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Feature Article

“The Indian 
retailing sector 

was at an inflexion 
point where 

the growth 
of organized 

retailing   and 
consumption 
by the Indian 

population was 
going to take a 
higher growth 

trajectory.”
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ABSTRACT

In this fast growing Indian economy the market presents a huge opportunity for the retail 
sector to flourish. Backed by the forecast of huge growth in retail sector, a trend continuing 
for a substantial period of time in the future and also considering the highly fragmented retail 
industry in the domestic market, it is a world of opportunity for big organized foreign retail 
outfits to step into this lucrative market. However, the authors feel that the foreign retailers 
need to take into account certain considerations before they take the plunge. Protectionism 
of the government, the psyche of the Indian consumers, their diversity and heterogeneous 
composition, prominence of middlemen are some of the challenges that these multinational 
retail chains have to account for. In the light of Wal-Mart’s proposed venture into the Indian 
retail market, the authors tried to analyse the issue of sustainability of these multinationals 
through cost leadership strategy in Indian Retail Market.

"India is a price sensitive market and therefore we will be devising our strategy for her 
very carefully…Retailing is like a game of three dimensional chess where we operate as a 
local, regional and global player, so depending on the needs of the market we shall change 
our format and adapt."

– John B Menzer, President and CEO, Wal-Mart International.

The Indian Retail Sector : 'There is enormous opportunity in India.''
– Michael Moriarty, a partner in the retail practice of management consulting firm, A T Kearney.

Foreign Direct Investment Confidence Index (FDICI) indicated that India and 
China are the world's most favored destinations for foreign direct investment 

(FDI). India is the 2nd fastest growing in the world. It is 3rd largest economy in the 
world in terms of GDP and fourth largest economy in terms of Purchasing Power 
Parity. India presents a huge opportunity to be used as a hub to the world. India is 
the “promised land” for global brands and Indian retailers A “Vibrant Economy”.
(Grover, 2012) Retailing in India is progressively moving towards becoming the 
next fastest growing industry. According to A T Kearney, retailing accounts for $410 
billion and organized retailing accounts for only 5% of the above market. Global 
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Retail Development Index, ranked India first on its list 
of the world’s most attractive retail destination among 
30 eminent markets.

Retail is currently a flourishing sector of the Indian 
economy. The Indian Retail industry has grown at 
a 14.6% CAGR during FY07-12. This growth can be 
directly credited to the budding Indian economy 
as well as increase in Private Final Consumption 
Expenditure (PFCE) and bring revolution in Indian 
peoples’ consumption pattern. This tendency is 
expected to continue for at least the next two-
three decades, magnetizing huge attention from 
entrepreneurs, business heads, investors as well 
as real estate owners and builders segments of the 
economy. Despite this growth, the Indian retail 
industry is highly fragmented, with the organized 
retailing still at a nascent stage which accounts for far 
less percentage than the unorganized retailing of the 
total Indian retail market. It is estimated that organized 
retailing accounts for less than 5% of today’s market, 
but is expected to develop between14% to 18% by 
2015. During FY07- 12, the organized retailing in India 
has grown at a CAGR of 26.4%; higher than the total 
growth of Indian retailing. The sector was the largest 
source of employment after agriculture and has deep 
access into rural India generating more than 10 per 
cent of India’s GDP.

The Indian retailing sector was at an inflexion 
point where the growth of organized retailing and 
consumption by the Indian population was going 
to take a higher growth trajectory. (Grover, 2012)
The Indian population was observing a noteworthy 
demographic change. An increasing young working 
population under age of 24 years, sharp rise in the 
per capita income, an increase of dual income nuclear 
families in the urban areas, along with increasing 
working women population, internet revolution 
and emerging opportunities in the services sector 
are going to be the key growth drivers of the retail 
sector in India. The whole   model   of   shopping   has   
altered in terms of format and consumer shopping 
behavior pattern, which ultimately could lead to a 
shopping revolution in India.  

Indian Retail Industry’s Players

More than 15 million small, local family owned stores 
known as "Kirana" were spread across different towns 

and villages throughout India. These small stores 
were owned and run by unpaid family members and 
often on their own land. These stores serve different 
households, local consumer according to their needs 
at a very low price and had made a bond with its 
customers. There are still a huge number of consumers 
in India who prefer to do shopping from those small 
"Kirana" stores. 

The booming Indian retail industry had transformed 
greatly during the era of 1996 to 2006 due to the 
emergence of organized retailers. With this change in 
economy the local Indian retailers started to expand 
their business across the whole country. The business 
of those local large retail stores were growing at 20-
25 percent a year. In response to the booming Indian  
retail industry major local retailers planned massive 
expansion : Spencer's presently India's no.1 retail 
brand had planned to open more than 2000 stores in 
the next three years across all of India. Spencer’s Retail 
were one of the country’s fastest-growing retailers 
dealing in books, lifestyle products, electronics, 
fashion, apparel and food; the company operated 290 
stores in 32 cities across country. Reliance, the largest 
non-state owned company had already opened more 
than 20 stores and also planning to open another 
25 hyper markets by next 2 years and also planned 
to invest us $5.8 billion on multiple retail formats. 
Trent, the retail parts of Tata Group has also changed 
its product offering by opening more outlets all over 
India in form of supermarket. Future group and 
Shoppers' Stop had plans to open more than 3000 
store. Lifestyle planned to invest more than US $87.6 
million over a five-year period to further develop its 
home and lifestyle Centers and Max Hypermarkets. All 
these local retail giants are already well established in 
their business in Indian retail market and successfully 
make a soft corner for them in the Indian consumer. 
At the same time Wal-Mart is very new player to the 
market. It may be a challenge to Wal-Mart to compete 
with these local retail giants and take hold of Indian 
retail market.

About Wal-Mart

Wal-Mart, a US corporation that ran large discount 
department stores, was the second biggest public 
corporation in the world, with revenues of US $15669 
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million. (Fortune 2011) Sam Walton, the founder of 
Wal-Mart visualized the goal when Wal-Mart started 
its operations in the United States of America in 1969 
with a clear punch line saying it all, ‘Save Money Live 
Better’. The basic strategy was to enter small towns with 
a population of 5000 to 25000 which were not served by 
large retailers and obtain economics of scale in relation 
to the customers and eliminate small players. 

“It’s been asserted by industry expert that Wal-Mart 
achieved the status of leader in the retail industry because 
of its effective supply chain management strategy.”

- P Mohan Chandran, CPG knowledge Solutions

Wal-Mart adopted strategically effective supply chain 
management from its commencement, which was 
mainly concerned towards the ‘procurement and 
distribution’ of its products, services and everything 
in the retail segmentations. On the procurement 
side, Wal-Mart enjoyed strong bargaining power 
due to which it was in better position to offer various 
discounts than its competitors and drove sales 
revenues through larger volumes. On the distribution 
side Wal-Mart’s wholly owned transportation systems 
had helped in cost savings and to deliver products to 
its various store within 48 hours which ultimately 
created its strong presence in comparison to its 
competitors in replenishing its supplies

Wal-Mart on many fronts has been in a leader position 
in the retail sector; by its investments in information 
technology, by its transformation of supply-chain 
relationships by establishing private-label brands and 
by purchasing more products directly from overseas 
producers, and by its hold on a “one-stop shopping” 
format all these created its strong presence among the 
competitors.

Wal-Mart’s Core Philosophy 

•	 Pricing Strategy

Wal-Mart from its inception relied on the notion of 
EDLP (Every Day Low Price) to sell its products. By 
introducing an everyday low pricing strategy Wal-Mart 
had been extremely successful in distinguishing itself 
from competitors. Wal-Mart had traditionally operated 
on the “everyday low prices” model with the slogan, 
“Always the lowest price”. Wal-Mart adopted various 
approaches as a part of its pricing strategy such as 

offering discount on four key items in each category 
up to 10% for an average of 75 days. On an average 
Wal-Mart was successful to offer up to 4% and in some 
cases up to 10% pricing differential particularly when 
compared with supermarkets competitors. Thus 
through this strategy Wal-Mart intended to promote 
customer loyalty so buyers persistently shop from 
their stores because they know prices will always be 
low and also this strategy got extreme success in USA 
markets.

•	 Supply	Chain	Management	

"Wal-Mart shapes where we shop, the products we buy, 
and the prices we pay, even for those of us who never 
shop there. It reaches deep inside the operations of the 
companies that supply it and changes not only what 
they sell, but also how those products are packaged and 
presented, what the lives of factory workers who make the 
products are like-it even sometimes changes the countries 
where those factories are located. Wal–Mart has become 
the most powerful, most influential company in the 
world."

- Charles Fishman, author of the Wal-Mart Effect

Another notable feature of Wal-Mart is its large 
supplier’s network due to which it enjoyed a major 
bargaining advantage with them. 

Wal-Mart owns one of the largest navies of trucks 
which help immensely in retail operations. Wal-Mart 
supply chain strategy is very successful because it 
adapts to change and requirement of the market. 

The supply chain strategies adopted by Wal-Mart 
are strategically effective, which reflect that plentiful 
concentration is given toward ‘procurement and 
distribution’ of its products, services and everything 
in their retail segmentations that are associated to one 
single units. 

“With over 40 distribution centres, Wal-Mart's presence 
across the globe in context of its procurement and 
distribution is huge and influential factor.”

 -P Mohan Chandran

Global Strategy, Local Focus 

After a successful expansion in US and to maintain 
growth in the retail sector, Wal-Mart wanted to 
leverage its successful strategy of everyday low 

Sustainability of Market Leadership Strategy in Indian Retail Sector – Exploring the Wal-Mart Venture
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pricing in other countries as well with the belief 
that this strategy could be replicated successfully in 
foreign countries.

Wal-Mart started its international operations in 1991 
with its entry into Mexico through a joint venture with 
a leading Mexican retailer Grupo Cifra SA de CV (Cifra). 
Later on in Mexico Wal-Mart consolidated its position by 
acquiring a major stake in Cifra. Many analysts felt that 
Cifra gave Wal-Mart a good platform to quickly establish 
its operations in Mexico. Furthermore Wal-Mart's low-
price strategy suited the aspirations and desires of the 
large majority of local Mexican population, who were 
in favor of low priced products. 

This success had been easily visible in the case of 
Mexico and other Latin American countries which 
were geographically close to the U.S. with the entry 
of Wal-Mart. At the same Wal-Mart was not able to 
replicate its success in Germany and South Korea 
by using the same strengths of everyday low pricing 
(EDLP), efficient operations, strong organizational 
culture and good customer services. 

Wal-Mart entered the German market through two 
consecutive acquisitions, first in 1997 with the takeover 
of the 21 Wertkauf stores, and the second in1998 with 
74 hypermarkets of Spar. The first deal was an incisive 
one because of its competitive locations, and its very 
capable management whereas follow-up deal with 
Spar as an ill-informed, ill-advised act, because Spar 
is considered to be the weakest player on the German 
market due to its mostly run-down stores, very 
heterogeneous in size and format, with the majority 
of them located in less well-off inner-city residential 
areas.

In case  of Germany, the retail industry was not 
attractive as well as Wal-Mart was not able to 
understand and deal with Germany’s regulatory and 
institutional conditions and consumer preferences 
for value rather than service and work culture 
of Germans. In case of South Korea, consumers 
preferred to buy small and fresh quantities and the 
Korean competitors were able to attract consumers 
away from Wal-Mart with marketing strategies based 
on nationalistic feelings.

An important reason behind Wal-Mart international’s 
failure was Wal-Mart always believed in 

standardization approach in their global operation. 
Moreover, instead of magnetizing consumers with an 
innovative and novel retailing approach, as it has done 
in the USA, in culturally different market the company 
was not able to offer customers any compelling and 
persuasive value proposition in comparison with its 
local competitors.

Wal-Mart First Store in India 

"India is not a homogeneous market, so ours is not a 
cookie-cutter approach from the U.S. . Wal-Mart is in 
no hurry to unfurl the Wal-Mart flag nationally. The 
easiest thing is to roll out stores, but the most difficult is 
to sustain and feed them." 

-Raj Jain, President of Wal-Mart India in May 2009.

In May 2009, Wal-Mart was ready to open its first store 
in India. The reasons for Wal-Mart’s entry in India 
were clear – the huge Indian middle class population. 
Wal-Mart’s first outlets were set to launch in the city 
of Amritsar, Punjab in North India. The first store air-
conditioned and built over 50,000 sq. ft. were on the 
outskirts of the city, Amritsar. The store employed 200 
locals and was likely to create 500 indirect jobs. In the 
first few weeks itself, the company had managed to 
sign on close to 35,000 members. 

Joint Venture with Bharti

"Wal-Mart operates with multiple private brands around 
the world. In each market that we operate, we look to be 
local. We treat each market as unique and India, in this 
respect, is no different."

-Arti Singh, vice-president of Corporate Affairs at Bharti 

Wal-Mart.

Due to Indian Government regulations Wal-Mart 
has to join hands with organization named as Bharti 
Enterprises because direct foreign investment in 
the retail sector were not possible in India due to 
regulatory issues. Thus, both of them have agreed 
to become a joint venture. Wal-Mart had chosen 
Bharti for various reasons. It was the market leader 
in India’s telecom market and was one of India’s 
10 biggest companies. Media reported that Wal-
Mart had proposed an initial investment of US$ 100 
million, which would rise to US $450 million within 
a short period of time.(knowelege@Wharton) Due 
to Indian regulatory environment the companies 
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decided to operate as wholesalers and offer back-end 
support to new or existing local retailing companies 
because the Indian regulations did not allow non-
domestic retailers with several brands to sell directly 
to customers. Thus Wal-Mart and Bharti planned to 
use two different formats for their stores: a franchised 
retail company and a wholesale cash-and-carry joint 
venture. (The Hindu)

Moreover, in compliance with existing rules and 
regulations, both the companies signed two 
separate agreements. The first was to manage the 
establishment of a 50-50 joint venture for back-end 
supply chain management and wholesale cash-
and-carry operations and the second were different 
contract allowing Wal-Mart to franchise itself while 
sharing expertise and technology with Bharti to 
support the retail stores that would be built by its 
wholly owned subsidiary Bharti Retail Ltd. As part of 
the agreement, Bharti was expected to pay a royalty 
between 2 percent and 3 percent of sales to Wal-Mart 
for using the latter's brand name. 

Due to the policy restrictions on foreign direct 
investment (FDI) in the Indian retail sector, this 
franchise strategy with Bharti was a diversion 
from Wal-Mart's usual way of entrance in different 
countries.

Bharti Wal-Mart Business Operating Model

Most of the joint ventures fail due to the improper 
business model, because when two different 
companies from two different countries as well as 
culture came under a venture to run a business their 
types of operation differ from each other. 

In the case of Bharti-Wal-Mart, Bharti is a leading 
company in Indian telecom industry whereas Wal-Mart 
is retail giant in the world. Therefore their operational 
arena is different from each other, and that may be a 
challenge for Wal-Mart to understand management. 
The main problem due to this eminent joint venture 
that Wal-Mart has to face is to build an operational 
model which must match Indian method of working. 
Wal-Mart has to deal with issues like cultural diversity 
and religious preferences and have to collaborate with 
their partner in order to achieve the desired results. 

Bharti and Wal-Mart also seem to be a good fit for each 
other. Bharti is an experienced and well-practiced 

Indian player having good relationships with local 
enterprises and governments. Wal-Mart has expertise 
in providing maximum value to consumers at lowest 
cost. Bharti knows the rules of the game and will save 
Wal-Mart a lot of time and energy to overcome the 
system. Wal-Mart’s logistics as well as supply chain 
capabilities and Bharti’s execution expertise will form 
a potent combination; therefore this venture looks 
great also. 

Wal-Mart's Dilemma- Challenges

“The entry of Wal-Mart will be like an economic Tsunami 
in terms of its destructive impact.”
–Vandana Shiva, environmental campaigner and organic 

food entrepreneur

In India for retailing industry it was a long journey 
due to its protective nature. Due to the Protectionism 
nature of Indian government neither can any of 
the foreign multi-brand retailers invest directly 
in India nor can they own and operate their own 
stores (Kravilanz, 2006). Government imposed 
various controls time to time to protect the rights of 
unorganized retailers as well as local and domestic 
retailers from the well-organized multinational 
retailers. Infrastructure had been another key concern 
and also a variety of obligatory taxation have created 
barriers over the entry for the retail industry. 

The Indian Consumer

Consumers are the key for the success of any business, 
and the taste and preference of customers varies from 
one country to another as well as from one culture to 
another. Unlike the US consumer market, which could 
be characterized by a “buy and repay” mentality, the 
Indian consumer mentality had traditionally been 
“save and buy”. Thus in India, corporate retailers 
spend millions of rupees on advertising costs to 
“create demand and consumer spending”. (Kumar, 
2007). As soon as global brands started flooding Indian 
markets, there were paradigm swings in mindset of 
Indian consumer. Perceptible quality and immense 
choice had upturned the saving habit in favor of 
habitual spending. Increasing brand consciousness, 
demand for quality and luxury products and 
willingness to experiment with brands now become 
the characteristics of Indian consumers. This changing 
mindset in the consumers and India joining the ranks 

Sustainability of Market Leadership Strategy in Indian Retail Sector – Exploring the Wal-Mart Venture
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of world’s biggest consuming societies have altered 
the Indian retail landscape and provides the ample 
growth opportunity for the organized sector. 

"In the U.S., the customer perception about a big 
warehouse store had lower prices, and small, boutique 
stores have higher prices". Whereas in India, the 
perception was exactly the opposite - the bigger store 
has higher prices; smaller shops can offer lower prices 
because their overheads are lower. How will Wal-Mart's 
positioning of lower prices carry forward in a mindset 
where customer perceptions of big versus small are so 
different?"

According to a survey by ASSOCHAM in early 2010, 
kirana stores (mom and pop stores) and local retailers 
were the preferred destination for consumers as 
compared to shopping malls. The survey found that 
goods were less expensive (as much as 25%) in local 
kirana stores as compared to big shopping malls. 

Divergence and Heterogeneity 

The large population of India is a massive advantage 
for Wal-Mart to get more business, but the diversity 
and heterogeneity among those large numbers 
of consumer will make Wal-Mart's task more 
multifaceted. India has different sub-markets within 
one particular market. All those sub-markets culturally 
differ from each other, they have different religious 
beliefs, food habit, language, clothing selections, 
buying powers and tradition. Segmenting the market 
according to those diversified attributes will be a 
challenge to Wal-Mart. 

Supply Chain Management Challenges

Developing a proper and effective supply chain 
system can be another hindrance to Wal-Mart's success 
in India, because India still has the infrastructure 
problems in airports, inadequate roads and sea ports. 
In India transport delay and insufficient electricity 
supply were a daily phenomenon which leads to 
inadequate cold-storages facilities. 

Furthermore, the prominence of middlemen in retail 
and wholesale industries has been a key characteristic 
of India’s retail sector. Wal-Mart’s main and basic 
proposition from its inception was to cut out the 
middlemen and connect producers directly with 
the retailers and work closely with suppliers to 

significantly enhance productivity, packaging and 
quality management but in India the existence of 
middleman is prominent. 

Conclusion

FDI in the retail sector, supported by effective local 
institutions, could play an important role in India’s 
growth dynamics. It is of vital importance for 
companies in order to be successful and competitive 
to first understand the needs and demand of each and 
every customer briefly. Consumers are the key to the 
success of any business, and the taste and preferences 
of customers varies from one country to another as 
well as from one culture to another. Wal-Mart always 
believes in standardization approach in their global 
operations. By this strategy it gained success only in 
countries whose cultures were similar to the American 
culture, but failed in culturally diversified countries. In 
heterogeneous and culturally diversified country like 
India shopping is a social or an entertainment-driven 
event which is unlikely to what Wal-Mart performs 
in U.S., where a single person usually shops for the 
entire family. Thus Wal-Mart’s typical store design 
will work or not is still a question.

The Indian consumer still believes in their traditional 
way of shopping from a store which is very known 
and near to them. They still have assurance in the 
word of mouth of the small store owners rather than 
a big global brand, they believe more in relation than 
good name. Does this mean Indian consumers could 
not benefit from Wal-Mart’s everyday low prices?

Forming a joint venture with Bharti Enterprise could 
be seen as a positive step towards achieving this 
target success. Bharti was seen as an ideal partner, 
providing Wal-Mart with easy access to the second 
most populous country in the world. Whether the 
Bharti-Wal-Mart venture would be successful in 
India and whether Wal-Mart would be able to bring a 
second revolution of retail in India remains to be seen. 

Wal-Mart India President and Bharti Wal-Mart 
managing director & CEO Raj Jain says “it is still early 
days to discuss performance”. But a clear strategy of 
the company has started emerging; and Wal-Mart 
is ready to take the early advantage of the market 
segment related to prices, supply chain, real estate 
and human resource.
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Therefore it may be a challenge to Wal-Mart to bring 
changes not only in their offerings, but also in their 
operations, to match with the multi-dimensional 
Indian market. Still to see whether Wal-Mart will 
be successfully able to create a soft-corner in Indian 
customer’s mind apart from those 'Kirana' stores.
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Feature Article
Developing Frontline Leaders : 
An Organizational Imperative

Srimant Kumar Mallick*

ABSTRACT

The rapid growth in economy has been contributed significantly by robust growth of many 
companies around the world. One of the major challenges these companies face on their 
growth path is paucity of frontline leaders. The frontline leaders are those who have been 
elevated to the leadership position for the first time. These frontline leaders act as a vital link 
between the working group and the middle management .This is the level where strategy 
gets executed and hence developing these frontline leaders is of paramount importance as 
they are the ones who operationalize the strategy. These front line managers what we say 
in our management lingo needs to transcend to frontline leaders by smoothly transitioning 
from independence to interdependence and coping up with the conflicting demands posed 
by multiple forces. They need to deal with the subordinate effectively by delegating and 
empowering them as well as giving them constructive feedback. Equally important for them 
is to manage their boss without being too close or too compliant. While carrying out the 
assigned tasks they should always focus on the goal and for achieving the goal they should 
be able to network so that they can garner the much needed resources for accomplishing the 
goal. The author feels that the top management of the organisation has an important role to 
to create the right atmosphere across the organization to empower the front line leaders to 
think objectively and take required decisions in a rational and balanced manner and thereby 
contribute to the growth story of the company

Introduction

Developing front line leaders is the strategic challenge for many companies 
today. These are people who become leaders for the first time in their career. 

The transition from individual worker to team leader poses formidable challenges. 
The top management has high stake in this process and should provide all help to 
make the transition smooth. The world economy has grown at a rapid pace and 
many companies have contributed to this growth significantly. It has been found 
that one of the major challenges for these fast growing companies is attracting 
and retaining talent. In fact the strategic challenge such companies face today is 
to create a pool of leaders’ fast enough to keep pace with the growth of business. 
Many of the team leaders are people who have become managers for the first time.
We will refer to them as front line leaders in this article. In most cases they are 
young and are not really prepared for the role. Yet, they have to be pushed into 
these roles taking into account both the growth needs of the company as well as 
their high aspirations. In short, growing front line leaders is what is grabbing much 
attention of management these days.

*Asstt General Manager (Academic) & Sr Faculty Member, MTI, SAIL, Ranchi

“Slowly, the new 
manager unlearns 

the existing 
mind-set and a 

new professional 
identity emerges.”
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It is a Different Ball Game

These front line leaders usually face a different set of 
challenges. One of the first things they discover after 
they are promoted is that their role is far more complex 
and demanding than they have ever imagined. They 
are surprised to learn that the skill and approach 
required for success as an individual contributor are 
quite different from those required for the success 
as a manager. As individual contributor, success 
depended primarily on their personal expertise and 
actions. As managers, they are responsible for setting 
and implementing an agenda for a whole group, 
something for which they are not prepared.

They also realize that there is no clear-cut formula for 
success. Learning to lead is a process of trial and error 
that comes from on-the job experiences, especially 
adverse experiences in which the new manager, 
working beyond his current capabilities, learn things 
the hard way. Most star performers  have not made 
many mistakes, so this is new for them . The learning 
occurs incrementally and gradually and also somewhat 
painfully. Slowly, the new manager unlearns the 
existing mind-set and a new professional identity 
emerges. The kind of psychological adjustment is 
taxing for most new leaders.

Problems they Face

It is necessary to understand why front line leaders 
get into problems. The problems they face can be 
divided into the following categories:

 Dealing with subordinates

 Dealing with boss

 Displaying confidence

 Focusing on the big picture

 Focusing on activities as opposed to goals

 Giving feedback

 Building networks

Dealing with Subordinates

Front line leaders eagerly look forward to the rights 
and privileges that come with being the boss. They 
assume that they will get more authority, freedom 
and autonomy in their new role. What happens 
instead is that they feel constrained, especially if 
they are used to the relative independence of a star 

performer. After becoming leaders, apart from gaining 
new authority they find themselves surrounded by 
interdependencies. They are enmeshed in a web of 
relationships, not only with subordinates but also 
with bosses, peers, and others, inside and outside the 
organization, all of whom make relentless and often 
conflicting demands on them. The resulting daily 
routine becomes too hectic and fragmented.

Most new managers also tend to lean heavily towards 
a hands-on, autocratic approach, not because they are 
eager to exercise power over people but because they 
believe it is most effective way to produce results. But 
this approach often backfires. They soon learn that 
when direct reportees are told to do something, they 
don’t necessarily respond. In fact, the more talented 
the subordinate, it is less likely that they would follow 
orders. Even if they are able to achieve some measure 
of control, it turns out to be a false victory.

Front line leaders may succeed in enforcing compliance 
but fail to produce the required commitment of 
team members. If people are not committed, they 
won’t take the initiative. And obviously without 
initiative, delegation becomes difficult. After a few 
painful experiences, new managers realize that their 
authority can come only after they establish credibility 
with subordinates, peers, and superiors. They have 
to demonstrate both competence and character. 
Character means the intention to do the right thing. 
Competence means knowing how to do right things.

The challenges are even greater when the team is 
somewhat large. During their first year on the job 
many new managers fail to recognize, leave alone 
assume their team building responsibilities. Instead, 
they focus on building closer relationships with 
each individual subordinate. They wrongly equate 
the management of their team with managing the 
individuals on the team. Not surprisingly many first 
line leaders spend too much time with small numbers 
of trusted subordinates, often those who seem most 
supportive. The result is that new managers tend to 
take sub-optimal decisions that are based on limited 
information.

Delegation

Effective delegation may be one of the most difficult 
tasks for front line leaders’. Senior managers give 
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them big responsibilities and tight deadlines, and 
they put a lot of pressure on them to produce results. 
The natural response of rookies when faced with 
such challenges is to ‘Just do it’. They do not think 
of delegating. This reluctance to delegate arise due to 
various factors. First is the fear of losing stature and 
feeling redundant. Second is the fear of abdicating 
control: Will someone else do it correctly? Due to 
this fear, the rookie manager may delegate task but 
supervise the subordinate so closely that he will 
never feel accountable. Finally, the front line leader 
may be hesitant to delegate work because he is 
afraid of overburdening his subordinates. He may be 
uncomfortable in assigning work to former peers for 
fear that they will resent him. In some cases, he may 
not have an effective monitoring scheme in place.

The Mental Block towards Delegation can be 
Grouped as Follows

 It is easier for me to do it than explain to someone else

 I do not have confidence in my people

 I like to get things done in my own way

 My subordinates will resent the additional work

 People expect me to take decisions

Effective Delegation has Several Building Blocks

 Understand the task well 

 Identify the skill and capabilities needed

 Understand the strengths and weakness of the 
team members

 Communicate clearly

 Provide necessary resources to the subordinates

 Monitor from time to time; Trust but not verify

 Focus on results not activities

 Resist the temptation to jump in too early

 Give feedback from time to time

 Be tolerant of failures

It is important to remember that delegation should 
not lead to abdication of responsibility.

Dealing with the Boss

Most frontline leaders see their relationship with their 
boss more as one of servitude than of partnership. 
Not only does the boss’s position intimidate them, but 

at times, they also feel vulnerable. They will normally 
not seek the help of their boss even when they run 
into difficulties because they see the boss as a threat 
rather than an ally in their development. Due to the 
fear of punishment or mistakes and failures, they 
resist seeking help. Front line leaders should view 
their boss as a critical source of support. The boss has 
to create an atmosphere of trust and should help get 
them connected with the rest of the organization, 
align priorities with organizational needs and help in 
mobilizing the resources badly needed.

To fully leverage the relationships with their boss, 
frontline leaders should:

 Understand the boss’s as well as their strengths, 
weaknesses, working style and needs

 Use this understanding to build a win-win 
synergistic relationship

 Avoid viewing the boss as an obstacle and getting 
into a fight

 Also, avoid being compliant and agreeing with the 
boss all the time.

Confidence

Looking confident even when the pressure is 
mounting on when things are going wrong is an 
important trait which frontline leaders often lack. 
These leaders are often so internally focussed that they 
are unaware of this need or the image they project. 
During the first weeks and months on the job, if they 
don’t project confidence, they are unlikely to inspire 
and energize their teams. Many new managers are 
unaware that when they do not display confidence, 
the performance of the team drops. Confidence 
comes partly from past success. But, confidence is also 
the cause of future wins. It is all about having positive 
expectations that generate the positive energy and 
enthusiasm required to work towards difficult goals, 
the resilience to bounce back from adversity and the 
equanimity to confront their circumstances honestly, 
even in bad times. Top management has to be very 
supportive at this stage and give positive strokes even 
for small achievements to build confidence. Low level 
of confidence can create problems. Once confidence 
diminishes, a losing streak can set in, often leading to 
a vicious cycle. When people are losing, they may:
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 Stop communicating

 Criticize and blame others

 Disrespect others

 Become isolated

 Spread negativity

 Focus inward and become more self-conscious 
which further decrease their skill

 Lose initiative 

 Forget goals and aspirations

Focusing on the Big Picture

Inexperienced managers allow immediate tasks to 
overshadow overarching initiatives. This is particularly 
true for those promoted from within, because they 
have just come from the scene of action where they 
are accustomed to constant firefighting. As star 
individual performer armed with plenty of technical 
knowledge, rookie managers instinctively run to the 
immediate rescue of any of their subordinate in need. 
They find it easier and more exciting to get involved 
in such emergencies. But many of these emergencies 
are not really true emergencies. In the process of 
fighting fires, rookie managers fail to find the time 
to think strategically for the department and do not 
address structural issues.

Goal vs  Activities

Front line managers commonly focus on activities 
rather than on goals because activities can be 
accomplished quickly whereas achieving goals 
generally takes more time. They should have written 
goals that clearly distinguish between the goals and 
their supporting activities. This kind of a goal setting 
discipline will help the new managers organize their 
strategic game plans. Critical but soft goals such as 
people development are often overlooked because 
they are difficult to measure. Putting such goals in 
print with clear action steps makes them concrete, 
leading to a sense of accomplishment when they 
are achieved and a greater likelihood that they will 
be rewarded. Managers with clear goals will be less 
tempted to micro manage and instead, will focus on 
thinking about the right issues and deploying their 
teams effectively and then only they can transcend to 
a leader.

Giving Constructive Feedback

It is a human nature to avoid confrontations. Not 
surprisingly, most people feel awkward when they 
have to correct others’ behaviour or actions. When 
a subordinate is struggling to meet the performance 
goals, the front line leader tends to sit back, watch 
and hope that things will magically improve. Other 
subordinates observe the situation and become 
frustrated by the manager’s inaction .Meanwhile as 
the period of inaction continues and the concerned 
subordinate still does not meet the goal, the manager’s 
own frustration builds up. The straightforward 
performance issue becomes a credibility problem. 
When the manager finally address the problem, 
he personalizes it, lets the frustration seep into the 
discussion with his subordinates, and finds the 
recipient rushing to defend himself from attack. 
Inexperienced managers generally wait for too 
long before they decide to talk about performance 
problems with their staff.

Giving Feedback Involves the Following

 Focus on improving rather than criticizing 
performance

 Demonstrate sincerity

 Be specific

 Be realistic and focus on things which can be 
controlled

Building Networks

The people most likely to make life difficult for front 
line leaders are those who do not fall under their 
formal authority, outside suppliers, for example, or 
managers in other department. Front line leaders 
should realize that their job goes beyond managing 
the team of direct reportees and requires managing 
the context within which the team operates. Unless 
they identify and build effective relationships with 
key people the team depends upon, the team will lack 
the resources necessary to do its job. It is commonly 
assumed that only extroverts are good at building 
networks. The fact is all of us can do some amount of 
networking. What is necessary is the front line leaders 
should display a positive attitude towards working 
with others. Helping people in other departments 
ensures that assistance from others is available when 
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needed. Networking is a matter of discipline, finding 
that little bit of time to do things that don’t look 
urgent but are nevertheless important from a long 
term perspective.

Conclusion

Frontline leaders hold the key to effective 
performance of an organization. These are the people 
who ultimately get the work done. Top management 
must realize that unless these front line leaders are 
trained before they are asked to lead teams, many of 

them will not do well. Senior leaders must do their 
bit. They must prepare front line leaders carefully 
for their jobs through classroom training as well as 
mentoring and coaching. They also have to create the 
right atmosphere across the organization to empower 
the front line leaders to think objectively and take 
required decisions in a rational and balanced manner. 
The time and effort spent in this regard is worth it. 
Otherwise, the organization could be facing a double 
whammy loss of a trusted and effective performer and 
the spectre of an ineffective, bitter supervisor who can 
adversely affect team productivity.
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Feature Article
Human Factors and their influence in Project 

Implementation Success

Susmit Roy*

ABSTRACT

In recent times the implementation of projects has become a great challenge considering 
the various type of resources used and the criticalities involved in using them. As a result, 
determining project success has become a complex issue. The success of a project is derived 
as a result of interaction of various factors involved in the project. Among these factors, 
human factors, are important contributor and considering the shift in the demand and the 
complexities in project, these factors are gradually gaining importance in making a successful 
project. The agencies like top management, project manager, project team members, vendor/ 
suppliers/ contractors, client and statutory bodies are the main source of human influence 
in project. For these agencies, the human factors are at a varying degree of importance with 
regard to project implementation success. The objective of this study is to analyse some of 
these human factors and their importance across all the sources as well as individually for 
each of the sources.

Project & Project Management - The Sources of Human Influence

Over the years the way the projects are managed have changed considerably. 
Today huge amount of money is being spent in acquiring new technologies 

through projects. Diverse group of people are associated with project and there 
is rapid shift in global markets as well as in the prevailing concepts of quality in 
project management. All these have made project management a very important 
discipline, the knowledge of which every project manager should possess. On the 
flipside of it the project management as a discipline is often misunderstood and 
because of the involvement of diverse functions and people it is thought to be very 
complicated, resulting in the improper practice of this discipline (Kandelousi, Ooi, 
Abdollahi, 2011). The people involved and their activities in a project environment 
can be elaborated thus:

The top management of the organization carrying out the projects may not be 
directly involved in project but may provide valuable assistance in arranging for 
funds and sometimes mobilizing support from other functional groups towards 
the project objectives. However, at the ground level of project execution, it is felt, 
that their activity is quite limited.

The Project Manager, as head of project organisation and a person who is 
responsible for integrating all efforts from different functional disciplines and 
directing them to achieve the project objectives has an important role in the 
successful implementation of projects. In the process of carrying out these activities 
the project manager has to negotiate with different functions and may sometimes 
require resolving the conflicts that arise in the process. 

*Dy General Manager (Academic) & Sr Faculty Member, MTI, SAIL, Ranchi
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The Project Team is composed of individuals putting 
in their efforts under the direction of the project 
manager to achieve the project objectives. As the 
base team for implementation of the project their 
knowledge & skill, mutual trust and respect are 
responsible for the team cohesion which eventually 
contributes to project implementation success.

The Contractors, vendors or suppliers are the external 
agencies which can influence the project success 
through their activities and it is the responsibility of 
the project manager and the project team to integrate 
these agencies and their activities so that project 
objectives in terms of time, cost, quality and scope are 
achieved.

The two other agencies – client/customer, either 
internal or external and the statutory agencies, may 
not be directly involved in the project or the project 
management process but may wield considerable 
influence on the project performance. 

Project Success - Different Dimensions 

Even with a strong project management discipline 
the projects may not see success as end result. When 
we talk of success in the perspective of a project 
it basically means successful implementation. The 
project implementation, according to Pinto & Slevin 
(1989) is a complex activity, usually requires extensive 
and collective attention to a broad aspect of human, 
budgetary and technical variables. They further 
defined the successful implementation of project in 
terms of four basic criteria like 

 Adherence to time/ schedule

 Adherence to budget

 Effectiveness in terms achieving its goals that are 
set for it

 Acceptances by the clients

Apart from the above, it may sometimes be considered 
that any big project completed without any fatal 
accident is a successful project. Considering the larger 
goal of project the “no accident” scenario may be of 
lesser value, however, this may be considered as a 
criteria. 

The ten-factor model of successful implementation 
of project (Pinto & Slevin, 1987) indicated several 

factors like Project Mission, Project Schedule/Plan, 
Client Consultation, Personnel Issues, Technical 
tasks, Client Acceptance, Monitoring and Feedback, 
Communication, Toubleshooting that contribute to 
the success of a project.

Some studies have defined critical success factors 
for projects as “elements required to create an 
environment where projects are managed consistently 
with excellence” (Kerzner , 1987, p-32). The study also 
focused on the stakeholder satisfaction as a criterion 
for project success. 

Another study suggested that projects are influenced 
by seven forces and they contribute to project success 
(Morris & Hough, 1987). The model involves i) the 
eternal context of the project that encompasses project 
sponsorship (including the budget and schedule) and 
ii) external influences like political, social, technical, 
legal, environmental and economic factors. The 
project also involves a project strategy that consists 
of iii) attitudes that reflect the importance attached 
and support given to the project at all levels of 
management and iv) definition that indicates what 
the projects want to achieve and the approach to 
technology and design to achieve this. The framework 
also involves internal driving forces such as v) people 
and their management, vi) leadership and team work, 
vii) systems related to planning, reporting and control 
and organization related to roles, responsibilities and 
contractual relationships.

A study also established 19 factors that impact the 
project performance (White & Fortune, 2002). In the 
survey conducted on 236 project managers  who were 
interviewed and the respondents not only identified 
these factors and ranked them according to their 
degree of criticality in their experience (each of the 
respondents ranked three most critical factors) but 
they also identified a couple of more factors and ranked 
them. Some of these factors which are of interest for 
the present study are:  Clear goals/objectives, Support 
from Senior Management, End user commitment, 
Effective Leadership/Conflict Resolution, Clear 
communication channels, Contextual awareness, 
Effective monitoring and feedback, taking account 
of external influences, effective team building/ 
motivation, training provision, having access to 
innovative/talented people and support from stake 
holders/champions.
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A study of the available literatures has led researchers 
(Chan et. al, 2004)  to suggest critical success factors for 
project implementation under five major categories 
– Project related factor, project procedures, project 
management actions, human related factors and 
external environment. It was also established that 
apart from affecting the success of a project these 
factors are also interrelated and intrarelated.

Jugdev & Muller (2005) in their study related to 
project success and their changing dimensions over 
four decades viewed project as a strategic initiative 
requiring top management commitment and their 
involvement in providing vision, strategy and 
sponsorship. The senior management is responsible 
for a link between the organizational plans and the 
goals and objectives of the selected project. Citing the 
other recent studies, the authors pointed out that the 
modern approach shifts the responsibility of project 
success considerably on the project owner and the 
need for empowering the project manager to carry 
out his responsibility. This is also reflected in the 
continuous communication between the owner and 
the project manager in case of successful projects.

Success factors that affect project implementation 
vary from broad general outlines to specific point 
of consideration and are evident in some studies 
(Kuen et al , 2009). While corporate understanding, 
executive commitment, environment, organizational 
adaptability are of very general nature the likes of 
project manager selection criteria, project manager 
leadership/empowerment, commitment to planning 
and control, project mission/common goal/direction, 
top management support, client consultation/ 
acceptance, monitoring performance and feedback, 
Personnel/teamwork, Technical task ability are factors 
of specific nature that affect project implementation.

The studies have brought out a wide range of 
factors that have contributed or have the potential 
to contribute substantially to the successful 
implementation of projects. Among these factors, it 
can be observed that some also emanated from the 
human sources. 

Human Factors in Project Success 

The study of different literatures indicate that the 
human influence in any project comes from the 

following sources:

 Top Management

 Project Manager

 Project team

 Client / Customer

 Contractors/ Vendors/ Suppliers

 Statutory Agencies

There are certain actions and behaviours that these 
sources apply in a project environment to ensure 
successful implementation of project. These action 
and behaviours are termed as Human Factors, in 
view of their origin from human sources. These 
human factors have a varying degree of importance 
across these sources towards project success e.g 
communication is one important human factor which 
is applied by all the above sources but the relative 
importance of this factor for project success may vary 
across these sources. 
The human factors that are used by the sources most 
commonly in a project environment and are a subject 
of the present study are: 
 Communication

 Decision Making

 Leadership Ability

 Project related knowledge and skill

 Conflict Resolution Skills

The Study

A study was conducted to find out the relative 
importance of each of the human factors as they 
are applied by these sources as well as their overall 
importance in project implementation success. 

A questionnaire survey was carried out among 
the practicing project management professionals 
associated with different projects in SAIL plants. It 
was felt that these people who are associated with 
project implementation will be in a better position to 
assess the importance of these factors against each of 
the sources.

The top management, apart from taking a decision for 
the project and selection of the project manager the 
top management may have only limited contribution 
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towards the identified human factors at the execution 
level to ensure project success. Though they in some 
cases help in funding of the project, getting cross 
functional impedances removed or review the project 
progress and contribute in decision making but their 
involvement and contribution in the day to day 
activities of the project are limited. 

Respondents in this study were asked to rank these 
factors in order of their increasing application by each 
of the sources in their experience. The maximum 
application of the factor by the source was rated as 1 
and the least being rated as 5 with intermediate rating 
for decreasing level of application according to their 
experience. The responses were first summarized for 
each of the factors against each source to find out their 
relative importance and then further summarized 
to get the overall importance of them across all the 
sources. The lower ranking figure indicates more 
importance of the factor corresponding to the sources 
in project success.

Human Factors and their Influence

The survey was initiated with the identification of 
different factors that affect the project success. While 
ranking these factors the respondents felt that human 
factors are the most important among all the factors 
that affect the project success. 

Table 1: Ranking of different factors in terms of their 
influence in Project Success

Factors affecting Project Success Avg. Overall Ranking*

Project related factors 2.44

Organisation related factors 2.63

Environment related factors 3.07

Technology related factors 2.72

Human related factors 1.84

(*Lower ranking indicates more contribution towards Project Success)

It has been found that communication is one 
important human factor that affects the project 
implementation success. Proper communication is 
necessary for aligning the different agencies with the 
project objectives under the framework of policies and 
procedures as well as the changes therein from time to 
time. This communication helps the project manager 
to keep track of the activities of his team and to make 
the project team be aware of the stage at which the 
project is at that point of time. The communication 

between the project manager and the vendor/ 
contractor/supplier is the essence of coordination 
and smooth progress of the project. Communication 
between the project manager and the customer/client 
generally takes place in respect of some clarification, 
scope change and review of project progress. Statutory 
agencies and project manager may communicate to 
clarify the adherence to stipulations or any specific 
requirement but nowadays this communication has 
also gained substantial importance. 

The survey findings also placed the communication 
between the sources as the top most priority factor 
in project success. This has been summarized in the 
table below

Table2: Ranking of Human Factor across different 
sources: Communication

Sources
Factor - 

Communication
Avg. Overall 

Ranking

Project Manager 2.29
2.19*

1= max. 
importance.

5= least 
importance.

Project Team Members 1.98

Client/Customer 2.39
Vendors/Suppliers/
Contractors

2.21

Statutory Bodies 2.09
(*Lower ranking indicates more application resulting in more contribution in Project Success)

The next factor that influences the project success 
is the project related knowledge and skill. That is 
why selection criteria for a project manager based 
on his technical and administrative skills are so 
important for successful termination of the project 
(Pinto & Slevin, 1989). Project team is an important 
contributor in the project success. The competence of 
the team members has been found to affect not only 
the implementation of the project but also have an 
impact on client satisfaction. Project manager’s skill 
in marketing the project influences the other source 
of human influence i.e the client in terms of their 
attitude towards the project. The project manager’s 
managerial skills in handling the vendors/ contractors 
can affect the project progress and their technical 
knowledge about the deliverables can significantly 
affect the project implementation success. Further 
good communication channels among the project 
manager, the organization and the client helps in 
the acceptance of the project outcome by the client. 
(Belassi & Tukel, 1996).
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The survey results shown below have put the project 
related knowledge and skills as the second most 
important factor contributing towards project success.  

Table 3: Ranking of Human Factor across different 
sources: Project related Knowledge & Skill

Sources
Factor – Project 

related Knowledge 
and Skill

Avg. Overall 
Ranking

Project Manager 2.36
2.45*

1= max. 
importance.

5= least 
importance.

Project Team Members 2.14

Client / Customer 2.49

Vendors / Suppliers /
Contractors

2.33

Statutory Bodies 2.93

(*Lower ranking indicates more application resulting in more contribution in Project Success)

Project Manager’s ability to take decision with respect 
to his team as well as the project is a factor that affects 
the project implementation. Client/Customer decision 
making is primarily related to the project objectives 
of time, cost and the quality of work. Project team 
members’ decision making involves mainly the project 
work and sometimes may get affected by the project 
manager’s decision. Contractor’s decision making is 
limited to his area of work and is mostly influenced by 
the project requirement and his own constraints. The 
more these two are in line with each other the more 
is the chances of project success. Statutory agencies 
may not be actively involved in decision making for 
a project but may affect the decision taken by the 
project manager.
The survey results as shown below has put Decision 
Making as the next human factor that contributes to 
Project Success.  

Table 4: Ranking of Human Factor across different 
sources: Decision Making

Source
Factor – Decision 

Making
Avg. Overall 

Ranking

Project Manager 2.35

2.53*
1= max. 

importance.
5= least 

importance.

Project Team Members 2.69

Client / Customer 2.37

Vendors / Suppliers /
Contractors

2.51

Statutory Bodies 2.74

(*Lower ranking indicates more application resulting in more contribution in Project Success)

Apart from decision making, the leadership ability 
of the project manager consists of communication, 
integrity of character, visionary and supportive of 
team members, good decision making ability and 
leadership by example along with coordination 
followed by motivation (Piyush et al 2011). The recent 
research results also support the view that managers 
of successful projects possess not only the technical 
and management capabilities but also leadership skills 
that is responsible for the motivation of the project 
team and for the strategies to align the clients and 
other external agencies to the project objectives and 
drawing their support (Hyvari, 2006). They stimulate 
the process of internal motivation through their 
qualities like strong will to win, focus on the results, 
creating trust among his people and creating a culture 
of readiness.

The survey has put this factor on the lower side of 
the ranking in comparison to the other factors that 
affect the project success. The survey has ranked the 
different sources as given below:

Table 5: Ranking of Human Factor across different 
sources: Leadership Ability

Source
Factor – 

Leadership Ability

Avg. Overall 

Ranking

Project Manager 2.14
2.91*

1= max. 

importance

5= least 

importance.

Project Team Members 2.95

Client/Customer 3.03

Vendors/Suppliers/

Contractors
3.03

Statutory Bodies 3.39

(* Lower ranking indicates more application resulting in more contribution in Project Success)

Conflict in Projects may have sources in the project 
team or in the other agencies outside the project team. 
The project manager has to find out the potential 
sources of conflict among his team members or the 
sources outside the project team. It can even be with 
client/ customer or with the contractors/vendors. The 
conflict with Statutory Agencies may revolve around 
the stipulations those are to be followed and the project 
manager has a role to resolve this conflict within the 
frame work of rules and regulation of the company. 
It has been observed that usually conflict occurs in 
the area of schedules, administrative procedure, 
personality conflicts, staffing problem, priorities of 
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project, technical conflicts and cost objectives (Piyush 
et al. 2011). 

The survey has put this factor at rather low level 
indicating that this factor contributes comparatively 
low in the project success than the other factors. The 
results are shown as below:

Table 6: Ranking of Human Factor across different 
sources: Conflict Resolution

Source
Factor – Conflict 

Resolution

Avg. Overall 

Ranking

Project Manager 3.09
3.15*

1= max. 

importance

5= least 

importance.

Project Team Members 3.45

Client/ Customer 3.31

Vendors / Suppliers / 

Contractors
2.95

Statutory Bodies 2.97

(* Lower ranking indicates more application resulting in more contribution in Project Success)

Discussion on the Study Result and its Limitation

The importance of proper communication has 
been highlighted by the respondents in the survey. 
However, they felt that proper communication is 
more important for project team members and the 
vendors/ contractors than the project manager. That 
the communication is gaining importance between 
statutory bodies and the other sources is also evident 
from this survey. Project related knowledge and skill 
are more important for team members and vendors/ 
contractors than the project manager is what the 
respondents felt. However, they felt otherwise when 
it comes to decision making and leadership ability. 

They are of the opinion that this ability is of prime 
importance and applicability for the project managers 
for the success of a project while it is of much lesser 
importance for other sources. With regard to conflict 
resolution the responses indicate that conflict 
resolution is important for vendors/contractors 
and the statutory bodies. It is based on the feeling 
that resolution of conflict with statutory bodies and 
vendors/contractors will lead to smooth progress 
of project thereby ensuring its success. The study 
has taken into account the opinions of the persons 
either at the project manager level or at the project 
team member level. The responses, therefore, have 
manifested the impression of a select group of people 
representing the human source of influence either as 
project manager or a project team member.

Conclusion – Human Factors in Project 
Implementation Success 

The above studies and the data suggest that the human 
factors are important contributor to the project success 
though at varying level. The study was restricted to only 
five human factors which it was felt are of importance. 
However, there are several other human factors which 
may affect project success depending on the project 
environment. The sources like Client/customer or the 
vendors/contractors/suppliers or even the statutory 
bodies can affect the project implementation within 
the limitation of their own involvement in the project 
but it can also be said that the project managers and 
project team members are the two important sources 
that can exercise highest level of human influence in 
project implementation success. 
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Feature Article

“Good corporate 
governance on 

its own will not 
protect companies 

from taking 
excessive risks.”

Strategic Corporate Governance: The Rationale for 
Independent Audit Boards

Bishwajit Chowdhury*

ABSTRACT

Good corporate governance will not protect companies from taking excessive risks. They 
need to tackle the problem by setting up better risk control.  Corporate governance on its 
own cannot make up for a toxic corporate culture. Companies should continue to reform 
with systems of checks and balance. They profit from spending less time in drawing up ideal 
constitutions and dos  and don’ts  and more time thinking about intangible things such as 
firms' values and culture.

Introduction

William Shakespeare, Hamlet, Act1 Scene IV.  Emphasis mine. Modern English 
interpretation: ”To certain people who have some birth defect, they are not 

responsible for, since nobody chooses birth, or some weird habit or compulsion 
that changes them completely :It happens  that one little defect in these people, 
wonderful and talented they may be, will make them look completely bad to 
other people. A tiny spot of evil casts doubt on their good qualities and ruins their 
reputations.”

ad infinitum since Independence, has crossed the textual threshold of lexicon 
and probably corrupted and wasted the sense and sensibility of India’s collective 
consciousness. Needless to cite the academic statistics and a quagmire of numerical 
that everyday beseeches our national morale, globalisation of corruption in India 
albeit is post-liberalisation syndrome breeding unweeded in feudal soil of a socially 
stratified culture (Bloch , 1962).

Yet the winds of change blowing from the weird West swept across the Indian 
peninsula with a cyclonic pace. The past decade has seen nothing less than a 
revolution in the command centres of mixed capitalism: corporate boardrooms and 
governance. The ancient régime of corporate maharajas with golf and long lunches 
has been thrown aside, and replaced by a new order based on transparency and 
accountability free of corruption. 

The new order has its roots in Sir Adrian Cadbury in the 1990s. But it was given a 
powerful shove in 2001-02 by debacles at Enron and WorldCom, and the subsequent 
Sarbanes-Oxley legislation. Reformers in America and elsewhere argued that checks 
and balances were just as important in the corporate governance as they are in national 
body politic. Companies needed to have powerful shareholders and independent 
directors to keep a watchful eye on the agents and managers. In 2009 both the New 
York Stock Exchange and the NASDAQ demanded that companies should have a 
majority of independent directors: India rushed to be among the first followers. 

*Asstt General Manager (IA), Internal Audit Department, ISP, SAIL, Burnpur
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Booz & Company's annual survey of the world's 
biggest public companies shows how far-reaching this 
revolution has been. Firms now routinely separate 
the jobs of chairman and chief executive: in 2009 
less than 12% of incoming CEOs were also made 
chairmen, compared with 48% in 2002. CEOs are 
held accountable for their performance—and turfed 
out of the golf court if they fail to perform, with the 
average length of tenure dropping from 8.1 years 
in 2000 to 6.3 years today. Companies have turned 
to a new class of professional directors sign up for 
Executive Development Programmes at Ivy League 
business schools because Sarbanes-Oxley makes them 
personally liable for the accounts and financial reports 
that they sign.

This model is quickly becoming the norm for India 
in public and private sector alike. But is it quite as 
robust as the reformers claim? The financial crisis of 
2007-08 provided the toughest possible test. Some 
firms weathered it much better than others: America's 
Citigroup and Switzerland's UBS experienced severe 
losses whereas JPMorgan Chase and Credit Suisse 
suffered far less damage. ICICI in India suffered more 
than SBI.

Corporate activists seized on the crisis with more 
substantiated proof of their arguments. Big MNCs 
and emerging ones in India whether bank or 
manufacturing were badly managed, they argued. 
Nell Minow (2011), one of the most industrious of the 
reformers, flatly declared that “the recent volatility” 
proved that the “need for better corporate governance 
has never been clearer or more pressing.”#

# Sceptics and academic research point to counter-
examples. Some banks which performed best 
during the crisis flouted the rules of good corporate 
governance: Santander had a monolithic family 
control and a powerful executive chairman. And 
some banks which did worse were paragons of 
good governance: Citigroup and Lehman Brothers 
employed powerful outside directors including, in 
Lehman's case, an economist known as “Dr Doom”. 
Royal Bank of Scotland received enthusiastic 
encouragement from its institutional shareholders 
for its acquisition of bits of ABN AMRO. David 
Erkens, Mingyi Hung and Pedro Matos, of the 
University of Southern California, powerfully 
reinforces the sceptics' case.

Gerhard Cromme surprised no one with the news 
on March 7th 2013 that he would step down from 
the Board of German steel giant ThyssenKrupp 
after serving it for 24 years.  A series of scandals 
and investment failures preceded before a raid by 
competition officials on ThyssenKrupp offices on 
suspicions that it had been part of another steel price 
ring, this time involving sales to the auto industry. In 
2012 ThyssenKrupp was fined €103m for colluding 
with others on the price of railway track.

The company’s misguided investments in two new 
steel plants in Brazil and America, prompted a €5 billion 
loss during F.Y.  2011-12 exasperated shareholders. A 
scandal involving expensive joyrides for journalists 
and workers’ representatives had further suggested 
lack of grip at the very top.

It is not clear how this resignation will affect Mr 
Cromme’s other big role as chairman of Siemens, 
the German conglomerate, which has also been 
controversial. Before he resigned as ThyssenKrupp’s 
chairman, he had already lost his reputation as the 
pioneer of a cleaner corporate culture. He was the 
founding chairman of a government-sponsored 
commission on corporate governance, but failed to 
practice what he preached. 

David Erkens, Mingyi Hung and Pedro Matos (2012) 
of the University of Southern California argue that in 
the run-up to the crisis powerful institutional owners 
pushed firms to take more risks to boost shareholder 

Strategic Corporate Governance: The Rationale for Independent Audit Boards 
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returns. This suggests, they argue, that outside 
shareholders may be inherently more risk-hungry 
than managers and directors who have their fortunes 
tied up with their companies. They also argue that 
independent directors were much more likely to press 
firms into raising more equity capital even when the 
company's share price was tanking. One possible 
reason for this is that independent board members are 
worried that their value in the market for directorships 
will plummet if they have overseen companies that 
have filed for bankruptcy or debt restructuring. 

What do these striking results tell us about corporate 
governance? Certainly not that company should turn 
conventional wisdom upside down and re-embrace 
the old order. Admirably sceptical about their own 
scepticism, the authors point out that the evidence 
from Asia since its 1997-98 financial crises suggests 
that greater external monitoring has produced better 
performance. 

Good corporate governance on its own will not 
protect companies from taking excessive risks. They 
need to tackle the problem directly, by setting up 
better risk control. Good corporate governance on its 
own cannot make up for a toxic and corrupt corporate 
culture. Companies should continue to reform with 
systems of checks and balance But they would also 
profit from spending less time drawing up ideal 
constitutions and dos and don’ts and more time 
thinking about intangible things such as firms' values 
and traditions.

In Spain's best newspaper, El País, Prof. Victor Lapuente 
Giné, a Spanish political scientist in University of 
Gothenburg's Quality of Government Institute 
wrote on multiple scandals in Spain, many of them 
involving property deals and local government. He 
asks why countries like Spain, France, Italy or Portugal 
"have for years shown levels of corruption and 
governance closer to those of developing nations with 
authoritarian governments, than advanced capitalist 
countries of the OECD for decades". The article tries 
to isolate some factors which distinguish Spain from 
countries with very low levels of reported corruption, 
such as Sweden. He seeks to discount theories based 
around cultural difference*. 

*But Dr Lapuente Giné calls cultural arguments 
"dangerous and intellectually unsatisfying", because 
they muddle cause and effect. A growing number 
of studies show that countries develop a culture 
of distrust between different branches of society 
as a consequence of high levels of corruption. He 
prefers a structural explanation. In a typical mid-
sized European city of 100,000 to 500,000 people, 
he writes, perhaps two or three people, including 
the mayor, depend on the victory of a certain 
party for their jobs. In a mid-sized Spanish city, 
the party that wins local elections can give senior 
posts to hundreds of people, similar to Panchayat 
and Municipal or mayor elections of local bodies 
in India. This means that people need to get rich 
quick, in case they lose their jobs at the next election, 
as he suggests. It also means that corrupt elected 
politicians may not fear being denounced by 
impartial, independent civil servants and judiciary.

Culture does come up often as an explanation for 
the presence or lack of corruption. Ex-communist 
countries many times weed corruption unheeded. 
The same thing in Greece with centuries of Ottoman 
rule is cited as a plausible cause for Greek Tragedy of 
2011 still reeling under its fragile economy. According 
to the liberal thinker Johan Norberg, the relative lack 
of corruption in Sweden is the fact that it was never 
a feudal country, with large landowners ruling over 
disenfranchised peasants. Instead, small farmers with 
their own small land holdings were governed at the 
local level by their peers: their brothers, cousins and 
neighbours. So cheating the state, by dodging taxes 
was cheating your own, an anti-dote prescient of M. 
K. Gandhi and E. F. Schumacher. 

A corruption free society rests on robust corporate 
governance in 21st Century, argues Joseph Stiglitz 
in Freefall. The same argument is reflected in the 
polymathic writings of Amartya Sen. Greed and 
avarice is the central theme of Animal Spirits by 
another Nobel Laureate George Akerlof (2007).

Yet the pink business dailies of the world are 
red everyday with breaking news of scandals. 
Nevertheless the argument must insist on the role of 
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public reason and governance in establishing what 
can make societies and corporate less corrupt.

A century back Arnold Toynbee, the eminent historian 

laments in Study of History:

“The quest for sovereignty has become mankind’s religion; 
its God demands human sacrifice”.
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Feature Article
Gen Y and the Leadership Challenges

Anju Singh*

ABSTRACT

This paper takes a look at the Generation Y, as it enters the workforce. As the Generation 
Ycohort is young and eager to learn and advance, managing this workforce through robust 
talent identification and development models will be the only way to reap the benefits of the 
dividend promised by Gen Y. The diverse perspectives, motivations, attitudes and needs of the 
four generations have changed the dynamics of the organisations. Leaders will find out what 
they and their organizations must do to facilitate this. This paper tries to better understand 
the Trophy Genand the Challenges before Leaders; discusses various approaches taken and 
proposes a model that will help in maximizing opportunities and delivering optimum results.

Introduction

“A leader takes people where they want to go. A great leader takes people where 
they don’t necessarily want to go but ought to be” 

- Rosalyn Carter

*Asstt Ganaral Manager (PPC), SAIL, Bokaro Steel Plant, Bokaro

“With Gen Y 
- the nineties 

generation, this 
has all changed. 
This generation 

no longer 
demonstrates 
blind faith in 

authority, is ready 
to challenge 

status quo and is 
outspoken.”

With 65 percent of its population under the age of 35 years, India today boasts 
of one of the largest available workforces in the world. The impending 

retirement of the baby boomer generation and the new challenges in leadership for 
managing Gen Y has again elevated the importance of leadership. 

For the first time in the nation’s history, three generations are working side by side 
in the workplace. One of the biggest challenges that companies face today is to 
manage age diversity in their workforce. First, it must be stressed that age diversity 
is good but diversity of these four generations has changed the dynamics and many 
new challenges before the organisations. Organisations are trying to balance a 
generation gap of more than 50 years between the oldest and youngest employees. 
Although there is no consensus of the exact birth dates that define each generation, 
they are generally broken into three distinct groups:

For the Baby-Boomer generation (1946-1964), optimism was the key mood. 

For generation X (70s-80s), the approaching end of the cold war brought 
uncertainty, counterbalanced by strong political leadership. Employees continued 
to demonstrate commitment to work and strong work ethos. 

With Gen Y - the nineties generation, this has all changed. This generation no 
longer demonstrates blind faith in authority, is ready to challenge status quo 
and is outspoken. They are used to being praised and encouraged every day. 
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They expect to be recognized and rewarded more 
frequently than their predecessors (some call them the 
Trophy Generation). Furthermore, they’re now better 
equipped with the latest technology. 

Basic Leadership Model

“Leaders are not born, they are grown”. Peter Drucker

Organisations are made up of individuals brought 
together to enable it to achieve its mission. For an 
organistion to be successful, it is important for the 
leaders that every individual in the organisation is 
working towards the same goal. 

Shaping the future leader, the Gen Y, will certainly 
entail some actions. John Adair's theory encompasses 
approaches leaders have to follow and the actions 
they need to take. His model is figuratively based on 
three overlapping circles representing:-

 The task - it needs a team because one person 
alone cannot accomplish it and the team is made 
up of individuals.

 The team - if the team needs are not met, the task 
will suffer and the individuals will not be satisfied.

 The individual - if the individual needs are not 
met, the team will suffer and performance of the 
task will be impaired.

The common area is the effective Leadership. The 
three circles overlap because they are mutually 
dependent, as well as being separately essential to 
the overall leadership role. Each sector has its own 
challenges and opportunities;same is true for Gen Y. 
An approach that an experienced leader might take, 
in any challenge, is to balance the needs of all three 
sectors.

The Baby Boomer

People in their 50s and 60s –are also called the silvers. 
They like steady work and climbing the corporate 
ladder, and they consider their coworkers to be their 
main social network. They put work at the center of 
their life and focus on building the company. They are 
well-established in their careers and hold positions 
of power and authority. Below are several common 
characteristics of the Baby Boomer generation.

• Work-Centric: Extremely hardworking and 
motivated by position, perks and prestige. Since 
they sacrificed a great deal to get where they are 
in their career, this workaholic generation believes 
that Gen X and Gen Y should pay their dues and 
conform to a culture of overwork. Baby Boomers 
may criticizeyounger generations for a lack of 
work ethic and commitment to the workplace.

• Independent: Confident, independent and self-
reliant. They questioned established authority 
systems and challenged the status quo. 

• Goal-Oriented: They welcome exciting, challenging 
projects and strive to make a difference.

• Competitive: They are smart, resourceful and 
strive to win. 

The X Factor

“Indian workplaces have become an interesting blend 
of three generations — the business leaders and CEOs 
of baby boomer generation (45 plus), management 
teams and senior professionals from Gen X (23 to 
45) and young Gen Y professionals (under 23)," 
stated a report, adding this generation gap has led 
to differences in working and communication styles 
as well as motivation. Below are a few common 
characteristics of Gen X:

• Individualistic: Generation X came of age in an 
era of faltering economy. Women were joining 
the workforce in large numbers. As a result, Gen 
X is independent, resourceful and self-sufficient. 
In the workplace, the Gen X values freedom and 
responsibility. 

• Technologically Adept: The first generation to 
grow up with computers, technology is woven into 
their lives. This generation is comfortable using 
PDAs, cellphones, e-mail, laptops, Blackberrys and 
other technology employed in the workplace.

 

TASK
Needs

TEAM
Needs

INDIVIDUAL
Needs

e.g. clarifies goal
monitors progress.

e.g. maintains harmony
co-or dinated contribution.

e.g. ensures individuals have appropriate
roles, encourages individuals.

‘Leader Actions’

(Source: Adair,John –The Effective Leadership)

Fig.1 : Leader’s Actions
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• Flexible: Gen X is ambitious and eager to learn 
new skills but want to accomplish things on their 
own terms.

• Value Work/Life Balance: Unlike previous 
generations, members of Generation X work to 
live rather than live to work. Gen X managers often 
incorporate humor and games into work activities.

Advantage Y

Career growth and work-life balance are the two most 
important factors for the under-30s who constitute 
one third of the Indian workforce. A report says that 
India will have 63.5 million new entrants into the 
workforce between 2011 and 2016. 

As revealed in a study conducted in Mumbai, New 
Delhi, Bengaluru, Kolkatta and Chennai, “Gen Y wants 
to know how they could move to the C-Suite– they are not 
demanding that they should be there right away.”

Now, leaders must also understand that Gen Y is 
coming into the workforce with high expectations 
from their managers. They expect their managers to 
have all the answers and be as educated as themselves. 
Gen Y expects their managers to adapt with them 
and leave the “old school” practices behind. They 
believe they should be learning new practices and 
not teaching them to their managers. Gen Y is not a 
generation that can remain happy without seeing the 
significance of their work. Wandering “aimlessly” and 
never seeing the end results of their work leaves them 
frustrated and de-motivated. 

They grew up multi-tasking in life. From school, to 
sports, to internet, they are able to complete tasks 
without hesitation. They crave for goals that allow 
them to complete the job quickly and move on to the 
next. They value work as long they find it meaningful, 
and they want to make a difference in the world. They 
tend to worry that previous generations have messed 
everything up, and they want to fix it all. Gen Y is 
ready for responsibility. To better understand the key 
characteristics and resulting behaviours of Gen Y in 
India are as follows:

	Open-minded, Positive

- Open to ideas and new possibilities

- Optimistic about their work and the future

	Confident, Independent, Ambitious, Competitive

- Desire and drive for entrepreneurship and 
making a difference

- Keen sense of competition both regional and 
global

- Eager to prove they are not less than their 
global counterparts

- Feeling of national pride

	Energetic, Hard working

- Work is essential, and the focus is on process 
efficiency

- Always engaged in activities with peers: doing, 
sharing and discussing stuff

	Tech savvy, Impatient, Quick Money

- Deep interest and pride in owning state-of-the-
art technology

- Instant gratification

- Want lots of money, faster and quicker...and 
they like to spend

	Losing Indian culture & values, Selfish

- Passion for Hollywood and western lifestyle is 
in conflict with traditional values

- The shifting focus from Family First to Me First: 
My work, my friends, my things, and my world

The Key Shift

It is crucial for Baby Boomers, who are leading 
organizations, to understand the working style, beliefs 
and the characteristics of the younger generations. X 
and Y - the two generations differ from one another 
and these differences affect the work atmosphere in 
many ways. Although technology advances began in 
the Gen X era, Gen Y was born into technology and 
often knows more about the digital world than their 
teachers and parents. The enhanced technological 
knowledge has launched this generation into an 
era where everything is accessible everywhere to 
everyone. Gen Y has high self-esteem; they are 
the trophy generation in which achievements are 
synonymous with praise.

The values and beliefs of these two generations are 
different in the workplace. Gen X believes, “work is 
a thing you do to have a life (work doesn’t define 
their life)”. Gen Y, on the other hand, wants a work-
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life balance with flexibility to define who they are in 
their job. Gen Y presents a challenge to managers 
who must train and motivate this next generation of 
employees so that their strengths become a benefit to 
the company. 

The differences between the generational groups can 
make for a volatile environment at work! However, 
they can learn a lot from each other, and when one 
can get them all on the same page, amazing things 
can happen. The company loyalty of Baby Boomers 
will help to keep the company productive. The cynical 
nature of Gen X-ers can be harnessed to help the 
company avoid pitfalls. Gen Y-ers are creative and 
good at finding better ways to do things. If we focus on 
the positive traits of each group and encourage them 
to listen to each other, we can together create a change.

The Challenge

Leaders today are facing a critical challenge: how to 
adapt their leadership practices and style to get the 
best out of Gen Y. They can’t do so alone. They have 
a responsibility to help managers understand how 
employees’ expectations have changed and how 
they can adapt their leadership style to these new 
conditions. According to a research, Gen Y’s 4 key 
expectations are:

a. Global collaboration: They expect to collaborate 
with colleagues globally and not be confined to 
a small network of contacts within their specific 
area.

b. Access to management: They expect more direct 
and frequent communication with managers. The 
hierarchical distance the baby boomer generation 
accepted is not acceptable to Gen Y.

c. Co-creation: They expect to co-create and 
work transversally to solve real business issues. 
Executing tasks or parts of a system or process will 
frustrate them greatly.

d. Control/personalized work: they expect to 
have more control over their work and be able 
to personalize their work to suit their personal 
routine.

Leaders can no longer ignore these new expectations, 
nor refuse to adapt their leadership style and methods 
to deal with these new expectations.

Initiatives Undertaken at BSL

It is crucial for leaders to understand that Gen Y craves 
continued education from their colleagues. They seek 
challenging tasks and have a desire to gain knowledge 
by working with the employees around them. Gen Ys 
are not afraid to join group discussions and will take 
the lead to create resources that can help improve the 
transfer of knowledge within the company. 

At Bokaro Steel Plant, the senior management has 
acknowledged this fact and several new initiatives 
have been undertaken to tap the hidden potential of 
this young and restless lot.

Out Bound Exercises for New Entrants

These exercises help to build synergy in groups by 
involving them in various activities that develop 
their leadership skills, communication, team-work, 
managing adversity and collaboration.

The set of exercises were first conducted for 20 senior-
level executives in 2010. Based on their feedback, 
this training has been included in the induction 
programme of all Management Trainees at SAIL-level 
and OTT/ATT at Bokaro Steel Plant.

The exercises have helped in bringing about a feeling 
of oneness and attachment among the new entrants 
and they are applying the skills learnt at workplace.

Nayi Pehchaan 

A new approach “Nayi Pehchaan” has been developed 
to motivate and effectively engage the newly 
joined Operator-cum-Technician Trainees (OTTs) by 
providing a platform to integrate with the company. A 
committee comprising of GM (Personnel), GM (Town 
Services), DGM (Human Resource Development) & 
DGM I/c (Personnel Works) interacted with 265 OTTs 
in August,2013. The participants openly discussed 
issues related to welfare, working environment 
and safety, and also came up with innovative ideas 
for improvement. The forum also provided a good 
opportunity to identify talent among the vibrant new 
entrants. Plans are underway to harness this talent 
for the mutual benefit of these new entrants and the 
organization.

Young Minds Club (YOMIC)

Another initiative has been started by HRD in August 
2013, to identify those Gen Y Management Trainees, 

Gen Y and the Leadership Challenges
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of batch 2006 and beyond, who have taken initiatives 
at their own level for betterment of the processes. This 
group of young enterprising employees meets at regular 
intervals and discusses areas of improvements in plant 
and township. The employees also get a platform to 
share their success stories. At present, this YOMIC 
group is in nascent phase and plans are underway to 
harness its strengths for various initiatives.

Mentoring the Mentors

The initiative of mentoring the new entrants kick-
started in 2012, and initially covered MT batch of 2011 
and 2012. After successful completion of first phase, a 
new set of prospective mentors was identified for MT 
2013 batch and upcoming batches. This set of 26 hand-
picked mentors from various departments,underwent 
a half-day exercise called “Mentoring the Mentors” on 
5 August, 2013. The workshop aimed at making the 
participants appreciate the process of mentoring and 
understand their roles and responsibilities as mentors. 

Arunodyay - Projects by MTs 2011 Batch

The Management Trainees batch of 2011 got a unique 
opportunity to undertake improvement projects 
under the guidance and mentorship of the then CEO 
Shri SS Mohanty. Various projects were undertaken in 
both plant and township areas. The trainees helped 
towards conservation of water, afforestation, better 
education in BSL-run schools, paper-less working 
and so on. A senior HoD was associated with each 
group to regularly guide and mentor them, while the 
progress was monitored right at the CEO-level. These 
projects helped in generating innovative ideas in line 
with the company’s core values and created long-
lasting camaraderie within teams.

Business and Management Quiz and Simulation Games

In HRD, business quizzes “Prerna” and “Udaan” are 
organized every year. The Business and Management 
Quiz has been designed as an innovative, interactive 
programme to facilitate a copious flow of knowledge 
and ideas packaged in exciting rounds. Learning 
through quizzing is fun and goes beyond the 
traditional bounds of management training.

Director (Personnel)’s Cup “Rann-Niti” is organized 
yearly at SAIL-level. In this business simulation game, 

participants are confronted with business scenarios and 
they have to take timely and appropriate commercial 
decisions. This exercise not only exposes employees to 
management functions, but also helps them appreciate 
tough real-time decisions taken at apex level.

Chairman’s Trophy for Young Managers

This SAIL-level competition tests the strategic thinking 
and analytical abilities of the employees.  Each year, 
employees are asked to prepare their report on a 
relevant and burning issue for the organization. They 
undertake extensive primary research and interact 
with a wide-range of employees across SAIL units, 
which broaden their perspectives. On the other hand, 
their innovative and practical ideas are heard and 
noted by the senior management which are then put 
to use, wherever feasible.

Project Based Training by HODs

Few senior leaders have assigned important projects 
to newly joined Gen Y. They discuss the progress at 
regular intervals and also motivate the new entrants 
to suggest new ideas. This is a unique approach for 
better understanding of the organization. In turn, 
the organization benefits from the fresh perspective 
provided by the young generation.

Summing it up: The Pyramid Model

For any leadership development effort to be successful, 
it is vital to consider the context in which leadership 
must be developed and exercised. Hence, a new model 
of leadership is proposed, that sums up the strategies 
for harnessing the talent of Generation Y.

If the three angles of the triangle are managed 
effectively, it will automatically give altitude of the 
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pyramid. So, the model is coined as the Pyramid 
Model, having Project based training, Mentoring and 
Communication as the three angles.

 Project based training: Training provides multiple 
benefits to the employees and the company, but only 
if it is carefully planned and properly implemented. 
The proposed training module or Project Based 
Training is for the trainees once they are posted to 
the department after undergoing the basic induction 
training. The objective is to fit the Generation Y in 
the organisation culturally and emotionally. 

a. Define Needs and Goals of the department 
by identifying weak/new areas where their 
contribution is beneficial.

b. Define short and long-term goals of the 
department, and estimate time-frame for each 
project to meet those goals. 

c. List all the projects name (Projects may be 
chosen which will include 2/3 departments). 
Allocate the projects to the trainees as per the 
priority and their choice. 

 Mentoring: A very important role for managers 
is to create mentorships within the company. 
This allows the senior employees to reach out 
to the Gen Y employees and offer them advice 
and counseling in a new environment. This is a 
very successful way for Gen Y to learn about the 
values of the company, as well as gain insightful 
knowledge in an industry that is foreign to them.

Discussion Point should Include

a. Both will discuss and prepare Project Milestones 
with time-frame may include the third person.

b. Put a slot for discussions/guidance during slow 
periods or after business-hours to avoid undue 
work disruptions.

 Communication : Communication is one of the 
most important aspects of dealing with Gen Y. If 
they feel their job has a sense of purpose, they 
will stay motivated and open to direction and 
leadership from mentors. Ideas and knowledge can 
be transferred successfully through generations as 
long as everyone is open to new and old ideas and 
can find a way to build them into the daily office 
routine. Open and frank communications reduce 
conflict and improve interpersonal relationships. 
Teams spend less time arguing and direct their efforts 
to more critical issues like increasing productivity.

How it should be

a. Take feedback from them on Weekly or bi-weekly 
basis at a scheduled time or make you available 
when they want.

b. And lastly Help them, Support them, Guide them, 
motivate them, encourage them and appreciate 
them. They need this more frequently.

In Closing

The paper provides some valuable insights about Gen 
Y. Gen Y in India embraces technology and is a true 
driver in this huge global market. This young Indian 
generation is poised and ready to take advantage of 
global work opportunities and make a real difference. 
Never has there been a generation like this one. Their 
potential is unmatched by any generation before 
them. Shifting Indian demographics will require 
Gen Y to move into leadership roles sooner — and 
at a younger age — than earlier generations, which 
explains their emphasis on fast-paced career growth. 
Combining the experience and discipline of the Gen 
X-ers with the maverick and youthful approach of 
the next generations will help Young India power the 
country to the top.
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Feature Article
Management of Safety & Environment  in Iron 

Ore Mines Located Near Villages / Towns

Atanu Mukherjee*

ABSTRACT

Iron Ore mining activities are being carried out in the vicinity of the nearby village and town. 
Various environmental and safety problems, such as development of cracks and structural 
deterioration due to ground vibration, erosion of top soil, changes in water drainage system, 
loss of vegetation cover, deforestation, atmospheric pollution due to dust and contaminated 
water, land subsidence, loss of aesthetic beauty of surroundings, land degradation etc.,  
attributed to these mining activities and transport by dumpers. Author of this article 
critically reviews the measures to be taken by iron ore mine located near villages / towns 
to address above problems with introduction of ripper – dozer to eliminate blast induced 
ground vibration, mist sprays to control dust, cross country closed conveyor system to 
eliminate environmental impact, plantations, construction of check dams, gully plugs, 
retaining walls, geo-matting of dumps to stabilize them, water harvesting for recharging 
ground water etc.

Introduction

Environmental responsibility is critical to the relationships we build with 
communities and other stakeholders. We respect the environment as an integral 
part of the cultural and spiritual value systems of our host communities. Iron 
Ore mining activities are being carried out in the vicinity of the nearby villages/
Towns. Various environmental and safety problems like development of cracks 
and structural deterioration due to ground vibration, erosion of top soil, changes 
in water drainage system, loss of vegetation cover, deforestation, atmospheric 
pollution due to dust and contaminated water, land subsidence, loss of aesthetic 
beauty of surroundings, land degradation etc., were attributed to these mining 
activities. Conventional system of transport using dumpers, trucks and tippers for 
ore and waste transport near the villages / towns was also attributed to cause adverse 
environmental impacts due to dust, smoke, exhaust fumes, noise and vibration. 

The Impact : The Problems and Mitigation Measures in Iron Ore Mines 

The problems and mitigators in the mines are listed below:

Table 1- Problems and Mitigators in Iron Ore Mines

No. Problem Mitigator

1 Blast induced ground vibration Controlled blasting, Use of Ripper dozer

2
Dust and its effect on environment 
(SPM & RPM)

Mist sprays, use of water tankers, enclosed 
conveyor systems

*Asstt General Manager (Academic) & Sr Faculty Member, MTI, SAIL, Ranchi

“Conventional 
system of 

transport using 
dumpers, trucks 

and tippers for 
ore and waste 

transport near the 
villages / towns 

was also attributed 
to cause adverse 

environmental 
impacts.”
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3 Noise Creation of green belt

4 Land degradation (outside broken area) Relaying the topsoil, using local species for plantation

5 Land degradation (During and after mining)
Reclamation by back filling and covering with top soil where not possible 
use exhausted pit for collection of rain water

6 Surface run off carrying silt road downstream Garland drains, check dams, Gulley plugs, gabions

7
Silt wash due to erosion from dumps getting carried 
down to natural water course/source

Active dumps, drainage against dump slope. Terracing, maintaining 
slope angle, drain at foot of dump and retention walls, geo matting 
to ensure vegetation

8 Reduction in ground water level Settling tanks, recharge of ground water

Controls by Directorate General of Mines Safety 
(DGMS)

Based on data available globally, vide Tech. Circular 7 
of 1997, the Directorate General of Mines Safety, had 
specified the limiting vibration levels for blasting. Peak 
particle velocity (PPV) measured at the foundation 
level of sensitive structures in mining areas, shall not 
exceed 2mm/sec at 0-8Hz frequency. 

DGMS in 1998 granted permission to conduct blasting 
beyond 300m radius. The important conditions 
included were limiting PPV to less than 2mm per 
second, not more than 9 holes per round, 70kg charge 
per delay, muffling to restrict the throw of fly rock. 
Subsequently in 2003 permission was given to conduct 
blasting beyond 200m radius. Changes are 6 holes per 
round, 35 kg charge per delay.

Structural Damage and Corrective Measures in Iron 
Ore Mines

It was reported that the structure had suffered damage 
and such damage was attributed to effects of blasting 
in the vicinity nearby villages / towns. 

•	 Following damages to structures are generally 
observed :

	Settlement of foundation system

	Pillars gone out of plumb

	Gaps between the stone panels

	Minor cracks in stone panels

	New plastering of walls to cover-up old cracks

	Gaps in stone members at beam bearing regions

	Side roof projection was broken

	Water seepage on the floor from adjoining iron 
ore mining area which had accumulation water

	Discolouration of stucco of super structure

•	 The following recommendations to prevent 
Structural Damage are.

	Maximum diameter of blast hole is 115mm.

	For distance of 200 - 300 m from the villages / 
towns, controlled blasting with 6 m blast hole 
depth

	maximum charge/hole as well as delay -16.00kg 

	For distance of 300 - 500 m from the villages/
towns, controlled blasting maximum with 
8 m blast hole depth and maximum charge/
hole as well as delay - 25.00kg

	For distance of beyond 500 m from the 
villages/towns, controlled blasting as optional 
with a maximum 10 m blast hole depth and 
maximum charge/hole as well as delay - 
40.00kg

	For blasts within 500m, muffling arrangement 
with sandbags having 40 - 50 kg weight shall 
be used at the top of each blast hole to restrict 
fly rock

Use of Ripper – Dozer as Alternative to Blasting

If iron ore mining is carried out in the range of 
200 meters to 2 Km. using “Ripper-Dozers” only, 
completely eliminating the use of any kind of 
explosives.  Also to monitor the total ban on use of 
explosives in the vicinity of village / town area up to 2 
Km, “Seismograph” instrument is need to be installed 
in the area. This instrument will automatically record 
all the vibrations, along with intensity, date and time. 
To determine whether a particular material can be 
ripped, field testing and an evaluation of the geology 
are usually the best. A simpler, less expensive test 
uses refraction seismograph to determine rip ability 
of materials by indicating the degree of consolidation, 
including such factors as rock hardness, stratification, 
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degree of fracturing and the amount of decomposition 
or weathering. The system, in wide use for a number 
of years, is based upon the amount of time it takes 
for seismic waves to travel through different kinds of 
sub-surface materials. The speed in hard, tight rock 
is fast—up to 6000 m/s, and as slow as 300 m/s in 
loose soil. The resulting velocity information can be 
compared to previous tests in similar materials where 
the rippability was known. 

The use of Ripper Dozer requires high capital 
investment with least man power. Ripping and 
dozing activities to be carried simultaneously and 
advance dozing may pose problems for loading 
equipment due to uneven floor conditions. In rainy 
season dozed material may become slushy creating 
problems for loading and hauling. In order to assess 
its viability and economic applicability, detailed 
studies and seismographic studies are conducted that 
give positive encouraging results. 

Environmental Concerns in Iron Ore Mines

The causative factors for pollution in general are : 

1.  Dust due to truck transport , open conveyors,

2.  Dust created in ore dressing facility

3.  Surface run off from iron ore mines, dumps , haul 
roads , silting as also dissolved and suspended 
solids finding way down stream, affecting fauna & 
flora as also human inhabitation 

4.  Soil that was on slopes was getting eroded thereby 
loss of vegetative cover, reduction in re growth 

5.  Reduction in level of ground water recharge

6. Deposition of air borne dust on the structure, 
reaction if any was also another issue

Reclamation & Rehabilitation (R&R) in Iron Ore Mines

In the process of opencast iron ore mining, several 
changes occur in the physical, chemical, biological 
and microbial properties of the environment. 
Degradation level depends on climatic conditions 
and various other factors. If the biological reclamation 
is not done in good time, leaching will remove the 
nutrients released by microbiological activity due to 
the rainwater erosion, the nutrient cycle will break 
down, and the soil will ultimately become biologically 
unproductive.

Iron Ore Mine Rehabilitation Plan Aims:

 To stabilize loose overburden (OB) dumps and 
mined out areas, to check soil erosion and sediment 
loss and to ameliorate substratum in terms of soil 
moisture retention nutrient retention & Microbial 
biomass. 

 To enhance diversity of plants, animal and 
microorganisms

 To regulate natural process of ecosystem, namely, 
productivity, nutrient cycling, water recharging, 
soil protection & sheltering and providing 
conditions to plant and animal species

 To cater to the need of local people for their daily 
needs

 To develop visual and aesthetic view of the area

The successful eco-rehabilitation and reclamation plan 
for the iron ore mine depended on loose OB dumps 
and their stabilization, mining pits, their back filling 
and stabilization, Excavated float iron ore mined out 
in the area and its stabilization, nala/stream courses 
and their stabilization, Development of vegetation 
on non-mineralized area, safety zone and greenbelt 
development, avenue plantation all along mine 
haul roads & regular monitoring by an independent 
scientific agency.

Rehabilitation and Reclamation Measures in Iron 
Ore Mines

The re-shaping and grading of a site is an essential 
aspect of restoration. The following factors are to be 
considered with respect to landform design:
 Drainage Density: Considering the hilly terrain 

with scrub jungle and fragmented lands due to 
iron ore mining operation a run-off factor of 0.5 
has been conservatively adopted for working out 
the annual run-off yield at 5 million cubic meters. 
The water will be stored in the sedimentation 
ponds or water ponds especially created for the 
storage purpose and may be used for watering 
plantation and sprinkling on the haul roads.

 Erosion Control: Control of erosion is important 
both during iron ore mining and restoration 
programme. Generally, adequate engineering and 
biological measures are required to stabilize the 
site and prevent or control erosion.

Management of Safety & Environment  in Iron Ore Mines Located Near Villages / Towns 
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 Engineering Measures : Control of erosion is 
important both during mining and post-mining 
rehabilitation programs. A major objective of 
rehabilitation is to establish an adequate cover 
of vegetation to stabilize the site to prevent or 
control erosion. Before establishment of vegetation 
wind erosion measures should be established by 
following three basic methods, as indicated below:

 Protecting the soil surface with much of natural 
or manufactured materials

 Maintaining the soil in an erosion resistant 
condition (i.e. moist, or with a compact surface 
crust) and,

 Reducing wind velocity across the disturbed 
areas by establishing wind breaks

Measures to protect the soil from water erosion may 
be carried out on catchment basis. Drainage from 
external catchments can be controlled by diversion 
channels or holding structures, such as retaining 
structures with holding banks, drains and dams. 
Water leaving the mine sites or diverted around the 
mine sites can be controlled to discharge by passing 
through engineering structures, so that it does not 
cause erosion or carry sediment downstream. On 
disturbed areas, control of water erosion shall be 
achieved by:
 Slowing the water flow across the soil surface;

 Reducing the impact of rain drops on the soil 
surface; and

 Maintaining the soil in an erosion-resistant 
condition.

 Brush Wood Check Dams and Retaining Walls: 
Brush wood check dams are useful in arresting 
further erosion of depressions, channels and 
gullies on the denuded land slopes where the flow 
velocity is moderate. In addition, retaining walls 
should be constructed to provide support at the 
base of the threatened slopes of waste dumps and 
drainage lines.

 Biological Measures : For management of 
overburden dumps, drainage system, mine pit 
area, haul road etc., reconstruction of suitable 
techniques to improve the ability and to support 
the vegetation growth along with the application 
of organic matter, animal manure and use of geo-
textile / geo-matting was done.

A biodiversity conservation measure considering 
the vegetation predominantly found around the 
iron ore mines, that encourages the native fauna 
to return to the areas cleared for mining was the 
fundamental aim of the restoration programme. 
Creation of fauna habitats and corridors during 
restoration, using logs, stumps and other natural 
materials may be done. Besides creation of 
fauna corridors to connect the nearby forest 
to encourage smaller species of mammals and 
reptiles, that are reluctant to traverse long 
distances of open ground, to colonize in the 
restored areas, can be contemplated.

Implementation of Rehabilitation and Reclamation   
( R & R ) Plan at Iron Ore Mine

Reclamation and rehabilitation is the ultimate need. 
The philosophy should be to make the place better 
than how it was by systematically reclaiming the land 
topography and rehabilitating the flora and fauna.

 Strengthening and Development of Waste 
Dumps : The dump surface has repose angle 
varying between 24° and 35° with horizontal. The 
dump shall have to be properly retained at the toe 
by erection of 3 m high stone masonry wall over 
0.15 m thick cc (1:4:8) in foundation. The top and 
bottom widths of the wall shall be 1.0 and 2.0 m 
respectively. About 1m away from the wall garland 
drain (1m deep and 2m) at top with side slope 1:2 
shall be dug. The outer surface of the dump shall 
be laid with10 to 20 cm layers of soil. 

 Gully Control-Check Dams : Gullies are mainly 
formed on account of physiographic soil type and 
heavy biotic pressure in  the area. The scouring of 
streams at their peak flows and sediment laden 
run-off cause gullies. The gullies would require 
to be treated with engineering/mechanical as 
well as vegetative methods. Check dams are 
constructed in some of the areas to promote 
growth of vegetation that will consequently lead 
to the stabilization of slopes/areas and further 
prevention of deepening of gullies and erosion. 
Erosion takes place due water flow on slopes. The 
flow velocity, unless controlled keeps on increasing 
and the soil offering less resistance. Gulley plugs 
with side footings, retard the velocity and reduce 
the erosion. For controlling of the smaller gullies 
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random rubble dry stone masonry structures of 
appropriate height with both ends keyed into the 
sides is provided.

 Catch-Water Drains : The most effective, practical 
and cost effective measure of controlling the 
sediment flow, run-off and surface waters is by 
construction of garland drains around waste 
dumps, sub grade ore dumps and also catch-water 
drains along the hill side of the mine roads . The 
garland and catch water drains are provided with 
an adequate gradient and silt trap at the lowest 
point. The catch water drain when provided 
restricts the runoff to pass over such vulnerable 
areas and water is guided through these drains 
on foothill or along the katcha / pucca roads. 
The vulnerable ground surface areas are levelled 
out to eliminate all depressions to avoid water 
accumulation. 

 Check Dams and Gully Plugs : There are check 
dams and gully plug structures to control the 
sediment flow and erosion. The soil sediments 
collected behind them may be  taken out and stacked 
properly for undertaking plantation activity. For 
control of sedimentation, a sedimentation pond 
can be created which needs periodical de-silting 
and rising. The banks of the sedimentation tank 
can be pitched by rip-raps or stones with graded 
filter layer behind it. The area surrounding the 
sedimentation tank may be vegetated / planted.

 Rainwater Harvesting : A rainwater harvesting 
structure in the form of a pond may be constructed 
in private land adjacent to iron ore mine lease area. 
The pond can be supplied with the water from the 
stream flowing on eastern boundary. The dumped 
waste may be levelled and the top surface may be 
planted. The annual monitoring and maintenance 
of the harvesting structure and the tailing pond 
can be invariably carried out and documented 
further monitoring.

 Biological Measures in the Iron Ore Mine : 
Biological measures include selection of proper 
local species that are hardy, need less after care, 
has commercial or fuel value in long range plan. 
Where possible the fruits should be edible so 
that propagation of seeds would be natural and 
simultaneously would support wildlife. Where 

possible small pits help as watering holes for the 
wildlife

 Species Selection : The species selected for 
establishment should be based on the future 
land use of the area, soil conditions and climate. 
However, the objective is to restore the native 
vegetation and fauna to fulfil the functions of the 
original native vegetation. Species which have 
similar growth forms to the original vegetation, 
and thrive in areas with comparable soil types, 
drainage status, aspect and climate, are most 
appropriate.

 The grass and herbaceous species available locally 
in abundance to be used for biological treatment. 
On steep slopes for stabilization, rows of grass are 
planted. Slips may be collected from surrounding 
and nearby areas without destroying the grass 
cover of the adjacent areas. Grasses offer superior 
tolerance to drought, establish fast in low soil 
nutrients and other climatic stresses, and due to 
fibrous roots reduce soil erosion and eventually 
produce a layer of organic soil that allows early 
succession species to colonies.

 Management Plan for Fauna : The habitat 
improvement in and around the iron ore mine 
lease areas is to be adapted by planting suitable 
fodder species to improve the fodder availability 
to the wild animals. Encouraging the native 
fauna to return to the areas cleared for mining is 
a fundamental part of any rehabilitation program 
that aims to restore a natural ecosystem such as:

	Reducing the impact of rain drops on the soil 
surface. Creating dense green belt of shrubs 
and trees of different species around the mine 
lease areas and along the haul roads that acts as 
an acoustic barrier and absorbs vibrations.

	Planning mine discharges and waste disposal in 
such a way that obstructions are not caused to 
drainage and affect the aquatic faunal diversity.

	Create localized pits for collection of rain 
water to be pumped out. These pits are to be 
created well before the monsoon, lined with 
water proof material to minimize possible 
seepage. The pits should also be provided with 
filtration beds of solid material and rain water 
should pass through a series of biological and 

Management of Safety & Environment  in Iron Ore Mines Located Near Villages / Towns 
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engineering structures like gully plugs, check 
dams, rock filled dams and gabion structures to 
trap the sediments and to maintain the water 
quality to the near normal level before allowing 
it to flow into the streams.

 Rainwater Coursing : Provision is to be made to 
flow down the rainwater gradually in all natural 
streams equally, so that nowhere rills/ gullies are 
formed. Therefore, the course of flow is not to be 
changed or modified.

 Dump Management : Overburden dumps which 
contain a part of soil, gravel and stone as shown 
in fig. 1, if not rehabilitated properly, result in flow 
of sediments and other materials into nala/stream 
courses, which contaminate the forest, agriculture 
and horticulture lands down below the mine lease 
area. Therefore, to stabilize the overburden dumps 
and to protect the biodiversity, the rehabilitation 
and reclamation of overburden dumps is a 
prerequisite.

 Geo-Matting : Under physical measures, the 
existing overburden dumps are to be made into 
benches and terraces with appropriate angle. The 
overburden dump slopes being unstable with 
loose materials may get disturbed immediately 
by rains, which may result in soil erosion and 
formation of rills and gullies. Furthermore, direct 
exposure to sunlight may also result in loss of soil 
moisture and increase of substratum temperature, 
which may hamper the growth and establishment 
of vegetation. To overcome these problems, geo-
textile may be used followed by seed broadcasting 
and planting of seedlings of suitable plant species. 
Seed broadcasting has to be taken up by using 
hydro-seeding or by spreading slurry manually. 

 Back-Filling : Where possible, filling back the 
voids left out after mining, with top soil cover, 
select hardy local species and plant. This ensures 
that the land is brought back to its near original 

condition. Where this is not possible, water was 
lead into the pit after filtering. This helps aquatic 
culture and also helps recharging groundwater

 Mine Drainage Management and Rehabilitation

	To provide proper gradient and drainage 
arrangement on the mine benches and 
overburden dumping area.

	After trapping the suspended solids in garland 
drains just below the over burden dumps, the 
water has to be allowed to flow down the dump 
slopes to join natural streams / nalas through 
settling tank with filtration arrangements, so 
that all the suspended solids and sediments 
will be arrested.

	Plantation of indigenous and other economically 
important trees, shrubs, herbs and grasses at 
the point of discharge, where the mine outlet 
will pass through bio-engineering structures 
and an OB dumps has to be taken up, so that 
the sediment/ silt flow will be arrested from the 
site and soil moisture can be maintained.

	The drain/nala bunds shall be planted with 
suitable grasses, herbs, shrubs and trees.

 Surface Water Management : The rainwater 
accumulating in the worked out area should 
be collected in the mine pit. This water after 
filtration should be pumped out and used for 
dust suppression and green belt development. 
To avoid soil erosion, suitable garland drains and 
sedimentation pits all along the active mine areas 
have to be constructed.

The run-off water falling directly on the mined out 
area, temporary ore dumps, and waste overburden 
dumps is likely to be turbid and enriched 
with heavy metals. Hence, soil conservation 
programme has to be taken up to arrest siltation 
of all the streams / nalas around the mine areas 
through construction of engineering structures 
and adoption of biological measures.

 Haul Roads Management : These roads are levelled 
and metalled, and sprinkled regularly with water 
to suppress the dust during transportation of ore 
material through trucks. All along the haul roads 
drainage is provided to arrest sediment flow 
towards downstream, which is connected to the Fig. 1 : Overburden Dumps in Mines
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natural nala/stream by passing through rock fill 
dams and gully plugs. Both sides of the haul roads 
are planted with suitable fast growing avenue tree 
species to suppress the noise and dust pollution. 
Further, iron ore is transported through closed 
conveyer belt up to the ore dressing plant as 
shown in fig. 2, so that the emission or floating of 
dust materials is controlled more efficiently.

 Afforestation : Afforestation of the mined out and 
other available areas which are not fragmented 
but are degraded due to mining activity, is the 
main component of re-vegetation process to 
mitigate the negative impacts of the mining on 
environment. By afforestation, restoration of the 
ecosystem as closely to the pre-mining is possible 
and accomplished. 

Afforestaion Shall be Made Through

	Propagates seeds, lignotubers, corms, bulbs, 
rhizomes and roots) stored in the topsoil; and 
sowing seed;

	Spreading harvested plants with brady sporous 
seed (seed retained on the plant in persistent 
woody capsules) on to areas being restored;

Conclusion

Minerals resources are the backbone to human 
civilisation and their judicial extraction can be made 
by scientific, sustainable, safe and eco-friendly iron 
ore mining. Extraction of iron ore and steel making 
are the primary requirement for the industrial growth 
of a country. The implementation of R&R Plan and 
proposed measures such as introduction of Ripper 
Dozer, Cross country closed conveyor, environment 
protection etc., will cause least damage to the nearby 
villages / towns. Thus, the safety and environment 
management of the Iron Ore Mines are need of the 
day for running the Iron Ore Mines located near by 
villages / towns.

Fig. 2 : Closed Conveyor at the backdrop for ore transportation
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Readers’ Forum
Revisiting Leadership – An anecdotal Account

Pramod Pathak * and Saumya Singh**

ABSTRACT

Theories galore notwithstanding, leadership continues to remain an enigma to one and all 
with everyone having their own explanation of this ability that distinguishes between an 
achiever and non achiever. Nevertheless, none will refute that the difference lies in leadership 
in action vis-a-vis leadership inaction. Naturally what leaders do can tell us much about 
leadership than what people think leaders are suppose to do. The present article offers an 
anecdotal account of leadership that may help clear the haze surrounding the construct.

Introduction

Understanding leadership has always been an intriguing issue for researchers 
and practitioners of management alike. And rightly so, because it is difficult to 

find out why the same activities those are responsible for renewal in one company 
leads to status - quo in another. People have been almost always ascribing this 
to that indescribable construct called leadership, one of the most used but least 
understood terminology of management jargon. But, what this leadership is all 
about has never been easy to define. It can only be understood by the actions 
that lead to achievement of results. But, what exactly is leadership is difficult to 
describe. However, the difference between achievement and non achievement of 
results is directly related to leadership action and leadership inaction.

The general agreement is leadership is that uncanny ability of people which 
inspires followers and makes them perform tasks which under normal 
circumstances appear to be in the realms of impossibility. But, what that uncanny 
ability is has always been shrouded in mystery. A set of personal attributes do 
seem to qualify a leader but there is so much of inconsistency in those attributes 
that sometimes effective leaders appear to achieve results through qualities that 
seem to be mutually exclusive. Trying to frame leadership in a set of attributes may, 
then, be mired into controversies and complexities and managers need to realize 
this. Nevertheless, what is leadership is a question that needs to be answered if 
organizations are to be led and the answer lies in trying to find out what leaders 
really do. In these competitive times when the Indian industry is facing global 
competition it is imperative that leadership is practiced effectively by all captains 
of industry. What roles and activities are performed will depend on the demands 
of the situation, yet effective leading will determine whether results are achieved 
or not. The present article is an attempt to clear the haze around the idea of 
leadership and throw valuable insights to the practitioners on whose shoulders 
rest the success or otherwise of organizational efforts. 

*Professor, Department of Management Studies, Indian School of Mines, Dhanbad

**Associate Professor, Department of Management Studies, Indian School of Mines, Dhanbad
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We have sifted and waded through reams of literature 
to arrive at something meaningful and the more 
we tried, the more we realized that answers to the 
leadership conundrum can be found in the ways of 
leaders from all walks of life. Interestingly we have 
found that despite diversities of nature of work 
effective leaders have demonstrated certain qualities 
that have remained more or less same through the 
entire journey of history. We have taken recourse 
to parables, anecdotes and some instances from the 
game of cricket to get refreshing ideas for redefining 
awe inspiring qualities of leadership. 

The stories that follow demonstrate those essential 
qualities of leadership that go on to define a leader. 
His ability to hear what is unheard, to see what is 
unseen and to do what is undesired but unspoken. 
The humility, the commitment, the knack to look at 
reality from different corners and the values driven 
approach are perhaps the factors that lend credibility 
which makes the leaders transform his people. 

A Tale from Vikramaditya's Time

In the kingdom of Vikramaditya there once lived an 
old widow in a village who had a young son with 
an uncanny ability. In the night when he would 
sleep, the son at times would see a dream that 
would prove true the next day like seeing a person 
meeting an accident. The son would go and tell this 
to that person and when the mishap will take place 
he would be thrashed. This brought trouble to both 
the mother and the son as sometimes they would be 
blamed for witchcraft and black magic or even having 
satanic powers. Fed up of this the lady decided to 
seek King Vikramaditya's help. On meeting the King 
she narrated the whole story. The King assuaged her 
feelings and said that he would put his son on night 
duty in his personal security ring. Thus, he would be 
forced to stay awake in the night and therefore would 
not dream. The practice worked for some time. But on 
one night old habit caught with the young chap and 
he slept. In the sleep he dreamt that the King's chariot 
is being readied and there is a tour to some distant 
place. And then the scene changes and the place 
where the king is to go comes in the dream.  There is 
a big devastation there as an earthquake strikes. But 
before he could ream any further the fellow guards 
wake him up. He continues his duty for the night. In 

the morning when he is going to surrender his duty 
he finds that the King's chariot is being prepared and 
the Queen is supervising the preparations. The young 
man enquires what is going on and is told about the 
King's tour. By this time the King also enters the scene. 
The young man asks the King not to take the trip as 
tragedy might befall the King as he had dreamt. The 
King, brave and realistic he was, dismisses the idea 
as nonsense. But the Queen intervenes and prevails 
upon the King to change his plan and test the veracity 
of the young man's dream. On the next day the news 
breaks that disaster has visited the place where the 
King was supposed to go exactly as narrated by the 
young man. The Queen is relieved and showers all 
praise for the young man's uncanny power. In the 
night when the young man comes to join duty he is 
summoned by the King in the presence of the Queen. 
The Queen requests the King to reward the young 
man suitably.  The King obliges and gives the diamond 
studded necklace he was wearing to the young man 
saying that it was the reward for saving King's life. 
But he adds further that the young man need not join 
duty as he is sacked for dereliction of duty. He was 
not supposed to sleep in night duty. Being objective 
is thus a very crucial attribute of leader personality. 

Some Stories from Cricket

The game of cricket that was once considered to be 
England’s summer sport is no longer a seasonal 
pastime of the nobility, the gentlemen and the princely. 
Rather, it has become a perennial global sport that has 
replaced all other sports as the most popular game in 
the subcontinent. Such is the charge this game builds 
that people often go ecstatic, many a times a fiasco in 
the field may lead to an outbreak of patriotic frenzy 
among the masses. Little wonder many, today, in India 
proclaim cricket to be their religion and Sachin their 
God.  As team India returns from New Zealand with 
a bruised ego and sullied reputation the questions of 
limits of leadership arises. Dhoni is the same but the 
result is quite the contrary. Leadership then may not 
guarantee results and more than again a game cricket 
is a great teacher. The game replicates life. This game 
of glorious uncertainties teaches the art of living and 
leading. Watching and understanding the game, then, 
can be a discourse on effective management. Like in 
life, in cricket, too, you encounter good and the bad, 
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right and the wrong, chance and design, and above 
all realize that life is not always fair and square. And, 
that there is an umpire who rules the roost. Results 
depend on not just leadership but several other 
things. Nevertheless, doing right things is a must 
for a leader and that is important. Management, it 
is said, is doing things right but leadership is doing 
right things. Winning, of course, is important and 
one must play to win but many a times it is not about 
winning. It is also about playing and playing right. 
In the history of the game there have been instances 
when people have proved that winning at any cost is 
not winning. Rather, you may lose but ultimately win. 
Individuals may lose, but mankind must win. As the 
Indian society is struggling to get out of the morass 
of corruption the issue of leadership has cropped up 
like never before. What after all is the objective of life 
– this is the basic question. Is it only to win and win by 
all means? And who is the real winner? How to define 
success? The answers to these questions are crucial.

Pierre de Coubertin opined that the most important 
thing in the Olympic Games is not to win but to take 
part, just as the most important thing in life is not the 
triumph but the struggle. End is important but the 
means are more important. 

That reminds of a very interesting instance. In March 
2000 South Africa and India were playing a one dayer 
in Baroda, a tight match with 15 runs needed in 15 
deliveries. Jacques Kallis, the bowler, bowls and Ajay 
Jadeja, the batsman strikes. Robin Singh at non striker's 
end tries to sneak a run and collides with Kallis and 
falls outside the crease. A fielder picks up the ball and 
wants to run Robin Singh out, but does not. Robin 
Singh survives and South Africa later lose the match. 
But the spirit of the game lives. And this is not a stray 
case. Courtney Walsh in the crucial world cup tie with 
Pakistan on 16th October, 1987 in Gadaffi stadium 
had enacted a similar feat. In the last ball 2 runs 
were needed. Kadir was the batsman. Salim Jafar the 
non striker in over enthusiasm left the crease before 
Walsh could reach the crease. Walsh could have but 
did not run him out. That West Indies lost is another 
matter. In both the instances the respective captains 
approved of their player's values based approach. It is 
not victories but values that make leaders. 

A Corporate Lore

One Senior Executive of Sriram Group of factories 
was selected for IAS. After he received the call to join 
the service he requested his employer to for release. 
It was customary in that organizations to make 
employees sign a bond to serve the company for a 
certain number of years. On receiving the written 
request for release the General Manager pointed out 
that the request was not tenable because the employee 
was under the bond to serve the company. Thus, he 
either would have to shell out the amount of the 
bond or complete the tenure of the bond. On seeing 
his request turned down by the General Manager the 
employee approached Lala Charat Ram the top man 
of the company and pleaded his case. On hearing the 
version of the employee Lala ji sent for the General 
Manager concerned and pointed out to him that there 
were certain cogent reasons for acceding to request of 
the employee concerned. Those were as follows:

1.  In case the employee is refused to be released, 
he would not put his heart and soul in the job 
thereafter and would be  a disgruntle employee. 

2.  The news of refusal of release will act as a negative 
motivation to the other employees who will think 
that their company was unreasonable in not 
granting the release to an employee who has been 
selected for the IAS. This would adversely affect 
the morale and discipline of the organization.

3.  It was a matter of pride for the company that one 
of its employee was selected for top administrative 
service. Considering the above Lala ji advised the 
General Manager not only to release the employee 
concerned unconditionally but also hold a grand 
farewell at the time of his departure wishing him 
success in the new job. 

This is leadership in action that shows that sometimes 
technicalities have to be ignored in favor of 
magnanimity.    

Leadership is that quality that transcends mundane 
considerations. It is a blend of head and heart.  The 
soul of leadership lies in values which give charisma 
and credibility to the leader. And these two attributes 
give the leader the ability to lead and influence. As we 
look at the way corporations are being run we find that 
they are more managed and than led. And this perhaps 



41

is the reason why with more efforts less is achieved. 
The problem is the pressure cooker model that most 
enterprises seem to have adopted ignoring the reality 
that it is the country club model that perhaps holds the 
key. It is fashionable to talk about 24×7, workaholism 
and raising the targets. But in the process we are 
forgetting the basic truth that creating an obsession 
with targets proves counterproductive in the long 
run. In fact, the sustainability of the pressure cooker 

model was questioned long back, some hundred odd 
years ago in the famous Hawthrone Studies. If you 
really want to lead, follow the agriculture approach 
rather than the manufacture approach as advocated 
by Douglas McGregor in his famous book The Human 
Side of Enterprise. Human beings were born emotional 
and they remain emotional. Managing this human 
being calls for a humanistic rather than mechanistic 
approach.
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Case Study
Ergonomic Discomforts of Computer Operators

 in Bokaro Steel Plant

Dr Trinath Pachal*

Introduction

Case 1# : Two years back, Mr. X. Sinha, a workaholic, young aspiring software 
engineer used to stick to his office chair more than eight hours a day. He was 

thought to be the future HOD for his technical expertise due to his way of accepting 
new challenges in day to day work. Senior colleagues also took his assistance time to 
time. Now in 2013, where he is? No! Not in that chair. Somehow he is now managing 
a small office inside that department with negligible computer work and lesser 
assignments. Why? During last two years Mr. X has undergone spinal surgery twice, 
taken several medicines and now advised to wear cervical color regularly with less 
computer work. Ultimately company has lost a productive player for ever.     

Case 2# : Mr. Y. Rout, Senior manager, an efficient Technical Assistant (TA) to GM 
of a vital area, used to work more than ten hours a day. His multivariate activities 
included frequent phone calls, handling heaps of files along with computer 
operations. He never complained about his job, rather he enjoyed the war 
footed activities. Since early 2012 he was shifted to other department with lesser 
assignments and no computer work. At present he somehow manages his day to 
day activities with wearing Lumbar belt. He is suffering with chronic low back-
pain (LBP) with less chance for permanent cure. Again the company has lost an 
efficient officer. 

Case 3# : Mrs. S. Dubey, an efficient computer operator in EDP, was famous for her 
speed of data entry. She had not made any complaints about her overloaded task. 
Sometimes she moved her fingers more than one hour at a stretch. Unfortunately 
now she is forbidden from taking up any form of computer work as she is suffering 
from Carpel-tunnel syndrome, a disease which restricts finger movements due 
to severe pain in hand and ultimately made her cripple. The only remedy is 
operation for which she is now preparing herself. Once again the company has 
lost an efficient employee.

Case 4# : Mr. X. Nair, an efficient personal secretary of GM office was correcting his 
vision frequently for the last three years due to progressive changes of his visual 
acuity. Very recently he started complaining about his blurred vision, sometimes 
double vision. He was afraid of his red & dry eyes. Mr. Nair visited a renowned 
eye hospital of South India where it was diagnosed as Computer Vision Syndrome 
and the doctor advised not to do any sort of computer work for at least one year, 
otherwise he may lose his vision permanently. Yes, once again company lost an 
efficient office staff.

*Sr Manager (Work Physiology & Ergonomics), OHS Centre, Bokaro Steel Plant, SAIL, Bokaro
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Such cases are not uncommon in present Indian 
industries. Somewhere some efficient key players are 
leaving the ground silently. We often do not notice 
the facts and more often consider the incident as 
unfortunate. In-depth analysis of such cases can give 
you a clear picture regarding the causal relationship 
for such cases. Immediately we need to rectify the root 
cause of such problems, otherwise we will witness a 
group of disabled human resources in each and every 
industry where computer operations are part and 
parcel of the system. Let us analyze the above cases to 
understand the hidden story.

(# Name place and date have been changed due to medical ethics)

Case Analysis – the Hidden Story

Cervical Spondylosis and Case 1

Mr. Sinha in case 1 was a workaholic software 
engineer, used to spend more than eight hours in 
sitting posture. He used a general executive chair 
with fixed seat height and padded arms. His desktop 
monitor was placed in left side of a general working 
table with fixed height. He placed his CPU under the 
table to give place for files and books on the right 
side of the table. His height was 181 cms with BMI 
19.4, just crossing the ectomorphic border, meaning 
lean and thin stature. As the monitor was placed 
too low to his eye level, he had no option other than 
doing prolonged neck bending computer operations. 
Moreover there was a minor defect in near vision for 
which unknowingly Mr. Sinha was too close to the 
monitor most of the time. In addition the illumination 
of the said room was far below of 200 LUX which 
was adding more neck bending during keyboard 
operations. There was neither any document stand 
nor any foot stand available.  As a result of such 
defective workplace for computer operation along 
with repetitive neck and head movements and low 
light with poor vision, repetitive stress injury in 
spinal cord at cervical region took place. There are 
no medicines available for permanent cure of such 
Musculo-skeletal disorder except, regular exercise, 
use of Collar and ultimately Neurosurgery.

Low Back-Pain(LBP) and Case 2

Mr. Rout was an efficient TA and was engaged in 
multivariate activities which included frequent phone 

calls, handling heaps of files along with computer 
operations. He had a padded conventional office 
chair with fixed height and straight backrest. Mr. Rout 
never got a chance to rest his back at the backrest. To 
attend a phone call, he had to twist his back. More 
often he extended his spine to operate a file along with 
twisting right. In every computer operation he pushed 
himself forward for clear visibility of the screen. He 
was Endomorphic with BMI 27.3, means obese. The 
defective sitting posture, frequent twisting of spine 
and prolonged extension of back caused Chronic Low 
Back-Pain which Mr Rout experienced badly. Today 
he wears Lumbar Belt, the last option to protect his 
lumbar vertebrae from uneven repeated compressions. 
Numbness of lower limbs may be associated with LBP 
along with other physical and physiological changes. 
No permanent treatments are available till date except 
temporary relief from acute pain and numbness along 
with use of orthopedic belts.

Carpal Tunnel Syndrome (CTS) and Case 3 

Mrs. Dubey, the efficient computer operator was 
famous for her faster speed of data entry. Her frequent 
finger movements caused vigorous stress at the 
tendons in the wrist. In addition she typed with her 
wrists flexed, because the keyboard was elevated. More 
over the sharp edge of table top also produced constant 
pressure to her median nerves. All those factors caused 
strain on the tendons in the wrist, which ultimately led 
to chronic inflammation, pain and tendon swelling, 
the typical symptom of CTS. Symptoms usually start 
gradually, with pain, weakness, or numbness and 
tingling sensation at thumb, index and middle finger 
of any one or both the hands, radiating up the arm.  
As symptoms worsen, people may feel tingling during 
the day, and decreased grip strength may make it 
difficult to form a fist, grasp small objects, or perform 
other manual tasks.

As the wrist is a relatively small joint, there are 
many tendons that travel through it that are packed 
close together. In the middle of all of these tendons 
is the median nerve, which carries sensory signals 
throughout the hand as well as innervates the 
intrinsic hand muscles (the muscles that are actually 
in the hand). Swollen wrist tendons can cause 
compression of the nerve, which takes away some of 
its functionality, causing numbness or tingling to occur 
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in parts of the hand as well as hand muscle weakness. 
As a result, carpal tunnel Syndrome occurs and it can 
be treated using cortisone injections (which reduce 
inflammation) or surgery to give the tendons more 
room and prevents compression of the median nerve. 

Computer Vision Syndrome (CVS) and Case 4

Someone may think that the computer screen was the 
main culprit for the CVS of Mr. Nair. But it is important 
to know that computer monitors do not emit any 
harmful rays or radiations (monochrome or color). The 
causes of the trouble for Mr. Nair are different. First 
one was constantly gazing at a near distance (at the 
monitor) which created Convergence Fatigue. When 
we look at a near object both our eyes move towards 
each other (converge) to fixate at the target. Prolonged 
viewing of the monitor at close distance leads to fatigue 
of convergence and its weakness or insufficiency. This 
consequently leads to eye strain, pain and headache as 
it happened to Mr. Nair. The second cause is decreased 
rate of blinking. During working on computers such 
decreased rate of blinking leads to instability of the 
tear film of the eyes. This leads to feeling of dryness, 
irritation, redness and a reflex watering from the eyes. 
These are all symptoms of CVS.

Many of the visual symptoms experienced by computer 
users are only temporary and will decline after 
stopping computer work. However, some individuals 
like Mr. Nair may experience continued reduced 
visual abilities, such as blurred distance vision, even 
after stopping work at a computer. If nothing is done 
to address the cause of the problem, the symptoms 
will continue to recur and perhaps worsen with future 
computer use. Prevention or reduction of the vision 
problems associated with CVS involves taking steps 
to control lighting and glare on the computer screen, 
establishing proper working distances and posture 
for computer viewing, and ensuring that even minor 
vision problems are properly addressed.

Discussion – the Actual Scenario

On the scale of technology development history, the 
personal computer is a relatively new ‘technical tool’ 
that we have to get used to. Computer operations 
can cause potential and sometimes persistent injuries 
for the persons who use computers for a large part 

of their working day.  That is why knowledge of 
ergonomics becomes important when we consider 
fingers moving around keyboards, eyeballs focusing 
on screens and hands wrapped around mouse. Do you 
know that a heavy computer user can click a mouse 
button over 6,500 times in a single day? How many 
of us know that repetitive strain injuries are common 
among office workers specifically for computer 
users? PC World Magazine reported that repetitive 
strain injuries caused by poor ergonomics cost U.S. 
companies $600 million a year. And the magazine also 
reported that 68% of employees in a recent survey 
reported workplace discomfort for prolonged sitting 
computer operations. In global industrial scenario, 
computer operations are no more considered as safer 
occupation. Developed countries now combat the 
problems through huge workmen compensations, 
investing more money on ergonomics research, 
renovating computer work places as per ergonomic 
recommendations and strengthening HR group for 
mass training on safe computer operating procedures. 
What about our country? The above four cases can 
be eye opener for all us to think in this perspective. 
Recently in 2013, a pilot ergonomics study on 89 
computer operators from three computer dominated 
departments (EDP, ERP and C&A) give a glimpse of 
our future scenario of computer operation.  The study 
indicates that 46.07% of computer users complain 
regarding their low back pain, 37.08% feel discomforts 
in their neck, 08.98% keyboard users have restricted 
finger movements, 24.72% of them experience 
frequent eye strain, 13.48% complain regarding their 
chronic hand and shoulder discomforts  and 07.86 % 
have some form of leg discomforts. The study also 
reveals that low back pain is so severe that 53.66% of 
the affected employees marked above three in five 
point rating scale. The study statistics is not at all 
favorable for future growth in those areas. We have to 
prepare ourselves before it is too late.

Knowledge on computer ergonomics takes into 
account all aspects of using the computer. Following a 
computer ergonomics assessment, recommendations 
may be made to lower or raise a monitor in relation 
to the users’ position, work with a better designed 
keyboard or ergonomic mouse or even adjust 
the position of the worker to combat glare from a 
nearby window.   Simple changes through computer 
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ergonomics can drastically reduce discomfort and 
have a great impact on productivity.

Recommendation – Ensure your Protection

Adjust your Chair 

The selection of a good ergonomic chair is crucial in 
preventing injuries or long term problems. When 
choosing a chair consider a few things:

Adjustability – ideally all aspects of the chair need 
to be adjustable i.e. the seat height, depth, backrest 
angle and lumbar support. 

Seat height – the height of the chair needs to go up 
and down so that you can sit comfortably in the chair 
with your elbows at 90 degrees when resting on the 
desk and your feet are flat on the floor. Sometimes 
you may require a footrest.

Stability – the chair must be stable enough so that it 
doesn’t tip easily. 

Arm rests are not essential – if you have a chair with 
armrests, then make sure that it must be adjustable, 
so that the chair can come in under the desk when 
requires.

Working Table

Your multipurpose table must have enough space to 
place all materials including books you use regularly. 
Your table should be balanced. There should be 
some tasks that put on the right side of the desk 
and some tasks put on the left. You should not have 
everything on one side. This will create an imbalance 
in the muscles in your body. All the edges of the table 
top must be rounded so that it will not give undue 
pressure to the median nerves under your wrist. The 
corners are also to be rounded for safe movements 
around your office.

The Monitor

Make sure that your computer monitor is positioned 
correctly, it should be at arms distance away and your 
eye level should be at the top 1/3 of the screen. Optimally, 
the computer screen should be 15 to 20 degrees below 
eye level (about 4 or 5 inches) as measured from the 
center of the screen and 20 to 28 inches from the eyes. 
A lot of monitors these days are adjustable, which make 
getting them in the correct position easy. You must 

consider glare, brightness and contrast when adjusting 
your monitor. Ensure that you do not have excessive 
glare on your screen. If you are sitting near a window – 
make sure that you draw the blinds. Also be aware that 
your screens brightness and contrast etc are adjustable 
– so adjust them to suit your eyes.

The Keyboard

Make sure that the keyboard is placed directly in 
front of you. Don’t overreach for the keyboard as 
this will place strain through your shoulders. Your 
elbows should be relaxed and close to your body. 
Your keyboard should not be placed up at an angle 
because this will cause strain through the wrist area. 
Your wrists should be in neutral. Use wrist pad when 
necessary. Do not place your wrist at the sharp edge 
of the table during typing.  Don't 'bash' the keys rather 
gently press them down during typing.

The Mouse

The mouse is one of the biggest culprits for injuries 
that Doctors treat. Mouse should be based on your 
hand side and the type of work that you are doing. 
The main thing is that your hand should not be in an 
awkward posture while using the mouse. Ensure that 
the mouse stays close to the keyboard. Don’t let it drift 
away throughout the day. If you are not using the 
mouse, remove your hand from it. You can use your 
non – dominant hand for use the mouse, this will give 
your dominant hand a break. 

Reference Materials 

Reference materials or any documents should be located 
above the keyboard. If this is not possible, a document 
holder can be used beside the monitor. The goal is to 
position the documents so you do not need to move 
your head to look from the document to the screen. 

Lighting

Eye strain often is caused by excessively bright light 
either from outdoor sunlight coming in through a 
window or from harsh interior lighting. When you 
use a computer, your ambient lighting should be about 
half as bright as that typically found in most offices. 
Eliminate exterior light by closing drapes, shades or 
blinds. Reduce interior lighting by using fewer light 
bulbs or fluorescent tubes, or use lower intensity bulbs 
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and tubes. Ensure that the illumination level at your 
work place is not too below to see the key pads clearly.  
Keep the illumination level of the room between 200 
to 400 Lux.

Rest Break

To prevent eyestrain, try to rest your eyes when using 
the computer for long periods. Rest your eyes for 15 
minutes after two hours of continuous computer use. 
Also, for every 20 minutes of computer viewing, look 
into the distance for 20 seconds to allow your eyes a 
chance to refocus. Stretch your neck and shoulders to 
relieve tension.

Blinking

Blinking is very important when working at a 
computer; blinking moistens your eyes to prevent 
dryness and irritation. When working at a computer, 
people blink less frequently — about five times less 
than normal, according to studies. Tears coating the 
eye evaporate more rapidly during long non-blinking 
phases and this can cause dry eyes. Also, the air in 
many office environments is dry, which can increase 
how quickly your tears evaporate, placing you at 
greater risk for dry eye problems. If you experience 
dry or red eye symptoms, consult your eye doctor.

Key Queries - What needs to be done

The above case studies may create several queries 
to computer users specially the victims of varied 
computer related diseases. The three key queries may 
be as follows:

 What precautions you need to take for preventing 
low back pain during computer operation? If you 
are already suffering from chronic LBP, will you 
depend only on medicinal treatments or take any 
other decision? 

 What will be the disease you are going to suffer, 
if you experience regular numbness and tingling 
sensation at thumb, index and middle finger of 
your any one or both hands? What precautions 
you will take to prevent the disease?

 Redness and dry eyes associated with blurred and 
double vision may be the product of your prolonged 
office work. Which factors are responsible for such 
eye strain? What steps you will take for combating 
the problem?

Conclusion

In-depth analysis and its’ discussions for all the above 
cases conclude the followings: 

• Computer operations are no more considered as 
safer occupation as it causes several non-curable 
diseases.

• In India, a large number of computer users already 
suffer with such diseases which often treated as 
isolated cases, not related with their occupation.

• Generally most workaholic, dynamic and sincere 
employees are affected by the diseases earlier and 
company loses its key players which badly affects 
ultimate productivity.

• Treatment of all computer related diseases are 
costly and most of the victims never return to 
their original work, rather force to choose a lighter 
occupation with no or lesser computer operation.

• In most of the Indian industries computer work 
places are not designed properly. As such threats 
to Indian computer users are more than developed 
countries.

• As developed countries have already taken several 
steps to combat the problem, we also need to 
develop a comprehensive national planning to 
prevent computer related disability.

• Most of the computer users of India are still in dark 
regarding the threats of their occupation. A mass 
education programme on Computer Ergonomics 
must be initiated in all such industries. As such 
computer ergonomics should be incorporated 
in school curriculum so that a safe computer 
operating habit can be inculcated since childhood. 
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Book Review
Global Tilt : Leading Your Business Through the 

Great Economic Power Shift

Ram Charan

Ram Charan is world-renowned business adviser and speaker who has spent 
the past 35 years working with many of the top CEOs and companies of our time 
including GE, KLM, Bank of America, DuPont, Novartis, EMC, 3M, and Verizon. 
He is known for cutting through complexities to uncover core business problems, 
and devising practical relevant solutions for those problems. He earned MBA 
and doctoral degrees from Harvard Business School, and is co-author with Larry 
Bossidy of Number One New York Times bestseller Execution: The Discipline of 
Getting Things Done (Introduction on the jacket).

Ram Charan in this compelling book argues that there is shift occurring in a process 
of an irreversible tilt from the traditional powerhouses of the global economy 
towards major new players. Flourishing businesses are emerging in countries 
as far as China and Brazil. They display as much knowledge, talent and drive as 
their longer established rivals in US, EU, Japan and Korea. As game-changers, 
they are exhibiting innovative, locally developed skills that often challenge the 
norm.  Having profound impact on the lives of millions they are reaching far-
flung markets beyond their geographical limits. Ram Charan is an acknowledged 
visionary, a gifted pragmatist who knows that the possible to reality is not linear, 
but one of applied imagination with strategic leaps.

This book is written when the Governments in the West are couching on large 
portfolio of equities and under-used property in massive scale to the tune of USD 
9 trillion*.  The mandate is to  reduce their debt-ridden national balance sheets and 
public indebtedness at its highest peacetime level in advanced economies and the 
rationale is to raise cash by liquidating huge state-owned assets. Here lies the biggest 
opportunity for strategic take-over of high-end businesses by emerging countries 
viz., China, India and Brazil. It will be a great leap for professionally managed colossal 
PSUs like SAIL, CIL, NTPC, SBI and ONGC. But there are some realty checks for the 
prospective readers of this interesting book before they take a leap.

By the time Ram Charan sent the manuscript to the press, disturbing wobbles 
appeared in these countries glamourized as “below the thirty-first parallel”. S&P500 
Index rose by 30% in US, and Japan’s Nikkei by 57% buoyed by macro-economic 
restructuring fuelled with monetary stimulus and growing optimism about global 
growth. This upsurge was an exotic effervescence and the magic abruptly worn-

*The Economist, January 11, 2014: The total assets of OECD countries adding state 
owned enterprises ( USD 2 trillion), utilities with local government (another USD 2 
trillion) and the real treasure of non-financial assets – buildings, land sub-soil resources  
total USD 35 trillion. IMF believes that they are worth three-quarters of GDP on average 
in rich economies.

“The mandate is 
to  reduce their 

debt-ridden 
national balance 

sheets and public 
indebtedness at its 
highest peacetime 
level in advanced 

economies and the 
rationale is to raise 
cash by liquidating 

huge state-owned 
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off during January 2014. The S&P500 is down by 
almost 5%, the Nikkei by 14%.  But surprisingly, to 
the odds of Ram Charan, the fact remains that even 
MSCI emerging market index wiped–off by almost 
9%. Contrary to the main direction of the book, the 
dip in US growth potential has hurt the emerging 
markets that claimed to breathe ozone in a sanitised 
eco-system. That is precisely not true. World is still 
interlinked. If USA falters, the fault-line appears 
on the skin of the globe.  The commodity prices are 
slipping too, iron ore fell by more than 8% in January. 
Price mechanism is truly a vivid reflection of global 
inter-dependence. 

Ram Charan woefully joins a handful of disappointing 
numbers who just mean that America is not the growth 
train for the whole world and the new entrants viz., 
Brazil, India and China will take the drivers’ seat. 
This is purely a myth; at least in near future. China’s 
economy is slowing too and the others in emerging 
markets will grow more slowly in 2014.Economists fear 
a “hard landing” for China. In fact there is a contrarian 
view against the over simplistic assumptions of Ram 
Charan: China has reached the limits of the debt-
fuelled and investment led growth model; ironically 
praised by the author. A lesson in economics, if Ram 
Charan remembers his days in Harvard; such debt-
fuelled models do not just slow the growth, but 
ultimately end in a financial bust. There are worries of 
a contagious emerging market collapse.

Ram Charan is ,however, honest to Keynes and 
Hayek, and avidly concocts a Schumpeterian recipe 
for emerging markets with essential ingredients 
like confidence, cheap skill, foreign investment and 
technology transfer with added flavour of local 
innovation (Jugaad in India for instance). He serves 
an appetising dish for countries below “thirty-first 
parallel”, a cliché that sells well in an otherwise dull 
and crowded market for business books. As it turns 
out, Ram Charan has a bold sum-up on how the 
economy works in emerging markets. If he is correct, 
then Global Tilt is an engaging non-fiction for an 
overnight journey.  He says that confidence plays 
a crucial role on the side-lines of Frederick Hayek 
and John Maynard Keynes. He formulates a savvy 
approach to envision the strategies in emerging 
markets. He is persuasive to consolidate confidence 
about future prospects with an overdose of China’s 
aircraft manufacturing by COMAC, Borealis saga in 
Middle East, Bharati Airtel in Africa and so on. He 

returns with first principles and builds a clear, succinct 
argument in a relaxed language, easy to trail while 
waiting for a delayed flight in a foggy airport. 

However, no policymaker is rushing to adopt Ram 
Charan. He promotes over-repetitive discussion of 
what went wrong with modern economics in the 
run up to the recent crisis.  To reverse the effects 
of the financial crisis by boosting investment led 
employment, in short or long run, he provides a policy 
plan to induce rapid and sustainable recovery through 
innovation, strategic take-overs under an overarching 
Schumpeterian model. He is offering a powerful 
argument for how emerging economies must change 
global game plan for economic dominance. The book 
is truly a confidence builder. 

Economics has a direct impact on our lives and 
regulators and policymakers make strategic decisions 
with far-reaching consequences in real terms. Written 
in clear, accessible language, Global Tilt makes a 
credible argument no one can ignore. Though he 
is discussing a topic that hits the pink dailies from 
ET, FT to WSJ almost every day, his skill and flair is 
refreshing. At the end Ram Charan offers a proposal 
for a revolution of endogenous entrepreneurship by 
instituting innovation in true tradition of Hayek and 
Schumpeter.

This book serves well as a ready-reference for “who 
is doing what in emerging markets”. It is a useful 
guide for the practitioners, observers, policy makers 
and the business leaders who are venturing in a risky 
game with radically changing rules. A truly readable 
book for both laymen and the specialists, Ram Charan 
teaches that unlearning is equally essential to new 
learning, as Inge Thulin, CEO of 3M observed on the 
book’s jacket. The book is replete with cases that both 
educate and inspire even the most seasoned business 
leaders. In Indian context, Global Tilt is astutely 
relevant for PSU leaders for drawing a global map for 
future take-overs. Ram Charan makes their task easy 
with many institutional parallels from gigantic state-
owned Chinese and Brazilian counterparts.

Published by : 
Random House Business Books 
Year of Publication: 2013(UK)
Pages : 322, Price : ` 699

Book Reviewed by : 
Bishwajit Chowdhury, AGM (Internal Audit) 
IISCO Steel Plant, Burnpur

Global Tilt : Leading Your Business Through the Great Economic Power Shift 
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Book Review
Executive Coaching - A Practitioner’s Guide to 

Creating Excellence

Sunil Unny Guptan

Coaching per se creates opportunity for high-value learning and development 
and in case of executives particularly it’s a great help in paving way for them to 
make any strategic shifts in their professions, careers and lives. The book caters 
to this section of the executives and HR professionals and explores at length, this 
transformational practice of Executive Coaching. 

The book has an inspirational, conversational tone, laced with cases based on real 
people and situations. The author discusses the process of Executive Coaching at 
length. From how it begins with the initial contact, then leads to building relationship 
and mutual understanding, finally zeroing in on taking the required precautions 
so as to  maximizing output. The author delves in depth into the approaches to 
Executive Coaching and what are the basic competencies, capabilities and skills 
needed to be an effective executive coach. As a practical input it provides the tools 
and techniques used in the process of Coaching.

Chapter wise Overview:

What Executive Coaching is all about

Coaches differentiate themselves from trainers and instructors in that the trainers 
and instructors teach people with inputs and directions to make them learn skills 
and knowledge, while the coach facilitates understanding , exploration, learning 
and practice. Coaching engagements are for a more focused and shorter duration 
than the mentoring association. The executive coach has to have a wider array of 
specialization, focus, tools and outlook than the other coaches in the field. They 
work with higher levels of credibility, capability , verve and alertness to match that 
of their coachees.

Approaches to Executive Coaching

a. Psychodynamic approach- In a nutshell, as the book elaborates, its primary 
role has been to link different forms of behavior and behavioral modifications 
during the process of coaching to the understanding of the drive arising from 
the unconscious and the conscious mind of the coachee.

b. Cognitive behavioral approach- The book high-lights the role of the approach 
in terms of it being a integrative approach which  combines the use of cognitive 
behavioral, emotional and problem solving techniques and strategies. The 
effort is to convert negative ‘automatic thoughts’ into ‘positive ones’.  

c. Gestalt approach- This approach not only helps the coachee work at his own 
awareness, assimilation of learning and change,  the coach too may go through  
change within. One of the assumptions here is that exploring the experience in 
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the immediate setting and time – here and now- 
creates new avenues of learning and growth.

d. Person-centered approach- The approach is largely 
non-directive and lets the process and outcome 
be guided more by the coachee. The role of the 
coach is facilitative helping the coachee identify, 
understand and determine what would be best in 
his own interest.

e. Transactional analysis approach- It helps the 
individual get a clear and better understanding 
of self and the interfaces with the environment 
and thus plan and prepare for changes where 
necessary.

f. Ontological approach- Ontology in the study of 
human existence. It believes in the coach operating 
from his own way of being which can acutely 
affect the observation of the coachee’s specific way 
of being in the same context. Thus influencing and 
facilitating a shift in the coachee’s notion of being.

g. Transpersonal approach- Here the coach assumes 
the role of a wise fellow traveler and an unassuming 
companion. There is no attempt at being directive 
or critical. The association is undemanding, 
continually offering different dimensions for 
considerations.

h. Manager as coach- They tend to be more open to 
personal learning and receiving feedback. They 
operate from a set of high personal standards 
mostly without imposing them on others. At 
the same time they do not compromise on the 
expectation of efficiency and effectiveness in task 
performance and output from his subordinates.

i. Team coaching- Unlike other forms of coaching in 
the organizational context, Team coaching may be 
diagnostic and remedial. A Team leader may also 
be a Team Coach. 

j. Life coaching- It tends to focus on the personal 
and social life of the coachee. It aims at achieving 
emotional, cognitive and behavioral equilibrium. 

k. Skill and performance coaching- It is the oldest 
and the original genre of coaching. It helps acquire 
or develop and sharpen skills and capabilities, 
leading to growing and enhancing competencies 
to elevate performance on the job. 

l. Developmental coaching – The focus is on the 

changes and growth that go beyond affecting 
only certain aspects of the coachee’s life in the 
long term. It seeks to arrive at a balance between 
the aspiration of personal development and the 
specific request of the organization.

m. Transformational coaching – It involves getting 
the coachee to become aware of, see, accept, and 
work with a multitude of changes and makeover 
in personal, social and professional  aspect of life. 

Executive Coaching: Structure and Processes

Although often overlapping, the step wise process 
has been broadly classified into 11 steps to ensure a 
fruitful completion of work and objectives set at the 
beginning as unlike mentoring Coaching is more 
purpose driven. 

1. The start -The formal beginning called by various 
terms like springboard, kick-off, inaugural etc., 
helps in preparing the executive enter the process 
voluntarily. 

2. Preparing for the springboard or the kick-off 
session- This has to be done with the involvement 
of HR, Senior Management, Past Coachees and the 
Executive coaches. 

3. Protocol and expectation setting between the 
coach and the coachee in the third step helps in  
smooth running of the process.

4. The initial sessions- It is designed for the coachee 
to spend time to know the coach.

5. Decision on approach- The coach may decide on 
the approach based on inputs from the coachee 
or inputs from others. Other factors taken into 
consideration may be the profile of the coachee, 
his preferred learning style, time available for 
the intervention apart from the preference and 
expertise of the coach. 

6. Calibrating the Goals- Where the coachee has 
identified his goals and targets, it becomes 
important that they are evaluated by the coach 
before it is frozen. In some cases the choice can 
also be made to not have any initial goal. However, 
in any case there has to be scope for revisiting the 
goals and targets in the process in future. 

7. Identifying milestones helps in monitoring the 
progress. 

Executive Coaching - A Practitioner's Guide to Creating Excellence
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8. Working out strategies- The Coach works with 
coachee to customize the work strategies to fit well 
his needs and ensure the drive towards success 
holds to the end

9. Practice and experimentation- The process gives 
space for the coachee to practice the planned 
behavioral, learning or attitudinal change being 
tried out over a set period of time to check its 
applicability and efficacy before deciding to carry 
it or abandon it for something else.

10. Review Mechanism – It is set to take stock of the 
progress along the decided lines, meeting the set 
landmarks and milestones, the extent of learning 
or change in the coachee and efficacy of the process 
itself.

11. Action plan and sustainability-  The sustainability 
plan are in the form of periodic revisitations, 
refresher meetings etc. 

Preparing to be Coached 

As a preparatory measure, the coachee should look 
up available literature and write-ups on coaching as 
a learning process so as not to be caught unawares 
by the entire process. As one enters into the process, 
the coachee needs to know and get acquainted with 
the process and it becomes important that he is 
acquainted with the coach and shares information 
about himself with him. Since coaching is about 
commitment to the process and giving it the priority 
so as to make it effective, it is important to adhere 
to the time schedule over the intervention period. 
Significantly, keeping the family informed of the 
process helps during the transition phase. Keeping 
log of learning not only helps in keeping track of the 
progress but will also help in refreshing the learnings 
in the longer duration. 

Competencies, Capabilities and Skills 

Executive Coaching requires the Coach to have certain 
professional prerequisites which include personal 
competence and expertise, maturity and wisdom, 
authenticity, integrity and objectivity, emotional 
maturity, diagnostic skills, empathy and sensitivity, 
communication and facilitation skills, conflict 
management and resolution skills relationship skills, 
referral skills, negotiation and persuasion skills and 
counselling skills.

Executive Coaching tools 

The learning style Inventory - for identifying best 
approach for the coachee in learning, Johari window – 
useful in small group sessions to discuss personalities, 
DISC profile helps executives understand themselves 
and take appropriate measures in self-development. 
Other instruments and tools for the coaches suggested 
are MBTI, 16 PF questionnaire, Belbin team roles (to 
assess how individual works in a team setting and 
work environment), The Redding’s 3D model  (to 
understand the leadership styles of the coachee), 
situational leadership model, The Allport, Vernon and 
Lindsey study of values, 360 degree feedback. 

Issues facing Executive Coaching 

Fear of coaches passing on their own unfulfilled life 
script, unfulfilled ambitions and living them through 
the coachee. Unclear agenda for the coach and the 
coachee, Bias led approach of the coach, risk of getting 
into the emotional dependency trap on either side - 
leading to possessiveness, inability of the coach to 
accept his limitations particularly when it comes to 
giving referral to another expert. Transaction issues 
primarily arising out of immaturity of the coachee 
or of stature trap when the coachee is quite high in 
the hierarchy of the organization. Another vital issue 
facing the Executive coaching is the conflict between 
the managerial environment that the coachee comes 
from and for which he is being prepared for versus the 
coaching environment of learning under which both 
the coach and the coachee operate during the process.

Building Coaching culture in organizations 

It requires Senior management buy-in, longevity of the 
corporate identity, excellence and quality orientation 
of the organization, nurturing and growth orientation, 
transparent sincerity and authenticity, belongingness 
and strong organizational identification, wisdom 
is accorded respect and recognition, respect for the 
individual , non-exploitative relationship, ambition 
in individuals tempered with maturity and informed 
HR setup.

What the HR Function can do  

Some of the vital things that HR can look into to 
make this initiative click are - identifying the high-
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potential people along with the top team, assessing 
and determining learning and developmental needs, 
source high calibre coaches, facilitate creating right 
ambiance, 

There is much to be gained from the initiative 
of Executive Coaching for any organization and 
individual if handled well, as it is a high value initiative 
offered to critical and prized people resources at the 
higher levels of management. 

Published by : 
SAGE Publications Pvt. Ltd
Year of Publication : 2012
Pages : 196, Price : 295

Book Reviewed by : 
Ms. Daisy M Hembrom
Sr Manager (Academic) & Sr Faculty Member
MTI, SAIL, Ranchi
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Article Digest
Pride and Power

Jessica L Tracy

Pride can lead to success, but it is felt in different ways. Many successful people 
are driven not just for making money or by a desire to solve a specific problem 

but more for the need to be the person who did it; they want to feel the pride. Pride 
strives to aim high, this way it is a good thing, but pride can also make us arrogant 
which is bad. The author and her colleagues in a series of studies found that people 
can feel pride in two different ways. Depending on the type of pride, this emotion 
can have different effects on behavior. A lot of research is there on narcissism and 
self-esteem; the two concepts relevant to pride but have never been correlated to 
it. As a defense mechanism, narcissists feel pride to keep away insecurities whereas 
self-esteem is about the genuine positive feelings people have about them selves. 
Thus, as the emotion underlying narcissism, pride should promote aggression 
and hostility but as the emotion underlying self-esteem, pride should encourage 
a sense of achievement and a caring nature. But these two types of behaviours 
are poles apart. The author conducted a study in which it was found that pride 
was perceived as both the destructive emotion that underlies narcissism and the 
achievement oriented emotion which is the basis of self-esteem. The outcome 
proved that there were two types of pride, hubristic and authentic.

The two types of pride lead to different behaviors. Individuals who feel authentic 
pride possess high self-esteem have high agreeableness and are helpful.But 
people who feel hubristic pride have low self-esteem and are more disagreeable, 
manipulative and enjoy humiliating others rather than helping them.As narcissists 
hold unrealistic sense of superiority not because they believe in these bloated 
perceptions but because it hides their unconscious insecurities; hubristic pride 
allows narcissists to maintain a false positive sense of self.In a study, psychologists 
made some participants feel authentic pride by praising their performance on a 
tedious task. Other participants received no feedback and they showed less pride.
They then asked all participants to complete a similarly tedious exercise. Those 
who were made to feel proud persisted at the second task significantly more than 
those who received no feedback. It explained that, authentic pride impels us to put 
in extra effort to succeed.

People with hubristic pride are offensive but are still adaptive. Joseph Henrich, 
psychologist at the University of British Columbia, explained that leaders in 
traditional societies acquired power through two routes. Prestigious leaders 
developed skills or competencies that helped the community whereas dominant 
leaders gained status through force to control resources and people submitted to 
these leaders as they had no other option. The author in a study conducted an 
exercise wherein the team members rated one another’s prestige and domi¬nance 
and then they rated themselves on their tendency to experience pride. The 
individuals who felt authentic pride were viewed by their teammates as prestigious 
and those who felt hubristic pride were considered dominant. Both types of pride 
can be adaptive because they help us to be successful and secure social status 

“The outcome 
proved that there 
were two types of 

pride, hubristic 
and authentic.”
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which assures long-term survival of us and our future 
generations.

People with hubristic pride achieve power but will 
not sustain in the long run. The author with her team 
in further studies found that both highly dominant 
and highly prestigious individuals prove to be the 
most influential group members. Both dominant 
and prestigious members easily convince the group 
to adopt their views and opinions. Dominance just 
like prestige helps to influence others. Hubristic pride 
gives people the push to behave arrogantly, which 
can let them gain power but at the cost of relationship 
and goodwill of people.

We should seek authentic pride but shift away from 
hubristic pride. Authentic pride motivates to reach 
the highest levels of success. Authentic pride can be 
developed in a healthy manner and knowing that 
pride is an important motivator may allow us to go 

for bigger challenges. The skill lies in recognizing the 
inherent disadvantages of certain prideful feelings. 
We have to transcend from one kind of pride to the 
other. When we become too dependent on our pride, 
which becomes a crutch for our sense of self, it will 
be detrimental. Since prestige reaps the same benefits 
as dominance, those who have the self-awareness to 
choose one over the other can attain all the advantages 
of pride, without the negative aspects.

Article Digest prepared by : 
Pranav Kumar
Sr Manager (Academic) & Sr Faculty Member
MTI, SAIL, Ranchi

Source : 
Scientific American Mind; November/December 2013, 
Special Issue

Pride and Power
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Article Digest
Remaking the Industrial Economy

Hanh Nguyen

Our global economy is powered on resources which are ultimately finite.  To 
function in the long term and sustaining the business with scarcer and costly 

resources requires a new out of box thinking. Also if one notices carefully since 
2009, resource prices have rebounded faster than global economic output.  Clearly, 
the era of largely ignoring resource costs is over. 

This volatile markets for resources, with worries about their depletion, calls for a 
new economic model. In an effort to keep control over valuable natural resources, 
the companies are finding novel ways to reuse products and components. This 
is evident from the experience of auto maker Renault which has redesigned 
some components for resale and reuse thereby reducing their energy and water 
consumption- a move that has contributed in their cost.

This regenerative economy model - the circular economy- is helping the company 
create more value while reducing their dependence on natural resources. In 
addition to the implicit environmental benefits that a circular economy brings, 
there is also a significant economic impact.

Circular thinking

A circular economy replaces one assumption “disposability” with another 
“restoration”. At the core, it aims to move away from the “take, make, and dispose” 
system by designing and optimizing products for multiple cycles of disassembly 
and reuse. This effort starts with materials, which are viewed as valuable stock to 
be used again, not as elements that flow through the economy once. The aim is 
to eradicate waste. Moreover, a circular system introduces a strict differentiation 
between a product’s consumable and durable components. In a circular economy, 
the goal for consumables is to use nontoxic and pure components, so they can 
eventually be returned to the biosphere, where they could have a replenishing 
effect. The goal for durable components (metals and most plastics, for instance) is 
to reuse or upgrade them for other productive applications through as many cycles 
as possible. This circular economy model requires four levers to convert theory 
into hard-hitting practice.

The power of the inner circle

If a company can produce products and components to maximize the reusability, 
while minimizing the use of virgin materials, it creates a tight “inner circle” of use 
that allows it to employ less material, labor, energy, and capital. Products returning 
from their leasing contracts expiry are inspected, dismantled, and taken through 
an extensive refurbishing process that includes replacing components and 
updating software, if any, before it re-enters the market. All these things can and 
must happen without a reduction in quality.

“A circular 
economy replaces 

one assumption 
“disposability” 

with another 
“restoration”.”
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The power of circling longer

A closely related way companies can benefit from 
a circular economy is to maximize the number of 
consecutive product cycles (cycles of reuse, repair, 
or remanufacture), the time products spend in each 
of them, or both. If designed appropriately, each 
additional cycle eliminates some measure of the net 
material, energy, and labor costs of creating a new 
product or component. 

The Power of Cascaded use

Another source of value creation is to take a product or 
component and diversify its reuse more widely across 
the value chain, redistributing the materials so they can 
substitute for inflows of virgin ones somewhere else. 

The Power of Pure Inputs

The final way companies can benefit from the 
principles of a circular economy is by designing 
products and components so they are easier to 
separate into consumable and durable elements later 
on, thus helping to ensure the purity and nontoxicity 
of materials along the manufacturing process. Greater 
ease of separation also increases the efficiency of 
collection and redistribution while maintaining the 
quality of the materials.

Squaring the Circle

Why the circular economy is not taking off faster? 
Three barriers which have slowed the realization are:

Geographic Dispersion

The most tangible barrier for corporate decision 
makers is all around them, in the extensive supply 
and manufacturing  footprints  that companies have 
created to thrive in the linear economy. This problem 
is evident even in seemingly simple products. To get 
a handle on the challenge of geographic dispersion, 
managers have to think about reverse-network 
activities (moving from products to components to 
materials) as they do about the traditional inbound 
ones. Reverse-logistics skills (such as collection, sorting, 
re-manufacturing, and refurbishment) will be critical. 

Complex Materials

The second point of leakage involves the sheer 
complexity and proliferation of modern product 

formulations, which are rarely labeled or made 
public and are therefore difficult to identify even for 
manufacturers. In the world of plastics, for example, 
companies have broadened the spectrum of materials 
used, in creative and complex ways. Coupled with 
that management inattention and thrust to add 
materials to cut costs is posing a challenge. Despite 
the difficulties, some companies are making progress. 
So tackling the problem of complex materials will 
ultimately come down to extracting them at scale, so 
that they have a marketable value. This will in turn 
require companies to cooperate in the precompetitive 
sphere. 

The Curse of the Status Quo

The final barrier against a circular economy is the sheer 
difficulty of breaking ingrained habits. Many aspects 
of the current system reflect decisions made long ago. 
While some are relatively innocuous (for instance, 
QWERTY keyboards and the shape of power plugs), 
others incur higher costs. Customers, for instance, 
are used to evaluating the expense of products only 
at the point of sale, even if costlier but longer-lasting 
products would be more economical in the long term. 

Toward a Circular Economy

In order to inch towards a circular economy multiple 
players across the business and research communities, 
supported by policy makers and investors have to 
come together to reconceive key manufacturing 
processes and flows of materials and products. If this  
happens, the benefits would be huge. They include:

• Net materials savings - On a global scale, the net 
savings from materials could reach $1 trillion a year. 
In the European Union alone, the annual savings 
for durable products with moderate lifespans 
could reach $630 billion. The benefits would be 
highest in the automotive sector ($200 billion a 
year), followed by machinery and equipment.

• Mitigated supply risks - If applied to steel 
consumption in the automotive, machining, and 
transport sectors, a circular transformation could 
achieve global net materials savings equivalent to 
between 110 million and 170 million metric tons of 
iron ore a year in 2025. Such a shift could reduce 
demand-driven volatility in these industries.

• Innovation potential - Redesigning materials, 
systems, and products for circular use is a 

Remaking the Industrial Economy
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fundamental requirement of a circular economy 
and therefore represents a giant opportunity for 
companies, even in product categories that aren’t 
normally considered innovative, such as the carpet 
industry.

• Job creation - A circular economy would—
under the right circumstances—increase local 
employment, especially in entry-level and semis 
killed jobs, thus addressing a serious issue facing 
many developed countries. 

For circular economy, mobilizing multiple stakeholders 
is always challenging and could take several forms, 
including industry partnerships and consortia. 
Nonprofits and nongovernmental organizations will 

also play a vital convening role. The “take, make, 
and dispose” model of production has long relied on 
cheap resources to maintain growth and stability, now 
the turn has come for circular-regenerative economy  
which ultimately benefits all stakeholders on every 
level—customers, businesses, and society as a whole.

Article Digest prepared by : 
Srinibas Tripathy,
Sr Manager (Academic) & Sr Faculty Member
MTI, SAIL, Ranchi

Source : 
Martin Stuchtey, and Markus Zils,  
McKinsey Quartly, February  2014
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efnvoer uesKe
meceÙe ØeyebOeve

Fvoj kegâceej DeÛehueeveer*

eqYyk ul:nhu dks ,d laLFkk us vius izf'k{kqvksa dks le; izca/u ij O;k[;ku nsus ds 
fy, vkeaf=kr fd;k vkSj muls vuqjks/ fd;k og izfrHkkfx;ksa dks crk;sa fd vius O;Lr 

thou esa le; dk dSlk izca/u fd;k tk ldrk gSA

r; fnu vkSj le; ij eqYyk th O;k[;ku nsus ds fy, igq¡ps vkSj mUgksaus dgk fd fiz; fe=kksa] 
eSa vkidks le; izca/u ij dksbZ Hkk"k.k ;k izopu u nsdj ,d NksVk lk mnkgj.k izLrqr djuk 
pkgrk gw¡A ;g dg dj mUgksaus ,d pkSM+s eq¡g dk ikjn'khZ tkj Vscy ds uhps ls fudkyk vkSj 
mls Vscy ij j[kkA mlds ckn mUgksaus 10&12 cMs+&cM+s iRFkj Vscy ds uhps ls fudkys vkSj 
cM+h rUe;rk ls mUgksaus mu iRFkjksa dks ml tkj esa Hkjuk 'kq: fd;k vkSj tc tkj iwjk mij 
rd Hkj x;k rks mUgksaus izfrHkkfx;ksa ls iwNk fd D;k tkj iwjk Hkj x;k gS\

lHkh us ,d Loj esa tokc fn;k fd gk¡ ;g tkj iwjk mij rd Hkj x;k gS vkSj vc blesa 
dksbZ txg ugha gSA

eqYyk th eqLdjkrs gq, uhps >qds vkSj Vscy ds uhps ls mUgksaus NksV&NksVs dadM+ksa ls Hkjk ,d 
FkSyk fudkyk vkSj cM+s è;ku ls og mls tkj esa Hkjus yxs] chp&chp esa og tkj dks fgykrs 
tk jgs Fks rkfd dadM+ viuh txg cuk lds vkSj tc tkj iwjh rjg mij rd Hkj x;k rks 
mUgksaus fiQj ,d ckj izfrHkkfx;ksa ls ogh iz'u fd;k fd D;k tkj vc iwjk Hkj x;k gS\

vc rd d{kk esa dqN mÙkstuk vk x;h Fkh vkSj lHkh l'kafdr Fks fd D;k dgsa\ rHkh ,d 
izfrHkkxh us dgk fd ugha vHkh ;g tkj iwjk ugha Hkjk gSA eqYyk th cgqr izlÂ gq, vkSj cksys 
fd yxrk gS vc vki yksxksa dks esjh ckr dqN&dqN le> esa vk jgh gSA fiQj mUgksaus ,d 
Vscy ds uhps ls ,d ckYVh fudkyh ftlesa jsr Hkjh Fkh vkSj mls Vscy ij j[ks tkj esa 
Hkjus yxsA og chp&chp esa tkj dks fgykrs tk jgs Fks rkfd jsr viuh txg cuk lds vkSj 
vf/dkf/d jsr ml igys ls Hkjs gq, tkj esa lek tk;s vkSj bl izfØ;k esa tc tkj iwjk 
mij rd Hkj x;k rks og izfrHkkfx;ksa dh rjiQ mUeqDr gq, vkSj mUgksaus ogh iz'u nksgjk;k 
fd D;k tkj vc iwjh rjg Hkj x;k gSA iwjh d{kk us ,d Loj esa tokc fn;k fd ugha----- 
eqYyk th csgn izlÂ gq, vkSj mUgksus izfrHkkfx;ksa dh cgqr rkjhiQ dhA

,d ckj fiQj eqYyk th Vscy ds uhps >qds vkSj ,d ikuh ls Hkjk tx fudkyk vkSj /hjs&/hjs 
mUgksaus mls tkj esa Mkyuk 'kq: fd;k vkSj rc rd tkj esa ikuh Hkjrs jgs tc rd fd tkj fdukjs 
rd iwjk ugha Hkj x;kA

*Ghe-ceneØeyebOekeâ (Mew#eefCekeâ) SJeb JejerÙe mebkeâeÙe meomÙe, Sce0 šer0 DeeF&0, mesue, jeBÛeer

¶le; izca/u ;k 
;wa dfg, fd thou 

izca/u dk ewy ea=k gS 
fd ge vius thou 
vkSj vius }kjk fd;s 
tkus okys dk;ks± dh 
izkFkfedrk,a r; djsa 
vkSj ;g izkFkfedrk,a 
gekjs thou ewY;ksa ij 

vk/kfjr gksaA¸
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vc eqYyk ulh:nhu us izfrHkkfx;ksa ls iwNk fd vki yksxksa us 
bl mnkjgj.k ls D;k lh[kk] ,d mRlkgh fo|kFkhZ us viuk 
gkFk mBk;k vkSj iwNus ij crk;k fd dksbZ Hkh oLrq pkgs 
fdruh gh mij rd Hkjh fn[kkbZ ns og fiQj Hkh vUnj ls 
[kkyh gksrh gSA eqYyk th us eqLdjkrs gq, dgk fd ugha HkkbZA 
eSa ;gk¡ dksbZ /kfeZd izopu nsus ds fy, ugha vk;kA

rHkh ,d vU; fo/kFkhZ us dgk fd eq>s yxrk gS fd bl 
mnkgj.k ls gesa ;g lh[k feyrh gS fd ge pkgs fdrus gh 
O;Lr gksa] vxj ge FkksM+h dksf'k'k vkSj djsa vkSj cqf¼ dk 
bLrseky djsa rks ge dqN vkSj dk;Z vius O;Lr le; esa 
Hkh fuiVk ldrs gSa vkSj vius le; dk vf/dre mi;ksx 
dj ldrs gSaA

eqYyk th us dgk fd ugha bl mnkgj.k dk ;g Hkh eryc 
ugha gSA bl fp=k.k ls gesa thou dh ,d cgqr gh cM+h lh[k 
feyrh gS fd gesa vius thou ewY;ksa dks le>uk gksxk vkSj 
le; dh dher igpku dj igys mu dk;ks± ij è;ku nsuk 
gksxk tks gekjs fy, lcls T;knk egRoiw.kZ gSa] vU;Fkk ge 
viuk le; jsr vkSj ikuh tSls NksVs&eksVs egRoghu dk;ks± esa 
gh O;rhr dj nsaxsa vkSj egRoiw.kZ dk;ks± ds fy, gekjs ikl 
le; gh ugha cpsxkA

eqYyk ulh:nhu dh ;g dgkuh eSa cgqr ckj i<+ pqdk gw¡ 
vkSj vki esa ls Hkh cgqrksa us 'kk;n ;g dgkuh i<+h ;k lquh 
gksxhA ij D;k ;g lp ugha gS fd ge vius thou dky dk 
,d cgqr cM+k Hkkx fliZQ mu dkeksa dks djus esa O;rhr dj 
nsrs gSa tks ;k rks gekjs djus ds gh ugha Fks ;k ftuds djus 
;k u djus ls gesa cgqr iQdZ ugha iM+rkA

le; izca/u ;k ;wa dfg, fd thou izca/u dk ewy ea=k gS 
fd ge vius thou vkSj vius }kjk fd;s tkus okys dk;ks± 
dh izkFkfedrk,a r; djsa vkSj ;g izkFkfedrk,a gekjs thou 
ewY;ksa ij vk/kfjr gksaA vr% le; izca/u dk lkj gS fd%

¶loZizFke mu dk;ks± ds fy, le; fudkysa tksa csgn egRoiw.kZ 
gS ;k ftUgsa vki lcls T;knk egRo dk le>rs gSaA ;g dk;Z 
vkids fy, cM+s iRFkjksa ds leku gSaA mlds ckn vU; dk;ks± 
dks mudh mi;ksfxrk vkSj egRo ds vuqlkj fpfUgr djsa ;Fkk 
fdls vki dadM] jsr ;k ikuh dk ntkZ nsuk pkgrs gSa vkSj fiQj 
viuh izkFkfedrkvksa ds vuqlkj le; izca/u djsa] vU;Fkk ;g 
NksV&NksVs dk;Z ds fy, le; gh ugha cpsxk tks vkids thou 
esa egRo j[krs gSaA¸

tjk viuh fdlh Hkh ,d fnu dh fnup;kZ ij xkSj dhft;s 
vkSj vius vUnj >kad dj nsf[k;s rc vkidks vglkl gks 
tk;sxk fd vki izÑfr }kjk fn;s x;s pkSchl ?kaVksa esa ls 
fdrus ?kaVs vkius mu dk;ks± ij O;FkZ dj fn;s ftl le; dk 
lnqi;ksx vki fdlh ,sls egRoiw.kZ dk;Z dks fuiVkus esa yxk 
ldrs Fks tks vkids fy, csgn vko';d Fkk ;k fiQj oks dk;Z 
tks vkids thou ewY;ksa ij vk/kfjr FkkA

laLFkku esa Hkh le; fLFkj ,oa vifjorZuh; gSA le; dks fdlh 
Hkh oLrq ls cnyk ugha tk ldrkA [krjk ;g gS fd vxj 
le; O;FkZ gks x;k rks mldh HkjikbZ vlaHko gSA izca/dksa dks 
lhfer le; esa cgqr lkjs dke fuiVkus gksrs gSaA foMEcuk ;g 
gS fd le; Hkkxrk jgrk gS vkSj izca/dksa ds fy, mls laHkkyuk 
eqf'dy gks tkrk gSA blls dksbZ iQdZ ugha iM+rk fd og fdl 
in ij gS vFkok fdrus 'kfDr'kkyh gSa] D;ksafd dky pØ dks 
jksduk fdlh ds Hkh cl dh ckr ugha gS] blhfy, u rks og 
?kM+h dh lqbZ;ksa dks ihNs dj ldrs gSa vkSj uk gh vkxsA vr% 
vko';drk bl ckr dh gS fd viyC/ le; dk izHkkoh 
izca/u fd;k tk;s rkfd izca/dksa dh n{krk vkSj izHkko'khyrk 
cuh jgsA

dqN izca/d le; izca/u dks ysdj brus xaHkhj gks tkrs gSa 
fd og vius ikl miyC/ le; ds gj feuV dk fglkc 
LiszM'khV ij cukrs gSa vkSj fiQj mudks uhyk] ihyk] yky 
bR;kfn djds vyx&vyx fyLV cukus yxrs gSa vkSj ml 
fglkc ls viuh izkFkfedrk,a r; djus dh dksf'k'k djrs gSaA 
bu lc dk urhtk ;g Hkh gks ldrk gS fd og vius ikl 
dke djus ds fy, miyC/ le; dk ,d cM+k Hkkx blh 
vuqi;ksxh dke esa O;FkZ dj nsaA

vko';drk fliZQ bl ckr dh gS fd vki vius }kjk dke 
ij fcrk;s tkus okys le; dk fo'ys"k.k djsa vkSj ns[ksa fd 
,sls dkSu&dkSu ls dk;Z gS ftu ij vkidk dkiQh le; O;FkZ 
gks jgk gS vkSj D;k ,sls dqN dk;Z gS ftuij le; cpk;k tk 
ldrk gSA izca/dksa }kjk O;FkZ le; cjckn djus vFkok le; 
dqizca/u ds dqN mnkgj.k fuEu gks ldrs gSa %

 dke dks u djds fliZQ dke dSls djsa ;gh fpUrk 
djuk] tks vfu.kZ; dh fLFkfr iSnk djrk gSA

 fcuk lksps fopkjs fdlh Hkh dk;Z dks izkjaHk dj nsuk tks 
vUrr% mudh n{krk dks gh izHkkfor djrk gSA

 vusisf{kr O;o/ku tks fliZQ le; dh cjcknh dk 
dkj.k curs gSaA
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 egRoiw.kZ dk;ks± dks ;g dgdj Vkyuk fd igys NksVs 
eksVs dke fuiVk ysrs gSaA

 vokLrfod le;kuqeku yxkuk ftldk urhtk ;g gksrk 
gS fd dk;Z ij yxus okyk okLrfod le; vkids 
ckdh dk;ks± ij vlj Mkyrk gSA

 le; cpkus ds pDdj esa vuko';d =kqfV;k¡ djuk ftl 
dkj.k ogh dke nksckjk djuk iM+ ldrk gSA

 ladV izca/u&;kfu dk;Z dks ;kstukc¼ rjhds ls u 
djds ges'kk vkink izca/u esa yxs jgukA 

 vizHkkoh ea=k.kkvksa esa le; yxkuk ftlesa u fliQZ Loa; 
dk cfYd mu lHkh dk le; O;FkZ pyk tkrk gS tks 
ml ea=k.kk esa Hkkx ysrs gSaA

 dbZ izca/d gj NksVs&eksVs dk;Z dh Loa; leh{kk ;k 
lw{e izca/u esa yx tkrs gSa vkSj vU; yksxksa dks ftuij 
ml dk;Z dks djus dk nkf;Ro gS] mudks dk;Z djus ;k 
lh[kus dk ekSdk gh ugha nsrsA vFkok ;w¡ dfg, fd oks 
nwljksa ij fteesnkjh nsus ls drjkrs gSaA

 egRoiw.kZ dk;ks± dks fuiVkus dh txg dbZ izca/d fliZQ 
vR;ko';d dk;ks± dks gh fuIVkus esa yxs jgrs gSa ftuesa 
ls vf/drj dk;Z ogh gksrs gSa ftuds egRo dk le; 
jgrs le>k tkrk rks ;g ukScr gh ugha vkrhA

 v{ke ;kstuk vkSj vkikr ;kstuk dk vHkko Hkh le; 
dqizca/u dk ,d cgqr egRoiw.kZ dkjd gSaA

 vkSj var esa] izca/dksa ds le; dh cjcknh dk ,d 
cgqr cM+k dkj.k gS Li"V fn'kk funsZ'kksa dk vHkko] Li"V 
uhfr;k¡ vkSj izfØ;k lafpdkvksa (ikfylh vkSj izksflt;ksj 
esuqvy) dk vHkko ftlls gj dke dks rnFkZ <ax ls 
fuiVkus dh dksf'k'k esa izca/dksa dk dkiQh le; O;FkZ 
gks tkrk gSA

vkbZ;s] vc dqN mu mnkgj.kksa ij ppkZ dj ysrs gSa ftuls 
izca/d vius vewY; le; dh cpr dj ldrs gSa %&

	fu.kZ; ysus dh izfØ;k dk lqizca/u djsa u fd fy, x, 
fu.kZ; dkA vFkkZr vko';drk bl ckr dh gS fd izca/u 
fu.kZ; ysus dh izfØ;k dks fdruk izHkkoh cukrs gSa ;Fkk 
'kfDr;ksa dk izR;k;kstu bl izdkj gks fd izca/dksa dks 
i;kZIr vf/dkj izkIr gksa rkfd og fu.kZ; vius Lrj ij 

ys ldsaA fu.kZ; izfØ;k ds fy, t:jh fn'kk funsZ'k Li"V 
gksa] lqǹ<+ uhfr;ka ,oa izfØ;kvksa dk vuqikyu lqfuf'pr 
fd;k tk;s] vkfnA

	nSfud vYidkfyd] eè;kof/ vkSj nh?kkZof/ 
izkFkfedrkvksa dh LFkkiuk le; izca/u ds fy, furkar 
vko';d gS rkfd izca/d bUgha izkFkfedrkvksa dks è;ku 
esa j[kdj viuh fnup;kZ dh ;kstuk cuk ldsaA

	le; ds lqizca/u ds fy, vko';d gS fd izca/d 
i=kkpkj dks 'kh?kz fuiVkus dk iz;kl djsa] ;FkklaHko 
i=kksa dk tokc la{ksi esa vkSj rqjar fn;k tk;A izca/dksa 
dks vxj lEisz"k.k dyk dk Kku gS rks og ,d ckj esa 
viuk ekSf[kd ;k fyf[kr lans'k Li"V :i esa lacaf/r 
O;fDr;ksa ;k O;fDr;ksa ds lewg dk izHkkoh <ax ls iagqpk 
ldrs gSa blls mUgsa ckj&ckj Li"Vhdj.k nsus esa O;FkZ 
gksus okys le; dks cpkus esa dkiQh enn feysxhA

	izca/dksa ds fy, vko';d gS fd og vuqi;ksxh dk;ks± 
dks djus ls cpsa vkSj viuk le; mUgha dk;ks± ij yxk;sa 
tks fd mudh ftEesnkjh gSA

	izHkkoh le; izca/u ds fy, vko';d gS fd izca/d 
vius O;fDrxr vkSj dk;kZy;hu dk;ks± ds fy, le; 
lhek fu/kZfjr djsaA

	;FkklaHko dk;kZy;hu dk;Z dks vius v/huLFkksa dks 
lkSaius dk iz;kl djsa] mUgsa mÙkjnkf;Ro lkSais vkSj mUgsa 
l'kDr cuk;saA dqN izca/dksa dks yxrk gS fd fdlh 
vkSj dks dke lh[kus esa ftruk le; yxsxk ml ls 
de le; esa og Loa; gh dke dks fuiVk ldrs gSaA 
ij ;gk¡ ;g è;ku j[kuk gksxk fd bl izdkj u fliZQ 
izca/d viuk le; vuqi;ksxh dk;ks± ij O;FkZ dj jgsa 
gSa cfYd vius v/huLFkksa dks ftEesnkjh u lkSaidj og 
mUgsa v{ke Hkh cuk jgs gSaA

	le; izca/u ds fy, ;g Hkh vko';d gS fd ,d 
ckj esa ,d gh dke fd;k tk;s rkfd ,dkxz eu ls 
dke dks 'kh?kz fuiVk;k tk ldsA ,d lkFk dbZ dke 
djus ds iz;kl esa gksrk ;g gS fd dksbZ Hkh dk;Z iw.kZ 
ugha gksrk vkSj vUrr% fu.kZ; izfØ;k esa gqbZ bl nsjh ds 
pyrs ckfd yksxksa dk Hkh le; izca/u xM+cM+k tkrk gS 
tks ml fu.kZ; ij fuHkZj gSA

	lqpk: ,oa izHkkoh le; izca/u ds fy, ;g Hkh 
vko';d gS fd izca/d lgh le; lkfj.kh cuk;sa 

le; izca/u
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vkSj mldk vuqikyu djsaA ;gk¡ è;ku nsus ;ksX; ckr 
;g gS fd izca/dksa dks viuh le; lkfj.kh esa dqN 
le; ges'kk ,sls dkeksa ds fy, Hkh lek;ksftr djuk 
vko';d gS tks vdLekr vk ldrs gSa vkSj ftUgsa Vkyk 
ugha tk ldrkA

	izca/dksa dks ges'kk è;ku j[kuk gksxk fd ehfVax fdlh 
fo'ks"k izk;kstu ds fy, gh vk;ksftr dh tk;s vkSj 
fliZQ mUgha yksxksa dks ea=k.kk ds fy, vkeaf=kr fd;k 
tk;s tks ml dk;Z ls lacaf/r gS ftl izk;kstu ds fy, 
lHkk cqykbZ x;h gSA ,d vkSj egRoiw.kZ ckr] lHkk dh 
vof/ iwoZ fu/kZfjr gksA vDlj ik;k tkrk gS fd lHkk 
izkjaHk rks ges'kk fu;r le; ij gh gksrh gS ij mldh 
lekfIr dk dksbZ le; iwoZ fu/kZfjr ugha gksrkA vkius 
Hkh dbZ ckj ;g vuqHko fd;k gksxk fd vki viuk 
egRoiw.kZ dk;Z NksM+dj lacaf/r fo"k; ij ea=k.kk ds 
fy, vk;s gSa ijUrq ogk¡ fdlh vU; fo"k; ij gh nks&rhu 
yksxksa esa ppkZ 'kq: gks x;h ftl fo"k; ls vkidk dksbZ 
ysuk&nsuk ugha gS] ijUrq le; rks vkidk Hkh O;FkZ gks 
gh jgk gSA

vkSj var esa lcls egRoiw.kZ ckr] izca/dksa ds fy, vko';d 
gS fd og dk;Z ;k dk;Zdykiksa dks ftruk vklku cuk ldrs 
gSa cuk;sa D;ksafd izca/dksa dk dkiQh le; dke dks fuiVkus 
esa ugha cfYd blh lksp fopkj esa fudy tkrk gS fd dke 
dks 'kq: dSls fd;k tk;s\

izfrLi/kZ ds bl nkSj esa ,d nwljs ls vkxs fudyus dh ,slh 
gksM+ yxh gS fd gj dksbZ viuh iwjh {kerk ls nkSM+ jgk gS vkSj 
bl iz;kl esa yxk gS fd le; dks ihNs NksM+ ns vkSj vkxs 
fudy tk;sA bl lc dk urhtk gS ,d rukoxzLr ftUnxh 
;k ;w dfg, NksVh gksrh ftUnxhA ftl le; dks vkt ds 
izca/d iNkM+uk pkg jgsa gSa ogh mUgsa vUrr% gjk jgk gSA 
;g dguk vfr';ksfDr ugha gksxh fd [kq'kgky thou thus ds 
fy, ;g vR;ar vko';d gS fd le; izca/u ij è;ku fn;k 
tk;s rkfd dqN le; vki vius fy, Hkh fudky ldsaA tkWu 
okukeSdj ds 'kCnksa esa

¶tks yksx ekSt&eLrh ds fy, le; ugha fudky ikrs oks 

nsj&losj chekjh ds fy, le; fudky gh ysrs gSaA¸
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