareness and social skills. While the
managers need to understand others
feelings, emotions or expectations, there
isalso aneed for them to improvetheir
social skillsor inter —personal skillsin
dedlingwith sgnificant peopleinthework
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environment. As far as leadership
behaviour is concerned, the managers
appear to be high on enabling, modelling
and encouraging aspectswith their mean
scores being comparatively lower onthe
challenging and inspiring aspects or
dimensions of leadership. Thus the
managers try to cultivate meaningful,
cooperative relationships with others

while at the same time setting good
examples of work ethics or philosophy
before the work group and also
influencing or motivating group members
to achieve the stated goals through a
democratic or participative approach.
However, themanagers innovative skills
aswell asinspirational abilitiesneed to
be enhanced further.

Tablel1: Emotional Maturity and L eader ship Aspectsor Dimensions?

Emotional Mean Standard | Leadership Mean Standard
Maturity Aspects Deviation | Behaviour Aspects Deviation
Self-awareness 3.35(1) 0.37 1. Challenging 319(4) 046
Social awareness 310(3) 051 2. Inspiring 307(5 04
Self-management 332(2 039 3. Enabling 344(1) 034
Socia skills 3.09(4) 045 4. Modelling 3.36(2) 0.38

5. Encouraging 3343 046

a N= 100 for al measures

Table 2 shows that correlation
coefficientscal culated for various aspects
of emotional maturity and leadership
behaviour of managers. It can be seenthat
all thecorrelation coefficient valuesare
significant at 0.01 level of confidence,
indicating apogtive, sgnificant relationship
amongthevariablesstudied. Regardingthe
four aspects of emotional intelligence
studied, it was found that all the four
variableswerepostively and sgnificantly
related to one another. These findings
sgnify that emotional maturity aspectsare
primarily centred on the relationship
component of thejob and are therefore
commonly related to one another. It was
further noted that self —awarenessand self
—management areclosely related to each
other (indicated by a high correlation

coefficient of 0.63), pointingto apossible
cause—and —effect relationship between
thetwovariables. Smilar pogtive, intimate
relationship was observed between socid
awarenessand socid skillsasindicated by
ahigh correlation coefficient of 0.68. In
addition, it was found that all the five
componentsof |eadership behaviour were
positively related to one another.

Theresearch datareveaed that each
aspect of emotional intelligence was
positively related to different aspectsor
dimensionsof |eadership behaviour. This
particular finding strengthenstheargument
that through sel ectivetaent management
programmes, it is possible to develop
leadership qualities in individuals and
thereby enable them to occupy
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successively higher -level managerial
positionsinthe organisational hierarchy.
For thispurpose, employeeswith *high

potential for leadership abilities may be
identified or selected asindicated by their
higher emotiond intelligencelevd.

Table2: Intercorrelationsamong thefour Emotional Maturity Aspectsand the
five L eader ship Aspects?

1| 2] 3| 4| 5] 6 ] 7] 8]0

Emoational Maturity

Aspects

1. Self-awareness N048 | 063 | 050 || 044 | 045 | 048 | 049 | 040
2. Social awareness N.047 | 068 || 041 | 043 | 049 | 053 | 034
3. Seff-management AN 039 || 056 | 050 | 051 | 054 | 036
4. Social skills | 032 | 047 | 035 | 044 | 040
L eader ship Aspects

5. Challenging \\0.74* 055 | 065 | 041
6. Inspiring \\0.58 070 | 042
7. Enabling N\ 072 | 051
8. Modelling N\ 062
9. Encouraging \

aN= 100 for al correlations; ‘p < 0.01

Talent Management Practices at
Tesco HSC

Inadditionto theempirical research
study conducted within Tesco HSC as
described above, the talent management
practices at Tesco HSC were also
carefully studied. It was observed that the
talent management practices at Tesco
HSC were quitein consonancewith the
findingsof theempirica study thet indicated
that it is possible to develop leadership
quditiesinindividuaswith highemotiond
intelligence or emotional maturity and
thereby enablethemto occupy significant

positionsintheorganisationd hierarchy. In
fact, Tesco hasafairly evolved selective,
cog —efficient talent management practice
with strong emphasis on evaluation of
emotional maturity for developing
leadership ability. Tescoinvestsheavily on
developing people — both in terms of
functional and leadership kills.

InTesco, theprocessestor identifying
and developing talent areingtitutionalized
through awell-defined framework called
the Leadership Framework. The
leadership framework revolvesaroundthe
elementsof Me, Us, and IT.“Me” isall
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about me, theleader living the values. It
involvesone spersond approach, integrity,
drive and commitment. Leadership starts
withtheindividud, hisvison, mindset and
rolemodeding. “Us’ isabout taking people
aong. Itinvolvesworking through others,
building teams, gaining commitment,
building relationships and supporting
individualsand teamsto achievetheir full
potentid. “It” isabout thebus nesscontext.
It involves customer focus, maximizing
contribution to business, decison making,
change management and overcoming
barriers. Tesco has identified
collaboration, empathy, responsiveness,
resilience and innovation as the
leadership skills that colleagues must
demonstrate. Thisclearly indicatesthat
It views emotional maturity asintegral
to leadership ability.

The leadership at Tesco actively
engages in identifying and developing
talent through the year through various
programmes. The ‘5-5-5' program is
designed for Directors. Each of them
investsin5 daysof training for himsalf, 5
daysin training others and takes on the
responsibility of 5mentees. “Options’ is
Tesco'sflagship program for developing
futureleaders. Every year, theleadership
team getstogether to shortlist colleagues
from among the high potential and high
performing colleaguesidentified througha
talent spotting process. The shortlisted
candidates are put through a rigorous
assessment process, and thosewho quaify
then go through a development
programmethat readiesthem to take up

larger roles. Another programmeinitiated
by Tesco is the Global Management
Program (GMP) - afast track programme
throughwhichitidentifiesbright youngsters
acrossthegroup withthepotential toscale
up to senior leadership positionswithina
span of fiveyears. These colleaguesgo
through fast paced | earning programmes
that involve classroomtraining, projects,
and experiential learning through
assignments in a variety of business
functions and geographies. Tesco
understandsthat providing promotional
opportunitiesmay haveitslimitations. It
has, therefore, devised aTalent Planning
programmethroughwhichit exploresboth
promotional and lateral opportunitiesto
retainitshigh performing, high potential
talent. Thisis one way in which Tesco
seeksto enhancethe colleagues' breadth
of experience and prepare them to
succeedinlarger roles.

Summary and Conclusion

In OB literature, the subject of
‘Talent management’ has received
considerableresearch attention in recent
yearson account of itsimportance from
the standpoint of an organisation’s
leadership process, innovativeskillsaswell
assugtainabledevel opment. Inview of the
practical significance of the subject, an
empirical study was conducted at Tesco
HSC, Banga ore, withaview to exploring
the relationship between emotional
intelligence and |eadership devel opment
within the organisational context that is
viewed asbeing crucia toan organisation’s
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competitivestrength. More specifically,
the present study emphasi sesupon acost
—effective gpproach towardsdevel oping
leadership ability by focusing talent
management programmes selectively on
people with emotional maturity and
emotiond intelligence.

For purposes of the research study,
guestionnaire datawerecollected fromas
many as 100 managers operating at
different levels of the organisational
hierarchy onaL.ikert—type Scale, onfour
different aspects of emotional maturity
including sAif awareness, socid awareness,
sdlf management and social skillsaswell
asfiveaspectsor dimensonsof leadership
behaviour that included challenging,
inspiring, enabling, modelling and
encouraging. Thequestionnaireitemsused
to measure the above mentioned aspects
of emotional maturity and leadership
behaviour were sdlected through acareful
review of literature. An analysisof data
reveal ed that the manager — respondents
tended to be high on self awarenessand
self management aspects of emotional
maturity whiletheir mean scoreson socid
awareness and social skills were
comparaivey low. Inregardtoleadership
behaviour, the managers appeared to be
high on enabling, modelling and
encouraging aspects with their mean
scores being comparatively lower on
challenging and inspiring aspects or
dimensionsof |eadership behaviour. The
dataanaysisfurther indicated that al the
four agpectsof emotiond intelligencewere
significantly related to one another asall

these aspectsare primarily centred onthe
rel ationship component of thejob. Similar
positive, sgnificant reationshipswerea so
noted among all the five components of
|eadership behaviour. Moresignificantly,
theresearch datareveal ed that each aspect
of emotional intelligencewas positively
related to different aspectsor dimensions
of leadership behaviour.

On thewhole, it can be concluded
that the present research has been quite
useful inthat it hashighlighted someof the
ggnificant relaionshipsbetweenemationd
maturity or intelligence and leadership
development within the organisational
context. Thisparticular finding srengthens
theargument that through selectivetaent
management programmes, itispossibleto
develop leadership qualitiesinindividua
employees or executives (with high
emotional intelligence or maturity) and
thereby enable them to occupy
successively higher —level manageriad
positionsintheorganisationd hierarchy. As
it hasbeen observed earlier, themanagers
socid awarenessand socid skillsseemto
becomparatively low. Thus, thereisaneed
for practisng managersto enhancetheir
inter-personal and socid networking skills
through appropriatetraining programmes
whileat the sametime keeping abreast of
the ongoing human relationships at the
work situation. Itisfurther suggested that
the managers need to improve their
innovativeskillsandingpirationa abilities
indealing with their subordinatesaswell
as other significant people in the work
environment in order to ensure unity of
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actionin theattainment of organisational
or subunit goals. In the end, it must be
pointed out that thefindingsof the present
study may be regarded as somewhat
tentativein nature. Infact, theresearchers
need to conduct similar studies across
organisations or even industries before
some generaisations can be made.
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ABSTRACT

The purpose of this paper isto examine the gender sensitivity issues prevalent among
employees of an NGO and to identify performance indicators of gender sensitive
behavioursto be exemplified by the employees working in this sector. This study uses
a qualitative case study approach to describe the gender mainstreaming issues from
the perspective of the employees. Analysis of the interview data indicated that there
exists ambiguity within the core and the field team on the impact of gender sensitive
behaviours on performance appraisal, need to define the term gender as presently it
seemsto exclude men, Absence of any metricsto measure gender related challengesor
achievements, perception among male staff that organization favours women, fear of
backlash on making gender related complaints along with other issues like rigid
working hours and transport, to mention a few. The study draws lessons on how to
bring about gender sensitivity within an organization’s culture along with identifying
the performance indicators of Gender Sensitivity within an NGO context.

I ntroduction

Thelndian economy hasundergone
significant transformation in the recent
yearsand afundamental characteristic of
this change has been theincreasein the
number of femal e employees, especially
intheserviceindustry (Verma, etal. 2012).
Asper the 2001 Censusreport published
by the Government Of India, female

of thetota gpplicantsontheliveregister of
job seekers. Thisdataclearly indicatesthat
thereareaggnificant proportion of women
participating inthelabour market and the
workforcetoday isbecoming moregender
diverse. Thereforewessean emerging need
to develop work place policies and
practices that are gender senditive and
support equal opportunities for al the

workers constituted 25.63% of thetotal
working population and during the year
2010, women gpplicantscondtituted 33.3%

employeesirrespectiveof their gender.

TheNon Governmenta Organization
sector inIndia, engagesaround 1.9 million
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persons as volunteers and employees.
Ever sincemid 1980s, there hasbeen an
increasing involvement of the NGOsin
broader socid justice programswith sharp
focus on empowerment of marginalised
women. By themiddle of 1990s, women
empowerment had become apart of the
lexicon and all NGOs had begun
subscribing to it (Kilby 2011). Indiais
estimated to have had around 2 million
NGOs in 2009. According to a survey
done by Society for participatory
ResearchinAsia(PRIA) in2002, withan
increasing emphasis on upliftment of
marginalised women, role of female
employeesin the NGO sector has been
ganingsgnificance.

Around 73.4% of the NGOs have
one or no paid staff and NGOs face
moreresource crunch that thetraditional
for profit organizations (Goel and Kumar
2005). Hence, these organizations
cannot use external payoffsto motivate
their employeesand volunteersand their
commitment towards the organization
hasto beintrinsically driven ashigher
levels of organizational commitment
among itsworkforceislikely to enhance
the NGO effectiveness (Shivaand Suar
2010).

Theincreasing demand of women
employees in the NGO sector and the
heavy dependenceonintrinsicfactorsfor
employeeengagement, cdlsfor ananayss
of the gender mainstreaming issues
prevaent among the employeesworking
inthissector.

This paper looks at the SM Sehgal
Foundation as a case study for
understanding the gender sengitivity issues
prevaent among employeesworkinginthe
NGO sector.

LiteratureReview

According to Thege and Welpe
(2002), ‘ gender’ refersto thesocially and
culturdly determinedroles, rights, duties,
resources, and interests of men and
women. On similar lines, International
labour organizationinitsguidelinesfor
gender sensitive employment (2008),
refersto gender asthesocid attributesand
opportunitiesassociated withbeingamale
or afemdewnhilethebiologicd differences
between malesand femalesthat they are
bornwithisreferred to assex. Whilethe
implications of gender vary in different
society, the implication of biological
differences of sex is universal. The
guidelines also talks about the use of
‘gender disaggregated data’, i.e.,
representing information on the basis of
genders which provides important
indicatorsof gender needs, asameans of
achieving gender equality. The term
‘Gender Equality’ hasbeen described as
equal rightsand responsibilitiesfor men
andwomen. It doesn’t mean that menand
women will become the same but their
rights, responsibilitiesand opportunities
will not depend on whether they areborn
maleor female.

Kaur (2013) callstheworkplace as
oneof thechief arenasfor gender inequdity
which has given rise to problems like
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occupationd segregation based on gender,
gender based wage discrimination, etc.
Gender isone of themost visible social
categorieswithin an organization (Eagly
and Karau 2002). People are often
classfied onthebassof their gender which
significantly determinesour behaviours
towards them (Allport 1954; Ito and
Urland 2003). Underrepresentation of
womeninvariety of jobsor postionsoften
makes them ‘tokens’ in many places of
work ( Farr and Cortina 2013) which
increases the likelihood of them being
stereotyped, mistreated and role
entrapment (Kanter 1977). Thisdoesnot
imply that men do not face problemsin
femininefields. They alsofaceissueslike
workplace aggression (Andrews etal.
2012) as well as perceptions of
incompetence and suspicion (Sargent
2004). Gender Sensitivity is not about
pitting women against men but instead it
hel psto generate respect for individuals
of the respective genders and do away
with the gender based assumptions and
stereotypes generalizations (Surana
2013).

According to Rittenhofer and Gatrell
(2012) Gender equdity inany organization
is the outcome of gender sensitive
organizational practices, which comes
through: Gender mainstreaming and
competence. Gender Mainstreaming,
defined as the process by which the
agenda of reducing the gaps in the
development opportunitiesavailableto
men and women and working towards
achieving equdity between them becomes

an integra part of the organization's
strategy and policiesand thefocusof its
efforts to seek excellence. Gender
Competence, defined as the ability of
peopleto recognize gender perspectives
in their work and policy fields while
concentrating onthemto achievethegoal
of gender equdity. Gender competenceis
a prerequisite for successful Gender
Mainstreaming but at the sametime, new
gender competenceis produced through
the implementation of Gender
Maingreaming

Clancy (2012) mentions 3 aspectsto
evaluatethe organizationa practiceswith
respect to gender, namely theexistence of
capacity building programmes, managerid
support and staff performanceincentives
for usng gender sengtivegpproaches. She
also mentionsthat in order to implement
gender respongvepolicies, anorganization
should havethe capacity towork withthe
gender mainstreaming strategy inall its
operationsand thiscapacity can begauged
through ‘Gender Organizational
Assessment’, which would assess the
existing policies related to gender,
interviewsand focused group discussion.
It can providethebasdlinedatathat might
helpinidentifying thetraining needsand
monitoring the progressof any initiativeto
raise gender sensitivity levels in the
organization.

According to astudy donein 2009
by Gender and Social Fund, established
by the Canadian International
Development Agency gender inequadity in
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organizations is an outcome of 2 main
fectors

1. Externd factorslikethelegd, socid
and cultura framework

2. Internd factorslikecorporateculture,
vauesand human resourcesstructure

The study also recommendsthat to
achievegender sensitivity inwork place
actions need to be undertaken to affect
andinfluencementa modesandinformal
culture by protecting and encouraging
women in the workplace, undertaking
trainingson employeediversty, avareness
of employeerights, training on handling
conflict, sexud harassment and complaints,
etc. Organizationsalso need to overcome
job segregation and stereotyping by
encouraging itsemployeesto take up non-
traditional posts and establish and
implement proper policiesand practices.

Whiledoing theliteraturereview we
found that there arelimited studiesdone
inthedevel opment sector, which focuson
gender issues such as Rajaraman and
Gupta (2012) examined the impact of
gender quotas for elected poststo local
government councils (panchayats) in
India. However thereisdearth of studies
doneinthedomain of gender sengtivity in
NGOs, where women have significant
representation. The current study intends
tofill thisgap.

Conceptual Framework

Based on the findings of Clancy
(2012) that the gender aspect of
organizationa practicescan beevauated

at 3 levels, namely, the existence of
cgpacity building programmes, managerid
support and staff performanceincentives
for using gender sensitive gpproaches, and
the gender policy of S M Sehgal
Foundation, whichisdefined at 2 levels:
institutional and programmatic, the
following conceptual framework was
developed. Based on this conceptual
framework further research, analysesand
recommendationsweredone.

There are 3 aspects of gender
sensitivity in an organization, namely
Institutional Aspects, Programmatic
AspectsandAttitudinal Aspects. They are
discussed below indetail:

1. Institutional Aspects: These
includefactorswhich arewithinthecontrol
of the organization. They primarily
compriseof (Refer Figure 1) performance
rewards, cgpacity building and managerid
support.

Capability
Building

Performance
Rewards

Managerial
Support

Figure 1: Institutional Aspects

e Saff Performance rewards for
using Gender AwareApproaches

—  Peaformanceevauation criteria
—  Recognition
—  Promotionsand Increments
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e Existence of Capacity building
programs

—  Tranings

—  Communicetion

—  AwarenessBuilding

e Managerial Support

—  Policy Framework ( Gender Policy
and vision, gender in objectives,
activities, budget, etc)

—  Recruitment Criteria

—  Gender Baanceof Staff

— Availability of resources/ facilities
based on gender

—  Reporting of gender disaggregated
data

2. Programmatic Aspects. These
includefactorswhich help study whether
or not theorganizationisincluding gender
considerations in its program
development, design and practice. At
programmatic or output level, the
organization needsto ensurethat benefits
of theprogramthat accrueto thedifferent
genderswithinasociety, are contributing
to reducing the gender disparity through
their equitabledigtribution.

3. Attitudinal Aspects: Organizations
cannot directly influence these aspects.
Theseincludefactorswhichareinfluenced
by the socio- economic conditions. To
bring about any changein the attitude of
the employees, corresponding changes
need to bebrought about inthe Inditutiona
Level factors (by creating an enabling
environment, providing positivel negative
reinforcements, etc). dongwithreinforcing

the organzation’sgender sancethroughits
initiativesat the programmatic level ( by
undertaking projectsthat promote gender
equality inthesociety) (Refer Figure2).

M
) C

|

[ Programmatic Aspects ]

Figure 2: Changesin Institutional Factors
drive attitudinal change

The above conceptual frame work
wasused to design, carry out and analyse
the primary research that followed.

Thefollowing sectionwill present the
brief profileof the SM Sehgad Foundation.

Organization Profile

TheSM Sehgd Foundation, registered
asatrus 9nce 1999, worksfor thewdlbeng
of rurd communitiesinIndiaintheareasof
natural resource management, income
enhancement (primarily small-scale
agriculture), education, hedthand sanitation,
capacity building, and rurd governanceto
improvethe current conditionsand future
prospectsfor therurd communities. Itadso
conducts rural research as a premier
knowledgeinditutefor rural deve opmentand
poverty reduction in India. It iscurrently
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workingintheMewat DidrictinHaryana
and hasrecently expandedinto theAlwar
DidrictinRgasthen.

SM Sehgd Foundation’soperationa
model is based on self sustainable
principles, i.e., it believesin empowering
the peoplerather than doing plain smple
charity. It works to create an enabling
environment for the community it works
for by focussing on skill building,
knowledge sharing and leadership
development so that with time, the
community members cease needing the
organization’ssupport.

The Foundation has employee
strength of around 120 and the existing
gender ratioispresently tilted towardsthe
males (especially among thefield team
members). This is due to the lack of
availability of female candidateswho are
willing to work with the organization as
most of thefield team membersarelocal
residents of the Mewat region, whichis
an extremely closed onewherewomen do
not enjoy many liberties. The Foundation
isworking to provide all the support it
cantoitsfemaleemployeesand createa
conducive environment for women to
work asthiswill helpthemto attract more
and morefema eemployees. SM Sehgal
Foundation, asan organization, aimsto
build agender neutrd culture, by imbibing
inal itsemployees, irrespective of their
gender, sensitivity, understanding,
appreciation and respect towards the
other genders. For thisreason, it wantsto
introduce gender sensitivity as a
competence requirement in all its

employeesand integrate thiscompetence
in all its major HR processes like
recruitments, gppraisas, trainingsetc. The
organization has been holding severa
trainingsonthegender sensitivity issuesat
thefield aswell asthecoreteam|evel and
also hasadedicated Gender Committee,
headed directly by the CEO. Hence, asa
next sep, theorganizationwantstoidentify
indicators of the gender sensitive
behaviours and chalk out a process to
amalgamate these behaviours with the
prevalent organization culture.

About Mewat Region

Mewat District is a district in
Haryana, located in the vicinity of the
Gurgaon District. Thedistrict comprises
of 431 villagesand 297 panchayats. The
primary occupation of theinhabitants of
thisdistrictisagricultureand related agro
based activitieswith anima husbandry as
the secondary source of income. The
region has a healthy sex ratio of 906
femalesper 1000 males. Thevillagesin
the Mewat district are mostly popul ated
by theMeoMudims They wereorigindly
Rajputs and K shatriyas who embraced
IdamduringtheMudiminvasions.

Theregion hasremained socidly and
economically backward over the years
and hasnot seen much development since
independence.

Resear ch M ethodology

Resear ch Objectives

Themainobjectiveof thisexploratory
study wasto understand theexisting level
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of gender sengitivity that existsamong the
employeesworkingwiththe SM Sehgal
Foundation and to identify performance
indicatorsof gender sensitive behaviours
relevant for the Foundation.

Quialitativeapproach

Since the issues pertaining to the
gender policies, stance and practices of
an organization are usually not a
comfortable area of discussion for the
employees,; to get honest responsesfrom
them aqualitative approach was adopted.
Semi Structured interview (Rubin and
Rubin 2011) was found to be the most
useful inthisregard asgoingintothefield
to havedirect contact with personsunder
study intheir natural environment helpsto
build closeness, empathy and trust and
hence gain more candid responses. It dso
allowsasking of open ended questionsto
beableto capturetheothers point of view
and participant observation which
increasestherichnessof the collected data
(Patton 2001).

Data Collection

Data was collected through semi
structured interviewswith 27 employees
of the SM Sehga Foundation out of which
8 employeesbelonged tothecoreteamin
Gurgaon Office and 19 employees
belonged to thefield teamworkinginthe
villages of theMewat Didtrict. Theratio
of Mde Femadewas 16:11. Convenience
sampling wasdone but care wastaken to
ensurefar representation of theemployees
fromall work division. Thework place
interactions were observed and the

employees were encouraged to share
critica incidents. Eachinterview lasted for
about 30to 45 minutes.

Twodifferentinterview protocolswere
used: onefor interviewing thefield team
employeesand the other for interviewing
the coreteam employees. Thiswasdone
because there exists a difference in the
background, socio- economic conditions,
educationleves, rolesand respongbilities
between thefield team and the coreteam
members. Thefield team employeesare
mostly locd residentsof theMewat didtrict
and therefore, their attitudes are
considerably influenced by the existing
socio- economic conditions of the area.
Hence, whilein the core team, al the 3
aspects of gender sensitivity, i.e.,
indtitutiond, attitudina and programmeatic
wereandysed, inthefiddteam morestress
wasladontheattitudina aspects.

Thefacevdidity of thetoolsusedwas
established by having them approved by
the HR Head and the head of the Gender
Committee. Theinterview protocolscan
befoundintheAnnexure 1 (Field Staff
Interview Protocol) and Annexure 2 (Core
Team Interview Protocal).

DataAnalysis

Qudlitative content andys swasdone
which is “a research method for the
subjectiveinterpretation of the content of
the text data, through the systematic
classification process of coding and
identifying themesor patterns’ (Hsehand
Shannon 2005). Theinterview transcripts
wereanayzed using the content analysis
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technique (Weber 1985), a quasi-
statistical approach that turns textual
responses into quantitative data for
datistica testing. Thethemesand patterns
that emerged from thedatawereidentified
and then checked with theactual instances
in the interview transcripts. Content
analysis was done to convert datainto
percentages with respect to employee
perception oninstitutional factors. Each
interview transcript was analysed and
findings from all the transcripts were
collectively reconciled.
Findings

Inthissection thefindingsfromthe
content anaysisof theinterviewswiththe
Core Team and the Field Team hasbeen
presented separately. Thisisbecausetheir
working conditions, job responsibilities,
education levels, etc. differ considerably

and henceagenerd conclusonwould have
not donejustice.

CoreTeam Analysis Results

Performance Rewards: Thereis
ambiguity inthe coreteam on how gender
issuesaffect appraisal. Thereisabsence
of any formal system defined for thesame.
However, they believethat now thereis
revised focus. Thereisalso aview that
some supervisors may give not as good
gppraisalsto thosefemaeemployeeswho
arereluctant to spend long timesonfield.

Managerial Support: There is
genera awareness about gender policy.
However, somefeel that thepoliciesare
biased towardswomen and hencethere

isaneed to makeit gender neutral. The
term gender needsto be defined; presently
it seemsto excludemen. Priority isgiven
towomen during recruitment. Organizetion
triesto gauge gender sengtivity (noforma
mechanism for the same) during field
recruitment. During new employee
orientation, new joinersareonly introduced
tothegender policy and thecomplaint box,
and there is no formal module on the
gender sensitivity issue. Thus during
orientationitissomewhat covered but lacks
Substantial emphasisontheissueof gender
sengtivity. Thereexistsno compulsionor
mandateto report gender related challenges
or data Itisimportant only fromdonor point
of view. Thereisabsenceof any metricto
measure gender related challenges or
achievements. Itisconsidered anadditiond
thingwhichisnotamug.

Thereseemstobealittleinsengtivity
towards the constraints of female
employees as for e.g., if a female
employeeisasked to stay over inthefied
or prolong her stay inthefieldonavery
short notice, then this creates a little
problem for her aswell asher family as
most femal e employeesusually need to
seek permission and make some
provisonsfromy/ for their family members
before such overnight stays. Ratio of
fema eemployeesislessbut that isdueto
less availability of female candidates.
Thereissome stereotyping, such asmen
can do outside work better than women
and hence contribute better. Overall,
organization is looked at as favouring
women and not asgender neutral.
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Capability Building: Mostly
employeesare satisfied with thetrainings/
workshopsorganized on thegender issue.
However, someevenfed that toomuchis
being done. Core team members are of
theview that morenumber of suchtrainings
canbeorganizedfor fidd gaff. Thereexists
noregular or direct communication (inthe
form of periodical mailers, news etters,
posters, etc) on gender issues. Flow of
information on gender related issues
primarily happensthrough conferences
and workshops.

Programmatic Level: At the
programmeatic level, thereare no specific
indicators or metrics to gauge the
benefits accrued to the women/ men
through these programs. However,
employeesareof theview that programs
aredesigned as per the needs of thearea
and may benefit both malesand females.
Their focusisnot awaysgender. Focus
ismoreon rural population. But there
are some programs designed especially
to benefit women.

Attitudinal L evel: Employeesdon’t
have problemsworking with theopposite
gender. They feel the organization
providesthemwithfull support. Somemae
employees feel that they have some
constraints in working with female
employeeswith regardsto: Sending them
for field work; Arranging conveyanceand
Timing Constraints. Maleemployeesare
moreflexiblewith timingsand are more
suited for field work. Hence, someamount
of stereotyping exigts.

Field Team Analysisfindings

AttitudetowardsWor kingwiththe
Opposite Gender: It was found that
mostly employeesdon’t haveany problem
in interacting with male and female
colleagues; they respect and cooperate
with each other. Male employees
experience challengeininteracting with
female members of the community
because of stereotypical view of
community. Male workers need to be
accompanied by femaleworkerstoreach
out to community women. However,
communication with the community
membersand building trust and credibility
helpsthemtoresolvethisissue. Thereare
some societal issues in working with
opposite gender but employeescan very
well handleit at their level and withtime
thisisnolonger remainsamajor concern
for them. Overall employees support
women inclusion in all activities for
completegrowth.

Attitude towards Gender
Equality: All employeesbdievein Gender
Equality but also accept that society as
well asfamily members do not support
women participation. All employees
contribute in women inclusion and
empowerment during the course of their
field work by educating them about govt
schemes (Widow pension, Anganwadi,
Ladli Yojna) and helping them avail the
same, encouraging them to educatetheir
children, talking to men about ther rights,
givingthemforefront roles, awvarding high
performing femaeemployeesand sharing
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their stories as role models, organizing
events like Mahila Gram Sabha and
disseminating information throughradio.

All of them are disturbed by acts of
discrimination againg women. Whilesome
actively and strongly oppose it by
complaining at women helpline, takinga
stand against it, educating the community
membersof therepercussonsof their acts
of discrimination, there are otherswho
don’t know how they canhelpasthey can't
go against thesocieta norms.

Institutional factors: Within the
construct of manageria support, the Staff
Policies Recruitment Process, Involvement
in Decisonmaking and Promotion Criteria
were examined. Based on theresponses
of the 19fiddinterviewees, following pie-

chartshave been designed:
Staff Policies
10% _ 169%

N

Figure 3: Employee Perception on Staff
Policies

E Pro Women
m MNeutral

® Pro Men

From the pie chartswe can seethat
74% of the respondents in the field
interview said that, the staff policiesare
neutral but 16% said that they favoured
women (Refer Figure 3). With regardsto

promotions, while 28% said that it was
neutral, 26 % felt that it waspromenand
16 % said that they believed that it
favoured women (Refer Figure4). Hence,
wecan seelack of darity here Whilemale
employeesfed that femaleemployeesare
favoured during promotions, somefemae
employeesfed that men havean advantage
over them. 63% of therespondentssaid
that the recruitment processwas neutral
but 32% also felt that the processwas a
littlebiased towardswomen (Refer Figure
5). Some male employees have this
perception that undue advantageisgiven
to female candidates during recruitments
and some good male candidates with
crediblequalificationsare overlooked so
astoemploy afemadecandidate. They fed
that sometimes female candidates are
being employed only because of their
gender which is unfair. The decision
making practiceintheorganizationhad a
whopping 95% of the respondents saying
that it involvesboth men and women and
is not biased towards any one (Refer
Figure6).

PerformanceAppraisal: Thereis
ambiguity on how and till what extent
gender sengitivity in behavior affects
employeeappraisas. Somefed, dthough
negative behavior ispunished but gender
sensitive behaviour, isnot appropriately
rewardedinagppraisas.

Trainings: Very Positive feedback
wasreceived on gender training.

Trangport | ssue: Women facelots
of issueslooking for trangport duetowhich
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they havetowork harder and spend more
time doing the same work as compared
tomaleemployeesbut they fed in spite of
their extraefforts, supervisorsfind male
employeesmoreefficient. They fee men
have an advantage dueto their owning a
vehicle which helps them to do their
personal work too during work hours.
Supervisors seem insensitive to the
transport problem. Due to this issue,
women get |late to work which creates
inconvenience for male team members
especially when a team activity is
scheduled.

Women employeesinthefield aso
have problem with the compulsion to
remain in the field till 5 PM and rigid
working hours. Thisisprimarily because
post 5 PM when they go out looking for
transport, it becomedifficult to find one
and evenif they find onesinceitismostly
ashared transport, it takesal ot of timeto
get fully occupied sinceamost all thegovt
officials and teachers who work in the
villagesleaveby 3t03:30 PM. Asaresult
it takesthem afew hoursbeforethey reach
back to their homes. Also women field
employees face problemslooking for a
place or houseto sit and spend timetill 5
PM oncetheir work isover. Invillages,
women start preparing for evening meds
by 3. Thenit becomesawkwardtositand
wait.

Some other Issues and
suggestions (As brought up by the
Interviewees): According to some
gender complaint box isonly for women.

Employees refrain from using the
complaint box for thefear of backlashfrom
the supervisor. Mistakesarenot discussed
with the employees before taking it
forward. Somefemale employeesfindit
unsafe and intimidating to visit the
community unaccompanied asthey feel
they will bejeered and mocked at by the
community people. Employee'sareaof
interest isnot considered beforeallocating
work to him. Some employeesfeel that
educational qualifications are not
considered for promotions; hence they
perceivelack of acareer trgectory. There
isaso aview that if amale complains
againg afemaeemployee, heislesslikely
to belistened to.

Duringinterviewsemployeespointed
out the need to bring changes in the
organizational policiesand practicesto
enhance gender sengitivity. Thosewere:
Introduceflexiblework timingsfor female
employees, Providetrangportation support
todrop off femaeemployeesther villages,
Employ more women to balance the
gender ratio and avoid sending women
employeesa oneto thecommunity.

Some Good Practicesbeing followed
by a few employees

Bdow aresomegood practicesbeing
followed by afew employeesinthefield
which can bemade anorm throughout the
organization:

e 50% Principle: Target equal
participation by womeninevery field
project
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Recognizing high performingwomen
employees and highlighting their
success stories to inspire other
womeninthecommunity.

Guiding femaecolleagueswithwork
likewriting reports, bills, etc. and not
doing it completely for them so that
they can become sdlf reliant.

Reporting violenceor discrimination
instances against women onwomen
helplines.

Women are given villages near the
mainroadto partially easethetravel
ISSUes.

* Escortisbeing providedtofemale
staff membersif they have to stay
back invillagesfor latehours.

Four Indicators of Gender Sensitivity

Based on the needs of the S M
Sehgd Foundation, asidentified during the
course of this study, the following 4
behaviours have been recommended as
thepillarsof gender sengtiveculturewithin
the organization, which areexpected to be
demonstrated in the behaviours of all
employees. Thebehaviourd indicatorsfor
each of the4 pillars of gender sensitivity
have been described inthetable-1.

Table-1: Thebehavioural indicatorsfor each of the4 pillar sof gender sensitivity

Pillar 1: Respect

Pillar 2: Responsive

Treatspeoplewill [+ Demonstrates
dignity and tolerance and
respect, flexibility in
irrespective of interpersonal and
their gender group situations
Ensures coherent [  Recognizes
integration of others’ limitations
gender equality and offers
intoall the appropriate
programme support
procedures Develops
Understands how| strategiesto
contributions of overcome any
men and women gender related
bothinside and challengesto
outsidethefamily| achieve
isimportant organizationa

goas

Pillar 3: Enabling

Assistsin the
devel opment of
team members

Helpsbuild
awareness on
gender sensitive
behaviours

Proactively
works to change
the views of
those who are
intolerant
towards the
opposite gender.

Pillar 4: Evolving

Usesfeedback
fromcoworkers
congructively to
improvework
behaviour.
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1
e AppliesGender |» Ensures staff and|e Enablesand « Examinesown
Fair Language in|  volunteer encourages team biasesand
workplace conditionsmake members to _
meeting and reasonable freely voicetheir |  PEnavioursto
discussion provisonforfamily|  opinionsand avoid
. Demonstrates responsibilities concerns. stereotypical
attitude and the needs of |, Develops responses.
behavioursand women staff and opportunitiesfor
skillsthat volunteers women to hear
contributeto e ldentifiesand about, participate
eiminating removes in, and benefit
gender bias and barriers to from project
stereotyping women’'s activities.
participationin
meetings, field
visitsandtraining
activities as part
of project
planningand
review process

1.  Regpect foral Genders According
to Cazaand Cortina (2007) work place
incivility in the form of milder
mistrestmentslikeacondescending remark
or arudegesture can lead to anindividual
outcomeslike anger, fear, damaged socia
identity and perceived interactional
injustice. Violation of implicit norms of
respectful interpersonal interaction may
causethetargetsto hold the organization
responsiblefor allowing the disrespectful
behaviour to take place and the
organization may therefore appear unjust
in their eyes (Caza and Cortina 2007;
Pearson and Porath 2000). Injustice
perceptionslead to dissatisfactionwiththe
organization (Aquino, etal. 1997) while
employees who perceive fairness

experience higher job satisfaction levels
(Donovan et a. 1998). Psychological or
physical disengagement from the
organization would in turn cause the
employee performancein that context to
suffer (Wood and Bandura 1989).

2. Responsivetothe needsof the co-
workers. Social support among the co
workersintheform of tangiblehelp such
as providing services and material
assistance or providing information and
advice or any kind of emotional support
helps to improve the working relation
among them (Sias2008) and higher qudlity
of peer relations among employees
positively influencestheir job satisfaction
and commitment (Bottger and Chew



120 |

Parikalpana - KIIT Journal of Management

I
1986). A responsive co-worker tendsto
bemore successful asheisableto build
bonds of respect and trust with those
around him. According to Bascal (1998),
responsvenessisacritical component for
management SUCCess.

3. Createsan Enabling Environment:
Knowledge sharing is crucial for any
organizationlookingtoincreasevaueand
devel op skillsand competencies (Grant
1996) and according to Orlikowski
(2002), knowledgeis“inseparablefrom
action becauseit is constituted through
suchaction”. Gender sengtivity isaculture
that needs to be built through tacit and
explicit knowledgesharing onitsneed and
benefits. Hence, a gender sensitive
employee not only needsto demonstrate
the requisite behaviours for his own
betterment but al so needsto ensure that
those around him are also aware and
practicing such behaviours. Surana
(2013), Chief Mentor and Founder
Quantum, India recommends that in a
gender neutra organi zation membersof al
gendersshould beencouraged to identify
with the positive representations, they
carry withthem. Thishelpsto propel the
belief that both men and women are
capable enough to go beyond the
thresholdsof thetraditiona stereotypes.

4.  Evolvingcontinuoudy toimprove:
Gender Stereotyping in work place is
detrimental to thework performance as
well as psychological wellbeing of the
employees (Alagappar, etal. 2012). To
build agender sensitivework place, there

isneedfor acorresponding cultura identity
whichaccordingtoHall (1989) isamatter
of becoming as well as being. Hence,
development of agender sendtiveculture
isnot only dependent on past activitiesbut
also on future activities. It needsto be
continuous transformation process. A
gender sensitive employee should
contributeto hissaf devel opment through
continuously examining his biases and
breaking the gender stereotypes (Kumar
2011).

Discussion

Thefindingsof the primary research
pointed towards the gaps, concernsand
good practices prevalent within the
organization with respect to the gender
sengtivity issue.

These issues appear to revolve
around theambiguity associated withthe
term gender and the gender stance of the
organization. Employeesof both thecore
andthefiddteamareof theview that there
existsanimminent need to communicate
to theemployeesthe gender stance of the
organization; isit pro- women, or agender
neutral organization, what are the
respectiverightsandfacilitiesavailableto
its male and female employees. Kaur
(2013) recommends that organizations
need to devel op and communicateexplicit
organizational policy statement that
prohibitsgender discriminationto promote
employee awarenessand gender specific
accountability measures. Collectiveaction
intheformof clearly communicating the
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gender specific policiesand supporting
projects and programmes that promote
gender equaity and women empowerment
with theaimto reduce gender disparities
in the society (taking care of gender
consderationsat the programmaticlevd),
will further help the organization to
reinforce its gender stance among its
employees. It can also integrate gender
based analyses, strategiesand measures
intotheorgani zation policies, programmes,
communicationsand systemsand hence
send out a message on how much
importance it places upon the gender
iSsues.

Kaur (2013) aso advocatestaking
appropriate actionsto changethe present
mental models of theemployeesso asto
enablethem shift fromtheinforma culture
characterised by the traditional
stereotypes. Theliteraturereved sthat the
corporate culture and values directly
impact the gender dynamics in an
organi zation through the mental models,
informa cultureand organizationd policies
(Gender and Socia Fund 2009). Asthe
gender ganceof theorganizationisdarified
and resolved, the organi zation should seek
to ensurethat employeesknow and find it
easy to behave in the desired gender
sensitivemanner. Themanagement of the
same appears to need some serious
interventionslike communicating to the
employees the kind of behaviours
expected from them by sharingwiththem
the behavioural indicators for gender
sensitivity and also integrating these
behavioursintherecruitment policy of the

organizationaswd |l asmekingitanintegrd
part of new empl oyee orientation process.

The recruitment policy of an
organi zation considerably influencesthe
mental modelswhich dictate therole of
gender in the workplace (Gender and
Socia Fund 2009). Therefore, including
gender competence asarequirement in
job specificationsand recruitment policy
will helpthe organizationto reinforceits
gender stance. The 50% principle, i.e.,
ensuring that at least 50% of the
participating employeesinthefield projects
arewomen, currently being practiced by
afew supervisors of theorganizationis
perhaps afine way of ensuring gender
diversity and ahealthy gender mix. With
respect to gender ratio, amajor problem
faced by the organization is the non
avallability of femdecandidateswillingto
work withtheorganization. Thisindicates
towardsthe need for undertaking amore
vigorous positive action to encourage
women to apply for such jobs and
providing the necessary support structure
for womenintheworkplace, perhaps, as
pointed out by theinterviewees, intheform
of flexible working hours, transport
ass sance and trusted accomplicesduring
filedvidts.

It isoften noted that policiesdo not
effectively transforminto practicesand
hence Gender and Social Fund (2009)
recommendsutmost trangparency inpolicy
execution. Inthecaseunder consderation,
the participantsare of theview that they
may face backlashif they resort tomaking
any complainsor bring forth any gender
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rel ated grievances. Eventhough thegender
related complaintsaredirectly accessed
by the head of the gender committee of
the organi zation and the supervisorshave
no accessto them but the employeestill
feel that their supervisor might penalise
them for such complaints. The
organization’sgender committee should
educate the employees about the
complaint handling procedure so as to
remove any fear of backlash. The non-
involvement of theimmediate supervisors
andtheneutrdity of theentireprocesshave
to beclarified to theemployeesand their
confidence in the complaint handling
process needs to be gained so that they
cancomeup fearlesdy withtheir concerns.

Theroleof thesocia conditioning of
the employees needs to be carefully
examined. Imposed values often tend to
leave the employeesindifferent and the
inertia of routine action dilutes the
consegquencesof thenew courseof action
(Grosser 2011). According to Gherardi
(1995), the values and actions may be
brought to coherence by the use of
symbolic actions or tokensthat produce
different insights to the recommended
course of action. A series of positive
reinforcements can serve asthesetokens,
motivating theemployeesto demondtrate
thedesired behaviours. Itiscrucia for the
organization to highlight the many
advantages that can come out of such
behavioursby sharing withtheemployees
that how will such behavioursimprovethar
work life. It gppeared fromthediscussons
with theinterviewees, that although afew

feel that gender sensitive behaviours
somewhat impacts their performance
gppraisas, dmog al areunsureabout how
are the gender sensitive behaviours
evauated andtill what extent it affectsthe
gppraisals. It wasalso pointed out that the
employeeswho demonstrate the desired
behavioursare not adequately recognized.
Such ambiguities and concerns tend to
affect the perception of organizational
justice and need to be addressed to ensure
that employeesare comfortablein their
workplace through equal and fair
trestment. The organization can hold mid-
year peer reviewsand feedbacks, so that
if therearesomeinstancesof certainkind
of behaviours demonstrated by few
employees(pogitiveor negative) whichthe
supervisor isnot aware of, isbrought to
light. Alsoit waspointed out thet thereisa
need to award and recognize employees
who demonstrate Gender Sensitive
Behaviours so as to inspire other
employeesto behavein the sameway and
create a success story out of their lives,
which might also help to inspire the
community members.

Trainingsoften haveakey influence
in raising awareness and providing the
employeeswith thetoolsto managethe
necessary changes. The S M Sehgal
Foundation seemsto bewell harnessing
thisfact asindicated by ahigh level of
employee satisfaction fromtheinterview
data.

To improve sustainability of the
gender policy and the consequent
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workplace behaviours, the organization
hasto makegender sengitivity apermanent
part of itsculture. Subtleremindersinthe
formof posters, mailers, newdetter sories
highlighting the achievements of the
employees who have been awarded for
demondrating gender sendtivebehaviours,
mandatory reporting of gender
disaggregated data and use of gender
related metrics are afew stepstowards
gender mainstreaming and embedding the
gender sensitive behaviours into the
workplaceroutine.

Conclusion

Thuswe seethat theterm gender has
extremesocia connotationswhich arenot
universal but region and society specific.
The historical, religious and economic
backgroundssignificantly influencethe
attitude of the people towards the other
genders. In the context of SM Sehgal
Foundation, there is a high need for
perception of gender fairness, both in
procedural and distributiveterms, because
the organization not only wantsto maintain
a healthy working environment for its
employees and have high employee
engagement levels but it also aims to
reduce the gender disparity that existsin
thesociety. Hence, itisonly imperativefor
itto practicewhat it preachesand through
itsorganizational practicesinspire other
societal members to strive for gender
equality.

The findings of this study may be

useful inidentifying thegender sereotyping
and mainstreaming issues aswell asin

assisting the development of gender
sensitivity guidelines and associated
policiesand practicesin organizations,
wheregender diversity and ahedthy gender
balanceisapredominant requirement. It
also touches upon issues related to
deve opment sector, whereemployeeshave
tovisgt community inrurd aress.

This case study highlights the
complexitiesof trandating thepolicieson
paper into organization wide practiceand
embeddingitinto theinformal culture of
theworkplace. Thisstudy also elucidates
theroleof having unambiguousand well
communicated organization wide
connotation of the word gender and
performance indicators of the gender
sengtivebehaviours.
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ABSTRACT

Wiki technology- a major component of \Web-2 tool was used to teach Business Satis-
tics class of a semester. This pilot research study was applied to the experimental
group of students enrolled for thefirst coursein statistics education. University Built-
in Blackboard was used to access the Wiki space. Sudents were actively involved
interacting with each other’s assignments by posting questions and comments on
their Wiki pages. The Instructor had access to all Wiki pages of all the students and
the Wiki work was live throughout the semester. The Wiki project of the experimental
group reflected that the students’ understanding of statistics education was better
and deep. These students’ year-end performance was superior when compared to the
control group. The active-learning Wiki research would be repeated in the next se-
mester by the same instructor to different groups of students to see the result of statis-

tics study if improved the same way.

LiteratureReview:

Social software has emerged as a
major component of the Web 2.0
movement. Connectivity betweenagroup
of Web projectsand servicesled to new
name “social software” that identifies
Blogs, Wikis, podcasting and varioussocid
networking such asMySpace, and Face
book. Wikisared| about user modification
where streams of conversation, revision,
amendment, and truncation can befredy
adopted (Alexander, 2006). Wiki is a
major component of Web 2.0, and a

“gsystem that allows one or more people
to build up acorpusof knowledgeinaset
of interlinked Web pages, using aprocess
of creating and editing pagesaccording to
Franklin and Van Hermelen (ascitedin
Cole, 2009, p.142). Renee’ Fountain
(2005) provided aclear vison about Wiki
anditssuitability in higher educationasa
teaching andlearning tool. Wiki technology
maximizes democratic interplay, create
public documentsinreal time, which can
be evaluated by the peers and receive
feedback immediately, and providing
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authorship to each contributor. AsWiki
technology uses open authorship and
editing cgpabilities, aninherent instrument
Isembedded that records eachindividual
changes, detect any maliciousintent of
vandalism, inaccurate materials posted,
which can beeliminated, and rollback to
previousversons(Parker & Chao, 2007).

Students entering higher education
now haveawiderangeof background and
skillsthan previous generations. Present
generation of students are growing up
through Web 2.0 technology commonly
known associd software, and they expect
that new learning experiences should be
complemented by technology. Prensky
(2001) recognized thisattribute of present
generation, and coined aterm “digital
natives’ to them. Because of thelack of
utilization of social mediasoftwareinthe
classrooms, theteacherson theother hand
arecalled“digita immigrants’. Theate
of educationisundergoing aparadigm shift
wherestudent- centered learningisfavored
over the traditional teacher-centered
learning moddities. Thereisagap between
tech savvy learners, who arefluent inthe
digital language of computers, video
games, Internet, and the purveyor of
knowledge- theteachers, who il retain
an“accent” becausethey aretied up with
thepast (Prensky, 2005). Thisgeneration
evolvedintoamindset wheresociad media
guidetheir daily activities, learning only by
doingit, multitasking ispreferableway of
doing everything. According to Frand
(2000), “we need to think in terms of
transforming the educationd experienceso

that it ismeaningful totheinformation-age
learners’ (p.24). By using different tools
of Technology, the gap can be closed
effectively. A review of variousmodelsof
learning modalitiesisdiscussed to support
the suitability of Wiki technology in
Statisticseducation.

LiteratureReview: Studentslearn
indifferent ways. Many theorieshavebeen
proposed, and one of the most popular
theorieswith educators dealswith three
sensory modesof learning: visud, auditory,
andkinesthetic. Thevisud learnersprefer
learning throughvisud methods, kinesthetic
learnerslearn by working handson, and
auditory learnerslearn better with listening.
Mogt studentsused| three sensory modes
of learning, however onemodeof learning
usually act as a dominant trait and
preferred from other modes of sensory
learning.

Constructivist idea promotes
scaffolding of knowledgeto bebuilt, so
that new knowledge can be constructed
to enhance the process of knowledge
building. AccordingtoAlavi (1994), active
learning and knowledge construction,
cooperation, team work, and problem
solving need to be incorporated for
effectivelearning to occur. To enhance
knowledge construction, learners must
engage in new possibilities, look for
alternativeideas/ hypothesisor solution,
collaboratewiththeir peers, and synthesize
their best solutionthey could derivefrom
al theseexperiences (O’ Loughlin, 1992).
Parker and Chao (2007) noted that
constructivist learning has been
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“approached from a variety of
perspectivesin Wiki research, including

After 2 weeks
we tend to remember...

reflectiveactivity and communal or socia
congructivism” (p.59).

Nature of
Involvement

| 10% of what we read
\erbal Receivi
|20‘£ of what we hear ¢ cecnving
[20% of what we see )
Passive

50% of what we 2\ Visual Recelving
hoar and $09 -

70% of what Discussing Hocovng'
we say Explaining i
— Active
80% of Enacting the experience -
Wit Simulating the experi S
say and mulating experience

do / Doing the real thing

Adzpted 1o edgat Lo o, A0 WhEsdd (AEINSSE & (030N (BT BIr.) <ol Kanzaat, ard Cararss (1

Fig. 1. Dal€'sconeof experience model (1969).

Collaborativelearning hel ps better
retention of the information among the
cooperativegroup membersand enhances
higher levelsof thought process (Johnson
& Johnson, 1986). According to Vygotsky
(1978) students perform at higher
intellectual levels when worked
collaboratively becausegroup diversity in
knowledge and experiencescollectively
enhance the learning process. Bruner
(1985) reported that diversity within a
group bring variouspossibleinterpretation
of agivengtugtion, whichresultsinahigher
intellectual output and enhance agreater
level of problem solving skillsand critical
thinking abilities.

Advantagesof Wiki asalearningtool:

Wiki technology is considered a
versatileand effectivelearning tool, The
multi-faceted tool Wiki enhances
knowledge, allows progressive problem
solving and problem redefinition, explain
increasingly diverseand contrary ideasas
well asexamining therel atednessof ideas
from diverse contexts that add both
nuance and complexity to conceptsina
givenfiddthrough sysematic engagement,
and collaboration (Fountain, 2005).
According to (Knight, 2010), Wiki
facilitatessocia learning, peer assessment
formativefeedback, individua and group
reflection on the learning experiences.
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Sudies have shown that Wiki technology
enhances students engagement, deepens
their learning experiencesandimprovetheir
overall academic achievement (Hemmi,
Bayne, & Laud 2009). Wiki facilitatesa
widevariety of authentic, collaborativeand
reflective learning activities (Davies,
Pantzoulos& Gray, 2011).

Use of Wiki technology maximizes
the advantages of reflection, reviewing,
publication, and observing cumulative
written resultsin most of the non-science
fields. Unfortunately, very littleresearch
has been done on the use of Wiki in
scientificfidds Ben-Zvi (2007) argued that
Wiki cam be used successfully ingtatistics
education. Group learning in statistics
enhance learning in statistics (Giraud,
1997; Keeler & Steinhorst, 1995).
However, Rick and Guzdial (2006)
reported that Co Web, a Wiki-related
format, facilitated learning in English
compoasition but not effectivein sciences,
and mathematicsclasses. Neumann and
Hood (2009) reported that Wiki approach
Inauniversity statistics courseresulted
greater interaction among students, higher
cognitive engagement and higher class
attendancethan Individual approach. In
biology, medicineand hedth sciencesWiki
hasbeen used effectively totieup diverse
biomedical communitiesto collaborate
and synthesi ze Information together to
congtruct new knowledgeand disseminate
it. For example, one of thekey chalenges
inbiomedical researchistounderstandthe
relationship between genes, environment
and disease. To tackle this complex

problem one requires coordination of
informationemergingfrombiologicd, bio-
physical and biomedical communities
(Huss et al., 2010). However, Wiki
technology was used to collect data
collaboratively and synthesizethemeaning
of the datathen transmit it to the public
but it did not directly engageinthe process
of learningamong Sudentsinthesesudies.

METHODS

Blackboardisusedinthe university
asthemain platformfor information sharing
throughout theuniversity. Blackboard has
built in Wiki pages, where both students
and instructors can have activeroles as
contributorsand editors. Inthisstudy, the
instructor assigned each student of a
Business Statistics class to apply their
understanding of the lessons through a
collaborative project. After each chapter/
topic covered, they weregiveningtruction
to create their own Wiki page in the
Blackboard. The students could access
theformulashest, themath or stat symbols
that can be used from the browser of the
Wiki page directly, and PowerPoint
presentation that was uploaded to
Blackboard so that they can access any
timefor quick reference. Fivechapters
werecovered; sudentshad towriteat least
fivepagesby providing detail analysisof
the concepts through examples and
problem solving. They couldinteract and
add commentsin each other pagesand
thewholeclasswasactively involvedin
the processtoimprovethe contentsof each
page. Theteacher’scomment onstudent’s
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page hel ped them to rewrite, add/del ete
materials to the assignments. The
comparative study wasdonewith another
statisticswithout Wiki taught by the same
teacher. The research project was
approved by University IRB committee.

RESULTS

The analysis showed that the class
taught through Wiki performed better than
the classwithout Wiki. The studentswho
used Wiki received better scores at the
end of thesemester (Table1.) Thesuccess
ratewashigher inlearning the concepts of
dtatisticsand applying inthelessons.

Semester A B C D F
Grades

With 9 7 n| 2 1
WIKIN=30

Without 4 5 9 7 4
WIKIN=29

Table 1. Grade distribution of Wiki-users
compared with none Wiki users

DISCUSSIONS

Final examination and coursegrades
in statistics courses are usually used by
most educators as evidence of statistical
knowledge gained by the students but
many studiesdisputethisclaimasavaid
indicator of statistical knowledge or
reasoning (Chance & Garfield, 2002;
Konold, 1995). However through the
study, it was observed that Wiki-usersin
the classroom did well in the end of the
course examination in compared to other
classeswithout Wiki. Fifty-three percent

Wiki-user students scored 80% or above
incompared to Thirty-one percent of the
non-Wiki-usersinthefina comprehensive
examination. Studentsshowed interestin
doing Wiki assignments, and al students
participated in the project. Students
showed lessanxiety duringtest takingtime,
because they realized that final
examination is not the only means of
evaluating their performance in the
Statisticsclass. Thisfinding concurswell
withthefindingsof Lisstz& Schefer, 2002;
Reys et al., 2006, where they have
observed that test anxieties can be
decreased by using more non-traditional
types of assessments such as student
projects and portfolios. Wiki project
reflected amajor component of student
portfolio. Inthisstudy we compared the
student performance in the course
outcomewith previous statistics classes
where Wiki projectswere not used, and
wehavefound overdl performancesof the
students exhibited a greater positive
outcomeon learning satistics.

Assgnmentsin Wiki helped students
developed positive attitude towards
working together in gatheringinformation,
andyzing and understanding specifictopics
of statistical conceptsthat were covered
in the class. The active learning mode
lowered their anxiety and most of the
students performed well in the fina
comprehensive examination. Wiki
assignments also helped students to
develop a positive attitude towards the
Statistics course and theimproved self-
efficacy that influenced their performance.
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Reports indicated that self-efficacy
concerning Statistics playsan important
role about students' attitude and it also
influencestheir performance (Finney &
Schraw, 2003). Similarly, Onwuegbuzie
and Wilson (2003) reported that anxiety
and negativefedling elicited by Statistics
course among the students directly
influencetheir performanceson statistics
related tasks.

In one-to-one Interview, students
commented positively about the class
climate, and felt a part of the course
community, whichwasabsent in sudents
from previous years of classes. The
homework assignments using Wiki
reflected their pogtiveattitudeindoingthe
work ontime. Few studiesobserved that
studentsfalledtoturnintheir wiki reports
becausethey felt that isnot an important
part of the coursework and participants
chosenot to post their work. However, a
significantleve of curiogity expressed by
sudentsthat indicated thefault lay not with
technology but with an unattractivecourse
design (Cale, 2009).

The students were motivated and
inspired intheactivelearning processas
they felt that they aredirectly involvedin
their ownlearning and apart of their own
intellectual development. Students
motivated to surf the Internet to gather
information for the concept, definition or
even explanation of thetopicscoveredin
the class that they did not understand
clearly. Thisprocessof inquiry empowered
them to analyze critically the concepts
which enhanced their learning,

understanding and retention. Attheend
of the semester they created a little
resource/review book for each other, so
each can access the knowledge of the
Stati sticslessons condensed through the
collaborative project. Wiki technology
improved student’s grades, better
understanding of concepts, retentionand
lowered anxiety levels.

LIMITATIONS:

Thepilot study wasconducted inone
section of satisticscourseand therewere
only thirty sudentsenrolledinthecdlass The
compared classwithout Wiki had twenty-
nine students. Some of the students had
better mathematics background than the
other studentsintheclassusing Wiki. The
semedter-end performancewasreflectedin
their work. Other schools and other
teachers should use the Wiki method in
datidicsdasstoseethevdidity of thestudy.
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