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From The Desk of The Editor

The present issue Carries five artiCles. The first study reveals that organization’s
productivity depends on the satisfaction level of the employees. The
organization has to be appreciated for keeping the employee highly motivated
and thereby helping them to meet personal as well as organizational goals.
The second arti¢le employs a bibliometri¢ analysis of 139 arti¢les extracted from
the SCopus database for performance analysis and scientifi€ mapping. The
United Kingdom, Malaysia, the United States and India are significant Countries
leading in research on Creative acCounting. Evaluation of study suggested that
the ethical appli¢ation of Creative acCounting ¢an boost an organization’s
success.
The third artiCle is the study of problems and ¢hallenges faced under MGNREGA
s¢heme specially the insights from Kinnaur distri¢t of Himachal Pradesh. The
artiCle is an attempt made to highlight the problems fated by the sample
benefiCiaries related to their work, work site and banking serviCes related
problems.
The fourth study identifies solial and eConomical effeCts that Covid -19
pandemiC has had nationally. The study also highlights the various measures
undertaken by leasers to Counter/support these effelts.
The fifth artiCle objective is to study the determinants of emotional intelligence of
employees at workplace and to understand the extent of employee awareness
towards emotional intelligence.
Furthermore, | would like to extend my sinCere gratitude to all the authors for
contributing their knowledge and valuable support in the hopes of getting their
continued support.

-Dr.Vibhuti Tyagi
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Employee motivation: A case study from Kerala

Ayshath Sameena
Dr. N. Karunakaran

organizational goals.

ABTRACT
The study reveals that organization’s productivity depends on the satisfaction level of its
employees. Employees are found to be motivated and they are satisfied with pay structure,
benefits, work hours, freedom to work, and so on. The organization has to be appreciated for
keeping the employee highly motivated and thereby helping them to meet personnel as well as

Key words: Motivation; employee; satisfaction; productivity; Kerala

INTRODUCTION

The effiCienCy of a person depends on the
level of ability to do a Certain job, and the
willingness to do the work. The first factor is
aCquired by education and training, and the
seCond by motivation. Thus, motives are
many and keep on ¢hanging and directed
towards Certain goals [1]. Motivation is the
proCess of steering a person’s inner drives
and actions towards Ccertain goals and
committing his energies to achieve these
goals. Itinvolves a ¢hain reaction starting with
felt needs, resulting in motives which give rise
to aCtion towards goals [2]. It is the procCess of
stimulating people to strive willingly towards
the aChievement of organizational goals. This
study thus is to identify the motivational
faCtors that influente the employee’s
performance in Kerala.

Objectives: The main objectives are,
(i) to identify the relationship between
working conditions and employee

satisfaCtion toward inentives;

(i) to identify the relationship between
support from superiors and
employees job satisfaction; and

(i)  to measure the relationship between
safety and security measures and
employee motivation

1.2. Review of Literature:

Ananthan B.R and Sudheendra Rao L.N
(2011) found out that organizational
outComes would be greater if employees are
provided with positive motivation. Kossivi, B,
Xu, M., and Kalgora, B (2016) developed the
relationship between motivation and
organizational performance. Vuori and
Okkonen (2012), Rama Priya., (2019) and
Sanushma. S and Karunakaran. N (2022)
shared knowledge on organization to reach
its goals and objectives.

1 Ayshath Sameena, MBA Sc¢holar, People Institute of Management Studies (PIMS), Munnad-
Post, Chengala (Via), Kasaragod, 671541, Kerala, India

2* Dr. N. Karunakaran, PrinCipal and Research Guide in E€onomics, People Institute of
Management Studies (PIMS), Munnad-Post, Chengala (Via), Kasaragod, 671541, Kerala,

India, E mail: narankarun@gmail.com




2. MATERIALS AND METHODS

For this study, primary and seCondary data
were used. Primary data was CollecCted from
Rubco Ltd. Kannur and seCondary data from
annual reports, books and other reports. Chi-
square test and Karl Pearson’s Correlation
were used for data analysis.

3.RESULTS, ANALYSIS AND DISCUSSION
3.1. ProCess of Motivation: In management
parlanCe, motive and need are used
interChangeably. A need represents the lack,
or absence, defiit of something within the
system. When an individual experience lacks
or defi€it of something, he looks around his
work environment to see if there are any
inCentives or reward for performance of a task
which would lead to satisfaction of that need.
Thus, needs give rise to wants or goals
sought, whi¢h give rise to actions toward
acChieving goals [3].

3.2. Techniques of Motivation: The main

techniques of motivation are:

* Positive and negative motivation.
Financial and Non-financial motivation.

* Individual and group motivation.

« Extrinsi€ and Intrinsi¢ motivation.

3.3.Importance of Motivation:

The importance of motivation beComes Clear
from the following facts:

1. Highlevel of performance.

2. Lowemployee turnover and absenteeism.
3. Easy accCeptanCe of organizational
¢hanges.

Good human relations.

Good image of organization.

InCrease in morale.

Proper use of human resource possible.
Helpful in achieving goals.

©NO O A

9. Builds good relations among employees.
10.Easier selection.
11. Facilities €¢hange.

3.4. Factors of motivation

3.4.1. Training:

Individuals with higher pre-training on the
basis of their willingness to attend training
have greater learning out€¢omes as Compared
to individuals heaving lower pre-training
motivation [4]. Every organization wants to
aChieve a Competitive edge over their
competitors, and it would be impossible to
aChieve without employee involvement,
which for€es management to motivate their
employees by different means.

3.4.2. Monitory incentives:

It motivate employees and enhance
¢ommitment in work, performance, and
psychologically satisfy a person and lead to
job satisfaction and shape the behavior or
outlook of subordinate toward work in the
organization.

3.4.3. Job transfer:

Job transfer plays a signifi€ant role in
preventing workers from performing
influence activities for private help. It gives
the opportunity to learn multiple skills and
outlooks to the workers.

3.4.4. Promotion:
It is desirable for most employees, only
becCause they work harder to Compensate for

theirl inCompetence?, As a result,
promotion at regular interval of time has an
optimisti€ approach behind and they are
generally given to satisfy the psychological
requirements of employees in the
organization.




3.4.5. Recognition:

It enhanCes the level of productivity and
performance at job whether it is a first-time
performance or a repeated action at the job in
a progressive way and ultimately reinforCes
the behavior of employees.

3.4.6. Working conditions:

Employees have poor working ¢onditions will
only provoke negative performance, sinCe
their jobs are mentally and physically
demanding; need good working ¢ondition.

3.4.7. Achievement:

Employees are motivated to a greater extent
by achievement and self-Control. This brings
realistiC but Challenging goals and betterment
in job.

3.4.8. Job security:

Job satisfaction is the influential tool of
motivation and puts the employee very far off
from mental tension and gives best to the
organization, ultimately leads to profit
maximization.

3.5. Gender and age wise classification of
employees:

32% of employees were female and 68%
male. 43% of the employees are in the age
group between 36-45, 38% are in the age
group 26-35, 13% in the age group of above
45 (table. 1). 47% of the employees are
working in the organization for 6-9 years, 20%
are for 3-6 years, and 15% are working for 1-3
years (Figure 1).

3.6. Best motivating incentives to

Ciender

Table 1: Gender and age wise classification of employees

Source; Primary data

Category Moot emplovees [ercentace

Malz Al
Temale 32
Tuotal L0
A

Below 23 i
26-35 Eh
] 43

Aboye 45 3
Total 100

Figure 1: ExperienCe of employees

Sour¢e Primary Data
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employees:
65% of employees get motivated by non-financial inéentives, 25% by both financial and non-
financial in€entives and remaining 15% were motivated through financial in€entives (Figure 2).

Table 2: Management interested to motivate employees

Opinion Mo of respondents Percentape
Siromely auree 43 43
Agree 48 45
Neutral 4 9
Total 100 100

Source: Primary data

Table 2 shows that 48% of employees were interested in motivating the employees.

TO
&0
50
a0
20
0
b L
0]

Financial Incentives Mon-financial incentives both

Figure 2: Best motivating inCentives

60% of employees show that re€ognition is the best motivational factor, for 18% achievement and for
12% advancement s the best motivational factor (Figure 3)

70
50

30

20

) l . .
0

Achigvernent récognition résponsibility advancement

Figure 3: Best motivating Factor




26% of the employees are highly satisfied with the inentives, 33% are satisfied, and 22% are in
neutral opinion; 13% dissatisfied (table 3).

Table 3: Satisfaction towards incentives provided
(pinion Mo of respondents Pereentaee
Llishlv satisfied 26 26
Satistied 33 33
Neutral 22 22
Dissahshed 13 13
Highlwy dissatisficd G 5
Total 100 100
Source: Primarv data

22% of employees have very good opinion,
28% good opinion, 35% in average opinion, and
12% says poor opinion about Contribution (Table 4).

Tahle 4: Contribution to success
Cminion Mo, ol espondents Percentage

Verv good 22 22

Crood 28 28

Averape 35 33

Poor 12 12

Very poar 3 3
Taotal 100 [ (M)

Source: Primary data

Table 5 reveals about the satisfaction level towards working ¢onditions of the organization.
12% of the employees are highly satisfied with the working condition,

56% are satisfied with the working ¢ondition,
25% are in neutral opinion and 7% are dissatisfied with the working ¢ondition of the organization.

Table 5: Satisfaction level towards working conditions
(pinion Mo of respondents Pereentage
1lishlv Satisfied 1 1
Satisfied 56 36
Neutial 25 25
Dissatisfied 7 7
Total 100 100
Source: Primary data

Figure 4 show the salary attribute towards employees’ motivation.
68% of employees feel motivated in their job and the remaining 32% not.




Figure 4: Salary attribute towards motivation

a0

E8%

0%

GO0% -

50%

30% 7

20%:

40% 7

10 YES

Source Primary Data

Table 6 reveals that 21% of the employees are highly satisfied, 41% are satisfied, and 32% are
in neutral opinion with the retirement benefits offered by the organization.

Table 6: Satistaction level towards retirement bhenefits
Opinion MNo. of respondents Percontace

Llighly satisfied 21 21
Sabisfied 41 41

N eutral 32 32
Dissatisfied & O

Total 10 100)

Source: Primary data

From table 7, 18% of employees in the organization are highly agree with the system of performance
appraisal and Career development, 47% are agree, 25% are in neutral opinion and the remaining

10% are disagreed with the performance appraisal and ¢areer development.

Table 7: Performance appraisal and career development
Cipinion No. of respondents IPercentace

Sronely aoree 18 18
Aores 47 47
MWentral 25 25

[Nz oree 10 10}
Toial 100 100

Source: Primary data

Figure 4 shows that 25% of employees are de motivated by job profile, 20% by ¢ompany profile, and

40% by work environment.




Source Primary Data

There is a positive Correlation between working ¢onditions and the satisfaction level of employees.
So, the satisfaction level of employees is based on the working ¢onditions of the organization. X2

measure shows no relationship between retirement benefit satisfation and support from HR
department (table 8).

Tahle 8: Relatipnship between employee's refliremend benelil salisTaclion level and suppori
from HE Departiment
i Retirement Tenefit Suppaort from TTR
Opinions Salas M lom | hepvarimment. o
[Tighlv
= - '-_r ':‘\
satisiicd &l i3 e
Satisfied 41 A5 R
el 32 27 39
Diszatistie 6 12 18
d
lighlw 3
igsatisfied 0 : -
Total AL 100 200
K =7.494

X2 measure shows, there is a relationship between Contribution to su¢cess and working ¢onditions of
the employees (Table 9).

Tahlc 9; Relationship hetween contribution to suceess and satisfaction
level towards workine condition of cnmlovees

Opinions Woorking Conlribution L Toul
Curtd il S LI
Hichlv satisticd |12 37 id
Satistiad an 28 &4
Nentral 25 15 £l
Dhissalis(7ed 7 12 14
Highly dissatisfied 1 3 3

T otal 100 L 200

X169




4. CONCLUSION

Motivation is one of the fores that lead to
performance. The inCreased salary structure
is the most motivating factor and non-
development opportunities are the de
motivating factor. The motivational strategies
used are very benefiCial to the employees.
The employees are found to be motivated

REFERENCE

and they are satisfied with pay structure,
benefits, work hours, freedom to work, and so
on. The organization in the ¢ase has to be
appreciated for keeping the employee highly
motivated and thereby helping them to meet
personnel as well as organizational goals.
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A Qualitative Review On Creative Accounting:
A Bibliometric Analysis*

*Dr Nidhi, Associate Professor, Gargi College (University of Delhi) Delhi
Email Id: nidhi.gupta.r@gmail.com

ABTRACT

After a string of acCounting s€andals, there has been a revival of interest in examining
therelationship between Corporate governance and Creative acCounting (like Enron, World
Com, or Satyam). Due to the connection between Creative acCounting and corporate
governance, the researchis a legitimate topic for dis€ussion. The use of innovative accounting
practiCes may indiCate struc€tural weaknesses in a Company .Th epresent study employs a
bibliometric analysis of 139 artiCles extracted from the Scopus database for
performanc¢eanalysis andscientifi¢ mapping.

Rsoftware has been used for evaluation and visualizations for bibliometri¢ analysis. The
analysis resulted in sCienCe mapping with Co-oCCurrenCe analysis, network analysis, Co-
Citationnetwork, and Collaboration network, helping to understand the research field in the form
of Conceptual, intelleCtual,and social structures. The United Kingdom, Malaysia, the United
States, and India are significant Countries leading in research on €reative acCounting. Overall, a
thorough evaluation of the study suggested that the ethical appli€ation of ¢reative acCounting

Can boost an organization's success.

Keywords: Creative ACCounting, CorporateGovernance, Bibliometri¢ Analysis, R Studio

INTRODUCTION

As various rules govern accounting
operations in each nation,legislators and
standard-setters strive to formulate laws that
are as precisely written as possible. Financial
reporting, however, is not governed by any
rule. As a result, those who engage in
aCCounting fraud alter numbers and employ
various tools to shape them as per their
objectives.In international literature, earnings
management and Creative atCounting are the
most commonly used phrases involving
manipulation.

Creative acCounting Comprises ac€ounting
teChniques that adhere to applicable rules
and regulations yet stray from the goals of

su¢h standards. Creative a¢Counting takes
advantage of the flaws in accounting
priniples to portray a business in a more
favourable light falsely. Although CcCreative
acCounting proCedures are legal, the
vulnerabilities they leverage are frequently
Closed to deter such Conduct.

Creative accounting ¢an have several
advantages, an important one being reducing
inCome swings.However, the negative
CharacteristiCs, such as fiCtitious earnings
and dishonest Capital structure,Can mislead
or send inaCCurate information to readers of
Corporate reports. A lack of excellent
corporategovernancewillalmostresultinanorg
anizationexploitingregulatoryloopholesor
wiggle space. However, an understanding of




aCcounting concCepts is neCessary to engage
in Creative aCCounting activities.

2. How Creative A¢Counting Works

A Primary benefit of publi¢ acfounting
statement is that they allow investors to
¢ompare the financial health o€ Competiting
¢ompanies. However, wehen firms indulge in
Creative acCounting, they often distort the
value of their financial information. Creative
aCCountants will always find bizarre and novel
way to weak figures to a company's
advantage. Their goal is to make a firm look
as sucessful and profitable as possible;
sometimes, they will do this by twisting the
truth,. If a grey area in acounting is found, it
may be manipulated, even if it results in
misleading investors.

Getting Caught ¢an ruin a cCompany's
reputation overnight. However, some
management teams are willing that risk, ¢an
doing Creative acCounting beCause failure to
meets hort-term exCeptions of stock market
year-end financial targets &an adversely
impacts are priCes. it also worth remembering
that more attractive figures may lead to higher
bonuses for directors, help ¢onvince a lender
to give a firm of loan, and inflate the
¢ompany's valuation in the event of a sale.
Therfore, it is essential to understand the
following Creative acCounting methods.

(i) Over-estimation of the inventory
This tacti¢ is employed by the management of
Certain businesses to artifiCially inflate the
market worth of its inventory stoCkpiles,
generating enormous profits over a fiscal
year.

(i) Non-provision of PotentialLosses
This form of Creative acCounting isquite
complex technically. A sare sul to fin aCCurate
disClosures of potential losses in the notes to
acCounts, readers may mistakenly believe
that the firm is utterly risk-freesinceit has no

10

known liabilities.
(iii) Bookingexpenses atalLower Cost
The business might o¢€asionally acCept Cash
or an old ¢heque to show Customers lower
priCes. It aids management in doCumenting
deCreased annual expenses, and their books
of acCounts would reflect the lower expense
figure, whi¢h ¢an entiCe investors.
(iv) Falsification of Depreciation Costs
and Rates
This strategy is widely employed by
businesses hoping to win over financial
backers. A simple disClaimeris suffiient to
alter the depreciationComputationn
teChnique. There is no way to predi¢t how
long assets will last, and the administration
frequently strives to impose an unrealistially
long life span. Depreciation is not a financial
outlay but affeCts a business's profitswhen
misCalCulated.
(v) Non-disclosure of actual liability
It is another way of Creative acCounting
beCause companies do not often disClose all
their liabilities.
(vi) Falsifying sales and income reports
This is something that the vast majority of
businesses already do. It is not unCommon
for them to delrease sales to reduce tax
liability or inflate sales figures by using as
hamtransaction to impresspotential investors
with a higher-than-realized revenue number.

Creative acCounting is neither illegal nor
lawful, but its exCessive usage €an land a
business indisgrace. Government regulation
and international standards benefit and
substantially influenCe financial reporting
ifadopted (Tassadaq & Malik, 2015).

3. Literature Review:
Creative acCounting is also known as ¢ooking
the books (Lomax, 2003), window




dressing(Teohetal.,1998),inCome
smoothing(Chong,2006),aggressiveaccounti
ng(Mulfordand Comiskey, 2002),and
Cosmeti¢ acCounting (Karimetal., 2011).
Thus, providing a standard and Ccorrect
definition of Ccreative accCounting is
compliCated. Likewise, the appraisal of
Creative acfounting lacks consistency.
Sc¢hipper(1989) used theter mearnings
management to refer to the manipulation of
disClosureof data (also known as dis€losure
management) as well as deliberate
engagement in the proCedures offinancial
reporting. AcCording to Naser(1993), Creative
acCounting is a procCess that
exploitslegalgapsand manipulates
aCCounting data, using flexibility
—Choosingthe measurement, evaluation, and
informal methods that ¢hange acfounting
reports based on managers' expectations.
Healy and Wahlen (1999) argued that
earnings management happens when
managers use their disCretion infinancial
reporting to modify financCial reports to
decCeive partiCular stakeholders about the
firm'seConomi¢ performance ortoaffect
contractual out Comes dependenton reported
acCountingnumbers. Similarly, Amatand
Gowthorpe(2004)describe cCreativity in
acCountingas modifying financial reports via
aCCounting alternatives, estimations, and
other permissible methods. However,
Mulford and Comiskey (2002) distinguish
between Creative acCounting and earnings
management.

Yadav (2013) tends to suggest that Corporate
governance is the most effeCtive way to
prevent these actions beCause having an
independent direCtor may hinder creative
acCounting methods. Yadav et al.(2014)
further identified teChniques for mitigating the
impact of Creative acCounting on the
balanCesheet.They presente
daclearpic¢tureofnovel ac€ounting
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teChniques. Diana and Beatrice (2010)
asserted that innovative acCounting practiCes
might benefit Clients while endangering
them.Denich& Hajdu (2021) stressed that
firms must limit the use of ¢reative acCounting
procedures to ensure that their business is
conducted more ethicCally and transparently.
PolitiCians need to partiCipate in essential
disCussionsto bridge the gaps.

Kovalovaet al. (2020) describe and evaluate
the two methods for identifying Creative
acCounting teChniques. The Beneish model
and the CFEBT approach, whi¢h examine
Cash flows and earnings before taxes, are
used to find instanCes of fraud. Their
investigation uncovers that businesses utilize
acCounting techniques to postpone
bankruptCy filings.Likewise, Svabovaet al.
(2020)Created new models for predicting the
Collapse of firms. The models were based on
disCriminant analysis and logisti¢ regression,
two different but related methods.

Strakova and Mi¢halkova (2020) ¢ontend that
enterprises may overstate their inCome to
make themselves appear healthier than they
are, which is the reason for them be€oming
insolvent. Poradova & Siekelova (2020)
provides two methods for cCategorizing
Creative acCounting management variables.
The first group inCludes parts derived from
state inCome, while the sefond includes
business-related Components. Jurickova and
Gregova (2020) elaborate that earnings
manipulation may be done for various
reasons, one important reason being the
search for new investors.

Qiu and Teng (2014) established the
c¢onnection between earnings management
and shareholders. Their study demonstrates
that the practi€e of earnings management in
China's agriculturalenterprises has
detrimental consequences oncapital
markets,leading to the loss ofinvestors'
money. Similarly, Krastevet al. (2020)




emphasized the potential harm that Creative
acCounting posesto the financial system and
the hazards it brings to enterprises.
Examining data from Serbian agri
businesses, PavloviC et al. (2018) found that
gender differenCes are not to be blamed for
profitability management but rather a range of
other factors like Culture, politi€s, religion,and
the age of board members. Acording to
PavlovicCetal. (2019b), there is no evidence
that the age of the ¢hairman or the board of
direCtors influenCes earnings management
practiCes (financial performance).
InContrast,Susantoetal.(2019) demonstrated
that tax aggressiveness, institution
alownership, and leverage impact earnings
management, but the other factors of
managerial ownership, like board size,
direCtorindependence, audit quality, or firm
size, do not have any impact.

Trejo-Pechet al. (2016)further utilized the
disCretionarys pending model in their study.
Their study indi¢ated that managers might
manipulate earnings by distributing
resourCes between different types of
aCCruals, suspiCious acCounts, receivable
provisions, and unique items. The influence
of a CEQ's personality attributes on the
manipulation of disCretionary accruals was
studied by Bouazizet al. (2020).Cai et al.
(2020) examined how morality, religion, and
risk proxies Could influenCe firms to switch
from accCrual to Cash-based earnings
management. But  Agustiaetal. (2020)
argued there is no association between profit
manipulation and business failure.

4, The Present Study

In the above mentioned literature review, we
note that there have been more quantitative
empiriCal investigations on Ccreative
acCounting than qualitative ones. Only a few
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studieshave used review-based research
articles, but none on bibliometri¢ analysis.
Therefore, in this light, the Current study
foCuses on a review-based qualitative
analysis that inCludes a bibliometri¢ analysis
of Creative acCounting research arti¢les from
the year 1986 to 2022.

The bibliometri€ analysis attempts to seek
answers to the following questions related to
Creative acCounting.

. What is the world wide view of
Creative ACCounting(

. What prospecits exist for authors in this
field of study

. Which is the leading country

c¢onducting research in Creative
Accounting(]

. What is the position of Indiain the field
of research in the same do main(’!

To explore the above questions more

plausibly, we try to investigate the following:

1. To Comprehend the past, present and

future in the cZontext of Ccreative
acCounting;
2. Using bibliometri¢ analysis toanalyze

thedatabase based onauthors,

affiliations, c&ountries, and
¢ollaboration, and
3. To assess the potential future

researchin the durrentfield.

5. Research Methodology

Resear¢h methodology is the specific
proCedure or teChnique used to identify,
sele¢t, proCess, and analyze information
about a topiC. Figure 1 provides a step-by-
step guideto the researc¢h methodology used
for the Current study.The research is mainly
descriptive and examines various
bibliometri€¢ analyses of seCondary data
sources, such as S€opus data.
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Source: Self-Compiled

The data for the Current study was extracted from the S€opus database, the largest abstract and
Citation database of peer-reviewed literature. TheSCopus database was searched by typing the
keywords Creative AcCounting (Lv et al., 2021). A total of 810 articles were found. After the data
was further filtered, one hundred thirty-nine artiles were re€eived for further analysis. Table 1
displays the data addition and reduction elements in the S€opus database.

Table1:Data Filtration ProCess in S€opus Database

ase Insertion Criteria Omission Criteria
atabase Scopus Other databases
1hlication Period [986-2022 Before1986
ocumentTypes Articles GrevLiterature
SourceType Journals Books, Conference
Proceedings, Doctoral Thesis, Th
sscrtation.
SubjectArea Social Science, Foomomics, Eeon TnprocessTaiterature
ometrics, Finance,
Accounts, BusinessMana gement
Mulodiseiphmaryand Humamt
cs
|L='1n guage English Otherlanguages




To assess the results, R software 4.1.2 was
used, and bibliometrix package for
comprehensive scfienCe mapping
analysisversion 3.1.4was installed.
biblioshiny () was introdu€ed by Aria, M., &
CucCurullo, C. (2017) typed in R ¢onsole for
working on bibliometri€ data analysis through
biblioshiny. Both software packages c¢an
perform Comprehensive bibliometrix analysis
and accCept popular databases like Web of
Sc¢ience, ScCopus, PubMed in CSV, and
BibTeX files (Xie et al., 2020). The author's
analysis and evaluation of the sources,
doCuments, Cluster mapping, co-Citations,
Co-authors, and Collaboration are cCarefully
reviewed in the following section.

6. Analysis and Results
This section brings out the results and
findings of the analysis.

Description Results
WAIN INFORMATION ABOUT DATA

Timespan 1986:2022
Sources (Journals, Books, ete.) 139
Documents 177
Annual Growth Rate % 5.1
Document Average Age 10.5
Averape citations per doc 15.67
References 6788
DOCUMENT COMTEMNTS

Keywards Plus (1D 133
Author's Kevwards (DE) 477
AUTHORS

Authors 302
Authors of single-authored docs 52
AUTHORS COLLABORATION

Sirgle-authored docs 63
Co-Authors per Doc 203
International co-autharships % 14.12
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The annual s€ientifi¢ output of publi€ations on
Creative acCounting is depicted in Figure 2. It
demonstrates that only two papers were
published in 1986, and that number remained
extremely low until 2000. After that, the
annual production of research artiCles
inCreased gradually, and up until 2010, the
trend line was upward, with a few slowdowns.
However, the scientifi¢ production graph
demonstrates that the research on Creativity
acCounting is a developing area in the field of
accounting.

Figure2:Annual ScientificProduction

Source: Author's elaboration using Biblioshiny R package

Figure3 shows the yearly Ccitations of
research articles on Creative ACCounting, and
it shows that in 1986 only two artiCles were
Cited. The number of Citations was very low
till2000,but there was growth in the annual
Citations, as is visible from the slope of the
graph.The resear¢h in the field of Creative
AcCounting started in€reasing and
reaChed16 Citations peryearin 2021.

Figure3:Average citations per year




Figure 4 displays a three-field plot with 20
elements per field, with the author's name on
the right, nations in the middle, and keywords
on the left. These three elements are linked,
and the greyline shows their relationship with
related elements (Rusydiana,2021). The
width of the grey thread between the
elements refleCts the total number of items.
The middle ¢olumn is associated with the left
and right-side cColumns and shows the
number of in€oming and outgoing items
number (Shi et al., 2020). Thus, the three
fields plot visualizes the elements and the
relationship with keywords, Countries, and
authors. The three-fields plot here refleCts
that Creative a¢Counting is the keyword with
the maximum outflow to multiple Countries.
Malaysia is the leading cCountry in the
research area, with five prominent authors.
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=
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O
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Source: Author's elaboration uéing Biblioshiny R package

6.2 Mostinfluential Sources

The top ten most pertinent sourCes are shown
in Figure 5. Out of the 139 sources extracted
from the S€opus data, Managerial Finance
has the most artiles (six), meaning that this
journal has the most Creative acCounting
research artiCles. The following two journals
on this list are CritiCal Perspectives on
Ac&Counting and Risks. The majority of the

15

research on Creative ACCounting is published
by the top ten journals, as shown in the figure.

Figure5:Most Relevant Sources

FIRVACTRIAL TREHIL °
CTUTICAL FERSPOCTIACS O A OCLATIHG o
o
.

SLETAZ S ARLITY (R RETERALAAED
SADEVI O SEOOUMTIHG PHD TIRARCTAL STURIES JIFHA
10T et

ACODUTING, OFRCARIZATION S AHD SOOETY

Source: Author's elaboration using Biblioshiny R package

In Figure 6, sourCes Clustering is
implemented through Bradford's Law.
Bradford'sLaw isa pattern first desCribed by
Samuel C. Bradfordin 1934  that
estimates the exponentially diminishing
returns of searching for references in s€ience
journals. A¢Cordingly, if the number of journal
artiCles is sorted into three groups, each with
about one-third of all artiles, the number of
journals in each group will be proportional to
1: n:n?. (L. & Jeeva, 2021) Thus, it gives the
three zones of Clustering, as visible in figure
7,with the first zone <&omprising the
Managerial FinanCe sourcCe. It shows that
Managerial FinanCe is the primary leading
sourCe for research on Creative ACCounting
with a frequency of six. It means zones
withhighfrequencies are the Core sources for
searching the resear¢h domain. The zone of
the sources is deCided based on frequencies,
Cumulative frequencies, and different
frequencCies are allotted the rank to the
sources. The first zone Consists of ranks from
1 to 23; the seCond zone from 24 to 81, and
the third zone from 82 to 139.
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ustering Through Bradford's Law
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Sour€e: Author's elaboration using Biblioshiny R package

Figure 7 : Sourée Dynami¢

Figure 8 depicts the rise of the top soures over the Course of the relevant years and at specifi¢
times. The first artile on Creative acCounting was published in the A€ounting and Business
Resear¢h Journal in 1995. The graph unequivoCally demonstrates that most journals have
expanded sin¢e 2000, with Managerial FinancCe being the top journal.
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6.3 Leading researchers, institutions and Countries

Figure 8displays the ranking of the ten most influential authors in ¢reative ac€ounting research.
Drabkova Z has the most publi¢ations Compared to other writers on the list. The number of written
doCuments is used to determine the author's signifi€anCe. A¢Cording to the data, mostauthors

have between four and seven arti¢les.
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AL-RANAHI MM

CARLIMTM

SHAHAK

HUS5IM M

Ha DOADH
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Articles

3

Figure8: Most Relevant Author
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Souce : Author's elaboration using Biblioshiny R package

The author's productivity using Lotka's Law is shown in Table 3. Lotka's Law of Scientifi¢
Production provides a framework for examining disparities in the output patterns of writers for a
specifi€ subject area and time period (Adigwe, 2016). A¢Cording to the statisti¢s mentioned above,
261 authors have only supplied one doCument, while six authors have each Contributed four
papers. It signifies that most authors have limited their investigation of Creative acounting to a

single artiCle.

Table 3 :Author's productivity through Lotka's Law

Documentsyw ritten

2

Liad

L}

261
33
I
1§
1

NoofAuthors

17

ProportionofAuthors
0.804
(.109
(.003
0.02
0.003
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Figure 9 lists the top ten academic institutions that have signifiCantly Contributed to the field of
Creative acCounting. AcCording to the above affiliation data,twelve researCh publi¢ations on
Creative aCCounting have been published by University Teknologi, the top university in Malaysia.
Moreover, universities in Malaysia are actively pursuing research on the topi¢ of Creative
accounting

Figure 9:Most Relevant Affiliation

UNIVERSIT] TEKMOLOGT MALAYSLA °
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. 2.5 5.0 7.5 10 1.5
Articles

Source: Author's elaboration using Biblioshiny R package

Figure 10 displays the author's associated Country, representing the top 20 ountries out of a total
of 58. Rectangles with the Colour red indi€ate the author's €ollaboration with researchers from
other Countries, whereas rectangles with the Colour green indi¢ate the parent Country's
Collaboration with loCal researchers. The figure demonstrates that while many Countries, such as
the Cze€h Republi€, Turkey, India, Benin, Japan, and others, do not interact with other Countries,
the United Kingdom is the one that does so the most. However, the leading Country with the most
international partnerships is Malaysia.
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Figure 11 depicCts each nation's Contribution to scientific knowledge in Creative acfounting. The
darker shade of blue indi¢ates a more signifiCant number of o¢€urrences, while the lighter shade
indiCates the Countries' Contributions with the least scientifiC¢ significance. (Lovakov&Agadullina,
2017) The findings indiCate that the United Kingdom is a frontrunner among Countries in scCientific
production, with 36 publiCations s€heduled to be published by 2022. Up to this point, India has only
produced ten papers.

Figure11:Country'sScientificProduction

Source: Author's elaboration using Biblioshiny R package

Table 4 and Figure 12 illustrates the evolution of the production of the Countries throughout time. It
compares the Commencement year of research work done by the Countries with the years they were
c¢oncerned. As per the above graph, the United Kingdom was the first to work on €reative acCounting
in 1986 and has ¢ontinued research till 2022. Czech Publi¢ is a new Competitor that has recently
emerged in research on Creative acCounting.

Table 4: Country's Scientific Production

IRi:gi on Freg
|I.JK 36
IMALAY SLA 32
|I_ISA 26
ICZECHREPURLIC 20
JORDAN 20
AUSTRALIA 19
SLOVAKIA 14
IROMANIA 13
IGERM ANY 12
NTGERITA 12
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6.4 Documents and Keyword Analysis

The ten most globally ¢ited doCuments are listed in Table 5 below. The most €ited do€ument is Brandt

[
.xlx‘

Figure12 : Country's Production Overtime

L(2012), with a total of 766 Citations, while ALT J (2013) is the least in this list.

ALT 1, 2013, BR JTOLIT 5C1

Paper naot Tuotal
Citations
BRANDT L, 2012, JDLY ECON (0106 jdeveco, 200 10200 | 760
2
BENEISIT MDDy, 2001, MANAG FINANC 101108 03074350110767411 | 147
MIT.FST-FERRETTT GV, 2004, J PURT.IC. [0 0 S04 7 - [41
ECON 2TETOZ0007 -2
YON TTAGTN 1. 20006, J BANK TTINANC (01016 jhankfin. 20060501 | 104
l
WEHNMNCRZ S, 2013, WORLD DICY L1016 L worlddew 200 2.06.0 | 89
ns
FUHANLON JE, 1999, BR ACCOUNT RLEY 1001006 bave. 199900116 87
STOLOWY II. 20, 10,1 108 eh043393 i
THALAVOUTAS L 2002, BR ACCOUNT 101076 bur. 2012 049004 4
REY
SHAH AK, 1996, ACCOUNT OQRGAN S0 IO 0T 60361 - &7
IR2QS00] 5-2
10101780007 123414000064 | 60
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Figure 13depicts a word ¢loud, demonstrating that the more general and Central a term is, the
greater the frequencCy with which it appears (Rusydiana, 2021). To ¢reate word ¢louds, words are
Colle¢ted from variousresearCh sourCes on Creative acfounting.The word ¢loud illustrates the
signifi¢ance of partiCular terms in the underlying papers that support the research.In this ¢ase, the
phrases Business," A¢Counting, and Strong appear to exhibit the highest frequendy in the papers.
Figure 14 shows the author Coupling, which shows how the three groups of writers' keywords
operate together with their keywords. Cluster 1 has a pink Colouration, indiating that it
demonstrates significant study in Creative acCounting. Additionally, this Cluster ¢ontains the
phrases Corporate governance, sto¢k options, and Italy. Cluster 2 is a CritiCally signific¢ant Cluster
that demonstrates the quality of the study area and the signifi€ance of the research overall. Cluster
2 is represented by the Colour blue, and its keyword list inCludes terms such as Creative
acCounting, financial reporting, and Australia. The third and final Cluster, represented in green,
presents a view of the developing domains of Creative acCounting that are assocCiated with the
term's disCloser quality, ethiCal problems, and internal ¢ontrol. Cluster 3 illustrates the most
signifiCant paths that should be taken when applying Creative acfounting.




Figure14:Clustering by Author's Keywords
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6.5 Conceptual Structure of
Creative Accounting Research

Figure 15 depicts the Co-oCCurrence
analysis, whi¢h shows that three
significant Clusters are emerging
based on keywords: CcCreative
acCounting, Corporate governance,
and ownership strucCture. They are
all linked to one another. The word's
width indiCates the relevance of a
word's meaning in the Context of the
Clusters. The appearance of the
blue Cluster demonstrates that
Creative acCounting is the highest-
ranking Cluster. The blue Cluster
also Contains some words relevant

Centrality

Source: Author's elaboration using Biblioshiny R package

Figure15:Co-OccurrenceNetwork
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to Creative acCounting research.

Figure 16 themati¢ map shows the
astonishing number of Cclusters
oCCurrenCe, i.e., five maximum
number of the Cluster are ¢oming
into basi¢ themes means that a
maximum number of people are
working inthis domain and having a
combination ofthe Cluster related to
the keyword's Information
Management, AcCountability,
Corporate Governance, and
Regression analysis. However, the
Cluster situated in iCe themes needs
to be worked upon: AccCounting
Investments.

6.6. Intellectual and Social
structure

The works Cited together are
displayed in Figure 17, which ¢an be
found here. (ZupiC&Ater, 2015)
Three different ¢o-Citations Clusters
are ¢oming out, and all three are
connected. However, there are over
20 citations that have been Co-Cited
together and have publiCations
ranging from 1986 to 2022.




A Qualitative Review On Creative Accounting: A Bibliometric Analysis*
*Dr Nidhi

Motor Ther

Figure17 : Thematic MapE information management

bahavioral research
budget control

. accountability
corporate social responsibility
‘decision making

- ==

Development degree
(Densty)

1

I

|

I

|

|

I
]
|
3

1

|

1

|

1

I

|

1

|

|

.

|

1

I

|

|

I

1

1

|

1

1

|

1

I

|

1

I

1

1

I

|

corporabte LgpTat=ad
financial nEs

regression analysis

- =

i
Relevance degree
{Centrality)

Source: Author's elaboration using Biblioshiny R package

.

Figure 18 illustrates the Collaboration of two or more authors across the globe on the reach of the
Creative aCCounting graph, whi¢h represents the 12 different Clusters in whi¢h authors have worked
together. ACCording to the Cooperation Clusters, eight of the Clusters only in¢lude the Collaboration of
two authors, one Cluster involves the Collaboration of three authors, and one Cluster involves the
Collaboration of five Clusters. Even if there is an adequate number of Elusters, the number of writers
actively partiCipating in Cluster Collaboration is relatively low.
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The extent to whi¢h the nation has ¢onducted research in ¢reative ac€ountingis seen in Figure 19.
The width of the Connecting line represents the depth of each Country's involvement in the
Collaboration. The primary Countries working on this project are India, Australia, the United States of
Ameri¢a, the United Kingdom, and Malaysia. Collaboration across Countries in the Creative
acCounting research field results in adding new philosophies. This is beCause different Countries
have different acCounting prinCiples and ¢on&epts. Therefore, the enhanced Collaboration will
resolve the ethi¢al dilemma while utilizing Cutting-edge a¢€ounting te¢hniques.

Figure18:Collaboration World Map

Source: Author's elaboration using Biblioshiny R package




7.Conclusion

The bibliometriCs data show very positive
results for analyzing the S€opus database.
Creative acCCounting is getting a new
elevation, as presented by the data. Though
the annual growth rate of annual Citations is
12.8 per cCent, only it will improve in the
c¢oming years. As per the S€opus database,
the research started in 1986, but after 2000,
the topi€ of Creative acCounting started
inCreasing its Citation and Contribution. As
shown from 2014 to date the Current year,
there has been a massive growth in the
articles. The three field plots show that Indian
and Indian authorsContribute very well to
reCentresearch; acCording to Bradford's Law,
several good sourCes contribute toCreative
aCCounting research.Journal Managerial
Finance leads all the sourCes in the Citation
and relevance. The authors' production over
time shows the Ilimited CcContribution of
authors, but with the trend,it may be expected
that this number will inCrease with time. The
Author's Productivity through Lotka's Law is
also not productive. Author Ccollaboration
shows that the UK has maximum
Collaboration with other Countries, and India
Collaborates less. India has a maximum
number of artiCles in the scientifi€ production
of arti¢les. ACCounting is the most Cited word.
The author and the Country's Collaboration
are also delighted cConcerning Creative
accounting.

Bibliometric methods reveal the great

Refrences:

potential for the quantitative Confirmation of
subjectivelyderived Categories in published
reviews and for exploring the researCh
landsCape and identifying the
Categories.(Zupic¢&Cater,2015).As a result,
the study ¢oncluded that different aspects of
the bibliometriC analysis show that Creative
acCounting is a trending topi¢ and that
¢ompanies need to. Still, ethically, it ¢an lead
to great sucCess. On the other hand, the
misusage of Creative acCounting ¢an result in
the shutdown of the organization. A¢¢ording
to the study's findings, India is doing well in
Creative aCCounting research; nevertheless,
the authors from India Could engage in more
signifiCant interaction with writers from other
Countries to improve international
Collaboration. In addition, India does not
reCeive suffiCient Citations for its research
even though itis not one of the top 10 nations
in terms of the generation of scientifi€
knowledge. AcCounting Creatively c¢an
transform the appearane of many new
businesses with strong growth in productivity
and profitability. The study Concluded that
solid and strict Corporate governance Could
lead to ethiCal practiCes of Creative
aCCounting beCause it is not illegal. However,
misleading acfounting standards c¢an
threaten business firms and Cause their
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ABTRACT

Development of the rural/tribal household is very ¢rudial for the in€lusive and equitable growth.
The government of India laun¢hed its flagship s€heme, MGNREGA, whi¢h is an important
programme towards realization of the right to work and perhaps is one of the largest and most
ambitious rural employment programmes in the Country. Most of the evaluation studies shown
that the sCheme is not working properly at ground level and have shown several anomalies
beCause of its poor implementation and like other social seCurity programmes, the
implementation of MGNREGA is not free from flaw. The arti€le disCusses the nature and scale
of MGNREGA ¢rises in the study area and goes to examine the reasons for the Crises. An
examination of the ¢ase of Kinnaur distri¢t in Himachal Pradesh points to reasons for this Crisis,
in€luding the absence of a strong grievance redressal system, weak financial institution, acute
shortage of functionaries and indis€riminate use of te¢hnology. Therefore, an attempt has been
made to highlight the problems faced by the sample beneficiaries related to their work, work-
site and banking servicCes related problems.

Keywords: MGNREGA, Tribal People, Work related problems, Work-site Problems and

Employment Guarantee

Introduction

The problems of unemployment have always
been major obstaCles to the economic
development of India. It has Crippled the
country’s eConomy from time to time. To deal
with the unemployment problems
Government of India has laun¢hed, from time
to time, various unemployment sChemes.
Huge amount of publi¢ money is being spent
on recurring annual basis to support wage
employment programmes. A constant
monitoring of these programmes is
necCessary to evaluate their Contribution to
employment generation vis-a-vis expenditure
inCurred on them. Various programmes have
been launched to Create dire¢t employment
opportunity and Mahatma Gandhi National
Rural Employment Guarantee ACt
(MGNREGA) has been hailed as a landmark
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initiative to alleviate poverty and generate
productive wage employment. The objective
of the programme is to enhance the livelihood
security of unorganised workers in rural areas
by guaranteeing 100 days of wage
employment in a financial year. MGNREGA
has beCome a powerful instrument for
inClusive growth in rural India through its
impact on social proteCtion, democratic¢
governance and livelihood secCurity. Since
more than a deCade MGNREGA is being
implemented throughout the Country, but it
has not shown the result which had been
expected are even put forwarded in
MGNREGA objectives. Most of the studies
shown that sCheme is not working properly at
ground level beCause of its poor
implementation. Many issues are coming up
in its implementation which are Caused by




different factors such as c&omplicated
administrative structure with less Competent
staff, delay its payments, lack of human
sourCes. Author has made an attempt to
analyse these factors based on the study
¢onducted in all the three administrative
blo¢ks of Kinnaur. This paper also tried to
highlights if the act has implemented with
spirit and commitment, how it ¢an help to
regenerate the Community resourCes to
aChieve the prime goals of sustainable
development.

Need & Scope of the Study

More than a deCade after Coming into forCe
the MGNREGA is suffering from a decline in
employment budget Caps, delay in wage
payments and rampart violations of workers
entitlement. MGNREGA has been in Crisis for
a few years now. Rural workers are finding it
inCreasingly hard to get work and payment on
time. Most of them are also denied under their
other entittements under the act such as:
work-site facilities, unemployment
allowances (When work is not given on time)
and ¢ompensation in ¢ase wages are paid
with delays. The present study has been
made to analyse the work-related problems
faced by the MGNREGs and to find out the
problems fa¢ed by the sample beneficiaries
in their worksite.

Objectives of the Study

1. To analyse the work-related problems
faCed by the sample beneficiaries

2. To find out the problems faced by the
sample beneficiaries at their work-site.

3. To examine other problems being faced
by the workers of MGNREGs

4. To suggest the ways and strategies for
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effeCtive implementation of MGNREGA.

Methodology of the Study

The seleCtion of sample was based on
c¢onvenient sampling method and the sample
of 800 benefiCiaries has been selected
proportionately from all the three
administrative bloCks of Kinnaur district on
the basis of number of workers registered
under MGNREGA s¢heme and have worked
100 days in the year 2019. The study is based
on cColleCtion of data mainly from primary
source apart from se€ondary source. Primary
data is ColleCted through interview s¢hedule.
SecCondary data is CollecCted from panchayats
offiCe books, offiial websites and journals.
The data obtained from the respondents are
analysed with the help of weighted average
method and factor analysis. Under weighted
average method proper weightage is to be
given to various items. The weightage to each
item being proportional to the importance of
the item in distribution. Weighted average
ranking method is used to analyse the
problems and results are tabulated.

Results and Discussion

Table 1.1 explains the total variance and the
faCtors extraCted along with their Eigen
values. Three factors have been extracted;
the first faCtor related to work related
problems ¢omprising of different statements
explain 59.490 perc¢ent of the total variance.
SeCond most important factor explains
22.179 perc€ent of the total varian¢e whereas,
the third faCtor deals with banking serviCes-
related problems acCounts for 12.298 percent
ofthe variance.
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Table 1.2 exhibits the results of rotated Component matrix and shows that with high loadings from
the twenty statements that three factors have been extracted through factor analysis i.e., work-
related problems, work-site Problems and banking services Problems. Work-related problems
have been loaded on Factor 1 i.e., selection of work, low wage more work, irregular employment,
political influence, no health failities, favouritism and workers panelised for administrative lapses.
The variables whic¢h are loaded in Factor 2 i.e., work-site problems in¢lude allo¢ation of work at
worksite, possibility of injury, hazards, etC. during work, muster roll not available or not properly
maintained, s€arcity of drinking water, lack of proper guidance, no fixation of timings and no proper
working environment. In Factor 3 i.e., Banking ServiCe-related problems include:
Opening/Maintaining a Bank AcCount, Lack of infrastruCture/ staff, Attitude of Bank Officials,
Banking Puzzles, Payment Related Problems and Less Branches of Bank.
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Problems Faced by Mgnrega Scheme Workers

The problems of workers are group in two major ategories viz: work related problems and work-
site related problems.

Work-related Problems

. Low wage more work

. Irregular employment

. Unawareness about job

. No extra benefit from Government

Work-site Problems

Scarcity of drinking water

Lack of sanitary facility

No security at the worksite

Lack of Creche facility for Children
Less rest time

Table1.3: Descriptive Statistics on Work Related Problems

Work-Related Problems Mean S.D
Selection of Work 3.22 .985
Low wage more work 3.05 1.161
Irregular Employment 3.20 1.031
Political influence 3.13 1.080
Lack of health facilities 3.22 .998
Favoritism 3.14 1.098
Workers panalised for administrative lapses 3.01 1.048

Sour&e: Primary Probe

Table 1.3 reveals that mean sC€ore of responses on work related problems has been found above to
the average mean sCore. Mean sCore of responses on problems related to selection of work and
health facilities was found highest (3.22), followed by untimely employment (3.20), favouritism
(3.14) and politi¢al influence (3.13).
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Table 1.3 reveals that mean s€ore of responses on work related problems has been found above to
the average mean s€ore. Mean sCore of responses on problems related to selection of work and
health facilities was found highest (3.22), followed by untimely employment (3.20), favouritism
(3.14) and politi¢al influence (3.13).

Table 1.4: Descriptive Statistics on Work-Site Problems

Work-5Site Problems Mean S5.D
Allocation of work af worksite 3.03 1.037
Possibility of injury, hazards, etc. during work 3.04 1.035
Muster roll not available or not properly maintained 3.05 1.01%
Scarcity of Lrinking water 3.01 1.063
Lack of proper guidance 2,95 1.065
No fimings of work 297 1.025
No healthy workdng enviromment 256 B8 7

Sour&e: Primary Probe

Table 1.4 reveals that workers are facing the problems at worksite mainly due to non-availability of
proper record of muster roll (3.05), possibility of injury (3.04), favouritism in alloCation of work (3.03)
and nonavailability of drinking water facilities (3.01) whereas, mean score of responses on no fix
timing of work(2.97) and unhealthy work environment less than the average mean sc€ore.

With a view to enhance the reliability of wage payment under the MGNREGA s¢heme, s¢hedule Il of
the A¢t has been amended to make wage disbursement through banks and post offices as payment
of wages remains one of the mazor ¢hallenges faced by MGNREGA due to Corruption, delay of
payments and other leakages.
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Table 1.5 Descriptive Statistics on Bank Services Related Problems

Banking Services Related Problems Mean S.D
Opening /Maintaimng a Bank Account 25250 OBRISY
Lack of infrastructive / stafl 2.45 LGO427
Aftitude of Bank Officials 246 .99435
Banlking Puzzlcs 2.45 LBF3E0
Payment Related Problems 2.90 LB8550
Less Branches of Bank 2.85 1.01748

Source: Primary Probe

Table 1.5 shows that the MGNREGA workers in the study area are not faCing too much problems
related to banking servi€es as the mean scCore of responses are mainly due to payment related
(2.90), and less number of bran¢hes (2.85).

Pearson’s Correlation Coefficient Between Problems Faced by Workers

Table 1.6 whi¢h presents the zero-order Correlation matrix between main problems faced by the
workers in the study area under MGNREGS reveals that there is a high positive Correlation
CoeffiCient between work-related and work-site related problem (.746). The Correlation CoeffiCient
between work-related and Banking serviCe-related problems is 0.535, whi¢h indi€ates 53.5
percentage positive relationship between work-related and Banking serviCe-related problems and is
significant at one percentlevel.

Table 1.6: Pearson’s Correlation Coefficient
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Note: ** Denotes significant atthe 1% level.

The Correlation CoeffiCient between work-site and
the banking serviCe-related problems is .420,
whic¢h indiCates 42.0 perCentage positive
relationship between work-site and the banking
serviCe-related problems and is signifi¢ant at one
percentage level of significant.

Conclusion

PolitiCal and bureaucraCy seen as abstract in
execCution of s¢hemes. The poor had become
weary of the sCheme because of lack of regularity
and assuranCe of wages and where erring
offiCials were not punished nor an unemployment
allowancCe granted to any worker who was not
provided with work. There is a need to Create
mass level awareness about the programme,
reCruitment of Competent and sensitive human
resourCe should be the part of implementation
proCess to ensure realization of desired goals of

References:

MGNREGA poli¢y. There is a need to Create
proper monitoring and ¢oordination system with
less paper work to ensure the quality in work
within stipulated time.

Measures to be Taken and Way Forward

* Properandtimely allo€ation of funds

*  Ensuring minimum wages for workers

* ProperJob ¢ard verifiCation

*  Ensuring employmenttoruralhousehold a s

per demand for work

* Ensuring effiCient grievanCe redressal
mechanism
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analysing the measures adopted by different leaders of variant Companies in India, to tackle the
outbreak of Covid-19 pandemic.

Design/Methodology/Approach: The study gathers eviden€e from various primary and
secondary sources of data analyses them from different perspectives.

Findings: The study identifies soCial and emotional effects that pandemi¢ has had nationally.
The study also highlights the various measures undertaken by leasers to Counter/ support
these effects.

Research limitations/ Implications: The study is limited to the affect that a restriction on
mobility hampered the evidenCe gathering. The authors had access to limited primary
resour€es. This study aims to provide true picture of the efforts put in by leaders to manage the
fatal virus outbreak (emotionally) at a national level.

Originality/ Value: This will be a kind of first study to do a social analysis in the Indian
subcontinent. The study gathers evidenCe from quite rich sourCes to analyse the various
measures taken by leaders in India, to manage the impact of the Covid-19 pandemic on socCiety.

Keywords: soc€ietal brunt, Sentiments, Covid-19, India
Paper Type: Exploratory

1.1 Introduction

The COVID-19 epidemi¢_has ¢ontaminated
around seven million of populate and
Casualty levy has Crossed all limits the entire
globe. India too has borne the impact with
Cases inCreasing each day. The preliminary
case of COVID-19 in India was
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acknowledged on 30" of January, 2020 and
as of June 7, 2020, inveterate ¢ases stand at
2.4 lakhs with more than 1500 deaths in the
past one week in the Country. (Dr Pallika
Singh, National Herald, 9 June,2020). Due to
the inCessant thrashing of Covid-19-related
news in the past few months, the Civilization
at large has been engulfed in exceptional



https://www.hindustantimes.com/world-news/biopharma-major-astrazeneca-ties-up-with-indian-institute-to-produce-potential-vaccine/story-UF9yLSQLRQSKX6NNemnFRK.html

dread & anxiety (Sandeep Khanwalker,The
Times of India, 7 June, 2020). COVID-19 has
badly smacked not only the Ccountry's
financial system but also the emotional and
psychosomati¢ wellbeing of employees. As
employees working from home are in front of
job ¢uts, salary cuts and hindranCe in
appraisals on one hand and on the other
workfor€e working on-site in industries are
under high anxiety level due to the trepidation
of getting infeCted. (Author's Name, 12 Apr
2020, PTI).

The Covid -19 is upsetting the whole world
Considerably and is expected to amend the
Countenance of the world in loads of ways.
For This paper, various sourCes were
exhausted to swot up the Current situation
(impact of Covid-19 on social measures and
related emotions) and following observations
are extracted

Talking about India, the hit of the pandemic is
notiCeable acCross the sectors globally, but its
Collision on weaker sections, females and
brood has been giganti¢ in Country. As not
buried anymore, enormous social stress is
resulting out of this pandemi¢ due to
Constrained travelling, proscription of social
gatherings, Communal isolation with family
and friends, shutting of amusement and
holiday spaCes and above all, a fright of
getting infeCted and unavailability of passable
and rapid medical facilities (Dr. Palika Singh,
National Herald, 9 June, 2020).

Another bothering ¢rash of ¢ovid-19 ¢an be
seen on jobs. Job loss is the most ruthless
and will have both, immediate and long-term
effeCts, like lowering eConomi¢ growth and
rise in inequality (Economic Times, 11 June,
2020). As on 17" May, 2020, redundancy was
24 percent, reason being, ¢losure of offices,

38

deCrease in demand and disruption of
workforée. Social isolation imposed job
losses, several households terminated
essential serviCes, the one, that are paid
monthly (Sandhya Keelery, Statista, 15 June,
2020)

Covid-19 pandemic has left the world in pain.
People are suffering, not only those who are
getting infe€ted, but also, those, who are in
fright of getting infeCted. So, more or less
every individual is in huge trauma.
Maintaining social concord in the Country had
become a huge ¢onfront, which is being faced
by Indian Government, every passing day.
Every phase is being taken ¢are by GOI that
Could give respite to the Ccitizens in any
comportment. To Control the pani¢ and to give
hope to Country that government is with them,
one more such step taken by government is
allowing 29 insuranCe Companies to promote
short term €orona poli¢y named as Kavach. In
the midst of rapid hike in Corona virus ¢ases in
country, the regulating body IRDAI has
allowed to run above mentioned poliCy. A
number of insurane personnel have
launched Corona kavach plan, with sum
insured ranging from 50,000 to Rs 5lakh.
(Business Today, 11 July, 2020).
Pandemics lead to business Commotion. The
outbreak of a pandemic ¢auses the ¢losure of
sChools and workplaces as well as the
shortening of working hours as measures to
tone down the further swell of disease. These
business Closures lead to staff layoffs and
redundancies finanCes which escCort to
negative impact on mental health of the
people. (Salima Hamaouche, Emerald Open
Research, 20 April, 2020).
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Fig.1.1 Source: Covid 19 Risks Outlook 2020, an Initial Portray

Many research and studies have refleCted
that from the day when Covid-19 has invaded
this globe, people across the planet are in
fear. This deadly disease has impacted the
life of every individual in some or the other
mode. Separation of self, ¢ommunal
distan€ing, financial ¢runch, dread, unease
and other miserable emotions along with
economi¢ thrash is cCausing huge
psychologiCal distress. This global health
pandemic¢ has tou¢hed every human person’s
life in some way or the other, for€ing isolation,
indecCision, annoyan¢e, and hopelessness
and this united with the monetary meltdown is
Causing gigantic¢ mental distress This
pandemic Called as Covid-19 is a big peril to
people all around the globe, it's not only
putting human life at big risk, but is also a
Cause of eConomi¢ distress and its
indisCernible emotional strain. (Relief web, 23
May, 2020).

1.2 Data Collection

The data gathering was Completed via
various prime sourCes such as government
websites, reports, etC. as well as a range of
seCondary sources such as research papers,
newspaper articles, ¢ompany’s reports,
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blogs, interviews, e- books, et€. The authors

exhausted every sourCe to Craft the study

graspable by in¢luding the broad poliCies &

measures, both existing as well as new. This

paper is theoreti¢al and Combine the different

measures undertaken by the Government of

India (GOI) to manage the social impact of

outbreak and also highlights the diverse

methods adopted by HR leaders of Certain

¢ompanies to manage Covid distress of

employees.

This paper is divided into 3 sections, namely:

« GOl Poli¢ies to deal with Social
Breakdown

* Employees Stressors

* Covid Stress Management by HR Leaders

1.3 GOl Policies to deal with Social
Breakdown

Food Security

Giganti¢ decision of loCkdown to lethargi¢ the
multiply of the €orona virus disease (Covid-
19) has inflicted a profound Cost on India’s
poor. Most have seen their inComes tumbled
down; many have seen their families
uprooted; some have even lost their lives.
Due to Covid situation many of the
employees Could not even fix up rations for




them. To make sure that all su¢h deprived may get food, GOI has launched PMGKAY ( Pradhan
Mantri Garib Kalyan Anna Yojana). A¢Cording to this system five kilo grams of wheat and rice will be
given per person at zero Cost. Under the same s¢heme, 1 kg of €hosen pulse (based on provincial
predile€tion) will also be added without any ¢harges to each household under this sCheme. The
whole €ontrol and monitoring of distribution will be handled by Publi¢ Distribution SCheme (PDS).
Earlier this sCheme was for three months, April, may and June. But now it has been extended up till
November end. (Barkha Mathur, NDTV, 14 July, 2020)

WHAT IS PRADHAN MANTRI
GARIB KALYAN ANNA YOJANA?

RATION GIVEN UNDER
PUBLIC DISTRIBUTION
SYSTEM"
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MANTRI GARIE KALYAN
ANNA YDJANA™

ANTODAYA ANNA
YOJHA

35Kg SKg 1Kg
RATION + RATION + PULSES
PER PER PER
HOUSEHOLD PERSON HOUSEHOLD
PRIORITY
HOUSEHOLDS
5Ky + 5Hg l TKg
RATION RATION PULSES
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EEMEFICIARIES

......................
++++++++++++++++++++++

trreeeeneOLRRROORRRRERY
80 CRORE

RATION CARDHOLDERS
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Fig. 1.2 SourCe: Swachh India. NDTV.€Com
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Social fortification

The MGNREGS AC¢t is implemented to
Catalyse the living sanctuary of people in rusti¢
areas. It assures hundred days of wage-
employment to a pastoral family where, the
mature members volunteer to do sloppy
physical labour, in a financial year. There's a
Wage inCrease from INR 182/- to INR 202/-.
Such inCrease is intended to benefit around
fifty million families. The wage boost will lead
to an added proceeds of INR 2,000/- for each
hand (KPMG, 8 July 2020). The ¢hanges in
MGNREGS are in€lined towards eradi€ating
rural distress Caused due to Covid-19. The
corona virus loCkdown has left many people
redundant across the ountry and MGNREGS
is providing them an option to make ends
meet. (EConomi¢ Times, 30 May, 2020). To
make sure that Crores of migrant labours
affeCted by loCkdown due to covid-19
pandemi¢, find work for themselves after
returning to their villages, the government has
alloCated an additional Forty Thousand Crore
under MGNREGS for the existing fiscal.
(Surya Sarthi Ray, financial express, 8 July,
2020). Further, the GOI has also introduced
Rs 50,000-Crore rural in¢lined Garib Kalyan
Rojgar Abhiyan, to enhanc€e living
opportunities for returnee vagrant workers. (
Surya Sarthi Ray, financial express, 8 July,
2020).




1.3.1 Healthcare Programs

Covid-19 outbreak has placed extraordinary
demands on country's health system.
Country's health¢are facilities and personnel
are suffused with surplus of related activities.
These activities in¢lude proper mapping of all
existing health facilities. Every state is
responsible of identifying and designating
faCilities like CCC (Covid Care Centres),
DCHC (dedicated ¢ovid health ¢entres) and
DCH (dediated Covid hospital) as per the
guidanCe issued. Monitoring of PMJAY
(Pradhan Mantri Jan Arogya Yojna)
empanelled hospitals, regarding delivery of
essential medical serviCes. (Ministry of health
and family welfare, 13 April, 2020).

1.3.2 Employees Stressors

Covid-19 had beCome a major Cause of
significant distress around the globe. It is
resulting in evident Corporeal symptoms in
infeCted Cases; and is also ¢ausing sombre
sCratch to public mental health. India, like
other Countries, had Come up with a
nationwide loCkdown to hold and ¢urtail the
viral transmission (Rahman et al. 23
June,2020). The recent condition is
predominantly upsetting youth employees
with seventy prerCent of respondents under
the age of 24 and sixty three percent of
respondents between the ages of 24 and 34
diCtating, they felt apprehensive or hassled
as a result of working from home(Mayson
Hayes, 28 May, 2020). COVID-19 has
severely impacted the behavior of employees
due to job insecurity, fear of disease and
Coping up with the new digital work
environment. BeCause of whi¢h, employee
involvement has beCome a most ¢rucial role
in present times (NayelaMulla, 10 July 2020).
Due to lockdown and the general eConomic
suffering globally, employers in almost every
sector are in front of a momentous money
Crisis Reason being, the lack of production
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and/or ¢onsumption by ¢ustomers. This has
resulted in imposing loads of businesses to
sCrutinize various Cost-Cutting teChniques to
make sure that they manage to sustain their
business onfe the lockdown withdrawn.
(Nohid Nooreyezdan, 29 July, 2020).

1.4 Covid Stress Management by HR
Leaders

As we are going through a hard time both
professionally and socially, the HR influential
of various organizations are playing a ¢rucial
role for employees in cCoping up such
situation. Like some HR leaders are talking to
the employees as well as their family
members on regular basis, some are
organizing yoga, quiz and e-Classes for
enhancing the skills. By organizing guest
leCtures on Communi¢ation and presentation
skills, the HR planners are also
understanding the personal responsibilities
of their employees by ¢onducting various
session on parenting and keeping the
employees engaged in positive work (Sanjay
Saini, 18 april, 2020). Another example is of
HR leaders of Walmart India, as they are
supporting their employees by providing
appreciation allowance to field associates,
conduc€ting happiness sessions,
communicating with employees the positive
news, organization's action plan and Career
road map post COVID-19. As this is the
time,of acCountability, from both employers
and workers (12 Apr 2020, PTI). However
most of the organizations have opted for
WFH (work from home) but not isolated
working is not possible in every
sector/Company. Infact not all the employees
of all organizations are Contributing equally.
At this time the biggest Confront for developed
c¢ompanies like SAR, CEAT & Aditya Birla
engage in smartly utilising the letup of the
employees. The HR leaders of such
companies are doing really very well by




converting such challenging situation into
opportunity by engaging the employees in
developing their skills as the nature of the job
of field employees do not allow them for self
upgradation. The HR leaders too, put in
endeavours to unite sensitively with their
employees by ¢onducting fithess sessions
and organizing webinars on positive thinking
during pandemic situation. They also provide
the Counseling sessions as the employees
are very much worried about their jobs loss
and panic of getting Contaminated (Goswami
et al. 31 March, 2020). Numerous global
companies like, Deloitte, Unilever indulged in
planning and conducting guidance and
mentorship programs during Covid state to
support the Career as well as life ambitions of
employees thus having more loyal
employees. It also provides guidance to
employees about how to approach rear
stronger and prepared to begin the after-
effeCts of Covid-19(Sonika Sharma, 9
June,2020). In order to deal with post COVID
era, the organizations need to update their
working along with their leadership styles; as
people may suffer from post-traumatic stress.
Under this, the HR leaders plays a prominent
role, they require persistenCe, ¢ompassion
and versatility. This versatility is based on the
preCepts of grasp and suppleness. The
assoCiations should be suffi€iently bold to
keep aside prinCiple dimensions whi¢h are
not, at this faCe vital and suffiCiently
c¢ompassionate for their workfor¢e to mend
on autonomous selections and Choices
(Shweta Modgil,23 April,2020). COVID-19
has severely impacted the behavior of
employees due to job insecurity, fear of
disease and Coping up with the new digital
work environment. Because of which,
employee involvement has beCome a most
CrucCial role in present times. Various

42

initiatives are being taken to ensure
employee engagement, productivity and
morale. Towards guaranteeing a smooth
work proCess and group holding, separate
group leads are directing an everyday stand
up meeting to Consider work expectations
and resolve any bottleneCks. The
organization will Continue with the same
working pattern with more than 50%
employees as the organization is ¢onsidering
work from home a helpful, timesaving and
savvy CchoiCe for their association
(NayelaMulla, 10 July, 2020).

1.5 Conclusion

This paper aimed to explore various primary
and secCondary sourCes to Combine the
various measures adopted by the GOI to
taCkle and manage the impact of COVID-19
outbreak on social factors. Further the study
also reflects that how HR leaders are putting
all endeavours to help employees to Cope up
with Covid stressors in best possible way. This
paper, in no way provides any analysis of the
adopted measures and is ¢onfined to only
providing a broad overview of the Indian
pandemi¢ management in relation to social
faCtors and employee resilience post Covid.
The authors though suggest some broad
suggestions to ¢onquer a few ¢hallenges or
short¢omings in the measures adopted
during this pandemi€. This pandemi¢ has
brought forth the need to develop a
premature Caution structure to effiCiently deal
with a social pani€ aroused out of pandemic.
In Case of Companies, HR leaders should be
proactive when it Comes to building up
emotional stability during pandemic
situations. Continuous Counselling, one on
one conversation, problem hearing and
solving are some of the measures that should
be adopted by the Company HR to maintain




emotional harmony. Kurt Levin's theory of
¢hange ¢an do wonders in such an unusual
situation. Taking employees into Confidence
and then implementing ¢hanges imposed
due to pandemic repercussions ¢an help in
building trust between employer and
employees. Coded by Ratan Tata, laying off
staff is not a solution; in fact one has to be very
sensitive and sensible to all stakeholder.
Every employer must understand that they

employees.(Hindustan Times, 23 July, 2020).
The measures disCussed in this study are the
suggestions introduced in a broad structure.
Therefore, this study is not metiCulous but
rather inClusive at best. These measures are a
kind of therapy to a diffiCulty, thus, such
measures must be revised and improved
dynamically whereas effeCtual operation must
be insisted upon by in¢essant monitoring, or
suggestions will Cause to be ineffectual.

have responsibility towards their
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ABTRACT

The Con€ept of EQ Coined in year1995 by Daniel Goleman in his book “Emotional intelligenc€e: why it €an
matter more than IQ”. He argued that EQ played pivotal role at workplace. After in€eption of this Concept,
the whole world quickly attracted attention towards EQ phenomenon that in¢ludes General publi¢ and
Corporate world. Many researcChers have suggested that EQ is the backbone to be successful in
personal and professional life and equally important as Intelligent Quotient (IQ). Emotional Intelligence
helps the employees to inCrease their emotional self-awareness, emotional expression, Creativity,
inCrease tolerance, inCrease trust and integrity, improve relations within and across the organization and
thereby in¢rease the performance of eath employee and the organization as a whole.

The whole paper has been structured in the following manner: The first section presents an overall
pi¢ture of Emotional intelligenc¢e at workplace in present s€enario. The section Il analyzes the
connection between EQ and IQ in individual’s life and how they manage their relationship with their
Colleagues. Challenging issues and ¢oncerns in maintaining professionalism has been explained in
third section of the paper. Finally, the paper ends with a brief on¢lusion of the authors which is almost a
summary of the whole paper and the issue we are dealing in day to day life. The objectives of this article
are to study the determinants of emotional intelligen¢e of employees at work plac¢e and to understand
the extent of employee’s awareness towards emotional intelligen€e. The foCus is on how to utilize and
balan¢e emotional intelligen¢e and why EQ matters most at workplace for interpersonal relationship.
The study is descriptive in nature and based on se¢ondary data available from published reports and
research arti¢les. The limitation of this paper is inadequacy of the data and variance in the data available
from different sources.

Key words: self awareness, Empathy, Education, Introspection, Emotional Quotient (EQ)

INTRODUCTION:

‘Emotional IntelligenCe is the ability to sense,
understand value and effectively apply the power
of emotions as a sourCe of human energy,
information, trust, Creativity and influence”.

- DANIEL GOLEMAN

SinCe the inCeption of Emotional Intelligence in
our life it plays very important role in, whether its
personal life or professional one must maintain
the work —life. Balance between these two whi¢h
is now-days something which is very ¢oncerning
like meeting both the ends. Undoubtedly it's a
Challenging Sc&enario, whether it's our relation
with our family, Colleagues or boss all are
important one must syn¢ all these and move
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forward with maintaining emotional Balance this
is the need of the Hour. Emotional Intelligence
(El) must somehow Combine two of the three
states of mind €ognition (Feeling) and affect, or
Intelligence and emotion. Emotional intelligen¢e
refers to the ability to perceive, Control, and
evaluate emotions. Analyst believe Emotional
IntelligenCe (EQ)is a inborn CharacteristiCs, or
others says that you €an train yourself to learn
Emotional Intelligen€e and strengthen itin day by
day to improve your interpersonal relations
although number of testing instruments has been
developed to test it Content and approach varies.

In an organization if an Employees who has a high
EQ he/she must express his emotions very well
but also understand the Emotions of others. EQ is




not all about being soft from the heart but also
being empatheti€ with others. It allows employees
think more Creatively and use their emotions to
solve problems. Generally Emotional
Intelligence overlaps with general intelligence.
But it is a quality of Emotional intelligent person
who is well versed in four areas like spotting
emotions, using emotions, understanding
emotions, and regulating emotions.

Objective of the Paper:

e To study the determinants of emotional

intelligence of employees at work place.

* To understand the employee’s awareness
towards emotional intelligence.

. How to utilize and balance emotional
intelligence and why EQ matters most at

workplace for interpersonal relationship.

« To maintain work life balance
Organization and Stress Management.

in an

Research Methodology:

The study is descriptive in nature and based on
seCondary data available from published reports
and research arti¢les. The limitation of this paper
is inadequady of the data and variance in the data
available from different soures. The seCondary
data in¢ludes magazines, newspapers, books,
journals, etc.

Emotional Intelligence At workplace

Emotional Intelligence helps the employees to
inCrease their emotional self-awareness,
emotional expression, Ccreativity, inCrease
tolerance, inCrease trust and integrity, improve
relations within and aéross the organization and
thereby inCrease the performane of each
employee at workplace. Emotional intelligence is
one of the few key ¢haracteristiCs that give rise to
visionary leaders in an organization. It plays a
significant role in the organization and beComes
an important Criteria of evaluation for judgment of
an effective employee, inCreases productivity and
trust within and across the organization. A person
who is emotionally intelligent definitely works in
teams, understands his /her Colleagues well,
handle the confli€t well, also aware of his
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emotional well being and sound mental health,
Definitely on longer run this person is su¢cessful
in every sphere of life and maintain work life
balance.
Determinants of El
RELATIONSHIP FACTOR
Relationships are assoc€iated with a number of
positive outComes (e.g., happiness, less stress)
and are actively pursued for those individuals
desiring them. Little attention has to be devoted
for finding ways to preserve and pass on social
relationships that are so important to business
Continuity. There are numerous opportunities to
form sodial relationships with their ¢o-workers
which bring the team spirit among employees.
Mentoring is nelessary to pass on social
relationships and also social relationships are
important for defending relationships between an
organization and its customers, suppliers,
distributors, and other relevant groups on which
the organization depends for its su¢€ess. Without
making the effort to pass on these relationships,
business ¢an be lost and productivity ¢an suffer.
The items in these faCtors are as
*  Workunder pressure.
« Building Rapport and keeping othersin
loop.
* Maintaining Personal Relationships with
Colleagues and bosses
» Stability during the &ritiCal Hours.
* Right decision making and understanding
Core values.
Adaptability Factor
Adaptability is the Flexibility in adapting to
¢hanging situations or overoming obstacles.
Adaptors manage to stay flexible and productive
when the demands of the job are pulling them in
many different direCtions at the same time.
Employees with high adaptability respond well to
Stressful Situations and helps in Right decision
Making.

The adaptive employee understands the work
and finds Creative ways to get the job done with
optimum utilization of Resources. When a new
ProCess is implemented the adaptable
employees are immense at en€ouraging others.
Employees who ¢&an adapt quickly find




opportunities to improve servi¢e and will have a
better ¢hance at survival.

Initiative Of The Employee

Many employers look for initiative as a "must
have" trait for every position they are attempting
to staff. In addition, it is Critial to demonstrate
initiative to be promoted in an organization.
Demonstrating initiative proved to be the most
powerful work skills tool for bridging the gap
between the Intelligent, average worker and the
super productive, star performer. If a employee is
starting out in a new workplace, they will quickly
be judged on whether they will go beyond their
specifi¢ responsibilities and take initiative to face
the Challenges.

Responsibility Factor

When employees beCome an integral part of the
organization they develop a sense of
responsibility and pride in the sucCess of the
Organization. It is not only responsibility of
management but also o-workers to achieve the
goal of the organization and enables them to
partiCipate in hazard identifi€ation and problem-
solving efforts. Employee’s involvement is the key
to making itworkable.

Leadership Factor

Inspirational leadership is guiding and motivating
with a Eompelling vision. Good leaders are made
not born. If one has the desire and willpower, they
¢an become an effective leader. Outstanding
leaders develop through a Never ending pro¢ess
of self-Awareness, training and Development,
and experiences Leaders bring more to their jobs
than the ability to get the work done from co-
workers.

Leadership is a pro¢ess whereby an individual
influences a group of individuals to achieve a
¢ommon goal and is a proCess by whic¢h a person
influences others to aéComplish objectives and
working for Group Cohesiveness. Inspire the
workers into higher levels of teamwork, there are
Certain things one must know and do. These do
not Come naturally, but are acquired through
Continual work and study. Good leaders are
Continually working and studying to improve their
leadership skills, they do not rest on their laurels.
It is about enabling an individual to work as a
team, understand and ¢omplement one another
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and find innovative solutions to organizational
problems

Optimism:

Optimism is seeing the upside in events and it is
the tendenCy to look at the bright side of any
situation and expect the best possible out¢ome
from any series of events. People who feel
optimism live their lives expecting positive
outComes and events. Optimism is powerfully
motivational and it is one of the ¢ornerstones of
sucCess.High Optimism employees works in the
Creative and ¢ongenial environment. Optimisti¢
employees work harder, longer and with a more
innovative spirit. Optimism must be infused in the
workplace through the ¢ompany’s Core values.
FoCusing on the simple principle unleashed the
optimism of both employees and €onsumers
alike, making them proud to be part of
organization. WorkplaCe optimism is a Culture
attribute nurtured by managers and which is
sustained by everyone.

Team Building:

Team building is an ongoing proCess that helps a
work group evolves into a ¢ohesive unit. The team
members not only share expectations for
acComplishing group tasks, but trust and support
one another and respect one another's individual
differenCes. The role as a team builder is to lead
the team towards €ohesiveness and productivity.
Employee involvement, teams, and employee
empowerment enable people to make decisions
about their work. With good team-building skills,
the team builder ¢an unite employees around a
¢ommon goal and generate greater productivity
so it is the responsibility of the team builder to
draw all the group members’ partiCipation to
achieve Companies’ mission for whi¢h team
building is very Crucial.

Loyalty Factor

Loyal employees are the heart of successful
¢ompanies. When employees feel fulfilled at their
jobs, they go above and beyond to help the
organization improve. They share expertise,
resolve ConfliCts, suggest improvements, boost
morale, help Co-workers, Conserve resources,
and more. "Those behaviors make groups and
Organizations more effeCtive sales beCome
better, production loss gets lower, everything else




would be enhanfed,” When employees are
involved in decdisions making, loyalty is further
being inCreased and foster engagement.
Emotional Competence:

Nowadays Companies are fading an inCreasing
stress of ompetition. They have to ¢ope with
shorter produdt lifeCyé€les, rising cCustomer
demands, quicker teChnologi¢al developments
and higher Cost pressure. In order to Create
strategiC Competitive advantages; Companies
have to Concentrate on their Core Competencies,
which are significantly influenced by the skills and
the knowledge of their employees. The main goal
of business proess Management is to inCrease
effiCiency and effeCtiveness of Companies by
improving business proCesses and thus to
inCrease the Company value. For the employees,
¢hange implies ¢ontinuous learning in order to
tackle new c¢hallenges and tasks by ¢ompeting
with their emotions. Finally Emotional
Competente &¢omes to picture where an
Employee Manages his /her emotions and
understanding others well by putting himself
/herself into the shoe’s of others by empathizing
towards others.

Empathy Towards Employee

Empathy is sensing others' emotions,
understanding their perspective, and taking
active interest in their Con€erns. Empathy is one
of factor in relationships and it is the ability to
experien¢e and relate to the thoughts, emotions,
or experienCe of others. Empathy is more than
simple sympathy, whi¢h is being able to
understand and support others with Compassion
or sensitivity. Empathy is essential among
employees for endorsing a good relationship in
workplace. Empathy is also a key part of
emotional intelligence that several researchers
believe is Critical to Being an effeCtive leader
(Goleman, 1995).

Employees Awareness Towards Emotional
Intelligence

Many people are disConnelted from their
emotions especially strong Core emotions such
as anger, sadness, fear, and joy. This may be the
result of negative Childhood experienCes that
taught you to try to shut off your feelings. But
although we €an misrepresent, refuse, or numb
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our feelings, we ¢an’t eliminate them. They’re still
there, so the biggest question is whether
employees are aware of their emotions or not.
Unfortunately, without emotional awareness, we
are unable tofully

Understand our own motivations and needs, or to
c¢ommunicate effectively with others.

Connection between EQ and IQ (personal and
Professional life):

Human Intelligence is marvelously Complex. For
philosophers, ResearChers, Managers have
defined it. In this modern Era 1Q is the power to
solve problems using Reasoning and Logical
Aptitude. But 1Q not only ne€essarily acount for
the full range of thinking Abilities. With the
inCeption of El (emotional Intelligene) Analyst
are now foCusing on Evolution of Emotions in
reCognizing one’s ability to understand others
also doing introspecdtion of oneself and in¢reasing
soCial awareness in the society and be
empatheti¢ toward others problems . 1Q refers to
IntelleCtual Ability some of the elements are

* Uselogic¢to solve problem

* Planand strategize.

* Understanding Abstractideas

* Learnand adaptto ¢hange

* Graspanduselanguage

Whereas emotional Quotient generally refers to
one’s ability to sense emotions in oneself and in
others.it is also refers to guide others and
awareness of our own behavior. In general if one
has high EQ they may find it easier.

» Toldentify one’s and other’s emotions.

»  Empathize with other people well.

« Adapt feeling and behavior to different
situations

e Control impulses

* Resolve Confli¢ts with others

* Communicate Effectively

Together I1Q and EQ give full pi¢ture of Human
IntelligenCe. Generally Studies revealed that
most of the employees are only average in their
emotional Competencies, therefore it is
suggested that regular programmes at work
should be held by the training and development
team (HR) in order to improve the level of
emotional intelligene thereby developing
superior performance at work.




+ Management should provide adequate

reCreational facilities to the employees

whi¢h helps the superior and sub-ordinate
relationship and mainly reducCes job
related stress.

* The management should ensure effeltive
utilization of manpower. Open session

within every department ¢an be made as a

regular practiCe every week to know and

understand the views of the employees. It

Can be used to solve workplace hurdles

and it may also serve as a sourCe to get

new productive solution.

 For better organizational c¢&limate and
Culture, the Company must start hiring
emotionally matured persons and must

develop the level of emotional intelligence

among the existing employees,

+ Thereby enabling them to fae and
overome tremendous challenges at
work. Emotional intelligenCe has

gained good recognition among the
individuals, but still the awareness level
among all the employees should be
inCreased. Emotional intelligene must be
promoted among the employees and
managers by regularly ¢ondudting
Emotional Competence’ training
programme. The leaders of the
organization must develop emotional
stability to ensure the physi¢al and mental
health of the self and that of the serving
organization.

Recommendations:

The work place should be better so that the

employees ¢an have a better team work, find

solutions for problem, enhanced job
responsibility, group mission, ¢hallenges, routine
work, self ConfidenCe among workers. Emotional
intelligence will bring in better adaptability,
empathy towards employee, leadership
qualities, group rapport, parti¢ipative
management, decdision making, and
understanding among Colleagues. Most of the
organizations are nowadays taking those
employees who are emotionally intelligent, so
that they ¢an face the workplace problems easily
and they ¢an beCome more productive for the
organization. Emotionally intelligent organization
¢an be made through organizational strategies,
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leadership skills, development programmes, self
awareness and self managementtools.
Conclusion:

In a reCovering eConomy, employers want people
who Can effeCtively make decisions in stressful
situations and ¢an empathize with the needs of
their Colleagues. Emotions have effect, whi¢h ¢an
influence all of one's behavior at each stage of his
life. For long time, it is seen that within the studies
c¢oncerning intelligence, emotions have not been
takeninto Consideration.

Organizations are the best settings that require
interpersonal intera¢tion. Most of these
interactions are related to the performance of job
duties. Emotional intelligenCe is a set of
competencies where personal competence and
soCial Competence plays a vital role in directing
and Controlling one's feelings towards work and
efficienCy at work. These Competencies are the
major factors and his ability to Control and
manage his moods and impulses on the job.
Knowing one's emotions and feelings as they
oCCur, and tuning one's self to the ¢hanged
situation, requires the emotional Competency,
emotional maturity and emotional sensitivity that
are demanded by the job. Emotional Intelligence
is a key analyst for employees to supervise their
own emotions as. Studies show that employees
with high Emotional Intelligene €ompetencies
have better job performance than employees with
low Emotional IntelligenCe ¢ompetencies. It has
been ¢ommonly noti€e that in any industry job
satisfaCtion factor enhanCes the employees’
social life and also productivity of organization,
due to appreciation and reward. The emotional
intelligenée and work life equilibrium together
Create organizational sutfess and develop
competitive advantage for organizations.
Understanding the potential and the talent that
the employees have ensured the differenCe that
employee’s bring to the work plade and value
themto

make it a part of the organizational sulcess.
Emotional intelligence is linked at every point of
workplace performane and it is of utmost
importan¢e nowadays. Thus, to be sucessful in
personal and professional life Emotional
intelligence plays a vital role.
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