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Dr Kiranmai Dutt Pendyala
Editor IJTD &

Corporate VP (HR), AMD Inc.
Hyderabad

Year 2017 has seen people analytics being adopted by various companies. People 

managers understood the importance of people analytics in predicting employee 

needs more accurately, productivity gains, career development opportunities' 

improvement, and implementation of various human resources processes became 

easier backed by people analytics.

The year 2018 promises to be a year of focus on digitization of HR, and related trends:

I. Digitization of HR: 

Artificial intelligence and machine learning tools have made inroads into HR Anlytics 

and processes; recruitment, employee support with onboarding, off boarding, etc.,

Singapore-based OCBC Bank recently developed an in-house mobile app, HR In Your 

Pocket, giving employees a holistic HR resource center for submission of leave and 

claims, tracking medical and lifestyle benefits, and internal job postings. It also 

features an in-app chatbot to address questions employees might have about HR.

As stated in one of the Forbes' articles on the future trends, “ In Asia, where HR 

practices in some countries are still relatively nascent, there is a significant opportunity 

for 'leapfrogging' - skipping legacy technologies and processes altogether and 

progressing directly towards a more digital HR that would rival developments in more 

advanced countries.”

II. People Analytics is the CORE:

What was once a technical discipline owned by data specialists, people analytics is now 

a business, as well as a managerial discipline. This means that in 2018, more 

organizations would evolve a people analytics function, with the attendant challenges 

of prioritizing numerous data requests, merging multiple data sources with disparate 

organizational stakeholders, and the constant tension between centralizing the 

analytics function in 'Business Intelligence' or specializing it within functional 

disciplines.

The people analytics team would be responsible for developing models and 

dashboards that will bridge communication gaps between team leaders and senior 

management. Governance teams will be erected to ensure the security and privacy of 

employee data, as well as coordinating people data. They will be challenged to go 

beyond producing fancy data visualizations and reporting, to generate real actionable 

insight to support people decisions.
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While 2018 would see many more companies enter this journey, it would only be the first step. Success will require a 

prolonged period of commitment and investment.

III.  Tomorrow's workplace is redefined by “Gig Economy”:

'Gig Economy' is defined as “a labor market characterized by the prevalence of short-term contracts or freelance 

work, as opposed to permanent jobs”. On-demand hiring promises lower costs, but it also creates more competition 

for talent where traditional workers' career paths are phased out and are now replaced with temporary jobs focused 

on skill. Talent sourcing practices need to build speed and agility in order to quickly identify work/projects in need of 

attention, source employees with the required skills, and staff project teams that can quickly perform the necessary 

task.

Also, the decoupling of location from productivity has been accelerating. Having flexible work provisions will drive a 

firm's employer value proposition, expand the candidate talent pool and is a great way of retaining highly valued 

employees

IV. The Mantra is “Employee Experience”:

With the growing influence of millennials and the increasing transparency catalyzed by the digitalization age, 

employees are expecting a more engaging and enjoyable work experience. 2018 will finally be a year where leaders 

start to focus on developing the “Employee Experience”, an ecosystem that integrates three core dimensions: 

engagement, culture and performance management.

This new focus will drive leaders to examine their employee life cycle and optimize it much as customer experience 

teams do for customer touch points.  It will be an exciting time where HR will continuously experiment with 

technology in the market such as pulse survey tools, employee well-being tools, and social media that will help 

facilitate the understanding and development of the employee experience.

Final word:

So in the year 2018, while companies have new challenges in making this possible, they are likely to be rewarded by 

higher productivity and greater employee loyalty. 

Kiranmai P.

Editor, IJTD
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National President's Message

Dr R Karthikeyan
National President & 
Managing Director,

Gemba Mgmt Consulting Pvt Ltd, 
Chennai

Back when we were in school and college we had this concept known as “recess” or 

“lunch break”. We counted down the hours, minutes, and seconds until we were free to 

play sports, meet friends and take an overall break from the day-to-day academic 

activities of school. You find a similar system in play even in college but as we grow 

older and enter our respective workplace environments such structured breaks are 

rarely found.

While companies like LinkedIn and Netflix are offering unlimited paid vacation policy, 

75% of Americans never take their full vacation. Why is it that 75% of the employee 

workforce never takes their full vacation? Is it possible that Americans don't need a 

vacation? Are they running on some mysterious fuel that is not accessible to other 

countries in the world? Of course not.

The basic law of effort and quality states that: Quality output requires quality input. It's 

called work recovery in the scientific journals, and one of the best ways to get it is 

through the recuperative benefits of a vacation.

According to a survey conducted by Oxford Economics for the U.S. Travel Association 

Americans are giving back 169 million days a year. If this is the situation in first world 

economies you can only imagine number economies like India would project.

There are many reasons for these trends—lean staffing, fear of layoffs, technology 

addiction, crisis mentality from an epidemic of false urgency and frenzy, and certainly 

ignorance about how our biology works or doesn't work. When the body can't get the 

recovery it needs, from the cellular level to the blood glucose gets spent in the course 

of staying disciplined and focused on the job. But executives shouldn't cheer the extra 

days people spend on the job, since exhaustion doesn't lead to effective work. Without 

recovery, employees fall prey to chronic stress, absenteeism, and burnout, the central 

feature of which is exhaustion.

Exhaustion is the opposite of what every manager wants: employee engagement. 

When employees are engaged, they are 28% more productive, according to Gallup 

data. Engaged employees willingly put out extra “discretionary effort.” They are so 

committed to the work they do, they go the extra mile. Studies have shown that the 

key dimensions of engagement are involvement, efficacy, and energy. That can't 

happen when someone is exhausted and burned out.

The concept of the vacation was invented by companies back in the early part of the 

twentieth century as a productivity tool. They conducted fatigue studies and found 
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that employees performed better after a respite. The same is true today. In one study by Alertness Solutions, 

reaction times went up 40% after a vacation.

Research conducted by Stevan Hobfoll and Arie Shirom says that Work demands build up strain and that causes a 

loss of energetic resources. That in turn increases stress. Time off helps build lost resources back up again. Hobfoll 

and Shirom called it “regathering. ”Since 40% of job turnover is due to stress, consider the vacation then, a proven 

stress buster, as an insurance policy against losing top talent and the high costs associated with replacing an 

employee. Some studies show that it can cost up to two times an annual salary to replace a valued salaried 

employee.

Marketing firm Hubspot, based in Cambridge, Massachusetts, offers unlimited vacations to its employees and 

mandates they take at least two weeks of it. Another major company, Evernote, also has an unlimited vacation policy. 

To make sure people take time off, Evernote pays employees $1000 to take at least a week of vacation. Go Daddy 

offers three weeks of vacation the first year on the job.

As the president of an apex institution such as ISTD, I am a strong believer of constant innovation and advancement 

in the area of training and development. However none of that would be possible if members of our institution were 

burned out. There is a word on the other side of the hyphen of “work-life” balance. The life side is essential to 

resupply the resources needed to get the work done well—and, is, after all, the point of all the work, isn't it?
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It is author's belief, training has outlived nearly all other HRD mechanisms. It continues to be most doable, most 

visible and most systematic development means. Trainers can be developed with leadership and technical skills that 

are expected in career upgrades. But their potentials are invisible and underutilized. So good people are hesitant to 

take up trainer duties. This situation needs to change. One way is to make trainers as the owner of the training 

system along with line managers in complementary roles. The line manager will find enough scope for contribution 

and trainers would be motivated to bring excellence in training using the hard and soft skills the role provides them. 

The organization would have a sustainable competence building system. Trainers would have comparable career 

opportunities. 

Why this article? 

Of late articles on training are missing in the Indian Journal of Training (IJTD). Is enough research not occurring in 

training area? 

Or is training left to line managers? But the truth is, line managers are focussed on business results, they may 

support trainers but cannot suddenly develop perspective of a dedicated trainer. 

Or is role of training flagging in industry? Perhaps there was already a negative perception about training. Training 

was perceived more of an event and trainers were more of event managers. 

No matter what the reason is, let us reassure that training is a powerful system. Let us strengthen this system more. 

Let us change any negative perceptions. In this article I would highlight the challenges in developing effective 

training system and the competence of trainers who own such system. 

Motivation

First, why are these not motivating enough to all players in this activity? And why should anyone do such jobs? People 

will consistently engage in activities that satisfy their dominant motive, whether power, achievement, or affiliation. If 

the outcomes satisfy a want, the system is motivational to you, if not it is de-motivational. So your unfulfilled needs/ 

desires causes you to exert. See figure (1).

Alok S Bhattacharya

Associate Director (Simulators &Training)

Nuclear Power Corporation of India Ltd.

Mumbai

Strengthening Trainers Through Ownership of the Training System

Abstract

Unfulfilled

Needs,

Wants. Desires

Effort
Performance Outcome

Ability
Fig. (1) 
Motivation—why we work?
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So trainers, trainees and managers would be serious about training, if personally and professionally speaking, the 

training outcomes satisfy a want of each of the three actors. 

Can training and trainer skills facilitate career moves? Yes, no less, in fact better than that afforded by routine moves 

on promotion and seniority. Both line managers and trainers can develop much sought-after transferable skills 

through training activities.  

Training system

A Training System is based on logical progression from identification of job competencies to develop implement and 

evaluate training for all positions referred on the organization chart. It is a broad, integrated approach incorporating 

training for technical, managerial, and human skills for excellent performance. Training is strategic, integrated with 

organization improvement initiatives. Continuing training is the means to qualify, develop and deploy for staffing and 

succession planning and for integrating cross-functional skills and attitudes. See figure (2).

Organization Performance Objectives and Indicators

Functional Objectives and Indicators

Position Responsibilities/ Duties 

Tasks/ Performance measures 

Body of Task Knowledge

Task Competence 

Figure (2) A top down look at strategic training need analysis
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Trainer Analyst 

A Training System is based on analysis of job competencies, identification of misconceptions and skills gaps. Trainers 

need to have an eye for the invisible and a long nose for sniffing the misconceptions. They know where the trainee 

will under-perform and confirm his weaknesses by specially developed tests. They know people construct new 

knowledge and understanding based on what they already know and believe. Incorrect preconceptions can obstruct 

learning. Unless forcefully corrected, they can remain embedded at the base of the new knowledge structures built 

by the students 

The plant may have a mature technology, and so any performance problem popularly may be perceived as skills 

gaps. But trainers analysis dig into the root causes: Did technology take into account the limitations of human 

nature? Were work procedures user friendly, up to date and comprehensive? Can we not automate areas where 

human limitations or habits cause inattention and error? Trainer would do such due diligence before accepting it was 

a training or human deficiency. 

So an independent trainer analyst is needed. One with an outlook of futurity while solving current skills problems and 

with an attitude of healthy pessimism; that is, an assumption that the people and products however well developed 

will have areas of improvement. Trainers enquire for finding critical skills gaps among new and in-service staff. 

Trainers 

But who all are trainers for such transformation? Are they subject matter experts or direct trainers, or both? Yes 

both, but with distinct yet collaborative roles. 

Trainer jobs need both analytical thinking and conceptual thinking. Analytical thinking appears most often as 

breaking job tasks into competencies in a rational, systematic manner. Analytical thinking also appears as 

anticipating and planning for human errors and non-performance. Conceptual thinking is seeing connections and 

patterns among diverse job tasks for identifying transferable skills. Training professional jobs need IT skills for 

condensing large amounts of information for use in training.  

The trainer knows the very act of training-learning is constructive which gives him positive energy when he trains. 

Peter E Drucker had stated, “…management sciences have produced results because the managers have asked right 

questions. So training would produce right results if trainers asked right questions and found answers. 

Questioning is the key to knowledge. Not asking questions often is the root cause of misunderstanding. The trainer 

knows the best way to learn is to train interactively. The trainer knows it continuously improves his communication. 

Stolovitch has made an observation and a point about subject matter experts as trainers:  

“Subject matter experts have usually trouble making the novice learn, because experts and novices do not process 

the information same way. To explain, novices' short-term memories rapidly fill with new content and they easily 

plunge into information overload. An expert's chunk of information is larger and contains a great deal of condensed 

information…” Unquote. 
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Trainees 

Out of the three, let me make trainees wants clear. He has to settle in a new job fast. He should be a welcome 

member in his workplace. He should not commit any error to embarrass his group. He has orientation level 

technology knowledge from his classroom training, and knows the ideas. But he needs to master the rules of 

application by practice under supervision until he develops the initial skills required. 

Problem solving is a top ranking employee skill, and is one of the key requirements of above technical professionals. 

This skill encapsulates all competencies needed for a technical professional. 

Once he develops such skills and confidence in one functional area, he will be proactive in his performance and 

career plans for the longer term. He will learn to produce a full service. Later he will even develop a new product or 

service. 

A monitored initial on-job-training alone can pay rich dividends. The trainee should complete the task in given 

conditions to the standard in first time to emerge a confident, enthusiastic, competent performer.

What if we left him on his own? No doubt he will try his best, but best may not be good enough. Just because we 

assigned a task to a performer, it will not automatically get done to our expectations. The possible task outcomes are 

these and the need is to monitors and facilitate the doer. 

1. He completes the task but not in first time. 

2. He does so, but does not do quality checks. 

3. He does so but disturbs the system he worked on. 

Figure (3) A typical Architecture for the Industry Skills

Industry Skills

Technology Y: 
application

Technology X: 
application

Knows the 
technology involved

Knows the 
ideas behind

Can apply X 
in services.

Can produce 
service with X

Can supervise 
process X

Can develop 
service X
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4. He does so but disturbs the adjacent systems. 

5. He does so but does not meet deadline. 

6. He does so, but creates lot of waste. 

7. He does so, but never communicates his findings. 

Trainers potentials 

The good things about training are not being marketed by us. Neither professional societies, nor researchers give a 

front seat to training and development even in training journals. This needs a review. 

The industry should be communicated on the strengths of a training system along with the importance of developing 

trainers. The good things about training, fortunately are known to a dedicated trainer, but he finds no takers of his 

message. He should have a platform. 

Here is a storyline to convey a positive message about trainers. 

Because a trainer hears, he listens. 

When he listens, he pays attention. 

When he pays attention, he stops talking. 

“Because he stops talking, he engages. 

When he engages, he feels connected. 

Because he feels connected, he invests. 

When he invests, he sees value. 

When he sees value, he commits. 

Because he commits, he resolves. 

When he resolves, he truly focusses. 

Because he focusses, he learns. 

When he learns, he gains knowledge. 

When he gains knowledge, he grows. 

When he grows, he improves. 

Because he improves, he advances. 

When he advances, he develops. 

Because he develops, he matures. 

When he matures, he starts to notice. 

When he notices, he sees. 

When he sees, he understands. 

When he understands, he grasps the concept. 

Because he grasps the concept, he has communication. 

When he has communication, he has co-operation. 

Because he has co-operation, he the trainer can achieve any goal.”  
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Role of Marketing Mix in Buying Behavior

Dr Anjali Ganesh 
Professor, Department of Business Administration

St. Joseph Engineering College, 

Vamanjoor, Mangalore-575028

Abstract

The 4Ps make up a typical marketing mix and all the 4Ps of marketing influence each other.  It is important to handle 

the 4Ps of marketing as it creates a strategy for marketing the products and services. Study is taken up to understand 

the Four P's of marketing mix in Cauvery motors, private limited, Mangalore. Cauvery Motors showroom is located in 

a place where the respondents can easily have an access to.   The study identified a Correlation between the income 

of the customer and their preference for cars of different price bands. There was also a significant association 

between Age and Profession of customer and their preference for different price range of Ford cars, though Gender 

did not have any association with the cars of different price bands. Respondents in majority have expressed their 

satisfaction with respect to Place, Promotion, Pricing and Product quality. 

Keywords: Marketing mix, 4Ps, Age, Profession, Gender, Income

Introduction :  

Marketing is the process of indentifying, anticipating and satisfying customer requirements with an aim to earn 

profits. In this process marketing manager has to make the decisions regarding advertising, personal selling, pricing, 

and warehousing. Most prominently, the business has to make decisions with respect to product, price, promotion 

and distribution to reach customers.  The marketing mix refers to the set of actions, or tactics, that a company uses 

to promote its brand or product in the market. The 4Ps make up a typical marketing mix and all the 4Ps of marketing 

influence each other.  It is important to handle the 4Ps of marketing as it creates a strategy for marketing the 

products and services.  Since right blend of marketing mix can provide success to the business Four Ps must be 

handled with care and caution. It is interesting to know how 4Ps of marketing in influencing the buying behavior for 

which Cauvery motors, private limited, Mangalore was chosen.

Brief Literature Review

The pivotal role of Consumers in modern marketing sphere has emerged the need for marketers to become 

customer focused rather product or producer focused. This transition has indeed revitalized the theory of marketing 

mix elements. The organization need to receive a fitting Marketing blend system to keep the current clients   in 

addition to the new clients.  It is interesting to know the evolution of marketing mix. Single P i.e. price in 

microeconomic theory gave origin to the marketing mix (Chong, 2003). (McCarthy, 1964) proposed marketingmix 

known as 4P's for bringing marketing plans into practices (Bennett, 1997). Marketing mix is the conceptual agenda 

and is not the scientific theory. The tools are capable of formulating both the long-term tactics and the short-term 

plans (Palmer, 2004). (Borden, 1965) claims as the first one using this term marketing mix, and he was advised by 
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(Culliton, 1948) defined a corporate executive as the mixer of ingredients. An executive is that mixer of ingredients 

who occasionally adopt a recipe, but at times he adapt the recipe to material immediately accessible, however 

sometimes tries ingredients which were never tried before (Culliton, 1948). The initial marketing idea in the similar 

way to concept of marketing mix, grounded on the notion of action parameters proposed in 1930s by (Stackelberg, 

1939). After then, (Rasmussen, 1955) formulated parameter theory. He stated that the four determining factors of 

sales and competition are quality, advertising, price and service. (Mickwitz, 1959) applied this theory to Product Life 

Cycle Concept. Particularly in 1980s onwards, many researchers offers new "P" in marketing mix. Judd (1987) 

introduces at the fifth "P" i.e. people. Booms and Bitner (1980) further added 3 more Ps to original 4Ps i.e. are 

physical evidence, process and participants in order to apply the concept of marketing mix to service. Kotler (1986) 

also added political influence and public view formation to Ps conception. Baungartner (1991) proposed the idea of 

15 Ps. (Vignali & Davies, 1994) suggested S i.e. service to be added to marketing mix. (Goldsmith, 1999) proposed 

8Ps namely: place, product, participants, price, physical evidence, promotion, personalization and process. 

Armstrong and Kotler (2007) stated that the association between the promotion and advertising with the different 

clients needs to be strengthened to provide them with the benefits of the items and its administration. Advertising 

blend has two objectives i.e., fulfilling current clients and additionally pulling in the new clients by promising them 

the predominant esteem. Kumar (2010) mentioned that the designing and packaging takes in to consideration the 

characteristics of product and expectations of group of people. Packaging and design add value to the products and 

attracts the target customers. Apart from packaging, pricing strategy should be adopted by taking into consideration 

the competitors' pricing. Riaz and Tanveer (2011) conveyed that product that is offered in the market should be more 

credible. The product goes along with the promotion where it could offer special traits which, separates them from 

their rivals. Acknowledgments of products by client depend on product quality and outline. Pre and post-sale 

administrations along with wide product offerings add to improve execution. Virvilaite et al. (2009) communicated 

that price was the most essential variable, deciding clients' satisfaction. How much buyers will pay to a product 

depends on their distinctive needs.  People are ready to pay to similar products in different ways.  Cost is thought to 

be the most imperative variable that impacts customer's choice. Rahmani, Emamisaleh & Yadegari, (2015) stated 

that the cost is the primary variable in the marketing mix that must be set in association with the Four P's. Kai Li & 

Hung Hung (2007) communicated that the people should access the products easily.  Accessibility increases value to 

the customer by enabling convenience to them. The strategy of place must encompass the effective distribution of 

the product in the marketing channels. The place must have the strategic advantage to the customers and provide 

information to customer's regarding changes in products and services. Goi (2011) and Muala and Qurneh (2012) 

communicated that the promotional tool of an organization is a key to make potential customers aware of the various 

choices available. It controls and educates the client to take decisions regarding purchases. Promotion also enables 

the customers to utilize the item and get valuable outcome from it which in return satisfies the customer.  

By analyzing the literature in the area of marketing mix and their influence on buying behaviour, there exists a wide 

gap in the micro study on 'Influence of Four Ps of Marketing in buying behaviour' especially in the area of car 

dealership and sales, where no studies have been conducted in Dakshina Kannada District. Considering this aspect 

the study on, 'Role of  Marketing Mix in buying behavior' was taken up.

Brief overview of organization under study

Cauvery Motors Private Limited is an entirely possessed auxiliary of the Ford Motor Company in India. It is the biggest 
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dealership of Ford engine organization.  It is enlisted at Registrar of Companies, Bangalore as Private Limited 

Company on 05 December 1994. Today, Cauvery Motors gloats of the biggest system among all the Ford merchants 

in Karnataka, with 7 showrooms 16 deals data focuses and 25 workshops. It has been group of more than 2550 

devoted experts resolved to give the most ideal support of its clients. The workforce at Cauvery Ford is resolved to 

exceed expectations in serving every regarded client who are professionally arranged by Ford India Pvt. Ltd. 

Statement of the Problem 

The study on the Four Ps of marketing is necessary to know which promotional strategies are used to attract the 

customers and which promotional tool is preferred, how the company is promoting strategies and how the company 

is distributing the product to customers. Four Ps of marketing aims at achieving marketing targets in terms of sales, 

profit and customer satisfaction. It is to provide the better information about the Product line and range, channels 

available for distribution, transportation, warehousing, advertising and pricing strategy selected and used. So this 

study is taken up to understand the Four P's of marketing mix in Cauvery motors, private limited, Mangalore.

The study is undertaken with the following objectives.

Objectives of the Study

1. To identify the effectiveness of  sales promotional tools used by the company 

2. To understand whether Cauvery motors showrooms are located conveniently to the customers 

3. To understand the correlation between the income of the customer and their preference for cars of different 

price bands 

4. To understand the relationship between the age of the customer and their preference for different price range 

5. To understand the association between gender and preference for a particular product class

6. To understand the influence of profession of the customer in buying a particular product class 

Research Methodology

The study was conducted to know the buying behavior of the customers through the influence of 4Ps of marketing of 

Cauvery Motors Private Limited, Mangalore. To collect the data a questionnaire was framed and was collected from 

the customers. Customers were selected by using Stratified random sampling technique to represent total 

customers of the company. 203 respondents were taken as the sample for the study from the population of 382 

customers' of Cauvery Motors Private Ltd. This optimum size was sufficient to fulfill the efficiency, reliability and 

flexibility of data analysis and interpretation. 158 (77.8%) respondents were male and   45 (22.2 %) respondents 

were female. 4 (2%) respondents belonged to the age category of below 25 years, on the other hand 98 (48%) 

respondents belonged to the age category of 25- 35 years, 78 (38.4%) respondents belonged to the age category of 

35- 45years and 23 (11.3%) respondents belong to the age category 45 years and above. 10 (4.9%)   respondents 

were students, 49 (24.1%)  were businessmen, 51 (25.1%) respondents were non working and 93 (45.8%)  

respondents were employees. The respondents in the category of employees were more compared to student, 

businessmen   and non working. With respect to educational qualification 38 (18.7%) respondents belonged to the 

category of post graduates on the other hand 97 (47.8%) respondents belonged to the category of graduates and 68 

(33.5%) belong to the category of others. Majority respondents belonged to the category of graduate and others. 
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13.3 per cent respondents belonged to  the annual income of Rs 7,00,000, 12.8 per cent respondents belonged to 

the annual income of  Rs.12,00,000 and 11.8 per cent of respondents belonged to the annual income of Rs 8,00,000.   

4.4 per cent respondents owned Ford Endeavour car, 30 per cent respondents owned Ford Ecosport car, 30 per cent 

of respondents own Ford Figo Aspire car, 18.7 percent respondents owned Ford Classic car and 16.3 per cent 

respondents owned Ford Figo car.  The respondents' opinion was sought with respect to 4Ps administered by Cavery 

Ford Pvt. Ltd., Mangalore. Statistical analysis included Chi square test, Anova and Pearson Correlation through SPSS.

Important Findings

1. Effectiveness of Sales promotional tools 

The study revealed that 40.4 per cent respondents have agreed that they were influenced by the advertisement of 

Cauvery Motors. On the other hand 37.4 per cent respondents were neutral on as they were influenced by the several 

advertisements of other motor company. 49.8 per cent respondents came to know about Cauvery Motors before 

purchasing through Cavery's Ford advertisement. On the other hand 33.5 per cent respondents came to know about 

Cauvery Motors from friends and relatives and 10.3 per cent respondents came to know about Cauvery Motors from 

car experts. The study revealed that 53.8 per cent respondents preferred the sales promotional tool of Cauvery 

Motors. On the other hand 27.3 per cent respondents preferred the advertisement promotional tool of Cauvery 

Motors and 18.9 percent respondents preferred the direct marketing promotional tool of Cauvery Motors. This shows 

that the most of the respondents came to know about Cauvery Motors through different forms of publicity.

2. Convenience of location of Cavery motors

The study revealed that 66.2 percent respondents agreed that the place adds value to the Cauvery Motors by 

creating time, distance and possession utilities. Though 33.8 per cent respondents were neutral about this, majority 

of the respondents have agreed to this point.  41.9 per cent respondents were neutral that the Cauvery Motors 

showrooms were located conveniently from the point of the customer. On the other hand 37.9 per cent respondents 

agreed that the Cauvery Motors showrooms were located very conveniently.   This shows that Cauvery Motors 

showroom located in a place where the respondents can easily come across. Most of the customers also thought that 

the showrooms were not so conveniently located with respect to distance and other possession utilities. Place of 

showroom also plays an important role as it creates a strategic advantage of time, distance and utilities. 

3. Correlation between the income of the customer and their preference for cars of different price 

bands

The classification of the respondents according to the category of the car they own shows that 9 (4.4%) respondents 

owned Ford  Endeavour car, 61 (30%) respondents owned Ford Ecosport car, 62 (30.6%) of respondents owned 

Ford Figo Aspire car and 38 (18.7%) respondents owned Ford Classic car and 33 (16.3%) respondents owned Ford 

Figo car. It shows that most of the respondents owned Ford Ecosport car and Ford Figo Aspire car. With a view to 

understand the correlation between the income of the customer and their preference for cars of different price bands 

Pearson correlation was applied and the results are shown in Table 1.  
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Table 1: Correlations test to understand the relationship between annual income and price preference 

of the respondents 

     ** Correlation is significant at the 0.01 level (2-tailed) 

The interpretation of the test reveals that P=.000 is lesser than 0.01 and the Pearson's r=.344 and α =0.01which 

shows there is affirmative correlation between annual income and price preference of Cauvery motors. It states that 

more the annual income more will be the price preference of the cars. Though the correlation is considered to be 

weak, in order to recognize the influence of independent variable on independent (reliant) variable (annual income 

on price preference of the cars) regression analysis was also used.

Table 2: Model Summary

 a. Predictors: (Constant), annual income

Table 3: ANOVA

 a. Dependent Variable: the price preference of the Cauvery Ford cars

 b. Predictors: (Constant), annual income

annual income

the price preference 
of the Cauvery 
Ford cars

Pearson Correlation

Sig. (2-tailed) .000

N

Pearson Correlation

Sig. (2-tailed)

N

.344**

203

1

203

.000

.344**

203

1

203

the price preference 
of the Cauvery 

Ford cars

annual income

Model R R Square Adjusted R Square Std. Error of the Estimate

1
a.344 .119 .114 427007.09646

Model Df

1 Regression

Residual

Total

R Square

4929388971806.663

36649347146419.920

41578736118226.586

Mean Square

4929388971806.663

182335060429.950

1

201

202

F Sig.

b.00027.035
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Table 4: Coefficients

 a. Dependent Variable: the price preference of the Cauvery Motors.

The test shows that R squared is 0.119 which indicates that 11.9% of the  price preference of the car has been 

clarified and balanced r squared esteem is 0.114 which is near the r squared value of 0.119. This level of consistency 

is low as value inclination of the auto is influenced by numerous different factors. There is 0.119 fluctuation of 

reaction around its mean. The test demonstrates that the condition Y=a+bx is translated as price preference of the 

respondents = 586095.078+0.213 times of annual income which indicates that the level of price preference of the 

respondents is influenced by the annual income of the respondents.

4. Relationship between the age of the customer and his/her preference for different price range 

of Ford cars 

The relationship between the age of the customer and his/her preference for different price range of Ford cars was 

analysed with the help of Chi Square test and the results are shown in Table 5. 

Table 5: Chi Square test showing the relationship between age of the customer and his/her 

preference for different price range 

 a) 26 cells (65%) have count less than 5. Minimum expected count is .04

Table 5 shows results generated from Chi square test. Since 26 cells (65%) have expected number under 5, Fishers 

exact test value 47.875 is considered. P value is 0.000 is lesser than 0.05 and there is a significant association 

between Age of customer and their preference for different price range of Ford cars. It was identified that people 

above 45 years owned Ford Endeavour and Ford Ecosport. 

Model

1 (Constant)

annual income

Unstandardized Coefficients

586095.078

.213

Standardized 
Coefficients

 

.344

51329.876

.041

Sig.

.000

.000

T 

11.418

5.199

Std. Error BetaB
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5. Association between gender and preference for a particular product class

The relationship between the gender of the customer and his/her preference for different price range of Ford cars 

was analysed with the help of Chi Square test and the results are shown in Table 5

Table 6: Relationship between the gender and model of car own by the respondents 

    a. 1 cell (10.0%) has expected count less than 5. The minimum expected count is 2.00

Table 6 shows the results generated from chi square test. Since 1 cell (10.0%) has expected number under 5, P value 

is 0.212 more prominent than 0.05 and is not noteworthy. Hence it is comprehended that there is no critical 

connection between gender of the respondents and their preference for particular product class.

6. Influence of profession of the customer in buying a particular product class

Table 7: The relationship between profession of the customer and their responses regarding buying a 

particular product class

F=14.329, DF= 3 and P value= 0.000. Since P value less than α = 0.05, the results are significant. Post Hoc (LSD) 

comes about demonstrates that there is noteworthy contrast between the reactions of businessmen, non- working, 

employee and student in Cauvery motors that are not significant.

Conclusion

The marketing mix management paradigm has dominated marketing thought. Though this paradigm is shifting to 

newer versions the importance of 4 Ps can never be overlooked. Managing the marketing mix makes marketing seem 

Model Sum of Squares Sig.

.000Between Groups

Within Groups

Total

46.884

217.037 

263.921

Df

3

199

202

Mean Square

15.628

1.091

F

14.329
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easy to handle and organize. The companies aim should not only be promoting or improving the advertisement 

promotional tool but also improving the other promotional tool such as sales promotion, direct marketing and 

publicity to reach the customers. The other Ps such as place and price also must be considered with all the strategic 

considerations.  Continuous improvement in product offering must be dealt with in order to enable the smooth flow 

of marketing activities. This is possible by considering all the variables in marketing mix that result in achieving 

organizational goals through profit maximization, high market share and high sales volume.
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Public enterprises are government companies incorporated under Companies Act and as such are a part of public 

sector. As per Companies Act, public enterprise is one in which more or equal to 51% of the paid-up share capital is 

held by the Central Government or a State Government and includes a company which is a subsidiary company of 

such a Government company.

The Industrial Policy Resolution 1948, the Industrial Policy Resolution 1956, the Industrial Licensing Policy 1970, and 

the statement on industrial policy 1991, have laid a strong foundation for the industrial development of the country; 

and as such have put emphasis on the development of public enterprises. (PEs).

This paper with the objective to review and analyse the changing structure of public enterprises (PEs) is divided into 

four parts. First part deals with the origin, growth and performance of PEs. System of MOUs and classification as 

Maharatnas, Ratnas and Miniratnas to grant autonomy and make them accountable is covered in the second part. 

Section three is devoted to PE reforms and disinvestment; disinvestment though formally started in 1990-91, has 

taken different forms, strategic and structural issues arising from various disinvestment methods followed over the 

years is also the subject matter of section three. Summary and conclusions are presented in the last section.

Public Enterprises: Size and Growth Public enterprises in India were set up with the objectives to; ensure the 

rapid economic development and industrialization of the country; promote redistribution of income and wealth; 

create employment opportunities; promote balanced regional development; assist the development of small-scale 

and ancillary industries; and promote import substitutions, save and earn foreign exchange for the economy. 

Public enterprises in India has witnessed a phenomenal growth during the last seven decades and public enterprises 

at the Centre (CPEs) have increased from five units involving a capital employed of Rs. 30 crore in 1950 to 244 

operating units with a capital employed of Rs. 1938,311 crore at the end of year March 2016, reflecting an increase 

over the years which has primarily been funded by internal resources. The CPEs employed 12,347 lakh people as on 

March 31,2017. In addition, there were 837 State Public Enterprises (SPEs) involving financial investment of Rs. 

333,441 crore. Further, the net profit of the profit-making CPEs (165 in number) stood at Rs. 144,523 crore, and net 

loss of loss making enterprises (78 in number) stood at Rs. 28,756 crore; as such loss making enterprises have 

reduced from 109 units in 2001–02 to 78 in 2015 -16. The foreign exchange earnings of CPEs through export of 

goods & services during 2015-16 was Rs. 77,216 crore and these were overtaken by the foreign exchange outgo 

through import of Rs. 388,045 crore. As such, public enterprises are involved in all sectors of the economy and 

contribute significant output in respect of petroleum, lignite copper, primary lead, coal, zinc, steel and fertilizers. 

CPEs traded on a stock exchange numbering 46, accounted for approximately 11.66 percent of Bombay Stock 

Exchange (BSE) market capitalization. (five CPEs namely, NTPC, BSNL, CIL, SBI, ONGC included in the Sensex of BSE 
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accounted for approximately 12 percent of total corporate market capitalization). According to the World Bank 

Report  on  Reform of Public Sector Management (1991),  the State in a developing country has tried to do  too much

 through the public sector or has assigned to public agencies tasks for which they were ill-suited, or has retained 

activities in public sector when conditions justifying public management have changed. 

PE: Autonomy and Accountability

As a step to improve performance of public enterprises, a system of Memorandum of Understanding (MOU) was 

adopted in 1986 by giving operational autonomy and by enforcing accountability commensurate with authority. The 

MOU is a negotiated document between the Government and a specific PE. It contains the intentions, obligations 

and mutual responsibilities of the Government and the PE. Further, MOU makes an attempt to move the 

management of PEs from management by controls and procedures to management by results and objectives. The 

MOU system has grown over the years, 234 MOU's were signed for the year 2016-2017, and the actual performance 

of the PEs is graded on a five point scale as "EXCELLENT", "VERY GOOD", "GOOD", "FAIR" & "POOR".  Further, in 

order to give more operational freedom and to facilitate decision making, central public enterprises are classified in 

various categories as Maharatnas, Ratnas, and Mini-ratnas. 

Public Enterprises Restructuring, and Disinvestment: Methods 

The Statement of Industrial Policy 1991, as a part of economic reforms, laid down that government holdings in 

selected CPEs were to be disinvested with the objective to provide further market discipline to the performance of 

public enterprises. 

Disinvestment of Government shareholding started in 1991-92 and the policy and process of disinvestment has 

taken different forms over the years. It raises a point: what is the policy towards public enterprises; whether 

disinvestment is towards introduction of further market discipline, or as a step towards privatisation. 

Disinvestment as a part of annual budgeting process has yielded Rs. 358,149 crore uptil 2017-18 against the target 

of Rs. 570,225 crore.  Disinvestment process is analysed by categorizing the disinvestments into four phases as:

Analysis of disinvestment proceeds over the years indicates that the process of disinvestment has taken double “U” 

turn from 'fractional equity sale' in the initial years to 'strategic sale' during 1999-2000 to 2003-04, to fractional 

equity sale in the years starting from 2004-05, again to strategic sale 2014-15 onwards. The fraction equity sale was 

characterized as a 'passive disinvestment' without any change of ownership or control, or without having any 

positive effect on economic reforms; while under strategic sale substantial stake in an enterprise was sold resulting 
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in transfer of management control or privatization of enterprises. These enterprises included, Modern Food 

Industries, Hindustan Zinc, IPCL, BALCO, CMC, VSNL, PPL and HTL. Sale shares of IBP to IOC, and of HPCL to ONGC 

are also examples of strategic sale, but these did not result in privatization.

Disinvestment practices followed over the years broadly can be of two kinds:

a). Disinvestment by sale of fractional equity without any strategic sale involving no change of 

ownership and control: Disinvestment during Phase I and Phase III primarily fall under this category. It has the 

objective to broad base the equity, improve management or to provide further market discipline to the performance 

of the enterprise. This method of disinvestment also known as partial disinvestment, has been reported by to The 

Economist London as, “Partial disinvestment of equity in the public sector enterprises fails to address the efficiency 

problems……, it has been used more as a fiscal tool in order to finance the government deficit, rather than to improve 

the efficiency of enterprises' operations… There is also the danger that such an approach can be a temptation to 

privatise badly and to postpone the more difficult but needed long-term fiscal reforms”

b). Disinvestment having strategic sale resulting in change of ownership and control. Disinvestment 

during Phases II and IV included strategic sale wherein substantial stake in an enterprise was sold along with 

management control to the private bidder or another PE which was expected to complement the existing strength of 

the enterprise with a view to impart a long-term viability. Such strategic sale many a time lead to privatization, and as 

such the expression “privatization” was used for the first time in the budget speech for the year 1999 and the policy 

was to “strengthen strategic PSUs, privatise non-strategic ones through gradual disinvestment or strategic sale and 

devising viable rehabilitation strategies for weaker units”. 

In addition to above two broad kinds of disinvestment, following forms of disinvestment   have been prevalent:

c). Mandatory public holding of 25 percent in the listed profitable enterprises: Listed profitable 

enterprises were required to comply with the mandatory requirement of minimum public holding of 25 percent by 

June 2013 by 'Offer for Sale' disinvestment by the government or by the enterprise through issue of fresh shares or a 

combination of both. This measure was reported to boost the reform process and broaden the capital market; the 

public enterprises having government equity holding exceeding 75 percent included OIL, MMTC, SAIL, EIL, IRCON, 

MOIL, National Fertilizer, RCF, ONGC, Hindustan Copper, NALCO, CIL, IOC, ITDC, NBCC, NTPC, NDMC 

d). Disinvestment by shares-cross holding among public enterprises: During the year 1998-99, strategy of 

equity swap among IOC, ONGC, and GAIL, first of its kind, was adopted. Such strategy of equity swap, though was 

expected to have synergic effect on the enterprises operation but had a dampening effect on share prices of the 

scripts swapped, as during January-March 1999, the share prices of the scrips fell by approximately 30 percent, 

whereas share price index (i.e. Sensex) increased from 3122 to 3703 during the period.   

e). Disinvestment through merger or creation of subsidiary companies: Similar to disinvestment through 

share cross holding discussed above, disinvestment is made by which government shareholding in a public 

enterprise is acquired by another PE. This process of disinvestment involves transfer of shares of a company to 

another, and is a form of strategic sale the later company becomes the holding company and the former remains as a 

public-sector company, this is a quicker and simpler method of disinvestment. One example is that IBP, India's oldest 
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standalone oil marketing company, merged with IOC, country's largest petroleum and marketing company in May 

2002. As such, the government divested its 33.58 percent stake in IBP in favour of IOC 

Another example is that ONGC acquired entire government's stake of 51.11 percent in HPCL for Rs. 36,915 crore in 

2017-18, to become an integrated energy giant of global scale. 

ONGC will follow the holding company route, will not merge the HPCL and the latter would continue as a listed 

subsidiary of parent ONGC. The acquisition would enable government to meet its disinvestment target of Rs. 62.5 

crore for the year. However, HPCL acquisition by ONGC would also influence the financial structure of ONGC as it 

would be required to arrange for debt, in addition to utilisation of its existing cash reserves.   

There was a similar proposal in 2000 to acquire 100 percent equity in NHPC by NTPC for Rs. 4,500 crore,  it was then 

the first and the largest acquisition proposal, the government would not have lost control as it merely involved 

transfer of shares and NHPC would have continued its operations in hydroelectric areas. The proposal however, was 

not approved by the Power Ministry.

e). Disinvestment by Grouping shares into bundles: During 191-92, shares were sold by grouping into 825 

bundles consisting of shares of nine PEs, three from each category of 'very good, 'good', and 'average'. The 

categorization was on the basis of their net asset value (NAV) and for a Rs.10 share, the NAV for the above three 

categories were above Rs.50; between Rs.20–50 and below Rs.20 respectively. The net assets value reflected the 

net worth adjusted for accumulated losses, miscellaneous expenditure not written off, and contingent liabilities and 

was based on the balance sheet figures without considering current values of land, building and machinery. This 

process of disinvestment followed in 1991-92 did not consider other financial criteria and macroeconomic 

parameters and further, the reserve price fixed for shares did not conform to above classification. For a number of 

shares, reserve price fixed was relatively higher, while the shares were categorized as 'average'. For example, BRPL, 

HZL, MTNL were categorized as 'average' while their reserve price fixed rated them much better. Similarly, number of 

companies categorized as 'average' and 'good' were 11 and 12 respectively, while only three PEs had reserve price 

below Rs. 50.

f). Disinvestment - Pricing of shares: Fixed Price vs. Price Rangebook-building process (Price range 

can take French auction vs. Dutch-auction process): Disinvestment had been made generally by inviting bids 

which either could be a fixed price or could be a price range. The latter method (i.e. price range) lays down a price 

range within which an investor has to bid his offer, and is called book-building process. This method provides an 

opportunity to the market to discover price for the securities which are on offer. Under this process, the investors are 

required to bid within the specific price band, and the final price is decided on that basis. 'The final price fixed is the 

equilibrium price or the highest price at which the shares on offer can be sold smoothly'. The final fixed price is one 

common cut-off price of issue and bids received below the priced fixed are not accepted, while the bids received at a 

price higher than the price so fixed are accepted and the excess amount is refunded. This book-building process of 

fixing a common cut-off price is a Dutch auction process.

The Disinvestment Commission of India recommended the book-building process for domestic issue of shares 

similar to that followed in the International market for GDR issue. Similarly, disinvestment planned for BHEL for the 

year 2005-06 were on book-building process, though the proposed disinvestment ran through rough weather and 

did not materialize due to conflicting political statements.
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It may be mentioned that in the initial years of disinvestment, fixed price was the basis of disinvestment and book-

building process became prevalent in later years.  Disinvestment of five percent equity of NTPC on December 22, 

2017, was prposed on book-building process. 

As against the above Dutch basis of book-building process, there is a French auction process under which, the bidder 

is obliged to purchase at the bid price, and he would be allotted the shares he bid for. If the highest bidder does not 

ask for all the shares on offer at his price, the allocation will be made at still lower price till all the shares on offer gets 

allotted. Each bidder pays the price he has bid, and in the process, the government unleashes the aggressive pricing 

of the bidder,. The French Auction process of book-building was adopted for the first time in January 2006 by the 

government for offloading eight percent stake in Maruti Udyog Limited to eight public sector banks and financial 

institutions for Rs. 1,576.6 crore at an average price of Rs. 678.24 per share which was higher than the prevailing 

then market price.

g). Buy-back route for disinvestment: Buy-back shares was another route of disinvestment under which cash 

flows from the company to the government. This method was followed by cash rich companies, however, the 

companies were not allowed to raise fresh resources for the next two years from the date of buy-back of shares, and 

as such, this route would hamper the growth of such companies. Ordinance promulgated in October 1998 allowied 

companies to buy-back their shares upto 25 percent of the paid-up capital and free reserves, the companies which 

have followed the buy-back route included OIL, EIL, BDL, MDL, IRCON, HAL,GRSE, NBCC,MCIL, HSCC (2017-18); 

Nalco, NHPC,CIL, Manglore Ore India, NMDC, NALCO, 2016-17), Bharat Dynamics, HAL, (2014-15), NPCC (2013-14)

h). Creation of Special Purpose Vehicle (SPV) for Disinvestment: Under this route government holding in 

excess of 51 percent in selected public enterprises were to be transferred to SPV created for the purpose. The SPV 

would draw programme for disinvestment within a certain time frame. This process of disinvestment would expedite 

disinvestment and was considered as a Fast Route Towards Disinvestment or Privatisation. The SPV was proposed to 

have a paid capital of Rs. 10,000 crore, 49 percent of which was to be contributed by the government and the 

remaining to be contributed by private financial institutions, and thus SPV would not be a government company.

i). Offer for sale (OFS) of shares through stock exchange mechanism has been  common since 2012 . Under 

the OFS method, government shareholding is auctioned whereby the sale proceeds go to the government It is a fast-

track route of disinvestment as it does not require the companies to draft a prospectus, file it with SEBI for 

comments. 

OFS facilitates institutional investors and is generally open for a day and the disinvestment is significantly larger in 

size and that too for one security, and so there is a possibility of risk of sudden fluctuation in prices. Public enterprises 

which followed this method included, National Fertilizer, Hindustan Copper, NALCO, STC (2013-14), SAIL Coal India 

(for the year (2014-15), REC, NTPC, PFC, Container Corporation of India, EIL, Dredging Corporation (for the year 

2015-16), NHPC, Hindustan Copper, NBCC, Manganese Ore India (for the year 2016-17). Offer for sale (OFS) to 

employees was made by IOC, EIL, NTPC, NBCC, COCOR, (for the year 2016-17). 

j). FPO (follow-on public offer) was adopted during 2013-14 by EIL and Power Grid Corporation. An FPO is the 

mode which a listed company can follow to raise fresh funds.  As against the OFS method discussed above, in FPO 

price band is defined within which bids should be placed, the offer is open for at least three days up to 10 days, and 
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prospectus is required to be filed with the SEBI; the time taken for allotment to be made and the new shares listed is 

usually up to 12 days. In an FPO shares are allotted at the issue price and allotment is done on a proportionate basis 

in case of over subscription. While in case of OFS, the company can allot shares through the price-priority method, 

where bids at the highest prices get priority in allotment.

k). Block deal is another method of disinvestment, the transaction is between government and a party on a stock 

exchange in the early hours of the day and is not open to other parties. This method was adopted by BHEL in 2013-

14. 

l). While under OFS route, one security is offered, under Call Option model, the government offers for sale, 

simultaneously multiple securities over a period until the disinvestment targets are achieved. This method enables 

the government to raise funds even in difficult market conditions and the buyer of call option are not obliged to buy 

shares and let the option lapse if the market price of the stock moves unfavourably, however, the premium so far paid 

is forfeited and goes to the government. 

m). Exchange Trade Fund (ETF), another method of disinvestment, where ETF is created by monetizing the 

government stake is in listed CPEs, banks and insurance companies without the government losing any management 

control. The ETF acts as a financial instrument available to investors to diversify over an entire sector or market 

segment in a single investment and so provides the benefit diversified portfolio of lower cost.

ETF as a process of disinvestment is less cumbersome and will have relatively high acceptability even in subdued 

capital market. It can be formed by combining lesser known PEs with large profitable PEs in a basket, similar to that 

of the situation of bundling in 1991-92. where bids were invited for a bundle of shares each comprising very good, 

good and average. As such, the aspects relating to composition of basket of ETF, weight of each enterprise, their 

pricing and schedule of issue would require finalization. 

Various methods of disinvestment discussed above are presented in percentages for the years 2013-14 to 2017-18 in 

Table II. Besides strategic sale method, other methods, like. Share buy-back, offer for sale (OFS), share cross 

holding, or through book-building route of pricing of securities', or Exchange Trade Fund  route have been adopted.  

Table II

Disinvestment Methods as Percent to Total Disinvestment for  2013-14 to 2017-18

Source: Calculated from Disinvestment Data released by Dept. of Investment and Public Asset Management, 

Ministry of Finance GOI
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Analysis of Table II indicates as:

·  Offer for sale (OFS) including OFS to employees is a fast track route of disinvestment, it does not require 

drafting of prospectus and filing the same with SEBI. It was most common among about 15 enterprises and 

accounted for more than one-third of the total amount raised in various years.

· Share buy-back route of disinvestment accounted for about one-sixth the amount realized, has been adopted 

by about 20 cash-rich companies, and indicates that these companies donot have plans for growth as these 

would not be allowed to raise fresh resources for the next two years from the date of buy-back.

· Exchange Trade Fund (ETF) was adopted during 2016-17 and 2017-18by more than 15 enterprises. It is less 

cumbersome and provides opportunities to investors to have benefit of diversified portfolio.

· Block-deal route was adopted by BHEL in 2012-13 and such deal is not open to others.

· Follow-on public offer (FPO) route is as per SEBI regulations of filing of prospectus, there is a price range and 

shares are allotted at the issue price on proportionate basis. Book-building is the process to fix final price from 

the price range for allotment of shares.

Summary and conclusions

Public enterprises are government companies where government owns 51 percent and above of the shares of the 

enterprise. Public enterprises in India, envisaged as instrument towards planned economic development policies, 

have grown over the last seven decades to 244 central public enterprises having capital employed of Rs. 1938,311 

crore, and employing about 12 lakh people. PEs are involved in all sectors of the economy and contribute a significant 

output in the core sector.

As a part of economic reform, the government adopted the policy of granting autonomy and disinvestment of its 

shareholding to raise resources and bring in market forces. Disinvestment practices followed varied over the years. 

Besides strategic method of shelling out shares to hand over ownership and control to private enterprises, share-

buy-back and offer for sale (OFS) methods are easy and very common. OFS is a fast track method and is not 

subjected to SEBI regulation of issue of prospectus.

Equity-swap and take-over of a public enterprise by another PE retaining them as pubic enterprises are other 

methods of disinvestment. Book-building routes by Dutch or by French methods have been followed for determining 

the final price from the price range. French method is an aggressive pricing method of unleashing funds and has 

been used only once.

Other methods employed such as, ETF, OFS, and block deal have been followed by some PEs.
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HR Analytics- Need of The Hour For Business

Abstract

The HR fraternity is under increasing pressure from business leaders to drive state-of-the-art talent solutions, 

improve orientation with business imperatives, and turn data into actionable acumens. Is HR up to the task? Studies 

so far have shown an improvement in the HR organization's skills, business alignment, and ability to innovate. While 

HR have substantial work to do, HR leaders are acclimatizing more quickly now to changing demands of business and 

stronger skills requirements. They are trying to ensure that the advent of Analytics in HR domain is contributing 

significantly to the business environment and related growth.

Analytics allows HR professionals to make data-driven decisions. Additionally, analytics helps to test the 

effectiveness of HR policies and different interventions.

This paper tries to explore and understand the growing role of HR analytics in todays' business scenario.

Keywords: analytics, workforce, business, enterprise

Introduction :  

Of late, the area of HR analytics has received a lot of attention and momentum. 

It gives HR leaders an opportunity to show the direct impact of their processes and initiatives on business outcomes. 

Unfortunately, as with numerous concepts that were once new to HR, the descriptions and process details associated 

with conducting analytics the right way have not been properly-articulated. 

HR's role is expanding beyond its traditional attention on talent acquisition, management, process, and transactions. 

HR is gradually becoming an innovative consultant with a larger responsibility to design, simplify, and expand the 

entire employee and candidate experience.HR teams are more focused on innovation, analytics, and the rapid 

adoption of cloud and mobile technologies to make the work experience better.

As per Analytics India magazine 2017, Human Resource analytics includes sophisticated data mining and business 

analytics techniques applied to human resources data. 

In simpler words, it is figuring out the when, what, why, how of HR functions like hiring, retaining, performance 

management and employee engagement.

Analytic processes are used in the human resource with the intent of improving employee performance and 

therefore getting a better return on investment. 
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It aims to provide insights into each process by congregation of data and thereby taking relevant decisions, which 

can actually improve upon the processes involved.

It is evident that those organizations in which the HR collects data effectively are more likely to be strategic partners 

to business.

HR Analytics has emerged as one of the most recent trends of 2016 in both business and technology. The current 

year is going to be even more eventful- realizing the dynamic role of HR data and its innumerable applications.  

Companies are beginning to incorporate robust metrics systems by means of digital technologies. These platforms 

measure and report treasured analytics on aspects such as time-to-hire, cost-to-hire, attrition rates, performance by 

department, leadership pipeline and training impact. However, research is also suggesting that many analytics based 

interventions are having challenges, and are failing. 

For instance, an article in Forbes predicted that half of all big data projects will fail to deliver against their 

expectations mostly because they lack the clear understanding of the key business objectives. 

Therefore, it is critical to identify and recognize the key 'context' in which the current business is operating. There 

after attain a thorough understanding of organization's core objectives and ascertain how HR analytics will help in 

achieving those objectives.

Let's first look at the benefits of HR department making an investment in stronger analytics.

1. They can direct the money to more beneficial employee initiatives. Specifically, those initiatives that impact 

critical business metrics and results instead of the latest un-quantified HR fads that promise to make 

employees more contented, more engaged and satisfied.

2. The investments which are more employee centric will result in tangible outcomes that benefit shareholders, 

customers, and employees themselves.

3. Interestingly, the HR departments can be held liable for impacting the bottom-line the same way business or 

product leaders are held and the returns on such investments, via their impact on the top and/or bottom lines, 

can be quantified.

4. Finally, HRs would be included in the business dialogues because they can now quantify their numerous 

impacts on business outcomes.

Methodology: 

A secondary research was conducted. Books, journals, articles, and online websites were used to collect the 

information.

Literature Review:

According to Heuvel & Bondarouk (1), HR analytics is the systematic identification and quantification of the 

individual's drivers of business outcomes .

In one of the journals written by Jon Ingham (2),  quoted Jac Fitz-enz  -one of the founders of the analytics 

movement .According to Jac" Unquestionably, analytics is going to give HR a major makeover. Analytics is the engine 
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of business intelligence and BI is a prerequisite for sustainable performance. Although analytics have been in use in 

production, marketing and finance for many years, HR has managed to avoid it. That evasive action will lump HR 

from ever being a strategic partner with a seat in the boardroom. The good news is that there are already many 

companies doing fine work here. The days of anecdotal reporting are over and hard evidence is the new language."

Many HR functions have  now began to realize that the need is not for more measurement but for better 

measurement. Better measurement involves two main requirements a. Focus on what all is important & b. make 

measurement eloquent.

a) Firstly, HR needs to focus on gauging what is important, rather than what is easy to measure. This is not that 

easy because many of the most important measures in HR are not tangible. 

b) Make measurement eloquent

Secondly, HR needs to ensure that measurement can help in real decision making, and does not simply result in data 

that is viewed exciting, but does not lead to actions being taken. HR tends to focus too much on lag measures, which 

describe what has already happened in the past, rather than lead measures, which help understand what may 

happen in the future. 

Comprehending what truly drives business performance requires the measures to be more meaningful, i.e. allowing 

more intelligence to be generated from using them. 

According to Leong, Kon. (3) any analytics initiative relies on the validity and reliability of data being used. It's 

important that data is sufficiently scrubbed before analysis. Ensuring the validity of data samples and meeting ethical 

privacy standards is impossible without a proper data management infrastructure.

According to Dave Ulrich (4), any assessment of an HR practice should begin with and show impact on a business 

result that matters (e.g., client, investor, community value, or business financial outcome). 

It is interesting that focusing on information has dramatically more impact on stakeholders than doing just HR 

analytics. Getting the right information to the right people to make the right decisions has more impact than just 

analytics per se. 

According to Scott Mondore, Shane and Carson (5), the key purpose to conduct effective HR analytics is to 

conclusively demonstrate the business impact within the organization. Demonstrating the actual cause-effect 

relationship among what you do and business results and building a strategy based on that information, will allow to 

make terms like business partner a reality. 

An HR leader that uses analytics properly to show business value will:

* Compute return-on-investment for almost everything that they do.

* Give evidence-based guidance on how to drive the business from a people perspective.

* Be followed by line-of-business leaders to help them reach business targets.

* Take responsibility for a portion of the organization's financial health.

* Show results and not just HR activity completion 

* Create an HR strategy that has direct influence on the bottom-line.
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Conclusion:

The paper clearly shows the gaining momentum of HR analytics in different domains of business. Few of the ways to 

align HR analytics with business to derive the maximum value:

1. Realizing the business imperatives: It is critical to identify and understand the key 'context' in which the current 

business is operating. Attain a thorough understanding of organization's core objectives and ascertain how HR 

analytics will help in achieving those objectives. Knowing what your business needs and where it is heading will give 

you insights and will help align analytics better with the business.  Always involve the leadership in this initiative, take 

their buy-in, consult them and keep them in the loop till the initiative concludes.

2. Understanding of the data: Once the key business imperatives are identified and understood, it is critical to 

understand the nature and scope of data to be analysed.  Having raw or unstructured data will yield nothing, one needs 

to understand the data and the pattern in it". One should be able to gauge what is the type of data, when was it 

updated, where it can be found, how do we access it and the way it can be used.

3. Right Interpretation of Analytics: Once the data structure is recognized, it is crucial to know which type of 

analysis should be carried out to derive maximum from the data set. Broadly the analytics can be categorized into three 

broad categories: descriptive, predictive & prescriptive.

According to Charterglobal,23rd March 2017:

Descriptive-This Analytics is the “simplest class of analytics”. It allows you to compress big data into smaller, more 

useful bits of information or a summary of what happened.

Predictive- Predictive analytics is used for  data reduction. It uses a variety of statistical, modelling, data mining and 

machine learning techniques to study historical and recent data. Therefor it helps analysts to make predictions about 

the future.

Prescriptive -These analytics focuses on “multiple futures” based on the decision-maker's potential actions. It can 

suggest the best course of action for any pre-specified outcome.

 4. Linking Information with Results: Once the right interpretation is done, it is vital to create an HR strategy that has 

direct influence on the bottom-line.

In summation, HR analytics can help us to comprehend what could improve the employee performance, create a team 

that steadily meets its targets. It identifies why certain managers continue to thrive whilst others burn out, and predict 

exactly which candidates are likely to succeed. Therefore, HR analytics is the need of the hour for any business to 

progress and sustain in the long run.
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Abstract

While Indian economy is marching ahead to witness the GDP of more than 7.0 per cent in the next two years, growth 

in bank credit off take   continues to be low and declining which is a matter of concern. Banks seem to be hesitant to 

offer fresh loan sanctions to various sectors of the economy due to poor quality loan assets. Gross non- performing 

assets (NPAs) percentage is as high as 9.4 due to slow growth in few sectors of the economy on one hand and the rise 

in the number of wilful defaulters on the other. To take out the element of this   hesitancy in the minds of young credit 

officers and branch managers, it is important to impart training for them to possess a credit skills-set which shall be 

developed based on their job profile in credit. Such credit skills-set would enable the loan sanctioning authorities to 

ensure adequate, timely and hassle free bank credit, besides maintaining a good quality loan portfolio. This papers 

attempts to share details of the credit skills-set for training to the newly recruited credit officers and branch 

managers.

Keywords: Credit off take, Credit skills, FSLRC, Insolvency bankruptcy Law, Debt Recovery Laws

Introduction :  

Human Resource Management (HRM) function in banks is a continuous process that seeks to ensure development of 

employee competencies, dynamism, motivation and effectiveness in a systematic and planned manner. While with 

the implementation of Basel III, banks' return on equity is going down, the same can be recouped by improving the 

return on their human capital by enabling bank officers to produce extraordinary results by imparting a required skill 

set. In addition, the present decade of public sector banks (PSBs) is called 'retirement decade', creating the skill gap 

and disappearance experience upon mass retirement of seniors in banks. Although the current mass retirement of 

officers is a major setback to banks, this shall as well be considered as an opportunity, especially for the PSBs, to 

transform their work force by hiring the right talent, right-sizing and rightly-skilling them and thereby bringing about 

a cultural transformation in the functioning of these banks (1). Accordingly, PSBs have gone ahead for mass 

recruitment to welcome the gen next. But the gap in job related skills and experience between the outgoing and 

incoming groups is significant especially in respect of service delivery standards, innovations in products and 

services, corporate governance standards, creation of structured financial solutions, etc. This seems to be a major 

challenge before PSBs particularly in credit function, creating a need for strengthening training system to ensure that 

newly recruited credit officers and branch managers possess the required credit job related skills. Further, the 

banking in the future is going to be significantly different from the past, calling for them to shed the methods, 

structures, policies and technologies that succeeded in the past while retaining the useful elements. In other words, 

Training to Credit Officers and Branch Managers in Banks: 
Identification of Credit Skills
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credit officers and branch managers have to move away from the yesterday's mind-set and pass through the 

transition successfully. For this purpose, training function in banks has a crucial role to play to develop the credit skills 

set and reorient their mind-set towards providing more satisfactory customer service in a competitive environment. 

In this regard, it is worthwhile to refer to the report of the Financial Sector Legislative Reforms Commission (FSLRC). 

FSLRC and Training:

The need for the developing the credit skills set for credit officers and branch managers in PSBs is further 

emphasized with the release of the report of FSLRC in 2013. The report of the FSLRC discusses gaps in existing laws 

relating to financial sector and, therefore, provides draft Indian Financial Code (IFC) to replace bulk of the existing 

financial laws. To elaborate, the current regulatory architecture is fragmented and is fraught with regulatory gaps, 

overlaps, inconsistencies and arbitrage. For effective implementation of recommendations of the FSLRC, the need 

for capacity building is felt in respect of both legal and non-legal. But on priority basis, the capacity building relating 

to non- legal aspects is suggested in key areas of banking operations. Credit continues to be the main function of the 

banks. More importantly, credit officers and branch managers who are mainly engaged in credit, it is necessary for 

them to poses analytical, decision making and negotiation skills. In addition, they should also possess soft skills to 

change their attitudes for bringing transparency, developing customer centricity and team building to collaborate 

with other agencies. All the more important is to redesign the training inputs in credit area to take care of dynamic 

environment in which banks operate. 

Training in a Dynamic Environment:

Banks are operating in the changing environment and, therefore, training to credit officers and branch managers 

should consider the likely developments in the economy in the coming years. To elaborate, India is poised for 

unprecedented growth. Along with stable growth, the country will likely to have a stable and low interest regime. 

This will necessitate the banks to step up the credit flow to various sectors of the economy and ensure timely, 

adequate and hassle free delivery of credit products. Further, credit business will largely be led by technology to 

deliver credit related services on line. Hence, the latest knowledge and skill assurance in IT will be an imperative. All 

the more important is to ensure safety in credit business by observing due diligence, respecting regulatory norms 

and adopting best practices. Besides class room training, a 'certification programme' is also widely talked about to 

develop a human resource skill-set for improving the efficiency of the bank officers(3).The report of the Committee 

on Capacity Building for Banks and Non-Banking Institutions, 2014assesses a need for introducing certification 

programmes in credit and other core areas of banking(4). Such certification programmes would improve the overall 

functional competency of credit officers and branch managers. It is also necessary to develop the competency 

framework in various areas of banking. Such framework should aim at developing the soft skills-set to enable young 

credit officers and branch managers to operate in the new regulatory and supervisory environment as proposed by 

the FSLRC and in line with RBI guidelines. These soft skills may relate to changing the attitudes of credit officers and 

branch managers for bringing transparency and accountability for governance, developing customer centricity and 

team building to collaborate with other agencies. For developing such framework for capacity building of credit 

officers and branch managers, it calls for competency mapping study of various job profiles in credit. Based on such 

mapping, a skills set in credit shall be identified keeping in mind the current concerns of the banking industry.  
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Current Concerns of Banking Industry:

As stated earlier, credit is a critical input for the economic development of the country. It is heartening to note that 

India is one of the fastest growing economies in the world which is evident from the present GDP of 6.2 percent 

which is likely to be around 7 percent in the near future. Consequently, this calls for the adequate supply of bank 

credit to various sectors of the economy. Unfortunately, the current credit growth is not encouraging. There seems to 

be hesitancy on the part of newly appointed credit officers and branch managers to offer fresh loan sanction. 

Similarly, the current increase in the slippage in loan asset quality is a matter of concern. In addition, banks witness 

the high and increasing level of non- performing assets (NPAs). At present, the gross NPA percentage is more than 

9.0. Thus to  remove the element of hesitancy in the minds of the credit officers and branch managers, training to 

them is essential to impart credit skills for effective  credit appraisal, credit monitoring and loan recovery. During the 

recent years, several initiatives have been up by the Government and the Reserve Bank of India. For instance, to step 

up the credit flow to various sectors of the economy, the Government has taken several fiscal measures  besides 

introducing new schemes such as start-up, stand-up, Mudra Bank scheme, skill development programmes etc. 

Consequently, demand for bank credit is picking up. Similarly, to arrest the slippage in loan asset quality, the RBI has 

done a good job by installing the Special Mention Accounts scheme (5).This would motivate bankers to take up 

preventive action as soon as signals of incipient sickness or loan default are brought to their notice of bank officers. 

Further for the speedy loan recovery from the corporate, the Government has introduced Insolvency and Bankruptcy 

Law(6) and amendments in several Debt Recovery Laws(7). While these efforts are on, much needs to be done to 

impart credit skills to credit officers and branch managers, much needs to be done to enable them to posses the 

required skills set in credit area through training intervention. 

Suggested Credit Skills-Set

Based on the job profile of credit officers and branch managers in credit area, the skills-set shall be developed in such 

a way that it would be possible  for them to undertake analytical, decision making, negotiation, tam building, 

counselling, rapo building, technology based credit appraisal &monitoring and  management of crisis in credit. 

Credit skills shall be identified to undertake the following jobs under different heads:

(A) Analytical skills to; 

· scrutinize the loan application form submitted along with project proposal, projected  financial statements and 

relevant documents to ensure whether the same is in order and comprehensive to assess project viability

· examine the techno-economic study report prepared by a consultant which is in satisfaction of the bank 

· comment on the credit history/ credibility of the 'person' behind the show by collecting  information from 

Credit Information Bureau  & the local market  and also on management team in terms experience  in 

functional areas. Of the business unit

· carry out annual review of a borrowal account and prepare a credit appraisal note for  renewal / enhancement 

/ reduction in credit limits for working capital 

· verify asset classification as per Income Recognition and Asset Classification (IRAC) guidelines 

· analyse the relevant loan recovery  measures, both non-legal and legal, based on valuation of assets charged 

and information collected from the market about a  borrower's personal assets  which are not charged to the 

bank
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· obtain a valuer's certificate in deciding the minimum reserve price for sale of assets taken in possession of the 

bank under SARFAESI Act

· analyse the loan compromise proposal keeping in mind the bank scheme

· identify non- performing assets (NPAs) for sale to Asset Reconstruction Companies (ARCs)

· prepare the proposal for loan restructuring for loan accounts

· decide whether to take legal action against the borrower in the court / Debt Recovery Tribunal (DRT) by 

examining the cost: benefit aspects

· Identify NPAs to transfer to an asset recovery branch of the bank, specially created for speedy and effective 

loan recovery

· collect evidences to declare a wilful defaulter and report to HO / RBI

· report NPAs to the controlling office /HO/RBI

· study the remarks in the report of internal inspector/auditor of the bank and RBI inspector on NPAs and rectify 

the irregularities, if any

· study the status of Special Mention Accounts (SMAs) and monitor SMA-1 and SMA-2 accounts

· analyze NPA loan portfolio periodically and guide the branch/ controlling office

(B) Decision making skills:

· decide on technical, commercial, managerial and financial viability of the project 

· confirm that the borrower is honest and co-operative 

· comment on due diligence in terms of the loan policy of the bank, RBI guidelines and Best practices

· reject the project proposal by stating reasons and provide an opportunity to the borrower to present the 

project  to the higher authorities

· fix rate of interest and decide terms and conditions keeping in mind rating of the borrower

· relax terms and condition in respect of promoter's contribution, collateral securities etc, if   needed

· appoint a recovery agent for visits to be paid to small borrowers and make cash recovery

· prepare a loan compromise note and decide the terms for loan settlement 

· decide on proposals received from MSMEs for debt restructuring

· decide terms for sale of loan assets to ARCs

· decide on sending a recall notice to the defaulters 

· initiate legal action by seeking permission from the higher authorities and appoint an advocate for filing suit  

and following  up of  court/ DRT matters

· decide to serve a legal notice to the defaulters under SARFAESI Act and take possession of assets 

· fix minimum reserve price for sale of assets to ARCs

· decide the sale of assets through the private treaty, calling for tenders or public  auction

· initiate the legal action needed in respect of high value NPAs in consultation with loan consortium members 

· monitor high value NPAs by seeking help from consultants

(C)  Negotiation skills:

· decide terms and conditions of loan sanction by protecting the interest of the bank  and keeping in mind 

competition
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· make a commitment in the loan consortium meeting on behalf of the bank

· Negotiate in respect of:

         (a) loan compromise as per bank scheme

 (b) Lok adalat compromise cases/ out of court settlements

 (c) sale of assets to ARCs

 (d) loan compromise proposal received from the borrower to whom the legal notice is 

 (e) onetime settlement (OTS) in respect of willful defaulters served under SARFAESI Act

(D) Skills for effective team building and its functioning:

· carry out the credit appraisal of a mega project by forming a team of credit analysts/credit officers in loan 

consortium

· execute documents in respect of mega projects  as per the bank guidelines 

· share securities with other banks as agreed upon

· guide branches in organizing a recovery camp during the harvest season for recovery of bank dues from 

farmers

· allocate of loan accounts to staff at branches and arrange for regular visits to borrowers

· take the stern action in respect of wilful defaulters

· take the possession of assets and arrange for sale of the same under SARFAESI Act

· mobilize loan compromise proposals in a large number and arrange for early disposal of the same

· prepare a loan process note for loan compromise, recommend for loan restructuring, legal action needed etc. 

in respect of high value advances

· organize a borrowers' meet at the branch to understand their problems  to settle bank dues and suggest 

strategies 

(E) Skills for counseling borrowers on loan sanction and loan repayment

· indicate information requirements of the bank for loan sanction & renewal of credit limits and provide a check-

list of documents to be submitted

· organize an awareness programme for borrowers on recent bank / government schemes relating to loan 

compromise, debt restructuring etc.

· motivate defaulters for early settlement of bank dues to avail of incentives

· motivate staff at branches to avail of cash incentives for recovery from written off accounts

· guide branches to organize a recovery camp during the harvest season

(F) Skills for establishing a rapo with:

· members of loan consortium to carry out joint credit appraisal, inspection and documentation

· consultants to carry out a techno-economic study prepared

· advocates

· government departments at the grass root level for loan

· recovery by organizing recovery camp during the harvest season 
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· nodal officers in HO dealing with CDR,BIFR and DRT cases

· Lok adalats

· members of loan consortium 

(G) Skills for using technology for credit appraisal loan recovery and credit monitoring:

· analyze the projected financial statements by using advanced analytical tools

· carry out the 'sensitivity analysis' to make projected cash flow statement more realistic

· creating a 'data base' of SMAs and NPAs at controlling offices for reporting

· study the migration in SMA and NPA loan asset portfolio for portfolio management

· send a reminder to borrowers every month - 

(H) Skills to manage crisis in credit when NPA percentage is very high and  increasing:

· maintain close follow-up, supervision and monitoring of advances

· review performance of branches with high NPAs more frequently and provide additional staff, if  needed

· study causes for NPAs in respect of big borrowers and go   in for debt restructuring

· initiate cash recovery on a war footing and take a stern   legal action against wilful defaulters 

· serve a legal notice and then take possession of assets of defaulters under SARFAESI Act

· mobilize compromise proposals in a large number and go in for settlement as per the bank guidelines

· motivate staff to make recovery from the written off accounts

· restrict fresh lending till the NPA percentage is reasonably low.

Conclusion:

The banking sector plays a very important role in the economic growth of the country and, bank credit is a critical 

input in this regard.  Hence, there is a felt need to create a pool of well   -trained credit officers and branch managers 

to deliver the need based, timely and hassle free credit to various sectors of the economy. In this context, the primary 

task is to identify the credit skills-set for credit officers and branch managers who have joined the banking system in 

a large number during the last 2-3 years. This paper has made a modest attempt to identify such credit skills based 

on their job profile to perform various tasks, Inputs to be provided in training for them shall mainly be related to three 

aspects: credit related knowledge, analytical skills and decision making skills. Regarding credit  related knowledge, 

information shall be shared relating to basic principles of lending, due diligence in lending, credit schemes, 

government and RBI initiatives to step up credit flow, bank procedures, best practices etc. Similarly for imparting 

analytical skills, exercises have to be developed on structure of financial statements, financial ratios, cash flow 

analysis, discounted cash flow analysis, breakeven point analysis, sensitive analysis etc. The most important input 

relates to decision making skills for which cases have to be developed on credit appraisal, credit monitoring, debt 

restructuring, loan compromise monitoring of SMAs etc. For better understanding of the best practices, successful 

practicing bankers in credit shall be involved in training to share their experiences. Since the number of trainees is 

very large, along with the class room training, certification courses are also worth considering particularly for credit 

related knowledge. At the end, it is suggested that banks have to deliberate more on the required credit skills-set 

based on their experiences and,, Indian Banks Association (IBA) shall take further initiatives to facilitate them to 

develop the credit skills-set for training. Once the credit officers and branch managers possess the credit skills-set, 
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the present element of hesitancy on their part in offering fresh loan sanction will be removed, paving the way for high 

credit growth towards New India to emerge in the near future. 
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Abstract

Personality plays an important role in defining the nature of employment in which an individual can fit well. More and 

more companies are focusing on the type of personality of aspirants at the time of recruitment & selection. The 

studies have shown that if the person selects his/her career as per the type of personality he posses, the chances of 

job proficiency are high. Number of studies has found the strong relationship between person-job fit and 

performance.  In this regard, Holland proposed a framework on personality job fit which outlines the job 

requirements with personality type. This model contains six types with personality characteristics and occupations. 

These six types are placed in hexagonal manner in which the closer the fields are, the more compatible they are 

whereas, diagonally opposite ones are highly dissimilar and are less compatible. The study is based upon this model 

which considers six personality typologies and the matching occupation. An effort has been made to identify person-

occupation fit of the selected respondents in the study. Two occupations have been selected representing each of the 

six types. It makes total twelve occupations which are covered under the study. Data from twenty respondents have 

been gathered from each occupation. So, the sample of the study consists of 240 respondents covering twelve 

occupations which represented six personality typologies. Data has been collected through structured questionnaire 

in order to identify the match/mismatch between the personality type and occupation. Results reflect the mismatch 

of more than fifty percent of respondents between their personality type and occupation. Study also highlighted the 

results for diagonally opposite placement of the respondents in hexagon which means high incompatibility between 

their personality characteristics and the occupation. Further, the results also outlined the status of 

compatibility/incompatibility between personality type and occupation with respect to gender and age.

Introduction :  

Personality is the product of social interaction in group life. It can be evaluated with the observation of how one 

adjusts in different situations. Personality consists of external appearance, actions, self awareness and unique 

personality traits that are measurable (Sahar, 2016). According to Allport (1937), “personality is the dynamic 

organization within the individual of those psychophysical systems that determine his unique adjustments to his 

environment”.

Assessment of applicant's skills, knowledge and abilities is a common practice among employers (Stoughton, 

Thompson & Meade, 2013). It is because organizational and individual performance is dependent upon person and 

job fit (Nikolaou, 2003). This fit is dependent on supplementary v/s complementary fit of the employees with the 

organization. Supplementary fit exists when the individual possesses the similar kind of characteristics as of the 

existing other employees at the workplace, whereas, complementary fit is a situation in which the employee have 
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some new characteristics which act as positive addition to the existing workforce (Kristof, 1996). Another study 

highlighted demand–abilities and need–supplies gaps for the determination of person and job compatibility. Needs 

and abilities are defined from person's perspective and demand and supplies defines the job perspective (Edwards, 

1991). 

Selection of an occupation is dependent upon the type of personality of an individual. Persons possessing certain 

characteristics that go with their occupation display high level of job satisfaction (Dole & Schroeder, 2001). The more 

one achieves the fit between career and self, higher are the chances that one can fulfill his basic needs of fulfillment 

and pleasure (Antony, 1998). Further, studies have shown the relationship between personality and job satisfaction 

(Nikolaou, 2003); type of personality and career choice by students (Kemboi, Kindiki & Misigo, 2016). Another study 

found that the employees who are suited to their job work in the organization with higher level of efficiency and low 

level of stress (Deniz, Noyan & Ertosun, 2015). Age, experience and education level of an employee affects the job 

satisfaction (Tesdimir, Asghar & Saeed, 2017).

Every person has different traits such as skin, color, height and weight. They have different types of personalities 

because individuals are not alike (Robert and Terracciano, 2005; Gerrit and Plug 2006). It refers to habits; attitudes 

as well as physical traits of a person which are not same but have vary from group to group and society to society 

(Tickle, 2009). Everyone has personality which may be good or bad, impressive or unimpressive (Scott, Debra and 

Manning, 2009). It develops during the process of socialization in a culture of a specific group or society. It is the sum 

of total behaviors of the individual and covers both overt and covert behaviors, interests, mentality and intelligence. 

It is the physical and mental abilities and capabilities. One cannot determine it of an individual exactly because it 

varies from culture to culture and time to time (James and  Kautz 2012).

However, in this context there are two popular frameworks for the assessment of personality i.e. Myers Briggs Type 

Indicator (MBTI) and Big Five personality framework. In MBTI framework the assessment of personality is based on 

four dimensions which include extroversion-introversion, sensing-intuitive, thinking-feeling and judging-perceiving. 

On the basis of combinations based on this classification, this model highlights sixteen types of personalities (Carlyn, 

2010). Whereas, big five personality model consider five dimensions of personality which are measured on a scale. 

Theses dimensions include extraversion, emotional stability, agreeableness, conscientiousness and openness to 

experience (Barrick & Mount, 1991). 

Both of these frameworks have an intense focus on the type of personality one may possess and does not talk about 

the corresponding occupations that matches with the personality of an individual. On this subject John Holland's 

personality-job fit theory fits perfect which elaborates to match the job requirements with personality characteristics. 

So, in the present study an attempt has been made to identify if the respondent of the current study is in the 

occupation that matches with his/her personality or not.  It has been carried out by using Holland's personality 

model.

Holland's Personality Model

Holland's personality job fit theory is the best to match job requirements with personality type. It represents 6 types 

and their personality characteristics and occupation. This model shows that closer the fields are in hexagonal, the 

more compatible they are; whereas diagonally opposite ones are highly dissimilar and are less compatible as given in 

figure1. Like realistic; this persons are more compatible in realistic jobs or closer fields i.e. investigative or 
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conventional, not in social. This model helps to match the job personality type and work environment and can judge 

what type of personality is required for a particular job which will improve the success and satisfaction and both.

Holland theory is based on four assumptions:

· Most people can be categorized as one of six personality types: realistic, investigative, artistic, social, 

enterprising or conventional.

· These six types correspond with six kinds of work environments i.e realistic, investigative, artistic, social, 

enterprising and conventional.

· In pursuing vocational interests, people can seek an environment in which they can express their values and 

exercise their abilities as well as take on roles or challenges they find agreeable.

· The behavior of an individual is the result of the interaction of individual personality and the characteristics of 

the environment in the individuals. 

Figure1. Person-Occupation Typology

(Source: Robbins, Judge & Vohra, 2013)

Personality types, personality characteristics and congruent occupations (Robbins, Judge & Vohra, 

2013):

1. Realistic

· Likes to work with animals, tools, or machines; generally avoids social activities like teaching, healing, and 

informing others;

· Has good skills in working with tools, mechanical or electrical drawings, machines, or plants and animals;

· Values practical things you can see, touch, and use like plants and animals, tools, equipment, or machines; and

· Sees self as practical, mechanical, and realistic.

· Occupations include Mechanic drill, Dentist, Nurse, Chemist, Chef, Driver, Interior designer, Architect etc.

 Investigative

· Likes to study and solve math or science problems; generally avoids leading, selling, or persuading people;                                                                                 

· Is good at understanding and solving science and math problems;

· Values science; and

· Sees self as precise, scientific, and intellectual.

·  Occupations include professors, librarian, news reporter, mathematician, biologist etc. 

36



 Artistic

· Likes to do creative activities like art, drama, crafts, dance, music, or creative writing; generally avoids highly 

ordered or repetitive activities

· Has good artistic abilities - in creative writing, drama, crafts, music, or art;

· Values the creative arts - like drama, music, art, or the works of creative writers; 

· Sees self as expressive, original, and independent.

· Occupations include Painter, Dancer, Fashion designer, Photographer, Writer etc. 

 Social

· Likes to do things to help people -- like, teaching, nursing, or giving first aid, providing information; generally 

avoids using machines, tools, or animals to achieve a goal;

· Is good at teaching, counseling, nursing, or giving information;

· Values helping people and solving social problems; and

· Sees self as helpful, friendly, and trustworthy.

· Occupations include Teacher, Doctor, NGO's, Nurse etc.

 Enterprising

· Likes to lead and persuade people, and to sell things and ideas; generally avoids activities that require careful 

observation and scientific, analytical thinking;

· Is good at leading people and selling things or ideas;

· Values success in politics, leadership, or business; and

· Sees self as energetic, ambitious, and sociable.

· Occupations include Sales person, Lawyers, Politician etc.

 Conventional

· Likes to work with numbers, records, or machines in a set, orderly way; generally avoids ambiguous, 

unstructured activities

·  Is good at working with written records and numbers in a systematic, orderly way; 

· Values success in business;

· Sees self as orderly, and good at following a set plan.

1Table1. Compatibility and Personality

1)     http://sourcesofinsight.com/6-personality-and-work-environment-types/
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Need and Objectives of Study

Every occupation is characterized by some job specific factors due to variability in the type of task to be performed, 

the level of expectation of the beneficiary, the level of intelligence required, the degree of commitment etc. The 

studies have further shown that perfect job fit leads to well established and grown career (Bradley and Hebert, 1997; 

Francis, Machin and  Wilkinson, 1998). Under such circumstances it becomes extremely important for the 

professionals to assess the job specific factors and evaluate whether they are compatible for a specific job or not 

(Chinhui, Murphy and Pierce, 1993). In this regard, Holland suggested a model which shows that whether a 

professional is fit for performing a particular task or not by considering different personalities and placing them in 

hexagonal manner. In this manner, perfect job fit is declared if the type of personality is matched with the job 

characteristics.  Taking consideration of all these factors the present study is an endeavor to examine if there exists a 

job fit for the different professionals and if there is any association between the job fit and demographics of the 

respondents. However, the following are the specific objectives of the study   

1. To identify the overall match/mismatch between the personality type and occupation.

2. To assess the match/mismatch between personality type and occupation with respect to gender and age

3. To suggest the remedial measures to enhance the job fit with reference to type of occupation and personality 

traits. 

Methodology 

The Sample

The present study is based on primary data. The data was collected from a sample of 240 respondents. According to 

Holland personality model, two types of occupations have been selected from each personality typology. These 

occupations include Dentists, Architect, Professor, Librarian,  Fashion designer, Photographer, Doctor (excluding 

dentists), Teacher, Sales person, Lawyer, Clerk and Accountant for the present study. The type of personality of the 

people belongs to the above stated occupations selected for the study is as follows in table2 as per Holland 

framework:

Table2. Sample of the study

Characteristics of Sample

The survey is carried out on 240 respondents which includes 20 Architect, 20 Dentists, 20 Professors, 20 Lawyers, 20 

Fashion designers, 20 Photographers, 20 Sales persons, 20 Librarians, 20 clerks, 20 Doctor, 20 Teacher, 20 

Accountant. For the purpose of research, convenience sampling technique is used. The sample includes almost equal 
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proportions for males and females. In addition it has been considered to include respondents belonging to different 

age group. On the basis of the convenience, respondents are selected from different profession. Questionnaires 

were distributed to the respondents through personal visits. 

Tool for Data Collection

A structure questionnaire has been designed and used to identify the match/mismatch between the personality type 

and occupation. Questionnaire consists of two sections in which first section consists of personal information which 

includes gender, age and occupation of the respondent and second section contains multiple type questions on 

personality type. These questions are observant of the tasks, likings, and nature of the respondents. The perception 

of the respondents was recorded on three dimensions of each personality type. Theses dimensions include practical, 

athletic, a nature lover, analytical, logical, observant, creative, imaginative, innovative, friendly, understanding, 

outgoing with others, self confident, enthusiastic, energetic, well organized, methodical and interested in number 

crunching. Similarly, three types of tasks and three likings related to each dimension of personality type were framed. 

Types of tasks included in the study are fix electrical things, play a sport, read a blueprint, solve maths problems & do 

complex calculations, use a microscope, understand science theories, sketch, draw & paint, play a musical 

instrument, write stories, poetries, teach or train others, lead a group discussion, work well in groups and teams, 

convince people to do things your way, sell tings or promote ideas, organize activities or events, work well with an 

authority system, perform calculations and gather & organize report data. In the same way three likings related to 

each personality dimension included in the study are work outdoors, be physically active, work with machines, use 

computers & explore ideas, perform lab experiments, Read scientific or technical magazines, read fiction, play or 

poetry, Take photographs, express creativity, Use social and interpersonal skills, help people with their problems, 

Teach or train others, make decisions affecting others and take risks. In this regard, respondent had been given the 

option to mark more than one tick on each question. On the basis of this the type of personality of the respondents 

were measured. 

As far as the suggestions regarding the compatibility of jobs with the personality traits is concerned the viewpoint of 

twenty academicians have been considered. 

Procedure of Data Collection

The data has been collected from the offices of architects, lawyers, fashion designers. The data from the professors, 

sales persons and accountants has been collected from their respective organizations. The data from doctors and 

dentists have been collected from their clinics/hospitals. In addition, the home of some professionals has been 

visited for obtaining the data. 

Results and Discussion

The results of the study show that the personality and occupation of more than fifty per cent of the respondents 

mismatched. Further the match and mismatch between personality and occupation are analysed on the basis of 

gender and age.  

Table3 shows that there are 240 respondents of different personality types in which 54 respondents (22.5 per cent) 

are those who perfectly match with their occupation type, 138 respondents (57.5 per cent) are those who perfectly 
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mismatch with their occupation type. Further, the occupation of 24 respondents (10.0 per cent) do not exactly 

matches with the type of personality in which they should be but their personality dimension is close to it. In addition, 

the occupation of 24 respondents (10.0 per cent) matches with their personality dimension but same score lies on 

other dimension which is not closer to the perfectly matched dimension.

Table3. Match/ Mismatch of Personality Type and Occupation

       Source: Primary data

Table 4 shows the person-occupation fit on the basis of gender. Data represents that there are 28 male respondents 

with 52 percent and 10 female respondents with 48 percent are those who perfectly match with their personality and 

their occupation type as they are on the same personality dimension and the occupation type as per the Holland 

model. Further, it reflects that 90 male respondents with 65.0 per cent and 48 female respondents with 35.0 percent 

are those who do not perfectly matches with their personality and occupation type, as the personality of individuals 

are not the exactly same or not closer with the perfect personality dimension. On the basis of the person occupation 

match that is closer to the best fit shows that there are 15 male respondents with 62.5 percent and 9 female 

respondents with 37.5 percent are those who do not exactly match with the personality dimension but still accepted 

because they are lies closer to the perfect personality dimension. In addition results show that there are 16 male 

respondents with 67.0 percent and 8 female respondents with 33.0 percent are those who match with perfect 

personality dimension. It shows that there is a perfect job fit for these respondents as far as the personality type and 

occupational specifications are concerned. On the contrary, it has been observed that these respondents have given 

weight age to the other personality types which are not at all closer to the job characteristics for that particular 

personality dimension. Hence, as per the Holland model it is suspected to be regarded as perfect job fit.

Table 4. Person-Occupation fit (on the basis of Gender)

     Source: Primary data

Table5 shows the results of person occupation fit on the basis of age. In this regard data presents that there are 33 

respondents with 61.0 per cent who are below the age of 35 yrs and 21 respondents with 39.0 percent are above the 

age of 35 yrs are those which are perfectly matched with the personality type and the occupation as they are on the 

40



same personality dimension and the occupation type as per the Holland model. In addition, there are 48 respondents 

with 35.0 percent who are below the age of 35 yrs and 90 respondents with 65.0 percent are above the age of 35 yrs 

who perfectly mismatched with personality type and the occupation as the personality of individuals are not the 

exactly same or not closer with the perfect personality dimension. Further data shows that the occupation of 14 

respondents (58.0 percent) with age below 35 years and 10 respondents (42.0 percent) above the age of 35 years do 

not exactly match with the personality dimension. As per the Holland theory for such kind of occupation these 

personalities are still accepted because they are lies closer to the perfect personality dimension. Next, the results 

show that there are 13 respondents (38.0 percent) who are below the age of 35 years for the type of occupation 

match with perfect personality dimension. But at the same time these respondents have reflected to possess 

different personality traits as same score regarding personality types lies on other personality dimension which is not 

closer to the perfect personality dimension. Similarly, 11 respondents (46.0 percent) above the age of 35 are 

compatible with the perfect personality dimension but have shown the other personality dimension which is not 

closer to the perfect job fit.

Table5. Person-Occupation fit (on the basis of Age)

     Source: Primary data

Findings 

The study has found that the personality type and occupation of most of the respondents perfectly mismatched, 

thereby, it may be possible that people who are into their respective occupation may not be satisfied with it because 

their occupation does not match with the type of personality they are.  Further, the results show that out of perfectly 

mismatched respondents majority of them are males. It means either they could not find the job that matches with 

their personality or may be due to social pressures they are continuing with the occupation that is not compatible 

with their personality. Although, most of the males do not display person-job fit but at the same time majority of them 

are in an occupation that lie nearby the dimension that matches with their personality. On the basis of age, perfect 

mismatch between the personality and occupation has been found for most of the respondents who were above 35 

years, whereas, this mismatch is less (i.e. 35 per cent) for the respondents who are below the age of 35 years. It 

shows that organizations are now careful while selecting an individual and also the individual by self decides carefully 

their occupation according to the type of personality.

Suggestions:

Career guidance programmes: The career guidance programmes should be conducted by professional associations 

(like Indian Council of Agriculture Research, Bar Council of India, National Council for Teacher's Education, Medical 

Council of India, Pharmacy Council of India, Indian Nursing Council, Dental Council of India etc.) to highlight the 
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personality traits required for performing the job. In addition the government should take the responsibility and also 

direct the private organizations to conduct such programmes from time to time in order to increase the awareness 

level among people. This will facilitate the public at large to understand the type of jobs in which they can fit well and 

choose the occupation accordingly. 

Creation of job opportunities: People tend to choose a specific occupation because of unavailability of type of job 

which matches with their personality on account of mobility of people. So, they may choose the occupation in which 

they could not utilize their capability at fullest. In this regard it is recommended that government should take steps 

for the development of industries and service sector in a balanced manner. It will enhance the availability of jobs as 

per the requirements.

Advertisement of job and personality specifications: While organizations advertise any post they should clearly 

mention not only the job requirements and minimum education qualification but also the personality traits required 

to perform the job. This will enable the perspective candidates for choosing the right professional career (Hogan and  

Roberts, 1996; Dole and Schroeder, 2001). Moreover, it will provide an opportunity for the organization to capitalize 

their human resources.

Timely Evaluation of the performance and models: The research must be conducted on the parlance of adaptability 

and productivity of professionals (Analoui and Fell, 2002). In this regard, studies must be conducted highlighting the 

linkage between job fit and performance. Such studies should be disseminated among different domains of 

professional careers.

Grooming opportunities: As per the literature personality traits can be acquired. Hence, it is not always possible for 

the professionals to opt for job bidding. In this regard, they should put efforts for the acquisition of such traits that 

are required for their current job fit. However, the onus lies on the organizations also to provide such platforms 

through which employees get a chance to learn and imbibe traits required for the job.

Rotation possibilities: People sometimes realize over a period of time that the occupation in which they work does not 

match with their type of personality. They ought to think that they could perform better in another type of 

occupation. Organizations must promote job bidding policy so that the existing employees possessing a specific skill 

set can bid for the vacancy that may be out of their domain on fulfillment of the requirements of the job.

Conclusion

Comprehensively, the study reflects a mismatch between the personality type and occupation of the respondents. It 

generates an apprehension about the satisfaction, commitment and stress level of the job holders. The reason 

behind may be the unavailability of the appropriate jobs or unawareness among professional about job fit. Hence, 

the study has suggested the measures like  career guidance programmes, choose the occupation accordingly, 

creation of job opportunities:, advertisement of job and personality specifications, timely evaluation of the 

performance and models, adopting grooming opportunities and exploring rotation possibilities for a better job fit. 

Future studies can be conducted by considering the similar framework of the study on large number of respondents. 

The research can be carried out on assessing the job satisfaction, stress and commitment level of the perfectly 

mismatched personality and occupation based respondents.
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Abstract

There is an emergence of world class badminton players in India. This has created a positive environment in which 

more and more parents are encouraging their children to pursue the sport under the formal guidance of coaches. 

The technical training and fitness regimen of the budding shuttlers  has been instrumental in bringing laurels to the 

city of Nagpur. As a psychologist and trainer who plays and follows the game closely, the author felt the need to 

explore the mental toughness training dimension of the coaching being imparted in Nagpur City by different 

coaches.An exploratory survey was conducted using a questionnaire. 50 Young players were asked to respond to 

simple questions about Sport Psychology .The purpose of the survey was to identify training needs with reference to 

the mental toughness .The perspective that mental conditioning plays a vital role in performance at the competitive 

level is the trigger for this study. Psychologists can support the players by helping them to retain focus, sustain 

motivation,manage stress and achieve challenging goals by looking beyond immediate outcomes. This paper also 

aims at creating a positive attitude toward the idea of hiring a “Mental Coach”. Even though most of the players agree 

that at a competitive level,the mentally stronger player has a better chance; the near absence of psychological 

training creates a gap.The process of sport psychology coaching needs to find its rightful place in the training 

regimen of future champions.The findings of the survey  highlight the need for Psychological Skills Training among 

the Advanced as well as Intermediate level  badminton players of Nagpur.The exploratory survey  points out the 

need for  coaches and psychologists to collaborate.

Keywords: Psychological Skills Training, Mental toughness

Introduction :  

With the changing environment and positive attitude towards sports, physical fitness has acquired a prominent place 

in everyday life.Badminton which is a game of agility, deftness, precision and fitness is one of the most popular 

indoor sport worldwide. Players clocking shuttlecocks at speeds of 200 miles per hour, new scoring rules, and 

nonstop action make badminton one of the fastest racket sports in the world (Grice ,2007). Prakash Padukone and 

Pullela Gopichand, both won the All England Open in 1980 and 2001 respectively and inspired the next generation to 

play badminton. Ever since,there has been an emergence of world class badminton players in India thanks to the 

efforts of dedicated coaches and aspiring shuttlers. Badminton has emerged as a popular sport in India thanks to the 

enthusiasm among young people and parents alike. This has created a positive environment in which more and more 

parents are encouraging their children to pursue the sport under the formal guidance of coaches.India’s badminton 

record has never been as good as it has been in 2017, with an Indian featuring in the top five players of the world 

among men as well as among women, according to rankings data published by the Badminton World Federation. 

Kidambi Srikanth at fourth position among men and P.V. Sindhu at third place among women powered India’s rise to 
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the top of the charts in 2017 (Mampatta ,2017). There has been a remarkable “trickle down” effect and cities like 

Nagpur have seen the emergence of good badminton players. The training and fitness regimen of the budding 

shuttlers under dedicated coaches has been instrumental in bringing laurels to the city of Nagpur.The Orange City, 

had a strong representation in the 82nd Senior National Badminton Championship .For the first time in city's 

badminton history, as many as 11 shuttlers will featured in the main draw in five different disciplines with maximum 

six entries in the women's singles event. Nagpur has emerged as the powerhouse of state badminton (Nayse, 2017). 

It has been observed that during competition, the technical skills and physical fitness of players are often well 

matched and the one who wins in the end, is the mentally stronger player who has more grit. For badminton players, 

like other sportsmen, mental toughness (or “grit”) is often the defining factor between victory and defeat. Like any 

other sport, badminton too requires a lots of dedication, practice and perseverance, making it much more than just 

playing with racquets and a shuttle cock(IndiaToday.in,2016)Mental Toughness is the ability of a person to 

consistently perform toward the upper range of one’s talent and skill regardless of competitive circumstances. While 

coaches typically focus on the physical side of sport, sport psychologists focus on athletes' minds. Sport 

psychologists can help athletes — professionals and amateurs alike — achieve their goals. Working like a catalyst, the 

psychologist can contribute at all levels by helping players to improve the performance, manage performance-

related stress and anxiety, help them handle any mental challenges associated with injuries, and at the same time, 

enjoy the game. Mental toughness is having the natural or developed psychological edge, that enables you to 

generally cope better than your opponents with the many demands (competition, training, and lifestyle) that sport 

places on a performer, and specifically, be more consistent and better than your opponents in remaining determined, 

focused, confident, and in control under pressure” Jones et al.(2002) have concluded that mental toughness 

provided the performer a psychological advantage over opponents. 12 attributes were rank ordered by the 

participants based on their perception of each attribute’s importance to the ideal mentally tough performer and are 

as follows : 

1. Having an unshakable self-belief in your ability to achieve your competition goals.

2. Having an unshakable self-belief that you possess unique qualities and abilities that make you better than your 

opponents.

3. Having an insatiable desire and internalized motives to succeed.

4. Bouncing back from performance set-backs as a result of increased determination to succeed.

5. Thriving on the pressure of competition.

6. Accepting that competition anxiety is inevitable and knowing that you can cope with it.

7. Not being adversely affected by others’ good and bad performances.

8. Remaining fully-focused in the face of personal life distractions.

9. Switching a sport focus on and off as required.

10. Remaining fully focused on the task at hand in the face of competition-specific distractions.

11. Pushing back the boundaries of physical and emotional pain, while still maintaining technique and effort under 

distress (in training and competition).

12. Regaining psychological control following unexpected, uncontrollable events (competition specific).

As seen in existent literature, there is a possibility that Psychological Skills Training can help badminton players 

to develop the ability to relax and play under pressure which is the crucial differentiator in any 

competition. Psychological skills training (PST) is the deliberate, systematic practice of strategies and methods 
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designed to enhance an athlete's performance, by enhancing their psychological skills. PST involves training athletes 

and exercisers to learn psychological skills (e.g., relaxation skills) that help these performers regulate their 

psychological state (e.g., their feelings of confidence). PST is of interest within sport and exercise psychology (SEP) 

because psychological states can affect sport and exercise performance; if performers can regulate their 

psychological states via learned psychological skills, they may be able to enhance their 

performance(iresearchnet.com). Goal setting, selftalk, mental imagery and mental rehearsal, and relaxation are the 

most prominent PST methods used by athletes .It is important for coaches to realize that like technical or tactical 

aspects of a sport, the players must learn, develop and practice mental skills also. Keeping in mind different needs, 

orientations and experience, the PST program must be customized to suit every individual. Goal setting, self-talk, 

mental imagery and mental rehearsal, and relaxation are the four PST methods that Vealy identified as being the four 

most prominent PST methods in sports psychology books. There is a great deal of research to show that more 

successful athletes use positive thinking and positive imagery to visualize success more than less successful athletes. 

(Weinberg & Gould,1999) To explore the status of Psychological Skills Training among Badminton players of Nagpur, 

the author conducted a questionnaire survey.

MATERIAL & METHOD

In order to explore the training need /gap with reference to PST ,the researcher used a questionnaire survey. Six 

different coaches of Nagpur City cooperated with the researcher and allowed their trainees to respond to the 

questionnaire .The questionnaire was simple and the respondents were asked to give their opinion freely and frankly. 

The sample consisted of 50 players. They were categorised as “Advanced” and “Intermediate” based on level of 

competition .The 14 Advanced players included District, State, National and International level players. The 36 

Intermediate players were more than beginners but less than advanced level players. They were mostly members of 

school /college teams and playing local tournaments at present. The sample consisted of 26 Male and 24 Female 

respondents. The age range was 12-26.The researcher visited the training venues and personally collected data for 

the study. The study being exploratory in nature, the cooperation extended by the coaches and players was very 

encouraging and deserves gratitude.

Table 1. Sample of the Exploratory Survey

Questionnaire Survey

A simple questionnaire was used to collect data regarding current status of PST  among badminton players in 

Nagpur. The purpose of the study was to explore the status of PST  among badminton players undergoing training 

presently. Table 2 shows the questions used to collect data.
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Table 2. The questions in the questionnaire survey were:

Findings:

The data collection was done during November-December, 2017. The Badminton players of Nagpur City are a very 

talented lot with supportive coaches and eagerly participated in the survey. The responses of the players were 

tabulated and % was calculated for each category of respondents for each question.

The percentages tabulated are a reflection of a missing link. The talented players and dedicated coaches need 

support from psychologists. 78% of the respondents would like access to mental skills training.80% of the total 

respondents believe it is possible to train the mind and handle pressure. The finding that 68% of the total number of 

respondents have no access to PST, is very important. PST refers to systematic and consistent practice of mental 

skills.

Table 3. Percentage of responses to Survey Questions.

#  The researcher is thankful  to the coaches &  players for supporting  the study.

In response to the first question about need for Mental Toughness to improve their game, 90% of the total 

participants answered in the affirmative. This is a wake  up call for psychologists and coaches alike. The second 

question about PST in coaching schedule revealed that even though about 30% of the respondents have some 

elements of mental conditioning in their training schedule, more than 60% answered in the negative.64% of the 

advanced players have no exposure to PST in the current training schedule. The awareness of need for mental 

toughness reflects in the responses of the advanced level players as 86% would like to have access to PST compared 
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to 75% of the Intermediate group.. This is an important finding. It is at the advanced level of play that mental fitness 

becomes the thin line between victory and defeat. The Advanced level respondents have experienced the pressure 

on court and their responses are evidence of the important role of training in dealing with tough situations.93% 

players in the advanced category believe “one can train the mind to deal with pressure”. PST is important because 

psychological factors are the primary key in day-to-day fluctuations in performance (i.e., having a good day or an off 

day). Psychological Skills Training enhances performance and could take the badminton players in the survey from 

one level to the next one above. A majority of players were keen to have access to PST and personally shared several 

concerns with the researcher. The contents of the personal interviews are  beyond the realm of this paper and 

confidential.

Discussion

The exploratory survey has revealed a training gap.With a simple methodology and small sample, a major  training 

need has been identified. PST is the need of the hour to help badminton players of Nagpur to move ahead and 

achieve greater heights. Psychologists can support the players by helping them to retain focus, sustain motivation 

,manage stress and achieve challenging goals by looking beyond immediate outcomes. The dictionary meaning of 

training is: the process of learning the skills you need to do a particular job or activity. Sport training is a process of 

preparation for a sport performance, put simply(Koudelkova,Andrea & Kosova,Jana). It consists of four parts:

i. Conditioning training (strength training, endurance training, flexibility training)

ii. Training of technique (Technical preparation)

iii. Training of tactics (Tactical preparation)

iv. Psychological training (Mental preparation)

Just as physical fitness and conditioning are a part of the regular training schedule of badminton players in the study, 

mental conditioning too needs to be incorporated. This paper will hopefully create a positive attitude toward the idea 

of hiring a Mental Coach/Sports Psychologist. Even though most of the players agree that at a competitive level,the 

mentally stronger player has a better chance; the near absence of psychological training creates a gap. The process 

of sport psychology coaching needs to find its rightful place in the training regimen of future champions. This survey 

highlights  the need for Psychological Skills Training by analysing the responses of some badminton players of 

Nagpur. This  study is the first step towards incorporation of PST in training schedules of” badminton champions in 

making” in Nagpur. The survey findings are important because they reveal a positive attitude towards PST among the 

players .The onus lies on the coaches, parents, players and psychologists to work together to reap benefits of mental 

training.

Conclusion

Literature on psychological skills training programmes has been published  since mid-1980's and sufficient evidence 

exists to support the conclusion that they are very effective and impact positively on performance in a large variety of 

sports (Wann , 1997)The player who wins is the one who thinks he can, the one who  stays calm under pressure, 

stays  focused on the right things, rebounds quickly from mistakes, has a strong self belief and confidence and can 

handle  last minute jitters and self-doubt.The Mental Skills which are important for a badminton player to achieve 

success can be developed with training and practice..Better concentration, higher confidence, more task-oriented 
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thoughts, lower anxiety,  positive thoughts and images, and more determination or commitment differentiate the 

elite players from less successful ones.This is where PST can be helpful in improving the performance of aspiring 

players. Having a strong mental game of badminton is a must for all serious tournament competitors. To succeed at 

these levels competitors need to build mental toughness, a deep will to win, sharp focus and the ability to make 

come-backs after challenging points and matches Cole, Bill(2011).

Developing the psychological skills and gaining self-confidence, control activation, and arousal regulation are likely 

to have a positive impact on the actual on court performance of a badminton player. There is tremendous scope for a 

partnership between badminton coaches and psychologists. Further research on optimizing performance through 

enhanced psychological skills can prove beneficial for badminton players who are working hard to find their way to 

top. Collaboration between coaches and psychologists is the key and PST is the treasure which will  enhance the 

quality of on court performance of the technically and tactically well trained badminton players in the future.
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Have You Found Your Enabler? - The Yoda

One core concept that all of us work upon to create as a part of our Life's journey is definitely 'Positive Change'. 

Often, such positive changes are referred to as life-transforming. The Greek Philosopher Heraclitus is credited for 

once saying, that “The only thing that is constant is change”. This is true for so many of us in both the workplace and 

in our personal lives. Therefore our ability to make positive changes - and even the ease to embrace change- is a 

desirable one.

It is  usually agreed that all changes can be potentially transformative, and most of us occasionally need someone to 

help us see the obvious and more often, the not so obvious, so as to make 'The Change' really work for us. Parts of 

the life-stories of Greats I narrate below are fascinating and illustrate an evoking point about making positive 

changes in life through co-creation. 

The first story is about the real prince of Indian cricket, Yuvraj Singh. In the lead-up to Team India's campaign to the 

ICC World Cup 2003, Yuvraj was playing reasonably well though; he began to feel incessantly anxious for his inability 

to create a century and went wilted into his extreme disappointment. He knew that his chances were bleak to be in 

the future playing-eleven. Living around his pressing anxiety then, Yuvraj's sessions with Cricket India's 

Psychological Coach Sandy Gordon (on that tour) made an impeccable impact in his illustrious cricket career to 

follow. As revealed by Yuvraj himself later, his conversations with Sandy at that time led him to have 'one tremendous 

insight' that positively changed his game for ever. Yuvraj had a powerful clarification as he discovered with Sandy 

that “Finishing the game (by playing till the last ball)” would rather reconstruct himself as much valuable for Team 

India, as much a Great of the game, than scoring a century. This was like a big bang; the all new and powerful insight 

helping him to see himself and his circumstances in an entirely new light. He now had a much empowering vision that 

was truly self-relevant-“To finish the game for India's win”. He overcame his anxiety immediately as he saw the 

disguised chance presenting itself in his unique circumstances. What turned out thereafter was the incredible history 

of finishing-stories he created in the cricket field. This was a fascinating legend about bringing a truly transformative 

change through co-creation. 

Another story, I wish to share today is about the impact Gurudev Rabindranath Tagore had on the life of a young 

student at Shantiniketan. Bhandare was a young boy from Maharashtra, who was brought to Shantiniketan by his 

parents for doing higher studies. He was extremely mischievous and his boyish indiscipline left his teachers and 

administrators of Shantiniketan in torment already by the first few weeks. Staying in Bithika, a long mud-built hostel 

with bamboo and straw-thatching, Bhandare would often play tricks with persons who happened to be going past 

the Salbithi, a path that ran through the Sal (Teak) grove and stood in front of Bithika. The other side of Salbithi had 

Dehali, another mud-built house, where Gurudev Tagore lived and the library was situated just a few metres away 

from Gurudev's house.  On the first twilight of his arrival in Shantiniketan, while Bhandare was standing by his 
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companions, he saw a bearded man clad in his long white gown with a black cap over his head walking down from 

Dehali towards the library. Seeing him, Bhandare took a run towards the elderly man in a jiffy, leaving the other 

children in awe... As he reached the gown-clad elderly man, his companions kept watching him intensely from a 

distance. Observing afar, they found that Bhandare was telling the greybeard something and the elderly-man kept 

smiling gently. It seemed that sage-looking was protesting but Bhandare was pressing him. At last he pushed 

something into the hand of the sagely man who, still smiling, accepted it and put it into the inner pocket of his gown. 

Very happy and smiling Bhandare came back to his companions. Bhandare had his vow for Sage though; he did not 

bother to salute the robe-worn anyway. His friends very well knew that Bhandare ran into an exchange with the 

Solemn Rabindranath Tagore himself. Hence, with all exciting curiosity they wanted to learn what he made Gurudev 

to accept. “What did you really give to Gurudev?”- They exclaimed. Bhandare, now obviously bemused by their 

question replied, “What Gurudev? There, whom I gave the Atthanni (half a rupee) a minute ago was a Darbesh (A 

religious ascetic living on alms is called Darbesh in Marathi). He was no Gurudev”. The other children went absolutely 

cowed on learning that. It was much beyond their comprehension to have anybody offering alms to Gurudev. Nobody 

ever suggested that Atthanni was a small amount, but none could convince Bhandare then that the recipient of his 

largesse was not a Darbesh but Gurudev himself. Of course, that wasn't much relevant, but what followed thereafter 

remains to be treasured. Very soon, Bhandare's real nature of being intractable began to afflict the administrators 

and teachers alike. Hence, together they appealed to Gurudev seeking expulsion of the eccentric. Gurudev, upon 

listening intently of what his teachers and administrators had to say, wanted to see Bhandare early next morning at 

Dehali. Drowned in his self-reproach, as Bhandare was walking along the Salbithi towards Dehali with grimace the 

next morning, perhaps everybody in Shantiniketan knew about his ouster to follow. His friends observed afar, as he 

entered Gurudev's cottage. In his pacific presence, with the emanating feeling tone of wonder and love, as Gurudev 

beamed into Bhandare's eyes, there emerged a silence in the moment before Gurudev lamented, “If you are not 

around 'my son', who else would ever care to offer and gift me a penny?”; He brings forth his upturned fist over the 

desk between them and unfolds to show Bhandare how treasured his invaluable gift of the 'Atthanni' was. Only 

silence could pervade thereafter and Bhandare lied prostrated saluting the master before he spewed himself out of 

Dehali with tears flowing down his cheeks and his newly found self. As revealed later, this short personal interface 

with Gurudev swept him like a tidal wave as he realized now that he has a 'GIVER' innate in him and hence resolved to 

remain so for the rest of his life. What followed went captured in the pages of history. Bhandare lived all his life in 

Shantinikatan thereafter & later went on to serve the Sangeet Bhawan there, as he led the morning 'Baitalik' 

succeeding the maestros Shri Bhimrao Shastri and Shri Anadi Dastidar.

If you are one like me, you are feeling deeply connected at this point. True! We 

want to know, our lives no matter what will be blessed & alright. Great English 

novelist, George Eliot made a very interesting observation on being blessed. She 

said “Blessed is the influence of one true loving human soul on another”. So true 

she was, as we discovered, both Yuvraj and Bhandare releasing the average from 

their lives, beating the dangerous whispers of doubt in the influencing presence of 

another loving soul. The conversations Yuvraj had with Sandy Gordon was short 

though, Sandy's presence was no way small. Gurudev Tagore gave no advice to 

Bhandare, but surely made Bhandare discover his own advice for self. This was 

extra-ordinary influence, not really because the solemn influencer made the 

learner to do something but precisely for the fact that their short conscious 
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presence helped the learner to create positive changes in the daily behaviors and their daily thinking. In the legends 

above, the conversations that Yuvraj & Bhandare had with their enablers were explicitly precious because, on that 

day, they remembered all they truly were. In common parlance today, such conversations are termed as 'Life 

Coaching'. Neuroscience tells us that Coaching is actually the best behavioral change technology available today. 

This is precisely true because our neurobiology does not effectually support behavioral change through information 

and advice. Modern 'Life Coach' rather nurtures the 'Social Brain' and that makes all the difference. This part of the 

brain defines our Ego of who I am, how I see the world, what my beliefs are and what my rules are. This is exactly 

where Gurudev Tagore and Psychological Coach Sandy Gorden focused upon. No wonder, the best of the best Lionel 

Messi, Tiger Woods, Mark Zuckerberg, Kim Young, Dr.Atul Gawande, Fred Hassan & Allan Mulally today has a Coach. 

They realize how their Coach helps them stay in the ring of their mighty mission. So, it makes a case that anybody (no 

matter how good we are) can get better to make better positive changes. And, if the best people in the world at what 

they are doing are adopting coaching, then everyone should. Have you found your Life Coach?
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