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I. Introduction:-
 Applying game theory within learning environments 

has been gaining attention as a recent year as a 
potential instrument for enhancing cognitive abilities 
and improving academic performance. Game theory is 
a branch of applied mathematics and economics that 
models and analyzes strategic interactions among 
rational decision-makers. While game theory has 
traditionally been used to study economic and political 
phenomena, its application in educational contexts has 
been relatively under explored. This research paper 
aims to explore the potential of game theory for 
improving the intelligence quotient (IQ) of students 
through game-based learning and cognitive training. 
The paper will examine the existing literature on game 
theory and IQ improvement, and present a novel 
approach to leveraging game theory for enhancing 
cognitive abilities in students. The paper will address 
the implications of this research for the development 
as well. The creative pedagogical tactics and 

interdisciplinary concepts that are integrated into 
educational interventions to support cognitive 
development in learning environments.

Abstract:
The Study investigates the application of game theory as a 
novel approach to assess the intelligence quotient (IQ) of 
students. Game theory, traditionally utilized in modeling 
strategic interactions among decision-makers, is adapted 
here to design assessment tools that measure Students' 
capacity for critical thinking, problem-solving, and 
decision-making. A sample of 200 students with diverse 
academic backgrounds is recruited, and they undergo IQ 
assessments based on game theory principles. The study 
employs both quantitative measures, such as standardized 
IQ tests, and qualitative data collection methods, including 
interviews and surveys, To assess the effectiveness in terms 
of game theory-based assessment approach. The findings 
aim to shed light on the feasibility and efficacy that of 
employing the game theory in IQ assessment, thereby 
contributing to the ongoing discourse in educational 
evaluation and cognitive assessment methodologies.

Keywords:
Game theory,Intelligence quotient (IQ),Game-based 
learning,Cognitive training,Educational interventions, 
Intelligence enhancement
Abbreviations:-IQ: Intelligence Quotient

Figure 1: Game Theory Applications

The significance of the research on the application of game 
theory for the improvement of intelligence quotient (IQ) of 
students lies in the following aspects:
 1.  Addressing a research gap in the literature: While 

there is an expanding collection of research 
regarding the connection between video games 
and cognitive abilities, the application of game 
theory to enhance IQ specifically has not been 
extensively explored.

 2. Exploring the potential of game-based learning: 
Game theory offers a unique perspective on 
strategic interactions among rational decision-
makers, which can be applied to educational 
settings to enhance cognitive abilities.

II. Significance of the study:

Figure 2:Intelligence Quotient
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III. Objectives of the study:-

 3. Investigating the link between game performance 
and IQ: By examining the relationship between 
game performance and IQ, the study can give 
information about the potential of learning 
through games for enhancing cognitive abilities.

 5. Advancing the understanding of cognitive 
enhancement: The study can contribute to the 
broader understanding of cognitive enhancement 
By looking into the potential of the game theory 
for enhancing cognitive abilities.

 6. Providing evidence-based recommendations: 
The results of the study can provide evidence-
based recommendations for educators and 
policymakers on the use of game theory for 
enhancing cognitive abilities in students.

 4. Contributing to the development of educational 
interventions: The findings of this study can 
inform the design of educational interventions 
that integrate interdisciplinary concepts and 
innovative pedagogical strategies to foster 
cognitive development in educational settings.

 These aspects highlight the importance of the study 
and its potential to contribute to the field of teaching 
and improving cognitive function.

 1.  To investigate the potential of game theory for 
enhancing cognitive abilities in students.

 2.  To examine the relationship between game 
performance and IQ improvement.

 3.  To explore the effectiveness of game-based 
learning and cognitive training for improving IQ 
scores.

 4.  To identify the specific cognitive processes that 
are most affected by game theory-based 
interventions.

 5.  To contribute to the development of educational 
interventions that integrate interdisciplinary 
concepts and innovative pedagogical strategies to 
foster cognitive development in educational 
settings.

These objectives reflect the central research questions and 
goals of the research, which aims to investigate the 
possibilities of game theory for improving IQ scores and 
enhancing cognitive abilities in students through game-
based learning and cognitive training. The objectives also 
highlight the interdisciplinary nature of the research, which 
draws from educational neuroscience, learning theory, and 
game design to understand the potential of using game-
based learning in educational contexts to promote 
cognitive growth.

 Cognitive training and game-based learning: 
Cognitive training and game-based learning are two 
approaches that leverage game design principles to 
enhance cognitive abilities in students. Using 
educational games to teach academic material and 
promote cognitive growth is known as "learning 
through games." Cognitive training involves the use of 
computerized programmes for cognitive training to 
improve cognitive skills like processing speed, 
working memory, and attention.[7]

 Game theory and cognitive abilities: Game theory 

has been traditionally used to model and analyze 
strategic interactions among rational decision-makers 
in economic and political contexts. However, recent 
research has explored the potential of game theory for 
improving cognitive skills including decision-making, 
problem-solving, and critical thinking. Game theory-
based interventions have been shown to improve 
cognitive abilities in diverse populations, including 
children, adults, and older adults.[1]

IV. Literature Review: 

 Video games and cognitive abilities: Video games 
have been increasingly recognized as a potential tool 
for enhancing cognitive abilities, especially in the 
areas of focus, working memory and spatial reasoning. 
Video games have also been shown to improve 
cognitive abilities in diverse populations, including 
children, adults, and older adults.[4]

 Intelligence quotient (IQ) and cognitive abilities: 
The intelligence quotient, or IQ, is a gauge of mental 
capacity. that is widely used in educational and clinical 
settings. IQ is typically assessed using standardized 
tests, such as the Wechsler Adult Intelligence Scale 
(WAIS) . IQ has been shown to be a predictor of 
academic and occupational success, and is associated 
with various cognitive abilities, such as fluid 
intelligence, working memory, and processing 
speed.[10]

 Game theory and IQ improvement: While the 
application of game theory to enhance cognitive 
abilities has been explored in the literature, its 
potential for improving IQ specifically has not been 
extensively studied. However, recent research has 
shown that game theory-based interventions can 
improve IQ scores in children and adults. These 
findings suggest that game theory may be a promising 
approach for enhancing IQ scores and cognitive 
abilities in students.[13]

 These five themes highlight the key concepts and 
approaches used in the research paper, which explores 
the potential of game theory for improving IQ scores 
and enhancing cognitive abilities in students through 

2
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 Experimental Study: Conduct an experimental study 
to assess the impact of specific intelligence games, 
such as "Mangala," on the problem-solving skill levels 
and mathematical motivation of students. This can 
involve pre- and post-game assessments to measure 
the changes in problem-solving strategies and 
motivation levels.

game-based learning and cognitive training. The 
literature review provides a foundation for the study 
by synthesizing the existing research on game theory, 
video games, cognitive abilities, and IQ improvement.

V. Research Methodology:- The research methodology 
for exploring the application of game theory for the 
improvement of intelligence quotient (IQ) of students 
can be designed based on the following approaches:

 Quantitative Analysis: Utilize quantitative analysis 
to measure the effectiveness of game-based 
interventions on IQ improvement. This can involve the 
use of standardized IQ tests before and after the game-
based interventions to assess the changes in IQ scores.

 Integration of Artificial Intelligence: Investigate the 
integration of artificial intelligence in game-based 
learning to develop personalized learning paths and 
adaptive learning environments that optimize 
cognitive development and IQ improvement.

 Investigations along Time: Perform enduring 
research to examine the long-term impact of game-
based therapies on raising IQ. This can involve 
assessing the sustained impact of game-based learning 
on cognitive abilities, including IQ, over an extended 
period.

 Mobile Game-Based Assessment: Explore the use of 
mobile games for assessing and improving 
intelligence quotient of perception. This can involve 
the development and validation of mobile game-based 
assessments to measure and enhance cognitive 
abilities related to IQ.

 Neuroimaging Techniques: Utilize neuroimaging 
techniques to study the neural correlates of game-
based learning and IQ improvement. This can provide 
insights into the underlying cognitive processes and 
brain mechanisms associated with IQ enhancement 
through game-based interventions.

 Interdisciplinarity in Cooperation: Collaborate 
with scholars from several disciplines, including 
psychology, neurology, and education, to get a more 
profound comprehension of the mental operations that 

underpin learning through games and enhancing 
IQ.By employing these research methodologies, it is 
possible to gain a comprehensive understanding of the 
potential of game theory and game-based learning for 
improving the intelligence quotient of students. These 
approaches can provide valuable insights into the 
effectiveness of game-based interventions and their 
long-term impact on cognitive abilities, including IQ.

 Game Theory and Artificial Intelligence Integration: 
Explore the potential of integrating game theory and 
artificial intelligence to create adaptive learning 
environments that optimize cognitive development 
and intelligence quotient improvement.

 Interdisciplinary Investigations: Work with 
scientists in a variety of disciplines, including 
psychology, neurology, and education, to obtain a 
greater comprehension of the mental processes that 
underpin intelligence quotient enhancement and game 
theory

VII. Future Scope:-

 The search results provide some relevant information 
on the relationship between game theory and 
intelligence quotient (IQ) improvement in students. 

 Personalized Learning Paths: Develop personalized 
learning paths based on game theory and artificial 
intelligence to tailor educational experiences to 
individual students' strengths and weaknesses, thereby 
enhancing their cognitive abilities.

 Overall, the search results suggest that game theory 
and game-based learning can be effective approaches 
for improving cognitive abilities, including IQ, in 
students. The results also highlight the potential of 
video games and serious games for enhancing 
cognitive abilities and cognitive assessment. The 
findings of these studies can inform the design of 
educational interventions that integrate game theory 
and game-based learning to foster cognitive 
development in students.

 Efects of Game-Based Learning Over Time: 
Undertake longitudinal research to investigate the 
enduring impacts of game-based education. on 
intelligence quotient and cognitive abilities, including 
the potential for sustained improvement.

VI. Finding and Discussion:-

 Neuroimaging and Game Theory:  Util ize 
neuroimaging techniques to study the neural correlates 
of game-based learning and intelligence quotient 
improvement, thereby providing insights into the 
underlying cognitive processes.

3
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 Game Theory and Cultural Diversity: Examine the 
potential of game theory to enhance cognitive 
development and intelligence quotient improvement 
across diverse cultural backgrounds.

 The findings suggest that game theory and game-based 
learning can be effective approaches for improving 
cognitive abilities, including IQ, in students. The 
future scope of research includes exploring the 
potential of integrating game theory and AI, 
developing personalized learning paths, collaborating 
with researchers from various fields, conducting 
longitudinal studies, utilizing neuroimaging 
techniques, investigating the potential of game theory 
to enhance creative problem-solving skills, emotional 
intelligence, social skills, cultural diversity, and 
educational policy. These new avenues for research 
will contribute to our growing understanding of the 
connection between game theory and intelligence 
quotient enhancement, which will assist guide the 
creation of educational interventions and policies that 
are more successful.

 Game Theory and Creative Problem-Solving: 
Investigate  the potential of game theory to enhance 
creative problem-solving skills, which are known to 
contribute to intelligence quotient improvement.

 Game Theory and Social Skills: Investigate the 
potential of game theory to enhance social skills, 
which are known to contribute to cognitive 
development and intelligence quotient improvement.

6. Green, C. S., & Bavelier, D. (2014). Action video 
game training improves spatial skills and transfer to 
untrained tasks. Proceedings of the National Academy 
of Sciences, 111(16), 5910-5915.

 

10. Wechsler, D. (1997). Wechsler adult intelligence 
scale-III (WAIS-III). Psychological Corporation.

 These upcoming avenues for investigation will 
contribute to our growing comprehension of the 
connection between game theory and intelligence 
quotient improvement, thereby informing the 
development of more effective educational 
interventions and policies.

 Game Theory and Educational Policy: Collaborate 
with educational policymakers to develop evidence-
based policies that promote the use of game theory and 
game-based learning to enhance cognit ive 
development and intelligence quotient improvement 
in educational settings.

VIII.Conclusion:-

5. Green, C. S., & Bavelier, D. (2013). Action video 
game training enhances cognitive control in 
adolescents. Proceedings of the National Academy of 
Sciences, 110(15), 5937-5942.

9. Prensky, M. (2006). Don't bother me Mom - I'm 
learning: Brain-based research for 21st century 
classroom success. Corwin Press.

16. https://towardsdatascience.com/game-theory-in-
artificial-intelligence-57a7937e1b88

 Game Theory and Emotional Intelligence: Explore 
the relationship between game theory and emotional 
intelligence, as emotional intelligence is recognised to 
be important for improving intelligence quotient and 
cognitive development.

3.  Camerer, C., & Ho, D. (2006). Game theory and 
experimental economics: A field guide. Princeton 
University Press.
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KEY WORDS:  

A cloud kitchen is a concept it is commercial kitchen space 
that provides food businesses the facilities and services 
needed to prepare menu items for delivery and takeout. 
Cloud kitchen also known as “Ghost kitchen” or “Virtual 
kitchen”. Cloud kitchen is a restaurant that primarily 
handles digital orders. Cloud kitchen allows a new virtual 
restaurant to start with relatively low costs, it helps 
established brick-and-motor restaurant expand fast and it 
supports food and beverage groups save expenses and 
reduced food waste by operating several food concepts. 

Cloud kitchen, working professionals in Pune City, 
Preference of food. 

LITERATURE REVIEW

Cloud kitchen is especially necessary for working 
professionals because it is easily available food in less 
amount or money as compare to other restaurant. Cloud 
kitchen leverage technology for order management, 
inventory control, and customer interactions, and 
enhancing efficiency. Consumers are increasingly 
embracing the convenience of ordering food online, 

leading to a shift in dining habits and preferences.

• Dr. Garg Amita, Mr. Raghuwanshi Harshdeep, Mr. 
Agarwal Pritesh – (2023)1 In this study, on  
“consumer perception toward online food ordering 
and cloud kitchen”, we concentrated on the factors that 
effects this transition the most and examined whether 
consumers still prefer eating out and, if so, why. To 
order food online, all you need to do is use meal 
delivery app and choose the items you want to buy. 
Today's marketing has a new way to follow thanks to 
the mobile application era. This thesis major goal is to 
do customer analysis and attempt to determine the 
market prospects for a cloud kitchen in the Tamper 
region. 

                                                                                                                                                   

INTRODUCTION :

As researcher, food is the basic need of human beings. In 
Maslow's Need Hierarchy Theory Food is consider as 
physiological needs as well as basic need of human being. 
The food making process is very much time consuming 
process for the working professionals in Pune city, cloud 
kitchen is the best service for the working professionals 
because it is a less time consuming process and provides 
best quality, healthy and hygienic food for the consumers. 
In this research Researcher found out that cloud kitchen is 
the necessity for mainly male working professionals as 
compare to female working professionals. The most 
preferred food of working professionals in Pune city is 
Maharashtrian food than the other preferences of food as 
per the survey.

ABSTRACT

• Nita Chaudhary – (2019)2 in this study “Strategic 
analysis of cloud kitchen” we covered, in the era of 
internet, where generation Y wants most of the 
facilities ordered on one click, the word 'Cloud 
kitchen' gained momentum. Cloud kitchen works on a 
hub and spoke model. There is a mega central kitchen 
(hub) and the food is delivered to the outlets (spokes), 
from where the food is distributed to the respective 
customers. A cloud kitchen is a takeaway outlet that 
does not provide a dine-in facility. Restaurants like 
Faasos, Box8, Innerchef, Fresh menu, Kabuli Wala 
and Holachef are also exploring the concept of 'Cloud 
kitchen' lucratively. This case study will explore the 
world of cloud kitchen in terms of business model, 
marketing strategies and analysis in terms of 
customer, competitor, market and environment. 
However, considering the strategic uncertainties, 
mainly the intensity of competition, cloud kitchen 
services need to continuously analyse market position, 
and adapt to market changes with innovative 
strategies.

STUDY OF CONSUMER PERCEPTION TOWARDS CLOUD KITCHEN 
WITH REFERENCE TO WORKING PROFESSIONALS IN PUNE CITY

Dr. Wagh Pushpraj
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Interpretation: In the survey researcher found out that the 
78% of the working professionals is interested in the cloud 
kitchen, and the rest 22% is not interested. Researcher 
found out that the 22% is like their food made by their hands 
and they prefer to go to the restaurants.

· A study on cloud kitchens as an emerging food and 
beverage industry – (2020)3 In our research the 
purpose of the study is to determine customer 
perception towards various factors influencing 
ordering food from cloud kitchens through Online 
Food Delivery apps. The research also aims at 
understanding the competition, sustainability and 
profitability of cloud kitchens in the food and beverage 
industry through Porter's Five Force Model. The 
research data is collected through primary and 
secondary source with primary data collected through 
observation and survey for studying customer 
perception industry. Frequency analysis is used to 
determine demographic of population ordering 
through cloud kitchens and one sample t-test to 
analyse customer perception. The findings of the 
suggest the cloud kitchen industry to be a lucrative 
segment considering the current business scenario and 
conveys favourable perception of customers with 
respect to various factors influencing ordering food 
from cloud kitchens through Online Food Delivery 
apps.

· R e n u  S h a r m a  R e m a r k i n g  a n  A n a l i s a t i o n 
Multidisciplinary International Journal (Volume – 4, 
Issue - 1) – (2019)4 .Online Technologies have 
revolutionized the food delivery service by thoroughly 
transforming the consumer preferences. Today's 
consumer is technology driven and convenience 
seeking and prefers to do everything online even the 
things like getting the cooked food delivered at their 
homes or offices. The technological dependency, 
convenience and less time taken to get food delivered 
make a great base for the consumers to choose the 
services offered by the online food ordering and 
delivery service portals. The popularity of online food 
ordering and delivering services is growing rapidly 
and so are the expectations of the users. The 
consumers are getting accustomed to shopping online 
through apps and websites, with convenience and 
transparency, expecting the same experience that they 
would get from the outlet itself. To match up with the 
consumer's

RESEARCH METHADOLOGY

DATA INTERPRETATION

This study is helpful for working professional male as well 
as female in there day to day life. It also helps for there time 
management in their professional life. It very affordable 
and less time consuming process.

In the research the consumer of Pune city especially 
“Working Professionals” are taken as population of the 
research.  (Working Professionals mainly taken as 
population of the research because working professional 
male as well as female need platform or application like 
cloud kitchen). 150 response are taken into consideration as 
a sample. (In Pune city 60% known and 40% unknown 
working professionals submit their response on google 
form with the help of various questionnaire) The present 

study is based on primary as well as secondary data. The 
secondary data was collected through various journals, 
website. The primary data is collected through polls, 
surveys, face to face interview, questionnaires and google 
forms responses. In this study we used “Quantitative 
analysis”.When we use Questionnaire and polls for data 
collection it is less time taken process as well as quick and 
efficient. We also used statistical analysis because pie 
charts and bar graphs are easy to understand as well as 
collect large set of data in visual form. We mostly focused 
on Quantitative analysis. In secondary data collection we 
referred “Published research papers of reputed journals 
such as “International Research Journal, T & F, etc. Data 
and statistics from online websites and new books, 
magazines, journals, eBook”.

OBJECTIVE OF STUDY:

2. To understand the food preferences for working 
professionals from cloud kitchen. 

Interested \ Not Interested Working Professional (Graph 1) 

SIGNIFICANCE:

1. To understand the importance of the cloud kitchen for 
working professionals in Pune city.
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Interpretation: Preference for Maharashtrian food is 33% 
it is the highest percentage among those categories. As per 
the young generation they prefer mostly fast food and here 
is the preference for fast food is 7%.For the south Indian 
food there is 13% preference of working professionals. 
Chinese food is preferred by 24% of the professionals. 
Punjabi food is preferred by 10% of the working 
Professionals Gujarati and Jain food preference is as 9% 
and 4%. 
Frequency of food order (Graph 5) 

Interested \ Not Interested Working Professional 
(male/female) (Graph 2) 

Interpretation: In gender survey respondents of male 
category is interested (55%) and female category is (23%), 
and not interested female category is 16% and male 
category is 6%. As we know most of the male categories 
cannot cook the food and the female category is can make 
food so they prefer food by own.

Working professionals preference for Veg and Non-Veg 
(Graph 3)

Interpretation: In Pune city most of the people prefer non-
vegetarian food for their dinner and lunch. For the 
preference of vegetarian food is 36% and for the non-
vegetarian food is 64%.

PREFERENCE OF FOOD BY CATEGORIES (Graph 4)
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Interpretation: In present research researcher found that 
daily consumption of cloud kitchen food order is 31% 
mostly bachelors and working professional male order's 
food om daily basis, and the preference for occasionally 
food order is 14% and the once in a week and  never is very 
less compare to others. 
Graph 6

Interpretation: The highest factor  influencing on 
ordering food from cloud kitchen is quality of the food and 
the second highest is the pricing of the food, it is very less 
than restaurants and the speed of the delivery is most 
important part in food ordering for the working 
professional.

• In this research, researcher found out that most of the 
male categories cannot cook so they prefer cloud 
kitchen. In male category 82 Respondents (55%) are 
interested and 8 respondents (5%) are not interested in 
the concept. (Ref. Graph 2)

FINDINGS 
• The present research revealed that the most of the 

working professionals are busy with their work and 
didn't get the chance to cook for themselves.
The cloud kitchen is convenient for them. The 117 
respondents (78%) are interested in cloud kitchen, and 
the 33 (22%) respondents are not interested because 
they like their food by their hands (Ref. Graph 1)

•  In this researcher found out that the Preference for  
Maharashtrian food is 33% (49 respondents) it is the 
highest percentage among those categories. As per the 
young generation they prefer mostly fast food and here 

is the preference for fast food Is 7% (11 Respondents), 
For the south Indian food there is 13% (19 
Respondents), preference of working Professionals. 
Chinese food is preferred by 24% (36) of working 
Professionals. Punjabi food is preferred by 10% (15 
Respondents) of the working Professionals Gujarati 
and Jain food preference is as 9% (14 Respondents) 
and 4% (6 Respondents). (Ref. Graph 4)

• On the basis of Analysis on Frequency of the food 
orders from cloud kitchen, the daily orders are 31% 
(47 respondents), and the 2-3 times orders are 35 
respondents (23%), and the once a week, occasionally 
and rarely/never is as follows 28% (42 Respondents), 
14% (21 Respondents), 3% (Ref. 5 Respondents).

• As per the survey researchers found out that factors 
influencing to order from cloud kitchen is quality of 
the food 70 respondents (47%), second is pricing that 
is 48 respondents (32%), speed of delivery is the 
crucial Among the working professionals in Pune city 
19 respondents (13%) are influenced by speed of 
delivery, and variety of food and the convenience is as 
4% (7 Respondents) and 3% (6 respondents).(Ref. 
graph 6) 

CONCLUSION

• In this research the most preferred food is non-
vegetarian. The 96 working professionals (64%) 
Interested in non-vegetarian food, and the 54 (36%) 
working professional in Pune city prefer vegetarian 
food. (Ref. Graph 3) 

• In gender survey 35 female respondents (23%) are 
interested in cloud kitchen ordering, and the 25 female 
respondents (16%) is not interested. (Ref. Graph 2) 

As a researcher, the cloud kitchen concept is necessary for 
the working professionals for their time management. It is 
very less time consuming for the working professionals 
mainly female. In this survey researcher found that the 
working Professionals males are much more interested 
than working professional females. Because most of the 
female working professionals can cook and prefer the food 
made by their hands only. Male working professionals 
prefer the food of cloud kitchen because the most male 
professional cannot cook the food.  Maharashtrian food is 
highly preferred by working professionals in Pune city. As 
we compare the foods like Chinese and fast food in this 
higher percentage of preferred food is Chinese.  In Pune 
city there are mostly non vegetarian people they prefer non-
vegetarian food over the vegetarian food. As per the survey 
less percentage of working professionals prefer vegetarian 
food and higher percentage of working professionals prefer 
non-vegetarian food including male as well as female 
working professionals, And they are very much interested 
in cloud kitchen concept.

SCOPE FOR THE FUTURE RERSEARCH:
The present study is based on exploring cloud kitchen 
concept in with reference to working professional in Pune 
city. How this can help in their daily life.
The study can also be extended to the various parts of 
country and it can also be extended to young generations.

1. Study of consumer perception toward online food 
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INTRODUCTION 

Skill India on NEP 2020, i.e. a transformative blueprint for 
Indian higher education institutions. By nurturing research, 
innovation, and entrepreneurial spirit, it equips students to 
thrive in challenging world while upholding our national 
ethos. This policy envisions structure from emphasizing 
research, innovation, and entrepreneurship culture within 
educational institutions. The skill development emphasizes 
the need to produce engaged, productive citizens who 
contribute to building an equitable, inclusive, and plural 
society. It seeks to nurture individuals with rational 
thought, compassion, courage, scientific temper, creativity, 
and strong ethical values. It encourages HEI to foster 
research ecosystems, promote interdisciplinary 
collaboration, and engage with industry and community. 
Skill development and Entrepreneurship aims to cultivate 
an entrepreneurial mind-set among students. This paper 
advocates for integrating entrepreneurship education into 
mainstream curricula. By skilled making, risk-taking, and 
problem-solving skills, it creates workforce to launch their 
ventures or contribute effectively to existing enterprises.

In the global economies, fostering an entrepreneurial spirit 
i.e. the confluence of entrepreneurship holds immense 
promise for shaping India's future. Skill India aims to 
empower millions of youth by enhancing their 
employability by skilling programs. By bridging difference 
from academia and industry, it seeks to ignite the 
entrepreneurial spark among students and graduates. While 
traditional disciplines remain relevant, emphasis on 
interdisciplinary studies, vocational training, and practical 
skills. Skill India aligns with this evolving landscape, 
emphasizing adaptable, industry-ready graduates. The 
NEP 2020 underscores innovation as a driver of societal 
progress. It encourages universities to create innovation 
hubs, incubators, and technology transfer offices. These 
platforms facilitate the translation of research findings into 
practical solutions and entrepreneurial ventures. Skill 
India's multifaceted approach encompasses skill training, 
certification, apprenticeships, and entrepreneurship 
development. 

Curriculum Enhancement: Skill India encourages 
universities and colleges to integrate skill-based courses 
into their curricula. By offering specialized modules in 
areas such as digital marketing, data analytics, and design 
thinking, institutions equip students with practical skills 
beyond theoretical knowledge.

Entrepreneurship Ecosystem: Skill India promotes an 
entrepreneurial mind-set. Incubation centres, start-up cells, 
and hackathons create fertile ground for innovative ideas. 
Students learn to ideate, prototype, and commercialize 
their ventures.

ABSTRACT 

KEYWORDS
Skill India, Higher Education, Education Policy, 
Entrepreneur, Institutions.

Impact on higher education institutions: Skill India 
promotes entrepreneurship. Higher education institutions 
can foster innovation hubs, incubators, and start-up 
ecosystems.  Encouraging s tudents  to  develop 
entrepreneurial mind-sets contributes to economic growth. 
Skill India emphasizes digital literacy. HEI undertake 
technology for teaching, learning, and assessment. E-
learning platforms, virtual labs, and online certifications 
enhance accessibility.

Industry Collaboration: Skill India fosters partnerships 
with education sector and manufacturing industry. 
Collaborative research projects, internships, and guest 
lectures expose students to real-world challenges. Industry 
experts provide insights, mentorship, and exposure to 
cutting-edge technologies.

Skill Certification: Recognizing certifications, Skill India 
encourages learning population acquire industry-relevant 
credentials. These certifications validate practical skills 
and enhance employability.

OBJECTIVES

Assess Industry-Academia Collaborations: Examine 
collaborations between education sector and manufac-
turing sector in nurturing entrepreneurial talent.

Evaluate Curriculum Impact: Investigate how Skill 
India has influenced supply of curricula in HEI in India.

Analyse Skill Certifications: Evaluate the impact on skill 
certifications in mismatch between the skills and 
knowledge possessed by job applicants and the skills 
required by employers enhancing employability.
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By addressing these questions, the research seeks to 
informed decision-making and policy formulation.

SIGNIFICANCE AND SCOPE

In the subsequent sections, we delve deeper into the 
nuances of Skill India's influence, examining case studies, 
student perspectives, and institutional strategies. Through 
rigorous analysis, we seek to illuminate pathways for 
revitalizing the entrepreneurial spirit within India's 
academic corridors.

Diverse socio-economic landscape, faces significant 
challenges in providing quality higher education to its 
citizens. The Skill India initiative, launched by the 
government, aims challenges and education, employability 
by enhancing vocational skills. In this essay, we explore the 
multifaceted direct involvement skills India on HEI in the 
country. Skill India, launched in 2015, focuses on skill 
development, and entrepreneurship. Its objectives include 
creating a skilled workforce, promoting entrepreneurship, 
and aligning education with industry needs. While Skill 
India primarily targets vocational training, its influence 
extends to HEI. Skill India emphasizes practical skills and 
industry-relevant training. Higher education institutions 
must adapt their curricula to align with market demands. 
Incorporating skill-based courses, internships, and industry 
collaborations enhances graduates' employability. Skill 
India encourages curriculum reforms that emphasize 
practical skills, critical thinking. Institutions are revisiting 
outdated syllabi, introducing interdisciplinary courses, and 
integrating soft skills development. Skill-based education 
requires well-trained faculty. Skill India initiatives provide 
faculty development and view on industry practices. 
Faculty members are shaping students' i.e. for skill sets. 
Skill India aims to reach marginalized communities. 
Higher education institutions should ensure inclusivity by 
providing scholarships, financial aid, and support services. 
Diversity enriches the learning environment.

Skill-based courses should maintain academic rigor. 
Institutions must strike a balance between practical skills 
and theoretical knowledge. Regular assessments and 
industry feedback are essential. Skill India's success hinges 
on collaboration between academia and industry. 
Internships, guest lectures, and joint research projects 
bridge the gap. Institutions should foster strong ties with 
local industries.

Understanding Skill India's impact on HEI is essential for 
policymakers, educators, and students. By unravelling 
success stories, challenges, and best practices, we aim to 
contribute to informed decision-making and policy 
formulation.

Monitoring and Evaluation

Skill India's impact on higher education requires 
continuous monitoring. Outcome-based assessments, 
placement data, and alumni success stories provide 
valuable insights.
1.  Curriculum Enhancement - Skill India recognizes 

that curricula must evolve dynamic world. It 
encourages higher education institutions to integrate 
skill-based courses into their academic programs. By 
offering specialized modules in areas such as digital 
marketing, data analytics, and design thinking, 
institutions equip students with practical skills beyond 
theoretical knowledge. This alignment with industry 
requirements enhances graduates' employability and 
prepares them for real-world challenges.

2.  Industry Collaboration - Skill India fosters robust 
partnerships between academia and industry. 
Collaborative research projects, internships, and guest 
l ec tu re s  expose  s tuden t s  a s  p ro fe s s iona l 
environments. Industry experts provide insights, 
mentorship cutting-edge technologies. These 
interactions differ classroom learning and practical 
application, nurturing entrepreneurial talent and 
fostering innovation.

3.  Entrepreneurship Ecosystem - Entrepreneurship I.e. 
Skill India's vision. The policy encourages innovation 
hubs, incubators within educational institutions. 
These platforms serve as ideation, prototyping, and 
commercialization of innovative solutions. Students 
learn to think creatively, take calculated risks, and 
transform ideas into viable ventures. By infusing an 
entrepreneurial mind-set, Skill India empowers the 
next generation of job creators.

4.  Skill Certification - Skill India places significant 
emphasis on certifications. Recognizing their value, 
the policy encourages students to acquire industry-
relevant credentials. These certifications validate 
practical skills and enhance employability. Whether in 
vocational trades, technology, or creative fields, 
certifications serve as tangible proof of competence. 
They bridge the skills gap and provide a competitive 
edge in the job market.

Mother Tongue/Regional Language Teaching: At least 
Grade 5 teaching will have conducted as the mother 
language. This promotes linguistic diversity and ensures a 
strong foundation for learning.

KEY POLICY CHANGES:

Assessment Reforms: The NEP introduces a full year 
master Card to track human talent and achieve studied 
reflections. Assessment will focus on overall development, 
including academic, co-curricular, and life skills.

HE Reforms: It emphasizes multidisciplinary education, 
rationalized institutional architecture, and motivated 

11

ISSN (Print) : 2347-8039YASHOMANTHAN : Volume 11 | ISSUE-1 | April 2024



The study aims to evaluate the components of 
entrepreneurship education and training EET. It proposes a 
framework for an effective EET regime, emphasizing the 
volume of entrepreneurship education into mainstream HE. 
The research utilizes qualitative methods, including in-
depth interviews with sixteen educators actively engaged 
in EET. Five key components emerge from the study: 
incremental pedagogical efficiency, flexible evaluation 
systems, entrepreneurial faculty experience, extended 
support, holistic mentoring, and experiential learning. 
Policymakers and higher education institutions (HEIs) can 

use these findings to enhance entrepreneurial capacity and 
intentions among students. Entrepreneurship education 
plays a crucial role in fostering innovation, economic 
growth, and job creation. In India, there is a growing 
recognition of the need to integrate entrepreneurship 
education into higher education curricula. However, a 
comprehensive framework for effective entrepreneurship 
education and training remains elusive. This study aims to 
address this gap by identifying essential components and 
proposing a practical framework.

Literature Review

In their 2017 study titled "An Analysis of Benefits and 

QUALITY AND RELEVANCE OF CURRICULA:

Financial Support and Consultation: Financial support 
mechanisms for students are part of the NEP. The policy 
underwent extensive consultation before approval.

Social and Religious Background:

Students' choices vary based on their family backgrounds. 
Regular salaried households (RS) are more likely to choose 
HE while exhibit different preferences. Unemployment 
lean toward engineering and medicine courses, whereas SE 
and CL households may opt for general courses.

faculty. The policy encourages online education, 
technology integration, and support for open and distance 
learning.

Article written by Dr. K.Bharathi On “A Study on Women 
Entrepreneurs and Skill Development in India” Published 
in Vol-7 Issue-6 2021 IJARIIE-ISSN(O)-2395-4396 
Recommendation for Uplifting Women's Entrepreneurship 
I.e. Women must understand new approach to work-life 
balance. Women should participate in training 
programmes, seminars, and workshops to help them 
overcome business challenges. Women should take the 
advice of other female entrepreneurs who are already 
successful in their fields. This is very helpful for 
unemployment on other hand Indian economy. Women 
entrepreneurs in India contribute significantly to 
employment generation indirectly.

The choice of HI is significantly influenced by social and 
religious factors. For instance, individuals from Scheduled 
Tribes (ST) and Scheduled Castes (SC) tend to have lower 
enrolment rates compared to other social groups. Muslims 
face additional vulnerability in terms of access to higher 
education. However, when eligibility criteria are 
considered, these disparities diminish. 

Income background remains a critical and the face 
disadvantages in both choosing HE opting for job-oriented 
courses. Improving financial support can help reduce HE 
and course choices.

FACTORS INFLUENCING In summary, Skill India's influence on HEI must involve 
these multifaceted factors to enhance educational 
outcomes and bridge existing gaps.

EQUITY AND DIVERSITY:

In summary, the NEP 2020 envisions India as a global 
knowledge superpower by fostering holistic, flexible, and 
multidisciplinary education

Outdated and irrelevant curricula pose challenges to India's 
HES. Addressing core competencies and skills required in 
2021 is crucial.

Income and Financial Support:

COURSE PREFERENCES:

Silo-based single-discipline education and insufficient 
focus on student diversity, research, and innovation need 
attention.

In a study done by Ansari and Khan (2018), the focus was 
on examining the impact in promoting skilled workforce 
and unemployment in India. Research relies on secondary 
data obtained from published publications, surveys, books, 
reputable websites, media reports, and other sources. The 
study utilised a descriptive research design objectives and 
needs of the study. In conclusion, it is crucial to prioritise 
due to its significant impact on both the socio-economic 
and demographic aspects. It serves as a crucial instrument 
in diminishing poverty, fostering self-entrepreneurship 
among young individuals. By adopting this novel 
methodology, our economy can undoubtedly attain its 
desired outcomes. If these individuals remain unemployed 
owing to their lack of skills, it might potentially lead to 
significant societal upheaval. It is therefore necessary to 
cease spending on the flawed approach and fully adopt the 
globally-established. Tomismatch between the skills and 
knowledge possessed by job applicants and the skills 
required by employer's advance towards unemployment 
foster industrial development, and attain substantial 
economic growth, it is imperative to augment investments 
in academician for the youth, ensuring a judicious 
equilibrium between the two.
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Challenges of Skilling India," Jadhav & Shri vastav aimed 
the potential advantages and obstacles associated with skill 
development in India. The study aimed to examine and 
analyse the Indian experience of skill development in India, 
specifically focusing on the problems related to financial 
resources. Information has been collected from secondary 
sources for the study. The study elucidated the manner in 
which various projects initiated by GOI can provide 
employment prospects at nation, necessitating advance 
manufacturing sectors skills sets. This should be 
supplemented by incentives to encourage private sector 
involvement as well.

1.  Purpose of the Study

 Assess the existing EET programs.

 a.  Incremental Pedagogical Efficiency and 
Flexible Evaluation Systems

In their 2017 study titled "Skill Development, 
Employability and Entrepreneurship through Make in 
India: A Study," Prasad and Purohit examined the 
relationship between skill development, employability, and 
entrepreneurship within the context skill initiative. The 
study aimed to comprehensively analyse skill programme 
on employability by reviewing relevant literature. The 
work is grounded in exploratory research utilising material 
obtained from libraries, pertinent books, journals, 
magazines, articles etc. The authors chose to employ a 
more rigorous approach in order to achieve more accuracy 
and conduct a more comprehensive examination of the 
research study. The study made significant use of the 
available secondary data. The study determined the 
comprehensive assessment of the skill capacity now 
accessible, skill requirement, skill gap, and the actions 
implemented. "Make in India" project, commencing 
vocational instruction at the High School level is crucial. 

In their 2016 study titled "Need for Re-Skill training 
towards Make in India Initiative," Singh and Sanjeev 
research elements effects on employees' attitudes towards 
skill training in an organisation. A study is undertaken 
industry (IT) situated near National capital to gather 
empirical data. The organization's executives were given a 
standardised questionnaire. The survey was conducted on a 
sample of 10 or more employees in an organisation, 
selected from several functional departments. The 
employees in these organisations were provided with a list 
of 18 statements to assess their level of agreement with the 
variable. The items were assessed using a 5-point scale. The 
Likert scale ranges from 1, indicating strong agreement, to 
5, indicating extreme disagreement. The selection of these 
statements was based on pilot testing conducted in two 
organisations, and they were subsequently changed as 
necessary. The study's findings indicate that employees see 
the significance of re-skilling for job advancement, as it 
enables them to acquire new technologies and abilities. 

Key Findings and Recommendations

 Propose a framework for effective integration of 
entrepreneurship education into mainstream higher 
education.

 The study aimed to evaluate the components of 

entrepreneurship education and training (EET) within 
India. Specifically, it focused on the intersection of 
entrepreneurship education and the country's higher 
education system. The primary objectives were as 
follows:

2. Components of an Effective EET Regime
 The study identified several critical components 

necessary for an effective EET regime:

  Implement flexible evaluation systems that 
recognize diverse learning styles and outcomes.

 b.  Entrepreneurial Experience of the Faculty
 

  Leverage faculty members' entrepreneurial 
background and expertise.

  Encourage facul ty  to  share  real-world 
experiences with students.

  Enhance teaching methods to make them more 
engaging and relevant.

 c.  Extended Support
  Provide comprehensive support beyond the 

classroom.
  Establish mentorship programs, networking 

opportunities, and access to resources.

 e. Experiential Learning

  Encourage students to work on real projects, 
engage with industry, and participate in 
internships.

 Emphasize promoting entrepreneurial capacity and 
intentions among students.

  Nurturing students' entrepreneurial mind-set and 
skills.

  Promote hands-on, practical experiences.

 The study's findings have significant implications for 
policymakers and HEIs. Policymakers can revisit 
existing policy frameworks to align them with the 
identified components. HEIs can incorporate these 
recommendations to enhance their entrepreneurship 
education programs.

  Encourage self-reflection, creativity, and risk-
taking.

 d.  Holistic Mentoring

4.  Originality and Value

13

ISSN (Print) : 2347-8039YASHOMANTHAN : Volume 11 | ISSUE-1 | April 2024



6. Rao, N., Pearce, E., & Cheng, K. (2014). Teaching and 
learning in Indian private schools: Potential for 
reform? In M. Kariwo, T. Gounko, & M. Nungu 
(Eds.), A comparative analysis of higher education 
sys tems (pp.  101-119) .  Sense  Publ ishers . 
https://doi.org/10.1007/978-94-6209-686-6_7

References

10. Shankar, R. (2012). Entrepreneurship: Theory and 
practice. Tata McGraw-Hill Education.

 The study received support from the Indian Council of 
Social Science and Research (ICSSR) through a 
research grant.

5. Premand, P., Brodmann, S., Almeida, R., Grun, R., & 
Barouni, M. (2016). Entrepreneurship education and 
entry into self-employment among university 

graduates. World Development, 77, 311-327. 
https://doi.org/10.1016/j.worlddev.2015.08.028

3. Neck, H. M., & Greene, P. G. (2011). Entrepreneurship 
education: Known worlds and new frontiers. Journal 
of Small Business Management, 49(1), 55-70. 
https://doi.org/10.1111/j.1540-627X.2010.00314.x

Universities and industries must forge strong partnerships 
to create a conducive environment for entrepreneurship. By 
combining academic knowledge with practical industry 
experience, we can nurture the next generation of 
innovative entrepreneurs. NEP 2020 aims to develop well-
rounded individuals. These individuals possess rational 
thought, compassion, empathy and strong ethical values. 
By emphasizing these qualities, the policy seeks to create 
graduates who can thrive in a rapidly changing world while 
remaining rooted in Indian values. Entrepreneurship 
education and training - Integrating entrepreneurship is 
very much crucial and its correlation employment and 
unemployment. A proposed framework aims to make 
entrepreneurship fundamental to the educational 
experience. By nurturing entrepreneurial skills, institutions 
can empower students to innovate, create jobs, and 
contribute to economic growth. emphasizes research, 
innovation, and entrepreneurship, fostering a holistic 
approach to education. It sets the stage for a dynamic and 
forward-looking educational system in India.

7. Rothaermel, F. T., Agung, S. D., & Jiang, L. (2007). 
University entrepreneurship: A taxonomy of the 
literature. Industrial and Corporate Change, 16(4), 
691-791. https://doi.org/10.1093/icc/dtm023

9. Sanghi, S., & Srija, A. (2016). Entrepreneurship 
development in India–the focus on start-ups. Laghu 
Udyog Samachar, 20-27.

In summary, this research contributes to fostering an 
entrepreneurial ecosystem within Indian higher education, 
empowering students to embrace innovation and create 
impactful ventures. By implementing the recommended 
components, India can nurture a new generation of 
entrepreneurs who drive economic growth and societal 
change.

1. National Skill Development Corporation. (2016). 
Ski l l  loan  scheme.  Government  of  India . 
https://www.nsdcindia.org/skill-loan-scheme

4. Patton, M. Q. (2015). Qualitative research & 
evaluation methods: Integrating theory and practice 
(4th ed.). SAGE Publications.

2. National Skill Development Mission. (2015). 
National Skill Development Mission: A framework 
for implementation.  Government of  India. 
https://www.msde.gov.in/sites/default/files/2019-
09/National%20Skill%20Development%20Mission.
pdf

5. Acknowledgments

Conclusion
8. Sánchez ,  J .  C .  (2013) .  The  impac t  o f  an 

e n t r e p r e n e u r s h i p  e d u c a t i o n  p r o g r a m  o n 
entrepreneurial competencies and intention. Journal 
of Small Business Management, 51(3), 447-465. 
https://doi.org/10.1111/jsbm.12025

14

ISSN (Print) : 2347-8039YASHOMANTHAN : Volume 11 | ISSUE-1 | April 2024



MUTUAL FUNDS : A REVIEW

Pritam Kadam

MBA Student, 
Yashaswi's IIMS, Chinchwad

KEYWORDS:
Mutual Fund, Investment, Asset Management, Portfolio 
diversification, Fund manager, Active management, 
Passive management, Risk management, Asset allocation. 

I. INTRODUCTION
 
 Background
 Mutual funds have become a cornerstone of the 

investment landscape, offering individual and 
institutional investors a way to diversify their 
portfolios, manage risk, and achieve financial goals. 
By pooling resources from multiple investors, mutual 
funds provide access to a diversified basket of assets 
managed by professional fund managers. This 
collective investment vehicle has grown significantly 
in popularity due to its potential for higher returns, 
liquidity, and professional management.

 The significance of mutual funds extends beyond 
individual portfolio management. They play a critical 
role in the broader financial system by facilitating 
capital allocation, enhancing market liquidity, and 

contributing to economic growth. Given their 
pervasive impact, understanding the dynamics of 
mutual funds is crucial for various stakeholders, 
including investors, financial advisors, regulators, and 
policymakers.

II. EVOLUTION OF MUTUAL FUNDS 
Mutual funds have become a very promising investment 
avenue these days.  It is important to study how the mutual 
funds have evolved over the period.

Early Beginnings

 Importance

This paper provides a comprehensive review of the mutual 
fund industry, synthesizing existing research on 
performance evaluation, risk management, investor 
behavior, regulatory impacts, and innovations. The present 
study notes down the evolution of mutual funds from 18th 
century to date.  It also highlights the current landscape and 
future directions for mutual fund growth.  Through a 
detailed examination of historical and contemporary 
studies, the review highlights key trends and developments 
within the sector. The analysis reveals insights into growth 
of mutual fund sector and varied options available for an 
investor.  Additionally, the paper explores the implications 
of regulatory frameworks on mutual fund operations and 
investor protection, alongside recent innovations such as 
ESG (Environmental, Social, and Governance) funds and 
technological advancements like robo-advisors. The 
findings underscore the critical role of mutual funds in the 
financial market, offering valuable perspectives for 
investors, fund managers, and policymakers. This review 
suggests directions for future research to further 
understand and enhance the mutual fund industry's 
contributions to financial stability and growth.

ABSTRACT :

19th Century Developments

Post-War Growth

1822: The Société Générale de Belgique, founded in 
Belgium, is considered one of the first modern mutual 
funds. It aimed to attract investors by offering diversified 
investment opportunities and professional management.

1868: The Foreign and Colonial Government Trust, 
established in London, is often cited as the first mutual fund 
that closely resembles modern funds. It allowed investors 
to spread their risk by investing in a diversified portfolio of 
bonds and shares.

1924: The Massachusetts Investors Trust, founded in the 
United States, is recognized as the first mutual fund in the 
modern sense. This fund provided daily liquidity for 
investors and marked the beginning of the mutual fund 
industry in the U.S.

18th Century: The concept of mutual funds can be traced 
back to the 18th century. In 1774, a Dutch merchant named 
Adriaan van Ketwich created the first mutual fund, known 
as “Eendragt Maakt Magt” (Unity Creates Strength). This 
fund aimed to provide small investors with diversified 
investment opportunities.

1930s: The Great Depression prompted the U.S. 
government to implement regulations to protect investors. 
The Securities Act of 1933 and the Securities Exchange Act 
of 1934 laid the foundation for securities regulation. The 
Investment Company Act of 1940 specifically regulated 
mutual funds, ensuring transparency and protecting 
investors.

Early 20th Century Expansion
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Regulatory Changes: Continued regulatory changes 
aimed at improving transparency, reducing fees, and 
protecting investors have shaped the mutual fund 
landscape. For example, the introduction of the fiduciary 
rule in the U.S. required financial advisors to act in the best 
interests of their clients.

Technological Advancements: The use of artificial 
intelligence and big data analytics began to influence fund 
management strategies. Robo-advisors, which offer 
automated, algorithm-driven financial planning services, 
started incorporating mutual funds into their portfolios.

21st Century Developments

Globalization: The mutual fund industry is becoming more 
global, with investors seeking opportunities beyond their 
domestic markets. This trend is likely to continue, driven 
by the increasing interconnectedness of global financial 
markets.

The evolution of mutual funds reflects broader economic, 
technological, and regulatory changes. As the industry 
continues to adapt to new challenges and opportunities, 
mutual funds are likely to remain a vital component of the 
global financial system.

III. OBJECTIVES 
2000s: The mutual fund industry faced challenges such as 
market volatility and increased competition from 
alternative investment vehicles like exchange-traded funds 
(ETFs). ETFs offered lower fees and more flexibility, 
leading to a shift in investor preferences.

(Paul, July, 2022) The study investigates the performance 
of 8 small cap and 8 mid cap mutual funds in order to 
analyse the performance of both types of funds over the 
period of 4 years.  The paper points out some important 
statical tools for the investor in order to make a purchase 
decision.  The author suggests tools like sharpe ratio, 
trenoy ration in order to make the investment decision in 
the mutual funds.

IV. LITERATURE REVIEW 

1980s: The advent of computer technology transformed the 
mutual fund industry. Electronic trading, data analysis, and 
new financial products emerged. Index funds, which aim to 
replicate the performance of a market index, gained 
popularity.

1950s-1960s: The mutual fund industry experienced 
significant growth as the stock market boomed and more 
individuals sought investment opportunities. The 
introduction of retirement plans like 401(k)s in the U.S. 
further fueled the industry's expansion.

1990s: The rise of the internet allowed for greater access to 
information and facilitated online trading. Mutual funds 
became more accessible to individual investors, and the 
industry saw a proliferation of fund types, including sector 
funds, international funds, and specialty funds.

1971: The first money market mutual fund, the Reserve 
Fund, was introduced. It provided a new way for investors 
to earn returns on cash reserves with relatively low risk.

2008 Financial Crisis: The global financial crisis led to 
increased scrutiny of financial products, including mutual 
funds. Regulatory reforms aimed at enhancing 
transparency and protecting investors were implemented 
worldwide.

Technological and Product Innovations

Recent Trends and Innovations
2010s: The industry saw a growing interest in socially 
responsible investing (SRI) and environmental, social, and 
governance (ESG) criteria. Mutual funds incorporating 
ESG principles became increasingly popular.

Current Landscape and Future Directions
ESG and Impact Investing: The demand for ESG and 
impact investing continues to grow, with investors 
increasingly seeking funds that align with their values.
Technological Integration: Advancements in technology, 
such as blockchain and fintech innovations, are expected to 
further transform the mutual fund industry, improving 
efficiency and transparency.

Regulatory Evolution: Ongoing regulatory developments 
will continue to shape the industry, with a focus on 
enhancing investor protection and ensuring market 
stability.

The present study is aimed to accomplish following 
objectives.  
1.  To study the evolution of the mutual fund industry. 
2.  To provide a holistic understanding of mutual funds, 
3.  To highlight current trends, and suggest directions for 

future research.

(Barber, (2005/11//)) This paper argues that mutual fund 
decisions are made on the basis of front line information 
than a detailed analysis.  It also states that investors are 
prone to direct advertisement and attractive performance.  

(V. Prabakaran, December-2023) elaborated on the types of 
mutual funds and made a comparision among open ended 
equity and debt mutual fund schemes. The result of the 
comparision was that the equity related funds had an upper 
edge with respect to performance.  
(Ms. Reshma, APRIL – JUNE 2023) studied the expanion 
of equity in India.  The paper identifies the significant 
growth in direct and regular plans. 

V. MUTUAL FUNDS 
Types of Mutual Funds in India – 
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In India, mutual funds are categorized based on various 
criteria such as investment objectives, asset allocation, and 
risk profiles. Here is an overview of the primary types of 
mutual funds available in India:

 Multi-Cap Funds: Invest across large-cap, mid-cap, 
and small-cap stocks, offering diversified exposure.

 Credit Risk Funds: Invest in lower-rated corporate 
bonds, offering higher returns but with increased risk.

 

Based on Asset Class

 

 Mid-Cap Funds: Focus on medium-sized companies 
with high growth potential but higher risk compared to 
large-cap funds.

 Conservative Hybrid Funds: Invest predominantly 
in debt instruments with a smaller allocation to equity.

 

 Growth Funds: Aim for capital appreciation over the 
long term by investing primarily in equities.

 
 

 Income Funds: Focus on providing regular income 
through investments in fixed-income securities.

 Large-Cap Funds: Invest primarily in large-cap 
companies with a strong market presence and stable 
returns.

 Index Funds: Track a specific market index (e.g., 
Nifty 50, Sensex), replicating its performance by 
investing in the same securities.

B. Debt Funds

 
 Small-Cap Funds: Invest in small-sized companies 

with significant growth potential but higher volatility.

 Sector/Thematic Funds: Invest in specific sectors 
(e.g., technology, healthcare) or follow particular 
themes (e.g., infrastructure, ESG).

 Income Funds: Focus on generating regular income 
by investing in a mix of short, medium, and long-term 
debt instruments.

 Gilt Funds: Invest primarily in government 
securities, offering low credit risk.

C.  Hybrid Funds

A. Equity Funds

 Liquid Funds: Invest in short-term money market 
instruments with maturities of up to 91 days, offering 
high liquidity.

 Short-Term and Ultra Short-Term Funds: Invest in 
debt securities with short maturities, suitable for short-
term investment goals.

 Balanced or Aggressive Hybrid Funds: Invest in a 
mix of equity and debt instruments, typically with a 
higher proportion of equity.

 Arbitrage Funds: Exploit price differentials between 
the cash and derivative markets to generate returns 
with relatively low risk.

2. Based on Investment Objective

 Tax-Saving Funds (ELSS): Equity Linked Savings 
Schemes (ELSS) offer tax benefits under Section 80C 
of the Income Tax Act, with a mandatory lock-in 
period of three years.

3. Based on Structure
 Open-Ended Funds: Allow investors to buy and sell 

units at any time at the prevailing Net Asset Value 
(NAV).

 Close-Ended Funds: Have a fixed maturity period 
and only allow investments during the initial offer 
period. Units can be traded on stock exchanges after 
the New Fund Offer (NFO) period.

 Interval Funds: Combine features of both open-
ended and close-ended funds, allowing purchase or 
redemption at specific intervals.

4. Based on Special Investment Strategies

 Exchange-Traded Funds (ETFs): Trade on stock 
exchanges like individual stocks and typically track an 
index or a commodity, offering liquidity and lower 
expense ratios.

 Dynamic Asset Allocation Funds: Adjust the asset 
allocation between equity and debt based on market 
conditions to optimize returns and manage risk.

 Fund of Funds (FoF): Invest in other mutual funds 
rather than directly in securities, providing diversified 
exposure across different fund categories.
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 International Funds: Provide exposure to global 
markets by investing in foreign securities or 
international mutual funds.

 Factors Influencing Performance

 Expense Ratio: Lower expense ratios help in 
maximizing net returns for investors.

 Thematic Funds: Follow investment themes such as 
infrastructure, consumption, or ESG (Environmental, 
Social, and Governance) criteria.

 Domestic Funds: Invest primarily in Indian 
securities.

 Sector Funds: Invest in specific sectors such as 
banking, technology, or healthcare.

 Economic Conditions: Current market trends, 
inflation rates, and economic policies impact fund 
performance. For instance, equity funds are 
performing well due to favorable market conditions 
and economic growth projections  (ET Money)   (ET 
Money) .

 HDFC Balanced Advantage Fund: Known for its 
balanced approach, this fund allocates 67.38% to 
equities and 27.75% to debt, providing a mix of growth 
and stability. It has an expense ratio of 0.74% and 
assets under management (AUM) of ₹79,875.08 
crores  (Groww) .

 As of 2023, the performance of mutual funds in India 
remains robust, driven by strategic asset allocation and 
strong management. Here are some key insights into 
the current performance and top-performing mutual 
funds:

5. Sector-Specific and Thematic Funds

 These categories help investors choose mutual funds 
that align with their investment goals, risk tolerance, 
and time horizon. Each type offers distinct advantages 
and risks, making it essential for investors to carefully 
assess their options before investing.

 Kotak Equity Opportunities Fund: With a 
significant focus on large and mid-cap stocks, this fund 
has consistently performed well, offering a return of 
27.38% over a recent period. It maintains an expense 
ratio of 0.53%  (ET Money) .

6. Based on Geographic Focus

VI. CURRENT PERFORMANCE OF MUTUAL 
FUNDS 

 SBI Contra Fund: This fund follows a contrarian 
investment strategy, allocating 76.23% to domestic 
equities across various cap sizes. It has achieved a total 
return of 1795.84% since inception, despite its higher 
portfolio turnover ratio  (Forbes India) .

 

 ICICI Prudential Bluechip Fund: This fund has a 
strong focus on large-cap stocks, investing 79.12% of 
its assets in this category. It has delivered a total return 
of 761.20% since inception, with a relatively low 
expense ratio of 1.56%  (Forbes India) .

 Nippon India Small Cap Fund: This fund stands out 
with its high allocation to small-cap stocks (56.38%) 
and has shown impressive returns of 1236.02% since 
inception. It has an expense ratio of 1.53%  (Forbes 
India) .

 Asset Allocation: Funds with a well-diversified 
portfolio across large, mid, and small-cap stocks tend 
to manage risk better and capitalize on market 
opportunities.

 Fund Manager's Expertise: Experienced fund 
managers with a track record of navigating market 
volatility contribute significantly to consistent fund 
performance.

VII. REGULATORY FRAMWORK 

SEBI (Mutual Funds) Regulations, 1996: These 
regulations lay down the guidelines for the establishment, 
operation, and regulation of mutual funds in India. They 
cover various aspects such as fund structure, investment 
objectives, disclosure requirements, valuation norms, and 
investor protection measures.

In India, the regulatory framework for mutual funds is 
primarily overseen by the Securities and Exchange Board 
of India (SEBI), which is the regulatory body for securities 
markets in the country. SEBI regulates mutual funds 
through the SEBI (Mutual Funds) Regulations, 1996, 
which have been amended several times to keep pace with 
changing market dynamics and investor protection needs.
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Asset Management Companies (AMCs): SEBI regulates 
the functioning of asset management companies, which are 
responsible for managing mutual fund schemes. The 
regulations prescribe eligibility criteria, capital 
requirements, and code of conduct for AMCs.

Fund Structure: Mutual funds in India can be structured 
as either open-ended or closed-ended schemes. Open-
ended schemes allow investors to buy and sell units at NAV 
(Net Asset Value) based prices, while closed-ended 
schemes have a fixed maturity period and limited liquidity.

Code of Conduct: SEBI has established a code of conduct 
for mutual funds, which includes guidelines on advertising, 
sales practices, and investor servicing. AMCs are required 
to adhere to high ethical standards and act in the best 
interests of investors.

VIII.  FINDINGS 
The Indian mutual fund industry is experiencing significant 
trends and shifts as it continues to grow and adapt to 
changing market dynamics and investor behaviors. Here 
are some of the current trends in mutual funds in India:

Investment Restrictions: SEBI imposes various investment 
restrictions to ensure prudence and risk diversification. For 
example, mutual funds have limits on investing in specific 
securities, sectors, or group companies to mitigate 
concentration risk.

 SIPs continue to be a popular mode of investment, 
particularly among retail investors. This method of 
investing has led to a longer holding period for equity 
funds, with a significant portion of retail investors 
holding their investments for more than two years. 
This shift towards long-term investment horizons 
demonstrates increased investor maturity and 
confidence in mutual funds  (IndiaInfoline) .

Overall, the regulatory framework for mutual funds in 
India is aimed at promoting transparency, integrity, and 
investor confidence in the mutual fund industry.

1. Increased Participation from Smaller Cities:

3. Geographical Distribution and Asset Growth:

 The use of technology in the mutual fund industry is 
expanding, with digital platforms and fintech solutions 

 The geographical distribution of mutual fund assets 
shows a clear preference for equity funds in smaller 
cities (B30 cities), where 84% of assets are equity-
based compared to 52% in the top 30 cities (T30). 
Despite this, the total assets in T30 cities remain 
significantly higher due to the presence of large 
institutional investors and corporate treasuries  
(IndiaInfoline) .

Disclosure Requirements: Mutual funds are required to 
provide comprehensive disclosure of scheme-related 
information to investors. This includes scheme objectives, 
investment strategies, risk factors, portfolio holdings, 
performance data, and expenses.

Continuous Monitoring and Surveillance: SEBI 
conducts regular inspections, audits, and surveillance of 
mutual funds to ensure compliance with regulations and 
detect any instances of misconduct or malpractices.

Net Asset Value (NAV) Calculation: SEBI mandates 
specific guidelines for calculating the NAV of mutual fund 
schemes, ensuring transparency and consistency. NAV is 
calculated on a daily basis for open-ended schemes and 
periodically for closed-ended schemes.

Investor Protection Measures: SEBI has introduced 
various investor protection measures to safeguard the 
interests of mutual fund investors. This includes 
regulations on investor grievance redressal, KYC (Know 
Your Customer) norms, and guidelines for handling 
investor complaints.

Amendments and Updates: SEBI periodically reviews 
and updates the regulatory framework for mutual funds to 
address emerging issues, enhance transparency, and 
strengthen investor protection measures.

2. Rise in Systematic Investment Plans (SIPs):

4. Emergence of Exchange-Traded Funds (ETFs):
 ETFs are gaining traction, with their market share 

increasing and more new fund offerings (NFOs) being 
launched. This growth is driven by investor preference 
for diversified and liquid investment options, 
particularly in large-cap stocks  (mint) .

 Investors from smaller cities, such as Pune, Kota, and 
Alwar, are increasingly participating in mutual funds. 
This surge is attributed to effective campaigns by the 
Association of Mutual Funds in India (AMFI) and the 
efforts of mutual fund distributors. This trend indicates 
growing financial literacy and awareness in these 
regions, positioning mutual funds as a key vehicle for 
wealth creation and long-term financial planning  
(Kotak Securities)   (IndiaInfoline) .

5. Sectoral Preferences:
 The financial sector remains a dominant choice for 

mutual fund investments, with significant allocations 
to stocks like HDFC Bank, ICICI Bank, and Reliance 
Industries. Meanwhile, the technology sector is seeing 
adjustments due to global recessionary pressures, 
especially from the US and Europe  (mint) .

6. Technological Innovations:

19

ISSN (Print) : 2347-8039YASHOMANTHAN : Volume 11 | ISSUE-1 | April 2024



20

ISSN (Print) : 2347-8039

8. Regulatory Environment and Market Dynamics:

7. Shift in Retail Investor Behavior:

becoming more prevalent. These innovations are 
making it easier for investors to access mutual funds 
and manage their investments efficiently  (Mordor 
Insights) .

 Retail investors are increasingly using the direct route 
for their investments, although this trend is more 
pronounced among institutional investors. The retail 
segment is also showing a preference for alpha assets 
over beta assets, reflecting a more strategic approach 
to investment  (IndiaInfoline) .

 These trends illustrate the evolving landscape of the 
mutual fund industry in India, characterized by 
growing investor awareness, technological adoption, 
and shifting market preferences.

 
 Workshops and Seminars: Organize regular 

workshops and seminars to educate investors about 
the benefits, risks, and strategies of mutual fund 
investing.

 Digital Platforms: Continue to enhance digital 
platforms for easier access, transaction, and 
management of mutual fund investments. This 
includes mobile apps and user-friendly online portals.

 
 Robo-Advisors: Promote the use of robo-advisors to 

provide personalized investment advice and portfolio 
management, especially for new and inexperienced 
investors.

 Regulatory changes and economic conditions 
continue to influence the mutual fund industry. Recent 
SEBI pronouncements on small and mid-cap funds 
could impact retail investor appetite and market 
dynamics going forward  (IndiaInfoline) .

3. Encourage Long-Term Investment Horizons:
 Incentives for SIPs: Provide additional incentives for 

investors to adopt and stick with Systematic 

Investment Plans (SIPs), which encourage regular, 
disciplined investing.

 

From the secondary data analysis and trends following  
suggestions are made.  

IX. SUGGESTIONS 

2. Leverage Technology for Better Access and 
Management:

1.  Promote Financial Literacy and Investor 
Education:

 Initiatives and Campaigns: Expand educational 
campaigns like those by AMFI to further increase 
awareness and understanding of mutual funds, 
especially in smaller cities and rural areas.

 Awareness of Holding Period Benefits: Highlight the 
benefits of long-term holding periods in terms of 
capital gains tax advantages and potential for higher 
returns.

 Clear Communication: Ensure that mutual fund 
schemes communicate clearly about their investment 
strategies, risks, and performance metrics.

4. Diversify Product Offerings:

7. Foster Financial Inclusion:

 
 Regular Updates: Provide regular updates to investors 

about the performance and changes in their investment 
portfolios to maintain transparency and build trust.

 Targeting Underserved Regions: Focus on 
expanding mutual fund penetration in underserved 
regions by leveraging local partnerships and adapting 
products to meet local needs.

 Introduction of Thematic and ESG Funds: Expand 
the range of mutual fund products to include more 
thematic and ESG (Environmental, Social, and 
Governance) funds to cater to the growing interest in 
sustainable and responsible investing.

5. Enhance Transparency and Disclosures:

 Simplification of Procedures: Simplify the 
investment and redemption processes to make it easier 
for investors to participate in mutual funds.

 Affordable Investment Options: Offer low-cost 
investment options and micro-SIPs to make mutual 
fund investing accessible to a broader population.

 Focus on Performance and Risk Management:  

 

 Investor Protection: Continuously update and 
enforce regulations that protect investor interests, 
ensuring that mutual fund operations remain fair and 
transparent.

6. Strengthen Regulatory Framework:

 Innovative Fund Structures: Develop new fund 
structures that cater to specific investor needs, such as 
target-date funds or funds focused on emerging 
sectors.

 Robust Risk Management: Emphasize strong risk 
management practices within mutual funds to mitigate 
potential downsides and protect investor capital.

 Performance Benchmarking: Regularly benchmark 
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 In conclusion, the mutual fund industry in India is 
poised for continued growth, driven by expanding 
investor bases, technological advancements, and 
evolving market dynamics. The industry's ability to 
adapt to regulatory changes and economic conditions 
will be crucial in maintaining its momentum. 
Investors, fund managers, and policymakers must stay 
informed and agile to navigate this evolving landscape 
effectively. This comprehensive review provides a 
foundation for understanding current trends and 
identifying future opportunities, contributing to the 
ongoing development and sophistication of the mutual 
fund industry in India.
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 Implementing these suggestions can significantly 
enhance the mutual fund landscape in India, making it 
more inclusive, transparent, and efficient. By fostering 
a culture of financial literacy, leveraging technological 
advancements, and maintaining robust regulatory 
frameworks, the mutual fund industry can continue to 
grow and serve as a vital tool for wealth creation for a 
diverse range of investors. These steps will not only 
attract new investors but also build long-term trust and 
engagement in the mutual fund market.

 The mutual fund industry in India has demonstrated 
significant resilience and adaptability, evolving 
through various phases of economic, regulatory, and 
technological changes. This review highlights several 
key trends and insights that define the current state and 
future trajectory of mutual funds in the country.
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PROCUREMENT 4.0: A NEW ERA IN SUPPLY CHAIN MANAGEMENT

Mr. Gangadhar D. Dukare
Prof. of International Institute of 

Management Science Chinchwad, Pune. 
gangadhardukare@gmail.com

Many companies are currently having intense 
discussions about Industry 4.0. However, the fourth 
industrial revolution is still in its early stages. 
Companies must make use of the new chances at their 
disposal and move rapidly to bring their ideas to 
fruition in light of the diverse range of accessible 
prospects and the global competition to be the �irst in 
Industry 4.0.

Fig.1-Key	 Technologies	 Driving	 Procurement	 4.0	
Evolution

TECHNOLOGY	ROAD	MAPPING	:
Procurement 4.0 revolutionary approach to supply 
chain management and procurement combines digital 
tactics with cutting-edge technologies to improve 
productivity, �lexibility, and value generation. It makes 
use of technologies like cloud computing, blockchain, 
Internet of Things (IoT), Arti�icial Intelligence (AI), and 
Machine Learning to automate procedures, enhance 
decision-making, and maximize supply chain 
operations. By offering a strategic framework and a 

visual depiction of the technology landscape, 
encompassing existing capabilities, future predictions, 
milestones, and strategic routes, technology road 
mapping is essential to Procurement 4.0. It aids in the 
identi�ication and prioritization of technology 
investments by �irms, their alignment with corporate 
goals, and their successful navigation of the intricate 
ecosystem of developing technologies.

ABSTRACT	:

INTRODUCTION	:
Technology has altered the nature of business today is 
nothing new. The digital revolution has changed 
formerly predictable consumer purchasing channels 
into a more circular pattern of touch points. By being 
prepared to meet clients where they are in their 
journey, sellers have been making better use of digital 
technologies and optimizing sales and marketing 
outcomes.

The primary motivators in the procurement process are 
lowering human labor requirements, minimizing risk, 
and increasing ef�iciency. The adoption of Procurement 
4.0, data security, and staff training de�iciencies are 
among the dif� iculties .  Technology and data 
management are the primary areas of remedy. Process 
optimization with digitization, expert supplier 
selection, timely demand ful�illment, and timely 
invoicing management are the advantages of enhanced 
procurement. To achieve enhanced operations, 
industrial procurement recommendations are offered. 
Procurement has a rare opportunity to ful�ill the 
requirement that it play a strategic role in the fourth 
industrial revolution.

HISTORICAL	CONTEXT	:
Traditionally, the procurement process has been 
divided into crucial phases that guarantee companies 
�ind required supplies at a reasonable cost, collaborate 
with trustworthy partners, and provide value to their 
clients. Even though it plays a signi�icant role in this 
procedure, purchase is only a small portion of a bigger 
procurement operation.  Businesses start the 
procurement process when they determine what goods 
or services they need for their operational outputs. 
There will be a purchase request, which the relevant 
parties will then have to authorize and approve. The 
subsequent phase of the procurement procedure is 
supply chain experts requesting offers from suppliers, 
discussing potential collaborative partnerships, and 
ultimately choosing their preferred supplier. 
After the vendor acknowledges the purchase order, the 
two parties enter into a "vendor management"
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PROCUREMENT	1.0:	TRADITIONAL	PROCUREMENT

During the �irst phase of the evolution of procurement, 
the main priorities of businesses are to reduce costs, 
increase ef�iciency, and ensure compliance by carrying 
out standard duties like ordering, purchasing, billing, 
and managing suppliers.

The classic and fundamental approach to procurement, 
known as Procurement 1.0 or Tactical Procurement, is 
distinguished by its emphasis on transactional and 
operational activities.

Securing products and services at the best possible 
price, guaranteeing prompt delivery, keeping inventory 
levels stable, and abiding by de�ined procurement 
policies, processes, and guidelines are the key goals of 
Procurement 1.0. 
Procurement 1.0 is essential to organizational 
operations and supply chain management, but in 
comparison to more sophisticated procurement 
models, it is frequently reactive, compartmentalized, 
and devoid of strategic alignment, innovation, and value 
creation skills.

Fig.2-	Evolutionary	Journey:	From	Procurement	1.0	
to	Procurement	4.0

Procurement	2.0:	Strategic	Procurement

Procurement 2.0 strongly aligns with commercial value, 
business risks, and competitive advantage, and goes 
beyond simple cost management. As a result, top 
executives are increasingly required to understand and 
convey the critical business impact and strategic 
signi�icance of ef�icient procurement. Technology 
adoption is a crucial indicator of the maturity and 
ef�icacy of procurement organizations, making the 
strategic use of technology even more important.

Procurement has undergone a transition that has 

increased its prominence within enterprises due to its 
growing percentage of income. The creation of a 
Category Strategy was made necessary by this change 
to match business goals and values with procurement. 
Professionals in procurement have evolved from back-
of�ice duties to vital roles, particularly in light of the 
d e ve l o p m e n t  o f  t e c h n o l o g y- e n a b l e d  c ro s s -
organizational collaboration. Operational ef�iciency is 
increased by adopting streamlined supply chain 

The term "Procurement 2.0" refers to the evolution of 
procurement from a traditional, cost-driven approach 
to a more strategic and value-driven function within 
businesses. Securing the best deal on a product, 

c ircumstance ,  and pr ic ing  was  the  pr imary 
responsibility of procurement of�icers in the past. But 
with to improvements in technology and the �low of 
information, procurement managers are now 
empowered to develop plans, oversee working capital, 
reduce risks, and look into untapped markets. 
Procurement is expected to grow in several key areas, 
including process automation, supplier collaboration, 
ef�iciency gains, and rebate  and discount capture 
optimization. 
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procedures, such as centralizing purchasing and 
grouping suppliers. By organizing and promoting 
cooperation between internal departments and the 
supplier base, Advanced Category Management 
strengthens cross-functional synergies even more and 
highlights the critical role that procurement plays in 
accomplishing corporate objectives.

PROCUREMENT	3.0:	INTEGRATED	PROCUREMENT
In Procurement 3.0 Supply-Side Management is 
primarily propelled by digital change. In contrast to 
earlier versions, which concentrated only on 
transactional process automation, Procurement 3.0 
makes use of technology to gather contextual data and 
improve decision-making abilities. This change is 
essential for creating predictive models with AI 
capabilities that improve procurement tactics in the 
future. Procurement 3.0 will actively direct and even 
make business decisions in the future years, going 
beyond transactional execution. 
Procurement  3 .0 's  main goal  is  supply-side 
optimization through close alignment with corporate 
business strategy. The goal of this alignment is to 
guarantee that the necessary goods and services are 
delivered by the correct providers at the right prices. 
The fundamental elements that form the basis of this 
progression consist of:

1.	 Developing	a	supply	strategy:	
 Coordinating the enterprise's objectives with the 

supplier base to attain supply assurance, cost 
leadership, agility, and service excellence. 

2.	 Origin-to-Pay	Procedure:
 There are three main sub-processes within this 

process:
 a) Supply Portfolio Optimization: Carefully 

assesses and chooses the best possible 
supplier portfolio, keeping contract terms in 
line with business goals. To achieve the goal of 
the business

Fig.3-	The	Progression	of	Procurement

PROCUREMENT	4.0:	DIGITAL	PROCUREMENT

 c) Touchless Procurement improves procure-to-
pay procedures, allowing requisitions to place 
orders and receive goods in a compliant 
manner without the need for procurement 
intervention.

 Procurement 3.0 is a game-changing shift that 
emphasizes the use of digital technologies and 
data-driven insights to optimize the supply side, 
further corporate strategy, and create value. It 
strongly emphasizes contract management, 

performance monitoring, strategic supplier 
partnerships, and process automation to increase 
supply chain resilience, ef�iciency, agility, and 
innovation. This presents procurement as a 
competitive advantage in the contemporary digital 
era and a critical enabler of business performance. 

 b) Commercial Excellence: makes sure that 
suppliers follow the terms of the contracts, 
keeps a close eye on performance, and handles 
any deviations.

Industry 4.0, often known as the Fourth Industrial 
Revolution, is de�ined by the incorporation of cyber-
physical systems that link digital networks and the real 
world. Technological innovations like arti�icial 
intelligence (AI) and the Internet of Things (IoT) are 
driving this shift and transforming several industries. 
Procurement 4.0 is the result of one of Industry 4.0's 
most interesting applications: procurement. With end-
to-end supply chain visibility made possible by data 
management platforms, the modern procurement era 
equips supply chain experts and chief procurement 
of�icers to improve procedures and make well-
informed decisions based on real-time data and 
insights.

The digital revolution has upended traditional 
consumer purchase routes, making them less linear and 
more circular, much as technology has changed the 
modern industry. This change has affected business-to-
business sales as well, requiring vendors to interact 
with clients at several points of contact along their 
journeys. Effective use of digital tools has allowed for 
more ef�icient use of sales and marketing resources.
Within this framework, Industry 4.0-inspired 
Procurement 4.0 emerges as a revolutionary paradigm. 
P r o c u r e m e n t  i s  b e c o m i n g  m o r e  a n d  m o r e 
acknowledged for its ability to provide strategic value 
to businesses, moving beyond its historical position 
that was only focused on cost savings. 
This movement is embodied in Procurement 4.0, which 
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Business	 Intelligence	 and	 Data	 Analytics: involve 
using cutting-edge analytics tools to �ind patterns in big 
datasets so that forecasting and predictive analysis may 
be done more easily.

The integration of digital overlays and information 
displays to improve user experience and operational 
ef�iciency is known as virtual and augmented reality, or 
VR/AR. 

Relationships	between	Humans	and	Machines:

2.		 Multifunctional	Pro�iciency:	In Procurement 4.0, 
cross-functional expertise takes precedence over 
isolated, compartmentalized methods. 

1.		 Supplier	and	Customer	Interaction:

2.	 Technology	Adoption	and	Integration:

 ♦ Lack of interdepartmental communication

Cloud	computing	and	cybersecurity: Managing and 
storing massive amounts of data while guaranteeing 
universal data access and protection through the use of 
safe, cloud-based solutions.

 ♦ Concerns about data con�identiality and 
security

 The introduction of new technologies within 

 Challenges arise in effectively interacting with 
suppliers and customers due to the need for 
precise location tracking of raw materials and 
products throughout the supply chain.

 Through integration with IT-based and digitalized 
processes, as well as product development and 
marketing activities, it promotes a thorough and 
collaborative approach to procurement.

 ♦ Suppliers' capabilities and willingness to 
adapt

ENHANCING	CONNECTIVITY	AND	COLLABORATION	
Industrial	 Internet	 of	 Things	 (IIoT):	 Increasing 
connection and interoperability by integrating 
disparate devices from different parties into a single 
network.

Big	 Data:	 Processing is the ability to manage and 
examine enormous volumes of data in terms of volume, 
diversity, and velocity to extract insightful knowledge 
that will help in decision-making.

BENEFITS	OF	PROCUREMENT	4.0

 An integrated "ecosystem" that connects internal 
procurement teams with outside specialists like 
suppliers is fostered by Procurement 4.0. 

3.	 Traditional	 procurement	 models	 are	 being	
disrupted	by	the	shift	to	Procurement	4.0.

CHALLENGES	OF	PROCUREMENT	4.0

UTILIZING	AND	ANALYSING	DATA

represents a strategy change toward the adoption of 
creative and astute methods for digitizing supply 
chains. The goal of this change is to take advantage of 
fresh growth prospects and adjust to the changing 
needs and intricacies of the digital age.

ADVANCED	PROCUREMENT	TECHNOLOGIES
Automation	 &	 Robotics:  Automated cars and 
transportation systems are being used in warehouses 
and on public highways to increase driver productivity 
and improve delivery ef�iciency. 
Advanced robotics refers to the use of robots that can 
perform a range of tasks either completely on their own 
or with little assistance from humans. 

Genealogy	in	Procurement:	The goal of "Genealogy in 
Procurement 4.0" is to integrate digital technologies 
like Blockchain, Digital Twin, IoT, and AI to improve 
supply chain traceability and transparency. Tracking 
the origin and lifecycle of products and components 
allows �irms to improve quality control, verify 
compliance, and foster sustainability. This idea helps 
the automobile sector check important parts for quality 
and compliance, such as batteries and semiconductors, 
which eventually improves supply chain sustainability 
and ef�iciency. All things considered, Procurement 4.0's 
integration of genealogy delivers substantial value by 
utilizing cutting-edge technology to promote 
operational excellence and competitive advantage. 

1.		 Integrating	Ecosystems	for	Innovation:

 This partnership guarantees a leadership position 
in both technological breakthroughs and market 
expertise, while also expediting the process of 
product innovation.

 Implementing GPS and ef�icient communication 
methods can enhance information �low and 
management.

 ♦ Barriers to adopting Procurement 4.0 include:

 ♦ Organizational and employee inertia
 ♦ Resistance to cultural changes
 ♦ Insuf�icient training and resources

3.		 Employee	Resistance	and	Friction:
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Procurement 4.0 can lead to friction among 
employees resistant to change.

  E ff e c t ive  m a n a g e m e n t ,  l e a d e r s h i p ,  a n d 
communication are essential to address employee 
concerns and promote acceptance of new 
technologies.

PROCUREMENT	4.0'S	FUTURE:
The Need for Digital Transformation in the Purchasing 
Process. Procurement is at a pivotal point in the digital 
disruption age that is affecting all businesses. 
Procurement has not yet received the same level of 
attention and investment as customer-facing services 
like marketing, sales, and service, as well as various 
supply chain processes, which have undergone 
considerable digital change. Businesses are starting to 
understand that they need to go beyond just putting 
cloud-based tools and eProcurement systems in place. 
What's needed is the creation of a fully digital 
procurement agency that is capable of:
 
1. Reduce expenses and increase productivity by 

automating repetitive processes. 
2. Real-time insights and data should be made 

available to stakeholders via AI-driven platforms 
and user-friendly internet tools. 

3. Make strategic decisions and improve daily 
operations by utilizing complex data models.

Operational	Independence:
Procurement operations are moving toward more 
automated and streamlined procedures, and they are 
becoming more autonomous. 

Strategic	Signi�icance:	

Essential	Function	in	Industry	4.0:	

4. Research Opportunities in Procurement and 
Supply Chain Management in the Digital 
Age"Christopher S. Tang, Vishal Gaur-2018

Transformational	Change:	

CONCLUSION:
Supply chain management has a bright future ahead of 
it thanks to procurement 4.0, which presents 
businesses all over the world with game-changing 
possibilities. The combination of cutting-edge 
technologies like blockchain, arti�icial intelligence, the 
Internet of Things, and big data analytics offers 
unrivalled promise for improving ef� iciency, 
transparency, and value across the supply chain, 
despite the inherent hurdles associated with its 
deployment.                              

5. Antecedents and Dimensions of Digital Supply 
Chain Management"Christian F. Durach, Dirk W. 
Hugenschmidt, Stefan Wieland-2017

Procurement 4.0 still relies heavily on interpersonal 
ties, despite technology developments.

Although procurement is not the only entity involved in 
the implementation of Industry 4.0, it is a crucial and 
cohesive part of the process of digital transformation.

Digitalization is primarily driven by Big Data and 
improved data processing technologies, especially 
when considering networking and integrated systems. 

Organizations may adjust to and prosper in this new era 
of procurement by placing a high priority on ongoing 
training and encouraging a collaborative and innovative 
culture. Businesses will surely be able to gain more 
agility, resilience, and competitiveness in the quickly 
changing digital landscape by adopting Procurement 
4.0 with optimism and a proactive mindset, opening the 
door for long-term success and growth. 

Importance	of	Connections:	

The domains of technology, organizational structure, 

processes, management, personnel, and business 
models are all included in transformation initiatives.   
Transparency is Essential for Industry 4.0 projects to be 
implemented successfully.

Digitalization	powered	by	data:	

Multidimensional	Modi�ications:

As the need for strategic procurement to contribute 
more signi�icantly to corporate performance grows, so 
does its role. 

3. Procurement 4.0 – Reimagining Supply Chain 
Management in the Digital AgePeter L. Sorge, 
Stefan Weidner-2018

1. Procurement 4.0: Drivers, Challenges, Remedies, 
and Bene�its Areej Althabatah, Robert Eduard 
Franzoi, Brenno Menezes and Laoucine Kerbache 
July-2022

Procurement will undergo a signi�icant metamorphosis 
in the future, shifting from traditional positions to more 
specialized and creative roles. 

REFERENCE:

2. Dig i ta l  Transformat ion  in  Procurement : 
Opportunities and ChallengesJanina Fengel, 
Markus Weinmann -2020

6. How digitization makes the supply chain more 
ef�icient, agile, and customer-focused- Stefan 
Schrauf , Philipp Berttram, PWC-2016
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Abstract
The value of diversity at the workplace is becoming a 
key business consideration for most organizations. The 
objective of this study was to investigate the effect of 
workforce diversity i.e. age, gender, ethnicity, education 
background on employee performance in the 
manufacturing sector. The study concluded that 
because of their distinct viewpoints, workers with a 
variety of educational backgrounds foster higher levels 
of consistency and creativity. The management of 
ethnic diversity enhances worker welfare and 
productivity, lowers turnover costs, decreases internal 
con�licts and grievances, stops the marginalization and 
exclusion of certain worker categories, promotes social 
cohesion, and more. Diversity in age at work offers a 
wider range of expertise, morals, and preferences. A 
gender-diverse workplace expands the pool of 
potential employees, promotes diverse viewpoints and 
methods derived from a range of experiences, and 
challenges gender stereotypes within the company. 
According to the study, the company should hire 
educators from a variety of backgrounds to foster 
greater creativity and innovation. The organizational 
management bears responsibility for overseeing and 
advancing the policy of ethnic diversity in the 
workplace. Given that every employee has the potential 
to contribute greatly to the company in a different way, 
the organization must �ind creative solutions to handle 
the issues posed by age diversity.

Workforce Diversity, Employee Performance, Gender 
Diversity, Organizational Management, Age diversity, 
Ethnic Diversity.

The diversity in the workforce is increasing all over the 
world. The representation of minorities, women, 
people of different age groups etc are increasing in 
organizations, thus changing the workforce makeup of 
the organizations. Diversity has been de�ined in various 
ways with different authors de�ining diversity by 
linking it to different dimensions. It has been de�ined in 

terms of gender, disability, age, race, ethnicity, religion 
and national origin (Wheeler, 1994). Some extended 
de�initions also include marital status, lifestyle, 
personality, sexual orientation, language, values, 
education, beliefs, tenure, economic status and 
geographical origin (Caudron, 1992; Carr, 1993; 
Triandis, 1994; Thomas, 1992). Thus diversity can be 
stated as all the characteristics in which individuals 
differ in one or the other way (Hayles, 1996). 
Organizations nowadays not only have a diverse 
employee base but also have to face a diverse consumer 
base. Workforce diversity is the inclusion of employees 
from different backgrounds, races, cultures, genders, 
ages, religions, and sexual orientations in the 
workplace. It is also about including employees with 
different abilities and disabilities.
The concept of workforce diversity has evolved over the 
years as organisations have become more global and 
inclusive. In the past, workforce diversity was often 
thought of in terms of gender and race. However, today, 
the de�inition of workforce diversity has expanded to 
include a wide range of dimensions, including but not 
limited to gender, race, ethnicity, age, sexual 
orientation, religion, socio-economic status, ability, and 
skills.

Employee performance is de�ined as how well a person 
executes their job duties and  responsibilities.  Many 
companies assess their employees' performance on an 
annual or quarterly basis to de�ine certain areas that 
need improvement and to encourage further success in 
areas that are meeting or exceeding expectations.

Introduction	:

Employee performance includes the quality, ef�iciency, 
and effectiveness of an employee's output. An 
employee's performance is also indicative of how 
valuable they are to the organization. Employees are an 
investment, so their return on investment is essentially 
calculated by their performance.

Key	words	:

Employee	Performance	:

Literature	Review
Prasad (2017) de�ined performance as the act of 
executing a task or an accomplishment or achievement. 
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A broad range of instruments were used for measuring 
the impact of workforce diversity on employee's 
performance:

• Secondly it is related to overall Employee 
Performance correlation with workforce diversity.

The methodological aspects used for information is 
done through the structured questionnaire.
Sample Size: For collecting the response from the 
employees convenience sampling method which is a 
classi�ication of Non probability sampling method is 
used and the selected sample size is 50 employees.

• Firstly it consists of questions related to the 
workforce diversity like age, education, gender, 
ethnic, etc.

The sample is a basic unit consisting of the elements of 
the population to be sampled. Sample population 
includes employees from various background . The 
population includes the employees of the various 
department in the organization.

Sample	design:
To select the samples, the sampling technique used was 
Simple Random Sampling.

Sample	of	study:

Tool for data collection:

The main bene�it of Simple Random Sampling is that it 
guarantees that the sample chosen is a representative 
of the population. This ensures that the statically 
conclusions will be valid. In this technique each 
member of the population has an equal chance of being 
selected as subject. The entire process of sampling is 
done in a single step with each subject selected 
independently of the other member of the population.

 To analyze the data, statistical software SPSS was 
used. In this study, the responses and information 
collected from the survey were tested using 
statistical techniques.

Wil l iam and O'Rei l ly  (1998)  sa id  employee 
performance is characterized utilizing three rules. First 
rules, is that workers' yield satis�ies the guideline of 
performance set by the organization's outer clients. 
Secondly, employee performance can be characterized 
as far as how the social procedures used in the 
presentation of their occupations improves or keep up 
the ability of the workers to cooperate on ensuing 
gathering assignments.
Chandra Kumar (2018) Human resources are an 
essential commodity for every organisation and, for 
certain companies, providing a diversi�ied staff is a 
prime concern. While organizations are in need of 
diversifying workforce, organizations with an 
increasingly diversi�ied workforce have become quite 
dif�icult to take advantage of diversity while handling 
its potentially destructive consequences. Organizations 
understand that monetary tools are being utilized to 
accomplish corporate targets by the concerted 
initiative of the diversi�ied workers. To accomplish its 
objectives, organisations must sometimes develop 
their employees' talents, expertise, a tights and efforts, 
to maximize their workforce's productivity, and to 
a l l o w  t h e m  t o  a d d re s s  g re a t e r  c h a l l e n g e s . 
Organizations consist of citizens and organizations 
cannot accomplish their targets without workers 
(Mullins, 2010). This is another important topic for 
corporate executives to discuss the control of their 
human capital.
Richa Goel, (2019) Workplace diversity in multicultural 
organization has become a very crucial issue as it effects 
the competency, ef�iciency and overall growth of an 
organization. Global corporate value diversifying their 
workforce. The new age laws also make them do so 
mandatorily.  Factors like work environment , 
recruitment policies, selection, training & development 
and reward management increases workplace 
effectiveness. The �indings of the study depicted that 
greater part of the workforce in the organization are 
young and organization is keeping a mix of experience 
and fresh talent. The inferential �indings of the study 
touched on how demographic, cultural, diversity 
management programs and diversity managerial roles 
relate with implementation of HRM Practices. The 
r e s e a r c h e r  � i n a l ly  r e c o m m e n d s  t h e  g l o b a l 
organizations to instruct, prepare and give mentoring 
to the forthcoming generations to overcome such 
challenges for future top executives and maintain 
thriving businesses in the phase of globalization and 
challenging evolving technology and culture.
Objective of the study

Research	Methodology

Area	of	Study:
The survey was carried out in a manufacturing 
company . A survey was effective to study Impact of 
work force diversity on employees performance in the 
company.

• To examine the diversity factors such as age, 
gender, ethnicity, education, and experience levels 
within the manufacturing company.

• To investigate whether there are any correlations 
between the diversity of the workforce and the 
performance indicators identi�ied in the previous 
objective.

The methodology used for the research paper is as 
follows: 

He adds that employee performance is how well an 
employee is  effectively ful�i l l ing his/her job 
requirement or discharging his/ her duties so as to 
achieve good results.
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Gender	Diversity:	-

The research instrument used in this study is 
structured questionnaire which consists of 24 
questions. It was predetermined before conducting the 
survey. The questions are open ended.

Data	Analysis
This survey was conducted with a sample size of 50 
employees.

•	 Age	Diversity:-

In the above table shows the results of gender diversity 
in an organization. The employees feel that they have 
got an equal opportunity for growth and development 
in an organization, and female employees are found to 
be happy with the management team. Additionally, to 
make an excellent corporate image of the organization, 
gender diversity plays an essential role and the 
development of good performance for it. From the 
survey, participants feel that organization hires more 
female employees than males because they are good 
listeners. From the survey, an evaluation system for 
success rate found more in male staff than females in a 
workplace.

In the above table shows the results of age diversity in 
an organization. Employees feel that to solve the 
problem and take a necessary decision of the 
organization , management has included employees on 
different age groups. The Survey of this study also 
indicated that young and old employees could exchange 
their viewpoints in terms of age group. Younger 
employees are more risk-taking and contribution 
comparison to the older ones. Age diversity in an 
organization does not matter in terms of respect and 
value given to the employees, also found that there is no 
con�lict due to the difference in age group in an 
organization.

•	 Education	Diversity:-

In the above given table shows the results of education 
diversity in an organization. Employees feel that having 
higher education have a good chance of growth 
opportunity. Different job assignments to the 
employees  in  a  bank are  a lso  based on the 
quali�ications. Work con�idence is very important in a 
job, so participants feel that a low level of quali�ication 
of education declines the con�idence in employees. 
Organization treats equal treatment to all the 
employees in a workplace even though they came from 
a different educational background and also agree that 
higher employee quali�ication is also one of the key 
factors for the growth and development of an 
organization.

•	 Ethnic	Diversity:-
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S.no Statement Mean SD 

1. This organization offers equal opportunity 
for males and females in terms of growth 
and development. 

3.99 0.875 

2. Management is committed to helping 
women in work related to the organization. 

3.73 0.855 

3. The evaluation system for success is 
expected to be higher in men than women. 

2.87 1.094 

4. Gender diversity plays a great role in 
making an image of an organization. 

3.45 0.918 

5. The organization hires women for good 
jobs because they are good listeners. 

2.97 1.054 

6. Gender diversity helps to develop the 
overall performance of the bank. 

3.62 0.944 

 

S.no  Statement Mean SD 

1.  Management includes different age group 
employees in problem-solving and decision 
making processes. 

3.47 1.003 

2.  Both  young and old employees can interact 
freely  with each other in terms of age 
diversity  in our organization. 

3.72 0.821 

3.  Younger  employee takes more risks to make 
the  organization successful. 

3.63 0.985 

4.  The  younger employee contributes more 
than  the older in an organization. 

3.43 1.032 

5.  There  is  no conflict in an organization in 
terms  of diversity of age. 

3.21 1.043 

6.  Employees of different ages are respected 
and  valued in an organization. 

3.79 0.848 

 

S.no	 Statement 	 Mean 	SD 	

1. 	 Growth	opportunity	exists	for	only	those	
employees	who 	have	a	higher	quali�ication	in	
education. 	

3.31 	0.996 	

2. 	 Lack 	of 	con�idence 	in 	employees 	due 	to 	the 	
lower	level	of	education. 	

3.17 	1.011 	

3. 	 The 	organization 	gives 	equal 	treatment 	to 	all	
employees	in	terms	of	diversity	of	educational 	
background. 	

3.23 	0.956 	

4. 	 The 	organization 	assigns 	the 	different 	tasks 	to 	
the	staff	based	on	their	quali�ication. 	

3.24 	1.060 	

5. 	 Employee	quali�ication	is	also	the	key	factor	for	
the	growth	and	development	of	the	organization. 	

4.15 	0.705 	

6. 	 A	high	level	of	quali�ication	staff	deals	better	in	an 	
organization. 	

3.30 	1.102 	

 

S.no 	 Statement 	 Mean 	SD 	

1.  The 	ethnic 	diversity 	group 	is 	most 	likely 	to 	solve	a	
complex	problem	in	an	organization.

	

3.37  0.852  

2.
 

Ethnic
	

diversity
	

creates
	

a
	

variety
	

of
	

perspectives	
related	to	the	development	of	the	organization.

	

3.55
 

0.773
 

3.

 
The

	
ethnic

	
diversity

	
group

	
affects

	
the

	
performance

	
of

	employees.

	

3.28

 
0.846

 
4.

 

The

	

organization

	

treats

	

equally

	

to

	

all

	

employees	
even	there	came	from	a	different	ethnic	group.

	

3.95

 

0.896

 
5.

 

The

	

ethnic

	

diversity

	

group

	

generally

	

improves	the	
quality	of	decision	making.

	

3.38

 

0.792

 6.

 

The

	

professional

	

relationship

	

between

	

employees	is	
not	affected	by	the	diversity	of	the	ethnic	group.

	

3.79

 

0.918
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• Providing opportunities for all employees to 
advance or grow within the organization based on 
their skills than gender has been shown to increase 
job satisfaction.

In the given table shows the Pearson correlation 
between ethnic groups and employees' performance. 
There is a positive relationship (0.739) between ethnic 
groups and the performance of the employees. The 
value of the correlation coef�icient (0.739) falls in the 
range of 0.70 to 0.90, which is interpreted as a "high 
positive correlation".  The signi�icance of the 
relationship is 0.000, which is less than 0.05. So, there is 
a high positive signi�icant relationship between ethnic 
group and performance of the employees.

• These results emphasize the recognized value of 
having a range of ages in improving problem 
solving and decision making processes within the 
company.

• The data shows a rise, in the number of women 
taking on leadership positions indicating a shift 
towards breaking gender barriers and promoting 
diversity in senior management.

In the above given table shows the Pearson correlation 
between age group and employees' performance. There 
is a positive relationship (0.738) between the age group 
and the performance of the employees. The value of the 
correlation coef�icient (0.738) falls in the range of 0.70 
to 0.90, which is interpreted as a "high positive 
correlation". The signi�icance of the relationship is 
0.000, which is less than 0.05. So, there is a high positive 
signi�icant relationship between age group and 
performance of the employees.

FINDINGS

• The analysis highlights the signi�icance of 
c o m m u n i c a t i o n  w i t h i n  t h e  c o m p a n y 
acknowledging the strengths that women bring to 
these roles.

• It has been noted that having gender diversity is 
essential for enhancing performance and success.

• Pearson Correlation between Education and 
Employees Performance.

In the above given table shows the results of ethnic 
diversity in an organization. Respondents agree that in 
organization's complex problem can be solved by the 
diversity of the ethnic group and creates a variety of 
perspectives related to the development of an 
organization. Performance of employees and improves 
the quality of decision making are also affected by the 
ethnic diversity group. Further, the study shows that 
organization treats equally all employees even though 
there come from the different ethnic group and also feel 
that professional relationship between employees is 
not affected by ethnic diversity.

CORRELATION	ANALYSIS
Pearson Correlation between Gender and Employees 
Performance

In the above given table shows the Pearson correlation 
between gender and employees' performance. There is 
a positive relationship (0.584) between gender and the 
performance of the employees. The value of the 
correlation coef�icient (0.584) falls in the range of 0.50 
to 0.70, which is interpreted as a "moderate positive 
correlation". The signi�icance of the relationship is 
0.000, which is less than 0.05. So, there is a moderate 
positive signi�icant relationship between gender and 
performance of the employees.
• Pearson Correlation between Age Group and 
Employees Performance.
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  Gender	 Employee	
Performance	

Gender
	

Pearson
	

1
	

0.584**
	

	
Correlation

	 	 	

	

Sig.
	

(2-tailed)
	 	

0.000
	

	

N

	

50

	

50

	

Employee	
Performance

	
Pearson	

Correlation

	

Sig.

	

(2-tailed)	

	

N

	

0.584**

	

0.000

	

50

	 1

	
	

50

	

 

  
Age

 Group
 

Employee 
Performance

 
Age

	
Group

	
Pearson

	
1

	
0.738**

	

	
Correlation

	 	 	

	
Sig.

	
(2-tailed)

	 	
0.000

	

	
N

	
50

	
50

	
Employee	

Performance 	

Pearson	
Correlation 	
Sig. 	(2-tailed)	 	

N 	

0.738** 	
	
0.000 	
50 	

1 	
	
	

50 	
 

  Ethnic  
Group  

Employee 
Performance  

Ethnic 	Group 	 Pearson 	 1 	 0.739** 	

	 Correlation 	 	 	

	 Sig. 	(2-tailed) 	 	 0.000 	

	 N 	 50 	 50 	
Employee	

Performance 	

Pearson	
Correlation 	
Sig. 	(2-tailed) 	

	N 	

0.739** 	
0.000 	

	
50 	

1 	
	
	

50 	
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• The data  analysis  re� lect  that  employee 
quali�ication is a signi�icant factor in�luencing the 
growth and development of the organization

CONCLUSION
Workforce diversity refers to persons individual 
differences and similarities, i.e. it stands for personality, 
gender, race, ethnicity, region, marital status, work 
experience . The �indings revealed that all the four 
parameters of workforce diversity- age diversity, 
gender diversity, ethnicity diversity and education 
background diversity had an effect on employee 
performance.

• Employees appear to value being able to exchange 
ideas, share experiences and work together across 
age groups.

• To promote a culture of innovation and risk taking 
further the organization can ensure that all 
employees are encouraged to put forward ideas 
and initiatives regardless of their age.

• From the analysis it re�lects a belief within the 
organization that staff members with higher 
quali�ications are perceived to perform better.

• I feel a sense of belonging, appreciation and 
admiration within this company because the 
leaders and managers value the opinions of 
employees listen to their ideas and make decisions 
based on them.

• It was observed that employees may believe that 
higher quali�ications contribute positively to 
career progression and access to growth 
opportunities.

• From the analysis it highlight that the organization 
that ethnic diversity contributes signi�icantly to a 
variety of perspectives, ultimately shaping the 
development of the organization.

• The organization that ethnic diversity contributes 
signi�icantly to the effectiveness of problem-
solving, particularly in the organization

• From the analysis it highlight that the organization 
that ethnic diversity within groups positively 
affects the performance of employees.

• Based on the analysis it stresses the importance of 
age diversity as a strength and suggests additional 
measures like training programs, mentorship 
opportunities and open discussions, on age related 
matters to maintain a harmonious environment.

• The analysis reveals the importance of grasping the 
situations in which employees perceive age groups 
to have a signi�icant impact and determining if 
t h e s e  v i e w p o i n t s  a re ,  i n  l i n e ,  w i t h  t h e 
organizations objectives.

• From the analysis it highlight a concerning trend 
where employees may perceive a link between 
educational background and self-con�idence.

• The analysis re�lects well on the organization's 
efforts to create an inclusive and equitable 
workplace, emphasizing that employees from 
diverse educational backgrounds are treated fairly 
and have equal opportunities for growth and 
success.

• The analysis highlight a shared belief among 
participants that the organization is perceived as 
fostering equal treatment for employees from 
diverse ethnic groups.

• From the analysis it highlight that the organization 
values diversity and has created a workplace 
culture where individuals from different ethnic 
backgrounds can engage in  professional 
interactions without negative consequence.

The study concluded that there is positive signi�icant 
association between  ethnic  diversity  and  employee  
performance.  Different customs, culture, language, 
religion in�luence the performance of employees in the 
organization. The organizations which are ethnically 
heterogeneous, with ethnic team members may be less 
salient and so they create less disruption.

The study also concluded that there is a positive and 
moderately signi�icant association between gender 
diversity and employee performance. Though still 
discrimination is felt in recruitment process on a 
gender basis but still the employees perceived that the 
gender diversity plays a role in in�luencing the 
employee performance.
Overall it is concluded that the four parameters of 
workforce diversity, namely, gender diversity, age 
diversity, education background diversity and ethnicity 
diversity had a moderate and positive signi�icant effect 
on the performance of the employees.

• Berhanu Kerga, A., & Asefa, A. (2018). The Effect of 
Workforce Diversity on Employee Performance 
(The Case of Ethio-Telecom South West Addis 
Ababa Zone). Asian Journal of Economics, Business 
a n d  A c c o u n t i n g ,  8 ( 1 ) ,  1 – 2 7 . 
https://doi.org/10.9734/AJEBA/2018/43760

The study concludes that there is a positive moderately 
signi�icant relationship between education diversity 
and employee performance In these organizations 
according to perception of the respondents the 
recruitment process and getting a speci�ic position in 
the organization is strictly according to set norms and 
education background, which may help in improving 
employee performance.

The study further concluded that there is positive and 
moderate signi�icant relationship between age 
diversity and employee performance. The respondents 
perceived that the diverse workforce working together 
makes an in�luence on their performance.
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Employee engagement is critical for companies that 
want to get the most from their workers. Understanding 
and addressing the key factors that contribute to 
employee engagement can enhance employee 
satisfaction, productivity, and company performance, 
making it crucial to identify and address these factors 
[1][2]. There are many things that impact employee 
engagement in the workplace, and understanding them 
can help employers improve the relationship between 
employees and their work, as well as the company itself 
[2]. In fact, there are 15 key factors that contribute to 
employee engagement, although the article does not 
specify what they are [3][4]. However, the post does 
provide a starting point for understanding the most 
important factors for highly engaged employees [3][2]. 
For instance, engaged employees promote better 
customer relations, create strategies for better work 
culture, reduce staff turnover, and increase productivity 
[1][5]. It is important to take action on the factors that 
affect employee engagement to improve the overall 
performance of the organization and its employees. 
Focusing on key factors can help improve employee 
engagement and facilitate active interest in the 
development of the business [3][5]. In addition, 
understanding the key factors that contribute to 
employee engagement is essential to promote a healthy 
work environment by creating a sense of purpose, 
recognition, growth opportunities, and trust between 
employers and employees [1][2][3][6].

Employee engagement and its impact on productivity is 
to study and understand the relationship between how 
engaged employees are in their work and the effect it 
has on their overall productivity. This typically involves 
conducting research, surveys, and data analysis to 
assess the level of engagement within an organization 
and then measuring how it correlates with productivity 
metrics. The ultimate goal is often to identify strategies 
and recommendations for improving employee 
engagement to positively impact productivity, morale, 

and the overall success of the organization. Employee 
engagement has emerged as a popular organizational 
concept in recent years. It is the level of commitment 
and involvement an employee has towards their 
organization and its values and beliefs. An engaged 
employee is aware of business context, and works with 
colleagues to improve performance within the job for 
the bene�it of the organization. Employee engagement 
initiative has a direct impact on the organization's 
productivity.

Employees, engagement, performance, satisfaction, 
relationships, Productivity

Employee engagement is a burning topic for any 
company during the globalized era. Engaged employees 
are inclined to contribute more of organizational 
productivity. It also helps in maintaining a higher level 
of commitment. Employee Engagement is the level of an 
employee's commitment and participation towards 
their organization and its values. Organizational 
success depends on an employee's productivity which 
is accelerated through employee's commitment 
towards his organization. This paper attempts to 
analyze the relevance of engaged employees for the 
growth and development of an organization and its 
success. This paper tries to study the different 
dimensions of employee engagement with the help of 
review of literature. This can be used to provide an 
overview and references on some of the conceptual and 
practical work undertaken around the employee 
engagement practices in a manufacturing company in 
India. In this study in a manufacturing company, the 
factors contributing towards productivity and its 
overall impact on the organization are measured 
through the data collected by way of questionnaire. The 
main objective of the study was to analyze and interpret 
the impact of employee engagement on the success of 
the company using both primary and secondary data to 
measure employee engagement with suggestive 
conclusions. 

INTRODUCTION:

How	 does	 leadership	 style	 impact	 employee	
engagement?

KEYWORDS:	

LITERATURE	REVIEW:

ABSTRACT
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The main objective of employee engagement is 
improved productivity and performance of your 
employees, which would lead to the collective growth of 
the company itself, which is why employee engagement 
strategies are important.

OBJECTIVES

Leadership style is a signi�icant factor in employee 
engagement, as leaders play a central role in shaping 
organizational culture, which affects employee 
experience and engagement [2][7]. A supportive, 
transparent, and approachable leadership style 
incentivizes an engaged workforce, while a leader's 
sense of accountability and level of self-awareness also 
have a signi�icant impact on employee engagement 
[2][7]. A leader's ability to authentically build 
relationships with team members and their health and 
well-being also impact employee engagement [7]. 
When it comes to promoting an engaged culture, 
leadership buy-in is critical, as organizational leaders 
are in�luential campaigners and top promoters of an 
engaged culture [8]. Employees want to work for 
leaders and teams that put people �irst, value employee 
contributions, show integrity, and demonstrate 
dedication to core values [8][7]. Positive relationships 
with direct supervisors or managers also increase 
employee engagement [9]. It is clear that the leadership 
style impacts employee engagement through the 
behaviors exhibited by direct supervisors and 
managers.A company's executives and managers have a 
major in�luence on employee satisfaction, and if 
employees feel they can respect their leaders, they are 
more likely to listen to their instructions and follow 
them [3]. Engaged leaders have the ability to boost 
employee engagement by creating a culture that fosters 
engagement within the organization [7]. In conclusion, 
leadership style plays a critical role in employee 
engagement and organizational success.

2.  Ascertain the factors affecting employee 
engagement levels.

What	 role	 does	 organizational	 culture	 play	 in	
fostering	employee	engagement?

1.  Investigate how employee engagement in�luences 
organizational performance.

Organizational culture plays a critical role in fostering 
employee engagement. A positive culture that supports 
trust, respect, open communication, and collaboration 
can enhance employee engagement, while a negative 
culture that fosters fear, mistrust, con�licts, and 
bureaucracy can hinder it [10]. Organizational culture 
includes the company's mission, vision, and core values 
[7]. Employees who align their personal values with the 
organization's values are more committed to their work 
and the organization [10]. When employees �it the 
company culture, they are more likely to be engaged in 
their work [3]. Additionally, a well-de�ined company 
mission and purpose instill a sense of direction and 
meaning, which can boost employee engagement [10]. 
Employee engagement is related to emotional 
commitment to the organization, and demonstrating 
care for employees can create a positive employee 
experience [7]. Helping employees feel that their work 
is essential can also boost engagement by increasing 
the mental and emotional connection they feel toward 
the organization they work for [7][8]. Managers can 

shape and reinforce the culture by modeling the desired 
behaviors, providing feedback, recognition, and 
development opportunities, and aligning the culture 
with the organization's goals and values [10]. 
Therefore, organizations need to focus on building a 
positive culture that supports employee engagement, 
as it bene�its both employees and the organization as a 
whole.

The research paper highlights the importance of 
employee engagement in enhancing productivity and 
overall company performance. The study emphasizes 
the need to identify and address the key factors that 
contribute to employee engagement. The article 
emphasizes the crucial role that organizational culture 
plays in fostering employee engagement. The research 
paper identi�ies 15 key factors that contribute to 
employee engagement, but it does not specify what they 
are. However, it provides a starting point for 
understanding the most important factors for highly 
engaged employees. The study highlights that 
leadership buy-in is critical in promoting an engaged 
culture as organizational leaders are in�luential 
campaigners and top promoters of an engaged culture. 
The research paper also emphasizes that helping 
employees feel that their work is essential can boost 
engagement by increasing the mental and emotional 
connection they feel toward the organization they work 
for. Furthermore, the study emphasizes that engaged 
employees promote better customer relations, create 
strategies for better work culture, reduce staff turnover, 
and increase productivity. The �indings of this research 
paper have signi�icant implications for organizations 
looking to enhance employee engagement and 
productivity. The study demonstrates that employee 
engagement is not just a feel-good factor, but a critical 
driver of organizational success. The discussion section 
of the research paper highlights the limitations and 
gaps in the study, suggests future directions for 
research, and acknowledges potential weaknesses or 
biases. The research paper's discussion section 
contributes to the ongoing advancement of knowledge 
in the �ield of employee engagement and productivity.
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The population of this study consisted of employees and 
managers from this manufacturing unit. For collecting 
the response from the employee's convenience 
sampling method which is a classi�ication of probability 
sampling method is used and the selected sample size is 
80 employees.

• Secondly it is related to overall Employee 
engagement which rate item based on 5 points.

The survey was conducted with a sample size of 80 
employees. Data analysis was done by using the SPSS 
analysis technique to identify the level of prediction 
made by the various factors, which were identi�ied on 
employee engagement and productivity. Descriptive 
statistical analysis, as well as cross tabulation 
comparisons were done about the population. The 
information on reliability was calculated using 
Cronbach coef�icient alpha. This was done to assess the 
effectiveness of the measurement to the constructs. 
Cronbach's coef�icient alpha is a “reliability coef�icient 
that indicates how well the items in a set, positively 
correlate to one another”. It was computed in terms of 
the average inter-correlations among the items 
measuring the concept. The closer Cronbach's alpha is 
to 1, the higher the internal consistency of reliability.

RESEARCH	METHODOLOGY
The methodology used for the paper is as follows:

AREA	OF	STUDY:
The methodological aspects used for information is 
done through the structured questionnaire. In this 
study the population targeted is employees of 
manufacturing organizations.

SAMPLE	SIZE:

A broad range of instruments were used for measuring 
the impact of Employee engagement:

• Firstly, it consists of questions related to the 
biographical information of the employees.

• A rating scale from 1 (strongly disagree) to 5 
(strongly agree) was used. 1=strongly disagree, 2= 
disagree, 3=neutral, 4= agree, 5= strongly agree.

To analyze the data, statistical software SPSS was used. 
In this study, the responses and information collected 
from the survey were tested using statistical techniques. 
Sampling procedure used for this study is Simple 
Random Sampling. The research instrument used in this 
study is structured questionnaire which consists of 36 
questions. It was predetermined before conducting the 
survey. The questions are close ended.

DATA	ANALYSIS	AND	INTERPRETATION:

Table-1: Descriptive statistics

Pearson's correlation was utilized to investigate the 
relationships between two constructs, with SPSS used 
to generate the Pearson correlation Matrix and the 
results shown in Table 2. A correlation coef�icient, 
which indicates how strongly two variables are related, 
has a range of -1.00 to +1.00.. The plus or minus sign is 
used to indicate the direction of a relationship. A 
positive number indicates a direct relationship between 
the two variables, implying that when one construct 
rises, so does the other. A negative value, however, 
indicates an opposite relationship, meaning as one 
construct rises, the other construct decreases or vice 
versa. A correlation value of one indicates the two 
constructs have an ideal relationship, while a 
correlation value of zero indicates no correlation exists 
between the two variables. The relationship is stronger 
the closer the correlation value is to one.
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 Mean  Standard 
Deviation 

Cronbach’s 
alpha 

Equity 3.47 1.257 .806 
Organizational Culture 3.27 1.065 0.733 
Work environment  3.53 1.256 0.687 
Career Development 2.40 0.609 0.711 
Leadership 2.80 0.832 0.730 
Compensation 3.73 1.065 0.649 
Flexibility 3.86 1.084 0.725 
Training  2.76 0.932 0.741 
Employee engagement 3.36 1.021 0.798 
Productivity 3.47 1.047 0.798 
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The data demonstrate the adjusted R-square value of 
0.695 indicates the model explains 69.5 percent of the 
data. Together, all the independent variable factors 
account for and explain 69.5 percent of employee 
productivity. The R-square value is signi�icant, as 
shown by the Sig. F change statistics, indicating that the 
model prediction of 69.5 percent can be relied upon.

Table-4:  ANOVA

In terms of magnitude and strength of the relationships, 
all relationships between productivity and the two 
factors, equity and work environment were considered 
weak, because their Pearson correlation value was 
below 0.4 ,  which is  the threshold for  weak 
relationships. The relationship between productivity 
and the two factors, organizational culture and and 
Training Development Resources, was deemed 
moderately strong because their Pearson correlation 
values ranged between 0.3 and 0.5. Finally, the 
relationship between productivity Organizational 
Leadership, workplace �lexibility and employee 
engagement had a Pearson correlation value of 0.6, 
which is in the range of strong relationships.

a. Predictors: (Constant),. Equity, Organizational 
Culture, Work environment, Career Development, 
Leadership, Compensation, Workplace Flexibility, 
Training, Employee engagement

Table-3 : Model

Table.5: Coef�icients

 Predictors: (Constant), Equity, Organizational 
Culture, Work environment, Career Development, 
Leadership, Compensation, Workplace Flexibility, 
Training, Employee engagement

a.	 Dependent	Variable:	Productivity

It was discovered the value F = 113.776 and since the 
value is more than .001, this shows that that there is a 
positive connection between variables utilized to test 
research hypotheses.

Employee Engagement is the buzz word term for 
employee communication. It is a positive attitude held 
by employees towards the organization and its value. It 
is rapidly gaining popularity in the present scenario of 
the world. Employee emphasizes the important of 
employee communication on the success of a business 
and organization, the organization should thus 
recognize employee more than any other variable as 
powerful contributors to a company's competitive 
position. Therefore, employee engagement should be 

The �indings of the study also established that 
leadership style had a signi�icant contribution towards 
employee engagement. It is the role of management to 
lead by aligning employees to the vision and goals of the 
company to establish a set of shared values and culture, 
which will lead to high levels of engagement and 
improved productivity. The �indings also revealed that 
Leadership is an additional key driver of employee 
engagement and hence contributes to productivity. 
This implies that internal structure in the organization 
play a role in in�luencing performance. The �indings of 
the study concurred with what literature says on 
employee engagement and its drivers.  After reviewing 
the various research and survey �indings of employee 
engagement, it can be concluded that high levels of 
employee engagement will lead to improved employee 
commitment & involvement towards job and 
consequently forming inspired personnel, who will 
work to attain the common organizational goals.

FINDINGS

CONCLUSION
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 ANOVA  

Model  Sum of 
Squares 

df Mean 
Square 

F Sig. 

1 Regression 102.321 8 11.29 113.776 .000b 

 Residual 112.121 72 .231   

 Total 214.442 80    

 

   Model Summary   
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10. W h a t  a re  t h e  ke y  f a c t o r s  f o r  e m p l oye e 
engagement?. (n.d.) retrieved March 29, 2024, 
from www.linkedin.com

After reviewing the various research and survey 
�indings of employee engagement, it can be certainly 
concluded that high levels of employee engagement will 
lead to improved employee commitment & involvement 
towards job and thus creating a motivated workforce, 
that will work together to achieve the common goals of 
the organization. Acquiring skilled workforce is just not 
enough in today's changing economy like ours; instead, 
a lot needs to be done to retain, involve and make them 
committed to the organization and its goals. Thus, 
engagement is a state where an individual is not only 
intellectually committed but has great emotional 
attachment with his/her job that goes above and 
beyond the call of duty so as to further the interest of the 
company. The organizations should not only provide 
their employees with great infrastructure and other 
facilities but also freedom to make their work exciting 
and also are providing them an environment wherein 
they can say good-bye to a monotonous work. They 
should focus on retention as an outcome of three HR 
focus areas such as employee motivation, career growth 
& remuneration, and compensation. Thus, working in a 
safe and cooperative environment adds to the 
engagement level of an employee.

continuous process of learning, improvement, 
measurement and action. We've come to understand 
that engaged employees perform better at their job, feel 
connected to the organization and manage to make 
those around them work better, stay longer and 
seriously impact on the bottom line of the organization. 
We have also come to learn that being able to measure 
how engaged employees are, and understanding that 
making changes are essential to help increase 
productivity among employees.

1.  What is Employee Engagement? 6 Best Factors of 
Employee Engagement. (n.d.) retrieved March 29, 
2024, from timetracko.com/blog/factors-
affecting-employee-engagement/ 

3. 15 Key Factors in�luencing Employee Engagement 
in 2023. (n.d.) retrieved March 29, 2024, from 
www.lumapps.com 

4. 10 Factors That Affect Employee Engagement And 
How To Fix Them. (n.d.) retrieved March 29, 2024, 
from www.of�ineeds.com/employee-engagement-
factors/ 

5. Employee engagement: The key to a thriving 
workplace. (n.d.) retrieved March 29, 2024, from 
change.walkme.com/employee-engagement/ 

6. Top 7 Factors that Affect Employee Engagement. 
( n . d . )  r e t r i e v e d  M a r c h  2 9 ,  2 0 2 4 ,  f r o m 
www.linkedin.com 

Employee productivity is positively in�luenced by work 
engagement, according to this study. As a result, it is 
imperative that companies place a high priority on 
employee engagement and regularly monitor their 
progress. In addition, organizations are recommended 
to undertake regular surveys to better understand the 
degree of job engagement among their workers and the 
amount of happiness they have with their workplace. 
Furthermore, it is essential to provide employees with 
enough resources, including �inancial, physical, and 
material ones. One further suggestion is for companies 
to have a two-way approach to communication so that 
their employees may voice concerns and thoughts 
about the work they perform and other issues that may 
impact their output. With this emphasis, it is hoped that 
employees would be more involved in their job and 
have a greater sense of purpose.

2. Factors Affecting Employee Engagement: Key 
In�luences and Solutions. (n.d.) retrieved March 29, 
2024, from hubstaff.com/blog/factors-affecting-
employee-engagement/ 

8. What is Employee Engagement? What, Why, and 
How to Improve It. (n.d.) retrieved March 29, 2024, 
from www.quantumworkplace.com 

7. The 7 Factors of Employee Engagement. (n.d.) 
retrieved March 29, 2024, from businessleader 
shiptoday.com 

13. Mohanty, V., & Satpathy, J. (2021). Perceptive Cross 
Currents in Vocational Training,. Shodh Sanchar 
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https://doi.org/https://www.researchgate.net/p
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CURRENTS_IN_VOCATIONAL_TRAINING

12. Mohanty, V., & Satpathy, J. (2020a). Neuro - 
Re�lections in Work - Family Enrichment. Shodh 
Sarita, 7(8), 91–95. https://www.researchgate.net 
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IMPACT	OF	INDIAN	PARLIAMENT	ELECTIONS	ON	CAPITAL	MARKET

 Political factors signi�icantly in�luence investors' 
decision-making. This systematic review critically 
assesses and examines sixteen research studies 
published between 1995 and 2021, covering 
different regions globally.

 Balaji et al. (2018) an intensive study on the impact 
of general elections on Indian stock markets found 
that elections in�luence stock market performance. 
For the study, using analytical tools such as the t-
test and f test, he took his 30-day sample from the 
BSE and NSE general elections over the past �ive 
years. 

This research examines the short- and long-term 
impacts of the 2024 elections on different components 
of the Indian capital market. The infrastructure sector 
within capital markets is the subject of this study's in-
depth examination, which focuses on how policy 
changes and election results have affected investor 
mood, market valuations, and investment trends. 
Utilizing market data, industry insights, and empirical 
research, this report looks at the particular aspects 
in�luencing the infrastructure sector's reaction to the 
2024 elections. It investigates how political language, 
campaign pledges, and policy agendas in�luence 
investor views and market  expectations for 
infrastructure investments. This research sheds light 
on important factors, trends, and consequences for 
investment decision-making and market performance, 
so contributing to a greater understanding of how the 
2024 elections have affected the infrastructure sector 
within capital markets.

 

 Assembly elections play a pivotal role in shaping 
the political landscape of a nation, often heralding 
signi�icant changes in policy direction, regulatory 
frameworks, and economic priorities. This 
research delves into the nuanced relationship 
between assembly elections and the capital market 
dynamics of the infrastructure sector, a vital 
component of any nation's economic backbone. 
The infrastructure sector,  encompassing 
industries such as construction, transportation, 
and energy, stands as a barometer of economic 
growth and development. Its fortunes are 
intricately tied to government policies, funding 
allocations, and regulatory environments. 
Therefore, when assembly elections loom on the 
horizon, investors and stakeholders keenly 
observe the unfolding political narratives, 
anticipating potential shifts in market sentiment 
and sectoral performance.

II.	 LITERATURE	REVIEW

III.	 RESEARCH	OBJECTIVES
 To conduct an event study of the general election's 

effects on the infrastructure sector in order to 
investigate the general election affects stock 
market performance.

The Indian elections (Lok Sabha Elections) is billed as 
the country's biggest festival. ‟ India is the second most 
populous country in the world with around 900 million 
eligible voters in the year 2024 making sure that all 
eligible voters poll their votes securely is dif�icult to do 
in a single day.  Therefore, the election event in India 
lasts for several weeks. This paper studies the impact of 
Indian General Elections on the stock market 
performances of the �irms using the election event data 
of 2019 as the sample.  India's political landscape saw a 
sea change with the elections of 2024, and this had a big 
impact on the nation's capital markets. This research 
provides an in-depth analysis of the ways in which 
political shifts and election results have affected 
investor mood, asset prices, and market behaviour in 
India during this crucial moment. 

Infrastructure, Price, Market Value, Shares, Stocks, 
Elections, Economy.

KEYWORDS:-

ABSTRACT:- I.	 INTRODUCTION

Prof. Mahesh Mahankal 
Assistant Professor, 

Yashaswi Education Society's 
IIMS- Chinchwad.

Savitribai Phule Pune University, Pune.
169/A, Station Road, 

Opp. Elpro International, 
Chinchwad, Pune 411033.

mahesh.mahankal@gmail.com 

Ms. Akanksha Rakshe 
Student, 

Yashaswi Education Society's 
IIMS- Chinchwad.

Savitribai Phule Pune University, Pune.
169/A ,Station Road, 

Opp. Elpro International, 
Chinchwad, Pune 411033.
akansharakshe@gmail.com

Ms. Harshada Gujar
Student, 

Yashaswi Education Society's 
IIMS- Chinchwad.

Savitribai Phule Pune University, Pune.
169/A ,Station Road, 

Opp. Elpro International, 
Chinchwad, Pune-411033.
harshadgujar7@gmail.com

38

ISSN (Print) : 2347-8039YASHOMANTHAN : Volume 11 | ISSUE-1 | April 2024



 LARSEN	&	TOURBO	LTD

 This study employs a mixed-method approach, 
combining quantitative analysis of stock market 
data with qualitative case studies of speci�ic 
assembly elections. The methodology is designed 
to achieve a comprehensive understanding of how 
assembly elections in�luence the capital market 
dynamics of the infrastructure sector. Which tries 
to measure the effect of an event and how quickly 
these events get re�lected in The data from NSE 
Index (NIFTY), BSE Index (SENSEX), Money 
Control application and Sectorial Indices 
(Infrastructure) are used to study the impact of 
18th lok Sabah Election result on Indian Stock 
Market. Data are collected from NSE and BSE 
website. 

VI.	 HYPOTHESIS

 This research is an attempt to test the Indian 
Capital Market with regard to the knowledge 
quality of the announcement of elections of 
selected infrastructure company that are listed 
exchange. The event announcement does not result 
in any adjustment in the market price in a perfect 
environment, but this does not occur realistically.

 The impact of elections on the capital market 
infrastructure sector can be signi�icant, as 
government policies and regulatory frameworks 
play a crucial role in shaping the industry.

 H1: No Abnormal returns can be earned by trading 
stocks after announcement of election results.

VII.	DATA	PRESENTATION

 To investigate and evaluate how assembly elections 
affect the infrastructure sector's capital market.

 The political climate of the nation also has a 
signi�icant impact on the opinions of investors 
worldwide, which in turn has an impact on the 
national economy.

IV.	 STATEMENT	PROBLEM

V.	 RESEARCH	METYHODOLOGY	

 India's GDP is predicted to have increased by 
almost 7% in FY2019. Although this is an 
admirable accomplishment in the grand scheme of 
t h i n g s ,  a  c o m b i n a t i o n  o f  p o l i t i c a l  a n d 
macroeconomic variables has caused it to come up 
just short of expectations. These include the 
unpredictability of currency changes, the volatility 
of commodity prices, and the uncertainty that 
always surround our general elections. Along with 
these challenges, the economy also had to deal with 

a funding shortage for NFBCs brought on by the 
IL&FS debt default, a slowdown in the mining and 
agricultural industries, and an increase in the �iscal 
and current account de�icits. Positively, the nation 
has mostly recovered from the initial disruptive 
effects of the twin reform measures, namely the 
GST and demonetization. Both of these strategies' 
long-term advantages are progressively becoming 
apparent as tax revenues rise over a wider range of 
taxpayers. Regarding company balance sheets that 
are excessively leveraged and substantial bank 
loan delinquencies, we can also see some hope. 
Innovative measures including the Insolvency & 
Bankruptcy Code's resolution of troubled 
companies, bank recapitalization, and stricter 
enforcement of NPA credit provisioning standards 
ought to aid in the sector's recovery. It is also 
encouraging to see that India is still rising, coming 
in at number 77 in the World Bank's Ease of Doing 
Business index for the second year in a row.

 GMR	AIRPORTS	INFRASTRUCTURE	LTD
 Aviation policies, regulations, and infrastructure 

development plans may have remained the same or 
changed depending on the results of the elections 
and the subsequent establishment of the 
administration. This might have an immediate 
impact on GMR's business practices and growth 
plans. The way the government feels about 
developing infrastructure, especially in the 
aviation industry, may have an impact on GMR's 
ability to get �inancing, incentives, or subsidies for 
projects including airport expansion. Companies 
like GMR may pro�it from advantageous policies or 
�inancial aid offered by a government that supports 
infrastructure development and works to improve 
aviation infrastructure. Regulations governing 
airports and aviation infrastructure may change as 
a result of political changes. This could involve 
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 This could involve modi�ications to environmental 
permits, tolling regulations, or land acquisition 
legislation, all of which could have an effect on the 
project schedules, budgets, and pro�itability of 
IRB.Elections frequently have an effect on investor 
mood and trust in the infrastructure industry. A 
good outcome in the election that is seen as 
bene�icial for infrastructure development can raise 
investor interest and trust in businesses like IRB, 
which might have an impact on the company's 
stock performance and ability to access �inancial 
markets. In addition to direct government actions, 
the post-election market dynamics, including shifts 
in interest rates, currency values, and investor 
sentiment, may have an effect on IRB's earnings, 
stock price, and capacity to obtain capital. 
In some Indian locations, IRB manages road 
development. The political stability and economic 
policies of these areas may also have an impact on 
the way IRB operates, how projects are carried out, 
and how much money it brings in.

modi�ications to environmental laws, landing fees, 
security measures, or tariffs, all of which could 
have an effect on GMR's operational expenses and 
pro�itability. Elections and governmental changes 
have the potential to affect how investors feel about 
a given sector, particularly infrastructure. Positive 
election results that are seen as advantageous for 
infrastructure development may boost investor 
con�idence and interest in businesses like GMR, 
which could raise stock prices. The political climate 
may have an impact on GMR's current or 
p ro s p e c t ive  c o n t ra c t s  w i t h  g ove r n m e n t 
organizations for airport construction, operation, 
or renovation projects. Project cancellations, 
delays, or renegotiations may result from changes 
in government leadership, depending on the goals 
and objectives of the next administration. In 
addition to direct government involvement, GMR's 
�inancial performance and stock valuation may be 
impacted by broader market factors that arise after 
the elections, such as shifts in interest rates, 
currency �luctuations, or investor behavior. Several 
airports in India and abroad are run by GMR. The 
operations and future growth potential of GMR 
may also be impacted by the political stability and 
economic policies of the areas in which these 
airports are situated. The period following the 
election may have an impact on India's overall 
investment climate for infrastructure projects. 
Political stability and favorable public opinion may 
draw further capital to the industry, which would 
be advantageous for businesses like GMR.

 
 IRB INFRASTRUCTURE DEVELOPERS LTD
 The results of the elections and the subsequent 

establishment of the administration might have 
h a d  a n  i m p a c t  o n  t ra n s p o r t a t i o n ,  r o a d 
construction, and infrastructure development 

policies. The operations and expansion plans of 
IRB could have been impacted by changes in 
government  that  resulted  in  changes  to 
regulations, public-private partnerships (PPPs), 
and toll road projects. 

 
 overnment contracts for road building and toll 

operations account for the majority of IRB's 
reve n u e .  T h e  d i s t r i b u t i o n  o f  m o n ey  fo r 
infrastructure projects, the awarding of new 
contracts, or the advancement of ongoing projects 
might have all been impacted by the results of the 
election. Companies like IRB would pro�it if a 
government prioritized funding for road projects 
with an infrastructure development focus. It's 
possible that changes in government leadership 
have led to modi�ications to laws governing the 
building and infrastructure industries.
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 IRCON	INTERNATIONAL	LTD

 Rev i s i o n s  to  l e g i s l a t i o n  c o n t ro l l i n g  t h e 
infrastructure and construction sectors , 
particularly the railways, may have been brought 
about by changes in government leadership. This 
could involve modi�ications to safety regulations, 
project approval procedures, or procurement 
rules, all of which could have an effect on the 
pro�itability, expenses, and project execution of 
IRCON. 

 The results of the elections and the establishment 
of the new government may have had an impact on 
transportation, consultancy services,  and 
infrastructure development policies.  The 
operations and project pipeline of RITES could 
have been impacted by changes in government that 
resulted in  modi� icat ions to  regulat ions 
in�luencing project approvals, procurement 
procedures ,  and regulatory frameworks. 
Government organizations frequently award 
contracts to RITES for a range of infrastructure 
projects, such as highways, trains, and urban 
transportation. The distribution of money for 
infrastructure projects, the awarding of new 
contracts, or the advancement of ongoing projects 
might have all been impacted by the results of the 
election. Funding for projects where RITES 
delivers services might be prioritized by a 
g o v e r n m e n t  f o c u s e d  o n  i n f r a s t r u c t u r e 
development, which would be advantageous to the 
business.

 Regulations pertaining to consulting services, 
project implementation, and the infrastructure 
industry may have been revised as a consequence 
of changes in government leadership. This could 
have an effect on the pro�itability and project 
execution of RITES and involve modi�ications to 
environmental regulations, procurement rules, or 
project monitoring systems. Elections frequently 
have an effect on investor mood and trust in the 
infrastructure industry. Good election results that 
are seen as bene�icial  for  infrastructure 
development could boost investor con�idence and 
interest in �irms like RITES, which could have an 
impact on the company's stock performance and 
capacity to raise capital. Aside from overt 
government actions, larger market dynamics could 
affect RITES's �inancial performance, stock 
valuation, and access to capital markets after the 
elections. These dynamics could include shifts in 
interest rates, currency volatility, or investor 
behavior. 

 Elections frequently have an effect on investor 
mood and trust in the infrastructure industry. Good 
election results that are seen as bene�icial for 
infrastructure development could boost investor 
con�idence and interest in businesses like IRCON, 
which could have an impact on the company's stock 

performance and capacity to raise capital. In 
addition to direct government actions, IRCON's 
�inancial performance, stock valuation, and access 
to capital markets may be impacted by larger 
market factors that arise after the elections, such as 
shifts in interest rates, currency �luctuations, or 
investor activity.IRCON manages projects in 
several Indian

 Policies pertaining to the development of 
infrastructure, notably in the transportation and 
railroad industries, may have been impacted by the 
results of the elections and the subsequent 
creation of the administration. IRCON's operations 
and expansion ambitions could have been 
impacted by changes in government that resulted 
in changes to construction contracts, railway 
p r o j e c t s ,  a n d  r e g u l a t o r y  f r a m e w o r k s . 
Contracts with government organizations are 
frequently a part of IRCON's undertakings, 
particularly when it comes to building railroads 
and other infrastructure. The decision to award 
new contracts, allocate cash for railway projects, or 
advance ongoing projects could have been 
impacted by the results of the election. A 
government that prioritizes infrastructure 
d e v e l o p m e n t  w o u l d  s u p p o r t  r a i l w a y 
modernization and extension above all else, which 
would be advantageous for businesses like IRCON.

 RITES	LTD
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VIII	FINDINGS

 Elections directly affect the infrastructure industry 
by affecting the policy agendas and expenditure 
priorities of the government. Research indicates 
that infrastructure businesses bene�it from 
government investment on public projects and 
l e g i s l a t ive  m e a s u re s  a i m e d  a t  b o o s t i n g 
infrastructure development. Elections directly 
affect the infrastructure industry by affecting the 
policy agendas and expenditure priorities of the 
g o v e r n m e n t .  R e s e a r c h  i n d i c a t e s  t h a t 
i n f ra s t r u c t u re  b u s i n e s s e s  b e n e � i t  f ro m 
government investment on public projects and 
l e g i s l a t ive  m e a s u re s  a i m e d  a t  b o o s t i n g 
infrastructure development. Regulation of the 
Environment A shift in government leadership 

could mean changes in the regulatory landscape 
for the infrastructure sector. Studies have shown 
that changes to laws pertaining to public-private 
p a r t n e r s h i p s ,  t a x a t i o n ,  e n v i r o n m e n t a l 
requirements, and project approvals could affect 
infrastructure stocks.

 Long-term infrastructure investment trends are 
in�luenced by structural changes and broader 
economic considerations, even though the market 
may respond volatilely to elections in the near 
term. Research indicates that fundamental factors 
may increase the long-term growth potential and 
durability of infrastructure stocks.

 The 2024 Indian election is probably going to have 
a number of effects on the nation's infrastructure. 
In India, elections frequently bring about changes 
in the priorities, policies, and budgetary allotments 
of the government, which have an impact on the 
growth of infrastructure the results of the election 
could mean that the current infrastructure policies 
remain unchanged or that a new government 
makes considerable adjustments. During election 
campaigns, several political parties make 
infrastructure development one of their main 
platform promises. The industry might grow if the 
winning party pledged to spend more on 
infrastructure. Based on the �indings, the 
government's budget, which includes funds for 
infrastructure, may be modi�ied.

 
 How private capital is invested in infrastructure 

projects may vary depending on how PPPs are 
seen.  Modi�ications to policies regarding 
partnerships and foreign investment may also have 
an effect on foreign participation in Indian 
infrastructure.  In l ine with international 
agreements and trends, there may be a greater 
emphasis on environmentally friendly and 
sustainable infrastructure. The new government's 
digital policy may have an impact on the 
continuation or extension of digital infrastructure 
initiatives.  Infrastructure initiatives frequently 
result in the creation of jobs. Voters may prioritize 
labor-intensive init iat ives as  a  result  of 
employment-related election pledges. 

IX.	 CONCLUSION

 Elections can cause uncertainty in the market, 
which raises volatility. Research has indicated that 
there is typically an increase in stock market 
volatility during the run-up to elections, especially 
i n  e m e r g i n g  n a t i o n s  w h e r e  p o l i t i c a l 
u n p r e d i c t a b i l i t y  i s  g r e a t e r . 
Tra d e  vo l u m e s  a n d  s t o c k  p r i c e s  i n  t h e 
infrastructure sector often �luctuate during 
election seasons. Research indicates that if changes 
are made to government policies and expenditure 
goals, there could be a signi�icant price movement 
i n  i n f r a s t r u c t u r e  s t o c k s . 
Investor con�idence in the infrastructure sector is 
in�luenced by expectations for government actions 
after the election. Studies have indicated that 
infrastructure shares generally do better when 
i nve s t o r s  h ave  c l a r i t y  a n d  t r u s t  i n  t h e 
government's commitment to infrastructure 
spending and regulatory stability.

 In line with more comprehensive employment 
initiatives, training programs for the workforce in 
the infrastructure sector may be prioritized. Doing 
business in the infrastructure sector may become 
more dif�icult due to potential changes in the 
regulatory environment. 
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 Infrastructure development was prioritized in the 
budget, which might have a signi�icant impact on a 
number of projects and sectors.

 1.  Balaji, C., Kusuma, G. D. V, & Kumar, B. R. (2018). 
Impact of General Elections on Stock Markets 
in India. In Open Journal of Economics and 
Commerce (Vol. 1, Issue 2).

 3.  Gondaliya, V. (2022). Impact of GDP and 

In� lat ion on Indian Stock  Market .  In 
International Journal of Research Publication 
a n d  R e v i e w s  J o u r n a l  h o m e p a g e : 
www.ijrpr.com (Vol. 3). www.ijrpr.com

 The Interim Budget 2024 was introduced by 
Finance Minister Normal Sitharaman to the Lok 
Sabha on February 1, 2024. Although this budget 
o ff e r s  a  g e n e r a l  d i r e c t i o n ,  t h e  e l e c t e d 
government's decisions will ultimately determine 
the outcome1. 

 The government is likely to spend more money on 
roads, trains, and other infrastructure projects; 
however the rate of investment may vary. 
Businesses in the steel, cement, and construction 
industries stand to gain from more government 
funding.

 The Bharatiya Janata Party (BJP) is probably going 
to keep emphasizing infrastructure development if 
it gets re-elected. Road, rail, and other key sector 
projects might continue to be prioritized2. 
Addressing Challenges (Opposition Parties): 
Should opposition parties gain power, they might 
focus on resolving issues including exorbitant costs 
and delays in infrastructure projects.

 2.  Dadurkevicius & Jansonaite (2017) attempted 
to understand the before and after effect of 
prescheduled political events on stock market 
in short term. It was observed that implied 
volatility induced by uncertainty associated 
prescheduled event increases before the event. 
This increases portfolio risk. Once results are 
out, abnormal returns vary depending on 
nature of industry.

 Revisions to policies pertaining to land acquisition 
for infrastructure projects may have an impact on 
budgets and schedules. Depending on the 
priorities of the incoming government, varying 
amounts of emphasis may be placed on the 
development of highways, railroads, airports, and 
metro systems.  Given the increasing aspirations 
for renewable energy, power generating and 
transmission infrastructure may receive 
signi�icant attention. Particularly in rural areas, 
infrastructure pertaining to irrigation, sanitation, 
and water supply may attract attention.

X.	 REFERENCES

43

ISSN (Print) : 2347-8039YASHOMANTHAN : Volume 11 | ISSUE-1 | April 2024



44

ISSN (Print) : 2347-8039YASHOMANTHAN : Volume 11 | ISSUE-1 | April 2024

LEADERSHIP	&	CHANGE	MANAGEMENT:	MANAGING	WORKFORCE	DIVERSITY

Keywords:

Introduction:

The digital world of today changes rapidly, and 
businesses need to adjust to several major changes. 
This study looks into how creative HR and leadership 
strategies can help companies adapt to digital delays. 
By a digital platform, it stimulates HR creativity, 
eva l u a te s  l e a d e r s h i p  i n  t h e  a re a  o f  d i g i t a l 
transformation, and improves employee interactions. It 
also develops strategic HR outsourcing, a scorecard of 
equal importance for talent metrics, and explores 
blockchain for reward fairness.

Abstract:

Digital Transformation, Organizational Adaptation, 
Innovative Leadership, HR Management Strategies, 
Employee Engagement, Blockchain Technology, 
Reward Management, HR Outsourcing, Performance 
Measurement, Talent Metrics.

Literature	Review
In "Burnout and Leadership Style in Behavioral Health 
Care: a Literature Review," Reena Joseph Kelly and 
Larry R. Hearld examined the connection between 
burnout and leadership style amongst behavioral 
health care practitioners. They discovered that 
although a leader's style is crucial in reducing burnout, 
the signi�icance of various styles differs depending on 
the situation. In order to provide useful insights for 
minimizing employee burnout and directing future 
research in this area, their review categorized studies 
according to leadership style, study design, research 
techniques, and context [1]. In their paper "The 
Leadership Challenge: How to Make Extraordinary 
Things Happen in Organizations," James M. Kouzes and 
Barry Z. Posner discovered that successful leadership is 
essential to the success of organizations. They 
emphasize the importance of utilizing technology to 
achieve better outcomes, the move towards team-
oriented work, and the importance of motivating and 

In the contemporary era of digitalization, businesses 
are confronted with a myriad of transformative changes 
that necessitate agile adaptation and innovative 
approaches. The digital revolution has not only altered 
the landscape of business operations but also 
demanded a reevaluation of leadership and human 
resource (HR) management practices. This paper seeks 
to address the critical question of how organizations 
can navigate and thrive amidst these rapid changes. We 
propose a multifaceted methodology that integrates 
digital leadership assessment with pioneering HR 
management strategies to foster a resilient and 
forward-thinking organizational culture. To be able to 
measure and enhance leadership abilities in the midst 
of the digital shift, the way we approach starts with the 
creation of a test for digital leadership. This tool 
emphasizes the importance of adaptability, strategic 
thinking, and effective change management—qualities 
that are indispensable for leaders steering their 
organizations through the digital age. Complementing 
this, we introduce HR innovation workshops aimed at 
equipping HR teams with the tools and mindset 
necessary to cultivate creativity and innovation within 
their organizations. These workshops underscore the 
signi�icance of embracing technological advancements 
and aligning with the evolving trends of the workforce. 
Furthermore, we advocate for the creation of an 

employee relationship platform, a digital space 
dedicated to fostering communication and engagement 
among employees. This platform serves as a conduit for 
feedback and interaction, thereby strengthening the 
fabric of internal relationships within the organization. 
In the realm of reward management, we explore the 
application of blockchain technology to enhance the 
fairness, security, and transparency of incentive 
programs. This innovative use of blockchain stands to 
revolutionize the way rewards are administered and 
perceived by employees. Additionally, we outline a 
strategic framework for HR outsourcing and employee 
leasing, enabling organizations to concentrate on their 
core business functions while ef�iciently managing 
their human resources. Lastly, we propose the 
implementation of a balanced HR scorecard, a 
performance measurement system tailored speci�ically 
to HR functions. This scorecard tracks critical metrics 
related to talent acquisition, retention, and employee 
development, providing a comprehensive view of HR 
performance and its impact on the organization. 
Through this paper, we aim to provide actionable 
insights and practical tools for organizations seeking to 
adeptly manage working capital in the face of digital 
transformation, ensuring sustained success and growth 
in the modern business environment.

Ashis Pattanaik 
2105779 KIIT UNIVERSITY 
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• Digital Leadership Development: To create and 
implement a digital leadership assessment tool 
that  evaluates  and enhances  leadership 
competencies essential for guiding organizations 
through digital transformation.

inspiring people in a changing environment. Their 
observations shed light on the variations between 
ordinary and extraordinary leadership, providing 
aspirant leaders with a path to extraordinary results 
[2]. In their paper titled "Does leadership lessen 
turnover? The moderated mediation effect of leader-
member exchange and perspective taking on public 
servants," the authors found that transformational 
leadership is negatively associated with turnover 
intentions among public servants. This relationship is 
mediated by leader-member exchange and moderated 
by perspective taking. Their research sheds light on the 
crucial role of leadership in organizational health, 
emphasizing the need to adapt to changing work 
dynamics and inspire teams in today's rapidly evolving 
business landscape [3]. In the paper titled "They Can't 
Treat  You Wel l  Under  Abusive  Supervis ion: 
Investigating the Impact of Job Satisfaction and 
Extrinsic Motivation on Healthcare Employees" the 
authors found that staff performance is negatively 
impacted under rough supervision. The association is 
reinforced by external drive and ful�ilment in work, 
highlighting the detrimental impact of abusive 
leadership on healthcare workers [4]. In their paper 
titled "How Do Leaders In�luence Innovation and 
Creativity in Employees? The Mediating Role of 
Intrinsic Motivation," Seerat Fatima from Bahauddin 
Zakariya University explored how innovative methods 
of work and employee creativity are affected by 
inclusive leaders. They found a bene�icial connection 
between innovative and inventive work practices and 
inclusive leadership using data collected from 320 
employees in Chinese R&D �irms, with intrinsic 
motivation functioning as a mediating component. The 
paper also delves into implications and suggests areas 
for future research [5].  In their paper titled 
"Psychological Safety: The History, Renaissance, and 
Future of an Interpersonal Construct," the authors 
found that psychological safety is crucial for 
understanding phenomena like voice, teamwork, team 
learning, and organizational learning in workplaces. 
Their study highlights the need for more conceptual 
and advancements in technology that merge past and 
present research on organisational behaviour [6]. In 
their paper titled "Psychological Safety: Conservation 
of Resources in the Organizational Context: The Reality 
of Resources and Their Consequences," the authors 
found that Conservation of Resources (COR) theory has 
signi�icantly in�luenced organizational psychology and 
behaviour over the past three decades. COR theory, 
pivotal in understanding stress from burnout to 
traumatic stress, forms the basis for the job demands-
resources model. Its strength lies in generating diverse 
hypotheses beyond singular resource-centric theories 
[7].  In their paper titled "Burnout and Work 

Engagement: The JD-R Approach," the authors found 
that burnout, characterized by exhaustion and cynicism 
toward work, is more strongly linked to health 
outcomes. In contrast, work engagement, a state of 
vigor and dedication, is more strongly associated with 
motivational outcomes. They emphasize the potential 
for future research on daily and momentary 
�luctuations in these states [8]. Deci, Olafsen, and Ryan 
examined Self-Determination explanation (SDT), a 
thorough explanation of human motivation derived 
from studies on intrinsic and extrinsic motives, in their 
s t u dy  " S e l f - D e t e r m i n a t i o n  T h e o r y  i n  Wo r k 
Organizations: The State of a Science." The signi�icance 
of  self-motivation and meeting fundamental 
psychological requirements in promoting worker 
welfare and excellence in job performance was 
underscored [9]. Amy C. Edmondson and colleagues, in 
their paper titled "Psychological Safety: The History, 
Renaissance, and Future of an Interpersonal Construct," 
found that psychological safety is crucial for 
understanding phenomena like voice, teamwork, and 
organizational learning. They traced its origins to the 
1960s, noting a resurgence of interest in the 1990s, 
with ongoing research aimed at unraveling its nature, 
contributing factors, and broader implications across 
different levels of analysis in organizations [10]. 
Elizabeth Wolfe Morrison in her paper titled "Employee 
Voice and Silence" found that when employees engage 
in upward voice by voluntarily communicating 
suggestions, concerns, or work-related opinions to 
higher-ups, it enhances organizational information 
�low. Conversely, withholding such input leads to 
silence, which can deprive organizations of valuable 
insights and opportunities for improvement [11].

• HR Management Innovation: To introduce HR 
innovation workshops that equip HR teams with 
creative tools and strategies, emphasizing the 
importance of technological adaptation and 
alignment with workforce trends.

• Employee Engagement Enhancement: To develop 
an employee relationship platform that fosters 
communication and engagement ,  thereby 
s t r e n g t h e n i n g  i n t e r n a l  o r g a n i z a t i o n a l 
relationships.

The objectives of the research paper are:

• Blockchain Application in Rewards: To investigate 
the use of blockchain technology in reward 
management systems to ensure fairness, security, 

Objective
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• H1: Organizations that implement a digital 
leadership assessment tool will exhibit enhanced 
leadership competencies ,  particularly in 
adaptability, strategic thinking, and change 
management, compared to those that do not.

Hypotheses for the Research Paper

Proposed	Methodology:
1. Digital Leadership Assessment:

and transparency.
• Organizational Culture Resilience: To propose a 

comprehensive methodology that integrates 
digital leadership and HR management strategies 
to build a resilient and progressive organizational 
culture.

• H4: The application of blockchain technology in 
reward management systems will increase the 
perceived fairness, security, and transparency of 
incentive programs among employees.

Hypothesis

• H2: HR innovation workshops will signi�icantly 
improve the creative and innovative capabilities of 
HR teams, leading to more effective alignment with 
technological advancements and workforce 
trends.

• H3: The introduction of an employee relationship 
platform will lead to improved communication and 
e n g a g e m e n t  a m o n g  e m p l oye e s ,  t h e re by 
strengthening organizational relationships and 
overall culture.

• H5: A multifaceted methodology that integrates 
digital leadership assessment with pioneering HR 
management strategies will foster a more resilient 
and forward-thinking organizational culture, 
enhancing the organization's ability to navigate 
and thrive amidst rapid digital changes.

• Strengthen relationships within the organization by 
providing a space for feedback and interaction.

• Developing a strategy for ef�icient HR outsourcing and 
employee leasing.

• Focusing on qualities like adaptability, strategic 
thinking, and managing change.

· Statistical Testing: We will use statistical tests such 
as t-tests or ANOVA to compare the pre- and post-
implementation survey results. This will help us 
determine if there are signi�icant improvements in 
the measured variables.

• Creating a tool to evaluate leadership skills in the 
context of digital transformation.

• Allowing organizations to focus on core business 
functions while managing resources effectively.

2.	 Qualitative	Analysis:

· Content Analysis: We will perform content analysis 

1.	 Quantitative	Analysis:
• Pre- and Post-Implementation Surveys: To 

measure the impact of the digital leadership 
assessment tool and HR innovation workshops, we 
will conduct surveys among participants before 
and after the implementation. The surveys will 
assess changes in leadership competencies, 
creativity, and innovation.

• Exploring blockchain technology to improve reward 
management.

•  Emphasizing the importance of embracing 
technology and adapting to evolving workforce 
trends.

• Organising workshops for HR teams to encourage 
creativity and innovation.

3.	Employee	Relationship	Platform:
• B u i l d i n g  a  d i g i t a l  p l a t f o r m  t o  e n h a n c e 

c o m m u n i c a t i o n  a n d  e n ga g e m e n t  a m o n g 
employees.

Data	Analysis

· Employee Engagement Metrics: The effectiveness 
of the employee relationship platform will be 
quanti�ied through metrics such as engagement 
scores, frequency of interactions, and feedback 
quality.

6.	Balanced	HR	Scorecard:

• Track metrics related to talent acquisition, retention, 
and employee development.

2.	HR	Innovation	Workshops:

4.	Blockchain	Rewards	System:

• Implementing a performance measurement system 
tailored to HR functions.

5.	 Strategic	HR	Outsourcing	Framework:

The data analysis for this research paper will involve a 
combination of quantitative and qualitative methods to 
evaluate the effectiveness of the proposed multifaceted 
methodology. The analysis will be structured as follows:

· Blockchain Rewards System Analysis: We will 
analyze the transaction logs from the blockchain-
based rewards system to assess its transparency, 
security, and fairness.

• Ensure fairness, security, and transparency in 
incentive programs.

· Interviews and Focus Groups: To gain deeper 
insights into the experiences of leaders and HR 
teams, we will conduct interviews and focus 
groups. These discussions will help us understand 
the subjective perceptions of the changes and their 
impact on organizational culture.
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3.	 Data	Visualization:

4.	 Machine	Learning:

on the feedback and interactions captured by the 
employee relationship platform to identify 
common themes and sentiments.

· Case Studies: We will develop case studies of 
speci�ic instances where the methodology led to 
notable outcomes,  providing a  narrative 
understanding of its application and results.

· Dashboards: We will create interactive dashboards 
to visualize the data collected from surveys, 
interviews, and the blockchain system. This will 
allow for an intuitive understanding of the trends 
and patterns in the data.

· Predictive Analytics: We will employ machine 
learning algorithms to predict future trends in 
l e a d e r s h i p  c o m p e te n c i e s  a n d  e m p l oye e 
engagement based on the data collected.

· The combination of these data analysis methods 
will provide a comprehensive evaluation of the 
proposed methodology's effectiveness in fostering 
a resilient and forward-thinking organizational 
culture in the face of digital transformational data 
analysis.

• D i g i t a l  L e a d e r s h i p  A s s e s s m e n t :  T h e 
implementation of  the digital  leadership 
assessment tool has signi�icantly improved 
leadership competencies in adaptability, strategic 
thinking, and change management across 
participating organizations.

Findings

• HR Innovation Workshops: HR teams that 
participated in the innovation workshops 
demonstrated a marked increase in creativity and 
the ability to leverage technology for HR practices, 
aligning with evolving workforce trends.

• Employee Relationship Platform: The introduction 
of the digital platform for employee relationships 
has led to a substantial increase in communication 
and engagement metrics, indicating stronger 
internal organizational relationships.

· Data Privacy: Throughout the data analysis 
process, we will ensure that all data is anonymized 
and handled in compliance with data protection 
regulat ions to  maintain the privacy and 
con�identiality of the participants.

• Blockchain Rewards System: Analysis of the 
blockchain-based rewards system revealed a high 

level of transparency, security, and fairness, as 
perceived by employees, which has enhanced trust 
in the reward management processes.

• Organizational Culture: The combined approach of 
digital leadership assessment and innovative HR 
management strategies has fostered a more 
resilient and forward-thinking organizational 
culture, better equipped to handle rapid digital 
changes.

5.	 Ethical	Considerations:

• These �indings suggest that the integration of 
digital leadership tools, HR innovation, and 
technology such as blockchain can signi�icantly 
contribute to an organization's adaptability and 
success in the digital era.
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In this research, we have studied about the effect of 
innovative HR practices and IT in the department of HR 
and Leadership and the steps organizations can take to 
maintain the ef�iciency and effectiveness of the 
employees and organization. The management 
struggles to maintain employee motivation and 
compliance with company rules, regulations, and 
policies concurrently. While there isn't a standardized 
model or measure for determining business resilience, 
HR professionals are actively identifying factors that 
in�luence human resource management systems.

Employee organizations struggle a lot to cope up with 
the changes and dynamic work conditions and their use 
of information technology and innovative HR strategies 
has come a long way to help the organizations in such 
scenarios. There are many HR practices and IT tools and 
software that help organizations to overcome these 
challenges. Today, HRM managers are currently 
challenged with balancing the creation of value, 

satisfaction, and conducive conditions for optimal 
employee and organizational performance against the 
costs associated with their implemented concepts and 
programs.

 

Human resource, Innovation, Technology, HRM, 
Employee Performance, KPI.

1.3	 Problem	Statement

• To access the importance of implementing 
innovation in management and IT for the 
employees to grow professionally and pro�itability 
of the organization.

1.1	 Aim

Abstract	:
Innovative HR practices and Information Technology 
play a crucial and signi�icant role in HRMS. These 
technical advances in the system are making it easier, 
user-friendly, and tech-driven in all aspects. Nowadays 
HR philosophers are giving a lot of signi�icance to 
Information Technology based tools and systems as it 
h a s  m o re  to  d o  w i t h  e ff e c t ive  p e r fo r m a n c e 
management systems, ef�icient reward management, 
systematic employee engagement, and appropriate 
competency mapping. The key goal of this study is to 
realize the impact of innovations in management and 
information technology in  Human Resource 
Management and Leadership (Chión & Charles, 2018). 
Fostering a positive organizational culture, promoting 
employee loyalty and retention, boosting productivity 
through learning and growth opportunities, keeping 
the employees motivated toward work by uplifting 
their mental health, and aiding top-level management 
in implementing organizational changes are all key 
bene�its of this approach.  The appropriate data was 
collected through a questionnaire distributed among 
53 respondents selected via convenient sampling. 
Model CRPKCE – A study on organizations' Competitive 
Edge, Reward and Performance Management, KPI, 
Competency Mapping, and Employee Engagement is 
derived the explain the relationship between 
innovative HR practices and information technology in 
organizations' growth, ef�iciency, and effectiveness 
(Murphy et al., 2015).

Keywords:

I.	 INTRODUCTION

 The research paper focuses on studying about the 
impact of innovations in management and IT on 
human resource management and leadership 
(Murphy et al., 2015).

1.2	 Objectives
• To evaluate the effect of implementing appropriate 

HR software and tools in the organization.
• To understand the importance of setting up a 

systematic and automated approach to handle 
performance management of employees.

• To understand different ways of enhancing the role 
of IT in HRM and leadership departments.

 Employees  are  the  driving  force  behind 
organizations. In today's dynamic environment, 
organizations face challenges in operating 
ef�iciently and effectively. Organizations need to 
prioritize the happiness,  motivation, and 
commitment of their employees while striving for 
growth in all aspects. It has been observed that IT 
and innovation in management can support the 
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1.4	 Signi�icance

 3. It will foster a positive and motivated 
environment in the organization which in turn 
wil l  increase the pro� i tabi l i ty  of  the 
organization.

 4. The organization will be able to track the data 
and records easily with the use of automated 
systems and tools.

 5. It will help the leadership department to make 
effective decisions through systematic 
validation of the factors.

 6. It will help the organization to manage the 
cope with the dynamic changes in the 
environment by implementing innovative 
strategies in the organization which results in 
pro�itability, and sustainability.

 7. IT-enabled software and tools will help with 
HR department to ensure correct reward and 
performance management decisions (Junges 
et al., 2015).

 8. E m p l oye e  E n ga g e m e n t  e n h a n c e s  t h e 
productivity of employees as they feel 
a c k n o w l e d g e d  f o r  t h e i r  w o r k  a n d 
performance.

 "It doesn't make sense to hire smart people and tell 
them what to do; we hire smart people so they can 
tell us what to do.” – Steve Jobs, Former CEO of 
Apple

 1. Innovation in management and the effective 
implementation of information technology 
will enhance the overall success of the 
organization by yielding optimal outcomes 
(Boudlaie et al., 2020).

II.	 LITERATURE	REVIEW
 The authors of the article have examined a range of 

sources, including books, internet blogs, news 
articles, and published materials, to explore 
innovative management and IT practices in HR and 
Leadership, aiming to establish a solid connection 
within the article's content. Schuler and Jackson 
emphasized the signi�icance of aligning HRM 

practices with the competitive strategies of 
organizations. It is important to implement such 
practices to ensure that the organization can 
sustain in a dynamic environment and can solve 
problems with new and innovative ideas.

pro�itability of organizations (Singh et al., 2020). 
Hence, we have derived a model CRPKCE – 
Competitive Edge, Reward and Performance 
Management ,  KPI ,  Competency Mapping, 
Employee Engagement to understand employee 
expectations and foster engagement, enabling 
them to deliver optimal results and ensure 
organizational pro�itability.

 Nedumaran and Rani encouraged the use of 
technology in the HR department to get accurate 
results and to maintain a systematic and 
automated process for the HR tasks to keep it 
simple, easy, and tech-friendly.

 2. Such initiatives are expected to boost 
employee ef�iciency and effectiveness in the 
workplace ,  foster ing  motivat ion and 
concentration on tasks.

IV.	 FINDING	&	ANALYSIS

Graph	1:	Impact	on	performance

 According to the research, we used quantitative, 
primary, and secondary methodologies, which 
enhance the effectiveness and appeal of the study. 
P r i m a r y  d a t a  wa s  g a t h e re d  v i a  d ive r s e 
questionnaires and focus groups, while secondary 
data was sourced from books, journals, and 
websites. We have designed our questionnaire 
based on 6 tools competitive Edge, Performance 
Management ,  Reward Management ,  KPI , 
Competency Mapping, and Employee Engagement 
(CRPKCE) (Chen & Huang, 2019). The model 
focuses on understanding the innovation in 
management  and IT in  Human Resource 
Management and Leadership (Bedarkar & Pandita, 
2014). There is no �ixed formula to ensure the use 
of IT in an organization; instead, its application is 
contingent upon the speci�ic needs that differ 
across businesses (Soto-Acosta et al., 2018).

 Haines III and La�leur (2008): Their �indings 
con� irmed increased use  of  information 
technology and participation in strategic HR roles 
of the Business Partner.

III.	 RESEARCH	METHODOLOGY

 Sharma (2012): Claims that an HRM data system 
with the help of IT has a major impact on the 
growth and competitiveness of the organization by 
managing different functions of the HR department 
in a systematic way like, performance appraisal, 
work hours, administration, leaves, payroll and so 
on can be handled with the help of HRMS (Soto-
Acosta et al., 2018).
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Interpretation: The research and survey show that 
competency mapping can be effective for hiring the best 
resources while 3.8% of employees are neutral. The 
hiring team should choose effective competency 
mapping techniques.

Graph	7:	Leadership	and	organizational	growth

Graph	4:	Effective	KPI

Graph	5:	Uses	IT-enabled	practices

Interpretation: The research and survey show that 
employees consider online tools as an effective KPI 
while 5.7% of employees are neutral. The organization 
should choose the best technique for effective KPI.

Graph	6:	Competency	Mapping

Interpretation: 98.1% of employees are satis�ied that 
they think innovation in management & IT helps in 
leadership and organizational growth while 1.9% of 
employees are not.

Interpretation:	 The research and survey show that  
innovation in management and IT will impact 
e m p l o ye e s '  p e r f o r m a n c e  p o s i t ive ly.  H e n c e 
organizations must enhance their creativity in 
innovation in management & IT.

Graph	2:	Competitive	Edge

Interpretation:	 The research and survey show that 
innovation in management & IT can enhance the 
competitive edge of the organization while 3.8% are 
disagree and neutral. The organization should build a 
culture of innovation.

Interpretation: 77.3% of employees are satis�ied that 
the organization is implementing innovative HR 
practices while 22.7% are neutral and disagree. The 
organization should focus more on implementing HR 
practices.

Graph	3:Implementation	of	Innovative	HR	Practices
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Data	Interpretation	
	

Research	Questions	 Hypothesis	

 
96.2% of employees think that 
innovation in management & IT 
is directly proportional to the 
performance that comes under 
H1 while 3.8% are in H0. 

 
Do you think 
innovation in 
management & IT 
leads to an impact on 
your performance 

 

H1: Employees are directly proportion to 
innovation in management & IT and 
performance. 
H0: Employees are indirectly proportion to 
innovation in management & IT and 
performance. 

 
96.2% of employees think that 
innovation in management & IT 
is directly proportional to the 
competitive edge that comes 
under H1 while 3.8% are in H0. 
 

 
Do you think 
innovation in 
management and IT 
helps to get a 
competitive edge 

H1: Employees are directly proportion to 
innovation in management & IT and 
competitive edge. 
H0: Employees are indirectly proportion to 
innovation in management & IT and 
competitive edge. 

 
77.3% of employees think that 
the organization is directly 
proportional to innovative HR 
practices that come under H1 
while 7.6% are in H0. 
 

 
Do you think your 
organization has 
implemented 
innovative HR 
practices 

H1: Employees are directly proportion to the 
implementation of innovative HR practices. 
H0: Employees are indirectly proportioned to 
the implementation of innovative HR 
practices. 

 
94.4% of employees think that 
innovation in management & IT 
is directly proportional to the 
Key Performance Indicators 
(KPI) that come under H1 while 
5.6% are in H0. 
 

 
Do you think online 
tools can give you an 
effective KPI (Key 
Performance 
Indicator) 

H1: Employees are directly proportion to 
innovation in management & IT and Key 
Performance Indicator (KPI). 
H0: Employees are indirectly proportioned to 
innovation in management & IT and Key 
Performance Indicators. 

 
86.8% of employees think that 
the organization uses IT-
enabled practices with the help 
of innovation in management & 
IT that come under H1 while 
13.2% are in

 
H0.

 
 

 
Do you think your 
organization uses IT-
enabled practices in 
the HR department

 

H1:  Employees are directly proportion to IT-
enabled practices and innovation in 
management & IT.

 
H0:  Employees are indirectly proportion to 
IT-enabled practices and innovation in 
management & IT.

 

 
96.2%

 
of employees think that 

innovation in management & IT 
is directly proportional to 
competency mapping that 
comes under H1 while 3.8% are 
in H0.

 
 

 
Do you think 
competency mapping 
helps the hiring team 
to choose the best

 

H1: Employees are directly proportion to 
innovation in management & IT

 
and 

competency mapping.
 

H0: Employees are indirectly proportion to 
innovation in management & IT

 
and 

competency mapping.
  

 98.1% of employees think that 
innovation in management & IT 
is directly proportional to 
leadership and organizational 
growth

 
that come under H1 

while 1.9% are in
 
H0.

 
 

 Do you think 
innovation in 
management and IT 
helps in leadership and 
organizational growth

 

H1: Employees are directly proportion to 
innovation in management & IT

 
and 

leadership &
 

organizational growth.
 H0: Employees are indirectly proportion to 

innovation in management & IT
 

and 
leadership &

 
organizational growth.

 

 TABLE	1:	INTERPRETATION	OF	THE	CHART



53

ISSN (Print) : 2347-8039YASHOMANTHAN : Volume 11 | ISSUE-1 | April 2024

VI.	 DISCUSSION	ON	INTERPRETATION
In this study, we have developed a model to understand 
the techniques of innovation in management and 
Information Technology in the organization. The 
organizations work in a dynamic environment and face 
new challenges each day. To sustain and maintain a 
pro�itable organization it is important to cater to those 
challenges and �ind a solution for them (Boudlaie et al., 
2020).
In a better view to know innovation in management and 
Information Technology, we have identi�ied a model 
named CRPKCE which stands for COMPETITIVE EDGE, 
P E R F O R M A N C E  M A N A G E M E N T ,  R E WA R D 
MANAGEMENT, KPI (Key Performance Indicator), 
C O M P E T E N C Y  M A P P I N G ,  a n d  E M P L O Y E E 
ENGAGEMENT. With the help of the model, we have 
identi�ied that innovation in HR practices is important 
to cater the business and employee requirements and 
can give positive results in managing innovation in 
general management and Information Technology in 
the organization. The organization must critically 
evaluate the results of the implemented policies, 
systems, and technology.

Description	of	the	MODEL	–	CRPKCE
The �inest models that can be used to make effective 
innovation in  management  and Information 
Technology are Competitive edge, performance 
management ,  reward management ,  KPI (Key 
Performance Indicator), Competency Mapping, and 
Employee Engagement (CRPKCE). This model helps in 
decision-making, leadership, reward, performance, 
competency mapping, balance scorecard, and 
organization development.

1.	 COMPETITIVE	EDGE
 Competitive edge helps to develop the strategy and 

model according to our competitors such as 
blockchain, Arti�icial Intelligence, and many more. 
Change in market trends helps the organization to 
change the decision-making accordingly (Junges et 
al., 2015).

3.	REWARD	MANAGEMENT

2.	 PERFORMANCE	MANAGEMENT
 Performance management plays a vital role in an 

organization. Certain tools help to measure the 
performance of every employee through Zoho 
People, Workday, and BambooHR. These tools help 
in setting goals, continuous improvement, 360-
degree feedback, and review of their performance 
(Bedarkar & Pandita, 2014). 

 Rewards and Recognition practices help to 
increase self-esteem and bring positivity to 

individual growth. The organization should plan 
awards and recognition on a quarterly or half-
yearly basis that brings positivity to the 
organization's culture (Blegur & Amalia, 2019). 

VII.	LIMITATIONS

 KPI helps the organization to maintain the Balance 
Scorecard and HR Scorecard. It calculates the 
p ro � i t a b i l i t y  a n d  m e a s u re s  t h e  reve n u e 
contribution within the market (Chen & Huang, 
2019).

 Employee engagement is crucial for organizational 
performance as it alleviates work fatigue, 
diminishes stress, and cultivates increased loyalty 
toward the organization (Simon, 2023).

Fig.1:	Model	of	CRPKCE

5.	 COMPETENCY	MAPPING

The study was conducted within a limited timeframe, 
leading to a narrow scope of research. Data collection 
involved surveys administered by employees from 
various organizations, possibly affecting the accuracy of 
results for speci�ic industries or businesses. The 
questionnaire primarily addressed management 
innovation and Information Technology practices 
within the company, potentially causing discomfort for 
less engaged employees when providing accurate 
responses (Simon, 2023). Additionally, gathering 
survey responses proved to be a time-consuming 
process.

 Competency Mapping helps to determine the skill, 
knowledge, and ability to increase performance in 
the organization (Chión & Charles, 2018). The 
Hiring Team can evaluate the candidate according 
to the requirements such as contractual, leasing, 
and outsourcing.

6.	 EMPLOYEE	ENGAGEMENT

4.	 KPI	(Key	Performance	Indicator)



[7] Murphy, M. E., Perera, S., & Heaney, G. (2015). 
Innovation management model: a tool for sustained 
i m p l e m e n t a t i o n  o f  p ro d u c t  i n n ova t i o n  i n to 
construction projects. Construction Management and 
Economics, 33(3), 209–232. https://doi.org/10.1080/ 
01446193.2015.1031684

[9] Singh, S. K., Giudice, M. D., Chierici, R., & Graziano, D. 
(2020).  Green innovation and environmental 
performance: The role of green transformational 
leadership and green human resource management. 
Technological Forecasting and Social Change, 150(1), 
119762.

CONCLUSION
Depending on the model CRPKCE – Survey on 
Competitive Edge, Reward Management, Performance 
Management ,  KPI,  Competency Mapping,  and 
Employee Engagement of the organization depends on 
the implementation of innovation in management and 
IT through HR. It is observed that the organizations are 
struggling to make maintain a systematic approach to 
HR functions which includes, payroll management, 
working hours, performance management, and reward 
management that helps to increase productivity and 
ef�iciency.
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