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HIGHER EDUCATION COMMISSION OF INDIA (HECI) BILL 2018

A fifteen page draft Higher Education Commission of India (HECI) Bill is released by the Central
Government for discussion allowing only 20 days. Now the Bill is in the public domain with a big concern on
arguments. The HECI will replace the main regulatory authority in Higher Education, the University Grants
Commission (UGC). The preamble of the Bill highlights that the new mechanism will provide more autonomy
and facilitates holistic growth of the education sector and offer greater opportunities to Indian students in
diverse fields of education at more affordable cost. The new Commission will cover all the fields of education
except medical and agriculture. All the higher learning institutions set up under the Central and State Acts will
come under the Commission except those of national importance.

Putting all the higher education sector under a single regulator is the need of the Indian corporates.
Then only they can manipulate the functioning of the sector in order to institute their own profit making
enterprises. It is seen that the knowledge economy is heavily depended on science and technology for
marketable knowledge. And thisis the decisive corporate pressure behind the formation of the new Commission.
Its main source of accumulation is trade in knowledge. Distributing through global communication networks,
knowledge is an importantitem of exchange directly or in the form of various commodities. Through special
protection of Patents and Intellectual Property Rights, corporates fetch huge profit to the tune of about four-
fith of the corporate’s turnover. Thus the corporate wants industry friendly academic environment of autonomy
and discipline in higher education institutions for producing innovative graduates in various disciplines. Their
goal is fast realisation of a few such institutions of excellence supported by huge public funding.

Itis argued that the UGC operates through a huge secretariat in a sluggish manner causing inordinate
delay in decision making. It has taken stand sometimes against the initiatives of the holistic privatisation and
commercialisation of Higher Education. Itis also blamed that the UGC could not resolve issues like affiliating
system, inflexible academic structure and autonomy of academic institutions. Thus the corporate see the UGC
as an institution of nuisance and their demand is materialising through the de facto removal of the present
apex body in Higher Education. The structure of HECl is limited with a hand full of bureaucrats. Out of 14
members in the new Commission, only two are drawn from the academic community. All others are bureaucrats
in various official capacities serving the Central Government. And the mechanism is inevitably authoritarian.
This is the corporate style of getting things done by using bureaucrats for bypassing democratic procedures.
In this way the corporate’s has won the academic battle in the form of the new Bill by dismantling the
democratic procedures in decision making. It is clear that the aim of the new Bill is not promoting equity,
access, excellence or democracy in higher education, but to make the smooth entry of corporates in the field.
Inanutshell, The HECI Bill is the brain child of the corporates and the ruling class. Thus the need of the hour
is that all the democratic forces in the country should unite in one academic banner to defeat the anti-
democratic and anti-academic attempt of the Central Government through protests and struggles both in the
parliament and outside.

Prof. Dr. J Rajan
Chief Editor
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MADRASA EDUCATION IN SOUTHERN KERALA:
NOVEL STRATEGIESAND RECOMMENDATIONS
TOMODERNIZETHE SYSTEM

*Hassan J

Abstract

Madrasas are functioning as theessentialcentre of Islamic civilization. These are
educational, cultural, religious and community centers. As an educational centre,
Madrasas have been playing key role in spreading of education. According to the
Sachar committee Report (2006), “ Madrasas (though not a substitute for regular
schools) is obligatory for Muslim as, apart from providing basic education, they indulge
as an important device of identity maintenance for the community” . The functioning of
Madrasa has its own history of slow changes. A lot of steps have been taken to modernize
the curriculum, structure, administration, planning and functioning of the Madrasas.
The present study thinks about enriching the quality of education through enriching
the various strategies of updating the knowledge level of teachers in the teaching-
learning process by applying new strategies and techniques of teaching. The process
of modernizing Madrasa is slow as the required changes are not taking place on time.
Because of this, Madrasas couldn’t raise their quality to meet the challenges of the
community. There is a need for restructure the functioning of Madrasas to keep them
gorgeous for the children. There is a need for more and more use of modern technologies
in administration, curriculum, teaching-learning, methodology, financing of Madrasa
etc.

Key words : MadrasaEducation, M odernization, Strategies and Recommendations, teaching- learning
methodol ogy.

* Research Scholar, Dept. of Islamic Studies, University of Kerala.
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6 Madrasa Education in Southern Kerala:....

Introduction

“Allahwill raise up those of you have eman and those of you who have knowledge,
inranksand Allahisfully aware of whatever you do”. (Quran 58:11)

Inthedomain of Teaching andlearning areanintegral part human lifeand that started
from the dawn of living beingsonthissphere. Asfar asldamisconcerned, education has
been given uppermostprecedence. The notion of lifetime education was specified by the
Prophet Muhammed long before thewest appropriated thisindication. A hadith (sayings
of the Prophet) says, “ Seek knowledgefrom cradleto grave’ .M adrasas have been thechunk
of the ldlamic learning system since very early epochs and they were customarily the
very part of mosques. These mosques became social pivotal points for budding
communities; they doubled up as schoolsfor learning the Quran, basic coachinginMudim
ritua practices, and language instruction in Arabic, with accommodationsfor education
and social needs.

Othupalli and Dar sare thetwo distinct styles of Madrasa Education. The primary
one, Othupalli, isasort of principal school for religiousand Arabic education. Itismeant
for Mudimboysand girls. Othupallisare sngleteacher school swhich established adjacent
mosques. The Imam of the mosque also performs as the teacher of the Othupalli and
bouncesrudimentary |slamic education to the Children of that region. The later one,
Darssystem of Kerala sisinimitable. Itsdesignisprodigy and it operatesthe possessions
accessbleinthecommunity for the proliferation of acquaintance. Theprogressivereligious
classes which were accompaniedesoteric the mosque were entitled as Dars.
Darsstructuremanufacturedmany great scholars, theologians, religious leaders and
reformers. It lend ahand inthe dissemination of Iamic information in diverse parts of
Kerala

By the beginning of the 20" century the enlightened Muslims of the south who had
realized the serious deterioration of the Muslimsin thefield of education started taking
stepsfor their uplift. Inspired by the proceedings of the conference, Mudim leadersof the
south formed, ‘ The South Indian M ohammedan Association’ for the promotion of western
education among the Muslims of the south. In 1911 the Malabar Muslim Educational
Association wasformed at Cochin and itsbrancheswereformed in the different parts of
the Cochin. Thegenerad awakening that followed resulted intheforming of the organization
likethe Mudlim Educationa Society, Mudim educationa Association, and morerecently,
theMudim Service Society all of which have centersindifferent partsof Kerala

The Samastha-K erd a- Jame-at-Ulamaisthe pioneer positioninthe Madrasafield of
education. They have established several Madrasas throughout Kerala. The Ulemas
understood the problemsof traditional Madrasaeducetion and formed the SamasthaK erdla
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Hassan J 7

Idam MathaVidhyabhyasaBoard whichistrying to solvethe prevailing glitchesface by the
MadrasasysteminKeraa

In 1968, DhakshinaK erdaJameat Ulamaprocured theresourcefulnessto consolidate
an Educationa Board in order to remedy thereligious educational teething troubles of
south Kerala. The congtituents oftheDakshinaK erala Jame at Ulamaevidently shapesthe
accomplishmentsand unprejudicedactions of the board.

Themaintenetsof theboard were,

To make up Mudim studentsunder theteaching of AhluSunnathuwWal Jamaat.
To coalescethe activities of Madrasaunder one syllabus.

Toingtitute Madrasaswherever obligatory.

To concoct syllabus and textbook for Madrasaeducation.

To engrosssupervisorsto crisscrossthe efficacy of Madrasaactivities.

-~ o o 0 T o

Tolaunchtraining centresfor teachers.

It hasintroduced severd policiesfor theeducationd progressof theMudim community.
Theeducationd board hasprepared anew syllabusincorporating the psycho-socid aspects
for theMadrasasand new academic calendar for thereligiouseducational activities. They
organizetraining classesalso for the Madrasateacherstoimprovetheir standard. These
kindsof activitieshave brought new trendsin the | damic educationd system.

Modern education wasataboo in almost all Muslims houses, women’s education
was cond dered something heretical . Superstition and un-Idamic practicesruled the scene.
Instead following the direction of Quran and tradition of the prophet, Muslim found
satisfaction in reciting Quran and without grasping the meaning of itscontents. Asaresult,
modern education spread among them is creating an atmosphere that is conducive to
religiousand socia reform. Inthisreform movement, Travancore and Cochin led Ma abar
account of the spread of education in these areas earlier than in Malabar. Among the
earlier educational, socid and religiousreformerswere SayyidSanaullahM akthi Thangd,
Shaykh Mohammed HamadaniThangal, Vakkom Abdul QadirMoulavi,
ChalilakathK unjahamed Haji and K.M. Moulavi.

Need and Significance of the study

In the present study,M adrasa Education in Southern Kerala: Novel Strategiesand
Recommendations to Modernize the System, there is ahigh need to find solutionsto
modernizethe current system of education to get the system more meaningfully.

Review of Social Sciences-SSN 0974-9004



8 Madrasa Education in Southern Kerala:....

Objectives
1. Toinvestigatenovel inclinationsand researchin MadrasaEducation.
2. Tosearchout operativetacticsfor curriculum transaction.
3. Toacknowledgetherecent trendsandintegratethe present systemwith sufficient
addition of new methodol ogiesand strategiesin hisarena.
M ethodology

Theam of thestudy wasto anayze new trendsand experimentscriticaly whichhelp
to modernize Madrasa education. The following tools, methods and procedures were
employed during theinvestigation.

1. VistedvariousMadrasasand had informal discussonswith Imams.

2. Survey of related literature; reportsof theeva uation of student performancedone
by Madrasas.

3. Usadthe questionnaire contained open ended questionsfor recording additional
informetion.

4. Survey of related articlesand literaturein the current newspapers, journalsand
souvenirsto gather information regarding the new trends and experimentsto
empower madrasaeducation.

Sample

A sampleof the study consistsof 65 studentsand 15 Imamsin different Madrasasin
Kerala
Tool

A genera Datasheet was used to collect the persona background of the students
and institution. A questionnaire was used to collect the responses. Aninterview schedule
was prepared to interact with the officials.

Procedure for data collection

For collecting datatheinvestigator visited variousMadrasasin Thiruvananthapuram,
Kollam Didrricts. Theinvestigator visited each Madrasaand us ng aquestionnaireinteracted
withthelearnersand teachers collected the entiredata.

Analysis of Data

Thedatacollected wereanadyzed to find out the current novel trendsand experiments
inthefield of Madrasaeducation. Idamic education systemin Keralahasundergonerapid
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scientific changesfor thelast two-three decades, particularly dueto the effortsof Idamic
reformist movements, whowereingrumenta intransforming the Darssystemintoamodern
Idamic education systemn covering various agpects of educationa philosophy. They adopted
educational psychology and incorporated different subjectsmore scientificaly.

Tablel.1
Sudent’sviewstowar dsthequOality of Madrasa Education
Criteria Not Average Good Very good Total
satisfactory
Number
of students 22 25 10 8 65
Percentage
of students 3384 38.46 15.38 12.30 100
Tablel.2

Teacher’sviewstowar dsthequality of Madrasa Education

Criteria Not Average Good Very good Total
satisfactory

Number

of teachers 3 5 5 2 15

Percentage

of teachers 20 33.33 33.33 133 100

Asper thecriteriaassigned for the study, the varied views(not satisfactory, average,
good and very good) of studentsand teacherstowardsquality in MadrasaEducation are
showninthetables1.1and 1.2 respectively.

Discussion of Results

Asper thetable 1.1 out of the 65 respondents33.84% perceived qudity of education
asnot satisfactory. About 38.46% found it asaverage while 15.38% responded as good
and12.30% asvery good.

Asper thetable 1.2 out of the 15 respondents, 20% remarked as not satisfactory
and 33.33% responded as average. About 33.33% opined as good and 13.3% asvery
good. It reved sthe need of implementing novel Strategiesto enhancethequdity of Madrasa
Education.

Review of Social Sciences-SSN 0974-9004



10 Madrasa Education in Southern Kerala:....

Reformist movement understood the need to revise the curriculum and started the
combination of 19damic modern education system. Thecore curriculum of Madrasaswasat
liberty fromany irreconcilabledifference. It waswide-ranging and collectivein oddity. They
ama gamated secul ar and religious acquaintance and generated acurriculumwhich availed
for the prerequisitesof Mudlims.The present educational scenario and themodern system
of education demandsatimely changeinthe madrasastream of educationin relation with
quality improvement.

Conclusion

Thispaper was an attempt from the part of theinvestigator tolook at the efficacy
of nove drifts, methodol ogiesand waysand meansto implement modernizationin Madrasa
education system. Thisdome of education isin very need of greatdevotion and teaching
skillsand study skillsshould be advanced asfar asthe M udim education systemisconcerned.

So afresh educationd environment may be provided to devel op the potentialities of
theMadrasastudents particularly inthefield of art and culture. Itisalso desirablefor the
centresof Idamiclearning to provideopportunity for non-Mudim pupilswho areinterested
to learn more about 1slamic education. Timely updating of the curriculum of Madrasas
should bereorganized and renovated.Novel methodol ogies should be espoused inteaching
learning process and ICT should be executed in Madrasa education.lt is high time to
deliver adequate training for teachers of Madrasas to win potential outcome and rich
teaching-learning experiencestothelearners.
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EDUCATIONAL ENVIRONMENT AND
EMPLOYABILITY SKILLS: AN EMPIRICAL STUDY

*Sanitha K K

Abstract

India is one of the country in the world has huge reservoir of manpower. By the
year 2022, India will become world’s youngest nation. Presently, with one of the highest
youth population in the world, India has rampant opportunities and challenges. One
of the biggest challenges is to make this pool of talents to be employable (India Skill
Report, 2016). Enhancement of employability skills of youth is the key issue India is
facing. Many new initiatives have been launched by the Government to improve the
employability skills of youth. This study is mainly focused to learn the influence of
educational environment on enhancing or developing the employability skills of
graduate students at University level. One of the important factors which influence
the employability skills of graduate students is the educational environment. The major
constructs of educational environment considered for the study are Curriculum,
Pedagogy and Institutional Infrastructure. The result of the study revealed that
educational environment has an impeccable influence on the employability skills of
the graduate students. Therefore the study result leads to the reality that educational
institutions and Universities have crucial role to play for the construction of employable
graduates to serve to the nation and society as such. Multistage stratified random
sampling technique is used for the study. The unit of the study is final year degree
students of Government and Aided Arts and Science colleges in Kerala. The sample
Size is 828 students.

Keywords: Employability Skill, Educational Environment, Graduate students, Curriculum, Pedagogy,
Institutional Infrastructure

* Research Scholar, Institute of Management in Kerala (IMK), University of Kerala, Kariavattom
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1. Introduction

Theworld of employment ischanging hastily. Variousindustriesand itsbusinessesare
renovating with new techniques and technologies. Many of the prominent areas of
employment of yesterdaysare vanishing and many of today’ sshining and most remunerable
jobsmay not beexist inthefuture. Asthe changes continue new jobswill emergeand old
jobswill disappear.National Association of Collegesand Employers, 2010 states that
today’semployersarelooking for skillsfrom graduate students (NACE, 2010). Inthis
circumstance, it isimperativeto beflexibleand prepared for thelifetimelearning and
devel opmentespecidly among graduates. The Universitiesand higher educationingtitutions
must concentrate on mould their graduateswith skillsand makethem toimbibethequaity
of lifetimelearning. Thereforewhile preparing graduatesfor theworld of work,not prepare
them for theemployment instead preparethem to be employable.

2. Satement of problem

The contemporary job market situation shows that there are lot of opportunities
availableto the talented and skilled graduates especially fresh graduates. Still various
studiesrevealed that the rate of fresh graduatesto be employed issluggish. Intheyear
2017, only 21.65 per cent of fresh graduates are hired by the employersandintheyear
2016, it was 21.43 per cent (India Skill Report, 2017). The extent of the possession of
Employability skill of graduates soneaf thedeterminant factorstowin or losean employment.
A personwith abridge employability skill will have abridged employment opportunities.
Especialy inthe case of fresh graduates, employers sel ect them based on theirlevel of
knowledge, application ability and possession of soft skills. These arethethreerudiment
composition of employability skills. University educationisoneof theimportant factorsto
develop and nurtureemployability skillsamong graduate students. Theelementssuch as
curriculum, pedagogy and ingtitutional infrastructure contributeimmensaly towardsthe
enhancement of employability skillsof students. Thesethree elementsare considered as
the educationa environment. Many studiesregarding employability skillsareavailablein
the literature but no serious studies have been undertaken in the area of the graduate
students’ educational environment and its relation with the employability skills. Soa
systematic and scientific study isrequired inthisarea. Thereforethere existsaresearch
gap. Thisstudy isintended to assessthe educational environment of graduate studentsand
itsinfluenceontheir employability sills.

3. Significance of the study

The concept of employability skill isan earnestly discussing topic acrosstheworld. In
order tolead asmooth and successful professond life, it isrequiredto possessemployability

Review of Social Sciences-SSN 0974-9004



14 Educational Environment and Employability Skills....

skills. TheEmployability skill acquisition of agraduate sudent happensfrom severa sources.
Oneof the prominent sourcesisthe Educational Environment. Thisstudy focusesonthe
influence of educational environment ontheemployability skillsof graduate students.

Devel oping and nurturing the empl oyability skillsof theyouth of the nationisthe
prime agendaof our country. In order to fulfil this purpose, various studiesand policy
Implementationsare undertaking by the authorities. Inthiscontext, astudy regarding the
influence of educational environment on the employability skillsof graduate studentsis
very relevance.

4. Scope of study

The scopeof thestudy islimited to thefind year degree studentsof Government and
AidedArtsand SciencecollegesinKerda

5. Objectives

1 Toassessthe Educational Environment of theeducationa ingtitutionsin Keraa.

2 ToassesstheEmployability skillsof Graduate studentsinKeraa

3 Tostudy theinfluenceof Educational Environment onthe Employability Skillsof
Graduate studentsin Keraa.

6. Methodology

The study isdescriptive cum analytical in nature. Both primary and secondary data
were used for the study. Secondary data needed for the study were gathered through
extensveandintengveliterature survey. The primary datawere collected directly fromthe
fina year degree studentsof Arts, Scienceand Commerce streams. The secondary sources
of dataarejournals, books, output of workshops, conferences, seminarsand so on. A
well-gtructured questionnaire was prepared to collect primary datafrom the students. Unit
of study isthefinal year degree students studying for Arts, Scienceand Commerce degree
programsof Government and Aided Artsand Science collegesatffiliated tothefour affiliating
Universitiesviz, University of Kerala, MahatmaGandhi Universty, Caicut University and
Kannur University. Multi stage stratified random sampling techniqueisused for the study.
Inthefirst stagethe University of Keralahasbeen sdected. Inthe second stage Government
andAided Artsand Science collegesaffiliated to Universitieshave been selected randomly
based onlottery method. Inthethird stage, thefinal year degree studentsof Arts, Science
and Commerce have been sel ected from the sel ected colleges proportionately.

The population for thestudy is 74, 203 students. The cal cul ated samplesizefor the
study is398 students. But the sample size rai sed to 828 studentsin order to enhancethe
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accuracy of the study. Out of 213 Government and Aided colleges affiliated to the four
Universities, 23 collegeswere sel ected for the study including 9 Government collegesand
14 Aided colleges. 40 sudentswere sdl ected from each college. 392 students, 375 students
and 153 studentsfrom Arts, Science and Commerce stream have been selected for the
study respectively. Thereare 5 departmentsfrom each college and 8 studentsfrom each
classhave been selected.

7. Review of Literature

7.1 Educational Environment

The educational environment meansthe learning environment. In simplewords,
educationa environment isthe physica surroundingswithinwhichlearning takes place.
TheAmerican Medical Association (AMA) definesthelearning environment as“asocia
sysemthat includesthelearner (incdluding theexternd relationshipsand other factorsaffecting
thelearner), theindividual swithwhom thelearner interacts, the setting(s) and purpose(s)
of theinteraction, and theforma and informal rules/policiesnormsgoverning theinteraction”
(AMA Conference, 2008).

Thefadilitiesand surroundings provided by theeducationd ingtitutionsand Universities
areconddered asthe educationa environment for thestudy. More precisdly, thetotality of
thestudents' experienceand exposurefrom the educational ingtitutionsand Universities
arecalled theeducationd environment. Thefollowing factorsof Educational Environment
areconsdered for thisstudy. They are (1) Curriculum, (2) Pedagogy and (3)Institutiond
Infrastructure,

7.1.1 Curriculum

Curriculum hasgot awider spectrum. Itisconsidered asthe heart of any learning
inditution. Thereforeinitsbroadest sense, Curriculumreferstothe* totd learning experiences
of individuasnot only in school, but in society aswell” —Bilbao et d (2008).

Curriculumisan organised set of experiencestowhichlearnersare subjected so that
their behaviour will bemodifiedin adesired, predetermined manner (Wylie, M., 2008).
For thisstudy, three aspectsof Curriculum aretakeninto considerationviz, () Curriculum
aimsand objective (b) Curriculum content (syllabi).

(&) Curriculum goals and aims: Curriculum aims and objectives are the broad
gatementsof long termintentionsor expectationsthat the studentsto pursueand accomplish
asaresult of exposureto aseriesof ssgmentsor unitsof acourseor program. A curriculum
objective attempt to specify the tasks which the studentswill be ableto do at acertain

Review of Social Sciences-SSN 0974-9004



16 Educational Environment and Employability Skills....

pointsinacourse, whereasacurriculum aimsor goa s describestheintended direction of
thecourse (Miller, 1986).

(b) Syllabi: A syllabusisan outlineor brief statement of themain pointsof thecourse
of aprogram. Syllabus of acourse never givesyou the complete knowledge about the
course. It can be considered as a key to enter to the world of knowledge regarding a
particular course.

7.1.2 Pedagogy

The classroom transaction of curriculum by theteachersiscalled the pedagogy. The
workplace skillscan be devel oped through classroom transactions. According to Berngtein,
pedagogy “isasustained processwhereby somebody(s) acquiresnew formsor develops
existing formsof conduct, knowledge, practiceand criteriafrom somebody(s) or something
deemed to be an appropriate provider and evaluator” (Bernstein, 2000).

For the purpose of the study thefollowing aspectsare considered for understanding
theeffectivenessof pedagogy followedindifferent collegesinKeraa They are(a) teachers
capability, (b) classroom transaction, (c) teaching techniquesand (d) externa environment
exposuregivento the students.

7.1.3 Institutional Infrastructure

Ingtitutiona Infrastructuresaretheinfrastructurefacilitiesprovided by theingtitutions
to the students. Providing acomfortable physical environment to the studentstolearnand
grow isessential. Universitiesand other higher education agenciesareing sting about the
minimuminfrastructurefacilitiesthat theinstitutions should provideto the students. It is
evidencedintheliteraturethat better infrastructurefacilitiesof educationa ingtitutionwill
enhancethelearning outcome of students. Enhanced |earning outcomeisthe enhanced
knowledge skill, application skill and persond skill of students. Enhancement inthesethree
skillsleadsto theenhanced employability skills. Thefollowing arethedifferent category of
infrastructure having influence on Employability Skills. They are, (a) Learning Related
Infrastructure, (b) Student Development Related Infrastructure and (c) Ecology Related
Infrastructure.

(a) Learning Related Infrastructure: It comprises sufficiency of library facilities,
books and periodicals, reading facilities, computer and experimental lab and other
technologica supportincludingWiFi facilities.

(b) Sudent Development Infrastructure: It consists the extent of provision with
smart classroom facilities, classroom arrangements, premisesof theingtitution, infrastructure
facilitiesfor co-curricular activities, facilitiesprovided for artsand sportsactivities, facilities
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for sudents amenitiessuch asavailability of water, lighting, eectricity, internet andthelike
and student hedlth carefacilities.

(c) Ecology Related Infragtructure: Eco-friendly initiativesof theingtitution, ecologica
climate of theingtitutionin relation to the concept of * Clean Campus' ‘ Green campus,
ingtitutiond initiativesfor making drug free campus, anti-ragging and prevention of abuses,
indtitutiona initiativesfor students external exposures, ingtitutional provisionsfor student
welfareactivitiesare part and parcel of ecology related infrastructure.

7.2 Employability Skills

Employability istheability of apersonto acquiretheinitial employment, sustainand
mai ntain the employment and to obtai n another employment if required (Hillageand Pollard,
1998). Employability skill meansthe skillsor qualitiesor attributesto be possessed by the
jobincumbents. In short, it isthe self-assurance and readinessfor theworld of work.

7.3 Educational Environment and employability skills of graduate students

Educationa environment isoneof the crucia aspectsto influencetheemployability
skillsof individuals. Thefactorsof educationd environment viz, Curriculum, Pedagogy and
Indtitutiond I nfrastructure can haveapositiveor negetiveinfluenceon one sskill enhancement
process.

Variousresearch studies so far conducted advocate that University curriculum has
strong positiveinfluence on enhancing theemployability skillsof graduate sudents. Many
of the skillsthat areincluded under the broader banner of employability skillsarenot only
needed for academic success but a so for successfully carry out an employment.

Therel ationship between Curriculumand sudents' employability Skillsenhancement
haslong been acknowledged. Embedding employability into the core of higher education
will continueto beakey priority of Government, Universities, Colleges, and Employers.
(HEFCE, 2011).

Pedagogy isan inevitable element toincul cate aculture of developing skillsamong
students. Adopting Innovative teaching, learning and assessment methods (Scott, C. L,
2015) help studentsengagein the education processand have an added benefit of helping
them to devel op attributeswhich makethem attractiveto potential employers. Different
studentscometo collegewith adifferent set of skillsand it isthe duty of theteacher to best
support their skill devel opment processby creeting learning opportunities. Students’ interest
ismorelikely to bemaintained if they can seetherelevance of their studiesto their future
careersand lifebeyond Universty.
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The sufficiency of learning, student devel opment and ecol ogy rel ated infrastructure
areact asapositiveforcetoimprovethe knowledge skill, application skill and personal
skillswhichwill improvetheemployability skillsof students.

8. Analysis and Discussion

8.1 The level of Educational Environment of the institutions

Tablel.
Themean scoreanalysisof the Educational Environment

S1.No | Factors of Students
EducationalEnvironment Mean SD

1 Curriculum 347 4979

2 Pedagogy 3.57 8192

3 Institutional Infrastructure 3.51 9144
Educational Environment 3.52 7438

Source: primary Data

Table 1 portrays the students’ opinion on the educational environment of the
educational ingtitutionsin Kerala. The mean values of the curriculum, pedagogy and
ingtitutional infrastructureare 3.47, 3.57 and 3.51 respectively. Educational environment
isthe composition of thesethreefactorsand the mean va uefor educationa environmentis
3.52. Itindicatesthat thelevel of educationa environment of theeducationd ingtitutionsin
Keraaisaverage.

Theresult of the mean score analysisexplained aboveisreiterated with the help of
statistical test. Chi-Squaretest for goodnessof fit hasbeen used for thispurposewhichis
explainedinfollowing paragraphs.

Asper thetable 2, Chi-Square Test for goodness of fit shows maximum number and
percentage of respondents opined that the Educationa Environment of theingtitutionsis
moderate and the PVaueislessthan 0.01 at 1 per cent level of significance. Thismeans
that the perception of studentsabout the Educational Environment of theinstitutionsis
moderate or average.
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Table2:

Chi-Squaretest for goodness of fit of Educational Environment of theingtitutions
Level of Educational Frequency Per cent Chi-Square P Value
Environment of the Value
institution
Low 207 25.00
Moderate 414 50.00
High 207 25.00 103.50 <0.001**
Total 828 100

Note: ** denotes significant at 1% level
Source: primary Data

8.2 The level of Employability Skills of Graduate students in Kerala

Table3:

Themean scoreanalysisof the Employability
Skillsof Graduate Sudents

SL Factors of Employability Skills Students
No Mean SD
1 Knowledge Skill 3.42 4872
2 Application Skill
3.56 .5475
3 Personal Skill 3.84 4988
Employability Skill
3.60 .4455

Source: Primary Data

Table 3 exhibitsthemean scoreandys sof theemployability skillsof graduate sudents
in Kerada Themean valuesfor thefactorsof employability skillsviz, knowledge skill,
application skill and personal skill are 3.42, 3.56 and 3.84 respectively. The mean score
for overal employability skillsis3.60 which showsthe employability skillsof graduate
studentsin Keralaisaverage.
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Table4:

Chi-SquareTest for goodnessof fit of Employability
Skillsof graduate students

Level of Employability | Frequency | Per cent | Chi-Square P Value
Skills of Graduate Value

Students

Low 201 243

Moderate 423 51.1 117.46

High 204 24.6 <0.001%**
Total 828 100

Note: ** denotes significant at 1% level
Source: primary Data

Asper thetable4, Chi-Square Test for goodness of fit shows maximum number of
respondents opined that theemployability skill of graduate studentsismoderate and the P
Vaueislessthan 0.01 at 1 per cent level of significance. Thismeansthat the perception of
studentsabout the Employability Skillsof graduate sudentsismoderate.

8.3 Relationship between educational environment and Employability
Skills

Spearman’sRank Correationisused to measurethere ationship between Employability
Skillsof graduate Studentsand Educationa Environment of theIngtitutions. Theresultis
depictedinthetable5.

Tables:

Spear man’sRank Correlation between Employability Skillsof graduate
Sudentsand Educational Environment of thel nstitutions

Employability |Educational
Variables Skill Environment
Employability Skill 1.000 463"
Educational Environment 463" 1.000

Note: ** denotes Correlation issignificant at the 0.01 level.
Source: primary Data
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Thetable5 exhibitsthat the Spearman’s Rank Correl ation between Employability
skills and Educational Environment of the Institutions is 0.463 at 1percent level of
significance. Thismeansthat based on students’ opinion, thereis46.3 per cent positive
rel ationship between their Employability skills and Educational Environment of the
Ingtitutions in which they study. Hence it can be concluded that better educational
environment isleading to enhanced Employability skillsof graduate students based on
students' opinion.

7. Conclusion

Thestudy result reveaed that the Employability skillsof graduate tudentsinKerda
and the educational environment provided to them are at an average or moderatelevel.
Thestudy a so showsthat thereisasignificant pogtivereationship between employability
skillsand educationa environment of theinstitutions. It meansthat thefavourablenessin
the educational environment will be resulted in positive influence on the Employability
illsof graduatestudents. Thereforefromthestudy it can be.concluded that the Universities
and collegeshave sgnificant roleto enhance and nurturetheemployability skillsof students.
Thefactorsof educationa environment viz, curriculum, pedagogy and infrastructurefacility
canplay apivota rolefor thispurpose. Hence, itissuggested that Universitiesand colleges
haveto take measuresto improvethe educationa environment. The curriculum must be
updated with current workplace requirements, teachers must be given training to excel
their efficiency and effectivenessand to offer standardised infrastructurefacility tothe
Students.
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PROBLEMSOFDIPLOMATIC CONTINUITY
AND CHANGE: INTER-STATERELATIONSOF
TRAVANCOREAND COCHIN

*Suresh J

Abstract

Towardsthe beginning of modern age, the geographica landscapeand political terrain
of Kerdahad evolved into threeindependent kingdomsof Travancore, Cochinand Calicut.
These Stateswerewd | defined with clear cut boundaries. Their territorieswereuniquein
termsof geography, climate, socia structure, economic resourcesand aboveall bounded
by common language, Maayaam. Among them Travancoreand Cochinwiththefeature
of inseparableterritoria regularitieshad their rolein maintaining theextent of diplomatic
relations between the two. Here the up keeping of Mandal aconcept and diplomacy of
Kautilyaissgnificant. Theintermixtureof jurisdiction amountsto aprodigiousdisadvantage
totheextent cordideintheir political relations. It led to Mg or disputesover severa stuffs
which related to basic necessities of lifelike, land, water etc. To settlethedisputeseven
the British Government had to interferein theform of an arbitrator. Asthese Stateswere
underneath British Colonidism, d ong with theexertionsof these States, British Government
keenly initiated el ucidationsin settling these disputes. L and disputes covered those of
Munambam, Ma ayattur Hillsand Vaiyapanikan Thuruthu and Water disputewasmainly
related to Periyar River. Besidesthesetherewere Minor disputesrel ated to border, roads,
places etc. It includes those of Andhakaranazhi and Kalady Road dispute. It isbeing
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attested to thefact that these areaswere not expl ored in an effective manner to know more
about theextent of diplomatic relations maintained by these States.

Keywords: Inter-state relations, Diplomacy, Mandala Concept, Boundary disputes,
Encroachments

Introduction

Kingdomswerenaturd aliesand Diplomatic rel ationswereinevitableto gain strength
and resource appropriation. Inter State relationswere mainly promoted by thelonging of
therulersfor the acknowledgment of their politica supremacy by other States. They acted
onthebasisof political, economic and military self-interest. Inter-Staterelationsaways
turn hostile dueto many factors. Questionsrelated to boundary, incomefrom tradeand
commerce, religiousendeavoursetc., leadsto unfriendly state of affairsbetween States.
Diplomatic rel ations between the States often determinethe nature of settling the disputes.
Someof thetactful policiesin settling these disputes by therulersof both the Stateshad
genuineresemblancesof inter-State rel ations maintained by theancient timesasembodied
inthe Mandalatheory of Chanakya,* who evolved the Mandalatheory in Arthasastra.?
Geographica base, economic and military powerswerethe determining factors. The State
awayshasthe continuousthirst for wealth and makes attempt to thrivefor it. Political and
diplomaticfailureleadsto unnecessary warsand external interference.

The inter-State relations of Travancore and Cochin were not far from the above
gtatement. Among theinnumerable princely statesof pre-independent India, theseerstwhile
kingdomsformed anintegrd part of South India. The disputesbetween Travancore-Cochin
Stateswere also related to encroachments and theright of establishing their power. The
important disputesin thisregard wererelated to Andhakaranazhi, K eezhcheri Desom,
Thiruvamkulam Muri and Cand, Kaniannoor Desom Kaady road and Kuriyappally River.
These disputes existed only for adecade. The minor disputes were emerged after the
ettlement of J.C. Hannyngton Commission. Both Travancoreand Cochin had taken specia
interest in settling these minor disputes cordially without changing them into major issues
by affirming that diplomeacy isredly thelifeblood of the State. Thefruitful aspect of Mandda
theory can bebest understood in selling the minor disputes.

Objectives of the Study

The Inter-State relations between Travancore and Cochin were practically an
unexplored area. No serious study had been madeto exploretheorigin of disputesbetween
the Statesregarding variousmattersof interest. The present study focusestheminor disputes
emerged between the Statesin thelast quarter of the 19" century. Itaims:
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1. Toknow theinseparableterritoria regularitiesand their roleinboosting conflicts
and disputes.

2. Topoint out theminor regiond encroachmentsand peaceful settlementsby netive
States.

M ethodology

The articleis made up entirely on the basis of archival datarelated to the origin,
devel opment and settlement of disputes. Themethodology reliedinthisperusd is descriptive,
andytica and argumentative.

Therewere Mgor disputesrelated to land, water and temple management. Land
disputes covered those of Munambam, Mdayattur Hillsand Vaiyapanikan Thuruthu. Water
disputes were mainly related to Periyar River. Devaswom disputes comprised of
[rinjal akkudaK ooda amanikkam temple, Annamanadatempleat Adoor, Perumanam and
Elamkunnapuzha Temple. Inthiscontext an externa interference occurred in theform of
Britishinterventionto settlethe disputes. Being an aly of Travancoreand Cochin by the
treatiesof 1805 and 1806, respectively the M adras Government appointed aCivil Servant,
J. C. Hannington asArbitrator in 1880. These disputeshad for several decadesbeenthe
subject of acrimonious correspondence between thetwo Statesand asource of vexation
to both the parties.®According to hisverdictsamost al the disputeswere settled amicably
either infavour of Cochin or Travancore. Along with the settling of major disputes some
minor disagreementsemerged between the states.

Minor disputes between Travancore-Cochin States were also related to
encroachmentsand theright of establishing their power, most of which wererelated with
the boundaries of both Travancore and Cochin. These disputeswere mainly concerned
with border, encroachmentsof rivers, canas, cultivated land, changing of border stones,
and dteration of survey mapsandillegd collection of taxesfrom boundary places. Though
certain problemswere amicably solved to some extent through discussion, consultation,
agreementsand arbitrations, some problems had been continued for along period. The
boundary lineof Cochin goesaong theborder of the Proverthiesof Aykaranad, Trikkakara,
Manjapraand Perumbavoor in the Kunnathunad Taluk. In order to prevent disputesit
becameinevitableto conduct survey operationsin the Kunnathunad Taluk with the survey
of theadjoining Taluksof Cochin. The Cochin Survey Agency beganther operationsinthe
areasof future contention. At the sametime Travancore commenced survey operationsin
villages adjacent to the above said portions of the Cochin State. An arrangement had been
aready sanctioned for the deputation of aCochin official to represent Cochin during the
progress of Travancore survey operationsontheboundary line. It wasdesirableto lay
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down certain definiteinstructions of the guidance of the Survey Departmentsof both the
Statesto enablethem to act in concert, in the demarcation and survey of thelandsonthe
border. The Survey Superintendent suggested amodus operandi that might be adopted.
The State boundary between Travancore and Cochin to the boundary stones planted at
that time, werefound to beincorrect during the Revenue Survey. Theimportant disputesin
thisregard wererelated to Andhakaranazhi and Ka ady road Dispute. Emerged after the
settlement of J.C. Hannyngton Commission, these disputes had existed only for adecade.
Both Travancore and Cochin had taken special interest in settling these minor disputes
cordialy without changing theminto mgjor issues.

Dispute over Andhakaranazhi

Andhakaranazhi was acoastal villagelocated in Alleppey District of themodern
Stateof Kerda Now itisalittora villagein Pettanakkad Grama Panchayat, in Cherthala
Taluk. Andhakaranazhi belonged to Thuravur Proverthy in the Cherthala Taluk* of
Travancore Sate.® Earlier Chellanam Village separated Travancoreterritory from Cochin
by asmall opening into the sea called Andhakaranazhi .6 It was once the State boundary
between Travancore and Cochin.” There existed aChal (small stream) belonging tothe
northern side of Cochin.? It devel oped dueto continuous sand sedimentation formed by
the continuous action of seawater. Possession and control of thisminor regionwasof greet
Importanceto both the States. It wasjust 27 km parallel to Cochin port. Besidesthisit
wasabusy fishing hub.

A tracing of the dispute go back to 1870's. When Hannington arrived asArbitrator to
settlethe disputes between the Statesthe matter got hisattention. He carefully studied the
locality and laid boundary stones between the Statesin thisdisputed area. But Cochin’'s
attitudetowardsits acceptance was of ten negative. Further actionson Cochinssideindicate
thesame. Asyearswent by, Cochin showed moreirritationinitsdegingswith thislocality.
On 25 October 1900, the Superintendent of Policereported to the Dewan of Travancore
that aRevenue Survey was going to be done by Cochin Government at Andhakaranazhi.
It would disturb the existing boundary as those of 1880’ s between thetwo States near
Andhakaranazhi . Travancorethat made no encroachment aleged that Cochin encroached
the Travancore side near Andhakaranazhi.*’A number of encroachmentswerecited from
Andhakaranazhi to Munambam Bar. The Diwan Krishna Swami responded tothatina
serious manner. He demanded adetailed report regarding the encroachmentsfrom the
Acting Superintendent. Diwan KrishnaSwvami informed theAss stant in Charge of Survey
Superintendent, of dutiesand about the encroachment. He ordered to make arrangement
for alocal inspection and verification.
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Order of the Diwan was passed to S Padmanabha lyer, the Diwan Peishkar
Kottayam. Heingpected Andhakaranazhi region with Kunjan Pillai, Revenueofficer. In
their inspectionit wasclearly found that the Cochin surveyor had placed anew stoneon
Travancoreportion of theregion. Duetothis Travancorelost nearly 16 cents. ' They prepared
adetailed report stating encroachment on Travancore side. Diwan Peishkar K ottayam
forwarded acopy of thereport to Diwan of Travancore. Inthereport it was stated that
Cochin Survey party had encroached the purampoke and No. 357 of Travancoreterritory
and planted demarcating stone and pegstherein.’?

The Dewan Peshkar of Cochin stated that the encroachment near Andhakaranazhi
had been removed. After hisdeclaration aloca ingpection was made by the Superintendent
of Survey, Travancore State. He reported erasing of encroachmentsby Travancore and
Cochinryots. Within prohibited limitsof midlinetrue boundary of thetwo Statesuponthe
river between Edappally, KunnathunaduTal uk, Travancore and Ernakulam Proverthy,
Kanayanur District were subsequently noticed and stepsweretaken toremoveit. It was
reported by the Cochin Diwan that the encroachments on their respective sideswere
removed.®® Thiswas confirmed by theletter No.7724/R.dated 22" January 1906 from
the Diwan Peishkar, K ottayam to Diwan of Travancore. TheActing Resident’sletter DisNo
439 dated the 8"august 1906 regarding the removal of encroachments on both in the
boundary canal between Edappally and Ernakulum werereleased. TheActing Resident
reported that the encroachments on the portion of the Cochin-Travancore boundary were
cleared and that there were no encroachments on Travancore side. He also added that
there was some discrepancy in the two village maps of Cherthala Taluk. It would be
rectified during thejoining revision survey of the stated boundary whichwasin progress.4

Kalady Road Dispute

With the eraof tarred and metalled roads Travancore wanted to connect northward
and southward portionsof thekingdom with fineroads. From Trissur to Travancoreterritory
aroad wasessentia for communication and transportation. Speedy movement of cargoes
wasitsprimemotive. Already Travancore got Karappuram, Cherthalaand Alangad from
Cochin.*® The newly recommended road wasto connect southern Cochinwith Northern
Travancore. Theroad southward from Cochin side and the new road in north Travancore
would progressthrough theisol ated territory of Cochinterritory onthebank of the Periyar
River.1

Thearguments put forward by Travancorein thisroad construction wereasfollows:

1.- The Cochin territory should make the benefits of the Travancore road
construction. Cochin can connect isolated tractsof their kingdom.
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2. Theroad construction isbeing done under the supervision of the Travancore
engineers. Full responsibility wasvested with Travancore Sirkar.

3. Theconstruction hel ped forthcoming devel opments of both the States.

Asacontrary to the above statements and assurances, Cochin Sircar explained their
stand.

Arguments made by Cochin Government

1- Kadady DesomintheVelarapilly Proverthy belonged to the Cochin Government
till 1816. Travancore Government forcibly took stepsfor thefixation of 755
parasand 3/16 Edangaliesof paddy |and and 138 piece of gardenland belonged
to Kalady Desom later and annexed them to the Manjapara Proverthy of
Travancore State.

2. In1824 aconferencewasconducted andinit the above mentioned thingswere
discussed.

3-  TheCochin Government never gave up claiming theremaining portionsof the
Kdady Desom and such portions have aways been under its Government.

4. Thedisputed portionsconsisted of Janmamlands.*

5- Inasmal portion of Chengal Desom and the portion of Kalady Desom
Travancore Government had no claim.

6- Cochin’searlier attempt to construct aroad through Edappally Janmamland
was not accepted by the Travancore Government.

Without considering the arguments of Cochin Government, Travancore decided to
proceed with the new mission.The Superintendent of Travancore accepted the benefits of
Engineers recommendation. Tahsildar of Alangad informed that the line of road out of
Kalady said to be the Cochin territory was not so and as aresult, arrangements were
made and work started at that place.’® But one of the Cochin officials, with weapons,
drew away coolies from the work, and threatened the men of work.*® As aresult the
progress of the work came to a standstill. So he requested to avoid such illegal and
unauthorized activities.® The supervisor in charge of the northern road reported the matter
immediately to Travancore Sircar. Herequested that immediate stepswere being taken in
thematter to enablework to be proceeded with and further mol estation of theworking
parties prevented. 2

The Chief Engineer of Travancore demanded theimmediate attention of the Diwan
of Travancoreon theissue. At any cost, the obstruction created by the Cochin officiasto
Travancorework on the portion of the northern road and the damagethey effected tothe
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road in carrying out their objection wasto beeliminated.”? Hed so noticed that the problem
wasto bereferred to Alangad Tahsildar.® The construction of Kalady road demanded
seriousattention from the part of Resident. Hewanted to settle the disputein an amicable
and liberal manner 2

The Resident raised the question to the Diwan of Cochin asto whether Kalady was
located inthe Cochinterritory or Travancoreterritory and settlethe problem harmonioudy.
The Resident demanded Cochin Government to placethe claim on record, leaving the
disputed boundary to be adjusted.? The construction of road was no longer apoint of
oppositionfromthe part of Cochin. So heurged Cochingovernment totakeafair decison
on constructing roads.

Even though such arguments were there on the matter, both the parties agreed to
settlethematter amicably. It wasanother ingance of settling theageold diplomatic reations
eveninminor disputed cases. Therewould be no mutual jealousies, no mutual strife.

Conclusion

TheMinor disputes between the countries mostly culminated in conflictsand wars.
But asfar as Travancore and Cochin were concerned, the major minor disputesthat were
rel ated to Andhakaranazhi and Kd ady road Dispute had been settled with mutud discussions
and agreementsand even by theinterference of British Residents. Thismay besometimes
be dueto thefact that both these territorieswere under the sway of apowerful colonial
authority. Theencroachmentsof theindividual or Desomswere not tolerated by both the
States of Travancore and Cochin. These encroachments, sometimes, served as bottle-
necksto the smooth transportation and tradein theregion. At that time, therearoseaneed
to evict those encroachments by the authorities of both the States. These endeavourson
the part of erstwhile Travancore and Cochin hel ped them to keep up their separate State
entity. Therewereno superior and inferior cal culationsin aseriousform between thetwo.
Boththe partieshad to suffer the bitterness of temporary disputes. That iswhy they could
upholdtheir prestigeto an amazing extent. To acertain extent by settling theminor disputes,
these native states mai ntai ned successful diplomaticrelations. It prevented themfromgoing
for destructivewars.
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AKSHAYA E-KENDRAS:
BRIDGING THEDIGITAL DIVIDE

*Vijaya.S.Uthaman

Abstract

“The illiterate of the future are not those who cannot read or write, but those who
cannot learn, unlearn and relearn” — Alvin Toffler (quoted by Terry Paulson 2006)

In recent years digital divide has attracted attentions of both academicians and
policy makers for socio-economic developments. Concept of digital divide has many
dimensions and there are many technical and non technical gaps to measure the digital
divide. Thus in context of present paper digital divide essentially means computer and
internet  knowledge divide .In the context of present paper digital divide means *
have’ and ‘have not’ in computer knowledge and internet knowledge among
beneficiaries at Akshaya e-Kendra's in Kerala. This paper specifically analyzes the
depth of knowledge in computer and internet prevailing among beneficiaries at Akshaya
e-kendras and to assess the importance of common service centers like Akshaya e-
Kendra’'s in the state.

Keywords: Digital Divide, Information Communication and Technology, Common Service centers
(CSC) , Akshayae-kendra's.

I ntroduction

I nformati on communication and technology (ICT) hasbecomean essential aspect in
amost al peopled| over theworld. Therapid development and proliferation of ICTshas
accelerated the economic and socid changes (Nandi,2002).With advanced ICT, especidly
internet,the world hastoday become aglobal village( Acilar Ali et a.,2011).But with
explosion of ICT in day to day life of common people ,the knowledge gap between
information rich and information poor has caused amajor threat in exclusion of certain
classesof peoplewnhich haslead to aphenomenon called digital divide. Anunequa access
to and utilization of ICT has accepted as one of the prevalent issues of our
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time(Sciadas,2005).Thusthereexist adigital divide between those who are participating
ininformation technol ogy revolution and thosewho are not (United Nations,2006).

The Concept of Digital Divide

Theconcept ‘digitd divide' wasfirst usedinthe United Statesin the 1990sto describe
the perceived growing gap between those who have accessto and the skillstouse ICT
and thosewho havelimited or no access. It isreferred to asthe gap between the haves
and the ‘ have-nots' regarding accessto, and use of ICT and theinternet. As mentioned
above, itisnot just theavailability of computers, theinternet and telecommunication facilities,
thedigital dividea soreferstothelack of ability to usethesetechnologies.

Digital divide hasbeen defined as gap between different individual s, househol ds,
business and geographical areasat different social-economic levelswith regardto their
opportunitiesto access| T and their use of theinternet (OECD, 2001).AsICT becomea
strong component in day to day lifeto solvelong standing economic and socia problem,
the peoplewho don't have accessto I T skillsand knowledge are becoming lessand less
capableof participating inthe new information society. Thishasresultedindigita dividein
our society.

Wilson (2004,p.300) definesthedigita dividesas* aninequality inaccess, ditribution
and useaf information and communi cati on technol ogiesbetween two or morepopulations’. It
suggest eight aspectsof digita dividelikephysica access, financid access, cognitiveaccess,
design access, content access,production access, ingtitutional accessand political access.

Accordingto Fuchs & Horak(2007) thedigital dividerefersto unequal pattern of
material accessto, usage capabilitiesof, and benefitsfrom computer based information
and communication technologies that are caused by certain stratification process that
produce classes of winners and |osers of the information society, and participation in
ingtitutionsgovernment ICTSand society.

Hanimann & Ruedin (2007) defined that digital divide essentially describesthree
distinctivedivides: ageographical digital divide (between region and countries), asocia
digital divide (between socid classes) and upgraded digital divide (between technology
and human).Thusdigital divide can bedefined aseconomic, socia or cultura deprivation
generated by missing | CT accessand skills. Inthe modern society economic opportunities
likeemployahility, roleinal socid relationship ranging from politica participation toloca
communitiesfriendsand family al depend onknowledgein ICT.ICT access inequality is
called asthefirst order digital divideand ICT useinequality iscalled as second order
digitd divide(Jin& Cheong,2008).Today thereexist many typesof digitd divideat various
level likelocal, state, nationd, regional and worl dwide based on gender, age, incomeand

Review of Social Sciences-SSN 0974-9004



34 Akshaya E-Kendras: Bridging the Digital Divide

education wise (Boje & Dragulanescu,2003).Digita divideisadynamic processdueto
continuous devel opment of information technol ogiesand emergence of new technologies.

Digital Divide and India

Theinitiation of digital India programmein 2015, has made aintrude of digital
technology inday to day life of common peopleinthe country. Thusdigital literacy ina
developing country likeIndiaisvery crucial. Gol hasinitiated many programmeslike
Kissancdl centers, Bhoomi project in Karnataka, Gyaandhoot project in MadhayPradesh,
TDIL Project, FRIENDS, e-krishi, to bridgedigital divide(lpsitaPanda.,, et.al.,2013).
Common service centers are one of the mission mode project under Digital India
programme. CSC providesskill development, digita literacy, hedthand financid services
torura India. Currently thereare 1.9 lakh operational CSCsall over India.

The important step in taking ICT to the mass has been rolled-out in Kerala by
introducing call centres, FRIENDS, Akshayacentresetc, but the most important oneis
Akshaya Centres. AKSHAYA project waslaunched in 2002 at Malappuram asapilot
project for e-literacy.lt wasfirst of atypeof instrument used to bridgethedigita dividein
thestate. TheAkshayae-centreimpartsbasic training that not only familiarizes people
with the basicsand the scopeof I T, but al so ensureshands-on-skill in operating acomputer
and using theInternet.. In 2007 Akshayamoved into phase- two of the project rendering
new G2C and B2C services Currently thereare 2666+ Akshayacentersinthe state. Itis
now providing more than 23 G2C services to citizen. The Government of India has
sanctioned therequest of Government of Keralato integratethe Akshayacentreswiththe
Common Service Centersscheme under the Nationa e-Governance Programme (NeGP).
Accordingly al Akshayacentresare now AkshayaCommon Service Centres.

Need and Significance of the study

Kerala state has achieved 93.91 percentage of literacy rate (2011 Census) with
highest Human Development Index (HDI) in country. Kerdagovernment istaking many
proactive stepslikefor making al government servicesonlineand reach common citizen
inmogt effectiveand transparent ways. Thusit’snecessary to andyzetheexisting digital
dividein the state and to andyse theimportance of Akshayae-kendrasin ddlivering these
servicesto citizen.

Satement of the Problem

Sincelndiaisacountry of 2.2 billion populationsand where 70 % residesin villages,
reaching them through I CT isatediousjob for government. There are many challenges
like good infrastructure, interoperability, professional computing skill , which act asa
barrier for thewholesomeuseof ICT for the benefit of citizen. Akshayae-Kendra's are
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ICT enabled access pointsfor delivery of various Government & business servicesto
citizensinitiated to bridgedigital divide. Thusthereisaneed to study the relevance of
Akshayae-Kendra sinbridging digital dividein thisdecadefor common citizen of Sate.

Objective of the study

The study pertainsto determinethe aspectsof digital divideamong beneficiariesat
Akshayae-Kendra. Heredigital literacy isassessed on the knowledge of beneficiariesin
computer and Internet. Study specify on

1. Toanayzerelationship between computer knowledgeand knowledgeto access
internet among beneficiariesand to determinemgor useof Internet among beneficiaries.

2. Todeterminethedigital divideamong beneficiarieswith regard to age education and
gender.

M ethodology

The study is descriptive in nature. Primary data has been collected from 450
beneficiariesof Akshayae-Kendra sin Keralausing an interview schedule. By dtratified
random sampling technique K eralaisdivided into three zonesviz., south,central and North.
A sampleof 150 each was selected from each zonein Kerdla.For analysis SPSS software
isused. Toolslike Chi-Squaretest, T-Test for single mean, frequency, Independent t-test,
Oneway ANOVA are used.

Analysis and Discussions

1.1 Herean anaysison relation between the knowledge in computer and internet is
assessed. Tablel givesresult of chi-squareanaysis. Sincep valueislessthan 0.001,
H, isrejected at 1%level of significant. HenceH, isaccepted and concluded that
thereissgnificant associ ation between beneficiarieshaving computer knowledgeand

internet knowledge.
Table: 1.
Pear son Chi-Squar ebetween Knowledgein Computersand I nter net
Knowledge to access Internet Pearson
Knowledge in Computers Have Have not Chi-Square
Have 130(90.3%) 14(9.7%)
Have not 27(8.80%) 279(91.2%) <.001"

Source: Primary data
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Fromtable 1,based on row percentage 90.3 percentage of beneficiarieswho have
computer knowledge have knowledgeto accessInternet ,9.7 percentage of beneficiaries
having computer knowledge have no knowledgeto accessinternet.8.8 percentage of
beneficiarieswho don’t have computer knowledge have knowledgeto accessinternet and
91.2 percentage of beneficiariesneither have computer knowledgenor internet knowledge.
It can beinferred that 8.8 percentage of beneficiariesareusing dternativetoolslikemaobile
phones, tablets etc to accessinternet.

1.2 To determine the penetration and major uses of internet among
beneficiaries

The Table 2 showsthat about 34.9 percentage of beneficiaries usesinternet whereas
65.1percentage doesnot useinternet. Thusthereisahuge gap in usage of internet among
beneficiaries

Table2:
Tounder stand penetration of I nter net
Status of knowledge in Internet Frequency Percent(%0)
Have 157 349
Have not 293 65.1

Source: Primary data

1.3. Todeterminemajor usesof internet among beneficiarieswho usesInternet (from
34.9%).

From Table 3 it can be seen that among the users of internet the major purposefor
using internet is for social media (54.8%),to get new knowledge (24.8%) and for
entertainment(11.5%). The use of e-governanceservicesand e-learningisnegligible. Thus
internet penetration for the purpose of e-governanceisvery low among beneficiaries .
Thusamajor challenge exists, to make citizen more digitally literate about how to use
internet for e-governance. For that purpose alarge digital awareness programsmust be
initiated by government .Moreinfrastructuremust be provided for theavailability of internet
incheap cost. More capacity building activitieshasto be done. Thusaternate ways must
be adopted for digital empowerment of society.

1.4 Todeterminethedigital divideamong beneficiarieswith regard to age, education
and gender.

1.4.1Table 4 givesthe result of One way ANOVA table to determine significant
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differenceindigitd divideamong beneficiarieswith regard to age. Sincep vaueislessthan
0.01H,isrejected at 1 %level anditsaccepted that thereissignificant differenceamong
group inknowledgein computer and Internet with regard to age. Based on Duncon multiple
range(DMR),the age group of 15-25,26-35 and above 55 issignificantly different from
other agegroup. Thereisno significant difference of opinion among age group of 36-45
and 46-55 regarding knowledgein computer and internet. With mean scorevaueit canbe
inferred that age group of 15-25 hashighest knowledge in computer and internet and age

Table3
Major useof Internet among beneficiaries
Purpose of using Internet Frequency Percent
Entertainment 18 115
E-Learning 6 38
E-Governance Services 8 51
To get new Knowledge 39 24.8
For Social Media 86 54.8

Source: Primary data

group between 46-55 and above 55 among beneficiarieshasleast digital literacy

Table4:

Oneway ANOVA tableto determinesignificant differencein digital
divideamong beneficiarieswith regard to age

Knowledge in accessing internet
F vaue Fvaue

Age group Mean Std. Deviation

15-25 1.5938(d) 72853

26-35 .9894(c) .88591

36-45 6774 (b) 87429 36.906 <.001
46-55 A742(b) .76503

Above 55 .2157(a) 55629

Source: Primary data
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Tablel.5
One-Way ANOVA todeter minesignificant difference
indigital literacy among beneficiaries
with regard to Education

Knowledge in computer and internet

Education Mean Std. Deviation Fvaue | Pvalue
No Education .1014(a) .38900
Upto 10 .2623(a) 58088
88.888 <.001™
Plus Two 1.1463(b) 86241
Degree/Diploma 1.4851(c) .76960
PG and Above 1.8000(d) 56061

Source: Primary data

Sincepvalueislessthan 0.01 H, isrejected at 1 % with regard to digital literacy
among beneficiarieswith regard to education. Hencethereissignificant differencein digital
divide among beneficiarieswith respect education level. Thuswith mean scoreit can be
inferred that education qualification of PG and above hashigh knowledgein computer and
internet, education qualification of degree and Plus two has moderate knowledge in
computer and internet and beneficiarieswith no education and upto 10" education has
considerably low knowledgein computer and internet.

1.4.3 Table 6 showsthedetailsof Independent sample T-test to determinesignificant
differenceindigitd literacy between maleand female .
Table 1.6:

Independent sampleT-test to deter minesignificant
difference between male and female

Gender
Male Female
Digital | Mean SD Mean SD t-value | P value
Literacy 3.06| 095 36| 075| 5212]<0.001"

Source: Primary data
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Since Pvaueislessthan 0.01 null hypothesisisrejected at 1% level withregardto
digital literacy between maleand femaleand alternate hypothesisisaccepted. Hence
thereissgnificant difference between maeand fema ewith regard to knowledgein computer
and internet. Based on mean scorethefemal e beneficiaries (3.6) have higher knowledge
incomputer and internet than male beneficiaries (3.06).

Findings

This paper tries to determine digital divide among beneficiaries at Akshaya e-
Kendras. Accordingto Table 1 thereissgnificant association between beneficiarieshaving
computer knowledge and Internet knowledge. From Table 2 it can be seen that thereis
34.9 percentage of penetration of Internet among citizen, whichisin parity with reportsof
TRAI,2015.Mgor purpose of usage of internet among beneficiarieswerefor socid media
and entertainment. Various aspectslike age ,education ,gender were anayzed for existence
of digital dividein Table4,Table5 and Table 6.1t can beinferred that thereisahuge gap
among beneficiariesabout the knowledgein computer and knowledgeto accessinternet,
which createsadigita divideamong citizen .It can befound that age group of 46-55 and
55 and above haslessknowledgein computersand internet. Similarly citizen with no
education and upto 10" has negligible knowledgein computers and accessing internet.
Fromthisstudy it canbeinferredthat itisvery essential insociety for andternate solution
to bridgethedigital divide. Thus, Akshayae-kendrasaretruly essential for imparting 1T
Education, e-governance services, Other B2C services especialy in rura areas, and
providinginformationtechnology serviceswith afford-ablecoststo bridgethedigitd divide
inthestate.

Conclusion

The Government playsanimportant rolein bridging thedigital divideinkerala Thus
Akshayae-kendrashaveamajor rolein bridging thedigital divideinthe stateand act as
an dternative sourcefor socio economic upliftment of society . Giventhe significant age,
education and gender digital dividewhich keralafaces, aproactivegovernment policy isa
must to makemoreinvestmentsin ICT access.

Reference

1. Sciadas,G.(2005).Info states across countries and overtime: conceptualization, modeling
and measurements of the digital divide. Information Technology for
Development,11(3,299-304)

Review of Social Sciences-SSN 0974-9004



40

10.

Akshaya E-Kendras: Bridging the Digital Divide

Nandi,B.(2002) Role of Telecommunications in developing countries in the 21%
centuary,14™ Biannual conference, International Telecommunication society: Seoul.
OECD(2001).Understanding the digital divide. http://www.oecd.org/dataoecd/38/57/
1888451.

Hanimann, Thomas and Ruedin, Etienne(2007) Digital Graben order Digital
Brucken?Chancen und Risiken fur Schwellenlander, accessed on http://
eprints.rclis.org/11455.

Jin,J., & Cheong,A.W.H.(2008).Measuring digital divide:The exploration in
Macao.Observatorio(OBS*) Journa ,6,259-272.

Wilson,E.J(2004). The information revolution and developing
countries.Cambridge, MA?MIT Press.

Fuchs,C., & Horak,E.(2007).Informational capitalism and the digital divide in Africa
Masaryk University of Law and technology, 1(2),11-32

Boje,C., & Dragulanescu,N.G (2003). “Digital divide” in eastern European countries
and its socia impact. Proceedings of the 2003 American Society for Engineering
Education Annual Conference & Exposition.

Anindita, Paul., & Radhakrishna,Pillai.(2017). “ Ontheroad to digitization: The case of
Kerala’, Casr study, [IMK/CS/41/1TS/2017/06,Indian Institute of Management
,Kozhikode.

Ipsita, Panda. , Durllav, Charan ,Chhatar., Bulu ,Mharana.(2013). A Brief View to
Digital Divide in Indian Scenario, International Journal of Scientific and Research
Publications, Volume 3, Issue 12, December 2013 1 ISSN 2250-3153

Statistical data of internet usage in Kerala. Src: The New Indian Express (http://
www.newindianexpress.com/states/keral a/2015/aug/08/Data- Shows-K eral a-is-Well -
Aheadof-Other-States-in-e-matters-796453.html) )

Vol. XI1X No. 2 e April 2018 Special issue



5

BRIDGING THE GAPBETWEEN PERCEPTIONAND
PRACTICE FORBETTER PERFORMANCE:
THE REAL CHALLENGE OF HUMAN
RESOURCE MANAGER

*Hareendrakumar. VR, **Dr. Suresh Subramoniam

Abstract:

The challenge that is far more complicated than any other, is managing
employeePerceptions without affecting the employee and employer satisfaction in a
work place, as the index of satisfaction of both employer and employee determines the
level of performance of any organization. Wherever the employees and employer keep
very strong differing perceptions in business related aspects, it becomes very difficult
to accomplish meaningful objectives. It is not the quality of human resource practices,
but the perceptions of the employees regarding these HR practices that actually affect
the commitment of the employees towards their work place. The real task of the HR
manager is to address the perceptions of employees and to take effective steps to
bridge the gap between perception and organizational practice without damaging the
perceptions of the employer. An effective HR manager has to practice the art of
balancing the perceptions of both the parties in a mutually accepted and trusted
manner.This explorative study is indented to highlight the importance of perceptions
in business management and to emphasize the need of bridging the gap between
perceptions and organizational practice to achieve organizational goals.

Key words. Employee, Employer, Perception, Practice, Trust and, Performance.
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Introduction

Human resourceistransforming into Human capita and theeffective utilization of this
preciouscapita according to the changing requirementsof bus nesshasbecomeachdlenge
of theday for every management. Managing human capital beginswith managing human
perceptions, asperceptionsdeterminetheattitude and behavior of individuas. Extractionof
committed behavior from the empl oyees should bethe ultimate aim of Human Resources
Management and the onlyway to achievethisobjectiveisto bridge or minimizethegap
between perception of employeesin job related aspects such aswages, promotionsand
recognition and thein-houseredlitieson these aspects.

Employeeshavetheir own perceptionsof fairnessof pay, promotion, recognition or
opportunity. Unfulfilled dreamsmay |ead to undesirable empl oyee behaviorswhich will
harm the work culture of the organization. Asthe process of perceptionisinvolvedin
between behaviorsand situationsof theindividuals, itisof very muchimportanceinevery
aspect of life. Itisof greet relevanceto organi zationsa so, asthe situationsbeing perceived
by theindividual s can bring about particular reactionsthat result in either improving or
weakening of the organizationa performance. Ingppropriately percelved situationslead to
contrary conseguencescresting misunderstandingswhile appropriatel y perceived Stuations
can bring positive chancesfor enhancing productivityand performance.

By thisreason thereal task of the HR manager istofulfill the perceptionsthat satisfy
employees and to take effective stepsto bridge the gap between perception and reality
without dissatisfying the performancere ated perceptions of the employer.Sincethesetwo
perceptionsareinversaly reated thetask becomeshighly complicated and sensitive seeking
high degree of imagination and professonaismfor arriving to reach an equilibrium sate.

1. Problem statement

Wherever the employeesand employer keep strong differing perceptionsin business
related aspects, it becomes very difficult to accomplish meaningful objectives. Asthe
perceptionsof both the partiesareinversely related,arriving at an equilibrium position
wherethe perceptionsof both partiesare optimally got satisfied ishighlycomplicated and
it necesstatesawel lawareness about theimportance and impact of perceptionsin achieving
organizationa goas.

2. Objective of the study

Objectiveof thisstudy is. To highlight theimportance of perception, asadetermining
factor of employee behavior and to present apractice mode for bridging the gap between
perceptionsand practicefor improving empl oyee and organi zationa performance.
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3. Methodology

This study is an explorative one and the relevant data and information are
collected through extensiveinterviewswith professionds, Tradeunion leaders, Industrial
managersand employeesof industrial units. The opinionsof all these participantswere
processed to evolve apractice model for HR managersfor effectively bridging the gap
between employee's perception and the organizational practice, for better business
performance.

4. Literature review

There are quite few articles on the subject how employee perceives his work
place and what are the factors influencing his perceptions and how the gap
between perception and the real occurrence can be avoided or reduced. Most of the
articlesare on thetopic on how an employeeisperceived by othersrather than how the
employee perceivesthework related aspectsthat may influence the behaviora response
of theemployees.

Employee perceptionsand attitudes have adirect impact on thebottom line. In small
business units, unfavorabl e perceptions about adecis on that the manager has made can
quickly spread through the organizational grapevine.Thissituation negatively affectsthe
moraeand productivity. Managersof small businessesshould actively take stepsto change
misguided employee beliefs so that workers understand the logic behind the company’s
actiong(Benjamin.2015)

Everyone of us thinks in different ways and has different views about the
world. Everyindividua livesinhis/ her own perceived world whichisnot the sameasthe
rea world. Itisimportant that the people having higher positionsin an organi zation should
taked thefactorsinto consideration in order to apprehend the situations properly, so that
an effective decision making process takes place (Fareed,2015).

Intheworkplace, perceptionsthat aren’t managed become rumors, then gossip and
then backbiting,which leadtodestructions (Fortner,2010). Theability to manage perceptions
in the process of handling people and organizational issues make great leaders
(Otara.2011).To achieve desired organizationa outcomes, itisimportant not only to have
theright HR practices but a so ensuretheright employee perceptions about those practices
(CAHRS,2011).

Employees perceptionsmay berooted either on subjective or objective measures.
Regardlessthis, the perception of pay fairnessisasimportant astheredlity of it (Otara,
2011,Rasch and Szypko, 2013). An employee's perception of his opportunities for
advancement and salary or hours of work, versusthat of other workers, can seriously
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affect hisjob satisfaction (Anagionu.2015).1t isnot thequality of human resource practices,
but the perceptions of the employeesregarding these HR practicesthat actually affect the
commitment of the employeestowardstheir work place.

5. Perception

Perception differentiatesindividuas. Theworld isnot the sameto every individual,
becauseevery oneof usthinksdifferently and hasdifferent viewsabout theworld.Perception
istheability to see, hear or become aware of something through the senses. Itistheway in
which something isregarded, understood, or interpreted.It’ sapsychological process of
observation and interpretation. Everybody hashisown perceptionson everything hesees,
hearsor fed sin hissurroundings.It involvesusing sensesto acquiretheinformation about
the surrounding environment or situations and making interpretations accordingly.
Perceptionistheway weall interpret our experiences(Otara,2011).What an individual
Interpretsor perceivesmay be substantially different fromreality and that of another.

But perceptionisaredity that contributesto themind set of employeesand thismind
stinturninfluencespsychologicaly in hisbehaviora part such asloyalty and commitment
thatcontributesto the overall performance.In one'sday to day life his perceptionsreact
withtheredlity of each dement that interactswith himand it contributesto theformation of
hismind set in accordance with the degree of unity in perceptionsand thereality.Inthe
processof comparison, many persond, internd and externd factorsinfluencetheindividud’s
perception, such as social needs of the employees, family requirements, educational
qudification, experience, statusof other categoriesof employees, businessprofit, theshare
of profit that the management retai ns, specidization of work, management behavior, level
of ethicsand fairnessfollowed by the management, working conditions insimilar type of
organizationsinthelocality or region, political awarenessand relations, bargaining power
of tradeunionsand more.

All thesedlementsreact with theorganizationd practicethroughtheangleof perception
to shape the mindset of the empl oyee towards his organization and thismind set again
contributeto reshape the perceptions and practices positively or negatively according to
the degree of match or mismatch. Thereality which matcheswith the perception only
bringssatisfactiontoindividuals. TheFigure.2 clearly showsthe processof comparisonon
job related aspectsand how it leadsto satisfaction or dissatisfaction and performancein
accordancewiththeleve of satisfaction. It isto benoted that the perceptionsof employees
arenot limited to their benefitsonly but to the entire aspects of businessactivity.

In organizations, perceptions of managers and empl oyees shape the climate and
effectivenessof theworking environment.In any businesscontext, theemployeesaswell
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astheemployer havetheir own perceptionsregarding every element connected with either
theemployee or theemployer or theorgani zation itself.

6. How toBridge the gap between perception and practice

The mismatch between perception and practiceisthereal problem which hasto be
addressed by the Human Resource Management professionas. Therearetwo possibilities
or waysto minimize the gap between perception and organi zational practice.

1. Strengthen Communication: Influencethe employee perceptionsby communicating
thefactsand situationsfaced, transparently, effectively and frequently using all the
meansof modern communication system;

2. Modify Practice: Modify the existing management practice so asto reducethe gap
between perception and practice by continuoudy hearing, addressing and redressing
thegrievancesof employees.

For achieving both of these options, management hasto keep afair level of ethicsand
justiceintheareas of decision making, distribution of wealth, implementing procedures
and ininterpersonal relations. The success of thesetwo optionslargely dependsonthe
Trust that the employer created among the empl oyees during the preceding yearsor the
level of Trugt that theempl oyeeskeep, by their own past experience, towardstheir employer.
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Whenever theemployeesfed dissatisfaction onthe organizationd practicewith respect
totheir perceptions, and their performance show aless positive gpproach, the HR Manager
should take corrective stepsto increase the performance by applying either of the method,
which he seesto befit or by applying both the methods simultaneoudy. That meansHR
manager should take stepsto elther strengthen the communication so asto influence and
enablethe employeesto percelvethe situationintheright way or to modify thepracticeor
decision after hearing the apprehensionsof the employees, so asto reshapethe perceptions
of theemployees.

The most advisable model isto take action on both ways to influence employee
perceptions positively so asto strengthen the employee Trust towardstheir organization.
Figure.1 depictsthe path way of remedial action to be taken toimprove performance by
applying any of these methods.It isto be noted that the level of performance whether
positive, less positive or negative will again contributeto remold the empl oyee perception
accordingly.

5. Role of Trust in influencing Perceptions

Trugtistheever winning quality of the management over theemployees. Anenterprise
isahuman organi zation which functionswel only whenitisbased ontrust, ethical behavior
and the recognition of human dignity(Weihrich,etal 2012). The level of trust that the
employeeskeep ontheir employerssignificantly contributeto theformation of the mindset
of theemployeesand their perceptions. Trust factor hasan important rolein bridging or
reducing the gap between perception and reality. The range of ethical principles an
organization upholdsin each aspect of business management especially with respect to
human resource management and the degree of fairnessthe organization keepsin any
decision making process particularly ontheaspectswhich directly or indirectly affectsthe
well being of theemployeesarethereal contributorsfor thetrust factor. Organizational
trusthas apower to bridgethe gap between perception and practice. Inamutually trusted
businessenvironment, theemployeesare committed to their work and theemployerskeep
acaring attitudetowardsthewelfare of their employees.

Traditionaly the concept of trust isequated with integrity, loyalty, caring, and keeping
promises in the relationship between individuals and between individuals and their
organizations. Trust isat the center of communication, collaboration, and thewillingnessto
change. The trusting relationship is the most effective management tool ever
invented(M cCauley and Kuhnert,1992). Theimportanceof trust may be moredistinguished
by itsabsence. For oncetrust isviolated it isnot easy to repair even with pay raiseand
promotions.
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But thereisno short cut way to devel op trust among the employeesbut it hasto be
devel oped through along period of time by trust worthy approaches.While effective
communication and timely addressing the grievances congtitute for theimplementation or
practicepart of human resources management, thelevel of ethicsand fairness constitute
for thevalue part. Thereisno meaning in keeping the val ue part high without strengthening
theimplementation part. Periodical checks should be conducted to know whether the gap
between perception and reality iswidening or narrowing dueto the stepsor initiatives
taken by the Human Resource Managers.

6. Role of HRM in managing Perception and Practice

An effective HR manager hasto practice the art of balancing the Perceptionsand
interestsof both the employer and employeesin amutually accepted and trusted manner
by implementing better Practicesfor getting thedesired level of Perfor mance. Herethe
overall quality of HRM bothin value and inimplementation, act asthe central point on
whichtheentire system balances.

Mutual understanding strengthensmutual trust, whichistheideal outcome supposed
to be crested by human resources management practicesby itsindustria relaioninitiatives.
In additionto theindustria relation function whichisrestricted to theinteractionswith
trade unions, the human resource department should have adequate mechani smsto col lect
the feedback and responses of employees with respect to any decisions taken by the
management, which needsthe support or co-operation of theemployees. It isal so necessary
for taking pro-active stepsto avoid misunderstanding or to apply necessary corrective
stepson theissuesof dispute or disagreement.

7. Conclusion

Employee perceptionisan accepted reality in businessenvironmentsand perception
isasimportant asredity. Any gap between empl oyee perception and organizationd practice
may affect employee performanceadversay tothat extent. Soin every businessorganization
there should beeffective mechanisms and schemes for evaluating and addressing the
perceptions of employees and to channelize in the right track by providing adequate
information to the empl oyees on each and every bus ness decisionswhich may affect the
employee Snterests.|n addition theHR manager hastheresponghbility to modify thepractice
insuch away to satisfy the perceptions of the employeesas much aspossible.Unlessthe
HR function, onwhich the system ba ances,by keeping someethicd principles, thebaance
between the two elements may go wrong there by collapsing the system partially or
totally.
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Implementing programswithout eva uating the perceptionsof employeesinany area

of businessmay not generate desired resultswhatever advantagesthe program boast to
deliver. That meansnot only the best practice but the perceptions of employeesin each
aspect areresponsible for better results.Practicing M anagement by the perceptions of
employees asfar as possible through devel oping the trust factoris the best model for
implementing manageria decisons.
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TALENT MANAGEMENT PRACTICES
INTAJHOTELS

*Vishnu. K P

Abstract

This Article intends to find out the talent management practices in Taj hotels.
Hospitality industry encompasses tourism and hotel industry it is a vital part of
service industries contributing a huge amount of foreign exchange to the India’s
GDP, talented employee with appropriate skills and knowledge are effectively
recruited and retained in order to attain organizational goals. Innovations in
Information and Communication Technology result in modernized training systems
more ver satile working method, flexible working hours and competitiveness are key
to successin hospitality industry. So managing human resource effectively and utilizing
their talent in a systematic manner for organizational development is an important
thing. Talent management is the one of the modern management technique of 21
centaury for human asset management. The article attempts to evaluate the impact
of Talent management Srategies adopted in Taj hotels and find its effectiveness on
accomplishing organizational goalsand contribute to the organizational devel opment
and bringing harmony in the organisation.

Keywords: Talent Management, Recruitment, Hospitality Management, Organizational Devel opment

I ntroduction

Theinnovationsin and communi cation Technol ogy hasboth dynamic changesinthe
human lifestylelivingintheerawheretechnol ogica advancement areintheswift Phase.the
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recent studies shows that the guests are becoming more aware of the amenities and
servicesoffered by the hospitdity service providersand they discusstheir experiencewith
thar friendsand family and dsointhesocid mediaplatformssuch asFacebook, Tripadvisor,
Book my trip etc. while planning at new trip thetraveler a so consider thereviewsand
feedback from mediaplatforms so asingle mistake or ignorance committed by theservice
providerswill lead to poor rating and loss of goodwill simultaneoudly it leadsto |oss of
goodwill .Attracting tal ented staff to the organi zation, managing the staff, helping themto
fulfilling their persond needs satisfying them and gaining their loyalty to theorganization,
opportunitiesfor training and career devel opment, succession planning and service of
mentoring from theteam leaders nurture the employees and help themto build afruitful
futureintheindustry. Inthe present scenario employeesprefer the organization work there
can learn devel op and upgrade them continuously and when their ideas are appreci ated
and supported them become stimulated. Talent management isone of theemergingtent in
the corporateworld for human asset management. Among thefivefactorsof production
men, material, money, machinery and methods, Human capital ismoreimportant because
al thefactors of production are handled by the men and human capital isnecessary to
adopt organization in to the global market and maximize the benefit linked with the
current technol ogica and economic boom. Effectiveimplementation of talent management
result in increased level of employees engagement and it stimulates employees
customer engagement level aswell asand reduction the operation cost and resultsin profit
margin.

Objectives

1. Tostudy the concept of Talent Management and itsimportance.
2. Toidentify the Tdlent Management practicesin Tg Hotels.

M ethodology

Secondary datawas used for the present study. Existing literature wasthoroughly
angalized to explain the concept of Talent Management. Secondary datawas exploredto
identify and explain variousvariablesthat influcence the Talent Management practices.
Secondary dataincludesthe existing studiesabout Tal ent M anagement and a so thereport
about the Tgj Hotels.

Literature Review

The service oriented Industries like hospitality industry demands support and
development of itsemployees (Baum,2007) Talent management isone of the effective
management tool of 21st century for human A sset Management (Cappeli,2005) because
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themost vital resources of modern eraisnot land and building or other tangible asset but
human capita , it istheonly resource which can changethefuture of the organization and
taketheorganizationto the height by utilizing the advantage of the current technol ogical
boom and innovativeinventions(Inham,2006) (Aston Morton, 2005( ,(Mc Gee,2006),(Mc
Cauley and wakefield,2006);(Heinenand O’ Nelll 2004)(Goffeneand Jones(2007) defines
talent asahandful of employeeswhose crestiveideas persona knowledgeand skillsgive
themthe potentid to produced the output from resourceswhich areavailablefor them(Louis
and Heckman, 2006) definetd ent management isknown asimportant factor for the success
and devel opment of an organization (Inham, 2006) consider peoplewho areinthekey
position of the organization can lead theindividua who havelack of knowledgeand skill
and make contribution to the talent development and organizational growth. Talent
management meansdifferent thing to thedifferent people somedefinesit asaset of activities
for practicesby the HR department it can be functions, programs activity in specialized
areasuch asrecruiting ,selection, training, career devel opment coaching ,mentoring and
succession building ( Byham ,2001),(Hein and Oneill,2004),(Od em,2000) According to
(Clark and Wingle (2006), Talent management can be defined asset of activitiesrelated
to development, engagement, retention and development of talent. it is a additional
management process and opportunity that are availableto the peoplein the organization
who areconsidered to be' talent’ (Blast,2007)

Characteristics of hospitality industry

Hospitality industry isaservice oriented industry, itishighly [abor intensive natured
andinthis dimens on employeesengaged in hospitality sector isacritica . Thenecessity of
taent managementisbased onthe believethat talent management improvethe performance
and leadsto productivity and globa competitivenessand globa competitivenessmoreover
awell model employeeisthekey tothe customer satisfactionintheeraof Globalizationthe
prospective customershas many dternativesthe cross culture different should betackled
properly experienced and well trained employees can do thishowever the studies shows
that thetrend of steep growth and up to acertain exchangeit meetsthe growing labor and
talent needs of hospitality firms but without proper talent management procedure the
organizationfail to attain the challengesof proper humantaent utilization.

Recruitment of talented employees in Taj hotels

Recruitment of hospitality industry isaherculeantask itisachallenging task. The
recruited employeesare assigned to meet the needs and demands of the national aswell as
internationd traveling far from the placeof their resdencefor leisureor for official purpose
probably whowho all areentirely new to the placewhowill behaving entirely different
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tradition and culture. for instance in Japanese people do not stay inthe 13th floor of a
hotel room having number 13 ,they believesthat bringsbad luck to them employeewhois
engaged in hospitaity industry must haveawideknowledge gpart from academic knowledge
they should also be aware of the different beliefs customsfollowed by the guest. hard
work and positiveattitude towardswork will hel p thenin career devel opment moreover it
will help in his persona development. in hospitality industry word of mouth and
recommendationsof customersare more arerequired to sustainin thecompetitionand it
will dso brinksgoodwill tothefirm. Placing theright manfor right job istheduty of HR
manager after recruitment if an employeeisplaced inaposition wherehisskillsare not
adequateto managethesituation it will bedifficult totrain and retain theemployeeand it
resultsin unattained organizational goal. Skill analysistechniquewill serveasthetool for
placement of theindividual at right place and also help inidentifying mode of training
required to mold them.

Another critical component isthat thetal ent management practicesvariesdepending
up onthesideand strategic plansof the organi zation, The giant chain hotelsvacanciesare
advertised world widethe HR manager will haveasound knowl edge about the employment
company values and regulation policies and they are screened on behalf of thison the
interview and sel ection process,however,in the budget hotel srecruitment isoften based on
word of mouth andloca advertising, HR department coordinateswith thelinemanagersof
each department namely marketing, Finance, Production, Research and Devel opment etc
and a so identifiesthe competitiveness needed to achieve the companiestal ent demand.
Taent Management in hospitality isaformal process,stake holdersparticipation and strong
link between talent and | eadership so that specificindustry oriented skillscan attribute can
cascadetodl organizational level.

Training Department in Taj] hotels

Traning department isnewly formed department inthehotel indudtries. Yearly corporate
major programmedesigned by Mumbai head office. Training department isheaded by the
manger (training). Thisdepartment focusesat thetraining of theemployeesof theTg. The
Training isbascally focused on behavioral; development of theemployees. Behaviorisa
major factor inthe hospitality industry. Trainingisintended toimprovethe behavioral
aspects of the employees and thereby increasing the customer satisfaction. Customer
di ssati sfaction worl dwide depends 80% on behavioral aspects. Keralahashigh levelsof
hospitality. Thetraining will lead the employeesto sequencethemselvesto thelevel of
customers, which would lead to greater customer satisfaction. Inthisindustry, whenthe
travelling. Thetraining playsasignificant rolein the performance of an organization. Onthe
jobtrainingisthemost commonform of training given at Tg. Thejob traineelearnswhile
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heisactually engaged in doing ajob. The probation period for thetrainingisoneyear. Tg
hasregular. Itstraining period has duration of 6 monthsto amaximum of 2 years. The
organizationa employeesattend thetraining conducted by the organisation and aso outside
training is conducted by the agencies from outside. These training are conducted
systematicdly. Thewel-planned training programmesand emphasson practica gpplication
than thetheoretical knowledge. Sinceitsinception, it hasaways adopted an employee-
centric culture whereinit strivesto devel op organizational citizenship behavior (OCB) init
employeesand that hasbeen responsiblefor the utmost care undertaken by the employees
for the safety of their guests. The Tg Charter corroboratesthisfact. Someof itspostul ates
indude

1) Tq family considersevery employeeasanimportant member.

2) Itamstoacquire, retain and reward thetalented peoplefrom theindustry.

3) Itemphasizesonaformal communication channel to promotetransparency in
theoveral working of the organization.

Below aresomeof the pointsthat explainitsdistinguished policies:

1 Hiringpolicies: Thecandidatesaregauged ontheir value system and trained for
18 monthswhichincludesasix monthstraining inindustry standards. The hiring process
particularly looksfor employeesontheir valuesand whether therecruitswould be ableto
adapt to the culture of the organization. It isbelieved that the employeescan betrained to
be better chefs or waiters, but they cannot be taught to be good individuals. So the
organization expects an individual to possess good values to become apart of the Tgj
family.
Honing leader ship kills: Apart fromthenormal training sessionsto incul cateleadership
skillsinthe employees, each employeeisgiven an authority to takethe decisionspertaining
to hiswork and thisempowersthem and helpsinbuilding aleader indl. Thiswasprimarily
the reason why each one of them could impromptu take the decisions during the attack,
when none of them had beentrained for such asituation.

Srong talent management: To upgradethe” Tg standards’ to aninternational level, it
ensures the employees are trained not just on the area of expertise but al the related
functions. Also, it keepstrack of their performanceto assessand future career planning for
them. Thishelpsto embed bel ongingnessamongst theworkforce asthey understand that
their careersare safewith their employers.

Uniquenessof HR department: Unlikemany organizations, who consder HR asasupport
function, Tgy amalgamatesthe HR practiceswith al the other activitiestaking placewithin
it. Thishelpsto makeHR anintegral part of the organization.
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TPP(Taj peoplephilosophy) : Designed by Bernard Martyris, it istermed as ‘ theWomb
to Tomb Approach’ asit encapsulated all the essential aspects of an employeesincehis
induction to hissuperannuation. All these aspects could be broadly categorized into 3
partscomprising of:

1) Learning& development
2) Workssystems
3) Welfarepoliciesfor employees

A mag or emphasi sismade on performance management, for which the balance score
card (BSS) was introduced. Under this, the mgjor focus is to aign the individual’s
performancewiththat of theorganization. Employeesat every hierarchicd level areassigned
concrete and well defined targets and then their performanceistracked to find out the
deviations, thisformsthe basi sfor assessing the empl oyees.

Another salient feature of TPP is the ESTS (Employee Satisfaction Tracking
System) whichinvolves conducting surveysto dicit responsefrom theemployeesand the
records collected are used to rate the overall satisfaction level of the employees. The
group targeted to achieve 100% satisfactionin the course of itsoperation, which meant it
regularly looksinto theemployees concernsand strivesto addressthem.

360-degr eefeedback system was adopted wherein the employees, including the
managersand departmenta headsare eval uated not just by their bosses or peersbut also
theirimmediate subordinates. Theemployeesare counsdlled at apersona level and apprised
of wherethey fell short of the expectations and how to go about it. Thusthe feedback
sessonisnotjust limited to ng theemployeesbut guidesthem to preparearoadmap
for thefuture endeavoursand honetheir skills.

STARS (Special thanks and Recognition System) were designed keepingitscore
valueinmind that isthe customersof an organization can be satisfied by it only wheniits
employessaresatisfied. Sothe STARSwerea med at recognizing and rewarding employees
who showcased excellent performance at their work. Theemployeesare awarded points
and based on the pointsaccumul ated within the predefined timeframe, they are promoted
successively to variouslevels. A distinguishing feature wasthat the empl oyeeswere not
just assessed on their performance but also on parameterslike honesty, trustworthiness,
concernfor theenvironment, team spirit, cooperation etc. Besides, appreciationsfromthe
customersasofetched points. Inal, therewere5levels.

Levd 1: Silver level wasattained when theemployeeaccumul ated 120 pointswithin
3months.
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Level 2: Gold L evel wasattained by employeeswho accumulated 130 pointswithin
3monthsfromthedateof achievingthesilver level.

Level 3: Platinum level attained by employees scoring 250 points, 6 monthsfrom
attainment of level 2.

Level 4: Membership of COO club on scoring pointsin therange of 510-760.
Level 5: Scoring points above 760 would enable membershipto MD’sclub.

Thereareforumsfor the employeesto voicetheir recommendation or compliment
their colleagues. It is mandatory for the review committee to reply to the employees
suggestionswithin 2 daysor heshd | bed lotted ‘ default points . Thesemethodsareprimarily
focused to boost the motivation level s of theemployeesand toimprovejob

Thereisacustomer satisfactionindex. A questionnaire of 22 questionsis prepared
whichisgiventothe customers. Thecustomershavetofill it. Theseresponsesarethen
collected. Eventhough theresponsesare collected for different units, these are combined
by the department and then evaluated dtogether. Theideaistohaveanevenchangeinal
the departments and to find out the various problemsfaced by each unit.

Thetraining department isal so planning to providetechnica training totheunitsa so.
Thetraining managersfor front office management, housekeeping, food and beverages
sarvice, and food and beverages production. Thetraining managerswill coordinate with
the corporatetrai ning manager to conduct thetraining process. Thetraining mangerswill
havethefreedomtotrain the employees, but he hasto coordinatewith thetraining manager
inthe corporate office. Alsothetraining lessonswill bedispatched from corporate office
only. Thetraining report hasto be submitted immediately after thetraining. Thereisno
particular budget for the training process because the costs are already known and the
department clamsvery littledeviation from thetargeted training cost. Thetraining department
isdetermined to changetheface of the corporation by providing quality to the skillsof the
employees. Thereby increasing the customer Satisfaction and increasing the revenue of
theorganisation.

Driving force of Talent management

In the present scenario competitioninthe market for thetalented employeesisvery
highintheglobal market. Basically talent management focuses on attracting, selecting,
engaging, devel oping and retaining employees. The modern working environment it very
complicated inthe current scenario peoplefromall over theworld areworking together
,people belonging to different generationsworkstogether, increased global and virtual
workforce, fully automated equipmentsinnovationsininformation and communication have
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changed theworkplace, manpower planning playsapivota roleinthe organization. Giant
companiesaremore concerned about

Conclusion

Thestudy concludesthat hospitality sector isone of thebooming industriesinindia,
hospitaity industry earnsahuge amount of foreign exchange, andin order to haveafruitful
career in hospitality industry organi zationsmust havewel groomed employees. Thetdent
management concept will develop more activitiesand functionsthan HR recognizes. The
study findsthat theta ent management practicesof Tg givesright support totheemployees
that arewilling to be responsiblefor their own career development. Theemployee of the
organisationisableto benefit from thetalent management. The Tg Group’sservicestandards
and customer-retention showed apositiverel ation after theimplementation of STARS
program, this creates an emotion among employeesthat their contributionswerevalued
andthey aregetting enough attention and respect. The STARS programmewontheHermes
Awardin 2002 for the best human resourceinnovation inthe global hospitality industry.
The Tgy Group’s hiring, training, and recognition systems have together created an
extraordinary serviceculture, the bravery and courage shown by employeesof Tgg Mumbai’s
during 26/11 Mumbai Tg attack isuniqueexamplefor this. Taent management practices
play akey rolein devel oping the success story of the Tg and bringing harmony at work.
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IMPROVING THE BUSINESSVALUE USING CLOUD
COMPUTINGASA STRATEGICTOOL

* Abdolhamid Ata, **Dr. SAjitha

Abstract

Inrecent years, companiesareinterested to use I T toolstoimprovether productivity
and businessvaue. Cloud computingisoneof thel T toolswhich can affect dl the partsof
businesseveninIT section and others. Dueto impact of Cloud computing inthe new age
business we are going to explain the various aspects and highlight potential of
cloud computing for improving the businessvaueinthispaper. Thecloud canbeconsdered
asoneof themain successkey factorswhich hasmoreflexibility and scalability to support
business. It can beusedinawiderange of businessarea. It haspotentia to usein different
toolsof productivity, such asmarketing, sale, innovation, performance management and
so on. This paper shows cloud computing from different angles such as concept,
characteristicsand classifications. It also can help to understand benefits, risks of cloud
computing and how it improvesbus nessva ue by devel oping good businessapplications.
Theresult of thisstudy showsthereisno doubt that cloud computing will be moreefficient
tool inthefuture of any company. Cloud computingisaresourcethat isreadily available
for the companiesto help them to meet their needsand accomplish their goals.

Keywords: Business value, Cloud computing, IT tools, Cloud computing models, Challenges of
cloud computing.
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I ntroduction

Intheeraof economic downturn and the uncontrollablefinance market and growing
the number of competitorsin market and increasing desireand demand of the customers.
Companiesarelooking for waysto be moreresponsiveto customers needsand expand
their business. Companiescontinueto grow largeand largeand new companiesa so entering
tothemarket, everything isstarting to change from traditiona marketing and production of
manufacturers. By the consideration of thissituation every businessislooking to update
and modify their technol ogies. Companiesarefully aware about importance of information
and communicationstechnology, and they invest highly in I T infrastructure. Few Companies
abletoinvest highly and updatetheir I T infrastructure as much asthey want, but others
havelimited budget toinvestin I T section. So they arelooking for new technology with
high potentia and capabilitiesto providetheir need.

Inrecent yearsuse of cloud computing hasrapidly increased and so many companies
areinterested in cloud computing because of grester flexibility and availability of computing
resourcesat lower cost. Cloud computingisaresourcethat isreadily availablefor the
companiesto help them to meet their needs and accomplish their goals. Especially for
small businessand start-up company, cloud computing isan excellent technol ogical tool
that can add va ueand benefit the busi ness. Cloud computing can help businessby deve oping
good business applicationsthat will bring true businessvalue. Sinceall businessesare
trying toimprove and increase their value of business, cloud computing technology has
becomeapopular tool and service. Cloud computing can berun by any size of company
irrespective of big or small, because cloud computing does not need to be created by the
company that usethe cloud asthisservice can be provided by cloud company infrastructure
providers.

Theterm cloud computing iswiddly defined and it can mean many different thingsin
today’ stechnologies. According to Nationa Institute of Standardsand Technology (NIST,
2011), Cloud computingisamodel for enabling convenient, on-demand network access
to ashared pool of configurable computing resources, namely, networks, servers, storage,
applications, and servicesthat can be rapidly provisioned and released with minimal
management effort or service provider interaction.

According to Haag and Cumming (2010), cloud computingisatechnology mode in
which any or al resources like application software, processing power, data storage,
backup facilitiesand devel opment toolsare delivered asaset of services, via, the Internet.

Cloud computing involvealarge number of computers connected through ared-time
communication network. Cloud computing refers to distributed computing, storage,
gpplication platforms, and software asaset of servicesto support an organization'sbusiness
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application over anetwork, and that provideability to run gpplication or program on many
connected computers at the same time. Cloud computing by using virtual hardware,
smulated by softwarerunning on oneor morerea machinessuch asvirtual serverswhich
do not physically exist and can therefore be moved around and scaled up or down without
affecting the end user. The objective of thispaper isto explain the various aspects and
highlight potential of cloud computing for improving thebusinessvaue.

Objective
1. To study theroleof cloud computing onimproving the businessvalue.

M ethodology

The study isdiscriptivein nature and only secondary datawere used. The sources of
dataincludejournals, books, output of workshops, confernece and seminars.
Characteristics of Cloud Computing

Cloud computing are enticing various companies acrossthe board. It isimportant to
know itsessentia characteristicsasasoftwareoffering. Herearethefivemain characteristics
that cloud computing offersto bus nessestoday. TheFigure 1isshowing the characteristics
of cloud computing.

on- Demand

/ Self-Service
Measured Resource
Service Pooling

\

Rapid Elasticity Broa:cl;l:;:vork

Figure 1 Characteristics of Cloud Computing (Adopted from: www.opengroup.org)

1. On-demand self-service: They haveeasy accessto the cloud servicewith capabilities
of changein the cloud service. They can add or delete users and change storage
network and software as needed.

2. Broad network access. one can easily accessthisby using Smart phones, tablets,
laptops, and office computer accessto cloud service at any timeand any location
with smpleonlineaccesspoint.
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3.

L ocation independent resource pooling: Thecloud provider dlowsmultiplecustomers
to leverage the service and use the shared infrastructure for their computing
requirements. The consumer may not have exact knowledge of thelocation of the
sarvicefromwhereitisbeing offered, though they may choose the continent, country,
or approximate | ocation from where services are offered. The cloud provider has
automationsand dynamic placement enginesin placethat ensurethat the capacity is
shared acrosscustomersand that they get sufficient resourcesto runtheir applications
(Navinet. al., 2013).

Rapid dadticity: It providesquick scale-up and quickly scae-down. Cloudisflexible
and scalableto removeor add users, software features, and other resources.

Pay per use: Capabilitiesare charged usng ametered, fee-for-service, or advertising
based billing model to promote optimization of resourceuse (NIST, 2011). Storage
levels, processing, bandwidth, and the number of user accountsarebilled appropriately
based on use.

Cloud Computing Delivery Models

A cloud delivery model represents a specific, pre-packaged combination of IT
resources offered by acloud provider. Three common cloud delivery modelshave
becomewiddy established and formalized. The Table 1isshowing thevarioustypes
of cloud services asthreedistinct modelsasinfrastructure-as-a-service, software-
as-a-service, and platform-as-a-service

laas Paa$s ‘ SaaS
Applications Applications Applications
- f Application Application Application
£ % Infrastructure Infrastructure Infrastructure
‘g é «* Runtime % Runtime < Runtime T
“ 5 % Middleware < Middleware < Middleware E
« Database ‘ +* Database ’ ++ Database ‘ %
Virtualization Virtualization Virtualization é
E E System Infrastructure . System Infrastructure | System Infrastructure E
'g E “ Servers “ Servers “ Servers
a =

<+ Storage | < Storage } «» Storage |

«* Networking % Networking < Networking

Tablel

Cloud Computing Delivery Models (Adopted from: Goldman Sachs Investment Research, 2015)
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(i) SaaS
Software-as-a-Service provides compl ete applicationsto acloud’'send user. It is
mainly accessed through aweb portal and Service Oriented Architectures (SOA) based

onweb servicetechnologies, such asemail, CRM, HCM, and office ERP applications,
areddivered asaservice.

(i) Paas

Inaplatform-as-a-service (PaaS) mode , the vendor offersadeve opment environment
to application devel opers, who devel op applications and offer those servicesthrough the
provider’splatform. Theprovider typicaly devel opstool kitsand standardsfor devel opment,
and channd sfor distribution and payment and receivesapayment for providing theplatform
and the sales and distribution services. This enables rapid propagation of software
applicationsat low cost of entry and by leveraging of established channelsfor customer
acquisition. PaaSisavariation of SsaSwherethe devel opment environment isoffered as
aservice(Timet. d., 2009).
(i) laaS

Infrastructure-as-a-Service (1aaS) isamodd of software deployment wherethebasic
computinginfrastructure of servers, software, and network equipment are provided asan
on-demand service upon which aplatform to devel op and execute applications can be

established (NIST, 2011). Hardwarefor computer, storage, network, and smilar functions
isdelivered asaservice,

Primary Types of Cloud Models

Therearefour common deployment model sfor cloud servicesloosely determined by
who has access to the cloud services (Josh, 2012; Anu, 2009) Public Cloud, Private
Cloud, Community Cloud, and Hybrid Cloud. The Figure 2 isshowing thetypesof cloud
modd.

() PublicCloud

A public cloudisacloud computing model inwhich services, such asapplications
and storage, areavailableto usersover theInternet. Public cloud servicesmay offer ona
pay-per-use mode or other purchase option models. Public cloud issuited to companies
which need to bring aservice quickly to the market asit faceslesshurdlesasfar as| T
requirementsare concerned because of the use of thismodel.

(i) Privatecloud

A private cloud computing serviceisonly availableto asingleorganizationandis
operated solely by that organization. A privatecloudisavirtuaized datacenter that operates
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Several organizations share
and use this and nomally

*Single organization use;
hosted internally or
externally

externally hosted and rarely
internally hosted

HYBRID

+Availablein the public is
domein, hosted by
particular organization

N

Figure 2 Types of Cloud Computing (Adopted from: www.blog.appcore.com)

withinthefirewall. It can be managed internaly or hosted by athird-party externdly. Itis
suitablefor organization with strict regul ations or mission critical applicationswhich are
mostly privately owned and managed.

(iify Community Cloud

A community cloudinfrastructureisshared by severd organizationsand cloud contains
featuresof the privateand public cloud models. It supportsaparticular community that has
shared concerns. When organizations have similar requirements they share a cloud
infragtructure.

(iv) Hybridcloud

A hybrid doudiscontaining of public and privatecloud resources, it can becompostion
of two or moreclouds. Hybrid cloud organization can useinternal resourcesinaprivate
cloud and maintain total control over its proprietary data and then use a public cloud
storage provider for backing up lesssengtiveinformation. It can share computing resources
with other organizationsthat have s milar needsat the sametime. Hybrid cloud offersmore
flexibility to organizationsby using advantages of other models.

Advantages of cloud computing

Thefollowing are some of the possible advantages of cloud computing serviceand
goplications.
> Cogt Savings. Cloud computing hel ps organization to reduce capital investment in

hardware and software. Organization can reducetheir capital expenditureand use
operationa expenditurefor increasing their computing capabilities.
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> Fexihility/ Scalability: Organizationscan easly start small and grow largeand then
scale as per need. The flexibility of cI(‘E';i4 ~~puting allows users access cloud
. X 7.
applications on standard web browsers

> Easy update the software: In cloud computing, organization can ensure that user
interface remains modern and up- to- date with businessdemand. Thisisprovided
by cloud vendor and occurs several timesat no chargefor customer.

> Reliability: Cloud is secure for storage of data and recovery of datathat support
business continuity and disaster recovery.

> MobileAccessibility: Organization employees can accesscloud serviceusng mobile,
laptop, notebook with simple connection point thereby increasing productivity dueto
easy system bility.

Challenges of cloud computing

Thefollowing are some of the notable challenges associ ated with cloud computing.
(Shyamet. ., 2009, Michael et. al., 2010).

(i) Security and Privacy

Themajor challengeto cloud computing issecurity and privacy. By themoving to
cloud dl senstiveinformation movesto thethird party, cloud service provider. Asthisadds
risk to the company, other reliable service provider must be selected to keep information
securefrom hacking and other attacks.

(i) Sandardizing Cloud Technology

Asother problem which associated with cloud computing islack of standardizationin
the system. Since, thereisno proper standard for cloud computing, it becomesamost
impossiblefor acompany to ascertainthequality of services. Inorder toavoidthispotentia
trap, companies should select provider that use standardized technol ogy.

(iii) Complianceof theCloud

Complianceisanother issueof cloud asdataisstored on multiple servers, sometimes
spanning across several countries. This means that if a certain center develops an
issue which cannot be solved, it might pose a serious problem for many companies
involved.

Companiesneed to discussit with their providersmuchinadvanceprior tolinkingon
cloud computing. Thecompany needsto clarify if theprovider cantotaly guarantee service
availability even during periodsof bandwidthinterruption and smilar other issues.
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The Use of Cloud Computing to Improve Business Value

Cloud computing isimportant tool playing asignificant roleinthefutureof IT. Cloud
computing can be used by any Sizeof business, small, medium or big Sized businessand it
hasthe potentia for scaleup. Cloud computing offersto businessmany benefits (Aljabre,
2012, Munther et. al., 2012, Diogo, 2012). These are reduced IT costs, scalability,
I ncreased speed in responding to unforeseen events, Business continuity, Hexibility, Access
to automatic updates, Collaboration efficiency, Development of software, The green
dimension, Easier management as described bel ow.

(i) Reduced IT costs

Implementation of cloud computing may reduce cost of maintaining and managing of
I'T systems. Thereisno need any moreto purchase expensive systems and equipment,
invest in expensiveinfrastructure for maintenance back-office/ software/hardware/ for
business. One can use resource of cloud computing service provider evenin conjunction
withown serviceasin Virtudization asit can decreasein the number of serversneeded by
the company. Thisfreesthe spacein datacenters, allowing them to save large sums of
money on power and cooling.
(i) Scalability

Thereisno need any moreto spend money for purchasing and installing expensive
upgradesfor business. Cloud computing offersthe benefit of scale up or scaledownin
operation and storage needsquickly to suit thestuation, allowing flexibility.

(iif) Increased speed in responding to unfor eseen events

Cloud computing alowsthe companiesto respond rapidly to any businesschange.
Cloud environment provide suitable platform for companieswhich isgrowing fast and
expandinginther business.
(iv) Businesscontinuity

Here, business continuity refersto datastoragein cloud. Cloud computing provides
secure and safel ocation for businessdata by protecting and giving the backup option. This
enabl es businessto access data quickly and recoversthe datain thetime of need. This
ability isasgnificant tool for businessinthetimeof naturd disaster, power failureand other
criss. Businesscan start all over again asusud, quickly and keep itsproductivity.

(v) Flexibility
Cloud computing enablesthe staffsto become moreflexiblein their work practices.

They can easily share and accessdatafrom home, on holiday. In cloud system, thereisno
such chance of over-load and under-load. When user demand startsto increase, thereis
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need for increasein supply. With cloud computing, itiseasy to respond quickly and flexibly
to customersdemand. Thecloud providesability to respond quickly to changesaccording
to thebusinessneed. Another flexibility feature of cloud isthat users can accessdataand
servicesvialaptopsand notebooks, Smart phonesfrom anywhere2x 7.

(vi) Accessto automatic updates

Accessto automatic updatesisother benefit of cloud for I T requirementsin business.
The system isable to update regularly all by itself and will be updated with the latest
technology. Cloud computing applicationsareregularly updated, so that one need not to
spend timeand money for that.

(vii) Collaboration efficiency

In cloud environment, busi nessisableto communicate and share dataeasily with all
usersindifferent locations. If employeesworking on oneproject arein different regions, it
ispossiblethat al employeescan accessonefileat thesametime.

(viii) Development of software

In cloud computing environment companies can devel op cloud softwaremuch faster
compared to traditional environment. Software development teams of large companies
a so need large devel opment and testing environmentswhich only thecloud canredly give
at lower costswith greater scalability, and flexibility.

(ix) Thegreendimension
Green aspect of cloud that hel psthe companiesto achievetheir objectivesin corporate
socia responsibility. Because of cloud, reduction of I T infrastructure of each company is

possible by providing centralized I T infrastructure which isagreen alternative to the
conventiona approachfor I T.

(x) Easier management

Cloud provide unique panel that offersaview of the entire cloud infrastructure,
something that wasdifficult to achievewith traditiond infrastructure. Thecloudiseasier to
handle and can berapidly provisioned for servicesthrough proper management tools.

Conclusion

The cloud computing is currently ahighly dynamic businessfield in the market.
According to Microsoft (2012), Indiaisemerging markets and early adoptersof cloud
computing making themcrucia placesfor future cloud computing growth. Prediction about
growth of Cloud computing in Indiain the coming yearsismessageto the numerouscloud
service providersaswell ascloud adoptersin Indian I T environment. Thiswill enable
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more number of enterprises- small to large, to step into the cloud computing market in
future.

Every day new providersand businessmodelsevolveinthe market. Thiscreatesa
lot of questionsabout what acloud actualy isabout, and implicitly what to expect fromit
inthe short-term and long-term perspectives.

Cloud emerged more from a commercia need, rather than from research and
devel opment and thus pursues amore short-term evol ution any path to satisfy immediate
customer needs.

It is noted that cloud service will continue to expand and dominate information
transactions becauseit provides many advantages, allowing usersto have easy, instant,
andindividualized accessto tool sand information they need wherever they are, ona24x7
networked device. Still, there are conflicting expectations and demandstowards cloud
systemstermsof service providers, infrastructures, frameworksetc. to which different
marketsreact in variousways. Thereisneed to identify the key aspectsof cloud systems
andtheir relevancefor thefuturel T ecosystem and provideframework for new companies
whichisgoing to usecloud asaservice. For future study can be considered transformation
viathecloud, barriersto entry, benefitsfor entrepreneurs, guidelinesfor new companies
which is going to use cloud and how the advantages and benefits of the cloud can be
incorporated into theoverall businessstrategy.

Ashighlisted throughout this paper, thereare so many benefitsintheimplementation
of cloud computing and that will greetly reduce costisand carbonfoot printsin any business.
It showstheuseof cloud computinginabus nesswhich canincrease profitsand productivity.
Businessesof al sizescan use cloud computing to achieve cost savings. Cloud computing
offersitscustomersthe servicesthey need to makeit more successful, innovativeand to
tune the company better than their competitors.
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A REVIEW ON THE ROLE OF SUCCESSION
PLANNINGINTALENT MANAGEMENT PRACTICES
IN CORPORATE ENVIRONMENT

*Bitha S. Mani

Abstract:

Talent management and succession planning are always played crucial role in
the human resources management of an organisation. Talent management and formation
of ‘talent pools are the strategic tools for an effective workforce planning. Succession
planning also helps talent management by ensuring the right people with right skills
for the future key positions are very essential element for a better business performance.
This paper examines different studies related to the areas of talent management and
challenges and issues on implementing an effective succession planning in corporate
environments. The study revolves around the various aspects of succession planning
and its importance in talent management practices followed by different type of
organisations. Methodology adopted is descriptive analysis.

Key words : succession planning, talent management , talent pool

I ntroduction

Organisationsareintheverge of arealisation that succession planning hasavicious
rolein talent management practices. Every organisations havefaced onceinawhilethe
threat of losing their star employeeinthekey position and difficulty of finding an edible
replacement for it. Thereisno systematic and coordinated approach in the public and
private sectorsto devel oping and nurturing the next generation of businessleaders(Veredus,
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2006). InAmerica, the Corporate Executive Board, an education and research foundation,
identified that some 62% of HR managersworried about company-wideta ent shortages
(source: Economist, 2006, 2011). A study in 2010 by Boston Consulting Group and the
World Federation of People Management Associations among 5,500 leadersin 109
countries showed that successful companiesrecruit 60% of their top management from
interna talent pool sin comparison with only 13% internal recruitmentsin less successful
enterprises.

Tadent management involvesidentifying , devel oping and maintaing skilled or talented
employeesfor thebetterment of organisation. Successon planning iscond dered asidentifying
the next best succor for the prominantposition of the company. So implementing talent
managemnet practices can hel psin maintaining an effective succession planning. The
major roles played by success on planning and talent management inthe acquisition and
retention of right talent intheright positions are thoroughly discussed inthispaper. This
paper triestoidentify thevarious challengesfaced by organisationsin successi on planning
with regard to talent management practices.

Satement of the problem

Itisvery essentiaal to keep atalent pool inthe organisation for itsfuture benefits, then
only theorganisation can meet up thenew trendsin theglobal competitivemarket. Successon
planning helpsto bridge thetalent gapsin the organisation but inreality thereis|esser
number of firmsfollowing theactua success on planning anfdollowing up. Therearesome
challengesexiststofollow up an effective succession plan. Thispaper triesto understand
theexigting challengesof success on planninginrelation with talent management practices.

M ethodology

The study isdescriptivein nature based on secondary data. The sourcesof dataare
journals, books, onlinewebinarsand articlesetc.

Objective of the Sudy

1. Toidentify thevariouschallengesandissuesof succession planningwith regardto
talent management practi cesin the corporate environment.

Literature Review

Succession Planning

Succession planning isthe method of identifying potential successorsfor thekey
positionsin the organisation. It ensuresthat bus nesses continueto run smoothly after the
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business's most important people move on to new opportunities, retire or pass away.
Success on planning hel psthe organisation in thetransition of |eadership. Succession plan
requiresexamining each leader’ sskills, recognizing prospective replacementsboth within
and outsdeof thecompany, andinthecaseof interna replacements, training thoseemployees
will prepared them to take over. * In ahighly competitive economy, organisations should
follow new changesto meet organisational goalsand efficiency and for that relying on
success on planning and management will hel pto maintain astable positionin the current
competitive scenario ‘ (Grusky, 1960).

Succession planning is the strategic issue that is absolutely critical for the
continuous business success of a company and research indicates that about half of
companies do not have a succession planning system (Heinz Landau , 2010). The
performance of companies depends primarily on the quality and efficacy of their leaders.
So succession planning aidsorganizationsto aim awell planned change of leadership.

Professional research on success on planning and management began inthe 1950s
(Zaich, 1986). The chief focusof that research was on CEO succession until the1980's
(Kesner& Sebora, 1994). According to SHRM survey of 2003 it wasfound out that 60%
of thefirmsthat they interviewed had no succession planning in place and contrastingly
about 70% of themgjor corporationsglobally had aproper succession planningin placein
thelate 1970's. Similarly IPMA HR survey of 2004 found out that 63% of companies
have no manpower planning at all which wascommonplacein every organizationftill the
late 1950's.

Recent research showed that thosewho implement successi on planning well without
any commotion and ready change depend ontheir ability to execute plans(Charan& Colvin
, 1999, 2001). Itisawaysthe most important thing leadersdoisto preparefor their own
succession (Bill George,2003). Succession planning isconsidered asthe most effective
strategy used in addressing leadership chalengesand issuesfor the past several yearsand
the planning processesare driven by strategic planning (Rothwell, 2002). For the past 30
years success on planning and management has been used by businessand industry to
addressthe gapsformed from retirements, transfer, promotion etc by developing internal
talent tofill potential leadership and administrative positions.

Oneimportant aspect of managing succession planning involvesevauating the skills
of peopleinthe organization and i dentifying those employeeswho havethe potential to
ascend to top management roles. In this way, succession planning encourages staff
devel opment and sends amessage to employeesthat the organization is serious about
developing people. It may aso persuade tal ented empl oyeesto remain with the company
rather than looking elsewherefor growth opportunities
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Effective succession plan supposed to be a plan that make a coordinated flow of
|eadership acrossmany years and numerous people (Hargreavesand Fink , 2006). The
key to management succession planning is preparing awritten succession plan. This
document providesfor the continued operation of abusinessintheevent that the owner or
akey member of the management team | eavesthe company, isterminated, retires, or dies.
It detail sthe changesthat will take place asleadership istransferred from one generation
tothenext. Inthe case of small businesses, succession plansare often known as continuity
plans, sincewithout them the businesses may ceaseto exist. Succession planscan provide
anumber of important benefitsfor companiesthat devel op them. For example, asuccesson
plan may help abusinessretain key employees, reduceitstax burden, and maintain the
value of its stock and assets during amanagement or ownership transition. Succession
plansmay aso provevauableinalowing abusinessowner toretirein comfort and continue
to providefor family memberswho may beinvolved with the company.For smdl, family-
owned companies, success on planning often meanstraining the next generation to take
over thebusiness. A larger business might groom mid-level employeesto oneday take
over higher-level positions.

Succession planning must possessaclear vision and strategic plan (Cadmus, 2006).
An appropriate talent management through strategi ¢ success on planning concoctsto the
achievement of organisationslongtermgods(Collinsand Callins, 2007). Itisvery essentia
toidentify theimportance of succession planning in an organisation and itsabsence may
lead to the organi sation’ s unsteadiness (Grusky, 1960; Heur, 2003).

Succession Planning and Talent M anagement

Animportant aspect of businessisto effectively managetheright talent, skillsand
succession of theemployeesand makethem ready to deal with futurerequirementsof the
firm. From many studiesand surveysit hasfound that talent management israted asthe
most topissuein severd organisation and also they believethat it hasavery highimpact on
organisational performance (Reily, 2012). Talent management incul catesmany critica
human resource tools such as workforce planning, recruiting, career development,
performance management and Succession planning (Hatum ,2010) .

A survey conducted by the organi sation Greatpl acej obsin 2009 showsthat during
theeconomic downturn, thefocusof many organisationshasbeen ondim downing, therefore
theemphasisonidentifying key talent ismorelikely to focus on the organisation’ sinterna
environment as opposed to externa recruitment (Greatplace obs Survey 2009).

Tdent management and success on planningisashared respons bility in organisations.
Acceptance and support must be there at the most top level and it should be known
throughout the rest of the company. Talent management is a documented process for
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devel oping high potential employeesfor positionsfor whichthey haveaninterest and are
well suited. Thishelpsto assign theright peoplein theright positionsat theright time
(Talent Management and Succession Planning Guide, 2015).

‘Organisationsare not recruiting to the same extent asthey did fiveyearsago and
they aremorefocused on nurturing and devel oping the existing employeesinto new roles
(VictoriaCampbell and Wendy Hirsh, 2013). Soit seemsthat talent management intends
to lessen the risk by devel oping leaders who have the technical proficiency to handle
assignments, and grow in linewith thefirm’ sdirection. Success on planning guaranteesthe
organisationin meeting their future needswhereta ent management includesacquiring,
developing and retaining of potentia employees. In certain organi sationssuccess on planning
and talent management focus only on the experienced leadership or top positions. But it
will be more helpful if the same concept isimplemented in the critical roles or other
emergency work areas (Wendy Hirsh, 2013)

Taent management i dolisesthe concept of identifying high potential employeesand
nurturethem with sufficient support and devel opment. Tdent isawayscoming fromwithin
an organisation therefore talent management is about identifying talent poolsto feed
succession planning (VictoriaCampbell, Wendy Hirsh, 2013). Talent management isone
of thekey component of effective succession planning (Cheloha& Swain, 2005) and also
ensuresthat al employeesworking at their top level of potential (Redford, 2005).

Thebest practices of talent management showcase the grouping of employeeskills
and career aspirationsaong with the organi sation’ s business strategy and talent needs.
Thistype of effective strategic planning of talent management enabl es organi sationsto
avoid unnecessary expenditurein hiring, devel oping or promoting thewrong employeefor
akey position ( Bersin ,2009) . Organisations need to make certainthat they havethe
skilled employeesin position to meet their current and future business obj ectivesand as
such, thereisagrowing need to ensurethat talent iseffectively identified managed and
retained (Collingsand Mdlahi, 2009).

Atintroductory stage talent management focuses on the design and devel opment of
staff and managersand thereby it can contributeto workforcetraining and devel opment.
Tadent management practicesincludeamoreindividud oriented, targeted and distinguished
approach to development. Themost primal stepin talent management isto gain aproper
understand of the work force (Schweyer ,2004). There aways existed a problem of
identifying theflow of talent into right positionswhileoptimizing the organi sationa resources
intheareasof industrial engineering and management. Here comestherol e of effective
success on planning and talent management programs. From asurvey itisidentified that
talent management and succession planning resources need to be developedin thefield of
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developmental servicessector (Devel opmenta Services Survey on Talent management
and Succession planning, 2013). For implementing asuccessful and effective succession
planning the primary goal isthe awarenessof al employeesinthe organisation.

According to Miles and Bennet (2007) many organisations are not equipped to
confront atalent crisis, they do not have atalent strategy and the TM system components
functioninisolation. Stadler (2011) agreeswith thisview suggesting organisationsthat do
not have an integrated TM process, meet their recruitment needson areactionary basis
and lack adetailed career and SP process.

Challenges in Succession Planning

All typeof organisationsfacetroublewhen it comesto devel oping, executing and
eval uating business succession plansfor talent management programs. Small and large
firmshavether ownissueswhenit comesto succession planning. Thereisawaysabelief
that largefirmshave more optionin selecting from ataent pool whereassmall don't have
many. Both environmentsaredifferent and a so thechal lenges.

Bioss, Southern Africa (2016) an online management consultancy suggest that the
organisation should not consider only the much awaiting potential hierarchical candidate
for the successor but also the entire employees of the organisation. Similarly thereare
severd chdlengesarediscussed inimplementing suiccess on planning for talent managemen.

1. Identifying and selecting theright candidatesfor the prospective key postions.

Itisvery essentia to spot thetalented employees currently fromfive or ten years of
their senior role and getting them prepared to meet the ultimate battle. Managers should
act astalent scouts and search for theright talent.

2. Developingthepotential employeesfor thefutureleadership pipeline

Certain organisationsdo succeed in devel oping and continuing the concrete structure
by adopting effective success on planning rather than following arandom updating list of
names. So the organi sations combined both success on planning and leedership devel opment
to create along term processfor managing the talent schedul e acrosstheir organi sations.
Thishelpsto get theright skillsat theright place (Jay A.Conger, Robert .M.Fulmer , 2003,
Harvard BusinessReview).

3. Sizeof theorganisation. Among small andlarge organisations, they may haveunique
challengestofacewhenit comesto succession planning. Small businesspeopleaways
think that |arge organi sations have awide option of talent pool to ded with. Itistrue
that large organisations have multiple choices but also they haveto face different
challengescomesaongwithit. Evenif theorganisationissmall, they may havea
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stronger talent pool. Through astrategic engaging of people, the management can
built astronger talent reservein the organisation. Soit isimportant to consider the
fact that recruitment process hasaspecific rolein success on planning (Beth Armknecht
Miller, CMC, 2015)

4. Badancingtheneedtodevel op futureleaderswithindividua career development and
training.Groves(2007) suggeststheflattening of organisationd structuresand sgnificant
changesin work arrangements has forced HR professionals to rethink how high
potentid managerswill atain devel opment and experiencesfor senior leadershiproles.

5. Unbiased decision making. Another challengethat often faced by the management
whilefollowing succession planishbiased sdlection of peoplefor theleadership pipeine.
Women chose women and men chose men astheir successor. Another biasariseis
when people arereluctant to accept another gender person astheir superior in order
to copewith the new change.

6. A planwhichdoesnot promote potential employeesmay leadsto staff turnover and
lack of awarenessamong employeesabout the success on plan also create challenges
intheorganisation.

Conclusion

Succession planning isdefined asthe processto place high-potential employeesfor
different top positionsin every organizationwith aview tomaintainthehigh qudity leedership
for now and future under the existing congtraints. Different challengeswereidentifiedin
implementing an effectivesuccess on plan. Each and every chdlengesandisssuesarevarying
accordingtothesize, type of thecompany. By constructing aproper [lanningcommitee
and necessary discussionson variousleve s can avoid tehse challengesto an extent. Talent
Mangement isaprominent Strategy of management for identifying, devel opingand retaining
high potential employeesfor the organi sation. Success on planning may haveitsown pros
and conshut ultimatetly it can suggest best high potentia employeesuitablefor theapproriate
leading posts.
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Abstract

The present study was conducted to explore the leadership styles and effectiveness
levels of managers working in Kerala Sate Electronics Development Corporation
Limited (KSEDC/KELTRON), a Government of Kerala enterprise. Data was collected
from 50 middle level managers working in diverse functional departments of the
organization through Leader Effectiveness and Adaptability Description (LEAD)
instrument developed by Hersey and Blanchard (1988). Results of the study indicate
that the dominant leadership style among the managers irrespective of age factor is
Syle- 2 leadership (Sdling Syle). However, the managers need to improve adaptability
of leadership based on situational demands and organizational context.

Introduction

The success or falureof businessorganisations largely dependsuponitsleadership.
Theway inwhich aleader acts, behavesand guidestheir followersisacriticafactor in
organisation’s success. According to research, *‘leader is responsible for motivating
employeesto embracetheorganisation’svisonto achieveorganisationd gods’ (Vadisari,
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Thiruvananthapuram

3 Associate Professor, Centre for Management Development, Government of Kerala, Thiruvananthapuram

Review of Social Sciences-SSN 0974-9004



78 Leadership Styles and Effectiveness of Managers....

2010, pg. 48). Successful leadersanticipate change, vigorously exploit opportunities,
motivatetheir followersto higher levelsof productivity, correct poor performance, and
lead the organisation towards its objectives. The challenges posed by the business
environment require managersto anticipatethedemandfor trangition phaseand accordingly,
support their subordinatesto work for giving better results. Thiscan be achieved only
through an effectiveleadership style adopted by the manager.

Organisationsacross public sector arefacing unprecedented chalengesinaiming to
provide service of thehighest standardsto their clientsand service userswhile operating
within strictly limited resources. Theworking environment in public sector enterprisesis
quitedifferent from other type of enterprises. Inthisgrowing competitive environment, the
task of amanager has become complicated. The managersin public sector enterprises
face more congtrai ntsthan favourablefactors, which callsfor different type of leadership
skillsin managing the performance of the organi zation. Drucker (1993) indicated that the
quality and performance of managersarethekey criteriain deciding organisationa success.
In public sector enterprisesal so, the organisation’ s successislargely adeterminant of
managers leadership styles. Hence understanding one' sleadership styleisimportant for
theindividua managersin public sector which hd pshinvher in making adjustments/changes
inleadership styleas per situational demands. Thetype of employeesto besupervisedis
themost Sgnificant Stuationa factor affecting theleadership style of managers. Thekind of
subordinateswhom managers haveto lead from timeto time could vary on anumber of
factors. Some of the pertinent factorsthat may differentiateindividual subordinatesare
age, gender, job knowledge, skill level, experience, temperament, level of motivation,
etc. The present study has been taken up to enquire about the leadership styles and
effectivenessof managersin K erdaState El ectronics Devel opment Corporation Limited
(KSEDC/KELTRON), aleading public sector undertaking in Kerala.

1. Literature Review
The Hersey-Blanchard Situational Leadership Theory
Hersey and Blanchard's Situational Leadership Theory (SLT SLT Salut (French)
SLT Sri LankaTelecom
SLT Senior Leadership Team
SLT Something Like That
SLT Sdlective Laser Trabecul oplasty
SLT South Lake Tahoe (Cdifornia)
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SLT SingleLineTelephone) isacontingency theory Contingency theory refersto
any of anumber of management theories. Severd contingency approacheswere devel oped
concurrently inthelate 1960s.

They suggested that previoustheories such asWeber’sbureaucracy and Taylor’s
scientific management had failed becausethey that focuseson thefollowers maturity or
readiness. According to Hersey and Blanchard(2005), the Situational Leadership Model
isbased ontheinterplay of threeessentid characteridtics: (1) theleve of guidanceor direction
that theleader provides, (2) thelevel of socio-emotiona support provided by theleader,
and (3) subordinates maturityleve for carrying out aparticular task, function or purpose SLT
isbased on amanager’sleadership behaviour (intermsof ‘task’ and ‘relationship’) and
subordinate readiness (Blanchard and Johnson, 2000; Hersey and Blanchard, 1993; Hersey,
Blanchard, and Johnson, 2006). Task behaviour refersto the extent towhich leadersplan,
organise, monitor and control theactivitiesof their subordinates. Relationship behaviour is
concerned with the extent to which |eaders maintain personal relationshipswith their
subordinates by indul ging in open communication and by providing emotiona support.

Therearefour optionsof leadership styles, viz., telling, selling, participating, and
delegating, which areavail ableto theleader for managing hispeople (Hersey at €. 2001,
196). Thesestylesessentidly rangefrom highly directiveto highly laissez-fare. The'tdling’
styleisacombination of hightask and low relationship orientation. The*sdling’ styleisa
combination of hightask and highrelaionship orientation. The* participating’ stylecombines
low task and high relationship stylesand it works best when subordinatesare ableto do
thejob but require emotional support from the manager. Thefour leadership stylesare:

Tdling (S1) - Provide specific instructionsand closaly supervise performance.
Sdling (S2) - Explain your decisionsand provide opportunity for clarification.
Participating (S3) - Shareideasand facilitatein making decisions.

B owoN T

Delegating ($4) - Turn over responsibility for decisionsand implementation

Hersey and Blanchard (1981) argue that leadership adaptability isrelated to the
extent towhich leadersare ableto adjust and vary their leadership style according to the
needs of aparticular situation. Hersey and Blanchard (2005) al so presented the concept
of leadership profile, whichincludesabasic style and asupport style. Thus, therearesix
leadership profiles: S1-S2, S1-S3, S1-$4, S2-S3, S2-S4andS3-A.

The basic assumption of SLT isthat leader task and relationship behaviours are
moderated by thelevel of follower readiness(Blank et a., 1990). Theeffectiveleadership
style changesaccording to theimprovement offollowersreadinesslevel fromlow to high
(R1to R4), because followers needs and motivationchange corresponding with their
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development. Themost appropriate combinationsof areadinesslevel andleadership style
weresuggested asS1 for R1, S2 for R2, S3for R3and A for R4 asindicated in Table 1.

Tablel
L eadership StylesAppropriatefor Various Readiness L evels

Readiness L evel Appropriate Style
R1, Low Readiness S1, Telling
Unable and unwilling or insecure High task-low relationship
R2, Low to Moderate Readiness 2, Sdling
Unable but willing or confident Hightask-high relationship
R3, Moderate to High Readiness S3, Participating
Ablebut unwilling or insecure High relationship-low task
R4, High Readiness 4, Delegating
Ableand willing or confident Low relationship-low task

(Source: Hersey, Blanchard, and Johnson, 2001, 188)

LEADERSHIP STYLE PROFILE

(HIGH)

SUPPORTIVE BEHAVIOR
¢ RELATIONSHIP BEHAVIOR >

2
C
3

DIRECTIVE

TASK BEHAVIOR
BEMAVIOR

(HIGH)

— MODERATE e LOW

ABLE BUT
INSECURE OR
UNWILLING

CONFIDENT
AND WILLING

UNABLE BUT
CONFIDENT
On WILLING

UNABLE AND
INSECUME O
UNWILLING

PERFORMANCE READINESS

Figurel

The Situational Leadership Model (Hersey, Blanchard, and Johnson2001, 182)

Vol. XI1X No. 2 e April 2018 Special issue




Devi Priyal, Dr. M. Sivaraman & RiyaK. Basheer 81

3. Objectives of the Sudy
Theobjectivesof study wereto:
1. Todeterminethedominant leadership stylesof managersin KSEDC/KELTRON.

2. Tostudy whether themanagersshow flexibility and adaptability intheir leadership
dyles.
3. Toundergtand the effectivenesslevel sof themanagers.

4. Research Methodology

Sample

The study was purely exploratory in nature. A purposive sample of 50 middlelevel
managersfrom diversefunctiona departmentslike manufacturing, engineering, marketing,
finance, sales, HR, purchase and storeswere sel ected. Convenient sampling wasused to
select managersi.e., themanagersand employeesavailableat thetime of visit weretaken
assampleof the study.

I nstruments

LEAD (Leader Effectivenessand Adaptability Description) instrument, devel oped at
the Centrefor L eadership Studies (Hersey and Blanchard, 1965), has been used for the
sudy. TheLEAD instrument measuresindividua leader’ sself-perception of their leadership
behaviour concerning leader shipstyle (their perception of the behaviour patternsthey
use most often when attempting to influence the activities of others/their subordinates),
stylerange(their perceptions concerning the degreeto which they changetheir leadership
behaviour), and style adaptability or effectiveness(their perceptions concerning the
degreeto which they are ableto adapt their |eadership behaviour to the conditionsof a
given situation). The LEAD instrument contains twelve |eadershipsituations,in which
participantsare asked to choosefrom four available behavioural optionsthe onethey think
most closaly characterisestheir own behaviour inthat kind of situation. Theseleadership
optionsinclude high task—ow relationship behaviour, high task—high relationship
behaviour, high relationship—ow task behaviour, and low relationship—ow task
behaviour. Inthemodel, thesefour stylesaretermed astelling, selling, participating,
and delegating, respectively. Theleadership style of the respondent is determined by
counting the number of choicesindicated for thefour styles.

Theleadership styleadaptability or effectivenessisthe measure of theleader’sability
to diagnoseasituation and choosethe appropriateleadership style Each styleisappropriate
in only three situations, out of the twelve situations given in the questionnaire. The
effectivenessscorerangesfrom-24to +24 and isdetermined by adding thevauesassgned
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to the alternatives chosen for each of thetwelve situations. Themost appropriateto least
appropriateaternative choicesfrom among four in each Situation aregiven scores+2, +1,
-1, and -2, respectively.

Sour ces of Data Collection
a. Primary Data

All theprimary datahasbeen collected from themiddlelevel managersby administering
LEAD quegtionnaire.

b. Secondary Data

Secondary datahas been collected from documents, reports, journas, records of the
organisation and websites.

5. About Kerala State Electronics Development Corporation

KeralaState Electronics Devel opment Corporation Limited (KSEDC/KELTRON),
commonly known as KELTRON, was incorporated in the year 1972 and started
commercia activitiesin 1973.Thefirst eectronicsindustry in Kerdla, KELTRON was set
upwiththeobjectiveof promoting devel opmentsinthedectronicsfiedinthe State/Country.
Over theyears, KELTRON hasgrown into amulti-product, multi-centric organization,
producing awiderange of € ectronic products and systems.Withits Corporate Officein
Thiruvananthapuram, the operations of KELTRON are organised through four
manufacturing complexes, bes desabusiness centre dedling with Information Technology
products & solutionsand seven Marketing Officesoutsde Kerala. Thevariousactivities
of the organi sation are undertaken by 26 Strategic Business Units(SBUSs) inthese Units.
Thecurrent employeestrength of Keltronis 1887, of which, 924 are permanent employees
and then remaining are employed on contract. Of the 924 permanent employees, 267 are
inexecutive cadre.

6. Analysisof the Sudy & Inferences

Thestudy wasexploratory in nature. Appropriate statistica toolswereused to analyse
the responses of 50 middle level managers across various departments to form an
understandings about their leadership styles, adaptability inleadership styleaswell as
effectiveness. SPSSversion 10.0, the statistical package wasused for dataanalysis.

Themajority of themanagers covered under study were males (N=43). The age of
the managersranged from twenty threeto fifty nineyearswith amean age of 42.56 and
SD of 5.61. A mgjority of the managers (68%) were having minimum of around 20 years
of work experience. Descriptive statisticsdescriptive satistics see Satistics such as, score

Vol. XI1X No. 2 e April 2018 Special issue



Devi Priyal, Dr. M. Sivaraman & RiyaK. Basheer 83

ranges, meansand standard deviationsof thevariablescongdered inthestudy wereinitially
computed aspresentedin Table 2.

Table 2
Descriptive Statistics

Variable Minimum Maximum M ean Sandard

Deviation
Age 24.00 56.00 45.87 6.72
Syle-1 0.00 8.00 3.88 1.49
Style-2 3.00 12.00 5.80 1.87
Style-3 0.00 9.00 312 167
Style-4 0.00 2.00 0.18 0.70
Effectiveness -7.00 18.00 7.54 4.92

The maximum meanva ue hasbeenobserved for Style-2 leadership,while Style-4 has
the minimum mean value as shown in Table2. The middielevel managersof KSEDC/
KELTRON show aninclination towardsusing Style-2 leadership (Selling style) regularly
and avoidance of Style-4(Delegating style). Selling styleisacombination of high task and
high relationship orientation, considered appropriateto ded with unableand unwilling type
of subordinates. The managers may have adopted thisleadershipstyle based on the
culture and climaticconditionsprevalent in the organization. This context warrantsan
assessment of ability and willing of subordinatesfor forming moreclarity onadoptionof a
particular |leadership style by the managers and hasfuturetraining implicationsfor the
subordinates.

The preference of managersfor thefour leadership styles (high to low) have been
foundtobeintheorder, Style-2, Style-3, Style-1, and Style-4, respectively. Some managers
avoided using 1, 3, and 4 leadership stylesasindicated by the minimum scoreson these
stylesto be ‘0. Aninspection of the data sheet reveal ed the frequency of score‘Q’ in
Syle-1, Style-3, and style-4 to be 4, 6, and 37 respectively. The self perceived primary
leadership stylesof managersasdetermined by datafromthe LEAD-Sdlf reveded that 64
percent of themanagersidentified their primary leadership style as Selling (S2) and 20.00
percent of them identified participating (S3) astheir primary leadership style. Only 10
percent and 6 percent respectively of the managersidentified primary leadership styleas
Telling (S1) and Delegating ($4)(Table 3and Chart 1).

Review of Social Sciences-SSN 0974-9004



84 Leadership Styles and Effectiveness of Managers....

Table3
L eader ship Styles of Managers
Leadership Styles Frequency | Percentage (%)
Telling (S1) 5 10.00
Sdling (S2) 32 64.00
Participating (S3) 10 20.00
Delegating ($4) 3 6.00

Leadership Styles of Managers
6% 10%

NP

m Telling (S1)
m Selling (S2)

Participating (S3)

B Delegating (S4)

Chartl
Leadership Styles of Managers

Therangeof theeffectivenessscoreinthe LEAD instrument is-24 through Oto +24.
Theeffectiveness scores of middlelevel managersin KSEDC/KELTRON ranged from -
7.00 to +18.00, with a mean score of 7.54, which is somewhat above average. This
showsthat managers need to show more adaptability inleadership stylesand they need to
be sensitized about the same through appropriatetraining.

Table4 givesan analysis of inter-correlationsamong the variables studied. All the
Pearson correlation coefficientsare found to be negative for the correlationsamong the
four styles, withmost of thevaluesbeing sgnificant. Correlation coefficientsof Style-2 and
Syle-3with Style-4 are not found to be significant, but thetrend isnegative. Assuch, the
scorerangefor Style-4isvery low, with avery low mean and SD, which probably explains
theinggnificant correlationsobtained.

Out of thefour styles, Style-1 (i.e., HT and LR) isnegatively related to effectiveness,
whereas, Style-3 (i.e., LT and HR) ispositively rel ated to eff ectiveness. Thismeansthat
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Table4
Inter —Correlationsamong Variables

Particulars 1 2 3
Age -
Style-1 0.16 -
Style-2 -0.04 0.5**
Style-3 0.14 | -0.35* -0.76**
Style-4 0.19* | -0.21* -0.14
Effectiveness -0.04 | -0.45* 0.06

*  Significant at 0.05 level.
** Significant at 0.01 level.

managerswho aretask masters(i.e., telling style) are not effective whilethose scoring
higher on the participating style of |eadership show greater effectiveness or leadership
adaptability. A comparison of meanswas used to determineif thereweredifferencesinthe
leadership styles of telling, selling, participating, and delegating and |eadership style
adaptability based on age. Tableliststhe mean scoresof therespondentsinto twotheage
two groups, namely, low-age group of 23-46 years (n1 = 28) and high-age group of 47-
56 years(n2 = 22) by leadership styleand style adaptability. Thedifferencesin themean
scoresonthe LEAD scalefor these two groupsweretested for their significance using
Student’st-Test.

Two out of thefivet-vauesisfound to be significant asshownin Table5. The high-
ageand low-agegroupsdiffer intermsof their use of telling styleast-valuefor Style-1is
significant. Analysisusing t-Test has shown that managersin thelow-agegroup use more
telling style than managersin the high-age group. Managersinlow age groupmay have
command and control mentality whiledealing with subordinateswhilethemanagersin older
group believein delegating responsi bility to subordinates. The second significant t-valueis
in respect of Style-3. T-value shows that managers in the high-age group use more
participating stylethan thosein the low-age group. Hence high-age group managersare
morerelationship oriented likethey have concernfor others, attempt to reduce emotional
conflicts, seek harmoniousreations, and regulate equd participationthan thelow-age group
counter parts.
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Table5

Mean Scoreson the LEAD Scalefor Low and High Age Groups
and the Results of t-Test

Variable Age N |Mean | SD | SEDM | t-value
Telling (S1) Low |28 2.70 0.23 1.7%
High | 22 228 | 142
Selling(S2) Low |28 9.02 192 |034 0.75

High | 22 575 | 1.73
Participating(S3) | Low |28 2.72 | 1.34 |0.30 -2.02
High | 22 336 |2.08
Delegating(S4) Low |28 025 (042 |0.12 -1.42
High |22 0.41 |0.79
Effectiveness Low |28 832 |532 |0.76 -0.45
High | 22 893 |4.21

* Jgnificant at 0.05 level.

The dominant leadership styles of both age groupswerefound out by analysing the
maximum score received by the respondents agai nst aparticular leadership style. Table 6
givesan overview of frequency distribution of the dominant leadership stylesof high age
group and low age group managers. If the maximum score obtained for two leadership
stylesissame, it iscategorized as* Combinationsof Styles .Resultsgivenin Table 6 show
that thereisno sgnificant differencein thefrequenciesof thetwo groupsfor Style-1, Style-
2 and Style-3. Also none of the managersin both the age groups has adopted Stylel-4 as
their dominant leadership style.

Tableb

Frequency Distribution of Dominant L eader ship Stylesof
Low and High Age Groups

Combinations

Age Group Style-1 | Style-2 | Style-3 | Style-4 of Styles
Low-Age Group 2 20 2 0 A
High-Age Group 1 16 4 0 1
Total 3 36 6 0 s
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7. Conclusion

Thisstudy explored the situational leadership stylesof middielevel managersand
their effectivenesslevelsin Kerala State Electronics Devel opment Corporation Limited
(KSEDC/KELTRON). Theresultsof thestudy indicatethat Style-2leadershipstyle(Sdling
Style) isthemost preferred | eadership styleamong themanagers. Theleadership adaptability
or effectivenesslevel of themanagersisseen to beinthe above-average category. Hence
it can be deduced that the managers are not showing leadership adaptability in accordance
with changing situations. It isal so observed that asthe managersgrow older they tend to
prefer Style-4(Delegating Style) leadership, though the overall use of thisstyleremains
very low. However, themanagers effectivenessdid not increasewith age. Thedominant
style of the managersirrespective of their agegroupis Style-2 iswhile Style-4isnot a
dominant stylefor any of themanagers. Thisstudy providesastrong casefor developing
theleadership skillsof themiddlelevel managersin the organi sation through proper training
about thesituational appropriatenessof thedifferent stylesand a sothe need for flexibility.
A futurestudy to assesstheability level and extent of willingness (which together determine
maturity level) of subordinates could betaken up for betterunderstanding the reasonsfor
preference of aleadershipstyleby middielevel managers.
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QUALITY OF WORK LIFE: ANEMPIRICAL STUDY

AMONG WORKERSINPRINTING INDUSTRY
*Sanitha K K, **Retty R Nath

Abstract

One of the reasons for the better performance of an organisation is its satisfied
or delighted work force. A firm that does not assess and improve employee satisfaction
may face increased employee turnover, decline in productivity, increased absenteeism
and limited ability to lure and retain talented employees in the organisation. This will
affect a company’s ability to serve its customers and subsequently it will lead to the low
performance and lower profitability of the company. Quality of Work Life is one of the
pivotal strategies which increase the satisfaction level of employees in an organisation.
The efforts put on measuring and enhancing the Quality of Work Life of employees
helps to enhance the employee productivity and stability of workforce. This study is
aimed to measure the Quality of Work Life of workers in Printing industry in Kerala
as well as to study the influence of Work Related and Family Related factors on
the Quality of Work Life of workers of Printing Industry in Kerala. The sampling
technique used in the study is multistage random sampling and the sample size is 438
employees.

Keywords : Quality of Work Life, Printing industry, Work Related factors, Family Related Factors,
Workers' productivity
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1. Introduction

Oneof themost important factorsof an organisationisitshuman resource. All factors
or aspectsin an organi sation can be copied and replicated by the competitor organisation
except itshuman resource. Because the knowledge, tal ent, abilitiesand attributes of each
and every employeeisuniquethat determinestheefficiency of an organisation to succeed
in the market. The skilful, loyal and better performed employees are the asset of an
organisation. In order to preservethis asset, one of the most important strategiesto be
taken by the management isthe Quality of Work Lifeof their employees.

Theimportance of Quality of Work Life (QWL) hasbeen greatly discussedinthe
corporateworld asit hasamomentousinfluence on thework satisfaction of employees
which leadsto theincreased productivity. Thefluctuating working environment will affect
theworker negatively. Itisreflected intheform of abridged motivation and morae, poor
performance, low productivity and increased attrition and burnout.The increased
respong bility and challenging demandsboth at family and workplace may affect the Qudity
of Work Lifeof an employee.If abaanceismaintained at homeand work, it canresultin
increased empl oyee performance and productivity, enhanced moral e, reduced attrition,
decreased absenteei sm and sickness, lowering of burnout and stress, retention of staff,
andrisein company imagein society.

1.1 Significance of the Study

Printingindustry isoneof thefastest growingindugtriesin Indiaintermsof technologica
development andincreasedturnover. Thenumber of workersinthissector isasoincreasing.
But theliterature survey showsthat the quality of work lifeof workersin printingindustry is
not sati sfactory. Poorly maintained quality of work lifeof workersresulted in discontent
among employees. Thiswill negatively affect the productivity of theemployees. Asaresult
theoverdl performance of the organisation getsaffected. Thereforeit isclearly understood
that quality of work life of workersis one of the major strategies that determines an
organisation’ssuccessand failure. Inthiscontext, itisvery relevant to study thetopictitled
“Qudity of Work Life:t Anempirica Study among Workersin Printing Industry” . Thestudy
isconfined to company form of organisations dealing with printing businessesthat has
membership inthe KeralaMaster PrintersAssociation (KMPA) ason 31.03. 2017.

1.2 Research Problem

Quiality of Work Lifeisoneof the most important components of Human Resource
Management. It isadeterminant factor of employee satisfaction and their productivity or
work performance. An enhancement on the factors of Quality of Work Lifeleadsto an
enhancement in the work satisfaction which in turn enhances the productivity of the
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employees. Therefore studying Quality of Work Life of employeeshasmuch importance
in the realm of Human Resource Management. The field of study considered for this
researchisPrinting Industry becausetheliteraturereviewsand persona observation shows
that Quality of Work Life of workersin printing industry islow. Also thereisno such
studies have been conducted so far inthisarea. Thereforethere existsaresearch gap. So
asystematic and scientific tudy isrequiredinthisarea.

1.3 Objectives

1. Toandysetheinfluence of the Work Rel ated Factorson the Quality of Work Life
of workersof Printing Industry inKerala.

2. Tostudy theinfluenceof thefamily related factorson the Quality of Work Life of
workersof Printing Industry inKerda.

3. To assessthe extent of Quality of Work Life experienced by Printing Industry
workersinKeraa

1.4 Methodology

The study isempirical cum analytical in nature. Both primary and secondary data
wereused for thestudy. Primary datawere gathered from theworkersof printing industry
inKerala. Secondary dataneeded for the study were gathered by extensiveand intensive
literaturesurvey.

Unit of the study isworkersof printing industry in the operational areasof the sate of
Kerala. The population of the study is 9540 employees. The sample size is 438
employees. The sampling technique used in the sudy ismulti-stage random sampling.

Structured interview schedulewere prepared to collect primary datafrom theworkers
of printing industry. The tools used for the study are Mean, Standard Deviation
and significance tests such as Chi-Square test for goodness of fit, Mann Whiteney
U Tedt, Krushkal Walistest and Spearman’srank Correlation werea so used to interpret
thedata.

2. Literature Review

Quality of Work Life defines differently by different people. It refers to the
favourableness or unfavourableness of working environment for employeesat work (Keith,
1989). According to J. Richard and J. Loy, "Quality of Work Life is the degree to
which membersof awork organisation are ableto satisfy important persona needsthrough
their experiencesintheorganisation” (Geet, S. D. et.al, 2009).
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2.1 Factors for measuring Quality of Work Life

Inthisstudy, the major constructs constitute to the concept of Quality of Work Life
areWork Related Factorsand Family Related Factors. Eight factors have been identified
for measuring the Work Related Factors of Quality of Working Lifeviz, Compensation,
Working Condition, Motivational Factors, Safety and Welfare M easures, Opportunities
for development, Work Demand, Social Relevance and Personal Factors. The factors
contributetowardsthevariable Family Related Factorsare Family Affairsarewell managed,
Rdationwithfamily membersaregood, Degree of happinesswith spouseisgood, Financid
decisonsinthefamily ismutually taken, Parity between family income and expenditure,
Timespendwithfamily membersissufficient, Family living climateisgood, Sufficient efforts
for meeting needsof all family members, General health condition of family membersis
good and Total happinessinthefamily isencouraging.

2.1.1 Work Related Factors

Thefactorsrelated to thework and workplace which determine the Quality of Work
Lifeof apersonistermed aswork related factors. The Work related factors considered
for the study are Compensation, Working Condition, Motivational Factors, Safety and
Welfare M easures, Opportunitiesfor devel opment, Work Demand, Social Relevanceand
Personal Factorswhich are described bel ow.

a. Compensation

Fair and equitable compensation isconsidered asthe fundamental elementsof the
concept of Quality of Work Life. A reasonableremuneration isessentid to lead astandard
life. Payment of WagesAct, 1936 and Minimum WagesAct 1948 protect theinterest of
employeeswith respect to their remuneration. Itisawell-known fact that inequality in
remuneration affectsthework satisfaction and work performance of employees. Drobnic
opined that empl oyeeshave security injob and payment would feel contented at thework
placeand thisaffectstheir quality of work life(Drobnicet a., 2010). Ability to meet the
financia requirementsof aperson with the compensation hereceivefromthejob canlead
toagood quality of work life. Thefactors contributed to the variable of Compensation are
(a) Fairnessin Wages and Salary, (b) Increment, (c) Parity in salary with industry, (d)
Bonusandincentives, (€) Sufficiency of remuneration (f) Legdly fixed pay and pay structure
(9) DearnessAllowance Medica Reimbursement and (h) Medical expenses.

b. WorkingCondition

Mirvisand Lawler emphasized that Qudity of work lifehasassociaionwith satisfaction
onwages, working hoursand working conditions(Mirvisand Lawler, 1984). All theexisting
physical circumstancesin an organisation thet affect an employeearetermed astheworking
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condition of that organisation. Thesub factors of the concept of working condition are(a)
Workplace Safety and Security, (b)Hygienic workplace, (c) Dress code or Uniform at
Workplace, (d) Sufficiency of air passage and ventilation (€) Supervisory support, (f)
Relation with co-workersand (g) Sufficiency of lighting

c. Motivational Factors

Motivationistheact of stimulating peopleto do something for the accomplishment of
the objectives. Thefactorswhich motivate an employeeto be productively sustainedinan
organisation arelabelled asMotivational factors. The sub-variables considered for the
study under the construct of motivationd factorsare (a) Job Security, (b) Relationshipwith
management, (c) Relation with supervisors, (d) Relation with co-workers, (€) Work
Appraisd,(f) Recognition and (g) Promoation.

d. Safety and Welfare Measures

Safety and Welfare measures are other important factors which contribute to the
quality of work life of employeesat workplace. Risk free and less hazardous working
environment and other welfarefacilitieswill maketheworkerscomfortableintheworkplace.
Thedementsof thevariable safety and welfare measuresare () Maintenance of machine,
(b) Cotton mask, (c) Gloves, (d) Sanitation facility, (€) Rest roomfacility, (f) Drinking
Water facility, (g) Canteenfacility, (h) First Aid facility and (i) Conveyancefacility.

c. Career Development

Career isan occupation undertaken by apersonfor hislifetime. Thequality of work
lifewill be better when employees get sufficient opportunity for their career advancement.
The organisation must give opportunity to the employeesto enhance and advancetheir
skillsand capabilitieswhich will make employeesto be productive. Theelementsof the
concept of career development are (@) Training facility, (b) Participationin decision making,
(c) Work enrichment, (d) Employee counsdlling, (e€) Making Suggestion, (f) Encouraging
higher studiesand (g) Trade Union.

f.  Work Demand

Thephysical, psychological and socia requirementsof ajobinan organisation are
termed aswork demand. Work demand isanimportant determinant of quality of work life
of employees. Thefactorsof work demand are (a) Working hours, (b) Rest timeand (c)
Work Knowledge.

g. Social Relevance

The societal acceptance of a person because of the employee of a particular
organisationwill contribute hisquality of work life. The social respong bilitiesundertaken
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by an organisation contributeto thequality of work life. If theorganisationignoresitssocia
obligation, theemployeesof that organi sation cannot expect quality of work life. Thesub-
variablesof the concept of socid rdevanceare(a) Peer Group A cceptance (b) Management
Acceptance, (c) Superior Acceptance, (d) Trade Union Acceptance, (e) Cultural
activitiesand (f) Community activities.

h. Personal factors

Apart fromthe above said factorsthere are many personal factorswhichwill affect
the quality of work life of an employee in an organisation. They are (a) Stress, (b)
Contribution to Organisation growth, (c) Contributionto Family growth (€) Family-work
lifebalance and (f) Feding of Worthiness.

2.1.2 Family Related Factors

Thereare certain family related factors which have an influence on the Quality of
Work Lifeof employees. They are(a) Family Affairsarewell managed, (b) Relationwith
family membersare good, (c) Degree of happinesswith spouseisgood, (d) Financid
decisonsinthefamily ismutualy taken, (€) Parity betweenfamily incomeand expenditure,
(f) Time spend with family membersissufficient, (g) Family living climateisgood, (h)
Sufficient effortsfor meeting needsof al family members, (i) General health condition of
family membersisgood and (j) Total happinessinthefamily isencouraging.

3. Analysis and Discussion

Thispart of the study isdeal with theanalysisand interpretation of the primary data
collected from the 438 workersworking in the Printing industry in Keralathrough the
structured questionnaire.

3.1 AssessingtheWork Related Factorsof Quality of Work Life of Workers
in Printing Industry

Tablelillustratesthe mean scoreanaysisof theWork Related Factors of Quality of
Work Lifeof Employeesin Printingindustry in Kerala. The mean value of thevariables
Compensation, Working condition, Motivation, Safety and welfare M easures, Opportunities
for devel opment, Work Demand, Social Relevance and Persona factorsare2.72, 3.72,
2.90,2.92,2.58, 3.73, 3.21 and 3.52. All the values are around the stati stical mean value
of 3. Andtheoverdl meanvalueof thevariable Work Related factorsis3.16 whichisjust
abovethe statistical mean value of 3. Thereforeit can be concluded that the influence of
Work Related Factorsof Quality of Work Lifeof Employeesin printingindustry inKerda
iSjust moderate.
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Tablel:
The Mean score analysis of the Work Related Factors of QWL
SI. No Variable Names Mean Score Sandard deviation

1 Compensation 272 0.3903
2 Working Condition 372 0.4271
3 Moativation 2.90 0.4233
4 Safety and Welfare Measures 292 0.6543
5 Opportunitiesfor development 258 0.5606
6 Work Demand 3.73 0.4788
7 Socia Relevance 321 0.5443
8 Personal Factors 352 0.5001

Work Related Factors 3.16 0.4974

Source: Primary Data

Theresult of the above portrayed mean scoreanalysisisreiterated with the help of
thesgnificancetest viz, Chi-Squaretest for goodnessof fit whichisexplainedinthefollowing

paragraphs.
Table2

Chi-Squaretest for goodness of fit of influence of theWork Related Factorson
the Quality of Work Lifeof workersof PrintingIndustry in Kerala.

Influence of Work Related| Frequency Percent Chi-Square P Value
Factors on QWL Value
Low 106 24.20 30.632 <0.001**
Moderate 198 45.21
High 134 30.59
Total 438 100

Note: ** denotes significant at 1% level

The Chi-Squaretest for goodnessfit of theinfluence of theWork Related Factorson
the Quality of Work Life of workersof Printing Industry inKeralaisportrayed intable 2.
ThePValueexhibitedinthetableislessthan 0.01 at 1 per cent level of significance. This
means that the influence of the Work Related Factors on the Quality of Work Life of
workersof Printing Industry in Keralaismoderate.
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Itisalso disclosed inthetablethat maximum number and percentage of respondents
opined that the influence of the Work Related Factors on the Quality of Work Life of
workersof Printing Industry in Keralassmoderate. Thereforeit can be concluded that the
influence of theWork Related Factorson the Quality of Work Life of workersof Printing
Industry in Keralaismoderate.

3.2 Evaluation of the Family Related Factors of Quality of Work Life of
workers in Printing Industry

Table3
Opinion of workerson theFamily Related Factor sof QWL

SLN 3 E 2 58
No £3 3 £ 2 £y g £ 2
. S = = 5 g S g 2 3 8
Varables 2 |2 ? 2 |82 |& |23
N | % N | % N | % N | % N [ % N | %

1 Level of managing | 46 | 10.50 | 113 | 25.80 | 231 | 52.73 | 35| 7.99 | 13 | 2.98 | 438 | 100 | 3.36 | 4814
family

2 Relation with 44 | 10.03 | 115 | 26.25 | 227 | 51.83 | 38 | 8.69 | 14 | 3.20 | 438 | 100 | 3.36 | 4814
family members

3 Degree of 41 [ 936 |94 | 2146|249 | 5685 |39 | 891 | 15| 3.42 |438 | 100 |3.31 | 4622
happiness with
spouse

4 Mutual Agreement | 47 | 10.73 | 58 13.25 | 282 | 6438 | 33 | 7.53 | 18 | 4.11 | 438 | 100 | 3.24 | 4274
on family finance

5 Income- 29 6.62 | 64 14.61 | 292 | 66.67 | 36 | 8.22 | 17 | 3.88 | 438 | 100 | 3.24 | 4874
Expenditure parity

6 Time spend with 49 | 11.19 | 86 19.63 | 256 | 58.45 | 31 | 7.08 | 16 | 3.65 | 438 | 100 | 3.31 | .4622
family members

7 General family 52| 11.87 | 50 | 11.42 | 287 | 65.52 | 30 | 6.85 | 19 | 4.34 | 438 | 100 | 3.21 | 4674
culture

8 Meeting the needs | 44 | 10.05 | 115 | 26.26 | 226 | 51.62 | 37 | 8.45 | 16 | 3.62 | 438 | 100 | 3.36 | 4814
of the family
members

9 General health 39 | 8.90 108 | 24.66 | 248 | 56.62 | 32 | 7.31 | 11 | 2.51 | 438 | 100 | 3.34 | 4727
conditions of
family members

10 Total happiness in 38 | 8.68 |97 |22.14 | 255 | 58.22 | 38 | 8.68 | 10 | 2.28 | 438 | 100 | 3.31 | .4622
the family
Family Related Factors 3.30 | .4685

Source: Primary Data

Therating given by the samplerespondents show that the Family Rel ated Factors of
Quality of Work Lifeof printing industry workersismoderate asexhibited in thetable 3.
Asper thetable, the percentage analysis portraysthat 64.38 per cent, 66.67 per cent,58.45
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per cent,65.53 per cent and 58.22 per cent of employees opined neither positively nor
negatively towardsthevariablesmutua agreement onfamily finance,income-expenditure
parity,time spend with family members,genera family culturerespectively. While23.97
per cent,21.23 per cent,30.82 per cent, 23.29 per cent and 30.83 per cent of employees
arepositively opined and 11.64 per cent, 12.10 per cent,10.73 per cent, 11.19 per cent
and 10.96 per cent of employees have negatively opined with regard to the variables
mutual agreement on family finance,income-expenditure parity,time spend with family
members,generad family culturerespectively. Withregard to thevariaoleslevel of managing
family,relationwith family members,degree of happinesswith spouse, meeting the needs of
thefamily membersand generd health conditionsof family members52.74 per cent, 51.83
per cent,56.85 per cent,51.60 per cent and 56.62 per cent of employees have opined
neither positively nor negatively. Meanwhile 36.3 per cent, 36.31 per cent,30.82 per
cent,36.31 per cent and 33.56 per cent of empl oyees have opined positively and 10.96
per cent, 11.88 per cent,12.32 per cent,12.10 per cent and 9.82 per cent of employees
have negatively opined the variable level of managing family,relation with family
members,degree of happinesswith spouse, meeting the needs of thefamily membersand
general hedlth conditionsof family membersrespectively.

Thetable 3 aso showsthe mean score analysisof thevariablefamily related factors
inorder toreiteratethe above said result. The mean scorevalue of thevariableslevel of
managing family,rel ation with family members,degree of happinesswith spouse,mutual
agreement on family finance,income-expenditure parity,time spend with family
members,genera family culture meeting the needsof thefamily members,genera health
conditionsof family membersand total happinessinthefamily are 3.36, 3.36, 3.31, 3.24,
3.24, 3.31, 3.21 3.36, 3.34 and 3.31 respectively. All the mean values are above the
satistical meanvalueof 3. Theoverdl meanvaueof thevariablefamily related factorsis
3.30whichisabovethe statistical mean value of 3. Thereforeit can be concluded that the
influence of family related factorson QWL of workersin printingindustry in Keralais
moderate.

Theaboveresult isrestated with the help of the significancetest viz, Chi-Squaretest
for goodnessof fit whichisexplaned inthefollowing paragraphs.

Table3: Chi-Squaretest for goodnessof fit of influence of the Family Related Factors
onthe Quality of Work Lifeof workersof Printing Industry inKeraa.

The Chi-Squaretest for goodnessfit of influence of the Family Related Factorson
the Quality of Work Life of workersof Printing Industry in Keralaisportrayed intable
6.25. ThePVdueexhibitedinthetableislessthan 0.01 a 1 per centleve of Sgnificance.This
meansthat theinfluence of the Family Related Factors on the Quality of Work Life of
workersof Printing Industry in Keralaismoderate.
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Influence of Family Related| Frequency Per cent Chi-Square P Value
Factors on QWL Value
Low 137 31.28 188.671 | <0.01**
Moderate 199 4543
High 102 23.29
Total 438 100

Note: ** denotes significant at 1% level

Themean valueof thevariable Family Rel ated Factorsis 3.30 which meansinfluence
of the Family Related Factorson the Quality of Work Lifeof workersof Printing Industry
inKeralaismoderate. Thisresult isrestated through Chi-Squaretest for goodnessfit as
shown in table 3. As per the table, maximum number and percentage of respondents
opined that theinfluence of the Family Related Factors on the Quality of Work Life of
workersof Printing Industry in Keradlaismoderate. Thereforeit can be concluded that the
influence of the Family Related Factorson the Quality of Work Lifeof workersof Printing
Industry in Keralaismoderate.

3.3Assessing Quality of Work Lifeof Workersin Printing Industry

Table4:
The Mean score analysis of the Quality of Work Life of workers
3. No Variable Names | nean Score Standgrd
deviation
1 Work Related
Factors 3.16 4974
2 Family Related
Factors 3.30 4685
Quality of
Work Life 3.23 .4830

Source: Primary Data

Table 4 portraysthe mean score anaysisof the Quality of Work Lifeof workersin
printingindustry in Kerala. The mean values of the variables\Work Related Factorsand
Family Related Factorsare 3.16 and 3.30 respectively and the mean value of Quality of
Work Lifeis3.23 which areabovethethreshold va ue of 3 and not exceeding the value of
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4. Thismeansthat the Quality of Work Life of workersof Printing Industry inKeralais
moderate.

Theaboveresultisrestated with the help of the significancetest viz, Chi-Squaretest
for goodnessof fit whichisexplainedinthefollowing paragraphs.

Table5:

Chi-Squaretest for goodness of fit of the Quality of Work Life
of workersof PrintingIndustry in Kerala.

Quality of Work Life of Frequency Per cent Chi-Square P Value
workers Value
Low m 25.34 31.849 <0.01**
Moderate 201 45.89
High 126 28.77
Tota 438 100

Note: ** denotes significant at 1% level

The Chi-Square test for goodness fit of the Quality of Work Life of workers of
Printing Industry in Keralaisportrayed intable 5. The PVaueexhibited in thetableisless
than 0.01 at 1 per cent level of significance. Thismeansthat the Quality of Work Life of
workersof Printing Industry in Keralaismoderate.

The mean value of the variable Family Related Factorsis 3.23 which meansthe
Quality of Work Lifeof workersof Printing Industry in Keralaismoderate. Thisresultis
restated through Chi-Squaretest for goodnessfit asshownintable 6.27. Asper thetable,
maximum number and percentage of respondents opined that the Quality of Work Lifeof
workersof Printing Industry in Keralaismoderate. Thereforeit can be concluded that the
Quality of Work Lifeof workersof Printing Industry in Keralaismoderate.

4. Conclusion

From the above analysisitisfound that the Quality of Work Life of employeesin
Printing Industry isjust moderatein the sensethat they aregetting aviableminimum|level of
the componentswhich makethe Quality of Work Life. The componentsin the Quality of
Work Life such as compensation, motivation, welfare measures and opportunitiesfor
development arerated by the employeesas|ow and they are not satisfied with compensation
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and measurestaken for motivation, wel fareand opportunitiesfor development. Thedatistical
mean obtained for the 4 componentsare lessthan 3 and the stati stical mean value of just
above 3 obtained for the componentsfor Quality of Work Lifesuch asworking conditions,
work demand, social relevance and the personal factors. Theoverall rating of all the 8
componentsof Quality of Work Lifeis3.16. Itisjust abovethe statistical mean of 3 so
much improvement isneeded to enhance the Quality of Work Lifeof employeesin printing
industry in Kerala. Therating given by the employeesin respect of their family related
factorswhich have abearing on the Quality of Work Lifeis3.30.This calculated mean
vaueisjust abovethestatistical mean andit can beinterpreted that their satisfaction level
onfamily related factorsisalsojust moderate. Theresult of job satisfaction onthebasisof
therating of the employeesisalso found moderate, the cal culated meaninthisrespectis
3.47. Butitisfound that thelabour productivity ismoderate and itsrating provided by the
workerswith itsvalue of statistical mean stood at 3.96. It is seen that the higher value of
productivity istheresult of compulsioninthe part of employeesto stay inthejobwhichis
their livelihood thanthat of theinfluenceof Quality of Work Lifewhich stood at just touching
the statistical mean. So it is required that concrete measures should be taken by the
management of Printing companiesin Keralato enhancethe Quality of Work Lifeof their
employees.
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THE BYGONE DAYS OF ROAD TRANSPORT
SYSTEM IN TRAVANCORE

*SoumyaR S

Abstract

Transport and communication is a part of the daily rhythm of human life, in all
societies and in all economies.Transport and communication are the nerve centres of a
nations economic growth. Transportation facilities can be natural as well as artificial.
It was during the second part of the 18" century that the road development was in full
swing in Travancore. It was military operations that necessitated the construction of
roads in Travancore in the early years. The fast improvement of trade and commerce
necessitated rapid development of transport and communication system in Travancore.
The construction of roads and bridges and keeping them in good condition were the
sole responsibility of the government. The advent of motor vehicles reduced the distance
from place to place. The establishment of Public Works Department in 1860 led to
construction and maintenance of roadways in Travancore. The establishment of the
Sate Transport Department was a landmark in the history of the growth of road transport
system in Travancore.

Key words: Dhans, Kollapperuvazhi, Cholamaram, Rajapatha, ThanneerPanthal, Satrom, Pongan,
Amaam, Manjal, Menavu, Chapram, Athikattil
Introduction

Theterm*trangport’ denotesintermsof arelatively, straight forward transfer of people
or goodsfrom onelocation to another. Transport playsadominant roleinthe socia sphere

* Research Scholar, Department of History, University of Keraa, Kariavattom Campus
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whereit hasconsiderably influenced thelife of people. Transport hasbeen divided into
three kinds land transport, water transport and air transport. Land transport has again
been divided into human porter, animal transport, road transport, railway transport. Roads
provide agood means of communication, and break theisolation of citiesand villages.
They facilitate the promotion of social awakening inthe masses.

Objective of the Study

Theobjective of thearticleisto focusthe beginning and devel opment of theroad
transport systemin Travancore.

M ethodology

Thearticle, prepared onthe basis of both primary and secondary sourcesasper the
method of scientific historica research. Themethodology adopted for thisstudy ishistorica
andtheoretica and critical.

Literature Review

Literary worksincluding sanghamliterature, travel ogue and messenger poems of
those daysarethemain sourceswhichthrow light on theroutesand modes of transportation
of thedays. Roadsand paths suitablefor bullock carts, horses, palanquin and pedestrian
pathswere used for |land way transportation.

Theerstwhileprincely state Travancoreissituated in the south west portion of Indian
peninsula. Transportation facilitiesin the areas of Travancore devel oped fromthe early
times. From theroyal proclamationsit isunderstood that there were pedestrian paths,
public pathsroya pathsand prime pathsin variouspartsof the city. The public pathswere
having awidth of 2 dhans . Theroyd pathsand prime pathswere having morewidth than
that of the public path.

Variousroadwaysfacilitating interstate travelling among princely stateswerethus
established in the ancient time itself. Roadways, connecting Padmanabhapuram and
Aruvamozhi and from thereto Thirunelveli viaK aakkadu, werein constant activeuseas
early as the time of Desinganadu rulers. The royal path from Cheranmahadevi to
Ambasamudram and from there to Kollam via Thenkashi, Aryankavu, Punalur and
K ottarakkarawasthe backbone of Desinganadu princely state.? Thetraffic from Kollam
to Kayal pattanam was very smooth by virtue of the advantage of connecting pathway
between Thirundvei and Kaya pattanam. Group of merchantswith their commoditieswere
frequent travellersintheaboveroadways. Thereexisted roya pathsbetween Nedumangad
and Aryankavu and from Neyyattinkarato Attingal viaVenjaramoodu.
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The anonymous author of the  Unnuneeli Sandesham’ the Maayalam work of the
14™ century describes in detail an old time land route called ‘ Kollapperuvazhi’ or
‘Thiruvananthapuram-K ollamroad’ which startsfrom Thiruvananthapuram and ends at
Quilon whichwasthe capital of Venad.®Thisroad is stated to have been provided with
avenuetreesor ‘ Cholamarams' on both sidesof theentirelength and wasin constant use
for morethanacentury.

Quilonwasagreat commercid and trading centrefrom very ancient daysand naturally
therefor the devel opment of communicationsand trangport intheareareceived considerable
attention. Theinscriptionsof Ravi VarmaK ulasekharashow that Quilon wasasplendid
city with broad streetsand extensive pathways.*Quilon thefinest citiesof Keralaat that
time having magnificent markets and weal thy merchantswhere brisk tradein pepper was
carried on, Quilon was connected with theinterior part of the country with awide network
of road.

Thefirst recorded instance of roads having been constructed asamatter of deliberate
policy wasin 926 Kollam Era(1750-51) during thereign of MarthandaVarma.> Thefirst
mention in history of the fact of roads having been made under the supervision of
RamayyanDa awa, when severa good roadswere open for the convenience of themilitia
chiefly and for traffic and passengersaswell. MarthandaVarma, the maker of modern
Travancore took initiative for the development of the system of transport and
communications. For improvement of trading activities he opened many public roads.
Separateroadswerebuilt for membersof theroya family and other caste hindusand such
roadswerecalled‘ Rajapatha’ . At thetime of MarthandaVarmaRaj apathaexisted between
Nedumangad and Aryankavu, Neyyattinkaraand Attingal viaVenjaramoodu. Hehad used
Neyyattinkara, Nedumangad and Attingal Rajapathato go to Quilon from
Padmanabhapuram.®Themaintenance of standing army by MarthandaVarmawasthemgjor
cause behind theimprovements of Rajapathasin Travancore.

After MarthandaVarma, KarthikaT hirunal Ramavarmaascended thethroneand his
Dalawa,AyyappanMarthandaPillai opened several roadsand many rest houses between
Kunnathunad and Thottappalli. During RamaVarma'sreign aroad was al so completed
between Cape Comorin and Kodungalloor for the purpose of speedy officia information
from thewhol e partsof histerritories. Thisroad wasa so started to have been provided
with‘ ThanneerPanthals' and ‘ Satroms or innsat convenient placesfor the entirelength.
The K ollam-Shencottah road interlinking Madras province and Kol lam wasveryessentia
for thecommercid devel opment and army interactionsbetween PalayamK ottaand Kollam.”

Manjal,Menavu, Palanquin, Chapram, Athikattil, Chariots were carriages of
ancient Travancore. Manjal, Menavu, Palanquinetc which carried royal personalities
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werecarried by professional carriersknown as* Pongans' aparticular classof peoplein
ancient Kerala. In northern partsthey were also known as‘ Amalams' .2 Even from the
ancient timeswhedled cartswereused in theland.

Thesecond haf of the 18" century witnessed the beginning of modern system of road
transport. Theroadswhich existed as open tracksintended for foot travellersaswell as
for nobility whotravelled only on horseback or paanquin. Thecarriagesof the palanquins
would makeaparticular sound so that if thereisany non-caste Hindu on theway should
runand hidetill the carriage would disappear.

Scientific road construction in Travancore were centred on High rangetea estates.
For this purpose the survey conducted in 1840 by the British the blue print for the new
scientific roadwayswereonthebasisof theroutine pathway of wild elephants.’At the
sametime better roadsin rural and coastal areawere the need of the timeto transport
variouscommercia productsincluding teato various marketsand ports.

Theaccession of RamaVarmaAyilliamThiruna wasaland mark in the history road
development in Travancore. Mahar ajacoupled with hisenlightened DewanT.M adhavaRao,
introduced certain progressivereformswhich transformed the princely state of Travancore.
Thesereformsincluded the establishment of Public Works Department in 1860 whichled
to the construction and maintenance of roadways on the line of British India. When
MadhavaRao ascended the throne therewas only asingle cartableroad in the state, the
onethrough Aramboly inthe South to Trivandrum.

INn1862-72 A.D very good progresswas madein the construction of roads, severd
new roadswere undertaken. Among the roads constructed by Barton, the most important
wasthe Peermedughat road connecting North Travancorewith Madhurai Digtrict. In 1877-
78 the construction of the Main Central Road was compl eted. Thetotal length of theroad
Is156 miles.

ArumanaSankara Narayanan Thampi, son of Sri Rama VarmaVisakham
ThirunalMaharajaintroduced private bus servicein Travancore. In 1910 heregistered a
privatetransport company named Commercial Transport Corporation.’°With the advent
of buses and cars many roads had to be remodelled to make them good motor roads.
Dewan Watts bestowed serious attention upon the construction of roads, bridgesetcin
every part of thecountry. Helaid out theframework for the modern NH47 extending from
Cape Comorinto Salem.

Themost significant land mark inthehistory of the growth of transport in Travancore
statewastheintroduction of the state transport service. In 1937 aseparate state transport
department was established. It wasformed in the wake of nationalization of the main
southern road on the basis of thereport of ‘ Transport Reorganization Committee' . The
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StateMotor Servicewasinaugurated by Sri ChithiraThirunad Maharaja onthe 20" February,
1938. A Traffic Board was condtituted in 1939 with the Chief Secretary to the Government
as President.?A welfare committee was a so constituted in the same year, to suggest
improvementsin the conditions of employees, Mr.E.G.Salter, who hashad considerable
experience in the management of motor transport, was appointed Superintent. The
introduction of Expressservicein the department was afesture of theyear1941. With the
integration of Travancore and Cochinin July 1949, the government was compelled to
expand and reorganizethe Transport Department on amajor scale.

Conclusion

Trangportation facilitiesin Travancore devel oped from the early times. Devel opment
of trade necessitated construction of roads. The tremendous|eap in the devel opment of
transport began only after the establishment of Public Works Department in 1860, under
thedirection of Dewan T MadhavaRao. During the period of SreeMoolamThirund dl the
roadswererepaired and some new roadswere opened. Though the existing social system
inthe 19" century Travancoredid not allow marginalized sectionsfor using public roads
but their serviceswere utilized. The Department of State Transport was one of the most
important public utility servicesinthe state. The scheme of nationalization of Motor Bus
Transport wasfirst introduced in Travancore.
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WOMENINSOCIETY: THE GANDHIAN
PERSPECTIVE

*Prakasan P.

Abstract

Longstanding and widespread male domination resultsin the miserable condition
of women in society. Long before the rise of feminism and the legidative measuresto
empower women, prominent social philosophershad been concerned with thisproblem.
Among them Mahatma Gandhi had tried to identify the significant reasons for the
deplorable state of Indian women and to prescribe definite meansfor their liberation
asan integral component of hisideal of Sarvodaya. He had emphasi zed the need for
educating women to make them self-confident and self-reliant. In dealing with the
guestion of women liberation and empowerment, Gandhi never followed the
Manusnriti, but his source of inspiration wasthe Upani shadic teaching of the essential
divinity of all creations including the female. Gandhian scheme of social change
therefore gives priority to the liberation of women from their age-old material and
spiritual davery. Things have not changed much in the present-day Indian society,
and hence the words and deeds of Gandhi become more and more relevant than ever
before.

Key words: Gender discrimination-mal e chauvini sm-Sarvodaya- Sarvamukti-M anusmriti-education of
women-women empowerment-Swaraj-Antyodaya-social hierarchy-liberation of women

I ntroduction

Fromtimeimmemorid, themale coefficient in society hasbeen successful inrelegeting
thefema eastheweaker sex. Consequently, women are described and treated asinferior,
powerlessand submissive. Folk sayingslike* Thework of awomanisnever complete
echothisgender biasinfavour of men. Naturaly, woman’scondition throughout theworld
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withrareexceptionsremainsextremely backward. But inthe present-day world, there has
been much skepticism about this male centered social construct that has exposed the
injustice and cruelty behind theideol ogy and practice of gender discrimination.

Thanksto the democratic spacefor debatesemerging inamgjority of nations, growing
awareness crested through formal and informal education, and thelegidative measuresfor
reservation of opportunitiesfor women, there hasbeen asteady changein the attitude of
policymakersaswell asthe common people. Yet, the culturaly moulded maechauvinism
has not vanished completely either fromthe socia systemsor fromthemindsof people. In
the contemporary world it isstill evident, even to the casual observer that womeninall
domainsof socid lifeare subject to thedomination and exploitation by menin great numbers,
blocking their progressinal directions.

Objectives

Gandhi’ scontribution and commitment inthesphereof non-violenceisgeneradly known
worldwide. But his perspectives on women’s upliftment and their responsibility inthe
process of socio-palitical revolution have not received required attention with in the
academic community. So, the main objective of my assessement isto understand and
analysethe basi ¢ concept of gender equality and the contribution of Gandhi towardsthe
empowerment of women. Itisundoubtedly clear that Gandhi’sideasplayed amgjor role
Inaccepting gender equality asafundamental principleof Indian constitution. Thus, this
articletriesto make aware the new generation women about the revol utionary nature of
Gandhi’ s philosophy about them that can be apt to meet the challengesthey faceinthe
path of development and individual freedom.

M ethodology

To anaysethe Gandhian concept of women, herewe consider philosophical questions
fromall perspectives by examining the conceptua meaning of Gandhi’ sthought, raising
further questions, proposi ng answers and suggesting further implication of those answers.
Thesourcesof datafor most of the philosophica studiesarewritten materiasand verbaly
expressed ideasrelevent to thetopic of study. Theresercher critically examinesthetext or
theideasfor flowsinlogic. Herewearediscuss ng the relevance of amessageto humanity
by agreat |eader on some defenite and specific perspective. We use herethe philosophica
methodol ogy of anadysisand criticaly examinetheidess.

Social philosophers concern

Today, there are two visible moves to address and overcome the problems of
widespread expl oitation and oppression of womenin society. Thefirst oneistheoften
vigorousand often lethargic stepstaken by democratic nationsto introducelegidationsfor
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ensuring equal rightsfor womenin society. Another oneistheemergenceof radica feminist
movementsthat challengetheideol ogy and tactics of maledomination.

Even beforethe emergence of the concept of women'srightsand power, therewere
great socia philosopherslike Karl Marx and Mahatma Gandhi who had addressed the
gender issue serioudy and sincerdly. The Marxian concernin thisregard hasmatured into
the (Marxist) feminist outlook of women through different stagesof history asconstantly
being subjected to the double exploitation in termsof classand gender. The Gandhian
view of theliberation of women had been anintegra component of hisided of Sarvodaya
(thewdfareof al) which was conceived d so asthe pathway to Sarvamukti (theliberation
of dl). Moreover, Gandhi’ sanalysisof the gender issuewas carried out morein tunewith
themiserableplight of Indianwomen.

Thesocia statusand living conditionsof womenin Indiaduring Gandhi’sactiveyears
werevery pathetic. Indiawasin hisopinion, amirror image of the generally depressed
state of thewomen in thiscountry, which had been endaved for centuriesby alienforces
that culminated in the colonial rule by Europeans. Added to this was the dogmatic
understanding and i nterpretation of Hinduism, which encouraged excessive subordination
of woman and idolized wiveswho merged their identity into that of their husbands. Some
of the*authoritative’ Hindu texts portrayed woman on the sameleved with Sudra, thefoal,
thedrum and theanimdl, all of whom required to bebeaten. Crowning al such anti-woman
assertions, wefindin the Manusniti theirredeemabledenia of freedom to women.

Gandhi’s diagnosis and remedy

Gandhian analysis of the gender questionisat the sametime diagnostic aswell as
curative. Hecouldidentify the significant reasonsfor the degradation of the Indian woman
such aswidespread poverty, the absence of education, theinstitution and rulesgoverning
private property, economic imbalance, child marriages, dowry, widowhood, sexual
exploitation and anumber of customary tabooson thefemale. These areeventoday the
dark reditiesinthelifeof amgority of Indianwomen. Hence Gandhi’ sdiagnosisremains
themodel for the contemporary and futureleadership of India. Heemphasized that without
changing the basic conditions of woman, the goal of Swaraj (self-rule) wouldremaina
distant dream, even after weattain political freedom.

Gandhi regarded | egidationto removetheinequaitiessuffered by women asessentid.
Hewrote:

‘I have included service of women in the constructive programme, for though
Satyagrahahasautomatically brought India’swomen out from their darkness, asnothing
else could havein such anincredibly short space of time, Congressmen have not felt the

Review of Social Sciences-SSN 0974-9004



110 Women in Society: The Gandhian Perspective

call to see that women became equal partnersin the fight for Swaraj. They have not
realized that woman must bethe true hel pmate of maninthemission of service. Woman
has been suppressed under custom and law for which man wasresponsible and in the
shaping of which shehad no hand. Inaplan of life based on non-violence, woman hasas
much right to shape her own destiny asman hasto shapehis. But asevery right inanon-
violent society proceedsfrom the previous performance of aduty, it followsthat rules of
socia conduct must beframed by mutual co-operation and consultation. They can never
beimposed from outside. Men have not realized thistruth initsfullnessin their behaviour
towardswomen. They have considered themselvesto be lords and masters of women
instead of considering them as their friends and co-workers. It is the privilege of
Congressmento givethewomen of Indiaaliftinghand’ .

Gandhi wasing stent on theroleand service of womaninthepolitical sphere. Through
his Constructive Programme he encouraged them to participatein non-violent Satyagraha
programmes, considering them astheequal partnersinthefight for Svaraj. Heconsidered
womanas' Mahila (powerful), not as* Abaa (weak). According to Gandhi, womanisthe
incarnation of non-violence, and he believed that a woman with self-confidence
and determination of inner power can become an indomitableforcein nation building.
Gandhi’ sopinionwasproved to beright in due course. During thefreedom struggle, women
cameout actively and participated in demongtrations, donating voluntarily their ornaments
and willingly accepting the painsof imprisonment. Understanding the symbolic power of
‘Khadi’, many women came forward to wear the ssmple hand-woven rough cotton
clothes.

Influences on the Gandhian per spective of women

Gandhi’s positive concept on womanhood and women's position in society owed
much to hischildhood influencesand | ater associationswith women in England and South
Africa Thushewasableto overcome hisorthodox attitude to women moulded by the
socid conditionsof hisearly life. Under the care of hislovableandintelligent mother there
devel oped unconscioudy arespect towardswomenin Gandhi’smind. But it evolvedinto
itsfull-fledged form only after hewent to England and | ater to South Africa. Thewomen
folk that Gandhi acquai nted with inthose new environmentscast their indirect influenceon
him so asto change hisearlier conservative concept of women.

Inhiswritings, Gandhi remembershismother asawoman with strong common sense,
well informed about the matters of the state, and widely respected by thewomenin her
socid circle. Onevivid recollection that Gandhi recordswas of thetime hismother, during
the monsoon, vowed not to take any food before seeing the sun. Gandhi with the other
childreninthefamily would wait eagerly for the sun to appear and hurry to informtheir
mother about it, but often, it would disappear before she could seeit. But shewould take
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it cheerfully, asGod did not want her to eat that day. Thisstoic attitude perd sted throughout
in Gandhi’spersondity.

Itisto benoted that intheearlier period of hismarried life, hisopinion about women
wasdifferent. Because of the conservativeimpression of thefemalethat he had acquainted
from hisHindu background, hisrelationshipwith hiswife Kasturbainthefirst twenty years
of their married lifewasnot dways happy. Gandhi had confessed that in those dayshe had
tried to dominate her and shewould not submit willingly. It was customary inthosetimes
that boysand girlsweremarried at avery early age, and asarulejoint patriarchal families
werecommon.

Gandhi was also forced to marry when he was just thirteen years old. Kasturba
happened to be six monthsolder than him. Naturaly, the boy husband had to exercisehis
authority over hiswife. Sometimeshetreated her harshly expecting implicit obediencefor
all his commands, but not always with success. Gandhi wrote: ‘It was atime when |
thought that the wife was the object of her husband's lust, born to her husband’s
behest, rather than a helpmate, a comrade and a partner in the husband’s joys and
SOrrows .2

Gandhi’ s conception of women'sabilitieshad changed positively by the activities of
the suffragettesin England around theyear 1906. Another factor that contributed to Gandhi’s
high regard for women was hisexperience of the participation of womeninthefina phase
of the Sathyagraha strugglein South Africa. During the course of thelong march by some
3,000 Indian |abourersacrossthe Natal-Transvaal border, therewere many womenwith
babiesintheir arms. The padayathra (Rally onfoot) squad had only one pound bread and
an ounce of sugar astheir rations, and they even had to crossfast-flowing riverson the
way. On one such occasion it so happened that achild was swept away by the furious
floods and one child died dueto continuous exposure. Therewas no mourning for them
and herecallsthat onewoman said: ‘wemust not mourn for the dead who will not come
back to usfor al our sorrow. It istheliving for whomwemust work’ .2

Apart fromthis, during Champaran Sathyagraha in Bihar, Gandhi had an occasion
to see the naked poverty of the village womenfolk. He had been to the village where
Kasturbawas moving with thelocal people. In one of the houses, awoman came out to
see Gandhi. Immediately shewent inside and in afew minutes another appeared onthe
scene. Soon after her exit, athird woman cameout of the house. When Gandhi asked why
they werenot coming out at atime, he cameto know that they had only one Sari to wear
inthe family. Still then, they were ready to participate in the Satyagraha programme.
Gandhi wasdeeply overwhelmed and influenced by the quiet heroism and strong practical
senseof thesewomen, most of whomwereilliterate. Gandhi’ sestimation of women’swill
power and ability was considerably boosted by thisexperience.
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Education for liberation

Gandhi’ sideasonwomen education got crystallized through hisexperiencesin England
and South Africaand later in India. During Gandhi’slife abroad, most of thewomen he
acquainted withwerewel | educated. Hefound them libera inthinking and leading afree
lifelike many young men of thetime. Gandhi realized that only education could liberate
womenfrom dogmasand superdtitions. By this, hedid not mean that women should compete
withmeninall jobs, women’sproper placewashome. In Gandhi’sview, ‘ Manissupreme
in activities outside the home and therefore it is natural that he should have a greater
knowledge. But on the other hand homelifeisentirely the sphere of women, therefore, in

domestic affairswomen ought to have more knowledge’ .*According to him, thistruth
ought to be taken into consideration in the education of women.

Gandhi wanted to demolish the customary image of woman asasexual object and a
domestic servant. He regjected all systems that promoted the seclusion of women and
simultaneously he asserted her power in al household activities. Thishasbeen apoint
attacked by feminist critiques. But we cannot say that Gandhi had discouraged women's
role outsidethe homeif welook at hiseffort to ensure women participation in freedom
struggleand alied movementsasa so theintheleadership of Indian Nationd congress. He
had no hesitation to support the sel ection of awoman, Sarojini Naidu, asthe president of
the Indian National Congress in 1924. Through this, Gandhi gave a clear message
that, Indian women arethe major political and social forcein the reconstruction of the
nation. Hisfaithinwomen’spower is proven by the wide participation of women aong
with menin India sindependence movement, and thisindeed hasfew parallelsinworld
history.

The question of women empower ment

While advocating the cause of women empowerment, Gandhi did not mean that
women arenot equa inrank with men, but only that they are not identical. He maintained
that men and women areindeed interdependent so that the existence of onewithout the
other cannot be conceived without causing damageto both. Gandhi asked educated women
not to imitate the manners of the West but to follow good indigenous methodsin their
persona and socid life. He considered women asthe better half of men. Man and woman
aretheinseparable pair and one cannot livewithout the other. Gandhi’semphasiswason
the* empowerment of thefeminine' inthefamily andin society. He had dwaysdisgpproved
the conventiond image of thefemaeas* thehel plesscreatureto be subjugated’ .>He opposed
all the customs that reduced the liberty of women. He openly denounced Purdha asa
‘barbarous custom’ and the Devadasi system as a social evil. Gandhi was also dead
againgt child marriages. He never thought that achild widow isawidow inthetrue sense,
and he quoted Sastrasto prove hisargument and to uphold the dignity of women.
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Gandhi did not seewoman asan object of reform and humanitarianism but rather as
conscious personswith definite socia roleand as salf-consciousagentsof social change.
Hisconcern wasto bring about the reconstruction of society by creating an atmospherein
whichwomen would be ableto regai n self-confidence that hasbeen lost through centuries
of subjection. Thus, thefemaewill receivejust and fair treatment by enlightened males.
Gandhi’sfaithintheintrinsic worth and superior mora fibre of women enabled himto
affirmthepower of Indianwoman. Hewas convinced that women’sparticipationin public
lifewould purify it of unlimited greed and violence. Gandhi visualized aSwaraj inwhich
men and women have equal roleand status.

Conclusion

Itiswidely agreed that the best way to judge asociety’s progressisto assessthe
gatusenjoyed by womeninthat society. InIndia, even after seven decades of independence,
the plight of women remains pitiable. Seventy percent of thetotal illiteratein the country
arewomen, child marriages, especialy inthevillages, arestill common, and thereisone
case of dowry death almost every hour if not more frequently. Rape cases are on the
increase and even baby girls are brutally gang-raped and women become victims of
custodia rapetoo. Inthose countrieswherewarsare being fought, widows of soldiersand
militantshaveether to sarveor to sell themsalves. The problem of looking after illegitimate
children born during thewar has a so becomevery acute. In such asituation, thewords
and deeds of Gandhi become more and morerelevant than ever before.

Therearecriticsof Gandhismwho regard hisinsistent pride on being a Sanatana
Hindu asablemish on hisal-embracing humanism. Yet, the Gandhian position onwomen
empowerment and liberation aswe have discussed so far issufficient to show that hisfaith
in Hinduism had never been in tunewith the beliefsand customs prevalent in the Hindu
society inthe past and in histimes. How Gandhi had approached the issues of gender
discrimination and oppression provestwo important aspects of the correl ation between
hisreligiousfaith and thegender issue:

i.  Gandhi had not theleast ffiliation with the Manusnriti imageof thefemalein society.

ii.  Gandhi’sconcept of womanisbased on the Upani shadic proposition that every being
isadivinecresation or more precisely the manifestation of the ultimate divine power.
He believed that the same soul residesin both men and women and both of them
havetheequal right to develop their persondity.

We have earlier observed that Gandhi’ s Sarvodaya ideal isfulfilled in Sarvamukti
or theliberation of all. He had now and again interpreted Sarvodaya al so as Antyodaya
or thewelfare of the poorest and the lowest in social hierarchy. And we have aready
discussed Gandhi’ sdiagnosisof thegender issue asexpos ng the depl orableand miserable
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conditionof womenlifein countrieslikelndia Hence, itisclear that thed-inclusive concept
of welfareand liberationimpliedin the Gandhian programme of Sarvodaya certainly gives
priority totheliberation of women, who remaininthelowest stratum of society, fromtheir
age-old materia and spiritua davery.

Through reservation, Indian women exercise equal statuswith meninthepolitica
mattersof Panchayat Rg system. But athorough changeinthe socia statusof womenis
gtill aprerequisitefor completeenjoyment of other freedoms. However, attitude very often
obstructsreforms. Itisinthiscontext that wereiterate the relevance of Gandhi who had
awaysing sted on proper education for women and their economic salf-sufficiency through
vocation asthe best remedy to curethe gender issues. It would beworthwhileto remind
ourselvesthat the political strugglewasonly apart of Gandhian agenda. Helaid equal
emphassonreforming thelndian society by removingitsperennid evilsinduding theinhumean
practices of caste and gender discrimination and oppression.

Notes

1 Gandhi, M.K., Constructive Programme (Its Meaning and Place), PDF in https./
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ANNIE MASCARENE : ASAGA OF UNSUNG
SACRIFICE

*Reda R

Abstract

The present study attempts to furnish a historical sketch of history of the role of
Annie Mascarene in the struggle for responsible government in Travancore. The paper
tries to find out the role of Annie Mascarene influenced women of Travancore in
Participating early political activities in the state.

The historical accounts of women's participation in the freedom movement
have remained incomplete and unsatisfactory. Since independence, prominent
historians such as Dr. Tarachand and Dr. R.C. Majumdar have written history of
freedom movement as if women were merely silent observer watching helplessly at their
home the difficulties and the sacrifice of men who devoted their lives for a noble
cause. In the books published by various historians, though sometimes women freedom
fighters are identified by their names, generally women are left unnamed and
unhonoured.

Keywords: Adharma— unrighteousness, Devan — Chief Minister, Maidan —An open Areain or near a
town, Sanad — an Indian Government diploma, Sarees—A garment consisting of alength of cotton or
silk elaborately draped around the body

I ntroduction

AnnieMascarene played adiscerniblerolein thefreedom movement in Travancore.
Among those who sprightly participated in the freedom movement, the name of Annie

* Research Scholar, Dept. of History, Kariavattom Campus, Thiruvananthapuram, Kerala, India
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M ascarene deserves special mention. Annie Mascarenewas one of the great |eaders of
Travancoreto inspirethewomen specialy through her speeches, to cometo theforefront
of the freedom struggle. Her tireless endeavors to the establishment of Responsible
Government in Travancore deservesasignificant pageinthehistory of Travancore.

Importance of study

Eminent historians have written the history of the freedom movement as if
women were merely slent spectators watching helplesdy at home the suffering and
the sacrifice of men who dedicated their lives for a noble cause. The participation
of women inthe freedom struggle of Travancore aways remained a hidden
chapter inthe history of Travancore

Research Problem

Sometimeswomen freedom fighters aretreated asmarginalised and many of them
passed away unwept, unsung and dishonored. No serious study yet been undertaken
onthis very interestingand prestigiousaspect of Travancore history. Nor has any
earnest attempt been made to trace the history of role of women inthe struggle
for responsible government. The present study aims tofulfill thisneed.

Objectives

The present study aims to highlight theroleof those legends of Travancore.In
addition to this main objective. Another main reason of this paper to analyze the
problemsthat faced by Annie Mascareneinthe way for the attainment of freedom
sruggle in Travancore.

M ethodology

To study the role of AnnieMascareneinthe struggle for responsible government,
Primary sources are organized chronologically. The study gives theory - based
analysis and used analytical -cum- narrative  methodol ogy.

Epistemological Review

A searchinto the literature onthe history of the role of AnnieMascarenein the
struggle for responsible government shows that sources are plenty in number. Both
primary and secondary sources are widely used inthis study. Archival sources like
prohibitory orders, police reportsand Speechesarewidely used inthis study. The
Newspapers and weeklies are other sources used inthe study. A few autobiographies
like *Viplavasmaranakd’ by PuthupalyRaghavan and ‘ EnteKazhinjaKaaSmaranaka’
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by KumbalathuSankuPillaietc arealso usedinthis study. Some biographies suchas
‘AkkammaCheriyan’ by R. Parvathi Devi and * SaghavuSugathan’ by Puthupally
Raghavanetc also helped alot.

Annie Mascarenewasborn on 6" June 1902 in Trivandrum. Her father Gabriel and
her mother Mariam showed great interest in her education despited| thefinancia crisisin
thefamily.. She camefrom the backward classof Latin Christian Community in South
Travancore. Shehadto struggle hard for her education aong with her brother and sister.
Shewasthefirst women el ected to the Travancore Constitution making body. 1n 1949
shewase€l ected to the I ndian Constituent Assembly and becamethefirst woman member
from the south. She had served the country asthe member of Parliament, the member of
the L egidativeAssembly and minister of bothinthestatesof Travancoreand the Travancore-
Cochin. Herloyalty, bravery and resol utenessto the cause of nationa freedom movement
based in Keralaare highly commendabl e and deserve memorable pageinthe history in
recognition of her determination, courage and sacrificesmadefor thefreedom movement.
MissAnnieMascarenewaspopularly known as* Jhans Rani’.

Whilethe activities of the State Congress had been going on theDewan adopted
several methods to suppress the movement. He decided to take all necessary stepsto
prevent the State Congressfrom pursuing normal political activitiesaimed at achieving the
goal of Responsible Government®. The first victim of his repressive policy was
A.NarayanaPillai, who took animportant rolein organizing the State Congress. Hewas
arrested on 22 February 1938 for sedition and a so for promoting feeling of enmity and
hatred between the different classes of peopleinthe state onthebas sof an article captioned
“The Problem of Representation in Public Service and Nairs’ contributed by him and
publishedinthe‘MaayadaRayam’ of 8" January 1938°. Theauthority deniedal chances
of fair trial. The nationalist news paperswhich wasissued outside the state was fully
commented onthetrial of A. NarayanaPillai and the public condemned the attitude of the
government. NarayanaPillai wrote“It wasclear that what the Dewan- President did then
wasaviolation of the provisions governing the matter. Itishigh timethat the Dewan
realized that the Assembly isnot departmental gatheringwherehe can doashelikes.”?

After aprolonged debatesand discussionsthe court decided to punish NarayanaPillai.
He was sentenced to one and half year rigorous imprisonment. When he went to the
Poojappurajail the mass were accompanying with him under the leadership of Annie
Mascarene. This provoked the Government, when she returned to home stoneswere
thrown at her and her residents®. Onthenight of April 29, 1938 when she had returned
hometired after a strenuous tour for the propagandawork of the TSC, her house was
brokenintoall, her belongingslike clothes, money, jewels, sannad, University diplomas
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certificatesand other recordsof vaueetc.. werestolen® They aso stolen except her travelling
bag with two sareesin it which she had |eft beside her bed. About 3’0o clock in the
morning, therewasaflash of torch light in her bedroom which roused her from her deep®.
Shefound hersdlf faceto facewith amanwho hid hisperson behind thetorch. Shegot up
and asked himwho hewas. Heleft immediately from her residence.

With the saree she had kept in her bag, she dressed quickly and walked all theway
alone during the night to the police inspector Lathif’s home. She woke up the police
officer and complained about thetheft. The officer asked her tofileacomplaintinthe
police station. Hewent hisorderly with her to the police stationswhere everyonefrom
constableto writer took their own leisurely timeto record thetime. The crimewould
remain unsolved for all time because police had motivated the political crime’. The
newspaper ‘ TheBombay herald’ critically viewed that the treatment given to her by the
police, towhom she had goneinthe early hours of morning for help, was onewhich no
civilized government can tolerate in those who are appointed as guardians of law and
order.®

Another incident related to harassment and assault of AnnieMascarenewasheld on
30" April 1938, whileshewaswalking along themain road aconstable cameonabicycle
from behind hit her and cycled away demondtrating the glee resulting from the success of
themischief.®

Similar incidentsrepeated not only in the case of Annie M ascarene but some other
congressleaders. For examplesthe office of Mr. M.N. ParameswaraPillai, an advocate
and aprominent leader of the State Congresswas broken into ransacked and somebody
forced hisway intothegarageat thehouseof K.T. Thomeas, joint Secretary of the Congress.™®

AnnieMascarene sstatementsa so created an enmity inthemind of thecommissioner
of Police, Trivandrum and hea so send anotice of prosecution for making seriousalegations
thepoliceforceingeneral and Mr. C.A. Latiff, Inspector of Policein particular. Heaso
insisted her onan apology for her remarkson thepolice. Shereplied that the statement is
anarration in good faith of her experiencesand itemsof information that reached to her
through channelswhich she believe to be bonafide.2

Thehigher officia s of the government including police commissioner vehemently
criticized andridiculed AnnieMascarenefor her politica activities. Hewrote“the present
day political agitation made by missAnnie Mascareneand othersof her school of thought
has been engaging the attention of the police mostly and on that account thework of crime
prevention and detection has suffered considerably and crimesof kind arethefirst fruit of
theindustry of these political agitationswhich both they aswell astheloyal subject are
reaping... comingto the general sense of insecurity which shefeels| should submit that
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Annie Mascareneasone of the zed ousenthusiasts struggling to befree under theso called
responsiblegovernment.®3

AnnieMascarenea so wrotealetter to the Dewan about what was actually happened
with her and pointed that shewas subjected to cons stent harassing and indecent indignities.
Shed so emphasi zed that new devicesare adopted toinsult and harassher and themiscreants
so behave asto confirm the belief that they are safefrom thearms of law.*

On 5" May 1938 aresol ution was passed at the genera meeting of the State Congress
held at Trivandrum. Inthismeetingwith Annie Mascarene hasbeen constrained tofaceas
aresult of her work asamember of theworking committeetowards political purposeand
views with grave concern the situation asdetailed in her statement, of the absence of
protection for property, life and respect for women hood in this State.**A.J. John, the
State Congressleader and member of Sri. Mulam Assembly pointed out theinsecurity of
person, and property in the state as evidenced by the recent assault on M.R.
MadhavaWarrier, ThomasMathew Muthaali, AnnieMascarene, K.V. Parameswaran Nair
and K.PNilakandaPillal inthehighroad in broad day light dso theburglariesintheoffice
of K.A. GangadharaMenon. ¢

The Government took direct action against some of the prominent membersof the
State Congress. Even Annie Mascarene was not spared. Objection was taken to an
articlewritten by her containing allegations against the police and it was decided at the
Pdaceinterview on May 7" 1938 that the Police Commissioner shouldingtitute prosecution
for defamation against her after taking legd advice.

On 12" May 1938, Annie Mascarene submitted amemoria to the King stating
variousannoyancesand indignities she a so face and appeal ed to him to removehispolice
terror and to protect from hooliganism of the police and their agents.**The nationalist
newspaper outsi dethe state especially the Sunday Timesfrom Madras reported on 15"
May that “No person becomesan outlaw because of hispolitical views; and acritic of the
administration isentitled to State protection asmuch asany other subject.’®

Sate Congress Memorial to the King

A preliminary meeting of the State Congressheld intheresidenceof E. John Philipose,
acommittee was authorized to drift amemorial to be presented to the Mahargjapraying
forimmediate granting of Responsible Government.* But therewasno precedent Maharga
accepting petitions, it would be sufficient to present it to the Dewan. Asthememorandum
contained seriousallegations of corruption against the Dewan it was not possiblefor the
working committee to present it to the Dewan. On 31¥May 1938, the memorial
accompanied by the memorandum was sent to the King by post?.
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On 26" June 1938 at Mills MaidanChengannur a meeting was held. Pattom A.
ThanuPillai, T.M. Varghese, C. Kesavan, G. Ramachandran, Annie Mascareneand E.J.
John, Philipose were attended the meeting. PonnaraSreedhar, N.P. Kurukkal, N.
Sreekandan Nair, and PuthuppallyRaghavan were the prominent membersof the Youth
League a so attended the mesting.

Thepolicemadelathi chargeson public and it created public resentment inthe state.
Many of the prominent leaderswereinjured including G. Ramachandran.ZThisincident
also created repression in Travancoreand it a so gave publicity to the State Congress.

Annie Mascarene and Civil Disobedience M ovement

The TSC its meeting on 3 August 1938 at Trivandrum decided to start Civil
Disobedience Movement from 26" august. Annie Mascarene took a leading rolein
organizing public meeting in connection with the Civil Disobedience Movement started
from 26" August 1938.While Civil Disobedience Movement wasgoing onAnnie Mascarene
went to Calicut. Themainaim of her wasto attract the attention of the people of Calicuit.
She attended ameseting at the beach of Calicut®. Thousandsof people attended inthis
meeting. Along with PattomThanuPillai and T.M. Varghese, Annie Mascarene made an
inspiring speech and was arrested.?

A casewasfiled against Anne Mascarenefor delivering aspeech at the meeting of
State congresswas held on 3 November 1938 at K attakada. The complaint against the
accused isthat she committed an offence punishableunder section 117 T.P.C for attempted
to bring into hatred agai nst the government. And thisisnoticed that theaccused hasrecently
made several speeches both inside and outside Travancore on the pretext of doing
propagandawork for the State Congress. Her application for bail wasreected by saying
that her speechisaclear indication of bitter violence against government and particular
individualsand it is pointed out that she used unseasoned languageto create disaffection
against government in and outside Travancore. And declared that awomenisnot licensed
to use such violent and unseasoned and i ntemperate language®.

Injail, Annie Mascarene met with Pattalam Krishnan and K ochappiPillal who were
awarded death sentencein Kdlara- pangoderiots.®Pattalam Krishnan said to her that our
daysare countdown.?When AkkammaCheriyan and RosammaCheriyan wereimprisoned
for attending Vattiyurkavu Conference, Annie M ascarenewasinjail.ZThey continued their
activity injail too.

Onreleaseafter 3 yearsof imprisonment she continued to participatein the agitation
for responsible government in Travancore. Annie Mascarenevisited MahatmaGandhi at
Wardhain November 1941.2Thismeeting becameaturning pointinher politica life. This
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enabled her to learn more of the Gandhian principles. At Wardha, she attended the prayer
session of Mahatma Gandhi and stayed there for seven months.**She had learned the
K hadi lessons and within afew months she became agood spinner and weaver. Her stay
at Sevagram also helped her to have good accessto the national |eaderslike Rajendra
Prasad, Jawaharlal Nehru, Sardar Patel, Pattabhi Sitaramayya, C. Raja Gopalachari,
Rajkumari Amritkaur etc.®

Annie Mascarene and Quit India Movement

AnnieMascarenetook part inthe Quit IndiaMovement.**Her inflammatory speech
created apressureontheruler and hisDiwan. InAugust 1942 wrotealetter tothe District
Magistrate regarding her addresship apublic meeting under the auspicesof TSC onto be
held at PettahM ai dan to protest against to the arrest of Indian National Congressleaders
and also therepression policy carried by the government of India.*Shewasarrested on
30" August 1942 and sentenced to 2 yearsrigorousimprisonment.*Shewasfined of RS,
500/- and in default of fine, to another three monthsrigourousimprisonment. When she
returned fromjail inrecognition of her dedication, Annie M ascarenewasd ected assecretary
of the State Congressin 1944.%

Asthe Secretary of the TSC, she had played an important role in holding the All
Travancore State Congress at Kuttanad on 21% January 1945.% Annie Mascarene,
PattomThanuPillal, and C. NarayanaPillai werethe main speakersof the conference. Here
Shewasarrested for making an impressing speech at the State Congress meeting and was
detained under Defense Rulefor 3 months.®”

During the Punnapra- Vayalar uprising shewasin aposition to receivefirst hand
information of the happenings at Shertalai and AmbalapuzhaTaluk. After visiting the
Punnapra- Vaydar uprisng areas she had issued astatement to the Ma abar Herald (Cochin)
dated 9" November 1946 under the caption “Labour Strugglein Travancore” inwhich
she condemned both Communi st incitement to violenceand Government repression.*The
terrified peoplewho were running away from the scene were chased and killed and the
dead bodies of men, women and children of al ageswere seen piled up onthesideof the
road and burnt in heaps.®* MissAnnie Mascarene put theloss of life around 7000.She
boldly defied the government repression in the Punnapra-Vayal ar uprising through her
statement on 9" November 1946.4The government once again detained her for six months
onthechargesof uprising thegovernment.*

The Travancore State Ccongress demanded immediate transfer of power to the
peopl€ srepresentatives. The Mahargjacompelled by the political developmentsinindia
andin Travancoreissued aroyd proclamation on 4" September 1947 granting responsible
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government.**The aspiration of responsible government wasredized on 24" March 1948
whenacouncil of minigtersresponsbleto the L egidativeAssembly with PattomThanuPillai
asPrimeMinister assumed office*

Findings

TheHigtory of Freedom movement in Travancoreisabundant with the contributions
made by women belonging to different caste and communities. The efforts of Annie
Mascarenein the history of Travancoreisan unforgettable chapter in the history of the
gate. Her conviction and dedicationfor theinspiration of women of Travancoreto overthrow
thestrict social and political bans placed on women at that time deserve specia mention.
Through her speeches sheinfluenced women and they tried to understand the condition
that prevaentin Travancore. It hel ped thewomen to cometo theforefront of thefreedom
movement of Travancore. And thus freedom struggle of Travancore became a mass
movementin Indianhistory.

Conclusion

Annie Mascarene organized the people of Travancore especially the women,
irrespective of caste, creed or religion in arraying them in the struggle for responsible
government. The participation of women in thefreedom movement wasremarkablein
view of thedtrict socid restrictionsplaced onwomen at thet time. Thehighleve of conviction
and dedication of Annie Mascarene became an inspiration to women of Travancoreto
overthrow thestrict social restriction placed on women.
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THE EDUCATION FOR INDEPENDENT INDIA
ENVISIONED BY INDIAN THINKERS

*S.Sreckala Devi

Abstract

Even after seventy years of independence India has been following an education
system which was introduced by the colonial rulers. It was clear that the British rulers,
for their own means and purposes, imposed upon us an alien and a non holistic system
of knowledge. Thinkers like Vivekananda, Aurobindo, Gandhiji and Tagore even before
India became independent had visualized the need to develop a system of education
that would have its roots in the Indian soil to meet the aspirations and expectations of
independent India. The present study evaluates the principles of education put forward
by these thinkers and its relevance in the modern context.

Key words: Education, Indian thinkers, values, Vivekananda, Aurobindo, Gandhi, Tagore.

I ntroduction

The British colonial government consistently undermined India’s civilization
achievementsanditscontributionstotheworldinthefield of science, technology, philosophy,
spirituality, religion, art, literature, scriptsetc. The Western mode! of educationfailedin
several areasto provide avalue based and avalue added relevant education in India.
Nationaistsand I ndian education thinkerspresented dternatemode of ‘ swadeshi’ education
systemwhichasoincluded the scientific advancement of western model of education
when Indian isabout to becomefree.

* Assistant Professor, Dept. of Philosophy, NSS College for Women, Thiruvananthapuram
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However, the education system of independent Indiahas remained a.continuum of
the systemintroduced by the Britishregime. Antiquity and continuity are possibly themost
striking characteristics of Indian civilization.* Unlessthe principles of education perceived
and practiced in Bharat for abovefivemillenniastirengthening thesocid fabricsfor acivilized
and harmoniousliving,is keptinclear view whileimplementinginnovativeand progressve
changes, inthemarch of time, al reformation and renovation introduced today will besalf
defeating. Almost all the modern Indian philosophershave devel oped their educational
visionfrom the principlesof Vedanats or Upanishads. Vivekananda, Aurobindo, Gandhiji
and Tagorewereall protagonistsof the ancient education system what has been tested
and found true asthe art of experience. Vivekanada sfamous definition of education,
“Educationisthe manifestation of perfectionaready inman” isthebasictenet of India's
ancient educationa policies. Rabindranath Tagore and Gandhiji not only conceptuaized t,
but went ahead to put it in practiceand refineit.

Objective of the study

Theeducationdl over theworldisinaflux and thereisawaysdemandfor revision;
sameisthe casewith Indiaalso. A value based and value added relevant educationisthe
need of theday. Severa Indian thinkersand educationistshad put forward their thoughts
for devel oping an indigenous education system at the time India became independent.
However, Indiacontinued the same system which it hasbeen following. The present study
eval uatesthe education principlesand ideas put forward by thosethinkersasan dternative
tothe prevailing education system.

M ethodology

Thereevant ideasfor the present study wasformulated after intensivereading of the
write-ups, books, articlesand research reports of the thinkers and the commentariesand
research publications on the works of the philosophers. A critical and qualitative
Interpretation of the datamade possible the author to comprehend theseideasto develop
alogica presentation in the present study.

Education Philosophy
Swami Vivekananda

The observation of Swami Vivekananda, more than hundred and twenty yearsago,
about thefutility and the negative educati on propagated by thewesterners, remainsvalid
eventoday. Swamiji asked, “ Tekeyour Universties. What havethey doneduring thefifty years
of their existence? They have not produced oneorigind man. They aremerely anexamining
body. Theideaof the sacrificefor thecommon weal isnot yet developedinour nation” .2
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Swamiji opined that the education was not merely gathering or absorption of
information. Ingtead it isbuilding character and incul cating good va uesthat guidethe student
wholelife. According to him,” Educationisnot the amount of information that isput into
your brainand runsriot there, undigested dl your life. Wemust havelife-building, character
making assimilation of ideas.” *For him thisisnot education but only preludeto davery.
Rotelearning and submissivethinking do not producethekind of men and womenthat an
independent country needs. Vivekanandawasvery critica of theprevailing educationwhich
he called wrong education. Hesaid, “ Getting by heart thethoughtsof othersinaforeign
languageand stuffing your brainwith them and taking someuniversity degrees, you consider
yourself eduated” .* Such educated graduates only become aburden on the society, not
even ableto earnadecent living for themselves. They ceaseto do manual labor and expect
thegovernment to givethem doles. Hesaid, “ It isman making theorieswewant. It isman
making educational round wewant”.

Rabindranath Tagore

Rabindranath Tagore made great contributionsto the cause of Indian educationinhis
ownway. Hiseducationd thinking reflected theessentia unity of theuniverse. Itisasynthes's
of easternided sand western sciences.® Tagore says* our education should beinfull touch
with our complete life, economic, intellectual, aesthetic, social and spiritual and our
educational ingtitutionsshould beinthevery heart of our society” .6

The object of education, according to Tagore, is freedom of mind which can be
achieved only through the path of freedom.” Hefdlt that education must not only deriveits
content but also its substance and inspiration fromthe socia lifeat large. Accordingto
him, there are three sources of knowledge, Nature, Life and Teacher. Tagorewasagreat
educationist practitioner in the sense that he established Shanthiniketan in 1901.
Shanthiniketan ashram later in 1921 became the famous Viswa Bharati-I nternational
University. ViswaBharati isalaboratory to preservethegreat Indian heritageand dsoto
maketheworld awareit can be practiced inthemodern era. He not only put Indiaonthe
world map of cultureand literature, but a so proved to theworld the values of the Indian
way of lifeandthinking.

When admitted to the then famous English medium school he hesitated to continuehis
study inthat school, asaccording to him, * hated the dead routine and life-lesswestern
education imparted to him through the convent school’. Hence hisearly education was
under the charge of aprivatetutor. Theingtitutionalized mechanica type of education he
received at London, when hewas sent to study Law, did not enthuse him and he came
back to India. Rabindranath has described the negative effects of schooling, which
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according to himwasout of touch with Indian culture, mechanical, deadening of creativity
andrestraining of individua freedom.®

Tagore believed that children should be brought up and educated in an atmosphere
ringing with freedomand liberty. Tagore has said that restrictions, asfar aspossible, should
not be imposed on children. These restrictions may make the child sit inert like dead
“gpecimens of some museum, whilelessonswere pelted at them from on high, like hail
sonesonflowers’ 8. Hesaid that without liberty the school woul d degenerateinto educationd
factories, lightless, colorless and dissociated from the context of the universewithinthe
barewhitewallsstaring like eyeball s of the dead. Education should aim at theexpression
of theinnate creativetaentsof the children. He believed that education should be perfectly
attached to lifeand children should be brought in active and constant communion with
nature and man. Through these communions education should create the societal and
environment obligationsin the children. Hebelieved in hands-on training while studying
technical subjects.

Rabindranath Tagore, who was dissatisfied with the western model of education
introduced into Indiaduring the British rule and the emphasi s placed on learning English
language and the western subjects, felt that the gurukulasystem had several meritsand
could proveuseful in educating the children of Indiain natural surroundingsand building
their character and sense of appreciation. Inthearticle SiksaSamasya(June 1906) Tagore
wrote, “My view isthat we shoul d follow theancient I ndian principlesof education. Students
and teachersshould livetogether in natura surroundings, and the students should complete
their education by practicing brahmacharya. Founded on theeternd truthsof human nature,
these principleshavelost nothing of their significance; however, much of our circumstances
might have altered through theages.”® Tagore believed that education should help an
individua to attain complete manhood, sothat al hispowersmay be developedtothe
fullest extent for hisown individua perfectionaswell asthe perfection of the human society
inwhich hewasborn. Education can becomedynamic and vital only whenitis*inconstant
touch withany completelife.” Hewanted the boysand girlsto befearless, free and open-
minded, self-reliant , full of thepirit of inquiry and salf-criticism, with their root degpinthe
soil of Indiabut reaching to thewholeworld in understanding, neighborliness, cooperation
and material and spiritua progress.’®

Man isnothing but amanifestation of the Brahmathat isunique, in animperfect form.
Duringlifetimeevery individua triesto establish union withthe Brahma. Heasobelieved
that every man had abirth right to giveadirectionto hislifein hisownway. Thismethod
differsfrommanto man. All thisrepresentsthediversity of thisworld, butin spiteof this
diversity thereis unity, because everything was originated from the one and the same
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source. Thenatureand man are nothing but the manifestation of theAbsolute. Thedistinction
of caste, color, creed or any discriminationisfase, unreal and manmade.

Heintroduced the ancient system of teaching learning to ameliorate modern education.
He redesigned the syllabus of science subjects in Shanthiniketan giving emphasisto
experimentd part. Thediurna periodisframedin order to providequality timeespecidly
intheearly morning and evening for learning. Study of humanities, fineartsand physica
education were given equa importancein the syllabus. Enough timewasallotted to co-
curricular and extra- curricular activities. Hehad given great emphasi sto teaching through
the medium of mother tongue. Without compromising the eastern cultural heritageand
tradition he could introduce advanced studiesin western topics. The five educational
principles, meaningful and purposeful education, unionwith theabsolute, communionwith
the nature and society, knowing the Indian culture, Indian way of lifeand imparting the
ideal of spiritualism, preached by Tagore ought to have been taken into consideration
when the policy makerswerethinking of quality, quantity and relevance of educationin
modern India

Sri Aurobindo

Aurobindo wasagreat thinker inthefield of education. Hewastotally against the
education imparted either in schools or in colleges by the British rulers. According to
him,” All that appearsto bea most unanimoudly agreed onisthat theteaching giveninthe
existing schoolsand universitieshave been denationalizing, degrading and impoverishingto
the national mind, soul and character becauseit isovershadowed by aforeign hand and
foreigninam, method, substance and spirit.” ** He had in depth understanding about the
education system of ancient Indiaaswell asthewestern education system. According to
Aurobindo every one hasin him somedivine, something hisown, achance of perfection
and strength in however asmall measure. Aurobindo said, “ There arethreethingsthat
education must takeinto account: (1) the man (2) thenation or the people, and (3) universa
humanity. He said that atrue and living education “ helpsto bring out to full advantage,
makesready for thefull purposeand scopeof humanlifedl that isin theindividua man,
whichat thesametimehelpshimto enter into hisright relation with thelife, mind and soul
of the peopleto which hebelongsand with great total life, mind and soul of humanity of
which hehimself isaunit and hispeopleor nation aliving, aseparate and yet inseparable
member.” Sri Aurobindo enumerated three principlesof teaching. Thefirst principleof true
teachingisthat nothing can betaught. Knowledgeiswithin the pupil and the pupil hasto
help himself to bringit out, but he needshel p for which theteacher donecan do thiswork.
Thesecond principleisthat mind hasto be consulted initsgrowth. Theideaof hammering
thechildinto shapedesired by the parentsor teacher isabarbarousand ignorant supergtition.
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Thethird principleisto work from the near to thefar, from the known to the unknown.
“ Education should hel p the growing soul to draw out the best that iswithin and makeit
perfect for anoblecause.” ?

M ahatma Gandhi

According to Gandhiji bas ¢ education wasto bethe respons bility of thecommunity,
and havethe necessary authority to dischargeit. Thetwo basic principlesaround which
the basi ¢ education schemes have been centered are that, 1) education should bewoven
around asuitablecraft, and 2) education should be saf supporting. In Champaran, Gandhiji
opened three schoolsin the villagesinhabited by the poorest of the poor. He brought
teacher volunteersfrom Gujarat and Maharashtrabut insisted that the villagestakethe
responsibility tolook after theseteachersand their needs. But Indiadid not realize after
independence the Gandhian way of community education, particularly school education
management. Infact wepractically ignored everything of the Gandhian or Tagoreanvision
without saying so explicitly. The situation was best described by a great Gandhian
educationist Ram La Parikh that we have asystem of education suitablefor 19" century
geared to the needs of alien powerswhich we continued in an independent devel oping
nation without any substantial change. The objectivesof the education system givento
Indiaby the British never thought of inclusion of every child ineducation. A system meant
for aselect group can never withstand the strains of universal extension of educationina
Situation of burgeoning popul ation and ever-increasing resource crunch. Themanagement
of education in India particularly school education, needs to be analyzed against this
background.

The unprecedented materia progresson western nationswithin ashort span of time
prompted policy makersof Indialikethose of thethird world countriesto apeblindly the
western programme and policieswithout seriously taking into consideration the socio-
cultural factors.®*The modernization waserroneoudly interpreted as adopting western
ideas, western languages, western food, western dress and western mannersforgetting
that imitating othersideas never becomeone sown. Of latethewest now admitsthat their
socia and mora capitalsareeroding fadt, that their society ismorerisk —proneand unhappy
today than yesterday. The post independent education system instead of revamping and
remodeling thoroughly in the national perspectiveasenvisaged by thenationalist thinkers
has perpetuated the destructive disorientationsinflicted on the country’ seducetiona system
since 1835.After independence I ndiatook the quantitative need of providing educationto
the huge population asnumber one priority by establishing educationd ingtitutionsall over
the country rather than making any drastic qualitative changesin the system that had been
continuedtill then.
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Theindependent Indiafollowed the sameadministrative policy of British Indiaand
education continues to be the responsibility of the state governments and gradually
undermined al theindependent initiative taken by the nationaliststo revitalize system of
education. Modern system hasno roomfor thetraining of the sensesand thehigher spiritua
faculties ignoring anintegrated devel opment of body, mind andintellect. Thevaueorientation,
thecardinal principleof Indian education, preached by all Indian educationists hasbeen
totally neglected. Indian education system practicingin the post independence period has
been failing to galvanize her sudentsfor sdlf transcending to higher heightsof knowledge,
toincul catetheIndian val ue system and to dedi cate themsel vesfor the national causes.No
education can be called national unlessitinspireslovefor thecountry.

Conclusion

Almogt al themodern Indian philosophers have devel oped their educational vision
from the principlesof Vedantaor Upanishads. Theunlimited inherent potential of manand
hiscapacity to redizethem through right knowledge, right conduct and right concentration
areunambiguoudly accepted by the Indian educationistsin formulating their educational
concepts. Therewas no dearth of philosophical ideas and guidanceto frame policiesand
programmesbest suited for independent India. They havegiven dear guidelinestointroduce
anindigenouseducation system including the best aspectsof theeast and west. In spite of
thefact that at the policy level the education systemin Indiacons stently emphasized the
need tointegratethevaluesin all aspectsof school education, at theimplementation stage
the policy formulations have not been transformed into pragmati ¢ strategies.
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