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major factor, however, remains as to how a turnaround is affected. It could be
a harsh surgical turnaround when retrenchment of surplus staff is a common
place option which includes pruning of loss making or wasteful operations
wherein people or staff are fired, axed or got rid off using money power. The
consequences are deep alienation with workforce who often resorts to rule
book compliances in ‘work to rule’ mode seriously disrupting production
targets. On the other hand, it is seen that a more participative approach can

bring in deeper involvement and commitment of the employees for sustained

and lasting efficiency levels. In his book “Innovative Corporate Turnarounds”

‘Constrained Choices (P.250), Pradip N. Khandwala the
d former Professor IIM, Ahmedabad observes that

under the heading
management Guru an

humane mobilization oriented creative turnarounds outperform technical,

conventional turnarounds normally followed in west.

In India, such strategies are more relevant as from very ancient times. Indian
philosophy has recognized the ufi
one’s own faith. As per Dr. M. Athreya, former Professor of IIM Kolkata,
Global debates on corporate goVv
values with emhasis on organi
materialism. The new age Guru,

veritable landmine of Vedic knowledg
The art of giving ‘DHANA’ through wisdom thoughts and universal

knowledge is so inherent in Indian psyche that it acts as a great trigger of

cosmic energy for sustenance and synergy. Mr. Anuj Bahl of Logic Control
o modern management than any other

lity for ‘Swadharma’ which means living by

ermance have rediscovered the need for ethical
zational control of greed and excess of
Deepak Chopra, admits that India has a

e which is relevant in all walks of life.

says that Indian Ethos is more vital t
Management theory for the simple rea

man rather than approaching marn inap

son that it take into account a ‘whole’

artial fashion as other theories do.

y Indian organizations have started

It is quite refreshing to know that man

¢ management process in India can flourish by adopting

Indian Ethos and our gre

llent track record of the p
1 school of the famous ‘Guru’ Charkak’

recognizing tha
at cultural heritage. As has been

practices based on
ast excelling in several areas of

seen, India has exce

philosophy and science, be it medica
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mathematical science propelled by Bhaskaracharya, astronomy and
engineering marvels which have lasted till date. The alround advancement is
so very lasting that one cannot but acknowledge the fact that the richness of
variety offered by India had no parallel in this world. It was not without any
reason then that the country had attained the name of ‘SONE-KI-CHIDIYA’
which foreigners sought to visit, trade or conquer. In a way this was the main

cause for India to come under repeated invasions and aggression. Foreign rule

diluted the Indian school of thought to a Jarge extent but with Independence,

the country has surged ahead and at present is the second largest economy in

the world next to China. There, however,
ions have to become and remain vibrant, all

is a growing realization that if

Indian Industry/organizat
develop a pride in their countrys rich heritage and

managerial ranks have to
o their management practice. With the above

retrofit Indian Ethos int

supportive statements and quotes by leading exponents of Management and

various chapter findings as given carlier, the researcher feels redeemed in his

belief that Indian Ethos is

quite substantive and deep so much so that most
ncreasingly adopting Vedic percepts to stay in the

modern managements are i
y this managers can
rking wherein all employees can feel proud of

be highly productive. All this can

race for market share. B bring about a good climatic

change in organizational WO
motivated to
y a strong Sense of belongingness and their
y management through joint councils on

for useful and progressive

their achievements and get
come if they are infused b

contributions are recognized b
the right impetus

jcy bringing in accountability towards one’s job

nal satisfaction of the employees.

partnership basis providing
suggestions. An open door pol

enhances the performance levels and perso
d staff in Indian concept of ‘Karmayogi’ working

Involvement of officers an
towards ‘Nishkam’ Karma can help in maintaining effective rapport and

synergy in the plant. Day to day interaction 0

members with other emplo

gradual change in thought process by raising
thinking. Valuable inputs can be put forth by such nodal persons to emphasise

on practice rather than preaching based on Indian values and practices. Every

ous of repa

f such ‘Karmayogi’ club

yees can bring about sure although slow and

the individuals to higher plane of

person can become consci ying various debts they owe to society,
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environment, elders, teachers etc and feel obliged to work with commitment

and dedication. This requires leaders/managers to play model roles to

employees by showing concern, be interested in them, develop a personal

bond, be a father figure and make everyone feel that h
Workshops can be organized on subjects of positive thinking on ‘Indian
Ethos’. The researcher did conduct such workshops and typical comments
received at the end of such courses/workshops were highly satisfying. These

indicated that things can turnaround for better. The workshop enabled the
[t made them aware of how small acts can

e is there to help them.

employees to know themselves.
lead to big gains. It nudged them in
throws light on ‘What is life’ and ‘What is time’.

the direction of knowing SELF and

It made them see colleagues
in new light. Typical comments Were:

g work and self-improvement is praise-
ch liked the workshop.”

ated and fostered by

e “What I have learned regardin
worthy, and will prove t0 be useful. 1 very mu

e “ believe that the work environment being cre
these workshops will resultina flourishing tree with sweet fruits.”

e “I hope we will have more of such workshops in future.”

e “The Principles of Karmyog? and Bhakti are very logical. All I have
learned here I am going t0 share with mYy family. A Karmayoga’s can

| sorrow. Itis necessary to become a Karmayogi to achieve

plant.”
ffort of its kind
The upliftment of man, will lead

e nation. Relating Indian ethos

never fee

ISO, BSO and 55 levels for the
original €

e “The workshop is an with the aim of
developing the individu
to the betterment of this,
with work is worth appreciation.” . N

o “We definitely Jearntd a lot, it being @ NeW experience 1t 1S Worth

al as a whole.
industry and th

appreciation” ot
1YY f the organization as a

ent O
e “[t is an effective effort for the developm

whole.” i
ole would want to do something

e “The person Who attends this workshop

It is an Opportunity to develop oneself.

o i their life.
:;g:lﬁczn:l | in (t,rkshop we can develop those who do not want to do
oug 1S W
more.”
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6.3 SUMMARY
T .

here is a strong need to promote enli
ing in view the recent incid
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Ge
nerally when we talk of management we think mostly in terms of Business

Mana
gement or Industry Management. Management style practiced currently

by i ) ) )
y industry executives 1s basically a technique imported from the west and i
is

not . . .
germane in Indian Soil. Mere concentration on production targets and

profit and loss accounts’ does not give any leverage for
‘human talent’ and

a tumaround as it

gives secondary importance to the ‘balance sheet’ of
The core of modemn management thought is that the

e is efficient, skilful and productive. The

moment he ceases to be serviceable, he stands discarded and is promptly
ement and employees

replaced. This approach ]eads to the concept that manag
r approaches are different, their interests are diverse

g. This makes the workforce to resort to

(9
human values’.

employee is retainable as long as h

are separate entities as thei
and their claims are conflictin
underhand pressures for extracting a
common, violence is rampant absentism
y occurrences. The mai
e most predominant factor i
d to the corner. If, therefore,
e to manage our surroundings as well as

s much as possible. Thus conflicts are
becomes the rule and strikes and

n reason for all this is that

breakdowns are dail
n business parlance and

economics has become th
all aspects of life or totally pushe
both externally and internally we hav

ourselves. Fundamentally, once whole li
ne’s body, mind, emoti
£ one does not know
y, nation OF the world

evant to every employee and not a few

we want to live

fe is management. If one dose not

on, well being of one’s life is

now how to maintain 0
how to manage oneself

out of question. Similarly i
managing one’s home, communit in general is out of
question, Management thus is rel
s. Any dilution in dis
jenation. This wa
e researcher worked.

out improving valu
nces of physical ass
al and overtime payments were at peak.

pment Were causing immense loss of

hierarchal position affects can have serious consequences
in terms of people al s literally the picture prevailing in
It was difficult to improve

industrial unit where th
broductivity much less alk ab es. Industrial relations were
ault on top executives.

at lowest ebb and there were inst
Productivity per employee was minim
Frequent breakdowns of
production. Major fires ha
either not followed or were 1l

quite low and desired much 10

plants and equi
d crippled unit operations and safety standards were
on existent. [nter-departmental coordination was

be improved. Union activity was at its peak
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and no officer or manager was prepared to confront lest he be physically
assaulted. The situation called for a massive change in total outlook of the

organization both in terms of managers and workers. Working together for a

common cause of brining is a complete turnaround was felt extremely

necessary and urgent.

One of the bold steps taken towards this goal was formation of a joint
uncil comprising of all heads of departments, members and
h workers, union and officer association under the

Regular meetings of this council were held

management Co
office bearers of bot

chairmanship of the unit head.
he union and association members, on one

o crack initially. But all misgivings were

ok discussions in the forum. Regular

once in a month. Bringing in all t
table itself, proved to be a hard nut t
gradually removed by free and fra
reviews on the progress about listed j
undertaken. The doer’s difficulties in 10t
were also appreciated and new time table was ac
All members started appreciating the overall guide
undertaken if these fall under the company policy fram
started minimizing the chill in relations between the managem

built over a long period of mi Presence of heads of

departments in such meetings brou

obs and future action plans were
accomplishing the tasks in time
cepted for completing the job.
line that jobs would be
e. Mere sit-ins together

ent and workers

strust and neglect.
ght in gradual appreciation from union

n functionaries. Emphasis on team work

representatives and officer associatio
employees once the system of Joint

started gaining ground amongst all

Management meetings became know
th stress on two-way, €0
g and Development prought in gradual commitment and
nsibility towards O
proved commitme
departmental stand
s were eliminated by

between concerned departmental heads during Su
e trend towards betterm

performance showed 2 definit
loss percentage (Annexure) form earlier jevel of 5.0 percents to 4.5 percents of

n to all the employees. Participative
. unication, productivity, work
management wi mi P y

efficiency, Trainin o
rganization.  Discipline started

general sense of respo
nt towards set targets by all

improving by way of im

employees. Difficulties in

s which previously impaired

discussion across the board

smooth job accomplishment . g
ch meetings. Overall plant

ent with lower fuel and
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thrO u i € (0] V I
ghput Sustalned thereaﬁ I als for sE eral year S he umt thus SurViVCd a
bl Chall in i v iV Y 4 . Y
g enge 1n 1ts survi al b not Onl meeting the targets set fOI'th car aﬁ
er

year but also living upto the expectations of the stake holders

S 0 . . R
me of the basic steps followed in this exercise are enunciated below:

Respect for basic rules of courtesy and the organization

u—
o

Curb your own desire for fame and achievement.
Follow those places in positions of hierarchy.
Be content in your current position/ job.

Be aware of your limitations and weakness

Avoid conflicts
Be disciplined and do not pass on
Follow rules of the game in letter and spirit.

Do not be rude while communicating with others.

the blame

10. Be Humble

11. Speak Softly.

12. Avoid pomp and show of your authority.

6.4 CURRENT INDIAN APPROACHES
t by Indian Ethos have established that

Several exponents of Managemen

higher faculties of mind can work on
that one can discover, distin,

Although there are different approaches being
aking individual managers

ly when lower ones are quieted. This
requires stillness of mind so guish and perfect the
action of this higher self.

adopted, but the common
cliefs such that they d

objective is about m
strong in their values and b o not get foxed and adversely
impacted by modern trends in society-

ractices of Vipasana meditation has gained lot of

both in India and abroad. It helps in

ore confidence in the efficiency of

One of the oldest Indian P
gement Gul'us

d, rest
e an environment of freedom and

adoption by many mana
armony of mif

bringing peace and h
alities and creat

wholesome human qu

171




Chapter-6 Conclusions, Limitations and Future Scope

security. It is a process of mental purification through self observation. It

helps in living peacefully within and harmoniously with others.

Another approach towards Indian Ethos is based on transcendental meditation

popularized by Mahesh yogi which recognizes that there is an eternal

stence which helps to align ones thoughts and

This technique has got a universal

continuam underlying all exi

acts into a state of pure cCOnsciousness.

appeal in as much as more than five million people world-wide have learnt

and adopted it for better results.

minutes twice a day, sitting comfo
closed eyes and watching effortlessly ones thoughts float by without perusing

y. Over a period of time, the mind gradually

lent, Serene, unbounded and unified state of

It is a simple exercise practiced for twenty

rtably in a comfortable chair or posture with

or reflecting on them activel
settles down to a state of si

transcedental consciousness. Key research findings have established that

regular practice of TM helps in work and job content, health and healthcare

and development of mental capacities.

ystem 1S another management approach

individual highs, personal integrity and
lightened virtuous society can be

Brahma Kumaris self managing $
focusing on SELF by exploring

attributes of leadership. It believes that an en
established by imparting moral and spiritual values while teaching meditation

technique of Rajayoga. It has est

with a daily world-over attendance O
It is recognize
F and UNESC (United Nations Economic and

ablished over 5000 centers in 72 countries

£ around 350,000 people in various
: international NGO i

spiritual knowledge classes. d as an internationa n

consultative status with UNICE

It has developed 2 SELF Managing Course (SMC) in

Social council).
ternational Management Consultant and his

association with an Australian In

French associate. The course 18 tar,

i ithi ica
refocus on values that lie deep within practl
p a clear future focus, control on emotions and

quality communication and relationship with

geted t0 help individuals to look within and

Ily dormant. The course aims at

improving self esteem, develo
mind and enhancing skills for

others.
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Most suc
cessful management approach has been vedantic and yoga a
pproach

which h
as been advocated by Dr S K Chakraborty who started a man
agement

centre of v e wh
human values at IIM Kolkata. Infact, this is one Institut
cre

I'SCS .

Besides
, regular workshops and courses on management based on ethical
ica

val : :
N ues and teachings of great Indians like, Swami Vivekananda, Rabind
ath . ) . ] indara
o Tagore, Sri Aurobindo and Gandhi are held for practicing mangers (both
n . . . .
ian and foreign). Main focus is given onl building up pure mind in terms of

1 .
ower and higher self based on Indian Concepts of GUNAS (Satva, Rajas and

T
amas) followed by relevant discussions on principles of Vedantic and

B ‘ot 1
uddhist literature references of leadership and teamwork. This syste
. m

b .
elieves that to be a good manager, one has to be a good man in the quality of

Yogic techniques of mind stilling exercise and

mind and thought process.
sformed into a wisdom leader.

meditation to enable a mere managet get tran
Ve .
edanta is known as Sanatand dharma, meaning eternal principles. It helps

y divine Self to attain an a

wn as Sanatana dharma, me
e insight into life. It draws you

ou I ]
you identify you bsolute state of peace and

bliss.Vedanta is kno
ge that gives the seeker tru

aning eternal principles. It is

systematic knowled
rmost COre, provides you kn

self. Saint or sinner, your self is essentially divine. Divinity is the core of

anta helps you identify your
£ all religions, to discover your true

to ;
wards your inne owledge that reveals your real

every person. Ved divine Self to attain an absolute

state of peace and bliss. That is the goal 0

ur real Self. Draw the D
that which binds one to the origin. In

te with the Self. Vedanta excels in its

nature. Unfold yo ivinity out of the layers that veil It.

Etymologically, the word religion means

Sanskrit also, the term yoga means to uni

on. It expounds the truth met
s truth is its authority. No master or

hodically, logically. It does not

scientific expositi
rity of a preceptor: I
a

rely on the autho
m it. No religion has
on of communities Of
anta trains
helps you probe into the essence of the human personality, directs you to

damental truth of life. What has given a

study, reflect and realise the fun
f Ve

hold on it. It belongs to one and all

messiah can clai
geography. Its universal application

without distincti

appeals to all lovers of truth. Ved you to think independently. It

crucial impetus to the concept O dantic Management is that the business
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imperatives of Globalization and the quickening pace of obsolescence call for
a fluid, horizontal, de-structured organizational setup which Eastern thinking
with its emphasis on internal resources and holistic approach facilitates

whereas modern theories and concepts are exteriorized in nature and approach.

Modern management, at best, makes

productive production manager and a competent m

Vedantic Management makes him a ‘self Managed Manager’. Western
‘nutritional

one a good materials manager, a

arketing manager while

theories and concepts are most welcome as

management
‘basic food’ must come from roots, traditions and

supplements’ but the

culture.

n in west that organizational development can be
goration and attitudenal uplift adopting a

anizational end results with its goal and

It is now recognized eve
brought about by value invi
systematic approach of aligning Org
purposes. Indian Ethos which is so de
tool to achieve this, Gandhiji’s Satyagrah M
s can be in bringing about
 example of how throu
omic change can be brou
n of mind and attitude
ts based on Indian Ethos.

ep and ethic based provides a veritable
ovement is a classical example of
how effective thi mass turnarounds. ‘Swadhaya
movement’ is anothe gh spirituality and commitment
(Bhakti) social and econ

assume that transformatio

ght about. It is thus logical to
can be brought about by

Such transformation

adopting management cONcep

n organizational turnaround provided it receives

can be long lasting and help 1
nent companies in

top managerial support and patronage some of the promi |
India (both public and private sector) that have initiated organiz
effort based on indigenous values aré making good progress and need to be
These include, stat® bank of India, Bank of Baroda, Bank

BPCL, Watsille, IFFCO, NIIT, 10CL,

1 Ambuja Group and many others.

ational change

emulated by other.
of Maharasthra, Canara Bank, HDFC,
Infosys, Bhilwara, Industries grovp: Benga

6.5 LIMITATIONS . Y
1 orientation and use of indigenous

While there js no doubt that @ cultura

organizational (ransformation and organizational
p

notions would hel '
manag t as a whole, the impediments must be recognized. In order to be
ement as )
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trul.y indigenous, indigenous management has to draw not only from it
anc.lent past, but also from its folkways which consist of common peo le:’s
beliefs, preference, practices and norms acquired in the process of g:rowinp S
and reinforced by adult interactions and work experiences. Folkways illslp
include the already absorbed influences from the west that have come througl(;
gh work place structure and technology. But drawing from

schooling and throu

the folkways is a daunting task. There is a ‘many mindedness’ among Indian

managers who adopt traditional life style while functioning in a world of
business and technology without €xpe
beliefs they hold and actual practice

individualism as well as collectivism. It is
ot to differentiate 100 sharply b

riencing any dissonance. Many times the
s are contradictory. There is high
observed that there is a tendency
among Indians n etween the actual and the ideal

s often boundless and

or between fact and imagination OF fantasy that i

€Xtravagant.

jan personality as a composed of a
he familial self having a permeable
lationships (intense emotional
ow of affect in interpersonal
ups, and high expectations of

overlaps with the familial,

Roland (1988) characterized the Ind

“familial self and a ‘spiritual self’s with t

ego boundary, wanting personalized 1€

o-dependence), constant fl
| caring within in-gro
d that the spiritual self
qualities, spiritual me

connection and ¢
transactions, strong mutua

reciprocity. Roland also note
rit, social virtues and

and years for refining one’s
athological extent:

s, sometimes everl to a p
of the superior, with strong efforts to

as possible,
fy with; and share in the superior’s

closeness with one’s superior
[13 1
There is a marked yeneration

f, to be as close
identi

subordinate onesel to have darshan (visual

glimpse) in order to incorporate,

qualities for self-transformation”

nt made over a hundred years

ananda’s 2 stateme

Respected sage Swami Vivek
«wThree men cannot act in concert in

orary India:

e struggles for power.” In this quest for power

ago, still rings true in contemp
India for five minutes. Each of
there is a great deal of ingratiation,

in the west. Becaus€ of the highly

more pervasive and risk free in India than

politicized climate and preference for
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hierarchy, personal relationships play a major role and for and outsider to the
system, it seems like it is almost expected of all subordinates- ingratiation
confused with respect. Thus organizational structures and systems designed
according to western ideas, often end up taking a ‘cultural detour’.

Any attempt to consider folkways into indigenous management has to take

note of the ‘poverty syndrome’ arising fro
country. This syndrome is driving the engine

in full speed. Sinha (1999) provides a vivid descripti

m the very visible poverty in the
of corruption, and the engine is

on of this syndrome:

clatively affluent live in the imagined fear of poverty.

Even those who are r
job, important positions

They believe that social resources (such as money,

a large number of aspirants are vying to grab

etc.,) are extremely limited and
is a keen contest to acquire,

n-lose. Hence there

then creating a situation of wi
resent or future use by themselves,

protect and monopolize resources for the p

or their children.

d behavioral patterns, particularly among those

s of power and influence
initiative for organizational

This scenario of aberrate
occupying offices and position

attitude among lower ranks

makes for a cynical

toward any
m and pessimism is heightened when the

renewal/revitalization. The cynicis
o the cherished values of the honoured

renewal effort is rooted in of linked t

es being lived today are quite in contrast to the still

past. For, the valu

cherished values.

6.6 FUTURE STEPS
Is the indigenization attempt hop

of cultural specificity to manase
ul’ to Indian organiz

eless? Is the attempt to bring about a degree

ment, tO organizational renewal, for giving
‘spirit’ and ‘so ations doomed to failure? The researcher
does not think so. Even in the ™™
m, acquiring the rati

aterialistic West, spirituality at work is
onale, and being expressed in a language

gaining momentu
e also lies in the seemingly hopeless

o managers. HOP

that makes sense t
d cited earlier: H

conclusions of Rolan is observation with respect to the
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spiritual self’s yearning for refining one’s qualities, social virtues and wanting

closeness with one’s superiors, presents interesting possibilities.

A leading organizational researcher has confirmed that Indians behaviour

oscillates in the triangular psychological space where collective familial and

individualized private self counteract each other or just coexist without

causing any dissonance. The spiritual self sides at times with the first in

ocio-religious rituals and activities. At

expressing itself in collectively held s
| efforts to rise on the scales of merit,

other time, it manifests through individua

personal achievement, virtues, ethics and integrity. In fact, Indians are likely

to use either of the two (collectivist OF individualist behaviour) as the means to

realize either collectivist or individualist goals.
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Chapter-6
Conclusions, Limitations and Future Scope

Aligning with spirituality and values may be the way, the only way, for
organizational renewal in India. But it has to go a bit farther in its reach, than

what has been observed in the organizations that contributed data for this

study.
The scope of extending the benefit of management by Indian Ethos can be

consolidated with:

improving ethical base at work place

establishing transparency at leadership level
ality support t0 the workforce

ISR o

providing spiritu
tural heritage of the workplace with wo

ntability to self and organisation

assistance at the time of human

rking system

a e

integrating cul

o

Bringing in accou
distress

f. Rendering humane

g. Establishing quality circles akin to ‘satsangs’-

quire Jaunching of 2 crusade by reaching out to all

All the above statements re
e of age old Indian saying”

who matter and all the leaders realising the essenc

yatha raja, thatha praja”

B

es. For, action is superior to

“Perform your prescribed duti
even the survival of the

totally jnactive,

Inaction. If you are
ossible”.

body would become imp

(Bhagavad Gita Chapter III Versus 8)
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