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MESSAGE OF DEAN
FACULTY OF COMMERCE- PARUL
UNIVERSITY
Research activities across all the social science fields pave
the way for the corporate world to strive forward with huge
advancements. As an educational institution, encouragement and
support to research can be provided by establishing a suitable platform
for the research community, to interact with each other and to share
the knowledge. Considering this objective, Universities Commerce &
Management Teachers’ Association (Gujarat State) & Parul Institute
of Commerce, Parul University, Vadodara has organized 5th National
Conference on Ethics and Values Inevitable for Business on 15th
March 2020, Sunday which received overwhelming response from
students, academicians and professionals. This proceeding of the
conference has been documented with utmost care. I strongly believe
that, this will stand as a great source of knowledge for researchers.
With great pleasure and pride, I congratulate all the participants and
convey my best wishes.

Dr. Ajay Trivedi
Dean & Principal,
Parul Institute of Commerce,
Faculty of Commerce
Parul University
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MESSAGE FROM ASSOCIATION
PRESIDENT
I am delighted to learn that Faculty of Commerce, Parul
University is bringing out Conference proceedings which will publish the
papers received for 5th Annual National Conference on "Values and
Ethics Inevitable for Business" jointly organised by Universities
Commerce and Management Teachers' Association (UCMTA, Gujarat
State) &Faculty of Commerce, Parul University , Vadodara.
In competitive scenario, potential opportunity to become centre
of excellence requires involvement of values and ethical consideration.
Any business entity must discharge its obligation to the society where
it exists and operate with transparency, accountability, ethical business
and with highest degree of fairness. To achieve multidimensional goals
in business, these ethical values should be sounded in true spirit.
On behalf of UCMTA, I congratulate to the team of Parul University
for putting their efforts in preparing this journal as well as I convey my
sincere thanks to all delegates for their contribution. I wish all the best
for future endeavours and hope the UCMTA will do its level best to
encourage research, for the betterment of quality education and the
society at large.

Dr. Dharmendra Patel
President, UCMTA Gujarat State
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MESSAGE FROM ASSOCIATION
SECRETARY
5th National Conference of Universities Commerce and
Management Teachers’ Association (UCMTA) which is jointly organized
with one of the prestigious institutes of Gujarat State ‘Institute of
Commerce, Parul University’ on 15th March, 2020 was postponed due to
COVID – 19 guidelines issued by the central government as well as state
government.
Our association is having healthy practice of selecting and
publishing quality research work by the researchers. As still COVID – 19
guidelines are not permitting us to convene National Conference, it is
decided by us that quality research papers which were selected by our
review committee will be published in a book format with ISBN number
for the benefit of the society and the researchers. Whenever COVID – 19
guidelines of central and state are permitting us to convene conference,
we all will meet personally and have exposure with the research papers
and definitely researchers too.
We will continue to follow practice of promoting quality research work in
future too.
As a Honorary Secretary of this one of the oldest and biggest
management and commerce teachers’ association, I am hearty thankful to
all of you for contributing in the event and positive support during this
universal pandemic situation. Once again, thanks for your passion.
Please protect yourself and use mask and follow other COVID – 19
guidelines.

Dr. Ashish Janakray Dave
Honorary Secretary, UCMTA
(Principal, Shri H K Commerce College, Ahmedabad)
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UNIVERSAL HUMAN VALUES AND BUSINESS
ETHICS: A COMBINED APPROACH FOR
CORPORATE EXCELLENCE
Dr. Vijay H. Vyas
Professor, KSKV University Bhuj-Kachchh
Dr. Amit M. Raninga
Assistant Professor, Sardar Patel College of Administration &
Management, Anand

Abstract
The quality of human action is the manifestation of one’s
behavior which in turn is a product of culture and values. We should
instill ethical practices in this fast moving business world in order to
maintain the quality of life and perfection. This is the pathway to
excellence. Universal Human values are most important for mankind.
Business ethics are the philosophical core of any business and their
outcome is crucial for economic development. Business ethics are more
than moral values and principles that determine the conduct in the
business world. This research paper is aimed at analyzing universal
human values from the business prospective and tries to correlate the
universal human values and business ethics for the achievement of
corporate excellence. Corporate excellence is about developing and
strengthening the management system and process of a company to
improve performance and create value for stakeholders.
Keywords: Universal Human Values (UHV), Business Ethics, Moral,
Jeevan, Harmony and Corporate Excellence.

Introduction:
In today’s world of liberalization, privatization and globalization
coupled with multinational competition, Ethical practices in business are
assuming a great significance as relationships with various people
involved in a business are shaped by ethical practices and mutual trust,
thereby ethical decision taking assumes importance in today's
commercial world. There are number of issues relating to ethics and
business ethics in the business world. Every business or every
entrepreneur has to have some essential outlines and guidelines for their
conduct for a business to carry out their activities. Therefore it becomes
mandatory for all to know about business ethics and code universal
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human values. The essence of business ethics and universal human
values explained in the succeeding paragraphs will quite certainly
improve business in more ways than one can imagine, and make it a very
long-lasting and fruitful one
‘Business Ethics and Universal Human Values’ has become the
buzz word in business world today. The vitality increases further as
relationships among people involved are shaped by ethical practices and
mutual trust in this era of globalization and multinational competition.
In a country where morals and values were considered most
important and a rich culture believed to be created by God full of all
values and virtues, a country where the battles were based on values i.e.
Dharma Yudh and the war at Kurukshetra was the one fought at
Dharmakshetram, but these all are presently depleting due to casual
approach by entrepreneurs, professionals and giant business houses.
Objectives:
 To know the basic concepts of Universal Human Values.
 To identify the source of happiness and prosperity which are the
core aspirations of all the human beings.
 To facilitate the development of a holistic perspective among
businessmen towards life, profession (Business) and happiness.
 To understanding of human reality and the rest of Existence,
such a holistic perspective forms the basis of value-based
business model.
 To know the basic concepts of Business Ethics
 To know the core factors of Corporate Excellence
 To integrate the UHV and Business Ethics in business
organization to achieve Corporate excellence.
 To highlight plausible implications of such a holistic
understanding in terms of ethical business conduct and human
conduct. trustful and mutually satisfying all the stakeholders of
the business
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Research Methodology:
Problem Statement:
Our problem statement is “Universal Human Values and
Business Ethics: A Combined Approach for Corporate Excellence”
Methodology Used:
We have used mixed method of exploratory, descriptive
approach for describing, interpreting, contextualizing the concepts of
UHV and Business Ethics.
Sampling:
The study divided into three categories i.e. 1- Overview of UHV,
2- Overview of Business Ethics and 3- Impact of UHV and Business
Ethics on Corporate Excellence
Data Collection:
Fact-finding enquiries and in depth data were accomplished
through the secondary data. We have used the various websites of related
topic, national and international journals, published and unpublished
articles relating the information..etc.
Universal Human Values: An Overview
Universal Human Values is an all encompassing, holistic
perspective based on the existential reality - It is a proposal about the
natural laws, on reality, as it is. The proposals are in a way that anyone
can understand it on their own right.
It facilitates discussion on life goals, reflection on what you are
and what you really want to be, on relationships in family, society and
with nature/existence. It follows a process of self verification, on the
basis of one's own Natural Acceptance, leading to self-empowerment and
personal transformation. It can provide the base and details for the
sustained well-being of all, i.e. societal transformation. It is neither a
process of assuming nor a process of do & don'ts.
At the root is holistic, and all encompassing detailed view of
reality at every level of existence, from Individual to Family, Society and
Nature/Existence that the existence is innately co-existence (harmony,
order) and not a chaos or disorder and Man just needs to understand this
co-existence and align with the innate order in the existence. With such a
holistic viewpoint, one can rightly place existing assumptions and inputs.
This knowledge is inherently self liberating, empowering and can lead to
Human Conduct, Education, Constitution and Order in the society.
Universal Human Values is an all encompassing, holistic perspective
based on the existential reality - It is a proposal about the natural laws,
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on reality, as it is. The proposals are in a way that anyone can understand
it on their own right.
Despite the tremendous advances in science & technology and
despite increased literacy in society, we seem to be having an increase in
crime, in broken marriages, in a breakdown of the family structure as a
social unit, in instability in society, global warming, unethical business
practices and climate change. Where are we going wrong?
It seed of knowledge for reaping right understanding and right
feeling in human for psychological wellbeing (Happiness) and material
wellbeing (Prosperity) and its continuity, through a process of selfexploration”
Clarity that Happiness is to be in a state of Harmony
1. Harmony in Individual
2. Harmony in Family
3. Harmony in Society
4. Harmony in Nature/Existence
Universal Human Values is suggested with the view of wresting
our nation from any further decadence, and attempting to reverse this
trend. This assignment requires a serious philosophical initiative. We
must embark upon it with swiftness. We must also bear in mind that such
an undertaking would not be easily achieved. It must become an integral
and substantive part of the national reconstruction and development
process. It must, like other socio-economic issues, be installed on our
national agenda.
We must have in the forefront of our minds the development and
sustenance of a new culture of work ethic. If we fail to respond to this
call, then all of our basic institutions and conventions would soon
dissipate. If this ideal is fully implemented, it would be able to
complement our independence status, and could become stabilizing and
catalytic forces for growth, peace, and development. More than that, it
would foster a spirit of oneness and universality, the knitting of family
ties. We now have to take a more stringent approach to the restoration of
our human values as it has become evident that psychological and moral
suasion approaches are not responding as quickly and positively as we
would like, hence the appeal for a more formal approach.
Universal Human Values can strengthen:
• Optimism;
• Self-esteem;
• Commitment to personal fulfillment;
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• Ethical judgment; and
• Social responsibility.
It has come about via original existential exploratory-research by
(late) Shri A Nagraj of Amarkantak, India (originally from Hassan,
Karnataka). It is a new discovery of the fundamental nature of
the Universe, Human Being, and Consciousness& Human purpose. It
discusses the nature of matter, conscious, space & evolution and thus
demystifies the human being and existence.
It examines all dimensions of human life: the existentialexperiential, intellectual, logical-rational, emotional-behavioral &
occupational. It has solutions for the myriad problems all of us face, the
world faces.
It is being presented here as an ‘Alternative’ to
Materialism/Science and Theism/Spiritualism for evaluation and study
by mankind. The aims, content, process and outcomes (lifestyle)
proposed in Madhyasth Darshan are different from those in Materialism
& Spiritualism.
This is not based on any caste, religion or sect, but on natural
laws, on reality – in a way that every human can understand them in
his/her own right and live with this understanding.
This understanding comes in living. It enables freedom from
prevailing criminal mentality, freedom from ignorance (delusion) and
freedom from communal mentality between peoples via consciousness
development.
It has sound proposals to resolve our current issues such as:
 Personal strife and meaninglessness
 Interpersonal issues with people – in the family & around
 Societal conflict – like war & exploitation and unethical business
practcies
 Ecological problems – pollution & resource depletion
This understanding results in living with simplicity, generosity,
kindness & benevolence. We can understand ourselves as humans
and fulfill our relationships in family, society and nature.
This research based on this understanding of developed human
consciousness, the following universal tenets have been understood:
 Knowledge, Wisdom & Science; Reality, Actuality & Truth;
 Universal humane Justice, Religion & Education;
 Basic Structure of Human Society, and
 World Constitution & Organization of Nation Staes
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Now we can now live purposeful and meaningful lives. The
expectation of “knowledge” from India has now been completed. Driven
by an intense enquiry to know the nature of existence and human purpose
in it, A.Nagraj spent 20 years performing meditative ‘sadhana’* (mental
discipline) . He did not find answers to his enquiry even in the ultimate
state of awareness of samadhi*. He then further improvised his approach.
As a result, he had ‘realization’ of entire existence (all that exists). He
understood the fundamental nature of material, conscious & spatial
realities and their inter-relationships.
His entire period was from 1950 to 1975 & performed in the then
dense forests of Amarkantak. He has presented this understanding in the
Hindi Language in the form of a new ‘Darsana’ (philosophy or body of
knowledge) called Madhyasth Darshan – Sah-Astitva-vad (Realistic-view
of Mediation ; Coexistentialism) in the Hindi Language. It covers
 “Co-existence” (reality) has now become study-able.
 The human-being has been understood as being the combined
form of a conscious unit and a physiochemical body.
 The ‘Human purpose’ in existence has been understood and
man’s ‘being’ and ‘living’ has become clear
His ‘findings’ are summarized as follows:
Existence, the Universe
He realized, experienced that Existence is Coexistence,
stability and harmony is innate to Existence. Every unit or ‘thing’ in
Existence is in self-organization & participates in the whole organization.
1. Existence is Coexistence
2. There is ‘evolution’ (development progression) in Existence
3. There is ‘development’ in Existence
4. There is ‘awakening progression’ in Existence
5. There is ‘awakening’ in Existence
The Human
He realized that the human-being is the combined form of a
conscious unit and a physio-chemical body. The conscious unit, given
the name ‘jeevan’ consists of 10 activities (5 ‘potentials’ and 5
‘forces’). Humans
exhibit
the
ability
for
‘freedom
of
imagination’ (kalpana-sheelta) and
‘freedom
of
action’ (karmasvatantrata).
He ‘saw’ that Humans on this planet have so far lived in an
undeveloped state of consciousness called ‘animal-consciousness’, due to
which their cognition/understanding of themselves, of
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reality/existence and human purpose is incomplete and delusionary. We
currently only use partial (4.5 of 10) faculties in the conscious Self. This
un-awakened state of living, or ‘animal consciousness’ is the root cause
for all our problems. Based on our ‘awakening’ various humans can be
seen to be assuming/ understanding the same reality differently, and
behaving in contrasting different manners – which has resulted in our
state of chaos.
The fundamental need of the human being is knowledge, as a result of
which the human is ‘awakened’ and lives in ‘developed-consciousness’
as human-consciousness. This happens when we use all 10 faculties in
the conscious Self.
The irreversible transformation from animal to human consciousness
requires the following knowledge:
 Knowledge of Existence (reality) as Coexistence
 Knowledge of Conscious Self (jeevan) & all its 10 activities
 Knowledge of perfect Humane conduct/living
On having knowledge, we know the ultimate truth about ourselves & the
world, of humane conduct & living. We live with this humane conduct.
This itself is happiness. This is our ultimate goal.
Human Living
He ‘saw’ that the environmental problem, the problem of
economics, social conflict, in relationships, and in the Self, together
called ‘unhappiness’ are due to a lack of understanding in man
himself. This philosophy proposes definite humane conduct and
universal laws and model of living in family, society and with nature that
lead to harmony. Based on this laws of living as: intellectual law, social
law and natural law can be understood can all be understood in
a universal manner leading to:
 Intellectual resolution in Individual
= Happiness
 Prosperity in Family
= Peace
 Trust in Society
= Satisfaction
 Coexistence with Nature
= Bliss
This proposal provides a new ‘alternative’ in the fields of
Education, Health, Socio-political structure, Judicial systems, Business
Practices, Production & Economic models. It proposes Universal human
education, values, religion, world constitution and organization.
Madhyasth Darshan thus has answers for, resolves the following
‘dimensions’ in every individual:
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Understanding-Experiencing reality, (अनु भव)
Thought, ( वचार)

Behavior ( यवहार)
Work. (काय)
across the 4 ‘levels of living’:
as individuals [ यि त]



in family [प रवार]



in society, nation, inter-nation [समाज]

in nature [ कृ त]
The activities in the conscious self, jeevan have been described
in a great degree of detail. The difference between the apparent ’cause &
effect’ world we can see, perceive & experiment with in physical
science, and the form-less dimensions of reality that explain ‘ultimatecause’ have also been clearly explained. This proposes ‘alternative’
thesis for Sociology, Economics, Psychology, Materialism, Spiritualism
and knowledge systems (darsana).
This philosophy is logically consistent and enables us to deal
practically with the phenomena in nature, and verify it via direct
experience and as proof in living – it is thus free of mysticism. This
understanding & model of living is now available for study & practice.
This is a call to the peoples & Universities on this planet to consider this
proposal with their own good reason. This proposal is in the capacity of a
human: from one human to the other.
Purpose of Human life:
Our purpose of life is to have knowledge of existence, self and
humane conduct and live accordingly- expressing this understanding in
relationship with human beings as mutually fulfilling behavior and with
the rest of nature, maintaining its inherent balance. Having this
‘knowledge’, we become free of illusion & our mental and behavioral
imperfections, and have ‘resolution’. We live with answers to the why?
and how? of everything. Having and living in this state of ‘resolution’
or samadhan it is happiness & peace. Knowledge & happiness is the
fundamental human need.
Business Ethics: An overview
The concept of ethics comes from the Greek word, “Ethos” that
means both an individual’s character and a community’s culture.
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Generally it is believed that business ethics involves adhering to legal,
professional, regulatory and company standards, keeping promises and
commitments and abiding by general principles like truth, fairness,
honesty and respect. The Institute of Global Ethics defines ethics as
‘obedience to the unenforceable’.
The word moral comes from the Latin word “mores” which also
means custom or habit. Ethics essentially is a social phenomenon. It
deals with the ideals involved in human conduct, the standards of
rightness and wrongness, good and evil involved in conduct. That which
is approved by the society is ethical or moral i.e. good conducts
frowned upon by, looked down upon by the society is bad or immoral.
Murder, theft arson etc can be considered as immoral activities. Charity,
benevolence etc. are moral actions. Ethics mainly deals with ideals which
seeks to determine norms, ideals, standard or values. Three important
ideals of human life is truth, beauty and goodness, thinking feeling and
willing satyam, shivam and sundaram.
Ethics mainly deals with ideals which seeks to determine norms,
ideals, standard or values. Three important ideals of human life are truth,
beauty and goodness, thinking feeling and willing satyam, shivam and
sundaram. Ethics is a branch of philosophy dealing with right and wrong
in human behavior. Most religions have a moral component, and
religious approaches to the problem of ethics. Ramayana and
Mahabharata form the very basis of cultural consciousness that
symbolize Hinduism.
Ethics can be defined as going beyond what is legal and doing
what is right, even when no one is looking. So when we talk
about unethical behavior in business, we're talking about actions that
don't conform to the acceptable standards of business operations, failing
to do what I right in every situation.
In some cases, it may be an individual within a business who is
unethical in the course of his or her job and at other times, we're talking
about corporate culture, where the whole business is corrupt from the top
down, with disastrous results for society. It's important to realize that
what is unethical may not always be illegal (though sometimes it is
both). There are many instances where businesses may act within the
law, but their actions hurt society and are generally considered to be
unethical.
Business ethics is the most debated topic of our times. The
difference is between doing the right thing and the wrong thing. Business
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ethics are the philosophical core of any business and their outcome is
crucial for economic development.
Peter Cooper – the great American Investor says "I have always
recognized that the object of business is to make money in an honorable
manner. I have endeavored to remember that the object of life is to do
good."
Business ethics are more than moral values and principles that
determine our conduct in the business world. It refers to the commercial
activities, either with other business houses or with a single customer.
They can be applied to all aspects of business; from generation of an idea
to its sale. Business uses the society for its resources and functioning,
thereby obligating it to the welfare of the society. While the objective of
all business is to make profits, it should contribute to the interest of the
society by ensuring fair practices. However, greed has led the present
business scenario towards unethical business practices, legal
complications and general mistrust.
Need of Business Ethics:
In business, ethics is very important. If the owners or promoters
do not follow ethics, they will have ruined the employees, customers,
society, banks, the suppliers, and the economy. The wider public would
suffer too.
It is simply stated that a businessman should strictly adhere to
the code of business ethics. But there is no comprehensive list to specify
those which are ethical and which are unethical? This question poses a
serious problem to the businessman acting in a particular business
situation. When there are specific legal principles, no complication will
arise. He should strictly follow the laws though it is unethical in his
opinion.
A businessman should not try to violate the legal provisions. If he
feels that the law is unfair or unjust, he should seek to change them by
employing democratic devices. He should gather public opinion against
such unfair legislation and persuade the Government to change or amend
it.
Due to this ambiguity, decisions with ethical overturns have
become more complex. Arriving at a compromising solution suitable to
conflicting interests is not so easy to a practical manager. Hence, there is
a tendency to over simplify the matters of ethical problems in business
organizations.
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Why Business Ethics?
The businessmen must render justice to various parties – the
suppliers and the customers. They should be just and honest.
Truthfulness should be the basic theme of their life. They maintain a long
chain of honest tradition. This being the case the relevance of ethical
code and its importance in business world is all the greater today in the
context of growing industrialization and influence of the business on the
society.
Today business has come to stay as dominant socioeconomic
political institution next only to Government. Hence, ethical questions
have become a primary concern of business managers. Besides, there are
also a large number of factors, which necessitate the strict adherence of
ethical behavior by the business community.

Ethical Business Practices:
Here are a few ethical business practices that should be followed
to build an honest reputation and ensure smooth running of any
organization.
Investors: Ensuring safety of their money and timely payment of
interest.
Employees: Provision of fair opportunities in promotions and training,
good working environment and timely payment of salaries.
Customer: Complete information of the service and product should be
made available. Personal information of the customers should not be
used for personal gain.
Competition: Unscrupulous tactics, competitor bashing and wrong
methods should be avoided while handling competitors.
Government: Rules and regulations regarding taxes, duties, restrictive
and monopolistic trade practices and unlawful activities like corruption
and bribing should be adhered to.
Environment: Polluting industries should ensure compliance with the
government norms regarding air, water and noise pollution.
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A STUDY ON THE IMPACT OF JOB
SATISFACTION ON JOB PERFORMANCE
OFEMPLOYEES WORKING IN PUMP INDUSTRY
IN RAJKOT
Dr. M.Sandeep Kumar
Dr. M.Sandeep Kumar,
Assistant Professor, Atmiya University,
Rajkot,
Gondiya Bansi
Gondiya Bansi Ketanbhai, Student – MBA program, Atmiya University,
Rajkot
Ketanbhai,Vadhiya Shivani Ramesh Bhai
Vadhiya Shivani Rameshbhai,Student –
MBA program, Atmiya University, Rajkot

Abstract
Performance appraisal is a foremost measure used by the
corporate in evaluating the qualitative and quantitative contributions
made by their employees. The aggressive and employee oriented business
world has now tied hands with the Personnel department in supporting
and managing performance of employees. Job satisfaction is a
psychological trait, which contributes to the concept of employee
performance is much more. A satisfied employee would have an
emotional attachment with the organization and takes pride in their
association, which will keep up industrial integrity and an improved
morale. This is an exploratory research, efforts taken to discover how the
dimensions of job satisfaction are significantly related to the employees’
job performance. The data were collected from employees working in
Pump industry in Rajkot. Employees having above 10 years of
experience and below 10 years of experience been surveyed, to ensure
accurate responses on performance assessment at different groups of
employees in the Pump industry. The result shows substantiation for the
existence of a positive correlation between the dimensions of job
satisfaction and performance of employees at both workers and
supervisors levels working in the Pump industry.
Keywords: Job Satisfaction, Job Performance, Performance Evaluation,
Pump Industry.
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Introduction
In the previous few decades, many scholarly studies been
conducted using the workers’ satisfaction as a fundamental research
variable. It has to be considered as essential attribute which is very often
measured by organizations to ensure the continuation of a friendly
approach of employees towards the responsibilities and duties they are
dealing with. Regardless of the world-wide urges for in view of
employees as a human asset of the organization, the current picture of
profit-oriented business is neither providing a reasonable compensation
system nor extending employee welfare oriented provisions towards its
employees. Hence, the turnover rate has distressingly increased in the
majority of the industries in all the employment levels. At this juncture,
the importance of ensuring job satisfaction among the employees of
every organization is felt which will result in organizational
effectiveness.
Objectives of the study
To examine the impact of job satisfaction level of the
respondents on their respective performance evaluation results.
To find out the association between the Job Satisfaction factors and the
performance evaluation results of the respondents.
Review of Literature
Ghani, Ishak and Zain (2009) point up the factor of job
satisfaction as being constituted of by employees’ feelings, thoughts,
interactions and performance. Locke (1976) & Spector (1997) define Job
satisfaction as a positive emotional state resulting from the pleasure a
employee derives from the job. Kalleberg, Mercer, Wright and
Cropanzano and Wong et.al. treats Job satisfaction as the attitude, both
cognitive and affective, being possessed by an employee in respect of the
complete aspects of their work. Spector (1997) implying that satisfaction
is related to the component facets rather than the whole job.
Dr. Padmakumar Ram (2013) state that, there is no association
between job appraisal and overall job satisfaction. From six measures of
job performance, the particular one which reflected an evident concern
with overall job satisfaction was ‘passenger complaints’. No association
was found between overall job satisfaction and salary, in the case of
medium and low income groups. However, for high income groups, a
negative association between these entities might observe. By using a
model that fit in the main build from agency theory and organizational
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psychology, Gnash Ayer, Markus Christen and David Allison Laura
Cook (2008) in a research work with dissimilar potential causal models,
make clear this correlation, one possibility is that the performance satisfaction relationship is actually spurious, advocating the correlation is
due to common causes of both constructs. Common causes in this study
include the cognitive ability and job complexity, in connection with the
personality traits, like Extraversion Conscientiousness, Agreeableness
and core self-evaluations.
Job satisfaction is the most significant factor in understanding
the employee motivation, retention, effectiveness and performance. To
the definite task environment of the employees, this as well encircles the
individual’s orientations for work. Improved level of job performance,
affirmative work values, better levels of employee motivation, lesser
absenteeism are the constructive impacts of job satisfaction. Despite such
positive outcomes, an unsatisfied employee may cause adverse job
outcomes through low productivity, moonlighting, stealing and
representing high rates of absenteeism. These characteristics would later
insist the employee for an inactive withdrawal from the organizational
affairs. In management and point, the satisfied person translates into
higher productivity as their better psychological well being and fewer
destructive interruptions in the area of performance.
The factors affecting employees’ job satisfaction are extrinsic
and intrinsic factors, work environment and individual attributes.
Research Methods
This is an exploratory research, the researcher attempting to
discover how performance management process will be benefiting in
case of its incorporation with the perspectives of job satisfaction. The
present research work adopts two grades of employees like Supervisors
and Workers. Two questionnaires in the structure of psychological tests
were administered in person upon employees of Pump Industry. The age,
gender, nativity, educational and organizational status were controlled as
subject pertinent variables. With respect to test manuals, instructions,
procedures and administration were followed.
Data Collection
The chosen population for the study is the workers and
supervisors working in Pump Industry in Rajkot. The size of sample for
the study was determined based on the rules of thumb in order to obtain
reliable and valid results.
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The sample size of 250 respondents (125 Workers & 125
Supervisors) satisfies the suggested guidelines. Due to large population,
convenience sampling method applied. Accordingly the respondents
were selected on the base of willingness and availability to take part in
the survey.
To measure the relationship between Job Satisfaction and its
dimensions with the Job Performance level of the employees of the
Pump Industry, a questionnaire that measures the Job Satisfaction level
and its five dimensions were taken up. Addition to that, background and
demographic data been collected. The questions in the scales measure the
Job Satisfaction and its dimensions. It is been scored on a five point
Likert scale ranging from 1 to 5, representing the strongest negative
attitude towards the statement, i.e., strongly disagree and representing the
most positive attitude towards the statement, i.e., strongly agree
respectively. The demographic variables entered as ordinal values.
Results and Discussions Demographic Profile:
Demographic Distribution of the respondents
Number
Percent
Variables
Age (in years)
Below 30
100
40
31-50
138
55
50 and above
12
5
Gender
Male
163
65
Female
87
35
Experience of Respondents
Below 10 years
125
50
Above 10 years
125
50
Group of Respondents
Worker
125
50
Supervisor
125
50
Source: Primary data
Inference:
It is observed that almost 55 % of the employees belong to age group
between 31-50. 65 % of the employees are Male, 50 % of employees
have below 10 years of experience and 50 % of employees have more
than 10 years of experience, 50 % of employees are worker group and 50
% of employees are in supervisory role.
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Correlation between Job Satisfaction and Performance evaluation & its
dimensions for employees working in pump Industry
Pearson
Correlation

Intrins
ic
Factor

Extrins
ic
Factor

Psych
o
Socio
Factor

Econ
omic
Fact
or

Intrinsic
Factor

1

Extrinsic
Factor

.603 ⃰ ⃰

1

.483 ⃰ ⃰

.601 ⃰ ⃰

1

.516 ⃰ ⃰

.582 ⃰ ⃰

.597 ⃰ ⃰

1⃰⃰

.285 ⃰

.518 ⃰ ⃰

.602⃰ ⃰

.450⃰⃰

.645 ⃰ ⃰

.780 ⃰ ⃰

.776 ⃰ ⃰

Psycho
Socio
Factor
Economic
Factor
National /
Communit
y
Factor
Performan
ce
Evaluation

.691 ⃰
⃰

National
Commun
ity
Factor

Performa
nce
Evaluatio
n

1⃰⃰

.624⃰ ⃰

1⃰⃰

⃰ ⃰ . Correlation is significant at the 0.01 level (2-tailed).
⃰ . Correlation is significant at the 0.05 level (2-tailed).

Source: Primary data
As Performance Evaluation was correlated with Job Satisfaction and its
dimension,S ignificant and positive correlation were found with Intrinsic
Factor (r=0.645, p<0.01),Extrinsic Factor (r=0.780, p<0.01), Psycho
Socio Factor (r=0.776, p<0.01), Economic Factor (r=0.691, p<0.01) and
National/Community Factor (r=0.624, p<0.01) at 0.01 levels of
significance. Therefore, hypothesis that there exists significant relation
between performance evaluation and Job Satisfaction and its dimension
was strongly accepted. Hence, No significant correlation was obtained
between performance and Job Satisfaction scores of Employees working
in Pump Industry, Rajkot.

27

References
Agyare R, et.al. The Impacts of Performance Appraisal on Employees’
Job(2016).
Satisfaction and Organizational Commitment: A Case of Microfinance
Institutions in Ghana.
International Journal of Business and Management, 9(11).
https://doi.org/10.5539/ijbm.v11n9p281
Bahani SKB. The relationship between job satisfaction and job
performance: A case study of a Malaysian electronic
organization.(2013).
Chadha, Narender K. Human Resource Management Issues, Delhi: Shri
Sai Printographers.(2005).
Cook AL. Job satisfaction and job performance: Is the relationship
spurious?(2008).
Gangai KN, & Agrawal R. Job Satisfaction and Organizational
Commitment: Is It Important for Employee Performance. International
Journal of Management and Business Research, 5(4), 269-278.(2015).
Hussin AB. The relationship between job satisfaction and job
performance among employees in trade winds group of
companies.(2011).
Hyz A. Job satisfaction and employee performance of Greek banking
staff: An Empirical investigation.n(2010).
Indermun, V., & Bayat MS. The job satisfaction -employee performance
relationship: A theoretical perspective. International Journal of
Innovative Research in Management,
2(11).(2013).
Judge TA, et. Al. The Job Satisfaction-Job Performance Relationship: A
Qualitative
and Quantitative Review. Psychological Bulletin, 3(127), 376407.(2001).
Markus Christen, Ganesh Iyer, & David Soberman. Job Satisfaction, Job
Performance, and Effort: A Re-examination Using Agency Theory.
Journal of Marketing, 70,137-150.(2006).
https://doi.org/10.1509/jmkg.2006.70.1.137
Pushpakumari MD. The Impact of Job Satisfaction on Job Performance:
An Empirical Analysis.(2008).

28

Corporate Excellence: An overview
The term Excellence literally means the quality of being
outstanding or extremely good. The achievement of corporate excellence
is the most important objective of every organization. Corporate
excellence refers to a transformation from the status of a good company
to the status of a great company. The essence of corporate excellence is
to have a competitive advantage over other firms in the industry.
Corporate excellence is about developing and strengthening the
management system and process of a company to improve performance
and create value for stakeholders.
Corporate excellence is concerned with the process by which
corporate entities and particularly limited liability companies are
governed. Business people as well as general public expect good
business ethics and effective governance from the business leaders. In
the modern era of globalization, corporate excellence plays an important
role. Corporate excellence is affected by the relationship among
participants in the governance. It ensures that corporate managers run
their businesses successfully and take care of long term interests of their
stakeholders. Corporate excellence improves capital efficiency of
companies and provides a roadmap for a corporation, helping the leaders
of a company in making decision by law, benefits to stakeholders, etc.
In a narrow sense, corporate excellence involves a set of
relationships amongst the company’s management, its board of directors,
its shareholders, and other stakeholders. These relationships, which
involve various rules and incentives, provide the structure through which
the objectives of the company are set, and the means of attaining these
objectives as well as monitoring performance are determined.
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In a broader sense, corporate excellence involves - the extents to which
companies are run in an open and honest manner. It is important for
overall market confidence, the efficiency of capital allocation, the growth
and development of countries’ industrial bases, and ultimately the
nations’ overall wealth and the welfare of the society.
Corporate excellence plays most important role in every
organization. It provides a structure through which the objectives of a
company are set and how they are achieved and monitored. A good
governance practice enhances the efficiency of corporate sector and
helps achieving excellence in all areas in the organization. The following
are the key points for achieving and maintaining corporate excellence in
an organization with the help of Universal Human Values and Business
Ethics.
Corporate Excellence is closely associated with the Vision and
perception of Leadership. A leader needs to adopt a vision for corporate
Excellence.
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To Achieve Corporate Excellence following factors must be
considered. The following are the key points for achieving Corporate
Excellence in an organization with the help of Universal Human Values
and Business Ethics Impact of UHV and Business Ethics on Corporate
Excellence:
We have tried to develop virtual business world in the light of
UHV and Business Ethics that if any business leader will follow the
concepts of UHV and Business Ethics then what could be the business
scenario. Following are the major fact findings cum recommendations to
all the business leaders.

1. Vision of Leader :
If the leader is without any values how we can expect the ethics
from the business. Under the light of UHV if he/she is with harmony
and happiness he/she can spread the same among the society and
economy. It helps the leader appreciate the essential
complementarily between ‘VALUE’ and ‘SKILLS’ to ensure
happiness and prosperity which are the core aspirations of all human
beings.

2. Application of best management practices :
Excellent companies adopt effective and consistent strategies for
monitoring and evaluating performance of the organization. With the
help of UHV the parameters for the evaluating the business
performance will definitely change compare to ordinary vision. Now
the parameters are like whether the employees are happy with the
system? Whether is there harmony among the stakeholders?.

3. Inculcate Universal Human Values in Business practices : \
UHV are based on moral values and principles than laws of the
nature and existence. It helps to the business identify, analysis the
different moral issues involved. It is essential that UHV and code of
conduct are clearly understood and followed by each and every
members of the organization and communicated to all stakeholders.
These moral values, principles and code of conduct help the
organization to become an excellent company.

4. Distribution of wealth among share holders :
UHV and Business Ethics will ensure the fair and equitable
treatment of all shareholders including minority shareholders. There
should be no discrimination between shareholders. All shareholders
have opportunity to obtain effective redress for violation of their
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rights. Fair and equitable treatment of shareholders helps an
organization to achieve excellence. UHV will help to adopt the
concept of “Samruddhi”.

5. Transparency in system and full Disclosures :
Transparency and full disclosures are the basic principles of
UHV and Business ethics and essential ingredients for achieving
excellence in an organization. IT aims at ensuring a higher degree of
transparency in an organization by ensuring full disclosure of all
material matters regarding the business ,including the financial
statement ,performance, ownership, and governance of the company.
The complete system will work on Mutual Trust, Transparency and
Togetherness. It means disclosure of actual state of affairs
(Transparency in operations and transactions)

6. Equal and Fair Treatment of Employees/Workers :
Fair and equitable treatment of employees and workers is the
important tool for excellence in an organization. It ensures equal
opportunity in all aspects of employment regardless of race, colour,
religion, sex, nationality, age, marital status, disability, etc. The goal
is to avoid all kinds of discrimination, harassment, and ill-treatment
of the workforce. Under the light of UHV Leader will treat the
employee as a “Human” first not as an employee. So here there is no
question of “Shoshan”. Also it felicitates the development of a
holistic perspective among employees towards life, profession and
happiness, based on the correct understanding of human reality and
the rest of Existence.

7. Internal Control on the basis of Humanity :
Under the light of UHV the whole system will work on the basis
of humanity. It is the mechanism for reducing mismanagement and
fraud. Internal control procedures are policies implemented by an
entity's board of directors, audit committee, management, and other
personnel to provide reasonable assurance of the entity in achieving
its objectives related to reliable financial reporting, operating
efficiency, and compliance with laws and regulations.

8. Adherence to ethical standards for effective management :
Effective Management is possible only when there is proper
transparency in the system and maintains the business ethics at each
and every corner of the business. Under the concept of UHV the
leader will firmly believe the law of existence. UHV highlights
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plausible implications of such a holistic understanding in terms of
ethical human conduct, trustful and mutually satisfying human
behavior and mutually enriching interaction with nature.

9. Sustainable development of all stakeholders :
The leader will adopt effective, consistent, friendly measurers
and strategies to safeguard the interest of all the stakeholders. It
protects and respects the rights of all stakeholders. UHV and
Business ethics mechanisms are usually established for safeguarding
and protecting interest of all the stakeholders and it will lead to
sustainable development of all stakeholders. It Enhanced Trust and
Confidence of all Stakeholders

10. Customer delightness :
Customer delight is surprising a customer by exceeding his or
her expectations and thus creating a positive emotional reaction. It is
only possible when the leader will treat the customers not only for
the sake of profit but to provide the “Seva”. Through the UHV
companies can gain valuable insights into the priorities and
understanding of customer needs and respond with modified product
offering. The satisfied customer helps companies in achieving its
excellence in all areas.

11. Business Reputation :
Business reputation plays most prominent role in corporate
excellence. UHV based Strong system boosts the reputation of the
company by adhering to the principle of reliability, credibility,
responsibility, accountability and trustworthiness. It is the overall
estimation in which an organization is held by internal and external
stakeholders based on its past action and probability of its future
behavior.
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Companies that have followed the principles of UHV and
Business Ethics have always
 Consistently earned high returns,
 Increased their net worth ,
 Enhanced their shareholders wealth,
 Invested significantly in proactive research and development,
 Developed people into ‘achievers’ than just ‘performers,
 Behave ethically with customers, government and business
partners,
 Maintained and updated their professional management
culture, system and processes
 Corporate should act like honeybee which suck the nectar of
the flowers without effecting its fragrance and produce honey
for the well –being of society.
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Conclusion:
UHV is a set of thoughts for way of life and not a set of rules. It
is a necessary condition and not a sufficient condition whereas business
ethics is a process, practices, policies, procedures, rules and laws
affecting the way of business is directed, managed or controlled. It is a
set of systems and processes to ensure that a company is managed to suit
the best interests of all. Here we have tried to bring equilibrium between
the expectations of the owners, employee, customers and all other
stakeholders though the concept of UHV. For achieving these
expectations, UHV and business ethics is the most appropriate and
valuable tool i.e. Corporate Excellence. Companies should identify,
assess and establish core values, core capability and core purpose to
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achieve Corporate Excellence. With the help of sound leadership an
organization can achieve excellence in everything that a company does.
Limitations of the Study:
 The complete study is based on the concepts of UHV and Business
Ethics.
 Researchers have limited subject knowledge of UHV and Business
Ethics.
 The concepts of UHV are the thoughts of any person.
 There are several chances to have doubts and question mark
against the concept of UHV.
 It may happen that reader will never agree with the thoughts of
UHV.
 The concepts of Business Ethics are derived from various sources.
 The business model which we have present over here is imaginary
or idealistic not actual.
 Not used any statistical tools for the study.
 The study period is limited
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Abstract:
The objective of this study is to identify financial and nonfinancial incentives affecting the productivity of employee in company.
The paper does not only discuss the productivity of employee that
affects organizational performance but also focusses on retaining most
valuable asset in the organization. Factors that enhance employee
productivity differs from industry to industry. Descriptive research
methodology has been adopted in this study. Secondary sources are
used to review various literature related to the topic. By reviewing
variously related literature, it is concluded that there are number of
factors that affect the productivity of employee, that can be categorized
into financial and non-financial incentives. Financial incentives are
imperative for improving the productivity of employee in a developing
country like India where the cost of living is so high but at the same
time, the importance of non- financial incentives cannot be overlooked.
Keywords-Employee productivity, Financial and Non-Financial Incentives.
Keywords: Financial Incentives, Non-financial incentives, employee
productivity

1. Introduction:
Every organization irrespective of their size has certain goals to
achieve and such goals can only be attained by recruiting and
maintaining well qualified human resources in the organization.
The employee in the organization put their best in the job only when
they are suitably rewarded. There is a strong relationship between
incentives and productivity of an employee. An effective incentive
program is considered to be the most important factor in improving the
productivity of the employee. Performance of the employee depends
upon the incentive system effective in the organization. The higher the
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incentive the more will be the productivity of the employee. A wellbalanced incentive system helps organization attracting and retaining
the talented employee. It is the incentive which engages employee
with the work and organization. Money is considered to be the most
important factor in improving the productivity of employee although
there are certain other financial (salary, wages, bonus, medical
allowance, transport allowance, retirement benefits etc.) and nonfinancial incentives (recognition, participation, growth opportunity,
job enrichment etc.) affecting productivity. The study focuses on
incentives used by company to improve the productivity of employees.
Related literatures have been reviewed to draw the conclusion.
2. Objectives of the study
1. To identify various financial and non-financial incentives used
by company to improve the productivity of employees.
2. To identify the relationship between incentives and employee
productivity.
3. Research Methodology
The study is of qualitative nature and tells about various financial
and non-financial incentives used by company to improve the
productivity of employees, relationship between incentives and
productivity and also recommends the suitable measures to make the
incentive system more effective. This study basically makes use of
secondary sources of data, hence all the relevant and required data have
been collected from various papers, websites, journals
.
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Table 1 Demographic Distribution of the respondents
Variables
Particulars

Number

Percent

Below 25

73

55

26-35

45

34

36-45

14

10

46-55

1

1

56 and above

-

-

Male

71

53

Female

62

47

School

40

30

Graduate

36

27

Post-Graduation

54

41

Professional Degree

3

2

Other

-

-

Age (in years)

Gender

Education
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Literature Review
1. Olake, Oni, Babalola & Ojelabi (2017) examined the impact of

incentive package son
employees’ productivity in real estate firms in Nigeria. Panel
survey approach was adopted to determine the firms using incentive
packages. They found that there is a strong relationship between
incentive and productivity of employees. They also stated that a large
number of employees are dissatisfied with what they are offered as
incentives by the majority of the real estate firms. Incentives packages
are not the only determinants of performance in real estate firms. They
concluded that real estate firms are needed to revive their incentive
schemes in order to improve the productivity of potential employees.
The opinion of the employees should also be obtained regarding
incentive packages.
2. Khan, Waqas and Muneer (2017) studied the impact of intrinsic and

extrinsic rewards on the job performance of employees. The views and
experiences of employees were collected using questionnaire and data
analysis was done with the aid of SPSS. The target populations in the
study were employees working in courier companies and respondents
for the study were chosen through stratified convenient sampling. The
study was focused on both intrinsic and extrinsic rewards. They stated
that employees’ personality is greatly influenced by these rewards and
encourages them to be loyal and perform better. They further stated
that there is a strong positive relationship between these type of
rewards and job performance of employees.
3. Achie &Kurah (2016) conducted a study on the employee of Nigeria
electricity distribution companies to find out the role of financial
incentives as a motivator in employee productivity. The population
size was taken as 65 and through simple random sampling, 45 staff
was selected as a sample. The data obtained through questionnaires
were analyzed and revealed that financial incentives play a vital role
on employee productivity and can be considered as a tool for getting
an edge over competitors as it leads to improved productivity and
overall profitability of the organization. They further stated that
besides financial incentives and salaries other factors also have a
bearing on employee productivity which enables them to put their best
in the organization. They suggested that financial incentives along
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with other motivational factors should be increased to attain higher
productivity and profitability.
4. Ravi (2015)in his paper stated that in order to attain organizational
effectiveness and high employee morale sound employee incentive
system should be designed by the management. An effective incentive
scheme leads to job satisfaction. He further stated that entrepreneurs
engaged in manufacturing sector must provide both monetary and nonmonetary incentives to their employees to boost their morale and
productivity, which in turn will result in the overall profitability of the
firm. He concluded that both incentives i.e., monetary and nonmonetary along with better work-life should be provided to the
employee for improved productivity.
yousalf, Latif, Aslam & Siddiqui (2014) in their paper identified
various financial and non- financial incentives that affect employees
motivational level. They did not only talk about the importance of
incentives but also about retaining them in the organization. The
qualitative research methodology was adopted to conduct the survey.
The questionnaire and semi-structured interview were used to collect
the views of employees about motivation. They found that there are
different factors responsible for the motivation of employees and such
factors can be divided into financial and non-financial incentives.
Financial incentives are important for developing countries where the
cost of living is high but at the same time, one can also not deny the
importance of non-financial incentives. The financial factors of
motivation that came out of the study were salary, bonus, health
insurance and fringe benefits and non-financial factors were
appreciation and recognition. The researchers ranked money at the top
amongst the various motivational factors as it helps employees fulfil
their basic needs. Non-financial incentives are also imperative for
improving the morale of employees. They concluded that the
organization should pay attention to various issues related to
incentives and focus on both monetary and non- monetary factors of
motivation in order to retain and motivate employees in the
organization.
5. Safiullah (2014) conducted a study to identify the relationship of
extrinsic and in trinsicrewards and their effect on employees’
performance and motivation. To fulfil their objective data was
analyzed using mean values and frequency percentage tables. Their
study concluded that with advancement in career path, income level
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and age intrinsic rewards become a more important factor for
employees’ motivation. They further revealed that employees need to
be motivated with those factors which form the content of their job. It
is important to connect employees’ performance with pay as money
stands as an effective motivator.
6. Ahiabor (2013) conducted a study to identify the role of incentives
on employee productivity on firms in Ghana. Objective based
questionnaire was designed to collect data. The data collected was
analyzed and processed using simple percentage and frequency. The
study revealed that positive relationship between incentives and
productivity. Factors other than monetary incentives should also be
involved to improve the productivity and attain organisational
effectiveness. He further concluded that non-monetary factors like
recognition, respect, appreciation, health, equipment use have more
importance than monetary incentives. He recommended the formation
of new unit to look after the issues related to incentives for enhanced
productivity. The function of such unit would be to promote, monitor
and boost the morale of employees in the company. This unit will also
conduct the study on the welfare of employees and the findings of
such study will be useful for recommending better incentive system.
The company should always find talented employees to reward which
will serve as an incentive to others.
7. Sajuyigbe, Olaoye & Adeyemi (2013) conducted a study to identify
the impact of incentive on employees’ performance on manufacturing
concerns in Ibadan, Oyo State Nigeria. The data was collected from
100 employees participated in the study using structured questionnaire
through purposive sampling method. Regression analysis was used to
Analyze data with the help of
S. They concluded that incentives have significant impact on performance
of employees They further stated that incentives like recognition,
appreciation and bonus should be used as a tool to motivate employee
improve their performance. It was inferred from the study that
management and employees should be concerned with incentive
packages. They recommend that both intrinsic and extrinsic incentives
should be used by the organization to motivate its employees for
achievement of individual and organizational objectives. Management
must frame reward packages as per the needs of different individuals.
Pay structure of the employees should be determined in consultation
with them
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5. Hypothesis Test:
Hypothesis testing is done by t-test on each lane of direct influence
partially and indirect influence through mediation variable. The result of
path coefficient on each path for direct effect can be presented in below
table.

a. Hypothesis Test 1:
Based on the results of the analysis can be presented of research
models in accordance with the analysis as follows.
The test result on the parameter coefficient between financial
incentive to job motivation showed a positive relationship with
coefficient value of 0.436 witht-statistic value of 3,567. Thet-statistic
value is above the value of table, so H0 is rejected. Thus, financial
incentive have appositive and significant impact on work motivation.
This means that the higher the financial incentive, the higher the work
motivation or the lower the financial incentive, the lower the job
motivation.

Conclusions
On the basis of the literature reviewed, it can be concluded that
there is a positive relationship between incentives and productivity. The
greater number of employees is contented with what they are paid in
terms of money.
It has been observed that financial incentives have a great influence on
employee productivity but at the same time, the importance of nonfinancial incentives cannot be overlooked, as employees also expect
appreciation and recognition for their work. Motivated employees tend to
be loyal towards their job and less likely to leave the organization.
The study suggests that there is a need to increase the financial
incentive for improved productivity and profitability. Other non-financial
incentives like growth opportunity, better quality of work life should also
be taken into consideration.
Companies should make use of both financial and non-financial
incentives so that organizational and individual objectives can be
achieved.
Employees’ suggestions should be sought in designing incentive
policy. The study also recommends that there should be a separate unit in
the company to look after the issues related to pay packages.
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Abstract:
Mythology is the study of stories, symbols and rituals valued by a
culture. If there is a particular story that your organization celebrates
and repeats again and again, it is aimed at constructing the myth of your
organization. Thus Myth is subjective truth of a person, people, a
community or an organization; it is assumption that shapes decisionmaking. Hence this makes it interesting for Management. If we assume
that humans are rational creatures, then we assume decisions will be
based on some objective data and influenced by a predictable outcome.
But what if we assume that people — even the smartest of leaders — are
not rational? Then the story changes. It is at this point that mythology
rears it ancient head. Take a look at how successful entrepreneurs are
presented. More often than not they are presented as heroes. People who
have changed the course of humanity material history: they have
innovated incredible products, given employment to thousands of people,
created incredible amounts of wealth. They had earned a place for
themselves in the special heaven reserved for heroes — Elysium. Across
management schools, professors act as bards singing their glory,
explaining their exploits through case studies, stirring young minds to
emulate them. Thus, despite proclamations of living in a myth-free world,
even the desire to break free from it, we end up in another myth bubble,
what is called the My thosphere. The paper on a similar ground tries to
evaluate the character of ‘Karna’ from the epic Mahabharata with a
view to understand the various Entrepreneurial learning’s’ that can be
derived from analyzing the ‘Do Not’s’ from his role in the Epic
Keywords: Ethics, Mythology, Management, Entrepreneurship, Ethical
Dilemma, Ethical Managerial Behavior.
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Introduction
Ethics has become a buzzword in the corporate world. The
reason for this is the globalization and the explosion in the
communication in the organization. As a result, businesses are focusing
more on the ethics part. The rules or the principles of the organization
should be maintained. Business ethics are given much importance
nowadays.
Ethics means the set of rules or principles that the organization
should follow. While in business ethics refers to a code of conduct that
businesses are expected to follow while doing business.
The ethics that are formed in the organization are not rocket
science. They are based on the creation of a human mind. That is why
ethics depend on the influence of the place, time, and the situation.
Businesses should have a balance between the needs of the stakeholders
and their desire to make profits. While maintaining these balances, many
times businesses require doing tradeoffs. To combat such scenarios, rules
and principles are formed in the organization. This ensures that
businesses gain money without affecting the individuals or society as a
whole. The ethics involved in the businesses reflect the philosophy of
that organization.
Indian literature includes manuscripts and historic literature
related to any of the diverse traditions within Hinduism. A few texts are
shared resources across these traditions and broadly considered as Hindu
scriptures. These include the Vedas and the Upanishads.
The Mahabharata is one of the two major Sanskrit epics of
ancient India, the other being the Rāmāyaṇa. It narrates the struggle
between two groups of cousins in the Kurukshetra War and the fates of
the Kaurava and the Pāṇḍava princes and their succession. Along with
the Rāmāyaṇa, it forms the Hindu ‘Itihasa’.
It is an epic legendary narrative of the Kurukṣetra War and the
fates of the Kaurava and the Pāṇḍava princes. It also contains
philosophical and devotional material, such as a discussion of the four
"goals of life" or Puruṣārtha. Traditionally, the authorship of the
Mahabharata is attributed to Vyāsa. There have been many attempts to
unravel its historical growth and compositional layers. The oldest
preserved parts of the text are thought to be not much older than around
400 BCE, though the origins of the epic probably fall between the 8th
and 9th centuries BCE.
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The Mahabharata is the longest epic poem known and has been
described as "the longest poem ever written.
Karna also known as Vasusena, Anga-Raja, and Radheya,is one of the
major characters in the Hindu epic Mahabharata. He is the spiritual son
of Surya (the Sun deity) and princess Kunti (the later Pandava queen).He
is a tragic hero in the Mahabharata. He is a symbol of someone who is
rejected by those who should love him but do not given the
circumstances, yet becomes a man of exceptional abilities willing to give
his love and life as a loyal friend. His character is developed in the epic
to raise and discuss major emotional and dharma (duty, ethics, moral)
dilemmas. His story has inspired many secondary works, poetry and
dramatic plays in the Hindu arts tradition, both in India and in Southeast
Asia.

Review of Literature
 Sadguru (April 2014) states that in India, for people who are
conversant with the Mahabharata, there is a whole culture where
Karna is a kind of anti-hero. He is a sweet mango gone bad. He was
a wonderful human being gone totally bad because he invested in
bitterness. His bitterness took him into a disastrous life story. He was
a man with a phenomenal sense of integrity and generosity but all
this was lost. He died in the battle in a bad way.
 According to Abhinav Agrawal(June 2016)It is not without reason
that the character of Karna has attracted so much fascination and
attention from readers of the Mahabharata. People have seen and
identified in him an ideal friend, an ideal giver, and above all – the
fatally wronged son who never got his due from either his brothers or
his mother. The right warrior, who fought on the wrong side
 According toAbhishek Tiwari (November 2013) Human character
caught up in a very human drama, is an incarnation of God. And this
can be well analyzed by studying closely the position of Karna in the
epic. No one else in the epic has suffered more than Karna, be It the
sacred blessings from god, his loyalty, his ethical choices at the time
of crisis, all seemed to have played a mysterious role in the fall of
this brave warrior.
 Terrance McConnel(April 2002) states what is common to the two
well-known cases is conflict. In each case, an agent regards herself
as having moral reasons to do each of two actions, but doing both
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actions is not possible. Ethicists have called situations like these
moral dilemmas
 Hamid Saremi (October 2014) states although the relationship
between ethics and management organizations since past have been
considered more or less, but with entering to information era ,
considering the ethical aspects of in management for achieving to
success are essential.
Objectives of the Paper:
1. To understand the relativity and pertinence between ancient
mythological characters and management.
2. To derive implications for present day Entrepreneurs through a
character analysis of Karna
3. To analyze the impact of ethical quotient in determining the behavior
of individuals in organization dilemmas through a character
understanding of Karna.
4. To reinstate the indispensable nature of ethics in shaping the
behavior of individuals as an essential in modern management.
Research Methodology:
This research study is aimed at exploring and deriving various
management implications from mythological characters. For doing so,
the exploratory cum descriptive design would be used. The study seeks
to analyze Karna as a mythological figure to derive various
entrepreneurial and management learning’s with s directed focus
towards the role of ethics in responding to organizational dilemmas. Also
an attempt is made to decipher through this character analysis those
aspects of ethical dilemmas that an entrepreneur may encounter in an
organization where in, it would be necessitated to choose between what
is personally correct and professionally correct by highlighting various
thought proving insights from instances in the life of Karna.
Karna’s Birth:
Princess Kunti attended to the sage Durvasa for a full year, while
he was a guest at her father's palace. The sage was pleased with her
service and granted her a boon whereby she could call upon any god of
her choice, and beget a child in his image. Unsure of whether the boon
would actually be granted, Kunti, while still unmarried, decided to test
the boon and called upon Surya the sun god. Bound by the power of the
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mantra, Surya granted her a son as radiant and strong as his father. Thus
Karna was born. Surya gifted Karna with an armour ('Kavacha') and a
pair of earrings ('Kundala') which dipped in Amrit, which were attached
to him from birth.
Unwilling to face the world as an unwed mother, Kunti
abandoned Karna, setting him afloat in a box in a river. The child Karna
was borne down the river and picked up by King Dhritarashtra's
charioteer, Adhiratha, a sudra. Karna was raised by him and his wife
Radha (not the same Radha who was Lord Krishna's Companion at
Mathura) as their son and named Vasusena (born with wealth), due to his
natural set of arm our and earrings. They knew something of his
parentage by the jewellery he was found with, and never hid from him
the fact that he was not their biological child. He was also known as
Radheya because of the name of his mother Radha.
The Parshuram Curse:
As he grew into adulthood, Karna sought to be a warrior. He
approached Dronacharya, who at that time had established his school and
was training the Kuru princes, requesting admission into his school.
Drona refused to teach him, as he was a 'sutaputra' or the son of a
charioteer. Karna realized his caste would continue to be a barrier in his
quest for knowledge. He decided eventually to approach Parashurama,
who was known to teach Brahmins alone. Karna appeared to
Parashurama as a Brahmin and wanted to learn the arts of war from
Parashurama and would use them to maintain order as Parashurama had
done, and was accepted as his student. Karna is described as a diligent
student. Parashurama trained him to the point where Parashurama
declared Karna to have surpassed him in the arts of war.
As Karna's training came to completion, Parashurama learnt the
truth about Karna's origin. One afternoon, he requested Karna to bring a
pillow for him to sleep outside in the shade. Karna instead offered him
his lap as a pillow. While Parashurama was asleep, an insect came by
and alighting on Karna's thigh, bit him. Despite the pain, Karna did not
move as it would disturb his Guru. The insect bit deep into Karna's leg,
causing blood to flow out, the warmth and feel of which woke up
Parashurama. He deduced at once that Karna was a Kshatriya as only a
warrior could withstand such pain without flinching. He cursed Karna,
stating that when he required an astra (divine weapon) the most, he
would be unable to recall its incantation. Radheya pleaded with him and
told him he was not a Kshatriya (even though he was, he did not know it
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yet) and this would have been the act of any student towards his guru.
After a Parashurama heard his plea Parashurama said his curse was
irrevocable, he would gift to him the Vijaya, Parashurama's personal
bow, and that in the end, Karna would achieve what he wanted the most,
everlasting honor.
The Hasitanapur duel:
Drona held a tournament at Hastinapura, to display the skills of
the Kuru princes. Arjuna emerged in this tournament as a particularly
gifted archer. Karna arrived at the tournament and after surpassing
Arjuna's feats, challenged him to a duel. However, Kripacharya refused
Karna his duel, asking first for his clan and kingdom - according to the
rules of duelling, only a prince may challenge Arjuna who is a prince of
the Kuru house. Duryodhana, the oldest of the Kauravas, offers Karna
the throne of Anga (today's Bhagalpur in Bihar), so that Karna would be
a king and thus be more than eligible to duel his cousin. When Karna,
who is emotionally overcome at this, asks him what he can do to repay
him, Duryodhana tells him all he wants is his friendship. "I want your
heart" he tells Karna, to which Karna says it is already his.
This event establishes key relationships in the Mahabharata,
namely, the strong bond between Duryodhana and Karna, the intense
rivalry between Karna and Arjuna, and the enmity in general between the
Pandavas as a whole and Karna.

The Draupadi Disrespect:
Karna was one of the suitor for Draupadi at the famed
‘Swayamvar’. Unlike other contenders, he was easily able to wield and
string the bow. Before he could take aim, however, Draupadi intervened,
stating she would not wed a ‘Suta’.Karna, furious over the insult,
stormed out of the arena. The Pandavas were also present in the
Swayamvara, disguised as Brahmins. Following the failure of the other
princes, Arjuna stepped into the ring and successfully tackled the target,
winning Draupadi's hand. He also fought a duel subsequently with
Karna, who expressed admiration for his skill. When Arjuna's identity is
later revealed, Karna's feelings of rivalry further intensify.
Shakuni organised a game of dice ‘Dhyut’, over which he had
mastery and Yuddhistir had an inclination for to trick and cheat the
Pandavas of all their belongings. To please Duryodhana, Karna choses to
be a part of the game, leading to the disturbing Cheer-haran scene.After
Shakuni had won the game of dice by trickery, the Pandavas' queen
Draupadi was dragged into the court by Duhsassana who attempted to
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disrobe her, incited by Karna, Duryodhana and his wicked brothers.
Karna calls Draupadi an’ illegitimate’Pandavawife and goes as far as to
say that woman like her has no rights so should be subjected to such
treatment

Thought Evoking Situations of Ethical Dilemma in the Epic:
1. Karma is always treated in the story as the Low Born King. This
tag of birth somewhere always brings upon him a lot of ill
treatments and injustice which are reciprocated through his
revengeful behavior. However had he used his ability and
opportunity to create a better situation for people in similar
situations like him,(the ill-treated ‘Sutas’) he would have been able
to create better living circumstances for many of his community.
2. Karna is denied education by Drona as he is not a Royal Kuru
prince. He thus seeks the same from Parshuram through lies as he
only trains Brahmins. However when we analyze we can deduce
that the purpose for which Karna sought education is revenge and
not knowledge which goes against the essence of education.
3. Draupadis’ act of calling him a ‘Sutputra’ and hence ineligible for
participation in the groom choosing ceremony is unfair. However
Karnas’ action to agree to let her be dragged by hair into the
courtroom during the game of dice and later calling her an
Illegitimate Pandava queen are also not justified. This somewhere
makes us ponder on the ‘deep long grudge holding’ nature of
Karna which is motivated by revenge and not ethics.
4. Karna is also known as ‘Daanveer’ Karna for his lifelong acts of
charity. The epic tells us that he somewhere ends up donating all
from his belongings i.e. from the Kingdom of Anga.Thoughtful is
the question that if I receive something in charity i.e. the Kingdom
from Duryodhan from which I donate then should I be termed as a
real ‘Danveer’.
5. Duryodhans action of granting Karna the Kingdom of Anga is
viewed by Karna as true friendship but it provokes thought that is
it opportunistic behavior because if Duryodhan had done this for
ensuring injustice does not prevail for low viewed communities
then why does he not do the same for any other similar community
or person specific in the entire Epic then Karna.
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Conclusion:
In modern society, the rapid work rhythm, the high professional
exigencies and demands, the pressure that the high standards put in every
domain of the social life, influence the employees affective dynamics
and shape their relations in the organizational framework. Modern
organizations, highly competitive, put a permanent quality control of the
professional activity, are oriented towards effectiveness growth at all
hierarchic levels, promote values which are dictated by the utility and
pragmatism and establish objectives which can be compatible with
personal aims and the social actors’ vision or, on the contrary, can
generate affective and cognitive dissonances. The effect of the
discrepancies between the subjective reality of the employees and the
organizational climate are felt at the level of emotional experience, a
proof being the experimental researches results which highlight the
growing number of affective disturbances and non adaptive behaviour
reactions (anxiety, low frustration tolerance, diminished self-esteem,
stress) as well as their consequences on professional activity, meaning
diminished performances.
Workplace revenge is a general action of purposeful retaliation
within the workplace in an attempt to seek justice. Acts of revenge in the
workplace are viewed by the retaliator as a defensive act in response to
the offender’s unwarranted and unfair actions. When the offender makes
the first move that is viewed by an affected colleague as unjust, the
victim will often feel a need for retaliation. This situation ploughs in the
question of an Ethical Dilemma.
Retaliation within an organization, specifically between
colleagues, impacts the organization indirectly. However, the activity of
revenge has a direct correlation with de-motivating employees as well as
affecting productivity, therefore affecting the company’s bottom line.
Thus one need s to learn a lot and take care of such behaviour in
organisation implementing check points and reprimanding actions to
avoid ant acts of so said Vindictive Sacrifice.
Ethical Organisational Conduct in organizations should be
directed to habilitate the employees in administrating the emotional
resources aiming at the correct adaptation to the organizational
environment and the necessities in the work activity.
Successful entrepreneurs operate on sound business ethics which
are approved and accepted in any society. Entrepreneurial Ethics are
those codes of conduct, employed by entrepreneurs which impact society
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positively, thereby increasing the entrepreneur’s chances for greater
success. Entrepreneurial ethics would lead to positive attitudes towards
raising successful entrepreneurs, who would, in turn, build
entrepreneurial institutions for societal growth and advancement.
Entrepreneurial ethics, combined with integrity and all the right
motives, would allow for economic growth and gradual development
throughout the primary, secondary and tertiary sectors in the economy.
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Abstract
The purpose of this paper is to contribute to the emerging theory
of ambidexterity by developing measures to assess employee
ambidexterity. Specifically, it identifies and tests the importance of the
relationship between the organisational context and employee
ambidexterity within small and medium enterprises (SMEs). The
research used a survey method to investigate SMEs in Ahmedabad. 100
SMEs employees’ were selected from across Ahmedabad city to
participate in the study and 10 companies responded, representing a 90
per cent response rate. The study sample comprised 100 shop-floor
employees from 10 small and medium-sized manufacturing and service
organisations.
Keywords: SMEs, Employee, Employee Engagement
1. INTRODUCTION
Small and medium-sized enterprises (SMEs) are the backbone of
modern economies. They are vital to sustained long-term economic
growth (Ardic et al., 2011), and constitute a vibrant and growing sector
in most advanced economies across the globe (Levy and Powell, 2005).
While they play a significant role in employment generation, revenue
generation and export earnings in developing and emerging economies
(Javalgi and Todd, 2011), they are often faced with limited resources
which impair their access to new innovation (Verheugen, 2003). Extant
studies within the management literature has suggested that employee
ambidexterity and engagement are key drivers of innovation and
organisational growth (Raisch et al., 2009; Lin and McDonough, 2011;
Good and Michel, 2013). However, the broad consensus from empirical
insights in these studies have largely been based on organisational
contexts in western economies. Besides, previous studies on
ambidexterity have neither suggested nor established any relationships
between employee ambidexterity and employee engagement (Saks,
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2006). Furthermore, only a relatively smaller number of studies have
examined the organisational characteristics that enhance the innovation
capabilities of SMEs, and even fewer have investigated these
relationships in a developing country context. These knowledge gaps
researcher would argue may be vital to not only explaining the high
failure rates associated with SMEs, but also contributing to a more
comprehensive the orisation of ambidexterity at individual level.
Why be concerned with employee engagement?
As people spend most of their waking hours at the workplace,
workplace psychology and behaviour provokes a lot of interest for
researchers. Managing and enriching the work environment is
challenging and critical for organisations from a working relationship
point of view and a competitive advantage standpoint. (Harter etal ‘09)
It is evident that in today’s difficult and dynamic business
environment, organisations are confronted with a set of objectives that
may seem conflicting and challenging:
• Provide a differentiated customer experience while reducing the cost
of delivering that experience
• Generate significant growth while continuing to manage the bottom
line
• Use technology to drive efficiency without sacrificing the “personal”
connection to customers, employees and other stakeholders
• Standardize and customize (Gebauer ‘08)
“One common element grounds organizations’ ability to advance
through this environment: People” (Gebauer ‘08) Gebauer highlights the
importance of investing in your organisation’s human capital in the form
of increasing employee engagement. She outlines how people are an
essential source of a company’s competitive advantage. Gebauer
articulates how only one in five workers today is “giving full
discretionary effort on the job, and this ‘engagement gap’ poses serious
risks for employers because of the strong connection between employee
engagement and company financial performance.” Even more worrying
is the fact that from previous Towers Watson research, results have
shown that “close to four out of 10 (38%) are what we called
disenchanted or disengaged.” (Gebauer ‘08) Maslach has performed
extensive studies on the concept of job burnout. This is a phenomenon
that happens when an employee has completely disengaged. It is the
direct opposite to employee engagement. Research on burnout
prevention and solutions has not only highlighted the benefits of
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engagement to organisation survival but it has also made an important
contribution to people’s health and well-being. (Maslach etal ‘01)
2. LITERATURE REVIEW
The general purpose of this study is to explore the linkages
between organisational context, employee ambidexterity and employee
engagement. In this section, we will review existing literature on
organisational and employee ambidexterity and finally employee
engagement.
2.1
Organisational ambidexterity and firm survival
There is a growing body of research in literature seeking to
understand how organisations achieve ambidexterity (Cao et al., 2009);
within the management literature, for example, it has been likened to
various phenomena. For instance, O’Reilly and Tushman (2011) likened
organisational ambidexterity to dynamic capability – which is defined as
the ability of a firm to leverage and reconfigure its existing internal and
external skills, resources and competencies, in ways that are valuable to
their customers and difficult for their competitors to copy (Teece et al.,
1997). The focus of dynamic capability dwells on the changing nature of
the business environment, and on the appropriate reconfiguration
of organisational resources towards the constantly changing business
environment. As a dynamic capability, organisational ambidexterity is a
complex set of routinised activities which include decentralisation,
differentiation, targeted integration and the ability of senior leadership to
manage the trade-offs that characterise the simultaneous pursuit of
exploration and exploitation activities.
In similar vein, firm-level absorptive capacity has been closely
linked to organisational ambidexterity (see Bröring and Herzog, 2008). It
has been defined as a firm’s ability to be aware of the value of new,
external information; assimilate it; and apply it to its commercial ends
(Cohen and Levinthal, 1990). Absorptive capacity is the ability of a firm
to recognize, acquire, assimilate, transform and exploit knowledge from
external sources through exploratory; transformative; and exploitative
learning (Lane et al., 2006). While exploratory learning focuses on the
recognition and understanding of external valuable knowledge,
transformative learning focuses on the assimilation of the newly found
knowledge, and exploitative learning focuses on using the assimilated
knowledge to create new knowledge and marketable outputs (Lane et al.,
2006). Some of the identified crucial factors that have the potential to
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enhance a firm’s absorptive capacity include organisational structures
and organisational culture according to Harrington and Guimaraes
(2005). It follows that organisational culture and structure have
significant impacts on the absorptive capacity and innovation capacity of
firms, and consequently, its overall performance.
Despite these affiliations, one major agreement in extant
research is the importance of organisational ambidexterity to firm
survival (Venkatraman et al., 2007). According to Lubatkin et al. (2006),
firms must simultaneously exploit current competitive advantages, and
explore new domains with equal dexterity to ensure future survival. For
firms to remain competitive and adaptive to continuous change in the
business environment, they must exploit existing competencies and
explore new ones (Floyd and Lane, 2000). He and Wong (2004) defined
organisational ambidexterity as the capability of an organisation to
operate successfully in both mature markets and emerging markets. As a
result, organisational ambidexterity can be viewed as a firm-level
organisational competency required for the successful exploitation and
exploration of business opportunities. Gibson and Birkinshaw (2004)
argue that ambidexterity promotes organisation survival. In their work,
the terms “alignment” and “adaptability” correspond to exploitation and
exploration activities, respectively. According to them, alignment
activities are tailored towards improving business performance in the
short term, while adaptability activities are geared towards improving
business performance in the long term. Research on the ambidexterity of
shop floor employees alongside the organisational context is likely to
give a better understanding of how employees’ individual ambidexterity
contributes to the overall organisational ambidexterity. In the next
section, we review the literature on employee ambidexterity.
2.2 Employee ambidexterity
Employee ambidexterity has been defined as individuals’
balanced pursuit of exploitative and explorative activities (Kobarg et al.,
2015). While exploitative activities focus on existing opportunities,
exploring activities focus on new opportunities. However, findings from
literature show that little is known about ambidexterity at the individual
level (Bonesso et al., 2014). Also research on ambidexterity at the
individual level of analysis is limited (Raisch and Birkinshaw, 2008).
There is a lack of understanding of how individual ambidexterity at the
lower levels of the organisation affects the overall ambidexterity of the
organisation. Theoretical and empirical investigation on ambidexterity
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with respect to the composition of the shop floor employees is yet to
receive the needed attention.
According to Gibson and Birkinshaw (2004), every employee in
a company has the ability to concurrently deliver value to the existing
markets and to also react appropriately to the changes in the
environment. They posit further that every individual in a unit can
concurrently deliver value to existing markets in his or her functional
area. Raisch et al. (2009) posit further that, in most cases, an
organisation’s ambidexterity is more likely to be a function of
interrelated individual and organisational factors than the summation of
the individual’s activities and ambidexterity. Based on the position of
Raisch et al. (2009), the ability of the individuals employed by an
organisation will have an aggregate effect on the organisation’s
ambidexterity. This implies that employee ambidexterity is essential to
long-term organisational survival and performance and as a result, we
would expect employee ambidexterity to positively correlate to
organisational-level ambidexterity. In order to survive and adapt to
changes in the business environment, organisations through their
employees must therefore seek to simultaneously exploit existing
competitive advantage and explore new ones with equal dexterity
(Lubatkin et al., 2006; Floyd and Lane, 2000).
Despite its importance however, the call for empirical studies
into ambidexterity at an individual level of analysis (Raisch and
Birkinshaw, 2008) has been answered mainly by O’Reilly and Tushman
(2011), Lin and McDonough (2011) and Mom et al. (2009) who all focus
on firm leadership and top management composition. The theoretical and
empirical investigation on organisational ambidexterity with respect to
the composition of the shop floor employees is yet to receive the needed
attention, and is the focus of this study. In the next section, we discuss
the final variable in our model – employee engagement.
2.3
Employee engagement
Sharma and Kaur (2014, p. 45) have defined employee
engagement as the “extent to which an employee feels a sense of
psychological investment in his/her work, so that he/she is behaviourally
(social) and intellectually focused on organisational goals”. This
psychological state according to Hewitt (2014, p. 11) can potentially lead
to behavioural outcomes that facilitate improved organisational
performance. Besides, several studies in extant literature have
investigated the impact employee engagement has on organisational
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performance. For instance, Shantz et al. (2013) portrayed how employee
engagement plays a mediating role to explain how job designs influence
eventual performance on the job. Findings portrayed how “engaged
employees” exhibit higher levels of performance, and how organisations
should orchestrate jobs that offer higher levels of autonomy, task variety
and significance. Also, a Gallup study in 2006 that investigated 23,910
business units, observed that those with higher levels of employee
engagement had higher levels of productivity and profitability (Wagner
and Harter, 2006). These studies exemplify correlational studies in
literature that unilaterally link increased employee engagement and
organisational performance. Despite these correlational linkages, some
studies have begun to highlight paucity of studies that enhance our
understanding on the causal links between employee engagement and
other organisational variables. For example, Gibson and Birkinshaw
(2004) have portrayed how ambidexterity within a business unit may
influence overall performance within the organisation. According to the
authors, investigating ambidexterity at group and individual level may
well shed useful insights to help organisations navigate the various
dynamic business and economic environments we witness today.
In order to capture employee ambidexterity, we propose two
dimensions. First, employee passive ambidexterity (EPA), to assess the
propensity of employees to exploit existing opportunities and explore
new opportunities simply by following organisational procedures.
Second, a measure of employees’ tendency to seek novel means to
engage in exploitation and explorative activities outside organisational
rules and procedures termed employee active ambidexterity (EAA). Our
proposal in this study is that employee engagement plays a significant
role in informing our understanding of employee ambidexterity – which
in turn we propose is key to organisational survival. To date, very few
studies have investigated these linkages and even fewer have highlighted
how these may apply to developing economies. In the next section, we
introduce the hypotheses and model that underpins our study.
3. RESEARCH METHODOLOGY
The researcher followed a positivistic or deductive research
philosophy where a quantitative research approach was used with a view
to providing explanatory theories to understand or measure the concept
of employee engagement. (Collis & Hussey ‘09) The research questions
are then confirmed or rejected by subsequent analysis of the pure
quantitative data. (Bryman & Bell 1999) (Howitt & Cramer ‘08)
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Quantitative research is any data collection method that produces
numerical data. Quantitative data is measurable, quantifiable, objective
and predictable. (Gargan 09) A ‘mono method’ of data collection was
used. This is where a single quantitative approach is used in the form of
one quantitative questionnaire. (Saunders, Lewis and Thornhill ‘07) A
questionnaire is a structured, clear and concise survey which consists of
asking a defined population for information. The Q12 questionnaire is
composed of rating and ranking questions. (Coolican 1996) The
participants specified their answer on a five-point likert-type scale from
(i) strongly disagree to (v) strongly agree.
3.1
RESEARCH OBJECTIVE
1.
To study the employee engagement in SMEs
2.
To study the perception of employees towards opportunities and
growth
3.2

SAMPLE SIZE

100 SMEs employees’ were selected from across Ahmedabad city to
participate in the study from 10 companies.
DATA ANALYSIS:
VARIABLE

FREQUENCY

%

Male

42

42%

Female

58

58%

20-29

30

30%

30-39

40

40%

40-49

20

20%

50+

10

10%

1-2 years

29

29%

3-4 years

30

30%

5-10 years

26

26%

More than 10 years

15

15%

GENDER

AGE

WORK EXPERIENCE
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Q01
Q02
Q03
Q04
Q05
Q06
Q07
Q08
Q09
Q10
Q11
Q12
Q.1
Q.2
Q.3
Q.4
Q.5
Q.6
Q.7
Q.8
Q.9
Q.10
Q.11
Q.12

Strongly
disagree

Disagree

Somewhat
agree

Agree

Strongly
agree

1
5
6
16
9
13
6
18
7
11
15
12

3
5
20
30
15
20
12
23
14
27
17
19

13
18
24
17
20
25
24
24
23
26
19
22

46
43
37
25
36
28
35
20
42
24
33
28

37
28
13
12
20
15
22
15
14
12
16
18

I know what is expected of me at work
I have the materials and equipment I need to do my work right
At work, I have the opportunity to do what I do best every day
In the last 7 days, I have received recognition or praise for doing
good work
My supervisor, or someone at work, seems to care about me as a
person
There is someone at work who encourages my development
At work, my opinions seem to count
The mission or purpose of my company makes me feel my job is
important
My associates or fellow employees are committed to doing
quality work
I have a best friend at work
In the last six months, someone at work has talked to me about
my progress
This last year, I have had opportunities at work to learn and grow
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INTERPRETATION
Research Question 1: Are the employee’s basic needs met?
In company x, the employee’s basic needs are met. This is
proven from the findings from the Q12 questionnaire as the majority of
respondents’ answered that they somewhat agree, agree or strongly agree
with the two questions at level one of the questionnaire.
Research Question 2: Do the employees in this company have a
positive image of their individual self-esteem and worth?
The author agrees that the employees of company x have a
positive image of their individual self-esteem and worth, but can feel that
they do not get the reward and recognition for their work. This potential
lack of recognition and reward could lead to the employee’s levels of
positive self-image and worth decreasing.
Research Question 3: Do the employees in this organisation feel
that they fit?
The employees of company x are struggling with this concept.
They feel their opinions count and that their colleagues are doing quality
work, but they struggle with seeing how their work fits in with the
overall company strategy. The employees of company x that participated
in the research, feel that they have a best friend in work, and nearly the
same amount feel that they do not. This is another management issue, the
significance of working relationships should be realised and encouraged
to flourish.
Research Question 4: Do the workers feel that there is a focus on
their progression and that they have opportunities to learn and grow at
work?
Yes the majority of the staff that participated in the Q12 questionnaire
feel or somewhat feel that there is a focus on their progression and that
they have opportunities to learn and grow at work.
Research Question 5: Are the employee’s in this organisation
engaged?
From the analysis of the findings, the author would say that this
organisation’s workforce is enrolled and partially disenchanted. Apart
from questions Q04 and Q10, the majority of the respondants from
company x responded to the statements in a generally positive way –
from ‘somewhat agree’ to ‘strongly agree’. The author maintains that a
percentage of the participiants are also partially disenchanted. This is
demonstrated with the higher negative responses to questions Q04 and
Q10 which deal with the emotional side of employee engagement in the
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form of reward, recognition and feeling like the individual has a best
friend at work. (Gebauer) This is good news for company x as despite the
fact that the organisation is currently undergoing substantial change, the
workforce is not suffering from disengagement. There is still some work
to go in relation to reaching full engagement and sustaining this. Overall
the author feels that the majority of respondants answered in a positive
way to Gallup’s Q12 questionnaire. Forbringer suggests that this
indicates that the employees work in business units with potentially high
levels of productivity, profit, retention and customer satisfaction. This
also establishes a link between employee opinion and business
performance. The findings from the Q12 questionnaire would point to
the fact that individuals answers were shaped by the ability of their
immediate supervisor. (Forbringer)
Kahn’s theory of the psychological conditions of engagement
and disengagement:
As discussed in the literature review, Kahn maintains that there
are three psychological conditions to employee engagementmeaningfulness, safety and availability. Kahn argues that if employees
find themselves in roles or situations that stimulate psychological
meaningfulness and safety that this will lead to the individual
becoming psychologically available, or engaged. The author believes that
positive responses to the following questions on the Gallup Q12
questionnaire suggests an employee is experiencing psychological
meaningfulness in the workplace. Q03 (positive response), Q06 (positive
response), Q07 (positive response), Q08 (positive response), Q11
(positive response) and Q12 (positive response). The author believes that
positive responses to the following questions on the Gallup Q12
questionnaire suggests the employee is experiencing psychological
safety. Q04 (negative response), Q05 (positive response) and Q10
(positive and negative response). These findings would indicate that the
majority of respondants experience psychological meaningfulness in the
workplace of company x. In contrast the data suggests that the majority
of respondants struggle with feeling psychologically safe in the
workplace of company x. This illustrates that the participants of
company x are not yet fully psychologically available and at the stage of
full engagement. It is important to note that May’s research on Kahn’s
theory argued that psychological meaningfulness displayed the strongest
relation to employee engagement and that meaningfulness indicated that
there was correct role-fit and job enrichments. As the author has
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suggested May illustrates how reward and supervisor support are linked
to the condition of psychological safety. May deduced that if resources in
the work environment are available, this positively relates to
psychological availability. The majority of respondents’ from company x
answered positively to Q02 which shows how the participants feel that
they have the materials and equipment (resources) they need to do their
job right. (Kahn 1990) (May etal ’04)
5. CONCLUSION
The findings and results of the research have been analysed and
compared with the literature. The author has attempted to determine the
level of employee engagement in company x. A summary of the findings
show that company x is not fully engaged but it is by no means
disengaged either. The majority of it’s employees who participated in the
research are “enrolled” and perhaps “disenchanted”. The staff that took
part in this research study have experienced Kahns psychological
condition of meaningfulness in the workplace. May illustrates a
significant link in experiencing the presence of this condition and having
employee engagement. In comparison to meaningfulness, the condition
of psychological safety did not result as positively. With the lack of
psychological safety, Kahn maintains that psychological availability
(engagement) will not exist. From the comparison of the findings with
Maslach’s theory of job burnout, it is worth noting that there is no
evidence of major job burnout. However, Maslach has maintained that it
can be worth studying potential job burnout at an individual level. The
discussion highlights the interpretation of the results with Forbringer’s
Levels in Gallup’s Q12 questionnaire. The results indicate that at level 1
majority employee needs are met, at level 2 the employee respondants
feel that their need for reward and recognition are not being met, at level
3 there is a mixed opinion on how important the employee’s feel their
role is in relation to the mission of the organisation. There is mixed
responses to how if staff feel they have a best friend at work.
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IMPACT OF INTELLIGENCE, EMOTIONAL &
SPIRITUAL QUOTIENT ON THE
PERFORMANCE LEVEL OF SCHOOL
TEACHERS IN JAMNAGAR CITY
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Student, JVIMS, Jamnagar

Abstract:
Every parent dream of his/her child’s success. This success
depends on mentors & coach who guides & strive hard towards his/ her
success. This calls for IQ, EQ & SQ. The researcher here is intend to
measure an impact of the EQ, IQ & SQ on the performance level of the
school teachers in Jamnagar city. Researcher over here has used
Regression analysis to the impact level. The study carried out was
descriptive research. The results are positive that there is high level of
impact of IQ, EQ & SQ on the performance level of the school teachers
in Jamnagar city.
Key words: Emotional Quotient, Intelligence Quotient, Spiritual
Quotient

Introduction:
The education sector has seen some fairly interesting trends
emerge over the last year. These trends are the beginning and not the end
of changes which are vitally important to the industry developing into
something that can truly delivery quality education in a sustainable way
to a large volume of aspirant students.
Today there are lakhs of students looking to pursue more skill
and vocational oriented courses like Filmmaking, Design, Fashion,
Advertising, PR and Communications as well as more niche areas like
Retail, Hospitality, Catering and Food Management and many others.
Previously these are all courses that students would have to apply outside
of India for, but more and more of these courses are now emerging
within the country to take advantage of the demand. And many programs
are doing them very well.
Types of Quotient
In the past, Leadership has a very basic definition. Those who
are smart and extroverted receive accolade and move up the ladder.
These 5 Quotients help round an employee and develop a foundation for
the future. If it’s ever hard to remember all of these quotients, just
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remember SPICE: Spiritual, Power, Intelligence, Cultural, and
Emotional. Each piece of the SPICE pie will empower you to be a better
you at work!
1) S = SQ (Spiritual Quotient): How do you cope with the modern
world’s challenges?
It is going beyond your cognitive and emotional skills. It is
acknowledging your mortality and thinking of what you could offer
humanity. It is living in humility; bearing in mind that you are just a tiny
compared to the vastness of the universe. A robust understanding of
SQ motivates people to balance their work commitments, time with
family and inner growth.
2) PQ (Power/Political Quotient): How reliable are you?
The Power Quotient is your ability to provide value in your
position. This quotient is a blend of how hard you work and how
smart you play. When working on a task or project, those with strong
Political Quotients work smart by staying organized; prioritizing
meetings; and maintaining open communication. Those high in this
quotient will be the valuable employee who is sought out for advice
on the project. Develop this quotient by being actively involved in
others development and by providing growth opportunities to your
team.
3) IQ (Intelligence Quotient): How intelligent are you?
This is the most popular quotient of all. The intelligence quotient
tests your general ability to comprehend ideas and process information.
The IQ test is known for qualifying our aptitude into a 3-digit number; an
IQ test score above 160 signifies true genius. The IQ test has been used
to identify geniuses such as Albert Einstein, Bobby Fischer, and Galileo.
4) CQ (Cultural Quotient): Are you aware of differences in the
workplace?
The Cultural Quotient is incredibly vital for the now,
international workplace. Many companies are stationed or work
alongside offices in various countries. The Cultural Quotient is helpful in
bridging gaps between employees to develop camaraderie and help
embrace differences in the work places. Here are some interesting
cultural differences to remember:
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– Russia: Russians do not shake hands over a threshold, or at a door.
They believe this to be unlucky.
– India: When shaking hands, receiving a gift, or eating, always use your
right hand. The left hand is believed to be unclean.
– Austria: When meeting with a group, ensure you introduce yourself
and shake hands with everyone. It is seen as disrespectful to ignore any
member within the group.
5) EQ (Emotional Quotient): How do you handle yourself?
The Emotional Quotient represents your ability to control
your emotions and navigate through social situations. The EQ
gauges your natural ability to react to difficult interactions at work and
completing each task with a harmonious solution. Traits for good EQ
include high motivation, self-awareness, and motivation. Those with
good Emotional Intelligence have been proven to have greater mental
health, strong job performance, and greater potential for leadership.
From this our Null Hypothesis are :
H0: There is no impact of Emotional, Intelligence & Spiritual quotient on
the performance level of the teachers.

Research Problem:
1. To know whether the employees performance is affected from
the various quotient like emotional, intelligence& spiritual
quotient.
2. To know the extent the demographic factors affects the
performance level of employees

Literature review
1) Robert V. Roosa, “A paper on EQ,IQ& SQ in selected software
companies at Andra Pradesh”, International Journal of scientific
research & modern education, 2016, Volume 1, Pg no.- 150-175.
The changing scenario demands a high level of commitment
contribution from the leadership. IQ allows a person to analyze "what is"
which primarily help shim to solve logical problems, EQ determines"
how to adapt" with the changing environment with self awareness,
empathy, motivation and compassion and SQ "transforms" one self and
others, heal relationship scope with grief and move beyond conditioned
habits of the path. 107 responses were taken and the result was
positive.
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2) preeti wadhwani, “IQ,EQ or SQ: Searching the Most Crucial
Dimension of Intelligence as a Predictor of Psychological Risk and
Change Proneness”, An International Journal of of humanities & social
sciences, 2015, Volume (2),Issue-1, Pg No. 159-175
With positive psychology gaining card in apposition, mental heal
then compassing broadened realm, and thriving individuals having an
edge over successful ones, other than I. Q. and E.Q., S.Q. has
become important as never before. The sample of 373, teachers from
different disciplines and at different levels of teaching was selected from
schools and colleges of Bhopal city using stratified and om sampling
technique. Standardized tools were used for data collection. For data
analysis Multiple Correlation and Stepwise Regression were used.
Results indicate some significant individual and joint contributions of
IQ,EQ and SQ in predicting the afore said variables.
3) Firozna.T, Dr. Jayan.C “are view based study on impact of emotional
intelligence (ei) in different phases of life”, International Journal of
Multi disciplinary Research, Vol(6),May – 2016, pg No. 126-140
Emotional intelligence is a key element needed in all phases of
life. This study aimed intensive exploration to the outcomes of EI. This
paper reviewed 41 articles on the outcomes of EI. Outcomes are
categorized into three dimensions – outcomes related to school and
education, social and family outcomes; and outcomes related to job/work
and profession.
Research Methodology:
Research Goals:
1.
To assess impact of the Intellectual quotient on the performance
level of the teachers in Jamnagar city.
2.
To assess impact of the emotional quotient on the performance
level of the teachers in Jamnagar city
3.
To assess impact of the Spiritual quotient on the performance
level of the teachers in Jamnagar city.
4.
To know which type of demographic factors affects the most on
5.
To know the extent of the demographic factors affecting the EQ,
IQ & SQ and its ultimate effect on the performance level of the
employees.
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Research Design:
Exploratory Research Design has been chosen for finding out
performance level and Descriptive Research Design has been chosen for
perceiving Emotional, Intelligence & Spiritual quotient.
Sampling Size and Design:
In order to achieve the goal of a study, in total 145 teachers were
approached of Jamnagar city on basis of non-probability convenient
sampling method.
Research Instrument:
The data was collected through Questionnaire. Questionnaire
was divided in to two parts. First part consists of demographic
information. Second part consist information about the factors of
emotional, Intelligence & spiritual quotient.
Results:
The mixed-method approach to collecting data provides the
researchers with an opportunity to determine both quantitative and
qualitative data to ensure richness of the data. Both quantitative
questions and the qualitative questions were included to provide a more
comprehensive understanding of Emotional, intelligence & spiritual
quotient and its effect on performance level of teachers.
Data Analysis:
Descriptive statistics were used to measure the central tendency
and distribution of responses for quantifiable survey responses.
Composite variables were formed from sets of related responses. Using
Regression Analysis effect of EQ,IQ& SQ on teacher’s
performance level was found
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Findings:
Objective:
1) To know assess the impact of the Intelligence quotient on the
performance level of the teachers in Jamnagar city.

Axis Title

Intelligence Quotient
200
150
100
50
0

Completely Disagree
Strongly Disagree
Disaagree
Neutral
Agree
strongly agree

Interpretation:
In order to assess the impact of the intelligence quotient on the
performance level of the employees various features were given to rate
themselves and the outcome was positive that intelligence quotient
affects the performance level of the teachers in Jamnagar city.
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2) To know assess the impact of the Emotional quotient on the
performance level of the teachers in Jamnagar city.
160
140
120
100

Completely Disagree
Strongly Disagree

60

Disaagree

40

Neutral

20

Agree
Motivation

Strong will power

Ambitious

Excellent listener

Verbal fluency

Empathy

Self Control

Self awareness

Innovative

0

Social skills(to…
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strongly agree
Completely agree

Interpretation:
In order to assess the impact of the emotional quotient on the
performance level of the employees various features were given to rate
themselves and the outcome was positive that emotional quotient affects
the performance level of the teachers in Jamnagar city.
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3) To know assess the impact of the Spiritual quotient on the
performance level of the teachers in Jamnagar city.
160
140
120
100

Completely Disagree

80

Strongly Disagree

60

Disaagree

40

Neutral
Agree

20

strongly agree

0

Completely agree

Interpretation:
In order to assess the impact of the spiritual quotient on the
performance level of the employees various features were given to rate
themselves and the outcome was positive that spiritual quotient affects
the performance level of the teachers in Jamnagar city.
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4) To know which type of demographic factors affects the most on the
performance level of the employees
Education Qualification

Respondents

S.S.C

0

H.S.C

2

Graduation
Post Graduation

51

P.hd

1

Others

11

Total

145

Length of experience

Respondents

Below 3 years

38

3-10 years

52

11-20 years

42

21-30 years

11

31-40 years

2

Total

145
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Interpretation:
On the basis of the data collected it was found out that the
education qualification & length of experience affects a lot on various
quotient which ultimately affects the performance level of the employes.
5) To know the extent of the demographic factors affecting the EQ, IQ &
SQ and its ultimate effect on the performance level of the employees.
(Comparison of education qualification & length of service)
Intelligence Quotient
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Regression Statistics

Regression Statistics

Multiple R

Multiple R

0.282580404

R Square

0.079851685

R Square
Standard Error

0.22513860
5
0.05068739
2
0.82258738
2
145

Standard
0.955490749
Error
Observations
Observatio 145
ns
Table:
Y (dependent): Education Qualification
(dependent): Length of service
X (Independent): Features of Intelligence Quotient

Y

Interpretation: As the R square of the length of service is near to 1 (
0.079) while of the education qualification is 0.050 which is not as good
as of the length of service. So the output is that as the experience in the
particular field increases, the impact of the intelligence quotient is very
high on the performance level of the employees.
Emotional Quotient
Regression Statistics
Multiple R
0.223757462
R Square
0.050067402
Standard
0.828973923
Error
Observations
145

Regression Statistics
Multiple R
0.298345798
R Square
0.089010215
Standard Error 0.957792380
Observations

145

Table:
Y (dependent): Education Qualification
Y (dependent): Length of service
X (Independent): Features of Emotional Quotien

Interpretation:
As the R square of the length of service is near to 1 ( 0.89) while
of the education qualification is 0.050 which is not as good as of the
length of service. So the output is that as the experience in the particular
field increases, the impact of the emotional quotient is very high on the
performance level of the employees
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Spiritual Quotient
Regression Statistics
Multiple R

0.223757462

Regression Statistics
Multiple R
0.16029
7413
R Square
0.025695260
Standard Error
0.986841822
Observations
145

R Square
0.050067402
Standard Error
0.828973923
Observations
145
Table:
Y (dependent): Education Qualification
Y (dependent): Length of service
X (Independent): Features of Spiritual Quotient

Interpretation:
As the R square of the education qualification is near to 1 (
0.050) while of the length of service is 0.025 which is not as good as of
the Education qualification. So the output is that as the knowledge is
gained in the particular field increases, the impact of the Spiritual
quotient is very high on the performance level of the employees.
Conclusion and Future Direction:
As the food is tasteless without the spices in it in the same way if
the SPICE quotient is missing in the life that if has a very huge negative
impact in life. So one should learn new thing and should learn to gain
control over the SPICE quotient and to perform the work in an efficient
& effective manner & live the contended life.

Bibliography
Online sites:
 https://www.stoodnt.com/blog/10-emerging-trends-in-educationsector-in-2018/
 https://targetstudy.com/school/schools-in-jamnagar.html
 https://www.education.gov.gy/web/index.php/specialeducation/itemlist/category/211-key-issues-and-challenges-in-theeducation-sector
 http://www.economicsdiscussion.net/articles/problems-faced-in-theprogress-of-education-in-india/2291



http://www.mscareergirl.com/5-components-intelligence/
https://www.jobs.ucdc.co.in/getpagedata.php?pageid=NDM%3D

83







https://www.researchgate.net/figure/Dimensions-of-CulturalIntelligence_tbl1_284195113
https://businessjargons.com/hypothesis-testing.html
https://www.google.co.in/search?biw=1366&bih=662&ei=lSlCW_r
RN4fpvATPwZagBQ&q=sampling+methods+meaning&oq=sampli
ng+methods+me&gs_l=psyab.3.0.0l3j0i22i30k1l4.8019.10166.0.11700.3.3.0.0.0.0.238.579.0j2j
1.3.0....0...1c.1.64.psy-ab..0.3.579...0i67k1.0.YXSnd6xYcNE
https://www.google.com/search?q=Among+IQ%2C+EQ%2C+SQ+
and+AQ%3A+Which+Quotient+Matters+to+Students%E2%80%99
+Entrepreneurship+Interest%3F&oq=Among+IQ%2C+EQ%2C+S
Q+and+AQ%3A+Which+Quotient+Matters+to+Students%E2%80
%99+Entrepreneurship+Interest%3F&aqs=chrome..69i57.716j0j7&
sourceid=chrome&ie=UTF-8



https://www.google.com/search?q=EXPLORATION+OF+FACTO
RS+INFLUENCING+SPIRITUAL+INTELLIGENCE+AMONG+
THERAVADA+BUDDHISTS+IN+BANGKOK&oq=EXPLORAT
ION+OF+FACTORS+INFLUENCING+SPIRITUAL+INTELLIGE
NCE+AMONG+THERAVADA+BUDDHISTS+IN+BANGKOK&
aqs=chrome..69i57.1582j0j9&sourceid=chrome&ie=UTF-8



https://www.google.com/search?sxsrf=ALeKk01wl_Sg8GQzkwAd
eatSFVZkbqFIFQ:1583772312526&q=Firozna.+T,+Dr.+Jayan.+C+
%E2%80%9Ca+review+based+study+on+impact+of+emotional+in
telligence+(ei)+in+different+phases+of+life%E2%80%9D,+Interna
tional+Journal+of+Multidisciplinary+Research,+Vol(6),May+%E2
%80%93+2016,+pg+No.+126140&spell=1&sa=X&ved=2ahUKEwjlnt_Q643oAhXnzzgGHeum
AgcQBSgAegQIBBAn&biw=1455&bih=717

84

Literature papers reviewed:






B. Sudheer Kumar, Dr. N. Kumara Swamy, Dr. V. Mallikaruna&
R. Kavya Sree, “A paper on EQ,IQ & SQ in selected software
companies at Andra Pradesh”, International Journal of scientific
research & modern education, 2016, Volume 1, Pg no.- 150-175.
preetiwadhwani , “IQ,EQorSQ: Searching the Most Crucial
Dimension of Intelligence as a Predictor of Psychological Risk and
Change Proneness”, An International Journal of of humanities &
social sciences, 2015, Volume (2),Issue-1, Pg No. 159-175
Firozna.T, Dr. Jayan.C “are view based study on impact of
emotional intelligence (ei) in different phases of life”, International
Journal of Multi disciplinary Research, Vol (6),May – 2016, pg No.
126-140

85

THE ADVANTAGES OF ETHICAL
BEHAVIOR IN BUSINESS
Shalaka Prakash Chavan
Assistant Professor, Saket College of Arts,
Science & Commerce, Kalyan East.

Abstract
Ethical behavior can be identified in both individual
relationships and work relationships and work relationships. The
concept can also be applied to corporations as entities. The ethics of a
company and its individuals are heavily influenced by the state of their
country. If country is heavily plagued with poverty, large corporations
continuously grow, but smaller companies begin to wither and are then
forced to adapt and scavenge for any method of survival. Business ethics
also known as corporate ethics that is a form of applied ethics or
professional ethics, that examines ethical principles and moral or ethical
problems that can arise in business environment. It applies to all aspects
to business conduct to individual and entire organizations. These ethics
originate from individual, organizational statements or from the legal
system. The senorms, values, ethical and unethical practices are the
principles that guide a business. They help those business maintain a
better connection with their stakeholders. The study recommends that
firms should uphold ethical standard so that they may have strong
competitive advantage over their fellow competitions. Research on ethics
studies focus on behavior that exceed minimum standards of morality.
The main objective of the study is to understand advantages of Ethical
Business Behavior. And to highlight the essentials of Ethical Business.
Keywords: Ethical Business Behavior, Advantages of Ethical Business.
INTRODUCTION:
Ethical behavior has been a cause of concern since very ancient
time. Ethical behavior in business practice has been developed
continuously. In modern time, ethical behavior has been looked as
important aspect of the business success. India is known as it has rich
ethical tradition, which envisioned in the scriptures of the land like Gita,
Upnishad , etc. In these years, the business ethics has exploded in both
volume and importance. This paper aims to study the way ethics
influences business success. It is well known that many companies may
go bankrupt because of lack of a well-established overall strategy, poor
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quality of products, focus on gaining immediate profit etc. but is seems
that nowadays ethics is strongly influencing business success. The study
conducted reveals that implications of ethics in business are reaching a
high level and they are more complex that presumed, ethical behavior
bringing significant to a business. Since ancient times, companies are
searching for business success that, nowadays, more than ever, having
success is not easy. Business success does not come unexpectedly in a
company, it presumes efforts, wise strategies, risk assuming and
sometimes failure provides the lesson for success. Ethics is seen as a
pillar of business success, companies without ethics being not able to
exactly determine what is right and what is wrong within their business,
so ethical practices may lead a company to failure or success. In this
paper we will explain the advantages of ethics and closely study the way
it influences business.
OBJECTIVES OF THE STUDY:
The study has the following specific objectives:
1) To identify the advantages of Ethical Business Behavior.
2) To study the mean of advancing ethical behavior.
3) To determine the Influential factors on Business Ethics.
LITERATURE REVIEW:
1) Ronald et al.2003:61:
According to Ronald , Ethics is the study of morality. Ethics are
beliefs about what is right and wrong, or good and bad. An individual
personal values and moral and the social context in occurs determine
whether a particular behavior is seen as being ethical or unethical. In
other words, ethical behavior is behavior that conforms to individual
beliefs and social norms about what is right and good. Anything
otherwise is unethical behavior. Business ethic is a term often used to
refer to ethical or unethical behavior by manager or employee of an
organization.
2) Covey, 2006:
As he said, Research on Ethics studies focus on behavior that
exceed minimum standards of morality, such as charitable giving, or
whistle- blowing, which occurs when employees expose illegal and/or
unethical actions by their employer. Other studies focus on behaviors
that fall below minimum standards of morality, such as lying and
cheating. Regardless of the area of focus, unethical acts are of concern to
us, and are so common in organizations. For Example, recent surveys
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suggest that 76 percent of employees have observed illegal or unethical
conduct on the job within the past 12 months.
3) Greg et al 2006:
According to Greg, Acceptability of behavior in business is
determined by customers, competitors, government regulators ,interest
groups, and the public, as well as each individual personal moral
principles and values. With example of ENRON ,it is one of the largest
ethical disasters in the 21 century. The fall of company took many layers
of management pushing the envelope and a great deal of complacency on
the part of employees who saw wrong doing and ignored it. Most
unethical activities within organization are supported by an
organizational culture that encourages employees to bend the rules.
4) Albuquerque, Daniel, 2010:
In the book ‘Business Ethics’, argues that business ethics is not a
pure science but a professional practice. In this book the author provides
an insight into the crucial role played by ethics in managerial decision–
making and the impact of such decisions on organizations. The author
states that the term business ethics is generally used to portray two
different concepts. First, it describes the relationship of civil society to
the business sector. Second, it involves the interaction of business
entities with their constituents: employees, customers, suppliers and
shareholders, categorized as stakeholders. The author suggest that the
business ethics is to guide business practice and add to the shareholders
value without compromising the interests of any stakeholder in and of
society.
RESEARCH METHODOLOGY:
In this Research paper a study to understand the advantages of
Ethical Business Behavior. In this research researcher Descriptive and
quantitative method was used. Primary data has been collected which
include closed ended questionnaire convenience sampling method was
used with size of 60respondent. Secondary data was collected in the form
of articles published in the journals, Research papers.
LIMITATIONS OF STUDY:
1) Time and Covid-19 pandemic situation are a major constraint in the
study.
2) Area of Research is also a major constraint.
3)This Research is also reflects opinion and responses of individuals only
where by findings and recommendations given on the basis of this
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research cannot be applied to the entire population, industries,
organizations and firms.
THE CONCEPT OF ETHICS:
The word ethics is derived from the Greek word ‘ethos’, which
means character. Ethics or moral philosophy is a branch of philosophy
that involves systematizing, defending and recommending concepts of
right and wrong conduct. The field of ethics, along with aesthetics,
concerns matters of value, and thus comprises the branch of philosophy.
Ethics seeks to resolve questions of human morality by defining concepts
such as good and evil, right and wrong, virtue and vice, justice and
crime.
THE CONCEPT OF BUSINESS ETHICS:
Business ethics also called corporate ethics, is a form of applied
ethics or professional ethics that examines the ethical and moral
principles and problems that arise in a business environment. It applies to
all aspects of business conduct on behalf of both individuals and the
entire company. Business ethics refers to contemporary organizational
standards, principles, sets of values and norms that govern the actions
and behavior of an individual in the business organization. Business
ethics have two dimensions, normative business ethics or descriptive
business ethics. Customers, management and employees all appreciate
honest and ethical practices. Business Ethics are vital because they help
maintain a great reputation, help avoid significant financial and legal
issues, and they ultimately benefit everyone involved.
TYPES OF BUSINESS ETHICS
1.Personal Responsibility.
2. Representative & official Responsibility.
3.Personal Loyalties.
4.Corporate Responsibility.
5.Organizational Responsibility.
6.Economic Responsibility.
7.Technical Morality.
8.Legal Responsibility.
Through above chart researchers try to explained types of Ethical
Business Behavior. We can see some examples of Indian Ethical
Companies like Wipro and Tata Steel, have been named in the list of
world’s most ethical companies by American think tank Ethisphere
Institute.
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According to them those companies who recognize their role in
society to influence and drive positive change in the business community
and societies around the world in 2017, there were 124 honorees
spanning five continents, 19 countries and 52 industry sectors. These
companies also consider the impact of their actions on their employees,
investors, customers and other key stakeholders and leverage values and
a culture of integrity as the underpinning to the decisions they make each
day. IT services and outsourcing provider Wipro Limited and Tata Steel
Ltd are the two Indian firms that have been selected among the 135
worlds most ethical companies for 2018 by the US based think tank
Ethisphere Institute.
As per above explanation, Ethical behavior not only improves
profitability but also fosters business relations and employees
productivity. Business ethics is concerned with the behavior of
businessman in doing a business. Unethical practices create problems to
business man and business units. The behavior of businessman has more
impact within the business organization than outside. So, he should obey
the laws even though he may personally believe them to be unjust.
THE ADVANTAGES OF ETHICAL BUSINESS BEHAVIOR:
Business ethics comprise various traits, such as trustworthiness
and transparency in customer services. Ethical business practices
strengthen customer relationship that is of prime importance for longterm organizational success. It deals with retaining and creating a longlasting impression in the minds of customers. Such impressions help the
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enterprise to win to win the trust of customers and get more business.
Business ethics plays a very vital crucial role in various management
functions. The advantages of ethical behavior in business include helping
your business to build customer loyalty, avoid legal problems and attract
and retain talented employees, some important advantages of ethical
business behavior which are given as follows:
1) Build Customer Loyalty.
2) Enhance a Company’s Reputation.
3) Retain Good Employees.
4) Positive Work Environment.
5) Avoid Legal Problems.
6) Improve Employees Happiness.
7) Attracts More Investors.
8) Better for Society.
According to above statements it was observed that Ethical
business behavior practices strengthen customer relationship that is of
prime importance for long-term organizational success. This research
paper highlight some suggestions though the below data analysis and
questionnaire with sample size of 60 respondent.
DATA ANALYSIS:
1) Can a Business be ethical?

18%

YES

5%

NO

77%
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May Be

2) Can any Business pursue both Ethics & Profit at a one time?

23%
YES
NO

5%

May be

72%

3) In your opinion ,Business ethics are help to maintain great
reputation?

13%
0%
12%
48%

Strongly Disagree
Disagree
Neutral
Agree

27%
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Strongly Agree

4) According to you what does it mean to act ethical in Business?

7%

Applies the Principles of
Honesty

8%
0%

Loyal Relationship with
coworkers & Customers.
Treat Everyone Friendly

85%

All of the Above

5)In your opinion ,Ethical behavior in business is critically
important for maintain confidence in Market?

28%

8%2%
7%

Strongly Disagree
Disagree
Neutral
Agree

55%

Strongly Agree

6) What are the Benefits of Ethical issues in Business organization?

3%10%
0%

Good Image of an
Organisation
Gain Customers Faith
A competitive Advantage

87%

All of the above
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7) Do you think Ethics and Values helps in Better Decision making
for Business?

18%
0%

YES
NO
May be

82%

8) Positive work environment & Retain good employees are the
advantages of Ethical Business?

12%
0%
13%

37%

Strongly Disagree
Disagree
Neutral
Agree

38%

Strongly Agree

9) Being Ethical in Business means maintaining a high level of
personal Integrity is very Important?

7%
1
0

93%
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ANALYSIS AND INTERPRETATION:
KEY FINDINGS:
1) First question help us to understand Business can be Ethical or not.So
77% respondents said yes, business can be ethical. In most business,
most people conduct themselves ethically most of the time.
2) Around 72% respondents say that any business pursue Ethics and
Profit both at a onetime.
There are plenty of examples who make good decisions that also turn
out to be profitable. So long –run a company can pursue both ethics and
profits.
3) Around 49% respondent’s strongly agreed that Business ethics are
help to maintain great reputation. And 28% respondents agrees that
Business ethics can bring significant benefits, especially to a company’s
reputation.
4) 85% respondents’ agreed that act ethical means applies the principle
of Honesty, Loyal relationship with Coworkers, Treat everyone friendly.
All these components plotted meaning of business ethics.
5) Maximum 55% respondents admired that Ethical behavior in business
is critically important for maintain confidence in market. This is an
advantage because investors will be likely to continue funding the
company.29 % peoples agreed that the advantages of business ethics
become crystal clear in these situations since companies that maintain the
confidence and standards are very important.
6) Among the all respondents around 87% repliers agreed that good
image of an organization, gain customers faith, Competitive advantages
these ethical issues are beneficial for business organizations.
7) From all respondents 82% repliers said that in any business Ethics
and values helps in better decision making. And according to this
research researcher found out that Positive work Environment & retain
good employees are the advantages of ethical business and total 39%
&37% repliers agreed and strongly agreed respectively with this
statement.
RECOMMENDATIONS:
Based on the major findings, the following recommendations
were made:
1) Organizations should imbibe with ethical standard in order to have
good public image.
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2) Companies should uphold ethical standard so that they may have
strong competitive advantage over their fellow competitors.
3) Firms should include business ethics in company’s strategic planning
for successful business.
4) Companies should conduct ethical trainings like workshop, Seminars
at national & International level.
5) Firms should practice ethical standard because it is the answer for
profit maximization.

CONCLUSION:
In the current trend is to move away from legally-based ethical
initiatives in organizations to cultural-or integrity-based initiatives that
make ethics a part of core organizational values. Organizations recognize
that effective business ethics programs are good for business
performance. Companies that develop higher levels of trust function
more effectively and smoothly and avoid damaged company reputations
and product images. Organizational ethics initiatives have been
supportive of many positive and divisive organizational objectives, such
as profitability, hiring, employee satisfaction, and customer loyalty.
Conversely, lack of business ethics initiatives and absence of workplace
values such as honesty, trust and integrity can have a negative impact on
organizational objectives and employee retention.
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Abstract
Happiness has recently gained interest as an influential variable
in managing the employment relationship, as studies have suggested
benefits for productivity and performance. Knowledge on workplace
happiness is, however, still relatively limited and more understanding is
needed on employee perceptions and benefits of and expectations for
happiness, as well as happiness responsibility. In the association the
Human Resources are the existence blood of life. It is hard for the
association to contend in the current time of rivalry without the reliable
and equipped Human Resource. The reliable workers are the most
profitable and a hotspot for the advancement of the association and the
other way around. It becomes challenge for the Human Resource
Managers to hold the representatives for extensive stretch and to limit
the turnover in the association. This paper investigates alternate points
of view and writing audits on representative bliss and employment
fulfillment. It additionally features more particulars on MSMEs related
data explicit to Gujarat State.
Keywords: Employee, Happiness, Job Satisfaction, MSMEs, Gujarat,
India.

Introduction
In the association the Human Resources are the existence blood
of life. It is hard for the association to contend in the current time of
rivalry without the devoted and capable Human Resource. The
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dependable representatives are the most gainful and a hotspot for the
improvement of the association and the other way around. It becomes
challenge for the Human Resource Managers to hold the representatives
for significant stretch and to limit the turnover in the association.
Bliss has as of late picked up interest as a persuasive variable in dealing
with the work relationship, as studies have recommended benefits for
profitability and execution. Information on work environment bliss is, in
any case, still generally restricted and additionally understanding is
required on representative recognitions and advantages of and desires for
satisfaction, just as joy responsibility. To win clients' hearts, an
association needs to connect with workers who effectively communicate
their eagerness to clients. Fulfilling clients is vital to a business—there is
a lot of proof for a causal connection between glad clients and higher
benefits. Also, fulfilling representatives is a beneficial point in itself for
some reasons. It is critical to draw in workers by giving them the two
reasons and approaches to satisfy clients; at that point recognize and
reward fitting conduct.
It is an exceptionally straightforward speculation so as to have
glad, fulfilled and faithful clients; associations ought to have upbeat,
fulfilled and steadfast workers. Southwest Airlines' Chairman Herb
Kelleher has said that he puts representatives first, "because if you have
glad workers, that will prompt upbeat clients". Individuals can have a
remarkable effect on the off chance that they are taken advantage of,
prompting a profoundly dedicated labor force.
Happiness
Regardless of an enormous group of positive mental
investigation into the connection among satisfaction and profitability,
bliss at work has customarily been viewed as a potential side-effect of
positive results at work, instead of a pathway to business success.
Maintaining a degree of joy at work has gotten more huge and applicable
because of the strengthening of work brought about by monetary
vulnerability and expansion in rivalry.
These days, it is seen by a developing number of researchers and
senior heads as one of the significant wellsprings of positive results in
the working environment.
Myers & Diener (1995) Happiness might be characterized as the
experience of successive beneficial outcome, inconsistent negative effect
and a general feeling of fulfillment with life all in all.
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Nic Marks (2006) "Satisfaction is a genuine business, People
Management" in December 2006 he distributed and research by
Chartered Institute of Personnel and Development (CIPD) - The expert
body for HR and individuals improvement, proposes that cheerful
representatives are significant to the future achievement of a business
and that expanding on what fulfills individuals at work is more viable
that simply fixing what makes them troubled. In this way representatives
who appreciate great working connections, get proactive profession
improvement, feel esteemed by the association and very much treated in
the midst of progress are probably going to be contributing the most to a
business. Besides, they will be diplomats for the association, conveying
positive messages to the external network and improving the business
brand.
Myers and Diener (1995) characterize "joy" all in all as the
experience of high-continuous beneficial outcome, low-incessant
negative impact, and a general life fulfillment.
Fisher (2010) attested the meaning of work environment satisfaction as a
build that reflects wonderful decisions (uplifting mentalities), charming
encounters (good sentiments, mind-sets, feelings, stream states) or good
emotional involvement with the work environment.
In short, happiness is something subjective, difficult to measure
and mainly depends on the way we tell others what happens to us, how
we interpret our own reality, our expectations, the circumstances of our
environment, etc. In words of VirginioGallad or “happiness is not about
doing what we want. It is more about liking what you do. It is the
motivation, the activity aimed at something, the desire to do that thing,
it’s research, and not the achievement or satisfaction of desires, what
helps people to have deeper positive feelings”.
Types of happiness
Happiness is a state of mind which is characterized by providing
the personality of who owns it a more positive perspective of what he or
she has around. In order to understand more easily what happiness is,
Martin Seligman (Pisituve psuchology’s father), defined three types of
happiness:
The pleasant life.
It consist in filling one life with every kind of pleasure and learn
several ways to enjoy them all better. However, this is the most
superficial level.
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The second level is the good life, referred to what Aristotle’s
called eudemonia, or what Mihaly Csikszentmihalyi recently called
"flow state". I order to achieve this formula, the individual should know
the virtues and talents owned, as well as rebuild life to implement them
as soon as possible. Then, happiness would consist in being completely
absorbed in an activity for his or her own pleasure and enjoyment while
time is being consumed and actions, thoughts and movements succeed
non-stop.
The third and last level is the meaningful life. It would consist in using
you rvirtues and talents in a service or cause which you feel it is bigger
than you, so you
MSMEs Sector in Gujarat State
The Micro, Small and Medium Enterprises Development
(MSMED) Act, 2006 will accordingly be amended to define units
producing goods and rendering services in terms of annual turnover as
follows:




A micro enterprise will be defined as a unit where the annual
turnover does not exceed Rs 5 crores;
A small enterprise will be defined as a unit where the annual
turnover is more than Rs 5 crore but does not exceed Rs 75 crore;
A medium enterprise will be defined as a unit where the annual
turnover is more than Rs 75 crore rupees but does not exceed Rs 250
crore. i

Literature Review
Happiness
André de Waal, (2018)conducted the research on
"Increasing organizational attractiveness: The role of the HPO
and happiness at work frameworks" published in the Journal of
Organizational Effectiveness: People and Performance. The study
results show that the three hypotheses are basically confirmed.
Increasing the happiness of work of employees, in general, raises
the feeling of how attractive the organisation is to the employees
themselves and to the external world. However, this positive
feeling is mainly true for the work itself but not so much for how
committed employees feel to the organisation.

100

Jessica Pryce-Jones, Julia Lindsay, (2014) conducted the
research on "What happiness at work is and how to use it"
published in the Industrial and Commercial Training. The finding
says that the science of happiness at work delivers return on
investment and strategic outcomes when properly implemented.ii
Peter J. Jordan,(2008)conducted the research on "Happy
Performing Managers: The Impact of Affective Wellbeing and
Intrinsic Job Satisfaction in the Workplace", published in the
personnel review. The results show that wellbeing of employees
will positively impact on their Job performance and Job
Satisfaction. iii
Catherine Avent, (1975) conducted the research on
“Happiness is job satisfaction" published in the Education +
Training. ‘Are you happy in your work?’ ‘Schooldays are the
happiest days of your life’. researcher used to think that this was
one of the silliest things ever said by distinguished people on
speech‐day platforms; because if a boy or girl is miserable at
school (and many are) then it's a pretty grim outlook that he faces;
and if in fact he is perfectly happy at school, it is still very
discouraging for him to suppose that in the eyes of successful
middle‐aged adults he will never be so happy again. If young
people are to have life satisfaction, then surely they should be
encouraged to be optimistic and forward‐looking. iv12
Status of Happiness and Job Satisfaction among employees in
MSMEs in India
Disappointment with work is on the ascent and
representatives accuse helpless work-life balance for this situation,
with an incredible 80% of them searching for a change, says a
TimesJobs review. The discoveries of the 'Occupation Satisfaction
2016' review by TimesJobs.com uncovered that 60%
representatives are not happy with their present place of
employment, while 80% said they are hoping to switch
occupations.
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The report additionally said of the 60% unsatisfied
workers, 80% have a place with the lesser level, 60% are from the
center level and 40% respondents are from the senior level
profiles. "Lamentably, a great deal of India Inc is as yet focusing
on compensation advancement to expand worker fulfillment.
Among the respondents who professed to be unsatisfied, half check
helpless work-life balance, 30% state good for nothing work and 20%
state helpless compensation as the purpose behind this disappointment.
Of the respondents who professed to be fulfilled, 45% express
their work-life balance as the significant purpose behind their
employment fulfillment. 35% trait a decent compensation and 20% state
a decent work profile is the explanation behind their happiness.
Swayam SampurnaPanigrahi, NuneSrinivasa Rao, (2018)
directed an examination on "A partners' viewpoint on obstructions to
embrace manageable practices in MSME gracefully chain: Issues and
difficulties in the material area" distributed in the Research Journal of
Textile and Apparel. The paper builds up a system for the assessment of
hindrances to the appropriation of feasible flexibly chain rehearses
(SSCPs), in the material gracefully chains (SCs). This paper additionally
furnishes proper interesting measures to manage the obstructions and
defeat the equivalent to accomplish a maintainable material SC.
Ritu Srivastava, (2016) led research in relationship with
JérômeMéric , Isabelle Maque , Julienne Brabet named "The Investment
Model of Crowd subsidizing for MSME (Micro, Small and Medium
Enterprises) in India," zeroing in on The Indian Micro, Small and
Medium Enterprises (MSME) area specifically is confronting financing
issues, and group financing could be a reasonable option in contrast to
conventional wellsprings of account.
Conclusions
MSME is playing an important role in the development of Indian
Economy. The foregoing review of literature clearly brings into light that
a number of studies have been put forward by several authors regarding
the workplace happiness of employees of various corporations. There is
no study found about Happiness and job satisfaction at Work Place
among MSMEs in Saurashtra region. The Conclusion will lead to finding
the association of happiness and job satisfaction of Employees at
workplace in selected MSMEs in Gujarat State.
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Abstract
The organizations are conducting post exit interviews to gather
data for improving organisational culture and for organisational
development, also to find out the actual reasons for employee turnover.
This article focuses on the concept of post exit interviews, its purpose,
who should conduct, how to conduct, when and where to conduct and
how to use the data collected from post exit interviews for the
development of the organization. The art of putting the right man in the
right place is perhaps the first in the science of management, but the art
of finding a satisfactory position for the discontented is the most difficult.
Keywords : Human resource, Post Exit Interviews
I.INTRODUCTION
Post exit interview is a meeting between the left employee and
the representative of human resource department. Employees who have
left the organization voluntarily are the sources of priceless information.
Post exit inter-views can be termed as confessional interviews by the
departing employee. The left employees must be those who have
voluntarily resigned rather than getting laid off or fired. It is an effective
HR tool that is used by the organizations to find out from left employees
the actual reasons behind their leaving the organization. Post exit
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interviews can provide valuable insights to the employers to know how to
retain their talented staff and improve their work culture and
environment. Previously, post exit interviews were not conducted on
routine basis because it was considered as futile to ask the left
employee—"Why you left the organisation?" The employers were more
focused on getting the position filled as soon as possible instead of
working on how the vacancy could have been avoided. Their approach
was based on the assumption that the market was full of unorganized, less
productive and unappreciative workers. With the passage of time, the
organizations have now started to realize the significance of post exit
interviews. There are many ways in which post exit interviews are
conducted depending upon the discretion of top management and HR
department of the organization. Some of the methods available for
conducting post exit interviews are:
In-person Post exit Interviews
Telephone Post exit Interviews
Paper and Pencil Post exit Interviews
Online Post exit Interviews.
II. PURPOSE OF POST EXIT INTERVIEWS
Exit interviews can provide essential clues on various
organizational aspects like working conditions, working culture,
interpersonal relations, pay packages, processes and policies, etc. It offers
an opportunity to:


Find out the actual reasons for left employee's resignation.



Identify the problem areas and gather trustworthy data on
problem areas in order to help the management to take
remedial actions.



Identify the problem areas which affect organisational
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culture.


Finding the reasons for left employee’s dissatisfaction and its
feasible solutions.



Encourage good relations with the left employees.



Control employee turnover.

Who Should Conduct?
The definition of post exit interview implies that post exit
interviews are conducted by the employer or the management to unearth
the reasons for employee turnover.
In case of in-person exit interview, the company's representative may
either be the functional head of the employee or someone from the HR
department.
The organizations can hire an experienced third party, a consultant or
firm that specializes in conducting these sensitive interviews.
Employees' direct supervisor will not conduct post exit interview, in
order to reap the benefits of post exit interviews.
When and Where to Conduct?
The views of the employers regarding when and where to
conduct post exit interviews may be different. The ideal time to
administer a post exit interview is between 30 to 40 days from the left
date. It is anticipated that after these many days a person would open to
share the real reasons for their resignation. They will hesitate less and
share the paining points that let them to resign. The next important
question is where to conduct these interviews. The interview climate
should be positive and professional. The employers should avoid
conducting the interviews in public places like coffee shops or canteens
where they may be overheard by supervisors or other employees. To
provide flexibility to the employee some companies prefer to go for
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telephonic exit interviews so that the employee can avail the comfort of
speaking from his own home. Post exit interview can also be done over
video conference. The next important question to consider is who will
decide whether or not to participate in an exit interview. The answer is
that the employer will decide which left employee will consider for post
exit interview process because the basic objective of post exit interview is
betterment of the organisation.

Situational Analysis
One of the leading mutual fund advisory firm in India which is
situated in Surat, Gujarat. In this organisation the employee turnover rate
in HR function is found very high. The most talented and the productive
employees are regarded as the stars that drive the success of any
organization and the failure to retain the same costs a huge amount.
Searching a replacement involves lot of efforts, time and money.
Learning and understanding why employees prefer to stay or leave the
organization is imperative to the success of any business.
The solution to it was thought by the management by taking post
exit interviews who had left the organisation in last one year. Function
wise data was collected and research was done first with HR Function.
The turnover ratio was high. And so, to find the reason, post exit
interview was designed. A person from HR-post recruitment was
designated to do telephonic interviews of the employees left. The findings
of the calls were really an eye opener as it was very specific regarding the
behaviour issues with the Superior. The team leader in recruitment team
had different leadership style which was not accepted by them and they
being affected morally and practically at work triggered more resignation
in the team. The data was then presented to the Departmental Head and
was submitted to Management for further improvement plans on the
same.

107

III.FORMAT OF POST EXIT INTERVIEW
Post exit interviews should be used as a tool to build a parting
relationship with the outgoing employees and positive and effective
change in an organisation. This can serve as an eye-opener for the
employers as they will come to know what their employees think about
the organisation. It is very much important for the organizations to find
out why their employees left the organization and as an employee's
genuine reasons for resignation can be exposed in post exit interviews so
the employers must take proper care while deciding on the format of the
post exit interview. The post exit interview design should contain as
many open-minded and open ended questions as probable so that the
employee can express his views regarding the reasons for left the
organization, his commitment towards work, his expectations from the
job as well as from the organization, his career prospects, the work
culture, the management style of his seniors, the training provided by the
organization, the working environment, the pay package, etc.
While the employer might have a lot of questions in mind, it is advisable
not to ask unrelated questions regarding personal life. Some of the
questions which the employer would like to ask are as follows:


Did anything trigger your reason to leave the Organization?



Would you consider working for this organization in future?



What did you like MOST about the Organization?



What did you like least about the Organization?



What does your new company offer that this company doesn’t?



How was the support/guidance from your superior?



Rate your superior’s leadership



Conclusive reason of leaving the organization,
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Although these are some of the questions which are useful in
getting the appropriate feedback from the left employee, the list is not
exhaustive as the organizations need to ask questions according to their
requirements, so they can prepare their own questionnaire by keeping in
mind their own features and experiences.
IV.HOW TO USE THE DATA COLLECTED FROM POST EXIT
INTERVIEWS?
The purpose of conducting post exit interviews will be fruitful
when it is aimed at encouraging the organisational development or
change. With the help of technology, we can store these data and generate
meaningful reports which gives the broader prospective about the change
or development in an organisation. Post exit interview is a medium which
can be used to find out how the company is being perceived by its human
resources. The information gathered through these interviews is otherwise
difficult or impossible to find out. They help avoid costly lawsuits down
the line, caused by discontented employees. They also help assess the key
areas of the company like pay packages, training and development,
recruitment, infrastructure, supervision, HR processes and policies, etc.
The company can start the process of retaining the talented employees in
the initial stage itself. With the help of collected data from post exit
interviews the company has the liberty to choose from a range of
strategies available which they consider to be the best suited for their
organization.






Give freedom to employees to choose their work schedule.
Making transparent incentive plans.
Arrange the training program for leaders on how to work with the
new generation employee
Provide working environment that fosters creativity and new ideas
from employees.
Arrange training programs for upgraded and updated technology
for employee which is useful to the organisation.
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Behavioural change should be made in leaders /superiors in an
organisation. Establish conducive and healthy organisation culture.
The management must establish the practice of fair treatment to all
the employees so as to foster a positive work environment.
Based on the Post Exit Data, changes can be initiated in the
appraisal and reward system as well
Healthy and positive working environment should be created
between superior and subordinate.

Thus, proper implementation of feedback obtained from post exit
interviews can be very useful to the organization as a whole as the data
serves critical critical information related to functional/departmental work
culture, technology, behaviour of stakeholders, processes and policies,
employee reward system, etc. So undoubtedly, post exit interview is an
important HR tool for organisation development. Despite the merits
above mentioned, some experts are of the view that post exit interviews
are a mere waste of time.
V.CONCLUSION
Post Exit interview is one of the effective ways by which the
organization can get the information from the left employee in the form
of data. By proper documentation of feedback obtained from the left
employees as they left from the organization can identify and resolve key
issues that may be helpful in retaining valuable human capital. A welldesigned plan of post exit interview has the potential to become a
valuable tool to organisation transformation. Thus, it has been truly said,
"The Post Exit Interview is an opportunity to shake hands and leave as
friends and not as enemies”.
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Abstract:
Management has now become an integral part of human life. Now
the concept of management has changed. There are two aspects of
management, first managing the organization, and or people
around and the second to manage one self. This research work
focuses on the idea that if one manages his ‘within’ or his mind and
emotions properly he can manage the world ‘outside’ e.g. the
people around and the system (of which he is the part) more
effectively and efficiently. Thus self management directly influences
the managerial performance and organizational success. Ethics
and values must be an integral part of management and work
culture. Business ethics is a growing and developing discipline all
over the world. The assumption that business and ethics are
adversaries and their co-existence is impossible, no longer holds
true in today’s globally competitive corporate landscape. If the
values and ethics are observed in individual life, the same will be
naturally observed in business life too. Every society has its own
culture, values and ethical norms, and business organizations as a
member of society cannot escape from values, and ethics and it
must define its business goals and clarify its responsibility towards
the society at large to gain the status.
Key words: Business Ethics
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INTRODUCTION
Every one of us is a manager. One may not be connected with an industry
or business; one has to at least manage people around him and has to
manage one’s family, and has to manage one’s life. Thus management
has now become an integral part of human life. Now the concept of
management has changed. There are two aspects of management, first
managing the organization, and or people around and the second to
manage one self. As far as the former is concerned, western management
thought has done a commendable job, but ignored the other completely.
In fact one can manage others and or an organization effectively only
when one manages one-self effectively. If ‘within’ say, one’s own mind,
its feelings, etc. is not handled properly, the world outside will become a
problem or crises. One cannot circumvent one’s own mind and its
problems if ‘within’ is not managed properly. Generally people react at
all the things, favorably or unfavorably. A reaction takes place
unconsciously like anger etc. one has to manage one’s reactions as it
shows one’s immaturity. If one cannot manage his reactions, managing
outside is bound to become problematic. A study of Indian thoughts in
management with western theories and concepts is also done by the
researcher. Ideas on art of managing self are taken from Bhagwat Gita
and Shrimad Bhagwatam.
According to bhagvatam there are four pillars of dharma tapa
(austerity), souch (purity), daya (compassion) and satya (truthfulness).
The life has broken the first three qualities with pride (maya), contact
(sanga) and intoxication (Madhya) as our mind is controlled by false ego.
Manusmriti prescribes ten essential rules for the absorbance of dharma:
patience (dhriti), forgiveness (kshma), self control (dama), honesty
(asteya), sanctity (shauch), control of sense (itdraiya-nigrah),
discrimination or reason (dhi), knowledge of learning (vidya),
truthfulness (satya), and absence of anger (akrodha). These then are the
marks of dharma (Manusmriti VI:92). Manu also further writes, ‘nonviolence, truth, non-coveting, purity of body and mind, control of senses
are the essence of dharma’ (Manusmriti X: 63).
There are four Vedas in Indian tradition Rigveda ,Yajurveda, Samaveda
and Athurvaveda underlying the path of gyana (knowledge), karma
(action), bhakti (devotion) and the synthesis of the three respectively.
Vedas form the foundation of religion. The essence of Vedas is contained
in vedantas. (Ved=knowledge, anta=end, the ultimate goal). The main
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message in veda is that God resides in everyone in form of soul (small
divine). One must perform his prescribed duties to bring out that divinity
in others and himself. One can find throughout the Vedas an
understanding of human problems and a sympathetic approach to them.
Vedas suggest the path of righteousness and natural universal laws whose
absorbance enables human to save himself from degradation and
suffering. Vedic text is filled with doctrines pertaining to universally
applicable laws. The purpose of religion is to make you a good human
being, a good citizen, happy and contented man. Dharma helps in
character building and ensures ethical living, remembering all the time
that „education without character, success without humility, and
commerce without morality is useless and dangerous‟.

BUSINESS ETHICS
Business ethics are reflected in the vary philosophy of business
organizations. Ethics in the field of business are business ethics. These
are desired norms, moral set of values and behavior exclusively dealing
with business transactions. It provides the guidelines that help individuals
to screen the rightness and wrongness of decisions and behaviors before
an impulsive or random act causes unforeseen negative consequences. It
also refers to running the business abiding with certain policies, rules and
regulations desirable in the area of business.
Business ethics is a study of moral standards and how these apply to the
systems and organizations through which modern societies produce and
distribute goods and services, and to the people who work within these
organizations. In other words it is a form of applied ethics. It includes not
only the analysis of moral norms and moral values, but also attempts to
apply the conclusion of this analysis to that assortment of institutions,
technologies, transactions, activities, and pursuits that we call business.
As this description of business ethics suggests, the issues that business
ethics covers and encompass a wide variety of topics. There are three
different kinds of issues that business ethics investigates: systemic,
corporate and individual.

REVIEW OF LITERATURE
Bernard, Arogya Swami and Ron P. Simmons (1995), Value Directed
Management: Organizations, Customers and Quality, Wheeler
Publishing: Provides a methodology for formulating value based strategy
as well as the system for managing the value directed organizations. This
book brings together the American and Japanese streams of value
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creation. The concept of value takes centre stage in the presentation of
total quality management. The ways and techniques of customer value
creation are also suggested. Author suggests that increasing
interdependencies, integration and empowerment are key elements in
creating value and to build the value oriented organizations.
Bhatiya S. K. (2002), Business Ethics and Managerial Values, Deep and
Deep Publications Pvt. Ltd., New Delhi: Provides an insight into the
concept of business ethics, corporate social responsibility, and corporate
governance. And suggests the ways in which organization develops
policies, procedures and programs to shape and maintain ethical culture.
It also includes value based managerial leadership with numerous
examples from industry.
Chakraborty S. K. (1995), Ethics in Management, Vedantic
Perspectives, Oxford University Press, New Delhi: Suggests that India’s’
contribution to the ‘many paths’ to effective, value driven management
has to spring from Vedanta. The book is an organized presentation of
most key points by passing reference to other Indian thought systems
originated elsewhere. This book is a plea for personal initiative towards
ethical authenticity. Holistic vedantic vision, leadership, transformation
psychology, work ethos in relation to managerial effectiveness is
discussed in the book.
David, Murray (2001), Ethics in Organization, Crest Publishing House:
Focuses on how personal values and aspirations of top managers
influence strategy formulation and implementation. It describes business
ethics and ethical dilemmas. The other topics described in this book are
planning of value program, ethical management, role of NGOs, ethics and
government and stack holders etc.
Manuel, G. Velasquez (2002), Business Ethics: Concepts and Cases,
Pearson Education Inc.: Suggests that ethical behavior is the best longrange business strategy. This book defines nature and significance of
ethical standards and ethical principles in business and throws light on
morality or ethical aspects of market and market activities, and ethics and
price. The other topics discussed in this book are ethics and environment,
ethics of marketing, ethics of job description, etc. Moral issues are
elaborated through discussion cases that describe real business situations.
Shekhar R. C. (1997), Ethical Choices in Business, Response Books:
Provides a comprehensive and innovative exposition of the concepts and
practices of business ethics. Individual and group ethics are also
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discussed. The other topics are the process of decision- making (at the
individual and at the group level), role and impact of different institution
in developing ethical norms, the cases of divergence between the law and
ethics. Issues related to corruption, environment and gender
discrimination in different functional areas of management are also
discussed with cases and real life examples.

RESEARCH OBJECTIVE


To identify the fundamental moral issues involved in the management
of specific problem areas in business like corruption, injustice, job
discrimination, consumer grievances, environmental pollution,
adverse working conditions, deceptive advertising, poor quality
products and other unethical practices in marketing of goods and
services.



To study the value based management programs and
schemes (the methods of their implementation) of various
private and public sector organizations.

MANAGEMENT
PHILOSOPHY

OF

SELF

AND

KARMA-YOGA

Management as a discipline has developed rapidly over the years.
New conception techniques and new ways of applying these are being
innovated continuously but none has cared much for self-management
anywhere in the world. It is only Indian philosophy, which puts stress on
self-management from the very beginning. It never looks at human life
from a narrow point of view. Its approach is always holistic.
The core of Indian view about self is – the self of man is sentient
pure consciousness, which is already perfect and whole (poorna). His
body, mind, senses, intellect, etc. are insentient, mutable and destructible
instruments of this Self. But the Self is immutable and indestructible. It is
this Self which constitutes the unvarying substratum of the body, mind,
sense mutations. And this Self in each man originates from the one
Universal Self. Therefore, the Selves of all man are identical. The true
Self is always intrinsically free from all conventional blemishes and
shortcomings, success and failures and all aspirations. It (Individual Self,
Atma) is the manifestation of Supreme Self (Brahman, Universal Soul).
Five major guidelines for self management according to different yogic
philosophies given in Bhagvad Gita by lord Krishna are as followings:
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Be satisfied with yourself
Accept yourself as you are
Accept the world outside as it is
Develop an appropriate Mental Attitude (Emotional Maturity) in
you
 Understand the term Karma Yoga and Exercises
The Gita offers a different solution. It believes in the twin
principles of Purusha, the inactive witness self and Prakriti, the principle
of matter. But beyond this two it believes in the existence of
Purushottama, which is the lord of both purusha and prakriti. The
Purushottama is beyond all gunas but is not inactive like the purusha of
shankya. The individual works not for freeing himself from the shackles
of the three gunas but to rise above them and realize the purushottma, the
highest person, the lord who by his own maya or power creates the world.
SOCIAL MARKETING AND SOCIAL RESPONSIVENESS OF A
FEW SELECT ORGANIZATIONS A SYNOPTIC VIEW
Business corporations have financial, social and ecological
responsibility towards society since they have to draw on community for
all resources. Social responsibility is the firm‘s acceptance of a social
obligation beyond the requirement of law. The social responsibility of
business involves ethics, which is reflected in the philosophy, objectives,
policies and practices of organization. Corporate social responsibility is
multi dimensional. CSR is visible in form of social marketing, green
marketing, community development activities, good governance, and it
also includes employment and or training and development to employees
etc. social responsibility does not mean that every company does all of
the above. A company may be selective what corporate social
responsibility activities to engage in, to what extent and how. This
chapter discusses selective activities of some socially responsible
companies.
Today consumers believe that Marketers should be good corporate
citizens offering worthwhile causes in their marketing practices. And
companies have also responded to this call for social responsibility with
action ranging from supporting worthwhile causes to writing social
responsibility in their mission statements. Today the act of good corporate
citizen ship abound.
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SOCIAL MARKETING AND SOCIALLY RESPONSIVE
ORGANIZATIONS
There are examples of companies working to better their
societies; there are a whole lot of companies throughout the world that are
seeking the responsible sort of profit maximization. These include Weizi
Corporation of China, Merck Pharmaceuticals of US, Matcuhita of Japan,
Dow Canada of Canada, Fisher-Paykel of New Zealand, SBN Bank of
Denmark, and the Body Shop of UK. In India too there is no shortage of
companies: TATA Steel, Bharat Heavy Electricals, Goodrej and Boyce,
Infosys, Wipro, HINDALCO, Thermax, Dr. Reddy‘s, Titan, Bajaj Auto
and so forth come readily to mind. Many of these profitable companies
have won awards for corporate social responsibility. Not that they are
perfect, but they are trying hard to be both profitable on the one hand and
ethical and socially responsive on the other, and they are succeeding.
They are the living examples from which we can learn a lot and develop a
new paradigm of professional management.
Indian socio-economic environment have lent an added significance to
concepts of business as a responsible person.
1. Indian government has been committed to socialistic pattern of
society, in which private interest is to be subordinated to national
consideration.
2. The Constitution of Indian provides for economic and social justice
for all, welfare state, laws has been enacted for social justice.
3. State financial institutions contribute to a great part of financial needs
of business.
4. Emergence and development of professional management is wedded
to the fulfillment of socio-economic objectives.
5. There is growing public awareness and consciousness about the role
of business in maintaining environmental protection and cleanliness.
6. Growth of trade union for protection of employee‘s interests.
7. Emergence of consumer protection agencies/forum.
These factors contribute towards corporate social responsibility.
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CORPORATE GOVERNANCE IN INDIA
A number of nongovernmental organizations consultancies, and research
groups scrutinizing corporate business practice such as conference board,
ethics resource centre, ethics officers association, transparency
international, environics, controlled risks groups, etc. has grown steadily
to become more sophisticated in the research and studies and in their
efforts to pressure and or assist companies towards what they see as more
ethical and responsible practices. The number of corporate ethics officer
positions has increased dramatically in the last several years. Companies
are making efforts to globalize their ethics initiatives aligning them with
their core values that are meaningful to their operations spread across the
countries.
In India the problem of corporate governance abuses by dominant share
holders arises in three large categories of companies.
1. Public sector units (PSUs) - where the government is the dominant
shareholders.
2. Multinational Corporations (MNCs) - in most cases foreign parents in
Indian subsidiaries is the dominant shareholders.
3. Indian Business Groups- where promoters (together with their friends
and relatives) with large minority stakes are the dominant share
holders.

SUGGESTIONS
The relevant suggestions of the committee are as follows:
1. Majority of population of the country lives in rural areas and its
wellbeing is essential. And a company that consciously and with
deliberate choice establishes its business in such areas will certainly
be held to have played more socially responsibly role even though in
terms of its return on investment it is less profitable than other
companies.
2. Social responsiveness may also be judged from the policy of
employment followed by a company so far as the socially
handicapped and weaker sections of the community are concerned.
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3. The test for judging a company’s consciousness towards the interests
of public may include: the interest it takes in the area of its operation,
the welfare of its employees, the spread of adult literacy and so on.
4. It should be obligatory on a company to give a social report every
year showing to what extent it has been able to meet its social
obligations.
5. While quantifying the contribution that a company claims

to have, made towards social obligations, the social report
should specify that no part of the benefits from
contribution made by the company have gone either to the
directors or their relatives or to any association in which
the director’s or their relatives have any personal interest.
6. The companies Act should be suitably amended requiring
every company to give along with the director’s report, a
social report that will indicate and quantify, the various
activities relating to social responsibilities carried out by a
company in the previous years.
CONCLUSION
In the face of globalization the biggest challenge is sustainability.
Good business and sustainable development go hand in hand.
Sustainability depends to a great extent on the enhancement of social
capital. And ethics and values are the foundation of sustainability. Values
need to be seen as a source of competitive advantage, as underpinning
corporate reputation and reinforcing risk management, and as a part of
business intangible asset of the business. A focus on traditional ethics will
not only provide stability and consistency in the face of globalization but
also enable organizations to command greater trust of become more
successful. Their commitment to contribute to sustainable development
holds the key to their long-term success. Businesses that do not invest in
building trust will be rejected over time by the market investors, by
customers and by employees.
The policies of the organization should incorporate ethics so that
members could voluntarily accept it. As every company is selective, in
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what corporate social responsibility activities to engage in, it needs to
identify projects, allocate resources and develop executions, monitoring
and review mechanisms according. The ethical and unethical behavior of
individuals in work organizations is greatly influenced by organization’s
culture. Organizational culture provides collective norms, standards of
behavior and a value system that guides behavior. Organizational culture
is created and maintained by a complex interplay of formal and informal
organizational system. Changing and developing organizational ethics
requires change in the components of culture that reinforce ethical and
unethical behavior in the organization. I offer a few suggestions for more
holistic developments to corporations, in this regard.
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Abstract
Humans are social beings, and for many people it is true
that they spend more time at work with their co-workers than with
their spouse or family. As humans, we crave contact and
connection with other people. Work relationships are incredibly
important to employee well-being. Workplace social support refers
to the availability or actual receipt of assistance provided to an
employee by one or more individuals. It’s been found that feeling a
sense of belonging is an important intrinsic motivator. Strong
social connections make people happier and physically healthier,
which can translate into work performance. Employers who
support social connections in the workplace and help employees
form strong relationships with one another help build a successful
workforce. Some perks of employees with strong social connections
include: Increased Happiness, Less Stressed, Increased
Engagement & Loyalty, Healthier Life, Connect Departments,
Encourage Team Building, Inspire Positivity, and so on. For
decades, modern organizations have initiated changes to enhance
their competitive positions and their survivability in competitive
markets. Organizational productivity is increasingly dependent
upon employees’ supportive attitude and behaviour to ensure the
success of the organization. This study seeks to contribute to a
better understanding of social support that affect employees’

123

subjective well-being such as employees’ productivity, ability to
make decisions, their attendance, and so on. In other words, social
support at workplace represents a variety of interpersonal
behaviours between providers and recipients that can enhance an
individual’s psychological or behavioural functioning (i.e.,
psychological well-being) (Harris, Winskowski, &Engdahl, 2007)
through demonstrations of “human-heartedness” at workplace (Lu,
Gilmour, & Kao, 2001). As such, workplace social support can be
considered a valuable tool for preventing work-related stress
(Cohen & Wills, 1985; Sundin et al., 2006) which resulted from
organizational change. Hence, the primary aim of this study is to
investigate the relationship between workplace social support and
subjective well-being during organizational change.
Keywords: Social Support, Subjective Well-Being, Affective
Commitment for Productivity & Performance
Introduction
Organizations are growing at afaster rate nowadays from
small to large scale and many of them have become Multi-National
organizations. Modern organizations pursue changes to enhance
their competitive positions and their survivability in competitive
markets (Higgs & Rowland, 2005), the successful implementation
of organizational change has become an important task for the
leaders of organizations as well as management.However, countless
companies failed to implement organizational changes due to
human issues not technical issues. It indicates the urgent need to
investigate the impact of influencing factors for employees’
performance.
Employees play a key role for the success & development
of any organization. They have become asset for any organization,
so it is necessary to maintain, develop and sustain them in every
possible aspect. Human force is the element which differentiate
organization from other organizations. Beside this complexity of
organization & workload on human force has increased to great
extent in modern era. This has led to development of stress among
the employees. With the growth of technology & new inventions,
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various new sources of reducing employees’ stress has come into
existence. One of the most important & effective among them
social support to employees. Indeed, successful venture often
requires employees’ positive attitude and supportive behaviour.
We have selected banking sector for our research work as it
is the most prominent & active sector growing all over the world.
Almost all the people have to go through banking in daily life.
Beside this, in India varieties of products are launched in banking
in these days. Also, the competition in banking has increased due to
emergence of private banks. This all has increased workload and
stress of employees’ working in banking sector. Competency of
modern employees has increased but the amount of workload &
pressure they are getting is creating stress in work life and personal
life.
In this competitive employee focused world, social support
is a must needed medicine to reduce employee stress. There are
variety of sources of social support which have to act at different
stages of employees’ day for reducing stress. Mainly there are 5
sources of social support i.e.Immediate boss, Peers, Colleagues,
government policies, Family, Friends & Relatives, Organization
support, society and its culture. The support of immediate boss will
motivate employee to work more freely, which will also increase
employees’ productivity. Peer are said to be family of employee
from inside the organization, they spend much of life with them.
Here employee will be able share their feelings with the peers.
Organization structure & policies must be such like that which will
motivate employee freely & share his valuable ideas to
management. Family, Friends & relatives support employee from
outside the organization by understanding feelings & standing by
him during tough times.
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Immediate
boss, peers and
colleagues
Society and
culture

Sources of
Support

Top
Management
Family
members, friends
and relatives

Government norms
and policies

Significance of the Study
This research has importance from many aspects like
organization, employees, research scholars, management institutes,
authors etc. Employee performance is the much older concept, but
its importance in today’s era has highly increased, on the other
hand there is totally new concept developed in management i.e.
social support. Through this study a model/framework will be
developed which can be specially be used by corporates to enhance
employee performance & increase their motivation.
By this study elements can be found which can have major
influence on employees’ through social support. It will help
management of organization to collaborate social support strategies
with their main strategies. Corporates can use findings of this study
directly because it has been outcome of personal interviews of
various employees’ working in banking sector & latest secondary
literature available.
It will remove gaps in data which were previously found. Beside
this it can also be used by management institutions about new
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trends and methods working in modern corporates. Also, latest
elements influencing employee performance will be available
which employee might not be able to express to their management.

Review of Literature
Seok-Hwi Song [2009]; heconcluded that workplace friendship
have impact on employee productivity but the quality of friendship
matters and a support from the supervisor will help in reducing
stress & increase productivity.
Tim Rees & Paul freeman [2009]; showed that there is direct
relationship between stressors & employee task performance which
can be mediated by social support to have positive influence.
OneriDergisi [2014]; showed that interpersonal trust among peers
have impact on performance of employees’ resulting employees’
self-commitment towards organization.
Xin guan, Tao sun, Hou, Liang Zhao, Yi-ze Luan and Li-Hua
Fan [2014]; analysis indicated that there is positive influencing
relationship between perceived organization support & job
performance mediated by job-satisfaction.
Paul Chou [2015]; results revealed that social support directly
contributes to subjective well-being of employees and indirectly
through self-efficacy.
Sasmita Das, Sashmita Kumari, Rashmeemala Pradhan [2015];
study concluded that there is strong & positive relationship between
family support & job performance.
Shu-Hung Hsu, Kuo-Chung Huang, Kuo-Sue Huang [2015];
study showed that social support has impact on Job satisfaction &
well-being of employees.
Olaojo, Oyeboade [2016]; findings of this study revealed that
there is significant positive relationship between social support &
work commitment of employees, on the other hand there is also
positive relationship between work motivation & work
commitment of employees.
Paul chou [2016]; analysis showed that social support directly
affects employees’ behavioural support for change and indirectly it
affects employees’ commitment towards organization.
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Sai Mei-Ling, Sobanah-Dhevi, Vikniswari-Vijakumaran [2018];
study showed that there is high impact of job stress on job
performance of employees and social support act as mediating
factor to resolve it.

Scope of the Study
Human resource has now become important element in any
organization & it is very necessary to maintain & motivate them.
Social support plays equally important role as monetary & nonmonetary rewards. For this research different personalities across
different banks have been interviewed by us. The motto behind
selecting banking sector as it is the one of the most work loaded
area in Indian Economy. Beside this various journal, research paper
from past, magazines have been taken into account for more
concrete results.

Objectives of the Study





To analyse how social support helps in increasing employee
performance.
To find out relationship between social support and
employee performance.
To trace the kind of social support in employees’ life to
make them more efficient.
To assess the relationship between Job stress & employee
performance, with social support as mediating factor.



Methodology



The researcher has conducted personal interviews to know
the opinion about social support as one of the most
influencing factors for employees’ performance & stressfree job. The reason for this is to be able to provide
adequate discussion for the readers that will help them
understand more about the issue and the different variables
that involve with it. On the other hand, sources in secondary
research will include previous research reports, newspaper,
magazine and journal content.
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1) What do you think, which kind of social support is very
important in an employee’s life to make them more
efficient/productive? (Please rank them from 1 to 5)
a) Support from immediate boss, peers and colleagues
b) Support from top management (organizational support)
c) Support from family members, relatives and friends
d) Support from system/ government norms and policies
e) Support from society and its culture
2) Do you agree that social support influences employees to
perform better? Why so?
3) Do you think that lack of social support causes stress in an
employee's life and degrades performance?
4) Do you think that social support has become a very vital
concern in today’s business world and all organizations must
ensure it? Why?
5) Social support contributes up to what extent towards the better
performance of an employee?

Respondent’s Responses
1) Mr. Amit Davariya (Deputy Manager); Axis Bank, Rajkot
opined that social support surely influences employee
performance because with it employee can be mentally relaxed
which increases productivity. Lack of support can cause stress
because it hampers in your mind and decreases productivity.
Organizations are trying to ensure it and using techniques like
counselling and mentoring so the employees can perform more
better and be stress free. Social support directly impacts morale
of employees.
2) Mr. Bhavin Jadiya (Deputy Manager); Kotak Mahindra
Bank, Jamnagar expresses that support increases social
connections, engagement, teamwork. Appreciation and
motivation increase their commitment. If there is lack of social
support it increases partiality and biasness and unhealthy
environment is developed. social support boosts employee
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3)

4)

5)

6)

morale and increases mutual understanding. it contributes
much for enhanced performance.
Ms. Bhumika Kamdar (C.A.); Raj bank, Rajkot says that
social support effects mental state of mind of employees. Lack
of support affects mental well-being and result in degraded
performance. Social support affects worldwide, so
organizations must ensure it. Around 45% of employee’s
performance is affected by social support.
Mr. Jigar Doshi (Front Desk Officer); Indian Bank, Rajkot
shared that from ancient time social support influences
employee’s performance in varied ways by motivating
employees and sharing their feelings which reduces stress.
Lack of social support create pressure on work life and family
life of employees which in turn increases stress. Today’s
business world is more complex and social support is a weapon
to keep employee’s happy and satisfied. Social support and
employee performance go hand in hand and to full extent
employee performance dependent on it.
Ms. LeezaMendpara(Assistant Manager); Raj bank,
Rajkot expressed that social support from all sides i.e.
immediate boss, colleagues are friendly with you, shares your
workload, teamwork is there and good support from family, is
necessary in order to excel. Lack of support causes stress i.e. if
there is no support from boss or colleagues even there is
politics at your workplace, even there is no family support then
you will not be able to work with productivity. In today’s
competitive world, if employee is happy with his work means
he is acquiring adequate social support and ultimately
organization will be benefitted. Social support contributes a lot
not only for better growth of employees but also for better
growth of organization.
Mr. Mahesh Bhalsod (Front desk Officer); Indian Bank,
Rajkot suggests that there is a comfort mentally if your friends
are there to support you whenever you need. Lack of it creates
stress because it you feel lonely and cannot concentrate on
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7)

8)

9)

10)

work. social support plays vital role because for example if
your boss is with you in any situation, then employee feels that
he is valued in organization and will have sense of
belongingness so he will be more productive.
Ms. PayalGolakiya (Service Officer); Kotak Mahindra
Bank, Jamnagar says that if atmosphere of workplace is
better than all employees are motivated to perform better. If
there is lack of support from boss and colleagues then it causes
mental depression. All organization must ensure support
because without it there is no long-term future. support gives
many positive benefits like well-being of employees, better
skills, healthier life and reduces anxiety.
Mr. Ronak Vasani (Legal Officer); HDFC Bank, Rajkot
opines that with social support employees will be efficient and
give more inputs then required. If there is lack of social or
financial support then there will be less encouragement among
them. Organizations want to sustain in competitive world, so
apart from salary they give extra benefits. If there is more
productivity it ensures long term sustenance of employees.
Ms. Surbhi Joshi (Junior executive), Axis Bank, Rajkot
responded that social support definitely influences employees
to perform better because support acts as a backbone and if
there is support one can freely work without any tension.
Secondly, if we have new techniques and we want to
implement and organization agrees to it then it increases
employee’s morale. Lack of social support definitely increases
stress and there are more chances to commit mistakes with less
accuracy in work. social support is vital concern because if
there is no support then one cannot meet the parameters and
goals and slowly there is decrease in productivity. Atmosphere
for working also should be enduring.
Ms. Swati Shah (Sales Executive); HDFC bank, Jamnagar
expresses that if any employee gets support then only, he/she
can succeed in any venture. Lack of social support causes
stress but then it depends upon employee’s ability to tackle it.
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It is a vital concern and all organizations must ensure that
employees work in team with co-ordination. It surely
contributes much but then it depends upon the mental strength
of particular employee.

Findings of the Study
 Social support helps employees’ in getting mentally relaxed,
which increases his productivity and efficiency.
 Social support will help employee to freely express his
opinion, which will strengthen the communication channel of
organization.
 Social support is directly connected with mental stability of
employee, which ultimately have impact on results of
organization.
 Lack of Social Support to employee create pressure in both
work life & family life which in turn increases employee’s
stress.
 Good amount of Social support will improve the teamwork of
organization. It can be said that social support is directly
connected with team work of organization.
 100%among interviewed agree that psychological factors play
very vital role in Human’s life.
 100% among interviewed agree that social support can
positively affect to the performance of employees.
 50% of people interviewed agree that social factors contribute
most to work quality & performance of employees.
 40% among interviewed convey that demographical factors
have least impact on work quality & performance of
employees.
 50 % people among interviewed agree that immediate boss &
peer have more effect on employees productivity than other
factors.
 Top management is ranked 3rd by 60 percent interviewed
respondents to have impact on employees’ productivity.
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Conclusion
From the analysis, it can be concluded that in today’s competitive
world, social support act as a perfect weapon for reducing
employee’s stress and increasing their productivity. Organization
can stay healthy & efficient if their employees are so. Therefore,
organizations here should mix social strategies with main strategies
which can ripe better results for organization. Among all social
support from immediate boss, Peers & Family plays a most
important role because employee spends majority of day with them.
Support from immediate boss & Peers will increase the motivation
of employee & improve his productivity, on the other hand family
support will improve the health of an employee. Beside from all the
candidates interviewed they said that social support has healthy
influence on Employees’ Performance & stress in today’s tough
stiff competition.
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Abstract
Consumers are plying very important role in marketing
management. The behavior of consumers has to be studied thoroughly
to achieve long term objectives. In the recent situation i.e pandemic
the buying behavior of consumers has to be studied. The consumers
buying behavior is changing very rapidly. As especially with
reference to daily routine items change of buying behavior play
significant role to formulate strategy.
Grocery is daily requirement of people. In this paper am attempt is
made to study the consumer behavior for buying of grocery items.
This paper will give preliminary information about buying behavior.

Consumer behavior
Consumer behavior is the study of how a person/consumer, groups or
organizations choose, buy, practice, and position ideas, goods, and
services to satisfy their needs and wants. It refers to the movements of
the consumers in the marketplace and the fundamental motives for
those actions.
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WHAT IS COUNSUMER BUYING BEHAVIOUR

Definition
Consumer Buying Behavior refers to the actions taken(both
online and offline)by consumers before buying a product or
services. This process may include consulting search engines,
engaging with social media posts, or a variety of other actions.
Factors that influence consumer buying behavior are:

• Cultural factor
• Social factors
• Personal factors
• Psychological factors
Traditional buying behavior of consumer in grocery
India is known as the country of traditions. Traditions that have
been followed by Generations to Generation, same as in India here
tradition of purchasing grocery people like buy grocery and fresh food
from their fixed kirana stores or mom’s popup stores. They are stored the
grains and other things at the start of the year and purchased in bulk. But
due the globalization and other thing this tradition was slowly changed in
cities people started to stores grocery as demand generated. So, India has
tradition of that people are like to go stores see the things after they buy
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it. Indian people like to see things first touch it then after they like to buy
in specially in grocery items.

Effect of covid-19 on consumer purchase behavior
The pandemic situation changes behavior of consumer drastically
in each and every field of the world. Naturally the purchase behavior of
consumers would change further and influenced by the lockdown in the
nation due to lack of availability of products and services in various
stores and shops. With respect to this pandemic situation, the consumers
have no other option but to depend mainly on online platform to shop and
fulfil the necessary requirement for the survival. India Has many online
grocery selling platforms like as Flipkart, Amazon, Big basket, Reliance
fresh. Etc.

More Buyers, Fewer Supplies
During nationalized lockdown the total number of people who
will be affected by COVID-19 remains unknown. But the impact has
brought the global stock market down. This is indicative of the fact that
your business will suffer and the conversions will fall. Items such as
toiletries, hand sanitizers, disinfectants, and packaged drinking water
bottles are flying off the shelves, thus, minimizing supplies. This has
resulted in a sudden shortage in the availability of various commodities.
An increase in the online sales of groceries was witnessed as people
started making impulsive purchases to stock-up and prevent getting
infected through physical contact. And due to nationalized lockdown, the
supply is not sufficient according to demand. The suppliers got trouble to
satisfying the huge demand of grocery and house product.

During covid-19 covied grocery purchasing behaviour of
customers
This world wide lockdown shut down of all stores so the new
necessary happened to be online selling in grocery to reach need of the
customer. There are some major chains of e-retailers who are specialized
online grocery sellers, with their highly user friendly and customized
mobile apps and websites. One does not have to spend hours shopping for
monthly groceries while looking for their preferred brands and labels,
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spending hours standing in the queue for billing is another trouble. One
needs only minutes to finalize the shopping cart and make online
payments; the neatly packed groceries are delivered at the doorsteps.
With these reasons, online shopping for groceries quickly picked up the
market and became routine for many people in the cities. While the entire
country was under lockdown, government allowed shops supplying daily
necessities and medicines, people started panic buying, and soon the local
neighborhood stores were out of stocks. Because of non-availability of
transport facilities online stores stopped taking orders and processing
them. For the people who were habitual of buying groceries online at
their convenience, this was a setback. They had no choice than buying
whatever was available with limited choice from neighborhood stores.
Charlebois, S. (2020, March 26). Why COVID-19 will change
Canadian grocery industry forever: Expert. Retail Insider: The potential
long-term trend that may emerge from the COVID-19 pandemic is the
way consumers purchase food and how they buy fruits and vegetables.
The move to online grocery shopping has been particularly notable
given the share of online purchases made by retirees and households
that have not traditionally purchased groceries from home.
FICCI. (2020, Mar 20). Impact of Covid-19 on Indian Economy: It is
evident from reports of FICCI 2020, social awareness is the utmost step
to control such challenges, and multichannel approach through
mediums like TV, advertisements and hoardings in public places is
essential to spread awareness. During lockdown, brands are also
revolving around the Covid-19 not only to form relevance but to inform
their consumers by creating a precautionary narrative that can aware
them and burst out their misconceptions about Corona virus.
Forbes: Blake Morgan. Grocery stores have long been a staple of the
global economy. But it wasn’t until the Covid-19 pandemic That most
people realized just how vital they are. Stores are quickly pivoted to
provide shopping experiences that are safe and useful and stores are
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shifted to handle online ordering, larger orders and focus more on safety
and speed.
Barb Renner’s partner deloitte tax LLP-retailers are very good at
promoting fresh food items that are in season and at the peak of quality
consumer shopping in store through placement online orderings.

Research design:
Research design specifies the methods and procedures for
conducting a particular study. A research designs is the arrangement of
conditions for collection and analysis of the data in a manner that aims to
combine relevance to their search purpose with economy in procedure.
The followings are the details of the research design.
•
•
•
•
•

Type of Research: Descriptive Research
Sample Size: 50 Respondents
Type of Questionnaire: Structured questionnaire
Sampling method: Convenience Sampling
Location: Anand and VallabhVidhyaNagar

Primary Data: Primary data means data collected by different techniques like
questionnaire, interview, survey, Schedules etc. In this project, primary
data has been collected by the means of questionnaire.

Secondary Data: The secondary data involved in this project has gathered from
the books, newspapers, publications, journals, literatures and internet.

Objectives of Research Study


To understand how Coronavirus affects consumer preference
and behavior in grocery purchasing.



To explore how the difference in consumer buying behavior in
grocery before and post Covid-19.



To analyze how online services due to COVID-19 affects
consumer purchase behavior in grocery buying.
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To study how Change is happen in grocery purchase in consumer
behavior before, during and post the Coronavirus pandemic which affects
the consumer purchase behavior in the grocery purchase in Anand and
Vallabh Vidyanagar.

Major Findings of the study
In total sampling of 50 responses there were a 60% were Men
and 40% were Women. Amongst them 50% were From Anand and 30%
were From Vidhya Nagar and 20% were from other cities.
 In total responses there were total 70% people who is between
age group of 18 to 25, 23% people who is between 26 to 45 age,
7% people were between 46 to 65 ages.
Age Wise Responses



Particulars

No. of response

Percentage

18 – 25

35

70%

26 – 45

12

23%

46 – 65

3

7%

Above 65

0

0%

In total responses 57% were student ,14% were business
person,19% were Job ,10% were House Wife.

Frequency of Purchase

Particulars

No. of
response

Percentage

Monthly

23

46%

Weekly

21

42%
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Yearly

6

12%

Figure is shows above is showing grocery consumer purchased
behavior shown that 46% of total were purchased Monthly,42% of total
were purchased weekly and 12% people purchased grocery yearly
before Covid-19 situation.
Place from where Grocery is purchased

Particulars

Percentage

Local Stores

No. of
response
40

Online Shopping

10

20%

Shopping Malls

23

46%

80%

From figure there were 80% people were buying grocery from
local stores, only 10% were buying grocery from online and 23% peoples
were purchasing grocery from shopping malls.

Sources of information for online grocery

Particulars

No. of response

Percentage

Social Media

25

50%

Relatives &
Friends
Television Ads

7

14%

17

34%

Already knew

10

2%
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From figure the peoples were knowing about online grocery during
pandemic there were 50% the awareness about online grocery created
by social media,34% awareness created by Television ads and 14%
awareness of online grocery shopping created by Friends and
Relatives and 2% peoples already know about online grocery
shopping.
Purchased of grocery during Covid-19

Particulars
From Shopping malls

No. of response Percenta
ge
9
18%

From Local Stores

29

58%

From online

12

24%

From Figure there were 18% people during After unlock 1 they go to
malls and buying grocery,24% peoples were ordering from online
platforms like Amazon, flip kart, big basket, gofers, etc... and 58%
peoples were buying grocery from local stores.
Preference for Online Grocery purchase

Particulars

No. of response

Percentage

Yes

32

64%

No

18

36%
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From Total responses 64% were knowing about online grocery
shopping and shopped earlier and 36% people Don’t know about online
grocery.
Delivery Time taken in case of online buying in Covid -19 situation

Particulars

No. of response

Percentage

1 To 4 Days

35

72%

4 To 7 Days

10

20%

More than 7 days

4

8%

From Responses people who have been done online grocery
ordering there were seen that they are troubling in delivery to be
delay 8% were receiving their product more than 7 Days,20% people
were received their grocery within 4 to 7 Days and 72% people were
receiving their delivery within 1 to 4 days.
Troubled with the Quality of Grocery in Online Order in Pandemic

Particulars

No. of response

Percentage

Yes

30

60%

No

20

40%

From figure there were 40% people troubled in Quality of grocery on
online Shopping During lockdown and 60% Said No means they are
satisfied with Online shopping in pandemic.
Local Stores provide home delivery during Pandemic

Particulars

No. of response

Percentage

Yes

20

40%
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No

16

32%

Sometimes

14

28%

From Total responses there were 28% people Said that Their grocery
stores provide Sometimes Home Delivery,32% People Said No and
40% People Said their Stores providing Online shopping as well as
home delivery Options.
Satisfied with the Services, Quality and Safety provide by Online
Grocery selling Companies During Covid-19

Particulars

No. of response

Percentage

Very Satisfied

9

18%

Satisfied

35

70%

Less Satisfied

6

12%

Not Satisfied

0

0%

From Figure 70% people Satisfied with Services From online
Grocery provider,18% people were very satisfied with services and 12%
people were less satisfied or troubled with online grocery shopping.Q11:
How Much Would You Buying Grocery During Covid-19?

Quantity purchases During Covid-19

Particulars

No. of response

Percentage

Bulk

29

58%

Not in Bulk

21

42%

During Covid-19 situation There were seen behavioral change that more
people purchased grocery in bulk.
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Future preference after pandemic

Particulars

No. of response

Percentage

Continued with online
Ordering

9

18%

Go to Shopping Malls

18

36%

Go to Local stores

23

46%

From Figure there were seen that there were increasing in number of
people who Purchasing Grocery from Online shopping Than before
people buy grocery from online.
Would You agreed that online shopping is best then go to
shop and purchase?

Particulars

No. of response

Percentage

Yes

23

46%

No

27

54%

There were seeing increasing number of people agreed with that
online Shopping best from go to shop and purchasing grocery.
Consumer Satisfactions(Feedback)

Particulars

Percentage

From Online

No. of
response
17

From Offline Stores

33

66%
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34%

From figure there were seen increasing in online shopping and
increasing number of people agreed that online shopping is best and
they continued with it but other people like to shopping from offline
stores.

•

From this Research I have Finding that the consumer more liked to
shifting on online grocery shopping than the before Covid-19
situations.

•

People of the Vidyanagar in during Covid-19 are more like online
shopping after corona they are shifted on online platform in grocery
shopping.

•

There is another change is seen in consumer behavior that people
started purchased in bulk grocery during Covid-19.

•

From analysis I have seen that there is more engagement of people
between 25 to 34 in online shopping in that more man is involved
in online shopping than women.

•

This research is helpful to identifying the change in consumer
behavior due to Covid-19 and seen change in grocery businesses
converting to online.
Conclusions
The COVID-19 pandemic is changing life in many respects.
Based on the results of our framed choice experiment, it can be concluded
that the online grocery shopping businesses and online grocery orders
increasing due to this pandemic and Some people like to online
purchasing and after covid-19 situation people is more like online
ordering then go to shopping malls and purchase grocery, there were seen
that during covid-19 peoples are purchasing grocery in bulk than the
before covied-19 their purchasing.
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