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Few trends in modern work practices have received as much

attention in business periodicals and newspaper press as

telecommuting. Today, technology is continuously advancing at

high-speeds and the global workplace is adapting to take

advantage of new and innovative ways to decrease expenditures

and increase productivity. One form of adaptation,

telecommuting, has become a prominent work alternative with a

predicted 13.25 million people in the U.S and over 41 million

people worldwide currently working from home at least eight

hours per week (Jones, C., 2005).

Telecommuting, sometimes referred to as telework, is the process

by which employees work from home electronically during

regular business hours. Organizations have championed

telecommuting as a means to meet employee demands for work-

family balance, to reduce commuting costs, time, and stress, and

to minimize organizational cost and space constraints. Among

telecommuting's perceived advantages are increased autonomy,

responsibility, and schedule flexibility. While the theoretical

mechanisms for how telecommuting actually impacts work are

still being developed, there is empirical support linking

telecommuting to several positive organizational outcomes,

including job satisfaction (e.g., Davis & Polonko, 2003; Ilozor,

Ilozor, & Carr, 2001), organizational commitment (e.g.,

Desrosiers & Henry, 2003) and job performance (e.g., Baruch &

Nicholson, 1997).

Despite the attractiveness and popularity of telecommunicating,

there is little consensus regarding to what degree and in what

manner telecommuting influences such outcomes. For example,

Davis & Polonko (2003) suggest telecommuters are more

satisfied with their jobs, whereas other studies have shown no

difference in job satisfaction between telecommuters and non-

telecommuters (e.g., Belanger, 1999). Similarly, telecommuters

face many challenges (e.g., loss of contact with managers,

communication barriers with colleagues, and lack of

organizational assimilation) that may lead to negative outcomes

such as work-to-family and family-to-work conflict (e.g.,

Telecommuting and Organizational Attitudes and

Outcomes: A Meta-Analysis

Jessica Nicklin*

Clifton Mayfield**

Pat M. Caputo***

Minsu Lee****

Anna L. Sackett*****

Sylvia Roch******,

Maria Arboleda, Regina Cosentino, Kimberly Melinsky, Heather Rosman *******

* Faculty, Department of Psychology, University of Hartford

** Assistant Professor, School of Business, University of Houston , Clear Lake.

***Aon Consulting, New York.

****Ph.D., Assistant Professor, Department of Management, Korea Military Academy, Seoul , South Korea.

*****Ph.D., Human Resource Measurement Analyst

******Ph.D., Associate Professor, Dept. of Psychology, University at Albany, Albany, New York

ABSTRACT

Drawing from the Job Characteristics Model (JCM) and Self-Determination Theory (SDT), this study investigated the

influence of telecommuting on organizational attitudes and outcomes using meta-analytic methods (Hunter &

Schmidt, 2004). Results of the meta-analysis indicate that the influence of telecommuting on job satisfaction,

organizational commitment, turnover, performance, stress, family-to-work conflict and work-family conflict is

positive. Telecommuting appears to have a stronger relationship with stress and work-family conflict than it does with

the other variables examined. However, the extent to which telecommuting has a positive relationship with outcomes

depends on several moderators. Our results suggest that gender, age, and amount of time telecommuting may be key

moderators. There seems to be an optimal amount of telecommuting, such that its benefits are strongest for those who

spend a moderate amount of time telecommuting. Implications for theory and practice are discussed.
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Duxbury & Neufeld, 1999), stress (e.g., Bailey & Kurland,

2002), and withdrawal behaviors (e.g., Kurland & Bailey, 1999).

For instance, Shellenbarger (2008) identified some companies

with large telecommuting practices that are bringing employees

back from remote work locations due to concerns about

information security, job performance, teambuilding, and

consolidation of business practices. Examples like this suggest

that the traditional assumptions about the benefits of

telecommuting are being challenged and supplanted with new

concerns regarding its impact on the wellbeing and effectiveness

of remote employees. Empirical inquiry into the outcomes of

telecommuting has only recently begun to systematically address

these issues. As such, one of the primary purposes of this study is

to alleviate some of the inconsistency in the literature regarding

the implications of telecommuting.

Likewise, researchers have just recently begun to develop

theoretical frameworks and testable hypothetical models in order

to enhance our understanding of telecommuting for

organizations and individuals (e.g., Bailey & Kurland, 2002;

Gajendran & Harrison, 2007). In a review of the research,

Feldman and Gainey (2001) provided an integrative model

linking telecommuting arrangements to increased employee job

satisfaction, organizational commitment, turnover, and

performance. The mechanism for how telecommuting impacts

organizational outcomes in the Feldman and Gainey (2001) study

is perceived autonomy, and this is the operable mechanism

identified in most telecommuting studies, (e.g., Bailey &

Kurland, 2002; Crossan & Burton, 1993; Gajendran & Harrison,

2007; Hill, Hawkins, & Miller, 1996). By allowing employees

greater freedom in determining their on-the-job behaviors and

deciding their daily schedule, telecommuting is hypothesized to

positively impact work experiences. Two well-cited research

models that describe the effects of perceived autonomy, the Job

Characteristics Model (JCM) and Self-determination Theory

(SDT), present useful theoretical frameworks to investigate

relationships between telecommunicating and important

organizational outcomes. We use these theoretical models to

guide in the development of our research hypotheses.

The Job Characteristics Model (JCM) has received considerable

support in organizational research, (e.g., Fried & Ferris, 1987;

Loher, Noe, Moeller, & Fitzgerald, 1985), and suggests that the

presence of specific job attributes will motivate workers. JCM

proposes that jobs with specific core characteristics (i.e., skill

variety, task identity, task significance, autonomy, and task

feedback) lead to three psychological states (i.e., experienced

meaningfulness, experienced responsibility, and knowledge of

results). In addition, these three psychological states yield

important organizational and affective outcomes, such as

increased work motivation, performance, job satisfaction, and

organizational commitment (Hackman & Oldham, 1975, 1976).

For example, a job where a worker has autonomy over how the

work is conducted, receives performance feedback from a

manager, identifies with the work, and believes that the work is

important, is likely to elicit meaningfulness, responsibility, and

knowledge of results. This in turn is likely to influence affect and

work outcomes. On the other hand, a job where a worker is tightly

constrained and controlled, receives little feedback, and does not

identify with the job will probably result in positive critical

psychological states. Consequently, such constraints will

negatively impact important organizational and affective

outcomes. Telecommuting may serve to increase autonomy, one

of the important work characteristics. Whether intentional or

unintentional, removing the employee from the typical office

environment may increase the individual's responsibility and

need for self-reliance in completing work tasks.

While Job Characteristics Theory provides a model that links

specific job elements to on-the-job performance, Self-

Determination Theory (SDT; Deci & Ryan, 2000; Ryan & Deci,

2000) provides a motivational theory of performance based on

individual needs. SDT is based on two types of motivation

autonomous and controlled. Autonomous motivation involves

behaving with a full sense of volition and choice, whereas

controlled motivation involves behavior driven by pressures

toward and demands for specific outcomes that involve forces

perceived to be external to the self. As summarized by Deci and

Ryan (2008), “autonomous regulation has been associated with

greater persistence, more positive affect, enhanced performance,

and greater psychological well-being” (p.17). Telecommuting

may increase the ability for an employee to experience volition

and choice regarding how work is accomplished, which may

result in greater psychological well-being compared to

employees bound to traditional work environments. In addition,

telecommuting can provide more flexibility and opportunity for

autonomy outside of work context. Working from home can

allow for more time to engage in activities that are motivated by

one's own intrinsic interest. The opportunity to pursue more

intrinsically motivated behaviors may serve to increase one's

psychological well-being.

Utilizing the framework of the job characteristics model and self-

determination theory, the purpose of the present meta-analysis is

to examine and address the discrepant findings in the literature by

providing an independent summary of the relationship between

telecommuting and important organizational outcomes.

Specifically, the present study seeks to examine the influence of

telecommuting on job satisfaction, organizational commitment,

work-to-family conflict, family-to-work conflict, stress,

turnover intentions, and performance, and also to investigate

important moderators of these relationships. The following

sections will discuss each of these important organizational

variables and their relationship to telecommuting in more detail,

within the two theoretical frameworks of the job characteristics

model and self-determination theory.

The most commonly investigated outcome of telecommuting is

job satisfaction. Job satisfaction has been shown to be related to

many outcomes important to organizations and individuals, such

The Job Characteristics Model and Self Determination

Theory

Telecommuting Outcomes

Job Satisfaction
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as job performance (e.g., Judge, Thoresen, Bono & Patton, 1991),

life satisfaction (e.g., Tait, Padgett, & Baldwin, 1989), and

organizational citizenship behaviors (e.g., Organ & Ryan, 1995).

According to the JCM (Hackman & Lawler, 1971; Hackman &

Oldham, 1976), certain characteristics of the job increase levels

of job satisfaction. Due to the greater opportunities to experience

some of these characteristics, namely increased autonomy (e.g.,

Dubrin, 1991; Gajendran & Harrison, 2007; Zedeck & Mosier,

1990), telecommuting may increase job satisfaction. Autonomy,

an important component in the JCM, is proposed to be a sole

contributor to the psychological state of “responsibility for

outcomes,” one of three psychological states that directly

contribute to organizational outcomes (Hackman & Oldham,

1975, 1976). Furthermore, meta-analyses investigating the JCM

found that the relationship between autonomy and job

satisfaction is significant and sizable. Loher et al. (1985) found a

corrected correlation coefficient of .46 and Fried and Ferris

(1987) found a correlation of .48 between autonomy and

satisfaction.

In addition, telecommuters have repeatedly reported enjoying

the benefits of autonomy, specifically the freedom, flexibility,

and control associated with working at home (cf. Bailey &

Kurland, 2002; Crossan & Burton, 1993; Hill, et al., 1996).

Thus, it is consistent with SDT that since telecommuting fosters

feelings of autonomy, it will result in higher levels of job

satisfaction. Using self-determination as a theoretical

framework, Cross and Wyman (2006) found among 128

employees that satisfaction of autonomy and competence needs

at work predicted higher job satisfaction.

However, the effects of telecommuting has been mixed, with

studies reporting greater job satisfaction among telecommuters

(e.g., Davis & Polonko, 2003; Gajendran & Harrison, 2007),

non-telecommuters (e.g., Olson, 1989; Ramsour, 1985), no

difference between the two (e.g., Bailyn, 1988, 1989), and a

curvilinear relationship between time spent telecommuting and

job satisfaction (e.g., Golden, 2006). Thus, it is important to more

closely examine the relationship between telecommuting and job

satisfaction. Based on the relationship between telecommuting

and increased autonomy and research suggesting that individuals

enjoy the flexibility of working at home (e.g., Bailey & Kurland,

2002), we predict a positive relationship between telecommuting

and job satisfaction

Similarly, work-related characteristics, such as task autonomy,

also influence attitudinal commitment to one's organization,

especially affective commitment (Mathieu & Zajac, 1990;

Meyer, Allen, & Smith, 1993). Affective commitment is an

institutional level attitude focusing on the extent to which

employees believe that the organization appreciates their

contributions and has treated them fairly (Meyer & Allen, 1997).

Employees' affective commitment is related to important

organizational outcomes, such as decreased withdrawal

behaviors, increased job performance, and enhanced employee

well-being (Mathieu & Zajac, 1990; Meyer, Stanley,

Herscovitch, & Topolnytsky, 2002). However, like job

satisfaction, the existing literature is mixed with some research

demonstrating that telecommuters report greater commitment

than non-telecommuters (e.g., Davis & Polinko, 2003; Golden,

2006) and other research reporting no differences among the two

(e.g., Desrosiers & Henry, 2003). Because employee

commitment is important to organizations (Mathieu & Zajac,

1990; Meyer et al., 2002), it is also important to more closely

examine telecommuting's influence on organizational

commitment. Furthermore, despite the aforementioned mixed

findings in the literature, it is consistent with the JCM and SDT

that the autonomy, freedom, and flexibility associated with

telecommuting (e.g., Bailey & Kurland, 2002) will lead to greater

feelings of commitment to one's organization. In a recent

integration of the literature, Meyer, Becker, and Vandenberghe

(2004) suggested commitment and self-determined motivation

are parallel constructs, such that affective commitment has been

found to have stronger links to behavior than other types of

commitment, while autonomous forms of regulation have been

found to be associated with greater persistence than more

controlled forms of regulation. Thus, autonomous motivation

and commitment are closely intertwined.

The autonomy-commitment link may generalize to

telecommuting. For example, in a sample of 393 professional-

level telecommuters, Golden (2006) found that telework was

positively related to commitment, and attributed this relationship

to the fact that: “telework enables the accumulation of resources

in the form of reduced work exhaustion, and avoids the

continuous drain associated with prolonged non-intermittent

contact characteristic of traditional day-to-day work activities.

Moreover, through the flexibility to more efficiently

accommodate family needs, telework aids the acquisition of

additional time and other valued resources” (p. 184).

Correspondingly,Agarwal and Ramaswami (1993) examined the

relationship between job characteristics and commitment, and

found that autonomy correlated with affective commitment, and

when autonomy was considered in conjunction with task variety,

task identity and task feedback, task autonomy explained the

greatest amount of variance. Thus, it appears that autonomy can

play an important role in determining affective commitment. In a

sense, by granting employees the autonomy to work at home, the

organization is empowering its employees, and empowerment

can increase organizational commitment (e.g., Franz, 2004;

Peachey, 2003). Thus, it seems that autonomy, a critical

characteristic identified in both JCM and SDT, may be

experienced through telecommuting and may influence

commitment. We predict, based on JCM and empirical support

(e.g., Davis & Polonko, 2003; Golden, 2006) through

increased autonomy and flexibility telecommuting will be

positively related to organizational commitment

Employees may also benefit from the autonomy that

telecommuting provides in terms of balancing work and family.

Telecommuting affords employees the flexibility to spend time

(Hypothesis 1).

that

(Hypothesis 2).

Organizational Commitment

Work Family and Family Work Conflict
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with their families (Harpaz, 2002). Telecommuting can also

benefit the quality of the relationships that employees have with

family members, through increasing the face-to-face

communication that they have with family members while at

home (Daft & Lengel, 1986). However, the lack of a physical

boundary between work and family may create increased

ambiguity regarding work and family roles because employees

will be responsible for maintaining the division between these

roles (Kossek, Lautsch, & Eaton, 2006). The work family

balance literature divides role conflict into two categories: work-

to-family conflict (WTF conflict: work interferes with family)

and family-to-work conflict (FTW conflict: family interferes

with work). These conflicts are dependent on the direction of the

relationship and the extent to which employees spend increased

time with either work or the family. Work-family conflict occurs

when work interferes with family life, and family-to-work

conflict occurs when family interferes with work.

Research evaluating the relationship between telecommuting

and both work-to-family conflict and family-to-work conflict has

been mixed, with findings reporting negative relationships (e.g.,

Duxbury & Neufeld, 1999), positive relationships (e.g.,

Kinsman, 1987), and no relationship (e.g., Hill et al., 1996).

Regardless of such mixed findings, recent research does seem to

support a positive link between autonomy or perceived control

and both work-to-family and family-to-work conflict. Research

has shown that autonomy is associated with reduced work-to-

family conflict and family-to-work conflict for employees

Parasuraman, Purohit, & Godshalk, and Beutell, 1996;

Given that telecommuting seems to

support autonomy and flexibility, telecommuting may decrease

conflicts between work and family. For instance, Thomas and

Ganster (1995) found that flexible scheduling (an aspect of job

autonomy) and supervisor support were related to lower levels of

work-to-family conflict. Similarly, Kossek et al. (2006) found

that employees who perceived greater psychological control (i.e.,

personal freedom to decide where, when, and how one did one's

job) had significantly lower family-to-work conflict and

depression. Clark (2001) found that operational flexibility (i.e.,

job autonomy) was significantly related to less role conflict and

higher family functioning. Temporal flexibility (i.e., another

component of job autonomy) was related to lower levels or role

conflict. However, research has found that flexible work

activities, such as telecommuting, will have a stronger positive

relationship with work-to-family conflict, than family-to-work

conflict (Shockley & Allen, 2007), such that supportive and

flexible work environments, may reduce work to family

spillover. Thus, given that telecommuting grants employees

autonomy and given the initial research support (e.g., Clark,

2001; Gajendran & Harrison, 2007; Kinsman, 1987; Kossek et

al., 2006; Thomas & Ganster, 1995), work-to-family conflict and

family-to-work conflict should be reduced with telecommuting.

Therefore, we propose that telecommuting will be negatively

related to both work-to-family conflict ( and

family-to-work conflict

The control that telecommuters retain allows them to manage

their time better, which may lower stress; however, the pressure

to improve their performance may increase stress (Lewis &

Cooper, 1995). Stress has been related to negative organizational

outcomes, such as decreased job satisfaction and motivation, and

can be due to depletion of resources, insufficient time, and

conflict between family and work (Raghuram & Weisenfeld,

2004). Telecommuting may help alleviate some of these

problems by giving individuals control over the structure of work

and reducing commuter stress (Kurland & Bailey, 1999). For

example, employees who telecommute are not exposed to the

stress and time constraints of commuting to and from work, and

they have autonomy over the hours worked, which may reduce

the presence of work related stressors.

Greater autonomy at work has been linked to higher levels of

psychological well-being (e.g., Karasek, 1979). For example,

Karasek (1979) developed a job demands-control model, which

suggests that perceived autonomy is an important predictor of

stress and strain. Karasek argued that high-demand, low-control

jobs are related to high levels of strain because high demands

create arousal, which in turn cannot be effectively channeled into

work performance when employees do not have the control over

their environment. Thus, it is possible, consistent with the

perspective of JCM and SDT, that telecommuting can afford

employees with the autonomy/control necessary to reduce stress

and strain related to work. In turn, reduced stress should also

reduce work-to-family and family-to-work conflict, as

experienced stress is an important component of work-to-family

conflict (Frone, Russell, & Cooper, 1992). There is empirical

support for the impact of perceived control or autonomy on stress

reduction (e.g, Karasek, 1979). Accordingly, we propose

telecommuting will lead to reductions in the level of stress

( .

Another potential benefit of telecommuting is increased staff

retention (Di Martino & Wirth, 1990; Gajendran & Harrison,

2007). Traditionally, it has been suggested that telecommuting is

desired by employees who have family obligations and those

who seek to reduce excessive commutes (e.g., Bailey & Kurland,

2002). Allowing for telecommuting may alleviate these burdens

and decrease employees' needs to find alternative, possibly more

manageable, forms of employment. Johns (1997) reported that

on average there is a significant job satisfactionturnover

relationship ( = -.40) and job satisfaction-absenteeism

relationship ( = -.25). To the extent that telecommuting

improves working conditions, and facilitates the important

psychological variables outlined by JCM, telecommuters may be

less likely to leave or contemplate leaving the organization.

Thompson and Prottas (2005) found that feelings of autonomy

reduced turnover intentions. Furthermore, Ramlall (2003) found

that employees reported the location of the company was one of

the most common factors associated with remaining with the

company, while lack of challenge and opportunity were the most

(

Thompson & Prottas, 2006).

Hypothesis 3)

(Hypothesis 4).

Hypothesis 5)

r

r

Stress

Turnover intentions
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common factors for contemplating leaving the organization.

Thus, if telecommuting can accommodate concerns over

location, and can facilitate new opportunities for employees, via

increased freedom and flexibility (autonomy), employees may be

more likely to stay with the organization. As previously

mentioned, both task identity and perceived autonomy are

critical job characteristics influencing important organizational

outcomes from the perspective of JCM. Autonomy also plays a

role in SDT. Therefore, it is possible that by facilitating

autonomy, telecommuting will reduce turnover and other

withdrawal behaviors. It is important to examine if this is the

case, given that the total cost of employee turnover is

approximately 150% of an employee's salary (cf. Ramlall, 2003).

Thus, based on the aforementioned findings in the literature (e.g.,

Bailey & Kurland, 2002; Di Martino & Wirth, 1990; Gajendran

& Harrison, 2007; Johns, 1997; Ramlall, 2003), we predict that

telecommuting should have a negative relationship with both

turnover and turnover intentions (

Finally, one of the most common reasons that organizations

implement telecommuting is to increase productivity. Several

empirical reviews provide evidence for an increase in

productivity among employees working at home (e.g., Bailyn,

1988; Baruch & Nicholson, 1997). As stated previously,

telecommuting employees experience increased work autonomy.

From a SDT perspective, autonomous motivation has been

linked to increased productivity and decreased burn out (e.g.,

Fernet, Guay, & Senecal, 2004). Moreover, Fried and Ferris

(1987) in their meta-analysis investigating the JCM found a

significant correlation between autonomy and job performance.

Feldman and Gainey (1997) suggested that telecommuting will

increase job productivity as long as it increases feelings of job

autonomy. Gajendran and Harrison (2007) found that there was

no relationship between self-rated performance and

telecommuting, but they did find a positive relationship with

supervisor ratings or archival records of performance. Consistent

with the previous predictions, if telecommuting increases job

satisfaction and commitment and reduces turnover and conflicts

between work and family, it is likely that as a result productivity

will also increase. Thus, we predict that based on JCM and

partial empirical support (e.g., Feldman & Gainey, 1997;

Gajendran & Harrison, 2007), telecommuting will be positively

related to job performance (

The inconsistent findings regarding telecommuting and

organizational outcomes may be due to moderators influencing

employees' reactions to telecommuting, such as gender and age.

Although the International Telecommuting Association and

Council (2006) have reported that 51% of telecommuters are

women and 49% men, the impact of telecommuting may be

For instance, research has suggested that women are more

motivated to telecommute because of the benefits to their

families (Mokhtarian, Bagley & Salamon, 1998). Thus, to the

extent that women are motivated to telecommute because of

family benefits, telecommuting may reduce work-to-family

conflict and stress for women more so than men. However, it

should be noted that Bailey and Kurland (2002) state that gender

does not moderate the effects of telecommuting, specifically that

work-to-family conflict is equally a concern of both genders.

Thus, given inconsistent viewpoints, the current research will

examine whether gender moderates how telecommuting

influences outcomes, namely work-to-family conflict and stress.

Similar to gender, it is possible that age is a moderator of

telecommuting and outcomes. For instance, Huws, Korte, and

Robinson (1990) found that the desire to telecommute is

negatively related to employees' age, possibly due to the lack of

familiarity with new technologies. In a simulated customer

service telecommuting task, Sharit and colleagues (2004) found

that older adults had difficulty meeting some of the task

performance requirements while telecommuting. Thus, younger

workers may experience more positive outcomes from

telecommuting than older workers and difficulties associated

with age may influence outcomes. Therefore, both age and

gender will be explored as possible moderators whenever

possible.

The purpose of the current study was to integrate research on

telecommuting using the JCM and SDT as theoretical

frameworks, to further investigate some inconsistencies in the

literature, and to investigate gender and age as moderators of

these relationships. A recent meta-analysis by Gajendran and

Harrison (2007) also investigated the relationship between

telecommuting and some of these work outcomes; however, they

used a different method of meta-analysis (i.e., Hedges and Olkin

technique) and did not include some relevant variables (e.g.,

family-to-work conflict, organizational commitment). We used

the Hunter and Schmidt method to conduct the present meta-

analysis. The Hunter and Schmidt method corrects for artifacts

other than just sampling error and bases conclusions on

credibility intervals and effect sizes. The Hunter and Schmidt

method was also recently commended for its accuracy and ability

to correct for range restriction and unreliably (Roth, 2008).

We used several methods to identify studies to include in the

meta-analysis. First, we searched databases such as PsycINFO,

ERIC, Business Source Complete, EBSCO, JSTOR, EconLit,

PAIS International/PAIS Archive and Dissertation Abstracts for

information related to telecommuting. Searches were performed

using the keywords:

and . Second, known

telecommuting researchers were contacted for unpublished data

and government data sets. Third, we performed a manual search

of the Society of Industrial Organizational Psychology annual

conference programs from 1995 to 2006 and the Academy of

Hypothesis 6).

Hypothesis 7).

different for women and men depending on their role at home.

commuting, commuter, telework,

telecommute, telecommuting, work at home, virtual work, mobile

work, teleworker telecommuter

Job Performance

Moderators of Relationship between Telecommuting and

Outcomes

Present Study

Sample of Studies

Methods
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Management Proceedings archive from 1954 to 2006. Lastly, we

performed manual searches of the reference sections of articles in

industrial-organizational psychology and organizational

behavior journals, including the

and the and the reference

sections of articles previously collected to obtain for any further

studies that may have been missed.

We identified over 325 studies, which we evaluated for inclusion.

We excluded non-empirical studies, articles that did not include

the dependent variables of interest, and studies that either did not

have a continuous telecommuting variable representing amount

of telecommuting or a dichotomous telecommuting variable that

compared telecommuters to non-telecommuters. Finally, any

study that did not provide information that allowed for the

computation of effect size according to Hunter and Schmidt

(2004) was not included. After evaluating the studies on the

above inclusion criteria, we were left with a total study sample

size of 32 studies with 90 effect sizes. Of these remaining studies,

one was a large governmental data set, 13 published articles, and

18 were unpublished articles and dissertations. For a complete

list of all studies, including variables used in our analyses, see

Table 1.

Several steps were taken during the coding process to maximize

the amount of useful information. First, we coded for the

predictor variable, telecommuting, as either continuous (number

of hours telecommuting) or dichotomous (telecommuters vs.

non-telecommuters). Second, we coded for our criterion

variables, which included variable name, reliability of the

measure, reliability type, the correlation, and the size of the

sample used. Finally, when possible, we coded for moderators,

including age, gender, job position, amount of hours

telecommuting, and whether the data were published.

To ensure accuracy in the coding process, the authors broke up

into three, three person teams. Each source was coded

independently, and teams met to review the articles. Coding

discrepancies were resolved through consensus discussion.

Overall inter-rater agreement was 88%.

The meta-analysis was conducted using procedures from Hunter

and Schmidt (2004) and the Schmidt and Le (2004) software

designed for conducting psychometric meta-analyses. The

means and variances were corrected for sampling error and

attenuation due to measurement error in the criteria (i.e.,

reliability). We were unable to correct for attenuation due to

measurement error in the predictor as limited reliability

information was available. Artifact distributions were used to

correct for measurement error in the criterion variables because

not all studies included reliability estimates for each measure.

Please reference Hunter and Schmidt (2004) for the formulas.

The reliability information used to correct the criterion variables

for measurement error can be found in Table 2.

Similar to the procedure utilized in Kristof-Brown, Zimmerman

and Johnson (2005), if a study had multiple measures for a

criterion, we averaged the measures for the criterion in order to

have one effect size per criterion per study. This ensured no

violation of the assumption of independent samples (Hunter &

Schmidt, 2004). Additionally, due to the theoretical similarity of

the constructs and the small number of studies collected, we

collapsed productivity and effectiveness into job performance.

Performance, effectiveness, and productivity were also analyzed

separately.

Table 3 presents the results for the meta-analysis. Both

confidence intervals and credibility intervals were calculated.

The confidence interval provides “the range of values that has a

95% chance of containing the estimated mean effect size”

(Hunter & Schmidt, 2004, p. 205). The upper and lower bounds

of the 80% credibility interval were calculated using and the

standard deviation of . If the credibility interval overlaps zero, it

is possible the true population is actually zero. The credibility

interval is useful in determining the distribution of parameter

values and determining the existence of moderators (Hunter &

Schmidt, 2004) Variance explained is the percentage of variance

explained by sampling error and measurement error in the

criterion. If the credibility interval is narrow and a large

percentage of variance is explained (such as above 75%), most

likely moderators are not present (Hunter & Schmidt, 2004).

Furthermore, due to the varying number of effect sizes available

for the moderator analysis, we decided that a minimum of three

effect sizes were needed to conduct moderator analyses. No

moderator analyses were conducted for moderators represented

by fewer than 3 effect sizes.

Overall, collapsed across all outcomes,

= 89) after correcting

for sampling error and measurement error. According to Cohen

(1988), an of .10 is a small effect. Published and unpublished

effect sizes were analyzed separately to see if the effect size

differed. The overall corrected effect sizes ( ) differed by less

than .02; thus published and unpublished data did not differ

greatly. Given the relatively small amount of variance accounted

for by the corrections in the aggregated effect size (16%), it

appears that moderators may play a role. Thus, each criterion was

analyzed separately to determine its unique relationship with

telecommuting.

We stated in Hypothesis 1 that telecommuting should have a

positive relationship with It appears that

telecommuting has a small positive effect on job satisfaction ( =

.07), but given that both the credibility interval and the

confidence intervals overlap zero, this finding should be

interpreted with caution. Furthermore, because only 29% of the

variance is accounted for by the corrections, moderators appear

to play a role. The effects for studies with more men, mean age

under 40, and unpublished studies are between .05-.06 larger than

the effects for studies with more women, average age over 40,

Journal of Applied Psychology

Academy of Management Journal

k

r
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and published data. The only credibility interval not containing

zero is for those studies with the mean age under 40. Overall, the

results provide partial support for Hypothesis 1: The overall

effect may be positive but the size of the effect appears to depend

on the situation (i.e., moderators).

We predicted in hypothesis 2 telecommuting is positively related

to The effect of telecommuting on

commitment was a very small effect ( .04), but on the positive

side, the credibility interval did not include zero. Of the

moderators investigated, none appeared to play a role. Thus,

Hypothesis 2 received some support.

We proposed in hypotheses 3 and 4 that telecommuting would be

negatively related to both work-to-family conflict (

and FTW conflict . Meta-analyses of the work-

to-family and FTW conflict studies showed that telecommuting

has a slightly larger effect on reducing work-to-family conflict (

= -.12) than FTW conflict ( = -.09), even though the effect is

best classified as small in both cases. Furthermore, it should be

noted that for FTW conflict, the credibility interval did not

include zero and the effect size was larger if the mean age of the

workers was above 40 ( .12) than below 40 ( .02).

On the other hand, only a small percentage of variance was

accounted for by the corrections for work-to-family conflict and

the credibility intervals (including zero) were relatively large,

indicating the presence of moderators. Less conflict was reported

with increasing telecommuting if the average amount of

telecommuting was below 30 hours per week on average ( = -

.15) than if the telecommuting was greater than 30 hours per

week on average ( = -.01). For those studies reporting less than a

mean of 30 hours a week, both the credibility interval and the

confidence intervals did not include zero. Similarly, a stronger

effect between telecommuting and work-to-family conflict was

present for studies with more men ( = -.14) than studies with

more woman ( = -.08). The confidence and creditability

intervals for the studies with more men did not overlap zero, but

they did overlap zero for studies with more woman. Overall, both

hypotheses 3 and 4 received some support. Telecommuting

appears to reduce both types of conflict, especially work-to-

family conflict for studies reporting less than a mean of 30 hours

of telecommuting per week and studies with more men than

women.

In hypothesis 5 we stated that telecommuting should be

negatively related to stress. Overall, stress was the outcome most

affected

ed a larger effect size for studies with more women ( -

.20), and this effect was reversed for men ( = .08), indicating

more stress with increasing telecommuting for men. For studies

with more women workers, neither the credibility intervals nor

the confidence intervals included zero, but this was not the case

for studies with more male workers. Thus, in support of

hypothesis 5, the results suggest that telecommuting can decrease

the amount of stress experienced by workers, particularly female

workers.

We predicted in Hypothesis 6 that telecommuting should be

negatively related to turnover and turnover intentions It appears

that increasing telecommuting is associated with less turnover

intentions ( = -0.10). However, while the confidence intervals

did not include zero, the credibility interval did overlap zero.

Also, due to the low percentage of variance explained by the

corrections, moderators appear to play a role. The relationship is

smaller for studies using a dichotomous variable and for

published studies than for either unpublished studies or studies

using a continuous variable. Overall, there is some evidence to

suggest that telecommuting can decrease turnover. Hypothesis 6

received some support.

We suggested in Hypothesis 7 that time spent telecommuting will

positively related to job performance Aprimary

effect was calculated using effectiveness, performance and

productivity. This revealed a small effect ( .06) with both the

confidence intervals and the credibility intervals including zero.

None of the moderators appeared to play a role, except whether

the primary job was technical or professional. However, this

finding was based on a small number of studies. See Table 2 for

the separate results for productivity, effectiveness, and

performance. Hypothesis 7 did not receive support.

There has been little consensus regarding the effects of

telecommuting on organizational outcomes. Given the

prevalence of telecommuting across the U.S and the world and

previous discrepant findings in the literature, it is important to

integrate the findings of the primary studies so that researchers

and practitioners can better understand the effects of

telecommuting for both individuals and organizations. The

present research provides a meta-analytic review of the literature

regarding consequences of telecommuting for individuals and

organizations and suggests that important moderators may

determine not only to what extent but also if telecommuting has a

positive relationship with outcomes. Overall, our results suggest

that telecommuting generally has a positive effect on the

organizational outcomes studied thus far, with the size of the

effect dependent upon both the specific outcome being examined

and the context. We found telecommuting to have a small effect

on satisfaction and decreased turnover intentions, with both

effects likely moderated by other variables. Although, prior

studies (e.g., Bailyn, 1988; Baruch & Nicholson, 1997) have

found support for a positive correlation between telecommuting

and performan

The

Affective Organizational Commitment

Work-to-Family and Family-to-Work Conflict

Stress

Turnover Intentions

Job Performance

organizational commitment.
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telecommuting decreases stress. A small amount of variance was

accounted for by the corrections, but the confidence intervals and

credibility intervals did not overlap zero. Moderator analyses

indicat
ce, our study found at best a small relationship (ñ

= .08), one also most likely moderated by other variables.
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results of our meta-analysis confirm prior research (e.g., Kurland

& Bailey, 1999; Raghuram & Weisenfeld, 2004) suggesting that

telecommuting reduces stress, work-to-family conflict, and

family-to-work conflict, and has a small positive relationship

with organizational commitment. However, it appears that

gender, time spent telecommuting, and, to a certain extent, age

may be important moderators determining to what extent and

even if telecommuting has a positive relationship with

organizational outcomes, an important contribution to our

understanding of telecommuting. Our findings suggest that

although telecommuting may be advantageous for both

organizations and individuals, managers should carefully

consider the context and the individual when permitting

employees to telecommute, as these factors may impact the

success of the work arrangement.

In comparing the present meta-analysis to that performed by

Gajendran and Harrison (2007), the results are similar. For

example, they found telecommuting to be related to work-to-

family conflict ( = -.13), stress ( = -.13), turnover intentions (

= -.10), and job satisfaction = .10), and these findings are very

similar to our results. This research, therefore, provides

confirming evidence that telecommuting reduces work-to-

family, stress, and turnover intentions, and increases job

satisfaction. As Dipboye (1990) reminds us, replication is

necessary to generalize any results and these converging findings

will enable us to move closer to developing a telecommuting

theory.

Although the meta-analytic correlations are comparable between

studies, the present meta-analysis extends the theory by

including additional outcomes, such as family-to-work conflict

and organizational commitment. Family-to-work conflict, is an

important variable to consider, yet often takes the “backseat” to

work-to-family conflict. From an organizational perspective,

how the family impacts one's work is equally important to how

work impacts the family, especially when considering

telecommuters who are working from home. Further,

organizational commitment is another important variable to

include when examining the consequences of telecommuting, as

commitment is related to a number of other important

organizational factors (e.g., Meyer, et al., 2002), and may or may

not increase depending on whether a telecommuter feels a sense

of autonomy or a sense of isolation. Future research should

continue to extend our knowledge by examining the influence of

telecommuting on other relevant variables that have not been

included in this meta-analysis or the Gajendran and Harrison

(2007), and examining possible moderators that influence these

relationships.

To further increase our understanding of the relationship between

telecommuting and organizational outcomes, we emphasize in

this study the importance of context/moderators. Gender, age,

and the amount of time spent telecommuting appear to play a key

moderating role in determining the effects of telecommuting.

One particularly notable moderating effect was that of gender on

the relationship between telecommuting and stress. In studies

consisting of primarily women, a larger negative relationship

was found between telecommuting and stress ( -.20), in

comparison to studies with mostly men ( = .08). The change in

the direction of the relationship suggests that telecommuting may

reduce stress for women, but actually contributes to stress (i.e.,

acts as an additional stressor) for men. Interestingly, almost the

opposite pattern was found for the moderating effect of gender on

telecommuting and work-to-family conflict. In studies

consisting mostly of men, increased telecommuting resulted in

less work-to-family conflict ( = -.14), more so than in studies

consisting mostly of women ( = -.08). Interestingly, Gajendran

and Harrison did not find that gender moderated work-to-family

conflict but this may be at least partly attributed to their use of the

Hedges & Olkin technique of meta-analysis. These findings

suggest that gender plays an important role in determining the

extent that telecommuting impacts perceptions of stress and

work-to-family conflict.

The influence of traditional gender role expectations may

partially account for the gender differences between

telecommuting and these important job outcomes. Although

gender roles are changing, women have generally had greater

responsibilities toward the home and the family than men.

Because the majority of telecommuters work out of their homes

(Di Martino & Worth, 1990), telecommuting may allow women

to be more available to their families. This added flexibility

afforded by telecommuting may make it more efficient to

manage competing role demands (e.g., being a worker and a

mother) and therefore reduce stress. The positive benefits to the

family resulting from women telecommuting would be

consistent with Mokhtarian, Bagley and Salomon's (1998)

findings. The increased role management efficiency of

telecommuting would also account for the slight reduction in

work-to-family conflict that telecommuting women experience.

Men, on the other hand, may experience increased stress when

telecommuting for the converse reason. In the case of men, the

expectation of greater home and family involvement that might

result from their increased availability could create role

dissonance, because a primary responsibility of men toward the

family has traditionally been income generation. Spending more

time on the home or family detracts from income generation

activities and therefore may create anxiety and stress. However,

the finding that telecommuting men experience less work-to-

family conflict suggests that there is a beneficial familial effect of

their increased availability.

Whereas the telecommuter's age has been largely ignored in prior

meta-analyses, its moderating effects were also examined in the

present study. Although we did find age differences, younger

workers did not always favor telecommuting over older workers

as one might expect. Studies consisting of mostly younger

workers did report a larger positive relationship between

telecommuting and job satisfaction ( = .10, compared to .03 for

older workers); however, these studies also reported a smaller

negative relationship between telecommuting and family-to-

work conflict ( = -.02, compared to -.12 for older workers).

Gajendran and Harrison did not report whether age moderated

the relationship between telecommuting and important outcome
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variables. It is possible that younger workers are more likely to

have dependent children at home, which may cause

telecommuting to be more difficult and likely to cause family-to-

work conflict; whereas, the workers over the age of 40 generally

have children who are older and more independent. These results

should be interpreted with caution, however, since the

confidence intervals between groups overlap. Future research

should pay particular attention to moderators, such as age and

gender, when developing and testing theories of telecommuting,

especially when examining work-to-family and family-to-work

conflict.

A final, but important, observation based on the present findings

is that there appears to be an optimal amount of time to spend

telecommuting on any given week. As shown in Table 3,

telecommuting reduces work-to-family conflict to a greater

extent in studies where the average amount of telecommuting is

less than 30 hours per week ( = -.15), than in studies with greater

than 30 hours per week of telecommuting ( = -.01). The

difference provides some indication that the benefits of

telecommuting may diminish at some point as telecommuting

increases. In other words, there may be such a thing as too much

telecommuting. Furthermore, the Gajendran and Harrison

meta-analysis found that telecommuting had a negative effect on

work-to-family conflict for high-intensity telecommuting

relationships, but not for low-intensity arrangements, thus, again

providing converging evidence that telecommuting may be most

beneficial when used in moderation.

Our meta-analysis share some similarities with the Gajendran

and Harrison (2007) meta-analysis, but are also some important

distinctions. First, meta-analyses are constrained by the choices

of the authors and the original studies from which effects are

drawn (Hunter & Schmidt, 2004). As such, the two meta-

analyses used different search keywords to identify

telecommuting articles as well as different selection criteria for

including (or excluding) studies. Perhaps the larger distinction,

however, is that the Gajendran and Harrison used the Hedges and

Olkin method of meta-analysis, which often has low power to

detect variation beyond sampling error and a Type I bias (Hunter

& Schmidt, 2004). Thus, it is often concluded that the studies

being examined are homogenous when they are not and thus

important moderators may be overlooked.

There are limitations associated with the present meta-analysis.

One limitation is our inability to assess curvilinear relationships

(Golden, 2006). For example, although increasing the number of

hours one spends telecommuting may improve job satisfaction,

the direction of the relationship may change once the number of

telecommuting hours becomes excessive. Unfortunately,

curvilinear relationships cannot be directly examined with

current meta-analytic methods and the potential exists that the

small effect sizes reported may be accounted for by curvilinear

relationships.

Another limitation is the number of effect sizes that were

available for performing the moderator analyses. Some potential

moderators were eliminated from the analyses due to the limited

availability of effect size estimates. As a rule of thumb, only

moderators in which three or more estimates could be found were

analyzed. We acknowledge that this is a small number of

estimates, yet we felt including these analyses would still provide

useful information.

Although the inclusion of unpublished studies in a meta-analysis

is an indication that the “file-drawer” problem has been

addressed, a disproportionately high number of unpublished

studies may introduce confounding variables, such as quality of

measures and methodology.As shown in Table 3, the results from

the analyses, in which publication was treated as a moderator,

indicates that some differences in effect size estimates between

published and unpublished studies exist. Interestingly, the results

for the unpublished studies in many cases contained the larger

effect sizes.

Despite modest effect sizes, these findings have practical

implications. Telecommuting does not seem to have profound

positive or negative effect on organizational variables such as

performance, satisfaction, or commitment. Otherwise stated,

telecommuting may not be a panacea for organizations simply

seeking to improve upon these outcomes. However,

implementing telecommuting may reduce stress and also be

financially prudent due to the savings in physical office expenses

(i.e. size of the facility, electricity, lighting, maintenance). It

appears that the positive effect of telecommuting is often

dependent upon moderators, such as gender, age, and number of

hours telecommuting. We urge primary telecommuting

researchers to include these variables in upcoming studies, so

that future researchers may conduct more comprehensive meta-

analyses by investigating these moderators in more depth. Only

31 out of 325 studies that we examined included the information

needed for statistical analysis.

As closing notes, the present findings suggest that women

experience less stress when telecommuting than men. Future

research should explore the specific factors contributing to the

differences in telecommuting outcomes based on gender.Also, in

the limited telecommuting research conducted thus far, one

critical variable that has not been examined is organizational

justice. Intuitively, it seems that telecommuting may have strong

effects on justice perceptions in the workplace. For example, if

only select workers are provided the opportunity to telecommute,

those who are not given the option may find this procedurally

unfair. However, it may also be the case that those who

telecommute may perceive that their counterparts that work in

the office have unfair advantages. Therefore, perceptions of

justice may be a fruitful direction for future telecommuting

research.

Agarwal, S., & Ramaswami, S. N. (1993). Affective

ñ

ñ

Limitations
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Table 1

Articles Used within the Meta Analyses, Including Variables Included in the Study

Amount of

Telecommuting Dichotomous Turnover Job Satisfaction Commitment Effectiveness Productivity Performance

Family-Work

Conflict

Work-Family

Conflict Stress

Arthur, N.T. & Nagy, M.S. 200 9 � � Y Journa

Belanger, F. 199 7 � � � � Y Journa

Breaugh, J.A. 9 � � N Presentatio

Cree, L, H. 199 565 � � � � � N Dissertatio

Cree,L. H.*
a

199 45 � � � � � N Dissertatio

Davis, D. D. & Polonko, K. A. 200 63 � � � � � Y Presentatio

DeLay,N. 199 7 � � � � N Dissertatio

Desrosiers, E. I., & Henry, R. A. 200 133 � � Y Presentatio

Diviney, K.P. 200 65 � � � � � N Dissertatio

Dubrin, A. J. 199 6 � � Y Journa

Golden, T.D. 200 29 � � � Y Journa

Golden, T.D. 200 39 � � � N Journa

Golden, T.D. & Veiga J. F. 200 32 � � Y Journa

Golden, T.D. 200 35 � � � � N Dissertatio

Griffiths, R. 200 9 � � � � � � N Dissertatio

Hartman, R. I., Stoner, C. R. &

Arora, R. 199 9 � � � � Y Journa

Hill, E.J., Hawkins, A.J., &

Miller, B.C. 199 24 � � Y Journa

Hill, E.J., Miller, B.C ., Weiner, S.

P. & Colihan, J. 199 24 � � � Y Journa

Holt, J.G. 200 7 � � � N Dissertatio

Hyland, M.M. 199 28 � � � � N DissertatioKossek, E. E., Lautsch, B. A., &

Eaton, S. C. 200 24 � � � � � Y JournaKossek, E. E., Lautsch, B. A., &

Eaton, S. C.
a

200 24 � � � � � Y Journa

Mackie-Lewis, S. A. 199 15 � � N Dissertatio

Madsen, S.R. 200 22 � � � Y Journa

McCarthy, M.E. 200 7 � � � � N Dissertatio

Mokhtarian, P.L. & Bagley, M..N .200 18 � � N Journa

Neufield. D, J. 199 15 � � � � � N Dissertatio

Raghuram, S. & Wiesenfeld, B. 200 75 � � � � Y Journa

Simons, T. 199 47 � � � � � N Dissertatio

Taveras, L. E.
b

199 50 � � � � � � N DissertatioTrent, J. T., Smith, A. L., &

Wood, D. L. 199 2 � � � � Y Journa

Welchans, T. D. 199 46 � � N Dissertatio

Office of Government Wide

Policy 200 163 � � � � N

Governmen

Databas

Notes: N = Sample Size, P = Published: (Y)Published or (N) Not published, Source = Source Type: (Dissertation, Journal, Pr esentation)

* Denotes that different Ns were used for the different criteria tested, the smallest N is reported.aDenotes that the indiviual study is used twice as it included both predictor variables studied.
b Denotes that the sample used in this study was used in a study publ ished at a later date. This study was chosen over the published study as it included more variables of interest.

Criterion Variables

Published SourceAuthor Year N

Predictor Variables
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Variables Reliability Studies

Overall (all variables) .82 63

Turnover intentions .85 5

Job satisfaction .80 18

Affective commitment .87 7

Job performance .84 7

Productivity .76 3

Effectiveness/performance .91 4

Family-work conflict .75 7

Work-family conflict .84 15

\Stress .84 4

Note. Reliability is presented as alpha-coefficient; Job performance = collapsed
results of productivity, effectiveness, and performance criterion measures. Studies =
number of studies reporting reliability data.

Table 2
Reliability of Criterion Variables
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Variable Moderator Avg Lower Upper Lower Upper % Vark N r SDñ ñ

Turnover Total 8 4,567 -0.09 -0.18 -0.01 -0.10 0.13 -0.26 0.07 10.71

Telecommuting amount 5 3,208 -0.11 -0.19 -0.04 -0.12 0.15 -0.31 0.08 7.42

Dichotomous 3 1,359 -0.05 -0.14 0.04 -0.05 0.03 -0.09 -0.01 76.10

Published 4 1,521 -0.04 -0.14 0.06 -0.04 0.10 -0.17 0.09 22.51

Unpublished 4 3,046 -0.11 -0.19 -0.05 -0.12 0.14 -0.30 0.05 7.76

Job satisfaction Total 21 12,131 0.06 -0.02 0.15 0.07 0.07 -0.03 0.16 28.88

Telecommuting amount 9 9,338 0.06 0.01 0.13 0.07 0.08 -0.03 0.16 16.62

Dichotomous 12 2,793 0.06 -0.07 0.19 0.06 0.06 -0.01 0.14 63.18

Professional 4 620 -0.08 -0.24 0.07 -0.09 0.15 -0.27 0.10 26.12

Technical 3 841 -0.03 -0.15 0.09 -0.03 0.11 -0.17 0.11 27.74

More female 7 1,698 0.01 -0.11 0.14 0.01 0.05 -0.05 0.08 66.18

More male 11 8,112 0.06 0.00 0.14 0.07 0.08 -0.03 0.17 20.61

Mean age 40- 9 2,028 0.09 -0.04 0.23 0.10 0.06 0.02 0.17 63.22

Mean age 40+ 8 3,555 0.03 -0.06 0.13 0.03 0.09 -0.08 0.15 26.30

Published 7 1,586 0.02 -0.11 0.15 0.02 0.10 -0.11 0.15 34.49

Unpublished 14 10,545 0.07 0.00 0.15 0.07 0.06 -0.01 0.16 28.52

Commitment Total 10 10,982 0.03 -0.03 0.09 0.04 0.03 0.00 0.07 58.77

Telecommuting amount 5 8,336 0.03 -0.01 0.08 0.03 0.03 0.00 0.07 43.78

Dichotomous 5 2,246 -0.01 -0.11 0.08 -0.01 0.20 -0.27 0.25 5.88

Mean age 40- 4 1,663 0.01 -0.09 0.10 0.01 0.24 -0.30 0.32 4.33

Mean age 40+ 3 2,500 0.00 -0.07 0.07 0.00 0.02 -0.03 0.03 73.63

Job performance Total 18 11,439 0.06 -0.01 0.14 0.06 0.08 -0.04 0.17 22.70

Telecommuting amount 6 8,271 0.06 0.01 0.11 0.06 0.05 0.00 0.12 25.93

Dichotomous 12 3,168 0.07 -0.05 0.20 0.08 0.13 -0.09 0.24 21.50

Professional 6 1,220 0.12 -0.01 0.26 0.13 0.14 -0.05 0.30 23.34

Technical 3 618 0.19 0.07 0.34 0.21 0.00 0.21 0.21 100.00

More female 7 3,072 0.06 -0.03 0.16 0.06 0.11 -0.08 0.20 18.59

More male 8 7,126 0.08 0.03 0.16 0.09 0.04 0.05 0.14 52.25

Mean age 40- 10 2,281 0.12 0.01 0.26 0.13 0.11 0.00 0.27 31.00

Mean age 40+ 3 2,159 -0.02 -0.09 0.05 -0.02 0.06 -0.10 0.06 25.55

Published 9 1,828 0.14 0.01 0.28 0.15 0.11 0.01 0.29 31.07

Unpublished 9 9,611 0.04 -0.01 0.11 0.05 0.06 -0.03 0.13 23.57

Productivity Total 7 1,191 -0.01 -0.16 0.14 -0.01 0.16 -0.21 0.19 23.58

Published 4 441 0.12 -0.05 0.32 0.13 0.18 -0.10 0.37 25.31

Unpublished 3 750 -0.08 -0.22 0.03 -0.09 0.04 -0.15 -0.04 74.41

Effectiveness Total 11 10,248 0.07 0.01 0.13 0.07 0.06 -0.01 0.15 24.88

Telecommuting amount 5 8,174 0.06 0.01 0.11 0.06 0.04 0.01 0.11 30.40

Dichotomous 6 1,886 0.10 0.00 0.20 0.10 0.11 -0.04 0.24 20.20

More female 5 2,951 0.06 -0.02 0.15 0.07 0.09 -0.05 0.18 19.02

More male 4 6,556 0.08 0.04 0.13 0.08 0.03 0.05 0.12 47.90

Published 5 1,387 0.14 0.03 0.27 0.15 0.08 0.05 0.25 38.63

Unpublished 6 8,861 0.05 0.01 0.11 0.06 0.05 0.00 0.12 26.87

amily-work conflict Total 7 1,704 -0.08 -0.22 0.03 -0.09 0.00 -0.09 -0.09 100.00

Mean age 40- 3 583 -0.02 -0.16 0.12 -0.02 0.00 -0.02 -0.02 100.00

Mean age 40+ 3 900 -0.10 -0.24 -0.01 -0.12 0.00 -0.12 -0.12 100.00

Published 4 1,467 -0.08 -0.20 0.01 -0.09 0.00 -0.09 -0.09 100.00

Unpublished 3 237 -0.08 -0.32 0.13 -0.10 0.00 -0.10 -0.10 100.00

Work-family conflictTotal 18 10,342 -0.11 -0.20 -0.04 -0.12 0.10 -0.24 0.00 18.01

Telecommuting amount 7 8,051 -0.13 -0.21 -0.09 -0.15 0.08 -0.25 -0.04 13.07

Dichotomous 11 2,291 -0.04 -0.18 0.09 -0.04 0.09 -0.16 0.08 39.40

Amt. of telecommuting 30- 3 1,147 -0.13 -0.25 -0.05 -0.15 0.05 -0.21 -0.09 59.94

Amt. of telecommuting 30+ 3 990 -0.01 -0.12 0.10 -0.01 0.02 -0.04 0.01 90.97

More female 8 2,308 -0.07 -0.19 0.04 -0.08 0.12 -0.24 0.08 22.13

More male 7 6,966 -0.13 -0.21 -0.08 -0.14 0.08 -0.24 -0.05 16.22

Published 10 2,473 -0.09 -0.23 0.02 -0.10 0.07 -0.20 -0.01 48.67

Unpublished 8 7,869 -0.12 -0.19 -0.06 -0.13 0.10 -0.25 0.00 10.43

Stress Total 7 3,240 -0.14 -0.25 -0.07 -0.15 0.08 -0.25 -0.05 28.16

More female 3 2,415 -0.18 -0.26 -0.13 -0.20 0.03 -0.23 -0.16 66.11

More male 3 325 -.02 -.02 -.02 -.02 0.00 -.02 -.02 100.00

Aggregated Total 89 54,005 0.07 0.00 0.16 0.08 0.10 -0.05 0.21 16.32

Published 38 10,686 0.08 -0.03 0.21 0.09 0.09 -0.03 0.21 34.03

Unpublished 51 43,319 0.07 0.01 0.14 0.08 0.10 -0.06 0.21 11.83
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Note. k N

rho

From left to right, the table lists criterion variables, the moderators, number of effect sizes ( ), total sample size ( ), the
sample size weighted average correlation, and the lower and upper bounds of the 95% confidence interval, corrected effect size,

( ), the upper and lower bounds of the 80% credibility interval and the percentage of variance explained by sampling error
and measurement error in the criterion. All criterion variables are listed with all possible moderators.
Telecommuting amount independent variable is a continuous measure of the amount of hours telecommutinged.*
Dichotomous independent variable where the sample is split between those who do and do not telecommuting.
Published sources were peer-reviewed journal articles.
Unpublished sources included dissertations, poster presentations and government databases.
Technical; effect sizes derived from a solely technical population.
Professional; effect sizes derived from a solely professional population.
More female includes only studies where the percentage of females is larger than that of males.
More male includes only studies where the percentage of males is larger than that of females.
Mean age 40- includes studies in which the reported mean age is less than 40.
Mean age 40+ includes studies in which the reported mean age is greater than 40.
Mean amount of telecommuting is 30 or less hours per week.
Mean amount of telecommuting is 30 or more hours per week.

*Cree (1998) provided data using both continuous and dichotomous variables. Because of the ambiguity as to whether or not the
data was from the same sample, both effect sizes are included when in all analyses and separated only when comparing the
dichotomous to continuous independent variable.
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1. Introduction:

2. Rural markets & Development: Overview

When we say that there are more than 6.38 lakh villages, about

742 million population laced with 3.8 lakh public distribution

shops, 138 thousand post offices, 32000 bank branches, hundreds

of languages & thousands of dialects, diverse cultures &

religious impacts ……………. , we are talking about none other

than rural India. Mammoth is even scant word to describe it. Our

father of nation Mahatma Gandhi has already emphasized the

importance of rural India almost 60 years back. Prof. C. K.

Prahalad's book “Fortune at the bottom of the period” and his

another latest book titled “the new age of Innovation” wherein he

has mentioned need for addressing unique needs with global

resources, are the cardinal inspirations to this research endeavor.

The research paper will discuss the linkage between rural

markets and rural development in section II. The next section will

cover definitional aspect of ICT. Then we will move towards

different ICT initiatives taken in India. Next two sections are

devoted to challenges and issues faced in using ICT on national as

well as in foreign countries.

Market is social institution which performs activities and

provides facilities for exchange of commodities between buyer

and seller . On the basis of area and kind of people served,

markets can be classified as a rural markets and urban markets.

Prof. Velayudhan Sanal Kumar (2002) has quoted Jha M. (1999)

possible flows between rural markets and urban markets. These

flows are shown in four quadrants which are as follows: -

Prof. Vasvani, Ajathal Rajesh, Pradhan Debasis, Sridhar G.

(2005) have further explained these model of rural marketing in

development paradigm. They have attempted to redefine the

domain of marketing.

Ramkishen Y. (2002) has mentioned different stages in of life

span of products in rural markets in which first stage is seeding

stage. Further marketers must recognize that rural marketing is

primarily developmental marketing and must be willing to take

an approach of market seeding in the initial stages.

Prof. Pralhad's (2005) philosophy is based on increasing

purchasing power in a rural areas in the preface his book says that

“the poor must become active, informed and involved

consumers.” Poverty reduction can result from co creating a

market around the needs of poor. As per the rural population

statistics 65 % of rural population is poor (earning less than

90000/- per annum).

Considering this philosophy of co creating the market around the

needs of poor is very much essential and apt. Further we have

seen that rural market development is linked to rural

development comprising rural poor. Rural marketing is a

developmental marketing. Development covering all the facets

like education, efficient markets, governance, and healthcare is

required so that rural markets will be developed.

Role of information communication technology is discussed by

many people. First in this series is Acharya S. S, Agarwal N.L.

(2004) who sees IT is being regarded as a forth factor of

production. Further Badi R.V., Badi N.V. (2007) linked

technologies to development of market. He mentioned different

stages of market development which are as follows:-

1) Pre industrial area - long history of 10000 years

2) Industrial period (1750AD to 1980AD)

3) Modern Technology Period (1980AD onwards).

This shows significance of information technologies in market

development. This is why this research has been taken to unfold

the use of ICT in development of rural markets.
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Issues & Challenges in Using Information Communication

Technologies towards Rural Market Development

Ramkrishna Dikatwar*

*Asst. Professor, STES's Sinhgad Institute of Management Pune.

ABSTRACT

In the backdrop of recent global meltdown and saturated urban markets, importance of rural markets is umpteen. The

potential of rural markets is such that it can become next growth engine to our economy. Since Indian economy is

global it is needless to say that this huge size of Indian rural market is a global opportunity for everyone.

This research paper will try to unfurl the issues and challenges while using information communication technologies

(ICT) in developing the rural markets. Our objective is to unfold the best practices towards using ICT in developing

rural markets. Our research methodology is to do exploratory research through extensive review of literature

pertaining to the topic.

To (Buyer)

Rural Urban

From

(Seller)

Rural (I) Rural - Rural (II) Rural - Urban

Urban (III) Urban - Rural (IV) Urban - Urban
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3. Understanding Information Communication Technologies

4. Overview of ICT Initiatives in Indian Rural Market

4.1 Market Efficiency

Acase of ITC e- Choupal as market efficiency booster

4.2Agriculture

Selvyn Neil (2003) observed that researchers have been

extremely limited in their definition of terms - content to define

ICT vaguely in terms of computer hardware or, latterly, in terms

of access to the Internet. However, we know that people's use of

technology extends far beyond the realm of the computer through

technologies such as digital television, mobile telephony and

games consoles - all constituting important but disparate

elements of the contemporary techno-culture. Indeed, the term

ICT more accurately refers to an updating of the conventional

'information technology' to encompass the rapid convergence of

technologies such as computers, telecommunications and

broadcasting technologies as well as stressing the

communicative and networking capacity of modern-day

information technologies. Thus the term ICT is best seen as an

umbrella term for a range of technological applications such as

computer hardware and software; digital broadcast technologies;

telecommunications technologies such as mobile phones as well

as electronic information resources such as the world-wide web

and CD-ROMs. Again, the Organization for Economic Co-

operation and Development (OECD) defines ICT as the set of

activities that facilitates, by electronic means, the capturing,

storage, processing, transmission and display of information.

It is clear that beneath the umbrella term of ICT we are concerned

with a heterogeneous range of technologies, types of information

and resources - not all necessarily analogous to each other.

Following table shows different technologies which can be

included under the ICT umbrella as suggested by Selvyn Neil

(2003) .

This section is completely devoted to ICT initiatives taken in

Indian rural markets. Discussions are structured by dividing

sections into subparts. Each subpart will discuss the ICT

initiatives pertaining to one area. Different areas like market

efficiency, agriculture governance, and entrepreneurship are

taken. At the end of this section all the initiatives are summarized

in the form of table.

Rural markets in India are often thin and uncompetitive. Thinness

of the market increases search costs, and often leads to poor

matches or to no match at all, between potential buyers and

sellers. For physical goods and services, including farm inputs

and outputs, ICTs have the potential to reduce search costs and

improve price discovery. This can lead to new or better (in the

sense of creating more surplus through exchange) matches

between buyers and sellers. There are striking results from a

controlled experiment where fishermen in Kerala were given

mobile phones, and the observed price dispersion in the markets

into which they sold their catches declined precipitously,

implying an increase in market efficiency.

Bowender, Gupta, Singh (2002) observes, e-Choupal has been

most successful initiative to wire rural India and to involve the

farmers in learning. ITC has envisaged on various plans to

replicate the success achieved to other states and expand the

services offered to other commodities like spices. ITC has also

identified e-Choupal as an important driver for exports, which

are targeted at $ 400 million by 2005. e-Choupal has also

attracted attention from the renowned academicians, since e-

Choupal has managed to innovate the supply-chain, and model

applied by ITC has enough potential to be replicated in the under-

developed and developing countries.

Bowender, Gupta, Singh (2002) , ITC has been successful in

making the farmer feel the sense of ownership and enthuse him to

generate additional revenue by eliminating middleman. ITC

through e-Choupal has bought various accolades such as

“Golden Star Trading House” for showing impressive track

record in exports of agricultural commodities. Participating

farmers have been able to enhance their income and eliminate the

delay in getting the payment once the product is sold. It has

helped in reducing debt burden of the farmers. The success of e-

Choupal has given new lessons to the corporate in the India and

abroad. The gains from the novel initiative are manifold to ITC,

the farmers and other companies. E-Choupal has helped the

farmers to improve their productivity and get better prices,

whereas ITC has benefited by better sourcing of raw materials

and building a backbone to market the end products which is vital

for the FMCG companies like ITC.

Chaudhury & banerji (2001) Marketing information

system for agriculture is not good. Private sector MIS is

costly while public sector MIS are not wide spread. A

survey of 120 developing countries identifies 53

systems. They are barely functional. One of the reasons

is their inability to collect reliable information.

there are

various websites which caters to the need of agriculture

sectors l ike agriwatch.com, tarahaat .com,

digitalmandi.com, agmarknet.nic.in. ITC's e choupal

which we had discussed in previous section is also an

initiative for agriculture and covers commodities like

soybean, shrimp, and wheat. Slater (2000) studied

SRISTI initiative.
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Chatterjee Jayanta (2004) mentioned that
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4.3 Governance

patwaris.

4.4 Entrepreneurship

Apart from these initiatives like aksha, drishtee, n-logue has

created lot of entrepreneurial opportunities as a kiosks

owner.

Singh Amrita (2003) observes given the enormous scale of

unsatisfied citizen/end-user demand in rural areas, it is

unsurprising that many rural ICT initiatives have stressed e-

governance as an essential component. These include Gyandoot,

Rural e-Seva, and Drishtee, as well as other, more localized

efforts. In addition, efforts such as TARAhaat began with high

hopes of providing e-governance services to users of their kiosks.

There are several types of egovernance services that are

particularly valued in rural India. Foremost among them is access

to land records and certificates of ownership. The situation in

most Indian villages is that land records are maintained by the

lowest rung of revenue officials, known as

Other governance related ICT initiatives are iMitra (Rajasthan),

bhoomi (Karnataka), Gyanganga.

Singh Amrita (2003) studies TARAhaat and found that The

Hope Incubator Fund (HIF) is designed by them to help young

first time entrepreneurs successfully run their own

businessesTARAkendras. It has initially been used to promote

eight entrepreneurs across the TARAhaat network. These centers

are operational in the towns of Dhuri, Jaito, Khanna, Raikot and

Rampura Phul in Punjab, Jamalpur in Haryana, Babina in UP and

Tikamgarh in MP. The HIF has been created as an independent

division of the TARA Revolving Fund that manages funding for

rural entrepreneurs on behalf of the DA. The revolving fund is an

innovative approach for meeting the acute need for non-

traditional channels of finance in rural India. It provides

opportunities for individuals or groups who have the

entrepreneurial spirit but lack the ability to raise capital. The

TARAhaat HIF centers operate under a unique BOOT (build,

own, operate, transfer) model, where aspiring young

entrepreneurs run the centers and buy them when they reach

profitability. The cumulative cash flows from the business are

used to pay off the initial capital expenditure thereby reducing the

repayment burden on the entrepreneur and ensuring a win-win

position for both the revolving fund and the individual. The

money received by TARAhaat from the sale of the TARAkendra

is paid back into the fund and subsequently redeployed to further

expand the network. This multiplier effect has the ability to

transform an investment in only eight TARAkendras into

hundreds, all owned and run by self-employed young

entrepreneurs, who in turn become role models in their

communities.

If India is to get anywhere near 500,000 rural ICT kiosks

(the potential estimated by n-Logue) then it is huge

entrepreneurial as well as employment opportunity .

23

23 17
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Sr.

No.

Main Organization

Involved
Collaborative Partners

Name of the

Initiative
Geographical Scope

1
Warna co operative
sugar factory

National Informatics Center
/ State and central
governments

Warana wired
village projects6

Kolhapur district,
Maharahtra, Several milk
collection centers are
converted into cyber
cafes.

2
Development
Alternatives

James Martin & Company,
Hughes Escorts
Communication, KLG
systel and excelsior
Ventures Management LLC,
World Bank

TARAhaat.com

Bundelkhand, Madhya
Pradesh, Portal for rural
communities. Promote
sustainable livelihood.

3
MS Swaminathan
Research
Foundation

- information centers Gyandoot

4 Hewlett Packard - iCommunity
Kuppam (Andhra
Pradesh)

5 Gyandoot -
Gyandoot
Government-to-
Citizen Network

Education related active
in Madhya Pradesh

6 ITC - e-Choupal Punjab, Haryana, MP

7 Group of IITians
HP, Amara Raja Batteries,
Airtel, and multiple
partners.

Drishtee Northern states

8
n-Logue
Communications

TN state government, MIT
media lab, ICICI Bank, EID
Parry

n-Logue South India

9
State & Central
Governments

ISRO, MSSRF Chennai
Knowledge village
centers

a Proposed initiative

10 CMC Apple Project
Rajasthan for rural health
workers
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5 Challenges & Practices in Using ICT in Rural Markets

from Indian Perspective

He further cautions that

6 International Practices in Using ICT for Rural Markets

Sabharwal, Sidhu (2007) observe that the ICT implementation

for rural marketing in India has to face the following challenges:

1) Illiteracy you cannot use much of textual information

2) Middlemen - physical distances make it difficult to provide

proper price information,

3) Alternate media not available,

4) Language - multiplicity and highly specific local languages

5) Easy loans - Reluctance of banks to provide soft loans to

farmers

6)Affordability any new technology must be economical.

the implementation of ICT in rural

India must be carefully localized. The factors socio-economic,

political and psychological, are very specific and the results in

one market may not be applicable even to similar markets

elsewhere.

Bowender, Gupta, Singh (2002) identify the factors that

contributed to the success of the e Choupal's ICT platform in

many states:

1) E-choupal has been one of the best ICT application platforms

that has been scaled replicated and sustained. This is due to the

fact that it was specifically designed for that specific business.

2) The Sanchalaks are selected carefully and they have been able

to work as nonpartisan. Sanchalaks have been able to induce

the feeling of involvement. This participative style helped

ICT to build trust at the local level. Trust is essential in

sustaining relationships at the community level.

3) E-choupal was customized and then validated and then

expanded to the operational phase. E-choupal has found

acceptance in all three businesses they have ventured into.

The model of validating and then rolling it out has been an

effective way of implementing a new business model.

4) E-choupal has provided economic benefits even for the small

farmers. Every beneficiary gets benefit and the equitable

benefits make the adoption very rapid.

5) Intensive training and distributed leadership concept

facilitated the acceptance of the platform concept. The

empowerment of people through local action and training

reduces the disparities. The ability of the choupals to deal with

many inputs provides for economies of scope.

Singh Amrita (2003) observes Information is not a magic cure

for hunger or poverty. However, the right information at the right

time can help in finding a solution. ICT have proven that they can

help to aid SD when used appropriately, with the full

participation of all stakeholders, especially the poor.

Bowender, Boddu Gopi (2005) mentioned major lessons one can

derive from the experience of designing and implementing an

ICT platform have been the following:

a) The project was a well conceptualized one. The locations

were carefully selected. The kiosk operators were trained

well. Training local people after careful assessment of

communication abilities helped in the early adoption of the

technology.

b) Selecting a low cost technology option that has a low

operating and maintenance cost helped in the rapid diffusion

of the technology. Though the technology was new, the

entrepreneur took risk by selecting a new technology but

made sure that it worked in a rural environment. The

technology selected was robust and reliable.

c) When one has to implement a large network there is a need to

have a public private partnership. Conceptualizing a large

community initiative through such an arrangement needs

consideration of all customer needs and developing a network

of experts who could answer the queries.

d) Selection of people to operate the kiosks was done carefully.

In a rural setting trust is a crucial element needed for creating

and sustaining relationships. Trust is an enabler or creator of a

virtuous cycle of relationships.

Bowender, Boddu Gopi (2005) furtherunderlines the importance

of planning, Local participation, low cost technology, Public-

private partnership is good, Entrepreneurial orientation.

Keniston Kenneth (2002) observe that there is a need of

empirical research on the issues pertaining to use of ICT covering

issues like financial sustainability, difficulties, information

usage, standardization of codes, development of locally relevant

content.

Tangia, Subramanium, Arunachalan (2004) observe following

lessons: -

a) ICT models should be scalability & replicability.

b)ITC mean not an end.

c) Emphasis should be on Capacity building and educations.

d)Need for subsidies and financial assistance.

e) ICT experience should be shared solutions across the borders.

Tangia, Subramanium, Arunachalan (2004) also mentioned

Challenges like unavailability Metrics for assessment,

integration of ICT with other tools of development

Chapman & Slaymaker (2002) identified key enablers in ICT use

which are as follows:

Decentralizing control over information resources and new

technologies.
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Chatterjee Jayanta (2004) also observes the same set of

challenges in Digital mandi project.

8

�

�

�

�

Providing all relevant information that is freely available as a

public good.

Improving information sharing at the local level through

improved choices and multi-level engagement of the private

sector in the design of more appropriate applications.

Encouraging partnerships for local appropriation of the
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technology and content with the necessary training and

support.

Integrating ICTs into local knowledge and information

systems in order to address locally identified knowledge gaps

and information problems.

�

Sahar Kashif (2007) highlighted the need of financial assistance

in using ICT. DeSilva Harsha & Ritnadiwakar (2004)

emphasized need of integrating technology and delivering

information which will serve the multiple needs of SriLankan

farmers. Chuma & Casins (2004) also observed the key for

successful ICT use is to Engagement of the rural young people,

governmental policies. Menda Aloyce (2005) stresses the

challenge of content in local language. Haris Roger, et al (2003)

A study in Nepal unfolds the governmental policies role in using

ICT.

We have seen that issues and challenges faced while using ICT in

development in India as well as internationally and found most of

them are same. The key to use ICT is rural market development

is; providing multiple services, involvement of local people,

participation of women and youths, public private partnership,

multiple partners, local language contents, use of videos against

the text, low cost technology, entrepreneurial vision, intensive

training to kiosks owners.

Researcher should come together and share their experiences on

this issue. As most of the research in this area is based on

secondary data; so the findings discussed should be buttressed by

primary data paving the further research.
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Foreign exchange is the process of conversion of one currency

into another currency. For a country its currency becomes money

and legal tender. For a foreign country it becomes the value as a

commodity. This commodity character can be understood when

we study about 'Exchange Rate' mechanism. Since the

commodity has a value its relation with the other currency

determines the exchange value of one currency with the

other.Foreign exchange is that section of economic activity,

which deals with the means, and methods by which rights to

wealth expressed in terms of the currency of one country are

converted into rights to wealth in terms of the current of another

country. It involves the investigation of the method, which

exchanges the currency of one country for that of another.

Foreign exchange can also be defined as the means of payment in

which currencies are converted into each other and by which

international transfers are made; also the activity of transacting

business in further means.

A currency is a unit of exchange, facilitating the

transfer of goods and/or services. It is coins and paper bills used

as money. It is one form of money, where money is anything that

serves as a medium of exchange, a store of value, and a standard

of value. Currencies are the dominant medium of exchange.

Coins and paper money are both forms of currency.

The foreign exchange market

(Currency, Forex, or FX) market is where currency trading takes

place. It is where banks and other official institutions facilitate

the buying and selling of foreign currencies. FX transactions

typically involve one party purchasing a quantity of one currency

in exchange for paying a quantity of another. The foreign

exchange market that we see today started evolving during the

1970s when world over countries gradually switched to floating

exchange rate from their erstwhile exchange rate regime, which

remained fixed as per the Bretton Woods system till 1971.

In finance, the exchange rate (also known as the foreign-

exchange rate, forex rate or FX rate) between two currencies

specifies how much one currency is worth in terms of the other. It

is the value of a foreign nation's currency in terms of the home

nation's currency. The spot exchange rate refers to the current

exchange rate. The forward exchange rate refers to an exchange

rate that is quoted and traded today but for delivery and payment

on a specific future date.

An exchange system quotation is given by stating the number of

units of "term currency" (or "price currency" or "quote

currency") that can be bought in terms of 1 "unit currency" (also

called "base currency").There is a market convention that

Currency

Foreign exchange market

Exchange rat

e

Quotation

An Empirical Study on Exchange Rate of
Singapore Dollar to Indian Rupee

M. Ravichandran*

*Sr.Lecturer, P.G and Reasearch Dept. of International. Business

ABSTRACT
Foreign exchange is the process of conversion of one currency into another currency. For a country its currency
becomes money and legal tender. For a foreign country it becomes the value as a commodity. This commodity character
can be understood when we study about 'Exchange Rate' mechanism. Since the commodity has a value its relation with
the other currency determines the exchange value of one currency with the other. The purpose of foreign exchange
market is to facilitate trade and investment. A currency will tend to become more valuable whenever demand for it is
greater than the available supply. It will become less valuable whenever demand is less than available supply (this does
not mean people no longer want money, it just means they prefer holding their wealth in some other form, possibly
another currency). The speculative demand for money is much harder for a central bank to accommodate but they try to
do this by adjusting interest rates.An investor may choose to buy a currency if the return (that is the interest rate) is high
enough. The higher a countrys interest rates, the greater the demand for that currency. It has been argued that
currency speculation can undermine real economic growth, in particular since large currency speculators may
deliberately create downward pressure on a currency in order to force that central bank to sell their currency to keep it
stable (once this happens, the speculator can buy the currency back from the bank at a lower price, close out their
position, and thereby take a profit). In this article, a real effort is made to find the trend values of Singapore dollar
against Indian rupee over certain periods. The trend projection also has been made to project the future value of
Singapore dollar against Indian rupee in the foreign exchange market.
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determines which is the base currency and which is the term

currency.

Quotes using a country's home currency as the unit currency are

known as indirect quotation or quantity quotation and are

used in British newspapers and are also common in

Australia, New Zealand and the Euro zone.

§ direct quotation: 1 foreign currency unit = x home currency

units

§ indirect quotation: 1 home currency unit = x foreign currency

units

The main need to take up this study is to know the fluctuations in

the exchange rate of Singapore dollar to Indian Rupee. The

exchange rates for the currencies keep changing on a daily basis.

This study is focused on the exchange rate of Singapore Dollar to

Indian rupee for the period of eight years from 2001 to 2008.

The study has been carried out based on the following objectives:

1. To make insight into historical background of exchange rate

of Singapore Dollar to Indian Rupee

2. To analyze the relationship in terms of value between

Singapore Dollar and Indian Rupee

3. To find the future trend exchange rate of Singapore Dollar to

Indian Rupee

This study is focused on exchange rate of Singapore Dollars to

Indian Rupee for the period of eight years from 2001 to 2008 have

been analyzed. By using this data, previous years and future years

exchange rate of Singapore Dollar to Indian rupee can be

analyzed. Furthermore, a comparison can also be made for other

country's currencies

Research in common man's language refers to “search

of knowledge”. Research is an art of scientific investigation. It is

also a systematic design, collection, analysis and the reporting

the findings and solutions for a research problem. Research is

required because of the following reasons:

§ To identify and find solutions to the problems

§ To help making decisions

§ To develop new concepts

§ To find alternate strategies

The sample for the present study

was restricted to two currencies namely Singapore dollar and

Indian rupee .

The study was made

based on secondary data. Which were collected from the RBI

bulletin, Business line, The Hindu.

The data collected were analyzed

and tabulated exhaustively by using the method of simple

average (monthly), ratio-to-trend method and future trend

method.

The study has been based on the data for

8 years from 2001 to 2008.

The following are identified

as limitations of the study

§ It is identified that the data is taken for a period of only 8

years, i.e., from 2001 to 2008

§ The currencies are analyzed based on the monthly average

The Dollar (sign: $; code: SGD) is the currency of Singapore. It is

normally abbreviated with the Dollar sign $, or alternatively S$

to distinguish it from other Dollar-denominated currencies. It is

divided into 100 cents.

Between 1845 and 1939, Singapore used the Straits Dollar. This

was replaced by the Malayan Dollar, and, from 1953, the Malaya

and British Borneo Dollar, which were issued by the Board of

Commissioners of Currency, Malaya and British Borneo.

Singapore continued to use the common currency upon joining

Malaysia in 1963 but, two years after Singapore's expulsion and

independence from Malaysia in 1965, the monetary union

between Malaysia, Singapore and Brunei broke down. Singapore

established the Board of Commissioners of Currency, Singapore,

onApril 7, 1967 and issued its first coins and notes.

Initially, the Singapore Dollar was pegged to the British Pound

sterling at a rate of S$60 = £7. This peg lasted until the demise of

the Sterling Area in the early 1970s, after which the Singapore

Dollar was linked to the US Dollar for a short period of time. The

Board of Commissioners of Currency, Singapore, was dissolved

on October 1, 2002 and its functions, property and liabilities have

been transferred to the MAS.In 1967, the first series of coins was

introduced in denominations of 1, 5, 10, 20 and 50 cents and 1

Dollar. Except for the bronze 1 cent, these coins were struck in

cupronickel. In 1985, a second series of coins was introduced in

the same denominations. In 1987, the 1 Dollar coin was further

reduced in size and switched to being struck in aluminium-

bronze. The current Portrait series was introduced in 1999, with

the 1 and 500 Dollar denominations omitted. These notes feature

the face of Yusof bin Ishak, the first president of the Republic of

Singapore, on the obverse, and the reverse depicts a feature of

civic virtue. There are both paper and polymer notes in

circulation. Polymer notes are progressively replacing the paper

banknotes in circulation.

Fluctuations in exchange rates

STATEMENT OFTHE PROBLEM

OBJECTIVES

SCOPE OFTHE STUDY

RESEARCH METHODOLOGY

UNIVERSE AND SAMPLE:

DATA COLLECTION AND SOURCE :

STATISTICALANALYSIS :

PERIOD OF STUDY:

LIMITATIONS OFTHE STUDY:
A market based exchange rate will change whenever the values

of either of the two component currencies change. A currency

will tend to become more valuable whenever demand for it is

greater than the available supply. It will become less valuable

whenever demand is less than available supply (this does not

mean people no longer want money, it just means they prefer

holding their wealth in some other form, possibly another

currency). PROFILE OF SINGAPORE DOLLAR (SGD)
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ANALYSIS AND RESULTS:
I. METHOD OF SIMPLE AVERAGES
This is the simplest method of obtaining a seasonal index.

Table showing the solution using the Method of Simple Average for Singapore Dollar

2001 2002 2003 2004 2005 2006 2007 2008
Monthly
Total

8 Years
Average

Seasonal
Variation
Index

1 2 3 4 5 6 7 8 9 10 11 12

Jan 26.8331 26.2909 27.6888 26.8096 26.6943 27.1631 28.8095 27.4833 217.7726 27.2216 97.8780

Feb 26.7146 26.6140 27.3995 26.8581 26.6783 27.2155 28.7788 28.1188 218.3775 27.2972 98.1499

Mar 29.1747 26.6905 27.2330 26.5278 26.8193 27.4173 28.8655 29.1083 221.8364 27.7296 99.7045

Apr 27.6819 26.8020 26.7379 26.0988 26.4988 28.0373 27.9121 29.3324 219.1011 27.3876 98.4751

May 28.6516 27.2624 27.1868 26.3973 26.3784 28.7600 26.8486 30.7840 222.2692 27.7836 99.8990

Jun 27.7556 27.5170 26.9857 26.5845 26.1353 28.9644 26.5654 31.3142 221.8220 27.7278 99.6981

Jul 28.6568 27.8966 26.4109 26.9253 25.9025 29.3388 26.6683 31.5557 223.3548 27.9194 100.3870

Aug 29.6485 27.7496 26.2621 27.0562 26.2590 29.5577 26.7992 30.6699 224.0021 28.0003 100.6779

Sep 29.2177 27.4973 26.2922 27.2072 26.1576 29.2776 26.6963 31.9160 224.2618 28.0327 100.7946

Oct 29.4450 27.1408 26.2337 26.4491 26.4905 28.8261 26.9767 33.9511 225.5131 28.1891 101.3570

Nov 28.1640 27.4171 26.3729 27.3507 26.9128 27.8680 27.2793 33.2746 224.6394 28.0799 100.9643

Dec 28.9395 27.5319 26.6646 26.8179 27.2672 28.9497 27.2461 33.5591 226.9761 28.3720 102.0145

Total 340.8829 326.4100 321.4682 321.0825 318.1938 341.3755 329.4459 371.0673 1200.0000

Total 2669.9260 333.7407 1200.0000

Average 222.4938 27.8117 100.0000

www.rbi.org.inINTERPRETATION:
The above table shows that the monthly totals for 8 years, 8 yearly averages, monthly averages and seasonal variation index. The total of
monthly totals is 2669.9260. The total of 8 years average is 333.7407. The total of seasonal variation index is 1200. The average of total
of monthly totals is 222.4938.Average of total of 8 years average is 27.8117. The average of total of seasonal variation index is 100.

Table No. 2 showing the quarterly averages of Singapore Dollar

Year

1
St

Quarter

2nd

quarter

3rd

Quarter

4th

Quarter Average

2001 27.5741 28.0297 29.1743 28.8495 28.4069

2002 26.5318 27.1938 27.7145 27.3632 27.2008

2003 27.4404 26.9701 26.3217 26.4238 26.7890

2004 26.7318 26.3602 27.0629 26.8726 26.7569

2005 26.7306 26.3375 26.1063 26.8901 26.5161

2006 27.2653 28.5872 29.3914 28.5479 28.4480

2007 28.8180 27.1087 26.7213 27.1674 27.4538

2008 28.2368 30.4769 31.3805 33.5950 30.9223

II. RATIO-TO-TREND METHOD

Table No. 3 showing the solution using Method of Least Squares

Year

Yearly

Average

Y

Deviations

from mid -

year X

XY X2 b X
Trend

Values

2001 28.4069 -3.5 -99.4242 12.25 -0.9837 26.8280

2002 27.2008 -2.5 -68.0021 6.25 -0.7026 27.1091

2003 26.7890 -1.5 -40.1835 2.25 -0.4216 27.3901

2004 26.7569 -0.5 -13.3784 0.25 -0.1405 27.6712

2005 26.5161 0.5 13.2581 0.25 0.1405 27.9523

2006 28.4480 1.5 42.6719 2.25 0.4216 28.2333

2007 27.4538 2.5 68.6346 6.25 0.7026 28.5144

2008 30.9223 3.5 108.2280 12.25 0.9837 28.7954

N=8 222.4938 11.8043 42.00 222.4938

INTERPRETATION:
The above table shows the yearly totals, yearly average, and deviations from mid-year and trend values. The total number of years is 8.
The total of yearly average is 222.4938. The total of Yearly average multiplied by deviations from mid year is 11.8043. The total of
trend values of 8 years is 222.4938.
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Y2015 = 27.8117 + 0.2811 (10.5) = Rs.30.7628

The future trend value of Singapore dollar against Indian Rupee

for 2020 is calculated as follows

Y2020 = 27.8117 + 0.2811 (15.5) = Rs.32.1681

The seasonal variation index is maximum at 102.0145 in

December and minimum at 97.8780 in January.

The

future trend value for 2010 is 29.3575. The future trend value for

2015 is 30.7628. The future trend value for 2020 is 32.1681. The

value of Indian Rupee is depreciating against Singapore Dollar

As a final note, currency trading is very much required as it

supports trade between countries in today's global marketplace.

The major world currencies often work one against the other. All

the major players in today's market are buying and selling in

single deals and they are often running into many millions of

Dollars. The smaller players like the brokerage houses and

individual brokers often trade in single deals that consist of as

little as one hundred thousand Dollars ($100,000) and therefore,

they make a huge profits out.
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SUMMARYOFFINDINGS

Quarterly

trend values as % of trend values is maximum at 100.5063 in

3rd quarter and minimum at 98.4713 in 1st quarter.

CONCLUSION
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Calculation of Quarterly Trend Values:
The equation of the straight line trend is Y = a + b X.

Table No. 4 showing the quarterly trend values

Year 1st Quarter 2nd Quarter 3rd Quarter

4th

Quarter

2001 26.8632 26.7929 26.8632 26.9334

2002 27.1442 27.0740 27.1442 27.2145

2003 27.4253 27.3550 27.4253 27.4955

2004 27.7063 27.6361 27.7063 27.7766

2005 27.9874 27.9171 27.9874 28.0577

2006 28.2684 28.1982 28.2684 28.3387

2007 28.5495 28.4792 28.5495 28.6198

2008 28.8306 28.7603 28.8306 28.9008

Table No. 5 showing the Quarterly trend values as % of Trend Values

Year 1st Quarter 2nd Quarter 3rd Quarter 4th Quarter

2001 102.6466 104.6160 108.6034 107.1142

2002 97.7438 100.4426 102.1009 100.5466

2003 100.0552 98.5930 95.9762 96.1020

2004 96.4827 95.3833 97.6776 96.7454

2005 95.5095 94.3417 93.2790 95.8389

2006 96.4513 101.3797 103.9724 100.7383

2007 100.9403 95.1877 93.5963 94.9252

2008 97.9405 105.9686 108.8446 116.2422

Total 787.7700 795.9126 804.0502 808.2528

Average 98.4713 99.4891 100.5063 101.0316

INTERPRETATION:
The above table shows the Quarterly trend values as % of trend
values. The average trend value for the 1 quarter is 98.4713. The
average trend value for the 2nd quarter is 99.4891. The average
trend value for the 3rd quarter is 100.5063. The average trend
value for the 4th quarter is 101.0316.

III. FUTURE TREND
The equation of the straight line trend is
Yc = a+bx

st

The future trend value of Singapore dollar against Indian Rupee

for 2010 is calculated as under

Y2010 = 27.8117 + 0.2811(5.5) = Rs.29.3575

The future trend value of Singapore dollar against Indian Rupee

for 2015 is calculated as follows
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Introduction:

Relationship Between Hardiness and Burnout:

Burnout syndrome occurs in response to prolonged stress at work

place. Burnout is common among those who are unable to cope

up with extensive demands and pressure on their energy, time,

and resources and those who require frequent contact with

people. The term “burnout” originated during the 1960's as a

description of the effect of drug abuse on an individual

(Golembiewski, 1993).However, it lacked definitional clarity

until the development of a widely accepted instrument for its

measurement, the Maslach Burnout Inventory.

Maslach and Jackson (1981) defined burnout as a condition

characterized by emotional exhaustion, depersonalization and

loss of a sense of personal accomplishment. Similarly there has

been diverse evidence from scholars on the occurrence of

burnout. For example, Maslach & Leiter (1999) indicated that

burnout occurs when work load is combined with lack of

personal control, insufficient rewards, the absence of fairness, the

breakdown of the working community, or conflicting values. Lee

& Ashforth, (1996) identified work load and time pressure as

antecedents of burnout. Numerous work related factors have

been found to be associated with burnout among teachers,

including excessive time pressure, poor relationships with

colleagues, large classes, lack of resources, fear of violence,

behavioral problems of pupils, role ambiguity and role conflict,

poor opportunities for promotion, lack of support, and lack of

participation in decision-making (Abel & Sewell, 1999; Fimian

& Blanton, 1987; Friedman, 1991; Wolpin, Burke, & Greenglass,

1991).

Researchers found that burnout negatively impacts employees'

job attitudes and leads to undesirable behaviors, such as lower job

involvement, reduced task performance, and increased turnover

intentions (Jackson & Maslach, 1982; Leiter & Maslach, 1988;

Motowidlo & Packard, 1986; Shirom, 1989; Wright & Bonett,

1997; Wright & Cropanzano, 1998). This study intends to

explore the relationship and effects of job involvement and

personality hardiness on burnout

During the last few years, some personality variables have

attracted the attention of researchers in the correlates of job stress

and burnout. Despite a common acknowledgement that

personality factors play a critical role in mediating stress, these

factors have been overlooked in a majority of empirical studies of

stress. A notable exception has been a series of studies carried by

Kobasa (1979; 1982a,). Kobasa, et.al. (1982) explored the

concept of “personality Hardiness” as a resistance resource that

mediate the negative consequences of high level stress.

Concept of hardiness focuses on the person that remains

relatively healthy after experiencing high amounts of stressful

life events. Kobasa argues that persons who experience high

degree of stress without falling ill have a personality structure

differentiating them from person who becomes sick under stress.

This personality difference is best characterized by the term

“Hardiness”. Hardiness reflects the individual's response to life

events both personally and professionally (Kobasa, 1979). Three

factors, commitment, control and challenge, measure hardiness

(Kobasa, Maddi & Kahn 1982). Commitment reflects a

dedication to oneself and to one's work. Control is the extent to

which an individual influences life events to ensure a particular

outcome. Challenge refers to life events and one's response to

those events. Individuals who are hardy cope with various

Personality Hardiness, Job Involvement and
Job Burnout Among Teachers

Syed Mohammad Azeem*

*Faculty in Department of Business and Economics Studies, Mazoon College, Sultanate of Oman, Muscat

ABSTRACT

Present study examined the influence of personality hardiness and job involvement on job burnout among teachers

taken from one of the Central Universities in India. The findings of the study reveal that personality hardiness and job

involvement resist from being burned out in the sample. Job involvement is found to be negatively and significantly

correlated with depersonalization and positively with personal accomplishment dimensions of burnout. Commitment,

Challenge, control and total personality hardiness are found to be negatively related with emotional exhaustion.

Commitment and total personality hardiness are also found to be negatively related with depersonalization. Stepwise

multiple regression analyses summarize that commitment and total personality hardiness are the predictors of burnout

among teachers.
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stressors, both personal (e.g., life cycle, family) and professional

(e.g., occupational roles and relationships), better than those

individuals who are not hardy (Simoni & Paterson, 1997). Rush,

et al. (1995) found negative relations between hardiness and self-

reported illness as a result of stress or burnout. Chan (2003)

assessed hardiness and burnout among teachers and found that

hardiness has significant impact on emotional exhaustion and

personal accomplishment. McCrainie et al. (1987) found that

hardiness has beneficial main effects in reducing burnout but

does not prevent high level of job stress from leading to high level

of burnout. . Maslach et.al. (2001) found that people who display

low levels of hardiness (involvement in daily activities, a sense of

control over events, and openness to change) have higher burnout

scores, particularly on the exhaustion dimensions.

Individuals have been described as job involved if they view it as

important to their life interest (Dubin, 1956) and perceive

performance as central to their self-esteem (Gurin, Veroff &

Field, 1960).Vroom (1962) describes a person as ego-involved in

a job by the level of his self-esteem which is affected by his

perceived level of performance.

Other conceptual way of describing job involvement is the

“degree to which a person is identified psychologically with his

work” or “the importance of work in his total self-image”

(Lodahl & Kejner, 1965). Such a psychological identification

with work may result partly from early socialization training

during which the individual may internalize the value of

goodness of work. Lodahl & Kejner (1965) emphasized that

during the process of socialization certain work values are

injected into the self of the individual that remains even at the

later stage in the form of attitude toward job. Burnout may have

negative effects on employees job attitudes (e,g., a reduction in

job involvement and job satisfaction; Kahill, 1988). Kahill

(1988) in a longitudinal study found that burnout is negatively

affected job involvement. Elloy et. al. (1991) demonstrated a

negative relationship between burnout and job involvement. Su

& Mioa (2006) affirmed the mediating effect of job involvement

on emotional exhaustion, diminished personal accomplishment

dimensions of burnout.

I proposed a negative relationship between

burnout and job involvement.

I proposed that personality hardiness will be

negatively related to burnout.

Many researches have been carried out to explore the relationship

between personality hardiness and burnout among teachers at

school level, health care professionals, corporate managers and

so on but there are very few studies conducted on university

teachers. The present study aims to investigate the effects of

personality hardiness and job involvement on job burnout among

university teachers.

Sample was randomly selected from one of the Central

Universities in India. It consisted of 300 teachers from different

faculties of the University.

The short version of hardiness scale developed by S.C.Kobasa

and S.R.Maddi (1982) was used to assess the Hardiness level of

the subject. This scale contains 12,16, and 8 items for measuring

commitment, control and challenge, respectively. Kobasa and

Maddi, stated that the scale has a correlation of .89 with full scale

and show a reliability co-efficient alpha of.86.Hull et al.1987 also

reported a correlation of .76 between 36 item revised Hardiness

scale and its original form.

The job involvement of the subjects was assessed with the help of

Indian adaptation of Lodahl and Kejner's (1965) scale. Its

reliability co-efficient (Split half) has been reported to be .76.It is

a 20 item 5-point rating scale. Sample items include “I will stay

overtime to finish a job even if I m not paid for it”, and “I live, eat,

and breath my job”.

The Maslach Burnout Inventory was used in order to measure the

burnout among teachers in the present study (MBI, Maslach and

Jackson,1981). The MBI consist of 22. Each item is rated 1(very

mild) to 7(very strong). A place is provided for the respondent to

check “never” if the feeling or attitude described is never

experienced. According to Maslach and Jackson person with

higher scores on the emotional exhaustion and depersonalization

sub scales and with low scores on personal accomplishment sub

scale would perceive himself as burned out. Thus, a person is not

classified as “burnout” or “not burnout” but rather placed on a

continuum from “more burnout” to “less burnout”.

When we look at the means of different variables used in present

study, we find that mean scores of the three components of job

Relationship Between Job Involvement and Burnout:

Purpose

Methodology

Results and Discussion

Hypothesis 1:

Hypothesis 2:

Sample

Toole Used

Hardiness:

Job Involvement:

Burnout:

Tabel 1: Mean & SD

S.R

.No

VARIABLES MEAN SD

1 JOB INVOLVEMENT 71.15 10.39

2 COMMITMENT 19.26 5.42

3 CHALLENGE 19.35 2.66

4 CONTROL 36.79 8.75

5 TOTAL PERSONALITY

HARDINESS

50.35 22.04

6 EMOTIONAL EXHAUSTION 11.05 8.53

7 DEPERSONALIZATION 3.99 4.12

8 PERSONAL

ACCOMPLISHMENT

39.48 11.49
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burnout are, 11.05 (for emotional exhaustion (EE), 3.99 for

depersonalization (DP) and 39.48 for personal accomplishment

(PA). Here it is worth mentioning that for personal

accomplishment low score is indicative of high Burnout and high

scores show low burnout. The standard deviation of emotional

exhaustion (EE) is 8.53, 4.12 for depersonalization and 11.49 for

personal accomplishment.

The mean for the three sub-scales of hardiness variable is 19.06

for commitment, 19.35 for challenge and 36.79 for control. For

hardiness sub scales lower the scores, higher the hardiness one

poses. Therefore, the below than average mean scores on all of

these three sub scales show Hardiness in somewhat high degree.

The standard deviation of these sub-scales: commitment,

challenge and control are 5.42, 2.66 and 8.55 respectively.

The mean score of job involvement is 71.15 which is quite high

and reveals that teachers have high levels of job involvement.

The standard deviation score is 10.39. Results show that teachers

have somewhat high level of Hardiness.

The obtained results supported the previous view that hardiness

is a source of resistance to the negative effects of stressful life

events on health. Holt et al.(1987) found in their study on female

elementary teachers that teachers with high stress and low

burnout were less alienated.

Previous studies (Kobasa, Maddi & Courington, 1981; Kobasa,

Maddi & Kahn, 1982; Kobasa, Maddi & Puccetti,1982,) have

suggested that personality characteristics, hardiness, a

combination of commitment, challenge and control decreases the

illness related effects of stressful life events. They reported that

hardy individuals suffer from fewer illnesses because they are

able to transform life events cognitively to make them less

stressful.

The subjects may have their own style of managing stressful

situation occurring in their organization. They have high mean

scores on all the three component of personality hardiness (see

table.1) which makes them to face the life stressors effectively

without being stressed.

Results show that teachers have high level of job involvement

and perhaps they are committed to their work and this facilitates

to counter the stressful events.

A high level of job involvement and high hardiness profile may

account for low burnout in this group.

The table reveals that job involvement is associated negatively

and significantly with depersonalization (r= -.22, at .05 level) and

positively with personal accomplishment dimension of burnout

(r= .24, at .05 level). A significant negative relation is observed

between commitment and emotional exhaustion (r = -.49, at .001

level). Commitment also shows a positive and significant

relation with depersonalization (r = .62, at .001 level).

Challenge dimension of personality hardiness is found to be

negatively related with emotional exhaustion (r = -.23, at .05

level) only. Control is associated negatively and significantly

with emotional exhaustion (r = -.26, at .05 level). Total

personality hardiness is found to be negatively and significantly

associated with emotional exhaustion and depersonalization

dimensions of burnout (r = -.45 and -.32 at .01 level).

Correlation analyses indicated significant relationships between

hardiness dimensions and job involvement. Emotional

exhaustion was found to be significantly and negatively related

with all personality hardiness dimensions. Other dimensions are

not found to be consistently significant with other burnout

dimensions except commitment and total personality hardiness

with depersonalization. Commitment has positive relation with

depersonalization, which says that as commitment increases

people start becoming impersonal and having cynical feeling

towards the recipient of one's services. Total personality

hardiness shows negative relationship with emotional exhaustion

and depersonalization which shows that high hardiness resist

from being burned out in the sample. These findings partially

confirm our second hypothesis that hardiness has beneficial main

effects in reducing burnout.

Table 2: Correlation Between Various Independent Variables

And Dependent Variables In The Sample

Table 3: Stepwise Multiple Regression Analysis

(Emotional Exhaustion as Criterion Variable)

Table 4: Stepwise Multiple Regression Analysis
(Depersonalization as Criterion Variable)

Table 5: Stepwise Multiple Regression Analysis
(Personal Accomplishment as Criterion Variable)

Variables Emotional

Exhaustion

Depersonalization Personal

Accomplishment

Job Involvement -.13 -.22* .24*

Commitment -.49** .62** -.19

Challenge -.23* .16 .04

Control -.26* -. 09 .08

Total Personality

Hardiness

-.45** -.32** .01

PREDICTORS MULTIPLE

R

R- SQUARE F P

Commitment .76 .59 5.16 .0254*

Job

Involvement

.78 .61 2.82 .0962

Control .80 .64 1.37 .2440

PREDICTORS MULTIPLE

R

R- SQUARE F P

Commitment .61 .38 60.96 .0000**

Total Personality

Hardiness

.67 .45 13.21 .0005**

Control .83 .68 1.73 .1912

PREDICTORS MULTIPLE

R

R- SQUARE F P

Jon Involvement .45 .20 4.32 .0405

Control .47 .22 2.67 .1055

Commitment .49 .24 2.22 .1392



29Personality Hardiness, Job Involvement and Job Burnout Among Teachers

The multiple r provides an indication of the amount of variance in

1 set of variables that is accounted for by another set of variables.

A minimum variance of 10% is considered significant and

meaningful. 3 stepwise regression analyses were conducted. In

the first, emotional exhaustion was the criterion variable, and the

predictor variable were job involvement, commitment,

challenge, control and total personality hardiness.

Table 3 indicates a significant overall multivariate effect:

multiple r = 0.76. The r indicated that 64% of the variance in

emotional exhaustion was accounted for by the commitment, job

involvement and control. Commitment was the first variable

entered and explained 59% of the variance (P<0.05), followed by

job involvement, which accounted for an additional 2% of the

variance which is not significantly explained. Control was the

final construct to enter the equation, and the variance was raised

3% to a cumulative r of 64%.

A significant amount of emotional exhaustion was explained

only by commitment dimension of personality hardiness.

The second stepwise multiple regression analysis used the

depersonalization dimension of burnout as the criterion variable

and similar predictor variables (see table 4). The multiple r was

significant r = 0.61 and 0.67, F = 60.96 and 13.21. Commitment

entered into the equation first and accounted for 38% of the

variance, followed by total personality hardiness, which added

7% (P< .0001). Job involvement and control were not significant

variables in this analysis.

Third stepwise multiple regression analysis used the personal

accomplishment dimension of burnout as the criterion variable

and job involvement, commitment, challenge, control and total

personality hardiness as the predictor variables. The multiple r

was not found significant.Although job involvement entered into

the equation first followed by control and commitment (see table

5)

A significant amount of burnout was explained by commitment

and total personality hardiness. Specifically, lower level of

burnout was predicted by high level of commitment and high

level of personality hardiness.

The findings of the present study show that University teachers

have a lower level of burnout. They have low feeling of

emotional exhaustion and depersonalization and high feeling of

personal accomplishment, which reflects a low burnout in them.

They have a stronger feeling of being capable of attaining their

goals and therefore, not becoming much depersonalized and

emotionally exhausted. We can say that these teachers have lower

burnout because of their ability to deal with the multifarious

problems of students and other type of problems effectively and

efficiently. Due to these feelings they do not feel bad about

themselves and about others and about the job they have. Thus

the feeling of competence and self-worth are high enabling them

to counteract burnout. In the present study it has been found that

personality hardiness is negatively related to job burnout. These

teachers feel that behavior and action are in their control and

believe that changing events are natural outgrowth of their

actions and behavior.

The stepwise multiple regression analyses summarize that

commitment and total personality hardiness are the significant

predictors of job burnout among university teachers.

Finally, one may draw the conclusion that teachers of the

University feel low burnout due to a high level of hardiness and

job involvement.
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INTRODUCTION

“The need for good governance is not something that is typical to

our country or economy. Even in the countries where regulatory

mechanisms are more demanding in their content and more

vigilant in their implementation, flagrant violations under the

veil of corporate impenetrability have generated a strident

demand for better governance. The advent of the information

age has created an awakened shareholder, vigilant public and an

almost predatory journalistic fervour. Depending upon the

model of corporate disclosure followed by different legal

frameworks, the right to information has forced corporates to

divulge more than they ever did.”

Corporate Governance has been gaining momentum across the

world due to miserable corporate failures unethical business

practices, insufficient disclosure and transparence, inefficient

management board and social concerns. As always, after a slew

of scandals and corporate fraud there are cries of outrage, demand

for bringing culprit to book, suggestions over how to improve

corporate governance, setting up of another committee and

corporate governance dominating the political and business

agenda. Scams have almost become a regular feature; we had

Harshad Mehta scam, Ketan Parikh scam, UTI scam, Bhansali

scam, Satyam Scam and many more. The corporate frauds that

we are witnessing today are of greater in frequency, intensity and

magnitude. Thanks to the bubble of technology which has made

these frauds more visible.

The basic reason for increase in rate of scams is the prevailing

inequality. Inequality can be the greatest threat to corporates in

today's connected world. People can live in poverty but not in

injustice.

The glorification of greed in corporations for the personal

enrichment of the senior executives has worsened the inequality.

The belief that corporations have to maximize only shareholders

value can no more hold true in today's scenario. The value of

corporation is created by cooperation of various stake holders

including employees, customers, suppliers and community at

large, as the corporation's goal should not be prosperity of few but

of many.

The legal and administrative environment in India provides

excellent scope for current practices in business. As a result

unless a management is committed to be honest and observe the

principles of prosperity, the atmosphere is to tempting to observe

good corporate governance in practice.

According to N. R. Narayanmurthy, Corporate Governance is no

longer a luxury, but a necessity. There is a gap between percept

and practice of Corporate Governance. Feudal mindset,

manifold regulations, lack of concern for society, a sense of

insecurity and greed are some of the reasons for it, he says.

Though by the very nature of the concept of Corporate
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Governance, it cannot be exactly defined however the following

definition given by experts can help us to understand the concept

better.

The World Bank defines corporate governance as “The blend of

law, regulation and appropriate voluntary private sector practices

which enables the corporation to attract financial and human

capital, perform efficiently and there by perpetuate it by

generating long term economic value for its shareholders, while

respecting the interest of stakeholders and society as a whole.”

“Corporate Governance is not just corporate management; it is

something much broader to include a fair, efficient and

transparent administration to meet certain well-defined

objectives. It is a system of structuring, operating and

controlling a company with a view to achieve long-term strategic

goals to satisfy shareholders, creditors, employees, customers

and suppliers, and complying with the legal and regulatory

requirements, apart from meeting environmental and local

community needs. When it is practiced under a well-laid out

system, it leads to the building of a legal, commercial and

institutional framework and demarcates the boundaries within

which these functions are performed.”

While most organizations are interested in evaluating their

corporate governance practices, they are quite ignorant on how to

do it Thus the very basis for failure of corporate

governance is formed. A partial solution to this was provided by

making people especially young managers aware of the concept

of corporate governance by introducing it as a part of B-school

curriculum. Thus the major responsibility lies on the shoulders

of academicians who are considered as real intellectuals in

imparting the concept of corporate governance in the mind of

young professionals.

Thus the research focuses on studying the comparative analysis

of the perception of male vs female academicians regarding the

corporate governance reasons for its failure. Because the

correctness of the knowledge they are imparting to buddying

managers will depend on their perception about the whole

concept.

In 1998, the “India's

premier business association,” unveiled India's first code of

Corporate Governance. CII stated that “Corporate Governance

deals with laws, procedures, practices and implicit rules that

determine a company's ability to take managerial decision vis-à-

vis its claimants in particular and its shareholder's creditors…..

There is a global consensus about the objective of good corporate

governance maximizing shareholder's value.”

In words of “Corporate governance is about

promoting corporate fairness, transparency and accountability”.

Furthermore OECD defines corporate governance as “Corporate

governance is the system by which business corporations are

directed and controlled. The corporate governance structure

specifies the distribution of rights and responsibilities among

different participants in the corporation, such as, the board,

managers, shareholders and other stakeholders, and spells out the

rules and procedures for making decisions on corporate affairs.

By doing this, it also provides the structure through which the

company objectives are set, and the means of attaining those

objectives and monitoring performance”

Some of the experts view corporate governance as managing the

relationship among various corporate stakeholders

studied that even at the level of the largest firms;

corporate ownership structure tends to be highly concentrated.

has pointed out that lack of diversity on the board

of Directors and potential shareholder as also one of the problem.

Working on the same lines point out

lack of proper control mechanisms and ethical standards among

corporates.

found that companies with better

corporate governance have better financial performance than

companies with poor corporate governance. It is well supported

by Jensen and and .

They found good corporate governance really helps owners to

exert control over corporate affairs. Corporate governance

mechanism gives commanding position to the owners to manage

corporate insiders and managers.

While good corporate governance in Indian organizations like

ICICI and HDFC have been examined and listed

the Satyam fiasco has opened it all up. Poor corporate

governance has been the bane of Indian industry and the erosion

of investor confidence and it is now clear that certain key IT,

media and entertainment scripts are being brazenly manipulated

on the stock exchanges

in a study with reference to Satyam states poor

governance can lead to disaster, and India has seen plenty of that

in recent years. Before Satyam, Mumbai brokerage First Global

estimates, shareholders had lost some $2 billion from scandals

and bad governance since Corporate ethics and

accounting have been traditionally poor in India despite the

exposure of many companies to international standards

Some researchers have been optimistic in their approach.

claim the Indian corporate

governance system has both supported and held back India's

ascent to the top ranks of the world's economies. Still, Indian

corporate governance has taken major steps toward becoming a

system capable of inspiring confidence

have also highlighted several reasons for failure of

corporate governance in India and China

argue in their paper that, to

overcome problems in corporate governance, different

mechanisms can be applied. These mechanisms can be internal

or external (audit committee).

Another way to overcome the problems of corporate governance

is to develop correct understanding of principles of corporate

governance among budding managers which is the basic

Garrat (2003).
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responsibility of academicians.

It is, therefore, appropriate that we consider what exactly we

mean by the term `corporate governance'. The expression has

been employed and studied differently in the last decade,

suggesting that a universally accepted definition might yet

emerge `Governance' as a subject area and

descriptive term has been employed in the literature at the level of

the transaction, team

resource firm policy

market

and , and nation

and (Griffiths and Zammuto, 2005) using a

multiplicity of theoretical perspectives The

specific concept of corporate governance has a cross cutting

nature that also defies organizing principles of academic, in that

it has implications for law, finance and accounting, general

business, leadership, entrepreneurship, etc., and so defies

dominance by any single subject area (Cheffins, 1999).

A scan of bibliographic databases ProQuest and EBSCO for the

period 1996-2006 shows 2,418 and 7,299 scholarly and peer

reviewed articles respectively on corporate governance as

opposed to 207 and 434 in the period 1985-1995 (figure given

below). An archival analysis of publications by the Academy of

Management in its various journals finds 40 scholarly papers

written from 1996-2006 on corporate governance, while only 10

were written on the subject from 1986-1995, suggesting a rising

interest among academics in business disciplines. Several of

these papers mention perceptions of declining trust as a central

issue in corporate governance today.

Turning to a practitioner orientation, the Harvard Business

Review case study database counts 62 cases on corporate

governance in the period 1985-1995, while the decade 1996-

2006 found 253 cases, suggesting significantly increased

practitioner interest in the subject.

We as academicians also felt a responsibility to understand the

views of our peers on the concept and to analyze whether there is

a difference in perception of male and female academicians on

reasons as for failure of corporate governance.

The objective of the research is to study the perception of

academicians regarding the reasons for failure of Corporate

Governance in India. After doing extensive literature review,

four main reasons for failure of corporate governance were

identified namely:- Incentive, external monitoring system,

internal control, and leadership. Keeping in mind the above

reasons for failure of corporate governance the paper focuses on

the following research objectives:-

To study the academician's perception (male vs female)

regarding the significance and extent to which the four

factors namely:- Incentives, Poor external monitoring

system, Internal control and Ineffective top leadership are

responsible for failure of corporate governance.

To identify any other reason for failure of corporate

governance in India.

To identify the significance and the extent of various factors

responsible for poor internal control as perceived by male &

female academicians.

To identify the significance and the extent of various factors

responsible for proper performance evaluation system as

perceived by male & female academicians.

To identify the significance and the extent of various factors

responsible for good incentive scheme as perceived by male

& female academicians.

To identify the significance and the extent of various factors

responsible for good effective external monitoring system

as perceived by male & female academicians..

To identify the significance and the extent of various factors

responsible for effective top leadership as perceived by male

& female academicians.

What is the perception of academicians regarding the reasons for

failure of corporate governance?

The methodology of study explains the systematic way of finding

the answers to pre-determined questions. Moreover, this

provides the clear path to accomplish and achieve the clear

solution for the problem stated. The reliability, strength and

accuracy of the study mainly depend upon the Methodology.

Methodology shall be considered as the methods used in this

study in selecting samples, sample size, data collection and

various tools for data analysis and Interpretation. The present

study is on empirical investigation and analytical in nature

including Field survey. The data collected has been analyzed and

tabulated in suitable forms, keeping in view the objectives of the

study. To conduct the study, a questionnaire was formulated on all

parameters detailed in the objectives.

(Cheffins, 1999).

(Kaufman and Englander, 2005),

(Mayer, 2006), (Monks and Minow, 2003),

(Clarkham 1998 and Griffiths and Zammuto, 2005),

(Witherell, 2002) (Sasseen and Weber 2006)

(Macdonald 2000)

(Mallin, 2004).

Figure Increase in Scholarly and Peer Reviewed Governance

Papers in Pro Quest and EBSCO
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Sample Size

Statistical Tools used for DataAnalysis

The opinions and attitudes from 81 people belonging to academia

in management field were obtained. 40 were male academicians

and 41 female academicians. These people spanned across Delhi

& NCR region. Almost all of them had experience in teaching or

had research interests related to corporate governance and the

service in academia was considered only. In fact, only a single

person did not know about the concept of Corporate Governance

or its application by large organizations.

1. Friedman Test is used to test the extent to which these factors

(Lack of incentives, Poor external monitoring system, Internal

control, and Ineffective top leadership) are responsible for the

failure of corporate governance.

2. To rank the various factors responsible for poor internal

control, lack of incentives, poor external monitoring system and

ineffective top leadership, Friedman test is used.

Factors were ranked on 1-4 scale for Q No. 4 and 1-5 for Q.No.5

to 9 where 1 was the least important factor and 5 was the most

important factor. Total no. of respondents was 81 and except 1 all

respondents were aware of the concept of corporate governance.

Out of total, 4 respondents felt that corporate governance has

been a total success. While majority of people (55) felt the

concept of corporate governance as practical and appealing, most

of them feel it has been a failure.

Out of total, 18% respondents were of the view that corporate

governance in India is a complete failure while 65% feel it was

somewhat failure. 9% respondents were not sure of this aspect.

The significance (.000) is less than (0.05), shows that all the

above factors (lack of incentives, poor external monitoring

system, internal control, ineffective top leadership) are

significant for failure of corporate governance. See Table 1.2.

Ranks were given to four factors both by male and female

academicians. Both perceived lack of incentives (mean rank

3.22 by male & 3.19 by female) followed by poor external

monitoring system (mean rank 3.15 by male & 3.17 by female)

as important factors whereas internal control (mean rank 2.00

by male & 2.02 by female) and ineffective top leadership

(mean rank 1.63 by male & 1.62 by female) were not much

responsible for failure of corporate governance as compare to

first two factors. Refer to Table 1.1

a Friedman Test

Table 2.2 indicates the reasons responsible for poor internal

control.

As the significance (.000) is less than (0.05) hence all the factors

(improper documentation of authority, ineffective

communication to staff about policies and procedures, lack of

independent, internal audit, unawareness of corporate

governance policy in organization and insufficient security of

records) are responsible of poor internal control.

The ranking implies (see Table 2.1) that Ineffective

communication to staff about policies and procedures (mean rank

3.20 by male & 3.26 by female) is the biggest concern for poor

internal control. Males perceived lack of independent and

internal audit and insufficient security of records (mean rank

3.11) as equally responsible for poor internal control. While

females ranked insufficient security of records (mean rank 3.11)

as the second most important factor followed by lack of

independent internal audit (mean rank 3.08) for poor internal

control.

RESULTSANDANALYSIS

Table 1.1

Table 1.2 Test Statistics

INFERENCE

Table 2.1

Table 2.2

INFERENCE

Ranks

Test Statistics

Ranks

CORPORATE GOVERNANCE FAILURE IN INDIA

18%

65%

9%
8%

COMPLETELY

SOMEWHAT

CAN'T SAY

NOT AT ALL

Male Female

N 40 42

Chi-Square 47.130 48.486

Df 3 3

Asymp. Sig. .000 .000

Mean
Rank

(Male)

Mean
Rank

(Female)

Lack of incentives 3.22 3.19

Poor external monitoring
system

3.15 3.17

Internal control 2.00 2.02

Ineffective top leadership 1.63 1.62

a Friedman Test

Male Female

N 40 42

Chi-Square 2.583 3.215

Df 4 4

Asymp. Sig. .000 .000

Mean
Rank
(Male)

Mean
Rank
(Female)

Improper documentation of
authority

2.74 2.75

Ineffective communication to
staff about policies and
procedures

3.20 3.26

Lack of independent internal
audit

3.11 3.08

Unawareness of corporate
governance policy in
organization

2.84 2.80

Insufficient security of
records

3.11 3.11
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Table 3.1

Table 3.2

INFERENCE

Table 4.1

Table 4.2 Test Statistics

INFERENCE

Table 5.1

Table 5.2 Test Statistics

INFERENCE

Table 6.1

Table 6.2 Test Statistics

Ranks

Test Statistics

Ranks

Ranks

Ranks

a Friedman Test

As far as reasons responsible for proper performance evaluation

system is considered academicians perceived that all the factors

(predefined performance targets, monitoring performance, on an

ongoing basis, proper collection and representation of

performance data, transparency in performance evaluation and

review of performance indicators) are significant. This is

reflected as the significance (.000) is less than (.05). See Tale 3.2

Academicians, both male and female considered pre defined

performance target (mean rank 3.40 by male & 3.36 by female)

and review of performance indicators (mean rank 3.40 by male &

3.38 by female) as the most important factor for proper

performance evaluation system. They both felt monitoring

performance on an on going basis (mean rank 3.08 by male &

3.07 by female) is also one of the important factors for the same.

The result indicated that academicians ranked proper collection

and representation of performance data and transparency in

performance evaluation lower as compared to other factors.

a Friedman Test

Table 4.1 reflected the true picture of the factors responsible for

good incentives scheme. They considered market correction

based (mean rank 3.08 by male & 3.07 by female) as well as

seniority based (mean rank 3.00 by male & 2.98 by female)

important but the incentives based on personal relations (mean

rank 3.33 by male & 3.31 by female), ranks the highest. The

reason might be the honest views of the academicians as most of

them are working in privately owned institutions.

a Friedman Test

It is also interesting to note that the professional relationship with

external auditor and statutory inspector (mean rank 2.92 by male

and 2.93 by female) was looked up as one of the most important

reasons for good effective external monitoring system. The

factors like proper documentation and record keeping (mean

rank 2.60 by both male and female) holding quality accreditation

(mean rank 2.38 by both male & female) and awareness of

relevant statutory bodies (mean rank 2.10 by both male &

female) followed them. Refer to table 5.1.

a Friedman Test

Male Female

N 40 42

Chi-Square 12.180 10.857

Df 4 4

Asymp.
Sig.

.000 .000

Mean Rank
(Male)

Mean Rank
(Female)

Predefined performance
target

3.40 3.36

Monitoring performance on
an ongoing basis

3.08 3.07

Proper collection and
representation of
performance data

2.72 2.74

Transparency in
performance evaluation

2.40 2.45

Review of performance
indicators

3.40 3.38

Male Female

N 40 42

Chi-Square 3.240 3.010

Df 4 3

Asymp. Sig. .000 .000

Mean Rank
Male

Mean Rank
Female

Performance based 2.72 2.74

Seniority based 3.00 2.98

Personal relation 3.33 3.31

Time based 2.88 2.90

Market correction
based

3.08 3.07

Male Female

N 40 42

Chi-Square 8.790 9.343

Df 3 3

Asymp. Sig. .000 .000

Mean Rank
(Male)

Mean Rank
(Female)

Awareness of relevant
statutory regulation

2.10 2.10

Proper documentation and
record keeping

2.60 2.60

Holding quality accreditation 2.38 2.30

Professional relationship with
its external auditors and
statutory inspectors

2.92 2.93

Male Female

N 40 42

Chi-Square 6.080 5.295

Df 4 4

Asymp. Sig. .000 .000

Mean Rank
(Male)

Mean Rank
(Female)

Power of dominant
shareholders

2.92 2.98

Shortage of independent
directors

3.13 3.10

Clear agreement among
partners

2.88 2.88

Ranks clarity about role and
responsibility among to
leaders

2.63 2.64

Knowledge about corporate
governance issues

3.45 3.40
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INFERENCE

1. Transparency

2. Self-less-ness

3. Unity of Command, Delegation of Authority and

Accountability

4. Ethical Approach

5. Lack of Awareness

6. Traditional debauchery, Nepotism, Red-tapism

7. Lack of mandatory corporate governance review and

publication
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Name: _______________________

(Please tick)

Gender: Male ( ) Female ( )

Age: (Please tick)

25 to 35 years ( ) 35 to 45 years ( ) 45 and above ( )

(a) Yes (b) No

(a) Yes (b) No (c) Somewhat

(a) Completely (b) Somewhat

(c) Can't say (d) Not at all

Lack of incentives

Poor external monitory system

Internal Control

Ineffective Top leadership

Improper documentation of authority

Ineffective communication to staff

about policies & procedures

Lack of independent internal audit

Unawareness of Corporate Governance
policy in the organization

Insufficient security of records

Predefined performance targets

Monitoring performance on an ongoing basis

Proper collection & representation
of performance data

Transparency in performance evaluation

Review of performance indicators

Performance based

Seniority based (designation)

Personal relation

Time based

Market correction based

Awareness of relevant statutory regulation

Proper documentation and record keeping

Holding quality accreditation e.g. ISO

Professional relationship with its external
auditors and statutory inspector

Power of dominant shareholders

Shortage of independent Directors

Clear agreement (Legal & Financial issues)
among the partners

Clarity about roles & responsibility among
top leaders

Knowledge of Corporate Governance issues

1. Are you aware of the concept of Corporate Governance?

2. If yes, do you find the concept practical & appealing?

3. According to you has the concept been a failure in India?

4. Please rank the following for the failure of Corporate
Governance. (on a scale of 1-4 in ascending order):

5. Please indicate the extent / significance (on a scale of 1-5
in ascending order) responsible for poor internal control.

6. Rank the following factors (on a scale of 1-5 in ascending
order) responsible for proper performance evaluation
system:

7. Rank the following factors (on a scale of 1-5 in ascending
order) responsible for good incentive scheme:

8.Rank the following factors (on a scale of 1-5 in ascending
order) responsible for good effective external monitoring
system:

9. Rank the following factors (on a scale of 1-5 in ascending
order) in order of significance for effective top leadership:

Factors Ranking

10. Please suggest any other reason if any for failure of
Corporate Governance in India.

Factors Ranking

Factors Ranking

Factors Ranking

Factors Ranking

Factors Ranking

Annexure -I

Questionnaire

This survey is undertaken as a part of Academic Research
Project on “Corporate Governance Failure in India: A Study of
Academicians Perception”.
Kindly read the instructions below and fill-up the form.

Instructions
1. Please read the questions carefully before answering them.
2. Kindly tick your choice from the options given against the
questions.
3. All the information acquired shall be kept confidential.
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INTRODUCTION CONSUMERAWARENESS

CONSUMER SATISFACTION

REVIEW OFLITERATURE

Solar hot water heaters use the sun to heat either water or a heat-

transfer fluid in collectors. There are passive systems and active

systems. A typical system will reduce the need for conventional

water heating by about two-thirds. Sometimes the plumbing from

a solar heater connects to a house's existing water heater, which

stays inactive as long as the water coming in is hot or hotter than

the temperature setting on the indoor water heater. When it falls

below this temperature, the home's water heater can kick in to

make up the difference. High-temperature solar water heaters can

provide energy-efficient hot water and hot water required for

large commercial and industrial facilities. Water heating can

account for 30% of a household's energy use. A solar hot water

heater can be able to facilitate the same amount of water for a

fraction of the cost. Consumer satisfaction is seen as proof of

delivering quality product or service. Higher consumer

satisfaction is an index of perceived quality. That consumer

satisfaction when delivered brings sales growth and market

share. These in turn will not only generate higher profits, but will

provide competitive strength for long-term business vitality and

growth. When homes are designed well and include such

measures as passive solar heating measures, operating costs are

significantly lower. Whether the buyer is satisfied after purchase

depends on the offer's performance in relation to the buyer's

expectations. In general, satisfaction is a person's feelings of

pleasure or disappointment resulting from comparing a product's

perceived performance (or outcome) in relation to his or her

expectations.

The link between customer satisfaction and customer loyalty is

not proportional. High satisfaction or delight creates an

emotional bond with the brand or company, not just a rational

preference. Most successful companies are raising expectations

and delivering performance to match. These companies are

aiming for TCS Total Customer Satisfaction.

Consumer awareness is created from past buying experience,

friends, associates advice, marketers, competitor's information

and promises. Most successful companies are raising

expectations and delivering performance to match. Substantial

portions are aware of solar and portions have had past experience

with solar water heater. Water heating aware is generated from a

variety of sources with books and magazines being the most

common source. Few of the consumers are aware of solar water

heating on an unaided basis, while majority are aware of solar in

total. Awareness of solar working in conjunction with electricity

is almost double that of awareness of solar working with gas.

Consumer satisfaction is seen as proof of delivering quality

product or service. Whether the buyer is satisfied after purchase

depends on the offer's performance in relation to buyer's

expectations.

The paramount goal of marketing is to understand the consumers

and to influence buying behaviour. One of the main perspectives

of the consumer behaviour research analysis buying behaviour

from the so-called “information processing perspective”

(Holbrook and Hirschman 1982). According to the model,

consumer decision making process companies a need satisfying

behaviour and a wide range of motivating and influencing factors

(Engel, Blackwess et al. 1995)

Marketing analysis consumer satisfaction by employing a

psychologically grounded concept of attitudes (Bardeijahn 1988,

Ronis,Yates et al 1989, Luzar and Cosse 1998).

HussainAl Madani studies a batch solar water heater in Bahrain

consisting an evaluated the product service system concept has

been suggested as a way to contribute to the solar heater system

level improvement (Goedkoop, Van Helen et al 1999, Mount

Consumer Awareness and Satisfaction towards
Solar Heater System

Dr. R. Ganapathi*

*Assistant Professor in Commerce, DDE, Alagappa University

ABSTRACT
Energy conservation and environmental protection have today emerged as pressing issues and are being accorded top
most priority by companies all over the world. In the present scenario of depleting natural non-renewable resources, it
is becoming increasingly important to harness energy from other alternative sources. Sun and wind have become two
widely harnessed sources of energy. Solar heating has become the order of the day and is a very low cost and efficient
alternative. Although initial set up costs are high, they are energy and cost effective in the long run. Having the
responsibility to hand over a cleaner, greener and safer environment to the next generation, it is high time we switched
over to these form of energy. This study covers an analysis of the extent of awareness and satisfaction among
consumers of solar water heating system.
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2000).

Information processing perspective marketing analysis

consumer satisfaction by employing a psychologically concept

of attitudes (Basderjahn 1988, Ronis, Yates et al 1989, Luzar and

Cosse 1998).

This study gives us the facts about the solar water heater system.

These solar hot water heaters offers benefits behind that of

economic gain by reducing of electricity and gas consumed, and

also solar hot water heaters help reduce pollutants. Thus, by this

study we have come across the facts about how many consumers

are aware of the solar water heaters and their usages and also

about the level of satisfaction of customers on the usage of this

product.

TATA, Good sun, Sunlit systems, Surya water heaters are

different companies that are taken for study. The research was

carried over by distributing questionnaires to the various

customers of all these companies. There are also respondents

having more than two solar water heaters of which either one is of

some other brand that is not of the companies that are taken for

this study.

The study carried over, enables these solar water heater

companies to understand about consumes attitude of perception

towards the product, which has helped them to promote their

product to consumers by providing them with various

information about the product. The companies can understand

about the negative feeling about the product and they have to

come forward to erase out all negatives, which would create more

satisfaction among consumers.

The progress and prosperity of the Solar Heater system depends

upon the effective utilization of the resources, which in turn

improves the level of output. Awareness and satisfaction of the

consumers is an important aspect which helps or leads to achieve

the targets of the market. Solar water heater system can be one of

the best investment made in a solar energy technology. Around

30% of a household's energy costs come from water heating.

Solar hot water heaters are capable of facilitating the same

amount of heated water at a fraction of the energy expense

compared to contemporary water heating systems. A solar hot

water heating array's performance is dependent on the intensity

of the sun in its location. Solar hot water heaters offer benefits

beyond that of economic gain by reducing of electricity and gas

consumed, solar hot water heaters help to reduce pollutants.After

the payback period of the solar hot water heater, water heating

only costs as much as maintenance of the system. Another

advantage, assuming a non-booster heating system, is that water

heating costs will have no variance on the market price of energy.

Efficient products usually cost more, in some cases there may be

little or no added initial cost. Most efficient products are also

premium products, so it is difficult to say that you are paying for

the efficiency. In some instances, efficiency can even reduce first

cost, as in the case where smaller, properly sized heating and

cooling systems can be installed if they are highly efficient. High-

performance homes offer huge savings in terms of occupant

comfort and safety, and reduced litigation and callbacks. This

study has been undertaken to analyze the extent of awareness and

satisfaction of respondents towards solar heater system.

1. To know the trend of solar systems.

2. To study the awareness level of consumers in solar systems.

3. To examine the factors influencing selection of the solar

systems.

4. To assess the level of satisfaction of consumers in using the

solar systems and

5. To identify the problems faced by the consumers in using the

solar systems and to offer concrete suggestions.

Manufacture / production of goods must satisfy the requirements

of consumers. If consumers reject the goods or do not have liking

for the goods, then the entire production becomes a waste. It is,

therefore, necessary on the part of manufacturers to understand

the requirements of consumers. The study is confined to examine

the extent of satisfaction of respondents / users of solar heater

systems only.

Research methodology is a way to systematically solve the

research problem. It may be understood as science of studying

how research is done scientifically. Sampling is simply the

process of learning about the population on the basis of a sample

drawn by it. A sample is a subset of population units. The

researcher has selected the respondents using random sampling

method. The samples were drawn from the population of 125

respondents. Questionnaire have been designed and distributed

to the respondents to elicit primary data. The data, were collected

from the consumers on Random basis. These data were analyzed

through descriptive analysis, chi-square analysis, five point

scaling techniques and average score analysis. The period of

study for researchers is from June 2009 to September 2009.

The study has the following limitations:

1. The study covers Coimbatore city only.

2. The result obtained in the present study cannot be generalized

to any other solar products.

3. The result of the study mainly depends upon the information

given by the respondents. Since the attitudes and character of the

respondents are subject to frequent changes, the results of the

study are based on the present conditions only.

NEED FOR THE STUDY

DIFFERENT SOLAR HEATER COMPANIES TAKEN

FOR STUDY

IMPORTANCE OFTHE STUDY

STATEMENT OFTHE PROBLEM

OBJECTIVES OFTHE STUDY

The study has been undertaken with the following objectives

SCOPE OFTHE STUDY

METHODOLOGY

LIMITATIONS OFTHE STUDY
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ANALYSISAND INTERPRETATION OFDATA

The results of the analysis of the collected data are presented

below:

TABLE 1: AGE OFTHE RESPONDENTS

TABLE 2: GENDER OFTHE RESPONDENTS

TABLE 3: TYPE OFFAMILY

TABLE 4: NUMBER OFMEMBERS IN THE FAMILY

TABLE 5: DUCATIONAL QUALIFICATIONS OF THE

RESPONDENTS

TABLE 6: OCCUPATION OFRESPONDENTS

TABLE 7: MONTHLY FAMILY INCOME OF

RESPONDENTS

Source: Primary Data

It is clear from the above table that respondents constituting 40%

are between the age limit of 41 years 60 years. Further

respondents constituting 8.8% are below 30 years. It is therefore

clear that maximum percentages of respondents are between age

limit 41 60 years.

Source: Primary Data

The table above clearly shows that 56% of respondents are male

respondents and remaining 44% of respondents are female

respondents. It is therefore clear that maximum percentage of

respondents are male respondents.

Source: Primary Data

The survey reveals that 34.4% of respondents are in joint family

and 65.6% of respondents are of nuclear type of family. It is

therefore clear that maximum percentage of respondents are in

nuclear type of family.

Source: Primary Data

It is clear from the above table that 41.6% of respondents are in

the family with number of members up to 3. 21.6% of

respondents are in family with more than 6 members. Therefore it

shows that maximum respondents are in the family with number

of members up to 3.

The table reveals that maximum of 44% of respondents possess

PG qualification, 37.6% of respondents possess UG

qualification, 14.4% of respondents possess school level

qualification and 4% of respondents are illiterates. Therefore we

can understand that maximum of respondents possess PG

qualification.

Source: Primary Data

The survey clearly shows that 50.4% of respondents are

businessman, 28.8% of respondents are employed, 15.2% of

respondents are under other occupational category, and 5.6% of

respondents are under agricultural occupation. It is therefore

understood that majority of respondents are businessmen.

Source: Primary data

The table clearly shows that 43.2% of respondents earns annual

family income between Rs.30,001 to Rs.45,000, 24.8% of

respondents earn income between Rs.15,001 to Rs.30,000,

19.2% of respondents earn income above Rs.45,001 and 12.8%

of respondents earn income less than Rs.15,000. Therefore it is

concluded that maximum of the respondents are between the

income level Rs.30,001 to Rs.45,000.

Source: Primary Data

GENDER
NUMBER OF

RESPONDENTS
PERCENTAGE

Male 70 56

Female 55 44

TOTAL 125 100

GENDER
NUMBER OF

RESPONDENTS
PERCENTAGE

Below 30 years 11 8.8

31 40 years 41 32.8

41 60 years 50 40.0

Above 60 years 23 18.4

TOTAL 125 100

TYPE OF

FAMILY

NUMBER OF

RESPONDENTS
PERCENTAGE

Joint 43 34.4

Nuclear 82 65.6

TOTAL 125 100

NUMBER OF

MEMBERS

NUMBER OF

RESPONDENTS
PERCENTAGE

Upto 3 52 41.6

4 to 6 46 36.8

Above 6 27 21.6

TOTAL 125 100

EDUCATIONAL

QUALIFICATION

NUMBER OF

RESPONDENTS
PERCENTAGE

Illiterate 5 4.0

School level 18 14.4

UG 47 37.6

PG 55 44.0

Others 0 0

TOTAL 125 100

OCCUPATION
NUMBER OF

RESPONDENTS
PERCENTAGE

Agriculture 7 5.6

Business 63 50.4

Employed 36 28.8

Others 19 15.2

TOTAL 125 100

ANNUAL
INCOME

NUMBER OF

RESPONDENTS
PERCENTAGE

Less than Rs.15,000 16 12.8

Rs.15,001 Rs.30,000 31 24.8

Rs.30,001 - Rs.45,000 54 43.2

Rs.45,001 and Above 24 19.2

TOTAL 125 100
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TABLE 8: REASONS FOR CHOOSINGSOLAR SYSTEM

TABLE 9: SOURCE OFAWARENESS OFCOMPANIES

TABLE 10: REASONS FOR CHOOSINGSOLAR SYSTEM

TABLE 11:ANYPROBLEMS IN SOLAR SYSTEM

TABLE 12: PROBLEMS FACED

HYPOTHESIS - I

TABLE 13: CHI-SQUARE VALUE PERSONAL

FACTORSAND REASON TO CHOOSE

Source: Primary Data

Source: Primary Data

The survey reveals that 63.2% of respondents choose solar

system since it does not consume power, 19.2% of respondents

choose solar system due to safety, 15.2% of respondents choose

because of long lasting feature and 2.4% of respondents choose

because it is economical. It is therefore revealed that maximum

respondents choose solar heater system because of no power

supply.

Source: Primary Data

The survey clearly shows that 36.8% of respondents came to

know about companies through relatives, 25.6% of respondents

through friends, 20.8% of respondents through the companies

themselves, 9.6% of respondents through newspaper and 7.2% of

respondents through television. It is therefore proved that

maximum respondents are aware of these companies through

relatives.

Source: Primary Data

The survey reveals that 63.2% of respondents choose solar

system since it does not consume power, 19.2% of respondents

choose solar system due to safety, 15.2% of respondents choose

because of long lasting feature and 2.4% of respondents choose

because it is economical. It is therefore revealed that maximum

respondents choose solar heater system because of no power

supply.

The survey discloses that 75.2% of respondents have no

problems in solar heater system and remaining 24.8% of

respondents have some problems in solar heater system. It is

clear from the survey that majority of respondents have no

problem with the solar heater system.

Source: Primary Data

The study interpret that 61.3% of respondents face the problem

of cost, further 22.6% of respondents face problem of no good

service and 16.1% of respondents face some other problems.

Therefore maximum numbers of respondents feel that the

problem is of cost.

The personal factors of the respondents have no significant

influence on the reason to choose solar heater system.

Source: Primary Data S Significant and NS - Not Significant

It is evident from the table that the hypothesis is accepted in three

cases and in other cases the hypothesis is rejected. It is concluded

that age, type of family, educational qualification, occupation

and experiences with the system have significant influence over

the reasons to choose the solar heater system.

REASONS
NUMBER OF

RESPONDENTS
PERCENTAGE

Economical 3 2.4

Long lasting 19 15.2

No power consumption 79 63.2

Safety 24 19.2

TOTAL 125 100

SOURCES
NUMBER OF

RESPONDENTS
PERCENTAGE

Television 9 7.2

Newspaper 12 9.6

Company 26 20.8

Friends 32 25.6

Relatives 46 36.8

TOTAL 125 100

REASONS
NUMBER OF

RESPONDENTS
PERCENTAGE

Economical 3 2.4

Long lasting 19 15.2

No power
consumption

79 63.2

Safety 24 19.2

Total 125 100

PROBLEMS
NUMBER OF

RESPONDENTS
PERCENTAGE

Yes 31 24.8

No 94 75.2

TOTAL 125 100

PROBLEMS

FACED

NUMBER OF

RESPONDENTS
PERCENTAGE

Costlier 19 61.3

No good service 7 22.6

No proper supply
of hot water

0 0

Others 5 16.1

TOTAL 125 100

Personal Factors
Chi-Square

Value
Table value S / NS

Age 19.011 16.919 S

Sex 4.686 7.815 NS

Type of Family 8.471 7.815 S

Number of members 5.331 12.592 NS

Educational qualification 24.344 16.919 S

Occupation 52.645 12.592 S

Annual Income 15.969 16.919 NS

Experience with the system 15.003 12.592 S
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HYPOTHESIS - II

TABLE 14: CHI-SQUARE VALUE PERSONAL

FACTORSAND NAME OFTHE COMPANYAWARE OF

HYPOTHESIS - 3

TABLE 15: CHI-SQUARE VALUE PERSONAL

FACTORSAND SOURCE OFAWARENESS

HYPOTHESIS - IV

TABLE 16: CHI-SQUARE VALUE PERSONAL

FACTORSAND NAME OFTHE COMPANYINSTALLED

HYPOTHESIS - V

TABLE 17 : CHI-SQUARE VALUE PERSONAL

FACTORSAND PURPOSE OFTHE SYSTEM

The personal factors of the respondents have no significant

influence on the name of the company they are aware of.

Source: Primary Data S Significant and NS - Not Significant

It is clear from the above table that the hypothesis is accepted in

four cases and in other cases the hypothesis is rejected. It is thus

concluded that age, type of family, educational qualification and

experiences with the system have significant influence over the

name of the company the respondents are aware of.

The personal factors of the respondents have no significant

influence on the source of awareness of the companies providing

solar heater system.

Source: Primary Data S Significant and NS - Not Significant

It is evident from the table that the hypothesis is accepted in four

cases and in other cases the hypothesis is rejected. It is thus clear

that sex, occupation, annual income and experience with the

system have significant influence over the source of awareness

The personal factors of the respondents have no significant

influence on the brand installed.

Source: Primary Data S Significant and NS - Not Significant

It is shown from the table that the hypothesis is accepted in four

cases and in other cases the hypothesis is rejected. It is concluded

that age, type of family, number of members and experience over

the name of the company installed the solar heater system.

The personal factors of the respondents have no significant

influence on the Purpose of the system.

Source: Primary Data S Significant and NS - Not Significant

It is evident from the table that the hypothesis is accepted in five

cases and in other cases the hypothesis is rejected. It is thus

concluded that sex, type of family and experience with the system

have significant influence over the purpose of the solar heater

system.

Personal Factors
Chi-Square

Value
Table value S / NS

Age 20.084 16.919 S

Sex 0.193 7.815 NS

Type of Family 14.663 7.815 S

Number of
members

5.378 12.592 NS

Educational
qualification

18.877 16.919 S

Occupation 6.177 12.592 NS

Annual Income 8.148 16.919 NS

Experience with the
system

13.665 12.592 S

Personal Factors
Chi-Square

Value
Table value S / NS

Age 16.478 21.026 NS

Sex 25.802 9.488 S

Type of Family 2.460 9.488 NS

Number of members 14.320 15.507 NS

Educational qualification 20.063 21.026 NS

Occupation 29.804 15.507 S

Annual Income 27.515 21.026 S

Experience with the system 36.127 15.507 S

Personal Factors
Chi-Square

Value

Table

value

S /

NS

Age 29.664 16.919 S

Sex 6.809 7.815 NS

Type of Family 27.753 7.815 S

Number of
members

21.663 12.592 S

Educational
qualification

11.607 16.919 NS

Occupation 6.917 12.592 NS

Annual Income 12.466 16.919 NS

Experience with the
system

31.565 12.592 S

Personal Factors
Chi-Square

Value
Table value S / NS

Age 16.485 16.919 NS

Sex 11.733 7.815 S

Type of Family 14.322 7.815 S

Number of members 6.932 12.592 NS

Educational qualification 7.833 16.919 NS

Occupation 11.004 12.592 NS

Annual Income 5.058 16.919 NS

Experience with the system 33.796 12.592 S
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HYPOTHESIS - VI

TABLE 18: CHI-SQUARE VALUE PERSONAL

FACTORSAND PROBLEMS FACED IN SOLAR HEATER

SYSTEM

The personal factors of the respondents have no significant

influence on the problem faced in the solar heater system.

Source: Primary Data S Significant and NS - Not Significant

It is evident from the table that the hypothesis is accepted in seven

cases and in other cases the hypothesis is rejected. It is concluded

that numbers of members have significant influence over the

problems faced in the solar heater system.

TABLE 19: AGE WISE SATISFACTION OF THE

RESPONDENTS ON THE VARIOUS FACTORS OF

SOLAR HEATER SYSTEM

TABLE 20: EDUCATIONAL QUALIFICATION WISE

SATISFACTION OF THE RESPONDENTS ON THE

VARIOUS FACTORS OFSOLAR HEATER SYSTEM

Source: Primary Data

It is observed from the table 19, that the respondents below 30

years have a high level of satisfaction with regard to capacity,

usage, service, subsidies, durability and goodwill on the purchase

of solar heater system. Whereas the level of satisfaction with

regard to the performance, payment terms and guarantee

schemes turns out to be moderate. Further, the response with

regard to the cost is the lowest.

The respondents in the age group of 31 40 years exhibit a high

level of satisfaction with regard to performance, capacity, usage,

service, durability and the goodwill of the above said product.

Whereas their response with regard to subsidies, payment terms

and guarantee is at a moderate level. Further their response

regarding the cost in this case also sounds lowest.

The respondent under the age group 41 60 years shows a high

level of satisfaction with regard to performance, capacity, usage,

service, durability and goodwill of the product. Whereas their

response on the factors like subsidies, terms of payment and

guarantee scheme turns out to be moderate. Further, their

response on the factor cost remains the lowest.

The respondents above 60 years have come out with high level of

satisfaction with response to the capacity, usage, service,

durability and goodwill placed on the product.

Considering the overall analysis of the data presented in the table

16, it is clearly found that most of the respondents are highly

satisfied with four factors capacity, usage, life of the system and

goodwill. The lowest level of response for the factor cost

signifies that almost all are dissatisfied with the cost of the

product.

The respondents under illiterate category have shown a moderate

level of satisfaction with regard to the factors like the

performance, capacity, usage, service, subsidy, terms of

payment, guarantee schemes and goodwill. They have shown a

lowest response with regard to the two factors cost and durability

of the product. None of them have exhibited a high level of

satisfaction on any of the factors.

The respondents who have studied upto school level exhibit the

high level of satisfaction with regard to the factors like

performance, capacity, usage, subsidy facility and goodwill.

Whereas they have shown a moderate level of response with

regard to factors like service provider, terms of payment and

guarantee schemes. Further, they response to the factor cost turns

out to be lowest.

The respondents who have had their studies upto UG as well as

PG level exhibit a high level of satisfaction with regard to

performance, capacity, usage, service, subsidy, terms of payment

and goodwill. Whereas the response level to the factors durability

and guarantee schemes is moderate. As in the above cases that

response with regard to cost is lowest. From table 17, it is evident

that almost all the respondent are highly satisfied with three

factors capacity, usage and subsidy facility. So also on the other

end all the respondents are dissatisfied with the cost of the solar

water heater system.

Personal Factors
Chi-Square

Value

Table

value
S / NS

Age 2.278 12.592 NS

Sex 1.192 5.991 NS

Type of Family 0.078 5.991 NS

Number of members 11.616 9.488 S

Educational qualification 7.967 12.592 NS

Occupation 0.176 9.488 NS

Annual Income 1.417 12.592 NS

Experience with the system 2.281 9.488 NS Education

al

Qualificat
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Performa
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Capaci

ty

Co

st

Usa

ge

Servic
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Subsi
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Payme
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Life
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syste
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Guaran

tee

Scheme

Goodw

ill

Illiterate
3.00 3.20

2.4
0

3.40 3.40 3.80 3.20 2.40 3.80 3.20

School
level 3.94 3.89

2.5
0

3.89 3.06 4.06 3.67 2.94 3.61 3.89

UG
4.02 4.26

2.3
8

4.72 3.85 4.64 4.13 3.85 3.30 4.38

PG
4.53 4.65

2.1
5

4.56 4.02 4.55 4.16 3.16 3.67 4.89
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SUGGESTIONS

CONCLUSION

REFERENCES

The suggestions made by the researchers based on the study are

as follows:

1. Awareness has to be created among all the consumers about

the product and the facilities available in it.

2. All companies can concentrate on greater promotional

measures.

3. The performance of the system has to be improved.4. More

financial facility and subsidy facility has to be made

available to the consumers.

5. The companies should try to reduce the cost of production

and thus reduce the price of the system.

6. The guarantee scheme and the payment terms has to be

concentrated more by the companies.

7. The Goodwill of the company has to be improved through

various measures.

8. The best method of usage has to be taught to the consumers

before they go in for using the solar heater system.

9. The company has to provide various services in order to

attract customers.

10. The specifications of the consumers has to be considered

and the production of such systems has to be developed

based on such specifications.

11. Awareness has to be created by providing more of television

advertisement.

12. Salesmen have to be sent door to door to explain about the

functions and its facilities.

13. These companies can improve its performance by providing

facilities that users get hot water even in rainy seasons.

14. Financial facility has to be provided by all the banks which

would enable the consumers to access easily. The terms and

conditions for availing the facility should be liberalized.

15. Percentage of subsidy provided by the government must be

increased.

16. The price of the product should be reduced by using

modernized technology, equipments which reduces the cost

of production.

17. The companies should increase the guarantee period, and the

terms of payment can be made easy for consumers by

extending period of payment.

18. The best method of usage has to be taught to consumers

before they go in for using the product.

19. The company has to provide free home delivery services,

after sales services in order to attract customers.

20. The specification of the consumers has to be studied by

regular study and the further production of such system has

to be developed based on such specification.

One of the surest sign for the deteriorating conditions in the sales

of the solar heater system is the cost of the system. Since the cost

is high most of the respondents feel that it would not be profitable

to purchase the system. The consumers are also not much

satisfied with the performance of the system, though they are

satisfied to a certain extent. Satisfied respondents like to perform

good communications to the friends, relatives and others about

the system. Satisfaction of the consumers about the solar heater

system is seen more in all levels in each and every company that

are providing with the solar water heater systems. Based on the

survey most of the respondents are satisfied with the

performance, capacity, usage of the system, life of the system and

goodwill of the concern.
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Introduction

The Concept of Risk

Significance of Risk Disclosures

In the words of Peter F. Drucker, "Management is doing things

right; leadership is doing the right things." Unequivocally, one of

the right things for the corporate world to do today is not only to

manage their risk effectively but also to keep investors informed

about the existing risks and the protective measures adopted.

Though corporate disclosure practices have been a subject matter

of immense debate and interest over the years, the unprecedented

fall of corporate behemoths around the world and the ensuing

financial crisis confronting economies globally has brought the

focus back to financial reporting and disclosure practices of

companies. It is firmly believed by some that had these

companies followed the disclosure practices more in spirit than in

letter, the crisis could have been contained to a certain extent or at

least it could have been saved from assuming the present

unmanageable proportions.

Webster's dictionary defines risk as “exposing to danger or

hazard”. West's Encyclopedia ofAmerican Law from the website

Answers.com defines risk as “the possibility of suffering harm or

loss; danger.” Thus, risk in general is perceived almost

completely in negative terms. In finance, risk refers to the

probability of the actual outcome of an investment being

different from the expected outcome. Van Horne defines risk as

“the variability of returns from those that are expected” [Van

Horne & Wachowicz, 2001]. Investors take investment decision

based on their disposition towards risk or their risk-taking

attitude. Investors who buy assets expect to earn returns over the

time horizon that they hold the asset. Their actual returns over

this holding period may differ from the expected returns and this

difference between the actual and expected returns is the source

of risk. The risk - return relationship in finance is based on the

famous maxim “Higher the risks, higher the expected returns”.

This implies that greater the amount of risk that an investor is

willing to take on, greater may be the potential return.

The total risk faced by the company arises usually from two

sources, internal also called unsystematic risk that is a result of

certain internal factors of the firm like strike, inexperienced

promoter, concentration of markets or customers, infrastructural

bottlenecks etc; and external sources also called systematic risk

arising from changes in the socio-economic and politico-legal

environment. Investors need to examine these factors thoroughly

as these can adversely affect the company's performance and

consequently their expected returns. At the same time, investors

should prudently analyze the management's perception to

address these risks so as to get a complete picture. Risks faced as

well as measure to address and manage them are one of the most

unique and useful set of corporate disclosures as they not only

reveal value diminishing information but also forewarn the

prospective investors before arriving at the final investment

decision.

Risk and uncertainty are an integral part of the investment

decision making process. While investors cannot completely

avoid capital market risk, however, the availability of reliable

and timely information can facilitate in assessing the risk better

and thereby mitigating it, enabling investors to take more rational

investment decisions. Transparent and accurate disclosures

assume importance as incomplete information fosters

uncertainty and uncertainty in turn creates risks. Further, the

level of growth and development of any capital market can be

gauged from the confidence that investors place in that market as

well as the extent to which their interests are protected against

risks arising from it.

Investor protection is of paramount importance for any capital

market to grow and become developed. Unequivocally, the most

effective weapon in the hands of investors against market

manipulations and frauds is “knowledge”.Armed with the power

of knowledge, the investor community can be well-equipped to

protect their interests by taking informed decisions and making

disciplined investments. Disclosures empower investors to take

informed decisions, thereby reducing their risk in the market and

protecting them from market manipulations. Adequate corporate

Risk Disclosures: Improving Their Relevance

Dr. Kumud Khurana*

*Faculty, IBS Chennai.

ABSTRACT
Corporate disclosure practices have long been a subject matter of interest and debate all over the world. But the recent
fall of Lehman Brothers in US followed by global financial meltdown and the Satyam scam in India have brought the
focus sharply back to financial reporting by companies. Timely and adequate disclosures, made in spirit than in letter,
empower the investors to take informed investment decisions under conditions of risk and uncertainty. Despite strict
regulations regarding disclosure requirements in Annual Reports and Offer Documents, the information disclosed by
Indian companies concerning risks faced and system in place to manage them is long on gloss and short on substance.
Subjectivity, quantification and a value diminishing proposition are some of the grey areas regarding risk disclosures.
The author has suggested 'corporate risk rating' and 'risk audit' as possible measures to make risk disclosures by
Indian companies more meaningful and relevant to investment decision making.



disclosures that are true and in the form needed by users ensure

greater transparency and better financial reporting. These are

among the hallmarks of sound and ethical governance practices

by companies.

OECD Principles of Corporate Governance 2004 also affirm that

the corporate governance framework should ensure timely and

accurate information on all material matters regarding the

corporation, including the financial situation, performance,

ownership and governance of the company. Disclosing the

foreseeable risk factors faced by a company find a place of

prominence in OECD's list (refer to Box 1). OECD Principles

further state that among its various responsibilities, the board

should fulfill the key function of reviewing the risk policy of the

company as well as ensuring that appropriate system of control is

in place, especially the system of risk management (

Users of financial information and market participants need

information on reasonably foreseeable material risks that

may include: risks that are specific to the industry or the

geographical areas in which the company operates;

dependence on commodities; financial market risks

including interest rate or currency risk; risk related to

derivatives and off-balance sheet transactions; and risks

related to environmental liabilities. The Principles do not

envision the disclosure of information in greater detail than is

necessary to fully inform investors of the material and

foreseeable risks of the enterprise. Disclosure of risk is most

effective when it is tailored to the particular industry in

question. Disclosure about the system for monitoring and

managing risk is increasingly regarded as good practice.

The board should fulfill certain key functions, including:

Reviewing and guiding corporate strategy, major plans of

action, risk policy, annual budgets and business plans; setting

performance objectives; monitoring implementation and

corporate performance; and overseeing major capital

expenditures, acquisitions and divestitures.

An area of increasing importance for boards and which is

closely related to corporate strategy is risk policy. Such policy

will involve specifying the types and degree of risk that a

company is willing to accept in pursuit of its goals. It is thus a

crucial guideline for management that must manage risks to

meet the company's desired risk profile.

Risk disclosures are one of the most unique and useful features of

the prospectus as it not only reveals value diminishing

information but also forewarns the prospective investors before

arriving at the final investment decision.

With a view to safeguarding interests of the investor community,

SEBI has undertaken measures mandating companies to disclose

risks (refer to Box 3), yet the existence of certain grey areas

potentially jeopardize the desired outcome. Clause 6.2 under

Section I titled 'Contents of the Prospectus' of Chapter 6 titled

'Contents of Offer Document' contained in the SEBI (Disclosure

and Investor Protection) Guidelines 2000 (henceforth called DIP

Guideline), states in unambiguous terms that the prospectus shall

contain all material information which shall be true and adequate

so as to enable the investors to make informed decision on the

investments in the issue. These DIP Guidelines provide a

comprehensive framework of regulations to be followed by

Indian companies including disclosures to be made in the offer

document, while coming out with their security issues in the

market.

Clause 6.7: Risk Factors

6.7.1 The Risk factors shall be printed in clear readable font

(preferably of minimum point 10 size).

6.7.2 The Risk factors shall be classified as those which are

specific to the project and internal to the issuer company and

those which are external and beyond the control of the issuer

company.

6.7.3 The Risk factors shall be determined on the basis of

their materiality.

6.7.4 Materiality shall be decided taking the following

factors into account:

6.7.4.1 Some events may not be material individually but

may be found material collectively.

6.7.4.2 Some events may have material impact qualitatively

instead of quantitatively.

6.7.4.3 Some events may not be material at present but may

be having material impacts in future.

6.7.5 The Risk factors shall appear in the prospectus in the

following manner:

6.7.5.1 Risks envisaged by Management.

6.7.5.2 Proposals, if any, to address the risks.

6.7.6 Any 'notes' required to be given prominence shall

appear immediately after the Risk factors.

refer to Box

2).

Box 1: The OECD Principles of Corporate Governance

(2004): Disclosure and Transparency

Foreseeable risk factors

Box 2: Annotations to the OECD Principles of Corporate

Governance (2004): Disclosure and Transparency

Certain Concerns Regarding Risk Disclosures

Box 3: SEBI (Disclosure and Investor Protection)

Guidelines 2000

Source: http://www.oecd.org/dataoecd/32/18/31557724.pdf

Source: http://www.oecd.org/dataoecd/32/18/31557724.pdf

Source: http://www.sebi.gov.in/guide/dip2009.pdf
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Despite strict regulations regarding the disclosure requirements

in the Annual Reports and Offer Documents of companies, the

information disclosed especially concerning their risk

management practices, is long on gloss and short on substance

(refer to Box 4). Quantification of possible damages or losses that

a company may incur in case of risk arising from internal or

external factors is hardly undertaken. Convoluted statements

confusing the investors and giving them a vague idea about the

risk faced by companies makes matters worse. Following are

some of the areas of concern regarding risk disclosures:-

K. Eresi and C. Vasanta Valli (2004) in their research paper

attempted to examine the risk disclosure practices, pattern

and perceptions of investors and intermediaries vis-à-vis

risk disclosures made in the Offer Documents of select IT

companies. A null hypothesis on whether the existing level

of disclosures had any impact on the returns of investors was

also tested using chi-square test of independence. The

results of the research revealed that risk disclosures are

observed more in letter than in spirit. These are basically

made to comply with SEBI norms and not much is done to

raise the level of awareness among the public regarding

risks of the IT industry. Also a general set of risk factors

disclosed by the majority of companies do not enlighten the

prospective investor on the exact level of risk he is exposed

to. Respondents perceived a gap between their expectations

and the actual disclosures and, therefore, desired to see an

increase in their level as well as quality, so as to take

informed investment decisions. As regards the null

hypothesis, it was found that disclosure levels had no

bearing on the returns to investors. To narrow this gap and

ensure better level of risk disclosure by IT companies, a

model framework was suggested based on the systems

approach.

Business today is acquiring newer and more complex

dimensions. The diversity of business and technological

advancements make it difficult to have a common yardstick to

identify the risks prevailing in businesses.

The regulations governing risk disclosure require companies to

report their internal and external risks. Lack of specificity as to

what these two categories of risks should entail, provides scope

for companies to play around with the spirit of law. Given this

situation, it is generally observed that companies disclose their

risks in a broad and generic manner leaving the investors clueless

about the real factors they would otherwise need to consider for

making a rational investment decision. For example, the

Management's Discussion and Analysis Report ('report') of

Grasim Industries Limited ('the Company') in its Annual report

for the year 2007-2008 has disclosed most of the risks (economic

risk, competitor risk, project execution risk, human resource risk,

interest rate risk, commodity price risk etc) faced in a general

descriptive format (refer to Box 5).

RISKS AND CONCERNS: Under this, the report

mentions that the Company has a comprehensive risk

management policy providing for risk assessment and

mitigation procedures, and the risk management

framework of the Company has also been reviewed by

Audit Committee.

The report further highlights the key risks affecting the

Economic Risk: Due to the opening of world trade and

diminishing tariffs, your Company is faced with the threat

of pressure on margins on products. To counter these, your

Company stepped up its focus on value added products by

upgrading and expanding manufacturing capacities and

increasing R&D. In addition, structural cost optimization

and cost control measures have been initiated.

Competitor Risk: The market is highly competitive with

the elimination of fiscal barriers and inroads of large

conglomerates into the country with inorganic growth

strategies. Your Company continues to focus on increasing

its market share and taking marketing initiative that help

customers in making informed decisions.

Another factor that undermines the utility of existing risk

disclosure practices and regulations is the challenge in

quantifying the risk. Needless to say that without a monetary

quantification, mere disclosure of existence and operational

implications of risks would not be of much help in an investment

decision. A further perusal of the Management's Discussion and

Analysis Report of Grasim Industries Limited in its Annual

Report for the year 2007-08 provides evidence to the fact that

companies fail to quantify risks that can be measured. For

instance, instead of merely narrating the foreign exchange risk

and/ or interest rate risk (refer to Box 6), a sensitivity analysis for

a reasonably estimated range of exchange rates and/ or interest

rates could have lent more meaning and weight to the whole

exercise. Information provided under the Management's

Discussion and Analysis in the Annual Report of Reliance

Industries Limited 2007-08 concerning challenges and risks is

also on similar lines (refer to Box7).

Box 4: A research study titled “Risk Disclosure

Practices, Pattern and Perceptions A Study on

Bangalore based IT Companies' IPOs”

Diversity of business

Subjectivity

Box 5: Management's Discussion and Analysis Report

of Grasim Industries Ltd in itsAnnual Report 2007-08

Company as below:

Quantification

Source: http://www.grasim.com/investors/downloads/

Grasim_Annual_Report_FY2008.pdf
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Box 6: Management's Discussion and Analysis Report of

Grasim Industries Ltd in itsAnnual Report 2007-08

Box 7: Management's Discussion and Analysis Report of

Reliance Industries Ltd in itsAnnual Report 2007-08

Avalue diminishing factor

Conclusion

References:

Foreign Exchange Risk: Your Company's policy is to hedge

its long-term foreign exchange risk as well as short-term

exposures within the defined parameters. Long-term

foreign exchange liability is fully hedged and hedges are on

held to maturity basis. As imports (including capital goods

import) exceeded exports, your Company has suitably

hedged the differential short-term exposure from time to

time to appropriately manage the currency risk.

Interest Rate Risk: Your Company is exposed to interest rate

fluctuations on its borrowings. It uses a judicious mix of

fixed and floating rate debts within the stipulated

parameters. Your Company continuously monitors its

interest rate exposures and whenever required, uses hedging

tools to minimize interest rate risk.

CHALLENGES, RISKSAND CONCERNS:

……………………..Reliance's exports, which constitute

about 60% of its turnover, are earned in foreign currency,

primarily the US dollar. In addition, earnings in local

currency are also based upon import parity prices. As part of

the fund raising efforts, the Company is likely to continue to

tap the global financial markets. Thus, the Company's

business is exposed to foreign exchange fluctuations and

interest rate risk.

The fact that any additional disclosure of the risk profile of a

company would diminish its market value, needs no elaboration.

This deters the companies from making a true, complete and

honest disclosure of the risks faced by it and the industry in which

it operates.As a result many fulfill the requirement of law in letter

and not in spirit.

In light of the above factors, the approach of companies towards

ethical risk disclosure practices assumes great significance. It's

an indisputable fact that unless the realization comes from

within, no amount of regulation can ensure the requisite level of

transparency in disclosing such value-diminishing information

as risk. However, certain measures can be instrumental in making

these risk disclosures more meaningful. One such measure could

be to introduce 'corporate risk rating' whereby an independent

expert agency could take up the exercise of rating a company on

periodic basis (as against the current practice of rating financial

instrument issued by the company) with regard to its risk profile.

Another potential measure could be to undertake 'risk audit'. In

addition to the present statutory audit under corporate laws, a risk

auditor could vouch for the risk disclosures made as well as assist

in quantification thereof wherever possible. These measures

have the potential of making the risk disclosures by Indian

companies in their Annual Reports and/ or Offer Documents

(prospectuses) more meaningful, useful and relevant for

investment decision making.

"You must take the risk to disclose yourself in order to become

more real, more human.And even if the price is high."
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Introduction:

The Jaago Re! One Billion Votes

'E' to 'F' i.e.

Elect & Forget, 'E'- Elect

& Engage”

Advertising is many things at the same time, much depends on

how a person views it, it is a creative communication process, a

social phenomenon, a means to exercise the right to choose and

definitely an unavoidable means of doing business for all kinds of

industries.

Business have long sought to distract and attract the attention of

the potential customers that live in a world of ever increasing

commercial bombardment. Everyday consumers are exposed to

thousands of voice and images in magazines, newspapers and on

billboards, websites, radio and television. Every brand attempts

to steal at least a fraction of an unsuspecting person's time to

inform him or her of the amazing and different attributes of the

product at hand. Because of the constant media saturation that

most people experience daily, they eventually become numb to

standard marketing techniques. The challenge of the marketer is

to find a hook that will hold the subject's attention.

People have their preconceived notions about few things that

they either hire from their reference groups or they gain it through

their own experience. Advertising too assumes a social

responsibility as it educates the people about the product or the

service being advertised. Earlier the marketers used to use the

moral appeals or fear appeals for awakening the consumers, but it

was perceived to be too preachy by the audience. As per the

by Ronald Rogers, an individual

will actually respond to a message by determining how severe is

the threat to him/her, analyzing the likelihood of the threat,

finding the kind of action that could be taken to nullify the threat

and studying his/ her own response behavior. The modern day

marketer is having a hand-on on all the strategies that could work

out the best for him.

The following examples depict a pictorial view where the

marcoms (communicative marketers) have tried to reform or

transform the perception of Indian consumers, hereby promoting

themselves & their products

Tata Tea, the India's largest tea company by volume, is on their

pathway to communally transform the society by joining hands

with 'Janaagraha', a Bangalore based not for profit organization

that has been doing pioneering work in the areas of urban

advocacy and governance.

They have used the advertisement where in the company wants to

promote tea not as the medium of mere physical & mental

rejuvenation, but also as a medium of social awakening. Through

the advertisement, the partners tried to awaken the Indian Youth

to participate actively in the electoral process of the country. The

educative ad campaign is designed so that the Indians do not

move in the alphabet of democracy from the letter

rather to make them stay on the letter

says Ramesh Ramanathan, Co-founder of

Janaagraha at the launch said of one of Janaagraha's central

tenets.

The advertisement educates the people to use the online voter

registration engine to allow citizens across the country how to fill

in their voter registration forms in 5 min.

Another example of philosophy transformation was the HUL's

initiative to support the cause of water conservation through its

new product ' . The company used

AVANTE-GARDE actress and erstwhile MP Shabana Azmi,

espousing that you can have cleaner clothes with less lather with

the aim of helping to reduce the water wastage while washing

helping nature conservation.

Protection Motivation theory

Surf Excel Quick wash'

:

HUL's Two Buckets of Water for India Everyday:

Adver-education

Ms. Gurleen Arora*

*Faculty- Marketing Management, Bharati Vidyapeeth's Institute of Management Studies & Research.

ABSTRACT

Advertising is the most effective method of nurturing a brand's image in the long run. Let it be Lux to be the beauty soap
of film stars, Aramusk to be the soap of virile male, Marlboro to be the cigarette of rugged males & royal Enfield Bullet
to be the motorcycle of red strong men.

Advertisements have not only been the means of creating a brand image, or maintaining the brand recall in the minds
of the consumers. Rather it has been a very effective means of educating consumers, to influence special interest
groups and sway public opinion. Environmental issues, declining natural resources, road safety measures, child
labour, human rights, dowry, equal status to women and many other issues are example for which mass media
advertising has been the imperative font.

The article aims at looking at the few initiatives that have been taken to educate the consumers through the advertising,
making it to be an “Advereducation”.

Keywords: Advertising, Education, Social awareness, perception, Informative ads.
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Divya ki Electionvaani- Diyvavaani! :

HSBC's Environmental Saving Initiative:

Jago Grahak Jago!

This is the initiative that is being taken by Fever 104 FM in lieu to

inform the listeners about their responsibility towards the Nation,

to motivate them to participate in the politics as now the need is

felt of a younger, more dynamic leadership with “Jawaani

Zindaabad” Campaign. They are also trying to facilitate the voter

registration, informing voters about their constituency, about

their nearest pooling booth etc.

HSBC tried to alarm the public by showing people swimming on

the top of a submerged city that was New York City at the bottom

of a pool in Mumbai & HSBC logo painted around it. This was an

attempt to notify people about the fatal effects of the global

warming where by also increasing the awareness of their website.

To highlight issues such as maximum retail price (MRP),

labeling, standardization, sales of defective products, exorbitant

prices & hallmarking schemes, the Government had

implemented an intensive multimedia campaign 'Jago Grahak

Jago! (Wake up Consumer)' where in they tried to empower the

consumers from all over the nation to dial the toll free number and

seek telephonic counseling for the problems that they face as

consumers.

The ministry of tourism, Govt. of India came out with a nation

wide campaign that aims at sensitizing the key stakeholders

towards tourists through a process of training & orientation. It

aims at creating awareness about the effects of tourism,

informing people about the preservation of our rich cultural

heritage, cleanliness & warm hospitality. It also tries to reinstall a

sense of responsibility towards tourists and re-enforces the

confidence of foreign tourist towards India as preferred holiday

destination, the entire concept is designed to complement the

'Incredible India' campaign.

The recent Petroleum conservation Research association

(PCRA) campaign 'Save Fuel Yaani Save Money' is another

appropriate example of advereducation. With the economy

taking a ski trip downwards, savings is high on every mind,

PCRA is trying to inform & educate the consumer about saving

fuel & LPG by 6 different print ads & 5 radio spots. According to

the ads, the message that is being promoted is that if we can avail

20% of the discount if we use the resources efficiently &

effectively.

The radio campaigns are fresh and have been conceived such that

they become more stimulating, for reaching 5 different set of

people, with specific messages at different timings through 5

radio spots such as Dhakkan, Traffic, Office, Kebab & Ramesh.

Gandhi was one of the most creative persons we have ever had.

Gandhi thought of nn-violence as a solution and proved how it

works in a place where violence is an obvious answer to violence.

The campaign aims to spread the philosophy of Gandhi and

inspire people to change after the terror attacks in Mumbai.

Ingandhishoes.org & Publicis India runs the campaign in various

shots featuring people around the world stepping in the shoes of

Gandhi & adopting his ideas.

The main objective of having a mobile phone is to stay connected

with the near and the dear ones. This proposition is being taken to

a step ahead by the idea cellular where they have mixed a social

theme into their advertisements. Along with the unique and

likeable expression of connectivity, the idea that the company

wants to put in our minds is of 'education for all'. Abhishek

Bacchan is shown as the head of the educational institute.

Usually education in India is classroom bound ie one teacher

teaching few or limited number of the students. Through this

method education is provided to only a few while there are many

other who are deprived of education. This ad aims at providing

education to such children who can be brought together by the

use of mobile phones.

In spite of selling the insurance policies by using fear appeal or

emotional appeal, Aegon Religare came out with an informative

teaser asking the viewers that 'Kya aapo KILB hai? (Do you have

KILB)?' By this advertising campaign, the company wanted to

increase the awakened amongst people as most Indians are not

even aware of how much insurance one should have. The teaser

advertisement was highly effective as KILB was the 7 most

searched word by Indians on the search engine google, the teaser

campaign was followed by ads featuring actor Irrfan Khan who

warned people against the disease called as KILB, which stands

for 'Kum Insurance lene ki Bimari.'

The campaign aims to make people plan their retirement

properly. It conveys two messages: one cost of basics must have

risen at retirement; tow people should know how much pension

they need to maintain the current standard of living in the future.”

says Aegon Religare life branding & communication director

Pandey.

Conclusion:

Whether one likes it or not, advertising is everywhere. They are

seen on the walls, on the back of the buses, in playgrounds, on the

occasion of sports events, on roadsides and even on planes, in

news, magazines, television etc. The average consumer is

exposed to a large amount of advertisements everyday. In spite of

this, to the dismay and irritation of some, and enjoyment of

others, advertisements will continue to make their presence felt

in our lives and influence our lives in many unsuspecting ways.

The challenge for reaching out to Indian customers is well

acknowledged by various marketing pundits & the successful

advertisers will be those who have taken these lessons seriously

and have incorporated the 'educative' approach towards building

their brands.

Atithi Devo Bhavah Program:

Save FuelYaani Save Money:

“Let Gandhi Talk” Campaign:

“Education for all”- Idea Cellular:

DoYou Have KILB?:

th
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The father of Six-Sigma, as very well known is Bill Smith, a

reliability engineer for Motorola Corporation. He conducted a

detailed research which made him believe that with an increase in

complexity of systems and products used by consumers there will

be higher than desired failure rates.

In mid-80s, six- sigma began as a rigorous and absolute statistical

measurement reflecting no more than 3.4 defects per million

opportunities (DPMO). Since that time, however Six-sigma has

been perfected as a new science of doing business. It is about

results enhancing profitability through improved quality and

efficiency.

Six Sigma is a powerful tool that can be used to improvise upon

various business processes viz., manufacturing, sales,

marketing, IT, BPO, accounting, purchasing... and so on. It is a

structured approach to problem solving that can be applied to any

process. All processes have variations. Variation is the cause of

all evil it leads to defects and thus customer dissatisfaction. Six

sigma methodology can be used to reduce variation from any

source and thus improve reduction in costs, quality and thereby

customer satisfaction.

Gone are the days when Quality management was considered as

primarily a technical subject. Today it is a deeper understanding

of the principles of quality management that allows the

leadership to make their organization more effective in terms of

deliverables and performance. It is also important here to note

that Quality management has upsurged from the horizons which

emphasized on the management of quality restricted to

operations, customer services, management, production,

financial areas etc to an overall organizational effectiveness

thereby dwelling upon employees as “enablers” for achieving

'close to perfection' in all areas. Empowered, well developed and

motivated workforce becomes a key here. Thus, today it is

crucial to understand that there is an important role for Human

Resources (HR) in this sophisticated process improvement

approach called Six Sigma. To a good extend, we can also say

that Six Sigma initiatives are unlikely to succeed without HR's

help. HR professionals with the right skills can contribute to a

Six Sigma initiative at both strategic and tactical levels.

This article makes an effort to describe the areas in which HR can

play a pivotal role in implementation of Six Sigma and also how

HR professionals can increase their chances of being included in

Six Sigma decision-making and implementation.

In order to appreciate this, let us have a quick look at what Six

Sigma is, all the roles played by others in a Six Sigma

implementation, and the factors critical to a successful

implementation.

The term "Six Sigma" is widely used to refer to all of the

following:

A structured method for improving business processes.

The method, is called DMAIC which is supported by an

assortment of statistical tools.

D : Define:- Overall problem definition step. It should be as

specific and complete as possible.

M : Measure:- Accurate and Sufficient measurement and

data are needed.

A : Analyze:- Measurements and Data must be analyzed to

see the consistency with problem definition.

I : Improve:- Once solution is identified, it must be

implemented. After implementing the solution, result must

be verified with independent data.

C : Control:- Select the procedure to implement solution

permanently

Decisions are based on data, by checking root causes of

problems and problem indicators, defining defects based on

customer's feedback rather than internal requirements,

controlling variations, etc.

Six Sigma has a martial arts convention for naming many of its

professional roles. The chart below describes how these roles

are typically defined.

Six Sigma - The Concept :

Six Sigma Roles :

�

�

o

o

o

o

o

ABSTRACT

Six Sigma is not a tool but a way of life, the way you look at any problem or new process / product that you are about to

design. Thus, Six Sigma should not restricted to only manufacturing or any other particular domain. This article

makes an effort to describe the areas in which HR can play a pivotal role in implementation of Six Sigma and also how

HR professionals can increase their chances of being included in Six Sigma decision-making and implementation.

Six Sigma in Human Resources

Prof. Anagha Kalay*

*Faculty, Pravara Centre for Management Research and Development, Pune.
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As indicated earlier, Six Sigma has been well applied in

manufacturing through improving processes that use the DMAIC

methodology. Some large corporations have this initiative as a

DNA of the company. However, even in such companies, the

human resources department has been practically untouched by

Six Sigma. Two of the questions that need to be asked are “How

does HR implement Six Sigma?,” and “What can HR do to help

Six Sigma initiatives in an organization?”

The strategies developed for growth and profit include the overall

organization. Thus, the Human Resource department is best

suited in two ways for Six Sigma projects as it has a reach to all

departments. One is implementation of a project in the HR

activities itself, and the second is the involvement of the HR

department as an enabler in execution of the Six Sigma project at

the organizational level. It has to be understood that though HR

is not a huge department of the organization, it has a huge effect

on every organization. Human resource is human capital and has

to be considered for good returns on investment.

For any project, a manager needs to spare some of their most

prized talents for 18 months to 2 years for a Black Belt.

According to Garth Rymer, Motorola University's representative

in Australia. “Some managers, even when they have agreed to let

the employee go, demand 90 per cent of their time in their old

function, while the Six Sigma initiative needs 90 per cent of their

time on a crucial project.” HR must act as interventionist to

resolve this, else the employee will be caught in a conflict

whether to give an ear to his manager or concentrate on the

project which is of great organizational importance.Also for any

project, lot of data, interaction with all stakeholders is required.

All these efforts are looked at as a way to change the culture of the

organization in terms of making it data driven yet customer

centric. This is a culture change and the Six Sigma team has to put

in lot of efforts to bring in this change. HR professionals can help

executives approach culture change with minimal organizational

resistance. Potential HR contributions in this area include:

HR professionals can help reduce the uncertainty and anxiety

surrounding Six Sigma and increase the levels of acceptance

and cooperation in the organization by creating a “case for

change” giving the reasons and benefits.

Speak the language of Six Sigma Leaders and Champions for

a quick buy-in from Six Sigma troupe. This will fasten the

process of accepted involvement and participation of HR

into the group.

Work with Six Sigma team to identify and target those

elements of the culture that might hinder the achievement of

Six Sigma goals.

Identify how Six Sigma can be rolled out in a way that works

with, rather than against, the current culture.

Counseling Six Sigma Leaders and Champions on how their

behavior can help or hinder Six Sigma's acceptance

throughout the organization.

For any successful project, the need is to have 'right people in

right projects' which is one of the primary functions of HR.

Having the right resource and especially in the Black Belt role is

crucial and critical due to its high visibility in the organization

and also the training investment is very high for this role. They

are also the ones who would brand this initiative in the

organization and gather maximum participation. Thus, HR

HR -AChangeAgent:

Selection and Retention of the right resources:

�

�

�

�

�

Source : The Role of Human Resources (HR) in Six Sigma - By Mary Federico and Tom Thomson

Table 1: Six Sigma RolesAnd Responsibilities

Sponsor Senior executive who sponsors the overall Six Sigma Initiative

Leader Senior-level executive who is responsible for implementing Six Sigma within the business.

Champion Middle- or senior-level executive who sponsors a specific Six Sigma project, ensuring that resources are
available and cross-functional issues are resolved.

Master Black Belt Highly experienced and successful Black Belt who has managed several projects and is an expert in Six
Sigma methods/tools. Responsible for coaching/mentoring/training Black Belts and for helping the Six
Sigma leader and Champions keep the initiative on track.

Black Belt Full-time professional who acts as a team leader on Six Sigma projects. Typically has four to five weeks of
classroom training in methods, statistical tools, and (sometimes) team skills.

Green Belt Part-time professional who participates on a Black Belt project team or leads smaller projects. Typically
has two weeks of classroom training in methods and basic statistical tools.

Team Member Professional who has general awareness of Six Sigma and who brings relevant experience or expertise to a
particular project.

Process Owner Professional responsible for the business process that is the target of a Six Sigma project.
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needs to carefully do the selection and then ensure that they

remain in those positions for the typical two-year rotation.

Potential HR contributions in this area include:

Build a competency model for identification of right

candidates.

Build job descriptions to help the candidates understand

expectations of the organization before they accept the role.

Develop a retention strategy that will help ensure Black Belts

complete their rotation and the organization makes good on

its investment in training and development.

It is a great challenge to reward and recognize the Six Sigma

Team today as they come from various pockets / teams in the

organization wherein their actual job roles are different which

calls for differing compensations. It becomes complex and

tricky to determine how to have appropriate adjustments in the

levels and compensations as these individuals now may be in the

same roles as their team members are.

HR professionals can help the Six Sigma Leader tackle the

challenge of establishing the right rewards/recognition. Potential

HR contributions in this area include:

Analyze existing compensations and also determine what

limits they can be stretched to support the Six Sigma

initiative.

Create a strategic compensation plan that will better support

Six Sigma.

Develop alternates / a non-monetary reward program for Six

Sigma teams.

Once a project is completed successfully, the Black and Green

Belts actually become a prized possession for the organization.

They now gain a good position in the market and can be easily

picked up by different organizations. Now that they have tasted

success and gained visibility, they also start loosing interest if not

provided with challenging roles. HR can play an important role

here by creating and providing such opportunities either in the

current location or other locations could be domestic or global

(in case the organization has a global presence). Rewards and

recognition also plays an important part which should occur after

each project and at the end of the role. A good and a fair

performance review system will also do good here.

Six Sigma is a team initiative which functions well only when

employees in the organization support their work. If there is a

gap in the interaction or communication, there is a good

possibility that the project may fail or will not see the expected

end results. Considering the investments in the initiative, this

will prove to be an extremely expensive affair. HR professionals

can help the project teams work together more effectively.

Potential HR contributions in this area include:

Ensure trainings and refreshers are given on issues related to

team effectiveness, team building, conflict management,

communication etc.

Providing teams with tools that allow them to diagnose their

own performance and identify when and where they need

help.

Provide support to Six Sigma leaders / Black Belts in issues

related to teams, conflicts etc.

Now, for HR to gear up into Six Sigma initiatives, there are some

“Musts” as detailed below :

If the organization, wants Six Sigma initiative to be as in its DNA

itself, HR Professionals also need to be familiar with this

concept. Just creating the culture by above methodologies will

not suffice. HR professionals need to have a basic knowledge of

the DMAIC method, the statistical tools used, the roles involved,

Six Sigma terminologies etc. Today, when HR has a reach to the

entire organization and claims to support the Six Sigma initiative,

it must earn its credibility by contributing to the initiative.

The time to get familiarized is “NOW”. This is because,

whenever the organization decides to implement Six Sigma,

there will be no time to catch up. The requirement of the

Business from HR - is “involvement right from the beginning”.

In fact, HR can also set an example for the organization by

adopting Six Sigma techniques to enhance its own processes viz.,

Recruitment and Selection, Administrative services like the

canteen or transport or security checks, payroll process etc. In

addition to managing these functions, managing idea to

innovation, improving HR functions, accountability of

employees, change management must also be implemented.

A process map should be created to understand the functions

which will prepare a ground / base for implementing Six Sigma.

For the critical steps in the HR functions, one can answer the

following questions to identify opportunities for improvement

that can be exploited by applying the Six Sigma methodology:

What is the purpose of the HR function or sub-function?

What are the expected deliverables (people, skills, services,

value, reports, etc.)?

What are the error opportunities for key-deliverables?

What improvement activities are carried out in the HR

function?

What is the Quality of Lost Time / Safety?

What is the Quality of Safety Incidents?

What is the Quality of EmployeeAttendance?

What is the Quality of Employee Training / Development?

What is the Quality of Employee Morale?

What is the Quality of Employee Retention?

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

Rewards and Recognition:

Re-alignment of key Six Sigma roles :

Performance Effectiveness of the Project Team:

Acquire the Right Skills and Knowledge:
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What is the Quality of Staffing Levels?

What is the Quality of Employee Databases maintained?

Answering the above questions, one can identify elements that

can go wrong (opportunities for error). Having identified 'what'

to measure, one can establish a baseline for key performance

indicators, which may include one or more of the following. The

metrics chosen should be a good mix of lead (result/output) and

lag (process/enabling) indicators. It should also have a blend of

cost, quality, productivity, cycle time and learning based metrics

in order to ensure a good balance.

HR Responsiveness

Employee involvement

Idea and innovation for improvement

HR effectiveness in fulfilling its intended functions

Implementing Six Sigma in HR is actually similar to applying it

in other functions. The key is recognizing gaps or opportunities

for improvement by breaking down processes in manageable

chunks. Not all activities can be quantifiable. The HR function

can take the following steps to implement Six Sigma in HR or to

facilitate implementation of Six Sigma in the organization:

Establish a clear and significant role of HR for

institutionalizing Six Sigma

Establish Six Sigma objectives and role in HR

Seek customer feedback and identify opportunities for

improvement

Establish Six Sigma goals for HR function

Formulate, prioritize projects and form teams

Provide Six Sigma Green Belt training

Implement DMAIC for breakthrough solution.

Some possible Areas for Improvement (Opportunities) for HR

could be :

Reduce the time required to hire an employee.

Reduce expenditures for Recruitment.

Increase job posting hit rate.

Improve employee orientation processes.

Improve timeliness and the value of employee performance

reviews.

Reduce absenteeism.

Improve training efficiency.

Improve employee satisfaction.

Reduce Incentive Compensation errors.

Improving grievance handling process.

Consolidation of employee information databases.

Integration of multiple payroll systems for remote locations.

Increase retention using exit interview information

The important challenges are to track the improvements made

and link the Six-Sigma benefits to Business Results to show in

quantifiable terms the contribution to the organisation.

In today's world of Outsourcing, wherein even the HR processes

are outsourced and that too at a global level, it will be very useful

for such executives to acquire Six Sigma skills and capabilities so

that their deliverables will be of higher value to the clients. Thus,

improved levels of performance can then be leveraged upon to

acquire incentive based contracts which will yield them a higher

bottomline i.e. profitability.

In a leading wind power company, the HR team took up a project

of reducing the time and expenses in Onboarding of employees.

The company has a multi-locational presence in India and the

number of new joinings was between 1000-1200 employees in

various months during the year. The employees were required to

complete the joining formalities at the Head Quarters for some

reasons and who would then travel to their job location for

starting work. Due to this U-turn method, papers of new recruits

did not come on time for inputting in the SAP and their salary

processing was getting delayed inordinately. With process

improvement in various areas, the onboarding time, the travel

and lodging costs in respect of new joinees were brought down

drastically. This has led to tremendous job satisfaction in case of

new joinees apart from reducing the attrition in those cases.

The Six Sigma methodology was not applied here, however in

case it was applied the benefits reaped probably could have been

much higher.

In a leading Oil and Gas Corporation, in one of its locations, the

turn around time for mid-career hiring took on an average 90 days

i.e from manpower requisition to having the person on-board.

The project was to reduce this time. Adetailed process flow with

manhours consumed was jotted right from sourcing of resumes to

final onboarding. Mandays required for each step were

monitored and noted. Aim was to reduce the mandays in all

possible areas / steps. Finally, the efforts yielded a sizeable good

result and the mandays were reduced from 90 to 55-65 days on an

average. Both the Business Heads and HR were happy on their

performance deliverables

: Six Sigma is not a tool but a way of life, the way you

look at any problem or new process / product that you are about to

design. Thus, Six Sigma is not restricted to only the

manufacturing or any other particular domain. Since Six Sigma

focuses on a systematic approach to problem solving (DMAIC

Define, Measure, Analyse, Improve & Control) it becomes

important for the HR function of any organization as well in its

need to scientifically optimize resources, expenses, turn-around

times of the multitude of processes that any HR function

generally deals with to imbibe and apply this methodology.

Many HR Departments of organizations today have

understood the importance of having process improvements

and the spiraling benefits because of that.

Conclusion
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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.

(Permanently affiliated to Pune University)

2 Years Full time Post Graduate Masters Degree Programme

permanently affiliated to the Pune University and is also approved by the

AICTE

Programme offered by PCMRD

Master of Business Administration (MBA)
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