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Comparative Analysis of Financial Volatility Models:
Evidence from Indian Stock Market

*Associate Professor, University Institute of Applied Management Sciences Panjab University, Chandigarh

Dr. Nishi Sharma*

ABSTRACT :

Volatility in financial markets has direct impact on capital asset pricing, asset allocation and portfolio management. The selection

of the best financial volatility model that may suits to the dynamic pattern of stock market has always been a great challenge for the

researchers. In this context the present paper attempts to analyse the time-varying volatility of Indian stock market through

GARCH, EGARCH, TARCH and A-PARCH models. The results indicate A-PARCH model is the best model to capture the

volatility clustering and leverage effect of the Indian market.

Key Words: A-PARCH, EGARCH, GARCH, India, TARCH and Volatility.
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Introduction:

Purpose and Significance

Human Resources are the asset of an organization. It undoubtedly

plays the most important role in the any functioning of an

organization. Human Resource is those inherent and special

characteristics such as skills, knowledge, attitude, person's

creative abilities, their experiences, talents, competency, beliefs

etc. The person possesses these kinds of traits, which are required

and put to use by a person or a group of persons to achieve set

goals and objectives (Stewart, 1994). As we add planning with

human resources, it is defined as a rational and effective approach

to the effective recruitment, retention, and deployment of people

within an organization. It is therefore concerned with the flow of

people through and sometimes out of the organization. It is

however not a mere numbers game but rather concerned with the

optimum deployment of peoples knowledge, skill creative

abilities, etc. and hence qualitative and quantitative.According to

Vetter (1998), HRP is “the process by which management

determines how the organization should move from its current

manpower position to its desired manpower position. Through

planning, management strikes to have the right number and the

right kind of people, at the right places, at the right time, doing

things, which result in both the organization and the individual

receiving maximum long run benefit”. According to Coleman

(2011), HRP is as, “the process of determining manpower

requirements, and the means for meeting those requirements in

order to carry out the integrated plan of the organization”. The

eleven components of HRP Practices has been selected for the

study i.e. job analysis, demand and supply forecasting,

recruitment and selection, induction, training and development,

performance appraisal career planning, succession planning job

rotation, promotion and transfer and compensation.

The main purpose of this study was to compare the HRP practices

of public, private and foreign telecom sector and finding which

sector is using effective HRPpractices among the three.

Until a few decades ago, organizations considered HRP neither

essential nor inevitable. In fact, it received much less attention in

the overall planning of an organization. This is because firms in

those times had a relatively stable external environment. The

factors like less competition, low technologies, traditional and

regionally concentrated labour force, created a relatively stable

12 PMR   JAN - JUN 2017
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ABSTRACT:

Purpose: The purpose of this research is to compare Human Resource Planning Practices in public, private and foreign telecom

sector.

Data/Methodology/Approach: A well framed questionnaire by researcher for HRP practices was used for this study. Data was

collected from executive employees of BSNL, Bharti Airtel and Vodafone in Punjab. The size of sample was 200 from public sector,

150 from private sector and 100 from foreign sector. One Way ANOVAwas used for comparison of HRP practices in public private

and foreign telecom sector.

Findings: The finding of the study reveals that there is a significant difference between HRP practices of public, private and

foreign sector.As we comparing the three sectors, the foreign sector is using very effective HRPpractices.

Research Limitations: The responses for the study have been solicited from the state of Punjab. The perception of the executives in

Punjab may vary from those rests of India. Similarly, the practices may also differ in the different states of India.

Originality/Value: This study provides a new insight into the comparison of Human Resource Planning Practices of public,

private and foreign sector.
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the foreign companies. Besides restricting this study to

executives of Punjab and selecting a sample of three telecom

sector organizations, it was felt to choose a small group of

employees from each organization. To meet the purpose, simple

random sampling technique was used. Bharat Sanchar Nigam

Limited, being a public sector organization, has the largest

executives followed by Bharti Airtel Limited which is a private

organization. Vodafone, a foreign organization has least

executives. The sample size was restricted to 450 respondents

composed of 200 from public sector, 150 from private sector, and

100 from foreign companies.

The present study is mainly based on the primary data. The data

has been collected through questionnaires from the respondents.

Also, when feasible, interviews have been conducted so as to

have a better understanding of the respondents' views. The one

wayANOVAhas been used to calculate the mean and F ratios.

In the table 1.1 higher the mean value shows that the executives

are highly aware about the human resource planning practices of

telecom sector, lesser the mean value means that executives are

not aware at all about the HRPPractices.

The result shows that job analysis is done more in foreign sector

as compared to private and the public sector. The foreign sector is

doing the job analysis in proper way. They are taking proper care

of employee's duties and responsibilities on the job. But if we see

the analysis as a whole, there is very less difference in the mean

value of the companies, this shows that the private and public

sector companies are also making efforts to compete with foreign

sector company. They all are following the same process of job

analysis like collecting information about job, tasks and

responsibilities and capability of the person like education,

experience etc in these three organizations

The mean values of demand and supply forecasting shows that

the public sector is 3.36, private sector 3.95 and foreign sector

Results:

Table 1.1 Comparisons of HRP Practices of Public, Private

and Foreign Companies

Figure 1.1.2 Comparison of Demand and Supply Forecasting

Practices in Public, Private and Foreign Telecom Sector

Figure 1.1.1 Comparison of Job Analysis Practices in Public,

Private and Foreign Telecom Sector

Figure 1.1.1 presents the mean value of job analysis from public,

private and foreign telecom sector. The mean value of public

sector is 3.74, private sector 3.80 and foreign sector 3.93. The P

value for the job analysis is .025 and the F-ration is 3.73. This

shows that there is no significance difference of job analysis

between three companies.

14 PMR   JAN - JUN 2017

environment for those organizations. However, in the subsequent

period, the external environment underwent several changes,

causing a lot of uncertainty to the organizations. For instance,

developments like globalization, intensified competition,

changing characteristics of the labour force, and a plethora of

laws have created an unstable environment for businesses. This

environmental uncertainty has enhanced the need for HRP.

Despite the increasing importance of Human Resource Planning

Practices, the research pertaining to Human Resource Planning

Practices in the Indian context has been limited. Even no

worthwhile study has been conducted in Telecom sector. So the

present study is significant to bridge that gap in Indian research.

The Indian Telecom sector is the top employment generators.

Telecom professionals too, emerged as the most in-demand

profile. So this research will absolutely give a positive path

towards making telecom sector HR competitive as compared to

other sectors.

Earlier theoretical literature shows that there have been several

studies around the globe focusing on HRP Practices and other

variable like efficiency; job satisfaction etc. however, studies

portraying the HRP Practices in telecom sector have not yet

received proper attention in Indian context and other developing

countries. This study has been undertaken to fill the existing gap.

The literature shows that the HRP studies has been conducted in

various sectors i.e. Retail sector, Weaving industries, IT sector,

MNCs, Hospital employees, Airlines, Petroleum companies and

Agriculture Universities etc. In this literature, some studies are

related with the telecommunications, which are describing the

trends and the growth of the sector. Some studies are purely based

on demand and supply. Some studies are describing the various

MPP models, in which includes the HRPM, Retirement

intentions model, Stochastic model, Bivariate model, Markov

model and various mathematical models have been used in

various studies. Some models has been developed a MPP model

with the objective of minimizing the manpower system costs.

The model has been found to be analogous to the Wagner-Whitin

model in production/inventory management. Some studies

examined that there is a proper training after recruitment, but

most of the employees are dissatisfied with the present MPP.

Some are using HRP because of their poor performance so that

their performance can be improved; on the other hand, the non-

HR planners generally had a higher level of performance during

the pre-planning period. It is possible that management of these

firm felt their organizations were successful without such

elaborate programs and saw no reasons to change practices.

The literature suggests that the overall HRP practices were

significantly correlated with MPP. The result revealed that MPP

was significantly correlated with organizational effectiveness

(Devender, 2013). The studies explained the importance of HRP

and to outline the results of questionnaire survey which it was

realized in industrial enterprises. The information about HRP

was obtained using the questionnaire survey. They took into

account various factors such as number of respondents, labour

utilization, time horizon and financial aspect. Questionnaires

were sent to medium-sized and major industrial enterprises in

Slovakia and various focuses of business activities. The

information was collected by the personnel department.

(Koltnerova et. al, 2012). The study examined and compared the

impact of HRM practices between public and private sector

banks with reference to Indore city. It has been observed that the

private and public sector banks follow HR practices suiting to

their customer needs customization (Shrivastava and Gupta).

The studies related with human resource planning of

Commercial Bank of Ceylon (CBC). They examined the

procedure, problems and some probable suggestions of HRP of

the company. The findings shows that planning process which

shows that although this bank was not following such planning

meticulously it was not having any problem also, but to avoid any

sudden setback in future, well defined step has been

recommended (Hossain et.al 2012).

Many researchers have studied that the HR practices and

organizational performance positively related. Teseema &

Soeters (2006) have examined the relationship between

employee's performance and eight human resource practices.

These practices are recruitment and selection practices, training

practices, placement practices, employee performance

evaluation, compensation practices, promotion practices,

pension or social security and grievance procedure. AL-Qudah

et. al. (2014), examined the human resource (HR) planning,

training and development towards organizational performance in

the Government Ministry in the Kingdom of Jordan. It

investigated the factors that affect HR planning, training and

development in Jordanian ministries. The results indicated that

HR planning, training and development significantly correlated

with the organizational performance in the Jordanian Ministry.

Afzal et. al. (2013), explored the effect of HRP on organizational

performance in telecom sector. They used three HRP practices

i.e. selection, training and incentives as a independent variable

and four organizational performance variables i.e. efficiency,

technology, motivation and job satisfaction as a dependent

variables.

There are very less studies which are using all the HRP practices

components in one study. But this study has been undertaken to

fill that existing gap. We have used all the components.

The following hypothesis has been selected for the present study

and finding whether there is any difference among HRP practices

in public, private and foreign sector.

On the basis of subscribers, top companies have been finalized

from Telecom sector i.e., BSNL, Bharti Airtel and Vodafone.

BSNL has been selected from the public sector; Bharti Airtel

from the private sector (Indian companies) and Vodafone from

Theoretical Framework and Hypothesis:

Hypothesis:

Method:

H1: There is significant difference among HRP practices in

public, private and foreign telecom sector.

Component

Public

Sector

Private

Sector

Foreign

Sector

F-Ratio

P

ValuesMean Mean Mean

Job Analysis 3.74 3.80 3.93 3.73 .025

Demand & Supply

Forecasting 3.36 3.95 4.06 24.90** .000

Recruitment &

Selection 3.86 3.93 3.48 24.37** .000

Induction 3.76 3.83 3.67 4.61 .010

Training &

Development 3.58 3.56 3.30 8.82** .000

Performance

Appraisal 3.69 3.83 4.08 15.58** .000

Career Planning 3.50 3.65 3.94 13.94** .000

Succession

Planning 3.21 3.67 4.04 31.67** .000

Job Rotation 3.60 3.85 4.24 29.42** .000

Promotion &

Transfer 3.44 3.60 3.88 13.43** .000

Compensation 3.73 3.61 3.56 3.62 .027

** Significant at 5%
* Significant at 1%
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organization. Vodafone, a foreign organization has least

executives. The sample size was restricted to 450 respondents

composed of 200 from public sector, 150 from private sector, and

100 from foreign companies.

The present study is mainly based on the primary data. The data

has been collected through questionnaires from the respondents.

Also, when feasible, interviews have been conducted so as to

have a better understanding of the respondents' views. The one

wayANOVAhas been used to calculate the mean and F ratios.

In the table 1.1 higher the mean value shows that the executives

are highly aware about the human resource planning practices of

telecom sector, lesser the mean value means that executives are

not aware at all about the HRPPractices.

The result shows that job analysis is done more in foreign sector

as compared to private and the public sector. The foreign sector is

doing the job analysis in proper way. They are taking proper care

of employee's duties and responsibilities on the job. But if we see

the analysis as a whole, there is very less difference in the mean

value of the companies, this shows that the private and public

sector companies are also making efforts to compete with foreign

sector company. They all are following the same process of job

analysis like collecting information about job, tasks and

responsibilities and capability of the person like education,

experience etc in these three organizations

The mean values of demand and supply forecasting shows that

the public sector is 3.36, private sector 3.95 and foreign sector

Results:

Table 1.1 Comparisons of HRP Practices of Public, Private

and Foreign Companies

Figure 1.1.2 Comparison of Demand and Supply Forecasting

Practices in Public, Private and Foreign Telecom Sector

Figure 1.1.1 Comparison of Job Analysis Practices in Public,

Private and Foreign Telecom Sector

Figure 1.1.1 presents the mean value of job analysis from public,

private and foreign telecom sector. The mean value of public

sector is 3.74, private sector 3.80 and foreign sector 3.93. The P

value for the job analysis is .025 and the F-ration is 3.73. This

shows that there is no significance difference of job analysis

between three companies.
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environment for those organizations. However, in the subsequent

period, the external environment underwent several changes,

causing a lot of uncertainty to the organizations. For instance,

developments like globalization, intensified competition,

changing characteristics of the labour force, and a plethora of

laws have created an unstable environment for businesses. This

environmental uncertainty has enhanced the need for HRP.

Despite the increasing importance of Human Resource Planning

Practices, the research pertaining to Human Resource Planning

Practices in the Indian context has been limited. Even no

worthwhile study has been conducted in Telecom sector. So the

present study is significant to bridge that gap in Indian research.

The Indian Telecom sector is the top employment generators.

Telecom professionals too, emerged as the most in-demand

profile. So this research will absolutely give a positive path

towards making telecom sector HR competitive as compared to

other sectors.

Earlier theoretical literature shows that there have been several

studies around the globe focusing on HRP Practices and other

variable like efficiency; job satisfaction etc. however, studies

portraying the HRP Practices in telecom sector have not yet

received proper attention in Indian context and other developing

countries. This study has been undertaken to fill the existing gap.

The literature shows that the HRP studies has been conducted in

various sectors i.e. Retail sector, Weaving industries, IT sector,

MNCs, Hospital employees, Airlines, Petroleum companies and

Agriculture Universities etc. In this literature, some studies are

related with the telecommunications, which are describing the

trends and the growth of the sector. Some studies are purely based

on demand and supply. Some studies are describing the various

MPP models, in which includes the HRPM, Retirement

intentions model, Stochastic model, Bivariate model, Markov

model and various mathematical models have been used in

various studies. Some models has been developed a MPP model

with the objective of minimizing the manpower system costs.

The model has been found to be analogous to the Wagner-Whitin

model in production/inventory management. Some studies

examined that there is a proper training after recruitment, but

most of the employees are dissatisfied with the present MPP.

Some are using HRP because of their poor performance so that

their performance can be improved; on the other hand, the non-

HR planners generally had a higher level of performance during

the pre-planning period. It is possible that management of these

firm felt their organizations were successful without such

elaborate programs and saw no reasons to change practices.

The literature suggests that the overall HRP practices were

significantly correlated with MPP. The result revealed that MPP

was significantly correlated with organizational effectiveness

(Devender, 2013). The studies explained the importance of HRP

and to outline the results of questionnaire survey which it was

realized in industrial enterprises. The information about HRP

was obtained using the questionnaire survey. They took into

account various factors such as number of respondents, labour

utilization, time horizon and financial aspect. Questionnaires

were sent to medium-sized and major industrial enterprises in

Slovakia and various focuses of business activities. The

information was collected by the personnel department.

(Koltnerova et. al, 2012). The study examined and compared the

impact of HRM practices between public and private sector

banks with reference to Indore city. It has been observed that the

private and public sector banks follow HR practices suiting to

their customer needs customization (Shrivastava and Gupta).

The studies related with human resource planning of

Commercial Bank of Ceylon (CBC). They examined the

procedure, problems and some probable suggestions of HRP of

the company. The findings shows that planning process which

shows that although this bank was not following such planning

meticulously it was not having any problem also, but to avoid any

sudden setback in future, well defined step has been

recommended (Hossain et.al 2012).

Many researchers have studied that the HR practices and

organizational performance positively related. Teseema &

Soeters (2006) have examined the relationship between

employee's performance and eight human resource practices.

These practices are recruitment and selection practices, training

practices, placement practices, employee performance

evaluation, compensation practices, promotion practices,

pension or social security and grievance procedure. AL-Qudah

et. al. (2014), examined the human resource (HR) planning,

training and development towards organizational performance in

the Government Ministry in the Kingdom of Jordan. It

investigated the factors that affect HR planning, training and

development in Jordanian ministries. The results indicated that

HR planning, training and development significantly correlated

with the organizational performance in the Jordanian Ministry.

Afzal et. al. (2013), explored the effect of HRP on organizational

performance in telecom sector. They used three HRP practices

i.e. selection, training and incentives as a independent variable

and four organizational performance variables i.e. efficiency,

technology, motivation and job satisfaction as a dependent

variables.

There are very less studies which are using all the HRP practices

components in one study. But this study has been undertaken to

fill that existing gap. We have used all the components.

The following hypothesis has been selected for the present study

and finding whether there is any difference among HRP practices

in public, private and foreign sector.

On the basis of subscribers, top companies have been finalized

from Telecom sector i.e., BSNL, Bharti Airtel and Vodafone.

BSNL has been selected from the public sector; Bharti Airtel

from the private sector (Indian companies) and Vodafone from

Theoretical Framework and Hypothesis:

Hypothesis:

Method:

H1: There is significant difference among HRP practices in

public, private and foreign telecom sector.

Component

Public

Sector

Private

Sector

Foreign

Sector

F-Ratio

P

ValuesMean Mean Mean

Job Analysis 3.74 3.80 3.93 3.73 .025

Demand & Supply

Forecasting 3.36 3.95 4.06 24.90** .000

Recruitment &

Selection 3.86 3.93 3.48 24.37** .000

Induction 3.76 3.83 3.67 4.61 .010

Training &

Development 3.58 3.56 3.30 8.82** .000

Performance

Appraisal 3.69 3.83 4.08 15.58** .000

Career Planning 3.50 3.65 3.94 13.94** .000

Succession

Planning 3.21 3.67 4.04 31.67** .000

Job Rotation 3.60 3.85 4.24 29.42** .000

Promotion &

Transfer 3.44 3.60 3.88 13.43** .000

Compensation 3.73 3.61 3.56 3.62 .027

** Significant at 5%
* Significant at 1%
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Figure 1.1.5 presents the mean value of training and development

from public, private and foreign telecom sector. The mean value

of public sector is 3.58, private sector 3.56 and foreign sector

3.30 as shown in the figure 1.1.5. The P value for the training and

development is .000 and the F-ratio is 8.82**. This shows that

there is a statistically significant difference of training and

development practices between three telecom players.

The result shows that training and development is done more in

public and private sector. The public and private sectors are

giving much importance to training and development practices.

They are giving proper training to their employees for up

gradation of their knowledge and skills from time to time. They

are increasing the knowledge and skills of their employees for

doing a particular job. They are also helping their employees to

acquire and apply knowledge and skill at work place. The foreign

sector players is less emphasizes on training and development

practices. They are conducting very less trainings for their

executives. The training & development practice is less in foreign

sector as compared to public and private sector.

Figure 1.1.6 presents the mean value of performance appraisal

from public, private and foreign telecom sector. The mean value

of public sector is 3.69, private sector 3.83 and foreign sector

4.08 as shown in the figure 1.1.6. The Pvalue for the performance

appraisal is .000 and the F-ratio is 15.58**. This shows that there

is a statistically significant difference of performance appraisal

practices between three telecom players.

The result shows that performance appraisal is done more in

foreign sector. The foreign sector is evaluating the behavior of

employees in terms of results not efforts. The foreign sector

examines and evaluates the employees work behavior only on

their performance at workplace. They are evaluating their work

behavior with various techniques on regular basis. They are

giving yearly promotions according to their performance at

workplace. But the private sector is also using some techniques to

evaluate the performance of their employees. But the private

sector needs some improvement. As far as public sector is

concerned, there is no regular checkup for their performance.

They are promoted after a longer period of time, because they are

not using proper techniques for performance appraisal practices

to evaluate the performance of their employees. They promote

their employees only on seniority or merit not on their

performance at workplace. So the performance appraisal practice

is more in foreign sector as compared to private and public sector.

Figure 1.1.7 presents the mean value of career planning from

public, private and foreign telecom sector. The mean value of

public sector is 3.50, private sector 3.65 and foreign sector 3.94

as shown in the figure 1.1.7. The P value for the career planning is

.000 and the F-ratio is 13.94**. This shows that there is a

statistically significant difference of career planning practices

between three telecom players.

The result shows that career planning is done more in the foreign

sector. The foreign sector is doing proper career planning. They

are doing it according to their employee's knowledge, skills and

preferences. They are helping their employees to plan their career

in terms of their capacities within the context of organizational

needs. They assess the individual learning and development over

a period of time. They assess their employee's skills, potential,

strengths and their ability to fulfill their aims. The foreign sector

helps their employees to set their career goals and helping to

achieve them. The private sector is also less focusing on it. But

the public sector is unable to focus on this practice in effective

way. The career planning practice is less in public sector as

compared to foreign and private sector.

Figure 1.1.6 Comparison of Performance Appraisal

Practices in Public, Private and Foreign Telecom Sector

Figure 1.1.7 Comparison of Career Planning Practices in

Public, Private and Foreign Telecom Sector

16 PMR   JAN - JUN 2017

4.06 as shown in the figure 1.1.2. The P value for the demand and

supply forecasting is .000 and the F-ratio is 24.90**. This shows

that there is a statistically significant difference of demand and

supply forecasting between three companies.

The foreign and private sectors are much emphasizing on

demand and supply forecasting as compared to the public sector.

Both foreign and private sector are forecasting advance estimates

or calculations of the organization's staffing requirements. They

are estimating how many and what kind of workers will be

needed in future. The foreign and private sectors are taking care

of proper demand of employees in organizations like how many

persons are required at particular post, whom will be posted

according to their knowledge and skill. They are having a proper

detail regarding demand of employees, and as per the

requirement they supply the desired manpower according to their

knowledge, skills and even their suitability. Where as in public

sector they are having very less knowledge about demand and

supply forecasting. They are lacking far behind. They are just

recruiting and placing the person on the job. They are not using

demand and supply in a proper way. The results show that

demand and supply forecasting is done more in foreign sector as

well as in private sector but, very less in public sector.

Figure 1.1.3 presents the mean value of recruitment and selection

from public, private and foreign telecom sector. The mean value

of private sector is 3.86, public sector 3.93 and foreign sector

3.48 as shown in the figure 3.2.3. The P value for the recruitment

and selection is .000 and the F-ratio is 24.37**. This shows that

there is a statistically significant difference of recruitment and

selection between three companies.

The result shows that the private and public both sector are much

emphasizes on recruitment and selection. They are discovering

the highly qualified job applicants in order to establish their

likely suitability for the job position. The results show that

recruitment and selection is done more in the private as well as in

public sector. The private and public sector employs or choose a

suitable candidate to fill a post according to their requirement.

They do the proper scrutiny of the candidates. Their recruitment

and selection system is transparent. They are following the

systematic process for recruitment and selection. They conduct a

pre-recruitment test. They pick the candidates on their merit in

test and select the suitable candidates for post. They take time to

choose the candidates. As far as foreign sector is concerned, they

are not much focusing on the recruitment and selection process.

They are less concerned about recruitment and selection

practices as compared to public and private sector.

Figure 1.1.4 presents the mean value of induction from public,

private and foreign telecom sector. The mean value of public

sector is 3.76, private sector 3.83 and foreign sector 3.67 as

shown in the figure 1.1.4. The P value for the induction is .010

and the F-ratio is 4.61. This shows that there is a no statistically

significant difference of induction between three companies.

The result shows that induction is done more in private sector and

public sector. The private and public sector is doing the

orientation/induction for newly recruits about their post and

organization, whereas in foreign sector they are less concerned

about induction practices. But they all are following the same

induction practices. They all are following the process of

acquainting the new employees with the existing culture and

practices of new organization. They are introducing new

employees to the organization and the work unit and

familiarizing the new members with organization.Figure 1.1.3 Comparison of Recruitment and Selection

Practices in Public, Private and Foreign Telecom Sector

Figure 1.1.4 Comparison of Induction Practices in Public,

Private and Foreign Telecom Sector

Figure 1.1.5 Comparison of Training and Development

Practices in Public, Private and Foreign Telecom Sector
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Figure 1.1.5 presents the mean value of training and development
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3.30 as shown in the figure 1.1.5. The P value for the training and
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strengths and their ability to fulfill their aims. The foreign sector
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achieve them. The private sector is also less focusing on it. But
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4.06 as shown in the figure 1.1.2. The P value for the demand and

supply forecasting is .000 and the F-ratio is 24.90**. This shows

that there is a statistically significant difference of demand and
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The foreign and private sectors are much emphasizing on
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Both foreign and private sector are forecasting advance estimates

or calculations of the organization's staffing requirements. They

are estimating how many and what kind of workers will be

needed in future. The foreign and private sectors are taking care

of proper demand of employees in organizations like how many

persons are required at particular post, whom will be posted

according to their knowledge and skill. They are having a proper

detail regarding demand of employees, and as per the
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well as in private sector but, very less in public sector.

Figure 1.1.3 presents the mean value of recruitment and selection
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of private sector is 3.86, public sector 3.93 and foreign sector
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and selection is .000 and the F-ratio is 24.37**. This shows that
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The result shows that the private and public both sector are much
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likely suitability for the job position. The results show that

recruitment and selection is done more in the private as well as in

public sector. The private and public sector employs or choose a
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Figure 1.1.4 presents the mean value of induction from public,

private and foreign telecom sector. The mean value of public
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Figure 1.1.10 Comparison of Promotion and Transfer

practices in Public, Private and Foreign Telecom Sector

Figure 1.1.11 Comparison of Compensation Practices in

Public, Private and Foreign Telecom Sector

Findings:

Figure 1.1.10 presents the mean value of promotion & transfer

from public, private and foreign telecom sector. The mean value

of public sector is 3.44, private sector 3.60 and foreign sector

3.88 as shown in the figure 1.1.10. The P value for the promotion

and transfer is .000 and the F-ratio is 13.43**. This shows that

there is a statistically significant difference of promotion and

transfer practices between three telecom players.

The result shows that promotion and transfer is done more in the

foreign sector. The employee is posted from one position to

another position for higher attainable salary and other benefits.

There is a wider scope for promotion and transfer in foreign

sector. They are providing more advancement to an employee

for the betterment of the job better in terms of greater

responsibility, more prestige or status, greater skill and especially

rate of pay or salary and movement of employee from one job to

another. They get yearly increment according to their

performance. Whereas the private sector, they are also following

the same practice. But, not in effective way as the foreign sector is

following. The private sector is also trying to follow more

promotion and transfer practices in their organizations to

improve advancement of their employees. As far as public sector

is concerned, they are promoted from time to time; they feel

monotonous from their work environment. The promotion and

transfer practice is less in public sector as compared to foreign

and private sector.

Figure 1.1.11 presents the mean value of compensation from

public, private and foreign telecom sector. The mean value of

public sector is 3.73, private sector 3.61 and foreign sector 3.56

as shown in the figure 1.1.11. The P value for the compensation is

.027 and the F-ratio is 3.62**. This shows that there is no

statistically significant difference of compensation appraisal

practices between three telecom players.

The result shows that the public sector is giving more importance

to compensation of their employees. Money is considered most

important motivation for employees. They are helping the

organization to obtain, maintain and retain a productive

workforce. The public sector employees are getting large

amount of salary, HRA, DA, medical benefits, pension schemes,

other allowances and also job security. But private sector and

foreign sector employees are also getting benefits like public

sector. The employees are satisfied from their salary and other

benefits etc.

From this overall comparison of HRP practices, we found that

seven human resource planning practices of foreign sector

having the highest mean value among all of the three

organizations, two human resource planning practices (training

and development and compensation) of public sector having the

highest mean value among all of the three organizations and two

human resource planning practices (recruitment and selection

and induction) of private sector having the highest mean value

among all of the three organizations. So the results shows that

foreign sector is using effective human resource planning

practices as comparing to public and private sector. So there is a

significant difference of HRP practices between public, private

and foreign telecom sector. From the eleven HRP practices only

three are insignificant i. e. job analysis, induction and

compensation. All other HRP practices mean values are showing

that there is significant difference. The HRP Practices are more
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Figure 1.1.8 Comparison of Succession Planning Practices in

Public, Private and Foreign Telecom Sector

Figure 1.1.9 Comparison of Job Rotation Practices in Public,

Private and Foreign Telecom Sector

Figure 1.1.8 presents the mean value of succession planning from

public, private and foreign telecom sector. The mean value of

public sector is 3.21, private sector 3.67 and foreign sector 4.04

as shown in the figure 1.1.8. The P value for the succession

planning is .000 and the F-ratio is 31.67**. This shows that there

is a statistically significant difference of succession planning

practices between three telecom players.

The result shows that succession planning is done more in the

foreign sector and they are more concerned about identifying,

developing and making the people ready to occupy higher level

jobs and when they fell vacant in case of death, promotion etc.

they are covering the top level posts. If the employee is on leave

or the person retires or the person dies then they replace that

person with new employee, who is within the organization. Only

the experienced and capable employees are placed on this kind of

higher post. Whereas the private sector, they are also focusing on

succession planning practices. But, they are not following as the

foreign sector is doing. As far as public sector is concerned, they

are giving less importance to succession planning or may be not

aware about the succession planning. The public sector does not

post the employee according to their experience and capability.

On the basis of seniority, they place the person on higher post. So

the succession planning is followed effectively in foreign sector.

All the three organizations are using succession planning

differently.

Figure 1.1.9 presents the mean value of job rotation from public,

private and foreign telecom sector. The mean value of public

sector is 3.60, private sector 3.85 and foreign sector 4.24 as

shown in the figure 1.1.9. The P value for the job rotation is .000

and the F-ratio is 29.42**. This shows that there is a highly

statistically significant difference of job rotation practices

between three telecom players.

The result shows that job rotation is done more in the foreign

sector. They are moving their employees to one role to the other

and also move to different tasks to promote experience and

variety. The foreign sector preferred job rotation of the

employees for relieving the stress of employees when working at

the same position. It will also decrease the boredom and

monotony and letting them be more flexible in their positions,

and the private sector is less emphasizes on the job rotation as

compared to the foreign sector. But the private sector is also

trying to follow the same, but not as foreign is using this practice

in effective way. But this practice is not much followed in public

sector. The public sector employees are placed on the job at one

position for many years. They only got promoted. Their

employees feel bored for doing same kind of job for a certain

period of time. So the job rotation is not followed in proper way in

public sector
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Introduction of Retailing

Retailing and Development

Retailing is simply defined as direct interaction or

communication between retailers and consumers. The word

“Retail” is basically come French verb “Retailer”, and the

meaning of it is “to cut up”. It is related with very simple theory of

retailing in which many retailers purchasing the products in a

large quantity and sell in smaller quantities. Retailing is inter-

related part of value chain in organization. It is very important

function of the market and it connected to the organizations and

consumers for a long period of time. Retailing plays a very

significant role to build up the strong relationship with new and

existing customers.

India is flooded by many small retailers and customers. Most of

the retailers are sale its products from the fixed location. It can

also be defined as a maximum value creation from the buying

process. In the business of retailing, not only the qualities of

products are necessary but services are also equally important.

Retailing in India is directly involved with the relationship of

customers and co-ordinated business activities. Many experts say

that retailing is the final step of any economic activity of the

country.

The one of the most difficult for the

retailer is to convince the Indian consumer because Indian

consumers are coming from the different culture, traditions, and

place.

Now, Indian retail industries are going to create worldwide

attention and attracting not only Indian consumers but also

international consumers. Many international players like

Reliance, KK Modi, AdityaBiral and Bharti Group performing

really marvelous compare to some international players. Even

many other international players are showing their interest

towards dynamic Indian retail market. When business and

consumer comes directly in the contact with each other than its

define as retailing, therefore, encompasses all forms of direct

marketing too, in its broader sense and all above activities

perform by retailers in retailing.

Retailing and economy have old relationship and any retailer

activity play important role to develop economic conditions.“According to Philip Kotler: “Retail include all the

activities involved in selling goods or services to the final

consumers for personal, non-business use. A retailer or retail

store was any business enterprise whose sales volume comes

primarily from retailing”.
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effective in foreign sector and moderate effective in private

sector and very less effective in public sector.

All the three organizations have different process of using HRP

practices. So our hypothesis is accepted that there is a significant

difference between HRP practices in public, private and foreign

telecom sector.

From the following analysis it is found that there is a significant

difference between the HRP Practices of public, private and

foreign telecom sector. All the three sectors are using different

process of HRP practices. Total eleven HRP practices have been

taken for the study. From these eleven HRP practices only three

are statistically insignificant i. e. job analysis, induction and

compensation. It means that the three organizations are using the

same process of these three practices in their organization. On the

other hand, the eight HRP practices result shows that there is

significant difference between the HRP practices of public,

private and foreign sector. The three organizations are using

different process of these practices. They are not the same. From

three organizations (BSNL, Bharti Airtel and Vodafone) selected

for the study result reveals that the foreign sector is using these

practices very effectively, followed by private sector, but public

sector is not good at using HRPpractices effectively.
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STATEMENT OFTHE PROBLEM

In India, there are two types of retailing sectors. First is organized

and second is unorganized retailing sector. Most of the area of

India is covered by unorganized retail sector. The unorganized

retailers are providing different types of products and services to

consumers. Small retailers are very reasonable in price like

Kirana stores, local vendors and many others. While big retailers

are not reasonable but they offering branded products to

consumers like Pantaloons, Retail India, Spencer Retail and

Shoppers stop. But with the revealed of foreign direct investment

(FDI) in single brand retail and cash- and carry formats, a new

page unfolded in the retail space. But due to the recent changes in

the field of retailing and with the entry of big domestic

corporations as well as multinational and foreign companies into

the field of various retailing ventures, the existing unorganized

retailers have also been forced to change their existing business

structure.The people have different perception on above

segments of organized and unorganized retail sector. There are

many issues, which emerging in today is retail market and for that

reason this topic is necessary to discuss in depth.
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Major Global Retail Players:

It is universal fact that no any country can develop without

development in economy and economy never can be charged

without development of retailing. Retail sector is a most

important contributor to the growth of economy of any country.

There are many global retail player in the world but we have

listed out top 15 global retail players in the below table1.1.

2014

Rank
Country

Market

Attractiveness

Country

Risk

Market

Saturation

GRDI

Score

1 Chile 100.0 100.0 13.2 65.1

2 China 60.9 52.5 44.5 64.4

3 Uruguay 93.4 57.5 70.3 63.4

4 United Arab Emirates 98.5 82.3 17.5 60.5

5 Brazil 99.4 59.8 48.7 60.3

6 Armenia 26.4 35.3 81.5 57.5

7 Georgia 32.4 32.8 79.6 55.9

8 Kuwait 78.8 72.6 32.9 54.0

9 Malaysia 66.7 68.7 32.2 52.8

10 Kazakhstan 45.4 38.5 72.7 52.7

To Consider In Global Retail Development Index

11 Turkey 83.6 50.2 46.5 52.6

12 Russia 94.0 38.4 30.7 52.4

13 Peru 46.0 43.0 61.9 50.6

14 Panama 56.2 46.9 52.7 49.3

15 Indonesia 46.2 33.4 57.7 49.2

16 Oman 75.1 79.1 27.0 48.1

17 Sri Lanka 6.3 36.7 78.8 47.3

19 Nigeria 39.6 6.6 92.3 46.6

20 India 26.4 39.0 72.3 45.3

Table: 1.1 2014 Global Retail Development Index Country Wise:

Source: 2014 Global Retail Development Index, Full Steam Ahead For Global Retailers, AT Kearney Analysis, p: 02.

0= Low Attractiveness 0= Saturated 100= Not Saturated0= High Risk

Table: 1.2 World's Top 15 Retailers

Source: 2014 Global Retail Report, Deloitte Touche Tohmatsu.

Rank Name of Company Origin Formats

2012

Parent

Company

Group

Revenue

(US$M)

Count

ries of

Oper

ations

1 Wal Mart U.S
Hypermarket/

Supercenter/Superstore
469,162 28

2 Tesco PLC U.K
Hypermarket/

Supercenter/Superstore
102,889 13

3
Costco Wholesale

Corporation
U.S

Cash & Carry/

Warehouse Club
99,137 09

4 Carrefour S.A France
Hypermarket/

Supercenter/Superstore
100,906 31

5 The Kroger Co. U.S Supermarket 96,751 1

6
Schwarz Unternehmes

Treuhand KG
Germany Discount Store 87,236 26

7 Metro AG Germany
Cash & Carry/

Warehouse Club
85,832 32

8 The Home Depot, Inc. U.S Home Improvement 74,754 5

9 AldiEinkauf GmbH & Co. Germany Discount Store 73,035 17

10 Target Corporation U.S
Discount Department

Store
73,301 1

11 Walgreen Co. U.S Drug Store/Pharmacy 71,633 2

12 CVS Caremark Corp. U.S Drug Store/Pharmacy 123,133 2

13 Aeon Co., Ltd Japan
Hypermarket/Supercenter

/Superstore
69,588 10

14 GroupeAuchan SA France
Hypermarket/Supercenter

/Superstore
60,357 13

15 Woolworths Limited Australia Supermarket 60,273 2
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HISTORYOFFDI IN INDIA

FOREIGN DIRECT INVESTMENT

FDI is helpful and play a very significant role in some

developing countries however it has some advantages and

disadvantages.

In 1997, our country allowed Foreign Direct Investment in cash

and carry wholesale. This approval and permission was easily

passed by government in the year 2006. Indian retail market

attracted about 1.8 billion dollar in FDI between the years 2000 to

2010.

In India, single brand retailing attracted around 94% proposals

between the years 2006 and 2010, out of which 57 were accepted

for the final approval and implemented. In other side, China

allows 100% ownership and allows in single and multi-brand

retail sector with the help of international companies.

Indian retail sector have some limitations. India has many

drawbacks in terms of infrastructure facilities. India has limited

storage facilities. It has only 5386 cold storages. Most of the cold

storage is usages for potatoes.

Deesa have the highest

potatoes production in Gujarat

state. Deesa is a small town of

Gujarat state which is situated

in Banaskantha District.

We have also problem in cold

chain infrastructure but FDI

have declared 100% in cold

chain.“

”.

Many people and studies

suggested that one of the key causes of India's high inflation is

lack of infrastructure facilities. One study suggested that over

30% of food staples and perishable goods spoil because of poor

infrastructure facilities, equipment facilities and transportation

facilities.

The Indian retail market started accelerating sales in the year

2011 up to 470$ a year. Some experts said that Indian retail

industry will take time to convert the market from unorganized to

organize.

Some experts and

specialized people said that

cold storage infrastructure

will become economically

viable only when there is

strong and contractually

i n c re a s e d e m a n d f ro m

organized retail
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RETAILFORMATS IN INDIA

India is a large marketplace, with diversities in terms of people,

culture, cities, region, etc. and various companies work on

different models to cater to the diverse needs on people.

Likewise, in retail various formats co-exist and continue to grow.

Today, the scenario is changed. Modern retailing attracts more

customers and traditional retailing attracts less.

The first slap of modern retail sector was apparent in late 1990's

when the concept of departmental store was so famous in Indian

market. These department stores were perceived more like a

mall-the air conditioning environment selling quality products

under one roof. During this period, specialty stores also gained

popularity in varied segments like books and music, consumer

durables, etc. though with very a limited penetrations.

The second phase was really interesting when several large

players came in the food industry and grocery market,

supermarket and convenience stores. This phase was more about

testing the market, creating consumer awareness and selling the

propositions of modern stores to them.

Major growth was seen during 2008 to 2010 when the concept of

modern retailing was gaining popularity. This period was marked

with launch of various malls as well as entry of large international

groups primarily in cash and carry and speciality stores format.

This was the time when retailers focused more on strengthening

their back-end systems and get themselves up for the rapid

expansion phase.

In the spell of 2010, several international players had started to

move out form the market. They were in critical conditionand not

able to be survive. They had only one option for the survival and

that was mass expansion, quick changes in the business and

understands the needs and expectations of the new consumers.

Many new international players started to make plan to enter in

the Indian market when government decided to allow FDI. Many

researcher and retailers analysts the Indian retail formats with the

growth and expansion of retailing in India. Retail formats are

classified on the basis of products categories dealt, as indicated

below.

Source: Indian Retail Report: 2013

Classification of Retail Formats in India

Source: www.tradingeconomics.com

Figure: 1.1 Retail formats are classified on the basis of products categories dealt, as indicated below.
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FDI IN AGRICULTURAL, TRADING AND SINGLE

BRAND RETAILSECTOR OFINDIA

PROBLEMS FACED BYAGRICULTURE SECTOR

BENEFITS OFFDI IN INDIAN RETAILSECTOR

(1) Growth and Development in Economy:

Majority of the farmers in India have less than 2 acres of land.

Only those farmers can adopt modern technologies who have

large land facility.

In India, most of the farmers and agriculture sector are depends

on monsoon season. If monsoon seasons are good then there is no

problem with farmers and agriculture sector. Government should

arrange proper water facilities for the farmers so they can do

management of irrigation facilities properly.

Indian farming facilities is less sustainable than other countries of

the world due to poor application of technology.

In India, the weather condition is very different. Crops in

agriculture sector require different climate conditions. However

rice and wheat are producing in to the large geographical area of

India. India is importing cooking oil from other countries. Punjab

state has highest production of wheat.

In India, we have a serious problem in marketing and supply

channel. Farmers have many problems in agriculture sectors.

These are the major issues which should be taken at state or

regional level. Another major issue is lack of proper marketing

channels which makes them victims in the hands of voracious

middlemen and ultimately restricts their income.

Food wastages are running into lakhs in lakhs of rupees every

year in this country where more than twenty five percentages is

live below poverty line and millions of people go hungry day

after day.

Due to foreign

companies entering into retail sector, new infrastructure

will be built thereby bolstering the jagging real estate sector.

Now on other side, banking sector in India will increase the

funds to build infrastructure.

FDI 2016 Policy for Agriculture Sector

Problems of Small and Medium Farmers

FDI 2016 Policy forTrading Sector

FDI 2016 Policy for Single Brand Retail Product
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(2) Job Opportunities:

(3) Benefits to IndianFarmers:

(4) Benefits to consumers:

(5) Lack of Infrastructure:

(6) Cheaper or Inexpensive Production Facilities:

(7) Availability of new and latest Technology:

(8) Availability of Long term cash liquidity:

(9) Conducive for the country's economic growth

(10)

(12)

ADVENT OFFDI IN INDIA

OBJECTIVES OFTHE STUDY

RESEARCH QUESTION

POPULATION OFTHE STUDY

SAMPLINGand SAMPLINGTECHNIQUES

DATACOLLECTION

It is assumed that government of India

will create 10 million new jobs in retail and real estate

sector.

The retail sector is very vast

and intermediate play a very important role between

manufacturer and retailing business. So, Indian farmers and

manufacturers in India actually lose their income and profit

margin. This is the major issue which can be solving by FDI.

This issue can be resolved by FD1, if farmers do contract

and paid them very effectively.

The consumers have highest

benefits. Consumers can get different types of products

with good quality and with affordable price.

This is the common but major

issue and problem with retail sector as well as farming

sector. India is a very good fruits and vegetables producers

but it has lack of cold storage facilities which directly affect

the selling and consumers in the market. FDI is the best

option through which better logistic a, infrastructure, better

technology and transportation facility can be provided.

FDI will

helpful in to providing inexpensive production facilities. If

economic condition improve than production facilities will

be available or facilitate at cheaper price and it will resulting

in to less price products availability to ultimate customers.

FDI permit and

transfer of skills and technology, equipment, modern

machineries from abroad and develops the infrastructure of

the domestic country. Greater managerial talent will flow in

from other countries. Domestic consumer will get the

benefit of getting great variety and quality products at all

price points.

FDI will supply

necessary capital for establishing organized retail chain

stores. It is a long term investment because the physical

capital in the domestic company is not easily liquidated.

: FDI will

create not only domestic competition but also global

competition and it will give many benefits with lower prices

to the people, consumers, farmers and society. It will also

generate employment within a country. It will change the

lifestyle of every people.

Indian government predicted that if foreign players will

start to purchase the goods from Indian micro and small

industries than it will create positive impact and accelerate

employment and income level.

Some countries have 100% FDI in retail sector. Example:

China, Indonesia and Thailand. These all countries have

high growth in agro processing industry, refrigeration

technology and infrastructure.

The first concept of “Cash and Carry” was introduced and notify

in the FDI policy in 1998. The permission of 100% FDI under the

direct route for business for the other companies was not exactly

defined in the earlier FDI policy.

Many online retail players likeAmazon are operating in India.At

present, many online companies are targeting to Indian

consumers by buildup the relationship with the supply chain and

transport companies to deliver the products. Crate & Barrel is a

more than 170 store American chain of retail stores, based in

Northbrook, Illinois, specializing in housewares, furniture, and

home accessories.The company name is “Crate and Barrel” has

also started online website in India to attract the mass number of

consumers. The present government have also make some

changes and seriously thinking on 100% FDI for trading, e-

commerce, food manufacturing and other products

manufacturing in India. Our government are also going to declare

100% FDI in defense sector.

1. To study the Indian Retail Sector

2. To find the facts about FDI in India

3. To know the impact of FDI on Indian retailers and farmers

1. What will be the impact of FDI on Indian retail and

farmers?

2. How it can be it affect to Indian retailers and farmers?

Population study is really important to identify in the research

study.All the actual retailersand the farmers make the population

for the research.

We had asked to 200 retailers and farmers on the issue of FDI and

collected their opinions and suggestions. The researcher has

applied Non-probability sampling (convenience sampling)

technique is carried out in various stages. Here Non-Probability

convenient random sampling technique based on judgment of

surveyor has been used for the purpose of data collection. The

populations elements have been selected on the basis of

researcher own judgment.

The data used for the present study is primary in nature. The

primary data was collected through the field survey.A non-

disguised structured questionnaire is used as a data collection

tool. An attempt is made to include a good cross section of the

population.

As a part of the research, secondary data have been collected

1. Primary Data Collection

2. Secondary Data Collection
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Sector Wise /Activity Wise % of

Equity/ FDI Cap Entry Route

Sector/

Activity %

of Equity/

FDI Cap

Entry

Route

Sector/

Activity

% of

Equity/

FDI Cap

Entry

Route

(A) Floriculture, Horticulture,

Apiculture and Cultivation of

Vegetables & Mushrooms under

controlled conditions.

100% Automatic

(B) Development and Production

of seeds and planting material;

(C) Animal Husbandry (including

breeding of dogs), Pisciculture,

Aquaculture, under controlled

conditions; and

(D) Services related to agro and
allied sectors

Note: Besides the above, FDI is

not allowed in any other

agricultural sector/activity

Sector/Activity % of Equity/

FDI Cap Entry Route

Sector/

Activity %

of Equity/

FDI Cap

Entry

Route

Sector/

Activity

% of

Equity/

FDI Cap

Entry

Route

Cash & Carry Wholesale
Trading/Wholesale Trading
(including sourcing from MSEs)
100% Automatic

100% Automatic

Sector/Activity % of Equity/

FDI Cap Entry Route

Sector/

Activity %

of Equity/

FDI Cap

Entry

Route

Sector/

Activity %

of Equity/

FDI Cap

Entry

Route

Single Brand product retail
trading 100% Automatic up to
49% Government route beyond
49%

100% Automatic
up to 49%
Governme
nt route
beyond
49%

Not Applying Fertilizers
and Pesticides

Sale at Low Price

Urgent Sale at
Below Production Cost

No Surplus

Challenge of Availability of

Timely Credit or Inadequate

Capital for Loan

Poor Quality of
Seeds Apply
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Majority of the farmers in India have less than 2 acres of land.

Only those farmers can adopt modern technologies who have

large land facility.

In India, most of the farmers and agriculture sector are depends

on monsoon season. If monsoon seasons are good then there is no

problem with farmers and agriculture sector. Government should

arrange proper water facilities for the farmers so they can do
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Indian farming facilities is less sustainable than other countries of

the world due to poor application of technology.

In India, the weather condition is very different. Crops in

agriculture sector require different climate conditions. However

rice and wheat are producing in to the large geographical area of

India. India is importing cooking oil from other countries. Punjab

state has highest production of wheat.
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channel. Farmers have many problems in agriculture sectors.
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channels which makes them victims in the hands of voracious

middlemen and ultimately restricts their income.

Food wastages are running into lakhs in lakhs of rupees every
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stake in OFD Holding BV, a Netherlands-based fruit

distribution company, for Rs 36 crore (EUR 5 million),

which will provide MASL access to European and Chinese

markets for Indian grapes.

Mahindra and Mahindra Ltd has acquired or purchased 35

per cent stake in a Finnish combine harvesters

manufacturer, SampoRoselnewOy, for US$ 20.46 million

and will jointly focus on the combine harvester business in

Asia, Africa and Eurasian Economic Union countries. This

will lead in to overall development and growth in India.

Mahindra & Mahindra (M&M), India's leading and

prestigious tractor and utility vehicle manufacturer, has

entered into pulses retailing under the brand 'NuPro'. Going

forward, the company plans to foray into e-retailing which

is really required now days and sale of dairy products.

Fertiliser cooperative IFFCO launched or project a joint

venture with Japanese firm Mitsubishi Corp for

manufacturing agrochemicals which is used in agriculture

sector in India.

Rabo Equity Advisors, is the 51% Rabobank held company

and the private equity arm of Netherlands-based Rabo

Group, raised US$ 100 million dollar for the first close of its

second fund India Agri Business Fund II. The fund plans to

invest US$ 1517 million in 1012 companies.

Oman India Joint Investment Fund (OIJIF), a joint venture

(JV) between the State Bank of India (SBI) and State

General Reserve Fund (SGRF), invested Rs 95 crore (US$

13.94 million) in GSP Crop Science, a Gujarat-based

agrochemicals company.

From the above theory, explanation, views and criticism by

authors, politicians and some other experts, I personally come to

on decision that FDI have two faces. It is good for Indian

agriculture sector and on other side it has diverse effect on Indian

retail sector. First I would like to discuss with Indian agriculture

sector. Our agriculture sector is one of the largest and 70% our

Indian economy is dependent. It is predicted that, FDI with

Indian agriculture sector will create positive impact on the 700

million rural peoples, living in about 6 lakh villages. Rapid

investment in technology, development, irrigation,

infrastructure, provision of agriculture credit and subsidies are

the major factors contributed to agriculture growth. FDI in

agriculture sector will definitely increase the employment

opportunities. FDI will provide modern machineries and

equipment to the farmers which would be really helpful in faster

productions.

Now, how can I forget the role of FDI towards Indian retail

sector? FDI have some benefits in retail sector but if I look in to

the past scenario of Indian retail than majority of the Indian retail

sector is cluster of “

·

·

·

·

·

SUGGESTIONS AND FINDINGS OF RETAILERS AND

FARMERS

Perception of Small Retailers on the new FDI policy in

Retailing in India

Conclusion

kiranawala store, mom and pop shop,
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from various Journals, Magazines, Proceedings of Seminars and

Conferences, and various other institutes libraries.

1. Permission of FDI in agriculture retailing is likely to ensure

adequate flow of capital into rural economy. That will increase

farmer's income level and also it will positively affect to farmer's

lifestyle.

2. Farmers have many challenges in agriculture field. They do not

have an adequate infrastructure facilities, machineries and

equipment's. Even they have poor storage facilities which forced

to them to sell the agriculture products at cheaper price.

3. The FDI policy is beneficial to local domestic companies in

India. These industries can boost the country's domestic

manufacturing.

4. There is limitation in the investment for foreign companies.

The limit has been set at US$100 million, out of which at least

fifty percent must be used to improve transportation facilities,

storage, and packaging and distribution facilities.

5. Indian farmers should take benefits from the foreign players.

This will be directly benefited to farmers with increasing storage

facilities, machineries and infrastructure facilities.

6. According to Indian Government, FDI will also increase the

number of job opportunities with ten years in transportation,

packaging, agriculture processing and others.

1. Some people have no objection but FDI policy will create the

problem at domestic level and small retailers have to be suffering.

2. Farmers in the west have paid a big price, with hundreds of

thousands forced to shut down their farms, due to corporatization

of the farming sector. We have best examples of some western

countries. The UK food retailing industry, for example, is now

dominated by just four supermarket chains who together account

for over two thirds of retail food sales. This results in the retailer

exercising enormous control over their suppliers, which includes

the farmers.

3. Mckinsey study claims that retail productivity in India is very

low as compared to its international peers.

4. Now days, foreign brand is available in the Indian and the

consumer's inclination towards international brands might affect

the country's in-house brands.

5. In a monsoon dependent agriculture, FDI can move out if there

are two or three consecutive bad seasons and then the contract

farmers could be left stranded and have to depend on MSP

offered by government.

6. Farmers may be given remunerative prices initially, but

eventually they will be at the mercy of big retailers.

The then opposition party in India, Bharatiya Janata Party (BJP)

was opposed to FDI in retail. stated by the then Leader of

Opposition in Lok Sabha and now Union Minster for External

Affairs, Sushma Swaraj, the UPA never tried to create any

consensus regard ing the issue or talk with the opposition prior to

their campaign in support of FDI in retail.

Swaraj also expressed her worries regarding the possible

condition of small traders and farmers once FDI was introduced

in retail. She stated that the big retailers were not coming to India

because they wanted to be charitable but because they saw India

as a major market.

Mulayam Singh Yadav, the head of Samajwadi Party, and an

opponent of FDI in retail also questioned the logic of introducing

the same only in the bigger cities with more than 10 lakh people.

Yadav felt that this decision would only result in unemployment.

Trinamool Congress (TMC), a former ally of UPA, had left the

coalition during September 2012 as a mark of protest against

steps like FDI in retail.

Now that the BJP-led government is in power at the Centre, it is to

be seen whether it goes ahead with the decision to allow 51 per

cent foreign direct investment (FDI) in multi-brand retail by the

UPA-II government. Though Nirmala Sitharaman, in charge of

the commerce and industry portfolio as well as a minister of state

for Finance and Corporate Affairs, has stated that the party is

against FDI in multi-brand retail, reversing the decision of the

previous government will not be easy, given the NarendraModi

government's keenness to woo investment, both domestic and

foreign, to improve the Indian economy.

According to the Department of Industrial Policy and Promotion

(DIPP), the Indian agricultural services and agricultural

machinery sectors have cumulatively attracted Foreign Direct

Investment (FDI) equity inflow of about US$ 2,299.83 million

fromApril 2000 to September 2016.

Some major investments and developments in agriculture in the

recent past are as follows:

India and Brazil have signed and negotiate a bilateral

investment agreement and it is good, aimed at enhancing or

acceleratingmutual cooperation in areas of agriculture

sector, cattle genomics, ship building, pharmaceuticals,

defenseequipments production, ethanol production and oil

and gas, between the countries.

Zephyr Peacock, the India-focused private equity fund of

US-based Zephyr Management, has invested money an

undisclosed amount in Bengaluru-based potato seeds firm

Utkal Tubers India Pvt Ltd, which will be used to produce

high-quality mini-tubers in a tissue culture laboratory and

provide the best services to people.

MahindraAgri Solutions Ltd (MASL), a unit of Mahindra &

Mahindra Ltd, has agreed and ready to purchase 60 per cent

OPPORTUNITIESAND CHALLENGES:

Political opposition to FDI in Retail

Investments

The positive outcomes of the policy are as follows:

The FDI policy also comes with its share of disadvantages of the

policy are:

·

·

·

Opinion No of

Respondents

Percentage

FDI will fade away the middle
men from the value chain.

45 22.5 %

FDI will introduce modern
farming technologies in
agriculture marketing.

52 26%

It can improve the marketing
and supply channel.

55 27.5%

It can enhance the facilities of
cold storage and warehouse.

40 20%

FDI will not give fair prices
on agriculture products.

08 04%

Total 200 100%

Opinion Agree Disagree Neutral

FDI will help to supply
world class supply chain to
the retailers.

125 45 30

Investments in back-end

infrastructure and other

facilities will lead to more

efficient retail trade.

141 40 19

Consumers will be entitled
to experience variety, high-
quality merchandise, and
superior customer service at
reasonable price.

19 152 29

Big stores will provide all
products at cheaper price.

29 161 10

Big stores or Malls will
attract more customers with
better services.

21 167 12

The strategy of small
retailers can be better than
big stores.

110 35 43

Small retailers have a
problem in marketing and
selling because of
organized retailers.

136 45 45

Organized retailers will be
the competitors for small
retailers.

180 11 09

Opinion of Farmers for New FDI Policy



stake in OFD Holding BV, a Netherlands-based fruit

distribution company, for Rs 36 crore (EUR 5 million),

which will provide MASL access to European and Chinese

markets for Indian grapes.

Mahindra and Mahindra Ltd has acquired or purchased 35

per cent stake in a Finnish combine harvesters

manufacturer, SampoRoselnewOy, for US$ 20.46 million

and will jointly focus on the combine harvester business in

Asia, Africa and Eurasian Economic Union countries. This

will lead in to overall development and growth in India.

Mahindra & Mahindra (M&M), India's leading and

prestigious tractor and utility vehicle manufacturer, has

entered into pulses retailing under the brand 'NuPro'. Going

forward, the company plans to foray into e-retailing which

is really required now days and sale of dairy products.

Fertiliser cooperative IFFCO launched or project a joint

venture with Japanese firm Mitsubishi Corp for

manufacturing agrochemicals which is used in agriculture

sector in India.

Rabo Equity Advisors, is the 51% Rabobank held company

and the private equity arm of Netherlands-based Rabo

Group, raised US$ 100 million dollar for the first close of its

second fund India Agri Business Fund II. The fund plans to

invest US$ 1517 million in 1012 companies.

Oman India Joint Investment Fund (OIJIF), a joint venture

(JV) between the State Bank of India (SBI) and State

General Reserve Fund (SGRF), invested Rs 95 crore (US$

13.94 million) in GSP Crop Science, a Gujarat-based

agrochemicals company.

From the above theory, explanation, views and criticism by

authors, politicians and some other experts, I personally come to

on decision that FDI have two faces. It is good for Indian

agriculture sector and on other side it has diverse effect on Indian

retail sector. First I would like to discuss with Indian agriculture

sector. Our agriculture sector is one of the largest and 70% our

Indian economy is dependent. It is predicted that, FDI with

Indian agriculture sector will create positive impact on the 700

million rural peoples, living in about 6 lakh villages. Rapid

investment in technology, development, irrigation,

infrastructure, provision of agriculture credit and subsidies are

the major factors contributed to agriculture growth. FDI in

agriculture sector will definitely increase the employment

opportunities. FDI will provide modern machineries and

equipment to the farmers which would be really helpful in faster

productions.

Now, how can I forget the role of FDI towards Indian retail

sector? FDI have some benefits in retail sector but if I look in to

the past scenario of Indian retail than majority of the Indian retail

sector is cluster of “

·

·

·

·

·

SUGGESTIONS AND FINDINGS OF RETAILERS AND

FARMERS

Perception of Small Retailers on the new FDI policy in

Retailing in India

Conclusion

kiranawala store, mom and pop shop,
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from various Journals, Magazines, Proceedings of Seminars and

Conferences, and various other institutes libraries.

1. Permission of FDI in agriculture retailing is likely to ensure

adequate flow of capital into rural economy. That will increase

farmer's income level and also it will positively affect to farmer's

lifestyle.

2. Farmers have many challenges in agriculture field. They do not

have an adequate infrastructure facilities, machineries and

equipment's. Even they have poor storage facilities which forced

to them to sell the agriculture products at cheaper price.

3. The FDI policy is beneficial to local domestic companies in

India. These industries can boost the country's domestic

manufacturing.

4. There is limitation in the investment for foreign companies.

The limit has been set at US$100 million, out of which at least

fifty percent must be used to improve transportation facilities,

storage, and packaging and distribution facilities.

5. Indian farmers should take benefits from the foreign players.

This will be directly benefited to farmers with increasing storage

facilities, machineries and infrastructure facilities.

6. According to Indian Government, FDI will also increase the

number of job opportunities with ten years in transportation,

packaging, agriculture processing and others.

1. Some people have no objection but FDI policy will create the

problem at domestic level and small retailers have to be suffering.

2. Farmers in the west have paid a big price, with hundreds of

thousands forced to shut down their farms, due to corporatization

of the farming sector. We have best examples of some western

countries. The UK food retailing industry, for example, is now

dominated by just four supermarket chains who together account

for over two thirds of retail food sales. This results in the retailer

exercising enormous control over their suppliers, which includes

the farmers.

3. Mckinsey study claims that retail productivity in India is very

low as compared to its international peers.

4. Now days, foreign brand is available in the Indian and the

consumer's inclination towards international brands might affect

the country's in-house brands.

5. In a monsoon dependent agriculture, FDI can move out if there

are two or three consecutive bad seasons and then the contract

farmers could be left stranded and have to depend on MSP

offered by government.

6. Farmers may be given remunerative prices initially, but

eventually they will be at the mercy of big retailers.

The then opposition party in India, Bharatiya Janata Party (BJP)

was opposed to FDI in retail. stated by the then Leader of

Opposition in Lok Sabha and now Union Minster for External

Affairs, Sushma Swaraj, the UPA never tried to create any

consensus regard ing the issue or talk with the opposition prior to

their campaign in support of FDI in retail.

Swaraj also expressed her worries regarding the possible

condition of small traders and farmers once FDI was introduced

in retail. She stated that the big retailers were not coming to India

because they wanted to be charitable but because they saw India

as a major market.

Mulayam Singh Yadav, the head of Samajwadi Party, and an

opponent of FDI in retail also questioned the logic of introducing

the same only in the bigger cities with more than 10 lakh people.

Yadav felt that this decision would only result in unemployment.

Trinamool Congress (TMC), a former ally of UPA, had left the

coalition during September 2012 as a mark of protest against

steps like FDI in retail.

Now that the BJP-led government is in power at the Centre, it is to

be seen whether it goes ahead with the decision to allow 51 per

cent foreign direct investment (FDI) in multi-brand retail by the

UPA-II government. Though Nirmala Sitharaman, in charge of

the commerce and industry portfolio as well as a minister of state

for Finance and Corporate Affairs, has stated that the party is

against FDI in multi-brand retail, reversing the decision of the

previous government will not be easy, given the NarendraModi

government's keenness to woo investment, both domestic and

foreign, to improve the Indian economy.

According to the Department of Industrial Policy and Promotion

(DIPP), the Indian agricultural services and agricultural

machinery sectors have cumulatively attracted Foreign Direct

Investment (FDI) equity inflow of about US$ 2,299.83 million

fromApril 2000 to September 2016.

Some major investments and developments in agriculture in the

recent past are as follows:

India and Brazil have signed and negotiate a bilateral

investment agreement and it is good, aimed at enhancing or

acceleratingmutual cooperation in areas of agriculture

sector, cattle genomics, ship building, pharmaceuticals,

defenseequipments production, ethanol production and oil

and gas, between the countries.

Zephyr Peacock, the India-focused private equity fund of

US-based Zephyr Management, has invested money an

undisclosed amount in Bengaluru-based potato seeds firm

Utkal Tubers India Pvt Ltd, which will be used to produce

high-quality mini-tubers in a tissue culture laboratory and

provide the best services to people.

MahindraAgri Solutions Ltd (MASL), a unit of Mahindra &

Mahindra Ltd, has agreed and ready to purchase 60 per cent

OPPORTUNITIESAND CHALLENGES:

Political opposition to FDI in Retail

Investments

The positive outcomes of the policy are as follows:

The FDI policy also comes with its share of disadvantages of the

policy are:

·

·

·

Opinion No of

Respondents

Percentage

FDI will fade away the middle
men from the value chain.

45 22.5 %

FDI will introduce modern
farming technologies in
agriculture marketing.

52 26%

It can improve the marketing
and supply channel.

55 27.5%

It can enhance the facilities of
cold storage and warehouse.

40 20%

FDI will not give fair prices
on agriculture products.

08 04%

Total 200 100%

Opinion Agree Disagree Neutral

FDI will help to supply
world class supply chain to
the retailers.

125 45 30

Investments in back-end

infrastructure and other

facilities will lead to more

efficient retail trade.

141 40 19

Consumers will be entitled
to experience variety, high-
quality merchandise, and
superior customer service at
reasonable price.

19 152 29

Big stores will provide all
products at cheaper price.

29 161 10

Big stores or Malls will
attract more customers with
better services.

21 167 12

The strategy of small
retailers can be better than
big stores.

110 35 43

Small retailers have a
problem in marketing and
selling because of
organized retailers.

136 45 45

Organized retailers will be
the competitors for small
retailers.

180 11 09
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Economic development and social wellness of a country depends

upon the level of education of its people (Ozturk, 2001).

Education sector of India is one of the largest sectors in the world.

Indian higher education including the technical education is the

third largest system after USA and China (Agarwal, 2006). For

higher education in India, there are two major governing bodies

which regulate the higher education, namely University Grants

Commission (UGC) and All India Council for Technical

Education (AICTE). UGC regulates all streams of education

through the Centre/State, Deemed universities, Private

universities and the autonomous colleges. On the other hand,

AICTE has been specifically created to regulate technical

education at the national level. In addition to these two national

level regulatory bodies there are number of other national level

regulatory bodies. These include Distance Education Council,

Indian Council of Agriculture Research, Bar Council of India,

National Council for Teacher's Education, Medical Council of

India, Pharmacy Council of India, Indian Nursing Council,

Dental Council of India etc. There are many higher level

institutions which are funded by Central Government. These

institutions include forty four Central Universities, one hundred

and thirty Deemed Universities, forty six Technical Institutions

(sixteen IIT's and thirty NIT's), thirteen Indian Institution of

Management, four Information Technology Institutions, six

Science & Research Councils, three Planning & Architecture

Institutions, four National Institutes for Technical Teachers'

Training & Research, two Planning & Consultancy Institutions,

seven region/sector specific Institutions. Out of total forty four

Central Universities, thirty nine are funded through UGC, three

Universities i.e. IGNOU, South Asian and Nalanda Universities

are funded by Ministry of Human Resource Development,

Central Agricultural University is funded by Ministry of

Agriculture and Indian Maritime University is funded by

Ministry of Shipping and Transport. (Ministry of Human

Resource Development,Annual Report (2014-15).

History of management education is seen from 1960's with very

less number as well as types of institutes (Manimala, 2006).

Evolution of management education is dated back in 19 century.

India's first business school has been set up by Britisher's in 1886

in Chennai i.e. Commercial School of Pacchiappa with focus on

commercial side of business. Then, in 1913 Sydenham college

was established in Mumbai, in 1920 another commerce college

th
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traditional melas, panwala and other small stores.

“Indian Institute of Management, Ahmedabad”,

Principles of Retailing

Basics of retail Management” VK

Publication ISBN: ,

“Indian Institute of Management, Ahmedabad”,

“International Journal

in Commerce, IT & Social Sciences (Impact Factor:

2.446)”,

“Marketing Management-Text

&Cases”,

” Direct

involvement of FDI will harmful to small retailers. Though,

approval of FDI in India will become positive for farmers, who

are engaged in trading of the agriculture products. The decision

of FDI will also give benefit to those consumers who want

modern lifestyle products at cheaper price. Supermarkets are so

famous in India and they provide all kind of products at cheaper

price. They purchased all products at cheaper rate in a bulk and

the same products sell to the customers at cheaper rate. This will

be result in to shut down the door of small retailers and other

vendors. FDI in retail will extract or filter out the country's

revenue to foreign countries, which may cause negative impact

on India's economy.
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Globalization in the country has invited large number of private bodies to set up higher education institutions in the various parts

of country. The reasons like lack of funds with the government on one hand and opening up of the economy which raised the

demand of professional manpower on other hand led to the establishment of large number of institutes to fill the gaps. In this

context, there has been massive growth of management institutes in the country. The present paper discusses the growth of

management institutes with special reference to the State of Punjab. With the growth of management institutes, study also

investigates the admission criteria followed by the students to be admitted in these institutes. For this, primary data has been

collected through questionnaire from students. Also the comparison of priorities related to the dimensions considered by the

students and faculty members for the determination of quality of management education is studied. For this purpose data on

ordinal scale have been gathered from 590 students and 180 faculty members. Results show that the growth of management

institutes is disproportionate over a period of time and most of the institutes are situated in Malwa region of Punjab followed by

Doaba region. Study also reflects that majority of the students took admission through management quota. However, both students

and faculty members gave similar ranking to the dimensions of quality of management education. The top most priority is given to

“Faculty” and “Teaching Methodology” and the last priority assigned by both categories of respondents is “Fee Structure”.
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Economic development and social wellness of a country depends

upon the level of education of its people (Ozturk, 2001).

Education sector of India is one of the largest sectors in the world.

Indian higher education including the technical education is the

third largest system after USA and China (Agarwal, 2006). For

higher education in India, there are two major governing bodies

which regulate the higher education, namely University Grants

Commission (UGC) and All India Council for Technical

Education (AICTE). UGC regulates all streams of education

through the Centre/State, Deemed universities, Private

universities and the autonomous colleges. On the other hand,

AICTE has been specifically created to regulate technical

education at the national level. In addition to these two national

level regulatory bodies there are number of other national level

regulatory bodies. These include Distance Education Council,

Indian Council of Agriculture Research, Bar Council of India,

National Council for Teacher's Education, Medical Council of

India, Pharmacy Council of India, Indian Nursing Council,

Dental Council of India etc. There are many higher level

institutions which are funded by Central Government. These

institutions include forty four Central Universities, one hundred

and thirty Deemed Universities, forty six Technical Institutions

(sixteen IIT's and thirty NIT's), thirteen Indian Institution of

Management, four Information Technology Institutions, six

Science & Research Councils, three Planning & Architecture

Institutions, four National Institutes for Technical Teachers'

Training & Research, two Planning & Consultancy Institutions,

seven region/sector specific Institutions. Out of total forty four

Central Universities, thirty nine are funded through UGC, three

Universities i.e. IGNOU, South Asian and Nalanda Universities

are funded by Ministry of Human Resource Development,

Central Agricultural University is funded by Ministry of

Agriculture and Indian Maritime University is funded by

Ministry of Shipping and Transport. (Ministry of Human

Resource Development,Annual Report (2014-15).

History of management education is seen from 1960's with very

less number as well as types of institutes (Manimala, 2006).

Evolution of management education is dated back in 19 century.

India's first business school has been set up by Britisher's in 1886

in Chennai i.e. Commercial School of Pacchiappa with focus on

commercial side of business. Then, in 1913 Sydenham college

was established in Mumbai, in 1920 another commerce college

th
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involvement of FDI will harmful to small retailers. Though,

approval of FDI in India will become positive for farmers, who

are engaged in trading of the agriculture products. The decision

of FDI will also give benefit to those consumers who want

modern lifestyle products at cheaper price. Supermarkets are so

famous in India and they provide all kind of products at cheaper

price. They purchased all products at cheaper rate in a bulk and

the same products sell to the customers at cheaper rate. This will

be result in to shut down the door of small retailers and other

vendors. FDI in retail will extract or filter out the country's

revenue to foreign countries, which may cause negative impact

on India's economy.
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administration, infrastructure, teaching effectiveness, students,

research and development, interaction with industry & society

and extracurricular activities (Sahu, Shrivastava & Shrivastava,

2008). Further, setting up of business school require high level of

investment on one side and fixation of low to moderate fee by the

private institutes on the other hand leads to slow returns which

results to financial burden on the private owners. It led to vicious

circle of charging high fee, decline in output quality of students

and fails to attract good quality of students (Manimala, 2006).

Moreover, because of lack of financial support to the private

institutions from government, the input cost heavily rely on

tuition fees with some surplus which results in relatively high

fees than the average household income (Hill & Chalaux, 2011).

Even the faculty quality is not at par with the requirements.

Because of the shortage of faculty, the essential qualification for

faculty came down, institutions appoint the faculty on part-time

& contract basis and thus the appointed faculty is incapable of

using application based methodology in teaching (Saha, 2011).

There is a need to introduce new courses as per the industry

requirements and broadening the content of management

academic programs (Dayal, 2002). Management institutes need

to develop strong linkages between academia and industry in the

right direction (Sharma & Saxena, 2010). In addition placement

has been found out as mediating factor for the determination of

quality of management education (Nakkeeran & Arockiasamy,

2009). Similarly, appointment of qualified faculty, enhancement

of teaching quality, modifications in existing curriculum to make

it more employment oriented have been proposed to enhance the

quality of management education (Meghe, 2010). A study by

Mandal & Banerjee, 2012 also highlighted degree of industry

focusness of the program, quality related to program & pedagogy

and degree of industry readiness of the program as the factors

determining the quality of a course.

So, it is desirable in the above stated context to have a look at the

growth pattern of management institutes affiliated with Punjab

Technical University in the State of Punjab. In addition, it is also

pertinent to get a picture about the quality concerns of students

and faculty members of these management institutes.

1. To study the growth of management institutes in terms of:

a) year wise increase in the number of institutes from inception

of Punjab Technical University till 2013-14

b) year wise increase in the intake capacity of institutes from

inception of Punjab Technical University till 2013-14

c) region wise concentration of institutes.

2. To compare the perception of faculty members and students

on quality dimensions of management education.

Secondary data have been used to see the growth trend of

management institutes in Punjab. It has been gathered from the

office of Punjab Technical University through personal visits.

Growth of management institutes is studied in terms of year wise

increase in the number of institutes and year wise increase in the

intake capacity of management institutes affiliated to Punjab

Technical University since inception till 2013-14. In addition, the

analysis of region wise (Malwa, Majha and Doaba) distribution

of management institutes has also been undertaken. For this

purpose, data has been extracted from PTU information broucher

2013-14. Primary data have been collected from faculty

members and Master of Business Administration IV semester

students of PTU affiliated institutes regarding the perception

towards quality of management education with the help of

structured questionnaire. Respondents were asked to rank the

seven dimensions related to management education which they

feel important from 1 to 7, considering 1 as the most important

dimension for the determination of quality of management

education. The sample is collected from 180 faculty members

and 590 students of 29 management institutes affiliated to Punjab

Technical University for the present study. The data has been

analyzed by calculating year wise growth and compounded

annual growth rate of number of institutes and intake capacity.

The formula for calculating compounded annual growth rate is as

follows:

CAGR = (Ending Value / Beginning Value) =1

For the purpose of comparing the viewpoint of faculty members

and students on quality dimensions of management education,

spearman's rank correlation has been applied.

The growth trend of year wise increase in number of management

institutes and intake capacity of institutes affiliated to Punjab

Technical University in Punjab has been presented in table1.

Punjab Technical University has been started with 2 management

institutes with 120 intake capacity in total for the first academic

year 1997-98. For the academic year 1998-99, 1999-2000 and

2000-2001 number of institutes and intake capacity showed same

growth rate. However, number of institutes and intake capacity

indicated 250% and 42.85% growth for the second and third

academic year but the academic year 2000-01 represented with

zero growth for both i.e. number of institutes and intake capacity.

Thereafter, for academic year 2001-02, 2002-03 and 2003-04

rate of increase in number of institutes has been more than rate of

increase in intake capacity by 30%, 2.22% and 9.41%,

respectively. For these year's numbers of institutes increase by

50%, 13.33% and 29.41%, respectively, whereas, intake capacity

increase by 20%, 11.11% and 20%, respectively. Then, academic

year 2004-05 explained an exclusive trend towards the

development of management education in Punjab. The rate at

which number of institutes grew was much less than the rate of

increase in intake capacity. The growth rate for number of

institutes and increase in intake capacity accounted for 8.33%

and 112.5%, respectively for the academic year 2004-05.

Thereafter, growth rate fell negative for number of institutes
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was established in Delhi which were subsequently named as Shri

Rama College of Commerce (Shukla, 2013). Then, in the year

1945, AICTE has been set up on the recommendation of Central

Advisory Board of Education (CABE) committee with the

purpose to facilitate industry with the required set of manpower

(All India Council for Technical Education, Approval Process

Handbook 2015-16). CABE committee is the oldest advisory

wing of Government of India which was set up in the year 1929 to

give advice in the matters of education (teindia.nic.in). The

committee strongly recommended the establishment of AICTE

soon after World War II for the development of technical

education in the country. Following this in 1948, India's first

institute i.e. The Indian Institute of Social Science has been set up

followed by Xavier Labor Relations Institute in 1949 (Shukla,

2013). In independent India first time MBA programme was

started by Department of Commerce of Andhra University

(Subrahmanyam & Shekhar, 2014). Then, in 1953 Indian

Institute of Social Welfare & Business Management was

established in Calcutta. Thereafter, Indian Institute of

Management Calcutta (IIMC) and Indian Institute of

Management Ahmadabad (IIMA) were founded in 1961 and

1962, respectively. IIMA remained a pioneer institute in case

based teaching method. Continuing with the trend Indian

Institute of Management Bangalore (IIMB) and Indian Institute

of Management Lucknow (IIML) were started in the year 1972.

Further, in 1982 Indian Institute of Forest Management in Bhopal

was established. During 1990's two more Indian Institute of

Management at Kozhikode and Indore has been set up.

In addition by this time through liberal policy frameworks at

national level led to the presence of multinational companies in

the country and domestic companies started competing with

them. It has further intensified the demand of technical,

professional and skilled manpower in the country (Shukla,

2013). Companies started looking for the manpower who could

sustain in the increased competition. Thus, globalisation exerted

the pressure on higher education to make certain changes in order

to meet the increased demand of higher education. Private sector

were developed and encouraged to meet this demand (McGinn,

1997 further Subrahmanyam & Shekhar, 2014). By this time,

management education became one of the lucrative options for

the candidates out of the available options (Manimala, 2006). It

led to the mushrooming of private management institutes in

different regions of country (Shukla, 2013).

The Universities imparting higher education in Punjab are

categorized in three ways i.e. government level universities,

deemed universities and private universities. There are eleven

government universities; three deemed universities and twelve

private universities in Punjab (punjabdata.com). Large number

of management institutes has also been setup by the private

bodies in the recent past. However, private sector institutes got

momentum in the state of Punjab with the setting up of Punjab

Technical University by an Act of State Legislature on 16

January 1997. The university was set up with the purpose of

establishing and promoting technical education at degree level

and above in the State. The university started with nine

engineering institutes and few management institutes. On the

basis of course approvals, two types of courses are run by the

university i.e. AICTE courses and non-AICTE/UGC courses.

The course stream includes engineering, management,

pharmacy, architecture, hotel management & catering

technology and information technology. University has two main

campuses named as Punjab Institute of Technology (PIT) and

Punjab Institute of Management (PIM). There are eight

constituent colleges under the University at Mansa, DinaNagar,

Hoshiarpur, Moga, Mohali, Batala, Rajpura and Bhikhiwind

(ptu.ac.in).

For the academic year 2013-14, there were 146 institutes offering

management progammes in the State of Punjab (All India

Council for Technical Education, List of Approved institutes

2013-14). Out of this 135 institutes are affiliated with Punjab

Technical University. Thereafter, for the academic year 2014-15

Punjab Technical University has 140 management institutes. It

shows that there has been remarkable increase in the number of

technical & professional institutes in the State of Punjab.

No doubt, management education in India exists from 1950's and

is more than fifty years old in the country but in the last two

decades the number of management institutes were set up at

phenomenal rate all over the country. The real mushrooming of

institutes took place from the year of opening of economy in 1991

with the entry of private bodies in higher education. There has

been massive growth of B-schools in the country

(Subrahmanyam, 2011). In addition, diversion of major chunk of

resources towards the elementary education in order to increase

the participation at lower levels and low fee structure in

government institutions has intensified the fiscal pressures. It

gave rise to the emergence of private sector in education at all

levels (Hill & Chalaux, 2011). Further, the viewpoint has been

reinforced that there is a swift demand of management education

across the country in response to the economic boom due to

liberalization, privatization and globalization. The future of the

youngsters and economy as a whole is in the hands of private

entrepreneurs who are investing in this sector by ascertaining a

right balance between their personal benefits and societal

benefits (Chebolu, 2013).

Globalization in the country defeated to give momentum to

higher education by creating an evident gap between the results

of globalization achieved on economic success and higher

education. A weak relationship between globalization and higher

education is found out (Selvam, 2010). Quality assurance in

higher institutions becomes necessary parameter for the

recognition of the institution and its students. It means the

processes, systems and procedures adopted by the institutions to

manage & further improve the quality of education (Kandel et al.,

2010). The demand and supply for technical education has been

greatly affected with the acceptance and development of free

economy and thereby it also affects the quality of education. The

factors affecting the quality in technical institutes includes

th
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administration, infrastructure, teaching effectiveness, students,

research and development, interaction with industry & society

and extracurricular activities (Sahu, Shrivastava & Shrivastava,

2008). Further, setting up of business school require high level of

investment on one side and fixation of low to moderate fee by the

private institutes on the other hand leads to slow returns which

results to financial burden on the private owners. It led to vicious

circle of charging high fee, decline in output quality of students

and fails to attract good quality of students (Manimala, 2006).

Moreover, because of lack of financial support to the private

institutions from government, the input cost heavily rely on

tuition fees with some surplus which results in relatively high

fees than the average household income (Hill & Chalaux, 2011).

Even the faculty quality is not at par with the requirements.

Because of the shortage of faculty, the essential qualification for

faculty came down, institutions appoint the faculty on part-time

& contract basis and thus the appointed faculty is incapable of

using application based methodology in teaching (Saha, 2011).

There is a need to introduce new courses as per the industry

requirements and broadening the content of management

academic programs (Dayal, 2002). Management institutes need

to develop strong linkages between academia and industry in the

right direction (Sharma & Saxena, 2010). In addition placement

has been found out as mediating factor for the determination of

quality of management education (Nakkeeran & Arockiasamy,

2009). Similarly, appointment of qualified faculty, enhancement

of teaching quality, modifications in existing curriculum to make

it more employment oriented have been proposed to enhance the

quality of management education (Meghe, 2010). A study by

Mandal & Banerjee, 2012 also highlighted degree of industry

focusness of the program, quality related to program & pedagogy

and degree of industry readiness of the program as the factors

determining the quality of a course.

So, it is desirable in the above stated context to have a look at the

growth pattern of management institutes affiliated with Punjab

Technical University in the State of Punjab. In addition, it is also

pertinent to get a picture about the quality concerns of students

and faculty members of these management institutes.

1. To study the growth of management institutes in terms of:

a) year wise increase in the number of institutes from inception

of Punjab Technical University till 2013-14

b) year wise increase in the intake capacity of institutes from

inception of Punjab Technical University till 2013-14

c) region wise concentration of institutes.

2. To compare the perception of faculty members and students

on quality dimensions of management education.

Secondary data have been used to see the growth trend of

management institutes in Punjab. It has been gathered from the

office of Punjab Technical University through personal visits.

Growth of management institutes is studied in terms of year wise

increase in the number of institutes and year wise increase in the

intake capacity of management institutes affiliated to Punjab

Technical University since inception till 2013-14. In addition, the

analysis of region wise (Malwa, Majha and Doaba) distribution

of management institutes has also been undertaken. For this

purpose, data has been extracted from PTU information broucher

2013-14. Primary data have been collected from faculty

members and Master of Business Administration IV semester

students of PTU affiliated institutes regarding the perception

towards quality of management education with the help of

structured questionnaire. Respondents were asked to rank the

seven dimensions related to management education which they

feel important from 1 to 7, considering 1 as the most important

dimension for the determination of quality of management

education. The sample is collected from 180 faculty members

and 590 students of 29 management institutes affiliated to Punjab

Technical University for the present study. The data has been

analyzed by calculating year wise growth and compounded

annual growth rate of number of institutes and intake capacity.

The formula for calculating compounded annual growth rate is as

follows:

CAGR = (Ending Value / Beginning Value) =1

For the purpose of comparing the viewpoint of faculty members

and students on quality dimensions of management education,

spearman's rank correlation has been applied.

The growth trend of year wise increase in number of management

institutes and intake capacity of institutes affiliated to Punjab

Technical University in Punjab has been presented in table1.

Punjab Technical University has been started with 2 management

institutes with 120 intake capacity in total for the first academic

year 1997-98. For the academic year 1998-99, 1999-2000 and

2000-2001 number of institutes and intake capacity showed same

growth rate. However, number of institutes and intake capacity

indicated 250% and 42.85% growth for the second and third

academic year but the academic year 2000-01 represented with

zero growth for both i.e. number of institutes and intake capacity.

Thereafter, for academic year 2001-02, 2002-03 and 2003-04

rate of increase in number of institutes has been more than rate of

increase in intake capacity by 30%, 2.22% and 9.41%,

respectively. For these year's numbers of institutes increase by

50%, 13.33% and 29.41%, respectively, whereas, intake capacity

increase by 20%, 11.11% and 20%, respectively. Then, academic

year 2004-05 explained an exclusive trend towards the

development of management education in Punjab. The rate at

which number of institutes grew was much less than the rate of

increase in intake capacity. The growth rate for number of

institutes and increase in intake capacity accounted for 8.33%

and 112.5%, respectively for the academic year 2004-05.

Thereafter, growth rate fell negative for number of institutes
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was established in Delhi which were subsequently named as Shri

Rama College of Commerce (Shukla, 2013). Then, in the year

1945, AICTE has been set up on the recommendation of Central

Advisory Board of Education (CABE) committee with the

purpose to facilitate industry with the required set of manpower

(All India Council for Technical Education, Approval Process

Handbook 2015-16). CABE committee is the oldest advisory

wing of Government of India which was set up in the year 1929 to

give advice in the matters of education (teindia.nic.in). The

committee strongly recommended the establishment of AICTE

soon after World War II for the development of technical

education in the country. Following this in 1948, India's first

institute i.e. The Indian Institute of Social Science has been set up

followed by Xavier Labor Relations Institute in 1949 (Shukla,

2013). In independent India first time MBA programme was

started by Department of Commerce of Andhra University

(Subrahmanyam & Shekhar, 2014). Then, in 1953 Indian

Institute of Social Welfare & Business Management was

established in Calcutta. Thereafter, Indian Institute of

Management Calcutta (IIMC) and Indian Institute of

Management Ahmadabad (IIMA) were founded in 1961 and

1962, respectively. IIMA remained a pioneer institute in case

based teaching method. Continuing with the trend Indian

Institute of Management Bangalore (IIMB) and Indian Institute

of Management Lucknow (IIML) were started in the year 1972.

Further, in 1982 Indian Institute of Forest Management in Bhopal

was established. During 1990's two more Indian Institute of

Management at Kozhikode and Indore has been set up.

In addition by this time through liberal policy frameworks at

national level led to the presence of multinational companies in

the country and domestic companies started competing with

them. It has further intensified the demand of technical,

professional and skilled manpower in the country (Shukla,

2013). Companies started looking for the manpower who could

sustain in the increased competition. Thus, globalisation exerted

the pressure on higher education to make certain changes in order

to meet the increased demand of higher education. Private sector

were developed and encouraged to meet this demand (McGinn,

1997 further Subrahmanyam & Shekhar, 2014). By this time,

management education became one of the lucrative options for

the candidates out of the available options (Manimala, 2006). It

led to the mushrooming of private management institutes in

different regions of country (Shukla, 2013).

The Universities imparting higher education in Punjab are

categorized in three ways i.e. government level universities,

deemed universities and private universities. There are eleven

government universities; three deemed universities and twelve

private universities in Punjab (punjabdata.com). Large number

of management institutes has also been setup by the private

bodies in the recent past. However, private sector institutes got

momentum in the state of Punjab with the setting up of Punjab

Technical University by an Act of State Legislature on 16

January 1997. The university was set up with the purpose of

establishing and promoting technical education at degree level

and above in the State. The university started with nine

engineering institutes and few management institutes. On the

basis of course approvals, two types of courses are run by the

university i.e. AICTE courses and non-AICTE/UGC courses.

The course stream includes engineering, management,

pharmacy, architecture, hotel management & catering

technology and information technology. University has two main

campuses named as Punjab Institute of Technology (PIT) and

Punjab Institute of Management (PIM). There are eight

constituent colleges under the University at Mansa, DinaNagar,

Hoshiarpur, Moga, Mohali, Batala, Rajpura and Bhikhiwind

(ptu.ac.in).

For the academic year 2013-14, there were 146 institutes offering

management progammes in the State of Punjab (All India

Council for Technical Education, List of Approved institutes

2013-14). Out of this 135 institutes are affiliated with Punjab

Technical University. Thereafter, for the academic year 2014-15

Punjab Technical University has 140 management institutes. It

shows that there has been remarkable increase in the number of

technical & professional institutes in the State of Punjab.

No doubt, management education in India exists from 1950's and

is more than fifty years old in the country but in the last two

decades the number of management institutes were set up at

phenomenal rate all over the country. The real mushrooming of

institutes took place from the year of opening of economy in 1991

with the entry of private bodies in higher education. There has

been massive growth of B-schools in the country

(Subrahmanyam, 2011). In addition, diversion of major chunk of

resources towards the elementary education in order to increase

the participation at lower levels and low fee structure in

government institutions has intensified the fiscal pressures. It

gave rise to the emergence of private sector in education at all

levels (Hill & Chalaux, 2011). Further, the viewpoint has been

reinforced that there is a swift demand of management education

across the country in response to the economic boom due to

liberalization, privatization and globalization. The future of the

youngsters and economy as a whole is in the hands of private

entrepreneurs who are investing in this sector by ascertaining a

right balance between their personal benefits and societal

benefits (Chebolu, 2013).

Globalization in the country defeated to give momentum to

higher education by creating an evident gap between the results

of globalization achieved on economic success and higher

education. A weak relationship between globalization and higher

education is found out (Selvam, 2010). Quality assurance in

higher institutions becomes necessary parameter for the

recognition of the institution and its students. It means the

processes, systems and procedures adopted by the institutions to

manage & further improve the quality of education (Kandel et al.,

2010). The demand and supply for technical education has been

greatly affected with the acceptance and development of free

economy and thereby it also affects the quality of education. The

factors affecting the quality in technical institutes includes

th
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Table 2

Region wise growth of the institutes

Admission Criteria

Table 3

Admission Criteria

Source:

Comparative analysis of priorities assigned to quality

dimensions of management education

Source: * punjabdata.com;

** PTU Information Brochure 2013-14

As it has been observed that, there has been mushrooming of

management institutes at a large extent. It has resulted in easy

accessibility of students to get admission without much hardship.

Sudden increase in the number of institutes led to reduction of

number of students in the colleges. One of the statistics indicate

that only approximately 1300 students opted MBA through

online counseling out of total approximately 7050 seats for which

students were to be admitted. Thus, large number of students with

low percentage got admission under management quota without

appearing in the entrance test (Mann, 2010). So, for the present

study students were asked about the mode of their admission in

the institute. The data on this information is given in table 3. It

shows that majority of the students i.e. 314 students (53.22 per

cent) took admission through management quota. It means they

did not appear in any entrance test. Whereas, 251 students (42.54

per cent) took admission through Punjab level Management

Entrance Test (MET). However, 25 students (4.24 per cent)

responded that they took admission through some other criteria

which included Management Aptitude Test. The analysis reflects

that large number of students took admission through

management quota.

Compiled from Primary data

The overall scenario reflects the imbalanced rise in the number of

institutes and intake capacity. It in turn resulted in easy entry of

students in MBAprogram which generates a concern to study the

quality consciousness among the students who take admission in

these management institutes. In the present study the viewpoint

of students on various dimensions which determines the quality

of management institutes is studied. Along with this data, the

viewpoint of faculty members on the same dimensions has been

gathered. Further, the attempt has been made to compare the

perception related to preference given by both categories of

respondents regarding quality dimensions of management

education.

For the aforesaid purpose, faculty members and students have

been asked to rank the various parameters necessary for quality

of management education on the basis of their priority.

Responses of both the category of respondents is given in table 4.

Parameter “Faculty” is given as priority1 or priority2 by more

than 60 per cent of the faculty members and very few i.e. less than

1 percent of the faculty gave it as priority7. It has been followed

by “Course Curriculum” and “Teaching Methodology”.

Approximately 48 percent of the faculty members have given

course curriculum at priority1 or priority2 and less than 5 percent

considered course curriculum at priority7. Whereas, “Teaching

Methodology” is given as priority1 or priority2 by approximately

40 percent of the faculty members and less than 1 percent gave it

as priority7. “Placements”, “Industry-Institute Interaction” and

“Infrastructure” are given at priority4, 5 or 6. Whereas, “Fee

Structure” is given as priority7 by majority of the faculty

members.

The ranks given by the students shows “Faculty” as well as

“Teaching Methodology” is given equal and top most priority by

the students. These two parameters have been considered as

priority1 or priority2 by the students. “Fee Structure” is given
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which reported to -4.16% and growth rate of increase in intake

capacity also declined for the academic year 2005-06 in

comparison to the previous year. Then the growth trend of next

two academic years i.e. 2006-07 and 2007-08 reflected positive

increase in number of institutes by 4.34% and 41.66 %

respectively while growth rate of intake capacity was also

positive i.e. 13.72% & 15.94%, respectively but has declined in

comparison to academic year 2005-06. There has been a decline

in the growth rate of both i.e. number of institutes and intake

capacity by 9.31% and 15.57% respectively for the academic

year 2008-09. However, there has been an extraordinary

expansion in the number of institutes with 120% growth rate and

intake capacity with 106.66% growth rate for the academic year

2009-10. Till this, total number of institutes mounted to 121 and

intake capacity reached to 8370 seats. After 2009-10, declining

growth trend has been observed for number of institutes as well

as for intake capacity. There has been increase in number of

institutes by 13.22% and intake capacity by 30.68% for the next

academic year 2010-11 but the rate of increase in both cases has

declined in comparison to the previous academic year.

Consequently, for the academic year 2011-12, 2012-13 and

2013-14 there has been a largely negative or minimal positive

growth in terms of number of institutes as well as intake capacity

which was -14.59%. 0.85%, -11.86% and -7.13%, 7.67%, -

15.52%, respectively.

It has been observed that the number of institutes and intake

capacity grew in perfectly balanced manner in the initial years of

university i.e. from 1997-98 to 2000-01. Even, during the time

period from 2001-02 to 2003-04, there has not been much

fluctuations between the growth of number of institutes and

intake capacity. Although, from 2004 till 2010-11, there has been

an imbalanced growth between number of institutes and intake

capacity. From academic session 2011-12 till 2013-14 the trend

explained negative or very little positive growth both for number

of institutes and intake capacity. It means many of the institutes

have been either closed down or reduced the intake capacity.

Further, the calculation of Compounded Annual Growth Rate

(CAGR) showed that during the period of the study the institutes

have grown by 26.16% and intake capacity grew by 29.13%. It

means the rate of increase in intake capacity is more than rate of

increase in number of institutes.

It shows the disproportionate growth of management institutes in

the State of Punjab. The fact is true in context to India through

liberal grants of permission extended by All India Council for

Technical Education for setting up institutes. The passing out

graduates used to be well absorbed by the commercial and

industrial houses at national and international levels during the

initial phases of liberalization. But the situation is no longer true

in current scenario because of disequilibrium of demand and

supply in job market (Vijayakumar, 2000).

Table 2 represents the number of institutes in different regions of

Punjab i.e. Malwa, Majha and Doaba. According to PTU

Information Brochure 2013-14, for the said year hundred MBA

institutes have been reported. Malwa region includes fourteen

districts out of total twenty two which mean that approximately

63.64 per cent of districts fall in this region. Thus, Malwa is the

largest region of Punjab having maximum number of districts.

Maximum number of institutes also falls in this region i.e. 67.

Thereafter, Doaba region consist of four districts which accounts

for 18.18 per cent of the total number of districts of Punjab.As per

data, twenty institutes fall in Doaba region. It means that 20

percent of total institutes fall in 18.18 per cent of the districts of

Punjab. Similarly, Majha region also have four districts i.e. 18.18

per cent of total districts. There are thirteen institutes which have

been reported in this region. It means that 13 per cent of the

institutes come in 18.2 percent of the districts of Punjab.

It is observed that Malwa region has the highest number of

districts followed equally by Majha and Doaba. So, the

maximum number of institutes also turns in Malwa region.

However, Majha and Doaba consist of equal number of districts

i.e. four but the number of institutes in Doaba region is more than

the number of institutes in Malwa region.

Table 1

Combined growth of institutes and intake capacity

Region wise growth of number of Institutes

Source: Based on Punjab Technical University record, 2014

Year No. of

Institutes

Intake

(No. of

Seats)

Institute

Growth

(%age)

Intake

Growth

(%age)

1997-98 2 120 -- --

1998-99 7 420 250 250

1999-
2000

10 600 42.85 42.85

2000-01 10 600 0 0

2001-02 15 720 50 20

2002-03 17 800 13.33 11.11

2003-04 22 960 29.41 20

2004-05 24 2040 8.33 112.5

2005-06 23 3060 -4.16 50

2006-07 24 3480 4.34 13.72

2007-08 34 4035 41.66 15.94

2008-09 55 4050 32.35 0.37

2009-10 121 8370 120 106.66

2010-11 137 10938 13.22 30.68

2011-12 117 10158 -14.59 -7.13

2012-13 118 10938 0.85 7.67

2013-14 104 9271 -11.86 -15.24

CAGR 0.261 0.291

S.
No. Districts* Region

No. of
Institutes**

1 Barnala

MALWA
(14 Districts

63.64%)

67
(67%)

2 Bathinda

3 Faridkot

4 Fazilka

5 Fatehgarh Sahib

6 Firozpur

7 Ludhiana

8 Mansa

9 Moga

10
Mohali (SAS
Nagar)

11
Muktsar (Shri
Muktsar Sahib)

12 Patiala

13 Rupnagar

14 Sangrur

15 Amritsar
MAJHA

(4 Districts
18.18%)

13
(13%)

16 Gurdaspur

17 Pathankot

18 Taran Taran

19 Hoshiarpur

DOABA
(4 Districts

18.18%)

20
(20%)

20 Jalandhar

21 Kapurthala

22
Nawan Shahar
(S.B.S. Nagar)

Admission Criteria Frequency Percentage

Management Entrance

Test (MET)

251 42.54

Management Quota 314 53.22

Any Other 25 4.24

Total 590 100
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Table 2

Region wise growth of the institutes

Admission Criteria

Table 3

Admission Criteria

Source:

Comparative analysis of priorities assigned to quality

dimensions of management education

Source: * punjabdata.com;

** PTU Information Brochure 2013-14

As it has been observed that, there has been mushrooming of

management institutes at a large extent. It has resulted in easy

accessibility of students to get admission without much hardship.

Sudden increase in the number of institutes led to reduction of

number of students in the colleges. One of the statistics indicate

that only approximately 1300 students opted MBA through

online counseling out of total approximately 7050 seats for which

students were to be admitted. Thus, large number of students with

low percentage got admission under management quota without

appearing in the entrance test (Mann, 2010). So, for the present

study students were asked about the mode of their admission in

the institute. The data on this information is given in table 3. It

shows that majority of the students i.e. 314 students (53.22 per

cent) took admission through management quota. It means they

did not appear in any entrance test. Whereas, 251 students (42.54

per cent) took admission through Punjab level Management

Entrance Test (MET). However, 25 students (4.24 per cent)

responded that they took admission through some other criteria

which included Management Aptitude Test. The analysis reflects

that large number of students took admission through

management quota.

Compiled from Primary data

The overall scenario reflects the imbalanced rise in the number of

institutes and intake capacity. It in turn resulted in easy entry of

students in MBAprogram which generates a concern to study the

quality consciousness among the students who take admission in

these management institutes. In the present study the viewpoint

of students on various dimensions which determines the quality

of management institutes is studied. Along with this data, the

viewpoint of faculty members on the same dimensions has been

gathered. Further, the attempt has been made to compare the

perception related to preference given by both categories of

respondents regarding quality dimensions of management

education.

For the aforesaid purpose, faculty members and students have

been asked to rank the various parameters necessary for quality

of management education on the basis of their priority.

Responses of both the category of respondents is given in table 4.

Parameter “Faculty” is given as priority1 or priority2 by more

than 60 per cent of the faculty members and very few i.e. less than

1 percent of the faculty gave it as priority7. It has been followed

by “Course Curriculum” and “Teaching Methodology”.

Approximately 48 percent of the faculty members have given

course curriculum at priority1 or priority2 and less than 5 percent

considered course curriculum at priority7. Whereas, “Teaching

Methodology” is given as priority1 or priority2 by approximately

40 percent of the faculty members and less than 1 percent gave it

as priority7. “Placements”, “Industry-Institute Interaction” and

“Infrastructure” are given at priority4, 5 or 6. Whereas, “Fee

Structure” is given as priority7 by majority of the faculty

members.

The ranks given by the students shows “Faculty” as well as

“Teaching Methodology” is given equal and top most priority by

the students. These two parameters have been considered as

priority1 or priority2 by the students. “Fee Structure” is given
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which reported to -4.16% and growth rate of increase in intake

capacity also declined for the academic year 2005-06 in

comparison to the previous year. Then the growth trend of next

two academic years i.e. 2006-07 and 2007-08 reflected positive

increase in number of institutes by 4.34% and 41.66 %

respectively while growth rate of intake capacity was also

positive i.e. 13.72% & 15.94%, respectively but has declined in

comparison to academic year 2005-06. There has been a decline

in the growth rate of both i.e. number of institutes and intake

capacity by 9.31% and 15.57% respectively for the academic

year 2008-09. However, there has been an extraordinary

expansion in the number of institutes with 120% growth rate and

intake capacity with 106.66% growth rate for the academic year

2009-10. Till this, total number of institutes mounted to 121 and

intake capacity reached to 8370 seats. After 2009-10, declining

growth trend has been observed for number of institutes as well

as for intake capacity. There has been increase in number of

institutes by 13.22% and intake capacity by 30.68% for the next

academic year 2010-11 but the rate of increase in both cases has

declined in comparison to the previous academic year.

Consequently, for the academic year 2011-12, 2012-13 and

2013-14 there has been a largely negative or minimal positive

growth in terms of number of institutes as well as intake capacity

which was -14.59%. 0.85%, -11.86% and -7.13%, 7.67%, -

15.52%, respectively.

It has been observed that the number of institutes and intake

capacity grew in perfectly balanced manner in the initial years of

university i.e. from 1997-98 to 2000-01. Even, during the time

period from 2001-02 to 2003-04, there has not been much

fluctuations between the growth of number of institutes and

intake capacity. Although, from 2004 till 2010-11, there has been

an imbalanced growth between number of institutes and intake

capacity. From academic session 2011-12 till 2013-14 the trend

explained negative or very little positive growth both for number

of institutes and intake capacity. It means many of the institutes

have been either closed down or reduced the intake capacity.

Further, the calculation of Compounded Annual Growth Rate

(CAGR) showed that during the period of the study the institutes

have grown by 26.16% and intake capacity grew by 29.13%. It

means the rate of increase in intake capacity is more than rate of

increase in number of institutes.

It shows the disproportionate growth of management institutes in

the State of Punjab. The fact is true in context to India through

liberal grants of permission extended by All India Council for

Technical Education for setting up institutes. The passing out

graduates used to be well absorbed by the commercial and

industrial houses at national and international levels during the

initial phases of liberalization. But the situation is no longer true

in current scenario because of disequilibrium of demand and

supply in job market (Vijayakumar, 2000).

Table 2 represents the number of institutes in different regions of

Punjab i.e. Malwa, Majha and Doaba. According to PTU

Information Brochure 2013-14, for the said year hundred MBA

institutes have been reported. Malwa region includes fourteen

districts out of total twenty two which mean that approximately

63.64 per cent of districts fall in this region. Thus, Malwa is the

largest region of Punjab having maximum number of districts.

Maximum number of institutes also falls in this region i.e. 67.

Thereafter, Doaba region consist of four districts which accounts

for 18.18 per cent of the total number of districts of Punjab.As per

data, twenty institutes fall in Doaba region. It means that 20

percent of total institutes fall in 18.18 per cent of the districts of

Punjab. Similarly, Majha region also have four districts i.e. 18.18

per cent of total districts. There are thirteen institutes which have

been reported in this region. It means that 13 per cent of the

institutes come in 18.2 percent of the districts of Punjab.

It is observed that Malwa region has the highest number of

districts followed equally by Majha and Doaba. So, the

maximum number of institutes also turns in Malwa region.

However, Majha and Doaba consist of equal number of districts

i.e. four but the number of institutes in Doaba region is more than

the number of institutes in Malwa region.

Table 1

Combined growth of institutes and intake capacity

Region wise growth of number of Institutes

Source: Based on Punjab Technical University record, 2014

Year No. of

Institutes

Intake

(No. of

Seats)

Institute

Growth

(%age)

Intake

Growth

(%age)

1997-98 2 120 -- --

1998-99 7 420 250 250

1999-
2000

10 600 42.85 42.85

2000-01 10 600 0 0

2001-02 15 720 50 20

2002-03 17 800 13.33 11.11

2003-04 22 960 29.41 20

2004-05 24 2040 8.33 112.5

2005-06 23 3060 -4.16 50

2006-07 24 3480 4.34 13.72

2007-08 34 4035 41.66 15.94

2008-09 55 4050 32.35 0.37

2009-10 121 8370 120 106.66

2010-11 137 10938 13.22 30.68

2011-12 117 10158 -14.59 -7.13

2012-13 118 10938 0.85 7.67

2013-14 104 9271 -11.86 -15.24

CAGR 0.261 0.291

S.
No. Districts* Region

No. of
Institutes**

1 Barnala

MALWA
(14 Districts

63.64%)

67
(67%)

2 Bathinda

3 Faridkot

4 Fazilka

5 Fatehgarh Sahib

6 Firozpur

7 Ludhiana

8 Mansa

9 Moga

10
Mohali (SAS
Nagar)

11
Muktsar (Shri
Muktsar Sahib)

12 Patiala

13 Rupnagar

14 Sangrur

15 Amritsar
MAJHA

(4 Districts
18.18%)

13
(13%)

16 Gurdaspur

17 Pathankot

18 Taran Taran

19 Hoshiarpur

DOABA
(4 Districts

18.18%)

20
(20%)

20 Jalandhar

21 Kapurthala

22
Nawan Shahar
(S.B.S. Nagar)

Admission Criteria Frequency Percentage

Management Entrance

Test (MET)

251 42.54

Management Quota 314 53.22

Any Other 25 4.24

Total 590 100
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members and students to the seven dimensions of quality of

management education are same or not, Spearman's rank

correlation has been applied on the responses. The result of

Spearman's rank Correlation is presented in table 5. Faculty

members as well as students were asked to rank the seven

parameters from highest priority to lowest priority which they

feel important for the management education. In order to see

whether the ranks given by the faculty members and students

have some association or not Spearman's rank correlation has

been computed. It shows significant positive correlation between

the priorities assigned by the faculty members and students. It

means similar ranking is assigned by faculty members as well as

students on the seven parameters of management education.

The results of year wise growth of management institutes in

the State of Punjab reflect imbalanced growth both in terms of

number of institutes and intake capacity. On the basis of

compounded annual growth rate, the rate of growth in terms of

intake capacity is more than the rate of growth of increase in

number of institutes.

On the basis of 2013-14 data, maximum number of institutes

i.e. 67 per cent is located in Malwa region as this region comprise

of maximum number of districts. Thereafter, Doaba and Majha

region shares equal number of districts. However, the number of

institutes established in Doaba region is more than the number of

institutes in Majha region.

Further, major chunk of students i.e. more than fifty per cent

take admission through management quota. It implies that the

students even don't appear in any kind of National or State level

entrance test.

Positive high correlation has been found out between the

responses of faculty members and students on seven dimensions

considered under the study for the determination of quality of

management education.

The top most ranking assigned by both faculty members and

students for the determination of quality of management

education is “Faculty” and “Teaching Methodology”. Whereas,

the last ranking is given to “Fee Structure” by both categories of

respondent.

The present paper highlights the growth pattern of management

institutes and admission criteria followed by the students to be

admitted in these institutes with special reference to Punjab.

Comparative analysis between the perception of faculty

members and students on quality dimensions of management

education in Punjab has also been discussed. Study reflects the

imbalanced growth of management institutes over the period of

more than fifteen years both in terms of number of institutes and

intake capacity. In addition, without any surprise majority of the

institutes have been set up in Malwa region of Punjab because

this region accounts for maximum number of districts. But it is

followed by Doaba region, in spite of the fact that both Doaba and

Majha region accounts for same number of districts. Study also

highlights that large chunk of students get admission in the

institutes through management quota thereby not even appearing

in the entrance tests. Further, results show positive correlation

between the responses of faculty members and students while

assigning the preference to the various dimensions of quality of

management education. Both categories of respondents gave

“Faculty” and “Teaching Methodology” as the top most priorities

whereas; “Fee Structure” has been ascribed as last priority while

determining the quality of management education.

On the basis of the results of current study the areas for further

research may include to find out the mechanisms for the balance

growth of management institutes, reasons of establishment of

management institutes in Doaba region, to identify the overall

orientation of the students and to conduct the studies with focus

on “Faculty” and “Teaching Methodology” of management

institutes. Overall, the results of the study can facilitate the State

and regulatory bodies to develop the mechanisms so as to keep a

check on the disproportionate growth of management education

in the State of Punjab. In order to ensure the quality students,

there is a need to keep a stringent check on the admission criteria

followed by the institutes. The institutes should be careful about

the appointment of faculty and the teaching methodology

adopted by them as these two dimensions have been given the top

most priorities by both students as well by the faculty members

for the determination of quality of management education.

1. Agarwal, P. (2006). Higher education in India: The need for

change. Working Paper No. 180, Indian Council for

Research on International Economic Relations (ICRIER),

New Delhi, June.

2. All India Council for Technical education (2013), “List of

approved institutes in 2013-14”, Government of India, New

Delhi.

3. All India Council for Technical Education, Approval

Process Handbook (2015-2016). Retrieved on 31 Jan 2016

from http://www.aicte-

Table 5

Spearman's Rank Correlation between Faculty and

Students

Findings

Conclusion

REFERENCES

Note*

Source:

= Correlation is significant at 0.01 level (2-tailed)

Compiled from Primary data

Ø

Ø

Ø

Ø

Ø
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priority7 by majority of the students i.e. about 40 per cent of the

students. Majority of the responses for “Course Curriculum”,

“Placements”, “Industry-Institute Interaction” and

“Infrastructure” are distributed in between priority3 to priority6. In order to know whether the rankings given by the faculty

Results of Spearman's Rank Correlation between faculty

and student ranking on management education related

dimensions

Parameters Respondent Priority1 Priority2 Priority3 Priority4 Priority5 Priority6 Priority7

Course
Curriculum

Faculty 46
(25.56)

40
(22.22)

31
(17.22)

27
(15.00)

16
(8.89)

16
(8.89)

4
(2.22)

Student 107
(18.14)

85
(14.41)

103
(17.46)

78
(13.22)

92
(15.59)

81
(13.73)

44
(7.46)

Placements

Faculty 8
(4.44)

16
(8.89)

20
(11.11)

29
(16.11)

42
(23.33)

42
(23.33)

23
(12.78)

Student 112
(18.98)

49
(8.31)

82
(13.90)

94
(15.93)

91
(15.42)

106
(17.97)

56
(9.49)

Industry-
Institute
Interaction

Faculty 5
(2.78)

19
(10.56)

17
(9.44)

29
(16.11)

26
(14.44)

43
(23.89)

21
(11.67)

Student 20
(3.39)

47
(7.97)

69
(11.69)

108
(18.31)

119
(20.17)

124
(21.02)

103
(17.46)

Faculty

Faculty 72
(40.00)

40
(22.22)

25
(13.89)

25
(13.89)

13
(7.22)

4
(2.22)

1
(0.56)

Student 114
(19.32)

147
(24.92)

86
(14.58)

96
(16.27)

57
(9.66)

47
(7.97)

43
(7.29)

Teaching
Methodology

Faculty 27
(15.00)

46
(25.55)

55
(30.55)

26
(14.44)

19
(10.56)

6
(3.33)

1
(0.56)

Student 120
(20.34)

140
(23.73)

99
(16.78)

71
(12.03)

78
(13.22)

56
(9.49)

26
(4.41)

Infrastructure

Faculty 18
(10.00)

14
(7.78)

24
(13.33)

34
(18.89)

23
(12.78)

50
(27.78)

17
(9.44)

Student 65
(11.02)

86
(14.57)

100
(16.95)

84
(14.24)

74
(12.54)

105
(17.80)

76
(12.88)

Fee Structure

Faculty 4
(2.22)

5
(2.78)

8
(4.44)

9
(5.00)

21
(11.67)

19
(10.56)

114
(63.33)

Student 50
(8.47)

39
(6.61)

52
(8.81)

60
(10.17)

79
(13.39)

70
(11.86)

240
(40.68)

Table 4

Order of priority on Management Education related Parameters

Note: Figures in parentheses indicate percentages;

Source: Compiled from Primary data

Variables Faculty Students

Faculty 1 .929*

(0.003)

Students 1
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members and students to the seven dimensions of quality of

management education are same or not, Spearman's rank

correlation has been applied on the responses. The result of

Spearman's rank Correlation is presented in table 5. Faculty

members as well as students were asked to rank the seven

parameters from highest priority to lowest priority which they

feel important for the management education. In order to see

whether the ranks given by the faculty members and students

have some association or not Spearman's rank correlation has

been computed. It shows significant positive correlation between

the priorities assigned by the faculty members and students. It

means similar ranking is assigned by faculty members as well as

students on the seven parameters of management education.

The results of year wise growth of management institutes in

the State of Punjab reflect imbalanced growth both in terms of

number of institutes and intake capacity. On the basis of

compounded annual growth rate, the rate of growth in terms of

intake capacity is more than the rate of growth of increase in

number of institutes.

On the basis of 2013-14 data, maximum number of institutes

i.e. 67 per cent is located in Malwa region as this region comprise

of maximum number of districts. Thereafter, Doaba and Majha

region shares equal number of districts. However, the number of

institutes established in Doaba region is more than the number of

institutes in Majha region.

Further, major chunk of students i.e. more than fifty per cent

take admission through management quota. It implies that the

students even don't appear in any kind of National or State level

entrance test.

Positive high correlation has been found out between the

responses of faculty members and students on seven dimensions

considered under the study for the determination of quality of

management education.

The top most ranking assigned by both faculty members and

students for the determination of quality of management

education is “Faculty” and “Teaching Methodology”. Whereas,

the last ranking is given to “Fee Structure” by both categories of

respondent.

The present paper highlights the growth pattern of management

institutes and admission criteria followed by the students to be

admitted in these institutes with special reference to Punjab.

Comparative analysis between the perception of faculty

members and students on quality dimensions of management

education in Punjab has also been discussed. Study reflects the

imbalanced growth of management institutes over the period of

more than fifteen years both in terms of number of institutes and

intake capacity. In addition, without any surprise majority of the

institutes have been set up in Malwa region of Punjab because

this region accounts for maximum number of districts. But it is

followed by Doaba region, in spite of the fact that both Doaba and

Majha region accounts for same number of districts. Study also

highlights that large chunk of students get admission in the

institutes through management quota thereby not even appearing

in the entrance tests. Further, results show positive correlation

between the responses of faculty members and students while

assigning the preference to the various dimensions of quality of

management education. Both categories of respondents gave

“Faculty” and “Teaching Methodology” as the top most priorities

whereas; “Fee Structure” has been ascribed as last priority while

determining the quality of management education.

On the basis of the results of current study the areas for further

research may include to find out the mechanisms for the balance

growth of management institutes, reasons of establishment of

management institutes in Doaba region, to identify the overall

orientation of the students and to conduct the studies with focus

on “Faculty” and “Teaching Methodology” of management

institutes. Overall, the results of the study can facilitate the State

and regulatory bodies to develop the mechanisms so as to keep a

check on the disproportionate growth of management education

in the State of Punjab. In order to ensure the quality students,

there is a need to keep a stringent check on the admission criteria

followed by the institutes. The institutes should be careful about

the appointment of faculty and the teaching methodology

adopted by them as these two dimensions have been given the top

most priorities by both students as well by the faculty members

for the determination of quality of management education.

1. Agarwal, P. (2006). Higher education in India: The need for

change. Working Paper No. 180, Indian Council for

Research on International Economic Relations (ICRIER),

New Delhi, June.

2. All India Council for Technical education (2013), “List of

approved institutes in 2013-14”, Government of India, New

Delhi.

3. All India Council for Technical Education, Approval

Process Handbook (2015-2016). Retrieved on 31 Jan 2016

from http://www.aicte-
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priority7 by majority of the students i.e. about 40 per cent of the

students. Majority of the responses for “Course Curriculum”,

“Placements”, “Industry-Institute Interaction” and

“Infrastructure” are distributed in between priority3 to priority6. In order to know whether the rankings given by the faculty

Results of Spearman's Rank Correlation between faculty

and student ranking on management education related

dimensions

Parameters Respondent Priority1 Priority2 Priority3 Priority4 Priority5 Priority6 Priority7

Course
Curriculum

Faculty 46
(25.56)

40
(22.22)

31
(17.22)

27
(15.00)

16
(8.89)

16
(8.89)

4
(2.22)

Student 107
(18.14)

85
(14.41)

103
(17.46)

78
(13.22)

92
(15.59)

81
(13.73)

44
(7.46)

Placements

Faculty 8
(4.44)

16
(8.89)

20
(11.11)

29
(16.11)

42
(23.33)

42
(23.33)

23
(12.78)

Student 112
(18.98)

49
(8.31)

82
(13.90)

94
(15.93)

91
(15.42)

106
(17.97)

56
(9.49)

Industry-
Institute
Interaction

Faculty 5
(2.78)

19
(10.56)

17
(9.44)

29
(16.11)

26
(14.44)

43
(23.89)

21
(11.67)

Student 20
(3.39)

47
(7.97)

69
(11.69)

108
(18.31)

119
(20.17)

124
(21.02)

103
(17.46)

Faculty

Faculty 72
(40.00)

40
(22.22)

25
(13.89)

25
(13.89)

13
(7.22)

4
(2.22)

1
(0.56)

Student 114
(19.32)

147
(24.92)

86
(14.58)

96
(16.27)

57
(9.66)

47
(7.97)

43
(7.29)

Teaching
Methodology

Faculty 27
(15.00)

46
(25.55)

55
(30.55)

26
(14.44)

19
(10.56)

6
(3.33)

1
(0.56)

Student 120
(20.34)

140
(23.73)

99
(16.78)

71
(12.03)

78
(13.22)

56
(9.49)

26
(4.41)

Infrastructure

Faculty 18
(10.00)

14
(7.78)

24
(13.33)

34
(18.89)

23
(12.78)

50
(27.78)

17
(9.44)

Student 65
(11.02)

86
(14.57)

100
(16.95)

84
(14.24)

74
(12.54)

105
(17.80)

76
(12.88)

Fee Structure

Faculty 4
(2.22)

5
(2.78)

8
(4.44)

9
(5.00)

21
(11.67)

19
(10.56)

114
(63.33)

Student 50
(8.47)

39
(6.61)

52
(8.81)

60
(10.17)

79
(13.39)

70
(11.86)

240
(40.68)

Table 4

Order of priority on Management Education related Parameters

Note: Figures in parentheses indicate percentages;

Source: Compiled from Primary data

Variables Faculty Students

Faculty 1 .929*

(0.003)

Students 1
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1 Introduction

1.1 Workplace Stress

1.2 Symptoms of Stress

1.3 Stress Management

Stress refers to the strain from the conflict between our external

environment and us, leading to emotional and physical pressure.

In our fast paced world, it is impossible to live without stress,

whether you are a student or a working adult. There is both

positive and negative stress, depending on each individual's

unique perception of the tension between the two forces. Stress

bears deliberating effects on both the employees and the

employer.(Khanka, p.319) Corporate India is finally waking upto

the fact that a lot of human potential is being drained away

because of stress and burn out.(Shekhar Bajaj). Workplace stress

is the harmful physical and emotional response that occurs when

there is a poor match between job demands and the capabilities,

resources, or needs of the worker. These conditions may lead to

poor work performance or even injury. Job stress is also

associated with various biological reactions that may lead

ultimately to compromised health.

Workplace stress is the harmful physical and emotional response

that occurs when there is a poor match between job demands and

the capabilities, resources, or needs of the worker. These

conditions may lead to poor work performance or even injury.

Job stress is also associated with various biological reactions that

may lead ultimately to compromised health, such as

cardiovascular disease.

Stress is a prevalent and costly problem in today's workplace.

About one-third of workers report high levels of stress. One-

quarter of employees view their jobs as the number one stressor

in their lives. Three-quarters of employees believe the worker has

more on-the-job stress than a generation ago. Evidence also

suggests that stress is the major cause of turnover in

organizations.

Symptoms of Stress are absenteeism, escaping from work

responsibilities, arriving late, leaving early, etc.,

Stress management is the need of the hour. However hard we try

to go beyond a stress situation, life seems to find new ways of

stressing us out behavior. Employees are also given career

counseling which helps in reducing their ambiguities with regard

to career; Find a fun way to release stress, such as, cracking jokes,

playing tennis, golf, etc. and Do not remain preoccupied with

yourself. Turn your focus outwards. Help others. This will

release some stress.
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Banking, like other services, has become one of the highly competitive sectors in India. The banking organizations, since the
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global banking. Stress is unavoidable on the part of the employees as the systems, procedures; techniques are getting

complicated with the use of advanced technology. Every employee cannot cope with rapid changes taking place in the jobs

which in turn lead to increase in stress among employees. An attempt has been made through this research to know the

reasons of stress among the bank employees and the different ways adopted by employees to cope with the stress generated at

workplace. It is found that about fifty percent of employees in banks remain in stress. Majority of the employees try to find

solution to relieve them from stress. In this paper measures are also suggested to overcome stress that affects their physical
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1 Introduction
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1.2 Symptoms of Stress
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bears deliberating effects on both the employees and the

employer.(Khanka, p.319) Corporate India is finally waking upto

the fact that a lot of human potential is being drained away

because of stress and burn out.(Shekhar Bajaj). Workplace stress

is the harmful physical and emotional response that occurs when

there is a poor match between job demands and the capabilities,

resources, or needs of the worker. These conditions may lead to

poor work performance or even injury. Job stress is also

associated with various biological reactions that may lead

ultimately to compromised health.
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conditions may lead to poor work performance or even injury.
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Stress is a prevalent and costly problem in today's workplace.

About one-third of workers report high levels of stress. One-

quarter of employees view their jobs as the number one stressor

in their lives. Three-quarters of employees believe the worker has

more on-the-job stress than a generation ago. Evidence also

suggests that stress is the major cause of turnover in

organizations.

Symptoms of Stress are absenteeism, escaping from work

responsibilities, arriving late, leaving early, etc.,

Stress management is the need of the hour. However hard we try

to go beyond a stress situation, life seems to find new ways of

stressing us out behavior. Employees are also given career

counseling which helps in reducing their ambiguities with regard

to career; Find a fun way to release stress, such as, cracking jokes,

playing tennis, golf, etc. and Do not remain preoccupied with
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global banking. Stress is unavoidable on the part of the employees as the systems, procedures; techniques are getting

complicated with the use of advanced technology. Every employee cannot cope with rapid changes taking place in the jobs
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A job stressed individual is likely to have greater job

dissatisfaction, increased absenteeism, and increased frequency

of drinking and smoking, increase in negative psychological

symptoms and reduced aspirations and self esteem (Jick and

Payne, 1980). The use of role concepts suggests that occupational

stress is associated with individual, interpersonal and structural

variables (Kutz and Kahn, 1978; Whetten, 1978). Studies on

burnout found that, it is related to exhaustion and work over load

factors in various organisations (Green and Walkey, 1988;

Chermiss, 1980; Freudenberger, 1977, 1980). Stress on the job is

costly for employers, reflected in lower productivity, reduced

motivation and job skills, and increased and accidents.

1 The aim for the study is to analysis the job stress among the

public sector bank employees in and around Mysore city.

2 To examine what is the effect of stress on work factors (e.g.,

morale, job satisfaction, task effort, organizational

commitment, etc) are high stress.

3 To identify different methods and techniques to reduce job-

related stress.

H There is no statistical significant influence of factors

considered (Table 1) that leads employee stress to a level of 90 %.

(Thrush hold level of 90 % is considered).

H There is a statistical significant influence of factors considered

(Table 1) that leads employee stress to a level of 90 %. (Thrush

hold level of 90 % is considered).

The methodology involves following steps.

1. Data collection

2. Sample size determination

3. Sample framework

4. Data classification, tabulation and statistical analysis

5. Interpretation

6. Results and conclusions

7. Suggestions

The primary data is collected from the fieldwork. A structured

questionnaire is used as an instrument to collect the data. The

objective of this study is briefed to all the respondents before

taking their responses. The data, thus collected is classified based

on homogeneous factors and tabulated to enable for the statistical

analysis.

The samples of employees considered are from various public

sector banks in and around Mysore city. With the preliminary

discussions at public sector banks , it is decided to consider at

least 20 percent of the employees to evaluate the amount of stress

they feel related to their work. Statistically, it is desired to have

the standard error not more than 10 % and 90 % of confidence

level is considered to determine the sample size. The sample size

for the survey is determined as indicated below.

N = Z   [ ð ( 1- ð ) ] /  E

Where,

N = Sample size to be determined

ð = The proportion of sample considered

Z = The confidence coefficient (1.96 for 95 % confidence level)

Accordingly, N = Z   [ ð ( 1- ð ) ] /  E = (1.96)  [ 0.1 X 0.9 ] / [

0.075] = 61.45 Respondents

Therefore sample size is considered to be 62.

A sample of 62 various public sector bank employees in Mysore

city has been selected on random sample basis.

The scope of the study is restricted to Mysore city only. The

respondent's opinions are considered as honest and unbiased.

The factors considered (organizational factors, Individual factors

and Job concerning factors) that lead employee stress for further

study is mentioned below.

In addition to tabulation, classification the key statistical tool

used for the data analysis is the Kolmogorov-Smirnov : D test

[15-16].

4 Objectives of the present study

5 Hypothesis of the study

6 Methodology

6.1 Data collection

6.2 Sample size and selection

6.3 Scope of the study

6.4 Selection of factors for further study

Table 1 Factors considered that lead employee stress

7 Data analysis

0  :

a:

2 2

2 2 2

2
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1.4 Coping with Stress at Work place

2. Determinants of Stress

2.1 Organizational factors-

2.2 Individual factors-

2.3 Job concerning factors-

2.4 Extra-organizational factors-

3 Review of literature

With the rapid advancement of technology, the stresses faced at

work have also increased. Undoubtedly, occupational stress is

one of the most commonly cited stressors faced by people all over

the world. Stress refers to the pressure and reactions to our

environment which results in psychological and physical

reactions. Whilst some stress is good for motivation and

increasing efficiency, too much stress can result in negative

impacts such as reduced effectiveness and efficiency. More and

more people are feeling isolated and disrespected at work, and

this has led to greater occupational stress. Many companies have

taken to consulting experts and professionals on ways to increase

connectedness and motivation of their employees.

Some companies organize parties and make their employees

feel valued at work. These are measures to motivate employees

and help them to feel secure at their jobs, translating into greater

productivity. However, not all companies have such measures in

place, and some have not gotten it quite right. Hence, it is up to

you to make sure that you can cope with stress at your workplace,

and use it to help you work better.

The factors leading to stress among individual are called as

stressors. Some of the factors/stressors /Determinants acting on

employees are-

With the growth in organizational

stress and complexity, there is increase in organizational factors

also which cause stress among employees. Some of such factors

are-

a. Discrimination in pay/salary structure

b. Strict rules and regulations

c. Ineffective communication

d. Peer pressure

e. Goals conflicts/goals ambiguity

f. More of centralized and formal organization structure

g. Less promotional opportunities

h. Lack of employees participation in decision-making

i. Excessive control over the employees by the managers

There are various expectations which

the family members, peer, superior and subordinates have

from the employee. Failure to understand such expectations

or to convey such expectations lead to role ambiguity/role

conflict which in turn causes employee stress. Other

individual factors causing stress among employees are

inherent personality traits such as being impatient,

aggressive, rigid, feeling time pressure always, etc.

Similarly, the family issues, personal financial problems,

sudden career changes all lead to stress.

Certain factors related to job which

cause stress among employees are as follows-

Monotonous nature of job

Unsafe and unhealthy working conditions

Lack of confidentiality

Crowding

There are certain issues

outside the organization which lead to stress among

employees. In today's modern and technology savvy world,

stress has increased. Inflation, technological change, social

responsibilities and rapid social changes are other extra-

organizational factors causing stress.

According to Douglas [1980], stress is defined as any action

or situation that places special physical or psychological

demand upon a person.Van Fleet [1988], stress is caused

when a person is subjected to unusual situations, demands,

extreme expectations or pressures that are difficult to

handle. Cobb (1975) has the opinion that, “The

responsibility load creates severe stress among workers and

managers.” If the individual manager cannot cope with the

increased responsibilities it may lead to several physical and

psychological disorders among them.

Brook (1973) reported that qualitative changes in the job create

adjustmental problem among employees. The interpersonal

relationships within the department and between the departments

create qualitative difficulties within the organisation to a great

extent. Miles and Perreault (1976) identify four different types of

role conflict: 1. Intra-sender role conflict 2. Inter sender role

conflict. 3. Person- role conflict; 4. Role over load. The use of

role concepts suggests that job related stress is associated with

individual, interpersonal, and structural variables (Katz and

Kahn, 1978; Whetten, 1978). The presence of supportive peer

groups and supportive relationships with super visors are

negatively correlated with R.C. (Caplan et al., 1964).

There is evidence that role incumbents with high levels of role

ambiguity also respond to their situation with anxiety,

depression, physical symptoms, a sense of futility or lower self

esteem, lower levels of job involvement and organisational

commitment, and perceptions of lower performance on the part

of the organisation, of supervisors, and of themselves (Brief and

Aldag, 1976; Greene, 1972).

Ivancevich and Matteson (1990) indicate, “Lack of group

cohesiveness may explain various physiological and behavioural

outcomes in an employ desiring such sticks together.” Workplace

interpersonal conflicts and negative interpersonal relations are

prevalent sources of stress and are existed with negative mood

depression, and symptoms of ill health. Occupational stress is an

increasingly important occupational health problem and a

significant cause of economic loss. Occupational stress may

produce both overt psychological and physiologic disabilities.

However it may also cause subtle manifestation of morbidity that

can affect personal well-being and productivity (Quick, Murphy,

Hurrel and Orman, 1992).

·

·

·

·

1. Career opportunity

2. Lack of co-ordination

3. Less Promotional

opportunity.

4. Excessive control.

5. Irritation.

6. Loneliness

7. Sudden career changes

8. Fatigue

9. Job challenging.

10. Handling the ÿdifficultÿ

customers.

11. Lack of Confidentiality

12. Poor working condition.

13. Job difficulty.

14. Technological changes .

15. Non-supportive co-worker.

16. Lack of Role clarity.
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A job stressed individual is likely to have greater job

dissatisfaction, increased absenteeism, and increased frequency

of drinking and smoking, increase in negative psychological

symptoms and reduced aspirations and self esteem (Jick and

Payne, 1980). The use of role concepts suggests that occupational

stress is associated with individual, interpersonal and structural

variables (Kutz and Kahn, 1978; Whetten, 1978). Studies on

burnout found that, it is related to exhaustion and work over load

factors in various organisations (Green and Walkey, 1988;

Chermiss, 1980; Freudenberger, 1977, 1980). Stress on the job is

costly for employers, reflected in lower productivity, reduced

motivation and job skills, and increased and accidents.

1 The aim for the study is to analysis the job stress among the

public sector bank employees in and around Mysore city.

2 To examine what is the effect of stress on work factors (e.g.,

morale, job satisfaction, task effort, organizational

commitment, etc) are high stress.

3 To identify different methods and techniques to reduce job-

related stress.

H There is no statistical significant influence of factors

considered (Table 1) that leads employee stress to a level of 90 %.

(Thrush hold level of 90 % is considered).

H There is a statistical significant influence of factors considered

(Table 1) that leads employee stress to a level of 90 %. (Thrush

hold level of 90 % is considered).

The methodology involves following steps.

1. Data collection

2. Sample size determination

3. Sample framework

4. Data classification, tabulation and statistical analysis

5. Interpretation

6. Results and conclusions

7. Suggestions

The primary data is collected from the fieldwork. A structured

questionnaire is used as an instrument to collect the data. The

objective of this study is briefed to all the respondents before

taking their responses. The data, thus collected is classified based

on homogeneous factors and tabulated to enable for the statistical

analysis.

The samples of employees considered are from various public

sector banks in and around Mysore city. With the preliminary

discussions at public sector banks , it is decided to consider at

least 20 percent of the employees to evaluate the amount of stress

they feel related to their work. Statistically, it is desired to have

the standard error not more than 10 % and 90 % of confidence

level is considered to determine the sample size. The sample size

for the survey is determined as indicated below.

N = Z   [ ð ( 1- ð ) ] /  E

Where,

N = Sample size to be determined

ð = The proportion of sample considered

Z = The confidence coefficient (1.96 for 95 % confidence level)

Accordingly, N = Z   [ ð ( 1- ð ) ] /  E = (1.96)  [ 0.1 X 0.9 ] / [

0.075] = 61.45 Respondents

Therefore sample size is considered to be 62.

A sample of 62 various public sector bank employees in Mysore

city has been selected on random sample basis.

The scope of the study is restricted to Mysore city only. The

respondent's opinions are considered as honest and unbiased.

The factors considered (organizational factors, Individual factors

and Job concerning factors) that lead employee stress for further

study is mentioned below.

In addition to tabulation, classification the key statistical tool

used for the data analysis is the Kolmogorov-Smirnov : D test

[15-16].

4 Objectives of the present study

5 Hypothesis of the study

6 Methodology

6.1 Data collection

6.2 Sample size and selection

6.3 Scope of the study

6.4 Selection of factors for further study

Table 1 Factors considered that lead employee stress

7 Data analysis
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1.4 Coping with Stress at Work place

2. Determinants of Stress

2.1 Organizational factors-

2.2 Individual factors-

2.3 Job concerning factors-

2.4 Extra-organizational factors-

3 Review of literature

With the rapid advancement of technology, the stresses faced at

work have also increased. Undoubtedly, occupational stress is

one of the most commonly cited stressors faced by people all over

the world. Stress refers to the pressure and reactions to our

environment which results in psychological and physical

reactions. Whilst some stress is good for motivation and

increasing efficiency, too much stress can result in negative

impacts such as reduced effectiveness and efficiency. More and

more people are feeling isolated and disrespected at work, and

this has led to greater occupational stress. Many companies have

taken to consulting experts and professionals on ways to increase

connectedness and motivation of their employees.

Some companies organize parties and make their employees

feel valued at work. These are measures to motivate employees

and help them to feel secure at their jobs, translating into greater

productivity. However, not all companies have such measures in

place, and some have not gotten it quite right. Hence, it is up to

you to make sure that you can cope with stress at your workplace,

and use it to help you work better.

The factors leading to stress among individual are called as

stressors. Some of the factors/stressors /Determinants acting on

employees are-

With the growth in organizational

stress and complexity, there is increase in organizational factors

also which cause stress among employees. Some of such factors

are-

a. Discrimination in pay/salary structure

b. Strict rules and regulations

c. Ineffective communication

d. Peer pressure

e. Goals conflicts/goals ambiguity

f. More of centralized and formal organization structure

g. Less promotional opportunities

h. Lack of employees participation in decision-making

i. Excessive control over the employees by the managers

There are various expectations which

the family members, peer, superior and subordinates have

from the employee. Failure to understand such expectations

or to convey such expectations lead to role ambiguity/role

conflict which in turn causes employee stress. Other

individual factors causing stress among employees are

inherent personality traits such as being impatient,

aggressive, rigid, feeling time pressure always, etc.

Similarly, the family issues, personal financial problems,

sudden career changes all lead to stress.

Certain factors related to job which

cause stress among employees are as follows-

Monotonous nature of job

Unsafe and unhealthy working conditions

Lack of confidentiality

Crowding

There are certain issues

outside the organization which lead to stress among

employees. In today's modern and technology savvy world,

stress has increased. Inflation, technological change, social

responsibilities and rapid social changes are other extra-

organizational factors causing stress.

According to Douglas [1980], stress is defined as any action

or situation that places special physical or psychological

demand upon a person.Van Fleet [1988], stress is caused

when a person is subjected to unusual situations, demands,

extreme expectations or pressures that are difficult to

handle. Cobb (1975) has the opinion that, “The

responsibility load creates severe stress among workers and

managers.” If the individual manager cannot cope with the

increased responsibilities it may lead to several physical and

psychological disorders among them.

Brook (1973) reported that qualitative changes in the job create

adjustmental problem among employees. The interpersonal

relationships within the department and between the departments

create qualitative difficulties within the organisation to a great

extent. Miles and Perreault (1976) identify four different types of

role conflict: 1. Intra-sender role conflict 2. Inter sender role

conflict. 3. Person- role conflict; 4. Role over load. The use of

role concepts suggests that job related stress is associated with

individual, interpersonal, and structural variables (Katz and

Kahn, 1978; Whetten, 1978). The presence of supportive peer

groups and supportive relationships with super visors are

negatively correlated with R.C. (Caplan et al., 1964).

There is evidence that role incumbents with high levels of role

ambiguity also respond to their situation with anxiety,

depression, physical symptoms, a sense of futility or lower self

esteem, lower levels of job involvement and organisational

commitment, and perceptions of lower performance on the part

of the organisation, of supervisors, and of themselves (Brief and

Aldag, 1976; Greene, 1972).

Ivancevich and Matteson (1990) indicate, “Lack of group

cohesiveness may explain various physiological and behavioural

outcomes in an employ desiring such sticks together.” Workplace

interpersonal conflicts and negative interpersonal relations are

prevalent sources of stress and are existed with negative mood

depression, and symptoms of ill health. Occupational stress is an

increasingly important occupational health problem and a

significant cause of economic loss. Occupational stress may

produce both overt psychological and physiologic disabilities.

However it may also cause subtle manifestation of morbidity that

can affect personal well-being and productivity (Quick, Murphy,

Hurrel and Orman, 1992).

·

·

·

·

1. Career opportunity

2. Lack of co-ordination

3. Less Promotional

opportunity.

4. Excessive control.

5. Irritation.

6. Loneliness

7. Sudden career changes

8. Fatigue

9. Job challenging.

10. Handling the ÿdifficultÿ

customers.

11. Lack of Confidentiality

12. Poor working condition.

13. Job difficulty.

14. Technological changes .

15. Non-supportive co-worker.

16. Lack of Role clarity.



From the above Table 3  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the  Promotional opportunity among the

respondents is rejected. It may also be observed from the Table

3 presented above that 18% of the respondents have no stress

feelings and very much satisfied, 68% of the respondents are

satisfied,  3% of the respondents are neutral,  11% of the

respondents are dissatisfied and  also 0% of the respondents

are very much dissatisfied  with Promotional opportunity.

Therefore, less Career opportunity will greatly impact on the

employees and create stress.

From the above Table 4  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Excessive control among the

respondents is rejected. It may also be observed from the Table

4 presented above that 16% of the respondents have no stress

feelings and very much satisfied, 48% of the respondents are

satisfied,  15% of the respondents are neutral,  21% of the

respondents are dissatisfied and  also 0% of the respondents

are very much dissatisfied  with Career opportunity.

Therefore, Excessive control will greatly impact on the

employees and create stress.

From the above Table 5 K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and hence no significant difference in stress ratings

regarding the opinion related to the Irritation among the

respondents is rejected. It may also be observed from the Table

presented above that 13% of the respondents have no stress

feelings and very much satisfied, 53% of the respondents are

satisfied,  15% of the respondents are neutral,  18% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with Career opportunity.

Therefore, Irritation will greatly impact on the employees and

create stress.

From the above Table 6  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Loneliness among the respondents is

rejected. It may also be observed from the Table 6  presented

above that 32% of the respondents have no stress feelings and

very much satisfied, 50% of the respondents are satisfied,  13%

of the respondents are neutral,  5% of the respondents are

dissatisfied and  also 0% of the respondents are very much

dissatisfied  with Loneliness. Therefore, Loneliness will

greatly impact on the employees and create stress.

Critical

Critical

Critical

Critical

Table 4 Excessive control

Table 5 Irritation

Table 6 Loneliness

Table 7 Sudden career changes
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7.1  Kolmogorov-smirnov D (K-S ) test:

7.2 Analysis of study parameters

Table 1: Career opportunity

Table 2 Co-ordination

Table 3 Promotional opportunity

The kolmogorov-smirnov D test is a goodness-of-fit test which

tests whether a given distribution is not significantly different

from one hypothesized (ex, on the basis of the assumption of a

normal distribution). It is a more powerful alternative to chi-

square goodness-of-fit tests. Whereas the chi-square test of

goodness-of-fit tests whether in general the observed

distribution is not significantly different from the hypothesized

one, the K-S test tests whether this is so even for the most

deviant values of the criterion variable. Thus, it is a more

stringent test than chi-square test.

The Kolmogorov-Smirnov D test involves following steps.

1. Observed numbers and also the proportions are

tabulated.

2. Tabulate the observed cumulative proportions are

tabulated.

3. The null proportions specified.

4. The null cumulative proportions are developed.

5. The absolute difference observed and null cumulative

proportions are computed.

6. Largest absolute difference is called Kolmogorov-Smirnov

D (K-S -critical value (D)) is obtained

7. The critical value using the equation 1.36/ vn is computed.

(Where n being the number of samples taken for test).

8. The value of K-S -critical value (D) is compared with

Absolute difference  to ascertain the significant

differences.

From the above Table 1  K-S test revels that K-S -Critical

Value (D ) =0.172 and Calculated Maximum absolute

difference (Kolmogorov-Smirnov D value) = 0.31, since the

Kolmogorov-Smirnov D value is more than K-S -Critical

Value (D ) =0.172 , no significant difference in stress

ratings regarding the opinion related to the Career opportunity

among the respondents is rejected. It may also be observed

from the Table presented above that 18% of the respondents

have no stress feelings and very much satisfied, 53% of the

respondents are satisfied,  17% of the respondents are neutral,

16% of the respondents are dissatisfied and  also 2% of the

respondents are very much dissatisfied  with Career

opportunity. Therefore, less Career opportunity will greatly

impact on the employees and create stress.

From the above Table 2  K-S test revels that K-S -Critical

Value (D ) =0.172 and Calculated Maximum absolute

difference (Kolmogorov-Smirnov D value) = 0.39, since the

Kolmogorov-Smirnov D value is more than K-S -Critical

Value (D ) =0.172 , no significant difference in stress

ratings regarding the opinion related to the Co-ordination

among the respondents is rejected. It may also be observed

from the Table presented above that 19% of the respondents

have no stress feelings and very much satisfied, 60% of the

respondents are satisfied,  11% of the respondents are neutral,

10% of the respondents are dissatisfied and  also 0% of the

respondents are very much dissatisfied  with Co-ordination.

Therefore, less Co-ordination will greatly impact on the

employees and create stress.
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Observed
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Null
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Null

Cumulative

proportion

Absolute

difference

observed

and null

SA 11 0.02 0.02 0.20 0.20 -0.02

A 33 0.16 0.18 0.20 0.40 0.31

N 7 0.11 0.29 0.20 0.60 0.22

DS 10 0.53 0.82 0.20 0.80 0.18

SDA 1 0.18 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.31
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Absolute

difference

observed

and null

SA 12 0.19 0.19 0.20 0.20 -0.01

A 37 0.60 0.79 0.20 0.40 0.39

N 7 0.11 0.90 0.20 0.60 0.30

DS 6 0.10 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.39
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Cumulative
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Absolute

difference

observed

and null

SA 11 0.18 0.18 0.20 0.20 -0.02

A 42 0.68 0.85 0.20 0.40 0.45

N 2 0.03 0.89 0.20 0.60 0.29

DS 7 0.11 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.45
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Observed

Numbers

Observed

proportion

Observed

Cumulative

proportion

Null

Proportion

Null

Cumulative

proportion

Absolute

difference

observed

and null

SA 10 0.16 0.16 0.20 0.20 -0.04

A 30 0.48 0.65 0.20 0.40 0.25

N 9 0.15 0.79 0.20 0.60 0.19

DS 13 0.21 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.25
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Observed
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proportion

Null
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Null
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proportion

Absolute

difference

observed

and null

SA 8 0.13 0.13 0.20 0.20 -0.07

A 33 0.53 0.66 0.20 0.40 0.26

N 9 0.15 0.81 0.20 0.60 0.21

DS 11 0.18 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.26
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Numbers

Observed

proportion

Observed

Cumulative

proportion

Null

Proportion
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Cumulative

proportion

Absolute

difference

observed

and null

SA 20 0.32 0.32 0.20 0.20 0.12

A 31 0.50 0.82 0.20 0.40 0.42

N 8 0.13 0.95 0.20 0.60 0.35

DS 3 0.05 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.42
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Numbers

Observed

proportion

Observed

Cumulative

proportion

Null

Proportion

Null

Cumulative

proportion

Absolute

difference

observed

and null

SA 11 0.18 0.18 0.20 0.20 -0.02

A 31 0.50 0.68 0.20 0.40 0.28

N 8 0.13 0.81 0.20 0.60 0.21

DS 11 0.18 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.28



From the above Table 3  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the  Promotional opportunity among the

respondents is rejected. It may also be observed from the Table

3 presented above that 18% of the respondents have no stress

feelings and very much satisfied, 68% of the respondents are

satisfied,  3% of the respondents are neutral,  11% of the

respondents are dissatisfied and  also 0% of the respondents

are very much dissatisfied  with Promotional opportunity.

Therefore, less Career opportunity will greatly impact on the

employees and create stress.

From the above Table 4  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Excessive control among the

respondents is rejected. It may also be observed from the Table

4 presented above that 16% of the respondents have no stress

feelings and very much satisfied, 48% of the respondents are

satisfied,  15% of the respondents are neutral,  21% of the

respondents are dissatisfied and  also 0% of the respondents

are very much dissatisfied  with Career opportunity.

Therefore, Excessive control will greatly impact on the

employees and create stress.

From the above Table 5 K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and hence no significant difference in stress ratings

regarding the opinion related to the Irritation among the

respondents is rejected. It may also be observed from the Table

presented above that 13% of the respondents have no stress

feelings and very much satisfied, 53% of the respondents are

satisfied,  15% of the respondents are neutral,  18% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with Career opportunity.

Therefore, Irritation will greatly impact on the employees and

create stress.

From the above Table 6  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Loneliness among the respondents is

rejected. It may also be observed from the Table 6  presented

above that 32% of the respondents have no stress feelings and

very much satisfied, 50% of the respondents are satisfied,  13%

of the respondents are neutral,  5% of the respondents are

dissatisfied and  also 0% of the respondents are very much

dissatisfied  with Loneliness. Therefore, Loneliness will

greatly impact on the employees and create stress.

Critical

Critical

Critical

Critical

Table 4 Excessive control

Table 5 Irritation

Table 6 Loneliness

Table 7 Sudden career changes
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7.1  Kolmogorov-smirnov D (K-S ) test:

7.2 Analysis of study parameters

Table 1: Career opportunity

Table 2 Co-ordination

Table 3 Promotional opportunity

The kolmogorov-smirnov D test is a goodness-of-fit test which

tests whether a given distribution is not significantly different

from one hypothesized (ex, on the basis of the assumption of a

normal distribution). It is a more powerful alternative to chi-

square goodness-of-fit tests. Whereas the chi-square test of

goodness-of-fit tests whether in general the observed

distribution is not significantly different from the hypothesized

one, the K-S test tests whether this is so even for the most

deviant values of the criterion variable. Thus, it is a more

stringent test than chi-square test.

The Kolmogorov-Smirnov D test involves following steps.

1. Observed numbers and also the proportions are

tabulated.

2. Tabulate the observed cumulative proportions are

tabulated.

3. The null proportions specified.

4. The null cumulative proportions are developed.

5. The absolute difference observed and null cumulative

proportions are computed.

6. Largest absolute difference is called Kolmogorov-Smirnov

D (K-S -critical value (D)) is obtained

7. The critical value using the equation 1.36/ vn is computed.

(Where n being the number of samples taken for test).

8. The value of K-S -critical value (D) is compared with

Absolute difference  to ascertain the significant

differences.

From the above Table 1  K-S test revels that K-S -Critical

Value (D ) =0.172 and Calculated Maximum absolute

difference (Kolmogorov-Smirnov D value) = 0.31, since the

Kolmogorov-Smirnov D value is more than K-S -Critical

Value (D ) =0.172 , no significant difference in stress

ratings regarding the opinion related to the Career opportunity

among the respondents is rejected. It may also be observed

from the Table presented above that 18% of the respondents

have no stress feelings and very much satisfied, 53% of the

respondents are satisfied,  17% of the respondents are neutral,

16% of the respondents are dissatisfied and  also 2% of the

respondents are very much dissatisfied  with Career

opportunity. Therefore, less Career opportunity will greatly

impact on the employees and create stress.

From the above Table 2  K-S test revels that K-S -Critical

Value (D ) =0.172 and Calculated Maximum absolute

difference (Kolmogorov-Smirnov D value) = 0.39, since the

Kolmogorov-Smirnov D value is more than K-S -Critical

Value (D ) =0.172 , no significant difference in stress

ratings regarding the opinion related to the Co-ordination

among the respondents is rejected. It may also be observed

from the Table presented above that 19% of the respondents

have no stress feelings and very much satisfied, 60% of the

respondents are satisfied,  11% of the respondents are neutral,

10% of the respondents are dissatisfied and  also 0% of the

respondents are very much dissatisfied  with Co-ordination.

Therefore, less Co-ordination will greatly impact on the

employees and create stress.
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SA 11 0.02 0.02 0.20 0.20 -0.02

A 33 0.16 0.18 0.20 0.40 0.31

N 7 0.11 0.29 0.20 0.60 0.22

DS 10 0.53 0.82 0.20 0.80 0.18

SDA 1 0.18 1.00 0.20 1.00 0.00
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SA 12 0.19 0.19 0.20 0.20 -0.01

A 37 0.60 0.79 0.20 0.40 0.39

N 7 0.11 0.90 0.20 0.60 0.30

DS 6 0.10 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.39
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SA 11 0.18 0.18 0.20 0.20 -0.02

A 42 0.68 0.85 0.20 0.40 0.45

N 2 0.03 0.89 0.20 0.60 0.29

DS 7 0.11 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.45
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Cumulative
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Cumulative

proportion
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difference
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and null

SA 10 0.16 0.16 0.20 0.20 -0.04

A 30 0.48 0.65 0.20 0.40 0.25

N 9 0.15 0.79 0.20 0.60 0.19

DS 13 0.21 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.25
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SA 8 0.13 0.13 0.20 0.20 -0.07

A 33 0.53 0.66 0.20 0.40 0.26

N 9 0.15 0.81 0.20 0.60 0.21

DS 11 0.18 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.26
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SA 20 0.32 0.32 0.20 0.20 0.12

A 31 0.50 0.82 0.20 0.40 0.42

N 8 0.13 0.95 0.20 0.60 0.35

DS 3 0.05 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.42
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SA 11 0.18 0.18 0.20 0.20 -0.02

A 31 0.50 0.68 0.20 0.40 0.28

N 8 0.13 0.81 0.20 0.60 0.21

DS 11 0.18 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.28
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From the above Table 11 K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to less confidentiality  among the

respondents is rejected. It may also be observed from the Table

presented above that 18% of the respondents have no stress

feelings and very much satisfied, 53% of the respondents are

satisfied,  17% of the respondents are neutral,  16% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with less confidentiality. Therefore,

less confidentiality will greatly impact on the employees and

create stress.

From the above Table 12 K-S test revels that Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Working condition among the

respondents is rejected. It may also be observed from the Table

12 presented above that 19% of the respondents have no stress

feelings and very much satisfied, 52% of the respondents are

satisfied,  14% of the respondents are neutral,  14% of the

respondents are dissatisfied and  also 0% of the respondents

are very much dissatisfied  with working condition. Therefore,

poor working condition will greatly impact on the employees

and create stress.

From the above Table 13 K-S test revels the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D ) =0.172

and no significant difference in stress ratings regarding the

opinion related to the job difficulty among the respondents is

rejected. It may also be observed from the Table 13 presented

above that 21% of the respondents have no stress feelings and

very much satisfied, 60% of the respondents are satisfied, 11%

of the respondents are neutral, 5% of the respondents are

dissatisfied and also 3% of the respondents are very much

dissatisfied with job difficulty. Therefore, job difficulty will

greatly impact on the employees and create stress.

From the above Table 14 K-S test revels that K-S -Critical Value

(D ) =0.172 and Calculated Maximum absolute difference

(Kolmogorov-Smirnov D value) = 0.41, since the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D ) =0.172

and hence no significant difference in stress ratings regarding the

opinion related to the technological changes among the

respondents is rejected. It may also be observed from the Table 14

presented above that 18% of the respondents have no stress

feelings and very much satisfied, 63% of the respondents are

satisfied, 5% of the respondents are neutral, 13% of the

respondents are dissatisfied and also 2% of the respondents are

very much dissatisfied with technological changes. Therefore,

technological changes will greatly impact on the employees and

create stress.
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Critical

Critical

Critical

Table 12 Working condition

Table 13 Job difficulty

Table 14 Technological changes

Table 15 Non Supportive co-worker
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From the above Table 7  K-S test revels the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Sudden career changes among the

respondents is rejected. It may also be observed from the Table

7 presented above that 18% of the respondents have no stress

feelings and very much satisfied, 50% of the respondents are

satisfied,  13% of the respondents are neutral,  17% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with Career opportunity.

Therefore, sudden career changes will greatly impact on the

employees and create stress.

From the above Table 8  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Fatigue among the respondents is

rejected. It may also be observed from the Table 8 presented

above that 6% of the respondents have no stress feelings and

very much satisfied, 56% of the respondents are satisfied,  13%

of the respondents are neutral,  22% of the respondents are

dissatisfied and  also 2% of the respondents are very much

dissatisfied  with Fatigue. Therefore, less Fatigue will greatly

impact on the employees and create stress.

From the above Table 9  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the job challenging among the

respondents is rejected. It may also be observed from the Table

presented above that 10% of the respondents have no stress

feelings and very much satisfied, 68% of the respondents are

satisfied,  10% of the respondents are neutral,  11% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with Career opportunity.

Therefore, job challenging will greatly impact on the

employees and create stress.

From the above Table 10  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Handling difficult customers among

the respondents is rejected. It may also be observed from the

Table 10 presented above that 10% of the respondents have no

stress feelings and very much satisfied, 63% of the respondents

are satisfied,  8% of the respondents are neutral,  18% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with handling difficult customers.

Therefore, handling different customers will greatly impact on

the employees and create stress.

Critical

Critical

Critical

Critical

Table 8 Fatigue

Table 9 Job challenging

Table 10 Handling difficult customers

Table 11 Confidentiality
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Proportion
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proportion

Absolute

difference

observed

and null

SA 4 0.06 0.06 0.20 0.20 -0.14

A 35 0.56 0.63 0.20 0.40 0.23

N 8 0.13 0.76 0.20 0.60 0.16

DS 14 0.23 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.23
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Cumulative

proportion

Null
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Absolute

difference
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and null

SA 6 0.10 0.10 0.20 0.20 -0.10

A 42 0.68 0.77 0.20 0.40 0.37

N 6 0.10 0.87 0.20 0.60 0.27

DS 7 0.11 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.37
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Absolute

difference
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and null

SA 6 0.10 0.10 0.20 0.20 -0.10

A 39 0.63 0.73 0.20 0.40 0.33

N 5 0.08 0.81 0.20 0.60 0.21

DS 11 0.18 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.33
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Absolute

difference

observed

and null

SA 6 0.10 0.10 0.20 0.20 -0.10

A 38 0.61 0.71 0.20 0.40 0.31

N 8 0.13 0.84 0.20 0.60 0.24

DS 9 0.15 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.31
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Absolute

difference

observed and

null

SA 12 0.19 0.19 0.20 0.20 -0.01

A 32 0.52 0.71 0.20 0.40 0.31

N 9 0.15 0.85 0.20 0.60 0.25

DS 9 0.15 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.31
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proportion
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Proportion
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Cumulative

proportion

Absolute

difference

observed

and null

SA 13 0.21 0.21 0.20 0.20 0.01

A 37 0.60 0.81 0.20 0.40 0.41

N 7 0.11 0.92 0.20 0.60 0.32

DS 3 0.05 0.97 0.20 0.80 0.17

SDA 2 0.03 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.41
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proportion
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Cumulative
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Null

Proportion

Null

Cumulative

proportion

Absolute

difference

observed

and null

SA 11 0.18 0.18 0.20 0.20 -0.02

A 39 0.63 0.81 0.20 0.40 0.41

N 3 0.05 0.85 0.20 0.60 0.25

DS 8 0.13 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.41
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Observed

Numbers

Observed

proportion

Observed

Cumulative

proportion

Null

Proportion

Null

Cumulative

proportion

Absolute

difference

observed

and null

SA 14 0.23 0.23 0.20 0.20 0.03

A 35 0.56 0.79 0.20 0.40 0.39

N 4 0.06 0.85 0.20 0.60 0.25

DS 8 0.13 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.39
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From the above Table 11 K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to less confidentiality  among the

respondents is rejected. It may also be observed from the Table

presented above that 18% of the respondents have no stress

feelings and very much satisfied, 53% of the respondents are

satisfied,  17% of the respondents are neutral,  16% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with less confidentiality. Therefore,

less confidentiality will greatly impact on the employees and

create stress.

From the above Table 12 K-S test revels that Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Working condition among the

respondents is rejected. It may also be observed from the Table

12 presented above that 19% of the respondents have no stress

feelings and very much satisfied, 52% of the respondents are

satisfied,  14% of the respondents are neutral,  14% of the

respondents are dissatisfied and  also 0% of the respondents

are very much dissatisfied  with working condition. Therefore,

poor working condition will greatly impact on the employees

and create stress.

From the above Table 13 K-S test revels the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D ) =0.172

and no significant difference in stress ratings regarding the

opinion related to the job difficulty among the respondents is

rejected. It may also be observed from the Table 13 presented

above that 21% of the respondents have no stress feelings and

very much satisfied, 60% of the respondents are satisfied, 11%

of the respondents are neutral, 5% of the respondents are

dissatisfied and also 3% of the respondents are very much

dissatisfied with job difficulty. Therefore, job difficulty will

greatly impact on the employees and create stress.

From the above Table 14 K-S test revels that K-S -Critical Value

(D ) =0.172 and Calculated Maximum absolute difference

(Kolmogorov-Smirnov D value) = 0.41, since the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D ) =0.172

and hence no significant difference in stress ratings regarding the

opinion related to the technological changes among the

respondents is rejected. It may also be observed from the Table 14

presented above that 18% of the respondents have no stress

feelings and very much satisfied, 63% of the respondents are

satisfied, 5% of the respondents are neutral, 13% of the

respondents are dissatisfied and also 2% of the respondents are

very much dissatisfied with technological changes. Therefore,

technological changes will greatly impact on the employees and

create stress.

Critical

Critical

Critical

Critical

Critical

Table 12 Working condition

Table 13 Job difficulty

Table 14 Technological changes

Table 15 Non Supportive co-worker
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From the above Table 7  K-S test revels the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Sudden career changes among the

respondents is rejected. It may also be observed from the Table

7 presented above that 18% of the respondents have no stress

feelings and very much satisfied, 50% of the respondents are

satisfied,  13% of the respondents are neutral,  17% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with Career opportunity.

Therefore, sudden career changes will greatly impact on the

employees and create stress.

From the above Table 8  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Fatigue among the respondents is

rejected. It may also be observed from the Table 8 presented

above that 6% of the respondents have no stress feelings and

very much satisfied, 56% of the respondents are satisfied,  13%

of the respondents are neutral,  22% of the respondents are

dissatisfied and  also 2% of the respondents are very much

dissatisfied  with Fatigue. Therefore, less Fatigue will greatly

impact on the employees and create stress.

From the above Table 9  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the job challenging among the

respondents is rejected. It may also be observed from the Table

presented above that 10% of the respondents have no stress

feelings and very much satisfied, 68% of the respondents are

satisfied,  10% of the respondents are neutral,  11% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with Career opportunity.

Therefore, job challenging will greatly impact on the

employees and create stress.

From the above Table 10  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Handling difficult customers among

the respondents is rejected. It may also be observed from the

Table 10 presented above that 10% of the respondents have no

stress feelings and very much satisfied, 63% of the respondents

are satisfied,  8% of the respondents are neutral,  18% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with handling difficult customers.

Therefore, handling different customers will greatly impact on

the employees and create stress.
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Critical

Critical

Critical

Table 8 Fatigue

Table 9 Job challenging

Table 10 Handling difficult customers

Table 11 Confidentiality
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and null

SA 4 0.06 0.06 0.20 0.20 -0.14

A 35 0.56 0.63 0.20 0.40 0.23

N 8 0.13 0.76 0.20 0.60 0.16

DS 14 0.23 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.23

jo
b

 c
h

a
ll

e
n

g
in

g Observed

Numbers

Observed

proportion

Observed

Cumulative

proportion

Null

Proportion

Null

Cumulative

proportion

Absolute

difference

observed

and null

SA 6 0.10 0.10 0.20 0.20 -0.10

A 42 0.68 0.77 0.20 0.40 0.37

N 6 0.10 0.87 0.20 0.60 0.27

DS 7 0.11 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00
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difference
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and null

SA 6 0.10 0.10 0.20 0.20 -0.10

A 39 0.63 0.73 0.20 0.40 0.33

N 5 0.08 0.81 0.20 0.60 0.21

DS 11 0.18 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.33
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SA 6 0.10 0.10 0.20 0.20 -0.10

A 38 0.61 0.71 0.20 0.40 0.31

N 8 0.13 0.84 0.20 0.60 0.24

DS 9 0.15 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.31
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SA 12 0.19 0.19 0.20 0.20 -0.01

A 32 0.52 0.71 0.20 0.40 0.31

N 9 0.15 0.85 0.20 0.60 0.25

DS 9 0.15 1.00 0.20 0.80 0.20

SDA 0 0.00 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.31
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SA 13 0.21 0.21 0.20 0.20 0.01

A 37 0.60 0.81 0.20 0.40 0.41

N 7 0.11 0.92 0.20 0.60 0.32

DS 3 0.05 0.97 0.20 0.80 0.17

SDA 2 0.03 1.00 0.20 1.00 0.00

Total 62
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SA 11 0.18 0.18 0.20 0.20 -0.02

A 39 0.63 0.81 0.20 0.40 0.41

N 3 0.05 0.85 0.20 0.60 0.25

DS 8 0.13 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.41
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SA 14 0.23 0.23 0.20 0.20 0.03

A 35 0.56 0.79 0.20 0.40 0.39

N 4 0.06 0.85 0.20 0.60 0.25

DS 8 0.13 0.98 0.20 0.80 0.18

SDA 1 0.02 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.39
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a mean value of 2 and with 90 % of it as a threshold value as

mentioned above is (0.9 x 2 = 1.8) and variance of 0.01 is

considered for hypothesis testing. Thus, hypothesis formulated

at thrush hold value of overall 90 % of stress level (0.9 x 2 = 1.8)

with 0.01variance is tested and computation is shown below.

Z at 0.01% significance is +/- 2.56 and Z is more than

2.50 and hence hypothesis formulated at thrush hold value of

overall 90 % of stress level (0.9 x 2 = 1.8) with 0.01variance is

rejected. In otherwords there is a significant difference between

thrush hold of overall 90 % of stress level and the actual. Further,

an hypothesis may be formulated and tested to know that the

employees are overall 50 % stressed (0.5 x 2 = 1.0) with 0.15

variance with reference to the stress levels. The rating factors to

the stress level rating to the each construct items using likert scale

with rating of Very much satisfied , Satisfied ,Neither Satisfied

Nor Dissatisfied, Dissatisfied, and Very much Dissatisfied are

assigned +2 , +1 , 0 -1 and -2 values respectively. The ideal

situation of very much satisfaction of all the respondents leads to

a mean value of 2 and with 50 % of it as a threshold value as

mentioned above is (0.5x 2 = 1.0). Considering overall 50 % of

the stress rating with mean of 1.0 and 0.15 as variance, above

hypothesis is tested.

Formulation of Null and alternate hypothesis to tset overall 50 %

of the stress is made as follows.

Ho: There is no significant relationship between required and

actual role stress factors at 50%.

Ha: There is a significant relationship between required and

actual role stress factors at 50% .

Mathematically,

Ho: µB- µA=0 i.e., Ho: µd =0 Ha: µB- µA>0 i.e.,

Ha: µd 0

Statistically, 99% of confidence level and 0.01% significance

level are considered. Let X1 and S1 are the threshold satisfaction

rating and standard deviation of work related factors of the

organization and X2 be combined overall mean of the responses

and S2 as combined standard deviation obtained from the

respondents

Z at 0.01% significance is +/- 2.56. Z is more than

2.50. The calculated value less than the critical value and hence

the Null hypothesis formulated is accepted. This means that there

is no significant difference on required and actual stress factors.

And 50% are stressed s per the opinion of the respondents.

About 50% of employees feel that they have stress at work

according to the findings in this paper, Hence banks should take

positive steps to make their employees free from stress so that

they can work with optimum efficiency and effectiveness.

Employees of the banks should be made free from not only fear of

quality of performance but also from other types of fear

generating in their minds. Guidance and counseling, quality

consciousness awareness programs, psychological support can

be provided to employees. The concept of five day week working

can be implemented in banks so that the employees can give more

time to themselves and their family and discharge other social

responsibilities. Banks should arrange YOGA camp, meditation

camp, entertaining programs etc. The working environment

should be made clean and safer. There should be proper work

division in all departments. There should be friendly

environment from colleagues and especially boss. Employees

should try for quality of performance rather than fear from it.

Result of the study indicates that lack of Career opportunity, lack

of co ordination, less promotional opportunity, Excessive

control, loneliness, irritation, Sudden career changes, Fatigue,

job challenging, Handling difficult customers, Confidentiality,

poor working condition, job difficulty, technological changes,

less supportive co-worker and lack of Role clarity are few

factors which influences Stress among bank employees.

Effective human resource management and preserving

progressive work environment would help in managing the stress

levels of the employees. Hence, for the success of organization it

is vital to accomplish HRM successfully and find whether all

other factors mentioned above are not causing stress for

employees. This study helps the banks to know the stress levels of

their employees and provide strategies to manage stress.
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From the above Table 15  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the non supportive co-worker  among the

respondents is rejected. It may also be observed from the Table

presented above that 23% of the respondents have no stress

feelings and very much satisfied, 56% of the respondents are

satisfied,  6% of the respondents are neutral,  13% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with non supportive co-worker.

Therefore, non Supportive co-worker will greatly impact on

the employees and create stress.

From the above Table 16  K-S test revels the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Role clarity among the respondents is

rejected. It may also be observed from the Table 16 presented

above that 21% of the respondents have no stress feelings and

very much satisfied, 58% of the respondents are satisfied,  6%

of the respondents are neutral,  11% of the respondents are

dissatisfied and  also 3% of the respondents are very much

dissatisfied  with lack Role clarity. Therefore, lack  Role

clarity will greatly impact on the employees and create stress

The hypothesis are formulated and tested to know the

influence of factors that leads to employee stress.

The formulation and testing of hypothesis is described in

below section.

H There is no statistical significant influence of factors

considered (Table 1) that leads employee stress to a level of 90

%. (Thrush hold level of employee stress 90 % is considered).

H There is a statistical significant influence of factors

considered (Table 1) that leads employee stress to a level of 90

%. (Thrush hold level of 90 % employee stress is considered).

The rating factors to the each construct items using likert scale

with rating of Very much satisfied , Satisfied ,Neither Satisfied

Nor Dissatisfied, Dissatisfied, and Very much Dissatisfied are

assigned +2 , +1 , 0 -1 and -2 values respectively. The ideal

situation of very much satisfaction of all the respondents leads to

Critical

Critical

O:

a:

Table 16 Lack of  Role clarity

Table 13 Comparative ratings of all parameters

8 Testing of Hypothesis

7.3 The comparative ratings of all parameters
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Observed

Numbers

Observed

proportion

Observed

Cumulative

proportion

Null

Proportion

Null

Cumulative

proportion

Absolute

difference

observed

and null

SA 13 0.21 0.21 0.20 0.20 0.01

A 36 0.58 0.79 0.20 0.40 0.39

N 4 0.06 0.85 0.20 0.60 0.25

DS 7 0.11 0.97 0.20 0.80 0.17

SDA 2 0.03 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.39

No
Parameter of  Stress

among Bank employees

Maximu

m
Minimum Mean

Standard

Deviation

1.
Lack of career

opportunity
5 1 0.69 0.83

2. Lack of co-ordination 5 1 0.89 0.94

3.
Less Promotional

opportunity.
5 1 0.92 0.96

4. Excessive control 5 1 0.60 0.77

5. Irritation 5 1 0.58 0.76

6. Loneliness 5 1 1.10 1.05

7. sudden career changes 5 1 0.65 0.80

8. Fatigue 5 1 0.44 0.66

9. job challenging 5 1 0.73 0.85

10.
Handling different

customers
5 1 0.61 0.78

11. Lack of Confidentiality 5 1 0.63 0.79

12. Poor  working condition 5 1 0.76 0.87

13. job difficulty 5 1 0.90 0.95

14. technological changes 5 1 0.82 0.91

15.
Non-supportive co-

worker
5 1 0.85 0.93

16. Lack of Role clarity 5 1 0.82 0.91

Combined Mean=0.75 Combined Standard Deviation =0.94
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a mean value of 2 and with 90 % of it as a threshold value as

mentioned above is (0.9 x 2 = 1.8) and variance of 0.01 is

considered for hypothesis testing. Thus, hypothesis formulated

at thrush hold value of overall 90 % of stress level (0.9 x 2 = 1.8)

with 0.01variance is tested and computation is shown below.

Z at 0.01% significance is +/- 2.56 and Z is more than

2.50 and hence hypothesis formulated at thrush hold value of

overall 90 % of stress level (0.9 x 2 = 1.8) with 0.01variance is

rejected. In otherwords there is a significant difference between

thrush hold of overall 90 % of stress level and the actual. Further,

an hypothesis may be formulated and tested to know that the

employees are overall 50 % stressed (0.5 x 2 = 1.0) with 0.15

variance with reference to the stress levels. The rating factors to

the stress level rating to the each construct items using likert scale

with rating of Very much satisfied , Satisfied ,Neither Satisfied

Nor Dissatisfied, Dissatisfied, and Very much Dissatisfied are

assigned +2 , +1 , 0 -1 and -2 values respectively. The ideal

situation of very much satisfaction of all the respondents leads to

a mean value of 2 and with 50 % of it as a threshold value as

mentioned above is (0.5x 2 = 1.0). Considering overall 50 % of

the stress rating with mean of 1.0 and 0.15 as variance, above

hypothesis is tested.

Formulation of Null and alternate hypothesis to tset overall 50 %

of the stress is made as follows.

Ho: There is no significant relationship between required and

actual role stress factors at 50%.

Ha: There is a significant relationship between required and

actual role stress factors at 50% .

Mathematically,

Ho: µB- µA=0 i.e., Ho: µd =0 Ha: µB- µA>0 i.e.,

Ha: µd 0

Statistically, 99% of confidence level and 0.01% significance

level are considered. Let X1 and S1 are the threshold satisfaction

rating and standard deviation of work related factors of the

organization and X2 be combined overall mean of the responses

and S2 as combined standard deviation obtained from the

respondents

Z at 0.01% significance is +/- 2.56. Z is more than

2.50. The calculated value less than the critical value and hence

the Null hypothesis formulated is accepted. This means that there

is no significant difference on required and actual stress factors.

And 50% are stressed s per the opinion of the respondents.

About 50% of employees feel that they have stress at work

according to the findings in this paper, Hence banks should take

positive steps to make their employees free from stress so that

they can work with optimum efficiency and effectiveness.

Employees of the banks should be made free from not only fear of

quality of performance but also from other types of fear

generating in their minds. Guidance and counseling, quality

consciousness awareness programs, psychological support can

be provided to employees. The concept of five day week working

can be implemented in banks so that the employees can give more

time to themselves and their family and discharge other social

responsibilities. Banks should arrange YOGA camp, meditation

camp, entertaining programs etc. The working environment

should be made clean and safer. There should be proper work

division in all departments. There should be friendly

environment from colleagues and especially boss. Employees

should try for quality of performance rather than fear from it.

Result of the study indicates that lack of Career opportunity, lack

of co ordination, less promotional opportunity, Excessive

control, loneliness, irritation, Sudden career changes, Fatigue,

job challenging, Handling difficult customers, Confidentiality,

poor working condition, job difficulty, technological changes,

less supportive co-worker and lack of Role clarity are few

factors which influences Stress among bank employees.

Effective human resource management and preserving

progressive work environment would help in managing the stress

levels of the employees. Hence, for the success of organization it

is vital to accomplish HRM successfully and find whether all

other factors mentioned above are not causing stress for

employees. This study helps the banks to know the stress levels of

their employees and provide strategies to manage stress.
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From the above Table 15  K-S test revels that the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the non supportive co-worker  among the

respondents is rejected. It may also be observed from the Table

presented above that 23% of the respondents have no stress

feelings and very much satisfied, 56% of the respondents are

satisfied,  6% of the respondents are neutral,  13% of the

respondents are dissatisfied and  also 2% of the respondents

are very much dissatisfied  with non supportive co-worker.

Therefore, non Supportive co-worker will greatly impact on

the employees and create stress.

From the above Table 16  K-S test revels the Kolmogorov-

Smirnov D value is more than K-S -Critical Value (D )

=0.172 and no significant difference in stress ratings regarding

the opinion related to the Role clarity among the respondents is

rejected. It may also be observed from the Table 16 presented

above that 21% of the respondents have no stress feelings and

very much satisfied, 58% of the respondents are satisfied,  6%

of the respondents are neutral,  11% of the respondents are

dissatisfied and  also 3% of the respondents are very much

dissatisfied  with lack Role clarity. Therefore, lack  Role

clarity will greatly impact on the employees and create stress

The hypothesis are formulated and tested to know the

influence of factors that leads to employee stress.

The formulation and testing of hypothesis is described in

below section.

H There is no statistical significant influence of factors

considered (Table 1) that leads employee stress to a level of 90

%. (Thrush hold level of employee stress 90 % is considered).

H There is a statistical significant influence of factors

considered (Table 1) that leads employee stress to a level of 90

%. (Thrush hold level of 90 % employee stress is considered).

The rating factors to the each construct items using likert scale

with rating of Very much satisfied , Satisfied ,Neither Satisfied

Nor Dissatisfied, Dissatisfied, and Very much Dissatisfied are

assigned +2 , +1 , 0 -1 and -2 values respectively. The ideal

situation of very much satisfaction of all the respondents leads to
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Table 16 Lack of  Role clarity

Table 13 Comparative ratings of all parameters

8 Testing of Hypothesis

7.3 The comparative ratings of all parameters
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Observed

Numbers

Observed

proportion

Observed

Cumulative

proportion

Null

Proportion

Null

Cumulative

proportion

Absolute

difference

observed

and null

SA 13 0.21 0.21 0.20 0.20 0.01

A 36 0.58 0.79 0.20 0.40 0.39

N 4 0.06 0.85 0.20 0.60 0.25

DS 7 0.11 0.97 0.20 0.80 0.17

SDA 2 0.03 1.00 0.20 1.00 0.00

Total 62

K-S -Critical Value ( D) =0.172 Calculated Maximum absolute difference = 0.39

No
Parameter of  Stress

among Bank employees

Maximu

m
Minimum Mean

Standard

Deviation

1.
Lack of career

opportunity
5 1 0.69 0.83

2. Lack of co-ordination 5 1 0.89 0.94

3.
Less Promotional

opportunity.
5 1 0.92 0.96

4. Excessive control 5 1 0.60 0.77

5. Irritation 5 1 0.58 0.76

6. Loneliness 5 1 1.10 1.05

7. sudden career changes 5 1 0.65 0.80

8. Fatigue 5 1 0.44 0.66

9. job challenging 5 1 0.73 0.85

10.
Handling different

customers
5 1 0.61 0.78

11. Lack of Confidentiality 5 1 0.63 0.79

12. Poor  working condition 5 1 0.76 0.87

13. job difficulty 5 1 0.90 0.95

14. technological changes 5 1 0.82 0.91

15.
Non-supportive co-

worker
5 1 0.85 0.93

16. Lack of Role clarity 5 1 0.82 0.91

Combined Mean=0.75 Combined Standard Deviation =0.94
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Introduction

Definition: Vocational Education/Training

Techinical and vocational education and training (TVET)

focuses on specific trades and imparts the practical skills which

allow individuals to engage in a specific occupational activity.

TVET is not only important in providing employment

opportunities to individuals but also helps in enhancing the

productivity of firms: “Vocational education and training are

indispensable instruments for improving labour mobility,

adaptability and productivity, thus contributing to enhancing

firms' competitiveness and redressing labour market

imbalances”(Caillods, 1994). TVET comprises all skill transfers,

formal and informal, which are required in the improvement of

productive activities of a society(Carnoy, 1994).

Overtime, various terms have been used to describe elements of

the field of TVET. These include apprenticeship training,

vocational education, industrial arts, technical education,

Technical/Vocational Education (TVE), Technical and

Vocational Education and Training (TVET), and Career and

Technical Education (CTE) (Maclean & Lai, 2011).

Whether to vocationalize or not, has remained a debate in the

literature(Abrokwa, 1995; Oketch, 2009; Psacharopoulos,

1987), and the relative benefits differ from one country to

another. Academic education is more flexible as it allows a

person to change their employment easily whereas vocational

education is suitable for a particular type of work. Vocationally

trained workers are more efficient in handling technologies.

However, since technology is unpredictable and usually changes

over time, such workers require frequent training, and general

education thus enabling the workers to adapt to new technologies

(Krueger & Kumar, 2002). TVET is important in other aspects

such as alleviating and fighting mass unemployment, providing

specific skills for self-employment, preventing mass movement

of school leavers from rural to urban areas, and re-orientating

student attitudes towards the rural society(Lillis & Hogan, 1983;

Tilak, 2003).

The paper discusses the scenario of TVET in India with specific

reference to Maharashtra state. The analysis of data shows that,

the number of admitted students is on a decline and the private

institutes being a major contributor to the decrease. The

possibility for future research is also noted wherein, the causes

and factors for decline in the admissions can be studied.

Vocational education and training goes by various names, such as

career and technical education, technical education, vocational
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A World Bank report on skill development in India(Dar et al.,

2006) also mentions other various issues in the Indian TVET

system. The report points out that more than 60 per cent of all

graduates remained unemployed even three years after

completion of a course. There are several challenges in the

existing system: quality and financing of the system, an

ineffective funding model, strong mismatch between demand

and supply side factors, and lack of match between labour market

needs and vocational courses (Dar et al., 2006). A recent study

shows quite a high rate of unemployment (11%) for TVET

holders in the age group 15-29 years at the secondary level

(Agrawal, 2012).Only 13 percent of all university graduates in

India are employable. Further only 5 percent of youths are

vocationally trained. India being the country with the largest

young population in the world it has 54 percent of population

below the age of 30 years. Its demographic surplus will be 47

million by the year 2020. Out of the total educated 69 percent of

the total employed are without professional skills.

Finally, the fragmented management system adopted for the

TVET sector and lack of coordination between national-level and

state-level bodies, leads to duplication of functions, diverse

accountability, and a narrowing of roles and responsibilities.As a

result, there is a preoccupation with all aspects of financing while

more substantive functions related to updating and monitoring

and evaluation of programs have been ignored (World Bank,

2006).

While TVET programs in India and other countries are viewed as

a “second class” option for education and training, the lack of

structural and financial resources for the sector has prevented any

change in this perception through the improvement of TVET

outcomes. But, the tendency of policymakers to use TVET as a

catchall solution to educational and labour market problems has

kept it alive as a policy tool.

The Directorate of Vocational Education & Training, Mumbai

(DVET) established in the year 1984, previously a part of

Directorate of Technical Education, governs the technical and

vocations education and training in Maharashtra state. Decision

of establishing separate Directorate was taken considering the

increase in the number of ITIs, Technical High Schools &

+2Level Junior Colleges and to ensure effective implementation

of Vocational Education & Training Schemes in the state of

Maharashtra. The Directorate of Vocational Education &

Training has been further divided into Training and Vocational

Education, both headed by a Director. Referring table 1 below

shows the challenges faced by Maharashtra state. With

approximately 100 million population of which 45 million are

between 11 35 years of age, the unemployment is high. Nearly

3,181,367 youth has registered with the employment exchange

across the state. Also the uneducated labour is 44% in the state.

This poses a threat to the overall development of Maharashtra.

TVET Scenario in Maharashtra
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education/training, skill development, and technical and

vocational education and training. Across advanced and

developing economies, vocational education and/or training

programs are offered at various types of institutions, including

schools, colleges, public and private vocational institutions, on

the job, and at informal settings like the home or community

(Grubb & Sweet, 2004; Karmel, 2011; Chappell 2003).

Moreover, they are offered at various levels within the education

system. The United Nations Institute of Statistics ([UN-UIS];

2006) has identified students at four different levels of the

International Standard Classification of Education from level 2,

which corresponds to lower secondary education, up to level 5,

which corresponds to the first cycle of higher education.

In its 'Revised Recommendations for Technical and Vocational

Education and Training', UNESCO (2001) provides a definition

for vocational education and training that reflects the shifts over

time in thinking about what constitutes vocational activities.

The shift has been from a view of vocational education quite

narrowly in terms of preparing individuals for a particular job or

occupation to a vision of it as a strategy for addressing various

educational, economic, and social objectives. 'Technical and

Vocational Education and Training' (TVET) is defined as

(UNESCO, 2001) . As such, TVET includes a l l

activitiesundertaken at various stages, from secondary to

postsecondary and on-the-job training.

The expansion of the TVET sector in India is a response to

various educational and employment challenges facing the

country. While elementary education in India is nearly universal,

the country faces major challenges at the secondary level

(Planning Commission, 2013). Low participation rates and high

dropout rates at this level result in high proportions of youth and

young adults lacking the skills to successfully compete in the

labour market. The universalization of elementary education has

contributed to the expansion of the secondary and tertiary

education systems to accommodate larger numbers of students

continuing their education beyond the primary grades. The lack

of education and skills required for gainful employment in formal

sectors of the economy, coupled with declining employment

opportunities in rural areas, has contributed to high levels of

urban migration and rising numbers of youth seeking jobs in the

unorganized or 'informal' sector of the economy, which currently

employs nearly 90% of all workers.

The TVET system is considered a policy lever designed to

improve equity and reduce unemployment rates especially

among youth, balance the demand for higher education, provide

skills to keep up with changes in technology, and build a

knowledge economy. But the TVET system faces several

challenges and is failing on many of these counts. The literature

cites several social, economic and political factors that create

challenges for the TVET sector. These are related to perception

and status issues, a mismatch between demand and supply, low

quality of TVET programs and employability of TVET

graduates, and mismanagement of the sector (ILO, 2003; World

Bank, 2006).

TVET is associated with low-status manual work and low-paying

jobs in India is often cited as a reason for low participation rates in

TVET (Tilak, 2002). In a survey of high school students in three

districts of India, Aggarwal, Kapur&Tognatta (2011) found that

students, irrespective of their academic achievement, aspire to

careers in technology, medicine, finance and education, and are

less interested in occupations traditionally targeted by TVET

programs. Students and youth are interested in disciplines that

are traditionally viewed as high status.

TVET programs in India have gained greater attention in the past

few years. During the Eleventh FiveYear Plan (2007-12), a major

'Skill Development Mission' with an outlay of Rs. 228 billion was

launched (GOI, 2007). TVET programs are aimed at creating

employment opportunities and imparting suitable skills for self-

employment, particularly in the rural and unorganized sectors.

There are 17 ministries/departments which administer TVET

programs; the Ministry of Human Resource Development and

the Ministry of Labour and Employment (MoLE) are the major

ones. The programs are offered at secondary and higher

secondary levels. Vocational education is offered at school level

in grades 11 and 12 in the formal schooling cycle. Vocational

training includes institution-based training programs which fall

outside the formal schooling cycle, and is mainly provided

through public Industrial Training Institutes (ITIs), private

Industrial Training Centres (ITCs) and polytechnics (both public

and private). In 2011-12, there are about 9000 ITIs/ ITCs having a

capacity of more than 1.2 million students under the MoLE.

There are 1244 polytechnics with a capacity of more than

295,000 students under the Ministry of HRD(GOI, 2007).

According to the employment and unemployment survey of

2004-05 conducted by the National Sample Survey Organization

(Government of India), in the age group age 15-29 years, about 2

per cent of the population are reported to have received formal

vocational training and another 8 per cent are reported to have

received non-formal vocational training(GOI, 2007).

However, the TVET programs have also not been very successful

in India. An ILO efficiency/impact evaluation study of the ITIs

and ITCs, in three states of the country (Andhra Pradesh,

Maharashtra and Orissa) shows that the labour market outcomes

of the trained candidates are not good. The study finds that in the

states of Andhra Pradesh, Maharashtra and Orissa, 41, 35 and

16.2 per cent of graduates, respectively, from ITIs were able to

get wage employment/self-employment/joined family business.

The corresponding percentages for those graduating from ITCs

were 22.8, 35.6 and 21.3 per cent, respectively(Subregional

Office for South & ILO, 2003).

“a

comprehensive term referring to those aspects of the educational

process involving, in addition to general education, the study of

technologies and related sciences, and the acquisition of

practical skills, attitudes, understanding and knowledge relating

to occupations in various sectors of economic and social life”

TVET Scenario in India

Table 1. Challenges before Maharashtra State

(Source: Higher & Technical Education Department, Government of Maharashtra)

Population Approx. 100 Million

Population of 11 to 20 year Age 20 Million

Population of 21-35 year Age 25 Million

Child labour 764075

Uneducated labour 44%

4th pass labour 22.60

Qualified labour 33%

Youth registered with employment exchange 3481367

Research Methodology

Analysis and Discussion

The study is descriptive in nature utilizing secondary database

obtained from Directorate of Vocational Education and Training,

Government of Maharashtra. The database contains the

industrial training institutes count, intake, admissions and

vacancy for the last three years. Descriptive statistics is used to

analyse the database and also correlation.

The analysis of the present scenario of technical and vocational

education and training for the state of Maharashtra was analysed

using the data extracted from Directorate of Vocational

Education and Training, State Government of Maharashtra. The

historical data for the last three years viz., 2013-14, 2014-15 and

2015-16 was obtained from their report on historical

development in the state. The data shows classification on the

basis of number of institutes in the state, the available seats,

admitted seats and the vacant seats. Also the type of institute

contains the different institutes available in the state.
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A World Bank report on skill development in India(Dar et al.,

2006) also mentions other various issues in the Indian TVET

system. The report points out that more than 60 per cent of all

graduates remained unemployed even three years after

completion of a course. There are several challenges in the

existing system: quality and financing of the system, an

ineffective funding model, strong mismatch between demand

and supply side factors, and lack of match between labour market

needs and vocational courses (Dar et al., 2006). A recent study

shows quite a high rate of unemployment (11%) for TVET

holders in the age group 15-29 years at the secondary level

(Agrawal, 2012).Only 13 percent of all university graduates in

India are employable. Further only 5 percent of youths are

vocationally trained. India being the country with the largest

young population in the world it has 54 percent of population

below the age of 30 years. Its demographic surplus will be 47

million by the year 2020. Out of the total educated 69 percent of

the total employed are without professional skills.

Finally, the fragmented management system adopted for the

TVET sector and lack of coordination between national-level and

state-level bodies, leads to duplication of functions, diverse

accountability, and a narrowing of roles and responsibilities.As a

result, there is a preoccupation with all aspects of financing while

more substantive functions related to updating and monitoring

and evaluation of programs have been ignored (World Bank,

2006).

While TVET programs in India and other countries are viewed as

a “second class” option for education and training, the lack of

structural and financial resources for the sector has prevented any

change in this perception through the improvement of TVET

outcomes. But, the tendency of policymakers to use TVET as a

catchall solution to educational and labour market problems has

kept it alive as a policy tool.

The Directorate of Vocational Education & Training, Mumbai

(DVET) established in the year 1984, previously a part of

Directorate of Technical Education, governs the technical and

vocations education and training in Maharashtra state. Decision

of establishing separate Directorate was taken considering the

increase in the number of ITIs, Technical High Schools &

+2Level Junior Colleges and to ensure effective implementation

of Vocational Education & Training Schemes in the state of

Maharashtra. The Directorate of Vocational Education &

Training has been further divided into Training and Vocational

Education, both headed by a Director. Referring table 1 below

shows the challenges faced by Maharashtra state. With

approximately 100 million population of which 45 million are

between 11 35 years of age, the unemployment is high. Nearly

3,181,367 youth has registered with the employment exchange

across the state. Also the uneducated labour is 44% in the state.

This poses a threat to the overall development of Maharashtra.
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education/training, skill development, and technical and

vocational education and training. Across advanced and

developing economies, vocational education and/or training

programs are offered at various types of institutions, including

schools, colleges, public and private vocational institutions, on

the job, and at informal settings like the home or community

(Grubb & Sweet, 2004; Karmel, 2011; Chappell 2003).

Moreover, they are offered at various levels within the education

system. The United Nations Institute of Statistics ([UN-UIS];

2006) has identified students at four different levels of the

International Standard Classification of Education from level 2,

which corresponds to lower secondary education, up to level 5,

which corresponds to the first cycle of higher education.

In its 'Revised Recommendations for Technical and Vocational

Education and Training', UNESCO (2001) provides a definition

for vocational education and training that reflects the shifts over

time in thinking about what constitutes vocational activities.

The shift has been from a view of vocational education quite

narrowly in terms of preparing individuals for a particular job or

occupation to a vision of it as a strategy for addressing various

educational, economic, and social objectives. 'Technical and

Vocational Education and Training' (TVET) is defined as

(UNESCO, 2001) . As such, TVET includes a l l

activitiesundertaken at various stages, from secondary to

postsecondary and on-the-job training.

The expansion of the TVET sector in India is a response to

various educational and employment challenges facing the

country. While elementary education in India is nearly universal,

the country faces major challenges at the secondary level

(Planning Commission, 2013). Low participation rates and high

dropout rates at this level result in high proportions of youth and

young adults lacking the skills to successfully compete in the

labour market. The universalization of elementary education has

contributed to the expansion of the secondary and tertiary

education systems to accommodate larger numbers of students

continuing their education beyond the primary grades. The lack

of education and skills required for gainful employment in formal

sectors of the economy, coupled with declining employment

opportunities in rural areas, has contributed to high levels of

urban migration and rising numbers of youth seeking jobs in the

unorganized or 'informal' sector of the economy, which currently

employs nearly 90% of all workers.

The TVET system is considered a policy lever designed to

improve equity and reduce unemployment rates especially

among youth, balance the demand for higher education, provide

skills to keep up with changes in technology, and build a

knowledge economy. But the TVET system faces several

challenges and is failing on many of these counts. The literature

cites several social, economic and political factors that create

challenges for the TVET sector. These are related to perception

and status issues, a mismatch between demand and supply, low

quality of TVET programs and employability of TVET

graduates, and mismanagement of the sector (ILO, 2003; World

Bank, 2006).

TVET is associated with low-status manual work and low-paying

jobs in India is often cited as a reason for low participation rates in

TVET (Tilak, 2002). In a survey of high school students in three

districts of India, Aggarwal, Kapur&Tognatta (2011) found that

students, irrespective of their academic achievement, aspire to

careers in technology, medicine, finance and education, and are

less interested in occupations traditionally targeted by TVET

programs. Students and youth are interested in disciplines that

are traditionally viewed as high status.

TVET programs in India have gained greater attention in the past

few years. During the Eleventh FiveYear Plan (2007-12), a major

'Skill Development Mission' with an outlay of Rs. 228 billion was

launched (GOI, 2007). TVET programs are aimed at creating

employment opportunities and imparting suitable skills for self-

employment, particularly in the rural and unorganized sectors.

There are 17 ministries/departments which administer TVET

programs; the Ministry of Human Resource Development and

the Ministry of Labour and Employment (MoLE) are the major

ones. The programs are offered at secondary and higher

secondary levels. Vocational education is offered at school level

in grades 11 and 12 in the formal schooling cycle. Vocational

training includes institution-based training programs which fall

outside the formal schooling cycle, and is mainly provided

through public Industrial Training Institutes (ITIs), private

Industrial Training Centres (ITCs) and polytechnics (both public

and private). In 2011-12, there are about 9000 ITIs/ ITCs having a

capacity of more than 1.2 million students under the MoLE.

There are 1244 polytechnics with a capacity of more than

295,000 students under the Ministry of HRD(GOI, 2007).

According to the employment and unemployment survey of

2004-05 conducted by the National Sample Survey Organization

(Government of India), in the age group age 15-29 years, about 2

per cent of the population are reported to have received formal

vocational training and another 8 per cent are reported to have

received non-formal vocational training(GOI, 2007).

However, the TVET programs have also not been very successful

in India. An ILO efficiency/impact evaluation study of the ITIs

and ITCs, in three states of the country (Andhra Pradesh,

Maharashtra and Orissa) shows that the labour market outcomes

of the trained candidates are not good. The study finds that in the

states of Andhra Pradesh, Maharashtra and Orissa, 41, 35 and

16.2 per cent of graduates, respectively, from ITIs were able to

get wage employment/self-employment/joined family business.

The corresponding percentages for those graduating from ITCs

were 22.8, 35.6 and 21.3 per cent, respectively(Subregional

Office for South & ILO, 2003).

“a

comprehensive term referring to those aspects of the educational

process involving, in addition to general education, the study of

technologies and related sciences, and the acquisition of

practical skills, attitudes, understanding and knowledge relating

to occupations in various sectors of economic and social life”

TVET Scenario in India

Table 1. Challenges before Maharashtra State

(Source: Higher & Technical Education Department, Government of Maharashtra)

Population Approx. 100 Million

Population of 11 to 20 year Age 20 Million

Population of 21-35 year Age 25 Million

Child labour 764075

Uneducated labour 44%

4th pass labour 22.60

Qualified labour 33%

Youth registered with employment exchange 3481367

Research Methodology

Analysis and Discussion

The study is descriptive in nature utilizing secondary database

obtained from Directorate of Vocational Education and Training,

Government of Maharashtra. The database contains the

industrial training institutes count, intake, admissions and

vacancy for the last three years. Descriptive statistics is used to

analyse the database and also correlation.

The analysis of the present scenario of technical and vocational

education and training for the state of Maharashtra was analysed

using the data extracted from Directorate of Vocational

Education and Training, State Government of Maharashtra. The

historical data for the last three years viz., 2013-14, 2014-15 and

2015-16 was obtained from their report on historical

development in the state. The data shows classification on the

basis of number of institutes in the state, the available seats,

admitted seats and the vacant seats. Also the type of institute

contains the different institutes available in the state.
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Year

Type of Institute

Total

General Tribal Women

Tribal

Ashram

ITI

SCP

ITI
Minority

No. of

Institutes

2013-14
Government 307 61 15 28 4 2 417

Private 381 0 0 0 0 0 381

2014-15
Government 307 61 15 28 4 2 417

Private 400 0 8 0 0 0 408

2015-16
Government 307 61 15 28 4 2 417

Private 416 0 4 0 0 34 454

Available

seats

2013-14
Government 76731 14121 4439 1547 309 361 97508

Private 26564 0 0 0 0 0 26564

2014-15
Government 73453 12200 4158 1557 215 481 92064

Private 30734 0 0 0 0 0 30734

2015-16
Government 74543 11876 4150 1205 303 387 92464

Private 36707 0 345 0 0 3861 40913

Admitted

trainees

2013-14
Government 62723 10861 3346 1297 281 514 79022

Private 24495 0 0 0 0 0 24495

2014-15
Government 64218 10528 3240 1299 193 365 79843

Private 26324 0 0 0 0 0 26324

2015-16
Government 65951 10053 2964 944 266 330 80508

Private 23858 0 155 0 0 2756 26769

Vacant

seats

2013-14
Government 11008 3260 1093 250 28 -153 15486

Private 2069 0 0 0 0 0 2069

2014-15
Government 9235 1672 918 258 22 116 12221

Private 9898 0 0 0 0 0 9898

2015-16
Government 8592 1823 1186 261 37 57 11956

Private 12849 0 190 0 0 1105 14144

Table 2. Government & Private Industrial Training Institutes Statistics for year 2013-14, 2014-15 & 2015-16 various factors, like degradation in the quality of training and

education, increase in course fees, weighing of cost versus

benefits by the students and the amount of placements done.

Further research focusing on these factors can be done to

ascertain the exact factor contributing to the increase in vacant

seats.

The TVET situation in India looks promising due to the skills

development policy brought in by the Government of India.

Setting up of regulatory bodies like, National Skills

Development Corporation and Directorate General of Training at

central level has helped in formulation of robust policy and

regulatory framework. Though India still is long way from

achieving full enrolment in TVET and even secondary education.

The vast geographical expanse of India makes it further difficult

to canvass and access the population of the country.

When looking at Maharashtra as a state, it is second most

populous and the also second in geographical area in India.

Though having robust infrastructure and communications

network, the industrial training institutes (ITI's) have failed to

achievenear complete admissions to various trades. Over the last

three years, the enrolments in private ITI's have reduced

drastically further hampering their performance, which has

further added to the increase in unemployment in the state. The

challenge for the state government is to provide employment to

such individuals by training them in various industrial trades.

Further research is needed to ascertain the exact nature and

reason of decrease in the number of admissions. TVET in India is

need of the hour to train the young population in various technical

and vocational trade areas which can then compliment the

growing economy of the country. India and specifically

Maharashtra needs to assess the performance of ITI's and

formulate a policy in this regard.
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The analysis of number of institutes in the year 2013-14, 2014-15

and 2015-16 were correlated with the vacant seats for the same

years respectively. Upon analysis, it was found that, there was a

positive correlation between the two variables, = .972, = .024,

p< .05 significance level at 5%. This shows that, as the number of

institutes have increased over the year so has the vacant seats.

Further analysing the admissions and vacancies in government

and private institutes for the three years reveal relatively less

fluctuations in admissions with government institutes ( 2013-14,

15.88%; 2014-15, 13.27% and 2015-16, 12.93%) whereas, in the

case of private institutions there is a significant drop in the

admissions thereby increasing the vacant seats (2013-14, 7.79%;

2014-15, 14.35% and 2015-16, 34.57%). Considering the

decrease in number of admissions in private institutes the total

increase in vacant seats was 22.52 percent.

From the analysis of data it can be noted that, there exists a strong

positive linear relationship between the number of institutes and

vacant seats. This shows a gloomy picture for Maharashtra state

as the increase is largely due to the increase in the vacant seats in

private vocational training institutes. This can be attributed to
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15.88%; 2014-15, 13.27% and 2015-16, 12.93%) whereas, in the
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decrease in number of admissions in private institutes the total

increase in vacant seats was 22.52 percent.

From the analysis of data it can be noted that, there exists a strong

positive linear relationship between the number of institutes and

vacant seats. This shows a gloomy picture for Maharashtra state

as the increase is largely due to the increase in the vacant seats in

private vocational training institutes. This can be attributed to

r p



55Key Indicators of Sugar Industry: A Comparative Study of Punjab54 PMR   JAN - JUN 2017

Pakistan sugar recovery was only 9.5% of the cane crushed in

comparison to 12% to 14% of other sugar producing countries of

the world. By examining the cost management practices Vijaya

and (2015) found that cane cost and the conversion

cost were the main components of total cost of the sugar

production in sugar mills of Karnataka.

As most of the studies discussed above have been carried out in

other states of India and very few studies have been conducted on

sugar mills of Punjab. So, the present study aims to bridge this

research gap with the following objectives:

To examine the present status of the Indian sugar industry

with special reference to Punjab state.

To compare the performance of co-operative and private

sugar mills of Punjab on some key indicators of sugar

industry.

To suggest measures for the betterment of sugar industry of

Punjab.

The paper is based on the secondary sources of data. The data has

been collected from various sources like reports and publications

of Sugarfed (Punjab), Economic Surveys of Punjab and India,

Statistical Abstracts of Punjab, Indian Sugar Mill Association

(ISMA) reports, reports of Department of Food and Public

Distribution etc. The data has been analyzed by calculating

average and compound annual growth rate. The formula for

calculating the CAGR is as follows :

Further, to examine the statistical difference between the co-

operative and private sugar mills on different parameters, t test

has been applied by using SPSS software on the following

hypotheses.

H  : There is no significant difference between the co-operative

and private sugar mills for cane crushed.

H  : There is no significant difference between the co-operative

and private sugar mills for sugar production.

H  : There is no significant difference between the co-operative

and private sugar mills for number of working days.

H  : There is no significant difference between the co-operative

and private sugar mills for recovery percentage.

Sugar industry in India is highly politicized and is under the

direct control of government. In fact, the Indian government

control covers all aspects of sugar affairs like licensing, capacity,

cane area, procurement, sugar pricing, distribution and imports

as well as exports (Kansal, 1997). Earlier the control was exerted

on the sugar mills mainly through levy sugar and monthly release

mechanism. Levy sugar represents the percentage of sugar to be

sold by sugar mills to the government at the controlled prices and

the remaining being sold in open market. The monthly release

mechanism ensures the uninterrupted and balanced supply in

market by controlling the specific quantity to be sold in market on

monthly basis. The proportion of levy sugar started at 60 percent

in the year 1967-68 and had decreased to 10 percent in 2001-02

(Department of Food and Public Distribution, 2010). The rate for

levy sugar remained same till April, 2013. On one hand all these

controlling measures ensured the uninterrupted supply of sugar

to public but on the other hand these measures imposed a lot of

restrictions on sugar industry. Consequently in the year 2013, the

restrictions on account of the levy sugar and monthly release

mechanism have been uplifted (The Hindu, 2013). The reason

behind breaking the shackles have been to increase the allocative

efficiency of the sugar mills as this industry was suffering from

the problem of efficient allocation of sugar (Ferrantino et al.,

1995).

The sugar industry in India is marked by co-existence of different

ownership structures and management since the starting of the

20 century. Mainly, there are three types of sugar mills in India,

these are co-operative, private and public sugar mills (Randhawa

and Gupta, 2014). The co-operative sugar mills are owned and

managed jointly by farmers and the state government whereas the

private sugar mills procure sugarcane from nearby cane growers

and are managed privately (Guru, 1999). In case of public sector

sugar mills, the ownership lies with different stakeholders.

State wise, out of 29 states only few states contributes

significantly towards sugar production in India. For the year

2014-2015, the top three sugar producing states were

Maharashtra (34%) followed by Uttar Pradesh (26 percent) and

Karnataka (15 percent). The contribution of the Punjab state is

very little (2 percent) (CARE, 2015). In Punjab sugar industry,

there are mainly two types of sugar mills (co-operative sugar

mills and private sugar mills). The foremost characteristics of

sugar mills of Punjab are as follows:

In each sugar mill in Punjab, the

whole production function is managed by four tier groups. In the

first tier there are cane development officers, assistant cane

development officers, supervisors, divisional incharges along

with clerks and surveyors. In the second tier there are chief

chemists, manufacturing chemists, pan incharges and centrifugal

sugar operators. In the third tier there are engineers along with

fitters and helpers and in the last tier there are chief accounts

officers, deputy and assistant account officers and clerks

(Sugarfed, 2012).

As far as employment is concerned,

there are mainly two categories of employees in both types of

sugar mills. These employees are categorised as permanent and

seasonal. The permanent employees get the salary for whole year

and the seasonal employees get proportionate salary during the

off season based upon their nature of employment. The seasonal

employees are further categorised into three types namely,

skilled, semiskilled and unskilled. In the co-operative mills the
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Introduction

Literature Review

India is the second largest major sugar producing country in the

world after Brazil. Thereafter European Union, Thailand and

China are the largest sugar producing countries of the world

(United States Department of Agriculture, 2015). For the year

2014-15, the Indian share of sugar production was 17% of the

total world's sugar production (ISMA, 2015) and it has shown its

remarkable contribution for the increase in exports during the

year 2014-2015 (Economic Survey, 2015). Sugar industry in

India is the second largest agro-based industry next to cotton

textiles (Economic Survey, 2011). This industry as creature of the

major agro-based industries in India has been instrumental in

resource mobilization, income generation, employment

generation and creating social infrastructure in rural areas

(Pandey, 2007). In fact, sugar industry has facilitated and

accelerated the speed of rural industrialization. During the year

2015, sugar industry employed 5 lakh employees (ISMA, 2015).

Considering the significance of sugar mills in the socio-

economic upliftment especially of rural areas, the present study

attempts to examine the current status of sugar mills operating in

the Punjab state of India.

Numerous studies have been conducted on the sugar industry in

the different parts of India and abroad. The key findings of some

of these studies are mentioned below.

Nayer and Pillai (1942) found that there was no significant

relationship between total annual demand and the annual average

price of sugar. Sastry (1966) concluded that in Andhra Pradesh,

Bombay and Madras regions, labour was found to be marginally

more efficient than the capital, while in Bihar and Uttar Pradesh

the reverse was true. Further, Singh and Singh (1984) revealed

that marginal productivity of labour was better than the capital in

whole India as well as in Uttar Pradesh. Dawar (1990) found the

performance of co-operative sugar mills in Punjab to be better

than Haryana. Das and Mookherjee (2004) found that in

Maharashtra, most of the sugar factories were co-operatively

owned by cane farmers hence cane price is paid to the cane

growers. Whereas in Uttar Pradesh most of the factories were

privately owned and private profit earners paid less to the

farmers Kumar and Arora (2009) revealed that insufficient

inputs have led to under utilization of Indian sugar mills. Herekar

and Shinde (2011) critically stated that Maharashtra sugar

industry was growing but corruption, unprofessional

management, lack of modernization, price crash, short margin

and natural vagaries have negatively affected the industry. Ray

(2012) concluded that growth rate of capacity utilization

followed a decelerating path during the post reform period in

comparison to pre reform period. Zaidi et al. (2013) found that in
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Pakistan sugar recovery was only 9.5% of the cane crushed in

comparison to 12% to 14% of other sugar producing countries of

the world. By examining the cost management practices Vijaya

and (2015) found that cane cost and the conversion

cost were the main components of total cost of the sugar

production in sugar mills of Karnataka.

As most of the studies discussed above have been carried out in

other states of India and very few studies have been conducted on

sugar mills of Punjab. So, the present study aims to bridge this

research gap with the following objectives:

To examine the present status of the Indian sugar industry

with special reference to Punjab state.

To compare the performance of co-operative and private

sugar mills of Punjab on some key indicators of sugar

industry.

To suggest measures for the betterment of sugar industry of

Punjab.

The paper is based on the secondary sources of data. The data has

been collected from various sources like reports and publications

of Sugarfed (Punjab), Economic Surveys of Punjab and India,

Statistical Abstracts of Punjab, Indian Sugar Mill Association

(ISMA) reports, reports of Department of Food and Public

Distribution etc. The data has been analyzed by calculating

average and compound annual growth rate. The formula for

calculating the CAGR is as follows :

Further, to examine the statistical difference between the co-

operative and private sugar mills on different parameters, t test

has been applied by using SPSS software on the following

hypotheses.

H  : There is no significant difference between the co-operative

and private sugar mills for cane crushed.

H  : There is no significant difference between the co-operative

and private sugar mills for sugar production.

H  : There is no significant difference between the co-operative

and private sugar mills for number of working days.

H  : There is no significant difference between the co-operative

and private sugar mills for recovery percentage.

Sugar industry in India is highly politicized and is under the

direct control of government. In fact, the Indian government

control covers all aspects of sugar affairs like licensing, capacity,

cane area, procurement, sugar pricing, distribution and imports

as well as exports (Kansal, 1997). Earlier the control was exerted

on the sugar mills mainly through levy sugar and monthly release

mechanism. Levy sugar represents the percentage of sugar to be

sold by sugar mills to the government at the controlled prices and

the remaining being sold in open market. The monthly release

mechanism ensures the uninterrupted and balanced supply in

market by controlling the specific quantity to be sold in market on

monthly basis. The proportion of levy sugar started at 60 percent

in the year 1967-68 and had decreased to 10 percent in 2001-02

(Department of Food and Public Distribution, 2010). The rate for

levy sugar remained same till April, 2013. On one hand all these

controlling measures ensured the uninterrupted supply of sugar

to public but on the other hand these measures imposed a lot of

restrictions on sugar industry. Consequently in the year 2013, the

restrictions on account of the levy sugar and monthly release

mechanism have been uplifted (The Hindu, 2013). The reason

behind breaking the shackles have been to increase the allocative

efficiency of the sugar mills as this industry was suffering from

the problem of efficient allocation of sugar (Ferrantino et al.,

1995).

The sugar industry in India is marked by co-existence of different

ownership structures and management since the starting of the

20 century. Mainly, there are three types of sugar mills in India,

these are co-operative, private and public sugar mills (Randhawa

and Gupta, 2014). The co-operative sugar mills are owned and

managed jointly by farmers and the state government whereas the

private sugar mills procure sugarcane from nearby cane growers

and are managed privately (Guru, 1999). In case of public sector

sugar mills, the ownership lies with different stakeholders.

State wise, out of 29 states only few states contributes

significantly towards sugar production in India. For the year

2014-2015, the top three sugar producing states were

Maharashtra (34%) followed by Uttar Pradesh (26 percent) and

Karnataka (15 percent). The contribution of the Punjab state is

very little (2 percent) (CARE, 2015). In Punjab sugar industry,

there are mainly two types of sugar mills (co-operative sugar

mills and private sugar mills). The foremost characteristics of

sugar mills of Punjab are as follows:

In each sugar mill in Punjab, the

whole production function is managed by four tier groups. In the

first tier there are cane development officers, assistant cane

development officers, supervisors, divisional incharges along

with clerks and surveyors. In the second tier there are chief

chemists, manufacturing chemists, pan incharges and centrifugal

sugar operators. In the third tier there are engineers along with

fitters and helpers and in the last tier there are chief accounts

officers, deputy and assistant account officers and clerks

(Sugarfed, 2012).

As far as employment is concerned,

there are mainly two categories of employees in both types of

sugar mills. These employees are categorised as permanent and

seasonal. The permanent employees get the salary for whole year

and the seasonal employees get proportionate salary during the

off season based upon their nature of employment. The seasonal

employees are further categorised into three types namely,

skilled, semiskilled and unskilled. In the co-operative mills the
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India is the second largest major sugar producing country in the

world after Brazil. Thereafter European Union, Thailand and

China are the largest sugar producing countries of the world

(United States Department of Agriculture, 2015). For the year

2014-15, the Indian share of sugar production was 17% of the

total world's sugar production (ISMA, 2015) and it has shown its

remarkable contribution for the increase in exports during the

year 2014-2015 (Economic Survey, 2015). Sugar industry in

India is the second largest agro-based industry next to cotton

textiles (Economic Survey, 2011). This industry as creature of the

major agro-based industries in India has been instrumental in

resource mobilization, income generation, employment

generation and creating social infrastructure in rural areas

(Pandey, 2007). In fact, sugar industry has facilitated and

accelerated the speed of rural industrialization. During the year

2015, sugar industry employed 5 lakh employees (ISMA, 2015).

Considering the significance of sugar mills in the socio-

economic upliftment especially of rural areas, the present study

attempts to examine the current status of sugar mills operating in

the Punjab state of India.

Numerous studies have been conducted on the sugar industry in

the different parts of India and abroad. The key findings of some

of these studies are mentioned below.

Nayer and Pillai (1942) found that there was no significant

relationship between total annual demand and the annual average

price of sugar. Sastry (1966) concluded that in Andhra Pradesh,

Bombay and Madras regions, labour was found to be marginally

more efficient than the capital, while in Bihar and Uttar Pradesh

the reverse was true. Further, Singh and Singh (1984) revealed

that marginal productivity of labour was better than the capital in

whole India as well as in Uttar Pradesh. Dawar (1990) found the

performance of co-operative sugar mills in Punjab to be better

than Haryana. Das and Mookherjee (2004) found that in

Maharashtra, most of the sugar factories were co-operatively

owned by cane farmers hence cane price is paid to the cane

growers. Whereas in Uttar Pradesh most of the factories were

privately owned and private profit earners paid less to the

farmers Kumar and Arora (2009) revealed that insufficient

inputs have led to under utilization of Indian sugar mills. Herekar

and Shinde (2011) critically stated that Maharashtra sugar

industry was growing but corruption, unprofessional

management, lack of modernization, price crash, short margin

and natural vagaries have negatively affected the industry. Ray

(2012) concluded that growth rate of capacity utilization

followed a decelerating path during the post reform period in

comparison to pre reform period. Zaidi et al. (2013) found that in
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Punjab. However out of these only nine sugar mills (i.e. atAjnala,

Batala, Bhogpur, Budhewal, Fazilka, Gurdaspur, Morinda,

Nakodar and Nawanshahr) are operative. The remaining six mills

situated at Budhlada, Faridkot, Jagraon, Patiala, Tarn Taran and

Zira are lying closed since 2004 (Sugarfed, 2012). These closed

sugar mills are adversely affecting the Punjab sugar industry. In

2008, the ruling party in State i.e., ShiromaniAkali Dal - Bhartiya

Janta Party (SAD-BJP) government decided to lease five closed

co-operative sugar mills to private parties on Build, Own, and

Operate and Transfer (BOOT) basis and to close the Budhlada

co-operative sugar mill forever (Sugarfed, 2010a). However,

later on, in the year 2010, the Punjab government (SAD-BJP)

took U-turn on its earlier decision and issued fresh orders and

directed Voluntary Retirement Scheme (VRS) for permanent

employees of all the six closed co-operative sugar mills. These

orders clearly reflected that the government was not keen to

restart the closed sugar mills and objectively tried to reduce the

financial loss through reduction of salaries of employees

(Sugarfed, 2010b).

The following table shows the specific components of operative

co-operative sugar industry of Punjab.

Table 3: Components of Co-operative Sugar Mills in Punjab

Source: Statistical Abstract of Punjab, 2014.

Name of the

mill

Year of

establishment

Cane

crushed

(000 Tons)

Daily

crushing

capacity

(Tons)

Sugar

production

(000 Tons)

No of

working

days in a

year

Recovery

percentage

Ajnala 1990 16.82 2500 13.3 77 7.92

Batala 1962 14.03 1500 12.4 101 8.84

Bhogpur 1956 14.26 1016 14.6 118 10.25

Budhewal 1987 15.79 1250 14 100 8.85

Fazilka 1986 12.79 1250 11.6 101 9.02

Gurdaspur 1980 21.28 2000 18.8 116 8.84

Morinda 1962 20.08 2500 17.6 86 8.79

Nakodar 1988 15.19 1250 13.2 95 8.71

Nawanshahr 1996 31.49 2500 28 132 8.84

Table 3 reveals that the sugar production was maximum for the

Nawanshahr co-operative sugar mill (28 thousand tons) followed

by Gurdaspur co-operative sugar mill (18.8 thousand tons) and

Morinda co-operative sugar mill (17.6 thousand tons). Hence,

highest cane is crushed by Nawanshahr co-operative sugar mill

(31.49 thousand tons) followed by Gurdaspur co-operative sugar

mill (21.28 thousand tons) and Morinda (20.08 thousand tons)

co-operative sugar mill. The recovery percentage was found to be

maximum for the Bhogpur (10.25percent) co-operative sugar

mill. The Nawanshahr co-operative sugar mill worked for the

maximum number of days i.e., 132 in the year 2013-2014.

The private sugar mills are owned and managed by the private

managements and the owners of the mills. In this sector, there are

seven operative sugar mills (AB Sugar Ltd., Bhagwanpura Sugar

Mills, Chadha Sugars and Allied Industries Ltd, India Sucrose

Ltd, Nahar Industrial Enterprises Ltd, Rana Sugars Ltd. and

Wahid Sandhar Sugar Ltd.). Apart from these seven operative

mills, there is one sugar mill namely, Piccadily Sugar & Allied

Industries Ltd which has been lying closed. The efficiency of

private sugar mills found to be much better than that of co-

operative sugar mills as private mills crushed 70percent and the

co-operative mills crushed 30percent of the total sugar cane

crushed during the crushing season 2013-2014 (Khanna, 2014).

The following table shows the specific components of operative

private sugar mills of Punjab.

,

Private Sugar Mills

salary paid to these seasonal employees is determined at the rate

of 50%, 35% and 25%, respectively of gross salary during the

offseason. However in case of private sugar mills such kind of

percentage is not fixed.

: The cost of producing sugar is very high

in the state of Punjab in comparison to other major sugar

producing states of India. There are mainly three reasons behind

it. Firstly, the state advised Minimum Support Price (MSP) is

quite high in Punjab in comparison to the industry leaders like

Maharashtra, Gujarat and Tamil Nadu. For instance, for the

crushing season 2013-14, the MSP in Punjab for sugarcane was

290 per quintal in comparison to 220 in the other major sugar

producing states of India. Secondly, the average crop per hectare

in Punjab is 300 quintals, which is almost 1/4th of the yield of

other states. The third reason is the recovery from the sugarcane

has come down to 8percent from 10percent in Punjab, whereas in

other major sugar producing states of India the recovery is about

14percent. So, all these issues have ultimately led to losses for the

sugar mills in Punjab since 2003 and exaggerated the import of

sugar from the other states of India. In this regard, to keep a check

on the affairs of the sugar industry in Punjab, the state

government decided to impose 11percent entry tax on the sugar

which is purchased from the other states of India (Nibber, 2015).

The following table exhibits the components of the Punjab sugar

industry.

Source:

Data in table 1 shows that since 2008-2009 the sugar production,

state advised prices and area under sugarcane cultivation has

increased in Punjab state. The compound annual growth rate

(CAGR) for the sugar production has been 14percent whereas it

is about 2percent for the area under sugarcane cultivation. The

state advised prices for the advance, medium and late variety has

shown a compound annual growth of 12percent approximately.

Overall, there is an increase in all the components of the sugar

industry. In Punjab the sugarcane yield per hectare and the

sugarcane production has shown a reasonable growth over a

period of last six years. The following table shows the average

yield per hectare and sugarcane production in Punjab.

Table 2 reveals that average yield per hectare has increased from

the year 2009-2010 to 2014-15. The production of sugarcane has

increased from 406 to 705 lakh quintals during the same period.

The sugarcane statistics in the above table has shown reasonable

growth.

As mentioned earlier there are mainly two types of

sugar mills operating in Punjab, i.e., co-operative and private

sugar mills. The key characteristics of these mills are discussed

below:

The management of co-operative sugar mills in Punjab lies with

Sugarfed which was established in the year 1966 under Punjab

State Co-operative Society Act, 1961. Sugarfed is an apex

institution and headed by the elected board of directors and a

whole time managing director, who controls its affairs. The

objectives of Sugarfed include the promotion and organisation of

sugar mills. It facilitates and co-ordinates the working of such

mills in Punjab by providing technical know-how and other

assistance in the selection, purchase, installation and

maintenance of plant, machinery and other equipments.

As far as membership of co-operative sugar mills is concerned, it

includes any individual growing sugarcane, Co-operative

Agricultural Service Societies, Central Co-operative Banks,

State government and such classes of persons or associations of

persons as may be notified by the government. In these types of

mills the directors are elected by the members of the sugar mills

by voting.

Overall there are fifteen co-operative sugar mills situated in

(c)Cost of Production

Table 1: Components of the Sugar Industry in Punjab

Table 2: Components of the Punjab Sugarcane Trade

Section - II

Key Characteristics of Co-operative and Private Sugar Mills

of Punjab

Co-operative Sugar Mills

`

`

Compiled from Statistical Abstract of Punjab (2012) &

(2014).

: Department of Agriculture, Govt. of Punjab (2015).Source

Year

Sugar

Production

(Thousand

Tons)

State Advised Prices for Sugarcane

(Variety)

Area

under

sugarcane

cultivation

(Hectares)

Advance

variety (`)

Medium

variety (` )

Late

variety (`)

2008-09 242.5 165 160 155 81,000

2009-10 181.7 180 175 180 60,000

2010-11 302.3 200 195 190 70,000

2011-12 389.6 230 225 220 85,000

2012-13 450.1 250 240 235 93,000

2013-14 469.5 290 280 275 89,000

CAGR 14.13 11.94 11.84 12.15 1.90

Year
Average yield

(Per Hectare)

Sugarcane Production

(Lakh Quintals)

2009-10 676 406

2010-11 704 493

2011-12 706 565

2012-13 713 591

2013-14 750 667

2014-15 750 705
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Punjab. However out of these only nine sugar mills (i.e. atAjnala,

Batala, Bhogpur, Budhewal, Fazilka, Gurdaspur, Morinda,

Nakodar and Nawanshahr) are operative. The remaining six mills

situated at Budhlada, Faridkot, Jagraon, Patiala, Tarn Taran and

Zira are lying closed since 2004 (Sugarfed, 2012). These closed

sugar mills are adversely affecting the Punjab sugar industry. In

2008, the ruling party in State i.e., ShiromaniAkali Dal - Bhartiya

Janta Party (SAD-BJP) government decided to lease five closed

co-operative sugar mills to private parties on Build, Own, and

Operate and Transfer (BOOT) basis and to close the Budhlada

co-operative sugar mill forever (Sugarfed, 2010a). However,

later on, in the year 2010, the Punjab government (SAD-BJP)

took U-turn on its earlier decision and issued fresh orders and

directed Voluntary Retirement Scheme (VRS) for permanent

employees of all the six closed co-operative sugar mills. These

orders clearly reflected that the government was not keen to

restart the closed sugar mills and objectively tried to reduce the

financial loss through reduction of salaries of employees

(Sugarfed, 2010b).

The following table shows the specific components of operative

co-operative sugar industry of Punjab.

Table 3: Components of Co-operative Sugar Mills in Punjab

Source: Statistical Abstract of Punjab, 2014.

Name of the

mill

Year of

establishment

Cane

crushed

(000 Tons)

Daily

crushing

capacity

(Tons)

Sugar

production

(000 Tons)

No of

working

days in a

year

Recovery

percentage

Ajnala 1990 16.82 2500 13.3 77 7.92

Batala 1962 14.03 1500 12.4 101 8.84

Bhogpur 1956 14.26 1016 14.6 118 10.25

Budhewal 1987 15.79 1250 14 100 8.85

Fazilka 1986 12.79 1250 11.6 101 9.02

Gurdaspur 1980 21.28 2000 18.8 116 8.84

Morinda 1962 20.08 2500 17.6 86 8.79

Nakodar 1988 15.19 1250 13.2 95 8.71

Nawanshahr 1996 31.49 2500 28 132 8.84

Table 3 reveals that the sugar production was maximum for the

Nawanshahr co-operative sugar mill (28 thousand tons) followed

by Gurdaspur co-operative sugar mill (18.8 thousand tons) and

Morinda co-operative sugar mill (17.6 thousand tons). Hence,

highest cane is crushed by Nawanshahr co-operative sugar mill

(31.49 thousand tons) followed by Gurdaspur co-operative sugar

mill (21.28 thousand tons) and Morinda (20.08 thousand tons)

co-operative sugar mill. The recovery percentage was found to be

maximum for the Bhogpur (10.25percent) co-operative sugar

mill. The Nawanshahr co-operative sugar mill worked for the

maximum number of days i.e., 132 in the year 2013-2014.

The private sugar mills are owned and managed by the private

managements and the owners of the mills. In this sector, there are

seven operative sugar mills (AB Sugar Ltd., Bhagwanpura Sugar

Mills, Chadha Sugars and Allied Industries Ltd, India Sucrose

Ltd, Nahar Industrial Enterprises Ltd, Rana Sugars Ltd. and

Wahid Sandhar Sugar Ltd.). Apart from these seven operative

mills, there is one sugar mill namely, Piccadily Sugar & Allied

Industries Ltd which has been lying closed. The efficiency of

private sugar mills found to be much better than that of co-

operative sugar mills as private mills crushed 70percent and the

co-operative mills crushed 30percent of the total sugar cane

crushed during the crushing season 2013-2014 (Khanna, 2014).

The following table shows the specific components of operative

private sugar mills of Punjab.

,

Private Sugar Mills

salary paid to these seasonal employees is determined at the rate

of 50%, 35% and 25%, respectively of gross salary during the

offseason. However in case of private sugar mills such kind of

percentage is not fixed.

: The cost of producing sugar is very high

in the state of Punjab in comparison to other major sugar

producing states of India. There are mainly three reasons behind

it. Firstly, the state advised Minimum Support Price (MSP) is

quite high in Punjab in comparison to the industry leaders like

Maharashtra, Gujarat and Tamil Nadu. For instance, for the

crushing season 2013-14, the MSP in Punjab for sugarcane was

290 per quintal in comparison to 220 in the other major sugar

producing states of India. Secondly, the average crop per hectare

in Punjab is 300 quintals, which is almost 1/4th of the yield of

other states. The third reason is the recovery from the sugarcane

has come down to 8percent from 10percent in Punjab, whereas in

other major sugar producing states of India the recovery is about

14percent. So, all these issues have ultimately led to losses for the

sugar mills in Punjab since 2003 and exaggerated the import of

sugar from the other states of India. In this regard, to keep a check

on the affairs of the sugar industry in Punjab, the state

government decided to impose 11percent entry tax on the sugar

which is purchased from the other states of India (Nibber, 2015).

The following table exhibits the components of the Punjab sugar

industry.

Source:

Data in table 1 shows that since 2008-2009 the sugar production,

state advised prices and area under sugarcane cultivation has

increased in Punjab state. The compound annual growth rate

(CAGR) for the sugar production has been 14percent whereas it

is about 2percent for the area under sugarcane cultivation. The

state advised prices for the advance, medium and late variety has

shown a compound annual growth of 12percent approximately.

Overall, there is an increase in all the components of the sugar

industry. In Punjab the sugarcane yield per hectare and the

sugarcane production has shown a reasonable growth over a

period of last six years. The following table shows the average

yield per hectare and sugarcane production in Punjab.

Table 2 reveals that average yield per hectare has increased from

the year 2009-2010 to 2014-15. The production of sugarcane has

increased from 406 to 705 lakh quintals during the same period.

The sugarcane statistics in the above table has shown reasonable

growth.

As mentioned earlier there are mainly two types of

sugar mills operating in Punjab, i.e., co-operative and private

sugar mills. The key characteristics of these mills are discussed

below:

The management of co-operative sugar mills in Punjab lies with

Sugarfed which was established in the year 1966 under Punjab

State Co-operative Society Act, 1961. Sugarfed is an apex

institution and headed by the elected board of directors and a

whole time managing director, who controls its affairs. The

objectives of Sugarfed include the promotion and organisation of

sugar mills. It facilitates and co-ordinates the working of such

mills in Punjab by providing technical know-how and other

assistance in the selection, purchase, installation and

maintenance of plant, machinery and other equipments.

As far as membership of co-operative sugar mills is concerned, it

includes any individual growing sugarcane, Co-operative

Agricultural Service Societies, Central Co-operative Banks,

State government and such classes of persons or associations of

persons as may be notified by the government. In these types of

mills the directors are elected by the members of the sugar mills

by voting.

Overall there are fifteen co-operative sugar mills situated in

(c)Cost of Production

Table 1: Components of the Sugar Industry in Punjab

Table 2: Components of the Punjab Sugarcane Trade

Section - II

Key Characteristics of Co-operative and Private Sugar Mills

of Punjab

Co-operative Sugar Mills

`

`

Compiled from Statistical Abstract of Punjab (2012) &

(2014).

: Department of Agriculture, Govt. of Punjab (2015).Source

Year

Sugar

Production

(Thousand

Tons)

State Advised Prices for Sugarcane

(Variety)

Area

under

sugarcane

cultivation

(Hectares)

Advance

variety (`)

Medium

variety (` )

Late

variety (`)

2008-09 242.5 165 160 155 81,000

2009-10 181.7 180 175 180 60,000

2010-11 302.3 200 195 190 70,000

2011-12 389.6 230 225 220 85,000

2012-13 450.1 250 240 235 93,000

2013-14 469.5 290 280 275 89,000

CAGR 14.13 11.94 11.84 12.15 1.90

Year
Average yield

(Per Hectare)

Sugarcane Production

(Lakh Quintals)

2009-10 676 406

2010-11 704 493

2011-12 706 565

2012-13 713 591

2013-14 750 667

2014-15 750 705
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The following measures can be adopted by concerned

stakeholders for the betterment of the sugar industry in Punjab.

Presently, the state advised prices of sugarcane are very high

in Punjab state in comparison to the other states of India. As

a result, cost of production of sugar becomes high. On the

other hand, sale price of sugar in Punjab is almost same as in

the other sugar producing states of India. Hence, this

situation is adversely affecting the sugar industry of Punjab.

So, Punjab state government should pay attention to sort out

this problem.

The cane crushed by the private sugar mills is double than

that of co-operative sugar mills. All it reflects that either the

crushing capacity of the co-operative sugar mills is not up to

the mark or these mills are not able to procure sufficient cane

from the farmers. Hence, necessary steps in the form of

timely payment to cane growers and technical up gradation

of the sugar mills must be taken care by the co-operative

sugar mills.

Earlier, the sugar industry was struck into lots of shackles

because of levy sugar, monthly release mechanism and

other control mechanisms. But, now on the basis of

recommendations of Economic Advisory Committee led by

C. Rangarajan, in year 2013 these shackles have been

abolished (Randhawa and Gupta, 2014). Thus, the time is

right now for sugar mills to ensure the proper and

uninterrupted supply of sugar with appropriate market price

of sugar.

The private sugar mills are performing better than the co-

operative sugar mills on almost all the parameters of sugar

production. Hence, it is required on the part of the

managements of the co-operative sugar mills to identify and

take care of the key obstacles related with sugar production.

For instance, the co-operative sugar mills should put in

more efforts to increase their number of working days so

that the cane crushing and overall sugar production can be

enhanced. Similarly, the recovery percentage of co-

operative sugar mills should be enhanced by taking

necessary steps in the form of technical up gradation of the

sugar mills, producing sugar from the sugarbeet, advising

the farmers in producing high yield sugarcane etc.

The Punjab government has decided to impose 11 percent

entry tax on the sugar which is purchased from the other

states of India. These efforts are directed to fix the fair and

appropriate price of sugar which is produced within the

state. In a similar way, other necessary steps in the form of

allowing maximum interstate purchase of sugar, pre

deciding the time frame of purchasing the sugar from the

other states etc. must be taken care to give the sugar industry

in Punjab a new lease of life.

As the sugar industry is seasonal in nature, so sugar mills in

Punjab work only for few months in a year. So, the installed

capacity of these mills is not fully utilized. Moreover,

expenditure wise also, some expenses of these mills like

salary of the permanent employees, finance expenses,

depreciation and maintenance expenses are paid for the full

year. This may be affecting the industry in a negative way. In

this regard, some other activities like cogeneration of

power, starting up distilleries can be considered throughout

the year for utilizing full capacity of sugar mills.

In nutshell, the paper discussed the present status of the sugar

mills of Punjab. Data from the secondary sources showed that in

Punjab, the Minimum Support Price (MSP) of sugarcane is very

high in comparison to the other sugar producing states of India.

Further, the recovery percentage for the sugar mills of Punjab is

very less in comparison to the other major sugar producing states

of India. All these issues affecting the industry in a negative way

as some of the sugar mills are lying closed since 2004. As far as

the comparison between private and co-operative sugar mills is

concerned, the private sugar mills are performing much better

than the co-operative sugar mills on almost all the key indicators

of sugar production like cane crushing capacity, actual cane

crushed, total sugar production, number of working days and

recovery percentage. Though, there are seven operative sugar

mills in the private sector in comparison to the nine operative co-

operative sugar mills in Punjab, still the co-operative sugar mills

are not able to crush the sugarcane or produce the sugar even half

of what private sugar mills of Punjab are crushing or producing.

Thus, necessary steps in the form of reducing the MSP of

sugarcane, modernization of plants, increasing the recovery

percentage, better management of co-operative sugar mills and

more sugar production is required to provide the industry a new

lease of life.
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T A comparison between the co-operative and the private sugar

mills (table 5) reveals that the private sugar mills are operating

much better than the co-operative sugar mills in Punjab. The

average cane crushed per mill in the co-operative sector was

17.97 thousand tons whereas for the private sugar mills it was

found to be 47.93 thousand tons. The results of the t test rejected

the null hypothesis as there is a significant difference found

between co-operative and private sugar mills for the cane

crushed. The average sugar production of co-operative sugar

mills found to be 15.94 thousand tons in comparison to 46.57

thousand tons of the private sugar mills. As sugar production is

found to be significantly different between both types of sugar

mills so null hypothesis is also rejected. As far as the

number of working days is concerned the private sugar mills

worked for 124 working days in comparison to 102 days of co-

operative sugar mills. Hence, null hypothesis for the

number of working days in both the sectors has also been

rejected. The average sugar recovery from the cane was found to

be 8.90 percent for the co-operative and 9.70 percent for the

private sugar mills, respectively. Recovery percentage is found to

be significantly different between the co-operative and private

sugar mills. Hence null hypothesis is also rejected.

(H  )

(H  )

(H  )

(H  )

0  1

0  2

0  3

0  4

able 4 reveals that sugar production was maximum for the

Indian Sucrose limited (61.1 thousand tons) followed by AB

Sugars Ltd (55.6 thousand tons). Hence, highest cane is crushed

by Indian Sucrose limited (59.79 thousand tons) followed AB

sugars (59.70 thousand tons). The recovery percentage was

found to be maximum for the Chadha Sugars and Allied

Industries (10.54 percent). The Indian Sucrose Limited worked

for the maximum number of days (136) in the year 2013-2014.

Comparative Analysis of Co-operative and Private Sugar

Mills of Punjb

Table 5: Comparison of Co-operative and Private Sugar

Mills

Table 4: Components of Private Sugar Mills in Punjab

Source: Adapted from Statistical Abstract of Punjab, 2014.

Name of the mill Year of

establishment

Cane

crushed

(000

Tons)

Daily

crushing

capacity

(Tons)

Sugar

production

(000

Tons)

No of

working

days in

a year

Recovery

percentage

AB Sugars Limited 1992 59.70 7000 55.6 130 9.27

Bhagwanpura Sugar

Mills Limited

1971 38.24 3500 35.7 123 9.35

Chadha Sugars and Allied

Industries Limited

2010 50.41 7500 53.2 128 10.54

Indian Sucrose Limited 1990 59.79 5000 61.1 136 10.21

Nahar Industrial

Enterprises Limited

1983 43.54 2500 41.3 113 9.45

Rana Sugars and Allied

Industries Limited

1992 51.22 5000 46.3 127 9.01

Wahid Sandhar Sugars

Limited *

2000 32.62 4500 32.8 110 10.05

Parameter Co-

operative

Sugar Mills

(Avg.)

Private

Sugar

Mills

(Avg.)

t value p value

Cane crushed

(000 Tons)

17.97 47.93 -7.367 0.000

Sugar production

(000 Tons)

15.94 46.57 -7.046 0.000

No of working

days in a year

102.89 123.86 -2.940 0.011

Recovery

percentage

8.90 9.70 -2.719 0.017

Source: Adapted from Statistical Abstract of Punjab, 2014.

Note: *  Started by Narang group in 1933, later on acquired by Oswal group in 1989.
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The following measures can be adopted by concerned

stakeholders for the betterment of the sugar industry in Punjab.

Presently, the state advised prices of sugarcane are very high

in Punjab state in comparison to the other states of India. As

a result, cost of production of sugar becomes high. On the

other hand, sale price of sugar in Punjab is almost same as in

the other sugar producing states of India. Hence, this

situation is adversely affecting the sugar industry of Punjab.

So, Punjab state government should pay attention to sort out

this problem.

The cane crushed by the private sugar mills is double than

that of co-operative sugar mills. All it reflects that either the

crushing capacity of the co-operative sugar mills is not up to

the mark or these mills are not able to procure sufficient cane

from the farmers. Hence, necessary steps in the form of

timely payment to cane growers and technical up gradation

of the sugar mills must be taken care by the co-operative

sugar mills.

Earlier, the sugar industry was struck into lots of shackles

because of levy sugar, monthly release mechanism and

other control mechanisms. But, now on the basis of

recommendations of Economic Advisory Committee led by

C. Rangarajan, in year 2013 these shackles have been

abolished (Randhawa and Gupta, 2014). Thus, the time is

right now for sugar mills to ensure the proper and

uninterrupted supply of sugar with appropriate market price

of sugar.

The private sugar mills are performing better than the co-

operative sugar mills on almost all the parameters of sugar

production. Hence, it is required on the part of the

managements of the co-operative sugar mills to identify and

take care of the key obstacles related with sugar production.

For instance, the co-operative sugar mills should put in

more efforts to increase their number of working days so

that the cane crushing and overall sugar production can be

enhanced. Similarly, the recovery percentage of co-

operative sugar mills should be enhanced by taking

necessary steps in the form of technical up gradation of the

sugar mills, producing sugar from the sugarbeet, advising

the farmers in producing high yield sugarcane etc.

The Punjab government has decided to impose 11 percent

entry tax on the sugar which is purchased from the other

states of India. These efforts are directed to fix the fair and

appropriate price of sugar which is produced within the

state. In a similar way, other necessary steps in the form of

allowing maximum interstate purchase of sugar, pre

deciding the time frame of purchasing the sugar from the

other states etc. must be taken care to give the sugar industry

in Punjab a new lease of life.

As the sugar industry is seasonal in nature, so sugar mills in

Punjab work only for few months in a year. So, the installed

capacity of these mills is not fully utilized. Moreover,

expenditure wise also, some expenses of these mills like

salary of the permanent employees, finance expenses,

depreciation and maintenance expenses are paid for the full

year. This may be affecting the industry in a negative way. In

this regard, some other activities like cogeneration of

power, starting up distilleries can be considered throughout

the year for utilizing full capacity of sugar mills.

In nutshell, the paper discussed the present status of the sugar

mills of Punjab. Data from the secondary sources showed that in

Punjab, the Minimum Support Price (MSP) of sugarcane is very

high in comparison to the other sugar producing states of India.

Further, the recovery percentage for the sugar mills of Punjab is

very less in comparison to the other major sugar producing states

of India. All these issues affecting the industry in a negative way

as some of the sugar mills are lying closed since 2004. As far as

the comparison between private and co-operative sugar mills is

concerned, the private sugar mills are performing much better

than the co-operative sugar mills on almost all the key indicators

of sugar production like cane crushing capacity, actual cane

crushed, total sugar production, number of working days and

recovery percentage. Though, there are seven operative sugar

mills in the private sector in comparison to the nine operative co-

operative sugar mills in Punjab, still the co-operative sugar mills

are not able to crush the sugarcane or produce the sugar even half

of what private sugar mills of Punjab are crushing or producing.

Thus, necessary steps in the form of reducing the MSP of

sugarcane, modernization of plants, increasing the recovery

percentage, better management of co-operative sugar mills and

more sugar production is required to provide the industry a new

lease of life.
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T A comparison between the co-operative and the private sugar

mills (table 5) reveals that the private sugar mills are operating

much better than the co-operative sugar mills in Punjab. The

average cane crushed per mill in the co-operative sector was

17.97 thousand tons whereas for the private sugar mills it was

found to be 47.93 thousand tons. The results of the t test rejected

the null hypothesis as there is a significant difference found

between co-operative and private sugar mills for the cane

crushed. The average sugar production of co-operative sugar

mills found to be 15.94 thousand tons in comparison to 46.57

thousand tons of the private sugar mills. As sugar production is

found to be significantly different between both types of sugar

mills so null hypothesis is also rejected. As far as the

number of working days is concerned the private sugar mills

worked for 124 working days in comparison to 102 days of co-

operative sugar mills. Hence, null hypothesis for the

number of working days in both the sectors has also been

rejected. The average sugar recovery from the cane was found to

be 8.90 percent for the co-operative and 9.70 percent for the

private sugar mills, respectively. Recovery percentage is found to

be significantly different between the co-operative and private

sugar mills. Hence null hypothesis is also rejected.

(H  )

(H  )

(H  )

(H  )

0  1

0  2

0  3

0  4

able 4 reveals that sugar production was maximum for the

Indian Sucrose limited (61.1 thousand tons) followed by AB

Sugars Ltd (55.6 thousand tons). Hence, highest cane is crushed

by Indian Sucrose limited (59.79 thousand tons) followed AB

sugars (59.70 thousand tons). The recovery percentage was

found to be maximum for the Chadha Sugars and Allied

Industries (10.54 percent). The Indian Sucrose Limited worked

for the maximum number of days (136) in the year 2013-2014.

Comparative Analysis of Co-operative and Private Sugar

Mills of Punjb

Table 5: Comparison of Co-operative and Private Sugar

Mills

Table 4: Components of Private Sugar Mills in Punjab

Source: Adapted from Statistical Abstract of Punjab, 2014.

Name of the mill Year of

establishment

Cane

crushed

(000

Tons)

Daily

crushing

capacity

(Tons)

Sugar

production

(000

Tons)

No of

working

days in

a year

Recovery

percentage

AB Sugars Limited 1992 59.70 7000 55.6 130 9.27

Bhagwanpura Sugar

Mills Limited

1971 38.24 3500 35.7 123 9.35

Chadha Sugars and Allied

Industries Limited

2010 50.41 7500 53.2 128 10.54

Indian Sucrose Limited 1990 59.79 5000 61.1 136 10.21

Nahar Industrial

Enterprises Limited

1983 43.54 2500 41.3 113 9.45

Rana Sugars and Allied

Industries Limited

1992 51.22 5000 46.3 127 9.01

Wahid Sandhar Sugars

Limited *

2000 32.62 4500 32.8 110 10.05

Parameter Co-

operative

Sugar Mills

(Avg.)

Private

Sugar

Mills

(Avg.)

t value p value

Cane crushed

(000 Tons)

17.97 47.93 -7.367 0.000

Sugar production

(000 Tons)

15.94 46.57 -7.046 0.000

No of working

days in a year

102.89 123.86 -2.940 0.011

Recovery

percentage

8.90 9.70 -2.719 0.017

Source: Adapted from Statistical Abstract of Punjab, 2014.

Note: *  Started by Narang group in 1933, later on acquired by Oswal group in 1989.



6160 PMR   JAN - JUN 2017

!

!

!

!

The Hindu. (2013, March 26).  Sugar mills given free hand

to sell open market quota. Retrieved from

http://www.thehindubusinessline.com/economy/agri-

business/ sugar-mills-given-free-hand-to-sell-open-market-

quota/article4551669.ece on 10 December, 2015.

United States Department of Agriculture. (2015).

.

Retrieved from https://apps.

fas.usda.gov/psdonline/circulars/ sugar.pdf on 20

December, 2015.

th

th

World

Centrifugal Sugar: Production and Consumption

Vijaya, B., & Sangashetty, S. (2015). Cost Management in

Sugar Industry. International Journal in Management and

Social Sciences. 3 (4), 36-50. Retrieved from

www.ijmr.net.in on 31 January, 2016.

Zaidi, S.M.R., Saeed, A., &  Shaheed , S.M. (2013). Impact

of Low Sugar Cane Yield on Sugar Industry of Pakistan.

Interdisciplinary Journal of Contemporary Research in

Business, 4(12), 58-86. Retrieved from http://ssrn.com

/abstract =2326957 on 22   May, 2016.

st

n  d

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

Dawar, K.R. (1990). Returns to Scale and Factor

Productivity in the Cooperative Sugar Industry in Punjab

and Haryana. , (2),

166-174.

Department of Agriculture. (2015).

Government of Punjab. Retrieved from http://agripb.gov

.in/home.php?page=sugar on 16 December, 2015.

Department of Food & Public Distribution. (2010).

. Retrieved from

http://fcamin.nic.in/dfpd/EventDetails.asp?EventId=237&S

ection=Sugar%20and%20Edib l e

%20Oil&ParentID=0&child_continue=1&child_check=0

on 15 January, 2012.

Economic Survey. (2011).

Retrieved from http://indiabudget.nic.in/es2010-

11/echap-01.pdf on 5 February, 2012.

Economic Survey. (2015). . Para 5.63.

Retrieved from http://indiabudget. nic.in/es2014-

15/echapter-vol2.pdf on 4 January, 2015.

Ferrantino, M., Ferrier, G.D. & Linvill, C.B. (1995).

Organisational Form and Efficiency: Evidence from Indian

Sugar Manufacturing.

(1), 29-53. Retrieved from http://papers.ssrn.com/sol3/

papers. cfm?abstract_id=7300 on 12 December, 2011.

Guru, G. (1999). Working Class Militancy in Endangered

Sugar Industry. (39), 27-

31.

Herekar, P.M., & Shinde, U.R. (2011). Challenges Before

Sugar Cooperatives in Maharashtra.

, (7). Retrieved from http://www.isrj.net

/August/2011/Commerce_Research_Paper_Challanges_Bef

ore_Sugar_Cooperatives_in_Maharashtra.html on  8

February, 2012.

ISMA. (2015). (Indian Sugar Mill Association). .

Retrieved from  http://www. Indian sugar .com/Statics.aspx

on  10 December, 2015.

Kansal, S. (1997).

. Proceedings of

the . Retrieved

from

http://www.fao.org/DOCREP/005/X0513E/x0513e16.htm

on 18 February, 2011.

Khanna, R.M. (2014, November 21). Private Sugar Mills

Set Terms to Start Crushing. . Retrieved from

http://www.tribuneindia. com/2014/20141122/ pun jab.htm

on 16 December, 2015.

Kumar, S., & Arora, N. (2009). Analyzing Regional

Variations in Capacity Utilization of  Indian Sugar Industry

Using Non-parametric Frontier Technique.

s, (4), 1-26.

Nayer, P.N., & Pillai, P.S.B. (1942). The Demand for Sugar

in India in Relation to the Price.

, (2), 145-150. Retrieved from

http://www .jstor.org/stable/25047752 on 8 November,

2011.

Nibber, G.S. (2015, June 7). Punjab Sugar Industry on a

Sticky Wicket. . Retrieved from

http://www.hindustantimes.com/chandigarh/punjab-sugar-

industry-on-a-stick y-wicket/story-

GaDDWvDpz1FfBjiy2i74RI.html on 16 December, 2015.

Pandey, A.P. (2007). Indian Sugar Industry-A Strong

Industrial Base for Rural India. Retrieved from

http://mpra.ub.uni-muenchen.de/6065/ on 8 November,

2011.

Randhawa, G., & Gupta, A. (2014).  Present Status and

Challenges of Sugar Industry in Punjab. , (4),

375-391.

Ray, S. (2012). Reviewing Performance of Indian Sugar

Industry: An Economic Analysis.

, 1-19.

Sastry,V.S.R.K. (1966). Measurement of Productivity and

Production Functions in Sugar Industry in India

, (1),70-94.

Singh, M.P., & Singh, N. (1984). Sharing of Productivity

Gains in Indian Sugar Industry: An  Empirical Study.

, (2), 222-230.

Statistical Abstract of Punjab. (2012).

(Publication No: 938). Retrieved from

http://pb planning.gov.in/pdf/Statistical %20

abstract%202012.pdf. on 22   December, 2013.

Statistical Abstract of Punjab. (2014).

(Publication No: 948). Retrieved from

http://www.esopb.gov.in/static/ PDF /Abstract % 2

02014.pdf on 20 December, 2015.

Sugarfed. (2010a)

Retrieved from http://punja sugarfed.in/citizen.html

on 7 May, 2013.

Sugarfed. (2010b). Retrieved

from http://www.punjab sugarfed .in/notices .php.html on

15 October, 2013.

Sugarfed. (2012). . Retrieved from

http://www.punjab co-operation. gov .in/htm/sugarfed.html

on 31 December, 2015.

Indian Journal of Industrial relations  26

Sugar Cane.

De-

Regulation

State of the Economy and

Prospects.

Agricultural Trade

Journal of Comparative Economics,

21

Economic and Political Weekly, 34

Indian Streams

Research Journal  1

Statistics

Factors Determining Indian Sugar

Production and its Competitive Advantage

Fiji/FAO Asia Pacific Sugar Conference

The Tribune

Eurasian

Journal of Business and Economic 2

Sankhya: The Indian

Journal of Statistics  6

Hindustan Times

Prajnan  42

Food Science and Quality

Management, 3

.  Indian

Journal of Industrial Relations  2

Indian Journal of Industrial Relations  20

Cane Crushed and

Sugar Production in the Sugar Mills of Punjab &Area

Under Sugarcane

Cane Crushed and

Sugar Production in The Sugar Mills of Punjab & Area

Under Sugarcane

. Revival of closed Co-operative Sugar

Mills.

Voluntary Retirement Scheme.

Sugar Mills in Punjab

th

th

th

th

th

th

th

th

th

th

th

th

n  d

th

th

th

st

Key Indicators of Sugar Industry: A Comparative Study of Punjab



6160 PMR   JAN - JUN 2017

!

!

!

!

The Hindu. (2013, March 26).  Sugar mills given free hand

to sell open market quota. Retrieved from

http://www.thehindubusinessline.com/economy/agri-

business/ sugar-mills-given-free-hand-to-sell-open-market-

quota/article4551669.ece on 10 December, 2015.

United States Department of Agriculture. (2015).

.

Retrieved from https://apps.

fas.usda.gov/psdonline/circulars/ sugar.pdf on 20

December, 2015.

th

th

World

Centrifugal Sugar: Production and Consumption

Vijaya, B., & Sangashetty, S. (2015). Cost Management in

Sugar Industry. International Journal in Management and

Social Sciences. 3 (4), 36-50. Retrieved from

www.ijmr.net.in on 31 January, 2016.

Zaidi, S.M.R., Saeed, A., &  Shaheed , S.M. (2013). Impact

of Low Sugar Cane Yield on Sugar Industry of Pakistan.

Interdisciplinary Journal of Contemporary Research in

Business, 4(12), 58-86. Retrieved from http://ssrn.com

/abstract =2326957 on 22   May, 2016.

st

n  d

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

Dawar, K.R. (1990). Returns to Scale and Factor

Productivity in the Cooperative Sugar Industry in Punjab

and Haryana. , (2),

166-174.

Department of Agriculture. (2015).

Government of Punjab. Retrieved from http://agripb.gov

.in/home.php?page=sugar on 16 December, 2015.

Department of Food & Public Distribution. (2010).

. Retrieved from

http://fcamin.nic.in/dfpd/EventDetails.asp?EventId=237&S

ection=Sugar%20and%20Edib l e

%20Oil&ParentID=0&child_continue=1&child_check=0

on 15 January, 2012.

Economic Survey. (2011).

Retrieved from http://indiabudget.nic.in/es2010-

11/echap-01.pdf on 5 February, 2012.

Economic Survey. (2015). . Para 5.63.

Retrieved from http://indiabudget. nic.in/es2014-

15/echapter-vol2.pdf on 4 January, 2015.

Ferrantino, M., Ferrier, G.D. & Linvill, C.B. (1995).

Organisational Form and Efficiency: Evidence from Indian

Sugar Manufacturing.

(1), 29-53. Retrieved from http://papers.ssrn.com/sol3/

papers. cfm?abstract_id=7300 on 12 December, 2011.

Guru, G. (1999). Working Class Militancy in Endangered

Sugar Industry. (39), 27-

31.

Herekar, P.M., & Shinde, U.R. (2011). Challenges Before

Sugar Cooperatives in Maharashtra.

, (7). Retrieved from http://www.isrj.net

/August/2011/Commerce_Research_Paper_Challanges_Bef

ore_Sugar_Cooperatives_in_Maharashtra.html on  8

February, 2012.

ISMA. (2015). (Indian Sugar Mill Association). .

Retrieved from  http://www. Indian sugar .com/Statics.aspx

on  10 December, 2015.

Kansal, S. (1997).

. Proceedings of

the . Retrieved

from

http://www.fao.org/DOCREP/005/X0513E/x0513e16.htm

on 18 February, 2011.

Khanna, R.M. (2014, November 21). Private Sugar Mills

Set Terms to Start Crushing. . Retrieved from

http://www.tribuneindia. com/2014/20141122/ pun jab.htm

on 16 December, 2015.

Kumar, S., & Arora, N. (2009). Analyzing Regional

Variations in Capacity Utilization of  Indian Sugar Industry

Using Non-parametric Frontier Technique.

s, (4), 1-26.

Nayer, P.N., & Pillai, P.S.B. (1942). The Demand for Sugar

in India in Relation to the Price.

, (2), 145-150. Retrieved from

http://www .jstor.org/stable/25047752 on 8 November,

2011.

Nibber, G.S. (2015, June 7). Punjab Sugar Industry on a

Sticky Wicket. . Retrieved from

http://www.hindustantimes.com/chandigarh/punjab-sugar-

industry-on-a-stick y-wicket/story-

GaDDWvDpz1FfBjiy2i74RI.html on 16 December, 2015.

Pandey, A.P. (2007). Indian Sugar Industry-A Strong

Industrial Base for Rural India. Retrieved from

http://mpra.ub.uni-muenchen.de/6065/ on 8 November,

2011.

Randhawa, G., & Gupta, A. (2014).  Present Status and

Challenges of Sugar Industry in Punjab. , (4),

375-391.

Ray, S. (2012). Reviewing Performance of Indian Sugar

Industry: An Economic Analysis.

, 1-19.

Sastry,V.S.R.K. (1966). Measurement of Productivity and

Production Functions in Sugar Industry in India

, (1),70-94.

Singh, M.P., & Singh, N. (1984). Sharing of Productivity

Gains in Indian Sugar Industry: An  Empirical Study.

, (2), 222-230.

Statistical Abstract of Punjab. (2012).

(Publication No: 938). Retrieved from

http://pb planning.gov.in/pdf/Statistical %20

abstract%202012.pdf. on 22   December, 2013.

Statistical Abstract of Punjab. (2014).

(Publication No: 948). Retrieved from

http://www.esopb.gov.in/static/ PDF /Abstract % 2

02014.pdf on 20 December, 2015.

Sugarfed. (2010a)

Retrieved from http://punja sugarfed.in/citizen.html

on 7 May, 2013.

Sugarfed. (2010b). Retrieved

from http://www.punjab sugarfed .in/notices .php.html on

15 October, 2013.

Sugarfed. (2012). . Retrieved from

http://www.punjab co-operation. gov .in/htm/sugarfed.html

on 31 December, 2015.

Indian Journal of Industrial relations  26

Sugar Cane.

De-

Regulation

State of the Economy and

Prospects.

Agricultural Trade

Journal of Comparative Economics,

21

Economic and Political Weekly, 34

Indian Streams

Research Journal  1

Statistics

Factors Determining Indian Sugar

Production and its Competitive Advantage

Fiji/FAO Asia Pacific Sugar Conference

The Tribune

Eurasian

Journal of Business and Economic 2

Sankhya: The Indian

Journal of Statistics  6

Hindustan Times

Prajnan  42

Food Science and Quality

Management, 3

.  Indian

Journal of Industrial Relations  2

Indian Journal of Industrial Relations  20

Cane Crushed and

Sugar Production in the Sugar Mills of Punjab &Area

Under Sugarcane

Cane Crushed and

Sugar Production in The Sugar Mills of Punjab & Area

Under Sugarcane

. Revival of closed Co-operative Sugar

Mills.

Voluntary Retirement Scheme.

Sugar Mills in Punjab

th

th

th

th

th

th

th

th

th

th

th

th

n  d

th

th

th

st

Key Indicators of Sugar Industry: A Comparative Study of Punjab



63Tactical to Strategic: Transforming Procurement62 PMR   JAN - JUN 2017

Company Vision

Company Mission

PROCUREMENT SOLUTION

THE BROAD FUNCTIONS OF BUSINESS

DEVELOPMENT INCLUDE

Lead Generation:

Social Media Leverage:

Account Mapping:

Cold Calling:

Procurement as the power-house of futuristic business

intelligence, a resourceful profit center, an informed decision

maker & a proactive change agent in business organizations

across the globe

To inspire the procurement & sourcing teams of the world's

leading organizations to realize their full intellectual & strategic

potential by providing them with the best technology solutions

and by raising awareness of the enormous contributions they can

make to business performances

Business development is the process of marketing, sales, and

development strategies for a company. A business development

professional's main focus is to identify opportunities for the

business, but also they need to stay up-to-date on current industry

trends. Setting priorities for business opportunities is an

important aspect of business development. Taking advantage of

everything at once is a recipe for disaster, so an analysis of return

on investment for each opportunity is important to see which one

should work on first. The business development professionals

manage and analyze the data to produce sales management

information (MI). I t could include: reasons for

wins/lossesprogress of opportunities in relation to the sales

process top performing sales people/sales channels sales of

services/products

Very few organizations command a customer

pull and more often than not it is the customer that is wooed and

solicited. With growth in competition and most product

categories having easy replication or substitutes, to stay ahead in

the game it is important to know whom to prospect. The initial

lead will only happen, when the buyer has a need that is at the top

of his to-do list. Unfortunately for service providers, it's nearly

impossible to predict when this elusive time of need is going to

arise for the buyers.Alead generation model is shown in Fig 01

Fig.01: Lead Generation Model

Social networks enrich and enhance

business processes, and significantly increase employee

productivity. By embracing social networking tools and creating

standards, policies, procedures, and security measures,

corporations can ensure that these tools are used in a manner

consistent with the corporation's strategy and leveraged as

business support and learning tools.

Selecting the appropriate social media tool depends on many

factors, including corporate culture, business needs, etc.

However, there are a few basic functions that organizations need

to leverage when using social media: (i) Collaboration,

(ii)Information, (iii)Communication, and (iv)Access to expertise

Account Mapping is a process by which a

sales/marketing person gets in touch with the decision maker

who would be responsible for a particular purchase. A sales

person, understands by talking to different people on who is the

decision maker, who is the influencer and who is the evaluator

and, who is a gatekeeper. For each of these, he alters his pitch of

product to suit and show how the tool will benefit them.

Cold calling is the process of approaching

prospective customers or clients, typically via telephone, who is

not expecting such an interaction.

Zycus with its spirit of innovation and a passion to help

procurement create even greater business advantages, it has

evolved portfolio to a full suite of Procurement Performance

Solutions - Spend Analysis, e-Sourcing, Contract Management,

Supplier Management, Financial Savings Management, and

Procure-to-Pay.

Zycus introduced a number of new modules and enhancements

including iMine (for automated visibility into performance

improvement opportunities), iManage (for end-to-end category

and sourcing project management visibility), iCost (total cost

management) and iOptimize (sourcing optimization). It also

announced a number of enhancements to it's spend analysis

capability, plus a new set of modules specifically targeted at

bridging the identified and implemented savings gap between

finance and procurement. This last new capability, iSave, takes

some of the concepts introduced

by specialist vendors like Sievo

and integrates core savings

t racking and management

capabilities with a broader spend,

s o u r c i n g a n d s u p p l i e r

management suite.

Zycus believes that, single

product players are shooting stars,

and have a “shorter life.” No doubt

this thinking has caused to back

away from leading with spend

analysis positioning. Zycus

operates in the niche segment of

Spend Management solutions.

Introduction

Company Profile

When we have organization wide procurement compliance on

our mind then definitely there exist the business needs for the e-

procurement solutions. It is been observed that when

organization has complicated procurement system it leads to the

difficulty in many areas like selecting the right category of

supplier/ vendor for the business purchase, spending

disproportionate amount of time on non-value add activities,

many a times organizations are unable to complete off catalog

requisitions ( for services & non-standard products), even at

times organizations are unable to capture the spend in purchases

accurately. E-procurement solutions are suitable to address the

apprehensions involved with paper based requisition process,

mismanaged approval workflow, lack of electronic catalogs,

dearth of purchase order automation system, inadequacy in the

goods & services received without purchase order in place,

inflexible ERP for procurement, Manual work disturbances on

invoice submission, etc. in such a scenario introduction of e

procurement can often leads to new & improved way for working

for organizations provided they chose the right solution after

understanding the need correctly. As intended these procurement

solution would provide clear guidelines for proper business

operations. It has now become an established practice in most

procurement departments as it deliver benefits such as sustained

value, cost reduction, improved compliance & control. This case

tries to analyze various IT enhanced tools available to address the

apprehension in the procurement system

Zycus is a leading global provider of complete Source-to-Pay

suite of procurement performance solutions. Their

comprehensive product portfolio includes applications for both

the strategic and the operational aspects of procurement -

eProcurement, invoicing, Spend Analysis, sourcing, Contract

Management, Supplier Management and Financial Savings

Management. Their spirit of innovation and their passion to help

procurement create greater business impacts which are reflected

among the hundreds of procurement solution deployments that

they have undertaken over the years. They are proud to have

many as their clients, some of the best-of-breed companies across

verticals like Manufacturing, Automotive, Banking and Finance,

Oil and Gas, Food Processing, Electronics, Telecommunications,

Chemicals, Health and Pharma, Education and more
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Bhawna Sharma*
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*Assistant Professor, Amity University Uttar Pradesh, Noida

**Deputy Dean Academics, Amity University Uttar Pradesh, Noida

ABSTRACT:

In a business world no business entity can survive without enhancing its efficiency & developing its competitive strengths. Survival

& Growth of any organization depends upon how well they are managing their core functional areas which are primarily

dependent on the effective exhibition of its potential strength & having the competitive strength over others. Organizations in India

and also in different nations confront a challenge of buying the stocks (Raw material, Commodity, Packaging material, office

material etc) &holding inventory for long as the major thrust area which needs to be addressed to avoid cash blockage, stock surge,

inventory management difficulty, warehousing problems, Contract Management, Supplier Management and Financial Savings

Management etc. In true sense if this could be addressed organisations can devise a strategic approach&applications for both the

strategic and the operational aspects of procurement.

Idle data adds no value. Only when it is churned into useful information, can well informed decisions be taken. Procurement

solutions are backed by strong analytical capabilities with a vision to not only helps the organizations in analyzing the past and the

present but also to equip them with actionable insights for the unseen future. This case tries to analyze various IT enhanced tools

available to address the concern of over & under stock situation & cash snarl leading to difficulty in many business operations.
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Strategic sourcing

IMPORTANCE OFE-SOURCING

According toAberdeen Report, March 2010

FEATURES FOR STRATEGIC SOURCING

iOptimize: Advanced bid optimization in three easy steps.

iManage:

Contract Management

An Aberdeen Report (November 2010)

, an integral component of supply chain

management, is a process that continuously improves and re-

evaluates the purchasing activities of a company. Purchasing

managers float a tender / request for quotation or proposal, and

analyze and score suppliers on different parameters to select

suppliers for purchasing. Furthermore to achieve savings a

competition is created amongst these suppliers by scheduling

bidding or auction scenario. The best suppliers are then awarded

the contracts for purchasing. The sourcing process helps to

include more suppliers and achieve good negotiating powers,

evaluate existing suppliers and achieve savings.

, any organization

utilizing e-sourcingtechnology have driven nearly 200% higher

cost savings than other organizations that did not have any e-

sourcing technology in place.

Fig. 03 :Zycus E-Sourcing Solution

The Zycus e-Sourcing Solution empowers procurement

professionals to source both simple and complex categories with

ease. They work more cost effectively, run more competitive

sourcing events, make better decisions, and generate higher

savings than the competition. Zycus e-Sourcing places

procurement at the heart of competitive business performance

management.

e-Sourcing solutions can cut sourcing cycle times in half, reduce

administrative costs by more than 60%, and deliver - on average -

15-45% cost savings per spend category.

Standard features of Zycus' fully functional -

yet easy to use e-Sourcing Solution iSource

automates all aspects of RFx and e-Auction

event creation, execution, analysis, and

business award.

The Zycus e-Sourcing Solution “iSource”

completely automates the entire sourcing

process fromgeneration of RF”x” , vendor

evaluation and scoring to Supplier Auctions

for realizing savings. iSource elevates a

company involved in manual sourcing with

cumbersome process to a new level of automation with

completely ease of use Drag and Drop features involving Web 2.0

Technology.

The users can electronically evaluate suppliers on the tool and

score . Armed with a “What-If” analysis feature, it helps users to

performcertain permutation-combinations of different scenarios,

rank suppliers and move forward to conductauctions creating a

competitive scenario.

With its intense focus on customer-driven innovation and a

central mission of positioning procurement at the heart of

competitive business performance, Zycus has added two

advanced modules to its e-Sourcing Solution:

Featuring best-practice standard scenarios such as lowest-costby

item, best one, and best two suppliers

overall. The solution includes multiple

constraint capabilities - allocation,

matching, exclusion, and others - plus the

ability to model custom scenarios.

A comprehensive sourcing and

spend category project management

platform.

that includes category-specific

project templates, dynamic dashboards, and

visual project status reporting.

Contract management includes negotiating

the terms and conditions in contracts,

agreeing on the terms mutually and ensuring compliance with the

terms and conditions, as well as documenting and agreeing on

any changes that may arise during its implementation or

execution. Once a contract is signed, it needs to be executed by all

to utilize its potential, and of course receive the benefit it is

entitled to provide to all.

states that the Best -In-

Classcompanies (Top 20% of aggregate performance scorers in

Aberdeen Research) have 86- 88% of their purchase orders

compliant with existing contracts. This is far ahead in

A comprehensive sourcing and

spend category project management

platform

Focused towards the purchasing and sourcing

professionals the solutions have been built with

extensive features which assist the purchasing

professionals for their day to day activities of

analyzing and generating spend management

strategies.

is the way in which

companies control and optimize the money they

spend. It involves cutting operating and other

costs associated with doing business. It is meant

to represent a holistic view of the activities

involved in the "source-to-settle" process. This

process includes spend analysis, sourcing,

procurement, receiving, payment settlement and

management of accounts payable and general

ledger accounts. The term is intended to encompass such

processes as outsourcing, procurement, e-procurement, and

supply chain management. Spend Management saves money by:

helps in monitoring the

contractual obligations and compliance levels. Any spend which

is made out of contract can be detected where buyers loose

negotiating power with suppliers and benefit of purchasing at a

pre-negotiated rate. By gaining visibility over entire spending

matrix such out of contract spends can be prohibited and

maverick spending reduced.

by directing more spend

toward a particular supplier, a company can negotiate more

favorable pricing based on how much money it spends with that

supplier in a given year. Many companies may purchase like

items from many suppliers at different prices. By consolidating

this “spend” and directing it toward one or a few suppliers,

companies are able to get bigger discounts.

utomating sourcing,

procurement and payment processes can greatly improve the

efficiency of paper based and manual processes. However,

different companies have had varying degrees of success in this

area.

less manual more

robust, information and knowledge repository lies in tool, people

can quickly adopt.

Zycus' procurement performance solution suite are designed

keeping in mind the evolving role of procurement from managing

front line of business to making a strategic impact by being at the

heart of high performing business.

is the process of collecting, cleansing,

classifying and analyzing expenditure data with the purpose of

reducing procurement costs, improving efficiency and

monitoring compliance. There are three core areas of spend

analysis - visibility, analysis and process. These help companies

to generate answers to the crucial questions affecting their Spend.

Fig. 02:Zycus' SpendAnalysis Solution

Zycus spend analysis tool helps companies to transform their

raw, unstructured, duplicated, erroneous data into valuable and

refined information which can be utilized to achieve savings. The

tool comprises of two main modules which are:

: A single line item containing the details of purchase

like Item, its description, quantity, price, invoice or PO number,

etc. It also contains details of how it has been classified and in

which category, if the organization does follow some sort of

classification schema.

The picture below shows how line items of spending from

different locations, in different languages get classified by Auto

Class tool - Notebook Computers. This process of classification

helps to place together a particular item purchased from many

locations so that one can analyze the entire spending taken place

on a particular item. It gives visibility into purchases across a

single as well as all locations of the organization making spend

analysis simpler and effective.

The data on purchasing/sourcing can easily be slice-n-

dice using a powerful pivot template and helps to get instant

visibility into spend without relying on IT or any other person to

generate reports. The ease of use of this product helps to generate

different types of reports at one's fingertips. The Intuitive

Opportunity finder helps to quickly find opportunities and build a

savings pipeline for purchasing managers.

Frees procurement professionals from time-consuming

and unsystematic approaches to mining spend data for cost

savings and other business performance-improvement

opportunities.

Aggregates independent price indices from commodity

markets allover the world, exposes and tracks primary cost

drivers underlying commodity price movements, and relates

external marketing intelligence to internal spending data.

Embeds Zycus' patented AI-

poweredspend-data classification engine within e-Procurement

systems for virtually instant free-text recognition and

classification of item and services purchased at point of

requisition.

Spend Management:

Decreasing 'maverick' Spend

Increase of spend economies of scale

Increase process efficiencies by a

Increase procurement efficiency through

PRINCIPLES OFPROCUREMENT SOLUTION

Spend Analysis

Auto Class

iAnalyse:

iMine:

Icost:

AutoClass Live Connect:
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Strategic sourcing

IMPORTANCE OFE-SOURCING

According toAberdeen Report, March 2010

FEATURES FOR STRATEGIC SOURCING

iOptimize: Advanced bid optimization in three easy steps.

iManage:

Contract Management

An Aberdeen Report (November 2010)

, an integral component of supply chain

management, is a process that continuously improves and re-

evaluates the purchasing activities of a company. Purchasing

managers float a tender / request for quotation or proposal, and

analyze and score suppliers on different parameters to select

suppliers for purchasing. Furthermore to achieve savings a

competition is created amongst these suppliers by scheduling

bidding or auction scenario. The best suppliers are then awarded

the contracts for purchasing. The sourcing process helps to

include more suppliers and achieve good negotiating powers,

evaluate existing suppliers and achieve savings.

, any organization

utilizing e-sourcingtechnology have driven nearly 200% higher

cost savings than other organizations that did not have any e-

sourcing technology in place.

Fig. 03 :Zycus E-Sourcing Solution

The Zycus e-Sourcing Solution empowers procurement

professionals to source both simple and complex categories with

ease. They work more cost effectively, run more competitive

sourcing events, make better decisions, and generate higher

savings than the competition. Zycus e-Sourcing places

procurement at the heart of competitive business performance

management.

e-Sourcing solutions can cut sourcing cycle times in half, reduce

administrative costs by more than 60%, and deliver - on average -

15-45% cost savings per spend category.

Standard features of Zycus' fully functional -

yet easy to use e-Sourcing Solution iSource

automates all aspects of RFx and e-Auction

event creation, execution, analysis, and

business award.

The Zycus e-Sourcing Solution “iSource”

completely automates the entire sourcing

process fromgeneration of RF”x” , vendor

evaluation and scoring to Supplier Auctions

for realizing savings. iSource elevates a

company involved in manual sourcing with

cumbersome process to a new level of automation with

completely ease of use Drag and Drop features involving Web 2.0

Technology.

The users can electronically evaluate suppliers on the tool and

score . Armed with a “What-If” analysis feature, it helps users to

performcertain permutation-combinations of different scenarios,

rank suppliers and move forward to conductauctions creating a

competitive scenario.

With its intense focus on customer-driven innovation and a

central mission of positioning procurement at the heart of

competitive business performance, Zycus has added two

advanced modules to its e-Sourcing Solution:

Featuring best-practice standard scenarios such as lowest-costby

item, best one, and best two suppliers

overall. The solution includes multiple

constraint capabilities - allocation,

matching, exclusion, and others - plus the

ability to model custom scenarios.

A comprehensive sourcing and

spend category project management

platform.

that includes category-specific

project templates, dynamic dashboards, and

visual project status reporting.

Contract management includes negotiating

the terms and conditions in contracts,

agreeing on the terms mutually and ensuring compliance with the

terms and conditions, as well as documenting and agreeing on

any changes that may arise during its implementation or

execution. Once a contract is signed, it needs to be executed by all

to utilize its potential, and of course receive the benefit it is

entitled to provide to all.

states that the Best -In-

Classcompanies (Top 20% of aggregate performance scorers in

Aberdeen Research) have 86- 88% of their purchase orders

compliant with existing contracts. This is far ahead in

A comprehensive sourcing and

spend category project management

platform

Focused towards the purchasing and sourcing

professionals the solutions have been built with

extensive features which assist the purchasing

professionals for their day to day activities of

analyzing and generating spend management

strategies.

is the way in which

companies control and optimize the money they

spend. It involves cutting operating and other

costs associated with doing business. It is meant

to represent a holistic view of the activities

involved in the "source-to-settle" process. This

process includes spend analysis, sourcing,

procurement, receiving, payment settlement and

management of accounts payable and general

ledger accounts. The term is intended to encompass such

processes as outsourcing, procurement, e-procurement, and

supply chain management. Spend Management saves money by:

helps in monitoring the

contractual obligations and compliance levels. Any spend which

is made out of contract can be detected where buyers loose

negotiating power with suppliers and benefit of purchasing at a

pre-negotiated rate. By gaining visibility over entire spending

matrix such out of contract spends can be prohibited and

maverick spending reduced.

by directing more spend

toward a particular supplier, a company can negotiate more

favorable pricing based on how much money it spends with that

supplier in a given year. Many companies may purchase like

items from many suppliers at different prices. By consolidating

this “spend” and directing it toward one or a few suppliers,

companies are able to get bigger discounts.

utomating sourcing,

procurement and payment processes can greatly improve the

efficiency of paper based and manual processes. However,

different companies have had varying degrees of success in this

area.

less manual more

robust, information and knowledge repository lies in tool, people

can quickly adopt.

Zycus' procurement performance solution suite are designed

keeping in mind the evolving role of procurement from managing

front line of business to making a strategic impact by being at the

heart of high performing business.

is the process of collecting, cleansing,

classifying and analyzing expenditure data with the purpose of

reducing procurement costs, improving efficiency and

monitoring compliance. There are three core areas of spend

analysis - visibility, analysis and process. These help companies

to generate answers to the crucial questions affecting their Spend.

Fig. 02:Zycus' SpendAnalysis Solution

Zycus spend analysis tool helps companies to transform their

raw, unstructured, duplicated, erroneous data into valuable and

refined information which can be utilized to achieve savings. The

tool comprises of two main modules which are:

: A single line item containing the details of purchase

like Item, its description, quantity, price, invoice or PO number,

etc. It also contains details of how it has been classified and in

which category, if the organization does follow some sort of

classification schema.

The picture below shows how line items of spending from

different locations, in different languages get classified by Auto

Class tool - Notebook Computers. This process of classification

helps to place together a particular item purchased from many

locations so that one can analyze the entire spending taken place

on a particular item. It gives visibility into purchases across a

single as well as all locations of the organization making spend

analysis simpler and effective.

The data on purchasing/sourcing can easily be slice-n-

dice using a powerful pivot template and helps to get instant

visibility into spend without relying on IT or any other person to

generate reports. The ease of use of this product helps to generate

different types of reports at one's fingertips. The Intuitive

Opportunity finder helps to quickly find opportunities and build a

savings pipeline for purchasing managers.

Frees procurement professionals from time-consuming

and unsystematic approaches to mining spend data for cost

savings and other business performance-improvement

opportunities.

Aggregates independent price indices from commodity

markets allover the world, exposes and tracks primary cost

drivers underlying commodity price movements, and relates

external marketing intelligence to internal spending data.

Embeds Zycus' patented AI-

poweredspend-data classification engine within e-Procurement

systems for virtually instant free-text recognition and

classification of item and services purchased at point of

requisition.

Spend Management:

Decreasing 'maverick' Spend

Increase of spend economies of scale

Increase process efficiencies by a

Increase procurement efficiency through
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business with minority suppliers only. In this case, it is important

for the supplier to have minority certificates and authentication.

Supplier Information is important also for audit purposes.

Zycus Supplier Information Management tool acts as One

Central Database which integrates, normalizes, and reduplicates

data from / to multiple ERP systems. It helps suppliers to add and

update their profiles leading to extensive updated information.

There is a Supplier Portal in SIM which acts as and front end for

suppliers (quite similar to supplier registration pages in various

websites, but with extensive features) where supplier can register

themselves and add information required. The information

received is then evaluated by the procurement team in

organization and depending upon various levels to approvals,

finally the supplier is included in the supplier database.

This automated approach of supplier registration eliminates

manual data entry method, and also ensures that the data flowing

into different Spend Management systems is accurate leading to

better data quality.

The Zycus creates

clear sight lines between procurement and top-line business

performance objectives. It cuts across functional boundaries,

promotes collaborative measurement, validation, and

recognition of cost savings, and brings structure, credibility, and

efficiency to the work of driving procurement - and overall

enterprise performance.

While some leaders have found ways to overcome the challenges

of aligning procurement with business' financial performance

management, the cost of doing so can often erode procurement

ROI.

To address this challenge Zycus introduces , a first-of-its-

kind fully configurable Financial Savings Management Solution

that simulates and brings efficiency to a business organization's

processes for tracking, validating and recognizing cost savings.

Introduction of the ZycusiSave Solution - with its ability to

characterize and segregate cost savings across multiple

dimensions, including timing, strategy, and type - offers

enormous potential in terms of business-case development for

procurement led business performance improvement initiatives.

Because the ZycusiSave Solution is fully configurable,

incorporates accepted best practices, and can simulate any

savings-tracking process, there is no limit to how procurement

leaders might use the resulting information and insights to drive

enterprise performance to new heights. ZycusiSave resolves

long-standing performance management.

With ZycusiSave, procurement function can,

Structure and share procurement cost-savings information

through a single platform Calculate and map impacts of

procurement savings to such top-line financial measures as profit

and loss, cash flow, cost of goods sold, and balance sheet

ZycusiSave makes it easier for organizations to

recognize cost savings by enabling procurement to, Employ

workflow to obtain validation of procurement cost savings from

stakeholders Allocate savings clearly and equitably among

stakeholders organizations

The Zycus iSave solution addresses the challenge

of defining how the cost savings are driven-by strategy or market

movements- by empowering procurement to, Characterize and

segregate cost savings types - for example, hard, soft, avoidance,

revenue share, and so forth Characterize savings by sourcing

strategy employed - for example, volume, negotiation, and so

forth Track savings through configurable stages - for example,

forecasted, realized, actual, budget down, reinvest, and so forth.

Orkla ASA, which commenced operations in 1654 with pyrite

mining operations, has rapidly expanded in the past few decades

into new business areas though mergers and acquisitions its core

businesses are Orkla Brands, Orkla Aluminum Solutions, Orkla

Materials, Orkla Associates, and Orkla Financial Investments.

Today, Orkla is one of the largest listed companies in Norway

with 35,000 employees, operations in more than 40 countries,

and turnover exceeding NOK 70 billion (10 billion USD). Orkla

seeks to achieve growth and long-term value creation in its

industrial activities by creating competitive advantages based on

a competent organization and a sound corporate culture. It

focuses on constant innovation, operational improvements, and

structural development.

With operations in countries as dispersed and linguistically

diverse as Norway, Sweden, Denmark, Finland, Russia, Poland,

Germany, Switzerland, France, England, USA, India, and Japan,

Orkla faced severe challenges to the profitability of its

businesses. The key issues included global competition, the

emergence of private labels, and stagnating market development.

At the supply end of the spectrum too, Orkla's competitors were

rapidly increasing their supplier radius, introducing new

suppliers from low cost areas. In addition, the general upward

pressure on raw material prices effectively squeezed the

company's bottom lines. Orkla commissioned Zycus to provide a

spend management solution to help meet its business challenges.

Zycus' solutions focus on sustainable and long-term business

benefits rather than short-term project gains.

This case analyze the emerging need of e-procurement solutions

wherein it is been highlighted that these are much needed for the

supply market characteristics as well as for the product

characteristics. These areas are mainly categorized for the

emergence of various e-Procurement systems. Further it was also

examined how these e-Procurement systems have different

impact on inter-organizational relationship and how value could

be generated from e-Procurement solutions. However this was

also implicated that positive impacts were noticed on all major

functional areas of the organization. In this case we have

FINANCIALSAVINGS MANAGEMENT

Financial Savings Management Solution

iSave

PROBLEMS FOR PROCUREMENT:

Alignment:

Validation:

Creditability:

Customer Profile

Business Issues

Conclusion

comparison with the Industry Average (Middle50% of aggregate

performance scorers) which comes out to be 51%. This shows the

amount of visibility that Best-In-Class companies have with

regards to spending and helps in cutting down of maverick

purchases enhancing contract utilization.

Zycusi Contract is a Contract Management Solution which helps

procurement professionals to create contracts as well as manage

them on a continuous basis. The Zycusi Contract enables

sourcing and procurement professionals the ability to realize

negotiated savings and maximum value from their contracts

through real-time monitoring and tracking of contract

compliance and utilization across the contract lifecycle.

The standard features of Zycusi Contract solution include a

customizable interface, smart contract warehouse with multi-

parameter search, dynamic reporting, configurable dashboards,

and alerts tied to such things as contract expiry, contract

utilization, off contract spending and market price fluctuations.

Advanced features of the Zycus Contract Management Software

Solution empower procurement organizations to Accelerate

contract negotiation, authoring and final approval processes

Minimize legal risk exposure and capture benefits - such as

payment terms optimization by standardizing contract language

and terms and documenting contract negotiations and versions

When contract documents are

allowed to be scattered across desktops, servers and email

systems the security of competitive business intelligence is

compromised.

Procurement ROI relies on stakeholder adherence

to strategic supply contracts as well as compliance to terms -

volume discounts, rebates, payment terms, supplier performance

commitments etc. embedded into contracts.

Significant market benefits often accrue to

businesses willing to enter into long-term and automatically

renewable contracts with suppliers. But such contracts create risk

exposures as market conditions change.

Forms a single location of all the contracts

of an organization. Helps to have a single unified view of the

contracts which are accessible to all departments. Enables to

store and upload contracts and also helps to understand the latest

modification and amendments which have been made to a

particular contract.

To enable businesses for global, competitive commerce, Zycus

has added to its Contract Management Solution an advanced

feature, which Ensures consistent use of

approved and preferred contract language Includes geography

and business-specific standard contract templates. Enables

collaboration among multiple stakeholders with strict access

controls over sensitive competitive business information.

Features powerful workflow management to accelerate

contracting processes and promote collaboration. Includes

version management to document all post sourcing-event

negotiations with suppliers Creates complete audit trail records

of contract negotiations with suppliers

The provides a

comprehensive platform for automating all aspects of vendor

performance and information management. Standard features of

the Zycus Supplier Management Solution include a collaborative

platform for defining supplier key performance indicators

(KPIs), capturing data inputs, setting stakeholder surveys and

balanced supplier score cards. Advanced features of Zycus'

Supplier Management Solution consolidate - on a single

platform, under one governance process - all relevant

information needed to define and conduct commercial

relationships with suppliers and to enable high performing,

preferred suppliers to Put forth information about innovation and

changes taking place in their businesses Compete for and win

new business The parameters to rate suppliers help to align them

with the objectives of the organization and help provide a

feedback mechanism for their improvement. Realizing the need

of Supplier relationships and performance, global organizations

are now in the process of automating their entire process of

Supplier Performance and Relationship Management.

Automating the entire process, Zycus SPM tool helps to design

supplier KPI's and model the ranking system of suppliers. One

can append vital inputs and feedback about suppliers from

different stakeholders involved, and this along with other

sourcing information helps to monitor and manage supplier

activities and measure their performance.

The workflow process helps to eliminate any bias towards a

particular supplier making the process fair and transparent. This

tool can be integrated with ERPs and other systems for auto data

feed. This tool becomes important for organizations to mitigate

operational risk of working with suppliers.

around 54%

of enterprises said they support their supplier performance

measurement efforts with automation tools. These have either

built these systems in-house, or utilize the solution from their

ERP systems. Overall, 77% of respondents indicated that there

was a need to improve their supplier performance measurement

capabilities. And nearly 70% of those without formal

performance measurement programs in place, plan to implement

such procedures in near future.

Supplier information is important for organization to follow all

the standard processes while purchasing and the same is

applicable to suppliers as well. Important information about the

suppliers like Tax Certificates, Registration Numbers, Quality

Certifications, and much more need to be available with the

organization. Some companies have laws where they carry out

CHALLENGES AND UTILITY OF ZYCUS CONTRACT

MANAGEMENT SOLUTION

Fragment and Security Risk:

Compliance:

Market Based Risk:

iContract Repository

CONTRACTAUTHORING

iContract Authoring

SUPPLIER MANAGEMENT

Zycus Supplier Management Solution

In an Aberdeen Report, Dec 2002 recorded that

SUPPLIER INFORMATION MANAGEMENT
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business with minority suppliers only. In this case, it is important

for the supplier to have minority certificates and authentication.

Supplier Information is important also for audit purposes.

Zycus Supplier Information Management tool acts as One

Central Database which integrates, normalizes, and reduplicates

data from / to multiple ERP systems. It helps suppliers to add and

update their profiles leading to extensive updated information.

There is a Supplier Portal in SIM which acts as and front end for

suppliers (quite similar to supplier registration pages in various

websites, but with extensive features) where supplier can register

themselves and add information required. The information

received is then evaluated by the procurement team in

organization and depending upon various levels to approvals,

finally the supplier is included in the supplier database.

This automated approach of supplier registration eliminates

manual data entry method, and also ensures that the data flowing

into different Spend Management systems is accurate leading to

better data quality.

The Zycus creates

clear sight lines between procurement and top-line business

performance objectives. It cuts across functional boundaries,

promotes collaborative measurement, validation, and

recognition of cost savings, and brings structure, credibility, and

efficiency to the work of driving procurement - and overall

enterprise performance.

While some leaders have found ways to overcome the challenges

of aligning procurement with business' financial performance

management, the cost of doing so can often erode procurement

ROI.

To address this challenge Zycus introduces , a first-of-its-

kind fully configurable Financial Savings Management Solution

that simulates and brings efficiency to a business organization's

processes for tracking, validating and recognizing cost savings.

Introduction of the ZycusiSave Solution - with its ability to

characterize and segregate cost savings across multiple

dimensions, including timing, strategy, and type - offers

enormous potential in terms of business-case development for

procurement led business performance improvement initiatives.

Because the ZycusiSave Solution is fully configurable,

incorporates accepted best practices, and can simulate any

savings-tracking process, there is no limit to how procurement

leaders might use the resulting information and insights to drive

enterprise performance to new heights. ZycusiSave resolves

long-standing performance management.

With ZycusiSave, procurement function can,

Structure and share procurement cost-savings information

through a single platform Calculate and map impacts of

procurement savings to such top-line financial measures as profit

and loss, cash flow, cost of goods sold, and balance sheet

ZycusiSave makes it easier for organizations to

recognize cost savings by enabling procurement to, Employ

workflow to obtain validation of procurement cost savings from

stakeholders Allocate savings clearly and equitably among

stakeholders organizations

The Zycus iSave solution addresses the challenge

of defining how the cost savings are driven-by strategy or market

movements- by empowering procurement to, Characterize and

segregate cost savings types - for example, hard, soft, avoidance,

revenue share, and so forth Characterize savings by sourcing

strategy employed - for example, volume, negotiation, and so

forth Track savings through configurable stages - for example,

forecasted, realized, actual, budget down, reinvest, and so forth.

Orkla ASA, which commenced operations in 1654 with pyrite

mining operations, has rapidly expanded in the past few decades

into new business areas though mergers and acquisitions its core

businesses are Orkla Brands, Orkla Aluminum Solutions, Orkla

Materials, Orkla Associates, and Orkla Financial Investments.

Today, Orkla is one of the largest listed companies in Norway

with 35,000 employees, operations in more than 40 countries,

and turnover exceeding NOK 70 billion (10 billion USD). Orkla

seeks to achieve growth and long-term value creation in its

industrial activities by creating competitive advantages based on

a competent organization and a sound corporate culture. It

focuses on constant innovation, operational improvements, and

structural development.

With operations in countries as dispersed and linguistically

diverse as Norway, Sweden, Denmark, Finland, Russia, Poland,

Germany, Switzerland, France, England, USA, India, and Japan,

Orkla faced severe challenges to the profitability of its

businesses. The key issues included global competition, the

emergence of private labels, and stagnating market development.

At the supply end of the spectrum too, Orkla's competitors were

rapidly increasing their supplier radius, introducing new

suppliers from low cost areas. In addition, the general upward

pressure on raw material prices effectively squeezed the

company's bottom lines. Orkla commissioned Zycus to provide a

spend management solution to help meet its business challenges.

Zycus' solutions focus on sustainable and long-term business

benefits rather than short-term project gains.

This case analyze the emerging need of e-procurement solutions

wherein it is been highlighted that these are much needed for the

supply market characteristics as well as for the product

characteristics. These areas are mainly categorized for the

emergence of various e-Procurement systems. Further it was also

examined how these e-Procurement systems have different

impact on inter-organizational relationship and how value could

be generated from e-Procurement solutions. However this was

also implicated that positive impacts were noticed on all major

functional areas of the organization. In this case we have
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Financial Savings Management Solution

iSave
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comparison with the Industry Average (Middle50% of aggregate

performance scorers) which comes out to be 51%. This shows the

amount of visibility that Best-In-Class companies have with

regards to spending and helps in cutting down of maverick

purchases enhancing contract utilization.

Zycusi Contract is a Contract Management Solution which helps

procurement professionals to create contracts as well as manage

them on a continuous basis. The Zycusi Contract enables

sourcing and procurement professionals the ability to realize

negotiated savings and maximum value from their contracts

through real-time monitoring and tracking of contract

compliance and utilization across the contract lifecycle.

The standard features of Zycusi Contract solution include a

customizable interface, smart contract warehouse with multi-

parameter search, dynamic reporting, configurable dashboards,

and alerts tied to such things as contract expiry, contract

utilization, off contract spending and market price fluctuations.

Advanced features of the Zycus Contract Management Software

Solution empower procurement organizations to Accelerate

contract negotiation, authoring and final approval processes

Minimize legal risk exposure and capture benefits - such as

payment terms optimization by standardizing contract language

and terms and documenting contract negotiations and versions

When contract documents are

allowed to be scattered across desktops, servers and email

systems the security of competitive business intelligence is

compromised.

Procurement ROI relies on stakeholder adherence

to strategic supply contracts as well as compliance to terms -

volume discounts, rebates, payment terms, supplier performance

commitments etc. embedded into contracts.

Significant market benefits often accrue to

businesses willing to enter into long-term and automatically

renewable contracts with suppliers. But such contracts create risk

exposures as market conditions change.

Forms a single location of all the contracts

of an organization. Helps to have a single unified view of the

contracts which are accessible to all departments. Enables to

store and upload contracts and also helps to understand the latest

modification and amendments which have been made to a

particular contract.

To enable businesses for global, competitive commerce, Zycus

has added to its Contract Management Solution an advanced

feature, which Ensures consistent use of

approved and preferred contract language Includes geography

and business-specific standard contract templates. Enables

collaboration among multiple stakeholders with strict access

controls over sensitive competitive business information.

Features powerful workflow management to accelerate

contracting processes and promote collaboration. Includes

version management to document all post sourcing-event

negotiations with suppliers Creates complete audit trail records

of contract negotiations with suppliers

The provides a

comprehensive platform for automating all aspects of vendor

performance and information management. Standard features of

the Zycus Supplier Management Solution include a collaborative

platform for defining supplier key performance indicators

(KPIs), capturing data inputs, setting stakeholder surveys and

balanced supplier score cards. Advanced features of Zycus'

Supplier Management Solution consolidate - on a single

platform, under one governance process - all relevant

information needed to define and conduct commercial

relationships with suppliers and to enable high performing,

preferred suppliers to Put forth information about innovation and

changes taking place in their businesses Compete for and win

new business The parameters to rate suppliers help to align them

with the objectives of the organization and help provide a

feedback mechanism for their improvement. Realizing the need

of Supplier relationships and performance, global organizations

are now in the process of automating their entire process of

Supplier Performance and Relationship Management.

Automating the entire process, Zycus SPM tool helps to design

supplier KPI's and model the ranking system of suppliers. One

can append vital inputs and feedback about suppliers from

different stakeholders involved, and this along with other

sourcing information helps to monitor and manage supplier

activities and measure their performance.

The workflow process helps to eliminate any bias towards a

particular supplier making the process fair and transparent. This

tool can be integrated with ERPs and other systems for auto data

feed. This tool becomes important for organizations to mitigate

operational risk of working with suppliers.

around 54%

of enterprises said they support their supplier performance

measurement efforts with automation tools. These have either

built these systems in-house, or utilize the solution from their

ERP systems. Overall, 77% of respondents indicated that there

was a need to improve their supplier performance measurement

capabilities. And nearly 70% of those without formal

performance measurement programs in place, plan to implement

such procedures in near future.

Supplier information is important for organization to follow all

the standard processes while purchasing and the same is

applicable to suppliers as well. Important information about the

suppliers like Tax Certificates, Registration Numbers, Quality

Certifications, and much more need to be available with the

organization. Some companies have laws where they carry out

CHALLENGES AND UTILITY OF ZYCUS CONTRACT

MANAGEMENT SOLUTION

Fragment and Security Risk:

Compliance:

Market Based Risk:

iContract Repository

CONTRACTAUTHORING
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In an Aberdeen Report, Dec 2002 recorded that
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recognized the importance of establishing the purchase supplier

connectivity & communication in many advised e procurement

tools. We conclude that for success, organizations have to

develop supplier oriented approach & also to rollout integration

solution for low value suppliers in their e-procurement programs.

They say “The pen is mightier than the sword”. With the vision to

leverage technology to solve business problems, E procurement

is the latest buzz in the business setup to create one stop solutions

for all the business needs of the organization. This case provides

an insight to all the learners about the latest tools available in

Indian market as the E-procurement solutions.

This case can be used for the application of the theory & Practice

of the following subjects:

Technology advancement

Supply Chain Management.

Inventory Management

Strategic Management

IT for managers·

The following are very important questions that need to be

addressed/are looking to be addressed by every organization.

How does my supplier perform in the entire year?

Is organization properly getting the benefits from terms

negotiated?

Who amongst the list of suppliers is stable enough and delivering

on time?

Who should an organization include in the next sourcing and

auction process?

Teaching Notes

Scope of the Study

Questions to be discussed

·

·

·

·

·
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Set-up in 1984 under the aegis of Dr. Vikhe Patil Foundation and presently led by Dr. Ashok

Patil, Pravara Centre for Management Research & Development (PCMRD) recently

completed two decades of imparting management education par excellence. PCMRD is

. PCMRD

offers the MBAprogramme.

Apart from rightfully finding a place amongst the highly ranked B-Schools in nationwide

surveys, PCMRD has successfully and more importantly - found a place in the hearts of its

students. Not surprisingly, PCMRD boasts of a strong alumni network eager to further

strengthen its alma mater. The alumni network together with the constant industry interface has

always ensured a smooth passage to the students into corporate careers. As a testimony to its

constant industry interface, PCMRD is one of the only two postgraduate institutions in

Maharashtra chosen under the Young Indians Programme by the Confederation of Indian

Industry (CII).

With a centrally located picturesque campus equipped with all the infrastructural facilities,

PCMRD is easily one of the most sought after B-Schools in Pune. But what sets PCMRD apart

is not all brick & mortar but its human assets. A motivated, highly qualified and richly

experienced faculty committed to the cause of quality management education is the real and

core strength of PCMRD. Effective management requires decisions based on contextual

analysis and insights. To simulate the intellect and enhance intellectual capabilities, the case

method of learning is extensively used. Case discussions are supplemented with lectures,

seminars, games, role-plays, industrial visits, and group exercises. This, coupled with a

judicious mix of academic and extra-curricular activities has enabled PCMRD to consistently

deliver well-groomed managers competent enough to fulfill the corporate demands.

In constant pursuit of its vision to emerge as a leader in the field of value centered management

education in India, PCMRD's mission is to impart quality education and conduct socially

relevant research in the field of modern management while retaining traditional Indian values.
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Programme offered by PCMRD

Master of Business Administration (MBA)
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