
1The Exponent Group of Journals For MBA, Volume 4, Number 1, Dec 2015 - Feb 2016

Exponent Group of Journals - Empowering the common man In Association with Shree Aniruddha Upasana Foundation

 Volume: 4 - Number 1                      Dec 2015 - Feb 2016

The Dean & 
Editor-in-chief

Samir Dattopadhye

Editorial Board :

Naresh Dev

Sunil Bahl

Suhas Dongre

Ashutosh Vaidya

Ambarish Chatterjee

Bhushan Pawar

Apurva Sircar

Assistant Editor
Vaibhav  Karnik

Contents
Human Resources:  Samir Dhond    4
A Career Choice
Recruitment

Distribution –   Ambarish Chatterjee   8
Channel Management
– Indian context  

Life Lessons From Arjun Siddharth Dhoot  10

Making Your Job  Sunil Bhal   15
Meaningful by
being Mindful

Personality Profiling      19

Recent Currents in  Dr. Mahesh Karajgikar 26
Human Resources
Management

Central Vigilance  Suhas Dongre   30
Commission guidelines
in Tender Processing

Digital India :   Suhas Dongre   33

The Exponent Group of Journals 

for MBA is an E-journal published 

Quarterly by Booktionary Publishing 

House.

* This journal is published in association with Shree Aniruddha Upasana Foundation.
*  The views expressed in this journal are those of the authors and the editor may not nec 
 essarily agree with the same.
*  Copyright © 2012. All rights reserved. No part of this publication may be reproduced  
 or distributed in any form or by any means without the prior written permission of the  
 publisher.
* All disputes are subject to Mumbai Jurisdiction only.
* All correspondence may be addressed to:-

Editors Desk, Exponent Group of Journals
Email: editor.exponentjr@gmail.com, exponent.jr@gmail.com

The Exponent Group of Journals For 

MBA





3The Exponent Group of Journals For MBA, Volume 4, Number 1, Dec 2015 - Feb 2016

Exponent Group of Journals - Empowering the common man In Association with Shree Aniruddha Upasana Foundation

Editorial

- Ambarish Chatterjee
Email: ambarishchatterjee1@rediffmail.com

Dear Friends

Happy new Year and a Warm welcome to 2016. 
2016 is going to be a Important year in our daily 
lives for sure. its as Dr Aniruddha Joshi says a Year 
of Polarization . I’m not going to Start a discussion 
on Polarization now ; but for sure remind you that 
we are committed more in 2016 as a Organization to 
empower you with more quality articles that enrich 
your lives in 2016.

In this pursuit we have presented today a eclectic mix 
of great and diverse articles -from HR to Personality 

profiling to Distribution to Management lessons 
from Mahabharata to a so called boring but not to be 
found topic on tendering Process.

I’m sure you will like this Issue more than ever  and 
spread the good work of our efforts to your peers 
and friends and share same in all social media . 

Lets spread knowledge and Lets make a difference to 
our Lives!

Happy reading and have a Super 2016...
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Human Resources: A Career 
Choice Recruitment

- Samir Dhond
Email: samir.dhond@gmail.com

Summary

In the Human Resources function, one of the 
subdomains is Recruitment. In my observation, 
people mostly begin their careers by soiling their 
hands in the field of Recruitment.  Here is a field 
that is not only rewarding but would also demand 
much more from you.  In this article, instead of going 
deeper into technicalities of this field, I would like 
to share my thoughts about the impact a recruiter 
can create. I would also like to talk about the skills 
one needs to be a Recruiter.  Let us explore this 
together…

We ended our last article with a conclusion that 
there are many sub-specialties in Human Resources 
and that one may choose to specialize in all or one of 
them.  Most importantly, as a reader, one must have 
understood by now that before one makes a choice, 
it is important for one to understand all that would 
take to specialize in Human Resources’ sub-domains. 
This article in this series of articles would talk about 
each of those beginning with Recruitment.

An organization’s talent pool gets filled through the 
efforts of a recruiter in that organization. Business 
managers help and zero down on candidates. 
Business managers are a vital link in the process of 
recruitment. Having said that a recruiter who is part 
of the Human Resources function enables talent 
acquisition for the organization. It is an important job 
because a recruiter is the first person a prospective 
employee gets to hear or meet. Therefore, a recruiter 
is the face of the organization until the candidate 
meets other people in the organization through a 
recruitment process.

In my career of more than twenty two years, I have 
met many young professionals who do not like 
recruitment. They almost look down on people who 
recruit. The natural tendency is to shy away from 
pitching in the efforts of talent acquisition.  I think 
that demeanor is not a constructive way of looking 
at Recruitment as an endeavor.  I; for one, feel that a 
recruiter needs to possess several skills, specialized 
ones at that in order to source talent for the 
organization.  I encourage you to look at recruitment 
from that perspective through this article.

Having said that I feel that the impact of a recruiter is 
twofold: first, a recruiter can literally change the life 
of an individual by recruiting him/her in one’s dream 
job, and second, a recruiter can effectively change 
the direction and the success of an organization with 
a single great recruit in a key job. A skill of finding the 
right person for the right job usually distinguishes an 
individual recruiter from the rest of the crowd.

Therefore, should one be all ready to choose a career 
option and embark on that journey, here are few 
reasons why one can choose to be a Recruiter in an 
organization.  For the sake of argument, even if you 
are not interested in becoming a recruiter, reading 
this would provide the much needed insight into 
what it takes to be a recruiter.  Since we talked about 
the impact Recruiters create, read on to know what 
that would mean to an organization.  Think about 
ways an individual who aspires to be a recruiter can 
look at these in order to know this profession better.

1. A recruiter influences people’s lives
When a recruiter recruits people for a role in an 
organization, it pretty much creates a massive 
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change in the life of a person being recruited.  While 
one can argue that the course of a person’s life can 
change either which way, a good recruiter always 
looks for the best suitable person for a best suited 
job.  Recruiters, therefore enjoy an excited state of 
mind.  I agree that a recruiter may not be able to 
choose a person for a job, however, through proper 
selection and information dissemination, a recruiter 
can definitely alleviate the risks for an organization.  

One of the secondary functions of a recruiter is to 
guide the candidates.  Usually, candidates at all levels 
would have several questions, at times, anxieties.  
People may not know what they might be looking for.  
In such situations, a recruiter plays an important role.  
S/he can coach a candidate with respect to interviews.  
A recruiter can also pass on some information to 
the candidate with respect to a company’s history, 
growth and build candidate’s confidence.  Even if the 
candidate is not selected, through such coaching, the 
likelihood of a candidate landing a job the next time 
s/he searches for one would be significantly high.

2. Sourcing talent creates business impact
As I have stated earlier in this article that sourcing 
talent for an organization is key. In most of the 
organizations, while machines might do quite a lot of 
work, it’s the people who have to apply their minds 
in order to achieve the required outcome.  In some 
industries, the only asset an organization would 
have to transact business would be people. Take for 
example, Information Technology Industry.  There 
are computers who can do the work but computers 
by themselves are dumb machines. Their intelligence 
is artificial and someone else, a human being has to 
instruct it to perform any function.  Therefore, it is 
the skill of people who work for an organization that 
matters the most.

I would not be surprised if one were to ask a question 
seeking clarification on the point I just dwelled on.  
I would say that when a recruiter brings in talented 
people into the organization, things begin to change.  
It might push the organization to have better quality 
products on time with greater quality. The efficacy 
of the products might be better. Customers might be 
delighted by the solutions an organization provides. 

As a direct result, it impacts revenue positively.  It 
impacts the profitability of the organization and all 
of these would be apparent to people and business 
leaders.

3. A recruiter is a brand ambassador
As the process of recruitment begins, a recruiter is the 
first and for a long time, the only person a candidate 
would talk to until s/he comes in for an interview.  
Therefore, for all practical purposes, a recruiter is 
the brand ambassador for the organization. One can 
choose to call a recruiter the face of the organization 
as well. Every single perception a candidate might 
develop about the organization would be based on 
his/her interactions with a recruiter. Only when the 
interviewing process begins, this impression would 
change. Having said that it would be prudent to note 
that for almost all of us, the first impression is the last 
impression.  Therefore, it is important that a recruiter 
pays much more attention to the interactions one 
would have with a candidate.

Since a recruiter is a brand ambassador, it is his/her 
implicit duty to spread some good words about the 
organization. The selling of an organization begins 
here.  A recruiter, therefore, must always be aware 
of this fact as s/he interacts with the candidate.  Each 
and every word, or a gesture or change in tone would 
be construed as a reflection on the nature, and the 
culture of the organization.

4. A recruiter receives gratitude from the 
operations

Business managers are always in need of talented 
people. Bringing in talent leads to direct business 
impact for any business manager. Therefore, a 
recruiter is always revered for his/her contributions 
in bringing in talent. Even though a recruiter may not 
work on an assignment for the business, sourcing 
talent in itself is a project through which s/he can 
create huge business impact in a short span of time. 

5. A recruiter is a creative person
Once a recruitment endeavor picks up momentum, 
just like a product life cycle, the effort would plateau.  
In such circumstances, in spite of odds, the business 
targets would always have to be managed.  A 
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recruiter can host various programs and endeavors 
through which sourcing pipeline can always be full. 
At the end of the day, a business manager is always 
interested in having a rich source of talent pool.  In 
my experience, all it takes is some initiative and some 
risk taking ability.

Having understood the role a recruiter plays in 
contributing to business, it would be appropriate 
now to look at some of the prerequisites for a 
recruiter.  Let us just briefly try to understand how 
a potential recruiter can prepare oneself to take on 
this endeavor for an organization.

• Industry Knowledge: It is important that the 
person desiring to become a recruiter know 
the industry s/he would recruit for in details. It 
means one must know the type of skills a specific 
industry requires.  One must have done some 
analysis of how easy or difficult it is to source such 
skills. Why does the industry need such skills? 
How much does the industry pay for such skills? 
How rare or common such skills are?  Answers 
to such questions would only help a recruiter 
do a good job. Time is of essence in the game 
of recruitment.  Should one be knowledgeable 
about the industry, the recruitment endeavor 
would yield fruits much faster.

• Accurate Targeting: Just knowing about the 
industry would be of little use if one does not 
know who the competitors are.  One must also 
know if these skills and such talented people 
exist in other industries. Can a switchover from 
one industry to another work?  If yes, should 
you look at them?  Who should you target?  
What is the kind of profile a business manager 
wants?   Recruitment will, at the end, boil down 
to poaching talent from others, especially from 
an organization’s competitors.  Does a recruiter 
know who to target?

• Repertoire of Contacts: As a recruiter, it is 
imperative that one has stock of contacts. One 
must be in regular touch with these contacts. 
A recruiter would need to be in touch with 
people on a regular basis so that when it’s time 

for a recruiter to get in touch with one, the 
communication is effortless. As I said earlier, time 
is of essence in the endeavor of recruitment and 
therefore, it’s important that one be able to get 
in touch with the right people quickly.

• Networking: The repertoire of contacts also 
bring me to another important pre-requisite.  It 
is important to network with people within and 
outside the industry. For a prospective candidate 
to confide in a recruiter with his/her personal 
information requires that person to know 
the recruiter. The only way a recruiter can be 
successful is to have a frame of reference on a 
candidate.  Networking will aid that process.

• Use of Social Media: In today’s day and age when 
technology is available for us to exploit, the least 
a recruiter can do is to know how to maneuver 
through this technology.  The social media is rich 
with hidden treasures, just like a deep ocean. 
A recruiter must know how to take a deep dive 
into this ocean of social media to find the right 
person to talk to. Today, there are multiple job 
sites available with rich data. A social media 
such as LinkedIn has abundant resources and 
information available as well. One must know 
how to leverage such media to get to the right 
person. In fact, I would go to an extent to say that 
should a recruiter not know anything about social 
media, s/he would almost be a fish out of water.  
As a result, s/he would, in no time, simply perish.

I am sure, now, the first question, one might have on 
one’s mind is, “what skills does one need to be an 
ace Recruiter?”  Should one’s interest and curiosity 
push one to know more about the recruiter skills, 
read on…

Selling Skills
A recruiter by the sheer nature of work will constantly 
have to sell the company to the candidate and the 
candidature to the company. Therefore, a person 
must have convincing, and influencing skills. The 
person must be assertive in presenting ideas. This 
person will also have to speak to people in a tone and 
pitch that will not offend their sensibilities. A rough 
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talk will only ruin the image of the organization in the 
eyes of a candidate.  Selling ideas or the credentials 
of a company and those of the candidate would also 
require this person to be able to do some study.  One 
must perform some research about facets of both 
the parties in a fairly short span of time.

Match Making Skills
Without any pun intended, it is important for a 
recruiter to evaluate and ensure that the skills that 
the organization wants match the skills of a candidate 
one is considering. If mismatch exists or if interests 
are not mutual, the reciprocity in that engagement 
would go for a toss.  In my understanding, a recruiter 
must be able to see the pluses and the minuses from 
the perspective of both parties. One must be able 
to match the skills of an incumbent to the expected 
skills of an organization.

Communication Skills
A recruiter’s job is about talking to people constantly. 
Therefore, needless to say, a recruiter ought to have 
command over language and must have the skills 
to present ideas of people. Essentially, a recruiter is 
expected to understand job requirements and the 
organization well so that s/he can talk to prospective 
candidates with conviction.  It would not be wrong 
to state that a recruiter must also be a good listener. 
Without the required listening skills, a recruiter will 
never be able to pass on information to either of the 
parties.

Optimistic Nature
A recruiter has to be positive and optimistic at all 
times. One must understand that the endeavor of 
recruitment has a lot of tentativeness built into 
the process.  Therefore, a recruiter needs to be 
optimistic.  A positive frame of mind would always 
aid the process of convincing people to explore an 
opportunity further.  Candidates, at times, may be 

happy doing their current jobs and may not actively 
look for a change. In such cases, a positive frame of 
mind can help a prospective candidate identify more 
with the job being talked about.

Computer Literacy
A recruiter must be on top of technology as far as a 
recruitment job is concerned. In today’s day and age, 
technology has taken over our lives. Tools such as 
Recruitment database, sourcing resumes, shortlisting 
them for further exploration can be done with the 
help of a computer at a key stroke. Should a recruiter 
be ill equipped to handle technology, it would 
only constrain the recruitment effort.  Any delay in 
recruitment would lose a recruitment company’s 
credibility.  It would also leave an organization 
executive feeling frustrated.

Patience and Control
As a recruiter one will have to deal with ambiguity 
at times. One will have to eat one’s own words 
and persevere.  In circumstances such as these, 
one will have to control one’s emotions.  Exhibiting 
frustration or joy might come across very strongly 
to people on the other side.  In this business, just 
as any other business, several unethical things take 
place. What I find interesting is that, in spite of that, 
should one want to remain clean and devoid of these 
entanglements, one will have to exercise immense 
control over one’s emotions.

Conclusion
By now, as a reader, one would have a fairly good idea 
about Knowledge, Skills, Attitudes (KSAs) one needs 
to possess to work successfully in this subdomain.  In 
the next article we will talk about the subdomain of 
Training and Development (T&D). Until then I urge 
you to ponder over these thoughts. Sit on it. Mull 
over it so that you are better equipped to analyze if 
this field is your calling.
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Distribution – Channel 
Management – Indian context

- Ambarish Chatterjee
Email: ambarishchatterjee1@rediffmail.com

Distribution as the name suggests means Distributing 
Products or goods and making same available for 
consumers.

Distribution has been a century old way of doing 
trade. If products are not available how else will 
consumers get goods . However inspite being such a 
Important subject of management we rarely see any 
books on same .Today this article will try to deal with 
Distribution from a Indian context and its evolution 
over time.

The Supply chain: today we have heard the word 
Supply chain . it starts from the Factory – Warehouse 
(CFA) – Distributor – Retailer – Consumer (end user). 
There are many layers through which a Product 
passes before it finally reaches the consumer . Lets 
Understand the role of each layer in simple  terms.

Factory: It’s the place where the product is made 
from raw material to finished product.

Warehouse – CFA – CFA means carrying Forwarding 
agent one who stores the product and safeguards it 
from any harm for a period of time.

Distributor – Means a person who on commission 
basis distributes the product over a certain 
geographical location.

Retailer – Or the Shopkeeper buys the product from 
the distributor and sells it to the end user Customer 
keeping his profit Margin.

Consumer – End user who enjoys the Product and 
buys at a certain defined Price. 

It is this Supply chain that is also known in 
Management as “Distribution”.  One can have a great 
product but without Proper distribution the product 
would not sell. 

Distribution in a country as diverse in Geography like 
India has always been a great challenge . The reason 
for this has been in India the numerical number of 
shops are large in numbers especially from a Daily 
consumable item or FMCG (Fast moving consumer 
Goods) perspective , like Bread, chocolate, Spices, 
Battery , or even Noodles or soaps . To cater to all 
these vast spread of shops requires huge number of 
distributor points and accessibility . Just imagine the 
different variety of shops available in India – General 
Kirana stores , Pan shops, Electrical outlets , Modern 
Super markets both small and big , Pharmacy to 
name a few broadly.

Each of this outlets have their own  sub challenges in 
terms of space , owner profile , payment terms from 
distributor (cash or credit), and number of references 
or products they sell and most important their 
customer profile . All this makes for a manufacturer 
in India a huge challenge and also a Big opportunity.

With passage of time like all thing changes , there are 
winds of change blowing through this Distribution 
funnel also . so what are the changes that is 
happening ?

In modern times like now , number of distributors 
are getting less – The new generation is not getting 
attracted towards this Line of business which is a 
grave concern . Organized players are few and far less 
than in European countries where one Distribution 
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entity covers a huge area or product line.

Added to this the very nature of retail outlets is 
changing – today the pharmacy is also selling Ice 
cream and biscuits while the General store is also 
selling High end Cosmetic items and the super 
market is also selling Electronic goods other than 
daily consumables. This is not to forget the Pan shop 
or tobacco shop selling Antacids like ENO today.

Distribution indeed has evolved over time and for 
the consumer there is variety of choice where to 
get the product from . What has also happened is 
with this evolution for a student of management 
to understand there is also a Price war resulting in 
discounts and freebies to the consumer. Needless 
to say all this has put a strain on the Profit margins 
of the manufacturer . This is all a cycle where one 
affects another and all are interlocked.

To add to this challenge is in India the great Rural 
and Urban divide , separate markets with complete 
separate Consumer purchasing power and taste and 
profile . One must note that the Rural markets in 
India is vast and consumers there also has aspirations 
and needs to satisfy their wants.

Where does all this lead to ?

The future is difficult to predict in Distribution  A 
recent development in this distribution game has 
been the advent of E commerce companies and their 
supply chain. Needless to say for all this companies 
distribution has been the biggest challenge and also 
winning Points . How fast can you deliver and How 
safely and accurately is the buzz word.

India is a country where traditions and modernity 
have always co existed together and there is no 
doubt that in this Distribution cauldron same would 
not happen – However for companies to succeed in 
India one has to master this art of distribution in a 
very cost effective manner .

Distribution is one of the most exicting topics of all 
time and often underrated , however if you have to 
master the art of marketing in India , first one should 
learn the art of distribution.
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Life Lessons From Arjun

- Siddharth Dhoot

1. Start Early
Arjun, since his early days in Gurukul, identified his 
interest in Archery. Of all the weapons available, he 
chose to go with his ‘first love’ – the bow and the 
arrow as his primary weapons.

We all need to identify our interests sooner than later. 
Identifying an interest helps channelize energies 
towards learning, exploring and experimenting. 
These convert interests into passions and become 
the stepping stone towards mastery.

2. Exhibit Focus and Courage
Having realized his passion for archery, Arjun showed 
high levels of focus. One day, Guru Drona tested the 
shooting skills of all his pupil by placing a wooden 
bird on a tree. Of all the warrior princes taking the 
test, Arjun & Arjun alone could see nothing but the 
eye of the bird – the ‘bull’s eye’ so to say – thereby 
exhibiting focus. In another instance, Guru Drona was 
attacked by a Crocodile. While his mates ran amok 
for help, Arjun was the only one who attacked the 
Crocodile with his arrows – thus exhibiting courage. 
The crocodile was nothing but a ruse used by Guru 
Drona to test the reaction of his pupil.

Focus keeps the unnecessary away and makes 
things easy & courage drives action which drives 
results. Focus helps us keep our eye on the target 
and courage fuels us in the direction towards the 
target. Also, when we exhibit focus and courage at 
the right time, we get noticed by the right people.

3. Get a Guru
Arjun’s focus and courage impressed Guru Drona. 
These qualities in Arjun got him special attention from 

his Guru who took keen interest in developing his 
skills as an archer. Guru Drona took it upon himself to 
train Arjun to be the finest archer the world has ever 
seen. Not only did he develop Arjun, he also killed 
Arjun’s competition at an early stage – having noticed 
Eklavya as a potential threat to Arjun’s supremacy, 
Guru Drona asked Eklavya to cut off his right thumb, 
thereby incapacitating Eklavya permanently.

Finding a Guru is a competitive advantage and the 
sooner we find one, the better. We need to exhibit 
the right qualities to get noticed by a Guru, who 
would then ensure we move ahead in the right 
direction and would help us hone our skills. Not 
just ensuring you get the right skills, a great Guru 
would also ensure you constantly upgrade. Your 
Guru would be your sounding board and a source 
of motivation.

4. Embrace Realities
Arjun and his brothers (the Pandavs) never had good 
relations with their cousins (the Kauravs). The Pandavs 
demonstrated patience, righteousness and a firm 
resolve to sort issues amicably under the leadership 
of Yudhishthir (eldest of the Pandav brothers and 
known for this honesty) but the Kauravs showed no 
signs of reciprocation and left no stone unturned 
to make the Pandav brother’s life miserable. Being 
the finest archer and a price, Arjun was subject to 
insult, injustice and deceit. Arjun never questioned 
the leadership of Yudhishthir who lost their kingdom 
in gamble and the brothers had to face exile and 
anonymity. Arjun took of all this in his stride and 
embraced cruel realities of life.

Life isn’t all easy and fair, even you’re Arjun! The 
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sooner we realize this, the quicker we’re able to 
plan ahead. There are and will be times when our 
capabilities and skills won’t help us. Circumstances 
tend to get the better of us at some point in time 
or the other. It’s critical to approach things that 
aren’t under our control in three steps: accept 
and assess the situation, assess our own strengths 
& weaknesses and lastly, plan and work towards 
getting our way.

5. Upgrade Skills
Arjun realized that the differences with Kauravs would 
only result in a war. Neither would Kauravs give in nor 
could the Pandavs live all their lives in exile. Having 
experienced and lived with the bitter realities of life 
for years, Arjun decided to make the most of the years 
in exile to upgrade his skills as an archer. He knew the 
war with Kaurav’s would be a tough one, with many a 
mighty warriors on their side, though only a handful 
could stand a chance in front of an archer like Arjun. 
Arjun, the finest archer who had now mastered all 
the skills of archery known to mortals, now set out 
on his quest for divine weapons – spending months 
in meditation to please the Gods! Arjun’s mediation 
bore fruit with Shiva and other Gods blessing Arjun 
with their special divine weapons. Arjun did not stop 
at that. He visited his God father Indra in heaven to 
get more divine weapons and trained further on their 
use. Indra asked Arjun to fight and eliminate demons 
as a fee for this training.

Even the finest need to constantly upgrade. 
Howsoever good we may be at what we do or know, 
we need to be cognizant of the bigger challenges 
that lie ahead and prepare to overcome them. Not 
only does this preparation take a lot of time, effort 
and sweat, it also comes at a price. The price of 
losing sleep, sacrificing our comfort zones and more 
often than not, giving something in return. In some 
cases being prepared also comes at the price of 
living with uncomfortable situations.

6. Exploit Situations
While in heaven, Indra asked Arjun to learn music and 
dance from the celestial artists, which he did. During 
his stay, a celestial nymph called Urvashi fell for 
Arjun’s looks and he rejected her advances. Urvashi 

took the rejection as an insult and cursed him to 
lose his manhood. Indra later reduced the duration 
of the curse from a lifetime to a year. Pandav’s last 
year in exile was spent in the kingdom of Viraat and 
each of the brothers assumed a guise. This is where 
Arjun implemented Urvashi’s curse and turned into 
a eunuch called Brihannala. He used his music and 
dance skills to train the princess of Viraat. That’s how 
Arjun used Urvashi’s curse and the music he learnt 
in heaven to his advantage. The Kaurav’s suspected 
the presence of Pandav’s in Viraat and waged war 
on Viraat. Uttar, the Viraat prince decides to take 
on the attack and Brihannala volunteered to be his 
charioteer. Noticing the might of the Kaurav army, 
Uttar decides to flee and that’s when Brihannala 
revels his real identity. Arjun then swaps position 
with Uttar and single handedly compels the Kaurav 
army to hoist a retreat – thus giving this foes a taste 
of his fierce arrows!

Life will land us in situations that we never anticipate 
or plan for. We head towards a specific plan and 
end up, whilst chasing our goals, in peculiar and 
undesirable situations. First, we need to exhibit 
high levels of flexibility to address the demands of 
such situations. Without being flexible, we might 
end up converting a mole into a mountain. And 
second, we should strive to convert such situations 
to our advantage. If we do not salvage the situation 
and do not get something out of it, we end up being 
slaves. Getting into undesirable situations, when not 
everything is in our control is normal but making the 
most of such situations is something extraordinary.

7. Forge Alliances
A friendship based on mutual respect and affection 
with Krishna was the most important alliance for 
Arjun. Krishna played an important role in Arjun’s life 
by guiding and mentoring the Pandav’s through thick 
and thin, particularly Arjun. Arjun too reciprocated 
by demonstrating his strong faith and allegiance. 
When given a choice, Arjun chose Krishna over 
Krishna’s powerful army for the biggest war of his life. 
Vowed not to raise weapons, Krishna played Arjun’s 
charioteer. Earlier, when the Pandav’s decided to 
make the forests of Khandav their home, Arjun & 
Krishna teamed up with the God of Fire, Agni and 
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the God of Rain, Varun to clear the forest and make 
way for their kingdom – Indraprasth. Agni burnt 
the forest to quench his thirst, whilst Varun blessed 
Arjun with his celestial bow. Agni also later presented 
Arjun his chariot with four white horses. Whilst the 
forest burnt, Arjun saved a demon called Mayasur, 
who later helped build the magnificent Mayasabha 
– the hall which became symbolic of the grandeur 
of the Pandav rule. Mayasur also gifted Arjun with 
a divine conch, the sound of which later became 
Arjun’s signature war cry. Arjun’s marriages with 
Ulupi, Subhadra & Chitrangada were a part of sealing 
alliances with powerful kingdoms.

All of us need partnerships with people who would 
add value to our lives. We all need strong alliances 
which create win-win situations and when based on 
mutual respect, the alliances tend to sustain over 
a period of time. All alliances come at a cost and 
that’s how they need to be so that they are valued. 
You would need to give something to get something. 
Your true allies will watch your back when you get 
on with your act and if the need arises, would also 
fill in for you. Identifying, winning and maintaining 
strong alliances end up giving us a strong edge.

8. When in Doubt, Ask
After all peace making initiatives failed, the mighty 
armies of the Pandav and Kaurav cousins, along 
with their allies, headed towards battle ground 
Kurukshetra. Arjun, sat on his four horse chariot 
he got from Agni, equipped with his celestial bow, 
divine arrows and with Krishna as his charioteer. 
His heart sank at the thought of fighting the fiercest 
battle of his live with none other than his grandsire, 
gurus, cousins and friends. He thought to himself if a 
kingdom would be worth the bloodshed of his very 
own and a though of retiring from the battle before 
it starts crossed his mind. He shared his doubt with 
Krishna. What followed was a conversation between 
Krishna & Arjun with the former speaking of the 
world, one-self, supreme-self, senses and action.

Never approach things half-heartedly. It’s a recipe 
for failure. Seeking guidance from someone with 
an objective of clearing your mind of doubts is not 
something bad or a sign of weakness. Ask, seek and 

show inquisitiveness to someone who can guide 
your path and obviously who you thinks knows 
more on the subject than you do. It will ensure you 
single mindedly focus on execution of your plans, 
rather than concentrating on if’s and but’s.

9. When in Need, Seek Help
Having his doubts cleared and realizing the purpose 
of life, Arjun got on with the fierce battle in 
Kurukshetra. The toughest to face for all of Pandavs 
was Bhishma – the great grandfather of the warring 
cousins. Bhishma had the boon to decide the time 
of his death – making it impossible to kill him. He 
was also a warrior par excellence – making him 
unstoppable. Bhishma was bound by his own oath to 
protect the Kaurav’s till his last breath – which made 
him go all out on the Pandav forces. Bhishma’s wrath 
was something the Pandav forces could not handle. 
The only thing that could be done was to make 
him drop his weapons and incapacitate him. Arjun 
could do the latter, provided someone compelled 
Bhishma to do the former. Shikhandi, a general in 
the Pandav forces was seen by Bhishma as a woman 
reborn in a man’s body. Krishna & Arjun realized 
that Bhishma, being a warrior with high principles, 
would never attack someone he sees as a woman. 
Thus Shikandi’s presence with Arjun in the battlefield 
became necessary, so Arjun could do the needful. 
Arjun, walked up to Shikandi for help. Shikandi, a less 
celebrated warrior in the Pandav ranks, was delighted 
to help. Before dusk the next day, Bhishma lay on a 
bed of arrows. Far from the battlefield.

Even Arjun couldn’t achieve everything on his own. 
How so ever strong you are, you will need help and 
you can’t shy away from the reality. Help need not 
always come from people at par your capabilities 
or greater. Help also need not always come from 
someone with credentials as strong as yours. 
Situations and circumstances tend to put everyone 
on the same pedestal making each one of us equal 
and important under given circumstances. Help 
also never arrives on its own, it needs to be called 
for. We need to first realize the need for help, very 
objectively scan the potential sources and leaving 
our egos behind, and seek.
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10. Bear Losses
The war in Kurukshetra was not a one sided affair. 
With each passing day, warriors on either side kept 
falling. Arjun too was subject to the grief of loss of 
his allies and relatives. The loss that really shattered 
Arjun was the death of his son Abhimanyu. Having 
barely crossed his teens, Abhimanyu was a brave 
heart. Trained under Krishna himself, he was a mirror 
image of his father when it came to archery. On the 
thirteenth day of the war, Drona lead the Kaurav 
army into a circular formation with the objective of 
capturing Yudhisthir. None on the Pandav side except 
Arjun and Krishna could tackle such a formation 
but they were engaged in another fierce battle. 
Abhimanyu knew the way to break into the formation, 
but lacked the know how to come out of it. Aware 
of the fatal consequences, the boy volunteered to 
lead the Pandav counter attack, but was left alone 
inside the circular formation. Facing the mighty 
Kaurav warriors, Abhimanyu fired a barrage of sharp 
arrows. None were left unhurt as Abhimanyu showed 
his mettle. The best of the best bled fighting the 
brave son of Arjun and were so frustrated that they 
pounced on him together like hungry wolves. There 
was a deafening silence in the Pandav camp that 
evening. Abhimanyu had saved the day for his side 
but never returned to meet Arjun. It was the saddest 
day of life for the wailing father!

There are times you will be on the receiving end. 
Nothing in life, worth to be called an achievement, 
will come without bringing losses and blows. Whilst 
we do our bit, things will go against us and we will 
need to sustain stressful situations. In the war zone, 
no one is immune to losses. With the joy of gains, 
also comes the sorrow of losses. Situations come 
in packages and not everything that comes in the 
package is desirable. A loss can lead to learning and 
can lead to a stronger resolve. What we make out of 
our losses, howsoever sever they may be, is in our 
own hands.

11. Never Forgive, Never Forget
Abhimanyu was cremated with full honors privileged 
to a brave warrior. Arjun’s sorrow was overpowered 
by anger. His blood boiling with rage and veins 
throbbing, Arjun vowed to avenge his son’s death by 

killing Jayadrath, who did not let any help reach out 
to Abhimanyu as he single handedly fought trapped 
in the battle formation. Arjun also announced that he 
would commit suicide by self-immolation if he failed 
to avenge by sunset the very next day. Arjun’s suicide 
would lead to a Pandav defeat. No one slept that 
night with the Pandavs tense and Kauravs planning. 
With the whole Kaurav army standing between Arjun 
and Jayadrath the next day on the battlefield, Arjun’s 
rampage was epic! Flanked by other Pandav warriors, 
Arjun tore apart the protective formation. With help 
and good advice from Krishna, Arjun fired a divine 
arrow, knocking off Jayadrath’s head. Arjun not only 
avenged the death of Abhimanyu, but in the process 
also demoralized enemy forces to a great extent.

We forgive once and we have to forgive always. We 
forget and there is no lesson learnt or taught. We 
cannot be on the receiving end always. In the war 
zone, forgiving and forgetting is like adding to the 
enemy’s armory and sowing seeds for bigger losses 
in the future. We must convert anger into energy for 
action. Our foes ought to know we’re going to give 
it back.

12. Strike at the Right Time
The fiercest of duels in the war was between Karn 
and Arjun. Sworn enemies since the day they first 
saw each other, both were hell-bent on killing the 
other. The fate of the warring sides depended on the 
result of the duel between these two as the victor 
would seal a victory for his side. If Arjun had all divine 
weapons at his disposal, Karn too was no less even if 
not equipped with those. On some occasions, Karn 
had Arjun at his mercy and on others, Arjun left 
Karn flabbergasted by his salvos. With such a fierce 
fight in sight, everyone on the battlefield watched 
awestruck. More than Arjun’s blows, what actually 
went against Karn were the curses he was subject to. 
Some, a result of his own past doings, some a result 
of sheer misfortune. Karn was cursed by his guru that 
his knowledge would evade him when he needed it 
the most, thus Karn could not evoke his most potent 
arrows against Arjun. As a result of another curse, the 
wheel of Karn’s chariot got stuck in the mud and he 
dropped his weapons to free the same. Seeing Karn 
armless, Arjun, on the insistence of Krishna, fired a 
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choicest arrow beheading his dreaded foe. The last 
hope of the Kauravs lay dead and with this, Arjun 
completed his part in the Pandav victory.

At times, even the toughest nuts are not as tough to 
crack. We need to be quick to spot such situations 
where things can be relatively ‘easier than usual’ to 
achieve. First we need alert senses of our own and/
or a network of trusted of allies, which will first help 

identify opportune situations. The more the eyes and 
ears at your service, the better! Once we’re aware of 
such an opportunity, we have but two ways of dealing 
with it. Either we do nothing about it and keep going 
the hard way or make the most of the situation by 
showing action and getting our way. What we usually 
won’t get is the luxury of time hence the need would 
be for a quick decision.
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Making Your Job Meaningful by 
being Mindful

- Sunil Bahl
Email: sunil.bahl@ilfsindia.com

1. Defining a Meaningful Job:
What exactly are you seeking out of your job? Is 
your job an end by itself or a means to an end? Do 
you smile when you think about your job or do you 
frown? What matters most to you about your job?  
There are varied responses to such a question. For 
instance:

• I like my job because it makes me feel good to 
be contributing to creating a product which is very 
useful to society

•  I like my job because I am able to contribute to the 
progress of the country

•  I like my job because the salary is good and I can 
afford the lifestyle I want for myself and my family

•  I like my job because the easy timings allow me to 
handle important home matters also

•  I like my job because it gives me an opportunity to 
use my academic knowledge and qualifications to a 
great extent

•  I like my job because it gives me an opportunity to 
interact with a lot of people 

•  I like my job because it allows me to travel all over 
the world

•  I like my job because it allows me to take care of 
the abandoned animals

•  I like my job because it allows me to do my side-
business 

•  I like my job because it allows me to teach

The question is that is your job a compromise or 
is it really meaningful to you? Do you have a job 
which gives you a sense of authority and allows you 
to display power? Do you have a job which has a 
fancy title or designation and which makes for good 
introductions at parties? Surely, these things do not 
lead to job satisfaction.

Very few of us actually know how to go about making 
decisions that will lead to job satisfaction. In fact, 
only a few seniors (parents, teachers, coaches etc.) 
take the trouble to counsel us at the right time about 
these aspects.

2. Some Useful Tips:
Having a ‘meaningful’ connection at your work place 
results in positive health benefits, increased job 
satisfaction and improved performance. Here are 
some useful tips on this.

•  Introspection: Schedule some time to reflect on 
your career. Ask yourself what makes you truly happy 
about your work or what will make you. Check your 
assumptions while at work. Introspect at the end of 
the day what made you happy and what made you 
unhappy. 

•   Think Long Term: Don’t think what kind of job do 
I want but what kind of life do I want? Once this is in 
place, we work backwards and select the kind of job I 
want now to be in line with this thinking. 

•  Defining Outcomes: At the end of the day, you 
need to ask yourself this: how did I spend my day? 
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Was the major part of the day spent on being on 
the phone or emails or attending meetings? Can you 
define some definite outcomes of your work? Most 
people cannot, so don’t worry. The thing is to start 
thinking about how you can fix some outcomes for 
the year for yourself, which will make your job more 
meaningful for yourself. Then work at it on a daily 
basis to measure your progress towards achieving 
that. And remember, this is all individualistic.

•    Use Your Strengths: Analyse your strengths and 
use them to the hilt. That way, you are using your skill 
sets and also finding a reward for it. For example, if 
you are a people’s person, then perhaps marketing 
or HR is the line for you. If you are good at analysing 
and writing, then perhaps journalism or advertising 
is the line for you. If you are good with numbers, then 
accounts and finance is for you.

•  Lifestyle: For some people, maintaining and 
enjoying a particular lifestyle is paramount. For 
instance, for some this could mean taking overseas 
vacations every year, or living in a posh locality or 
being able to walk to work or having flexi timings 
and the choice of working from home or just having 
enough time to attend to children’s studies. What 
matters to you? Choose your job that allows you 
to do this. It is a balancing exercise. Everything is a 
compromise.

•    Work Culture: Do you feel you belong to your 
place of work? Every organisation has its own culture, 
its own set of values. On the one hand, we have 
organisations where the culture is extremely formal, 
there exists a lot of impersonality and everything 
is by the handbook. There are no office parties or 
group excursions and everybody wears a stiff collar 
and is on a mission of sorts. This suits some people, 
maybe a minority. Then there are companies for 
whom work ethics and compliance with the laws of 
the land are not a priority. On the other hand, we 
have organisations that adopt precisely the opposite 
culture. Fun along with work. For many people, the 
having the right kind of work culture is extremely 
important and they do not mind a compromise in the 
pay-check. 

•    Stretch Out: Make small changes to your work 
routine that can make your job more exciting. 
You need to be aware of what things about your 
job energise you and what drain you. How can 
you enhance your existing job? Ask for transfers, 
new assignments, create some new initiatives, 
experiment with new ideas, and new ways of doing 
things. Always be on the lookout for opportunities. 
Next, think about how you might redesign your role 
around the tasks that interest you most. Talk to your 
boss about taking on new challenges that fit your 
talents and goals, or volunteer on a project outside 
your department. Also, look outside your company. 
You can attend conferences, workshops for capacity 
building or learning new skills. You could also sign up 
as a volunteer with a NGO. Mix with the right kind of 
people; talk to them about your ideas and seek their 
views. 

•    Change: But if you still think your job is a pain 
after you have tried all remedial steps, then perhaps 
it is time to move on. Do not remain stuck. Many 
times, professionals do not take the effort to change 
because they are locked into financial and personal 
liabilities so a change will be taking a risk. But it is not 
worth remaining stuck in a place for the sake of a job 
and remaining unhappy. Invest in yourself.

•   Plan Your Finances: It is always good to have a 
financial buffer to provide for income for say 3-5 
months when you decide to make the change. This 
gives you confidence to act upon opportunities. At 
the same time, lower your expenses till you resettle. 

3. Being Mindful at Work: All that we have 
discussed above is about being ‘mindful’

One may devote their whole life to work, but rarely 
does one engage their heart and mind. Doing this 
can lead to a transformation. A dull job can become 
a fantastic professional experience. Being mindful 
means being aware of who you are, where are you, 
where are you heading and why. With this awareness, 
accept your work, enjoy your work and treat others 
as you would treat yourself. Being mindful can 
transform both personal and professional lives. 
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•  Mindfulness is a tool, a method to restore 
happiness and balance in your daily life. It is a 
method of practising full awareness in daily life. It 
gets rid of mindlessness. Mindfulness can ease the 
transition between a meaningless jobs to meaningful 
jobs, something that is very difficult to do. 

•     It is being increasingly used by professionals the 
world over. It helps distinguish between positive 
and negative thoughts and feelings. It helps dealing 
with stress. As noted by psychologists, stress occurs 
due to excessive thinking, focusing on the negative 
aspects of life, and then wading in the pool of 
created unhappiness. These are dangerous patterns 
and stressed individuals need to move away from 
this to a pattern of thinking that will result in peace, 
connection and happiness. To start with, one has to 
be mindful of these aspects.

•    To be mindful, one has to be fully aware at all 
times about what one is doing and be extremely 
receptive to others. Listening genuinely to your 
colleagues, superiors, clients, co-workers, and all the 
people who are connected with you at work can also 
help improve jobs satisfaction and job performance. 
Rather than chasing what you think is correct, do 
listen genuinely to others. Truly mindful decisions are 
not made about people, they are made for people.

•   It is very easy to indulge in mindless, selfish 
relationships at work, aggressive attitudes leading to 
excessive competition.  However, poor relationships 
with bosses and subordinates can produce 
resentment and frustration, and can be professionally 
detrimental and self-destructive.

•       On the other hand, mindful working relationships 
result in a great degree of comfort and mutual respect 
in work relationships. To bring this about, individuals 
must revaluate their relationships with their 
bosses, colleagues and clients and use mindfulness 
techniques to bring out the best in everyone.

•   Mindful people recognise the talent in others 
and collaborate with them, forsaking their own 
importance. They learn to work together efficiently, 
are open about sharing their skills, achieve meaningful 

relationships and develop and maintain empathy 
for one another. By this, they eradicate frustrations 
in relationships by emphasizing fully aware, fully 
engaged communications. 

•    We human beings are born creative; however, 
socio-economic issues tend to suppress our creativity. 
There is hardly any scope for experimentation and 
failure in our lives. All this goes against creativity. 
At the workplace, ‘systems thinking’ substitutes for 
creativity. 

Creative leaders see a better way of doing things 
and to turn ideas into reality. There is a relationship 
between being mindful and being creative. It goes 
hand in hand. That is because being aware and 
connected at all times is required for being creative. 
A mindful, creative approach to problems at the 
workplace can help in providing that extra insight 
needed. It is also a good way to refresh one’s way of 
thinking, to come out of patterns and think broader. 

•      Mindfulness means being present in the moment 
and extracting all the enjoyment. At the workplace, 
this gets rid of discontent associated with just 
working day after day to receive a pay check and 
finding no joy in the work. For this, individuals must 
have a change of mind-set, develop an attitude of 
being grateful, have an open-minded way of working 
with positivity and appreciate their jobs. 

Most grievances at work rise because people don’t 
really be present with the task at hand and be fully 
engaged. They spend time trying to be in a ‘place’ 
other than where they are. However, the mindful 
person will invoke humour, be relaxed as well as 
attentive and be in the moment to appreciate every 
aspect of life.

•   There are many benefits to being mindful at 
work. Simply by being mindful to your job, one can 
transform a good experience into a great experience 
by being fully engaged. But this varies, depending on 
the profession. For instance:

•  What matters in the hospitality industry is quality 
of service. Thus, a mindful approach to your job will 



18 The Exponent Group of Journals For MBA, Volume 4, Number 1, Dec 2015 - Feb 2016

Exponent Group of Journals - Empowering the common man In Association with Shree Aniruddha Upasana Foundation

be to include a sense of ‘giving’ i.e. providing service 
generously and having genuine connections with 
people.

•  Sales team will benefit by optimism and believing 
in the products and services they sell.

•   A mindful teacher will focus on getting their students 
to pursue curiosity and self-knowledge rather than 
just teaching well. A mindful teacher will recognise 
that he/she will need to practice leadership, patience 
and set an example by being able to solve problems 
without panic, frustration, or discontent.

•  For tradespeople, the essence of being good at their 
jobs is their talent. Mindfulness can increase focus 
and stop the incessant distractions that can plague 
trade tasks. Mindful tradespeople learn the value 
of centering their attention on the tangible tools of 
their trades and connecting with the physicality of 
their jobs

•  A profession in the creative industry will require the 
person to be totally free mentally to allow brilliant 
ideas to form

• A mindful lawyer will recognise that what will 
really matter more is developing empathy and being 
able to connect with others rather than just being 
knowledgeable about the laws and being clever.

4. Conclusion:

It is well-known that our professional world carries 
the risk of stress, discontentment and burnout. 
Many people slog on at their work year after year, 
without any joy and the results are unpleasant for all. 
Finding joy at work and transforming a meaningless 
experience into a meaningful experience is possible 
by adopting a mindful approach. It is highly 
individualistic and can be done.
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Personality Profiling

Personality profiling involves tests which are designed 
to gather information about temperament, character 
traits, decision-making methods, communication 
styles, behaviour and attitude towards life, work, 
education, recreation and people. The information 
helps us to understand why we think, feel and 
behave the way that we do, and why people may 
behave so differently when faced with the same 
situation. Personality profiling brings awareness to 
our strengths and weaknesses; why we are attracted 
to some types of work, activities, recreation and 
people; and why we may find some types of work, 
activities, recreation and people boring or tiring to 
be involved with. When we align our behaviours with 
our personality type everything in life is generally a 
lot easier; we have more energy, better health, we 
make more money and our relationships are more 
fulfilling.

Understanding personality types is helpful for 
appreciating that while people are different, everyone 
has a value, and special strengths and qualities, 
and that everyone should be treated with care and 
respect. The relevance of love and spirituality - 
especially at work - is easier to see and explain 
when we understand that differences in people are 
usually personality-based. People very rarely set out 
to cause upset - they just behave differently because 
they are different. Completing personality tests with 
no knowledge of the supporting theories can be a 
frustrating and misleading experience - especially if 
the results from personality testing are not properly 
explained, or worse still not given at all to the 
person being tested. Hopefully the explanations and 
theories below will help dispel much of the mystique 
surrounding modern personality testing.

There are many different personality and motivational 
models and theories, and each one offers a different 
perspective.

The more models you understand, the better your 
appreciation of motivation and behaviour.

Different personality profiling systems

•  Carl Jung’s Psychological Types

• Myers Briggs® personality types theory (MBTI® 
model)

• Keirsey’s personality types theory (Temperament 
Sorter model)

•  Hans Eysenck’s personality types theory

•  Katherine Benziger’s Brain Type theory

•  William Moulton Marston’s DISC personality theory 
(Inscape, Thomas Int., etc)

•  FIRO-B® Personality Assessment model

•  The Birkman Method®

•  Thomas Personal Profile Analysis (PPA)

•  Insights Discovery

These are to name a few out of the big list of theories. 
As the world has advanced, these theories now find a 
prominent place in selection of candidates by Human 
Resource teams. Since they come with statistics from 
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years of research conducted on human psychology, 
their accuracy of predicting personalities is 
tremendous. Various institutes have come up which 
train individuals using these profiling systems. Hence 
it is important to throw some light on the subject and 
get acquainted with the use.

Let’s take a look at the most prominently used 
systems.

DISC
You will see the DISC model often represented 
as DiSC®, which reflects the ownership of this 
particular logo form by the US Inscape Publishing 
company. Inscape has extensively researched and 
developed its own DISC systems, which according to 
the company’s publicity have been used by over 40 
million people since the early 1970s, which are used 
with the intention of enabling people to “...gain the 
insight they need to be more successful, productive, 
and fulfilled at work...” Inscape also say, “... DiSC® 
instruments are based on a simple idea - that the 
foundation of personal and professional success 
lies in knowing yourself, understanding others, and 
realizing the impact of your actions and attitudes on 
other people...”

The DISC model is attributed to Dr. William Moulton 
Marston, whose book Emotions Of Normal People 
(1928) first explained the model using the DISC 
terminology, and which also provided the descriptive 
words on which the commonly used DISC personality 
assessment systems were built.

Marston didn’t create an assessment tool. This was 
done initially by researchers at the University of 

Minnesota, in 1972 according to Inscape. Inscape, 
and others, have continued to develop, test and 
validate.

DISC assessment systems, which are marketed 
with gusto to the corporate and organizational 
development communities.

DISC basic personality types model
There are different interpretations of this model, 
based on the same underpinning structure. This 
presentation of the DISC model borrows from 
various interpretations. The colors mainly emphasize 
the columns - they are not part of the original DISC 
theory - but they also reflect the logical correlations 
to two of the Four Temperaments and Keirsey main 
types (D = Phlegmatic/Rational; I = Choleric/Idealist) 
and the Jungian Extravert-Introvert ‘attitudes’. Other 
than this there is no attempt here to overlay the 
DISC model or personality traits directly onto any 
other personality model. There are overlaps and 
correlations between DISC and other personality 
systems but not a direct overlay. Logical comparisons 
and correlations between DISC types and the types 
contained in the theories of Jung, Benziger, etc, are 
shown lower in the grid below.



21The Exponent Group of Journals For MBA, Volume 4, Number 1, Dec 2015 - Feb 2016

Exponent Group of Journals - Empowering the common man In Association with Shree Aniruddha Upasana Foundation

D I S C
Dominance Influence Steadiness Compliance

generally proactive and extravert generally reactive and introvert
decisive, dominant, self-
assured, forceful, task-
orientated, instigates, 

leads and directs

motivates others via 
influence and persua-

sion, good communica-
tion skills, presents well, 
friendly, affable, inspires 
others, intuitive, gregari-

ous, friendly

reliable, dependable, 
process-orientated, 

listener, friendly, trust-
worthy, solid, ethical, 
finishes what others 

start and leave, methodi-
cal, decides according to 

process

painstaking, investiga-
tive, curious, decides 

using facts and figures, 
correct, checker, de-

tailed,

things people people things
motivated by responsi-
bility and achievement

motivated by recognition 
and personal approval

motivated by time, space 
and continuity to do 

things properly

motivated by attention 
to detail, perfection and 

truth
strong focus on task and 
forceful style can upset 

people

emphasis on image can 
neglect substance

dependence on process 
can become resistance

need for perfection can 
delay or obstruct

fears failure and loss of 
power

fears rejection and loss 
of reputation

fears insecurity and 
change

fears inaccuracy and 
unpredictability

Intuitive-Thinking Intuitive-Feeling Sensing-Feeling Sensing-Thinking
Myers Briggs® ENTJ, less 

so ENTP, INTJ, INTP
Myers Briggs® ENFJ, less 

so ENFP, INFJ, INFP
Myers Briggs® ISFP, less 

so ISFJ, ESFP, ESFJ
Myers Briggs® ISTP, less 

so ISTJ, ESTP, ESTJ
closest Keirsey type 

equivalent is fieldmar-
shall

closest Keirsey type 
equivalent is teacher

closest Keirsey type 
equivalent is composer

closest Keirsey type 
equivalent is crafter

temperament or humour 
implied by Keirsey is 

entirely phlegmatic (Kei-
rsey’s rationalist)

temperament or humour 
implied by Keirsey is en-
tirely choleric (Keirsey’s 

idealist)

temperament or humour 
implied by Keirsey is half 
sanguine half melanchol-
ic (Keirsey’s artisan and 

guardian)

temperament or humour 
implied by Keirsey is half 
sanguine half melanchol-
ic (Keirsey’s artisan and 

guardian)

The DISC model presents a series of four main ‘type’ 
descriptions (titled above as Dominance, Influence, 
Steadiness and Compliance). The DISC testing 
instruments tend to identify people’s dominant or 
preferred type and one or two supporting types 
from the four available, and this mixture is then 
represented by a graph or personality description 
based on the mixture of the types.

In this respect no person is exclusively just one of 
the four DISC types. Most people have a dominant 
or preferred main type, plus one or two supporting 
types in different degrees depending on the person 
and the situation. DISC systems commonly not 
only assess the person but also the person’s mix of 
dominant types from different perspectives.

It is important to note again that the DISC system of 
personality assessment, like all personality models, 
provides a guide and a perspective of personality; it 
is not a 100% reliable or definitive measurement.

Under certain circumstances DISC and related 
terminology are protected or trademarked intellectual 
property, so if you have ideas to use any DISC theory 
or tools in connection with the commercial delivery 
of personality assessment or testing services it’s wise 
to check whether you can do so freely or whether 
such use is governed by licensing conditions.
DiSC® is a trademark of the US Inscape Publishing 
company.



22 The Exponent Group of Journals For MBA, Volume 4, Number 1, Dec 2015 - Feb 2016

Exponent Group of Journals - Empowering the common man In Association with Shree Aniruddha Upasana Foundation

Myers Briggs Type Indicator
The Myers-Briggs Type Indicator (MBTI) is an 
assessment tool that measures psychological 
preferences in how people perceive the world 
and make decisions. The test consists of a series 
of questions that measure preferences on the 
dimensions of Introversion - Extroversion, Sensing - 
Intuition, Feeling - Thinking, and Judging - Perceiving. 
How you score on those answers fits you in to one of 
16 different personality types. Each personality type 
provides generalisations about how your personality 
may be best suited for success in terms of career, 
relationships, etc.

The Myers Briggs MBTI measures four dimensions

Introversion - Extroversion (Energy Orientation): A 
preference for the inner world of thoughts, interests, 
ideas and imagination (introversion) versus the outer 
world of activities, excitement, people and things 
(extroversion).

Sensing - Intuition (Perceiving): Reality based 
in sensory details that can be experienced 
now versus seeking understanding from the 
relationships between ideas.

Feeling - Thinking (Judging): Making decisions in 
an objective logical manner versus making forming 
conclusions in a subjective manner.

Judging - Perceiving (Action Orientation): Taking 
action with a structured plan in mind versus keeping 
your options open to new opportunities.

From this we get 16 personality types.

ISTJ ISFJ INFJ INTJ
ISTP ISFP INFP INTP
ESTP ESFP ENFP ENTP
ESTJ ESFJ ENFJ ENTJ

To simplify the 16 types we can group them at the 
core as, SJ, SP, NT and NF. These 4 types are then 
bracketed by either an ‘I’ or a ‘E’. And on the other 
side you will find a ‘J’ or a ‘P’.

1. You will find SJ’s holding positions of responsibility 
in the workplace (administration), community 
groups and at home. SJ’s value duty and tradition.

2. SP’s would hate working in an office. SP’s need 
freedom to express themselves in action, right 
now. SP’s like fast paced action. You would 
probably find an SP driving an ambulance.

3. NT’s value knowledge, competency, theory and 
powers of the mind. You will find NT’s working 
in academic positions at a University. NT’s value 
objectivity.

4. NF’s need to understand themselves and others. 
NF’s value authenticity and integrity, and strive 
for an ideal world. You will find NF’s working 
as therapists and motivating people to make 
positive change. NF’s value subjectivity.

Look back at the table and locate the letters ‘I’ and ‘E’ 
that denote Introversion and Extroversion. So an ‘NF’ 
for example, can be an Introvert or an Extrovert. The 
introverted NF might work as a therapist while the 
extroverted NF might work as a teacher.

Look back at the table once again and now locate 
the letters ‘P’ and ‘J’. Perceivers like to keep their 
options open while Judgers like to plan things in 
detail. A Perceiver won’t know what they are doing 
this evening let alone next week, while a Judger will 
probably have diarised what restaurant they are 
going to on the weekend, who they are going with 
and know exactly what they will eat. So an ‘NF’ who 
is a Perceiver may feel quite comfortable running 
a personal growth workshop that allows personal 
processes to naturally unfold. On the other hand an 
‘NF’ who is a Judger would probably write a detailed 
session plan and know precisely what they are going 
to teach.

The Myers Briggs may be used in the business world 
to help you choose an occupation that best suits 
you, and your best position within an organisation. 
It may be used in leadership development, team 
building, screening and interviewing employees, 
career selection and personal development. As with 
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all personality profiling tools, the results of the test 
need to be interpreted within the context of who 
the person is, preferably with someone qualified to 
do so. In other words the Myers Briggs may be too 
complex for most people to get any real value from it.

Even though the Myers-Briggs is probably the 
most well-known personality profiling tool it is not 
necessarily the best, as it does not produce clear well 
defined distinctions that can be applied to business 
and career settings in which people want measurable 
change. However, it does provide a foundation from 
which to understand what other profiling tools 
measure. 

Thomas Personal Profile Analysis (PPA) 

Thomas PPA is a forced choice ipsative  
instrument used as a means to describe an individual 
in a self-referential way. Based on the DISC theory, 
the PPA may provide information of importance and 
value to employers making personnel decisions. 
Thomas Personal Profile Analysis (PPA) provides an 
accurate insight into how people behave at work, 
giving you a greater level of certainty when recruiting, 
identifying where to maximise your learning 
and development budget, and understanding 
where to boost morale to avoid staff turnover. 
 
It will also enable you to spend less time managing 
your underperformers and focus more time on those 
who will truly drive your business forward.
 
Personal Profile Analysis

You will have probably been emailed an 
invitation to complete this questionnaire. 
PPA – often described as a behavioural profile – 
provides a non-critical behavioural analysis of a 
person, designed to emphasise his or her strengths 
in the work place. It is not a test. There are no right 
or wrong answers and you cannot pass or fail. Your 
response will highlight specific work strengths 
and provide meaningful information to help you 
meet the demands of the work environment. 
 
Example Questions PPA is designed to identify unique 

behavioural characteristics. The profile must be 
completed in isolation and without interruption. You 
should aim to take no more than 8 minutes to complete 
it. Be certain that you complete the Personal Profile 
thinking of yourself in your current job; if you are not 
working, then think of yourself in your last job. If you 
have not worked, then think of yourself at home. 
 
You are presented with sets of four words similar to 
those below. Choose one word or phrase that MOST 
describes how you actually operate in the work 
situation and one word or phrase that LEAST describes 
how you actually operate in the work situation. Your 
first response is usually the most accurate.

Based on the answers that you select the PPA 
generates a report. Used as part of an interview 
process, the report will suggest what kind of 
position you would be most happy in for example: 
 
“Job should involve the definition and clarification 
of information prior to presenting the facts. The 
environment should be structured and call for 
adherence to rules, procedures and detail. Logic 
and accuracy should be major requirements. 
Travel within the job could be included. At 
the very least, there should be a variety of 
tasks which call for a meticulous approach.” 
 
Used as part of a development programme, appraisal 
or personal review, the report will highlight your 
working strengths, limitations, motivators and 
fears. It will also outline the extent to which you are 
adapting your behavioural style in your current job 
and it will highlight how you tend to behave when 
you are under pressure.
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Insights Discovery
Insights Discovery is an indispensable tool that 
recognizes an individual’s behavior to help improve 
communication, decision making and performance.

How it works
Insights Discovery uses a simple and accessible four 
colour model to understand an individual’s unique 
preferences. These preferences are measured based 
on responses to a short online evaluator. One of 
the outputs is a 20 page personality profile, which 
identifies strengths and areas for development. 
Based on our self-assessment, assessment by peers 
and the analysis of our profile from the evaluator; 
a position is determined for each individual on 
the profile wheel. This defines his/her personality. 
There is a technique to communicate with each 
personality. Thus when we exactly know our and 
others personality, communication becomes easier 
and faster. This increases team bonding and reduces 
conflicts.

Insights Discovery has its roots in the work of Swiss 
psychologist Carl Jung. It is continually validated and 
refined by the research team to ensure it is always 
accurate and deeply insightful.

Where it can lead
Insights Discovery begins by helping you to uncover 
who you are and how you interact with others. The 
depth of insight provided means that Discovery can 
take you to places that you never expected. From 
one-to-one coaching to team development and 
improved sales and leadership skills, the possibilities 
are endless.
Every Discovery Personal Profile provides information 
on an individual’s strengths and weaknesses, 
communications style, and their value to a team. 
Each profile includes suggestions for development 
that can be put into practice the very next day. 

The discovery wheel of profiles
Above shown is the discovery wheel of profiles. It 
is originally in 4 colors red, blue, yellow and green. 
Further broken down into 8 colors owing to fine 
tuning of personalities. At the end of the workshop 
when one’s personality type has been identified, the 
above wheel gives further detailed insights into the 
personality. It shows whether the person possess 
more color qualities (other than his dominating 
color) and in what percentage. The Centre of the 
wheel denotes a profile with all the color attributes 
in complete percentage. Such profile is practically 
not possible given the nature of human beings. The 
first circle shows presence of three out of four colors 
in the profile. Second shows two colors and so on. 
Once a person identifies, in which circle he belongs, 
the idea is to make efforts so that over the period 
he gains more attributes through skills and moves up 
the circle. It is a fantastic tool for personality profiling 
which helps to deal with self and with others.

Conclusion
Personality profiling is a hot topic today, which every 
HR department in a good company uses to identify 
and hone the skills of their employees. This article 
has tried to cover a few important ones. But at the 
end of the day these are just tools developed from 
years of research. They can only be effective if one 
takes these tests/evaluations in an honest manner. 
When we understand what we truly are, only then 
will these systems help us improve. As the saying 
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goes, “What gets measured, gets improved”. If we 
err to measure ourselves honestly and correctly, the 
outcome will not be so effective. So relax, be open 
minded, enjoy and take the tests next time when it 
is offered to you. Be rest assured, it will only lead to 
improvement.
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Recent Currents in Human 
Resources Management

- Dr. Mahesh Karajgikar

Abstract:
Human aspect of resources within an organization 
contributes approximately eighty percent of the 
organization’s value. This implies that if people are 
not managed properly, the organization faces a 
serious chance of falling apart.

Human Resource Management is the organizational 
function that deals with issues related to people such 
as compensation, hiring, performance management, 
organization development, safety, wellness, 
benefits, employee motivation, communication, 
administration, and training.

Good human resource management (HRM) is 
essential to retaining staff and maintaining a 
high overall level of performance within a health 
organization. Effective HRM is one of the key building 
blocks of a comprehensive HRH strategy.

Organizations now need to prepare themselves 
in order to address people centered issues with 
commitment from the top management, with 
renewed thrust on HR issues, more particularly on 
training.

To leapfrog ahead of competition in this world of 
uncertainty, organizations have introduced six- sigma 
practices. Six- sigma uses rigorous analytical tools 
with leadership from the top and develops a method 
for sustainable improvement. These practices 
improve organizational values and helps in creating 
defect free product or services at minimum cost.

Human resource outsourcing is a new accession that 
makes a traditional HR department redundant in an 

organization. Exult, the international pioneer in HR 
BPO already roped in Bank of America, international 
players BP Amoco & over the years plan to spread 
their business to most of the Fortune 500 companies. 

With the increase of global job mobility, recruiting 
competent people is also increasingly becoming 
difficult, especially in India. Therefore by creating an 
enabling culture, organizations are also required to 
work out a retention strategy for the existing skilled 
manpower.

If HR is to be perceived as an enabler of business 
strategies they need to be seen by measurable 
contributions to the bottom line through expense 
reduction or revenue generation, talent management 
and risk mitigation.

Key words: Human resources management, 
management of people, motivation, communication, 
strategic and comprehensive approach, trust, 
openness, equity. 

Introduction

Human Resources Development
Human resource development requires the provision 
of basic necessities of life for the existence and survival 
at grass root levels. Sustainable human resource 
development can be attained and sustained only 
when the people at large have access to opportunity, 
information, communication, knowledge decision 
making, empowerment and implementation. 
All these levels create a smooth road towards 
economic development. India a nation with largest 
manpower (next only to China) resource needs to 
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handle this fragile resource for developing linkages 
between Human Resource, Economic Development 
and Sustainable Economic and Human Resource 
Development.

The Human Resource Department deals with 
management of people within the organization. 
There are a number of responsibilities that come with 
this title. First of all, the Department is responsible 
for hiring members of staff; this will involve attracting 
employees, keeping them in their positions and 
ensuring that they perform to expectation. Besides, 
the Human Resource Department also clarifies 
and sets day to day goals for the organization. It is 
responsible for organization of people in the entire 
Company and plans for future ventures and objectives 
involving people in the Company. (Handy, 1999)

Research has shown that the human aspect of 
resources within an organization contributes 
approximately eighty percent of the organization’s 
value. This implies that if people are not managed 
properly, the organization faces a serious chance of 
falling apart. The Human Resource Department’s 
main objective is to bring out the best in their 
employees and thus contribute to the success of the 
Company.
 
These roles come with certain positive and negative 
aspects. However, the negative aspects can be 
minimized by improvements to their roles and 
functions. These issues shall be examined in detail in 
the subsequent sections of the essay with reference 
to case examples of businesses in current operation.

Positive aspects of Roles and Functions of the Human 
Resource Department Recruitment of Employees

This is one of the most fundamental roles of the HR 
department. This is because this function ensures that 
the Company under consideration selects the most 
skilful and competent person from a sea of applicants 
at that time. This function involves evaluation of ability 
and competency of potential employees in relation 
to what the Company needs. This role falls under 
the Staffing role of management. If this function is 
performed well, then the organization will increase 

value consequently being on the right pathway to 
achieve its organizational and departmental goals 
and objectives. (Hyde, 2004) Effective recruitment 
can be done through a number of ways. First of all the 
Company can conduct educational and psychological 
measurements. This task will involve assessment of 
abilities, skills and character evaluation of applicants. 
Through psychometric evaluation, the Company 
can ensure that employees have the right attitude 
necessary to fit into the organization. Another 
method Companies use to recruit members of staff 
is through interviews. Here, the Human Resource 
Department can ask applicants questions that 
evaluate their decision making abilities and how 
they would deal with certain situations if presented 
with them. The Department can also employ the 
use of written interviews where applicants answer 
questions addressing key issues in the organization. 
Through these channels, the Department contributes 
towards organizational performance. 

Perspective of Human Resources Management
Human Resource Management (HRM) is the function 
within an organization that focuses on recruitment 
of, management of, and providing direction for 
the people who work in the organization. Human 
Resource Management can also be performed by 
line managers.

Human Resource Management is the organizational 
function that deals with issues related to people such 
as compensation, hiring, performance management, 
organization development, safety, wellness, 
benefits, employee motivation, communication, 
administration, and training.

Human Resource Management is also a strategic and 
comprehensive approach to managing people and 
the workplace culture and environment. Effective 
HRM enables employees to contribute effectively 
and productively to the overall company direction 
and the accomplishment of the organization’s goals 
and objectives.

Human Resource Management is moving away 
from traditional personnel, administration, 
and transactional roles, which are increasingly 
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outsourced. HRM is now expected to add value to the 
strategic utilization of employees and that employee 
programs impact the business in measurable ways. 
The new role of HRM involves strategic direction and 
HRM metrics and measurements to demonstrate 
value.

Improving Organizational Culture
The Human Resource Department can try to 
improve organizational culture through a three step 
procedure.

The first step of the process is observation.  In this step 
HR finds out what makes ups or what the company’s 
culture is like. HR should also be very intense on 
the organizational needs. Here, HR should realize 
that personal fulfillment works better and therefore 
should try to ensure that the change is relevant 
to every staff member. In this stage, HR should 
try to explain to all staff members or stakeholder 
the advantage of transforming the culture in the 
organization. This should be made clear so that all 
can see the advantages at the individual level and not 
simply at the organizational level. (Erica, 2006)

Then HR should try to eliminate all inhibitions in staff 
member’s minds. It is possible that some may claim 
that they tried one or two strategies before and it 
did not succeed.  This are what are called ‘cries of 
despair’ and HR should try its best to explain to staff 
members the need of changing the culture of the 
organization.

The next step is the analysis of various aspects. Here, 
there is collection of data needed in making certain 
that culture changes. This stage involves checking 
out the success features or the factors that can 
facilitate its success. There should be calibration of 
data collected. Staff members should be made to 
understand that there are no perfect situations for 
implementation of changes. The analysis should 
involve assessing whether the information is sensible 
or not. Whether data gathered will be helpful or 
not and if it is too little or too much. Staff members 
should be requested for data that will help change 
the culture.

Of course when trying to bring in change HR 
Department should have perceived benefits, a 
deadline for execution and also the realized gains 
in relation to the change in culture. In this step, 
there should be reality checks which should be done 
often. There should also be continuous integration. 
Through this scheme HR Department should be able 
to change the culture in the organization and add 
value to it. (Harold, 2003)

Some of the recent trends that are being observed 
are as follows:
• The recent quality management standards ISO 

9001 and ISO 9004 of 2000 focus more on people 
centric organizations. Organizations now need to 
prepare themselves in order to address people 
centered issues with commitment from the top 
management, with renewed thrust on HR issues, 
more particularly on training.

• Organizational models also refocus on people 
centric issues and call for redefining the future 
role of HR professionals.

• To leapfrog ahead of competition in this world 
of uncertainty, organizations have introduced 
six- sigma practices. Six- sigma uses rigorous 
analytical tools with leadership from the top and 
develops a method for sustainable improvement. 
These practices improve organizational values 
and helps in creating defect free product or 
services at minimum cost.

• Human resource outsourcing is a new accession 
that makes a traditional HR department 
redundant in an organization. Exult, the 
international pioneer in HR BPO already roped in 
Bank of America, international players BP Amoco 
& over the years plan to spread their business to 
most of the Fortune 500 companies. 

• With the increase of global job mobility, 
recruiting competent people is also increasingly 
becoming difficult, especially in India. Therefore 
by creating an enabling culture, organizations are 
also required to work out a retention strategy for 
the existing skilled manpower.
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HR Managers today are focusing attention on the 
following-

• Policies- HR policies based on trust, openness, 
equity and consensus.

•  Motivation- Create conditions in which people 
are willing to work with zeal, initiative and 
enthusiasm; make people feel like winners.

• Relations- Fair treatment of people and prompt 
redress of grievances would pave the way for 
healthy work-place relations.

• Change agent- Prepare workers to accept 
technological changes by clarifying doubts.

• Quality Consciousness- Commitment to quality 
in all aspects of personnel administration will 
ensure success.

Due to the new trends in HR, in a nutshell the HR 
manager should treat people as resources, reward 
them equitably, and integrate their aspirations with 
corporate goals through suitable HR policies.

Conclusion: 
Human resource Management will be the key area of 
focus in 21st century as in companies and government 
organization put in place strategies to cope up with 
the economical crisis and recovery. If India wants to 
truly move to the global arena, it has to well groom 
up its workforce. Managing people is the toughest 
element of any organization than land, machinery or 
finances. Every human being has its own degree of 
preferences, likings and attitude.

Human Resource Department is no different 
than other aspects of a business in being able to 
deliver significant benefits to the company. When 
reviewing an HR Dept., it becomes clear that a 
number of business processes have an impact on 
the effectiveness of employee efforts in delivery 

services or product to customers. HR Dept. may be 
misunderstood of all corporate depts., but it’s also 
the most necessary. Those who work in Human 
Resource are not only responsible for hiring & firing, 
them also hander contacting job references and 
administrating employee benefit. It’s true that any 
individual who works in HR Dept. “Must be a people 
person”. Employees are human, not commodities 
and HR departments have to start seeing them 
differently, with the current push towards strategies 
that engage employees, attract top talent, contribute 
to the bottom line this change is imperative. The 
HR dept. should create competitive advantage 
by building strong organizations, strong leaders, 
and managers, strong teams, & employees. HR 
Dept. does this in a measurable way. If HR is to be 
perceived as an enabler of business strategies they 
need to be seen by measurable contributions to the 
bottom line through expense reduction or revenue 
generation, talent management and risk mitigation. 
HR people need to be a lot more creative in the way 
they do things. HR depts. of today need to be talent 
of tomorrow.
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Central Vigilance Commission 
guidelines in Tender Processing    

- Suhas Dongre

Background
Just as stagnant water breeds mosquitoes which spread 
malaria, defective systems and procedures become 
breeding grounds for the disease of corruption. The 
function of Central Vigilance Commission (CVC) as 
a key agency to check corruption is to look at the 
defects in the systems and support measures to 
prevent the scope of corruption. Processing a tender 
is a measure source of corruption.

In exercise of the powers vested in the Central 
Vigilance Commission by 

Section 8 (1) of the Central Vigilance Commission 
Ordinance, 1988 to supervise the vigilance 
administration of the specified organisations, the 
commission issues the following guidelines in the 
matter of tendering processing. They shall come 
into force with immediate effect to supplement the 
existing provisions that are consistent with these 
guidelines. 

Applicability
These guidelines shall extend to the whole of India 
to govern the procedure for awarding the works of 
supply contracts on the basis of tenders in Ministries 
of the Central Government, corporations established 
by or under any Central Act, Government companies, 
societies and local authorities owned or controlled 
by that Government. 

Objectives
These guidelines are issued in order to ensure 
transparency in the process of awarding tenders, 
to ensure the encouragement of local contractors 
and manufacturers, to ensure that all qualified 

Contractors / Suppliers are able to compete for this 
contract / supply and to implement the need for 
economy and speed in project implementation while 
at the same time ensuring the highest quality of 
supply and works. 

Pre-tender requirements
The following are to be decided upon before inviting 
the tenders: 

• Eligibility Criteria
The criteria for eligibility shall be determined on the 
basis of capacity of the tenders, which shall include:

• Experience and past performance in similar 
contracts;
•  Capability with respect to manpower, equipment 
and / or construction / manufacturing facilities
•   Financial Position
•   Service support wherever required. 
                   
This shall be made known in the notice inviting 
potential tenders to obtain application forms to 
enable only the serious tenders to proceed in the 
tendering process and to avoid any contractor who 
is not competent

• Earnest Money
Earnest money is aimed at protecting the organisation 
against irresponsible offers but it should not be so 
high as to discourage tenders and that amount to be 
specified in the tender documents. It could be in the 
form of banker’s cheque or a bank guarantee or a 
fixed deposit receipt issued to the tenderer.

Earnest money shall remain valid for 6 weeks and 
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validity of the tender offers. The security itself shall 
be physically enclosed with the tenders in originals 
for the tender to be treated as responsive. The 
security received with the tenders shall be returned 
within 24 hours of the award of the contract.   

• Tender Documents
The tender document shall contain amongst others 
the details of work / supply to be fixed, the security 
amount, the eligibility criteria, estimated cost, if any, 
method of tender invitation schedule for receipt, 
evaluation and award as well as the protective 
clauses. In particular, the following shall form a part 
of the tender documents:

•   Tender document shall specify the relevant factors 
in addition to the price to be considered in tender 
evaluation and the manner in which they will be 
applied for the purpose of determining the lowest 
evaluated tender, other factors, which may be taken 
into consideration include amongst others, cost of 
transportation and insurance to the specified site, 
payment terms, delivery / completion time, operating 
cost, efficiency and compatibility of the equipment , 
availability of the service and spare parts and related 
training, safety and environmental benefits and any 
other relevant matter. The factors other than price 
to be used for determining the lowest evaluated 
tender shall to the extent practicable be expressed 
in monetary terms or given a relative weight in the 
evaluation provisions in the tender documents. 
No factor other than those specified in the tender 
documents shall be used in evaluation the offers.

Tender document shall state that either: 
•  The tender price will be fixed or;

•  That price adjustments will be made to reflect any 
changes 

(upwards or downwards) in major cost components 
of the contract such as, labour, equipment, materials 
and fuel. Prices are to be adjusted by use of a 
prescribed formula which breaks down the total 
price into components that are adjusted by price 
indices specified for each component. The method to 
be used and base date for application of the formula 

shall be clearly defined in the tender documents.   

•  For the purpose of comparing prices, tender prices 
shall be converted to Indian rupees as stated in the 
tender documents. This conversion shall be made 
by using the selling (exchange) rate quoted by an 
official source (RBI) on the date of opening of tender 
documents.

• The successful tenderers shall be required to 
provide a performance bond in the form of a bank 
guarantee in an appropriate form and for an amount 
as specified in the tender document to protect 
the organisation from a breach of contract. This 
guarantee shall extend sufficiently beyond the date 
of completion to cover defect and related liabilities. 
In case of supply (stores), such guarantees shall also 
cover warranty obligations. 

• Tender Rejection
The following are the categories of tender offers that 
should be rejected during preliminary examination of 
the offers. No tender will be rejected at the time of 
opening of tenders. All tenders should be read at the 
time of opening of the tenders.

•  Tenders received after the schedule time and date 
of submission should be rejected outrigh

•  Tenders from persons who do not fulfil the eligibility 
criteria should be rejected

•  Tenders received without appropriate predermined 
security should be rejected. However, this shall not 
be ground for rejection of those tenders, which are 
eligible under the various extant instructions granting 
exemptions allowed by the Government

•  Tenders that deviate materially from the conditions 
mentioned in the tender documents and tender 
offers that are conditional are to be rejected.    

• Tender Evaluation
The lowest evaluated tender among those available 
for consideration shall be awarded the contract 
subject to the extant rules of the Government 
regarding purchase preference for public sector Units 
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/ Small-scale Industry and the reasonableness of the 
tender in terms of the market rate analysis.  There 
shall be no negotiations / counter offers. 

(Note : It has been subsequently clarified by CVC that 
negotiations can be held only with L1 in general for 
R/Cs, counter offers are to be held with L1 first and if 
L1 accepts counter offer, R/C is to be issued first to L1 
and thereafter, L1 rates are to be counter offered to 
other higher tenderers). 

• Protective Clauses
The following procedure should invariable be carried 
after tender acceptance and should be highlighted in 
the tender documents:

•  If the lowest tender is lower than the estimated 
cost and the tender is unable to justify the 
differential between the tender and the estimated 
cost, such tenders shall furnish a performance bond 
for the differential amount in addition to the normal 
performance bond, if any.
 
•  All tenders whose tender amount was unreasonably 
higher than the estimated cost should be required to 
justify their tender amount and if that justification is 
not acceptable and the organisation decided to go 
for retendering, these tenderers shall be removed 
from the list of eligible tenders for that contract.

• It is incumbent on the organisation to reject a 
proposal for award if it is determined that the 
tenderer recommended for the award has engaged 
in corrupt or fraudulent practices in competing for 
the contract in the question. Any tender rejected 
shall be declared ineligible to respond to any tender 
of any organisation for a period of five years.

•  The Central Vigilance Commission, or its authorised 
representative shall be permitted to inspect the books 
of accounts of the contractor at any time during the 
pendency of the contract. 
(Note: Corrupt practice means offering, giving, 
receiving or soliciting anything of value to influence 
the action of a public officials in the procurement 

process or in contract execution.

Fraudulent practice means a misrepresentation of 
facts in order to influence a procurement process 
or the execution of a contract to the detriment of 
the organisation and included collusive practices 
among tenderers (prior to or after the submission 
of the tender) designated to establish tender prices 
at artificial non-competitive levels and to deprive 
the organisation of the benefits of free and open 
competition).  

• Retendering
Retendering shall be resorted to when there is lack 
of effective competition or the tenderers are not 
substantially responsive. Lack of competition shall 
not be determined solely on the basis of number of 
tenderers. If all tenders are rejected, the organisation 
shall review the causes justifying the rejected and 
consider making revisions to the conditions of the 
contract, design and specification, scope of contract 
or a combination of these, before inviting new 
tenders.   

Special Provisions
In case of the following situations, the above 
guidelines shall stand altered to the extent mentioned 
in this clause:

•  In case of stores procurement contracts involving 
organisation specific products and / or development 
tenders, the tenderer itself should declare lot of 
quantities for which tenderers would offer separately. 
A tenderer whose offer has been accepted for one 
part shall be ineligible to be considered for the other 
parts.

• In case of proprietary products, development 
tenders and other complicated items/works, a two 
part tendering system involving separate technical 
and commercial bids is to be followed

Non-compliance with these guidelines shall be 
construed to be misconduct within the meaning of 
the relevant Conduct Roles / Regulations.



33The Exponent Group of Journals For MBA, Volume 4, Number 1, Dec 2015 - Feb 2016

Exponent Group of Journals - Empowering the common man In Association with Shree Aniruddha Upasana Foundation

Digital India : An overview   

- Suhas Dongre

• Background
With the launch of digital India programme, the 
Government has taken a big step forward to 
transform the country into a digitally empowered 
knowledge economy. Digital India programme is an 
umbrella programme for transforming India into 
a digitally empowered society. The programme 
includes projects that aim to ensure that government 
services are available to citizens electronically and get 
benefit of the latest information and communication 
technology. 

• The Vision of Digital India

The vision of Digital India has basically 3 key areas:

1. Digital Infrastructure as a Utility to Every Citizen
2. Governance and Services on Demand
3.  Digital Empowerment of Citizens

• Vision Area 1 : Infrastructure as a Utility to Every 
Citizen

•   High-speed internet as a core utility
•  Cradle to grave digital identity-unique, life-long, 
online and authenticate
• Mobile phone and Bank account enabling 
participation in digital and financial space
•  Easy access to a Common Service Centre (CSC)
•  Sharable private space on a public cloud
•  Safe and secure Cyber space

• Vision Area 2 : Governance and Services on 
Demand    

Seamlessly integrated across departments or 
jurisdictions

•  Services available in real time from online and 
mobile platform
•  All citizens entitlements to be available on the 
cloud
•  Services digitally transformed for improving Ease 
of Doing Business
• Making financial transactions electronic and 
cashless
•  Leveraging GIS for decision support systems and 
development

• Vision Area 3 : Digital Empowerment of citizens
Universal Digital Literacy

•  Universally accessible digital resources 
•  All documents/certificates to be available on cloud
• Availability of digital resources/services in Indian 
languages
• Collaborative digital platforms for participative 
governance
•  Portability of all entitlements through cloud

• Pillars of Digital India
The major Pillars of Digital India are as follows:

•  Broadband Highways
•  Universal Access to Phones
•  Public Internet Access Programme
•  e-Governance - Reforming government through 
Technology
•  e-Kranti - Electronic delivery of services 
•  Information for All
•  Electronic Manufacturing- Target NET ZERO Imports
•  IT for Jobs
•  Early Harvest Programmes
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of Doing Business
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•  Universally accessible digital resources 
•  All documents/certificates to be available on cloud
• Availability of digital resources/services in Indian 
languages
• Collaborative digital platforms for participative 
governance
•  Portability of all entitlements through cloud

• Pillars of Digital India
The major Pillars of Digital India are as follows:

•  Broadband Highways
•  Universal Access to Phones
•  Public Internet Access Programme
•  e-Governance - Reforming government through 
Technology
•  e-Kranti - Electronic delivery of services 
•  Information for All
•  Electronic Manufacturing- Target NET ZERO Imports
•  IT for Jobs
•  Early Harvest Programmes

• Pillar 1 : Broadband Highways
There is proposal to cover 250,000 Gram Panchayats 
in rural areas by the end of 2016 in a phase-wise 
manner. Similarly, there is a provision on Virtual 
Network Operators for service delivery and mandate 
communication in new urban development and 
buildings in urban areas by end of March 2017.

All databases and information to be electronic, 
not manual. Public Grievance Redressal- using IT 
to automate, respond, analyse data to identify 
and resolve persistent problems-largely process 
improvements. This would be implemented across 
government- critical for transformation.

• Pillar 2 : Universal Access to Phones
India is extensively covered under mobiles and 
telephones. The remaining 42,300 villages are likely 
to be covered by 2018.

• Pillar 3 : Public Internet Access Programme
It is proposed to strengthen the functioning of 
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Common Services Centres and Post Offices. The CSCs 
will be made viable, multifunctional end-points for 
service delivery. There is a proposal to cover 250,000 
villages by the end of March 2017 and 150,000 Post 
Offices in next 2 years.

• Pillar 4 : E-governance - Reforming government 
through Technology

Government Business Process Re-engineering using 
IT to improve transactions (Form Simplification, 
reduction, Online applications and tracking, Interface 
between departments, Use of online repositories e.g. 
school certificates, motor ID cards, etc. Integration 
of services and platforms- UIDAI, Payment Gateway, 
Mobile Platform, EDI). 

• Pillar 5 : e-Kranti: 
E-Kranti is an integral part of Digital India programme 
with a vision of ‘transforming e-governance for 
transforming governance’. The mission of e-kranti 
is ‘to ensure a government wide transformation by 
delivery all government services electronically to 
the citizens through integrated and interoperable 
system via multiple modes while ensuring efficiency, 
transparency via reliability of such services at 
affordable costs’.

• Pillar 6 : Information for All
This will include online Hosting of Information and 
documents, open data, 2-way communication 
between citizens and government, Online messaging 
to citizens on special occasions/programs. etc.

• Pillar 7 : Electronic Manufacturing – Target NET 
ZERO Imports

The most focused areas will be Big Ticket Items, 
FABS, Fab-less design, Set top boxes, VSATs, Mobiles, 
Consumers Medical Electronics, Smart Energy meters, 
Smart cards, micro-ATMs, Incubators, clusters, Skill 
development and Government procurement.

• Pillar 8 : IT for Jobs
Train people in smaller towns and villages for IT 
sector jobs, Train Service Delivery Agents to run 
viable businesses delivering IT services, Telecom 
service providers to train a rural workforce to cater 
to their own needs.

India is spread in vast areas. Many people remain un-
employed. Digital India has the potential of becoming 
an important instrument of job creation. 

• Pillar 9 : Early Harvest Programmes
Early harvest programmes would include Government 
e-Greetings platform for messages, Biometric 
attendance , Wi-fi in all Universities, Secure E-mail 
within government, standardised government, public 
wifi hot-spot, school ebooks, SMS based weather 
information, disaster alerts, National Porter for Lost 
and Found children.

• Action Points of Digital India

•   The government has proposed that all ministries/
departments/states would fully leverage the 
common and support ICT infrastructure (example 
GI Cloud, National/State Data Centres/Mobile Seva/
Statewide Area Networks, Common Service Centres 
and electronic services gateways).

• Department of Electronic and Information 
Technology would also evolve standards and policy 
guidelines, provide technical and holding supports 
and undertake capacity building, R&D, etc.
•  States would be given flexibility to identify for 
inclusion/ additional state specific projects which are 
relevant for their socio-economic needs.
•  Public-private participation would be preferred 
wherever feasible to implement government projects 
with additional management and strategic control.
•  Adoption of Aadhar based ID would be promoted 
to facilitate identification and delivery of benefits.

• Challenges and Possibilities
Each pillar/program has its own limitations. The first 
challenge is qualified human resource. The financial 
resource issues are other constraints for taking up 
such mission. There is need to have an Organization 
at apex level to coordinate various departments 
concerned for easy and smooth functioning. Some 
kind of leadership and supports are needed for its 
success.
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E-governance would be promoted through a 
centralized initiative to the extent necessary, to 
ensure citizen service orientation, interoperability 

of various e-governance, applications and optimal 
utilization of ICT infrastructure while adopting a 
decentralized implementation model.




