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The theme for this issue of IJTD is “Technology Changes & the Future of Work”. Human
Capital Management continues to evolve based on various dimensions related to
macro level ecosystem changes as well as the new generational work force joining the
organizations, and given the technological innovations, what can we expect the future
workplace to be?
A lot of speculation, anxiety, given that jobs will be redundant, or many operational
tasks will go away, being replaced by automation, robotics, artificial intelligence, and
machine learning. On the other hand, we also have a phenomenal excitement and
Dr Kiranmai Dutt Pendyala
Editor IJTD &
Corporate VP (HR), AMD Inc.
Hyderabad

energy on how the human drudgery and monotony will be replaced by strategic
thinking, and creative forces will be leading the forte in the arena of Human Resources.

Let us consider the possible challenges of a growing company, and how can it leverage
the technological innovations in Human Capital Management (HCM):
•
Managing different HR tasks/ operations with various tools
•
Employer/ Management unable to measure employee productivity
•
HR Management takes up a lot of time, effort, and cost
•
Keeping abreast with various laws and being compliant is time consuming
•
Managing employees across multi-locations is complex
•
Protecting employee data against theft
•
Planning and managing shifting business strategy : and related skill
•

development needs of employees
Striking a balance between machines and humans as Productivity/ Cost/ Time
vs Innovation/ Strategy/ Deliverables

Whether we like it or not, machines will replace humans. The key question to ask iswhat jobs can be taken over by the machines, to alleviate human drudgery or
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inaccuracies/ fatigue? Machines replacing humans can be leveraged in a positive manner by utilizing the time
released for the employees to focus on innovative and creative tasks rather than mundane, operational, repeatable
tasks, thus creating more value and relevant impact to the company.
Deploying tools and technology is not a nightmare as some would imagine. They bring in relevant organizational
transformation in the business to create employees of the future.
There are numerous cloud based solutions available in the market through technology, in addition to deployment of
robots on the shop floor of a manufacturing firm, which help the company do the following, to address the above
challenges:

I rest the case here, and allow you to read on with several interesting academic articles lined up for you in this issue.
Kiranmai P.
Editor, IJTD
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National President's Message
I recently came across a survey that was conducted by the Accenture Talent
Connection. The theme of the survey was
How likely are you to consider an alternative work arrangement?
The results were nothing less than astonishing.
An overwhelming 58% of survey participants are very likely to consider an alternative
work arrangement as a freelancer or contract employee. Followed by 22% of them
who are somewhat likely!
Dr R Karthikeyan
National President &
Managing Director,
Gemba Mgmt Consulting Pvt Ltd,
Chennai

This leads to me to think about what the future of the workplace is going to look like.
On one side we have higher automation year on year thereby bringing about
redundancy of work force while on the other side, we have organizations that want to
be more lean, engage people on project basis / Work target based employment.
The role of HR in such circumstances changes drastically. In times where employee
engagement of full time employees is in doubt, how do we bring out the best in
employees who are not permanent, have no financial or emotional bonding with the
company? Managing such a workforce requires very different competenies.
Another major challenge that I see is how HR would adapt to the SMAC (Social, Mobile,
Analytics, Cloud) Technologies to improve employee experience. HR while undergoing
major Digitalisation, is required to embrace and lead the change without letting go the
personal touch that one would expect from HR.
These were just a few trends tabled above that can be broadly observed in the
industry. In my opinion, for HR to survive these challenges and stay relavent, it is
important that they consider the following:
1.

Going from an Operational HR stand point to a proactive strategic stand point

2.

Focus on observing, embracing and implementing Tech changes wherever
possible to support improvement in employee experience

3.

Understand and integrate HR practices with the business at a better scale
without giving up the core principles of HR

I believe that these changes in thought process would support HR in staying relavent
given that the work place of the future is going to be disruptive and different from its
current state.
Dr. R Karthikeyan
National President, ISTD
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Future Of Work : Implications To Human Resources
Chandershekhar Vasant Kothawade
Assistant Manager
Agri Search (I) Pvt. Ltd.
Nashik

“Future of work : Implications to Human Resources “ :
1.
Executive Summary
2.
Report foreword
3.
Introduction
4.
Driving forces behind the evaluation of workforce analytics
5.
Putting workforce analytics into practice
6.
Implications for HR management function and practice.
7.
The HR skills shortfall.
8.
Preparing the HR functions for the future.
Over the years HR has moved beyond personnel management – routine activities such as the administration of
payroll and benefits – and has worked to assume a more pivotal role in developing people strategy and supporting
the organization’s business goals.
1.
Executive Summary :
This shift is occurring for two main reasons. First as Professor / Huselid points out in The Workforce Scorecard. HR
has already reached a high level of efficiency in administrative tasks through the use of outsourcing or electronic
processing. “ Simply put, the low-hanging fruit in the domain of HR functional efficiency has largely been collected.”
Building a corporate culture that is globally integrated and locally responsive :
Multinational companies face an apparently contradictory challenge. On the one hand, they must act globally to
realize economies of scale and justify large-scale investments. For example, they need to integrate their
international holdings and combine their activities around the world so that they operate using the same methods.
On the other hand, they must be locally responsive, taking local culture and practices into account for everything
from product development to business practices. For example, products developed for one country might not sell in
another, and local customs and tastes must be taken into account over everything from marketing to staff and
political relations. This means ensuring that their local subsidiaries remain distinct from one another.
Squaring this circle includes finding structures that allow local companies autonomy while ensuring close central
control across a group. This can be difficult when a company grows organically but can be even more challenging
following a merger or acquisition. In the auto industry, for example, cross-shareholdings (i.e., two parties in a merger
hold stakes in one another rather than transferring ownership to the dominant company) and international alliances
(i.e., two independent companies pool resources, for example, for product development) have become popular,
allowing economies of scale through component sharing and joint development while enabling individual firms to
retain their brands and identity.
1

Incompatible products and culture
Sometimes the failure to create a single entity happens because the two companies’ cultures and products are so
different as to be incompatible. For example, few synergies were found between a German luxury carmaker
(Daimler) and a US mass-market producer (Chrysler). At other times, the problem is a failure of localism: GM ended
up ignoring Saab’s distinct products and identity to produce rebodied versions of its own cars ill-suited to the Saab
brand and customer base.
A failure to localise explains why international expansion plans stall in other sectors as well. For example, several big
grocery chains have struggled to overcome differences in local tastes. Walmart successfully expanded into some
neighbouring markets such as Mexico and Canada, but was forced to pull out of other countries like Germany and
South Korea. Tesco (UK), Metro (Germany) and Carrefour (France) have also been forced to shut or sell some of their
international networks in recent years—a trend also evident in industries like finance, where giants from Citigroup to
HSBC have cut back their international networks.
Indeed, such withdrawals reflect two things. First, that straggling global empires can become difficult to control.
Second, in contrast, that imposing tight central control—and a single business model—on diverse markets tends not
to work. People in different countries prefer different products, different approaches to service provision and have a
different approach to business relationships. As a result, many companies are adopting what is, in effect, a hybrid
approach. A central headquarters maintains close control over general management and overall strategy. But local
units remain local, and locally managed, within that tight framework.

A shift in thinking :
The examples above illustrate a shift in thinking. Like many other retailers Walmart now prefers to enter new
markets through the acquisition of a local company with local products and branding rather than setting up from
2
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scratch. For example, Walmart became one of the largest retailers in the UK through the acquisition of Asda in 1999,
and more recently made it clear that it would not enter Russia except through acquisition. No suitable target came
up, so it quietly shelved plans to enter a country many other companies deem too big to ignore.
In the auto sector, there are examples of a big carmaker successfully acquiring a smaller company enjoying limited
autonomy. Among other brands Volkswagen (Germany) bought the Czech carmaker Skoda in the early 1990s, then
built it up by making it produce, in effect, variants of existing VWs. However, with Skoda’s annual sales now reaching
1m units it is allowing the Czechs an increasing say over product design and development. It recognises the need for
Skoda to become a distinct brand in its own right for continued growth. More generally, after a wave of unsuccessful
mergers and acquisitions, the car world has looked towards cross-shareholding arrangements rather than outright
acquisitions. This allows companies to slash costs by pooling the development of basic components such as engines
while ensuring that each remains a distinct, autonomous, company.
One of the most convincing examples is Renault-Nissan. The French and Japanese carmakers signed a strategic
alliance in 1999, with Renault now owning 43.4% of the Japanese company and Nissan, 15% of the French firm. The
firms also own stakes in other carmakers like Avtovaz (maker of Russian Ladas) and Romania’s Dacia. With combined
sales of more than 8m units, it has achieved the scale necessary for efficient development and production of often
shared components such as engines and platforms. Equally, the individual firms’ products remain distinctive and well
suited for their home regions—a point that will be central to making a success of more recent acquisitions like
Avtovaz, a well-known but troubled giant in its home markets of Eastern Europe.
Give and take :
“Even the company that is weaker and smaller has a lot to give the other company,” Renault-Nissan chief executive
Carlos Ghosn said in a 2012 interview with two INSEAD academics, emphasising the need for “give and take”. No
decision would be taken that harmed either of the two companies, and he spoke of the need for the companies’
strengths to complement one another: “Japanese culture is very strong in engineering, very strong in
manufacturing, very weak in communication and very weak in finance. The Renault culture generally is very strong in
some of the places where the Nissan culture is weak.”
In other words, the two companies need to retain some independence and to collaborate, rather than this being
treated as a simple takeover of Nissan by the French. Mr Ghosn emphasised the importance of communication
between the many different nationalities involved in the group, but did not dismiss the need for a strong hand from
the centre: “They need a framework, and this is where top management plays a big role—setting priorities,
representing the culture, signalling what to do and what not to do.”
The hangover from over-expansion :
The systems developer Cisco has developed a system so that its local teams act closely with clients, then work in
partnership (often remotely) with the firm’s global sector experts to marry expertise with local knowledge. “If we
hadn’t developed this system, we’d be struggling to evolve from selling individual products to delivering solutions
that enable business outcomes,” says Paul Jameson, Cisco’s managing director of global industries. Rather than
being bound by a strategy set solely at the centre, Cisco has evolved to integrate demand from its local offices to
3

offer high-value solutions and services, such as a videoconferencing systems allowing bank branch customers to
access expert advice from the bank’s headquarters remotely. Such a system enables Cisco’s local offices to respond
directly to local demand while benefitting from globalisation—in this case a team of sector experts.
Conclusion
To survive these days, big companies need the cost savings and depth of expertise and resources allowed by
globalisation. But the most successful model is often to remain local companies, not only catering to local tastes but
also evolving according to local demand. That means the global headquarters should be an umbrella organisation for
a federation of local firms rather than a policeman ensuring that all group companies behave in the same way. The
centre needs to set a firm line over company culture, establishing strict guidelines for everything from risk appetite to
financial and safety standards. Within those guidelines local subsidiaries must be allowed the freedom to match local
tastes, and to develop their companies according to local demands. Companies must evolve, and their local arms
should enjoy a significant say in that evolution.
Implications for HR management function and practice
Strategic HR-a new emphasis
Over the years HR has moved beyond personnel management—routine activities such as the administration of
payroll and benefits—and has worked to assume a more pivotal role in developing people strategy and supporting
the organization’s business goals.
This shift is occurring for two main reasons. First, as Professor Huselid points out in The Workforce Scorecard, HR has
already reached a high level of efficiency in administrative tasks through the use of outsourcing or electronic
processing. “Simply put, the low-hanging fruit in the domain of HR functional efficiency has largely been collected,”
he writes.27 Moreover, he says, spending on the HR function accounts for a very small proportion of total operating
expenditure, and is thus not a commercial priority.
On the other hand, expenditure on the workforce in general, in terms of salaries and associated costs, accounts for a
major proportion of operating expenditure, averaging approximately 70%.28 The perceived impact of workforce
capabilities on organizational performance has grown with the development of the knowledge economy. Therefore,
the HR function, with its people knowledge, can add significant value by learning to harness the potential of the
workforce in supporting the organization’s goals.
As HR learns to demonstrate the clear connection between people-related strategy and business outcomes,
workforce analytics will help HR continue to grow into a more strategic role. But how far has HR progressed on this
journey? Is the function prepared for an increased focus on workforce analytics? If not, what steps will need to be
taken, and where will the necessary skills and talent be found?
I. The HR skills shortfall
Evidence suggests that this transition is still evolving. A 2015 Deloitte report, based on a survey of several thou- sand
executives from within the HR function and outside, shows there is room for improvement.29 While a majority of
4
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executives said that many aspects of HR were very important to their business, a significantly lower number
expressed confidence in their organization’s readiness to handle these issues.
For example, as shown the average score awarded to the importance of “reinventing HR” or “HR and people
analytics” is substantially greater than the corresponding score for the organization’s readiness to respond to these
particular challenges. In addition, perception among business leaders outside HR differed from that within the
function. For “reinventing HR”, they rated HR’s readiness 20% lower than HR leaders.
Talent trends : Importance Vs. readiness
Culture &
engagement

Leader- Learning &
Reinventing
ship
development HR

Workforce
capability

Performance
management

HR &
people
analytics

Simpification of Machines
work
as talent

People data
everywhere

Importance 78

78

74

71

70

68

66

63

55

50

Readiness

47

42

46

42

43

39

35

37

35

31

-31

-36

-28

-29

-27

-29

-31

-26

-20

-19

This gap places a question-mark over HR’s ability to meet executive expectations in support of business initiatives.
Furthermore, only a small proportion of survey respondents gave high marks to HR capabilities such as “preparing
HR staff to deliver programs aligned with business needs”, and a significant proportion (between one-third and onehalf) regarded them as “poor”. Clearly there is work to be done, as well as room for improvement.
Respondents' views of HR's capabilities
Weak

Adequate

Excellent

Not
applicable

Providing HR staff with appropriate training and experiences

34

55

11

-

Preparing HR staff to deliver programs aligned with business needs

41

46

12

-

Holding HR accountable for providing innovative solutions and programs

43

46

10

1

Source : Deloitte University Press Global Human Capital Trends 2015 (page 62).
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Respondents’ evaluations of their organizations’ work- force analytics capabilities were similarly negative. The
majority had a dim assessment of the HR function’s ability to perform analytical projects, such as “conducting multiyear workforce planning” or “using HR data to predict workforce performance and improvement”.

Evaluation of workforce analytics capabilities

Year

Not
applicable

Weak

Adequate

Excellent

Using HR data to predict workforce performance and improvement

2014

1

66

26

7

Using HR data to predict workforce performance and improvement

2015

2

69

25

4

Correlating HR data to business performance

2014

1

62

29

8

Conducting multi-year workforce planning

2015

0

62

31

7

Utilizing HR and talent

2014

2

51

39

8

operational reporting and scorecards

2015

2

53

36

9

Source : Deloitte University Press, Global Human Capital Trends 2015, page 72.
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Ram Charan, the author and consultant, wrote in a 2014 Harvard Business Review article that the expertise of the HR
function may not always have adapted fully to the data revolution: “Most [HR practitioners] are process-oriented
generalists who have expertise in personnel benefits, compensation, and labor relations.”

30

Putting an emphasis on benchmarking, rather than what Professor Huselid refers to as “strategic performance
metrics”, may be part of this mindset. “HR professionals have routinely relied on benchmarked comparisons of cost
and other efficiency-based performance outcomes associated with activities of the HR function,” write Huselid and
Becker. “But a reliance on this type of benchmarking measures not only fails to measure HR’s important contributions
to firm success; it also can encourage an approach to human capital management that is counterproductive.” It will
ultimately result, they argue, in HR being managed like a commodity, rather than as a strategic asset.

31

Benchmarking vs. strategic performance metrics
Benchmarking

Strategic metrics

Emphasizes administrative efficiency as perforamance standard

Emphasizes strategic impact as performance standard

HR function is primarily a cost-center

HR professional is primarily a strategic partner

Measures based on dollar equivalents

Measures based on strategic relationships

Low risk, low return

Higher risk, higher return

Can rely on current HR competencies

Requires new HR competencies

Focus on Hractivities

Focus on business outcomes relevant to line managers

Typically can collact data using off-the-shelf software

Often requires customized information technology

Reconfigures existing data

Requires new measures

HR owns only HR

HR shares responsibility for human capital performance
with line managers

Requires no understanding of strategy

Irrelevant if not driven by stratgy

Results in HR being managed like a commodity

Results in HR being manages like a unique strategic asset

HR increasingly marginalized and outsources to

HR not easily outsources because contribution is firmspecific and based on more than cost control

Source : Measuring HR ? Benchmarking is Not the Answer HR
Magazine, Dec 2003, page 58
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II. Preparing the HR function for the future
The debate about how HR must change its approach has been going on for some years now, but according to
Deloitte and other surveys there is still room for improvement. Further development will come from gradually
changing the skills profile within the function. It could be that many HR people who were recruited in the past, based
on the need for a wholly different set of skills, are ill suited for HR’s evolving role.
Many may also struggle to identify and recruit others with the skills and background necessary to perform well in the
new and changing environment. A two-year study, led by Professor Boudreau and completed in 2015, indicates that
HR leaders are themselves aware of these challenges. Referring to the report’s conclusions based on interviews with
40 chief human resources officers (CHROs) and other organizational leaders, Professor Boudreau says: “The HR
profession as we know it is at a tipping point, in danger of being irrelevant to unprecedented future demands and
opportunities, which can be met only by accelerating its evolution dramatically.”32 There have been various
responses to this danger. Mr Charan believes that old HR and new HR are worlds apart in approach and therefore
require very different, and possibly irreconcilable, skills. Controversially, his view is that separation would be
beneficial: “One—we might call it HR-A (for administration)—would primarily manage compensation and
benefits…The other, HR-LO (for leadership and organization), would focus on improving the people capabilities of
the business and would report to the CEO.”33 Some companies are looking to bring in people from outside the HR
function to deal with the more business-focused, strategic segment of the work. It may be easier, so the reasoning
goes, to ensure that commercially aware and experienced people are up to speed with HR practices. For example,
according to the Deloitte report, “research shows that nearly 40% of new CHROs now come from the wider business,
not from HR”. A facility for handling data goes hand in hand with this desired strategic perspective. “Confidence in HR
is low,” says Cecile Alper-Leroux, vice president of innovation at Ultimate Software, a developer and provider of
cloud-based human capital management (HCM) solutions for businesses. “However, at companies where HR uses
data to make decisions consistently, HR’s credibility in the organization increases considerably. For ex- ample, in a
recent report by Constellation Research, IN- TRUST Bank reported that using data-driven ‘predictors’ from their HCM
software solution, UltiPro, they were able to make much more accurate predictions on employee flight risks. They
found that the data-based predictors were more accurate than the actual managers’ predictions of retention risks
and more realistic than actual manager assessment of high performers.”
Executives and academics interviewed for this report consistently emphasize that the new-style HR professional
should possess a powerful combination of two skills—a head for analytics together with the ability to present findings
in the manner and language convincing to senior executives. “Storytelling is now a vital skill,” says Professor
Boudreau. Professor Cascio agrees: “It’s critically important to use data and analysis to tell stories to executives that
have meaning to them.” However, the gap between current reality and ideal scenario will not be bridged overnight. A
2012 EIU survey of HR and non-HR executives conducted for KPMG, revealed that the HR function is considered to be
particularly weak at “measurably proving the value of HR to the business” and contributing “insightful and predictive
workforce analytics that provide understanding of the people agenda in businesses”.34 These findings are also
reflected in several of our interviews.

8
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Internal views of HR capabilities
Managing Costs

2

Collaborating with senior management on our people strategy

5

Implementing coaching and career development programs

15

Achieving operational excellence

17

Retaining key talent globally

22

Sourcing key talent globally

22

Supporting the greater globalization of our business

24

Supporting an increasingly virtully flexible workforce

24

Ensuring that succession planning is in place.

25

Preparing for a changing workforce (e.g. retiring workers)

26

Measurably providing the value of HR to the business

26

Providing insightful and predicative workforce

29

analytics that provide understanding of the people agenda in business

35

None if the above

39

Source : Economists Intelligence Unit study: Rethinking Human Resources in a Changing World, 2012

But if organizations do not manage to make this business case, the effect can be extremely powerful. Professor
Cascio cites a case involving Wawa Inc., a chain of 578 food service and convenience stores in five US Mid-Atlantic
states. “They previously believed that hourly wage rates were the best predictor of turnover among retail clerks,” he
says. “However, data revealed that hours worked per week were more strongly correlated with turnover. By moving
from 30% full-time and 70% part-time employees to a 50/50 split, Wawa cut voluntary turnover by 60% in four
years.” The lesson, according to Professor Cascio, is that “nothing beats a within-firm story”.35
III. Institutionalizing data
Several large companies have established small but committed teams within the HR function that focus on data
analysis (see case study below, “How Google developed its renowned workforce analytics team”).The purpose of
these teams is not just to develop useful in- sights, but to act as a seed of further development— spreading their
expertise across the function as a whole and educating the executive tier about the potential commercial impact of
HR data.
“At IBM we developed an online course and face-to- face workshops to teach analytical skills, such as basic statistics,
storytelling and financial acumen, to HR professionals”, says Mr Ferrar of IBM Smarter Workforce. “Over a couple of
years we have trained several hundreds of people.”36
This is not an attempt to turn the majority of HR people into advanced mathematical modelers, but merely to
appraise them of the instruments now at their disposal and make them more comfortable with the specialist jargon
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of data science. “Your average HR professional is not going to become a data scientist,” says Professor Cascio. “The
HR professional of the future will have to ask incisive questions, be proficient in the language and be an intelligent
consumer of data.”37
IV. CASE STUDY: How Google developed its renowned workforce analytics team
By 2006 Google had 10,000 employees and was expanding at a frenetic pace, doubling in size every year. Despite its
appeal as an innovative and exciting place to work, the company’s interview process was laborious. Candidates could
expect to devote many hours to the process, which sometimes lasted several weeks, before starting at the firm. Not
only did the lengthy procedure frustrate candidates, but it also cost the Google employees conducting these
interviews precious time, which they could otherwise have spent on their core jobs, focused on innovation and
development.
The company set up an analytics team to see whether this process could be streamlined. Early research, for
example, demonstrated that the optimum number of candidate interviews was four. After that juncture, the cost of
taking employees away from their work outweighed the incremental benefits of further interviews.
But before the team could take full advantage of what analytics could offer, it had to make significant improvements
to the collection, storage and cleanliness of the data, including information about job applicants, interviewers,
interview scores, headcount per category of employee, attrition and other historical data.
The company immediately saw the potential for using all the data gathered during this successful exercise as a basis
for expanding the scope of its workforce analytics team. Rebranded as “People Analytics” in 2007, the team began to
investigate other areas, such as optimizing compensation practices, nudging employees to engage in healthier
behaviors (from eating better to saving more for retirement), and advising business clients on the best ways to grow
and develop their organizations.
Reflecting the rapid development of the company as a whole, the team’s horizons expanded still further just a year
later, when Laszlo Bock, senior vice president of people operations, commissioned Google’s People and Innovation
Lab (PiLab) to focus on rigorous social science research, which could serve as the foundation for future HR decisions
and practices. “The team tackles questions that the business doesn’t necessarily ask us to solve for the short term,
but are problems that we want to understand better for the long run, and which require a lot more time or in-depth
analysis,” says Kathryn Dekas, a member of the People Analytics team. “[PiLab’s] mission is to conduct innovative
research that transforms our practice, both within Google and beyond.”41 Aided by their relationships with external
academics, PiLab employees set aside 25-50% of their time to generating ideas and launching research projects to
solve problems.
One of PiLab’s early successes was the launch of Project Oxygen, an analytics-based assessment of management at
Google (see Section IV for more details).
References : Human Capital Management Institute, Manging an Organization’s Biggest Cost : The Workforce 27.
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Abstract
Human Resource Outsourcing is an extremely useful approach for handling various functions. Effective outsourcing
necessitates the clarity on what can and cannot be outsourced. Once the organisation has decided which activities
can be outsourced, the advantages and disadvantages of outsourcing these specific functions/activities must be
pondered upon meticulously. A key reason for this growth of Human Resource Outsourcings is that many companies
find that the use of outside service providers is more efficient and less costly than hiring staff to handle these
functions in-house. Moreover, outsourcing the HR function would give more time for the owner manager to fulfill the
business objectives. With this backdrop the researchers have attempted to explore the present and future
perspective of Human Resource Outsourcing and its driver and contribution towards the growth of the organizations
operating in everchanging business environment.
Keywords: Human Resource Outsourcing, Drivers of Outsourcing, Organisational Effectiveness

Introduction:
Outsourcing has become a widespread practice in human resource management. According to Potkany (2008) and
Shen, 2005) A very commonly accepted definition of outsourcing looks at the function as contracting with an outside
party to perform functions that could be in-house. The process involves hiring an outside party to perform one or
many human resource functions. Further Choudrie, Grey and Selamat (2009) said that Outsourcing has infiltrated
the world of human resource management in a major way and is a growing trend today.
HR executives are considering or are actively engaged in outsourcing all or part of the HR functions across the globe
to ensure the organisational effectiveness. The reason for this is an increasing awareness of the fact that HRM has a
considerable impact on organisational performance (Becker & Gerhart, 1996; Huselid, 1995). There is a growing
need for firms to have an effective HR management to remain competitive and for this a number of HR activities such
as payroll, training and recruitment can be delivered by other agencies and consultancies. This will ensure that the
HR leaders will have more time to devise and carry out strategic HR initiatives such as Organisational development,
change management and employee counselling.
According to Handley and Benton (2009), the very first step to outsourcing human resource activities effectively is to
understand what can and cannot be outsourced. There are certain HR activities related to the strategic decision
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making and requiring specific management knowledge and activities that require confidentiality should rarely be
outsourced. Serious problems may occur if the determination between what should and should not be outsourced is
not made. Examples of such serious problems include poor decisions being made, confidentiality potentially being
breached, work may possibly not get done correctly or not get completed in a timely fashion, money being spent
unnecessarily, as well as a host of other problems. The next logical step as given by Caruth and Caruth, (2010) for
successful outsourcing of human resource activities is to understand the advantages and disadvantages of
outsourcing. While Handley and Benton, (2009) have indicated creation of an effective relationship between the
outsourcer and the organisation is the third and most important prerequisite for prosperous outsourcing ventures.
Moreover, HR function outsourcing is evolving in India and the empirical research is limited to understanding the
implications of HR function outsourcing. With the arguments reiterated above, we understand that the HR function
outsourcing and the formal HR practices is still unexplored to a large extent. Hence, the researchers are trying to
understand the rationale behind the HR function outsourcing and its outcomes.

Objectives:
1.

To examine the HR function outsourcing trend

2.

To identify the main drivers of outsourcing, key success factors and bottlenecks in the process

3.

To develop a suggestive model for Human Resource Outsourcing

Literature Review:
Outsourcing activities or services to external organisations is not a new phenomenon. Outsourcing decisions have
seen a tremendous increase worldwide with the first initiative of Eastman Kodak’s landmark ten year 250 million
contract in 1989. This is popularly known as “Kodak Effect” (Loh & Venkatraman, 1992). Organisations have always
had to take decisions about what they make and what they buy (Gross, 1966; Venkatesan, 1992). Outsourcing grew
rapidly in the 1980s and 1990s (Kakabadse & Kakabadse, 2002) and has now become an accepted dimension of
corporate strategy. Until recently, IT outsourcing (Lacity , Willcocks & Feeny, 1995; Murray & Kotabe, 1999) received
most attention. The outsourcing phenomenon is recognised as an important management practice by the
management literature and it has gained pace particularly in the last decade (Norman 2009; Hekkila & Cordon,
2002). Following many debates on IT outsourcing, HR Outsourcing has also grown to become a topic of much
academic discussion (Klass, McClendon & Gainey, 1999; 2001; Greer, Youngblood, & Gray, 1999; Gilley & Rasheed,
2000, Gainey & Klass, 2003; Gilley et al, 2004; Chiang et al, 2010). By contrast, HR outsourcing has only recently
received attention, and has been approached from a variety of perspectives, including employee relations.
(Purchell, 2000; Purcell & Purcell, 1998). Traditionally, HR activities have been performed in-house but off late the
outsourcing of HR activities are being observed to a considerable extent across organisations and sectors.

Drivers for HR Outsourcing
There are a number of reasons, at both the strategic and operational level, why firms want to outsource HR activities.
In particular, demands for increased productivity, profitability, and growth have forced organizations to examine
their internal HR processes, resulting in a move toward strategic outsourcing services and away from discrete
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services. As Greer, Youngblood, and Gray (1999) observe, HR outsourcing decisions are frequently a response to an
overwhelming demand for reduced costs for HR services.
Downsizing and tougher competition mean that the HR function is under increasing pressure to demonstrate value,
both in terms of efficiency and effectiveness (Roberts, 2001). Although some elements of the HR functions may have
always been performed by external service providers, Brewster observes that a new dimension is the finance-driven
idea connecting outsourcing to human resource management i.e the organizations can save a lot of money by
outsourcing (quoted in Turnbull, 2002, p. 10).
In addition, outsourcing is seen as a way of liberating HR professionals within the client organization to perform the
more consultative and strategic role of designing and implementing programs aimed at retaining the workforce and
enhancing its performance. This rationale is in line with Ulrich‘s (1998) influential thesis of the four roles of HR, in
which he proposed that HR should be a strategic partner, an administrative expert, an employee champion, and a
change agent.
In a similar vein, Greer et al. (1999) argue that HR outsourcing is consistent with the business partner role that the
inhouse HR department is attempting to assume. These roles arguably are where HR can add the greatest value to
the organization, but they are difficult to measure quantitatively. Outsourcing HR is also seen as an effective way to
bypass organizational politics and improve efficiency. For example, according to the sales and training manager of
United Kitchen, a company that has outsourced all personnel and training, the company‘s aim was to buy an expert
who could maintain an objective view, would not get embroiled in office politics, and yet could call on the support of a
wide range of other experts in their own organization (Pickard, 1998).
In short, the main reasons for outsourcing HR appear to be fairly consistent (Sisson & Storey, 2000). Typical reasons
include seeking specialist services and expertise, cost reduction, and enabling HR specialists to take on a more
strategic role. In general, most commentators are convinced that outsourcing is seen not only as a cost-cutting
exercise but also as a strategic tool. As Oates (1998) suggests, the outsourcing decision is a strategic one and is
generally taken at a senior level.
According to Roberts, Bill ( 2009) Many of the inherent challenges, however, do seem to be specific to HR in the
context of outsourcing:
* The human touch. The Human resources function has an emotional connect in built in it due to its nature compared
to a finance or procurement function which might create a psychological barrier with the outsourcing on the agenda.
As the Human Resources Function is the main connect with the employees with all areas including the promoting and
facilitating the key values of the company. The Organization may face the challenge of engaging the HR Business
Partners due to the role of HR. However, there is a lot of welcoming change to accept the same due to the nature of
core and non-core activities and the changing role of HR in the business world.
* Change challenges within the HR function itself: The HR as a function is more challenging with a strong mandate
for its services within business. Hence the prospect of outsourcing of various activities of HR function will come under
great scrutiny to deliver value added services.
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The issues to think upon are:
Ÿ

Is HR ready to develop the capability to deliver the value adding services?

Ÿ

Will outsourcing some activities of HR allow the function to handle the business pressure and making the
function leaner, faster and efficient?

Ÿ

Are the organizations willing to let go of some part of HR work that is within its traditional comfort zone and is
enjoyable and satisfying?

This may strengthen the operational effectiveness across the end-to-end HR processes to ensure the ongoing
effectiveness of the outsourcing relationship.

HR Outsourcing the way ahead:
As Jenny Roper (2016) mentions that the future of outsourcing is relooking at external service suppliers as the key
stake holders and the HR Business Partners. The Global trend is encouraging towards outsourcing for the increasing
necessity of cost – effectiveness and the similar skill can be found in less- developed countries at a less cost.
As per Outsource Recruit (2017), more inclination towards cloud seems to be a clever option due to the necessity of
quick access to the information and the cloud security will protect the information stored.
The organisations must do Selective outsourcing by assessing the skills available in-house and then outsource
tasks for the skills you find lacking in your workforce.
It was also substantiated by AT Kearney (2011) “Clean up" obsolete contract terms. The Contracts with the Hr
Service provider can be matched to the current market standards keeping the both parties in a win-win situation.
This would help to streamline HR operations and remove underperforming operations. The HR outsourcing must also
look at Improved IT capabilities at the service providers end for efficient functioning. A Rework on servicelevel agreements (SLAs) and key performance indicators (KPIs) is the next logical step for satisfying
service and regular review meetings with Business partners to discuss time-based metrics will ensure standards are
met with focus on long-term business objectives. The organisations must also Invest in governance, as the
vendors and buyers underestimate the complexity of moving to next-generation solution. Hence, both sides must
closely work to create a solid transition process- including setting realistic timelines, preparing a continuity pan for
the business, and establishing a strong change management structure in order to avoid the last-minute surprises
that often hamper deadlines.
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Based on the above deliberations the researchers are suggesting the following model for Human Resource
outsourcing to be future ready.

Identification
of core and
non-core
activities in
Human
Resources

Invest in
governance
of HRO

Reconstruction
of Service Level
Agreement
with the
vendors

Identification of
Key
Performance
Indicators for
Service
Partners

Use of Clouds
Computing

Leveraging on
improved
digitalisation

The diagram given here suggests a step wise process as given below:
Step I - Identification of core and non-core activities in Human Resources
Step II - Investment in governance of HRO
Step III - Reconstruction of Service Level Agreement with the vendors
Step IV - Identification of Key Performance Indicators for Service Partners
Step V - Use of Clouds Computing
Step VI - Leveraging on improved digitalization
The model suggested above depicts a six step process to ensure an effective Human Resource Outsourcing process.
The Step I being Identification of core and non -core activities in HR so that all the non-core activities can be
outsourced, depending upon the domain & structure with which the organisation operates. The organisations must
invest in devising a clear governance policy for HRO, to remove any ambiguity in the process and ensure compliance.
The next is revamping and reconstructing the Service Level Agreements with the vendors to ensure the smooth
functioning of the arrangement. The organisations must identify Key Performance Indicators for Outsourcing service
providers/ partners to safeguard effective tracking of the function outsourced. The use of cloud computing will take
care of system and database efficiency.
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Abstract
The business world is a different place each day. Business motivations, trends, and economic models have shifted
immensely. Now managing people requires a different approach to be effective. The difference in leadership styles
and its importance is intrinsically felt in the work environment and impact of leadership can be measured on the
productivity and profitability of businesses. With the rapid growth and expansion of businesses, the effect of
leadership skill is evident in every realm of the organization. When organizations can develop and maximize its
leadership acumen at the top management, then the organization culture, strategies and employee’s work
engagement and psychological empowerment can be made more effective. The present study investigates the role
of leadership styles i.e. transactional and transformational on work engagement and psychological empowerment.
The participants of the study consist of 116 men and women employees within age range of 22 to 35 years working in
private sector organizations in Mumbai. They were assessed by using the multifactor leadership questionnaire (Bass
& Avolio, 2004), Utrecht work engagement scale (Schaufeli & Bakker, 2003), and the psychological empowerment
instrument (Spreitzer, 1995). The data were analyzed by independent sample t-test. Results revealed a significant
difference between employees working under transformational and transactional leaders on work engagement, t
(114) = 14.66, p < 0.05 and on psychological empowerment, t (114) = 6.66, p < 0.05. The finding suggested that
employees with transformational leaders shows higher work engagement and better psychological empowerment
and indicate that transformational leadership style is more effective than transactional leadership style. Thus, it
enables organizations to acknowledge the importance and effectiveness of transformational leadership style at the
work place.
Keywords: Transactional leadership style, transformational leadership style, work engagement, psychological
empowerment.
The business world is a different place each day. Business motivations, trends, and economic models have shifted
immensely. Now managing people requires a different approach to be effective. The difference in leadership styles
and its importance is intrinsically felt in the work environment and impact of leadership can be measured on the
productivity and profitability of businesses. Leadership is a necessary skill to own in today’s competitive world. With
the rapid growth and expansion of businesses, the effect of this skill is evident in every realm of the organization. If
organizations fail to recognize that, they risk falling into a complacent mentality and achieving only incremental at
the best. When organizations can develop and maximize its leadership acumen, particularly at the very top
management, then the organization and its people can be shaped, the culture, strategies and the behaviors can be
made more effective.
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As a result, the aim of an organization should be to build an effective team and have powerful leaders who follow a
leadership style that increases work engagement levels and their psychological empowerment and at the same time.
In the present study two broad categories of leadership styles proposed by Bass & Burn (1985) as transactional and
transformational leadership styles are examined.
The transformational leaderships is a leader who is able to stimulate, inspire and transform his or her subordinates to
strive harder in order to achieve extraordinary outcomes. Transformational leader is expected to be able to provide a
clear vision and mission, inspire self-esteem and gain trust and respect through charisma. Bass highlights the fact
that transformational leaders will asks his or her subordinates to go beyond self-interest for the benefit of the team,
the organization as well as society. Transactional leadership focuses on leader-follower exchanges in which
subordinates are expected to carry out their duties and perform according to instruction. The followers in turn expect
that they will be compensated positively in line with the results generated by them. This also includes negative
actions such as punitive and penalties in the event that the followers or subordinates fail to perform as instructed.
Rewards include complimentary comments, praise and recognition upon successful compliance with the instructions
from the leaders and the achievement of their objectives.
Transformational leadership theory is based on the assertion that certain leader behaviors can arouse followers to a
higher level of thinking (Bass, 1985; Burns, 1978). According to Burns (1978), transformational leadership is a
process in which “leaders and followers help each other to advance to a higher level of morale and motivation.”
Hence for Burns (1978), the transformational style creates significant change in the life of people and organizations.
It redesigns perceptions and values, changes expectations and aspirations of employees. orF Bass (1985), the extent
to which a leader is transformational is measured first in terms of his influence on the followers. Hence, his followers
feel trust, admiration, loyalty and respect to him and they will do more than they expected in the beginning. The
leader transforms and motivates followers by charisma, intellectual arousal and individual consideration. In addition,
this leader seeks for new working ways, while he tries to identify new opportunities vs threats and tries to get out of
the status quo and alter the environment.
During recent years, many authors have proposed a distinction between managers who rely on their formal position
and work mostly with bureaucratic processes, such as planning, budgeting, organizing, and controlling, and leaders
who rely on their personal abilities, visions, agendas, and coalition building and who mainly affect people’s feelings
and thinking by noncoercive means (Kotter, 1985; Zaleznik, 1989). Zaleznik views the influence of leaders as altering
moods, evoking images and expectations, and establishing specific desires and objectives. Previous research has
investigated the motivational effects of leaders. Bono and Judge (2003) found that followers of transformational
leaders reported more self-concept engagement in their work. These findings used the self-concordance model as
defined by Sheldon and Elliot (1999), which is the extent a person's activities such as work-related tasks or goals are
a reflection of his or her authentic interests and values (Bono & Judge). Extending this research on the motivational
effects of leaders, Strickland et al. (2007) empirically investigated the relations among work engagement,
charismatic leadership, and turnover. Using a sample of 59 undergraduate college students, these researchers
explored the mediation role of work engagement between charisma and turnover. Results indicated support for all
hypotheses, including a positive correlation between charisma and work engagement, a negative correlation
between work engagement and turnover intentions, and the mediation of work engagement on charisma and
turnover intentions (Strickland et al.).
19

O’Really et al (1991), state that a new brand of leadership-transformational leadership is the key to revitalizing large
U.S corporations such as general motors, AT&T, general electric etc. The transformational approach views leadership
as a shared process. The outcome of this process is the ability to transform oneself, others, and the organization to
new, unimagined heights of motivation and performance. Priyabhashini and Krishnan (2005), studied the
relationship between transformational leadership, leader’s expectation from follower and follower’s readiness for
promotion using a sample of 101 managers from two organizations in India. The results showed that leader’s
expectation was significantly positively correlated to follower’s readiness for promotion.
Work Engagement
In the last two decades, there has been active interest among researchers, managers, consultants, and
organizations on the concept of work engagement. In fact, a survey of 656 Chief Executive Officers (CEOs) found
that engaging employees was one of the top five most important things to CEOs (Wah, 1999). In 2008, the Society of
Industrial-Organizational Psychology dedicated the first issue of its new journal for researchers and practitioners of
Industrial Organizational Psychology to a discussion on work engagement (Macey & Schneider, 2008). The Gallup
consulting reported that less than one in every five workers is engaged (Buckingham & Coffman, 1999). Joseph,
Newman, and Hulin (2010) conducted a meta- analysis and concluded that work engagement is a “higher-order job
attitude construct” which summarizes a number of attitudinal constructs such as job satisfaction, affective
organizational commitment and job involvement.
The definition of work engagement has continued to evolve over the years; now the most commonly agree upon
definition is “a positive, fulfilling work-related state of mind that is characterized by vigor, dedication, and absorption”
(Schaufeli, Bakker, & Salanova, 2006). Vigor is tantamount to the energy and persistence one puts forth in their
work. Another word often associated with vigor is resilience. Vigor is considered the opposite of emotional
exhaustion within the job burnout construct (Maslach & Leiter, 2008). Dedication, the second aspect of engagement,
is defined as the enthusiasm, pride and sense of significance that one associates with their job. Absorption, the third
aspect, is an experience where a person is engrossed in their work so much that time passes without notice and it is
difficult to detach oneself from one’s work.
Saks (2006) found that job characteristics (i.e., autonomy, task identity, skill variety, task significance, feedback from
others, and feedback from the job) explained a significant amount of variance in job engagement (R2 = .37, p
<.001). However, the two interpersonal dimensions of the job characteristics model (i.e., friendship opportunities
and dealing with others) were not included in Saks study. One could argue that the interpersonal job characteristics
would also have an impact on work engagement. Schaufeli and Bakker (2004) found a positive relationship between
job resources (performance feedback, social support, and supervisory coaching) and work engagement. Hakanen,
Bakker, and Schaufeli (2006) found that job control, supervisor support, information, social climate, and innovative
climate were all positively related to work engagement. Lastly, Bakker et al. (2007) found that supervisor support,
innovativeness, organizational climate and appreciation were all predictors of work engagement. A common theme
among each of these studies is not only the focus on job resources, but more specifically, the social and interpersonal
resources that contribute to Work engagement.
There have been some attempts to show a relationship between work engagement and profitability. Harter, Schmidt
and Keyes (2003) conducted a meta- analysis of data collected from Gallup’s surveys of several large organizations
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and found that companies that promote work engagement had lower turnover, higher customer satisfaction, higher
employee productivity and higher company profits. According to Bakker, Hakanen, Demerouti, and Xanthopoulou
(2007), work engagement occurs when there is an abundance of resources compared to the demands of the job and
those resources can be used to perform the job at high levels. Halbesleben & Wheeler (2008) found that
engagement correlated significantly with performance as rated by the self (r = .28), - supervisors, (r = .32) - and
coworkers (r = .27). Furthermore, engagement has been found to predict other variables related to performance.
Psychological Empowerment
The concept of psychological empowerment has gained wide acceptance in both management theory and practice.
A substantial body of research has accumulated during the past two decades refining the conceptual domain of
psychological empowerment and investigating its antecedents and consequences. It is generally recognized that the
construct consists of four dimensions i.e. meaning, competence, choice, and impact (Spreitzer, 1995) and is related
to various work behaviors, attitudes, and performance.
In the workplace empowerment can significantly help both organizations and employees. In fact, it is recognized to
be "part of everyday management language" (Wilkinson, 1998). Empowerment has also been considered as a
management practice which can be implemented in every organization and in every sector (Luthans, 2004). The
most simple and generic form empowerment "is concerned with giving employees more authority and discretion in
task and context related issues" (Melhem, 2004).
Bowen & Lower (1995), define empowerment as the granting of four features: a) information about organizational
performance, b) rewards based on organizational performance, c) knowledge that enables to understand and
contribute to organizational performance, d) power to make decisions that influence work procedures and
organizational direction. Moreover, Kanter (1979) stated that empowerment results from decentralization, from the
lack of many hierarchical levels and finally from employees' participation. These ideologies claim that dual benefits
will be accomplished by providing employees with more power and authority. On the one hand, the complexity of
organization's procedures is better encountered; on the other hand employees will be more committed and effective.
The psychological approach describes empowerment as a psychological state and more specifically a psychological
enabling. It is "a process of enhancing feelings of self-efficacy among organizational members through the
identification of conditions that foster powerlessness and through their removal by both formal organizational
practices and informal techniques of providing efficacy information" Conger & Kanungo (1988), (p. 474). Thomas
&Velthouse (1990), extended this approach by defining power as energy; to empower means to energize, and it is
related to "changes in cognitive variables (called task assessments) which determine motivation in workers". Finally,
Spreitzer's (1995) model based on their approach defined empowerment as intrinsic task motivation manifested in
four cognitions: meaning, competence, self-determination and impact.
Thomas and Velthouse (1990) described empowerment using the construct of intrinsic task motivation. They
defined psychological empowerment as a set of four cognitions reflecting an employee’s orientation to his/her role in
terms of meaning, competence, self-determination, and impact. Kirkman and Rosen (1999) studied the impact of
factors that may affect team psychological empowerment and psychological empowerment. The results of their
research revealed that psychological empowerment of a team of private employees increased job satisfaction,
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organizational commitment and team commitment. Dewettinck et al. (2003) studied the impact of psychological
empowerment on performance, organizational commitment, and job satisfaction. They found that the impact of
psychological empowerment on job satisfaction is most apparent in low-level employees.
Psychological empowerment is a key component of transformational leadership in increasing the commitment of
followers to the organization (Avolio, 1999; Bass, 1999; Yukl, 1998). Prior research has demonstrated that followers
who are empowered display more commitment to the organization (Eisenberger, Fasolo, & Davis-LaMastro, 1990;
Kraimer, Seibert, & Liden, 1999). If psychological empowerment does mediate the relationship between leader style
and follower commitment, transformational leaders who practice psychological empowerment skills are provided
with another tool by which leaders can work to enhance the commitment level of followers to the organization.
Several empirical studies (e.g., Avolio, Zhu, Koh, & Bhatia, 2004; Fuller, Morrison, Jones, Bridger, & Brown, 1999;
Kark et al., 2003) have demonstrated a positive relationship between transformational leadership and followers’
psychological empowerment. The transformational leaders create a strategic and innovative vision and they
communicate that vision to all employees that their work is important and their organization has a better and more
meaningful future. A meaningful vision may satisfy their needs for competence, self-determination, and impact by
being a member of an effective organization. Thus, followers’ psychological empowerment and identification with
the organization would be more likely to increase (Ashford et al., 2008).
Hypotheses
1.

The work engagement of employees with transformational leader will be higher than employees with

2.

transactional leader.
The psychological empowerment of employees with transformational leader will be higher than employees
with transactional leader.

Method
Participants
The participants of the study consist of 116 men and women employees of the organization within the age range of
22 to 35 years. The participants include the employees from private organizations with same job
positions/hierarchical structure within the organization. The organizations managers are excluded from the study
since the aim of the study is to understand the leadership styles from an employee’s perspectives. In this study
leadership styles are measured as the participant’s perception about the leadership style used by the managers and
its impact on work engagement and psychological empowerment of an employee.
Tools
1.

Multifactor Leadership Questionnaire (MLQ)
The leadership style of the participants is measured by multifactor leadership questionnaire (MLQ 5 x)
developed by Bass & Avolio (2004). It is a comprehensive survey of 45 items, which measures a full range of
leadership styles. This scale is a 4 point Likert scale. The MLQ 5x has strong validity and reliability and has
been used extensively in research and commercial applications worldwide. According to Avolio and Bass
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(2004), reliability for the MLQ 5X was presented as follows: Cronbach alpha for all of the transformational
styles ranged from 0.83 to 0.70. Cronbach alpha for the transactional leadership styles ranged from 0.75 and
0.69. Cronbach alpha was 0.71 for the non-transactional style, laissez-faire.
2.

Utrecht Work Engagement Scale or UWES-17
In the present study Utrecht work engagement scale (The work & wellbeing survey) developed by Schaufeli
and Bakker (2003) is used to measure work engagement. The 17 item version of the scale includes a 7-point
Likert scale ranging from never to always/every day; the measured dimensions include vigour, dedication
and absorption. Example of items are: “At work, I feel bursting with energy” (vigour), “I am enthusiastic
about my work” (dedication), and “I am immersed in my work” (absorption). The test-retest reliability
coefficient for the Salvation Army was found to be .63 and for paramedics it was .72, coefficient alpha was
found to be .93, internal consistency estimates ranged from .88 -.95. Since its introduction, a number of
validity studies have been carried out with the UWES that uncover its relationship with burnout and
workholism.

3.

Psychological Empowerment Instrument
The psychological empowerment is measured by the instrument developed by Spreitzer (1995). It includes
12 items and incorporates a 7-point Likert scale ranging from very strongly agree to very strongly disagree;
the dimensions within this instrument include meaning, competence, self- determination, and impact.
Examples of items are: “my job activities are personally meaningful to me” (meaning), “I am confident about
my ability to do my job” (competence), “I have significant autonomy in determining how I do my job” (selfdetermination). Cronbach alpha for the entire scale was found to be 0.78, for subscales they were as follows;
0.72 for meaning, 0.75 for competence, 0.75 for self-determination and 0.85 for impact. The test -retest
reliability has been proved to be strong and the validity estimates for the dimensions are typically around .80.

Procedure
The permission and consent regarding employee’s participation in the study was taken from the respective
organizations. The participants were provided with the three questionnaires and a consent form. They had to fill up
the details in the consent form and sign to convey their agreement to participate in the survey. Once they had filled
and signed the consent form they were asked to fill the questionnaires. Then demographic data sheet and three
questionnaires were provided to an individual employee. The participants were first given the multifactor leadership
questionnaire, then psychological empowerment instrument, and lastly the Utrecht work engagement scale. During
the administration, if participants had any doubts, they were cleared by the administrator. Participants were thanked
and debriefed about the purpose of the study. After completion of the survey, the filled questionnaires were taken
back and checked by the administrator. After collection of data; verification, scoring and tabulation, it was subject to
statistical analysis.

Results
The purpose of the study was to determine the role of leadership styles on employee’s work engagement and
psychological empowerment. Descriptive statistics was computed for all variables in the study i.e. leadership styles
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(transformational and transactional), work engagement and psychological empowerment. The results of the
descriptive statistics of the means and standard deviations for leadership styles i.e. transformational and
transactional are shown in Table 1. The MLQ-5x, short form was used to measure the leadership styles of the
employees. Based on the scores obtained, participants were seen as using either transactional or transformational
leadership styles.
Table 1
Means and Standard Deviations for Leadership Styles
Leadership Styles

N

Mean

SD

Transformational leadership style (High)

74

75.39

14.4

Transactional leadership style(High)

42

61.8

11.38

The scores obtained by administering the MLQ 5-x, short form, the participants are grouped as ‘transformational’
leaders or as ‘transaction leaders’. Among the 116 participants, 74 participants were higher on the transformational
leadership style and 42 participants were higher on transactional leadership style. The mean obtained for
transactional leadership style was 61.80, SD= 11.38, with N=42. While, the mean obtained for transformational
leadership style was 75.39, SD=14.40, with N=73.
Hypothesis 1 of the study stated that ‘the work engagement of employees with transformational leader will be higher
than employees with transactional leader’, for testing this hypothesis t test was conducted. The mean scores
obtained by individuals with transaformational and transactional leaders on work engagement were compared by
using t-test for the independent sample. The results of the descriptive statistics of the means, standard deviations
and t-test for work engagement are shown in Table 2.
Table 2
Mean, SD and t values for Leadership Styles on Work Engagement
Leadership Styles

Mean

SD

t - Value

p

Transformational Leadership Style

84.04

429.35

14.66*

0.00

Transactional Leadership Style

28.78

292.80

* p < .05 significant at .05 level
The t value obtained on work engagement for transactional leadership style is t (114) = 14.66, p < 0.05 is significant
at 0.05 level. The mean for work engagement under transformational leadership style was, M= 84.04, while for
transactional is M=28.78. Hence, the hypothesis - 2, the work engagement of employees with transformational
leader will be higher than employees with transactional leader is accepted.
Hypothesis 2 of the study stated that ‘the psychological empowerment of employees with transformational leader
will be higher than employees with transactional leader’, for testing this hypothesis t test was conducted. The mean
scores obtained by individuals with transaformational and transactional leaders on psychological empowerment
were compared by using t-test for the independent sample. The results of the descriptive statistics of the means,
standard deviations and t-test for psychological empowerment are shown in Table 3.
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Table 3
Mean, SD and t values for Leadership Styles on Psychological Empowerment
Leadership Styles

Mean

SD

t - Value

p

Transformational Leadership Style

53.38

420.78

6.66*

0.00

Transactional Leadership Style

28.90

243.69

* p < .05 significant at .05 level
The t value obtained on psychological empowerment for transactional leadership was t (114) = 6.69, p < 0.05 is
significant at 0.05 level. The mean for psychological empowerment under transformational leadership style was M =
53.38 and for transactional was M = 28.90. Hence, the hypothesis, the psychological empowerment of employees
with transformational leader will be higher than employees with transactional leader is accepted.
Discussion
The business world is a different place each day. Business motivations, trends, and economic models have shifted
immensely. Now managing people requires a different approach to be effective. The difference in leadership styles
and its importance is intrinsically felt in the work environment and impact of leadership can be measured on the
productivity and profitability of businesses. The purpose of this study is to investigate the role of leadership styles on
employee’s work engagement and psychological empowerment.
The transformational leaders have a clear and meaningful vision for their organization and direct their organization
toward that goal. This vision is often powerful and portrays a much-improved company and/or a better way of
operating the business and communicate that vision to all employees. Thus, employees are more likely to believe
that their work is important and their organization has a better and more meaningful future. Thus, followers’
psychological empowerment and identification with the organization would be more likely to increase ( Bass, 1985;
Sosik & Jung, 2010).
According to Bass and Avolio (1994), transformational leaders are characterized by behaviours that include,
idealised influence, individualize consideration, inspirational motivation and intellectual stimulation.
Transformational leadership is also present at all levels of the organization and adds to the attainment of goals, by
being flexible in respect of new demands and changes and by creating a bond between followers and their leaders
(Bass, 1998). Research indicates that transformational leadership and ethical leadership behaviors have a positive
relationship to engagement.
Employee engagement is important to the study of leadership because it has been positively linked to higher levels of
individual performance, employee retention rates, and corporate profits (Gable et al., 2010; Glavas & Piderit, 2009).
Research has demonstrated that a leader’s behaviors and a leader’s ability to demonstrate alignment of
organizational values with employees’ values increases engagement (Prottas, 2011). Thus, the results indicated a
high, positive correlation between the two variables demonstrating that leaders who display transformational
leadership positively affect their employee’s level of engagement. Similar studies (Shuck & Herd, 2012;
Glavas&Piderit, 2009; Zhu et al., 2009), have shown that leaders who exhibit transformational leadership behaviors
are able to align employee values and goals with organizational values and goals to develop an emotional
connection, thus increasing employee engagement.
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An employees personal resources, such as optimism, self-efficacy and resilience are functional in controlling the
environment and exerting impact on it in a successful way. Furthermore, engaged employees have several personal
characteristics that differentiate them from less engaged employees, this includes vigor, absorption and dedication.
Avolio et al. (1999) noted that transformational leaders embodied characteristics of being charismatic and influential
in their ability to make employees do more than what was expected of them at work. Similarly, Bass (1985b)
suggested that employees were more likely to devote additional extra effort at work, if they reported to a
transformational leader who guided their employees by stimulating them and inspiring their trust.
Being highly engaged at work leads to a sense of feeling psychologically empowered. Working with a
transformational leader not only creates an environment for growth but also leads to higher levels of empowerment.
A study highlighted the transformational leadership’s role of creating more social identification with the group or
organization in making followers feel more empowered (Avolio, Zhu, Koh, & Bhatia, 2004).
Psychologically empowered individuals perceive themselves as competent and believe that they have the ability to
influence their work environments and they have a choice in initiating actions (Conger &Kanungo, 1988; Spreitzer,
1995; Thomas &Velthouse, 1990). Kahn (1990, 1992) explained that employees deriving a greater sense of meaning
from their work would have higher levels of being engaged in their organizations and energy to perform. Moreover,
Behling and McFillen (1996) posited that because transformational leaders empower their subordinates to have
more responsibility in their jobs and tasks, the subordinates feel higher job satisfaction and organizational
commitment. Fernandez and Moldogaziev (2013) also maintained that employees with power and opportunities in
their jobs feel empowered and happy and are more productive at work.
The findings of the present study have shown that the leader using transformational leadership styles provides his
followers with higher levels of psychological empowerment and work engagement. A transformational leader fully
engages with people and seeks to satisfy their needs along with the organization's needs.
Conclusion:
The finding suggested that employees with transformational leaders shows higher work engagement and better
psychological empowerment and indicate that transformational leadership style is more effective than transactional
leadership style. Thus, it enables organizations to acknowledge the importance and effectiveness of
transformational leadership style at the work place.
Implications:
A effective leader can lead the organization to success. If organizations can understand the importance of identifing
transformational leaders and put them in charge of corporate functioning they tend to improve the outcomes of
existing employees and equip new employees for productive work. The effect of using transforamtional leadership
style lead to not only higher levels of productivity, but also helps in keeping them engaged, developing a sense of
empowerment and increasing their loyalty towards their organizations.
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Abstract
Human resource is the most precious resource for any organization. Thus, finding and selecting the best people for
an organisation is still the most important HR intervention. Recruitment, encompassing the complete procedure of
sourcing, selecting, and onboarding employees to an organisation and it is a function typically housed within Human
Resources. Thus, it plays a vital role to streamline the human resource processes at an organisation. Recruitment of
right person on the board of a company is indispensable for success of the organization.
Today, in many organisations the HR practices in recruitment and selection are still of the Stone Age. But they need to
realize Recruitment is of the most crucial and the level of performance of organisation depends on the effectiveness
of its recruitment function. Companies are starting to realize that a talent management strategy is not only desirable,
but also crucial to success. Hiring and developing great talent has always been one of the most important things a
company can do. But at the same time it’s critical that a company realizes that field of recruiting is changing now at
the fastest pace in its history. And keeping up to date with the latest trends seen in organisations around the world is
the best way to ensure that an organisation is at the forefront.
Organisations have to develop and follow recruitment strategies to hire the best talent for their organisation and to
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utilize their resources optimally. Organisations need to take up various tactics to bring the best talent to their
companies and hit upon best practices and research strategies in sourcing techniques, employment branding, social
recruiting, and keep on top of the most up-to-date recruiting technology trends & practices.
An appropriate and successful recruitment strategy should be conceived and planned to attract more and good
talent to apply in an organisation. Thus, the paper aims in highlighting the recent trends in recruitment industry
along with few strategic tools for achieving organisation growth and development.

The need for Recruitment Strategies

Strategic Recruitment Process

Although it might seem easy, recruitment of the right

Identify vacancy

On-site meeting to
discuss requirements

Candidate attraction
campaign

Screening and
Assessment

Pre-selection

Response handling

Shortlisting

Interviews

Offer/rejection

talent, at the right place and at the right time, takes skill
and practice, but more importantly, it takes strategic
planning. An understanding of the labour market and the
factors determining the relevant aspects of the labour
market is key to being strategic about your recruiting
processes.
Based on this information, when a job opening occurs, the
HRM professional should be ready to fill that position. Here
are the aspects of developing a recruitment strategy.

Post-hiring support
and analysis

Fig.01

Based on this information, when a job opening occurs, the HRM professional should be ready to fill that position.
Here are the aspects of developing a recruitment strategy:

Common issues in Recruitment
Below is a list of common issues of having adopting an un-regulated recruitment strategy:
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Too many agencies being utilized across the business.
Little formal recruitment strategy – hires are often ‘Panic Buys.’
No co-ordination or sharing of business information or best practice.
No economy of scale cost reduction – no bargaining power.
No formalized agreements: terms of business / service levels.
Isolated relationships with individual suppliers and line managers.
Large degrees of misinterpretation of requirements.
No project based recruitment strategies.
Little use of internal recruitment methods.
Not sufficient sector knowledge from individual agencies.
No consistency in approach or relationship.
Very high quantity of CVs and not enough quality.
Lack of consistent screening methods.
Lack of relationship management skills.
Loss of good candidates through an unprofessional or unstructured recruitment processes.
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In order to develop a meaningful recruitment strategy for the future it is crucial that to understand the current
process of works and an understanding of the new recruitment concepts & practices. And to understand the current
process of works, there is the need of a Recruitment Audit.

Recruitment Process Audit
In today's rapidly changing and highly competitive globe attracting, developing and retaining talented people is
more crucial than any other activity. Therefore, recruitment is likely to feature on an organisation's risk inventory and
the recruitment audit activity can disclose the relative implication of human resource risks in comparison to others on
the strategic risk chart of an organisation.
For example the Audit may report on how well HR department is applying recruitment procedures and reports
against key performance indicators. The audit can supply an independent view on whether senior management can
rely on the statements being made & the scope their work accordingly.
In addition internal recruitment audit can offer objective and independent assurance that the content of policies and
procedures for recruitment and selection are in accordance to the organisation's goals and objectives. It would also
show the cost effectiveness of the entire recruitment process.
The recruitment process needs to focus on applying the procedure to see it is achieving the desired outcome that is
selecting the right people for the right jobs at the right time with the right cost. An internal audit can appraise the
whole process by conducting a 'walk through' of the practices with a consideration of the overall effectiveness and
efficiency. This must include reviewing the level to which risks and procedures are being identified and managed.

Cost Benefit analysis of recruitment
Ÿ

Goal Setting - There are various facets of recruiting which can be evaluated such as the effectiveness of

Ÿ

recruiters and organization needs to set goals for recruiting by types of employees
Deciding on Extreme Match Level - Organizations are required to decide who are the best recruiters. They
may be the persons who can meet up or exceed quotas and whose recruits will stay with the organization

Ÿ

and are assessed well by their superiors
Evaluating Sources of recruits – Organisation also need to asses the sources of recruitment and the cost

Ÿ

involved therein.
Cost of Advertising - The techniques of advertising for recruiting which are used by an Organisation can be
evaluated along various dimensions.

Build a Recruiting Culture
Creating a purpose-driven culture around recruitment can make your entire organization move faster towards
achieving its strategic goals. “Recruiting culture” refers to the processes, systems, behaviors, and performance of an
organization—not just the recruiting team—as it relates to the sourcing, selecting, and hiring of talent.
“The ultimate strategy,” or recruiting culture” strategy which aims at transforming each employee into a 24/7 talent
scout. The only factor that can make a recruiting culture unique is the comprehension among employees, executives
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and managers, that good quality recruiting is essential in order to “move the needle” of business accomplishment.
Hence, recruiting culture is a strategy that shifts the responsibility of recruiting to employees and managers.
Whereas the recruiting department offers leadership, every department and individual in the organization is
assigned an important role in recruiting.
Recruitment by identifying next-generation best practices
Top Priority in Recruitment
1. Recruiting/Sourcing
highly-skilled talent

Organizations have been fighting with the challenge of
sourcing talent, and speed of hiring. Hence have been

46%

striving a lot to find out means and ways to innovate new

2. Improving quality of
hire

concepts and methods of recruitment. Here an organisation

34%

and HR professionals need to understand the priorities in

3. Improving sourcing
techniques

25%

4. Pipelining talent

recruitment process as mentioned in Fig.02 so as to make
the process of recruitment smother and hassle free by

23%

Global

identifying the next-generation best practices.

Fig.02

The following are few innovative practices discussed for recruiting.
Modern Techniques of Recruitment
Today organisations are working on new and innovative methods & Models of Recruitment. This can be a new-age
solution designed to overcome problems in traditional recruitment approaches like critical skill-set supply and
demand prediction. Few of such concepts and practices are discussed below.
Ÿ

Recruitment Method Based on Knowledge

The way that this method of recruiting works is that together, both the client and the recruiting company define the
anticipated skill-set requirements over a period of time; say a twelve-month period. Once this has been established,
a minimum rate of ongoing recruiting activity can be agreed upon. From this activity, candidates who become
available immediately will be hired on an ongoing basis. Candidates who are potentially interested in making a move,
but are not available immediately, can be tracked until they are available. In addition, all information pertaining to
recruiting sites is captured and entered into the knowledge database. The process requires continuous monitoring of
both the long-term and short-term needs of the client and, whenever necessary, redirecting both the amount and
focus of the recruiting effort in line with the client s changing needs. In other words, knowledge-based recruiting is
an ongoing, flexible retained search that allows for a rapid response to the needs of the organization. Knowledgebased recruiting is targeted search, taken to a new level of client relationship. It is a client-directed, continuous, yet
flexible recruiting initiative designed to overcome the problems of critical skill shortage or sustained growth. It
means that we do not have to “re-invent the wheel” every time a new opening occurs. It delivers a better quality of
candidate, better value-for-money, and bettertime-to hire periods. It is based on a mutual agreement between client
and recruiting firm to invest in a long-term strategic relationship. The philosophy behind knowledge-based recruiting
is that all information gleaned from a recruiting activity should be stored for use at a later date. In other words,
Recruiting is viewed as not only a short-term process – to fill today s position now – but as an opportunity to build a
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database of knowledge which will result in rapid future hires. Knowledge-basedrecruiting is based on the concept of
sharing Information and updating information on an ongoing basis, in order to continuously build a pool of talent.
The database which is generated contains information pertaining not just to target candidates, but also to target
sites identified by location, product or technology.
Ÿ

Online Recruitment / E-Recruitment Method

The buzzword and the latest trends in recruitment is the “E-Recruitment”. Also known as “Online recruitment”, it is
the use of technology or the web based tools to assist the recruitment processes. The tool can be either a job website
like naukri.com, the organization’s corporate web
Source Of Hire - Quantity and Quality
site or its own intranet. Many big and small
organizations are using Internet as a source of

Internet job boards

Company career website

74%

recruitment.
They advertise job vacancies through worldwide

64%

web. The job seekers send their applications or
curriculum vitae (CV) through an e-mail using the
Internal hires

Internet. Alternatively job seekers place their CVs in

62%

worldwide web, which can be drawn by prospective
employees depending upon their requirements.
Social professional networks

59%

Here, an organisation needs to have a check on the
source of hire whether it’s by quantity or quality and

Fig.03

should look into the sources as mentioned in Fig.03.

Few Practices and Concepts involved in Modern Recruitments:
Re – Recruitment - It’s all about recruiting the most qualified, experienced or efficient staff and employees those
who have left the company. Organisation needs to let them know that they are welcome back. These employees may
have left for a new challenge, a change of location or higher pay which the current organisation can’t afford at the
moment. But if they are not contented at the new place, they can always get back to their old organisation. This can
also reduce cost on training and save time which an organisation might have to expend for a newly hired employee.
But, this of course cannot be applied in all cases and to all employees.
Scouting - It refers to sending the representation of the organizations to different sources of recruitment with a
view to influence or stimulates the candidates to apply for a job. The representative provides information about the
organisation and exchange information and clarifies the doubts of the candidates.
Resume Bank & Resume Scanners – Resume bank is all about creating a complete online recruitment
application section in the company’s own website. This is posting about the position with the job description & the
job specification on the job portal and as well as looking for the suitable resumes posted on the site matching to the
opening in the organization.
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The top 3 sources of quality hires
for most companies are

On the other hand resume scanner is one of the
most important benefits provided by the job portals
to an organization. It facilitates the employees to

46%

48%

40%

monitor, scrutinize and filter the resumes through
pre-defined criteria and requirements.

Employee
referrals

Third-party website or Social professional
online job boards
networks
Fig.04

When an organisation makes a resume bank, it should look into the quality of resume and the hires as the best
quality hires comes from employee referrals (Fig.04).
ESOP’s - Most of the companies recently have started stimulating the employees by offering stock ownership to the
employees through their Employees Stock Ownership Programme. And, Body shopping is also known as employee
leasing activity.
Event Recruiting - This is a form of recruitment where events are sponsored to find the candidates an organisation
is seeking for. By offering a presentation and advertising of a company in a way which will attract the candidates and
let them know that a company knows what the participants are looking for, a company can bring in the most suitable
candidates which one might consider to hire.
Virtual Reality – 360° video or Virtual Reality is another “only in your dreams” technology that has already seeped
into recruiting. Companies like General Mills have started to utilize this technology in employer branding and
recruitment marketing to excite potential applicants. VR/360° can produce video images that are surprising and they
give a WOW factor that lets the energy, excitement and passion at a company come through. Organisations can
anticipate emerging utilization of these technologies in exact areas including college recruiting, company tours, job
previews, employee profiles, and even simulations for a candidate’s assessment.
Chatbots – This provides live recruiting answers. Thus it is an application based on artificial intelligence and is
designed to hold verbal and text based conversations with potential recruits. It is a faster and cheaper in a way to
provide “live answers” to possible applicants, and eases the burden on recruiters. Facebook has recently announced
a gigantic effort to augment bots on its Messenger platform, as an innovative means for brands to automate
interaction.
Algorithms vs. human judgment – Human judgments have been utilized in applicants and candidates
assessment for decades, but we should not be surprised to know that algorithms can be correlated with quality of
hire replace. It’s significant to note that firms like Google have found that unstructured interviews can be “a complete
random mess” and that human beings make significant mistakes when screening resumes. In fact, research
conducted by the National Bureau of Economic Research recently confirms that data-rich computer algorithms “do a
better job evaluating a job applicant’s personality, cognitive skills, technical skills, and overall fit for a job than a
recruiting professional.”
Algorithms which covers “person-to-job matching” is also developing to the point where they will soon turn out to be
very accurate, and subsequently mainstream.
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Personalization & segmentation – An organisation or HR department expecting to catch the attention of
individuals, top performers and innovators from various diversity groups may fail if it uses a “one size fits all”
approach. By accepting personalization approaches mostly used by marketing teams, recruiting can recognize the
factors that successfully attract segments of target audience or specific individuals to an organisation. The same
marketing research methodology can also be used to make out the specific criteria that will make a highly enviable
candidate accepting a job. Thus, firms need to adapt or customize the information that they give through
personalized messaging, landing pages, videos & social presences.
Heat maps – Heat maps are used in Business functions in order to visualize the areas where opportunities and
problems are occurring. It can frequently be used to make out the best sources, the teams of employees generating
the most referrals and comprehend the geographic areas where recruitment is highly competitive.
It is easy to generate Heat maps from data in Excel spreadsheets. Today, the emerging trend is to rely on expert
knowledge, quantified business impacts and data to persuade hiring managers so as to make the right decisions.
A new breed of recruiting professionals – over the past few years there has been marked a most important shift
in leading-edge corporate recruiting. There has been a perceptible shift towards becoming “recruiting consultants”,
ensuing in a focus on hiring individuals those who have worked in the business side. In addition to that professionals
are gaining an amplified desire for having the rare combination of business acumen and skills in social media,
consulting and sales & marketing, finance, data & technology etc.
Events – Today, business firms like Microsoft organizes events annually to let people to network and gain knowledge
of new process, systems and technologies. The PDC (Microsoft’s Professional Developer Conference), usually
conducted in July, hosts thousands of web developers and other professionals looking towards updating their skills
and meet new people.
Several organizations, such as Choice Career Fairs, hold job fairs all over the country; taking part in this type of job
fair may be an outstanding way to meet up a large variety of candidates. Other events may not be specially for
recruiting, but attending these events may allow one to meet people who could possibly fill a position or future
position. For instance, in the world of fashion, Fashion Group International (FGI) holds events internationally on a
weekly basis, which may provide the opportunity to meet qualified candidates.
Specific /Special Interest Groups (SIGs) – This may necessitate membership of individuals; focusing on
special or specific topics for members. Very often SIGs will have opportunities and areas for job posting, or a variety
of discussion boards where jobs can be posted. For example, the Women in Project Management SIG provide news
on project management and also have a place for job advertisements.
Few other examples of SIGs include the following:
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Special Interest Group for Accounting Information Systems (SIG-ASYS)
Oracle Developer SIG
American Marketing Association Global Marketing SIG
African American Medical Librarians Alliance SIG
Junior Lawyer SIG
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Recruiting using SIGs can be a great way to target a specific group of people who are trained in a specific area or who
have a certain specialty.
Hiring through Social Media - With 243.2 million internet users and 106 million active social media users among a
total population of over 1200 million, the social media wave is yet to get into the heart of India. Talking of using social
media for recruitment, this penetration has been equally low, especially when compared to the global markets
(where more than 90 per cent recruiters consider social media as one of their major tools). However, given its
numerous benefits and ease of usage, there would definitely be an increased focus on social media channels in 2015.
While the penetration might not reach 90 per cent in this year itself, according to ISR 2015, the number of recruiters
accepting social media as recruitment and sourcing channel will certainly double.
Recruitment technology adaptability - As increasing number of employers reach out to Tier II and Tier III cities
to meet their hiring needs, increased usage of technology would not be a choice but a necessity. This would increase
the adaptation of innovative tools like video interviewing, asynchronous interviewing and online assessments that
not only will increase the efficiency of the hiring process by 50-60 per cent, but at the same time help in increasing
the quality of hire.
Recent surveys indicate that increasingly large number of prospective candidates uses mobile devices to access the
internet and carry out personal tasks including job search. Hence, a growing trend among large firms is to create a
mobile career site built specifically to meet the needs of the mobile device users. Gapmarks.com is a new innovative
startup that offers a time saving tool to fully automate the process of job postings to over 150 job boards.
Recruitment Analytics - The business now expects HR leaders to be strategic partners. As the growth wave in
business fires up the hiring engine of the organization, talent acquisition leaders are expected to have the armor of
data. By using analytics, HR professionals would be ready to move from intuition-based decision making to datadriven decision making. A recent study by LinkedIn on global recruitment market shows that most organizations do
not use data well in the space of talent acquisition. Though India, with 55 per cent score, is well above the global
average of 24 per cent on how well analytics is used for talent acquisition process, this number would grow further as
analytics enters more into workforce planning, workforce utilization, and simultaneously into untouched areas like
sourcing.
Candidate experience in recruiting - With everyone fighting the war to attract the best talent, it is only obvious
that organizations are now focusing on delivering an unparalleled experience to candidates. Though a year ago this
intent was limited to industries like IT/ITES, it will soon be adapted by others too. A good candidate experience is
brilliant marketing for an organization and a bad hiring experience may cause the right applicant to turn down the
job. Top talent has no desire to work in a disrespectful organization with leaders who simply don’t care about the
recruiting process.
Recruiting Passive candidates - They have been attracting recruiters’ attention for quite some time now. And as
increasing focus of organizations falls on “quality of talent” rather than time to fill or hiring manager’s satisfaction,
this trend would grow further. There will be an upsurge in usage of tools like social media that encourage
collaboration and help in engaging this set of job seekers. One can expect increasing number of organizations to
have specific strategies for both active and passive jobseekers.
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Passive Candidate Recruiting: India In Global Top 3
1.)

Increase in Indian companies reaching out to passive candidates via proactive sourcing. India ranks 3rd

2.)
3.)

(69%) compared to other countries in terms of hiring passive candidates.
Companies in the US (83%) and China (72%) are most aggressively recruiting passive candidates.
Globally, 75% of professionals consider themselves “passive” yet only 61% of companies consider recruiting
passive talent.

Employer branding for recruiting: In today’s world of talent wars, attracting candidates is considered as important as
attracting customers. In such a scenario, recruiting will increasingly resemble a marketing function. Employer
branding would gain more importance than ever. The near future will see employers across industries focus on
building attractive employer brands, and using channels like social media and video marketing to reach the
workforce apart from the traditional methods.
Recruitment on mobile phones: India is home to about 350
million unique mobile phone users that use this medium to surf
the Internet. When talent spends such a large portion of their
time on mobile, it makes sense for the recruiters to be there to
attract their attention. As per a recent LinkedIn report (Fig.05),
there has been a 90 per cent increase in the number of mobile
users who look out for job opportunities and 75 per cent
increase in the users who apply for jobs through this medium.
This would encourage a large number of employers to have
mobile-optimized career sites and job postings.

Fig.05

Talent Rediscovery
As hiring will be increasing, recruiters will receive more applications for more positions across the board. For high
volume positions, recruiters receive more than 250 applications on average. Once these resumes enter an
Application Tracking System (ATS), nonetheless, the majority of them are never looked at again.
The capacity to easily, quickly and accurately scrutinize the resumes of past applicants for a current opening has long
been desired by recruiters. With recent progress in resume screening technology, this type of talent rediscovery has
become possible. Even though this technology is brand new, it will become one of the most popular trends because it
answers widespread problems in recruiting.
Innovative Recruitment Practices in Modern Recruitment Practices
Ÿ

Sending of SMS - E.g. - Converges provide individuals an easy option to send their application by simply
texting the word “APPLY” to a specific number and in turn receives a reply from the organization to proceed
with the application process.

Ÿ

Video / Visual Networks - Nowadays, Companies also using Online Video channels like You tube, Google
Video portal
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Ÿ

Blogging on Social Networking Sites - E.g.: Twitter, Face book, Multiply, HRLink, CiteHR, LinkedIn etc.

Ÿ

Job Fairs, Job Application Banners, Pamphlets, Hoardings, Advertisement in Public transport by using
visual and audio aids.

Ÿ

Advertisement through public address system - Radio, Television. Even though advertising in the
media still remains a powerful source in attracting candidates, pioneers in the field say that “the most
suitable, qualified and talented candidates aren’t even looking”. So approaching this set of candidates should
be done after careful observations and by being attractive and making the candidates want to join your
organization for his or her career growth.

The paradigm shift in Recruitment
With the advent new technology and change in the mindset of employers, there has been a great change in the
sphere of recruitment.
Ÿ

From reactive to proactive - The biggest shift that is slowly going on, is the shift from reactive to proactive
recruitment. It requires some level of workforce planning. With the current level of hr analytics it is relatively
easy to increase the quality of workforce planning.

Ÿ

From recruiting for jobs to recruiting for assignments - Organisations are more creatively using the
opportunities of a more flexible workforce. It helps to think less in terms of jobs and more in terms of
assignments. More and more online platforms offer services in this domain.

Ÿ

From selecting on skills to selecting on values and personality - For their core organisations are looking for
talent where there is a good fit between the values and the personality of the organisation and the values and
the personality of the candidates. Also organisations have personalities and what you see emerging is
methodologies to make the best fit between people and organisations.

Ÿ

Gamification in recruitment - The use of gamification in recruitment has been going on for some time.
Recruitment can be fun, and people want to work for organisations where work and fun are closely
connected.

Ÿ

Gamification -Gamification is now entering recruitment as well. Candidates are asked to play a game (e.g.
The Wasabi Waiter) and the companies behind the games claim they can make a valuable profile of the
candidate based on his or her game behaviour and results.

Ÿ

The end of traineeships -Traineeships are slowly fading away. Planning the careers of people years ahead
does not fit in a time where the speed of change is continuously increasing. Organisations need streetwise
entrepreneurs who have learned to operate close to clients and markets.

Ÿ

Community management as a recruitment tool - The practice to create communities around organisations, a
kind of “fan clubs”, is growing. The communities are connected to organisations and through the community
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people can be given a real experience of what it means to be part of an organisation. When opportunities
occur, candidates from the communities can very organically become part of the organisation.
Ÿ

Corporate "talent networks“- are online platform for promoting the company brand name. Its main objective
is to attract new talent from a variety of sources which includes job candidates, fans, employees, alumni,
partners, suppliers and even customers.

Ÿ

With the growth of LinkedIn , Twitter, Facebook , Glassdoor, Indeed, and a variety of other tools available to
promote employment brand, companies have now evolved from a model of “candidate relationship
management” to a model of building a “talent network” from which to recruit. The “talent network” is not just
a place to post jobs, it’s a place to attract people: and it includes fans, candidates, employees, alumni, and
even customers.

Ÿ

These “talent networks” (AT&T , Microsoft , IBM , many companies now have them) are viral product and
service communities and they create magnetic attraction among prospective employees, customers, and
partners.

Ÿ

Building an end-to-end talent brand - More and more companies today are focusing on building end to end
talent brand. A talent brand refers to how the company is being perceived by its current employees, past
employees and prospective employees.

Ÿ

Use of applicant tracking software (ATS) - One fast emerging trend is rapid adoption of Applicant Tracking
Software (ATS). ATS are software designed specifically to meet the recruitment needs of a company. This
software focuses on managing the entire recruitment process, monitoring ad campaigns, and creating an
excellent candidate experience. ATS can be used to post job openings, screen resumes, and generate
interview requests to potential candidates by e-mail. Other features include individual applicant tracking,
requisition tracking, automated resume ranking, customized input forms, pre-screening questions and
response tracking, and multilingual capabilities.

Modern Recruitment Metrics
The recruiter of today has to move from being transaction ally driven to relationship-driven. Recruiters are now sales
professionals responsible for prospecting, building relationships, and advancing the sale. This function change
requires the metrics associated with success of today s recruiter to change as well.
Although the following is not an all-inclusive list, the following six metrics are examples of metrics that drive the right
results and create the necessary behaviors needed to achieve these results.
•

Performance/Quality of Hire: Data is driven by performance appraisal ratings and/or production 6 to 12
months into the new employee’s job as compared to their peers. Quality should be the first and most
important recruiting metric. Since there is no formula for determining quality, recruiters and the hiring
managers should define the standards for quality before recruiting. Quality of hire can be accessed through a
simple survey that lists each criterion separately and asks the manager how the employee meets each
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standard on a scale of 1 to 5. New hire quality can also be tracked through formal performance evaluations,
production reports, etc.
•

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

•

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

•

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

•

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

•

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

Companies can decrease their time to fill and decrease their cost per hire, but if they can increase their quality of hire
and quality of service, the entire game changes. Better employees translate into higher performance, more revenue,
and higher profits.
By using the right metrics you will encourage recruiters to focus their behaviors on the causes and not the symptoms
of recruitment success. The combination of having the right recruiter with the right measurements will lead each
recruiter to focus on finding the right candidate.
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The most important trends that will
define the future of recruiting are

The Future of Recruitment in coming years
Global recruiting leaders agree that social and professional
networks are the most essential and long-lasting trend in

37%

35%

34%

recruiting more
diverse candidates

Soft skills
assessments

Innovative
interviewing tools

recruiting. Indian firms consider utilizing social and
professional network as the most (39%) essential and longlasting trends in recruiting for professional roles, followed by
boosting referral programme (31%) and upgrading

Fig.06

employer brand (27%).

Here, it should be noted that the trends in recruitment will become more complex with the advent of new concepts
and practices as mentioned in Fig. 06.
Hence, Candidate and job matching could reshape
the recruiting industry – Improved candidate and
job matching (personality fit, culture fit, etc) will the
most (58%) important roles in shaping the
recruiting industry for the next five to 10 years.
The war for quality talent is bound to intensify in the
coming decades, with more & more companies
tapping to new innovative forms of sourcing
candidates or exploring newer forms of talent pools
available to bring on board. With the advent of social
Fig.07

media platforms, leveraging social networks to hire
candidates will be on the rise. The top 10 global recruiting trends are mentioned in Fig. 07 which recruiters and
organisations should comprehend for better and smoother process of recruiting.
This will be applicable both for Indian companies, global companies as well as companies who are planning to set up
captives in India.
Advantages from Modern Recruitment Procedures:
•
•
•
•

Structure and systematically organize the entire recruitment processes.
Facilitates faster, unbiased, accurate and reliable processing of applications from various applications.
Helps to reduce the time-per-hire and cost-per-hire.
Helps to incorporate and integrate the various links like the application system on the official website of the
company, the unsolicited applications, outsourcing recruitment, the final decision making to the main

•

recruitment process.
Maintains an automated active database of the applicants facilitating the talent management and increasing

•

the efficiency of the recruitment processes.
Provides and a flexible, automated and interactive interface between the online application system, the
recruitment department of the company and the job seeker.
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•

Offers tolls and support to enhance productivity, solutions and optimizing the recruitment processes to

•

ensure improved ROI.
Helps to communicate and create healthy relationships with the candidates through the entire recruitment
process.

8 Best Practices
1.

Valero’s business-case model. Using basic statistical regression models, the recruiting function
identified the gaps between what the businesses would need to continue operations and what talent they
could bring in via their current model. The case had such a large impact that the chief executive officer
publicly announced that talent management was the firm’s number one business (not just HR) problem.
Another firm that has made a similar excellent business case includes recruiting powerhouse Google.

2.

MGM Grand’s employment branding. With the CEO’s full involvement and buy-in, this organization has
quietly become world class with regards to employment branding. Their approach is comprehensive and has
included quantifying the organization’s promotion rates, publicly thanking those who have excelled and been
promoted via newspaper ads, and publicizing internal contests for chefs and bartenders to extend visibility of
performance beyond job titles and send a message that opportunities are open to all within the organization.

3.

Google’s employment branding. Recently, a major survey by Business Week noted that Google was the
number two choice among college students as a place to begin their career. All of the brand recognition
around Google has been developed without employing any of the formal advertising approaches that many
other firms rely upon. While Google does have some outrageous benefits and management practices, what
truly establishes their great brand is their ability to get their management practices talked about in such a
wide range of media outlets.

4.

Booz Allen’s boomerang recruiting effort. One of the highest-quality sources of hires are boomerangs,
or employees who have left your firm and then return. Booz Allen, which is also world class in employment
branding and the rapid internal redeployment of current employees, has implemented a special team known
as “the comeback kids” to recruit this type of top talent. Incidentally,

5.

Starbucks’ workforce planning. Most recruiting managers are deathly afraid of metrics and statistics.
However, Starbucks’ Jason Warner has demonstrated through his convergent analysis that recruiting
organizations can prepare for the future by identifying statistical correlations between external
environmental factors like unemployment rates and the turnover rates of an organization’s managers and
employees.

6.

Dell’s measurement dashboard and superior measure of quality of hire. Dell is known for
employing world-class supply chain analytics, they have recently demonstrated that their great metrics
extend throughout the business and into recruiting. By looking at the number of new hires that become top
performers within 12 to 18 months, they are hitting the nail right on the head. Great recruiting is not about
hiring a large number people or hiring them cheaply; it’s about hiring individuals who become top performers
and who stay with the organization.
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7.

JP Morgan and the Athlete’s Alliance for hiring athletes because of their discipline. To say that
most college recruiting programs are uppity would be an understatement. They look only at top schools and
demand outrageous grade point averages. In addition, they shun athletes and cheerleaders as “dumb
jocks.” But it turns out that athletic competition builds discipline and the willingness to work hard to succeed.
These two organizations have realized that individuals with these traits and a history of winning can carry
those behaviors in the business world.

8.

World-class corporate recruiting websites. When will companies realize that whatever employment
branding or advertising you do is instantly lost when 70% of your applicants judge the credibility of what you
said based on what they find on your website? Corporate websites need to provide customized information
based on the person visiting and include exciting profiles, interesting job descriptions, “wow” graphics, and
specific information that addresses each of the criteria that top applicants .

Cases and examples
Best Corporate Careers Website: Deloitte
Deloitte has long been a leader in both recruiting and retention, and now it has broken new ground by building a
global careers website designed from the ground up to focus on the candidate experience. Unlike most corporate
sites, which are dull and serve as nothing more than "front-ends" to applicant tracking systems, the Deloitte
solution uses cutting-edge marketing approaches and the latest technology to serve candidates consistently
around the world.
Best College Recruiting Program: Whirlpool
Whirlpool has redesigned its university recruiting program to ensure a consistent pipeline of mid-level
management talent through the Whirlpool Leadership Development Program.
Quick facts:
•

Global rotation programs are developed along functional lines to ensure skill development according to the
functions' pre-defined performance criteria. More than seven separate programs exist, covering everything

•

from brand portfolio leadership to global supply chain management.
Each leadership-program participant receives frequent feedback, a senior-level mentor, a tiered
compensation package and a defined career path.

Most Strategic Use of Recruiting Technology: Hewlett-Packard
Hewlett-Packard has been a pioneer in the adoption of a truly global HR strategy and in using technology in order to
transform HR for more than 20 years. In its latest move, HP has integrated all recruitment technologies via the @HP
portal to support a global HR self-service model.
The recruitment elements are just one component of the Global Human Resource Management System, which
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supports 147,000 employees in 178 countries. It provides content in 11 languages and provides self-service for 36
manager and employee transactions and nine additional standard HR transactions.
Conclusion
We all know the proverb "time and tide waits for none". And for today's time it can be modified to "time, tide and
technology wait for none". A quick look at the world around us will explain how every minute a technological
development is taking place. Thus, systems have shifted from dwelling in rooms to pockets and might even fade
away in thin air as ubiquitous computing gets momentum. Earlier technology in recruitment was an embossing used
by a handful of organisations, but today it has become a necessity to meet up the cost and efficiency. And the world
has become small well connected via social media that has further transformed the scenery for recruitment industry.
Hence, a lot of organisation are leveraging their strategies today and using technology to engage and hire better
talent. Eventually, it’s the companies that are getting engagement right that will continue to flourish. The
recruitment industry has become highly promising and incredibly competitive. With the level of competition so
fierce, it is natural for the best in the field to try to find ways to innovate their methods. To stay relevant and
competitive, a recruiter always needs to stay up to date on the latest emerging trends in recruitment practices. The
rising popularity of new and innovative recruitment trends should come as no surprise to recruiters. Failure to spot
these trends and adapt new recruitment process accordingly can spell failure for a team. It is also important to note
that it is impossible to accurately predict how the recruitment atmosphere will turn out next. A recruiter should be
vigilant and adaptable; should change in according to the rising trends.
The real key is to be continually learning, identifying what works elsewhere, and then adopting it to fit the culture and
situation.
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Abstract
In the present scenario training and development activities are important to cope-up the changing job expectations.
Unlike any other organization, training and development has also emphasized its importance for the faculties of
management education in India. Various institutions are established for providing them training and developing their
overall personality, so that they can update and modify their pedagogical methods and modes for delivering high
quality inputs to their students. However, various studies have identified that previously, even after practicing the
present model of benchmark practices of training and development there is still some gap in attaining the desired
behaviour from these faculties, which is reflecting through low employability of students and absence of their quality
contribution in research, teaching and other academics related activities. This study is focusing on the appraising the
effectiveness of present benchmark practices of training and development for the faculties of management
education in India, and to know that whether the present model of training need identification and other related
activities are communicated and implemented properly or not.
Keywords: education; training; development; training and development; management education; benchmark
practices; professional education; change management; higher education in India;
Introduction
Training is an instructor-lead content based intervention, to develop a desired change in the behaviour of an
individual so that they can perform the same task, repeatedly, with more accuracy and efficiency. Though,
development is present grooming for future greatness. Sometimes, it has been considered that training is used for
lower level management or mastery in a specific skill whereas development is for top level management or overall
development. However, in the long run, every training programme undertook by a trainee leads to his development
in his present role in an organization. Education is the process of creating reasoning ability in individuals so that they
can develop an effective decision making ability and continue life-long learning. Education is always being the
building block of any society, where educational institutions are the medium to shape it. These institutions holds the
responsibility to deliver citizens of high morale, abilities and values, to the society for a prosperous growth of human
being and planet. Education has been evolved with time, a lot, and spread its multi-facet dimensions to various
disciplines of learning, and management education is one of them. The nature of management education, involving
professionalism in its learning objectives and application in real life conditions has encompassed management
education under the term Professional Education. Globalization has evolved along with the various entrepreneurial
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and employment opportunities for the students of management education, and at the same time, it has also raised
the level of competition to that point too. For obtaining and maintaining entrepreneurial ability and employability
among the students of management education, it has become necessary to improve the quality of inputs provided to
these students, for which teaching & learning inputs are one. Many studies had been conducted in past, which
opined the importance of improving quality of education for higher employability. For doing that, standard of
teaching inputs can be improved via different types of interventions including training and development
interventions for the faculties of management education. On these lines, in India, Universities Grants Commission
(UGC) and All India Council for Technical Education (AICTE) along with various government, semi-government and
private agencies continuously involved in implementing various benchmark practice for faculties of higher education
including the faculties of professional programmes too. Among all of them UGC and AICTE are the prime apex bodies
who owns the majority of responsibilities and accountability with them. Time is the witness of all the committed and
continuous interventions undertaken by them for uplifting the status and quality of education in India. However, upgradation in an organization is a dependent variable of changes taking place inside and outside the organisation i.e.,
internal and external environment. It is important to set a congruence between change in expectation from the
faculties of management education and what is happening in present. There are various benchmark practices
identified and implemented by these apex bodies for the governance of training and development activities for the
faculties of management education in India. These includes establishment of Human Resource Development
Centers or HRDCs (formerly known as Academic Staff College), Orientation and Refresher Programmes, Short Term
Courses, Long Term Courses, Workshops, etc., by UGC or AICTE or other agencies. Faculties of management
education are undertaking various training and development programmes in these institutions, as per the training
needs identified.
For the success of any training programme Analysis of Organizational Training needs is the most important step to
segregate the problematic areas where training is the solution from those where training cannot contribute at all, this
means generation of a priority list for all problem areas where training and development intervention are the best
solution and to those where they are least concerned. This study is focusing on the present benchmark practices of
training and development for the faculties of management education, which includes a review of present method of
training need identification, its implementation and evaluation process.

Research Methodology
Research Questions
While reviewing the literature related to the area of study, following questions were arises and formulated as
research questions:
Ÿ
How is the attitude of faculties of management education towards these benchmark practices?
Research Objectives
For identifying answers to these questions following objectives are formulated:
1. To study the Attitude of trainees (trainees are the faculties undergone any training programme) towards
Benchmark Practices of Training and Development.
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Research Hypotheses
Following are the hypotheses formulated for achievement of above said objectives:
1.

Null Hypothesis (H0): Career Advancement is the only motive to attend training and development
programmes.
Alternate Hypothesis (H1): Beyond Career Advancement, there are also other motives for attending
training and development programmes.

Design of Research Study
This study primarily being exploratory in nature uses a mixed (qualitative and quantitative) technique for analysis.
An insight about the literature review accentuated the research gap regarding benchmark practices of training and
development for the faculties of management education in India, and therefore, the research has to be exploratory
in nature. The principal sources of data in the said research are existing literature and primary data collected through
various sources.
Sampling Design
Upon identification of population for a study it is the next most priority to appropriately determine sample size for
collection of data. Therefore, for determining sample size, Cochran (1963:75) formula is used. Considering 95%
significance level, a precision of ± 05 % and variability of 0.5, the sample size determined is, 383 respondents
(including finite population correction element). However, considering the facts about disinterestedness and
negligent behaviour of respondents an additional 02% of the entire sample size is added to actual number of
respondents calculated. This means that the now
“Total Sample Size = 383 (after finite Population Correction for Proportions) + 08 (additional 02% responses) =
391 Respondents.”
The purpose of including additional 02% to sample size is to ensure the quorum of 383 respondents (as calculated
actual sample size) even when some of the respondents provide incomplete or vague information.
Table No. 1: Determining Sample Size
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Data Analysis and Results
Responses for all 391 respondents are collected through schedules, questionnaires, structured interviews and
informal chats, are inserted in an excel spreadsheet and IBM SPSS 20 worksheet, for data analysis. Demographic
representations of respondents are as:
Table No. 2: Demographic Representation of Sample

Statistical Analysis of Data
Upon applying descriptive statistics to different point Likert Scale including reverse coded items, data is
standardized. Mean of standard scale is calculated to plot the responses and it shows a normal distribution curve.
However, the responses comprises of three outliers too, who are also included for this study, considering that their
number is significantly low and with a purpose to make their responses a part of this study.
Testing of Hypotheses
For testing of hypotheses on this study, Chi-Square test is used along with Cross-Tabulation, for studying benchmark
practices of training and development for faculties of management education in India.
Hypothesis 1:
Null Hypothesis (H0): Career Advancement is the only motive to attend training and development programmes.
Alternate Hypothesis (H1): Beyond Career Advancement, there are also other motives for attending training and
development programmes.
This hypothesis is to test that, what is the motive for governance of benchmark practices of training and
development for the faculties of management education in India. Is it only career advancement or anything else/
anything else too?
For testing this hypothesis cross-tabs are formulated between item no. 2 and item no. 9, 11 and 15 of the tool.
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Table No. 3: Cross-Tab for Question No.2 and 9
2. I have attended at least one orientation/ induction/ any training program within a year of joining
service. *9. Training and development programmes have helped me immensely in updating
knowledge

Strongly Disagree Neutral
Disagree

Agree

Strongly
Agree

Table No. 4: Chi-Square Tests for Question No. 2 and 9
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Table No. 5: Cross-Tab for Question No. 2 and 11
2. I have attended at least one orientation/ induction/ any training program within a year of joining
service. *11. I Attend Training and development programmes only to fulfil the minimum mandatory
requirements for career advancement/promotion
Strongly Disagree Neutral
Disagree

Agree

Table No. 6: Chi-Square Tests for Question No. 2 and 11
(Question No. 2 and 11)
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Strongly
Agree

Table No. 7: Cross-Tab for Question No. 2 and 15
2. I have attended at least one orientation/ induction/ any training program within a year of joining
service. *15. Quality of teaching/lectures has compromised by the institutions of higher
professional learning and their primary focus is on fulfilling minimum mandatory requirements for
selection and promotions of teacher

Strongly Disagree Neutral
Disagree

Agree

Strongly
Agree

Table No. 8: Chi-Square Tests for Question No. 2 and 15
(Question No. 2 and 15)
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Findings:
From the cross-tabs generated above and the chi-square test administered upon item no. 2 and item no. 9, 11 and
15, the p-values obtained are 0.016, 0.046 (approx.. 0.05) and 0.393. Considering that, from three cross-tabs and
chi-square tests, two of them have achieved the significance level desired. Which means that null hypothesis can be
accepted. Hence, we can say that there are strong evidence for the situation that career advancement is the only
motive to attend training and development programmes. This means that the whole benchmark practices exercised
by the apex bodies, with a genuine motive of training and developing faculties of management education, are limited
merely with career advancement as prime concern and nothing more than that.
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