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Chief Editor's Message

“Wealth without work Pleasure without conscience
Knowledge without character
Commerce without morality
Science without humanity
Worship without sacrifice
Politics without principle”
- Mahatma Gandhi
The entire world is celebrating the 150th Birth Anniversary of our beloved Father of the Nation –
Mahatma Gandhi.
There are many perspectives to celebrate the life of Gandhiji. However, it brings lot of sense of
responsibility on every Indian that what has been the one act in life which they can dedicate to the great
soul of the world, whose life has been a lesson. Do we have courage to speak the truth? Will we open our
eyes to lead a simple life? Ever a thought crossed our mind to be the change? Can we rise above the call
of duty, when it comes to citizenship behavior? Have we realized the importance of cleanliness and
hygiene? Can we hear the inner soul to say 'no' to any vices surrounding our lives? Can simple living and
high thinking guide our actions?
This Special Issue of the Indian Journal for Training & Development is dedicated to few gems from our
motherland, who rose from the normal and with exemplary passion, transformed millions of lives and
touched a billion souls by being “ real life heroes”. These unstoppable change makers have heard the
call of inner conscience and decided to go by it. Nothing comes easy especially to those, who break
barriers, think differently and keep the fire burning inside them, for their passion. They encounter
questions and social rejection; they become targets of sarcasm, they face failures and have to swim
against the tide to prove their mettle. With the support of only countable hands, who trust them and their
actions, these heroes fight for a cause and take the problems or challenges as they can never deter
them from their path.
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I salute these big heroes for their ignited minds, soulful actions and pious intent, which has the power to
move the mountains.
I have handpicked four great personalities from amongst such inspiring stories of exemplary work, and
introduce them to our readers. Our first change maker is Sonam Wanchuk, an innovator from Ladakh,
who transformed education with innovation by bringing “Stupas”. The Second change maker is Anshu
Gupta from “Goonj”, whose work for clothing the poor has not only saved millions of lives, but also given
purpose of life to many. Our third change maker is Ved Arya, an IIM-A Graduate, whose life- hero was
none other than Mahatma Gandhi himself, who created “Srijan” and “Budhha” fellowships. Our fourth
change maker is Shriyans Bhandari, whose name appears in Forbes List as Young Social Entrepreneur
who has created “GreenSole” to donate footwear to millions of poor children. I am deeply indebted to
these luminaries, some of whom have become heroes, at a very young age, who have changed
something in every person they have met and have done a great service to our nation and to the
mankind. They are the crusaders, who make me to believe that nothing is impossible when your passion
has pure intention to serve the humanity and to enlighten millions of lives. Besides, the four young
leaders, this issue also carries an interview of Prof Abad Ahmad, a renowned academician and a doyen of
management education in India, who is still passionate about development of human resources.
I request all my readers to be part of the journey and write back to us about their feelings on the contents
which will help us to make the journey more meaningful.
In the Golden Jubilee year of the Indian Society for Training & Development, I respectfully greet all
ISTDians and all my readers and seek their continued support in making IJTD one of the best in its
category.
We invite Case Studies, Best HR Practices, Concept papers, Research papers (APA style) and Book
Reviews from national and international audience to make this Journal reach its pinnacle.
Our upcoming Issues of the journal are:
1.

October- December 2019 :

Trends in Industrial Relations & Labour Laws

2.

January-March 2020

:

Futuristic Talent Management

3.

April-June 2020

:

Corporate Social Responsibility. L&D and HR – Touching Lives

Dr. Rajeshwari Narendran
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Interview with
Prof. Abad Ahmad
Academician &
Doyen of Management Education

Kindly share your professional and personal journey milestones going down the memory lane, I am sure that your
journey would inspire many professionals and learners.
Prof. Abad Ahmad: Before my Professional journey. My Academic journey started in Commerce Education. Although I
was able to obtain all my University degrees in Commerce with gold medals, I was highly dissatisfied with its mainly
descriptive and theoretical orientation. It did not develop ability for analytical thinking and to apply knowledge to solve
management problems. I therefore decided to learn about Case Methods and went to Richard Ivey Business School of
Western University, Canada, on Commonwealth Fellowship. There I obtained the MBA degree and did Postdoctoral
work on Case Methods and Experiential Learning (Like T-Groups) with Prof. Craig Lundberg. In this process my
Learning paradigm for Management Education was completely transformed.
Prof Craig Lundberg inducted me to the field of Applied Behavioral Science and Experiential Learning. Because of this
experience, I decided to return to India to design and launch the MBA (Full-Time) Programme at the University of Delhi,
on the invitation by Professor A. Dasgupta, Head of the Department of Business Management at the Delhi School of
Economics, who had offered me the post of Reader. We launched the pioneering Two Year Full Time MBA Programme
at the University of Delhi in 1967. Following its pattern, similar MBA progammes were started by many other
Universities.
The next high point of learning for me was during my participation in the international programme for management
teachers from across the globe (ICAME) at the Stanford University in 1965-66. There I interacted with some of the most
renowned thinkers and writers in the fields of personnel management, organizational behavior and management at
that time, like Dale Yoder, Etzioni, and Professor Fred Massarik of the University of California, Los Angeles. When I
shared with Prof. Fred Massarik my interest in experiential learning and experience of co-training with Prof. Rolf
Lynton in India, he invited me to the National Training Laboratories, Bethel, Maine, where I participated in two
advanced laboratory training programmes. He helped us in starting the Indian Society of Applied Behavioural Science
(ISABS). I was also associated with the establishment of the Indian Society of Training and Development (ISTD) as a
founder member.
My third high point of learning was my participation in the International Teachers' Program of the Harvard University in
1971. In this programme I interacted with some of the outstanding professors of Harvard Business School. The
programme enhanced my interest in the area of Strategic Management, which has also been my area of interest in
addition to Applied Behavioral Science (ABS) in Management Education and Training.
The combination of these two and closer working with Prof. Fred Massarik , Prof Rolf Lynton and Prof. Udai Pareek led
to my deeper interest in Management Training and Organization Development. I gained considerable nd consultancy
experience in leading organizations like ITC, BHEL, NTPC, ONGC, Hughes Software, Holy family Hospital, etc. My first
book entitled 'Management and Organization Development- A Behavioral Science Approach' was published in 1972.
This was one of the first books on OD in India. The next book was based on my OD consultancy experiences entitled:
'Building Effective Organizations- The Indian Experience'. Thus OD and ABS based management training became my
areas of expertise and enabled me to learn a great deal about real life problems of organizations, and effective
5
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process of introducing change in them. Further, it enabled me in institution building and turning-around or
transforming the institutions with which I was associated in a leadership role, like the FMS as Dean; Director, University
of Delhi's South Campus; Executive Director MDI Gurgaon; and as Pro-Vice Chancellor of the University of Delhi. I was
able to extend my expertise to the social development sector as Chairman of the Aga Khan Foundation (India).
You are one of the founders of Indian Society for Training and Development, how the seeds of training and
development were sown? Who all contributed to the evolution of training and development in formative years in
India?
The tradition of training and development as a part of organization did exist in India before 1950s, particularly in the
multi-national Corporations like Hindustan Lever and professionally managed Indian organizations like Tata Sons.
Similarly the progressive family organizations like the DCM, Aditya Birla Group, Singhania group etc. also had good
training culture. At the same time the large public sector organizations that were established in the early stages of the
Indian economy like SAIL, BHEL. IAC, Indianoil, etc. had strong training departments. I would like to say that the Govt.
initiative in the 1950s has contributed a great deal to the formative years in sowing the seeds of training and
development. The examples are the National Productivity Council and their regional productivity Councils, and the
Administrative Staff College of India. Further, during the same time the initiative to start the 3 year part-time
management courses in four Universities of Delhi, Madras (now Chennai), Bombay (now Mumbai) and Calcutta (now
Kolkata) laid the foundation for Management Education in India. Then the IIMs came into existence in the early 1960s.
and the result was that faculty was available to conduct management training programmes for supporting the
training and development in corporations. This is how I feel that the process of training and development got
institutionalized. In addition other organization like the All India Management Association (AIMA) and their regional
bodies, as well as institutions like XLRI, and SIET Institute in Hyderabad made significant contribution not only to
corporate sector, but also in the social development sector. So this was the scenario in the 1950s and 60s.
In this connection I would like to mention the contribution of some of the stalwarts who can be considered as the
pioneers in training and development area. The names come to my mind particularly are that of Dr. Rolf Lynton Prof
Udai Pareek, Prof TV Rao, Prof J. Philip, and Sharu Rangnekar. Dr. Uddesh Kohli and Mr BC Mathur were like the
forefathers of ISTD along with other founding members. Professionals like Mr. Aftab Niazi and persons who were
associated with the ISTD in fact were so committed for training and development that they gave all their time and
energy and got support from all sources to ensure that high quality work in training and development is carried out. A
structured Diploma in Training and Development was launched by the ISTD, which continues to provide training for
trainers.
The notable names which come to my mind other than the names mentioned above are Prof Ishwar Dayal, Dr. Dharni
Sinha, Nitish De, Dr Prayag Mehta, Dr. Somnath Chattopadhaya, Dr. Gouranga Chattopadaya, Manohar Nadkarni, Dr.
Indira Parikh, Mr Paul Siromani, Dr S.K. Chakaraborty, Dr. M. Athreya, Dr Pritam Singh, Prof Pradip Khandwalla, Dr.
JBP Sinha, Dr. DM Pestonji and many more distinguished names which perhaps may be in the memory of others. In
the next generation a number of bright new persons have contributed like Dr. Pritam Singh, Dr Vinayshil Gautam, and
many others who have been the torch bearers of training and development. Similarly Prof Ram Narain, I think, is
another researcher and renowned scholar who has contibuted a lot on change and organizational development. The
field is very rich with distinguished scholars, thinkers and practitioners.
How has academia contributed along with Industry and practitioners in HR in general and specifically in Training
and development?
The contribution of academia and industry practitioners help in conceptualizing new dimensions in training and
development, and developing instruments and processes for experiential learning, and other kinds of training and
development processes. Such contributions have enriched the field of training and development. Without the
development of appropriate theories and appropriate methodologies, training and development cannot be effective.
They apply knowledge and insights through training and development in facilitating the learning of not only of
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There is a huge potential even today in ISTD to create a global benchmark in certificate programs for trainers and
bringing Diploma and training and development to Asian countries. How can this be accomplished? What
challenges ISTD may encounter and how can we carve a roadmap to actualize this dream
I would like to say that in order to create a global benchmark in the Diploma programme for trainers in T&D, it would be
necessary to deal with three major aspects: (a) What are the new challenges in the organizations, particularly
referring to the HRM and HRD, that have become essential to meet the needs of the organizations ; (b) What should be
the kind of content that should be delivered through the diploma programme, and (c) most importantly, what should
be the process of delivery of these programmes. The process of working of organizations and learning has undergone
a paradigm shift with the advent of machine learning, data analytics, block chain, Artificial Intelligence and other
digital and ICT technologies. So as we are moving to the so-called 'Fourth Industrial Revolution' based on digitization
of management processes and industry, the major challenge would be how does training and development groom
the talent, upgrade the skills of existing persons, and ensure continual upgradation of the talent. A programme which
addresses such needs is essential to develp internationally acclaimed Diploma in T&D.
There is world of difference in knowing the theory, and being able to apply it and develop skills and expertise to apply
these insights to real life problems. It cannot be achieved by the existing frame-work of the content and process of the
Diploma course of ISTD. It may require collaboration with other institutions, and other similar societies. My suggestion
would be that for the behavioral aspects it will be advisable to develop relationships and networking with societies
like Indian Society for Applied Behavioral Science. And for content and process with the other international Training
Organizations like AJTD, and academic institutions in India and overseas.
The delivery of the new programme may require a blended learning process to enable experiential learning for the
participants. This is why I feel that this is a very major task, and it will require innovative thinking and ideas from leading
thinkers in the field of training and development through a creative and collective consortium. So generally speaking
I think this is the kind of scenario I see for the future of the Diploma.
What role academia and teachers can play in bringing best in the generations X, Y and Z in today's in VUCA world
to foster right learning and development?
us now examine how the academia and teachers can play role in bringing out the best in generations X,Y and Z in
today's world to foster the pace of learning and development. The three generations, X,Y and Z have their own
different capabilities, mindsets, styles of working, aspirations, learning pattern and comfort with technologies. The
Gens. Y and Z are highly Tech. and Digital savvy. At the same time there is need to develop their skills for the
responsibilities and roles that they have to perform in organizations. The difficultly that often arises in most
organizations is that people who are highly tech. and digitally savvy may have very high IQ, but they do not all have the
desired level of EQ (Emotional Quotient). The result is that they are very good individual performers, but when they
are promoted to team leadership role, often they do not have adequate inter-personal and leadership skills,
particularly in dealing with similarly competent colleagues. Therefore, the training and development programmes will
require significant focus on behavioural and leadership aspects. This is critical for organizations in the contemporary
dynamic and competitive environment.
According to some researches, the generations Y and Z are far more entrepreneurial in orientation. One thing that
has been noted about people belonging to gen. X is that after working for long time in industry, they prefer to be on
their own and set up their own enterprises. The gen. Y and Z persons want more autonomy and are more
entrepreneurially oriented. Usually first they want to work for a few years in a large multi-national corporation, where
they can gain good experience, and then they like to have their own start-ups. In fact some venture with their start7
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trainers, but also of the participants in the organizations as well in the social sector. So the contribution of academia,
primarily, has been to ensure that new concepts, training methodologies and theories which have been tested
through research or experimentation enrich the field of T&D.. Their contribution ensures that the field of training and
development has a sound theoretical base.
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ups soon after their education or even before their formal education is complete. They demonstrate high
entrepreneurial ambition. One way to deal with their aspiration that has been successfully tried by some organizations
is intrapreneurship. This is by giving freedom to the individuals to be able to float their own specialized cell
organisation within the frame-work of the large organization. Thus they have autonomy and flexibility to run their
business, and at the same time are part of the large organization to which they also contribute. This is how their
innovative and entrepreneurship talent can be tapped for the benefit or the organization. For inducting, retaining and
motivating Gen Y and Z persons, the working environment and culture of the organizations will have to be very
different. The gen. Y and Z give their best in a working environment in which there is lot of openness, egalitarian work
culture, freedom to express ideas, value for creativity and innovativeness, and flexibility in working system that
organizations like Infosys and Google have created.
In view of these characteristics of Gen Y and Z, I think our training, development, and educational effort also will have
to be geared up to ensure understanding the processes for entrepreneurship, innovativeness, creativity and so on, so
that the enormous talent of gen. Y and Z can be tapped and groomed by the organizations. The leadership and
strategies need to be oriented to be in sync. with the new generation's aspirations.
Therefore, if we want to gear up the T&D Diploma and other training and development programmes of ISTD to meet
the changing requirements of industry, it will be essential to revamp them in their content and process of learning.
Particularly, the process of delivery and learning engagement of people will be critical for upgrading the programmes,
because these generations have different digitally oriented process of learning.
The whole process of learning and development has to be internalized by the organizations at the strategic level, and
they will have to give due place to the L&D departments. These need to be treated as their centres of excellence,
making their role a part of their strategy for excellence and competitiveness. We will have to enlarge our training and
development concept to meet these changes and incorporate these requirements in our future programmes for the
development of ISTD and its role in the future. This is my perspective. I hope it will make sense to the readers.
Thank you.

8

Segment - 1

Interview with
Sonam Wangchuk
Founder, Director
Students' Educational and Cultural Movement
of Ladakh (SECMOL)
Tell us a bit about the Ice Stupas. How did you come up with the structure? What led to the innovation?
The Ladakh is a cold desert at roughly 3,500 m altitude between the Kunlun and Great Himalayan mountain ranges
and the farmers face acute water shortages during the early crop-growing period between April and May. Global
warming and shrinking glaciers has made things worse and has left little water available to farmers.
I truly believe that access to water in the desert landscapes around many high-altitude towns and villages of Ladakh
could be improved if the huge seasonal outflows of glacial water could be frozen in a way that it melts gradually in
spring to be available to the villagers when they need water the most.
I was inspired by the experimental work of a fellow Ladakhi engineer, 80 year old Aba Chewang Norphel. Aba Norphel
had created flat ice fields at heights of 4,000 m and above. But villagers were reluctant to climb that high to maintain
them. It was a tantalizing situation: a logical water supply solution was available, but faced challenges.
I experienced a eureka moment, when I was driving past a bridge over a stream near our SECMOL Alternative School. I
saw a big chunk of ice under the bridge, which at 3,000 m was lowest altitude and hence warmest place in the whole
area, and it was the month of May. So I thought – we can keep ice right here in Phey if we protect it from the sun.
But where do you get shade? I began to think about reflective materials to cover the ice surface, and then I started
thinking about reducing the surface area instead, realizing that basically the sun needs surface area to heat things up. I
then understood that conical ice-mounds would have minimal surface area for the given volume, and would melt
much more slowly than flatter fields of ice, even if they stood in sunlight.
And in 2013, we began to create prototypes of the ice stupas. I have likened them to the Tibetan religious stupas that
dot the Himalayan landscape as I believe that it gave a better sense of ownership for this concept among the local
population.
How does the Stupa work?
The ice stupas are formed using glacial stream water carried down from higher ground through buried pipes whose
final section rises vertically: due to the difference in height i.e. gravity, pressure builds up in the pipe and the water
passes along the pipe, flows up and out from its raised tip through a fountain into sub-zero air and then freezes as it falls
to gradually form an ice cone or stupa. In late spring the melt water is collected in large tanks, then fed onto planted
land using adrip-irrigation system.
In 2014, we had an encouraging sign: the seven-metre tall first prototype ice stupa lasted well into summer until 18th
May. I then invited His Holiness Drikung Kyabgon Chetsang Rinpochey and the monks of the nearby Phyang
monastery, to bless the ice stupas and to adopt it to alleviate serious crop-water shortages. Together with the
monastery we set up a crowdfunding campaign that paid for a 2.3 km pipeline system to bring glacial stream water
down to the village; the resulting ice stupa grew to a height of 20 metres. In 2015, it lasted until early July, supplying 1
million litres of melt water to the 5,000 saplings planted by all the villagers and monks.
How easy or challenging was it to get people to sit up and take notice of this venture and its sustainability?
9
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The impact of what the Ice Stupa could do to transform the lives of the land and the villagers was generally understood
by them immediately. We started piloting the idea of the ice stupa in the Phyang village for a real-life application.
People of the village came and volunteered to plant 5000 trees which were supported in the lean months by the
moisture from the ice-stupa. That is a proof of the concept that we shouldn't stop.
The fact that the “Ice Stupa” artificial glacial experiment had the blessings of His Holiness Drikung Chetsang
Rinpochey, one of the topmost leaders in Tibetan Buddhism after HH the Dalai Lama helped a lot to gain the
confidence and support of the local population.
What is the future for these Ice Stupas?
I think the future is already here and it is bright. In the last three months, we have taken the ice stupa technology to
Sikkim on invitation of the state government to drain and refreeze a dangerous glacial lake that could otherwise cause
Kedarnaath type flashfloods. We then took it to the Swiss Alps where we are currently building ice stupa prototypes on
invitation of the Swiss authorities, as a tourism attraction in the short term and a glacier enhancement measure for the
long term.
I think artificial glaciers will be an occupation and enterprise of the future… fortunately or unfortunately.
Can you say more about the significance of structure's shape and why you chose to call it an “ice stupa”?
Now a cone is uninteresting for most people except for an engineer, so we thought it's not for engineers that we're
building this. This is for common people, and we should make it attractive to common people, so they can relate to it.
We saw that other conical structures, stupas, dot the Ladakhi landscape, and are popular and so close to people's
hearts. So rather than calling these ice cones, we started branding and positioning them as ice stupas.
We involved the spiritual leaders to bless these stupas, and his Holiness Kyabgon Chetsang Rinpoche, who is one of
the top most spiritual leaders after the Dalai Lama, was very pleased to promote this concept. We even put prayer
flags on our stupa, because that's what you do often on stupas in general. Now, it has become a site of pilgrimage,
where thousands of people come every weekend to pay their homage and understand this sort of marvel of ice.
Roughly 12,000 have already come in the last three months.
I read your ice stupas are being developed elsewhere, including Europe.
We hope it will spread to many places with cold winters and a shortage of water. They are mostly the same, except that
the length of the pipe and cost will vary, based on the gradient slope. Other than that, they use the same principle of
making a cone of ice naturally from freezing a fountain of gushing water.
Here Ladakh it has become, like it or not, an attraction for tourism. And this year we sent some of our [student]
volunteers to the Arctic Circle in Sweden to learn how they make ice hotels in the winters. We want to make ice hotels
inside the ice stupas for tourists in Ladakh. Then the money they spend will
subsidize the farmers for their water. So these will be beautiful and useful ice hotels, which are experiences for the
tourists in the winter and water for the farmers in the summer.
Are others learning from and replicating your work?
Yes, we are making tweaks to improve the concept every winter, because this has not been done before. We are also
working on making ready-made kits that other villages can just buy and make on their own.
We would also like ice stupas to become a symbol of climate change adaptation. And people in all cold cities could
decorate their houses with an ice stupa made by the children, or the town could make one in the middle of a
roundabout. Schools could make it in their school compound to make the children see how climate change can be
tackled. Teachers could teach them geometry with it as a practical application of what they learn in textbooks.
10

It's estimated that between 70 and 99 percent of the glaciers in the Hindu Kush-Himalayan region could be gone by
2100, due to global warming. Are you considering alternative ways to bring water to this high desert region?

I'm also working on capturing the rains in the mountains where the glaciers are now, and tomorrow they might not be.
As the world heats up with climate change and global warming, more evaporation from the oceans and more clouds
will mean a little more rain and snow.
I'm experimenting with capturing this precipitation in the mountains, rather than making it wash down and create a
flash flood, which has become a big problem today. When it rains heavily, there's a flash flood. If we capture this heavy
rain in the mountains by creating trenches and little catch damns, then we will soak and absorb this rain into the slopes
of the hills and it will percolate slowly over the months into the streams, so the streams may still flow even when the
glaciers are gone.
The Ice Stupas you'd developed with the students of your alternative school SECMOL have done exceptionally well.
Well, SECMOL is about two things. One, is to give those whom the system has failed, a chance to relaunch (this is a
school where percentage does not matter, but the fact that they've failed does). Two, it is hands-on; applied
knowledge. It's all about learning through experience. Not just science and math but about life; managing situations,
accountability etc.
The Ice Stupas were started with these students and then piloted by those who passed out. It's still run by them. In fact,
now the Ice Stupas are not just in Ladakh but also Sikkim, Peru and Switzerland. The local governments of the counties
in these places approached us (they're looking at these Stupas from the point of view of tourism and climate change).
We started in Peru last year.
How involved are your students in the project?
The Ice Stupa team is formed of volunteers who are mostly former students from our alternative school. I expect that
some of them will carry it forward as a career as glacier entrepreneurs. This we have seen is the best way to spread the
knowhow to other regions in an efficient way.
How would you describe the impact the ice stupas have made?
It's a bit early to say. But this winter, in the upper valley of Phyang, we made several ice stupas and horizontal artificial
glaciers. Altogether, they will be storing 30 million liters of water, which is a lot of water and can have an impact on the
villages below, as the ice will melt and go into the stream, and the stream will have an enhanced flow, particularly this
year because it didn't snow at all in the winter.
Your work has earned you global accolades and more funding, more recently as a Rolex Awards Laureate (2016)
and a recipient of the Global Award for Sustainable Architecture. (2017). Has this additional support changed your
vision for ice stupas?
There's more visibility and a lot of people are associating with us, not just for money, but with their time and skills. That's
a great feeling to have the whole world coming together to support you.
Yes, my vision has changed because earlier I was thinking about a small part of Ladakh alone, but with the knowledge
and skills and funding, I'm more and more thinking about providing solutions for all the mountain people of the world.
They need original work.
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I'm working on life without glaciers. I've already started experiments to see what can be done with very little rain. I won't
go into details, but this is about mixing the sandy soil with clays and humus to make any rain that falls on it last for
months, caught and absorbed in the clays. So that it is moist until the next rain, even if it is several months later. So that
we are doing with some success. We've been able to plant trees in total desert, and no watering even from ice stupas,
and they are still surviving for two years.
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And then I'm also encouraged to think of it as something that will impact other universities to adapt and change and to
become more contextual and responsible for their own environment, rather than just give a degree after a three or
four-year course. To actually be solving the problems of the people. And that's the trickle-down impact I would like to
see in other institutions of the world.
As an entrepreneur and educator, how would you advise others who are tackling – or will be tackling – water crises?
We should teach in our schools to respect water as a resource [that can be depleted]. Long ago in industrial times, we
created schools to exploit nature. Now the exact opposite should be done with this great asset calling schooling. We
should use it to build and rebuild and heal nature. That's where you
have people at their formative age, where it becomes a part of their life, rather than wait to form or bend our rigid adults
through campaigns and lectures and seminars.
To children I would say, learn all these interesting things and become champions of water and nature and become
leaders in your own houses. Show your parents they are on the wrong path – thanks to a poor educational system in
their time.
Definitely water [scarcity] is and will become more of a challenge for the whole world. To the big cities of the world, I
would say that we in the mountains are doing these little things to adapt to climate change, but you have to change
your ways too if you want long term change. It's your blind use of resources. Your buying twenty pairs of shoes when
you need only two. Three cars when you hardly need one, rather than using public transportation or bicycling, and
healthy ways that keep you fit and us safe in the mountains. I would say to the big cities, please live simply, so we in the
mountains can simply live.
One assumes innovation is about is about something out of the ordinary. But you've shown how innovation is
about reconsidering existing vocabulary of material and space, and voicing them with a different meaning. How
do you define innovation?
I think innovation is about exploring and arriving at new possibilities in order to make people's lives better. To me good
innovations use minimum resources for maximum impact and therefore simpler the solution the better. Using
materials that are abundant like mud, sun, ice/water and shapes and forms that people can relate to, to solve some of
the most pressing problems of the mountains has been my way. Humankind has always evolved. From simple animals
to ones using tools, from using basic survival tools to a cacophony of noisy machines. I find things that are beyond
machines and moving parts to be more evolved.
In today's world where everything needs to be concrete like solar power plants and water harvesting systems, your ice
stupa turns the idea on its head with its melting impermanence. Were you aware of the existing contrast?
Like they say simplicity is the ultimate sophistication! I really like things that are simple, affordable and functional.
Seeing the various solar energy gadgets at our school in Ladakh someone once asked me which one is your favourite! I
thought for a while and said... it is not cutting edge photovoltaic technology or LED lights or Li-ion batteries that we
have! My favourite solar device on the SECMOL Campus is the Campus Time, which is one hour ahead of IST. This helps
the students go to bed early and get up early and take advantage of the sunlight as the sun rises. So my favourite solar
device has no device at all, no moving parts, nothing... just get up at 5.30 in the morning and use the best solar lighting
that happens right outside our windows... it happens for all rich or poor, rural or urban. It's silly to sleep trough this solar
lighting and then brag about the hi-tech stuff. Similarly, an ice mountain that forms itself with nothing but a pipe and
gravity and then melts away giving birth to green life is to me height of sophistication. I didn't think of the
impermanence angle but that's makes it even more interesting to me.
In your projects, you explore the potential of a material and the space, where does such fine observation come
from? Is watching integral to your way of work, unlike just seeing things?
Like they say... one needs to read between the lines, I like seeing behind and beyond what manifests directly before us.
And yes, its all about being observant. Most of my answers come from such observations. Before I started Ice stupas
12

Similarly, for making earth or mud buildings... which is my other passion... at one stage I was faced with a big problem
called pulverization of clay lumps. To powder clay lumps into fine soluble powder is a big job and world over they use
these huge oil guzzling pulverizer machines to do that job. I observed that in Ladakhi winters freezing water has such
strength that it breaks metal pipes and even pulverizes big rocks by its freeze thaw action... so I just sprayed water and
made the clay lumps wet in early winter and then left them peacefully. Natural freeze-thaw action did the rest of the
job and in spring I fond fine pulverized clay powder instead of hard lumps. So answers to our problems are often there,
written clearly, but we need to read between the lines or beyond the scenes.
What does an award like the Rolex Awards for Enterprise mean for you and the project?
Over the last two decades our work has received ample recognition and awards have come our way.Rolex Awards for
Enterprise however is the only award that we proactively applied for, and this we choose to do for a very specific
reason. While working on the Ice Stupa's when it looked like it was going to be a success, it looked like we could be
greening a huge dessert. We wanted this desert to host a University where young people could be engaged in many
ice-stupa like solutions for the mountain regions. For mountain regions like Ladakh which are not only ethnic and
linguistic minorities but also
climatic and technological minorities, such a university for indigenous research and development is a need of the hour,
but it was a huge ambition and we needed the world to come and help us. I knew that the Rolex award was about
enterprise and testing one's limits and I realized that the “Ice stupa” innovation fits in its criteria. The award comes with
massive global publicity, so to reach out to the world we applied for the Rolex award.The global recognition and
credibility that this award brings, we hope will help us in this next journey to set up the Himalayan Institute of
Alternatives, Ladakh(HIAL).Meanwhile we are contributing the award money of 100,000 Swiss francs for greening the
deserts for this cause and hope that people of the world will also come forward andhelp us realize this dream.
What are some of the other projects that you are working on at SECMOL?
There are several other projects like setting up a company that builds pre-fabricated fully solar heated mud buildings
for the Indian Army and the local population, similarly we are starting some experiments on preparing Ladakh to adapt
to an era of increased rainfall and diminishing glaciers.
But setting up the Alternative University is by far the most ambitious project. The success of that ice stupas triggered
our current project to create up to 20 ice stupas approximately 30 m high, each capable of supplying 10 million litres of
water. Using this to green a huge desert we hope to leapfrog to our next ambitious dream… of setting up this alternative
university Himalayan Institute of Alternatives, Ladakh.
You are in the process of establishing a new university called the Himalayan Institute of Alternatives in Ladakh. You've
said that you want to shake up the traditional university model, which you describe as promoting a “one-size-fits-all”
philosophy; whereas your university is context-based. What do you mean by that?
We want to make the Himalayan Institute of Alternatives contextualized for the mountains, because mountain people
don't get any solutions from conventional universities. New Delhi or New York cannot give us solutions in the
mountains. Why not engage our young people in finding solutions themselves, with research on climate change,
water scarcity, flood, droughts, and earthquakes. So, it's a university that answers mountain people's challenges and
not just a degree. Similarly, there could be other universities contextual to deserts, to oceans, to rainy places, and that's
what we hope to start a movement towards.
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and it was believed that ice and artificial glaciers were not possible at lower altitude villages which are warmer. I one
day saw a big chunk of ice under a bridge near our school, which is the lowest altitude and warmest place in Leh. It was
in the month of May, so I thought, its not temperature or altitude that melts the ice pre-maturely. It is direct sunlight that
makes ice melt fast. That's when I came up with the idea that ice needs just needs protection from the sun. Now sun
needs surface area to melt ice so we can protect our ice by denying sun that surface... Since covering it any any shading
material is impractical I adopted the geometric shape of a cone which has minimal surface area for the given volume of
water. And it worked, the first prototype ice stupa lasted till mid-May and the pilot lasted till July.
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And in this university, it's all applied knowledge, so 30 percent in classrooms, but 70 percent application in the field,
doing things physically and in solving problems.
Also when you actually work in the field, young people in their 20s can generate a lot of wealth and goods. In which
case, why charge them huge fees? So, the idea is that the university sustains itself on the output of their work, while
they learn by doing. There's sweat equity and imagination, which everybody has.
Tell us more about HIAL
When we saw that the ice stupa artificial glaciers were a success and could actually green large large chunks of desert
in the Phyang valley near Leh we thought the newly greened desert could be used to fulfil another longstanding
dream for Ladakh, an alternative mountain university that engages mountain youth in finding many ice stupa like
indigenous solutions to mountain issues. You see we in the mountains are a microscopic minority, not just linguistic and
ethnic but also climatic and technological. What works in New Delhi or New York does not work for Ladakh, in fact
most of the times they don't even work in New Delhi (laughs). So we wanted our youth perusing higher education to
engage in finding real life solutions to our unique challenges rather than just be part of a ritual of chalk, talk and paper...
that ends with a paper degree. We wanted to set an example where students do hands on learning, where students
can engage in practical application of knowledge more than half the time.
This project is proposed on roughly 200 acres of land allotted by the Ladakh Hill Council Government. It will engage
youth from Ladakh, the Himalayas and other mountains of the world in finding their own solutions to the challenges
facing them – a spirit that is epitomized by the ice stupa project. It will be a non- sectarian international institute with a
local governing board representing all sections of the society. SECMOL with over 25 years of experience in running a
similar practically engaging alternative school will be the co-founders and the university will tailor make courses that
are meaningful to life in the mountains and the world in general ranging from passive solar heating and energy
solutions to climate change adaption to the liberal arts.
We want to set an example which hopefully will change the face of higher education for other parts of the world as
well. So we thought of Rolex Awards for Enterprise, which honours innovations like ice stupa and is accompanied by
global publicity could be put to good use to spread the word about this new idea. Fortunately, things worked out as per
our designs and we won the award, although there were 2,322 applications from 144 nationalities. Now coinciding with
the award, we have launched a crowd funding campaign to kick start the university project. Since it is a rather
unconventional university we did not want to go to the government or conventional donors in the firs stage. Instead we
wanted to lay the foundations of the concept with the help of ordinary people of the world. The beauty of crowd
sourcing is that it also takes our message far and wide among to people of the world and helps us crowd source human
resource as well. Like they say when you earnestly want to do something the entire universe conspires to help you. We
are overwhelmed by the response. We are contacted by freshly retired professors who want to teach, young
graduates who want to volunteer, individuals and companies who want to make financial contributions. Already
organisations like Future Institute have been partnering in master-planning of the university campus all pro bono,
companies like Jain Irrigation Systems and Essel world have have supported with pipes for making of ice stupas, Indian
Air Force airlifted pipes when passes were closed and Milaap India's largest crowdfunding platform has waived all
platform fees for people who contribute for this cause on https://milaap.org/fundraisers/hial
What will HIAL be all about?
It will have various schools looking for solutions in various sectors — climate change, income generation, sustainable
tourism. It's a whole set of generations of solution. It is a people's university, started with the support of the people of
the world. We started it when I won the Rolex Award late last year and contributed around ₹ 1 crore towards it. We then
launched a crowd-funding campaign on Milaap that started last November to help set up the university. The campaign
comes to a close this year end and we're hoping to be able to reach the remainder of our target by then. In fact, we had
a seventh grader in Delhi who started his own campaign to fund ours and managed to raise ₹ 1 lakh. Seventh graders
doing so is a lot more meaningful than a corporate giant.
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Your passion for solar power and earthen architecture features in the school, will the university be the same? Can you
elaborate on the ideas you have for the university?

For example the school of business and entrepreneurship will have actual companies on campus, school of
Hospitality and tourism will run high end hotels and tourism programs, the school of education will have innovative
schools running where young people can learn on the job and come out prepared for the real world. This is what is
missing today and hence we find that most of our university products are unemployable. No wonders employers have
to retrain them on the job at great expense.
Can you say more about the dearth of universities and colleges in Ladakh
So Ladakh has many schools but when it comes to higher education it has very few and even those are not very
relevent to the life in mountains, so in all we have 2 functional colleges one in Leh and only one in Kargil and in terms of
university there is none practically speaking although a branch satelight university of Kashmir university is suppose to
have started it but fascilities there are so inadequate that there are like four or five students nobody finds it meaningful
to go there and on top of that kashmir which is reeling under political problems people end up spending like six years
for a four year degree course because exams don't happen things gets scuttled every now and then with nothing
happening in Ladakh with no fault or no problems in Ladakh they have to go through all the problems of Srinagar so
therefore almost all all Ladakhi students are forced to leave Ladakh and go to cities like Jammu Chandigarh Delhi,
Bangalore and Mumbai even to pursue their highest studies .
What is the current scenario of educational institution and also problems that arise due to lack of good education.
So right now the current scenario is that Ladakhi students it is estimated that roughly fifteen thousand of them are in
these big cities where the go through to two to 4 years of higher education which is completely irrelevant to the
mountain context . They end up spending 4 years in these streets of Chandigarh or Jammu in the heat and discomfort
of a climate that they are not used to and they learn nothing that is meaningful for Ladakh but they do bring back to
Ladakh many issues and problems that Ladakh has not known for example now a days even drugs and other problems
and when they come back to the Ladakh they almost become misfits in their own society because over the four years
they lose the skills which are needed for a life in the mountains.
They are no longer able to be as active in farming and other chores like repairing the house or reparing their clothes or
growing vegetables and so on. All these skills that are very valuable and learned from their parents and ancestors are
lost and what they bring is very high intellectual you know exercise or rituals which has not much use in the mountain
and on top of that they come back with a kind of arrogance that they are now highly educated and cannot do the simple
things growing vegetables are cooking or cleaning etc so the poor parents who need help with farming and various
things around the house do not only not get that help but the children become a liability because they themselves
become the center of attraction so they become like guest in their own houses the parents are not only getting the
helping hand in the field but now they have to cook for and care for these the guest visiting children who come to the
house in the summers only during their studies and then when they come back also they sit pretty like these educated
fragile dainty creatures who rather than helping require help from their parents there by they lose twice the parents
and that's the problem of the so called educated in the Ladakh.
So on one hand they youth who go out are not helpful to the people on the other hand the need for the people who
know about like contextual problems and solutions like handling cold winters or handling shortage of water ,all these is
not coming from the educated and it's not coming from anywhere so the people end up either leaving the villages and
even Ladakh because it is too cold and comfort demands are now higher, standard of life or whatever, so since there is
no innovation no solutions developed, people end up leaving, migrating outwards into more comfortable places so
every winter theres a huge migration of Ladakhi people to the warmer planes which is a pity because all this education
of ten or twelve years should at least have equipped them to stay comfortably in the cold mountain winters but since
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Yes the university and the township that grows around it will be all built of natural materials like earth and powered by
the sun, watered by ice stupas and nurtured by humans. It will be a place where our youth learn by doing things,
working in teams, making mistakes but guided by experienced facilitators.

Segment - 1

that's not happening , since the youth come back with hardly any skills so people end up going to Jammu or Delhi to
spend the whole winter and this situation is very close to people migrating forever. So what happens now there is a
Ladakhi colony developing in Jammu which is a little warmer than Ladakh but instead of solving the problem of
Ladakhs cold with education you get or supposed to get over fifteen years people are migrating to Jammu and settling
in colonies which doesn't make sense and that's not what education was supposed to do to Ladakh to make it even
weaker rather than stronger in being what it has been for centuries. It's not uncommon to hear the villagers saying we
have the foreign tourists and now we have family tourist coming back for 2 months and we have to serve them. So
that's the situation there.
How is HIAL planning to solve this problem ?
The whole idea is that students in the mountains ,live in the mountains, get education that is relevant to their lives , that
strengthens them in their lives in the mountains with skills that they are likely to use in there real life soon after their
education and since the universe itself is in the mountains they don't have to go out and lose their skills over 4 years,
they do have to understand the outside world and learn about that and know about that but for that they dont need to
spend four years, we will be programming exposure visits to different parts of the country and the world even but for
weeks rather than years outside and they learn skills of dealing with the cold winters, becoming more productive
agriculturally than our ancestors and adding value to what grows and what you get in the mountains whether it is
medicinal herbs or minerals and rocks and whatever raw materials they learn to add value to them rather than come
back dependent on imported materials alone. So this will be a university where they learn hands on practical
applicable skills and practice them during the university rather than after the university course to learn the skills , for eg
the school of tourism will have hotels ,guesthouses and who isn't program on the seventeenth what and when and
who can practice with a it glass you can add to this the other examples of the start thinking about things and the things
out to fix this now i was.
Tell us about your decision to involve yourself in the talks held by Entrepreneurs' Organization.
I think entrepreneurship is a great way for young people to engage, express and challenge themselves. It's a way for
them to find a career and livelihood. At these talks, I happen to share my journey with people and I always like to meet
and talk to young entrepreneurs. I also mentor entrepreneurs back in Ladakh, where we've been doing a lot of work.
Your thoughts on people turning to entrepreneurship.
That's how it should be. People should work towards something they are passionate about; not what family or society
wants. After all, you have to do that job for the rest of your life. When you do something that fulfils you, then that work is
not tiring; it's refreshing.
What led you to turn to entrepreneurship yourself?
When I was doing my Engineering at NIT Srinagar, I had to teach to finance my education. That experience taught me a
lot; it taught me the importance of doing something fulfilling. Within a couple of months of teaching, I was able to make
enough money to fund my education for the next couple of years; not just for that year. So while I started the business
of teaching to make money, this realisation that I could make money any time, rid me of that hankering after money.
I figured I'd rather do something to satisfy my soul. I am an entrepreneur of the social kind. At 19, this was a major lesson
I learnt.
Tell us about your recent appearance on Kaun Banega Crorepati.
Honestly, that was a difficult decision to make. I'm not normally for big publicity. But then I remembered the secret of
the success of our educational campaigns in Ladakh was the people. It was when they changed their priorities from
just rice, water and subsidies to larger things, that there was a big social change. If you want to change a system, you
don't change the minister, you change the people. KBC is a programme with a much larger reach; hence an effective
medium for me to spread the word to a much larger audience.
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While I did manage to get the word out, on the other side, I now find that people at the airport, like the security officials
or the coffee person, strike up a conversation with me. It's a sign that my message has reached them; it's not so much
about recognising me.

The fact that business is only seasonal. The biggest business there is tourism, but it comes to a halt in winter. However,
winter can be a major attraction. Where else in the rest of the subcontinent can you get to play with snow and
experience -20 degrees Celsius? I'm working on making Ladakh a winter hotspot as well. So that business will be for 12
months. It's so doable. People look at winter as harsh and dreadful, but to me, it's a wonderful thing. We hope to do icethemed explorations — ice hotels, ice sports etc. Himalayan Institute of Alternatives, Ladakh (HIAL), the new alternative
university we're setting up, will have a school of sustainable tourism to work on this.
Why Religion 2.0 is needed in today's world and what is Religion 2.0?
I trust two institutions — education and religion. You are welcome to differ but god and religion were the biggest
innovations that human being came up with. We need to renew and rediscover and come up with religion version 2.0.
In some religions, we say, 'We don't eat this or that because our religions said so'. Why don't we enter a new phase and
say 'We don't use plastic boxes because my religion doesn't permit anything that is violent to nature',” Can I have a
religion that makes me use the steps rather than the elevator and keeps me fit and my city healthy?
I have great hopes on women! I often feel that this world might not have all the wars and crisis that we are facing if
women ran the world; They would never engage in this wars of egos, muscles and might. Someone told me, 'Women
can be violent' but men would use violence as first option while women use it as last.
Why did you return to Ladakh for work?
Once I realised how my work would positively affect thousands, it was easy.
What were the problems with Ladakh's education system?
Teachers posted from outside lacked training and sensitivity. They didn't know our language!
Does Operation New Hope aim to address these issues?
Yes. ONH aims to bring reforms in government schools by making the curriculum relevant, training teachers,
encouraging people's participation.
Why did you have trouble with the Leh authorities in 2007?
We had started exposing malpractices, and our popularity among the villagers made bureaucrats/politicians
perceive us as a threat.
How have you revived Ladakhi culture?
By incorporating Ladakhi language and way of life in the curriculum. Instead of just the Qutab Minar, students learn
about the Leh Palace too!
What hampers innovation in education?
We Indians are constantly looking at foreign practices for replication; also parents discourage children from thinking
out of the box.
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What is one of the biggest challenges entrepreneurs in Ladakh face?
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Did any innovation in a school curriculum inspire you as a child?
We had Socially Useful Productive Work sessions where children create crafts out of waste. It taught us to respect
resources.
Aamir Khan's character in 3 idiots was based on you?
I wouldn't say it's based on me, but the character's life is similar to mine.
Tell us about sustainability projects you have undertaken currently.
At our 'alternative school' in Ladakh we use solar power for all our daily needs.
How do you plan to take your style of education forward?
We give students who are unable to fit into the rigid education system another chance.
Educating the youth about sustainability plays a big role in your life. Is there something from your childhood that
sparked an interest in sustainable practices?
Necessity is the mother of invention, so I grew up looking at my mother, how she solved all her problems with a lot of
thinking and wisdom and little resources, and that's what made me think of preserving resources.
She had a complete system where her animals would give her milk, the food would be eaten by the humans and the
animals, [who then produce] manure for the field.
When my brothers would advocate for buying tractors, my mother would always challenge them saying, “If you bring a
tractor, okay, it'll plow the fields, but will the tractor give us the manure to enrich the soil as our animals do?” My
brothers would be speechless, and that I thought was so cool and so smart.
Things are interlinked. It's all a cycle, and that cycle we see annually, happening at our own very farm, the cycle of
nature, and therefore I was very inspired to think of the sustainability cyclical usage of resources from you could say,
cradle to grave. Or recycling everything eternally.
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Interview with
Ved Arya
Director, Buddha Fellowship Program,
Self-Reliant Initiatives through Joint Action
(SRIJAN)

Please tell us about your personal and professional journey, roles and profiles handled in details
Ans. I left Tata Consultancy Services almost 40 years ago (1982) and have been in this development sector ever since. I
joined PRADAN and workd until 1997. I founded Self-Reliant Initiatives through Joint Action (SRIJAN) and vacated the
position of CEO on September 1, 2018, having found a worthy successor, with help of my board. Since then I have
focused on Buddha fellowship program (BFP) – a program to attract talented youth and groom them as entrepreneurs
for improving the condition of the poor in our country (including from premier institutions such as IITs and IIMs).
Whom do you consider as role model and how have they influenced you personally and professionally?
I have learnt from and inspired by many people in my life. First of all, my own father who was a workaholic, devoted
himself fully to anything he took up. He was one of the most humble human beings I have across my life, despite his
stupendous achievements as a leader in the government education system. Wherever he went as a principal of a
school (high school, or a higher secondary school), he distinguisged himself by getting the students to attain state rank.
Then during professional life some teachers and then senior colleagues have influenced me. Thiru S Loganthan, the
then Executive Director of ASSEFA taught me how to work with rural community in a self-effacing way, only to gain
maximum from that approach. Deep Joshi who co-founded PRADAN has had most influence on my professional make
up, even as I notice some flaws in his personality after I left the organisation. It was amazing how he could inspire scores
of young people towards a public leadership, and how he could think far ahead, strategically.
But it is Gandhi most of all who has been my lighthouse, helping steer my boat of life, even as tidal waves try to rock it
from time to time. It is through the books people have written about him or by watching the movies on him, that I often
found optimism to live through many struggles involved in setting up and establishing a non governmental
organisation.
Gandhi inspires me to work with poor and disadvantaged. His dedication to keep India united in despite frail body
(working in Noakhali in 1947, etc) is a huge leap of faith, in himself and in his cause. A truest example of ekla chalo re.
Gandhi and his followers taught to think of government officers as public servants, not to be awed by the office they
occupy.
Despite being an IIMA passed out you chose a different path over any business role, this is definitely a call of
passion. Kindly tell us about it as well as Srijan and Buddha fellowship, where you have given your precious years.
Why did I leave TCS? Fishermen's life was too much to let me sleep at night.
Education is only aspect of one's personality. What moves a person to make a decision is often a matter of how heart
drives you.
I was disturbed by the condition of the poor in then Bombay slums particularly the fishermen famlies. I decided to
leave the comforts of a private sector job, thinking “Tatas can always find another Ved Arya,” while my life might be
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more meaningful “if I could improve the lives of even 100 people.”
The readers may want to know my family background. My father took VRS to dedicate himself to service of the society.
My grandfather became a sanyasi at the ripe age of 37. These events left an imprint on my psyche at a young age.
What kept me going? Part I – Gandhians' way of life.
I was inspired by the lives that Baba Amte and other Gandhians such as Siddharaj Daddha, Thakurdas Bang and
Ambaram Samadhia lived. Not only did they live a life of simplicity but they demonstrated how village self reliance
could be achiveed. Baba Amte filled hopes in the hearts of leprosy patients as to live a life of dignity. They needn't beg,
he told them. Rather they should earn their living by making things with their own hands and selling them in the market.
Merely of 25 years of age, I couldn't but be impressed by their efforts against all odds, but be inspired by their
personalities.
My life changed forever. I never looked back. I began to stay in the villages – In fact, I stayed for six months in a tribal
village, called Sundarao in Banswara district of south Rajasthan. Sundarav is a village, far far away and remote from any
city, any town.
That has given me the inspiration. How? I came across an old woman living all by herself. She had only one pair of
clothes and two pieces of utensils in her jhopdi (a hut). Whenever I make a decision, any professional decision, I keep in
my mind the face of old woman. Isn't this what Gandhi said how should one be making a decision?
What kept me going? Part II – Professional Challenge of SRIJAN and BFP
Apart from inspiration, it is the challenges that you encounter in this sector that I kept me going. I have been trained in a
household that puts a premium on sangharsh, on bravely taking on the challenges that come your way. As everyone
knows, it is very hard to make a difference in the conditions of the poor. Their needs are great but the resoruces
available are scarce. One has to pull all of one's strengths in one direction, including the skills and analytical
frameworks one has learnt in college, and the ability to build a network of supporters and ability to build a cadre of
disciplined and dedicated workers, before one can hope to get any result. This has kept me going.
As I retire from active role in SRIJAN (at the age of 60), I can say with great satisfaction that SRIJAN is going to attain the
goal, it had set more than five years ago, of impacting 100,000 rural poor families by the end of March 2020.
Similarly I have set the goal of attracting and mentoring 1000 development entrepreneurs by 2028. Indian society is
risk averse, at least the middle class parents are more keen on their sons and daughters getting a good job in a private
company rather thane experimenting with their careers, taking the path of enterpreneurship. Yet, what gives me hope
is that next generation of Indians are less bothered about living a life of secure future than about becoming their own
bosses, and building their own start-ups. My only appeal is to do it for the benefit of suffering farmers.
Kindly enlighten about what is meant to be a true Gandhian to you?
A true Gandhian is someone who is marked by his/ her total devotion to a cause, who sets new benchmarks of
personal sacrifice (Not worries so much about one's own comfort), and who works for the cause of the most
impowerished. A true Gandhian is also an optimist, perhaps someone who is like “stay hungry, stay foolish”.
He is someone who displays courage in public interest (not so much in private or selfish interest), who has the attitude
to talk to everyone including people who might appear to be his or her enemies in the short run, carries everyone
along.
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What best can be done to minimize the gaps in people's expectations of growth and facilities, role of Government,
role of corporates and role of individuals to make India it's best.

Active Citizenship – prepare the young people, next generation for leadership, for taking iniatitive rather than be a
passive onloooker
Economics of distribution of resources
Creating alternatives that show the way forward for common people as well as for leaders
Corporates have to look at philanthropy differently – as trusteeship (moral imperative as Gandhiji said) but also now be
aware of increasing inequity in the society, as well as inter-generational inequity.
We may have to look at the utility of technology in building a better future rather than criticising or isolating the people
who advocate the use of technology to improve things such as quality of teaching in government schools

Carefully watch your thoughts, for they become
your words. Manage and watch your words, for they
will become your actions. Consider and judge your
actions,

for

they

have

become

your

habits.

Acknowledge and watch your habits, for they shall
become your values. Understand and embrace your
values, for they become your destiny.
Mahatma Gandhi
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Interview with
Anshu Gupta
Founder - GOONJ

Please tell us about your personal and professional journey, roles and profiles handled in details.
Schooling actually happened in most of the smaller in town in the northern India because father was in the transferable
job MES, he was a civilian but was attached with Army set ups. By the time I did my 10+2 I actually changed 7 schools
including Chakrota, Banwetta the lesser known towns and Dehradun, Bareilly etc.
Whom do you consider as role model and how have they influenced you personally and professionally?
College happened in Dehradun, a simple graduation and then in 1987 I met a massive accident, and I remained on bed
from 3rd June 1987 to April 1988 and doctor said that I will never be able to walk.
I actually dropped Science stream and took Arts stream which is now called humanities. Although I come from a
hardcore family of engineers so I almost became first person in this generation, I was the eldest also who didn't go for
engineering and all.
And then in 1990 after doing my graduation in Dehradun I came to Delhi because I was selected in IIMC, Indian Institute
of Mass Communication. I did my Advertising and Journalism. For the first time I was accepted in the society unlike my
earlier experience where I was cut off due to limping. Here, I was very much accepted in IIMC. I did two courses from
there and also in parallel PG in economics.
Then I joined as a copywriter in an agency named Chaitra which later on became Chaitra Leo Burnett but I could only
stay there for about two- two and a half month. That was like literally the phase when the newcomer comes and the
seniors feel threatened and the newcomer want to do something more and more, so I had to leave.
After that I joined public sector Power Grid corporation during 1992-1995 as public relations officer through campus
recruitment. I had to leave that place also because the kind of things and pace with which we wanted to do work; it was
not in the culture there. I felt I was not fit for the government sector. the people were good, the work culture was getting
evolved however, I felt it was not my cup of tea. I snatched opportunities to myself and right from taking out a daily
bulletin called Khel Khabar to news letters to travelling a lot to the sites to my photography during my tenure.
From 1995 to 1998 I was with Escorts. As one of our executive directors moved from Power Grid to Escorts, five of us
moved with him. I look after again the public relation or communication there in Escorts Communication Limited and to
be honest that was a time when the mobile was launched in India, so all that empanelment of advertising agencies and
the logo design, I was also a major part of that on behalf of Escorts.
So, one very interesting turning point I remembered you were speaking at KBC also, how you entered into the path
of social sphere leaving the corporate career?
I think what was fixed for me was to be honest that I am not going to do or go for any more such corporate jobs. I was
also very sure that I am not going to go for a full-time job in say agency or journalism what I studied. But I think for me
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When did you start Goonj and how did you do it? there is a story what I understand is that it started in some special
way and then you took that ahead.
:
In 1998, 30th June was my last paid date in Escorts, so you can say immediately after that it started. I had literally no idea
about what to do or what not to do. As you know that I found a person called Habib whose daughter used to sleep with
a dead body to keep herself warm during winters and how Habib explained in winters his work goes up to collect stray
dead bodies. My entire realization actually happened that it is actually not the cold which is killing people, it is the lack
of clothing, because I remained alive in the same temperature on the road, on my scooter, how come someone died,
so its lack of clothing. That realization happened over a period of time with the analysis. I used to believe that these
problems are of people of Delhi slums or migrated people because villages were not like that and you used to see in
the data that country is poor and all but when you see then you realise… otherwise it's just a data.
There is an inner call and I was pretty sure that I have to do something on the clothing but I didn't know that the issue of
clothing is that much grave if you put it into nutshell. So, we have a very small house, it was a two bed-room beautiful
house on the ground floor and we were married for three years that time so we decided to remove all the things which
we have not used much in these three years, so we took out about 67 units of clothing, shoes which we haven't use
much except our wedding dress. It started from there and then we didn't know there is something which is called social
sector and there was no much awareness about social sector, we didn't know something like this exist so for us also
NGO was like people going into slums to teach, to play etc. So, we didn't actually register it, we didn't think of
registering it, we didn't even know there is something that is called registration.
You won't believe that the thing we started in 1998 that got registered in February 1999 and that too because a very
close friend, a senior government officer who suggested to get it registered, hence it happened.
How did Goonj spread its wings and how the finances were taken care of, was it just like that or some special
efforts were made?
It's a misconception that things just move when you start. you have to make efforts to do it, and also most importantly
you have to have that thing that you have to add people, it has to become big. We had options, we could work in Delhi
slums and also, we could have taken many popular causes when we were getting registered as an NGO or we could
hold onto any usual NGO and that would have given us more possibilities. I think that thing in my mind that I have to do
something big and secondly the thing which is with me that I get more motivated when I get rejected. I push myself not
to prove anyone to the level of arrogance rather to see that what best I can do. It is natural that when you do something
then you get rejections and gradually people get linked, some lovely youngsters then got linked and we had a very
open culture, we did not restrict it to specific sector. I remember when first time we 8-10 people got together, all the
youngsters and volunteers, so our house was the place of meeting so all these youngsters used to sleep there and all.
That how it started with 67 cloths.
In 1999 we got registration and then we thought what to do next, how do we collect material ultimately. Initially we got
2000 leaflets printed. We got a stall of bamboo clocks in Delhi Haat so that people get attracted towards something
different and then to connect the cause with people and to create awareness about collecting cloths. And that's how
people started knowing us, they started to ask questions. We used to collect clothes on the way back from office or on
weekends and on weekends we would wash them. That time it was 4-5 gunny bags only, right now we are dealing with
almost 5-6 million kgs of material. We are almost 1000 people now. Money was a big issue from the start, but more than
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one of the largest decisions was not only to start something but also to decide what am I not going to do. And this is
what I say in my lectures to youngsters that you know more important is to decide what you don't want to do instead of
what you want to do because that is also one thing which is very important but you don't know what path is there for
you and how it will work, and this is my personal story as well. I was very fortunate to be connected always with people
related issues be it Sunday Bazar at Laal Qila or any stories that I did. I did not get connected with people as a social
worker rather out of my passion for photography I was covering people centric stories which came largely because of
my upbringing.
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money the problem was our asset, and the asset was middle class value, where you should not spread your hands in
front of anyone. As a philosophy Goonj infect has never come out with massive fund-raising activity. It's not in our
culture but gradually we are opening up because money is also needed.
Goonj got connected with ISTD during Kerala floods in 2018 during which we learnt that people are not aware or
skilled to handle natural calamities or disasters management skills. How this can be taken care of in India?
There were a lot of misconceptions about disasters, to start with where they happen. In India people always used to
feel that the disaster is all about north and east of the country. Take Kerala, if you see last 10-15 years, most of the
biggest disasters happened in south, starting from Tsunami to Tamil Nadu flood to Kerala flood repeated this year to
Andhra cyclone. Odisha and Bihar face this every year and it has come to a level that it does not affect people outside
Odisha and Bihar at all, they don't even talk about it. I have read this news from my childhood that north east is cut off
from the country and still that news remains the same. Even if you talk with people about that, they say that it happens
every year there, it is normal. But after flood winters become very hard to handle. Now disaster is no more restricted to
few cities, now it can happen in any city, it can be flooded with 4ft-6ft water in no time, so people are understanding,
firstly that it's not about North and East only, secondly, he cannot expect the mainline media to do anything on the
education part of it as of now because they have the news till distress is showing and they are getting good pictures, till
the point when they have the news value. The media projects disaster struck people as victims this may motivate
thousands of people to come forward and help. However, many see this as an opportunity to get away with their dead
stocks and they give away trash/cloths in the name of charity just because somebody is a victim. Goonj has played a
massive role in last 20 years in this. There were no Indian NGO who was handling disasters 15-20 years back and
disasters are not a new thing in this country. Rather there were international agencies who used to come here only for
the purpose of distribution and not creating any awareness about. The mindset still is more to reach with relief.
Whereas, when people like ourselves entered into this field, we are working more on education, we are also working
on saying NO to many things, we are not accepting everything as aid or volunteer, as we are sensitive about the
distress of the people rather we try to maintain the dignity of people. We don't believe in clicking selfies for the sake of
social media propaganda. The people under disaster actually go back almost 4-5 generations as they lose their hardearned money and Wealth which they might have created with years of hard work. Think of this that if middle class
goes back 5 generations down than those who hail from economically weaker section or a daily wager goes down
further deep into vicious circle of poverty.
Can ISTD play a role of catalyst in bringing training module in disaster management skill along with Goonj or
similar organizations jointly?
Goonj has massive photo exhibition where 28 years of rare collection of photographs during disasters are displayed
along with panels on disasters myths and realities happen regularly. Now we are also trying to develop a module on
disaster management which is based on myths around disaster in India or anywhere in the world. It also includes
actions desired, what not to be done covering various aspects. We would seek help from ISTD to formally design a
structure of the trainable modules. Also, through almost 50 chapters of ISTD the dissemination of knowledge can be
done along with Goonj volunteers spread across 23 states.
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Interview with
Shriyans Bhandari
CEO, GreenSole And
Director, Heritage Girls School

Please share your journey so far like family ,.education, work profiles handled, awards and accolades etc. so far.
I am Master's in Entrepreneurial Leadership Graduate from Babson College and an alumnus of Jai Hind College,
Mumbai and Mayo College, Ajmer. I am an ardent marathon runner. I am passionate about bridging the social,
economic and environmental gap. GreenSole, which is a company refurbishing discarded shoes to comfortable
footwear and of creating an infrastructure, which enables everyone to have the basic necessity of footwear, forever
was set up by me and my friend and co-runner. I am also the Director at Heritage Girls School, which is a girl's
residential school in Udaipur with CBSE & Cambridge board. The school is ranked among the top 10 girl's boarding
schools in India by Education Today and was also awarded for best school infrastructure.
Coming to my work profile, I am on the board of Prahlad Kakar School of Branding and Entrepreneurship. I have
authored a book “Birds of Aravallis” in association with Rajasthan Tourism and BNHS India. I had the opportunity to
speak at various environmental and entrepreneurship forums including the ones at Harvard Kennedy School, Babson
College, MIT, Wharton and TEDx Youth WASO, Dubai. Greensole has received appreciation letters from President
Barack Obama and Sir Ratan Tata and has been featured in Forbes, Bloomberg, Vogue and BBC, among others.
Who are your role models and who have inspired you most in profession
I admire Mr. Ratan N Tata the most, have even received an appreciation letter from him for GreenSole and my book
Birds of Aravallis.
How GreenSole was born? What impact it has created in lives of underprivileged ? What it means personally to
you?
As per the joint report by UNESCO and WHO, there are 1.2 billion people who wake up every day without any kind of
footwear whatsoever while more than 350 million pairs of shoes are discarded each year.
At GreenSole, we give discarded shoes a second life by refurbishing them to comfortable footwear and providing
them to the people in need, contributing to environmental good, by keeping non-biodegradable shoes out of landfills,
social good, by giving basic necessity of footwear to the people in need and protecting them from diseases contracted
through unprotected feet, and economic good, by giving employment to refurbish shoes.
GreenSole started its Journey in the year 2013 when the two founders - myself Mr. Ramesh Dhami thought of
converting the intact soles of quality sport shoes into trendy slippers. The efforts have brought a smile to 302,000
beneficiaries so far.
As athletes, myself and Ramesh Dhami ran hundreds of kilometres every year. We also ran through at least three to
four pairs of sport shoes every year. The soles were in good condition but the shoe sides tore within months. We
always wondered if we could find some use for the intact soles of these quality sport shoes. A bit of research led to the
idea of refurbishing them into trendy slippers. That brainwave eventually spawned an eco-friendly enterprise that
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reuses shoe soles and is appropriately named GreenSole. Personally I feel quite privileged to be working on such a
project which create impact across various verticals.
What are the USP as well as challenges of ventures like GreenSole and how can the aspiring and budding
entrepreneurs learn from your experiences?
At 19, I found myself running a manufacturing center, didn't have prior knowledge of footwear. Only the start was tough
but then we got into it and have come quite far to go back now. I think one should not term anything as a challenge just
as routine to solve, learn and move forward.

The weak can never forgive. Forgiveness is an
attribute of the strong.
***
An ounce of practice is worth a thousand words.
***
A coward is incapable of exhibiting love; it is the
prerogative of the brave.
***
Live as if you were to die tomorrow. Learn as if you
were to live forever.
***
"Happiness is when what you think, what you say,
and what you do are in harmony.”
Mahatma Gandhi
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Abstract
Supreme Court of India laid down formal guidelines for
dealing with sexual harassment at the workplace
following the gang rape of a social worker, Bhanwari
Devi, which is better known as Vishaka guideline.
Subsequently, Sexual Harassment of Women at
Workplace (Prevention, Prohibition and Redressal) Act,
2013 act was passed by the parliament of India. Both the
guideline and the act clearly explain workplace, various
forms of harassment and prevention promotion and
redressal of the problem. Now it is obligatory on the part
of the organizations to undertake orientation programs
in this regard for sensitization of the employees. The
present training tool gives a simulated training exercise
as a part of `training of trainers' module'. The duration of
the training should be approximately three hours.
The Act
The Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act, 2013 is a
legislative act in India that seeks to protect women from
sexual harassment at their place of work. It was passed
by the Lok Sabha (the lower house of the Indian
Parliament) on 3 September 2012. It was passed by the
Rajya Sabha (the upper house of the Indian Parliament)
on 26 February 2013. The Bill got the assent of the
President on 23 April 2013. The Act came into force from
9 December 2013. This statute superseded the Vishaka
Guidelines for prevention of sexual harassment
introduced by the Supreme Court of India.
Vishaka Guideline
It was in 1997 when the Supreme Court of India laid down
formal guidelines for dealing with sexual harassment at
the workplace following the gang rape of a social
worker, Bhanwari Devi from Bhateri in Rajasthan. The
petition, filed by the women's right group Vishaka and
four other women's organizations in Rajasthan against
the State of Rajasthan and the Union of India, resulted in
what are popularly known as Vishaka Guideline. The
Vishaka guideline define sexual harassment as

a)
b)
c)
d)
e)

Physical contact and advances
A demand or request for sexual favour
Sexually colored remarks
Showing pornography, and
Any other unwelcome physical, verbal and nonverbal conduct of sexual nature.

Vishaka guidelines, as laid down by the Supreme Court
put the onus of a safe working environment on the
employer. The guidelines say that: “It shall be the duty of
the employer or other responsible persons in work
places or other institutions to prevent or deter the
commission of acts of sexual harassment and to provide
the procedures for the resolution, settlement or
prosecution of acts, of sexual harassment by taking all
steps required.” The guidelines also lays down a
grievance redressal mechanism that mandates all
companies, whether operating in the public or private
sector, to set up Complaints Committee within the
organization to look into such offences.
A woman should head the Complaints Committee and
not less than half of its member should be women.
Further, to prevent the possibility of any undue pressure
or influence from senior levels, such Complaints
Committee should involve a third party, either NGO or
other body who is familiar with the issue of sexual
harassment.
Quid pro quo and hostile work environment
These are two broad types of sexual harassment. Quid
pro quo', means seeking sexual favors or advances in
exchange for work benefits. It occurs when consent to
sexually explicit behavior is made a condition for
employment or refusal to comply with a 'request' is met
with retaliatory action such as dismissal, demotion, and
difficult work conditions. 'Hostile working environment'
is more pervasive form of sexual harassment involving
work conditions or behavior that make the work
environment 'hostile' for the woman to be in. Certain
sexist remarks, display of pornography or
sexist/obscene graffiti, physical contact/brushing
against female employees are some examples of
hostile work environment, which are not made
27

Segment - 2

Sexual Harassment Of Women At Workplace Act 2013:
A Training Tool

Segment - 2

conditions for employment.

Training

Understanding of Gender

Training for sexual harassment may start with
explanation of difference between sex and gender and
its relevance in terms of gender based violence, hostile
work environment, etc. Having explained this, the
following three slides may be shown to generate a
discussion amongst the participants. The number of
participants should be between 20-25 numbers and
there should be at lease 5-10 female members in the
group. Otherwise the discussion will be one sided.
Moreover, the trainer should get him/ herself
thoroughly acquainted with the cases of R. K. Pachauri,
Justice Ashok Ganguly, Tarun Tejpal, Roopan Deol Bajaj
and may such other cases related to sexual harassment
of women at workplace. The trainer should also be
conversant with the various provisions of `Sexual
Harassment (Prevention, Prohibition & Redressal) of
Women at Workplace Act 2013 and gender related
issues.

In sociology, a distinction is made between sex and
gender. Sex is the biological trait that societies use to
assign people into the category of either male or female.
When people talk about the differences between men
and women they are often drawing on sex – on rigid
ideas of biology – rather than gender, which is an
understanding of how society shapes our
understanding of those biological categories. Gender is
more fluid – it may or may not depend upon biological
traits. More specifically, it is a concept that describes
how societies determine and manage sex categories;
the cultural meanings attached to men and women's
roles; and how individuals understand their identities.
For example, in some societies, the moment you talk
about cooking, cleaning, stitching, etc., immediately the
sex that is presumed is female. But it may be that starting
from roadside dhaba (eating place) to a five star hotel
there would be no female cook. It would be the case
with housekeeping and tailoring also. But the
perception associated with these jobs would be
females. And, in this very society, over a period of time,
the same perception may change. So these perceptions
related to sex in a particular society, which varies from
time to time and place to place, is called gender, which
is social and psychological. There could several such
examples, soft and sweet associated with female, and
macho, angry and adamant associated with males, etc.
These kinds of bias set a society to believe that
important works are to be done by men and less
important works are to be done by females.
Relevance of Gender
Such perceptions have a great significance at the
workplace. For example, often it is complained by
women that suggestions given by them in a meeting in
the office is ignored. Men feel they are the decision
makers and women should abide by their decisions.
Sometimes it is not only ignored, it is also resisted to see
that their opinion is not taken to consideration. The
working environment thereby in the office becomes
hostile. This type of hostile environment forces women
to leave the job or it is a great obstacle for their career
progress. Very recently, a norm has evolved that every
corporate house should have ten percent women as
members of the Board of Directors. This is one of the
measures to fight gender bias in the corporate sector.
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The slides for presentation and discussion with the
participants are as follows:
A 29 Year Old Research Scientist 2015
He forcibly grabbed me, kissed me,
touched me inappropriately,--I ﬁled a complain to ICC, but ﬁndings are
ignored.
TERI does not have service rules related to
SH. So I ﬁled FIR.
TERI hired a legal counsel for Pauchauri,
but not for me.
Now I sit at home, not allowed to work
that I was doing. Pachauri's removal
means nothing to me. My career is
damaged.
A 33 page complaint (e-mails, text
messages, whatsapp, etc).

Justice Ashok Ganguly 2012
Ÿ

She (the law intern) used to come to my
home in Kolkata.

Ÿ

She was in Delhi, so I called her at the
hotel on Dec 2012.

Ÿ

She should have refused the wine and
left the room.

Ÿ

Vishakha guideline is not applicable, as
it is not a workplace.

Ÿ

Allegations are coming after one year. I
don't want to comment.

A CC TV Footage, 18 Nov 2013.
1. They were in the lift for 129 sec.

3. The victim was adjusting her dress.
4. The victim's wife says 'Tejpal had
drinks and shared a kiss in the party’

Some Questions with trainers' notes for discussion
Question No. 1
What is the basis of sexual harassment?

Here the criticism of the lawyers regarding ICC's power
can also be discussed with the participants to elicit their
response. The lawyers argue that persons without legal
background, cant they work as a civil court. At the same
time, should the court interfere with the disciplinary
matter imposed by departmental authorities is the
question raised by the employer.

Trainer's note
Question No. 3
In this context after eliciting the response from the
respondent, the point that is needed to be explained is
that, sexual harassment is an outcome of patriarchal
society/ a society dominated by males. So often sexual
harassment is a product of male domination. It is also a
tendency of men to harass and punish women who try to
raise their voice against men. The case that can be cited
in this regard could be that of Bhanwari Devi (described
in Vishaka guideline), i.e. how Bhanwari Devi was raped
just because she resisted a child marriage in a upper
caste society. This hampered the ego of men folk.
Moreover, it also needs to be discussed that girls, from
the very childhood, are taught to be tolerant. This early
childhood learning is a great barrier for them to raise a
voice against men, which makes men more dominating
and harassers thereby.

In Justice Ganguly's case, neither it was physical nor was
it intentional. So could it be sexual? Moreover why did
the intern report late?
Trainer's note
Please refer to various sections of Sexual Harassment of
Women at Workplace Act 2013 and discuss about
definition about workplace, implicit/ explicit elements
of quid pro quo in it and verbal and no-verbal pattern of
behavior. Some of the points to be discussed are as
follows.
Ÿ Understanding of workplace (can cite the case of
Roopan Deol Bajaj vs K P S Gill where a party in a lawn
was considered as workplace) can be discussed.

Question No 2
In R K Pachauri's case there is a mention of ICC. What is
ICC and what are its power and function.
Trainer's Note
ICC (internal complaint committee) is a committee of the
employees in which 50% of the total members should be
women and the Chairperson should be a woman. A
presence of third party NGO with harassment
experience is a must. ICC has the same power as that of a
civil court. Report of ICC is inquiry report under service
rule and not preliminary report. Here it is to be explained
that, it was found in an investigation that the ICC's
reports were discarded as preliminary report. So in a
case (Medha Kotwal Lele) a verdict was given that ICC's
report should not be considered as preliminary report. A
complaint should go to LCC (local complaint

Ÿ Explain quid pro quo: Explain implicit or explicit
unwelcome pattern of behavior which is threat to
employment. Here one can also emphasize
difference between public place and workplace. The
relevance can be emphasized with regard to a
woman who need a job badly.
Ÿ Non-verbal and verbal gesture: For non-Verbal
behavior elevator eye/ suggestive looks, licking
lips/ eating provocatively, lewd screen saver/
posters in the room, clothing adjustment, sms, email,
etc. can be discussed. For verbal behavior,
comments like `women should be in kitchen,
spreading rumor, appreciating figure/ dress, etc
which affects her health/ safety in employment etc.,
can be discussed.
Ÿ Perception vs. Intent: This makes the issue
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2. The accused came out wiping his
mouth.

committee), if there is no ICC or there is complaint
against the employer. The constitution of LCC is same as
ICC with addition of SC/ST representative. LCC can suomoto take up a case if it feels there is no complaint
because of fear of repression. The tenure of LCC is 3
years.
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complicated. Nevertheless it is important to discuss
about a woman's standard vis-à-vis a court's
standard regarding determining a behavior as
detrimental to working environment. This can throw a
light on the delay on the part of the intern to report
late. The possibility of manipulation of the situation
by women can also be a point of discussion in the
group.

case, the differences in implications/ risk of protesting
against sexual harassment at workplace and public
place can be discussed. The chances of getting isolated,
socially humiliated, losing career progress, etc., can be
discussed at length.
Question No. 6
What should have been the role of TERI/ organization?

Ÿ Finally the trainers should share the final verdict to
the participant.
Question No. 4
In Tarun Tejpal's case can a woman's dress and silence in
the party mean `yes'?
Trainer's Note:
Explain the behavior at a party and a behavior in a
confined room/ lift where nobody else is present.
Discuss gender bias related to dress of a woman and
related assumptions. The trainer can show the picture
below on demonstration by women group in this regard.
Here female participants' views can specially be sought
to initiate a discussion in the class.

Question No. 5
According to R K Pachauri `A corporate lobby who are
against the philosophy of man-made climate change is
active here'.
Trainer's Note
Please discuss if there were such a possibility? Had it
really been true, then definitely the research scientist
would have got a new good job/ would have come to
the limelight. But that didn't happen. Rather the girl
became unemployed, got no offer from any other
organization, lost her research career, etc. Also in this
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Trainer's Note
Discuss section 19 of the act and focus on mistakes done
by TERI (not providing legal counsel to the victim and
providing it to the accused, ignoring recommendations
of internal complaint committee, creating a situation in
which the research scientist was compelled to go to the
police station, etc.).
At the same time, some of the provisions of the act like
gender sensitization training, display of penal
consequences at conspicuous places in the office, etc.,
should be discussed. An organization's code of conduct
and a paper clipping of an orientation workshop for the
employees in this regard are given below. These kinds of
visuals will be helpful for the participants to understand
the steps that organizations should take.

Some generic questions with trainer's note

What should be the role of women?

1.

Vulnerable women: Women, who need a job badly,
can't say no, lonely, lacking self-confidence and it
could be anybody as well. To explain `anybody' the
boldest woman who can be a victim can be cited,
for example, Roopan Deol Bajaj.

2.

Types of harasser: These harassers could be
categorized as a power player (a boss), an
opportunist (doctor-patient), a situational harasser
(an army man), etc.

3.

Costs of sexual harassment to the organization: The
cost could be in terms of errors followed by
accidents followed by insurance cost and finally
losing of the brand image of the company.

4.

Malicious complaint: A malicious complaint can
dealt with as per the service rule of the company.

5.

Action during pendency: Here it should be
mentioned that the ICC might recommend transfer
of the aggrieved woman/ respondent. The
committee also may recommend leave to the
aggrieved woman up to 90 days/ such other grant.

6.

Compensation: As per the act, the committee may
order compensation with respect to suffering and
status of the respondent.

7.

Confidentiality? Identity of women, respondent,
witness along with the findings of the report cannot
be published.

8.

Timeframe for dealing with a complaint: In this
regard, the framework as per SHWW Act 2013, as
given below, can be shared with the participants.

Trainer's Note
Role of women for discussion purpose can be divided
into two categories, i.e. direct approach and indirect
approach.
Direct Approach
Ÿ

Ÿ

Without substantial evidence, the case cannot be
proved. So a log of events needs to be maintained
date-wise and time-wise. For strengthening the
case, letters, mails, messages, etc., need to be
documented properly.
The victim must know the grievance procedure of
the organization and can take help of a
knowledgeable person for writing down a
complaint.

Indirect Approach
Ÿ

Ÿ

Ÿ

The best indirect approach is to resist a harasser at
his first attempt. If he still pursues further, one
must say `No'. And studies have proved that a `No'
prevents 90% of the sexual harassment cases.
Therefore, a woman should master the art of
saying `no'.
Women should shed the mentality of tolerance
a n d m a k i n g d e l ay i n c o m p l a i n i n g . T h i s
complicates the issue further. Justice Ahok
Ganguly's case can be cited here.
Women must maintain a culturally acceptable
distance in day-to-day dealing with bosses and
colleagues. This can be explained through Tarun
Tejpal's case. A professional approach in a
conversation also should be explained.

India: Sexual Harrassment of Women at Workplace (Prevention, Prohibition and Redressal)( Act 2013

Procedure to be followed

on request of
female employee

Timelines

Incident of Sexual Harassment at
Workplace

A written complaint has to
be led by the female
employee within 3 months
of the date of the incident.

Internal Complaints Committee /
Local Complaints Committee

The inquiry has to be
completed within 50 days

Reports of Inquiry

The inquiry report has to
be issued within 10 days
from the date of
completion of inquiry.

Conciliation

Ÿ

Moreover, they must also be aware of the places
and situations where probabilities of getting
sexually harassed must be a point of discussion in
the class. To explain this point, all the three
situations mentioned in the above cases can be
described in detail.

Allegation
proved
Action for
misconduct

Allegation not
proved

No action by
employer

Appleal to a Court / Tribunal
© Nishith Desai Associates, 2013

Punishment for false or
malicious complaint /
false evidence

Employer is required to
act on the
recommendations of the
committee within 60 days
of receipt of inquiry report.

Appeal against the
decision of the committee
is allowed within 90 days
of the date of
recommendations.
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Concluding the training

References

The training can be concluded with a questionnaire,
which can be given to the female participants to assess
their workplace in the context of sexual harassment of
women. The questions, of course, can be shared with all
the participants.

Ÿ

1.

Would you like to avoid any supervisor/ colleague?

2.

Is there anybody who often tries an unwelcome
behavior with a bias?

3.

Do you have to tolerate an uncomfortable
distance?

4.

Do you get `this for that' offer which has an
unacceptable overtone?

5.

Does your supervisor ask about your private life?

6.

Do you receive irrelevant sms/ mail/ etc?

The duration of the training should be approximately
three hours with a tea break of half an hour in between.
Some trainers try role-playing by making ICC, victim,
accused, etc. How to write a proper complaint is also a
part of it.

Ÿ

Ÿ

Ÿ

Ÿ

Ÿ

http://indiatogether.org/combatlaw/vol2/
issue3/harass.htm#sthash.XS3gyNNq.dpuf.
Retrieved 12 April 2015.
The Sexual Harassment Bill undermines the
innovative spirit of Vishaka – Naina Kapur, Lawyer
and Equality Consultant". Bar and Bench. 1 March
2013.
The Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act, 2013
Published in The Gazette of India. Press Information
Bureau.
http://www.dailymail.co.uk/indiahome/indianews
/ a r t i c l e - 2 5 0 8 9 4 9 / W h y - d i d - y e a r- Fo r m e r
Supreme-Court-judge-Asok-Kumar-Gangulypours-doubt-law-interns-sexual-harassmentcomplaint.html. Retrieved 2 March 2015.
http://www.business-standard.com/article
/c u r r e n t - a f f a i r s /s e x u a l - h a r a s s m e n t - a t wo r k p l a c e -w h a t- a re -v i s h a k h a - g u i d e l i n e s 113112300188_1.html. Retrieved 25 April 2015
http://www.dnaindia.com/india/report-tehelkaeditor-tarun-tejpal-charged-with-rape-victimresigns-1922519. Retrieved 14 May 2015.

"First they ignore you, then they laugh at you,
then they fight you, then you win.”
Mahatma Gandhi
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- Prof. (Dr). Rohit Kumar
rohit.k@iimranchi.ac.in
The Max Group is a diversified conglomerate with
business interest in life insurance, healthcare
management, health insurance, senior living, specialty
packaging, and real estate (Max Life, Max Healthcare,
Max Bupa, Antara, Max Speciality films and Max Estates
respectively).1 As a Senior Director – Quality, Service
Excellence, and Innovation within the Max group,
Hoskote was responsible for the development and
implementation of the Max Performance Excellence
Framework (MPEF), a quality framework adopted from
the Malcolm Baldridge Framework of USA. It was during
2010, when Analjit Singh (Founder, Max Group) selected
Prashant Hoskote to lead the group-wide quality team.
Singh assigned him the task to bring quality and
business excellence agenda as one of the top three
priorities across the group businesses, to lead when it
comes to customer-centricity, sevabhav, and
mindfulness.
Hoskote was aware that Singh wanted him to create a
culture of 'Maxism' across the group companies, like
what the Tata group has done across its businesses over
the last two decades by implementing the Tata Business
Excellence Model (TBEM). The key questions that
Hoskote was struggling with were - How to help achieve
the Vision of the Max group, which is to build the most
admired corporates for service excellence? How to have
a common thread and a robust quality excellence
framework across different lines of businesses, i.e., life
insurance, healthcare, and health insurance? How to
convince the CEOs of different businesses to adopt,
deploy, and continuously review a robust framework on
quality excellence? How to build an organizational
culture of service excellence? And more importantly,
how to manage talent across the Max group companies
to ensure firm growth and sustainability?

competitive organizations across TATA Group
companies. TBEM is based on the Malcolm Balridge
National Quality Award Model of the U.S.2 The TBEM
framework has the following characteristics:
Ÿ
Ÿ
Ÿ
Ÿ

Focus on Business results
Non-prescriptive and Adaptable
Maintains System Perspective
Supports Goal-based diagnosis

The framework has been conceived to deliver strategic
direction and drive business improvements at the Tata
group. TBEM instills a process-centric approach in an
organization as a means to achieve the chosen Business
Goals. The main objectives of the Tata business
excellence model assessment methodology is to
enhance value for all stakeholders and contribute to
marketplace success, maximize enterprise-wide
effectiveness and capabilities, and deliver
organizational and personal learning. The TBEM matrix
is used for the organizational self-assessment of Tata
companies, recognition, and awards, and for providing
feedback to applicants.3
The framework is owned by the Tata Quality
Management Services – a division of Tata Sons, that was
set-up in 1996. It was renamed as Tata Business
Excellence Group (TBExG) in 2015. One of the key roles
of the organization is to run the Tata Business Excellence
Model (TBEM) assessment process in group companies.
Through its business excellence capability building
programmes and customized workshops, TBExG builds
capabilities for business excellence in Tata companies.
The organization also runs the Best Practices initiative –
E D G E – w h i c h f a c i l i t a t e s t h e exc h a n g e a n d
implementation of good practices prevalent within the
Tata group.4

Tata Business Excellence Model (TBEM)
TBEM is a framework that helps companies to achieve
excellence in their business performance. The model is
chosen by the TATA group to help in building globally
1.
2.
3.
4.

As per Economic Times, on July 2016, Tata Steel was
recognized as 'Industry Leader' under the TBEM for the
Assessment Year 2015. The award was presented to the
company by Cyrus P Mistry, chairman, Tata Sons, during

Max India Annual Report 2017-18
Source: https://corporate.tatateleservices.com/en-in/tata-business-excellence-model. Accessed on 22/09/2019
Source: https://www.tatabex.com/about-us. Accessed on 09/09/2019
Source: https://www.tatabex.com/about-us. Accessed on 09/09/2019
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the Annual Group Leadership Conference held in
Mumbai on Friday, the birth anniversary of J R D Tata.5
Max India Group
Max India Group is one of India's leading business
houses with four major Strategic Business Units (SBU).
The first SBU is Max India Limited, which has Max
Healthcare Limited, Max Bupa Health Insurance
Company Limited, and Antara Senior Living under its
fold. Second, is the Max Financial Services which
include Max Life Insurance Company Limited. Third, is
Max Ventures and Industries Limited, which has three
different businesses under its arm, i.e., Max Speciality
Films, Max Estates Limited, and Max I. Limited. The
fourth SBU is the Max India Foundation, which is the
group CSR arm (see Exhibit 1).
The company was founded as a group holding company
by Mr. Analjit Singh in 1984 at Railmajra, Punjab, India. His
peers admired Singh, who is an alumnus of Doon
School, Dehradun, Uttarakhand, India, during his school
days for being quite strict, disciplined, and a
perfectionist. As a school prefect, he used to follow the
rule book. It was during his school days when he
inculcated the traits of being mindful and be responsible
for one's actions. No wonder, he ended up being an
entrepreneur. Max group has a strong history of
entrepreneurship and nurturing successful businesses.
In the year 1985, it forayed into Penicillin bulk pharma
and in 1993 entered Telecom in Joint Venture with
Hutchison. In the year 2000, it shifted from B2B
(Business to Business) to B2C (Business to Customer)
businesses by foraying into life insurance, healthcare,
and clinical research.
During the last three decades, Singh has propelled Max
India from being a pure manufacturing company to be in
the business of life. Also, from being a niche player to a
multi-business conglomerate with earnings of USD 3
billion (in U.S. dollars), 10 million customers, and 25,000
employees. Under Singh's guidance, the group has
been successful in attracting investors like Temasek
Holdings, International Finance Corporation (IFC), and
Goldman Sachs (see Exhibit 2). Max group's Vision is to
be one of India's most admired corporates for service
excellence (see Exhibit 3), and the Company's Values
are Sevabhav, Excellence, and Credibility (see Exhibit 4).
5.
6.
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Max Performance Excellence Framework (MPEF)
The Max Performance Excellence Framework (MPEF) is
an amalgamation of five global quality models,
predominantly the U.S.' Baldrige model, but also picked
aspects from Japan's Deming Prize, European
Foundation for Quality Management (EFQM), Singapore
Quality Award (SQA) and the Australian quality model.6
The framework is based on six 'Process,' and one 'Result'
criteria category and is modified every two years based
on what successful organizations do (see to Exhibit 5).
The framework is created to carry out self-assessment
for improvement on an on-going basis and is focused on
achieving excellent performance. The criteria
categories across the six processes, and one result item
are based on a set of core values and concepts that are
interlinked. One of the 'Process' items is the 'Workforce
Focus.' This process item is broken down into two key
components, i.e., 'Workforce Environment' and
'Workforce Engagement.' Also, within the five result
items, there is one result item for 'Workforce-Focused
Results.' Thus, out of a total of seventeen different items,
there are three dedicated to focus on the organizational
workforce. Many questions need to be answered by the
company on each criteria category, and these questions
h e l p t h e c o m p a ny to c h e c k i t s p ro g re s s o n
organizational goals and improve communication
among the company's workforce members and
leadership team.
The framework expects the individual business unit to
submit an 'Application for Feedback' based on selfassessment on seven broad baskets: leadership,
strategic planning, customer focus, information and
knowledge management, human resource focus,
operations focus, and results. While the first six baskets
or 'process' categories carry 550 points, the 'results'
category alone comprises the remaining 450 points out
of 1,000. The results are further broken down into
finance and market outcomes, customer-focused
outcomes, H.R. outcomes, leadership and governance
outcomes, and product and process outcomes. Overall,
there are a total of 12 processes and five results criteria
category items (see Exhibit 6) on which the business unit
is expected to do a self-assessment.
The 'Application for Feedback' is then submitted to a
group of Assessors (an assessment team comprised of
8-10 Assessors) who are formally trained on using the

Source: https://economictimes.indiatimes.com/industry/indl-goods/svs/steel/tata-steel-recognised-as-industry-leader-under-tbemfor-2015/articleshow/53454019.cms?from=mdr. Accessed on 19/09/2019.
http://articles.economictimes.indiatimes.com/2013-06-28/news/40255801_1_max-life-insurance-max-healthcare-director-rahulkhosla/2 accessed on 4 June 2016.

To avoid any conflict of interest, the corporate office
ensures that an employee is not made the assessor for
the same business unit where she is working. For
example – an employee working with Max Life, who is a
certified assessor, will not assess Max Life; she'll instead
access Max Bupa or Max healthcare. For the Process
items, the assessors are expected to see the Approach,
Deployment, Learning, and Integration (ADLI), and for
Results, they are expected to evaluate the Levels,
Trends, Comparisons and Integration (LeTCI).
The assessment process involves studying the
application submitted by the business unit, undertaking
a site-visit, and meeting the employees and other
stakeholders of the company. Once the assessment is
complete, a 'Feedback Report' is submitted to the
business unit listing out the overall score and
highlighting the key 'strengths' and 'opportunities for
improvement' (process gaps) across all the seventeen
sub-criteria category items. Key themes are also
identified by the assessment team and shared with the
business unit. After the submission of the Feedback
Report, the relevant business unit is expected to draw
out action plans. To ensure better execution, the Key
Result Areas (KRAs) of the CEO's include MPEF as one of
the parameters.
The Criteria Category on Workforce Focus
As per the business excellence framework, 'workforce'
refers to the people actively involved in accomplishing
the company's work and includes permanent,
temporary, and part-time personnel, as well as any
contract employees across all levels (leaders,
supervisors, and managers at all level). The Workforce
Focus category asks how the organization assesses
workforce capability and capacity needs and builds a
workforce environment conducive to high performance.
For example, the followings questions are asked on
workforce capability and capacity:

Ÿ

How does the company access its workforce
capability and capacity need, including the skills,
competencies, certifications, and staffing level that
they need?

Ÿ

How does the company recruit, hire, place, and
retain new workforce members? How do the
company ensure that their workforce represents
the diverse ideas, culture, and thinking of the
company's hiring and customer community?

Ÿ

How do the company organize and manage its
workforce to accomplish the organization's work,
capitalize on the company's core competencies,
reinforce a customer and business focus, and
exceed performance expectations?

Ÿ

How does the company prepare its workforce for
changing capability and capacity needs? How
these needs, including staffing levels, changed
over time? How does the company prepare for and
manage periods of workforce reduction and
growth?

This criteria category on workforce focus also expects
the company to answer a few questions on workforce
environment, benefits, and policies.
Ÿ

How does the company address workplace
environmental factors to ensure and improve
workforce health and security and workplace
accessibility? What are the company's
performance measures and improvement goals for
each of the workforce factors?

Ÿ

How does the company support its workforce via
services, benefits, and policies? How does the
company tailor these to the needs of a diverse
workforce and different workforce groups and
segments?

Ÿ

What key benefits does the company offer to its
workforce? Why?

The 'workforce capability' refers to the company's ability
to carry out its work processes through its people's
knowledge, skills, abilities, and competencies. The
'workforce capacity' refers to the organization's ability to
ensure sufficient staffing levels to carry out its work
processes and successfully deliver products and
services to customers, including the ability to meet or
varying demand levels.
Similarly, there are questions related to workforce
performance and workforce engagement:
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MPEF. The Assessors are chosen from the senior
management of Max group companies. The Assessors
training and certification are carried out every year,
wherein Assessors are first trained for three days. The
training is provided to help understand the MPEF, the
criteria category for process and result items, scoring
guidelines, conducting consensus meetings, site visits,
and making MPEF business as usual, on how to write a
feedback report, etc. The ones who complete the
training session are then certified as trained assessors.
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Ÿ

How does the company determine the key
elements that affect workforce engagement?

Ÿ

How does the company foster an organizational
culture that is characterized by open
communication, high-performance work, and an
engaged workforce? How does the company
ensure that the organizational culture benefits from
the diverse ideas, cultures, and thinking of its
workforce?

Ÿ

How does the company's workforce performance
management system support high performance
and workforce engagement? How does it consider
workforce compensation, reward, recognition, and
incentive practices?

Ÿ

How does the company assess workforce
e n g a g e m e n t ? W h a t fo r m a l a n d i n fo r m a l
assessment methods and measures do the
company use to determine workforce
engagement? How the company uses other
i n d i c a t o r s , s u c h a s wo r k fo rc e re t e n t i o n ,
absenteeism, grievances, safety, and productivity,
to assess and improve workforce engagement?
How do the company's learning and development
system support the organization's needs and the
personal development of its workforce members,
managers, and leaders?

Ÿ

Here, the elements that affect workforce engagement
refer to the drivers of workforce members' commitment,
both emotional and intellectual, to accomplishing the
organization's work, mission, and Vision.
Implementation of the Max Performance Excellence
Framework
One of the critical elements of the implementation plan
for executing MPEF was the identification and training of
assessors. The assessor training program also acted as a
medium for enhancing employee engagement and
motivation. To motivate employees to become an MPEF
assessor, various types of recognition are awarded to
the Assessor fraternity. For example – the MPEF Team
Leader, Group Best Practice Champions, etc. during the
Max Excellence Day. The opportunity given to MPEF
Assessor to interact with the senior management team
(including the CEO) of the company, the customers,
suppliers, and other stakeholders helped the assessor
get the real feel of what is happening both 'within' and
7.
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'outside' the company. It helped the assessor in seeing
the company as a 'whole' leading to quality feedback
reports listing out the key areas of strength and
opportunities for improvement (OFI).
The section on the 'workforce' focus provided necessary
fodder for the senior management team to identify what
goes in to provide an environment that fosters
employee motivation and engagement. It helped the
management to think about workforce engagement
and satisfaction factors (e.g., opportunities for career
progression/promotion/career path, opportunities to
contribute to local community/state/profession, Job
security, resources and skills to succeed, competitive
compensation and benefits, physical safety and
security, challenging and rewarding workplace).
As per Analajit, the excellence game is all about process
orientation, efficiency, significant outcomes, customer
delight, mindfulness, look-feel-touch, being there,
delivering what you promised by both customer-facing
and on the other side internal looking. In his speech
during the 2014 Max Excellence Day, Analjit said –
“As we enter into the new phase of the country, please wear
a different influence on yourselves of striving for
excellence to demonstrate to this whole world that in no
way does this country cut corners. We can achieve and
deliver international style and examples of excellence in
whatever we choose to do……. once you go down the path of
excellence, then it becomes a habit to choose the right
way whether in your personal life or work life or any other
aspect of your life."7
Over the last five years, Max group has invested a lot of
time and energy in coordinating work towards
institutionalizing the MPEF culture across its business
units. It has developed human resources and processes
in a way that supports the culture of business excellence
and helps see excellence as a way of doing business.
There are multiple awards won by the Max group
companies on the business excellence front. For
example, Max Health Care won 32 awards across
multiple impact categories (7-clinical safety, 9operational excellence, 10-service quality, and 6others) from various prestigious institutions during the
financial year 2017-2018. Similarly, Max Bupa Health
Insurance Company was recognized as the most
admired health insurance brand in India as per the

Mr. Analjit Singh at Max Excellence Day - available at https://youtu.be/u1hCeONrMx4 accessed on 12 September 2018

In 2016, Max Life Insurance was conferred with the
prestigious IMC Ramkrishna Bajaj National Quality
(RBNQ) Award for 2015 in the Services Category.
Acknowledging the Award, Rajesh Sud, Executive Vice
Chairman, and Managing Director, Max Life Insurance
Company, said –
“Max Life Insurance is consistently looking to raise the bar
with regard to its performance through our constantly
improving business processes, thereby ensuring best-inclass outcomes to our stakeholders. This award is a
testament to our passion, drive, and commitment
showcased towards creating a process-oriented
organization to achieve all-round business excellence.” 9
Post the award was announced, Hoskote recalled
thanking all the Assessors' fraternity (including some of
the ex-employees) for their time and efforts. In return, his
email box was full of responses from both current and
ex-Assessor. The response received from the assessor
fraternity was quite heartening for Hoskote, and he was
quite confident that the performance excellence
framework has helped the company develop resources
and capabilities that are difficult for competitors to
imitate in the short term.
The Current Situation – Challenges & Opportunities
Rahul Khosla, Managing Director, Max India Limited, on
his letter to shareholders talked about the current
challenges being faced by the company –
"Principal among these is the regulatory headwinds in
both our insurance businesses and growing regulatory
overhang in the healthcare business…… the identification,
hiring, and retention of quality talent remain a challenge
and continue to occupy a high share of mind-space of our
senior management. Finally, margin compression can
potentially accrue in most of our businesses due to the
cluttered and often irrational competitive landscape." 10
On the MQS front, Hoskote was aware that there are
multiple weaknesses and future challenges. The
8.
9.
10.
11.

integration of MPEF into day-to-day operations was a
key area of concern as MPEF was yet to become
'Business as Usual' (BAU). There was no active
engagement among some business leaders to
participate in and implement MPEF and leadership's
visibility, and one-on-one interaction of Senior
Leadership Team with the staff was at times found
missing. There were challenges about employee
engagement, and more focus was required on
developing a service culture. There was a need to
empower front-line staff and engage everyone in the
improvement and service excellence process to reduce
employee turnover and bring in work-life balance. There
were insufficient human resources to manage Group
Quality and Service Excellence across the group.
Besides, the recent Max India De-Merger also posed
some challenges for the business excellence journey.
Mr. Analjit Singh, Chairman, Max India Limited,
described the demerger as a means to substantially
increase the investor interest "The momentum of these
three businesses is such that if you put them all in one
company the market punishes you. There have been
situations where investors were interested in parts of our
business. Now we will be working with a sharper focus,
and the investor can involve himself according to his
objective."11
Way forward
Hoskote looked at the clock, and it was time to make
some big decisions. The questions that kept him
occupied was - How should he go about managing
talent across the max group companies in the wake of
rising competition and stringent regulations? Moreover,
how service excellence as a value proposition is going to
be sustainable for a rapidly growing conglomerate like
Max group? It was time to make some bold decisions
that would help build an organizational culture of
service excellence and, more importantly, how to
manage talent to ensure firm growth, profitability, and
sustainability?

Max India Investor Presentation June 2018.
http://www.thehindubusinessline.com/business-wire/max-life-insurance-bags-imc-ramkrishna-bajaj-national-quality-award2015/article8360508.ece accessed on 5 June 2016.
ibid
http://www.business-standard.com/article/companies/max-india-wraps-up-three-way-demerger-116011600027_1.html accessed on 27
April 2016.
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India's Most Admired Brands Survey 2017 by Trust
Research Advisory and India's Greatest Brand for
introducing a host of innovations in the Indian Health
Insurance sector by Asia One Awards 2017.8
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Exhibit 1: Max Group Holding Structure (2016-2017)

Excellence: We gather the experts and the
expertise to deliver the best solutions for life's
many moments of truth. We never settle for good
e n o u g h . ( E x p e r t i s e , D e p e n d a b i l i t y,
Entrepreneurship, Business Performance).
Credibility: We give you our word and we stand by
it. No matter what. A 'NO' uttered with the deepest
conviction is better than a 'YES' merely uttered to
please, or worse, to avoid trouble. Our words are
m a tc h e d by o u r a c t i o n s a n d b e h av i o u r.
(Transparency, Integrity, Respect, Governance)

Source: Company's Investor Presentation (Feb 2016)

Exhibit 2: Max Group Shareholding Pattern as on 31
December 2015
Promoters

40.4%

IFC

3.1%

Goldman Sachs

15.5%

FII (Others)

18.6%

Mutual Funds

13.2%

Others

9.2%

Source: Company's Annual Report 2017-18

Exhibit 5: Performance Excellence Framework: A
Systems Perspective

Source: Max-Group - Investor Presentation Feb 2016

Exhibit 3: Max India Vision & Mission
Vision: To be the most admired company for
health and life care needs of its customers,
patients and their families.
Mission
Ÿ Be the most preferred category choice for
customers, patients, shareholders and
employees
Ÿ Deliver exceptional and ever-changing
standards of medical and service excellence
Ÿ Operate to uncompromising ethical standards
consistently
Ÿ Lead the market in quality and reputation
Ÿ Maintain cutting edge standards of
governance

Source: Criteria for Performance Excellence Framework and Structure,
Malcolm Baldrige National Quality Framework Criteria book.

Exhibit 6: Criteria for Performance Excellence
Framework – Items & Point Values

Source: Company's Annual Report 2017-18

Exhibit 4: Max India Values
Sevabhav: We encourage a culture of service and
helpfulness so that our actions positively impact
society. Our commitment to Seva defines and
differentiates us. (Positive social Impact,
Helpfulness, Culture of Service, Mindfulness)
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Source: 2017–2018 Criteria for Performance Excellence
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A Co Relational Investigation On Impact Of Narcissism And
Implication Of Job Satisfaction On Nigerian Government
Employees: A Study Of Yobe State
- Dr. S.M. Shariq Abbas
shariqabbas@gmail.com
Abstract
There is a dearth of narcissism and job satisfaction
related studies in North East Nigerian context and to
understand these two constructs, their correlation, and
effect on each other present investigation was carried
out. Additionally, it was tried to find out the influence of
different important independent variables like income,
age, and work experience on the personality type
narcissism and the work attitude job satisfaction. The
research also endeavored to categorize and rank the
assortment of job satisfaction factors for the107
government employees surveyed. The data was
collected through Narcissistic Personality Inventory
(NPI) and Job Satisfaction Scale and to reach the
outcomes various statistical tools like Cronbach's Alpha,
Pearson Correlations (bivariate), Means, Standard
Deviation and Percentages were employed. Having
realized the reliability of the instruments to be as per set
benchmarks and testing the stated hypotheses, it was
found that money was not necessarily an important
factor of job satisfaction. Further narcissism and job
satisfaction were not related, and other variables as
already mentioned came up with notable findings which
prompted many managerial recommendations and
stimuli for future researches.
Keywords- Correlational Study, Narcissism, Job
Satisfaction, Government Employees, Yobe State,
Nigeria
Introduction And Review Of Literature
Employee personality and organizational attitudes are
two paradigms on which many business/managerial
studies are based as they play a very important in
economic organizations. It is well-acknowledged the
fact that human resources are the backbone of
organizations and the work behavior of staffs or workers
in any organization is to a great extent affected positively
or negatively by employee attitudes as well as
personality. Withdrawal behavior, which includes
e m p l oye e t u r n ove r a n d a b s e n te e i s m , g ro u p
productivity and functioning, are some of the many

areas, which are affected by job satisfaction of the
employees.
Newstrom has defined job satisfaction as “a set of
favorable or unfavorable feelings and emotions which
employees view with their work” (Mahmood, 2011). In
1969 Locke talked about feelings or emotions that are a
precursor to job satisfaction, summing them up in three
steps. It starts with the employees undergoing some
features of the work environment. It is followed by the
practicing value standard by the employees to evaluate
these elements of work, and lastly, they assess how
perceived work element expedites the
accomplishment of preferred values (Davis, 2012).
It has to be understood by researchers and which is also
supported by various studies that employees working in
different sectors of the economy stabilize their job
satisfactions or for that matter dissatisfaction and
subsequently formulates a general inference about
their jobs, which may be positive or dissatisfying (Zhu,
2013). It is also imperative to note that he analyzes the
work a person is doing in regards and relationship with
the factors of job satisfaction, which he deems central
vis-à-vis job satisfaction.
The present study also tries to understand the different
factors of job satisfaction among the employees
surveyed as studies like that of Eker, Anbar, Kirbiyik, and
Haider (2007) have suggested that general satisfaction
or in other words overall job satisfaction is affected by
how an employee appraises various aspects of the job
with complete satisfaction. It is also supported by a
study done by Abbas (2018) among the banking and
fast-moving consumer goods (FMCG) which concludes
to the finding that different factors of job satisfaction had
an affirmative relationship vis-à-vis overall job
satisfaction for the employees surveyed. Literature and
studies like that of Tomazevic, Seljak, and Aristovnic
(2013) have further suggested that all the time more the
significance of job satisfaction is understood by
researchers especially in government organizations
where there has been a dearth of methodological
studies. The present study tries to fill this gap by
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researching on government employees in Nigeria as
one of the objectives.
Henderson (2003) as observed by Ibrahim, et al. (2012)
has stated that an individual's personality factor has a
close association with the job satisfaction or
dissatisfaction he is deriving from his work. Keeping this
in mind the present study has taken up narcissism which
is a type of personality and tried to understand its
relationship with job satisfaction in the Nigerian context;
it is to be noted here that earlier studies by the author of
this study were done in context of India only.
Sigmund Freud in the year 1914 has already designated
narcissism as a personality trait attributing it as a form of
self-love which is not usual, relatively obsessive or
irrational (Jakobwitz & Egan, 2006). One thing to note
here is that psychopathically diagnosed people have a
sense of gratification in behaving in a belligerent or
antisocial manner. They also display no regret for such
acts and here the relevance of the present study comes
to fore, where the author tries to establish the level of
narcissism and job satisfaction and their intricate
relationship in the context of work and organizations.
Literature also suggests psychopathy as one of the
dominant constituents of narcissism as Paulhus and
Williams (2002) have pointed towards narcissists being
unsympathetic and they display an imprudent thrillseeking behavior which if analyzed properly is a
counterproductive work behavior in many
circumstances in organizations. Even literature
suggests an affirmative association between narcissism
and counterproductive work behavior (Penney &
Spector, 2002). Rosenthal and Pittinsky (2006) have
talked about different aspects of narcissism and the
main attributes of the same include arrogance, selfabsorption, fragile self-esteem, grandiosity, dominance
and, hostility.
Dysfunctional conflict or tensions between staffs and
workers can be a potent cause of employee
dissatisfaction with their job, and it can be aggravated
with the fact that one of the employees among them is a
n a rc i s s i s t . A n d i t i s a l re a d y u n d e r s to o d t h at
organizational success is a direct consequence of
employee job satisfaction and performance latter two
constructs being closely associated (Godkin & Allcorn,
2011). The association between narcissism and job
satisfaction can also be understood through the point of
view given by Koprowski (1981) who says that employee
absenteeism and turnover are the results of job
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dissatisfaction while productivity and quality are
associated with job satisfaction. Also, the argument
given by the author is that employees who feel
supported are more content and have a positive
attitude toward their jobs, while narcissist bosses as
established by researches are non-supportive, giving
rise to the argument addressed in the present
investigation about the association between narcissism
and job satisfaction.
In a government public service organization study, it
was established that narcissism was negatively related
to job satisfaction in a significant manner (Mathieu,
2013). Literature also points to a research done on
government or state-owned enterprise, it was found
that in short-run the narcissism of its CEO is not
counterproductive for the organizations, on the
contrary, it affects the performance in an affirmative
manner. Nevertheless, as the tenure of such officers
gets longer the narcissism plays a spoil sport for the
performance of such government organizations (Kim,
2018). Employee turnover is one of the contentious
issues facing various organizations and studies like that
of Grier (2008) have suggested that employees leave
their jobs due to their bosses having narcissist
leadership tendencies and them employing delay,
coercion or slander to get work done.
In organizations where narcissists are in charge they are
dominating, self-absorbed and controlling as
suggested by McKee and Carlson (1999), additionally
they are against criticism, comment on weaknesses and
assign blame on their employees. Very reserved in
praising, accepting the challenges from subordinates
they can be very detrimental in team settings and are
not worth for the overall health of an organization.
According to Lubit (2002), narcissist bosses feel
threatened and try to cut down to size people working
under them. Consequently, even the best of workers in
an organization may leave their jobs due to this, which
points to another negative consequence of narcissism.
Therefore, to understand a multifarious relationship
between narcissism and job satisfaction and other
allied purposes, the present study was taken up.
RESEARCH OBJECTIVES
The main objectives of the present research are:
1.

To identify the ranking of various job satisfaction
factors for government employees in North-East
Nigeria.

To understand the association between narcissism
and job satisfaction among the employees.

3.

To study the effect of narcissism on income
capabilities of the employees.

4.

To understand the relationship between job
satisfaction and income of the employees.

5.

To find out the effect of age and work experience on
narcissism and job satisfaction on the surveyed
employees.

THE MODEL
The conceptual model of the present study rests on the
assumption that for the government employees
researched there is an association between their
narcissism and job satisfaction levels. Additionally, it is
also anticipated that there would be an effect of
narcissism on employee income capabilities as well as a
correlation between job satisfaction and income.
Another two independent variables of age and work
experience are also assumed to be having a relationship
with the two constructs taken up viz. narcissism and job
satisfaction (see figure 1 below).

Null Hypothesis (H0). Age has no significant role to play
in narcissism and job satisfaction levels of the Nigerian
employees.
Null Hypothesis (H0). Work experience has no
significant relationship with narcissism and job
satisfaction of the Nigerian employees.
RESEARCH METHODS
The non-experimental, descriptive and quantitative
research design was employed in the present study and
data was collected through stratified random sampling
technique, and 107 was the sample size which
comprised of government employees working in
Potiskum, Damaturu and Gashua local government
areas of Yobe State in Nigeria. The statistical tests
employed to analyze the raw data were Cronbach's
Alpha for analyzing the reliability of the narcissism and
job satisfaction scales, Pearson Correlations (bivariate),
Means, Standard Deviation, and Percentages.
Narcissistic Personality Inventory (NPI) developed by
Ames, Rose, & Anderson (2006) was used to measure
narcissism, it is a 16 item instrument and frequently used
in various researches to measure the narcissism levels
of employees. The second aspect of the present study,
job satisfaction was measured through a selfdeveloped 22-item instrument Job Satisfaction
Inventory (JSI), which was embraced from the scale
given by Spector (1997). The third part of the
questionnaire was the demographic profile of the
respondents.
RELIABILITY OF THE INSTRUMENT SCALES
Table 1: Reliability Statistics

Figure 1: Conceptual Model
STATEMENT OF NULL HYPOTHESES
Null Hypothesis (H0). There is no significant correlation
between narcissism and job satisfaction levels of
employees.
Null Hypothesis (H0). There is no effect of narcissism on
income capabilities of the employees.
Null Hypothesis (H0). There is no association between
job satisfaction and income in Nigerian employees.

Employing Cronbach's Alpha Coefficient to establish
the reliability and internal consistency of the Narcissistic
Personality Inventory (NPI) and Job Satisfaction
Instrument (JSI), it was found that instruments had
suitable internal consistency. The alpha coefficient of
NPI was .591, and JSI was .844, which are as per the limits
prescribed by Nunnally and Bernstein (1994) and Song
and Parry (1993).
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STUDY RESULTS
A. Socio-Demographic Characteristics of the
Respondents
Age as the first demographic indicator of the
respondents' points to the fact that most of them were of
the higher age group of 35-40 years (46.7%) followed by
those who were in 25-30 years age bracket (30.8%). An
overwhelming percentage of the respondents were
males (92.5%), and only 7.5% were females and among
all, the majority were married (77.6%), and only 22.4%
were singles for their marital status. Further it was found
that majority of the employees surveyed at 41.1% were
holding ordinary diplomas followed by those holding
national diploma (27.1%), bachelor degree (17.8%), and
higher national diploma (14%). Lastly, the income profile
of the respondents illustrates that most of them were in
the middle-income group of Naira 31 to 50000 (5.3%)
typically evident in the type of employees surveyed
followed by those in under Naira 30000 bracket (29.9%)
and lastly those in Naira 90000 and more (17.8%).
B. Ranking of Job Satisfaction Factors
Overall satisfaction of the surveyed employees is
affected by various factors of job satisfaction, and they
have choices for the same, which is discussed in this
section. It can be observed here that most preferred
choice of job satisfaction for employees in North-East
Nigeria was organizational prestige {(OP) (M=3.83,
SD=1.495)} followed by geographic location {(GL)
(M=3.32, SD=1.095)} and third preference was
advancement opportunities {(AO) (M=3.26, SD=1.645)}. It
was further found that at number four of job satisfaction
factor was supervision {(SU) (M=3.20, SD=1.575)}, at fifth
working condition {(WC) (M=2.89, SD=1.701)} and last was
financial factors {(FF) (M=2.09, SD=1.270)}. According to
Zhu (2013), many research works point to the fact that
employees appraise on each explicit characteristic of
their jobs or what they do at work, which is contrary to
overall job satisfaction.
Ranking of Job Satisfaction Factors

Employing bivariate correlation, it was found that there
was no association between narcissism levels of the
employees and their job satisfaction. The finding can be
established with correlation coefficient r = .101 at p>0.01
(two-tailed significance value =.300) and accepts the
null hypothesis that there is no significant correlation
between narcissism and job satisfaction levels of
employees. It denotes that whether employees
surveyed were more narcissist or less their level of
satisfaction with the jobs they were doing was not
affected.
D. Effect of Narcissism on Income Capabilities
This Nigerian study found that there was a strong
negative correlation between narcissism levels of the
employees and their income earning capacities. As the
employees were found to be more narcissistic, then
they had lesser income and vice versa. The finding can
be corroborated with a correlation coefficient value of r =
-.259 at p<0.01 (two-tailed significance value =.007).
Therefore, the null hypothesis that there is no effect of
narcissism on income capabilities of the employees is
rejected.
Bar Chart

Income
Figure 3: Narcissism and Income

Ranking of Job
Sa sfac on Factors

Figure 2: Job Satisfaction Factors Ranking
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E. Association between Job Satisfaction and Income
It was additionally found that as the employees were on
higher income groups, their satisfaction levels with their
jobs was lesser {(r = -.394 at p<0.01 (two-tailed
significance value =.000)}. The findings illustrate that
there was a strong negative correlation between

significant relationship with narcissism and job
satisfaction of the Nigerian employees was rejected for
former and accepted for latter.
CONCLUSION

F. Age, Narcissism and Job Satisfaction
The study also found that the age of surveyed
employees had a strong significant negative correlation
with the narcissism levels {(r = -.332 at p<0.01 (two-tailed
significance value =.000)}. It directly implies that the
younger generation of employees was more narcissist
in their personality as compared to older employees.
Similar findings were also recorded for job satisfaction
levels of the employees where, as the age of employees
increased their satisfaction levels decreased {(r = -.360 at
p<0.01 (two-tailed significance value =.000)}. It indicates
that the present generation of employees are not only
more narcissist but also are experiencing more pleasure
from their jobs. Therefore, the null hypothesis that age
has no significant role to play in narcissism and job
satisfaction levels of the Nigerian employees was
rejected for both the dependent variables.

Figure 4: Age, Narcissism and Job Satisfaction
G. Association between Work Experience, Narcissism
and Job Satisfaction
Additionally, the findings also indicate that as the work
experience increased the narcissism levels of the
employees decreased. Bivariate correlation coefficient r
= -.319 at p<0.01 (two-tailed significance value =.001) is a
testimony to the fact that work experience of the
employees had a strong negative correlation with the
narcissism levels of the employees. However, work
experience had no significant relationship with the job
satisfaction, which means increase or decrease in work
experience had no consequence on the pleasure
derived from the work the surveyed employees did {(r = .143 at p>0.01 (two-tailed significance value =.141)}. Thus
the null hypothesis that work experience has no

The present research as done on the government
employees of North-East Nigeria, where the author is
currently based, many key findings emerged. Having
sufficiently proved the reliability of the two instruments
employed to gather the raw data, it was found that the
researched respondents were mature and of advanced
age group and were majorly married males. Also
educationally far less were having the first degree
(bachelors), and most of them were having ordinary
diplomas and were having intermediate income levels.
The surveyed employees gave most emphasis on
organizational prestige, the place geographically where
they are working, and advancement opportunities over
supervision and working condition and the monetary
gain or salary come last as a factor to be satisfied from
their work. Further, the study pointed to the fact that the
level of the narcissism of the government employees
surveyed did not have any consequence on how
satisfied or not they with their jobs. Negative costs of
narcissism were also established on the economic or
financial capabilities of the respondents. Those having
more narcissistic tendencies were earning less in their
career as compared to employees who were less
narcissist. Another important finding of this research was
that surprisingly, those employees who were making
more than the others were less happy with their work. It
implies that having higher income does not necessarily
mean more job satisfaction and it also supports the
above finding of this same study that states that financial
factor was given least preference by the surveyed
respondents as compared to other aspects of job
satisfaction. Today's generation as other studies around
the world suggest are more narcissist as compared to
the previous generation; this is what the present study
a l s o s u g g e s t s . A l s o , a m o n g t h e g ove r n m e nt
employees, it was found that younger age bracket
supports more satisfaction in their jobs on a
comparative basis to their older counterparts.
Narcissism levels were also found to be lower in those
e m p l oye e s w h o h a d m o re wo r k ex p e r i e n c e ,
nonetheless, it had no statistical consequence on the
job satisfaction levels of the employees.
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income and job satisfaction of the employees, which
further rejects the null hypothesis that there is no
association between job satisfaction and income in
Nigerian employees.
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MANAGERIAL RECOMMENDATIONS, FURTHER
STUDIES, AND LIMITATIONS
Keeping in mind the findings of this research, the
managerial recommendation is that the administrators
should be operating in a manner in which they can keep
on providing organizational prestige to their employees.
The conducive job location is also a central job
satisfaction factor for employees as they need to be
working near their homes and these factors are more
important than let's say a salary or financial benefits and
managers should take that up in designing the growth
and benefits packages of their employees. Supporting
the fact, the present study also points out that
employees having better financial prospects were in
effect experiencing lesser job satisfaction. It should be
noted that the recommendations can be tried to be
generalized and tested in different locations but can be
especially suited for North-East Nigeria.
The organizations in Nigeria also have to be aware of the
adverse concern about narcissism in their employees as
the younger generation is showing more of these
tendencies. Such potential employees can be screened
out (which can be done through various instruments,
and one is mentioned in the present study) at the outset
when the selection as a human resource management
function is happening. The managers in Nigeria and
native researchers should also pay attention to the
information obtained in the present research that
younger employees were more satisfied with their jobs.
Further, should somewhat work to understand, predict,
and influence the job satisfaction levels of their mature
employees practically at work and also in further
empirical researches this aspect can be taken up.
Needs, aspirations, narcissism and job satisfaction
levels of single and relatively younger employees can
be further investigated in future studies, including
researches on females from this part of the world, it also
is one of the limitations of the present study. Researches
can also concentrate on the subjects who have higher
educational accomplishments and from other
geographical locations of Nigeria like the business and
trade hubs of Kano State or for that matter the North
West areas of Sokoto State or Federal Capital Territory of
Abuja or traditional industrial and trade giant of Lagos.
Also, employees from other types of organizations not
necessarily public sector ones can be taken up in
auxiliary studies which have been another constraint of
the present research. Being aware of the research
m e t h o d s e m p l o y e d i n t h e p re s e n t s t u d y, a
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generalization of the findings is a tough call to the
broader population in Nigeria, which is a well diverse
country.
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Abstract
Indian Leather & Footwear industry is one of the most
complicated industries in India where the level of
manpower training and their education are not well
distinct. Even industry is also not well clear that how to
choose a suitable person for a particular type of work.
That's why two major problems associated with the
industry 1. Well qualified people are migrating to other
sectors 2. Industry is suffering with many acute
problems associated with social, environmental and
economical concerns.

Keywords- Cognitive Domain, Psychomotor domain,
Affective domain
Introduction
In any educational institution, the academic section is
the most important section. And if we maintain this
section effectively, we can easily be able to recharge our
“Technology pool”, without much expenditure.

This particular work in education and training
methodology has been carried out to keep a new
systemic model of education and training in some of the
institutions at degree and diploma levels to solve the
problems of the industry at various stages and upgrade
it in terms of the following points:

Generally, it is seen that to enable or co-up with the new
technology applicable in any sector we are sending our
teaching faculties to be trained by that particular
organization which has new technologies under faculty
development programme. But in place of this, if we have
a strong academic section we can easily be able to solve
this technology gap between academy & industry by
dividing our “technology pool” into two parts as below:

1.

To fill the gap between demand of manpower as
per industry and current manpower produced by
various academic/ training institutions.

1.

Generalised technology pool

2.

Advanced technology pool

2.

To improve/ upgrade/ increase research attitude
in leather & allied industries by implementing
effective academic plans.

3.

To give a systemic step by step and clear idea about
knowledge, skill and attitude transfer to candidate
during the academic training in leather & allied
sector.

4.

To save the time, money and other resources of the
organization used in up gradation of knowledge,
skill & attitude of the academic and technical staffs.

Generalised technology pool is the collection of
technologies which are going to reflect in our “regular
syllabus” and if we have strong “generalized technology
pool” as per the demand of current industry scenario, we
can produce more efficient & employable manpower.
They will be sound in their basic studies to be easily
absorbed by the industry. After few years of experience,
usually companies send them for further advanced
training to cop-up with higher technology and these
candidates are actually our alumni.

5.

To develop a harmonic, interactive and effective
relationship between industry and alumni.

6.

To assist industry to categorise level of technical
training of students based on their programme (viz.
degree, diploma etc.).
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Our “Advanced technology pool” will be the collection of
technologies, which is used for research and
development process and generally not reflected in the
syllabus. Now, if we make good relations with our
alumni, we can recharge our “Advanced technology

pool” easily which is the need & demand of today's
Indian educational system.

So, if we strengthen our academic section, we can excel
in research and will have better industrial relationship
due to more emphasised generalised technology pool.
Unfortunately, we are lagging behind in this prospect in
India especially in leather sector. So we worked to
design such type of systemic approach to solve
associated problems of leather & allied industry at
diploma and degree level to maintain flow of application
of new research and environment friendly technology to
the industry.

NBA Attributes for Diploma in Leather & Fashion
Technology:
After completing the diploma programme, diploma
graduates will have:
1.

Basic Knowledge: Apply basic knowledge of
mathematics, science and engineering to leather,
footwear, leather goods & garments and fashion
technologies to solve engineering problems.

2.

Disciplinary knowledge: An ability to apply
discipline-specific knowledge to investigate
problems, analyze and interpret data in Leather and
Fashion Technology.

3.

Experiments and Practice: Design leather
processing methods & its end products or
components to meet the desired economic, social,
and environmental needs with appropriate
consideration for public health and safety. Design,
conduct experiments, investigate and interpret the
experimental data to arrive at valid conclusions in
leather, footwear, leather goods & garments and
fashion in leather technology.

4.

Engineering Tools: Create and use the techniques,
designs, models and processes and modern
software/hardware tools necessary for leather &
allied products developments.

5.

Engineer and society: Produce technical solutions
in societal and global context for sustainable
development in leather, footwear, leather goods &
garments and fashion in the industry.

6.

Environment and Sustainability: Understand
professional and environmental responsibilities
and act accordingly in all situations.

METHODOLOGY:
Our work in this direction
1) At Diploma Level in Karnataka Institute of Leather
Technology, Bangalore
Keeping in mind the above points, we have developed a
generalised technology pool for Department of
Technical Education (DTE), Karnataka under the
guidelines of National Institute of Technical Teachers
Training & Research (NITTTR), Bangalore, and applied in
Karnataka Institute of Leather Technology, Bangalore at
Three (3) years diploma programme of Leather &
Fashion Technology. Our curriculum is based on NBA
attributes and guidelines. The various levels of training
in this curriculum are as below:
1.

General concepts of engineering and
communication.

2.

Leather processing and its environmental
implications.

3.

Leather products design and manufacturing.

7.

4.

Basic knowledge of testing and quality assessment
of footwear materials.

Ethics: Inculcate professional and ethical
responsibilities and marshal in all situations.

8.

5.

Basic knowledge of fashion elements and their
applications in leather products.

Individual and team work: Function effectively as
an individual and as a team member in multicultural
environment.
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And the technology which will come through our alumni
will be more applicable because the companies always
prefer, training of their employees in the technology
which is more applicable. By this way our “Advanced
technology pool” will continuously recharge with new
technologies which are more applicable in the industry.
As a result, in search of efficient manpower companies
will automatically become more inclined to educational
institutions.

In this diploma programme, we designed coursecurriculum contents in such a way that it will use a wide
spectrum of leather & allied industries. In other words, it
covers all the sectors of leather & allied industries. This
syllabus content is having a perfect blend of Leather
processing technology, Footwear technology & Leather
Goods & Garments technology. Not only this, we also
kept the options of elective subjects in final year so that
students will have a wide area of options for higher
studies.
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9.

and an engineering specialisation for the solution of
complex engineering problems.

Communication: Communicate and present ideas
effectively.

10. Life-long learning: Self-improvement through
continuous professional development, and
independent and life-long learning in the context of
technological changes.

2.

Problem analysis: Identify, formulate, research
literature, and analyse complex engineering
problems reaching substantiated conclusions
using first principles of mathematics, natural
sciences, and engineering sciences viz. kind of
deformity in the foot and functional inability in lower
extremities during GAIT cycle.

3.

Design/development of solutions: Design
solutions for complex engineering problems and
design system components or processes that meet
the specified needs with appropriate consideration
for public health and safety, and cultural, societal,
and environmental considerations viz. designing of
orthosis, sports footwear, therapeutic footwear etc.

4.

Conduct Investigations of complex problems:
The problems:

2) At Degree Level in Dayalbagh Educational
Institution, Agra
Similar to diploma level, at degree level also we
developed a course curriculum. In the beginning, there
was a great confusion about how to distinguish between
the diploma level training and education with degree
level training and education. Later, we categorised the
degree level training and education at four levels as
below:
a.

General engineering and communication concepts

b.

Product design and fabrication

c.

Raw material characterization and testing

d.

Full product assessment

e.

Modification, quality enhancement in raw materials
and customization of products.

Keeping the above levels in mind an appropriate
syllabus of four years bachelor degree level has been
designed as per the guidelines of Outcome Based
Education (OBE) system and implemented in Dayalbagh
Educational Institute (DEI), Agra. This curriculum is
perfect and well accepted by the modern footwear/
leather & allied industries of India. This syllabus is not
only limited to above four mentioned levels but we have
also included modern engineering subjects viz.
modelling and simulation, computer programming and
applications, etc. Graduates of this curriculum are
having well exposure of industrial/ practical training of
six months in various organizations to have balanced
throughput of practical and associated theory. Syllabus
also has a deep emphasis on environmental impact of
by-products of this industry to make people well aware
about this which is a major attribute in engineering
education as per the NBA norms.
NBA Attributes for Bachelor in Footwear Technology:
After completing the bachelor in footwear technology
programme, bachelor graduates will have:
1.
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Engineering knowledge: Apply the knowledge of
mathematics, science, engineering fundamentals,

w

That cannot be solved by straightforward
application of knowledge, theories and
techniques applicable to the engineering
discipline viz. types of foot deformity.

w

That may not have a unique solution. For
example, a design problem can be solved in
many ways and lead to multiple possible
solutions.

w

That requires consideration of appropriate
constraints/requirements not explicitly given
in the problem statement. (Like: cost, power
requirement, durability, product life, etc.).

w

The problems which need to be defined
(modelled) within appropriate mathematical
framework. viz. modelling of foot at a particular
stage of GAIT cycle.

w

That often requires use of modern
computational concepts and tools.

5.

Modern tool usage: Create, select, and apply
appropriate techniques, resources, and modern
engineering and IT tools (instruments for
identification and characterization of footwear
materials etc.), including prediction and modelling
to complex engineering activities, with an
understanding of the limitations.

6.

The engineer and society: Apply reasoning
informed by the contextual knowledge to assess
societal, health, safety, legal and cultural issues and
the consequent responsibilities relevant to the
professional engineering practice viz. design of
orthosis, design of footwear for the people

suffering with foot problems, design of walking aid,
etc.
Environment and sustainability: Understand the
impact of the professional engineering solutions in
societal and environmental contexts, and
demonstrate the knowledge of, and need for
sustainable development viz. use of biodegradable
materials for footwear, etc.

8.

Ethics: Apply ethical principles and commit to
professional ethics and responsibilities and norms
of the engineering practice.

9.

Individual and team work: Function effectively as
an individual and as a member or leader in diverse
teams, and in multidisciplinary settings and sustain
in the working environment of a manufacturing unit
viz. a factory.

10. Communication: Communicate effectively on
c o m p l ex e n g i n e e r i n g a c t i v i t i e s w i t h t h e
engineering community and with the society at
large, such as, being able to comprehend and write
effective reports and design documentation, make
effective presentations, and give and receive clear
instructions.
11. Project management and finance: Demonstrate
knowledge and understanding of the engineering
and management principles and apply these to
one's own work, as a member and leader in a team,
to manage projects and in multidisciplinary
environments.
12. Life-long learning: Recognise the need for, and
have the preparation and ability to engage in
independent and life-long learning in the broadest
context of technological change.
RESULTS/ CONCLUSION:
Diploma Level and Degree level
1.

Increase of placement percentage: In KILT & DEI,
the OBE course curriculum is implemented and by
now total two batches of students graduated who
are showing comparatively more technical skills
which enhance their employability skills to the
companies as employer. In the year 2018, the
placement of students were 80% while in coming
next year it has reached to 100% which tells the
success of OBE system and recharging the
technology pool by strengthening the academic
section.

Percentage of placement of candidates in the
companies which has more annual turnover: In
KILT & DEI at diploma level & degree level
programmes respectively based on OBE course
curriculum, it has been observed that the students
are recruited by more reputed companies having
higher annual turnover compare to earlier
placement records.

3.

Association of industrial guest faculties with the
institute: As a part of OBE system, institute needs to
have more interaction with the companies which
leads to frequent visits of various reputed
companies to the campus. It makes a way forward
to come closer to industry for mutual benefits.
Industry representatives are invited as guest
faculties which passes the objective of the current
paper as well as placement of students of the
institute is also becomes easier. In current syllabus,
it is the part of OBE course curriculum that to invite
compulsorily the industry guests for the lectures in
final year.

4.

Visit, participation in various institutional
activities by the alumni: For recharging the
technology pool of the KILT & DEI course
curriculum, Institute is inviting regularly the old
passed out students/ alumni of the institute.
Naturally, these alumni are having emotional
attachments with their alma mater which facilitates
to share their industrial experiences to the junior
students. It gives a technical as well as mental
boost up to the final year students to become more
employable as they become more aware to the
industry scenarios.

DISCUSSION:
Three (3) years Diploma & Four (4) years bachelor degree
programmes are the most important professional
programmes as they produce the main work force
responsible for sustainable development of the
industries.
Keeping in mind the same, the structure at bachelor
degree level should be higher than the diploma level in
terms of six steps of learning as shown in the diagram
below by Bloom's taxonomy. Bloom's taxonomy is a set
of six levels within the cognitive domain used to classify
educational learning objectives into levels of
complexity and specificity. The models were named
after Benjamin Bloom, who chaired the committee of
educators. They divided writing-learning outcomes in
following three domains:
49
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7.

2.

Cognitive domain: The cognitive domain focuses
on the intellectual skills or knowledge. Cognitive

domain is further sub-divided into following six
levels to access the outcomes of students:

2.

Psychomotor domain: The cognitive domain
focuses on the intellectual skills or knowledge.
Cognitive domain is further sub-divided into

following six levels to access the outcomes of
students:

3.

Affective domain: The affective domain focuses
on the attitudes, values and appreciation of
learners. Affective domain is further sub-divided

into following five levels to access the outcomes of
students:
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Keeping the above points in mind, the above higher
degree programs i.e. Bachelors & Masters degree need
also to be in proper alignment with the developed
Generalised technology pool which is developed at the
diploma level in KILT & DEI so that the candidates who
are successfully completing the programme at lower
level can join further for higher level programs as lateral
entry students.
The main feature of these two “generalised technology
pools” that the content will be so applicable and wide
that industry will absorb our candidates without putting
the condition of two or three years experience, because
we will recharge this “generalised technology pool” with
the help of our “Advanced technology pool” regularly &
consistently.
The main advantage of these two “generalised
technology pool” are that they covered a wide area so it
will automatically reflect in our “Advanced technology
pool” and this pool will be recharged continuously with
applicable technologies of different areas. That will help
us to maintain quality and applicability of research.
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"Take risks in your life, If you win, you can lead! If
you loose, you can guide!”
Swami Vivekananda
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Here, focus in diploma curriculum is more on skill based
outcomes that's why the course curriculum is designed
in such a way that emphasis of theory workload on
students is 40% whereas emphasis of practical or skill
based workload is 60% while in bachelor degree more
focus is on theory subjects compare to practical or skill
based education. So, course curriculum has the theory
workload of 60% whereas emphasis on practical or skill
based load is 40%.
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Study Of The Learning Approaches Of Pre-final Year
Engineering Students In Quantitative Aptitude:
Action Research
- Dr. S. Sridharan
sridhars5@srmist.edu.in
Abstract

Making a career choice is considered to be a prime
decision in today's world and it is essential that the
person grows with it, be successful and satisfied. It is
asserted that a person's aptitude is related to their
vocational success as intelligence is related to success
in life. Each career choice requires a specific aptitude
combination which matches with that person's
individuality to help them mutually grow with that
career. Aptitude is defined as "an innate, learned or
acquired ability of an individual to perform certain tasks
and it includes many concepts like numerical and verbal
reasoning, abstract reasoning, speed and accuracy".
Aptitude tests have become a very commonly used tool
for sifting and selecting talents these days. Literature
has demonstrated that the student's learning style
determines the quality of the students' learning
outcome. For this study, a new upgraded approach "Revised- SPQ-2F" Questionnaire was used for
'Quantitative Aptitude', a subject adopted by the prefinal year engineering students of a deemed university.
The response from them led to understanding of their
learning approaches. The statistical analysis was done
with IBM SPSS Statistics 20. Students' learning
outcomes are represented by their results. This paper is
a comparative study on the students learning
approaches (deep and surface) and their learning
outcomes to help standardize our already existing
model of Action Research.
Keywords: Quantitative aptitude, Action-research,
learning-approaches, classroom
Introduction
Career choice is one of the major decisions of our lives. It
should help us grow with that career potentially and be
successful and satisfied. It is asserted that a person's
aptitude is related to their vocational success, as
intelligence is related to success in life. In fact, ability
assessment was first recorded as long ago, as during
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the Han Dynasty (206 BC to 220 AD) when China
demonstrated the use of competitive exams for civil
service selection, allowing candidates, to attain highranking positions in the government regardless of
background and wealth (Miyazaki, 1981).
Also, each career choice requires a specific aptitude
combination which matches with that person's
individuality to help them mutually grow with that
career. Aptitude is defined as "an innate, learned or
acquired ability of an individual to perform certain tasks
and it includes many concepts like numerical and verbal
reasoning, abstract reasoning, speed and accuracy".
Aptitude test is considered as a measure of a student's
overall performance across a wide range of mental
calibres. Also, aptitude tests have become a very
commonly used tool for sifting and selecting talents
these days. Literatures have demonstrated that a
student's approach towards learning is an important
factor in determining the quality of the learning
outcome. It is expected that deep or surface approach
to learn, along with activities which
increase the interest towards that subject, may result in
better academic results. Surface learning approach
often results in reproducing or rote learning which is
minimal to the extent that it only meets the course's
demands. Such approaches are often considered to
result in poor academic performances. On the other
hand, deep approaches is all about understanding and
seeking a deeper meaning for the subject material.
However, they tend to deviate and end up losing track of
the syllabi, which may affect their academic
performance adversely, especially in more structured
education systems. Hence, it is necessary for teachers
to understand the study approach of their students in
their subject and 'Action research' seems to be a fitting
research tool to carry out the same. It is 'a reflective
process' which helps them to investigate on the aspects
of teaching and learning and subsequently improvise, if
necessary.

Literature Review
Intelligence and Aptitude

Learning Approaches
Learning approaches can either improve or step down
the educational outcomes. So it is necessary that
teachers and educators have connected with the
approach their students use in their subjects. For

finding with first-year medical students. On the other
hand, Lastusaari (2013), Case (2003) and Zeegers (2001)
claimed that the learning approaches towards
Engineering and Chemistry are less extensively studied.
The Approaches and Study Skills Inventory for Students
(ASSIST) classifies a student's style of studying as
"deep", "surface", "strategic", "lack of direction" or
"academic self-confidence" and all these contribute to
significantly differing learning outcomes. Marton & Säljö
(1976a, 1976b) originally proposed the idea and the
'ASSIST' was developed by combining knowledge
about learning styles and strategic approach to
studying. It is believed that the students' strong desire to
learn meaningfully, understand and apply the
underlying principles in a study is linked to his 'deep'
approach. They prefer teaching which helps in
transforming themselves and evolving while learning. A
surface approach to study is most often seen as
students' memorising lessons and studying only with
the intensions of performing fairly in the upcoming
assessments. These students prefer teaching that does
not necessarily impart knowledge and experience, but
only leads them towards performing in the upcoming
assessments. Biggs (1987) suggested that this style will
not benefit the students because it mostly involves
remembering content and not context.
Action Research
Action research can be used as a tool to provide a
structure to the solution for any potential problem or
scenarios which demand improvisations (Ferrance,
2000). Due to its less formal nature and simplified
execution, it is often considered by teachers as the
easiest form of research (Salmani Nodoushan, 2009).
Action research seems to highly contrast other methods
of research in its epistemological underpinnings
(Ozanne and Saatcioglu, 2008).
According to Winter and Munn-Giddings (2001), the
action research cycle begins with the concerned
observer drafting a plan of work to monitor and record
the classroom activities (Plan). It is then followed by
implementation of the plan (Action), recording
observations (Observe), analysing them individually or
53
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It is the practice that the students choose the course of
study with 'Intelligence'. The career choice is decided by
their 'Aptitude'. Intelligence is looked at as the one and
only distinctive element of mental ability, but aptitude
has multi-specific characteristics to suit different
professionals (ex: aircraft engineer or a computer
programmer) (Amit Shekhar). Fifty-two researchers in an
editorial (Mainstream Science on Intelligence, 1994)
posit intelligence as a general capability which, among
other things, involves thinking out of the box, planning,
execution, building up ideas and experiential learning.
Intelligence is not only observed in human beings but
also in animals. Aptitude is an in-born character. It may
be physical or mental. Further, this reference (Amit
Shekhar) provides that "aptitude and intelligence are
related, and in some ways they are opposite". The
intrinsic nature of aptitude is contrast to achievement. It
is very interesting to note that 'Aptitude', a Latin original
word means 'apt' or 'appropriate'. Snow (1992) clarifies
that aptitude is concerned with 'goal directed human
activity'. Ancient scripts of roman quitilins to Frenchman
Binet referred aptitude as 'person-situation reciprocity'.
(Snow, 1982) In another research, Snow (1991b) informs
that English has conceptualized aptitude and equated it
with intelligence (17th&18th century). The 19th century
generalised the term 'Aptitude' with the influence of
Darwinian Theory as 'biologically fixed single rank order
of general intellectual fitness'. Twentieth century made it
as a mental testing ability. The differentiation given for
aptitude is interesting. General Aptitude is considered to
be identical to intelligence. Scholastic aptitude is
identified as verbal and quantitative aptitude. The other
types of aptitude refer to the subject matter and
vocational discipline. The reference to aptitude matches
to the subject matter in the human head. Thorndike
(1921) asserted aptitude as behaviour of people in
different situations. Gibson's (1979) impression on
aptitude is 'affordance'. These are the references to the
properties of the person and their situation. So we can
understand that aptitude is the reflective approach of a
person with respect to varied demands of opportunities.

example, Cowman (1998), Mansouri, Soltani, Rahemi,
Nasab, Ayatollahi & Nekooeian (2006) observed that
surface or deep study approach led to better results in
nurses pursuing undergraduation. Mattick, Dennis &
Bligh, (2004) also reported similar
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collectively, (Reflect) and finally improvising based on
the reflected output (Revised Plan).
In the book 'Educational Research', Pal. H.R. (2004)
explained the advantages of Action Research:
Action research gives timely solutions to problems
and so it is utilised frequently
Action Research is a real-time process at every
stage.
The researchers based on their ability and available
resources can utilize the sample, tools and
statistical techniques effectively.
Teachers use this methodology to improve their
decision making skills and activities.

Ÿ
Ÿ
Ÿ

Ÿ

Thus, the transition from source inputs to the outcomes
is an adaptive process and action research is proved to
be an appropriate approach.
Methodology
This study was carried out in a deemed university in
Chennai, India which offers various fields of study. The
university's Department of Career Development Centre
focuses on preparing students for their career. The
department offers credit courses in Soft skills, Verbal
aptitude, quantitative aptitude, reasoning and
employability skills every semester starting from the
first to the sixth semester (First to the third year).
We have identified „Quantitative Aptitude (QA) course
for our study with 134 pre-final year students from seven
branches of engineering (Biomedical engineering, Civil
engineering, Electrical and Electronics engineering,
Information technology, Mechanical Engineering,
Physics & Nanotechnology and Software engineering). It
is a 30 hour course per semester, spanning 2 hours every
week for 15 weeks.
The action started by keeping the students wellinformed about the importance of this course and its
significance in campus placements and competitive
examinations. The internal marks allotted for this course
is 50 marks which is split into components like Cycle
tests, Assignment, Surprise test and Quiz. The 50
internal marks is considered as a direct measure of
students' performance in this course. The course
comprises of 5 units which includes topics like
Averages, Ratio Proportion & Allegation, Progressions,
Clocks & Calendars, Time Speed & Distance, Time &
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Work, Geometry & Mensuration and Trigonometry.
Every session starts with a brief introduction and
application of the topic, discussion of concepts, key
points, formula & important short cuts. This is followed
by solving problems and discussing worksheets. It is
ensured by the faculty that the difficulty levels of the
problems are customized to cater to the needs of the
students. The students are prohibited from using
calculators and are advised to do all the calculations
manually to improve their mathematical ability.
Additionally, Learning Management System (LMS) is
used to facilitate learning beyond the classroom. The
students enrol themselves in the course created in LMS
and can access the following for every topic: 'Key notes'
which has a list of important formula and concepts,
'Video lessons' by faculty members for additional inputs,
'Worksheets' for practice and 'Quiz' which gives them a
real time online test experience. The students are
advised to make use of this comprehensive platform for
maximum benefits. Their participation and progress is
monitored at the back end.
The students are evaluated for 50 marks internals based
on 3 Cycle test series spread out intermediately during
the 15 week duration, an assignment and Surprise test at
the end of the course. They also appear in the university
exam for this course. However, the internal mark
secured by them out of 50 is considered for their study
approach towards this course and the subsequent
action plan.
Finally, the students were provided with "Revised- SPQ2F" study approach questionnaire (Biggs et al, 2001). The
response (N=134) was recorded and analyzed to gain a
rich understanding of their approach towards our course
QA. The statistical analysis was done with IBM SPSS
Statistics 20.
Results analysis
This research includes 102 (76.1%) male students and 32
(23.9%) female students representing various branches
of engineering. Out of the total (N = 134), Biomedical 32
(23.9 %), Civil 6 (4.5%), Electrical and Electronics 31 (23.1%),
Information Technology 16 (11.9%), Mechanical 19 (14.2%),
Physics & nanotechnology 4 (3%), Software 26 (19.4%)
s t u d e n t s re p re s e n te d a n d re s p o n d e d to t h e
questionnaire.
With respect to marks and gender, M = 32.49, SD = 4.85
(male students) and M = 32.66, SD = 5.26 (female

The internal consistency of questions categorised under
the surface and deep learning approaches was
calculated using Cronbach's alpha. Revised SPQ-2F
(Biggs et al, 2001) questionnaire was administered to
these students and the reliability statistics was obtained
Deep learning approaches (10 items, α = 0.828), Surface
learning approaches (10 items, α = 0.866) and the overall
reliability of the questionnaire was recorded (20 items, α
= 0.872).
The results were compared with a One-Way ANOVA.
Gender and department comparisons were also made
between the learning approaches and internal marks.
T h e re w a s a s i g n i f i c a n t d i f fe re n c e b e t we e n
departments and Internal marks scored by the students
(F** = 8.782, p = 0.00).
With respect to gender and study approach, 'I test
myself on important topics until I understand them
completely' (F** = 5.911, p = 0.016) and 'I spend a lot of my
free time finding out more about interesting topics
which have been discussed in different classes' (F* =
3.964, p = 0.049) categorised under deep study
approach and 'I learn some things by rote, going over
and over them until I know them by heart even if I do not
understand them' (F* = 4.824, p = 0.030) categorised
under the surface study approach were found to be
significantly different between genders.
With respect to marks and study approach, 'I spend a lot
of my free time finding out more about interesting topics
which have been discussed in different classes' (F* =
1.722, p = 0.035), 'I come to most classes with questions in
mind that I want answering' (F** = 2.225, p = 0.004) and 'I
make a point of looking at most of the suggested
readings that go with the lectures' (F* = 1.689, p = 0.040)
under deep approaches were found to be significantly
different.

Discussion
Study approaches
Prompt responses were received for the two open
ended questions on 'feedback' and 'suggestions'. The
response ranged from 'awesome' to 'average'. Many
found this course useful, interesting and helped them in
thinking out of the box as this subject required logical
reasoning which differed from the conventional method
of studying. They also felt that the subject widens their
thinking and legit plays a vital role in the academic life of
students.
They understood that it's mandatory for students to gain
knowledge about basic aptitude as it was necessary for
shaping their career. Also, they being engineering
students, made them more inclined towards
mathematical sections.
A handful of students also connected their study
approach towards this subject with the teaching style
and motivation given by the teachers. Also, one student
mentioned that he never studied for just passing the
exam and the other actually liked this subject because it
is something that he can't mug up - which was
completely relatable to the deep study approach
adapted by them. It was helpful in growing their
academic knowledge, understanding where they stand
and personality development in a holistic manner.
The topper of this course felt that aptitude is always
refreshing amidst busy schedules.
Challenging and interesting questions helped develop a
good understanding of everyday problems and solving
the problems in the class gave them a sense of
achievement.
Action research
Most of the students strongly felt that the number of
hours allotted for this course should be increased. This
will help them learn every topic in depth and practice
more problems in class. They wanted more emphasis for
this subject, so students don't have to spend extra time
going into other aptitude classes outside University.
Also, some students wanted this course during
the early hours of the day so that they can be more
focussed. One of the toppers of this course suggested
that the only way to increase students' engagement and
55
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students) was observed. With respect to marks and
department, highest was recorded as M = 37, SD = 7.16
(Nanotechnology), followed by M = 36.69, SD = 4.39
(Software) and the lowest was recorded as M = 27.67, SD
= 4.13 (Civil). The highest mark scored was 47 by a male,
Nanotechnology student and the lowest mark was 22,
also by a male, Civil engineering student.
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response towards this course is by refraining from the
abstract and illogical style used for teaching other
subjects, and opting for a more practical and logical
approach. One student deliberately stated that he wants
the teachers to change their teaching approach as they
consider it as one of the most demanding course for
placement.

Ÿ
Ÿ

Ÿ

On the other hand, a few students were happy with the
way it was going and some recorded that they had 'no'
suggestions to share.
Ÿ

Conclusion
Action research is a cyclic process and just when we
thought that we had executed our plan of action
successfully, we observed the response we received
through the questionnaire. The response received for
two open ended questions on 'feedback' and
'suggestions' made us reflect on our previous action
plan and gear up for a revised plan, leading to the next
cycle of Action research. This helps in refining the
teaching methodologies to cater to the students' needs,
incorporating their input and launch a newer and revised
action plan. This second cycle of action research would
help teachers to monitor and students to rework on their
learning approaches, thereby, improving their
performances.
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Why HR Policies Should Change With Time

Today, we are all fighting to survive in an ever changing,
dynamic and unpredictable times. The pace is fast,
competitive with no room for mistakes. Today, we are not
only competing with our rivals, nationally and
internationally, but also within the resources of the
company. The average age of human resource is
decreasing with more and more millennials joining the
work force every year. Their skill sets, their aspirations
and competency levels are very different from the
existing work force. Add to that, the demands of the
present day business scenario. It certainly calls for
change in HR Policies. The HR Policies today should be
equally flexible and which can easily merge with the
flow to where the company is heading to, along with its
aspirations. In today's time of social media – everyone
must be aware of the mission and vision of the Company,
and work towards it together equal excitement and
enthusiasm.
CHROs, recruiters and every HR practitioner must give
due importance to the changing times and keep an eye
on the best practices to implement them in their
Organizations. This is the only way to build an HR policy
that is disruptive and meets the demand of the future.
Today, especially with the millennials transforming the
workplace, potential employees are searching for more
of work/life integration, and a sense of fulfillment from
their jobs. The structure of work has broken down and
shifted, and Human Resource professionals must take
note of a new, progressive environment, or risk missing
great talent.
So what changes are required, to align the company, on
one hand with its strategy, target and goals, and on the
other hand, its changing workforce and the changing
environment both inside as well as outside the
Organization?

Man-Machine Collaboration is a disruption in HR:
The future is about man with machines and how
machines can enable better decision-making. Humans
are prone to unconscious bias, boredom, exhaustion
and many other behavioral tendencies which may alter
the final decision. On the other hand, machines have no

such pre-conceived notion; can do the same task
tirelessly and with greater accuracy. Using machine
learning algorithms can help make better assessments
as they employ a strictly scientific approach based on
previous trends and data. Growing competition for top
class talent is going to make sure that HR professionals
resort to integrated approach, where Artificial
Intelligence and Big Data are as important as human gut.
Machine will help automate repetitive tasks of HR and
give them bandwidth to invest time in strategic
decision-making.
HR emerging as a value based role:
This reflects the growing importance of HR, from an
activity based role (hiring, training, payroll) to a value
based role, where we focus on the value these activities
create for the business. This challenge is an opportunity
in disguise for human resource professionals to rise
above their current role. This is a chance to evolve and
become a strategic business partner. To do so, the HR
needs to think as a business – identify the customers,
define value proposition, measure results and build a
d a t a - b a c ke d b u s i n e s s c a s e w h i l e a s k i n g fo r
investments/budget allocations. This is not all. HR's
strength is its human element and as a people's
manager, HR needs the human touch to induce loyalty,
employee engagement and a genuine work culture.
Continuous Performance assessment:
C h a n g i n g n e e d s o f w o r k e n v i ro n m e n t h a v e
necessitated having a regular employee-manager
interaction, employee activity tracking, productive
feedback and learning opportunities. Continuous
performance assessment can have a transforming
effect on your organization. The key steps include –
i)

Strategy and execution of day to day work

ii)

Performance coaching and improvement

iii)

Performance measurement and Reviews

The focus needs to be on continuous coaching and
development of employees.
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People Analytics Tools:
The last few years have seen an enormous flux of
people analytics in HR processes. Organizations now
resort to analytics and reporting tools to study their
employee behavior and improve metrics such as
retention rate. Some tools have embedded intelligence
to predict the factors that trigger high performance
outcomes from employees. There are other analytics
tools with embedded recommendation engine that tells
which employees should take which training in order to
optimize them for maximum performance.The HR
sections already have access to huge data piles about
their employees such as their demographics, academic
credentials, compensation and performance data. With
people analytics coming to the fore, HR can effectively
and strategically leverage this data and act on it.
Reskilling and up skilling for better organizational
progress :
As India continues to be among the fastest growing
economies in the world, attracting and retaining talent
will become crucial. Hence, the need to put more and
more emphasis on up skilling and developing their
employees. In this volatile period and times with
challenges being thrown in from all quarters, it calls for
continuous reskilling of its employees in order to align
with changing technology, the need for transparent
systems, faster delivery of services and to remain
relevant and contribute in the Organizations progress.
Recognition and reduction of unconscious Bias:
As the call for equal opportunity and equal pay for equal
work done gains steam, HR needs to put in place
policies that are more inclusive. Diversity and inclusion is
no longer a catchphrase but very much an important
agenda for the Indian corporate world. This includes
using technology for blind hiring, sensitizing all
employees, more inclusive onboarding processes, etc.
Much more effort needs to be directed toward
improving diversity in the workplace, maybe even
setting diversity goals as part of their Talent Acquisition
process.
Employee wellness should be made more
comprehensive:
Corporates have begun to realize how much employee
wellness contributes towards the bottom line. When
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employees are stress-free and happy they are much
more productive. Companies will need to put in place
creative strategies to ensure that the wellbeing of their
workforce is holistic. The definition of wellness needs to
expand to include not just physical well-being, but also
mental, financial and spiritual wellness. Tracking
wellness on phones, wearable devices, customizing
wellness experiences, introducing stress regulation
training, mindfulness and meditation, offering programs
that help employees with investments to reduce debt or
maintain a certain lifestyle post-retirement will become
some of the focus areas of employee wellness.
A relook at implementing PoSH in the workplace:
In the light of the #Metoo movement companies need to
sensitize and train employees to be fully compliant with
the requirements of the Prevention of Sexual
Harassment (PoSH) Act of 2013. Organizations need to
have their PoSH policy in place – from creating
awareness about the meaning of sexual harassment to
forming the internal complaints committee and
promoting a safe working environment.
Apart from the above, some more innovative policy
changes which HR can introduce in Organizations are:
Ø

STRUCTURED AND CUSTOMISED TRAINING AND
DEVELOPMENT PROGRAMME ALIGNED WITH
T H E P R O F ES S I O N A L CA R E E R N E E D S O F
GENERATION Y

Ø

INNOVATIVE RECOGNITION PROGRAM

Ø

EFFECTIVE COMMUNICATION LEVERAGING
S O C I A L M E D I A A N D T EC H N O LO GY W I T H
RELEVANT AND TRUTHFUL MESSAGES

Ø

SA B BAT I CA L L E AV E TO P E R S U E H I G H E R
EDUCATION

Ø

MULTI CAREER LADDER APPROACH

Ø

ATTRACTIVE AND CUSTOMISED INCENTIVE
SCHEME EXPERIMENTAL AND FUN FILLED
LEARNING EXPERIENCE WITHOUT FEAR OF
BEING EVALUATED.

Ø

FRREDOM AND RESPONSIBILITY TO DEVELOP
OWN PROJECTS

Ø

C L E A R C O M M U N I C AT I O N A N D U N D E R STANDING OF WHAT IS EXPECTED IN THE JOB.

Ø

MENTOR-MENTEE APPROACH

Ø

BREAKDOWN OF EVERY JOB INTO A SERIES OF
PROJECT ACTIVITY

FLEXIBLE WORKING HURS WITH INTEGRATION
OF WORK LIFE BALANCE

Conclusion:

Ø

SPONSORSHIP FOR HIGHER EDUCATION

Ø

CHILD CARE CENTRES FOR FEMALES SO AS TO
GIVE THEM THE FLEXIBILTY TO WORK

Ø

A P P R OAC H A B L E , K N OW L E D G A B L E , A N D
COMPETENT MANAGER/BOSS

Ø

PERIODICAL HEALTH CHECK UPS FOR THE
EMPLOYEES AND THEIR FAMILY

Ø

EXTRA CIRRICULAR AND SPORTS ACTIVITY TO
CREATE INFORMAL ATMOSPHERE

Ø

GIVING TIME OFF FOR VOLUNTEERING

The changes in any organization, its environment is
occurring in an ever-increasing pace. The winners in this
fast changing environment are those organizations,
which have the ability to adapt to these changes the
quickest. The HR professional has the responsibility to
build the organization's capacity to change. The
businesses who will embrace these progressive policies
and practices will enjoy higher employee satisfaction,
greater morale, and more competitive talent recruiting
as well as talent retention, which after all, is the core
business of HR.

Ø

RESPECTING VIEWS OF ALL EMPLOYEES SO
THAT EMPLOYEES ARE OPEN TO SPEAK THEIR
THOUGHTS AND IDEAS

Ø

FUN FRIDAYS

“Make sure everybody in the Company has great
opportunities, has a meaningful impact and is
contributing to the good of society ” - Larry Page

"The difference between what we do and what we are
capable of doing would suffice to solve most of the
world's problem.”
Mahatma Gandhi
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What Are The Qualities Good Police Personnel
Should Possess? Findings Of A Survey.
- Dr. Pragya Mathur Kumar
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Abstract
Police personnel have a very challenging role to
perform in the society. They are expected to be the
guardians of law and provide help to the citizens as and
when the situation demands. While preservation of law
and order is the primary responsibility of the police, the
society expects the cop to play the diverse roles with
equal élan. The policeman is always trying to strike a
balance between the conflicting role demands of “help
or hinder”. At times he is expected to be a friend, guide,
helper, guardian and yet he is also to be a referee and
punish lawbreakers sometimes using force to enforce
the rule of law. The portrayal of police in the movies has
generated a lot of debate. The paan chewing, pot
bellied, foul mouth, irresponsible, corrupt and arrogant
image has been a part of the filmy picture of India's
police. The present article discusses the responses of
citizens of Nagpur city to the question: “What are the
three important qualities/skills police personnel should
possess?” Even though the focus of this study is Nagpur
Police, the responses received may well be relevant to
the police personnel across different states of India. The
maximum votes went to “honest” , followed by “polite”
and “helpful”. Fair, fit & active and friendly were
prominent mentions.Even though the sample size is
small, the survey reveals what people expect the police
personnel to be like. The results highlight the need for
Soft Skills Training to be incorporated as a vital part of
the overall training imparted to police personnel.
Introduction
Police personnel have a very challenging role to
perform in the society. They are expected to be the
guardians of law and provide help to the citizens as and
when the situation demands. The police, as the guardian
of the security of the society on the one hand and as an
agent of the rule of law on the other,play a very delicate
role in maintaining a critical balance between the larger
interests of the society as a whole and dignity of those
who are social deviants and rebels(1) . The portrayal of
police in the movies has generated a lot of debate. The
paan chewing, pot bellied, foul mouth, irresponsible,
corrupt and arrogant image has been a part of the filmy
picture of India's police. The print media has not been
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too kind either. More often than not, the stories of police
failures make headlines. The sacrifices, the stress and
the silent service go unnoticed. Even the audio visual
medium seems to perpetuate the stereotype.There is
an urgent need to reduce the social distance between
the police and the community. A suitable machinery
should be created for constant research and appraisal of
public attitude towards the police. While preservation of
law and order is the primary responsibility of the police,
the society expects the cop to play the diverse roles
with equal élan. The policeman is always trying to strike
a balance between the conflicting role demands of
“help or hinder”. At times he is expected to be a friend,
guide, helper, guardian and yet he is also to be a referee
and punish lawbreakers sometimes using force to
enforce the rule of law. Functionally and emotionally
the policeman ends up walking on a tight rope. (2)
The present article discusses the responses to the
question: “What are the three important qualities/skills
police personnel should possess?” Even though the
focus of this study is Nagpur Police, the responses
received may well be relevant to the police personnel
across different states of India. The author conducted a
survey of 50 common citizens of Nagpur city .
Methodology
To explore the public perception of Nagpur Police, the
researcher relied on a Questionnaire Survey .The
sample size was 50 ,of which 20 respondents were
male and 30 were female. The sample consisted of
common citizens of Nagpur City with whom the
researcher interacted in person. This paper summarizes
findings with reference to the question:
“What are the three most important qualities/skills
police personnel should possess?”
Profile of respondents
The respondents were residents of Nagpur city. The
respondent profile is shown in the table.

Findings

Quality/Skills Police
Personnel should possess

No of respondents
who mentioned it

TABLE: Qualities/Skills Respondents Would Like In
Police Personnel ((50 Respondents;3 Qualities Each).
Conclusion

Dr. Pragya Mathur Kumar@Arunima Ankuran.

The mass media has been guilty of projecting a mostly
negative,irresponsible and corrupt image of the
police.For most part,the policeman treats the common
people with little or no respect and uses abusive
language freely in the movies that are seen by large
numbers. Surely, this creates a negative perception. The
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The 50 respondents were asked to enumerate three
qualities a good cop should possess. The findings were
condensed into a list of 25 qualities/skills that were
mentioned by the respondents. A frequency table
revealed very interesting results. The maximum votes
went to “honest”,followed by “polite” and “helpful”. Fair, fit
& active and friendly were prominent mentions .The
survey revealed people expect police personnel to be
“'courteous and respectful”. Other important qualities
that respondents mentioned include: punctual, well
educated about laws, empathy, good communication
skills, alert, strict, sincere, dependable, trustworthy, hard
working .Other qualities respondents wish to see in
police personnel include brave, law abiding, no gender
bias, assertive ,responsive, intelligent, tech savvy,
protective towards women, approachable, non drinker
and patient.

The findings are indeed an eye opener .The
expectation of honesty is befitting in the context of the
job profile of the police .There is no doubt that first and
foremost , the police need to be trustworthy and to
exhibit the highest level of personal and professional
integrity. The common man expects the police to be
polite as well as helpful. There is a need for mutual
respect and also a” helping relationship “.The police
cannot work effectively in isolation and having a positive
rapport with the common man based on polite
behaviour and helpful attitude would serve as a
foundation of police-public partnership. The other
qualities an ordinary citizen would like to see in the
police include: punctual, well educated about laws,
empathetic, good communication skills, alert, strict,
sincere(dependable, trustworthy, hard working).Brave,
law abiding, no gender bias, assertive ,responsive,
intelligent, tech savvy, protective towards women,
approachable, teetotaler and patient were mentioned
too.It was interesting to observe that men want the
police to have no gender bias (in favour of women)while
women expect the police to be “protective towards
women”. The dichotomy is a reflection of the treatment
meted out by the police which probably has a
favo u ra b l e at t i t u d e i n re s p o n d i n g to wo m e n
complainants as compared to the men. Gender
sensitization training is the way forward .Equal treatment
and adequate response mechanism would be a
desirable element of police-public interaction.

Segment - 2

guardians of the law and order in society are expected to
be fair, fit and friendly by the public .The survey results
highlight the need for Soft Skills Training to be a vital part
of the overall training imparted to police personnel . The
citizens expect there should be no discrimination or
partiality in dealing with complainants and the police
should come across as “fair” in the approach to solving
crime. This concern may be a consequence of the
perception of politicisation of the police functioning and
arm twisting by the powers that be; the common man
feels the balance of law is tilted and unfair.
Some steps need to be taken to improve and enhance
the quality of police personnel. There is room for
psychological assessment in the recruitment process;
screening for specific qualities/behaviours followed by
weeding out the ”unfit”candidates. Research studies
like this one could be helpful by providing feedback
about people's expectations .The organization could
create a mechanism for identifying a profile that would
be useful as a predictor of success for selected police
personnel. The basic educational qualifications required
for different levels in the police system as well the job
description being the starting point, having a profile to
match the candidate with would impact not only the
performance of selected candidates but also ensure a
higher success rate overall.
The steps in the process of identifying those who match
the desired profile for optimal job-person fit would be:
I.
II.
III.
IV.
V.
VI.

Written qualifying exam
Physical assessment
Psychological assessment
Situational behavioural assessment interview
Selection
Training of qualifiers (including regular Soft Skills
Workshops).

Since the selection process would eliminate unfit
candidates and retain only those who match the desired
profile, it is safe to assume they would be more easily
trainable too. Once the aspirants are aware of the
psychological profile and qualities required for entering
the police organization, there would eventually be a
larger pool to choose from too.
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Process For Maximizing Job-Person
Fit In Police Selection
Dr.Pragya Mathur Kumar @Arunima Ankuran

Setting goals for Better Policing
In 2014, the Prime Minister of India spoke of “S-Sensitive
and Strict, M-Modern and Mobile, A-Alert and
Accountable, R-Responsive and Reliable, T-Techno
savvy and Trained” police (3). Addressing the 49th
A n n u a l C o n fe re n c e o f D i re c t o r s - G e n e r a l o f
Police/Inspectors-General of Police and heads of all
Central police organizations in Guwahati , the Prime
Minister said every police station should create its own
website to upload every week a true story of good
deeds done by the police to change the public
perception and build a positive image among the
people. He suggested hiring a PR firm to hold meetings
with Bollywood producers to do films that project a
positive image of the police. He said people had a
negative image as the media as well as the films showed
them in a poor light. According to Mathur,a retired police
officer and analyst: If the police organization has to cater
effectively to the needs of changing society, the leaders
in the organization need to examine, describe ,analyse
honestly ”why we do” and “what we do”. The techniques
of effecting police behaviour modification to suit the
changing society can be arrived at only as the result of
systematic research. (4) Professional policing can
promote the rule of law, support economic growth, and
improve the lives of people living in low-income
communities by deterring local crime. However, in India,

laid on a SMART police force by the Prime Minister is
truly a leap forward. The creation of a more respected,
responsive and responsible police would require
behavioural interventions and collaboration between
the police organization and social scientists.The
common citizens have expressed their expectations as
discussed in this article. More surveys on a larger scale
would show the way forward. Meanwhile, creating
awareness among police personnel about expectations
of the citizens may be a motivation for them to self
correct and develop. Soft Skills training programmes are
an important initiative the police organization can
incorporate in its training machinery. Changing times,
changing expectations and challenges of the twenty
first century policing can benefit from public
participation which provides useful insights for
action.The honest, polite and helpful policeman would
not only find public support in maintaining law and
order but also become a recipient of the respect he
deserves as a guardian of the law.
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the police are often perceived as corrupt, ineffective,
and brutal, which may stem from a number of systemic,
organizational, and behavioral challenges. In Rajasthan,
citizen surveys revealed that the public viewed the
police as corrupt, lazy, and unfair (5). Officers
themselves reported feeling unsatisfied, overworked,
and neglected by the system. Mentioning expectations
from a police officer in UK, qualities listed were
humanity, integrity, professionalism, courage(6).When
the ordinary citizen begins to look at the cop in uniform
as a “friend in need” the trust deficit will disappear
gradually. The police and the public need to be partners
not adversaries like they appear sometimes. It is
imperative the citizens realise the role of the police is to
protect the law of the land thereby protecting its people.
The common man must do his/her bit by being a law
abiding citizen. The two are not in relationship of
conflict(7).Their goals are not diverse either. After all, it is
for the safety and security of the common man that the
cop in uniform becomes a “Guardian of the Law”.
However, police personnel need to behave in a way that
makes them worthy of respect. Never compromising the
honour of the uniform, the police must be trained to
uphold the law even under unfavourable, challenging
circumstances ,if need be. This exploratory survey has
several limitations .The sample is small and limited to
Nagpur city.However,it is a step towards linking research
and organizational processes in the interest of
i m p rov i n g s e l e c t i o n a n d t r a i n i n g o f p o l i c e
personnel.More studies on a larger scale need to be
carried out .The partnership of psychologists and police
administrators is a common practice in several countries
.Perhaps it is a good time to focus on the contribution
such a partnership could make .This paper proposes a
perspective that an awareness of expectations of the
public can be instrumental in bringing about better
understanding, a broad outline for training inputs as well
as damage control measures.
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EXECUTIVE SUMMARY
The case focuses on the West Africa's most respected
broadband internet service company which gained
significant competitive advantage by undergoing
organisational culture transformation.
ABOUT THE CLIENT
It is the first ISP (Internet Service Provider) to launch 4G
LTE internet service in West Africa and aims to be a
leader in the internet services space, with the major
principle to connect its customers to what matters the
most to them by the virtue of exceptional customer
service. As a corporate entity, it strives tirelessly to
achieve this objective by providing an internet
experience that's better than the industry standard in
general.
This company is also committed to continuing to deliver
a smarter, faster and more reliable broadband internet
at unparalleled value for money, thus empowering the
esteemed customers.
CHALLENGES
With the intent of excelling in customer service, the
company had consciously started taking bold steps in
that direction which were focused on enhancing the
competencies of frontline staff, however they did not
s e e m to y i e l d re s u l t s a s p e r m a n a g e m e n t ' s
expectations. It bears similarity to the problem sums in
mathematics; if we have a variable who's value needs to
be calculated and are provided with the values of
associated functional variables, what is the likelihood of
hitting the right answer if the formula applied is
incorrect? The situation in this company was
synonymous to an incorrect formula being used to
resolve the matter at hand. And now, we came into the
picture.
At that point in time, a situation analysis was required to
be carried out in order to identify if it was a problem to be
solved or a decision to be made. In view of this, the first
step was to gather requisite information through
mystery shopping, customer surveys and thorough
sessions with the senior leadership team. This laid a
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strong foundation for the next step called
anatomisation, as a result of which the following
challenges/ areas of concern were identified:
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Management-staff relationship
Ineffective communication
Lack of alignment
Fragmentation of effort
Legacy practices
Deficient understanding of the underlying concept
of 'customer service'

SOLUTION
The major objective to be fulfilled in this case was to
transform the culture of the organisation to ingrain
service excellence in performance as unhappy
employees could only lead to unhappy customers.
There was a dire need to embed 'service culture' in the
company DNA which would serve multi-fold purpose of
igniting the brand, delighting the customers and
strengthening the backbone of the company, ie,
inspired employees.
To start with, like most organisations, this client had a
conventional 'Responsive Up Mind-Set' where the
upper management was responsible for setting and
communicating the organisation's vision, direction and
goals. As per this structure, the frontline and support
staff were responsive to the needs of middle
management who were responsive to the needs of
upper management. This could be visualised as a
pyramidical company structure with senior
management at the top, customer contact staff at the
base and customers below the base of the pyramid.
The solution revolved around inverting this pyramid into
what is called the 'Service Mind-set' which did not
happen overnight. More than 500 employees were
educated and at the same time, a lighter version of this
program was incorporated for the new recruits.
Workshops with line functions and cross functional
team members were organised for idea generation,
completing the feedback loop and project scoping.
Company policies were revisited as they had to be in
total alignment with the new vision of being the best-inclass that the organisation had conjured up. Success

RESULT
As a result of this transformation, 'service oriented
culture' became the new success mantra and the
company was recently rated as the 'Number 1 Internet
Service Provider' in its country of operations.
The actual change that was brought about in the
organisation (which manifested itself externally as well)
through this culture revolution was the inversion in the
company structure, ie, 'Responsive Up Mind-set'
converted into 'Service Mind-Set' which means that the
upper management now viewed itself as serving the
needs of the middle management who service the
needs of the frontline and support staff, who in turn
service the needs of the customer (the reason for any
company to exist in business). This was the mind-set that
validated leadership with a customer focus. It simply
implied that the company framed itself as a service
organisation for its employees, where each employee
understood the value of a customer.
During the course of remodelling, we were able to
create an environment that infused clarity as the team
got acquainted with its roles and responsibilities within
the big picture. Team members became cognisant of
the needs of their clients, and the consequences of
failing to achieve these standards were distinctly
understood. When we started, the difference was that
the employees were aware of the duties to be
performed by the virtue of the job function they were
placed in, but did not have a fair idea of how they
contributed to the success or failure of the organisation.
For instance, an accounts personnel was mindful of the
fact that he/she was responsible for maintaining the
company accounts and preparing financial statements
but was clueless about how the services rendered by
him/her helped the organisation to serve its customers.
In establishing a climate of support, the team members
started believing that they had sufficient resources and
backing they needed to achieve the goals, which was
the bottomline of this project. Resources included
essential supplies, equipment, tools, budget and most
importantly, the support of their colleagues from the
same department or other departments across the
company. An atmosphere of trust, mutual support and
deserved recognition, in addition to individuals' inner

resources added to the bucket of emotional support.
While we were gathering feedback for situational
analysis, the employees for the first time in the history of
the company felt heard. The key to creating such
environs was making the team members feel their
capabilities were acknowledged, they were made to
participate in decision making that impacted the work
group, and there was an associated sense of
appreciation and reward for both individual and group
successes.
Job rotation and 'way-to-the-top' timelines were
introduced by the management, which would help the
employees to realise their true career potential and
grow to the next level. This was just an example of the
positive development aimed at mitigating a general
concern that surfaced during interactive sessions with
employees across various hierarchical levels and
geographical business locations - lack of challenge in
the job or the work becoming monotonous as staff had
been in the same position carrying out exactly the same
duties everyday over a long period of time; presented as
lack of motivation. The relationship between staff and
management improved drastically, as the senior
leadership team took prompt action based on our
feedback and revisited the company policies to benefit
the employees, thus enhancing prevailing atmospheric
conditions in which the employees had to work. As a
product of this, employee motivation levels swelled up,
they were infused with a sense of encouragement to
give their best to the organisation.
Each individual in the system perceived clearly the
meaning of 'service' and had clear guidelines on how to
implement that in his/her job role, leading to high
degree of professionalism and positive working
relationships.
CSQ (Customer Service Quotient) which at the
beginning of this journey was recorded at 6 (on a scale of
10) reached a whooping number 9 (on a scale of 10).
NPS (Net Promoter Score), at the onset of the
transformation project was evaluated as -16 (negative)
which now ranged between 25 to 30. It is an index that
measures the willingness of customers to recommend a
company's products or services to others and is used as
a proxy for gauging the customer's overall satisfaction
with a company's product or service and the customer's
loyalty to the brand. Any positive value for this parameter
is considered acceptable.
CONCLUSION
Happy employees = Happy customers = Happy
shareholders
65

Segment - 3

was achieved gradually through a series of training and
brainstorming sessions over a period of 12 months which
sharpened the understanding of customer service
excellence and defined it in such a way that articulation
was possible, which in turn instigated the respective
stakeholders to strategically apply the knowledge and
insights they were gaining to bring about changes that
were visible.
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Book Review
“Building An Innovative Learning Organization"
Author: Russell Sarder
Published by:
Pan Macmillan India
Reviewed by :
Ramdas K. Kamath
Asstt. General Manager & Faculty
State Bank Institute of Consumer Banking, Hyderabad
About the author:
Russel Sarder is an award winner author and CEO of
NetCom Learning, a global leader in managed
learning services, IT & Business training, and talent
development. Under his leadership, NetCom
Learning has become a multimillion dollor business.
He was a winner of the Top Ten Asian American
Business Award. He is the founder of Sarder TV, an
online media company providing exclusive
educational interviews, motivational videos, etc. He is
also a business practitioner and mentor for MBA
students and alumni at Columbia University. He has
authored a few more iconic best seller books like
'Learning: Steps to Becoming a Passionate Lifelong
Learner' and 'Effective Learning Methods: How to
Develop the Most Effective Learning Method'.
About the book:
In today's Corporate world,words like Innovation,
Learning, Leadership have become key words in
every forum. In the present competitive world, having
trained, learned employees having leadership and
decision-making skills is a bliss. Having the ability to
compete in a rapidly changing, highly competitive
and increasingly global environment is an indicator of
any successful organization. For achieving this kind
of atmosphere at the work place, an organization
needs to be an innovative learning organization. This
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book by Russel Sarder speaks about how to build an
innovative learning organization. A learning
organization helps in motivating employees for
required self-improvement vis-à-vis the
improvement of an organization. This book also
shows how learning can give an organization the
ultimate competitive advantage, especially when
there are rapid changes in technology like Social
engineering, Internet of things, Big Data analysis,
Cloud computing, Block chain technology, etc.
The one line mentioned on the cover page of this
book, i.e. 'A framework to build a smarter workplace,
adapt to change, and drive growth', gives a fair idea
about the contents of the book. The book is based on
the author's vast experience. All successful
organizations have certain characteristics in
common, e.g., a flexible business model, a strong
leadership, dedicated team, adequate resources,
clear focus and understanding about the objectives
of the organization. Since such kind of organizations
are learning organizations, they value, promote and
support learning at all levels to translate that learning
into positive action. Learning culture with proper
components like Right Leader, Right People, Right
Behavior and Right Resources is key to the success of
organizations.

Sarder's framework on building the learning
organization consists of three pillars as under:
Segment - 4

This book speaks about how to set learning goals like
Organizational learning goals, Team learning goals
and Individual learning goals and why any
organization must include learning goals in their
learning plans. Further, this book also explains the
SMART theory on goal setting by George T. Doran i.e.
(Specific, Measurable, Attainable, Realistic and
Timebound)
Sarder believe that an organization succeeds only if
they have individuals with necessary competencies
like right knowledge, abilities, skills, attributes, and
most important the right attitudes. (most popularly
known as KSAs, Knowledge, Skills & Attitudes)
Hence, developing a Competency Model is also very
important in the making of asuccessful learning
organization. Such organizations use Competency
Model in various ways which includes talent, skill
gaps, learning plan, performance, change as per
organizational changes, and contribution to the

organization's success. As regards Competency
Model, all four models, i.e., Core Competency,
Functional Competency, Job Competency and
Leadership Competency are well explained in the
book.
Sarder says that one of the best ways to learn is from
other people. The best part of this book is that one
chapter is dedicated to excerpts from Sarder's TV
interviews wherein eminent organizational leaders,
authors, educators and experts in learning and
development like Peter Senge, Dr. Edward Hess,
Henry Paulson Jr., Tom Evans, Karen Kocher, etc.,
have expressed their frank views on building an
innovative learning organization, how to learn, why to
learn, the mission of learning, how to measure the
success of learning etc.
Overall, the book is very interesting, educative and
worth reading for better understanding of how to
build an innovative learning organization.

“You must be the change you wish to see in the
world.”
Mahatma Gandhi
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Book Review
“Alchemy of Change –
Managing Transition Through Value-Based Leadership”
Author: H N Arora and Rajan Sinha
Published by:
Sage Publications
Reviewed by :
Runa Maitra

Founder & Director, People Talent International;
President Strategy Alliance & HR Transformation, Megasoft Solutions India Pvt. Limited
Consultant SHRM and Advisor to many Boards
Rarely does one come across a book on change
discussing cases from industry's experiences,
especially in Indian context. The book, Alchemy of
Change written by Dr. H N Arora and Rajan Sinha is
built around three change management cases of
authors' own experience. Each element of change
initiatives is discussed in such vivid detail that one
gets a feeling of ring side view of challenges, both
intellectual kinds, including business bottlenecks,
strategy planning and execution of change, and
emotional ones including human weaknesses,
power dynamics, marshalling of first line leaders and
managers and instilling a sense of optimism that
together the organization can be created.
Interestingly, these cases don't include only the
successful ones but a failure too. The authors have
thus culled what succeeds and what does not in the
management of change.
These cases are detailed in the second part of the
book, and not in the first part. The first part is devoted
to the global understanding of types and causes of
change in the present VUCA world, and why
organizations have to adapt and reinvent themselves
to survive and grow.
Part III deals with the whole flow of change, from
visioning and developing a blueprint to developing a
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strategy to execution including handling of
resistance and then sustenance of change. Each
chapter delves in detail quoting the best-known
thinkers from across the world. This part also
includes checklists as an aid to ensure that critical
steps are not overlooked or paid less attention than
required.
If the undercurrent of Part III was intellectual aspects
of change, Part V centers around human/emotional
aspects including communication, culture, teaming,
energizing, building dominant coalition, etc.
Part V deals in detail with the role of the leadership,
both at the top leadership level and at Change
Leader/Facilitator level. Though the entire book is
interspersed with wisdom nuggets from the bestknown change experts from across the world, it is
here that the authors have specifically stared
bringing in inputs from Indian scriptures on the role of
value-based leadership, as well as Indian examples
of leadership in action.
Globally, change experts have increasingly stressed
the critical role of values & culture alignment in
successful change efforts. Part VI deals with this
aspect. There are distinctive cultural traits and values
that permeate Indian mindset and culture. The

In Chapter VII, the authors have proposed an Indian
model of change management integrating global
wisdom and Indian ethos and terms that will find
greater resonance in Indian context. The authors
propose that Indian culture and values are essentially
Eastern values which find resonance across entire
Eastern part of the world, especially Asia and

therefore propose that this model could be a useful
reference point in all countries influenced by India
culture at some point of time or the other.
Someone said recently that change has never been
so fast as now and will never be so slow as now. With
this speed and unimaginable complexity, even
contemporary wisdom can never be a complete
guide for managing change even in immediate
future. Yet, some of the wisdom is timeless. In section
of Epilogue, the authors seek to address some of
these issues and endeavor to situate the proposed
model in the contemporary context, offering
suggestions on how ideas outlined in the book could
be useful to modern change managers and
organizations.
Thus, the book is an omnibus reference point for the
global and Indian wisdom on the subject of change
management. As Dr. T V Rao has written in the
Foreword, this book is a must-read for all managers,
CEOs, CXOs, management teachers and students.

"If I have the belief that I can do it, I shall
surely acquire the capacity to do it even if I may
not have it at the beginning."
Mahatma Gandhi
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authors discuss these, including impact of karta
system, joint family, strong family ties, etc. Even
though some of these institutions may have
weathered in significance with increasing
globalization, their influence on Indian mindset
remains. For example, even in a modern organization,
a professional CEO is seen as performing a karta role.
Important distinctions of Indian culture as outlined in
Hofstede framework and discussed in this chapter
have an important bearing on change management
in Indian cultural context. This part also illustrates
typically Indian values that guided many Indian
businesses as a beacon of management philosophy,
not just change management.

Reader's View
Madam,
I was very delighted to go through the Journal which has come out excellently. Particularly the
interviews with the Management Gurus. Congratulations for the same. I would like to suggest the
following for the future editions:
1.

Continue with the interviews of the Management Doyens - There wisdom will be very much helpful

2.

to the present generation HR Professions.
Start re-printing some of the classical articles by some of the Management Doyens who are no

3.

more.
Start a column on Management / Training in our Indian literature (Vedas, Upanishads, Epics etc.) This I am sure there is a treasure trove unexploited and the present day professionals will
immensely benefit from it.

With Best Wishes and Congratulations once again.
Dr.N.Rajendra Kumar,
Ex-Secretary, ISTD Hyderabad Chapter.

Madam,
I saw the latest issue of IJTD before I left for Bangalore, Excellent. You have lifted up IJTD. Keep the good
work and high spiritis
Best Wishes
T.V. Rao
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