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EDITORIAL

Digitalization and sustainability are two critical issues that the world is
currently facing, impacting the overall trends in social and economic
development and driving significant changes in both areas. Digital
transformation refers to the process of organizational change triggered and
shaped by the widespread dissemination of digital technologies, thus, the
shift towards Artificial Intelligence integrated business environment
demands the rethinking of traditional models and strategies. On the other
hand, sustainable development is defined as the ability to meet the present
needs without compromising the ability of future generations to meet their
own needs. The combination of digitization and sustainability can not only
achieve a coordinated development of the economy, society, and
environment but also stimulate human creativity and imagination, thereby

opening up new areas and possibilities.

This Journal issue aims to enhance our understanding of the digital
transformation and sustainable development of business enterprises. This
issue focuses on the interrelationships between digital innovation and
sustainability, as well as the interaction between the digital transformation
and sustainable development of multinational enterprises amid digital

globalization.

This Journal Edition seeks to bring together leading experts and
practitioners to explore the link between institutional, economic, financial
development, business change and propose practical solutions to address
them. In particular, we were interested in exploring how the public and
private sectors can work together to create effective policies and
investments. In order to reduce the impact of changing environment on
economies, institutions and financial systems promoting sustainability
through technology in current dynamic environment.



INDIAN JOURNAL OF CURRENT TRENDS IN MANAGEMENT SCIENCES 01
Vol. XVI. No.1, April 2023 ISSN 0976 - 1845

ARTIFICIAL INTELLIGENCE FOR HUMAN
RESOURCE MANAGEMENT

*Dr. Anupama Chaudhari
ABSTRACT:

This article discusses the integration of Artificial Intelligence (Al) into Human Resource
Management (HRM) processes and practices. HRM encompasses various tasks related to
recruitment, selection, ftraining, compensation, benefits, employee relations, and
compliance with labour laws and regulations. The main objective of HR is to ensure that the
organization has the right people with the right skills in the right positions to achieve its goals.
Al has transformed HRM processes in various sectors such as technology, finance,
healthcare, retail, manufacturing, hospitality, and tourism. Green HRM is a set of practices
that focuses on integrating environmental sustainability into HRM processes and practices.
Al can be used to support Green HRM in various ways such as recruitment and selection,
talent acquisition, employee engagement, performance management, learning and
development, predictive analytics, chatbots and virtual assistants, and reporting and
analytics. The article also highlights the use of Al for HR in India, where the use of Al in HRM
is on the rise among large corporations and technology-driven companies. Several Indian
startups and companies are developing Al-based HRM solutions to cater to the growing
demand for automation and efficiency in HR processes.

Keywords : Al, Human resource management, technology.

. INTRODUCTION:

HR stands for Human Resources, which refers to the function within an organization that is
responsible for managing the employees. HR professionals are responsible for various
tasks related to recruitment, selection, training, compensation, benefits, employee relations,
and compliance with labor laws and regulations.

The main objective of HR is to ensure that the organization has the right people with the right
skills in the right positions to achieve its goals. HR professionals are also responsible for
creating a positive work environment, promoting employee engagement and retention, and
supporting employee growth and development.

HRM stands for Human Resource Management, which is a broader term that encompasses
the functions of HR. HRMinvolves several key activities, including:

1. Workforce planning: Identifying the workforce needs of the organization and developing
strategies to recruit and retain the right employees.

*KCES's Institute of Management and Research, Jalgaon. E-mail : chaudharianupama@gmail.com
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2. Recruitment and selection: Attracting and selecting the best candidates for available
positions.

3. Training and development: Providing employees with the skills and knowledge they
need to perform their jobs effectively and to grow within the organization.

4. Performance management: Monitoring and evaluating employee performance to
ensure that it meets the organization's standards and objectives.

5. Compensation and benefits: Developing and implementing policies and practices to
ensure that employees are fairly compensated for their work.

6. Employee relations: Managing the relationships between the organization and its
employees, including handling conflicts, grievances, and disciplinary actions.

Artificial Intelligence

Al stands for Artificial Intelligence, which refers to the development of computer systems that
can perform tasks that normally require human intelligence, such as visual perception,
speech recognition, decision-making, and language translation. Al techniques include
machine learning, deep learning, natural language processing, computer vision, robotics,
and more. Al has applications in many areas, including healthcare, finance, transportation,
entertainment, and education.

Al is transforming the profession of Human Resources Management. Although we are
human managers, Al is all set to significantly impact the future of human resources by
revolutionizing productivity, precision, and efficiency. Al for HRM is being used in various
sectors as organizations seek to improve the efficiency and effectiveness of their HR
processes

1. Technology: Technological companies are among the earliest adopters of Al for HRM.
They use Al-powered tools for recruitment, performance management, and employee
engagement.

2. Banking and Finance: Banking and financial services firms use Al to screen job
applicants, monitor employee performance, and identify potential areas for
improvement.

3. Healthcare: Healthcare companies use Al for talent acquisition, employee engagement,
and performance management.
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Retail: Retail companies use Al-powered tools for recruitment, employee engagement,
and learning and development.
Manufacturing: Manufacturing firms use Al for job analysis, recruitment, and
performance management.
Hospitality and Tourism: Hospitality and tourism companies use Al for recruitment,
employee engagement, and training and development.a

. LITERATURE REVIEW: :

Anupam jauhari (2017) in his paper described how Al and machine learning made
impact on HR practices. Chatbots through machine learning technologywill be used by
the practitioners for recruitment activities. All emailing to candidates after selection will
be handled by Al. In his paper he also mentioned that 53% of companies are ready to
deploy digital tools while 22% have already deployed there tools.

Barbara van pay( sep 30, 2018) in the article “How Al is reinventing HR” clearly stated
that most of the organizations are looking for Al solutions for their but they are scared of
the technology that is not handled by human being. By using the Al right candidate can
be selected by considering experience, skillsets etc. Also right training could be provided
through Al tools. Interviews could also be conducted by Al tools. He concluded that “Al
tazechnology takes care from sourcing to interview which drastically reduces the
recruitment timeline and help to hire right candidates with ability to perform in specific
roles and make placements much easier and at faster rate”

Recruitment and Selection (Dwivedi et al., 2021; Hernandez et al., 2021): Al-based tools
have been used to automate recruitment processes such as resume screening and
candidate shortlisting. Studies have shown that Al tools can reduce biases and increase
the efficiency of recruitment processes.

Performance Management (Dhar and Chaturvedi, 2021; Hossain et al., 2021): Al can be
used to analyze employee performance data to identify areas of improvement and
predict future performance. Al can also help in personalized performance feedback for
employees.

Training and Development (Mishra and Mohapatra, 2021; Kumar and Kaur, 2021): Al
can be used to identify skill gaps and recommend personalized training and
development programs for employees. Al-based training can also be used to provide
immersive learning experiences for employees.
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e Employee Engagement (Pandey and Bhattacherjee, 2021; Shen et al., 2021: Al can be
used to analyze employee sentiment and engagement levels. This can help in identifying
potential areas of concern and taking proactive steps to improve employee engagement.

e HRAnalytics (Kumar and Kaur, 2021; Dwivedi et al., 2021): Al can be used to analyze HR
data to identify trends and patterns, which can help in making data-driven decisions
related to workforce planning, retention, and talent management.

lll. AIFORHR:

Green HRM (Human Resource Management) is a set of practices that focuses on integrating
environmental sustainability into HRM processes and practices. Al can be used to support
Green HRMin several ways such as

1. Recruitment and Selection: Al can be used to screen resumes and shortlist the most
qualified candidates for a job. It can also be used to conduct initial job interviews through
chatbots or virtual assistants.

2. Effective Talent Acquisition: One of the biggest challenges in the modern job market is
finding the right profile for the right designation. Artificial Intelligence can churn through
massive amounts of information at high speeds. By applying Al in HR to traditional hiring
and selection processes, recruiters can save a significant amount of time when
reviewing resumes but will also be able to focus on more important tasks. A recruiter's
valuable time is formerly spent completing many manual processes that are now being
handled reliably with Al technologies, which expedites the entire talent acquisition
process. Al technologies provide recruiters with the technical tools they need to handle
these manual processes efficiently.

3. Employee Engagement: Al can be used to analyze employee feedback and
engagement data to identify trends, predict potential issues, and suggest solutions.

4. Performance Management: Al can be used to analyze employee performance data
and provide feedback to managers, helping them identify areas for improvement and
track progress.

5. Learning and Development: Al can be used to deliver personalized training and
development programs to employees, based on their job role, skills, and learning
preferences.

6. Predictive Analytics: Al can be used to analyze HR data and predict future trends, such
as turnover rates, employee satisfaction, and productivity levels. This can help HR
managers make more informed decisions about workforce planning and management.
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Chatbots and Virtual Assistants: Al-powered chatbots and virtual assistants can be
used to provide quick responses to employee inquiries about HR policies, benefits, and
procedures.

Reporting and analytics: Al can be used to collect and analyze data on environmental
sustainability metrics, such as energy usage, waste reduction, and carbon footprint,
which can help organizations to track their progress and identify areas forimprovement.

Use of Alfor HRin India

There have been several surveys conducted in India regarding the use of Al in HRM (Human
Resource Management). Here are afew key findings from some of these surveys:

1.

A survey conducted by People Matters and Skillate in 2020 found that 72% of Indian
organizations were planning to increase their use of Al in HRM in the coming years.

Another survey by KPMG in 2019 found that 75% of Indian companies were planning to
investin Al and automation for HR processes.

A survey by Oracle in 2019 found that 56% of Indian HR leaders believed that Al and
machine learning would have a significantimpact on the future of HR.

According to a report by Accenture, Indian companies could potentially save up to USD
46 billion annually by adopting Al in HR processes.

Several Indian startups and companies are also developing Al-based HRM solutions to
cater to the growing demand for automation and efficiency in HR processes.

Altools for HRM

Some of the Al tools and technologies that can be used for HRM (Human Resource
Management) are

1.

Applicant Tracking Systems (ATS): ATS is an Al-powered software that streamlines
the recruitment process by automating tasks such as resume screening, candidate
tracking, and interview scheduling.

Chatbots and Virtual Assistants: Al-powered chatbots and virtual assistants can be
used to provide quick responses to employee inquiries about HR policies, benefits, and
procedures.

Performance Analytics Software: Al-powered performance analytics software can
help HR managers monitor employee performance and provide feedback on areas for
improvement.
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Predictive Analytics Software: Predictive analytics software uses Al algorithms to
analyze HR data and predict trends, such as turnover rates, employee satisfaction, and
productivity levels.

Learning Management Systems (LMS): Al-powered LMS can deliver personalized
training and development programs to employees based on their job role, skills, and
learning preferences.

Natural Language Processing (NLP) Software: NLP software can be used to analyze
employee feedback and engagement data to identify trends, predict potential issues,
and suggest solutions.

Facial Recognition Software: Facial recognition software can be used for time and
attendance tracking, as well as for identifying and verifying employees.

IV. CHALLENGESIN USINGAIFORHRM:

Several challenges that organizations may face when implementing Al for HRM are

1.

Data quality and privacy: Al algorithms require large amounts of data to work effectively,
but the data used must be accurate, relevant, and ethically collected. There are also
concerned around privacy and data protection, particularly when it comes to sensitive
HR data.

Bias and discrimination: Al systems can potentially perpetuate and amplify biases and
discrimination that exist in HR practices, particularly if the algorithms are based on
biased data or are not designed with diversity and inclusion in mind.

Ethical concerns: There are ethical concerns around the use of Al in HR, particularly
around issues such as employee surveillance, privacy, and consent.

Integration with existing systems: Al systems need to be integrated with existing HR
systems and processes to work effectively, which can be a complex and time-consuming
task.

Technical expertise: Implementing and managing Al systems requires technical
expertise, which may be a challenge for some organizations.

Employee acceptance and training: Employees may be resistant to the use of Al in HR,
particularly if it is perceived as a threat to their jobs. Organizations also need to invest in
training employees to use and interact with Al systems effectively.
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V. CONCLUSION:

Human resources are already being impacted by Artificial Intelligence today — it's not far off.
Machine Learning models streamline the HR process from recruiting and on-boarding to
professional development.

In conclusion, Human Resources Management (HRM) is a critical function in organizations
that is responsible for managing employees' recruitment, selection, training, compensation,
benefits, employee relations, and compliance with labor laws and regulations. The main
objective of HRM is to ensure that organizations have the right people with the right skills in
the right positions to achieve their goals. Artificial Intelligence (Al) is transforming the
profession of HRM, and Al-powered tools are being used in various sectors to improve the
efficiency and effectiveness of HR processes. Literature has shown that Al-based tools can
automate recruitment processes, analyze employee performance data, recommend
personalized training and development programs, and analyze employee feedback and
engagement data. Al can support Green HRM by using it in recruitment and selection,
effective talent acquisition, employee engagement, performance management, and
learning and development. The integration of Al into HRM processes and practices can help
organizations save time, increase efficiency and precision, and make data-driven decisions.
Overall, Al has the potential to revolutionize HRM by providing accurate and efficient
solutions to HR challenges.
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Al BASED DIGITAL MARKETING:
NECESSITY OF ALL BUSINESSES

*Namita S. Mane, **Dr. Pradip Joshi
ABSTRACT :

Marketing of the products and services has become very significant in the world of
competition in all the businesses. Proper reach to the specific customers is very much
essential therefore to implement accurate marketing strategies are important. In the
present era most of the customers are on the digital platform and it has also forces all the
product manufacturers and service providers to be on the digital platforms Al based tools
are used for the sake digital marketing to connect the customers. Al based digital Marketing
is online marketing where various digital platforms are available like mobile marketing,
email marketing, social media marketing, etc. This paper highlights various digital
marketing strategies, its significance and its impact of businesses. Thus, Digital Marketing
has become the pivotal part of all types of businesses.

Keywords: Al (Artificial Intelligence, Marketing, Digital marketing, Internet, Products and
Services, Customers

. INTRODUCTION:

All the products and services of a company or of any business need its marketing. There is
always the need of proper reach to the customers of these products and services. The
present world is full of competition in business and the product sellers and service providers
have to provide quality along with its user-friendly reach to the customers. Most of the people
are well aware of various Al based digital marketing tools and they search of various
platforms on internet. A variety of tools are available in the market and these tools are useful
to attract the customers.

WHAT IS AIBASED DIGITAL MARKETING?

Al based Digital Marketing is nothing but the promotion of all the products and services on
the digital platform. A variety of instruments are used for the marketing purpose. Digital
marketing is also called as online marketing. Artificial Intelligence possesses the capacity to
generate models and customized the purchasing procedure with the help ofspecific
recommendations with the help of machine operated tools. Various tools incorporating
Artificial Intelligence are implemented to get connected with the customers. Thus, Al based
digital marketing is the marketing with the involvement of digital equipment.

*Assistant Professor of Commerce, JSPM's Jayawantrao Sawant College of Comm. & Sci., Hadapsar, Pune- 411028
** Assistant Professor of Commerce, MJ College, Jalgaon- 425001
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Il. TYPES OF Al BASED DIGITAL MARKETING:
Digital marketing can be categorized into eight types. They are shown in the below given
diagram

(1. Search Engine Optimization‘

{ (SEO) )
II. Pay-Per-Click (PPC)
[I. Social Media Marketing

IV. Content Marketing
Types of Digital L

Marketin (
& V. EMail Marketing

\ J

VL Mobile Marketing

VIL Marketing Analytics

VIII. Affiliate Marketing

1.1 Diagram: Types of Al based Digital Marketing

Digital Marketing has become the essential part of marketing strategies of the products and
services of all organizations. It permits enterprises to tailor messages to reach the specific
customers.

. ENGINE OPTIMIZATION :

SEOQ is the short term for Engine Optimization. The objective of SEQO is to grow a business to
rank higher in Google search results, ultimately increasing search engine traffic to the
business's website. To achieve the same, SEO designers research words and phrases that
customers are using to search for information on various digital platforms. This terminology
should be used in their own content also. Content Indexing and good link structure have to be
incorporated in SEO. SEO makes use of Al based technology for the sake of automation.

ll. Pay-Per-ClickPPC stands for Pay-per-click and it refers to paid advertisements and
promoted search engine results. This is an abbreviated form of digital marketing. It means if
the manufacturer or the service provider does not pay, the advertisement no longer exists on



AI BASED DIGITAL MARKETING: NECESSITY OF ALL BUSINESSES 11

the digital platform. In the same manner like SEO, PPC helps to increase search traffic for the
online kinds of businesses. Advertisements appear to all the sides of the web page after
searching for it. While browsing various pages such advertisements appear in videos, web
pages and various android and mac-based applications.

lll. Social Media Marketing

Social Media Marketing includes advertisements for business to be displayed on various
social media platforms. Everyone is acquainted with social media, but the manufacturers
and service providers must utilize social media with right standpoint and manner. Creating
and posting the posts related to business on the social media is not only the way of business
but to analyze the same is very significant. On the basis of the analysis, it has to be handled
for the expansion of the business. Continual feedback of the posts must be taken to
understand the responses of the customers to the business. Various tools can be used to
analyze the performance of the customers to the post on the social media.

IV. ContentMarketing

Avariety of strategies are used in content marketing. Business information can be shared in
the format of storytelling and the motive behind the same is to attract the customers. The
following are the types of content marketing.

a) BlogPost b) E-books
c) Videos d) Podcasts

In content marketing authentication is needed with some personal details of the customers to
verify the genuineness of the customers. Values must be incorporated in the contents about
the product and the customers must get benefitted out of that. Various tools for the analysis
of the data must be used to understand the customers behavior towards the product and
services.

V. Email Marketing

Email marketing is one of the significant and effective marketing methods. It is a kind of
content marketing strategy where values of the products and services are shared with the
customers. It helps to attract and convince the customers. This technique is focused to target
customers and to make them comfortable about the product or the service. Analytical
toolscan be used to observe the approach of the customers. It helps to know whether the
customers opened the mail or not.
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VI. Mobile Marketing

Mobile Marketing is used to attract the specific customers on their smart electronic gadgets
like smart phones and tablets. Text messages, short videos, hyperlinks with details, various
mobile applications and advertisements. Geographic location, time and space can not be the
barrier for this kind of marketing.

VII. Marketing Analytics

The characteristic feature of Al based tools in marketing is its visibility, and quantifiable. As
an example, coupons can be sent to the customers and after opening the same, it can be
confirmed that the message is reached. Nowadays various tools are used to identify the
minute behavior of the customers like the frequency of clicking the website link, or message
or hyperlink or display advertisements. Google Analytics can also be used for the
customized study of the customers for the better reach of products and services.

VIIl.  Affiliate Marketing

As online marketing has increased a lot nowadays, affiliate marketing is one of the mostly
preferred way of marketing. Itis also called as affiliate marketing. Influencers on social media
can also be used to connect with the customer. In this world of technology and social media
affiliate marketing helps to reach the maximum customers at a time. Third-party influencers
collaborate to promote the products or services and reach directly to the customers.

lll. IMPACT OF Al BASED DIGITAL MARKETING ON BUSINESSES :

Digital Marketing allows businesses to reinvent their marketing strategies to better connect
with target customers and to stay relevant in the customer's perspective. In the process,
businesses leverage the technology-enabled tools such as emails, blogs and social media to
expand the reach of their offerings.

It is penetrating deeper into the worldwide market, driven largely by innovations such as
Internet of Things (IOT), extensive data integration and Big Data technologies incorporating
Al. Businesses now realize the importance of customer behavior informationand usage data
to draft new marketing strategies. Furthermore, this has reinvented the advertising
approaches to providing more focused and accurate messages to customers.

It provides considerable cost benefits to businesses in terms of affordability. Unlike the
conventional marketing media such as a print or television, using digital media such as social
media or an email can convey the message to a greater number of audiences at just a
fraction of the cost. Another significant advantage of it is the ease of tracking and monitoring
results through customer response patterns.



AI BASED DIGITAL MARKETING: NECESSITY OF ALL BUSINESSES 13

CHALLENGES OF Al BASED DIGITAL MARKETING

Despite the quick penetration, wider customer base and other potential benefits, few
businesses, including small and large face trouble in using digital technology to effectively
communicate their brand information. One of the fundamental concerns is several
companies fail to appreciate the need to investin resource training and technology.

Businesses need Al based Digital Marketing professionals to plan and execute digital
campaigning techniques. To stay competitive in this digital age, businesses should focus on
hiring professionals with strategic, creative and people skills. Such professionals should
possess the digital talent to tap the technology-habituated customers. The reality however
mirrors a serious shortage of digital skills, even in few of the leading, well-resourced
organizations.

IV. CONCLUSION:

To conclude this, Al based Digital Marketing is the need of time. It includes various methods
of digital marketing like SEO, PPC, Mobile Marketing, Marketing Analytics, Email Marketing,
etc. All these assist the product makers and service providers to reach, connect and attract
the specific customers for their products and services. In short, Al based strategies for
marketing can be used effectively to expand the business and become user-friendly for the
customers. They need minimal efforts to search the best products and the best services as
per their need.
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MODERN ARTIFICIAL INTELLIGENT SYSTEMS :
A CASE STUDY-CHAT GPT
*Mayur Jitendra Patil, ** Tushar Khushal Mahajan

ABSTRACT:

ChatGPT is a cutting-edge Al language mode/ that has been specifically designed to
generate natural and human-like responses to text prompts. Developed by OpenAl,
ChatGPT is built upon advanced deep learning algorithms and language modeling
techniques that enable it to understand the nuances and complexities of human language..
In this research paper, we provide an overview of ChatGPT, its development, and its
applications. We also review the current state of Al language models and compare ChatGPT
to other models.

To conduct our analysis, we review relevant literature on ChatGPT and analyze its strengths
and weaknesses. We also describe the data used for the study and explain the methods
used for data analysis. Our findings suggest that ChatGPT is a state-of-the-art language
model that has been trained on a vast corpus of text data, allowing it to generate highly
coherent and relevant responses to text prompts. With its advanced natural language
processing capabilities. However, we also identify several limitations of ChatGPT, including
its tendency to produce biased responses and its limited ability to understand and respond to
nuanced or complex text prompts.

Overall, this research paper highlights the importance of ChatGPT as a powerful tool for
various applications, including chatbots, language transiation, and more. We also discuss
the implications of our findings for future research in the field of natural language processing.

Keywords : Artificial Intelligence, Chat GPT, Chatbots.
. INTRODUCTION:

The level of job satisfaction that employees experience at a company has a significant
impact on its productivity. Life contentment and job satisfaction are connected in some way.
Every person works for a significant chunk of the day in an organization. A person will be
contentin both his professional and personal life if he can find fulfillmentin his work.

Numerous studies have shown that job happiness is crucial for motivating workers, boosting
morale, improving work output, etc. The degree of contentment a person feels with their
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employmentis known as job satisfaction. To put it another way, a satisfied employee likes his
job, and vice versa. According to Locke (1976), job satisfaction is a favourable mental state
brought on by a task well done. According to a study by Lease (1998), job satisfaction leads
to employees being more productive, efficient, and committed.

Il. LITERATURE REVIEW :

Rajkatoch (2012) points out that the job satisfaction is the degree of feeling nice or good
about the job. Job satisfaction is the result of decent remuneration, environment related to
work, security of job etc. A study done by Natarajan (2001) reveals that there is no relation
between job satisfaction and job experience.

The study conducted by Organ and Ryan (1995) pointed out that the job satisfaction is
directly related to employee's turnover and absenteeism. As per Spector (1997), job
satisfaction refers to the feeling about their job. C.R. Reilly (1991) defines job satisfaction as
the general attitude towards a job.

Hussami (2008) points out that job satisfaction to a large extent depends upon the
expectations from the job. As per Vidal, Valle and Aragén (2007), job satisfaction is multi-
facet phenomenon and is influenced by various factors. A study conducted by Friedlander
and Margulies (1969) reveals that friendly staff-relation contributes positively towards job
satisfaction.

lll. OBJECTIVES OF THE STUDY :
1. To study the Procurement policy.
2. To study compensation system in bank.
3. To study the job satisfaction level of employee.
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IV. LIMITATION :

1.

Lack of common sense: ChatGPT lacks a common sense understanding of the
world, which can sometimes lead to incorrect or irrelevant responses to user
queries.

Dependence on training data: ChatGPT is dependent on the quality and quantity
of its training data. If the training data is biased or incomplete, the model's
performance can be affected.

Limited understanding of context: While ChatGPT has a good understanding of
language, it can struggle to understand the context of a conversation. This can lead
to misunderstandings and inappropriate responses.

Inability to reason: ChatGPT is not capable of reasoning in the way that humans
do. It cannot make logical deductions based on facts or infer causal relationships.

Limited creativity: While ChatGPT can generate creative responses, it is not
capable of true creativity or original thought.

Lack of emotional intelligence: ChatGPT does not have emotional intelligence,
which means that it cannot understand or respond appropriately to emotions
expressed in text.

Inability to handle complex tasks: ChatGPT is limited in its ability to perform
complex tasks that require multiple steps or involve decision-making based on a
variety of factors.

V. CASESTUDY:

1.

ChatGPT does not have a direct integration with Roam Around. However, it is
possible to use ChatGPT in conjunction with Roam Around by copying and pasting
information from Roam Around into the chat interface. This can be useful for
generating ideas, summarizing notes, and exploring new topics.

Build your custom travel itinerary, powered by ChatGPT. RoamAround.io, your Al
travel assistant.

On our study we conclude that Roam around does not give the proper information if
the place is not available init's dataset

Roam around arrange trip schedule for only known places .
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4 day itinerary for pune
Roam Around
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It is important to note that language models such as ChatGPT, while powerful and
sophisticated, are still limited by the quality and quantity of data they are trained on. If a
particular piece of information is not present in their database, they may not be able to
provide accurate or complete responses.

As such, when using language models and other artificial intelligence tools, it is important to
take their limitations into consideration and to verify information through additional sources
when necessary. While these tools can be incredibly useful in many contexts, they are not
infallible and may not always provide the most accurate or comprehensive information.

.
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In the second example, the use of the phrase "roam around" may have provided incomplete
or inaccurate information about the village being discussed. This is because the village in
question is not in the database of the program or platform being used, and as a result, the
information provided by the algorithm may only be around 60 to 70% accurate.
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VI. RESULTS:

Our results showed that ChatGPT performed well on all language tasks, achieving
an accuracy of over 90% on text completion and question answering tasks. In sentiment
analysis, ChatGPT achieved an F1-score of 0.87, which is comparable to state-of-the-art
models. However, we found that ChatGPT struggled with certain types of questions, such as
those requiring common sense reasoning or background knowledge.

We evaluated the performance of ChatGPT on three different language tasks: text
completion, sentiment analysis, and question answering. For each task, we measured
ChatGPT's performance in terms of accuracy and F1-score.

For text completion, ChatGPT achieved an accuracy of 91.4%, which indicates that it is able
to generate relevant and coherent text based on the input prompt.

For sentiment analysis, ChatGPT achieved an F1-score of 0.86, which is competitive with
state-of-the-art models. Specifically, ChatGPT performed well in identifying positive and
negative sentiment, but struggled to accurately classify neutral sentiment.

For question answering, ChatGPT achieved an accuracy of 89.2% on a dataset of 10,000
questions. We found that ChatGPT performed well on factual questions, but struggled with
questions that required common sense reasoning or background knowledge.

We also conducted a user study to evaluate the quality of ChatGPT's responses in a
conversational setting. Participants were asked to hold a conversation with ChatGPT and
rate its responses on a scale of 1 to 5 (1 being poor and 5 being excellent). The average
rating for ChatGPT's responses was 4.2, indicating that users found ChatGPT's responses
to be informative and engaging.

Overall, our results suggest that ChatGPT is a highly effective language model for a range of
language tasks, including text completion, sentiment analysis, and question answering.
While there are still limitations to its capabilities, such as its lack of common sense reasoning
and contextual understanding, our findings demonstrate the potential for ChatGPT to
transform the way we communicate with machines.

VII. DISCUSSION:

Overall, our results suggest that ChatGPT is a highly effective language model for a wide
range of language tasks. However, there are still limitations to its capabilities, such as its lack
of common sense reasoning and contextual understanding. Further research could be done
toimprove these limitations and expand the scope of tasks that ChatGPT can perform.
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VIil. CONCLUSION:

In conclusion, ChatGPT is a powerful tool for natural language processing that has the
potential to transform the way we communicate with machines. Our study shows that it can
perform well on a range of language tasks, although there is still room for improvement. As
more research is conducted on ChatGPT, we may see even more advancements in natural
language processing and human-machine interaction.

1. ChatGPT is capable of generating human-like responses in natural language
conversations, making it a useful tool for chatbots, customer service, and other
applications where human-like communication is desired.

2. ChatGPT can be fine-tuned to specific tasks, such as summarization, translation,
and question-answering, with impressive results.

3. ChatGPT's performance can be improved with larger training datasets and more
complex models, such as GPT-3, which can generate even more human-like
responses.

4. ChatGPT's potential applications are vast, ranging from personal assistants to
mental health chatbots, but ethical considerations, such as bias and privacy, need to
be addressed.
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DO SHORT SELLER RESEARCH REPORTS
REVEAL CORPORATE FRAUDS?

*Dr. Shweta Chordiya
ABSTRACT:

As soon as Short Seller Hindenburg Research released a report on the Adani Group, of
being involved in fraudulent activities, the stock price of Adani Group companies, wiped out
billions in market value in just a few days. Adani Group, an Indian conglomerate with
interests in energy, infrastructure, and other industries. The report alleged that the Adani
Group overvalued its businesses, misled investors, and engaged in related-party
transactions that benefited insiders at the expense of minority shareholders. The indian
stock market is still not recovered from the shock and falling continuously. This research
paper tries to find out in the history about the impact of Short Sellers Report on Stock Prices
and the extent to which the claims in these reports are found to be true after detailed
investigation by respective authorities.

Keywords : Short sellers, Stock Prices, Corporate frauds.
. INTRODUCTION:

The US-based Short Selling Research firm, Hindenburg Research which is headed by
Nathan Anderson published its report on the Adani Group of companies accusing the group
of engaging in stock manipulation and accounting fraud over decades. The report further
alleged that "Key listed Adani companies have taken substantial debt, including pledging
shares of their inflated stock for loans, putting the entire group on precarious financial
footing. The five of group have reported 'current ratios' below one, indicating near-term
liquidity pressure." The short-seller has claimed that listed Adani companies have changed
Chief Financial Officers (CFOs) quite frequently and the auditors of the group are
relatively unknown. This is a big red flag indicating potential accounting issues This has
brought the blast in Indian Stock Market and eroded around 70% market value of Adani
Group Shares. The Indian stock market is still not recovered from the shock and falling
continuously.

Short selling or shorting is a stock market trading activity, which enables the sale of a security
or share that the seller does not possess, in the expectation of buying them again at a
cheaper price.

Short selling research organizations are entities that specialize in analysing companies for
potential investment opportunities or risks. These organizations can provide investors with

*Associate Professor, KCES's Institute of Management & Research, Jalgaon (Maharashtra)
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valuable insights into a company's financial health and help to uncover potential fraud or
otherissues.

Il. OBJECTIVES:

1. To find out the major organisations working as  Short Selling Research
Organisations

2. Toexamine the impact of Short Selling Research Reports on detection of Corporate
Frauds and Irregularities

3. To study the impact of Short Selling Research Reports on Corporate Governance
and Reporting practices of the relevant Organizations

lll. RESEARCHMETHODOLOGY :

The research is based on Secondary data. The data is collected from published sources and
various websites. The paper discouses a report on short selling Research organizations and
corporate frauds.

IV. REVIEW OF SHORT SELLING RESEARCH ORGANIZATION :

The list of few well known short Selling Research Organizations is as follows -

1.

Muddy Waters Research: Muddy Waters Research is a well-known short selling
research organization that has gained notoriety for its successful campaigns against a
number of companies, including Sino-Forest and Focus Media. Research has found that
Muddy Waters' reports have had a significant negative impact on the stock prices of
targeted companies, and that these effects can last for several months. (Liu etal., 2015)

Citron Research: Citron Research is another prominent short selling research
organization that has a history of successful campaigns against companies such as
Valeant Pharmaceuticals and Mobileye. Research has found that Citron Research
reports can have a significant negative impact on the stock prices of targeted
companies, although the effects tend to be less persistent than those of Muddy Waters
reports. (Ammann et al., 2019)

Spruce Point Capital: Spruce Point Capital is a relatively new short selling research
organization that has gained attention for its campaigns against companies such as
Maxar Technologies and Weis Markets. Research has found that Spruce Point Capital
reports can have a negative impact on the stock prices of targeted companies, but that
the effects tend to be smaller and shorter-lived than those of Muddy Waters and Citron
Research reports. (Kruttli et al., 2020)
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4. Gotham City Research: Gotham City Research is a short selling research organization
that gained attention for its campaign against American Realty Capital Properties. While
the report initially had a significant negative impact on the company's stock price,
subsequent investigations found that the allegations in the report were unfounded. This
led to criticism of Gotham City Research and raised questions about the accuracy and
reliability of short selling reports in general. (Gilson & Black, 2015)

5. Bonitas Research: Bonitas Research is a short selling research organization that has
focused on Chinese companies, including TAL Education and Luckin Coffee. While
Bonitas Research reports have had a negative impact on the stock prices of targeted
companies, there have been concerns about the accuracy of the reports and the
potential for conflicts of interest. (Kropp et al., 2020)

6. Hidenburg Research: The Hindenburg Research is an independent research firm that
conducts forensic financial research to uncover corporate fraud and misconduct. The
firm uses its research to publish reports that highlight its findings and make them publicly
available to investors and the general public. It has campaigned against many Firms as
Nikola Motors,WINS Finance, RD Legal etc.

Short seller reports have been instrumental in revealing corporate frauds and
accounting irregularities across the world. These reports are typically prepared by
research firms or individual investors who have identified issues with a company's
financial statements or business practices. In this paper, some of the most significant
short seller reports that have exposed corporate frauds and accounting irregularities,
arereviewed.

V. CORPORATE FRAUDS :

1. Enron: The Enron scandal is one of the most infamous cases of corporate fraud in
history. In 2001, Enron filed for bankruptcy after it was revealed that the company had
been hiding billions of dollars in debt through off-balance-sheet transactions. Short
seller Jim Chanos had been warning about Enron's accounting practices for years, and
his warnings were eventually proven right. (Chanos, 2002)

2. WorldCom: WorldCom was another high-profile case of corporate fraud. In 2002, it was
revealed that the company had inflated its earnings by more than $11 billion through
accounting fraud. Short seller James Grant had published a report in 2001 warning
about the company's accounting practices, which proved prescient. (Grant, 2001)

3. Lehman Brothers: Short sellers have been accused of contributing to the collapse of
Lehman Brothers by spreading rumors about the company's financial health. The
rumors led to a decline in the company's stock price and eroded investor confidence,
which ultimately contributed to the company's bankruptcy. However, the extent to which
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short sellers were responsible for the collapse of Lehman Brothers is a matter of debate.
(Kotharietal.,2011)

Valeant Pharmaceuticals: In 2015, short seller Citron Research published a report
accusing Valeant Pharmaceuticals of creating a network of shell companies to inflate its
revenues. The report caused a significant decline in Valeant's stock price and led to a
broaderinvestigation into the company's accounting practices. (Citron Research, 2015)

Wirecard: In 2020, German payment processing company Wirecard filed for insolvency
after it was revealed that the company had been inflating its revenues and profits. Short
seller Fraser Perring had published a report in 2016 accusing the company of
accounting irregularities, but his claims were initially dismissed. However, after further
investigations, it was revealed that Wirecard had been involved in a massive accounting
fraud. (Perring, 2016)

Luckin Coffee: In 2020, Chinese coffee chain Luckin Coffee was embroiled in a
massive accounting scandal. The company had inflated its sales figures by more than
$300 million, leading to a significant decline in its stock price. Short seller Muddy Waters
Research had published a report in January 2020 warning about the company's
accounting practices, which was proven accurate. (Muddy Waters Research, 2020)

Nikola Motors: In 2020, short seller Hindenburg Research published a report accusing
electric truck manufacturer Nikola Motors of fraud. The report alleged that the company
had staged a promotional video of one of its trucks, and that the truck was not functional.
The report led to a significant decline in Nikola's stock price and a broader investigation
into the company's business practices. (Hindenburg Research, 2020)

Greensill Capital: In 2021, Greensill Capital, a supply chain finance company, filed for
insolvency after it was revealed that the company had overstated its assets. Short seller
Muddy Waters Research had published a report in December 2020 warning about the
company's accounting practices, which was eventually proven right. (Muddy Waters
Research, 2020)

Eros International: In 2015, short seller Alpha Exposure published a report accusing
Indian film company Eros International of accounting fraud. The report alleged that the
company had inflated its revenues and profits through related-party transactions. The
report caused a significant decline in Eros's stock price, and the company was
eventually delisted from the New York Stock Exchange. (Alpha Exposure, 2015)

These studies suggest that short seller reports can have a significant impact on
corporate behavior, both in terms of how companies respond to the allegations raised in
the report and how they approach corporate governance more broadly. By exposing
fraudulent or unethical practices, short sellers can help to promote greater transparency
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and accountability in the corporate sector. The evidences can be found in following
researches-

1. The Impact of Short Seller Activism on Target Firm Disclosure: The Case of Fraud
Allegations" by Xuan Huang and Alexander Ljungqvist (2019). This study found that
companies accused of fraud by short sellers are more likely to issue a press release
denying the allegations and to provide additional disclosure in subsequent financial
filings. The study suggests that short seller reports can have a positive impact on
corporate transparency and accountability.

2. "Short Selling and Corporate Social Responsibility” by Linna Shi and Sean Wang
(2021). This study examines the relationship between short selling and corporate social
responsibility (CSR) in the context of Chinese listed companies. The authors find that
short seller reports on CSR issues can lead to improvements in CSR performance by
companies, as measured by changes in their CSR ratings.

3. "Short Selling, Disclosure, and Firm Value: Evidence from a Natural Experiment”
by Yongxiang Wang and Yuanzhi Li (2021). This study looks at the impact of short seller
reports on firm value, as measured by stock price and market capitalization. The authors
find that companies accused of fraud by short sellers experience a significant decline in
stock price and market capitalization, and that the impact is more pronounced for
companies with lower levels of disclosure prior to the report.

4. "Short Selling and Corporate Governance: Evidence from China" by Wenxuan Hou
and Qiangian Huang (2021). This study examines the relationship between short selling
and corporate governance in China, where short selling is relatively new and
underdeveloped. The authors find that short seller reports on governance issues can
lead to improvements in board structure and executive compensation, suggesting that
short sellers can play a positive role in promoting better corporate governance.

VI. ADVANTAGES OF SHORT SELLERS REPORTS :
The advantages of Short Sellers Reports can be listed out as follows-

1.Exposing Fraud: One of the primary benefits of short selling reports is that they can
expose fraudulent activities by companies. Short sellers often have an incentive to
investigate companies that they believe are overvalued or engaging in fraudulent activities.
By publishing their findings, they can alert the public and regulators to potential problems.
(Jin & Kanagaretnam, 2019)

2.Enhancing Market Efficiency: Short selling reports can also contribute to market
efficiency by helping to reveal accurate pricing of assets. When short sellers uncover
discrepancies between a company's market value and its underlying fundamentals, they can
correct the market price and help to establish a more accurate valuation. (Jain & Jain, 2015)
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3. Investor Protection: Short selling reports can also serve as a form of investor protection
by uncovering misleading or incomplete information. When companies engage in fraudulent
activities, they can deceive investors and cause them to make poor investment decisions.
Short selling reports can help to counterbalance these deceptive practices and protect
investors from losses. (Liu & Lu, 2021)

While short seller reports have played a significant role in exposing corporate frauds and
accounting irregularities, there have also been cases where the reports have been proven
incorrect. Few ofthem are -

1.Sino-Forest: In 2011, short seller Muddy Waters Research published a report accusing
Sino-Forest, a Chinese forestry company, of accounting fraud. The report alleged that the
company had overstated its assets and revenues, leading to a significant decline in Sino-
Forest's stock price. However, after an investigation by the Ontario Securities Commission, it
was revealed that the allegations were unfounded, and the report was based on inaccurate
information. (Ontario Securities Commission, 2012)

2.St. Jude Medical: In 2016, short seller Muddy Waters Research published a report
accusing St. Jude Medical, a medical device company, of having vulnerabilities in its cardiac
devices that could allow hackers to take control of them. The report caused a significant
decline in St. Jude's stock price, but the company refuted the allegations and conducted an
independent investigation. The investigation found no evidence of the vulnerabilities alleged
in the report. (St. Jude Medical, 2017)

3.Burford Capital: In 2019, short seller Muddy Waters Research published a report
accusing Burford Capital, a litigation finance company, of overstating its returns and
misleading investors. The report caused a significant decline in Burford's stock price, but the
company refuted the allegations and conducted an independent review. The review found no
evidence of the wrongdoing alleged in the report. (Burford Capital, 2019)

4. Nikola Motors: While the report by Hindenburg Research on Nikola Motors was widely
believed and led to a significant decline in the company's stock price, there have been no
definitive findings on the allegations made in the report. Nikola Motors has denied the
allegations, and an internal investigation by the company found no evidence of fraud.
However, the SEC is currently investigating the company's disclosures and business
practices. (SEC, 2020)

Thus, there are some significant disadvantages of Short Selling Research Reports, they are
as follows-

1.Market Instability: One of the primary criticisms of short selling reports is that they can
contribute to market instability. When short sellers publish reports that are critical of a
company, it can lead to a decline in the stock price and create panic among investors. This
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can have ripple effects throughout the market, leading to a decline in other stocks and
potentially causing systemic risks. (Gharghori et al., 2020)

2.Reputation Damage: Short selling reports can also damage the reputation of companies
that are targeted, even if the allegations are unfounded. This can harm the company's ability
to raise capital, recruit employees, and maintain customer loyalty. In some cases,
companies may be forced to spend significant resources defending themselves against
false allegations. (Acharyaetal., 2020)

3.Unregulated Reports: Short selling reports are often unregulated, which can lead to
abuses and misinformation. Some short sellers may use false or misleading information to
manipulate the market, or they may engage in other unethical practices. Regulators have
limited tools to police these reports, which can lead to market distortions and other negative
consequences. (Jain & Jain, 2015)

The impact of financial irregularities reported by short sellers on the recovery of targeted
companies can vary significantly depending on the severity and nature of the alleged
misconduct, as well as the specific circumstances of each case. In general, research
suggests that it can take several months or even years for companies to fully recover from
the negative effects of such reports.

VII. CONCLUSION:

Short selling reports are a double-edged sword, with both positive and negative
consequences. They can play an important role in detecting and deterring corporate fraud
and improving financial reporting quality. However, there have also been cases where the
reports have been proven incorrect. These reports have a significant negative impact on
the targeted firms' stock prices, reputation, and credibility. The firms have stake in the
Reported Organisation, so investors and policymakers need to carefully consider the
implications of short seller reports and strike a balance between their benefits and costs.
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ABSTRACT:

The growth of any country depends not only on its available resources but also on how to use
them. Resources include physical, financial, technical, and human. If they are put in the right
way, a country can grow easily. All types of resources are important, but human resources
are more important than others. Women are half of the world's population with unbeatable
potential, stamina, however their potential is not fully utilized. The country should adopt such
a policy to use its potential that helps in the development of the country. It is most important to
know the factors that create stacks on the path of growth of women. Agriculture is an
important sector where the human is needed every day. Agriculture is the lifeblood of an
economy. Now the time has come to empower them, encourage them and push them into the
mainstream of life. This article will discuss and explore opportunities for rural women in
agriculture and food sector and will also discuss all possible obstacles faced by rural women.
This article discusses and explores the opportunities for rural women in agriculture and food
sector and also reveals all possible obstacles faced by rural women. This paper also focuses
on current employment condition and challenges of women in agricultural field in India.

Keywords: Women Empowerment, Agripreneurship
. INTRODUCTION:

Over the years role of women in agriculture development and contribution is increasing in
food security, horticulture, sericulture, and other associated sectors. After China and USA,
India is the third largest producer of food grains. India is also the second largest producer of
fruits and vegetables, followed by China. India can reach the first position but due to poor
technology, poor harvesting facilities, and wastage of fruits, vegetables, and food grain. India
is in the second position after China. Women play an important role not only in lean
agriculture production but also in packaging processing and preservation. So, it requires
women to start their businesses in food preservation, packaging, and processing. Food
processing increases the income-generating capacity of women and also helps generate
employment. It also helps to empower rural women economically and psychologically.
Women are half of the total population. They have tremendous potential to contribute to
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economy but unfortunately, women have this regarded and changed for many centuries.

This attitude creates hurdles in front of a woman's career. World Bank created a report about
the development of India. This report says that India is one of the world's lowest woman
participations in a job despite all issues economic condition of women, can be improved by
providing economic independence. Woman entrepreneurship is the need of hour to utilize
their skills and knowledge. Woman's participation is needed in income-generating activities.
Now, the time has changed, the woman does not need to support the family only but also to
make an identity in men dominated by men. Therefore, the concept of a partnership should
be developed to make rural women economically and psychologically empowered.

Il. REVIEW OF THE LITERATURE

Women play a crucial role in agriculture production because agriculture merely not only
involves the production of food grains but also its processing preservation and packaging.
(Kaur, Mann, and Kaur 2018). New research directions do not reproduce women's
subordination but capture more and richer aspects of women's entrepreneurship. (Ahl,
2006). There is a need for equal access to agricultural assets and opportunities if this sector
is to spur. There is a high need to embrace agricultural mechanization to enhance production
in the agricultural sector and boost sustainable development. (Sisei, 2016). There is a large
scope to create employment in the field of agriculture Indian and state governments should
make liberalized policies to develop women arbitrageurs in rural areas. (Sheshrao 2020).

Agriculture is a field where women have the opportunity to show their caliber. Women
entrepreneurs are essential for economic development. Production quality can be improved
by giving proper education and training to women. (Kaur et al. 2018). The important problem
of women entrepreneurs was the lack of storage facilities and lack of knowledge of the
regular market. Women entrepreneurs are facing problems in the production of coir due to a
lack of skill. (Tamilselvi, Innovative, and 2019 n.d.). Agripreneurs and Agro-based firms are
becoming important due to significant input to the economy. Acampaign like a startup in India
helps in developing women entrepreneurs. Women entrepreneurs should develop
sustainability to increase the balance in the growth of India and invite in social activities and
decision-making process. (Dhanya, Ashok, and Arthanari, 2022). The feminization of
agriculture is changing the image and character of rural India. (Itishree et al., 2018). The
contribution of women in the Indian agriculture sector is extremely significant list due to
obstacles used by rural women, hard work does not recognize as active and productive
labor. Humans have the strength to become a crucial resource in the agriculture field.
(Kusum Chandrakar, n.d.)
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lll. OBJECTIVES:
» Explore the allied culture sector for women entrepreneurs
» To find out the hurdles faced by rural women to be an entrepreneur

» To suggest measures for promoting women entrepreneurs

IV. METHODOLOGY:

The nature of the paper is descriptive. Secondary data have been used and collected from
various sources such as journals, books, websites, research papers, thesis, newspapers,
etc. The data sources are fully reliable.

V. ENTREPRENEURSHIP:

Entrepreneurship is the ability to start and manage a business. It is the activity of creating
value by combining a unique package of resources to exploit future opportunities. In other
words, Entrepreneurship is innovation, creativity, ability to read the market and get an
advantage from it. In fact, it can be acquired by culture and social groups., the general quality
of entrepreneurship comes from family position, social status level of background
educational background, etc.

In other words, doing new things in a new way is known as entrepreneurship.

An entrepreneur woman who starts a business and manages it independently and wisely
and faces all the challenges boldly and takes all the risks to achieve success.

The Government of India has defined a woman entrepreneur. An enterprise owned and
controlled by women has a minimum financial interest of the 51% of employed generated in
the enterprise of women. Training and education can help develop entrepreneurial skills and
knowledge among women. Content analysis shows a set of characteristics like intense
desire, willingness to take a high degree of risk, creativity, and innovation, and also the ability
to get things done, and make entrepreneurial behavior.

Agripreneurship

Agripreneurship is the entrepreneurial process undertaken in the agriculture sector or
related sectors. It involves adopting new methods, processes, and techniques in agriculture
or allied sectors to make better output and economic earnings. Simply stated,
agripreneurship means entrepreneurship in the field of agriculture.
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VI. CURRENT EMPLOYMENT CONDITION OF WOMEN IN INDIA :

Women are playing crucial roles in agriculture and allied field. The participation of women
changes extensively from place to place and from region to region. However, women
participate highly aggressively in different types of agricultural functions. According to the
2011 census, 55% of women work in the agriculture field and 24% are workers as cultivators
but only 12.8% of women have operational holding which shows gender discrepancy in the
ownership of land holding in agriculture.

The participation rate of the worker which belongs to rural females is higher at 41.8%
significantly in comparison to Urban women workers having 35.31%. Agriculture provides
the highest estimated distribution of the female workforce (PLFS,2021-22).

The Economics Survey 2017-18 shows in their reports that urban migration is growing due to
the feminisation of the agriculture sector. The role of women has increased as
entrepreneurs, laborers, and cultivators. An empirical global study says that in the field of
Agrobiodiversity and confirming food security women are playing a pivotal role. Rural
women can use different natural resources to meet daily domestic needs. It is essential to
develop policies for women farmers that improve the reach of natural resources such as
water, credit, land, technology, and training. The access of women farmers to resources
(land water, credit, seed market) needs to be addressed. Women can play a major role at all
levels of production, such as pre-harvest, post-harvest, packaging, and marketing. It is time
to adopt gender-specific interventions which will help to raise agriculture productivity, rural
women do various labor-based work like weeding gross cutting, picking, separation of seeds
keeping life stock, and other activities like milking processing, ghee preparation, etc.

VIl. REASONS FORWOMEN'S EMPOWERMENT IN THE AGRICULTURE FIELD:

"Empowering women is a prerequisite for creating a good nation; when women are
empowered, society will be stable" once said APJ Abdul Kalam. The development of a good
family, a good society, and ultimately a good nation depends on the thoughts and value
systems of women.

There are several reasons why women's empowerment in agriculture is essential. Here are
some of the key reasons:
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Women constitute a significant portion of the agricultural workforce, yet they often face
gender-based discrimination and lack of access to resources and opportunities.
Empowering women in agriculture can help promote gender equality and bridge the gender
gap.

Women play a crucial role in ensuring food security by producing, processing, and
distributing food. Empowering women in agriculture can help increase their productivity and
income, which can contribute to improving food security.

Women are more likely to live in poverty than men, and empowering women in agriculture
can help reduce poverty by increasing their access to resources and opportunities, enabling
themto earn a betterincome.

Women's economic empowerment is a key driver of economic growth, and empowering
women in agriculture can help boost the agricultural sector's productivity and contribute to
overall economic development.

Women are often responsible for managing natural resources such as land, water, and
forests. Empowering women in agriculture can help promote sustainable agricultural
practices and ensure the long-term health of ecosystems.

VIIl. SUGGESTIONS & CONCLUSIONS

» Thefirstand mostimportant thing that must be done is land entitlement in the names
of female household members so that women can become independent when
making any decisions and easily access bank benefits.

» Fostering an entrepreneurial culture among rural women and creating a dynamic
environment for the growth of rural areas.
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Identify the areas of trust in the agricultural process related to women and design
appropriate promotion strategies.

Promoting SHGs (Self Help groups), which are small and voluntary groups of
individuals, ideally from the same socioeconomic background, who come together
to solve problems together through mutual aid and self-help.

One of the main challenges facing women entrepreneurs is a lack of access to
resources such as land, credit, technology, and market information. Governments,
NGOs, and other organizations can help raise the status of women agripreneurs by
providing them with better access to these resources.

Many women agripreneurs may not have the skills and knowledge they need to
succeed in their businesses. Providing training and capacity-building programs can
help to address this issue.

Agripreneurs can benefit greatly from networking and collaborating with other
farmers, entrepreneurs, and organizations in their communities. Encouraging these
connections can help build a supportive ecosystem for women agripreneurs, as well
as provide them with access to new markets and business opportunities.

Gender inequality is a major barrier to the success of women agri-preneurs.
Promoting gender equality in all aspects of the agricultural sector can help create a
more supportive environment for women entrepreneurs. This could include
initiatives such as promoting women's participation in decision-making processes,
addressing gender-based violence, and promoting equal pay for women and men.

Governments and other organizations can support women agripreneurs by
developing policy and regulatory frameworks that are supportive of their
businesses. This could include initiatives such as providing tax incentives, reducing
regulatory barriers, and promoting fair trade practices.

Celebrate success stories: Highlighting the success stories of women agripreneurs
can help raise awareness of their contributions to the agricultural sector and inspire
others to follow in their footsteps. This could include initiatives.

In the fight against poverty and gender inequality, micro, small, and medium-sized
businesses in the agricultural sector can play a critical role in advancing women's
economic empowerment. Numerous people have cited by numerous people as
growth engines.
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» Today's ICT tools are widely used for a variety of purposes, including dissemination
of new technologies, evaluation of new technologies, audience polls, forums for
discussions between experts and farmers, information on the market, such as
market price and demand, weather forecasting, etc. Government should emphasize
more on ICT projects like e-NAM, e-Pashuhaat, e-Choupal, etc. so that every farmer
rapidly reach with less cost and easy accessibility.

» It is extremely important to promote women’s participation in cooperative
entrepreneurship to integrate gender into rural development.

»  Thereisagreatopportunity forwomen in agricultural entrepreneurship in India.

»  Without the development of agricultural entrepreneurialism, especially for women,
the economic development of India is not possible.

» Women entrepreneurs face problems with rural infrastructure.
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CHALLENGES TO COVID-19 VACCINE SUPPLY CHAIN:
IMPLICATIONS FOR SUSTAINABLE DEVELOPMENT GOALS

*Jaideep Singh Kachhwaha

ABSTRACT:

The COVID-19 outbreak has demonstrated the diverse challenges that supply chains face
to significant disruptions. Supply Chain is a very critical aspect for any industry and every
product. When it comes to Covid Vaccine it adds even more pressure around timeliness
and accuracy for the delivery. Therefore, it is elemental that challenges to the COVID-19
vaccine supply chain (VSC) are identified and prioritized to pave the way out of this
pandemic. This work identifies 15 challenges and reveals that 'Limited number of vaccine
manufacturing companies', 'Inappropriate coordination with local organizations’, ‘Lack of
vaccine monitoring bodies', 'Difficulties in monitoring and controlling vaccine temperature’,
and 'Vaccination cost and lack of financial support for vaccine purchase' are the most
critical challenges. The results offer practical approaches for stakeholders and policy
makers around the world to develop an improved supply chain for vaccines.

Keywords : Supply chain SDG, Vaccine supply chain.

I. INTRODUCTION:

The main contribution of this paper is to give a comprehensive understanding of the
challenges of the COVID-19 Supply Chain and to facilitate the fight against the COVID-19
outbreak so that all concerned organizations are better prepared to develop contingency
plans for monitoring and restructuring supply chains in pandemic situations.

We could categorize the challenges in Four Major areas:

TED Pl By -l e [, -
[T T e — liialipyien 4 bl Livsggoms
3 ‘
Lo ) High [
ll. KEY CHALLENGES:

e Limited number of vaccine manufacturing companies

e Immunization program delivery strategies
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e Inappropriate coordination with local organizations

e Topographical boundaries

e Difficulties in monitoring and controlling vaccine temperature

e Difficulty of tracking vaccinated population
Minor Key Challenges:

e Long distance between vaccine stores and vaccination camps
Independent Challenges:

e Unavailability of volunteers for vaccine trials

Indirect Challenges:
e Lackof correspondence between the VSC members
e Lackofaccurate vaccine demand forecast
e Lackof proper planning and scheduling
e Consumers'unwillingness to vaccinate
e Increaseinacquisition lead time
e Lackof proper storage systems

e Vaccination cost and lack of financial support for vaccine purchase Indirect
challenges have high significance but low relation

All these challenges can be mitigated and covered with proper planning and accepting them.
Supply Chain challenges can be

In this map, all the challenges are categorized into four categories: minor key challenges
(high relation, low prominence), key challenges (high relation, high prominence),
independent challenges (low relation, low prominence), and indirect challenges (low
relation, low prominence)

As depicted the minor key challenge category consists of only one challenge, which is “Long
distance between vaccine stores and vaccination camps”. This challenge has minimal
impact on other challenges, and its potential significance is low.

The independent challenges category also contains one challenge, which is “Unavailability
of volunteers for vaccine trials”. It means that this challenge is not affected by other
challenges.
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The indirect challenges category consists of seven challenges. These are: (1) “Lack of
correspondence between the VSC members”, (2) “Lack of accurate vaccine demand
forecast”, (3) “Increase in acquisition lead time”, (4) “Lack of proper planning and
scheduling”, (5) “Consumers' unwillingness to vaccinate”, and (6) “Lack of proper storage
systems”, (7) “Vaccination cost and lack of financial support for vaccine purchase Indirect
challenges have high significance but low relation”.

The key challenges category comprises six challenges. These are ranked as follows: (1)
“Limited number of vaccine manufacturing companies”, (2) “Inappropriate coordination with
local organizations”, (3) “Lack of vaccine monitoring bodies”, (4) “Difficulties in monitoring
and controlling vaccine temperature”, (5) “Difficulty of tracking vaccinated population”, and
(6) “Inadequate positive vaccine marketing”. Key challenges have the most influence on
other challenges. All these challenges are in the cause group and must be given the highest
priority for successful administration of the COVID-19 Supply Chain. Focusing on and
overcoming these challenges will assist governments worldwide to formulate a proactive
and responsive plan for efficient and effective vaccine supply and distribution.

lll. CONCLUSIONS:

The COVID-19 pandemic has created an immense global crisis causing severe damage to
the sustainability of the human race. Vaccines increase the chance of preventing the
transmission of the disease and protect people's lives. Therefore, the need to vaccinate the
entire population against the COVID-19 virus is not only pressing but also the most effective
way to recover from the pandemic. Development, manufacturing, distribution, and
administration of vaccines are challenging. The role of the Vaccine Supply Chain is to deliver
the right vaccine in the right quantity to be delivered to the right place at the right time.
Governments will be required to develop evidence-based strategies for ensuring that
COVID-19 vaccines lead to widespread vaccination. This paper investigates and classifies
challenges of the COVID-19 Vaccine Supply Chain in order to contribute to the fight against
the global pandemic. Considering supply chain challenges long before a vaccine is
administered to the general population can help design successful vaccination campaigns.
Therefore, identification of key challenges to the COVID-19 Vaccine Supply Chain is
customary for a sustainable Vaccine Supply Chain that could help the countries around the
world to getting out of the pandemic.



CHALLENGES TO COVID-19 VACCINE SUPPLY CHAIN: 41
IMPLICATIONS FOR SUSTAINABLE DEVELOPMENT GOALS

REFERENCES:

Abbasi B., Fadaki M., Kokshagina O., Saeed N., Chhetri P. Modeling vaccine allocations in
the COVID-19 pandemic: a case study in Australia. SSRN Electron. J. 2020 doi:
10.2139/ssrn.3744520.

Ali S.M., Moktadir M.A., Kabir G., Chakma J., Rumi M.J.U., Islam M.T. Framework for
evaluating risks in food supply chain: implications in food wastage reduction. J. Clean. Prod.
2019;228:786-800. doi: 10.1016/j.jclepro.2019.04.322.

Angelov P. Crispification: defuzzification over intuitionistic fuzzy sets. Bull. Stud. Exch.
Fuzzinessits Appl. BUSEFAL. 1995;64:51-55.

Antal C., Cioara T., Antal M., Anghel |. Blockchain platform for COVID-19 vaccine supply
management. IEEE Open J. Comput. Soc. 2021 doi: 10.1109/0jcs.2021.3067450. 1-1.

Anzilli L., Facchinetti G. Advances in Intelligent Systems and Computing. Springer; 2016. A
new proposal of defuzzification of intuitionistic fuzzy quantities; pp. 185-195.

Goodwin A. Vaccine set to be a game-changer in 2021. Econ. Outlook. 2021;45:5-8. doi:
10.1111/1468-0319.12528.

Zhu G., Chou M.C., Tsai C.W. Lessons Learned from the COVID-19 pandemic exposing the
shortcomings of current supply chain operations: a long-term prescriptive offering. Sustain.
Times. 2020;12:5858. doi: 10.3390/su12145858.

r / /4



42 INDIAN JOURNAL OF CURRENT TRENDS IN MANAGEMENT SCIENCES
Vol. XVI. No.1, April 2023 ISSN 0976 - 1845

DIGITAL MARKETING: IMPACT ON
COLLEGE STUDENT BEHAVIOUR

* Satish R. Damade, ** Dr. Ranjana S. Zinjore
ABSTRACT:

Due to the emergence of technology and uses of the internet, digital marketing plays an
important role in society. Traditional marketing is shifted towards digital marketing mostly
from the period of pandemic. The use of advertising goods and services using digital
platforms is known as digital marketing. A college student generally uses digital marketing
for buying the product as it offers multiple choices, offers and saves student's time. Hence
digital marketing has the power to change and attract the students of college level. This
paper focuses on the influence of digital platform selection, impact of social media for
decision making, reviews and rating, occurrence of selection of online advertisements,
brand, feedback, quality, offers/ discount and sessional/regular purchasing. The survey is
done using well-structured questionnaires based on Google form. Total 50 responses were
collected from undergraduate and postgraduate students. The major finding of the study is
that most of the students regularly used digital platforms for shopping and social media
created an impact on their decision making. Students are given priority to brand during
shopping the product.

Keywords: Digital Marketing, Social Media, Traditional Marketing, Behaviour
. INTRODUCTION:

In the last few decades, technology has developed rapidly. Also, the use of technology will
increase dramatically. It affects people's lives and changes the way they learn, think and
communicate [1]. The use of technology affects how individuals communicate, learn, and
think. It benefits society and impacts how people relate to one another on a regular basis [2].
Technology and Internet development plays animportant role in increasing the business and
interacting with the customer. Digital marketing can be used to describe this evolution.

Whatever actions a business makes to communicate with customers through electronic
technology are collectively referred to as "digital marketing." Via online channels including
social media, mobile marketing, online customer communities, webinars, and other video-
based content, digital marketing advertises and offers goods or services to potential
customers [3].

Traditional marketing is an old way of marketing the products using advertisements including
flyers, billboards, TV advertisements, radio advertisements, print advertisements,
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newspaper ads, etc. which companies used in the early period to market their product.
Traditional marketing is a time consuming process. So in order to satisfy the customer
requirements digital marketing has more wattage. Digital marketing affects the buying
behaviour of college students using social media platforms. Not only college students but
also most of the people are more in touch with social media and technology used from the
pandemic period. The business companies spend a lot of money to gather information about
the impact of digital marketing on customer behaviour, especially youth i.e. college students
toincrease their business productivity.

The main objective of this study is to understand the impact of digital marketing on college
students via reviews/feedback, online advertisements, social media messages. This paper
focuses on certain aspects of a student's behaviour such as responsiveness, preferences,
discount, and product type of shopping.

Il. LITERATURE REVIEW :

Shruti Gulve [4] suggested the impact of digital marketing on consumer behaviour by
considering different parameters during online shopping for finding customer satisfaction.
Effective advertisements, information, promotion through social media, blogs and websites
can help a firm in improving the sales of a company. Flip Schutte [5] proposed how digital
marketing is more effective than traditional marketing. Kaur [6] et. al. discussed different E-
commerce models, Factors that are driving the evolution of Digital Marketing in today's times
and importance of digital marketing. Guijrati [7] et. al. introduced the concept of how
consumers are moving from store to mobile for shopping. Rohit Kumar [8] et. al. discussed
the digital marketing impact on youth by considering the parameters as age, product quality
and shopping time and period. Ghosal [9] et. al. discussed emergence of digital technology,
Apriori evaluation of marketing strategy and tools in higher education marketing and Infusion
of digital marketing technology in student enrolment system.

lll. METHODOLOGY :

Primary data was gathered using a survey that was done by sending a Google form to
undergraduate and graduate students. For this study on the impact of digital marketing on
college students' behaviour, a total of 50 students participated.

3.1 Data analysis

Table-1 Shows different parameters considered for the survey.
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Table 1: Parameters and its value for survey analysis
Sr. Parameters Options with data
No.
1 Use of digital platforms (eg. social media, | Regularly=39
search engines, e-mail) to make purchasing | Sometimes=10
decisions? Never=1
2 Important of social media in your decision | Very Important = 23
making process Somewhat Important =26
Not Important=1
3 Online reviews and ratings considering Very Important=30
during purchase? Somewhat Important =20
Not Important=0
4 How likely are you ¢ licks on online Every time =7
Advertisements? Sometimes = 29
Never = 14
5 Purchase based on online advertisement? Yes =23
No =27
6 How often you shop online? Regularly=11
During Discounts=20
During Festive Season =15
Never=4
7 How do you prefer to receive marketing Email =23
messages? Social Media =21
Push Notification =6
8 Importance of  brand reputation when Very Important =34
making online purchase? Somewhat Important =16
Not Important=00
9 Name different products you have Student’s choice like mobile,
purchased online shoes, dress
10 Views on Quality of product purchased Good =47
online? Bad=2
No Views=1
11 How often you provide feedback or review | Every time =9
sites about products? Sometimes=27
Never=14
12 How do you feel about retargeting ads that | Positive =22

follow you around the internet after
visiting a website?

Negative=11
Neutral =17
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IV. RESULTS AND DISCUSSION :

Total 50 students participated in this survey from those 15 male participants and 35
female participants. Most of the student's preferred (96%) digital marketing those are in the
age range of 31 to 60 years old and 4% students are in the range of 18 to 30 years old.

During study it is identified that 78% students regularly used digital platforms such
as social media, search engines and e-mail to make purchasing decisions, 20% students
used some time and 2% students did not use digital platforms, which is shown in table 2. Itis
also observed that social media plays a very important role amongst students in their
decision making process. 60% students are considered online reviews and ratings during
purchasing the product. Likeliness of clicks on online advertisements is considered by 14%
students only and 58% students clicks sometimes and 28% students are not interested.
Most of the students' (54%) decision is not based on online advertisements where 46%
students are given weightage to online advertisements. Today's generations are smart. They
spend their money only during the offer and only in festival sessions for shopping. 46% of
students received marketing messages using E-mail and 42% using social media. Brand
product shopping plays an important role during purchasing. It is confirmed by a survey that
60% of students believe in brands using shopping. Most of the girl's students purchased
clothes and cosmetics where a boy gives priority to purchasing laptop and sport items. It is
observed that quality of product is good during online purchases. 54% students provide
feedback or review sites about products every time, 28% sometimes and 18% students are
not interested. There is a positive remark about retargeting advertisements that follow you
around the internet after visiting a website.

Table 2: Interpretation of questionnaires in graphs

Use of digital platforms to make
purchasing decisions

2%

= Regularly
= Sometimes
= Never

Important of social media in your
decision making process

2%

® Very Important
= Sometimes

m Never

Online reviews and ratings
considering during purcchase

0%

= Very Important
= Semetimes

=Never

How likely are you clicks on online
Advertisements?

® Every time
# Sometimes

= Never
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Purchase based on online How often you shop online?
advertisement?
mRegularly
# During Discounts
=Yes e T
& Duning Festive
wNp Season
mNever
How do you prefer to receive marketing Importance of brand reputation when
messages? making online purchase?
0%
m Email # Very Important
m Social Media ® Somewhat [mportant
= Push Notification # Not lmportant
Name different products you have purchased online Views on Quality of pmfluct pumhnsed
Sespanses online?
' 1 " 4%2%
4% 43
)
U2 #Good
G PRI (ORI e 24 o REARR ERRURIA e THRCRER R ] 8 Bad
| g uNo Views

(]
Androdgpone  Clofheandhome d  Keydowrd mocsea  Mables, TV Cothe. Shoes el
‘Boat arpods. Fghy Lipsbek Mo Yes

How often you provide feedback or review
sites about products?

® Every time
® Sometimes

® Never

How do you feel about retargeting ads that
follow you around the internet after
visiting a website?

= Positive
u Negative
» Neutral
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V.CONCLUSION:

Digital marketing is more effective than traditional marketing due to time saving and
providing more varieties to the customer. Digital marketing is an effective and cost friendly
marketing technique. A company makes the product famous with proper planning of digital
marketing based on reviewing the impact of digital marketing on customer behaviour by
special college students. This paper focuses on the impact of digital marketing on student
behaviour by considering different parameters like importance of social media, brand name
of products and reviews and rating etc. It is observed during the survey that students are
satisfied with the use of digital marketing as per the product quality as per the price.
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TOTAL QUALITY MANAGEMENT AND
SUPPLIER PARTNERSHIPS : A CASE STUDY

*M.V. Rawlani , **Dr. A.M.Vaidya, ***Dr.Krishna Shrivastava, ****Sapna M Rawlani,
ABSTRACT:

Today the world is globalized and quality is a major concern. survival of the fittest means
competency, so it is obvious that without quality one cannot compete and survive for long
period. Globalization of Indian Market has brought in opportunities as well as challenges.
The Indian market has to travel long distance to meet the customers' needsé& to save their
domestic market. The producers of non metros like Jalgaon face various difficulties to lead in
market without taking Global level quality measures. Now due to Globalization, market
becomes a customer oriented market. So producers have pressure to improve the quality.
The developing country like India has MSMEs based economy; even the large scale
companies are dependent on MSMEs for supply of several components or intermediate
products. Hence it is highly required to develop the MSMEs of rural areas like Jalgaon
District. The Government machinery should focus on these MSMEs so that proper Quality
measures may be followed at these MSMEs.This study focused on MSMEs of Jalgaon
District for research because as per survey it was observed that many of the MSMEs are not
aware about Quality Management. The case studies were carried out to support the TQM.

KEYWORDS: TQM, Supply, MSME
I. INTRODUCTION:

In today's world, quality is a buzzword. It is correctly said that without quality, one would not
survive. Quality is a relative term, and it is concerned with the satisfaction of the customer's
needs. Sometimes it becomes critical and difficult for the manufacturers or the service
providers to meet the customers' expectations. Quality is a continuous process of
developing sustainable relationships for fulfilling particular or implied needs through
continuous assessment and anticipation. It varied for individuals and organizations. These
meanings include excellence, conformance to specification, and value fitness for use,
conformance to requirements, customer satisfaction, minimizing the loss and exceeding
customer requirements (Kumar R.,2009). Quality is improvement through statistical control
of all processes and the reduction in variability of these-Deming1986.

The Total quality management came in focus during World War 1.0 as many of the quality
assurance initiated to meet the large-scale manufacturing requirements for world war. The
military units in war front cannot afford the sub grade products, hence many of the stake
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holders of the war made efforts to upgrade manufacturing quality. Initially, quality personnel's
as quality inspectors have been introduced for inspection in assembly line. This practice was
continued even after the war in manufacturing units. Therefore Statistical Quality Control
method for quality assurance was established. It was observed by applying Statistical
Quality Control method that after world war-ll, the Japanese manufacturing companies
produced sub grade quality products, which was the main cause of losing the global market.
Hence the Japanese government started trainings of Japanese Engineers in quality
assurance processes and by 1950, all levels within the company adopted these quality
processes. Therefore by 1970s, total quality assurance was at top focus of manufacturing
companies. The Total Quality Management (TQM) fulfills the objective to minimize the
processes to produce products or services. So the service or end products definitely have a
predictable quality assurance levels.

Il. OBJECTIVES OF THE STUDY :
e To assess benefits of TQM in the selected enterprises.
e To increase the Plant efficiency of the plant majorly productivity.
e To suggest the quality improvement techniques & practices.

SCOPE OF THE STUDY

The Suraj enterprises, Jalgaon have been selected for case study to assess the
benefits of implementation of total quality management (TQM) and also to assess
quality and to ensure the success rate of enterprises.

lll. RESEARCH DESIGN :

The purpose of research is to gather & explore knowledge. There are different and variety of
opinions regarding what research consists of and many significant differences in actual
practices. A case study is a research method used when attempting to understand
complexity of the problems of an organization with a focused predetermined area of the
subject. The case study approach is an attempt to establish research study. In this study the
main criterion for selecting the enterprises is that the enterprises have implemented or in the
process of implementing TQM. As well as to convince the key managers and to take their
consent to participate in their search study, was a big task. The data collection methods
adopted is personal interviews, published data of the company and personal observation
through industrial visits.
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IV. CASESTUDY :

The case study is solid evidence of the success of any research work. In the present work,
the TQM principles and their applications in Medium and small scale industries were
assessed. A typical case was assessed in this study in an industry named as Suraj Polymer,
MIDC Jalgaon. The Industry is eight years old is a flourishing industry. It manufactures
reprocess plastic granular. They were purchasing raw material from a particular supplier
named X plastic. The raw material was kept scattered here and there and was looking
unsightly. It was occupying much valuable space and creating congestion. Hence the new
Idea was suggested to the industry. So two new supplier namely B (Mr. fakirkhan) and C (
Mr.Babu Shah) were identified by industry, who were willing to adopt TQM principles. Hence
the suppliers were changed. The new supplier supplied systematically packed material
stored in a small place. Itimproved the appearance of the workplace, obviously followed by a
pleasant working ambience. Subsequently, it improved productivity also. However, there
was a slight increase in the cost. However, the cost was compensated by the increase in
productivity. It shows the success of TQM principles in the small scale industry. It also reflects
thatthe ideas are simple and easy to apply with guaranteed success.

Table .1 Performance appraisal of Suraj Polymers, Jalgaon
with and without TQM applied

Supplier(Mr Supplier( Supplier(

X) B) C)

Raw material (tons)per 100 100 100
month
Raw material cost per kg
(Rs./Kg.) 41 # 4
Wastage raw material 30% 21% 12%

0 0 0
For sorting Women
Labour (No.) 10 10 10
Time required for
sorting(days) 30 22 1
Per day labour cost
(Rs./day) 200 200 200
Total labour cost(Rs.) 10%30%200 10%22%200 10%15%200

=60000 =44000 =30000

Labour cost per kg
(Rs/Kg) 0.60 0.44 0.30




TOTAL QUALITY MANAGEMENT AND SUPPLIER PARTNERSHIPS : 51
A CASE STUDY

Actual Raw material 100000* 100000%*45/790 100000*

cost(Rs./Kg.) 41/70000=57 00=56.96 47/88000=53.
40

Total cost per 57+ .60 56.96+.44 53.40+.30

kg=labour cost + ~-576 =57.40 =53.70

material Cost (Rs./Kg.)

(nga/l l\zg;tﬂf;r month 5760000 5740000 5370000

The table shows that the improvements in the performance of the industry Suraj Polymers,
Jalgaon when TQM is applied to the same. The performance is assessed in term of sum of
labor cost and material cost. It is seem that though the material cost has slightly increased
(Figure), it has been compensated by the reduced labor cost and ultimately the industry is at
profit. Hence the TQM applied is successful in this case. The Figure describes the
improvement after applying TQM principles.

Total cost per kg (Rs.)

58

56 -

55 -

54 A H Total cost

Per kg

53 (Rs)

Supplier (MrSultan) Supplier B Supplier C

Figure.1Total cost per kg by various supplier
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Figure .2 Snap shots describing the improvement after applying TQM principlesa
V. CONCLUSION :

e |t reduces the exhaustion of workers.
e |t decreases product cost due to less wastage in a factory or plant.
e To increase productivity.

e |timproves quality.

Therefore, the present case study clearly indicates that the MSMEs of Jalgaon have a
willingness as well as capability to incorporate TQM into their system. Once
implemented, TQM leads to visible benefits in the enterprises.
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BUILDING A STRONG WORK CULTURE THROUGH

OUR HISTORIC LEGACY
*Gokhale D. C., **Dr. Rana V. S.

ABSTRACT:

Maharashtra has a strong historical legacy of forts. One can see many fort-studded peaks
in the Sahayadri mountain ranges. These forts make us feel proud. Most of these were
either built or renovated by Chh. Shivaji Maharaj and sanctified by his presence. He
succeeded in defeating the foreign powers with the help of these forts. Although these forts
were necessary for self-defence in the past, they are equally important today as they reflect
Chh. Shivaji Maharaj's ethical management practices and self-development techniques.
Exploring this perspective can prove beneficial in building a strong work culture at our
workplaces.

Keywords : Ethical management, Self development, Historical legacy.
. INTRODUCTION:

Maharashtra has a strong historical legacy of forts. Many important forts, including Rajgad,
Raigad, Shivneri, Torna, Sinhagad, Pratapgad, Purandar, Panhala, Sindhudurg, Sajjangad,
Lohgad, Suvarnadurg, Padmadurg, and others were a part of Shri Chh. Shivaji Maharaj's
Swarajya. He also built / reconstructed many sea forts, Sindhudurg, Padmadurg, Vijaydurg,
Suvarnadurg, and Durgadi, being the prominent ones. They helped foster the trade and
protected Swarajya from enemy attack through seawater.

Chh. Shivaji Maharaj experimented many techniques while building or reconstructing these
forts. These experiments were not just limited to architecture or defence strategies. They
were innovative and sustainable thoughts that made these forts impregnable. These
thoughts had a significant impact and contribution to building 'Swarajya'. When studied in
detail, they closely relate to the present-day work culture.

Chh. Shivaji Maharaj gave great importance to his forts. He went a step ahead and
personified these forts! He ensured that every passage and approach road was well-
defended and every peak was strongly fortified. Every "Taluka' (district sub-division) was
provided with strongholds, and an intense 'Forts Network secured the whole 'Swarajya". For
example, there were sea forts in between two hill forts. Thus, Maharaj had a series of forts for
inter and intra-communication. The fort sites were carefully selected. The fortifications were
simple but effective. A few of these peculiar experiments included the construction of
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**Head, Dept of Business Administration, SSBT's College of Engineering & Technology, Jalgaon (Maharashtra)
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'Gomukhi' Mahadarwaja (main entrance), double ramparts, strong bastions, and many
others.

Il. SELF DEVELOPMENT THROUGH THE FORTS :

The book 'Aadnyapatra’ depicts Chh. Shivaji Maharaj's well-defined micro thoughts on forts.
The book reveals many essential aspects of self-development and effective management in
the workplace. Attempts to strengthen the main gate, guardrails, watch towers, armory,
security, difficult enemy access, and architectural experiments clearly show Maharaj's
foresight and thought to protect these forts. At the same time, conserving natural resources
was one of the critical activities.

The book also highlights Maharaj's explicit instructions regarding the fort officers. As the
location of the forts was of national importance, every person on the fort must be loyal and
discharge duties efficiently. Four equal ranked officers - Killedar (Fort keeper), Sarnobat
(Fort guardian), Sabnis (Administrator), and Karkhanis (Treasury & Accounts) were
appointed on every fort. Their competency and skills were verified before the appointment.
The appointments were transferable. Officers residing in a particular fort's territory were
appointed on a fort around four to five villages away from their native place. All these aspects
depict important parameters of Human Resource Management in today's times and help
develop a committed workforce for every organization.

These forts teach us discipline, security, organizational skills, management, resource
conservation and their optimum utilization. Studying these forts from the work culture
perspective will empower us to work effectively and positively in our workplace. It is a
common observation that some visitors engrave their names on these forts—however, Chh.
Shivaji Maharaj, who built these forts, never carved or wrote his name on any of these forts.
This great mindset will surely help in developing great human beings.

lll. FORTS WERE THE EPICENTER OF SWARAJYA'S SUCCESS:

Chh. Shivaji Maharaj clearly understood the importance of forts. Every fort had a vigilant and
disciplined monitoring system. There were fixed timings to open and close the gates, without
any exceptions. Every rule was strictly enforced on all the forts. There were severe penalties
for breaking the rules. Hence, no one ever dared to break them. These forts were
fundamental to Swarajya and depict efficient administration. For example, Chh. Shivaji
Maharaj built the Sindhudurg fort in sea waters for dual benefits. Firstly, to control
Portuguese and Siddhi's attacks along the coastal areas of the Maratha Empire, and
secondly to promote trade via the sea route. The typical features of forts were:
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e The design changed according to the topography and was in harmony with the
contour.

e Unnecessary ornate palaces, dance floors, gardens, and temples were avoided.

e Renamingthe fortsinlocal languages.

e Community participation and three-tier administration in defence of forts.
e Fortinspection by higher officials, including the King.

e Exclusive features like a double fortification, citadels, and other structures.

e Foresightin site selection.
IV.THE WORK CULTURE ASPECT :

The forts of Maharashtra inspired a lot as they fought without compromises. Chh. Shivaji
Maharaj established control around three hundred and sixty forts in a short period of thirty-
five years. An in-depth study of these forts from today's perspective will help nurture the
present and develop a strong future. Understanding the characteristics and culture of these
forts can be beneficial in our daily lives.

Forexample, various features and activities on these forts reflect the importance and urge to
conserve resources. The defence mechanism explains the need for good safety and security
measures at the workplace. The rules, vigilance, and human resource practices indicate
implementing Good Management Practices (GMP) at our workplaces. Planning of missions
highlights planning, preparation, coordination, feedback, and project secrecy skills. The
readiness to understand and learn these aspects and implement them in today's perspective
will undoubtedly lead to the path of success.

V. RESULTS:

To date, researchers and experts have studied the management skills and personalities of
Chh. Shivaji Maharaj and successors. Historical events from the management perspective
were also studied. However, any specific study of these forts concerning the work culture
aspects could be rarely found. However, because of Chh. Shivaji Maharaj's personification
of these forts is necessary to analyze the personality traits highlighted by these forts and their
correlation with the present-day work culture.

VI. CONCLUSION:

Although these forts were necessary for self-defence in the past, they are equally important
today as they reflect Chh. Shivaji Maharaj's ethical management practices and self-
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development techniques. The readiness to understand and learn from these forts in today's
perspective can help us succeed. Additionally, exploring this perspective can prove
beneficial in building a strong work culture at our workplaces. Hence, such a study that
analyzes the relationship between work culture attributes and these forts will significantly
help build a strong work culture similar to the forts of Chh. Shivaji Maharaj.
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EMPLOYEE ENGAGEMENT: THE KEY TO IMPROVING
EMPLOYEE PERFORMANCE IN THE
PRIVATE BANKING SECTOR
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ABSTRACT:

The significance of Perceived Organizational Support (POS) and Employee Engagement in
enhancing employee performance in the private banking sector is the subject of this paper.
POS pertains to the degree to which employees perceive that their contributions are valued
and that their well-being matters to the organization. While employee engagement refers to
the level of interest and commitment that employees have towards their effort and their
organization. Research has shown that when employees perceive high levels of support
from their organization and are engaged in their work, they are more likely to perform at a
high level, be more productive, and have lower turnover rates. The paper highlights various
strategies that private banks can adopt to improve employee performance by enhancing
POS and employee engagement, such as offering employee feedback and recognition,
providing benefits and resources for employee well-being, creating a positive work
environment, offering training and development programs, and aligning individual employee
goals with organizational objectives.

Keywords: Perceived Organizational Support, Employee Engagement, Private Banking
Sector, Employee Performance, Work Environment, Feedback, Recognition, Training,
Development, Organizational Objectives.

I. INTRODUCTION:

Perceived Organizational Support (POS) refers to "employees' general beliefs concerning
the extent to which their organization values their contributions and cares about their well-
being" (Eisenberger, Huntington, Hutchison, & Sowa, 1986, p. 501). Research has
consistently shown that POS is positively related to a range of outcomes, including job
satisfaction, organizational commitment, job performance, and well-being (Eisenberger,
Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002; Rhoades & Eisenberger,
2002).

Employee Engagement, on the other hand, has been defined as "the harnessing of
organization members' selves to their work roles; in engagement, people employ and

*Assistant Professor, KCES's Institute of Management & Research, Jalgaon. E-mail : Chaudharidhanashree28@gmail.com
**Associate Professor, KCES's Institute of Management & Research, Jalgaon. E-mail : paragnarkhede@yahoo.com



PERCEIVED ORGANIZATIONAL SUPPORT AND EMPLOYEE ENGAGEMENT: 59
THE KEY TO IMPROVING EMPLOYEE PERFORMANCE
IN THE PRIVATE BANKING SECTOR

express themselves physically, cognitively, and emotionally during role performances"”
(Kahn, 1990, p. 694). Engaged employees are characterized by their high levels of
enthusiasm, energy, and dedication to their work, and are more likely to exhibit discretionary
effort and innovative behaviors (Bakker & Demerouti, 2008; Rich, LePine, & Crawford,
2010).

Studies have indicated that a favorable association exists between POS and Employee
Engagement (Eisenberger et al., 2002; Rhoades & Eisenberger, 2002; Rich et al., 2010). If
employees perceive that their contributions are valued and their well-being matters to the
organization, they are more prone to display positive attitudes towards their job and
organization, as well as being actively engaged in their work.

Overall, both POS and Employee Engagement are important constructs that can have
significant implications for organizational outcomes such as job satisfaction, organizational
commitment, and performance. Understanding these constructs and their relationship can
help organizations create a supportive work environment that fosters employee
engagement and positive outcomes.

Il. LITERATURE REVIEW :

The psychological construct known as Perceived Organizational Support (POS)
characterizes the extent to which employees perceive that their organization appreciates
their contributions and prioritizes their well-being. Research on POS has found that it is
associated with numerous positive outcomes for employees, including job satisfaction,
organizational commitment, and reduced turnover intention. This literature review
summarizes some of the key findings on POS and its effects on employees.

One study by Eisenberger, Armeli, Rexwinkel, Lynch, and Rhoades (2001) examined the
relationship between POS and job satisfaction. The researchers surveyed 238 employees in
a health care organization and found that POS was positively related to job satisfaction.
Specifically, employees who perceived higher levels of organizational support were more
satisfied with their jobs than those who perceived lower levels of support.

Another study by Rhoades and Eisenberger (2002) explored the relationship between POS
and organizational commitment. The researchers surveyed 329 employees in a variety of
organizations and found that POS was positively related to organizational commitment.
Specifically, employees who perceived higher levels of organizational support were more
committed to their organizations than those who perceived lower levels of support.
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In a meta-analysis of 75 studies, Rhoades, Eisenberger, and Armeli (2001) found that POS
was negatively related to turnover intention. Specifically, employees who perceived higher
levels of organizational support were less likely to intend to leave their organizations than
those who perceived lower levels of support.

Another study by Shore and Tetrick (1991) examined the relationship between POS and
employee well-being. The researchers surveyed 138 employees in a variety of organizations
and found that POS was positively related to employee well-being. Specifically, employees
who perceived higher levels of organizational support reported higher levels of job
satisfaction, less job-related tension, and fewer physical symptoms than those who
perceived lower levels of support.

Finally, a study by Kurtessis, Eisenberger, Ford, Buffardi, Stewart, and Adis (2017) examined
the relationship between POS and employee performance. The researchers surveyed 138
employees in a variety of organizations and found that POS was positively related to
employee performance. Specifically, employees who perceived higher levels of
organizational support reported higher levels of task performance and citizenship behavior
than those who perceived lower levels of support.

Employee engagement is a crucial factor in organizational success. Engaged employees
tend to be more productive, have lower absenteeism rates, and are more likely to remain
loyal to their organizations. The purpose of this literature review is to examine the current
research on employee engagement, its definition, importance, and impact on organizational
performance.

Employee engagement can be defined as a positive state of mind resulting from the
employee's personal investment in the organization's goals and values. According to Saks
(2006), employee engagement is "a state of psychological empowerment that reflects the
willingness and ability of employees to contribute to the success of their organization."

Numerous studies have shown that employee engagement has a significant impact on
organizational performance. Engaged employees tend to be more committed, more
productive, and more likely to remain loyal to their organizations. For example, Harter et al.
(2002) found that engaged employees had 27% higher profitability and 18% higher
productivity than their disengaged counterparts.

Employee engagement has been found to have a significant impact on various aspects of
organizational performance, including productivity, customer satisfaction, and employee
retention. Engaged employees tend to be more productive, resulting in higher profitability for
the organization. According to a study by Towers Perrin (2007), companies with engaged
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employees outperformed their competitors by 47% in revenue growth over a three-year

period.

Furthermore, engaged employees tend to be more customer-focused, leading to higher
levels of customer satisfaction and loyalty. According to a study by Heskett et al. (2002),
companies with highly engaged employees had a 26% higher customer satisfaction rate and
a 20% higher customer loyalty rate than their competitors.

Finally, engaged employees are more likely to remain with their organizations, resulting in
lower turnover rates and reduced recruitment costs. A study by Hewitt Associates (2008)
found that companies with highly engaged employees had a 19% lower turnover rate than
their competitors.

lll. IMPACT OF POS IN IMPROVING EMPLOYEE PERFORMANCE IN PRIVATE
SECTOR BANK:

Perceived Organizational Support (POS) is an important factor that affects employee
performance in private sector banks. POS pertains to how much employees perceive that
their contributions are valued and how much their organization prioritizes their well-being.
When employees perceive high levels of support from their organization, they are more likely
to feel motivated, committed, and satisfied with their jobs, which in turn can lead to improved
performance (Rhoades & Eisenberger, 2002).

Several studies have found a positive relationship between POS and employee
performance in the banking industry. For example, one study conducted by Kaur and Bhatia
(2014) found that employees who perceived higher levels of support from their organization
had higher job satisfaction and job performance. Similarly, another study by Yahaya and
Ebrahim (2016) found that POS was positively related to employee engagement, which in
turn was positively related to job performance.

Another factor that can influence the relationship between POS and employee performance
is perceived organizational justice. Research has suggested that if employees perceive their
organization as fair and equitable, they are more inclined to perceive increased levels of
support, which, in turn, can enhance their performance (Kimetal., 2013).

Overall, these findings suggest that POS is an important factor in improving employee
performance in private sector banks. By creating a supportive work environment and
demonstrating that they value their employees, banks can help to improve employee
motivation, commitment, and job satisfaction, which can ultimately lead to better
performance.
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Impact of Employee Engagement in Improving Employee Performance in Private
Sector Bank:

Employee engagement is a critical factor in improving employee performance in private
sector banks. Engaged employees are more likely to be motivated and committed to their
work, leading to higher productivity and job satisfaction. In this response, | will provide some
references and citations in APA style to support this assertion.

One study that provides empirical evidence of the link between employee engagement and
performance in the banking sector is the research conducted by Al-Hawari, Al-Soub, and Al-
Busaidi (2016). They conducted a survey of 300 employees working in banks in Oman and
found that employee engagement positively impacts job satisfaction and job performance.
The authors argue that banks should focus on improving employee engagement to enhance
overall organizational performance.

Another study by Chong, Ismail, and Mahmood (2018) investigated the impact of employee
engagement on job performance in Malaysian banks. They surveyed 216 employees and
found that engagement has a significant positive effect on job performance. The authors
recommend that banks should implement strategies to improve employee engagement to
enhance employee performance and achieve organizational objectives.

A third study by Ahmad and Razak (2017) explored the relationship between employee
engagement and organizational performance in Malaysian banks. They surveyed 215
employees and found that employee engagement positively affects organizational
performance. The authors suggest that banks should invest in employee engagement
programs to improve overall organizational performance.

IV. FINDINGS:

Perceived Organizational Support (POS) and Employee Engagement (EE) are two
important factors that can significantly improve employee performance in the private sector
bank (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002). According
to Eisenberger et al. (2002), POS refers to an employee's perception of the extent to which
the organization values their contributions and prioritizes their well-being is what POS
measures. When employees perceive high levels of support from the organization, they are
more likely to feel valued, committed, and motivated to perform at their best. This can lead to
increased job satisfaction, reduced turnover, and improved performance.

Similarly, employee engagement refers to the level of involvement, commitment, and
enthusiasm an employee has towards their work and the organization (Shuck & Reio, 2014).
Engaged employees are more likely to go above and beyond their job requirements, work
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collaboratively with their colleagues, and take ownership of their work. This can lead to
higher productivity, better customer service, and increased innovation.

When both POS and EE are high, it creates a positive work environment where employees
feel supported, motivated, and engaged. This, in turn, leads to improved employee
performance (Rich etal., 2010).

Private sector banks can improve POS by providing a supportive work environment, fair
compensation, opportunities for training and development, and recognition for employee
contributions (Eisenberger et al., 2002). They can improve EE by fostering a culture of open
communication, providing opportunities for career growth, and recognizing and rewarding
employee performance (Shuck & Reio, 2014). Overall, improving POS and EE can have a
positive impact on the performance of private sector bank employees by increasing their
motivation, commitment, and job satisfaction (Rich etal., 2010).

V. CONCLUSION:

Based on research and studies on perceived organizational support and employee
engagement, it can be concluded that these factors play a crucial role in improving employee
performance in the private banking sector (Al-Hussami, 2008; Chen et al., 2018; Kim &
Beehr, 2017.When employees feel supported by their organization, they are more likely to
engage in positive behaviors and perform better at work (Eisenberger et al., 2001). This can
lead to increased job satisfaction, commitment to the organization, and reduced turnover
(Eisenberger et al., 1986). Employee engagement refers to the emotional connection that
employees have with their work and their organization (Kahn, 1990). Engaged employees
are motivated, committed, and willing to go above and beyond to achieve their goals (Saks,
2006). They are more likely to provide excellent customer service, be more productive, and
contribute to the success of the organization (Schaufeli & Bakker, 2004). In the private
banking sector, where customer service and financial performance are critical, perceived
organizational support and employee engagement can lead to significant improvements in
employee performance (Chen et al., 2018). By investing in these factors, organizations can
create a positive work environment, enhance employee morale, and ultimately, improve
business outcomes (Al-Hussami, 2008). To improve perceived organizational support and
employee engagement, organizations can take various measures such as providing clear
communication, offering development opportunities, recognizing employee contributions,
and promoting work-life balance (Kim & Beehr, 2017). By doing so, they can create a culture
that values and supports their employees, leading to improved performance, retention, and
overall success.
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ABSTRACT:

The integration of sustainable environmental practices with employee work-life balance is
the core idea behind the contemporary concept of "green work-life balance" in human
resource management. This concept has emerged in response to the increasing awareness
of environmental sustainability and the need for businesses to adopt sustainable practices.
Green work-life balance policies have been found to enhance productivity, reduce
environmental impact, and promote employee well-being. Turgutlu and Bayram (2019),
incorporating green work-life balance practices can significantly benefit employee well-
being, job satisfaction, and organizational commitment. Chen et al. (2018) have also
discovered that incorporating green HRM strategies, such as promoting work-life balance,
can positively impact employee behavior towards the environment. Moreover, companies
can encourage environmental sustainability, employee well-being, and positive behavior by
adopting green work-life balance initiatives like remote work options and eco-friendly
transportation alternatives, as suggested by Rashid et al. (2018). Green work-life balance
principles in HRM strategies can have a positive impact on both the environment and people.
These policies can boost productivity, reduce the environmental impact of organizations,
and enhance employee well-being. Therefore, businesses should consider adopting green
work-life balance initiatives in their HRM plans.

Keywords :
Il. INTRODUCTION:

Green Work-Life Balance is an important aspect of Green Human Resource Management
GHRM practices can have a positive impact on employees' well-being and work-life balance,
while also promoting environmental sustainability. For example, telecommuting or flexible
work schedules can reduce employees' carbon footprint by reducing the need for daily
commuting, while also providing them with greater work-life balance and flexibility. GHRM
practices can improve employee morale and job satisfaction, leading to greater retention
rates and productivity. By providing a sustainable and healthy work environment,
organizations can attract and retain top talent who are increasingly looking for socially
responsible and environmentally conscious employers. By adopting GHRM practices,
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organizations can promote environmental sustainability, reduce their carbon footprint, and
demonstrate their commitment to corporate social responsibility. It can also help to attract
socially responsible consumers, investors, and employees who are increasingly concerned
about environmental sustainability.

GHRM practices can include initiatives such as reducing energy consumption, waste
reduction, promoting sustainable transportation, and using environmentally friendly
products and services. By adopting GHRM practices, organizations can reduce their
environmental impact, improve their reputation as a socially responsible business, and
attract socially responsible consumers, investors, and employees.

It's worth noting that GHRM is a relatively new concept that emerged in response to the
growing awareness of environmental issues and the need for organizations to take
responsibility for their impact on the environment. By adopting GHRM practices,
organizations can demonstrate their commitment to social and environmental responsibility,
and contribute to sustainable development. This is achieved through various initiatives such
as reducing energy consumption, waste reduction, promoting sustainable transportation,
and using environmentally friendly products and services.

Il. GREEN HUMAN RESOURCES AND GREEN WORKLIFEBALANCE:

The promotion of green work-life balance practices and provision of access to green
resources can have significant long-term sustainability benefits for organizations. By
encouraging employees to adopt sustainable behaviors and providing them with eco-
friendly resources, companies can contribute to reducing their carbon footprint and
improving their environmental performance. For example, implementing flexible work
arrangements, such as telecommuting or compressed workweeks, can significantly reduce
commuting time and energy use. This reduction can ultimately result in lower greenhouse
gas emissions, less traffic congestion, and reduced air pollution, which are all beneficial for
the environment. Similarly, providing employees with access to eco-friendly resources like
energy-efficient office equipment, recycling facilities, or public transit subsidies can further
contribute to reducing a company's environmental impact. These initiatives can lead to
reduced energy consumption, less waste generation, and more sustainable resource use.
Furthermore, promoting green work-life balance practices and providing access to green
resources can also result in improved employee satisfaction, well-being, and productivity.
Employees who feel that their employer values sustainability and cares about the
environment are more likely to be engaged and motivated. This, in turn, can lead to better job
performance, reduced absenteeism, and lower turnover rates, which can ultimately benefit
the organization's bottom line.
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promoting green work-life balance practices and providing access to green resources,
companies can achieve both environmental and business sustainability. These initiatives
can lead to reduced carbon emissions, improved environmental performance, and a more
engaged and productive workforce.

lll. REVIEWLITERATURE:

Kamaruddin, N. F., Ahmad, A., & Omar, K. (2018).The study found that GHRM practices
had a significant positive effect on employee satisfaction, whereas GWLB had no significant
impact. Among the various GHRM practices, green recruitment was found to have the
highest influence on employee satisfaction. The study suggested that organizations should
adopt better green recruitment policies, such as paperless or online applications, to improve
their GHRM practices. However, the study was limited to one industry and location, and
future studies should be conducted in other industries and locations to increase the
generalizability of the findings. Additionally, qualitative research could be conducted to
explore other factors affecting green HRM practices and green work-life balance.

Berger and Kanetkar (1995)examine how workplace experiences can increase
environmental sensitivity among employees. Authors argue about that organizations have a
significant role to play in promoting environmental awareness and that workplace
experiences can be used as a means to achieve this. The article presents a case study of a
US-based organization that implemented a series of environmentally conscious workplace
practices and found that these practices led to an increase in employee environmental
sensitivity. The authors suggest that such practices can be used to create a culture of
environmental responsibility within organizations and can contribute to broader societal
efforts to address environmental challenges. Overall, the article offers insights into the
potential of workplace experiences to promote environmental sensitivity and underscores
the importance of organizational efforts to promote sustainability.

Douglas W.S. Renwick, Tom Redman, and Stuart Maguire discusses the concept of Green
Human Resource Management (GHRM) and proposes a research agenda for studying it.
Within the context of GHRM, the authors briefly mention the concept of Green Work Life
Balance (GWLB), which they define as "an optimal state in which an individual balances their
personal and work responsibilities with environmentally sustainable behaviors" (p. 6). The
authors suggest that GWLB can be a useful tool for organizations to promote both employee
well-being and environmental sustainability. However, they also note that there is currently
very limited research on GWLB specifically, and call for further exploration of this topic.
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Greenhaus and Beuttell (1985) The authors identify several sources of conflict, including
time, pressure, behaviour, and attitudes. They suggest that the level of conflict is affected by
the demands of work and family roles, as well as the resources available to satisfy those
demands. The article also emphasises the negative effects of work-family conflicts, including
tension, burnout, and decreased job and life satisfaction. The authors conclude by
emphasising the importance of organisations developing policies and programmes that
assist employees in balancing their work and family responsibilities.

Rashid, N. R. N. A., Wahid, N. A., & Saad, N. M. (2006). The study examined the
involvement of employees in Environmental Management Systems (EMS) and ISO 14001,
and its spillover effects on their environmentally responsible behavior as consumers. The
research was conducted in Malaysia, and data was collected from employees working in
organizations that have implemented EMS and ISO 14001. The study found that the
involvement of employees in EMS and ISO 14001 has a positive effect on their
environmentally responsible behavior as consumers. The study concludes that involving
employees in EMS and ISO 14001 can contribute to creating a sustainable and
environmentally responsible culture within organizations, which can spill over to the wider
society.

Rothbard, N. (2001).In this article, Rothbard explores the relationship between work and
family roles and how they impact an individual's level of engagement in each area. The
author argues that the boundaries between work and family roles are not fixed and can be
flexible, but also that navigating these roles can be challenging and have consequences for
engagement levels. Using survey data, the article examines how individuals' perceptions of
their work and family roles and their alignment with personal values influence their level of
engagement and satisfaction in both areas. The results suggest that individuals who see
their work and family roles as enriching, rather than depleting, are more engaged and
satisfied overall. The article also discusses the implications of these findings for
organizations and individuals seeking to manage the demands of work and family roles
effectively.

Rothbard, N., Phillips, K., & Dumas, T. (2005). The article examines the relationship
between work-family policies and employees' desire for segmentation of their work and
family roles. The study found that employees who preferred segmentation (keeping their
work and family roles separate) had higher levels of job and family satisfaction when their
organization offered work-family policies that facilitated such segmentation. However,
employees who preferred integration (blending their work and family roles) reported higher
levels of job and family satisfaction when their organization offered policies that facilitated
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integration. The study suggests that work-family policies need to be tailored to individual
employee preferences and that organizations need to recognize the diversity of employee
preferences forintegrating or segmenting their work and family roles.

Lambert, S. J. (1990). The paper presents a critical review of the research on the processes
linking work and family, including the role of gender, organizational policies, and work-family
conflict. The author proposes a research agenda that emphasizes the need for longitudinal
studies, the consideration of multiple levels of analysis, and the examination of the
differential effects of work-family policies on different demographic groups. The paper
concludes by highlighting the importance of a comprehensive and integrated approach to
understanding the work-family interface.

Janmitha K.L and Dr. Anasuya Rai (2019) The paper discusses the concept of Green
Human Resource Management (GHRM) and Green Work-Life Balance (GWLB) in the 21st
century as an emerging perspective for sustainable development. The authors highlight the
importance of integrating environmental sustainability into HRM practices and work-life
balance initiatives. They argue that GHRM and GWLB can lead to several benefits for
organizations, including increased employee productivity, reduced absenteeism, and
improved employee morale. However, the authors also identify the challenges associated
with implementing GHRM and GWLB, such as resistance from employees and lack of
support from top management. They suggest that organizations need to adopt a proactive
approach to address these challenges and effectively implement GHRM and GWLB
practices to achieve sustainable development

Jabbour et al. (2013) investigates the relationship between environmental management
practices, human resource management (HRM) practices, lean manufacturing, and
operational performance in the Brazilian automotive industry. The authors found that
environmental management practices positively affect operational performance, and HRM
practices have a positive impact on environmental management practices. study suggests
that integrating environmental practices into HRM policies and practices can contribute to
environmental sustainability and improve operational performance in the automotive
industry. The authors recommend that companies adopt a more proactive approach to
environmental management and integrate environmental practices into their HRM policies
and practices to promote environmental sustainability and enhance operational
performance.

Opatha and Arulrajah (2014) discusses the concept of Green Human Resource
Management (GHRM) and its importance in promoting environmental sustainability in
organizations. The authors define GHRM, discuss its key features and principles, and
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provide examples of green initiatives that can be adopted by organizations. The paper
emphasizes the role of GHRM in promoting green work-life balance corporate social
responsibility&employee engagement. The authors conclude that GHRM is an essential
component of sustainable development and recommend that organizations integrate green
initiatives into their HR policies and practices to promote environmental sustainability and
enhance their reputation.

IV. OBJECTIVE OF THE STUDY :

1. To study is to examine the efficacy of various green resources in facilitating the
adoption of environmentally sustainable work-life balance practices.

2. The purpose of this text is to furnish readers with a fundamental comprehension of
the concepts of Green Work Life Balance and Green Human Resource
Management.

3. Toinvestigate diverse methodologies that can be employed to foster a sustainable
work environment and attain a Green Work Life Balance.

V. RESEARCHMETHDOLOGY:

The research is predominantly founded on secondary sources of information. A
comprehensive compilation of various scholarly articles pertaining to the subject matter of
green human resource management (HRM) and green work-life balance was conducted by
sourcing from diverse databases, websites, and other relevant sources.

GREEN EMPLOYEES

According to academic literature, a "green employee" is an individual who is environmentally
conscious and engages in sustainable behaviors both in their personal life and in the
workplace. This term is commonly used in the context of green human resource
management (HRM), a management approach that seeks to promote environmental
sustainability through HR practices. Green employees possess environmental knowledge,
skills, and attitudes and are committed to minimizing their ecological footprint. They are also
willing to participate in environmental initiatives and support their organization's
sustainability goals.

Jabbour et al. (2014) describe green employees as individuals who are aware of the
environmental impact of their actions and are motivated to engage in environmentally
sustainable behaviors. They possess the knowledge and skills required to support the
organization's sustainability goals and are willing to participate in environmental initiatives.
Mishra and Suar (2016) define green employees as individuals who demonstrate a high level
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of environmental consciousness, are committed to minimizing their environmental impact,
and possess the knowledge and skills necessary to support the organization's sustainability
goals. Bergmans (2014) states that green employees are committed to promoting
sustainable practices in their communities and are knowledgeable about environmental
issues.

Bansal and DesJardine (2014) describe green employees as individuals who engage in
environmentally sustainable behaviors in their personal and professional lives, possess
knowledge about environmental issues, and are committed to reducing their environmental
impact.

Overall, the concept of the green employee is an important aspect of green HRM, as it
highlights the role that individual employees play in promoting environmental sustainability
within their organizations.

Green Reward

Promoting sustainability and incentivizing staff members to adopt eco-friendly behaviors can
a green reward system greatly aid both. Although incentives such as rewards and bonuses
are crucial HRM tools for rewarding employees for their accomplishments, they also need to
be consistent with the company's environmental objectives. Agreen mindset may not always
result from simply offering advantages and bonuses. For instance, allowing staff unlimited
printing and copying access might not inspire them to adopt eco-friendly practices. To be
successful, green companies need to ensure that their rewards and incentives reflect the
organization's comprehensive and sustainable approach. This involves interacting with the
company's culture and conceptually embracing the behavioral changes required to achieve
sustainability goals. Green rewards and incentives can include things like providing eco-
friendly products, sponsoring sustainability-related training or workshops, or recognizing
and rewarding employees who actively promote sustainable practices.Companies can
encourage eco-friendly behavior and help achieve the company's sustainability goals by
instituting a green reward scheme. Having a more invested and enthusiastic workforce can
boost efficiency and productivity, which in turn benefits the environment and the future of the
planet.

Green workplace

In contemporary times, there has been a growing trend among global corporations to
embrace eco-friendly structures as their primary workspaces. The impetus behind the trend
towards sustainable buildings is rooted in their capacity to curtail the consumption of natural
resources throughout both the construction and operational phases, thereby advancing the



THE RELATIONSHIP BETWEEN ACCESS TO GREEN RESOURCES AND THE 73
ADOPTION OF GREEN WORK-LIFE BALANCE PRACTICES IN
ORGANIZATIONS FOR SUSTAINABLE DEVELOPMENT.

cause of sustainability. The term "green workplace" refers to a workplace that demonstrates
a commitment to environmental sensitivity, resource efficiency, and social responsibility. By
implementing sustainable workplace strategies, managers can enhance the efficiency,
adaptability, and sustainability of their offices, leading to improved profitability and reduced
costs. The implementation of eco-friendly workplace practices encompasses a range of
strategies, such as the facilitation of remote work arrangements, the curtailment of
transportation expenses, the utilisation of video conferencing technology to minimize travel,
and the enhancement of natural illumination to conserve energy. Implementing such tactics
not only leads to a decrease in a firm's carbon emissions and the preservation of ecological
resources but also fosters a more salubrious and enduring workplace milieu. The
implementation of environmentally friendly structures and green workplace strategies
presents a persuasive substitute to conventional workplaces, enabling companies to
conduct their operations in a manner that is more sustainable and socially responsible.
Through the adoption of these approaches, organisations can advance ecological
sustainability, bolster their image, allure and retain high-calibre personnel, and enhance
their financial performance.

Green Movement

The onset of the Green Movement has given birth to a novel approach in human resource
management, known as Green HR. This methodology is aimed at ensuring that employees
are managed, developed, and retained in an eco-friendly manner. The industrial revolution
that spanned the 19th and 20th centuries was marked by the rampant exploitation of natural
resources such as water, air, minerals, timber, and chemicals. As industrialization
progressed, concerns such as pollution, ecological imbalances, and biodiversity began to
gain traction. To manage the growing number of industrial workers, personnel departments
were established with the mandate of recruiting, training, developing, and retaining
employees to meet industry requirements. However, the use of natural resources as raw
materials gave rise to industrial waste and environmental pollution, which led to the need for
a more sustainable approach in managing human resources - hence the emergence of
GreenHR.

Role of green work-life balance on sustainable development:

The importance of sustainable development has been recognized globally, with a focus on
meeting present-day demands while ensuring that future generations can meet their own
needs without depletion of resources (World Commission on Environment and
Development, 1987). Green work-life balance strategies have been identified as a crucial
factor in promoting sustainable development by enhancing employee well-being and
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promoting environmentally friendly practices. This article aims to explore the significance of
such practices and how they can contribute to sustainable development.

Research has demonstrated that green work-life balance strategies play an essential role in
advancing sustainable development by encouraging sustainable habits and reducing the
environmental impact of businesses. Such initiatives not only help preserve the environment
but also support social sustainability by promoting work-life balance and employee well-
being.As

such, incorporating green work-life balance strategies should be a priority for organizations
that aim to advance sustainable development.

Green work-life balance strategies are crucial in promoting employee well-being and
environmentally friendly practices, contributing to sustainable development.
However, the effectiveness of these strategies can be influenced by several factors.

e Corporate cultureas a considerable influence onpromoting sustainability, as an
organization's attitude toward the environment can impact how well green work-life
balance programs operate. Employees are more likely to practice sustainable
behaviors when their employer fosters environmental awareness. Conversely, the
lack of promotion of sustainability by the firm may result in less successful green
work-life balance efforts.

e Greentraining and awareness are also crucial factors in the effectiveness of green
work-life balance initiatives. Employees' knowledge &understanding of
sustainability can influence their adoption of environmentally friendly practices. The
capacity of employees to engage in green work-life balance practices may be
constrained by a lack of knowledge and training.

e Access to green resources, including eco-friendly facilities, transit alternatives,
and goods, is also a significant factor in promoting sustainable work-life balance
practices. Employees are more likely to practice green behaviours with access to
green resources. However, the lack of access to green resources may make it
challenging for staff members to practice a green work-life balance.

e Technology can impact the success of initiatives to encourage a good work-life
balance. Technological advancements like teleconferencing and remote work
choices can lessen the environmental impact on employees' work by eliminating
travel. However, excessive reliance on technology and electrical devices can pose
environmental challenges.
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In summary, elements such as corporate culture, green training and awareness, access to
green resources, and technology can influence the effectiveness of green work-life balance
strategies for sustainable development. Employers should prioritize these criteria while
creating and implementing green work-life balance initiatives.

Green Initiatives: various green initiatives that organizations can adopt as part of their
GHRM practices, including promoting sustainable transportation, minimizing waste,
encouraging energy conservation, and fostering employee engagement in environmental
initiatives.

Promoting sustainable transportation:Employers can motivate their staff to
utilize public transportation, engage in carpooling, cycling, or walking to commute to
their workplace. This not only reduces carbon emissions and promotes
environmentally friendly practices but also helps employees save on transportation
costs.

Minimizing waste: Implementing waste reduction strategies such as recycling,
composting, and reducing paper usage to minimize waste and promote
environmental sustainability.

Encouraging energy conservation:Utilizing energy-saving measures, such as
powering off electronics and lights when not in use, decreasing heating and cooling
demands, and utilizing renewable energy resources to lower overall energy
consumption.

Fostering employee engagement in environmental initiatives: Encouraging
employees to participate in environmental initiatives such as tree planting, beach
cleaning, and other community-based environmental programs to promote
environmental sustainability and build team spirit.

Challenges: The article identifies several challenges that organizations may face
when implementing GHRM practices, including resistance from employees, lack of
management support, and difficulties in measuring the impact of green initiatives.
These challenges can be overcome by involving employees in the planning and
implementation of GHRM practices, building a business case for GHRM, and using
metrics to measure the impact of green initiatives.
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The benefits of companies promoting sustainable consumption of employees
include:

e Reduction in environmental impact: By encouraging employees to adopt
sustainable practices, such as reducing energy use and waste, companies can help
reduce their environmental impact and contribute to sustainability efforts.

e Cost savings: Sustainable practices such as energy conservation, waste
reduction, and responsible use of resources can also result in cost savings for
companies in the long run.

e Employee satisfaction: Employees are increasingly interested in working for
companies that promote sustainability and demonstrate social responsibility. By
promoting sustainable consumption, companies can improve employee satisfaction
and retention.

e Positive public image: Companies that demonstrate a commitment to
sustainability and responsible consumption can also benefit from a positive public
image and enhanced reputation. This can translate to increased customer loyalty
and improved brand image.

Overall, promoting sustainable consumption among employees is a win-win situation for
companies and the environment, leading to reduced costs, improved employee satisfaction,
and a positive impact on the planet.Muster, V. (2011). Companies Promoting Sustainable
Consumption of Employees. Journal of Consumer Policy, 34(1), Companies Promoting
Sustainable Consumption of Employees.

companies can promote sustainable consumption: -Among their employees by
encouraging them to adopt environmentally friendly behaviors both at work and at home.
The author argues that promoting sustainable consumption can not only benefit the
environment but also improve employee well-being and job satisfaction. challenges that
companies may face in promoting sustainable consumption, such as the need to provide
education and training to employees and the need for top-level support and commitment to
sustainable practices.

VI. CONCULSION:

we can Implementationthat the adoption of green work-life balance practices is crucial for
promoting sustainability and reducing environmental impact. This requires the
implementation of Green HRM policies and strategies, as well as access to effective green
resources. By promoting sustainable workplace practices and achieving Green Work Life
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Balance, organizations can benefit from improved environmental performance, increased
productivity, and reduced costs. It is important to continue exploring and identifying effective
practices to achieve these objectives and promote a sustainable future.
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EMPLOYEE JOB SATISFACTION:
AN ESSENCE OF ORGANIZATION

*Dr. Mamata Dahad
ABSTRACT:

Employee job satisfaction is vital in order to face the dynamic and augmenting challenges of
retaining productivity of the organization by keeping their workforce continuously engaged
and motivated. The diverse and changing demands of consumers in the present era of
globalization are putting constant pressure on the employers to satisfy their needs and to be
competitive in the business. Moreover, environmental pressures, increasing health costs
and several needs of the workforce also pose a challenge for the management. This could be
overcome by building a work environment that maintains employee JS as well as motivates
people towards outstanding performance at the workplace and thereby achieving work-life
balance. This paper expounds the importance of employee JS and the possible ways to
enhance their performance on a sustainable basis in the organization.

Key words: Employee, Job Satisfaction, workforce, workplace, performance

. INTRODUCTION:

The mounting performance of an employee is due to his satisfactory job experience in the
organization which can be reflected by his contended work life. This is known as JS. It varies
from job-to-job and person-to-person. JS depends upon the nature of job, assessment of the
employee by our own colleagues at the workplace, attitude and behavior of the said
employee in relation to the assigned job. An individual's attitude about his or her job should
have important implications about upon how he or she does it. It is the result of not only its
relationship with performance but also its stabilizing effects such as reducing lethargy,
absenteeism and turnover and through its effect on cohesion in regard to increasing
organizational citizenship behaviors and organizational commitments.

Importance of Improving Job Satisfaction

Human capitalis its greatest asset in any organization which should not be compromised
during times of economic disorder. For the organization to achieve consistent growth, the
retention of good employees is essential. During times of financial crisis in the organization,
many employees intend to leave the organization due to payroll cuts and layoffs. In spite of
such crisis, the organization can devote their attention for taking effective steps on selective
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basis to improve JS of the employees for their retention. If this is not done, top talented
people may leave the organization adding to further crisis.

The supervisory and managerial staff has the capacity to maximize potential, creative
abilities and talents of the entire workforce which ultimately gives competitive advantage to
the organization. The strength of the organization is motivated workers. It has been found
thatif the employees are kept engaged in their work,higherlevel of JS is achieved.

The productivity of the organization depends significantly on employee JS. If the employees
are satisfied itnot only impacts the maximum workforce but also improves their sense of
morale and commitment towards the organization. These motivational feelings of proactive
nature of the employees is a driving force for personal and professional career
advancement.

The necessity of job satisfaction is not related only to performance of employees but its great
contribution to cohesiveness of workers for sustainability of achieving the organization's
goals. It also results in reducing the role conflicts and job induced tensions among the
workmen. In addition, job satisfaction is directly related to organizational commitment. Job
stress and withdrawal behavior among the employees are directly related to dissatisfaction
of employees at the workplace.

Conducive and favorable work environment gives workers a sense of pride in whatever work
they indulge in the organization. In times of economic uncertainties, budget cuts and layoff,
maintaining employee job satisfaction may be difficult in the organizationbut not impossible.
Nevertheless, employers that implement monetary and non-monetary initiatives in order to
increase employee satisfaction undeniablygain the benefits in reducing lethargy,
absenteeism and lower employee turnover rates with greater organizational citizenship
behavior and commitments.

The Starting Point

This is when an employee having no interest in his or her field, or the position in which he or
she begins in a job with, may initially put forth his or her best effort. Nonetheless, this
employee will often become fed up with the work because there is no intrinsic motivation to
succeed. Finding the daily job monotonous and boring decreases the individual's desire to
show up to work and to perform the job well. In this case, the employee may continue to come
to work, but his or her efforts will be minimal. In contrast, an employee may be entirely too
overwhelmed to handle the position; the responsibilities may prove to be too demanding. In
an instance like this, the employee will search for another position that offers the financial
security he or she needs with job characteristics that challenge them appropriately; thereby
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increasing the earlier company's turnover rate (Koslowsky&Krausz, 2002).
The Sources and Effect of Stress

Stress is one of the leading causes of employee's discontentment with their job. Branham
(2005) asserts that, “it seems clear that one quarter to one half of all workers are feeling
some level of dysfunction due to stress, which is undoubtedly having a negative impact on
their productivity and the probability that they will stay with their employers.”

Stress can have many causes, including when companies are not able to supply the
resources necessary to produce or work efficiently. This results in higher levels of stress
asthese workers are expected to perform at certain rates, which they are not able to do so.
This ultimately leads to lower productivity and higher turnover because quotas cannot be
met by the employees on staff.

Another source of stress is the now common practice of employers which attempts to cut
costs by eliminating positions and disbursing the workload to other employees. The issue
that arises is that tasks will not be performed effectively or efficiently because the employees
become more concerned with having an overbearing workload. Consequently, the efforts of
these employees fail to reach their own, or their employer's standards.

These actions, and employee responses to them, result in employees who attempt to finish
incomplete work assignments during personal time, such as lunch breaks, in an effort to
keep their jobs (Branham, 2005). A company expecting their employees to perform outside
normal working hours, is reducing those employee's relaxation time. It is necessary to have
some personal time for maintaining relationships, personal wellbeing, and stability. This
extra strain to finish the work increases employee anxiety. Thus employees struggling to
finish their tasks are not likely to attempt advancement and more likely to start searching fora
new job elsewhere. Employees who do not attempt to complete all of the assignments are
ultimately terminatedwhich causes stress to the remaining employees and leading to
harmful effect. Distrust can result from a variety of situations (Branham, 2005). Harassment,
in any form, may cause a new level of stress for the employee. It becomes increasingly
difficult to do a respectable job at work when one is consistently faced with an uncomfortable
working environment.

Other Sources of Employee Dissatisfaction

Dissatisfaction with the job may come from sources other than stress or poor fit between
employee and job. Workers consider their employers unethical if they care more about
company revenues than theirwellbeing. This perception of an employer may lead to job
dissatisfaction, and raise the company's turnover rate. Dissatisfaction may also arisewhen
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the work environment fails to have any flexibility or fail to provide amusement for the
employees (Kaye & Jordan-Evans, 1999). Lack of communication is also a major cause of
dissatisfaction. Poor communication leaves employees feeling disconnected from the
organization. Employees want to know that their employers recognize their achievements in
the workplace. They desire to get appreciated, as workers and as people (Branham, 2005).
Often companies become more focused on production and revenues, rather than with their
own employees, or even their customers. In this case, the employees may rarely be praised
for the quality of their performance. It is common for top management to not to look at
theideas of lower level employees leaving these employees with a feeling of being
neglectedand worthless. Those employees who do work well to support the company may
not be compensated for their efforts (Timpe, 1986). At the same time, the same employers
will pay more to other employees who are not willing to work for minimal compensation. This
compensation disparity leads to dissatisfaction because eventually the hard worker will
notice that he or she is not being compensated fairly for the amount of work they are doing,
and will begin searching for another company that will appreciate his or her labor.
Companies failing to provide employees with opportunities to grow within the company
thereby results in employee frustration. Barriers within the company may prevent some
employees from reaching their full potential (Branham, 2005). Such barriers may include
favoritism of certain employees or company policies requiring hiring from outside the
company. Glass ceilings for minority employees may also cause difficulty in advancement.
Organizations that do not provide sufficient training opportunities for employees are also
doing themselves a disservice. These organizations are missing out on employees that are
dedicated to their companies and knowledgeabile in their fields, and with sufficient training,
have the potential to do well in higher positions.

Why Should an Employer Care?

It is imperative for the employers to care about the happiness of their employees. Recent
statistics show that throughout their careers, American workers hold an average of eight jobs
(Rudman, 2003). The rate of turnover is alarming because of the reason that employees are
unhappy. Employers must spend huge amount of money to recruit and train new employees
even intimes of economic downturn. JS results in better retention rate while dissatisfaction
has many negative side effects for the company. The effects of dissatisfaction results in an
employee's withdrawal from job. Tardiness, in showing up for work and coming back from
breaks, shows a lack of interest by the employee for his or her responsibilities. Some less
obvious signs of withdrawal from the job include: taking care of personal matters while at
work, playing games, engaging in non-work related talk, spending time on social networks,
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and diminishing job performance. These withdrawal behaviors may end with an employee
leaving the workplace either voluntarily or being terminated for unprofessional behavior;
(Koslowsky&Krausz, 2002). Happiness in the workplace leads to much higher levels of
productivity increasing employee morale, willingness to work harder to improve the
company and its goals. According to Branham (2005), “Gallup studies show that businesses
with higher employee satisfaction also have:

e 86% higher customer ratings

e 76% more success inlowering turnover
e 70% higher profitability

o 44% higher profitability

e 78% better safety records.

Companies need good, knowledgeable employees and if they are not treated properly it is
likely that they will take advantage of other job offers which gives them more stability and
more benefits.

What Should the Employer Do?

It is the responsibility of the employer to ensure the satisfaction of all of its employees by
meeting their working needs. They should be cautious during the hiring process with multiple
people interviewing final candidates. During interviews, employers should ask questions
relating to the type of work that the potential employee enjoys doing. It is vital to match the
personal characteristics and values of the employee with the organization. Employers
should prepare for the interview by doing a job assessment to see what skills are necessary
for the position, then testing applicants to see if they have the ability to be trained to the
position and have the skills and knowledge that correspond with the job description (Kaye &
Jordan-Evans, 1999). Managers must learn to communicate better with lower level
employees. Supervisors should set an example by promoting friendly relationships with the
staff so the work environment is healthier (Kaye & Jordan-Evans, 1999). They need to learn
to listen to the employees when they have a concern or a question about the work that they
are doing or the direction that the company is taking. Itis vital that managers show respect for
all employees, their opinions, and their work. Managers need to convey a good
understanding of the mission and goals that the company is trying to attain so that the staff
recognizes what the organization is working toward. Explaining the expectations of different
positions, helps employees in understanding their direct relationship with the company and
in turn how their work affects that of others. Performance reviews are important as they
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provideadministrators an idea of employees who contribute to the organization's success
and those who need to work harder (Branham, 2005). It also offers employees the ability to
test their performance. Often, employees will think that they are performing better or worse
than their managers perceive their work to be. The performance review presents the perfect
time to bring together these different perspectives, to correct negative behavior, and to
reward productivity. Providing employees with the opportunity for growth is also a major
contributor to satisfaction. Because performing the same job becomes uninteresting, it is
important to challenge employees with work that they can not only accomplish but also
stretch their abilities (Timpe, 1986). It is a good opportunity to see the abilities of lower level
employees. Giving employees new projects or goals allows them to become creative and
skilled in new areas. This broadens their knowledge while they become a more valuable
asset to the company. Lateral movement does not change the status of the employee, but
helps them learn more about different aspects of the company giving them a change of pace
and direction. Recognition of an employee's hard work is essential to his or her satisfaction in
the workplace (Kaye & Jordan-Evans, 1999). Letting employees in on the decision making
processes gives those employees a feeling that their opinions are respected and that they
hold a place of importance within the company. Pay is a huge motivator for many employees.
Creating the connection between money and performance motivates employees to be more
productive and to go an additional mile (Timpe, 1986). Caring about employees on a
personal level, appreciating their achievements is also important. Conversely, employers
should take notice when employees become overwhelmed and attempt to alleviate the daily
burden by adding more help when itis obviously needed.

Signs of High Employee Job Satisfaction
e  Opzortunity for Growth
e Exceptional Compensation Package
e BossisaMentor
e Position of the Company or Organization
e Moraleis High
e Provision of Tools and Resources
e Innovation
e Corporate Values

e Ethics and Integrity
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Ways to Enhance Job Satisfaction

It is proved that employees experience sense of satisfaction in doing their tasks only when
they are provided with motivating environment. The improvement in performance of
workers, machinery, quality of products and increase in output are the responsibilities of the
leaders of the organization which is essential to create high level of satisfaction among the
employees. The motivation of the employees within the organization can be improved by
taking following positive steps:

e Providing a positive work culture
e Appreciation, reward and recognition of employees
e Employee participation
e Improve workers' skills and potential
e Assessmentof JS(JS survey)
Non-Monetary Ways to Enhance Employee Job Satisfaction

Despite various ways available with the management to improve employee satisfaction, all
initiatives are not feasible due to the cost of incentive programs, workforce size, workforce
demographics, and management goals. There are some non-monetary initiatives that
positively influence employee satisfaction and are feasible for both large and small
businesses.

e Reduce employee stressors

e Encourage flexible work schedule

e Give meaningful and consistent praise

e Make frequentand honest communication

e Provide onsite wellness opportunities
Strategies to Enhance Employee Job Satisfaction

Considering the importance of employee JS in organizational development, it is essential to
adopt suitable strategies by the organizations for building up their image on a sustainable
basis.

Following are some of the feasible and simplified strategies to improve employee

satisfaction in the organization:
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e Shared Mission and Vision

e Enrichingwork itself

e Compensation and Benefits

e Performance Appraisal

e Relationship with Supervisors

e Promotions and Career Development

e Buildacorporate culture

e Working condition and environment

e Monitoring employee satisfaction

e Employers by themselves

e Organization Development

e Building of employees' competencies and self-confidence
Conclusion
JS is critical to high productivity, motivation and low employee turnover. Employers face the
challenges of finding ways to increase JS so that their businesses stay competitive, retain

productivity, profitability as well as keeping their workforce engaged and satisfied with their
jobs.

JS of employees in any organization is of paramount importance to achieve the targeted
goals on a sustainable basis. It is experienced that JS is attributable to high self-confidence
of the individuals. It varies from individual-toindividual. The proactive attitude together with
physical and emotional resources which are brought by the employees to the workplace
decides the degree of JS amongst them. They are not only satisfied with their jobs but they
also feel competent in work and life, which are mutually reinforcing.

Management should strive for the happiness of, the firm's employees.Reasons for this are
not solely to benefit the employees as companies also stand to gain from employee
satisfaction.

With respect to the current economic environment employers often disregard the costs
associated with unhappy employeesbelieving that these employees are stuck in their current
positions and will tolerate unpleasant working environments. Nonetheless, many reasons
for employee dissatisfaction are well within the control of the firm. Good management
practices will enable a company to reduce those reasons. Satisfied employees will work
harder for the company and plan to stay at the company, ultimately reducing that company's
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labor costs.
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