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Introduction:
The modern society is often characterized as
highly democratic, humanistic and advanced. At
the same time, the arguments, concerning the
real equality of all people regardless their race,
gender, or social position, still persist. In such a
situation, the arguments concerning the position
of female in the modern society are among the
most contradictive since on the one hand, there
are people who sincerely believe that women have
eventually managed to get an equal position in
society compared to men and, at the present
days, they have really equal opportunities as men
do. On the other hand, there is a totally different
view on the position of women in the modern
society. According to which the glass ceiling still
remains an unsurpassable barrier women
regularly face in their life. The latter position is
more realistic and corresponds to the actual
position of females in the modern society since
their leadership is still rather an exception than
a norm.

Objectives of the Study:
1) To understand the concept and nature of

glass ceiling
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* Ms. Priyanka
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Abstract
Glass ceiling is invisible but real barrier through which the next stage or level of advancement can be seen, but
cannot be reached by a section of qualified and deserving employees. Such barriers exist due to implicit prejudice on
the basis of age, ethnicity, political or religious affiliation, and sex. This paper is an attempt to illustrate the factors
affecting in women's participation in leadership. Glass ceiling is one of the factor which keeps women from rising
to the upper rungs of the corporate ladder, regardless of their qualifications or achievements Glass ceiling prevents
women, ethnical minorities from obtaining a higher-level position. Women feel that they are worthless in the
company to obtain a management position. The glass ceiling is another "hot" topic in the business environment.
Today individuals discuss about consequences of glass ceiling. Some individuals argue that glass ceiling is an
umbrella for women that cannot get to a highest position and it is used as an excuse to blame a man that took the
position instead of a woman. Most women and minorities will never be able to shatter the glass ceiling. Some
women have made progress; however, few have made it to the top of the corporate ladder.
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2) To identify the barriers to women's
leadership

3) To suggest the ways to enhance women's
participation in Leadership

4) To examine the role HR in women's
empowerment

5) To highlight the profile of some women
managers who broke the glass ceiling

Methodology of Study:
This paper is based on secondary data which
consist of reviewed articles from journals,
research paper, books and websites. This is a
conceptual paper.

Review of literature:
1. Siri Terjesen, Ruth Sealy and Val

Singh(2009): The evidence shows that gender
diversity on corporate boards contributes to
more effective corporate governance through
a variety of board processes, some of which
do not show up as a direct influence on the
firm's bottom line, as well as through
individual interactions. As well as
governance outcomes, women directors
contribute to important firm level outcomes
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as they play direct roles as leaders, mentors
and network members as well as indirect
roles as symbols of opportunity for other
women, and inspire them to achieve and stay
with their firm. More recognition is needed
for their valuable contribution to firm value.

2. Merida L. Johns: Studies show that
companies that have the best records for
promoting women outstrip their competition
on every measure of profitability. Yet women
disproportionately are failing to attain high-
level positions. Reviewing current data on
women in the workplace, findings of studies
on the relationship between gender diversity
in senior management and company
performance, and the literature on gender
behavioral differences and the workplace.

3. Michelle K. Ryan and S. Alexander
Haslam(2005):  In a leadership position, the
women fails (as they are more likely to than
men because their positions are more
precarious), they may be singled out for
blame and humiliation, at the same time that
the unpropitious conditions of their
appointment are overlooked. Ironically too,
it is apparent that, if overlooked, these
factors can easily promote the very inequality
that women's advancement is intended to
redress.

4. Menaha Shanmugam, Amaratunga &
R.Haigh: Women adopt democratic and
participative leadership styles in the
corporate world and in education. From this
it could be said that the women have the
capability to manage the educational sector.
This democratic participative style can fall
under the major category of
'transformational' leadership style which is
the preferred leadership style used by
women. Socialisation and stereotyping could
be said as the barriers for women seeking a
senior position in education. Also some
internal barriers such as one's lack of
confidence lack of competitiveness and fear
of failure have been identified for women
entry into educational leadership position.

5.  Pounder (2001), An array of leadership style
which has both masculine and feminine
characteristics is required for an effective
management. The study will be a supportive
resource to any reader interested in
identifying the women's leadership qualities

to manage the educational sector and in
finding out the ways to remove the barriers
of women's entry into managerial positions.

Meaning:
In HR term glass ceiling refers to an artificial
barrier based on attitudinal or organizational bias
prevents qualified women/ other minorities from
advancing upward into senior management level
positions or situations where the advancement
of a qualified person within the hierarchy of an
organization is stopped at a lower level because
of some form of discrimination, most commonly
sexism or racism.
Invisible but real barrier through which the next
stage or level of advancement can be seen, but
cannot be reached by a section of qualified and
deserving employees. Such barriers exist due to
implicit prejudice on the basis of age, ethnicity,
political or religious affiliation, and sex.  This
situation is referred to as a "ceiling" as there is a
limitation blocking upward advancement, and
"glass" (transparent) because the limitation is not
immediately apparent and is normally an
unwritten and unofficial policy.
The "glass ceiling" is distinguished from formal
barriers to advancement, such as education or
experience requirements. Mainly this invisible
barrier seems to exist in more of the developing
countries, in whose businesses this effect is
highly visible. However, this glass ceiling tends
to cripple working women the most. This barrier
prevents large numbers of women, ethnic
minorities, and sexual minorities from obtaining
and securing the most powerful, prestigious, and
highest-grossing jobs in the workforce. This
barrier makes many women feel as they are not
worthy enough to have these high-ranking
positions, but also they feel as if their bosses do
not take them seriously or actually see them as
potential candidate.
Origin:
The term glass ceiling was used in article by two
women at Hewlett-Packard in 1979, Katherine
Lawrence and Marianne Schreiber, to describe
how while on the surface there seemed to be a
clear path of promotion, in actuality women
seemed to hit a point which they seemed unable
to progress beyond.
The term "glass ceiling" has been thought to have
first been used to refer to invisible barriers that
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impede the career advancement of women in the
American workforce in an article by Carol
Hymowitz and Timothy Schellhardt in the March
24, 1986 edition of the Wall Street Journal.
However, the term was used prior to that; for
instance, it was utilized in a March 1984 Adweek
article by Gay Bryant. The term glass ceiling was
used prior to the 1984 article by two women at
Hewlett-Packard in 1979, Katherine Lawrence
and Marianne Schreiber, to describe how while
on the surface there seemed to be a clear path of
promotion, in actuality women seemed to hit a
point which they seemed unable to progress
beyond.

Barriers to Women's Leadership:
One would like to imagine that the glass ceiling
effect is something that is easily reversible by
women as long as they know the proper ways to
fight it. Unfortunately, the glass ceiling is
embedded within our society through a variety
of barriers that can both indirectly and directly
affect a female's ability to obtain management
positions across the country. It is no secret that
the glass ceiling is an issue faced by women all
over the world, likely for many of the same
reasons. Below are some of the barriers woman
faces as outlined by the Federal Glass Ceiling
Commission.

1. Societal Barriers (may be outside of the
direct control of a business):
Some women may find it hard to obtain the
education and training required to advance into
management positions. Women may be limited
by the conscious or unconscious prejudices of
other people regarding race, gender or ethnicity.

2. Internal Structural Barriers (Direct control
by business):
l Recruitment or outreach programs that do

not seek to recruit women
l Corporate climates. Cultures that alienate

women
l Lack of mentoring, management training and

opportunities for career advancement
l  Biased rating and testing system

3. Governmental Barriers:
l Lack of consistent monitoring and prevention

programs
l  Lack of follow-up and maintenance of

prevention plans that have been put into
place

l Courts not taking complaints seriously
l  Inadequate reporting systems that address

the glass ceiling

4. Gender -based Barriers:
l  Corporate policies and practices
l Training and career development
l Promotion policies
l  Compensation practices
l Behavioral and cultural explanations
l Behavioral double binds
l Communication styles
l Stereotypes
l Preferred leadership styles
l  Power in corporate culture
5. Other Barriers:
l Lack of family oriented programs within the

workplace
l Negative assumptions of one's abilities and

or commitment within their organisation
l Lack of support from female co-workers

when a management position is achieved
l  Lack of support from upper management

to address and eliminate gender issues from
company culture

l Exclusion from networking

Guidelines to Enhance Women's participation
in Leadership:

Whatever the reason, you have a choice. You can
accept your situation and be happy with looking
up and not being able to touch what you see, or
you can smash the glass with purpose and
determination.
If you do, indeed, want to break through that
glass, here are some steps to take.

1. Identify the Key Competencies within Your
Organization:
Key competencies are the common skills and
attributes of the people in your company's upper
levels. These skills are often tied closely to the
organization's culture and vision. Companies that
value innovation and strive to be leaders will
probably promote individuals who are outgoing,
risk takers, and not afraid to "tell it like it is."
However, if you work for a conservative company
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(such as a publicly owned utility) chances are
that top management are analytical thinkers, with
a reputation for avoiding risk and making careful
decisions.
Ask yourself these questions:
l What are the values of your organization?
l What behaviours does your company value

and reward?
l What type of person is promoted?
Understand what sets your company and its
leaders apart. This is the first step toward
discovering how to position yourself for a top
leadership role.
Two universal competencies for top management
are effective leadership and effective
communication. Each of these is complex.
l Read everything about leadership skills,

styles and attributes.
l Communication skills will help you,

regardless of the level you want to reach in
your career. Start with the introduction to
communication skills, and learn to use as
many of these tools as possible.

2. Set Objectives to Align Your Competencies
with Top Management:
Once you know your target, set goals to get there.
You're responsible for determining your own
career direction. Be proactive and go after what
you want, because it probably won't be handed
to you.

Do the following:
l Let your boss know that you want to work

toward a higher-level position.
l Ask your boss what skill areas you need to

develop.
l Work together with your boss to set goals

and objectives, then monitor and measure
your performance.

Remember to concentrate on areas of your
performance that you can improve. Don't set a
goal to achieve a certain position by a certain
time. This can be discouraging if it doesn't
happen. For example, set a goal to consistently
demonstrate assertive and clear communication.
If you achieve the goal, no matter what job title
you have, you have succeeded.

3. Build Your Network:
You should also build relationships with other
people in your organization. You never know who
may be in a position to help you or provide you
with valuable information.
It's important to network in all areas and levels
of your company. Many people tend to think it's
best to make friends at the top. However, to be
effective and actually make it to the top, you'll
need the support of colleagues at other levels as
well.
Try these tips:
l Reach out to new people on a regular basis.
l Get involved with cross-functional teams.
l Expand your professional network outside

of your organization. If you can't break the
glass ceiling in your company, you may have
to look elsewhere for opportunities.

4. Find a Mentor:
Having a mentor is a powerful way to break
through the glass ceiling. The barriers that you
face have likely been there for a long time. Past
practices, biases and stereotypes, and old ideas
are often long established at the top of many
organizations.
Is upper management reluctant to work with
certain types of individuals? Do they exclude
certain people from important communications?
A mentor can help you learn how to get connected
to the information and people who can help you.
A mentor can also be a great source of ideas for
your professional development and growth.

Ask yourself these questions:
l Is there someone in upper management you

can approach to help you?
l Will your boss be able to provide mentoring

support?
l Are there people with strong political power

who can offer you assistance?

5. Build Your Reputation:
Ultimately, the way to get ahead is to get noticed.
You want people to see your competence,
leadership abilities, communication skills,
technical knowledge, and any other competencies
that are typical of people at the top.
Develop your skills and network with people so
that your name becomes associated with top
management potential. To do this, you need to
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build a reputation as the kind of person who fits
the description of top management. Visibility is
very important. Remember, while you can see
up, those at the top can see down. Make sure
that what they see is you.
Follow these guidelines:
l Seek high-profile projects.
l Speak up and contribute in meetings.
l Share ideas with peers as well as people in

higher positions.
l Identify places where your reputation is not

what you want it to be, and develop plans to
change them.

6. Know Your Rights:
Finally, watch for discriminatory behaviour.
Sometimes biases and stereotyping can cross the
line into discrimination. It's unfortunate for both
you and your organization when situations like
this occur.
Don't just accept frustration and failure. Know
that you're doing everything right, and arm
yourself with a good understanding of your rights
regarding official company policies and local laws.

Role of HR in empowering the women's
leadership:
HR professionals should take a proactive role to
identify whether the glass-ceiling phenomenon
is operating within their organization and should
lead the way to find solutions to overcome it.
Understanding the organization's culture, values
and norms is the first step. Change, however,
will only successfully occur with the commitment
of the organization's top management. Key to
organizational change is education-of
management, women and the overall workforce.
Finally, measurement is critical to map the path
for change and chart the results.

1. Examine the Organizational Culture:
l Review HR policies and practices to

determine if they are fair and inclusive (e.g.,
pay differences, hiring practices, history of
promotions to senior positions, affirmative
action plans).

l Examine the organization's informal culture:
look at subtle behaviors, traditions and
norms that may work against women.

l Through surveys and focus groups, discover
men's and women's perceptions about the

organization's culture, their career
expectations and what drives their intentions
to stay or leave.

l Identify the organization's best practices that
support women's advancement.

l  Map the strengths and weaknesses of
policies and programs.

2. Drive Change through Management
Commitment:

l Support top-management commitment to
talent management, including women in
senior positions.

l Ensure that diversity (including women in
senior positions) is a key business
measurement for success that is
communicated to all employees by top
management.

l Require line management accountability for
advancement of women by incorporating it
in performance goals.

l Train line managers to raise awareness and
understand barriers to women's
advancement.

3. Foster Inclusion:
l Establish and lead a change-management

diversity program for managers and
employees.

l Affirm diversity inclusion in all employment
brand communications.

l  Develop a list of women for succession
planning.

l Develop and implement retention programs
for women.

4. Educate and Support Women in Career
Development:

l Emphasize the importance of women
acquiring line management experience.

l Encourage mentoring via informal and
formal programs.

l Acknowledge successful senior-level women
as role models.

l Support the development and utilization of
women's networks inside and outside the
organization.

l Create and implement leadership
development programs for women, including
international assignments, if applicable.
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5. Measure for Change:
l Monitor the impact of recruiting strategies

designed to attract women to senior levels of
the organization.

l  Track women's advancement in the
organization (hiring, job rotation, transfers,
international assignments, promotions)

l Determine who gets access to leadership and
management training and development
opportunities.

l Evaluate differences between salary of men
and women at parallel levels within the
organization.

l Measure women's turnover against men's.
Explore reasons why women leave the
organization.

Women managers who broke the glass ceiling
in India
Women do not have proportionate representation
in companies, and yet they are better off than
women in other parts of the world when it comes
to top positions.
Eleven per cent of 240 large companies -- Indian-
owned as well as multinational, private as well
as state-owned -- have women CEOs, according
to a study carried out by executive search firm
EMA Partners. By contrast, only 3 per cent of
the Fortune 500 companies have women CEOs.
Still, most experts say women are under-
represented in corner offices across the world.
"Given that roughly about 50 per cent of our
population is female, that about 50 per cent of
staff is female in most markets, the gender is
hugely unrepresented in boards and at the CEO
level," said EMA Partners International chairman
James Douglas.

Chanda Kochar:
Chanda Kochhar is among the leading women in
India's financial services sector. She took over
as managing director and CEO of ICICI Bank from
May 1, 2009. According to Chanda Kochhar Head
of India's largest public sector bank with 10,000
plus employees  now a days companies are
considering merit and not be biased to any gender
and women should not expect to be treated
differently in any field

Indra Nooyi:
Indra Nooyi is the newly appointed CEO of
PepsiCo-the world's second-largest soft drink
maker. She joins the select band of women who
head Fortune 500 companies. Presently, there
are only 10 Fortune 500 companies that are run
by women, and Indra Nooyi is the 11th to break
into the top echelons of power. Prior to becoming
CEO, Indra Nooyi was President, Chief Financial
Officer and a member of the Board of Directors
of PepsiCo Inc.

Kiran Mazumdar-Shaw:
Eleven per cent of the Indian women CEOs are
in the media and another 11 per cent in
pharmaceuticals. Thus, Kiran Mazumdar-Shaw
is the chairman and managing director one of
the largest pharmaceutical company in India she
also reached in the lime light of corporate world
when she decided to fill majority of the vacancy
in the organization with womens.

Shikha Sharma:
Shikha Sharma heads Axis Bank.  Shikha
Sharma worked with the ICICI group for 28 years.
Sharma is credited for the bank's growth in
personal financial services.
"Amongst private and foreign banks, women
almost outnumber men. This has been helped
in no mean measure by women from ICICI Bank
who have joined other financial institutions in
recent times.

Rajshree Pathy:
Manufacturing has traditionally not attracted too
many women because of the nature of the
business and the location of factories in the
interiors. Thirty-five per cent of the women CEOs,
according to EMA Partners, are also promoters
of their companies. This includes Rajshree Pathy
who runs Rajshree Sugars & Chemicals and
Meher Pudumjee who is the chairperson of
Thermax.

Meera Sanyal:
Meera Sanyal was appointed as CEO of ABN
Amro Bank in December 2007. Sanyal was
working as corporate executive vice president and
head of services (Asia) of ABN Amro. She was
earlier the chief operating officer of the bank.
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Findings of the study
1. Women today share the workspace with men

in almost all functions and areas.
2. But women in top management positions are

still a rare species.
3. Globally, according to the Fortune 500

companies, less than 4% of the women are
in the upper most ranks of CEO and less
than 3% of the women are top corporate role
holders in India.

4. Gender is no longer believed to be a career
limiting factor

5. Internal support mechanisms like mentoring
and coaching are not tailored to women's
individual needs

6. Female executives believe that companies are
doing a better job than society in general to
promote equality

Suggestions:
l Diversity management programs should be

followed in organizations.
l Cross cultural training as well as Executive

Training Program should be planned.
l Right person should be appointed at right

position irrespective of stereotype effect.
l Skill Based Diversity Training should be

provided to women so that they can compete
within the organization.

l Awareness Based Diversity programs should
be provided so that workforce can
understand each other and work cordially.

l Managerial support should be provided as
per need.

l Recruitment process should be given a
thought.
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Conclusion:
Thus, taking into account all above mentioned
points, it is possible to conclude that nowadays
the glass ceiling syndrome is still a serious
problem. In fact, the position of women has not
changed or improved substantially. In stark
contrast, the life at the top is still white and male
and the arguments in favor of the existence of
equal opportunities for men and women seem to
be not very convincing. At least statistics perfectly
illustrates that women are not only
underrepresented at the top positions, but they
are also often discriminated and are not
considered to be potentially prospective workers.
As a result, the current leaders prefer to develop
men as future leaders instead of developing
women whose potential may be equal or even
higher than that of some men that occupy high
positions. Obviously, such a situation cannot
remain unchanged and the problem of the glass
ceiling still has to be solved in such a way that
women can get a real opportunity to fully realize
their potential and become leaders.
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Introduction
Understanding the risks involved in the
investments in stock market in India and the ways
in which these risks can be minimised through
the usage of Equity Derivatives. The various
techniques available for risk management using
Equity Derivatives and also ascertaining the
primary intention with which the investors trade
in these instruments. A derivative is a financial
instrument whose value is determined by the
underlying asset such as a stock, commodity etc.
The various types of derivatives available in India
include the futures, options, swaps etc. Besides,
they include index linked derivatives.

The purpose of the study is to apprise the various
risks involved in the capital markets and the way
these risks could be effectively minimised using
the equity derivatives. Also, the study seeks to
examine the basic purpose for which investors
usually trade in equity derivatives.

Significance of the study
The derivatives are understood to be the
instruments that help in hedging, transfer or
minimising of the risk to the investors. Many
studies have been previously conducted to study
how the companies use derivatives for their
benefits, especially the use of commodity
derivatives to minimise the risk from fluctuation
in material prices, use of currency derivatives to
hedge the foreign exchange risks. These
instruments are used not only by the corporate
but also by the retail investors. Even the retail
investors who wish to transfer their risk to the
ones', who are willing to take risk, may make use
of the derivatives, especially the equity derivatives.
Hence this research aims to study the ways in
which retail investors can use equity derivatives
for reducing risks involved in investing in equity
market. The study is an attempt to identify the
strategies of risk management which the retail
investors can use to minimise the risks associated
with stock market investments.

Abstract
In India, the significance of capital market as a contributor for the growth of the economy is increasing day by
day. The growth in global trade, technological advances and the market deregulations are the factors influencing
this development. With the increasing awareness about the capital markets, a large chunk of investors are entering
the markets to invest their funds and earn profits. But as a by-product of this market, there is market volatility
which is likely to cause the risk of loss to the investors. As a result there has been a corresponding increase in such
financial products which enable the investors to minimise or hedge the various risks associated with the capital
markets. Derivatives are the financial instruments which are widely used by the investors for this purpose. This
research aims to study the ways in which retail investors can use equity derivatives for reducing risks involved in
investing in equity market. The study is an attempt to identify the strategies of risk management which the retail
investors can use to minimise the risks associated with stock market investments.

Keywords : Equity DerivaEquity DerivaEquity DerivaEquity DerivaEquity Derivatives, Risk Management, Investives, Risk Management, Investives, Risk Management, Investives, Risk Management, Investives, Risk Management, Investment, Hedgingtment, Hedgingtment, Hedgingtment, Hedgingtment, Hedging
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The Objectives of the present study are:
(i) To make an overall study of the derivatives

market in the India, and more specifically
the trading of derivatives in a typical stock
broking firm;

(ii) To study the major risks involved in trading
securities in the capital markets, and to
examine the strategies involving the use of
equity derivatives being used to minimise
such risks;

(iii) To assess the extent to which investors use
strategies involving the use of equity
derivatives, and also to identify the primary
objective behind their use of equity
derivatives.

Methodology, Scope, Data Sources and
Analytical Tools
The duration of this study is limited to two
months, and is conducted at Motilal Oswal
Securities Ltd., Mangalore, Karnataka State,
India. The sample size has been 30.

Primary sources of data include, official records
available with the Dealers at Motilal Oswal
Securities Ltd, Mangalore. These sources also
include data collected from the customers of
Motilal Oswal, through the use of Questionnaire.
Secondary sources of data include various
authentic publications on finance, research
journals, and official websites relevant regulatory
authorities and government departments.

The data collected as above are analysed using
common statistical and mathematical tools. For
this popular statistical package named SPSS-17
(Statistical Package for Social Sciences) has been
used extensively.

Literature Review
Lokare, S.M. (2007) concludes that, by taking a
position in the derivatives market, a producer can
potentially offset losses in the spot market. This
argument of risk reduction through hedging rests
on the premise that the spot and future markets
move together so that losses in one market can
be made good through gains in other market.

David Walsh (1995) said that, hedging risk of any
sort using derivative securities has become an
important part of any financial manager's job. He
has discussed the strategies that can be used for

hedging the risks using derivatives like forwards,
futures, options and swaps.

In India 25-30 percent of the total trading
turnover of the derivative segment is contributed
by the retail investors. The maximum trading was
done in futures on individual shares. The study
found that the investors use these securities for
different purposes like risk management, profit
enhancement, speculation and arbitrage.
(Srivastava, S., Yadav, S. S. and Jain, P. K. Sept.
2008).

Data Analysis and Interpretation
The analysis of the data collected from various
sources and its interpretation are presented in
the following paragraphs, with a view to draw
meaningful conclusions from the analysis.

Table I shows the age group of respondents who
trade in the derivatives market. The diagram
shows that, highest number of respondents
(53.33 percent) belongs to the age group of 25-40
years and the minimum share comes from those
who are in the age group of below 25 years. The
reason for this could be the lack of practical
knowledge about derivatives or comparatively
lesser amount of investible funds in the hands of
these investors.

Table II reveals that nearly 80 percent of the
respondents fall within the income range of Rs. 2
Lakh to Rs. 6 lakh. As the derivatives have to be
traded as per the minimum quantity specified by
the exchange (lot size) and generally the minimum
contract size that has to be traded is Rs. 2 lakh,
the investor in derivatives must have sufficient
investible funds in hand, which is possible only
if he has sufficient income out of which he has to
set up investible corpus. Added to this factor, the
brokerage cost on the derivatives may seem to be
costlier for the investors with low income groups.

As per Table III, historically stock markets have
been one of the high return yielding investment
avenues. The BSE's SENSEX and the NSE's NIFTY
have given the returns as high as 24.5 percent
and 25.5 percent respectively in the year 2012.
This fact is reflected in the response of the
respondents where, 57 percent of them agreed that
the stock market is one of the high return yielding
investment avenues, and 20 percent of them
strongly agreed this fact. About 20 percent of the
respondents took a neutral stand on the question.
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It is a known fact that, to earn a high rate of
return the investor must take the risk. Therefore,
when stock market has been proved to be one of
the high return yielding investment avenues,
there has to be a risk factor in it. And this has
been proven by the survey results in Table IV in
which 20 out of the 30 respondents (66.7 percent)
have agreed to the fact that stock market
investments are risky and another 30 percent of
the respondents have strongly agreed to this fact.
So in total almost 97 percent of the respondents
have sensed this fact about the stock markets,
rest of them (3 percent) has taken a neutral stand
and not even single respondent has denied this
fact.

The main intention of this question is to find out
the different meanings of the word 'Risk' in the
stock markets as perceived by the investors.
Through the survey (Table V) it was evident that
around 47 percent of the respondents understand
risk as the loss due to market volatility. Hence,
majority of the respondents believe that, there
are high risk of loss in the stock markets when
the markets fluctuate wildly, which is nothing but
the systematic risk. Another 27 percent of the
investors perceive risk as the variability in the
rate of returns for which the reason might be any
factors affecting either the entire market or an
individual company. About 20 percent of the
investors have perceived it as similar to the
unsystematic risk i.e. attached to individual scrip.

Though the exchange traded derivatives are the
recent developments in Indian stock markets,
which were introduced about a decade ago, have
been well accepted by the investors, and this is
evident with the increasing trade volume in the
Indian derivative markets. Therefore an attempt
to find out the advantages, for which the exchange
traded derivatives have become popular, was
made through the survey. Hence it is evident from
Table VI that major advantage of derivative trading
is the opportunity to hedge risk (opted by 37
percent of the respondents). Similarly, availability
of leverage and opportunity to make profits
through speculation are the other advantages of
trading in derivatives (opted by 30 percent and
33 percent of the respondents respectively).

The main aim of introduction of derivatives in
Indian stock exchanges is perceived to be risk
minimisation. To find out the relevancy of this

perception, a question regarding this was asked
in the survey and it is evident from Table VII that,
53 percent of the respondents believe that
derivatives are useful for risk minimisation and
16.7 percent of them have strongly agreed to the
fact. A fair proportion of the respondents (16.7
percent) have taken a contrary position by saying
that derivatives are not much useful for hedging
risk. And about 14 percent of the respondents
have taken the neutral stand.

This question was intended to find out the type
of derivative which is widely traded by the
respondents. It is evident from the above chart
that, a majority of the respondents (86.7 percent)
trade in Equity Derivatives and only 13.3 percent
of the respondents trade in Commodity
derivatives. It is also evident from the survey
result Table VIII that none of the respondents
trade in currency derivatives and the reason for
this may be that, the retail investors do not prefer
to trade in currency derivatives as they are very
less exposed to foreign exchange risks and they
may also find it difficult to understand the way
in which the currency derivatives operate.

Table IX shows the data regarding the cross
comparison of two variables viz time period since
which the respondent had been investing in stock
markets and the other variable is whether they
are aware  of the risk minimising strategies using
equity derivatives. The above table shows that,
there are 10 respondents who has been investing
since more than a year but less than past 3 years,
and out of them only 3 (i.e, only 30 percent) are
aware of the risk minimising strategies. Whereas
under the category of respondents who have been
investing for more than past 3 years, there are
19 respondents among whom 14 (74 percent) are
aware of these strategies. Thus it can be proved
that longer the experience of investment in stock
markets, more will be the expertise and knowledge
the investor will receive.

There are many strategies available for the
investors to minimise the risk using equity
derivatives, but finding out the strategy that is
most widely used is a difficult task. The survey
made an attempt to find the answer and it is
evident from Table X that, investors use spreads,
strangle and futures arbitrage almost in a equal
manner and majority of the respondents (53
percent) have selected the option 'others' where
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they have specified the other strategies like
hedging using futures, selling single call/put etc.
10 out of the 16 respondents who have selected
the option 'others' have specified that, they do
not use any of the strategies.

Table XI shows that majority of the respondents
(53.3 percent) use equity derivatives for the
purpose of making more profits, and another 30
percent of the respondents use them for
speculation purpose. Though the major purpose
of introduction of equity derivatives was for risk
hedging, their importance and purpose has
evolved over the period of time. According to the
respondents, the reason for it is the large volume
of funds that is pumped into the derivatives
segment in India and high liquidity arising out of
it. When the markets are highly liquid, it gives an
opportunity for the investors to trade more and
make profits and there is enough scope for
speculation.

Table XII shows that the respondents have equally
(33.33 percent each) rated index futures and stock
options as the instruments that are more helpful
to hedge the risk. Similarly, 28 percent of the
respondents feel that the stock futures are the
best among other equity derivatives when it comes
to hedging the risk. A very less proportion of
respondents (6 percent) are of the view that the
index options can hedge the risks better.
Therefore it can be said that, futures (equity as
well as index) seems to have the upper-hand aver
the options, when it comes to hedging the risk.

The index derivatives have become popular among
the investors and this is evident from the volumes
with which the index futures and options are
traded on the exchange in India. What could be
the reason for this trend? Table XIII answers this
question. It is evident from the survey result that,
47 percent of the respondents are of the opinion
that the index derivatives are easier to predict
than the individual stocks. This is the main
advantage of the index derivatives. Another 40
percent of the respondents are of the view that,
index derivatives are very helpful to hedge the
risk. Around 7 percent of the respondents have
said that the index derivatives help to eliminate
unsystematic risk by providing diversification.

Price in stock markets is determined on the basis
of demand and supply and hence no individual
investor can influence the prices in the market.

Therefore an investor has to collect information
regarding various factors that affect demand and
supply. In this regard he has to do his own
research or he has to depend on others to predict
as to which stock is going to perform better and
is worth investing. Table XIV shows that, 20
percent of the respondents do their own research,
23 percent of them trade based on the call given
by their dealers and the mere 7 percent depend
on experts' opinion. But majority of the
respondents (50 percent)use all the previously
stated sources. This means that derivative traders
are usually very cautious and gain good
knowledge before taking any positions in the
derivatives segment.

Equity derivatives have a short life i.e, at any point
of time, an investor can get a derivatives contract
on any stock or index at-most for the period of 3
months after which they tend to expire and a new
contract is rolled out. Therefore it is very risky to
have open positions in derivatives, as they have
shorter life-span. Technical analysis is a
technique that uses several tools to determine
the right time to enter/exit into/from the market
and it is mainly used for predicting near term
market movements. Therefore, the use of
technical analysis might be considerably useful
for the traders of equity derivatives. Hence, it is
evident from Table XV that about 66.7 percent of
the respondents believe that the use of technical
analysis can help to succeed in the derivatives
market to a great extent. About 33.3 percent of
the respondents do not see any link between the
use of technical and success in derivatives
market.

Table XVI shows that about 17 percent of the
respondents use Pattern Charts for the purpose
of predicting the market movements in the near
term. About 13 percent of the respondents use
triangular graphs and some 10 percent of them
use moving averages as the tools for timing the
market. But a majority of the respondents (60
percent) do not make use of any tools of technical
analysis. Though out of these 60 percent some of
them believe that technical's do help in trading
equity derivatives better, they do not use them
because of lack of proper knowledge about the
ways in which these tools can be used.

Though the derivatives are useful instruments for
hedging risk as well as to make good profits
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through speculation, there are a number of factors
which sometimes makes difficult for the investors
to trade in them. Table XVII shows that 43 percent
of the respondents found the limited tenure/
period of the derivatives as a constraint, whereas
23 percent of them found them to be highly risky,
and 20 percent of them said that these
instruments are quite difficult to understand.
Other problems found were, the system of daily
marking to market, high fluctuation in prices etc.

Table XVIII shows that majority of the
respondents (67) feel that trading in equity
derivatives is not safer than that of in spot market,
and there are reasons also for such a response
from them. The reasons are; investors are tend
to take on more positions than they actually
afford, high fluctuation on prices, huge sum of
money involved etc. But there are also fair
numbers of respondents (33 percent) who agree
with the statement that the equity derivatives are
safer than spot market trading because of
existence of high liquidity, risk hedging
opportunities etc.

Major Findings of the Study
l The investors believe that the equity

derivatives help to minimise the risks in stock
market investments

l The strategies of risk management using
equity derivatives have been found effective
which the investor can make use of to reduce
the risks in stock market investments.

l The investors were found to be making use of
these strategies as they gain more and more
experience in the stock markets. It was found
that, longer the duration since which the
person has been investing in stocks, greater
is the chances that he is aware of these
strategies and he uses them for his advantage.

l The investors consider availability of high
leverage, risk hedging, and scope for
speculation is the main advantage of trading
in derivatives.

l Equity derivatives were found to be the most
widely traded instruments in the derivatives
segment in India.

l The investors use the equity derivatives more
for the purpose of profit making and
speculation than for risk hedging.

l Index futures and stock options were found
to be the most useful risk hedging
instruments for the investors.

l It was found that, investors were found to
make their own research, consider dealers'
call and expert advice before taking any
positions in the derivatives segment.

l The investors believed that the use of
technical analysis can help to succeed in the
derivatives market but most of them did not
use it because of the complexity involved in
such tools.

l It was found out through the survey that the
most of the investors (67 percent) feel trading
in equity derivatives riskier to trading in stock
markets.

Recommendations
Based on the findings of the study as above, the
following recommendations can be made:

l Though the strategies help minimise the risks
it is recommended that the investors keep a
watch on their investments so that the losses
could be further reduced.

l The use of technical analysis to predict the
movement of the scrip or index in the near
term can be done before formulating the
strategies.

l Specific strategy should be used with a
purpose instead of investing haphazardly in
equity derivatives.

l Excessive speculation using derivatives
should be avoided, as they can make the
investors more prone to risk of loss as the
derivatives market is highly volatile.

Conclusion
Hence, after studying the role of equity derivatives
in providing opportunities for the investors to
minimise the risk of loss in the stock markets, it
can be concluded that, the proper use of these
instruments with specific objectives can serve the
purpose to a considerable extent. Indian stock
markets are driven by high liquidity and the
turnover in the equity derivatives segment are 10
to 11 times when compared to the turnover in
the cash market segment. And more importantly,
client trading in the equity derivatives segment
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constitutes a considerable quantum of the total
turnover. Given these facts, the equity derivatives
can be considered to be the innovative gifts of
the developed markets which help the investors
to not only hedge the risk to those who are willing
to take it, but also to make handsome profits
through speculation. As these useful instruments
(equity derivatives) are recent developments in the
Indian stock exchanges which were introduced
just a decade ago, they have become successful
in gaining the confidence of the investors over
the years. More and more informed investors are
entering into this segment to enjoy the high
liquidity in this segment and also add-on to the
existing liquidity. Therefore, after the study it can
be rightfully said that, when more people are
educated and made aware of these useful
instruments and other useful techniques in stock
markets like technical and fundamental analysis,
the Indian stock markets can see flourishing times
by providing people with an efficient investment
avenue where they can invest and earn favourable
returns to immunize the impact of rising inflation
in India.

Table VIII: Type of derivatives traded by the respondents
Particulars Frequency % Valid % Cumulative%

Equity Derivatives 26 86.7 86.7 86.7

Commodity Derivatives 4 13.3 13.3 100.0

(Source: Survey data) Total 30 100.0 100.0

Annexure
Table I : Age group of the respondents
Particulars Frequency % Valid % Cumulative%

below 25 years 3 10.0 10.0 10.0

25 to 40 years 16 53.3 53.3 63.3

40 to 55 years 7 23.3 23.3 86.7

above 55 years 4 13.3 13.3 100.0

(Source: Survey data) Total 30 100.0 100.0

Table III: Ability of the stock markets to provide good returns: 'They
give highest return'
Particulars Frequency % Valid % Cumulative%

Strongly agree 6 20.0 20.0 20.0

Agree 17 56.7 56.7 76.7

Disagree neither agree nor 1 3.3 3.3 80.0

disagree 6 20.0 20.0 100.0

(Source: Survey data) Total 30 100.0 100.0

Table II: Income level of the respondents
Particulars Frequency % Valid % Cumulative%

below Rupees 2 lakh 4 13.3 13.3 13.3

rupees 2 lakh to 4 lakh 10 33.3 33.3 46.7

rupees 4 lakh to 6 lakh 14 46.7 46.7 93.3

above rupees 6 lakh 2 6.7 6.7 100.0

(Source: Survey data) Total 30 100.0 100.0

Table IV: Ability of the stock markets to provide good returns - 'Stock
Market Investment is Risky'

Particulars Frequency % Valid % Cumulative%

Strongly agree 9 30.0 30.0 30.0

Agree 20 66.7 66.7 96.7

neither agree nor disagree 1 3.3 3.3 100.0

(Source: Survey data) Total 30 100.0 100.0

Table V: Perception about 'The Risk' in stock markets:

Particulars Frequency % Valid % Cumulative%

Loss due to Volatility in

the Stock Prices 6 20.0 20.0 20.0

Loss due to Market Volatility 14 46.7 46.7 66.7

Variability in Rate of Returns 8 26.7 26.7 93.3

Others 2 6.7 6.7 100.0

(Source: Survey data) Total 30 100.0 100.0

Table VI: Advantages of trading in derivatives

Particulars Frequency % Valid % Cumulative%

Availability of Leverage 9 30.0 30.0 30.0

Risk Hedging 11 36.7 36.7 66.7

Scope for Profits through

Speculation 10 33.3 33.3 100.0

(Source: Survey data) Total 30 100.0 100.0

Table VII: Derivatives help to minimise risk:
Particulars Frequency % Valid % Cumulative%

Strongly agree 5 16.7 16.7 16.7

Agree 16 53.3 53.3 70.0

Disagree 5 16.7 16.7 86.7

Neither agree nor disagree 4 13.3 13.3 100.0

(Source: Survey data) Total 30 100.0 100.0

Particulars

Duration of investment in Stock Markets

less than
past 6
months

more than
6 months
but less
than a
year

more
than a

year but
less than
3 years

more than
past 3
years

Table IX: The experience in stock markets can provide expertise to an
investor

Count Count Count Count

0 0 7 5

1 0 3 14

Respondent's
awareness about
the risk
minimising
strategies using
equity derivatives

No

Yes

(Source: Survey data)
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Table X Strategies used by the respondents

Particulars Frequency % Valid % Cumulative%

Bull/bear Spread 5 16.7 16.7 16.7

Strangle 4 13.3 13.3 30.0

Arbitrage using futures 5 16.7 16.7 46.7

Others 16 53.3 53.3 100.0

Total 30 100.0 100.0

(Source: Survey data)

Table XIV: Source of Information for the traders in Equity Derivatives:

Particulars Frequency % Valid % Cumulative%

Own research 7 23.3 23.3 23.3

Opinion of dealers 6 20.0 20.0 43.3

Experts' opinion 2 6.7 6.7 50.0

All the above 15 50.0 50.0 100.0

Total 30 100.0 100.0

(Source: Survey data)

Table XV: The use of technical analysis helps to succeed in Derivatives
market
Particulars Frequency % Valid % Cumulative%

No 10 33.3 33.3 33.3

Yes 20 66.7 66.7 100.0

Total 30 100.0 100.0

(Source: Survey data)

Table XVI: The technical analysis tools used by the respondents

Particulars Frequency % Valid % Cumulative%

Triangular Graphs 4 13.3 13.3 13.3

Head & shoulder Patterns 5 16.7 16.7 30.0

Moving Averages 3 10.0 10.0 40.0

Not using technical 18 60.0 60.0 100.0

Total 30 100.0 100.0

(Source: Survey data)

Table XVII: Difficulty faced in derivatives trading:
Particulars Frequency % Valid % Cumulative%

Difficult to Understand 6 20.0 20.0 20.0

High Risk 7 23.3 23.3 43.3

Limited Tenure 13 43.3 43.3 86.7

Others 4 13.3 13.3 100.0

Total 30 100.0 100.0

(Source: Survey data)

Table XVIII: Trading in equity derivatives is safer than trading in spot
market
Particulars Frequency % Valid % Cumulative%

No 20 66.7 66.7 66.7

Yes 10 33.3 33.3 100.0

Total 30 100.0 100.0

(Source: Survey data)

Table XIII: Uses of index derivatives

Particulars Frequency % Valid % Cumulative%

Provide Diversification 2 6.7 6.7 6.7

Ease of Prediction of Market

Movements 14 46.7 46.7 53.3

Risk Hedging 12 40.0 40.0 93.3

Others 2 6.7 6.7 100.0

Total 30 100.0 100.0

(Source: Survey data)

Table XII: The most useful risk hedging instrument among Equity
Derivatives

Particulars Frequency % Valid % Cumulative%

Stock Futures 8 26.7 26.7 26.7

Index Futures 10 33.3 33.3 60.0

Stock Options 10 33.3 33.3 93.3

Index Options 2 6.7 6.7 100.0

Total 30 100.0 100.0

 (Source: Survey data)

Table XI: Main objective of trading in Equity Derivatives

Particulars Frequency % Valid % Cumulative%

Profit Making 16 53.3 53.3 53.3

speculation 9 30.0 30.0 83.3

Hedging 5 16.7 16.7 100.0

Total 30 100.0 100.0

(Source: Survey data)
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Introduction
India is a country with full of opportunities for
the people of all talents. People are interested to
start up new things, achieve something unique,
hence they think of starting emerging enterprises.
Starting an enterprise newly needs stronger
ideas, stable mental set up, innovative thinking,
leadership communication, & core competencies.
Micro small & Medium Enterprises started in
India from 2006 onwards with an intention of
providing self-employment opportunities to lakhs
of interested entrepreneurs & to make better
utilization of their enterprising leadership talents
across the nation. Enterprisingleadership today
can substantially. Contributions of leaders
running their own enterprises are as follows
l Job creation for the talented pool in the

society

l Better utilization of optimal societal
resources

l Direct & Indirect contributor of revenue to
the government

l Societal benefits to the society through
generous contributions for a sponsor able
event
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In emerging economies like India starting an enterprise demands strong enterprising ability. Any persons or enterprises
for that matter should come out with brighter ideas with sound leadership qualities & skills that bring continuous
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MSME's contribution to our society in general &
to our country in particular as of present includes
the following
l Employment generation & Job creation to

the societal professional & unprofessional
Youths.

l Resources are extracted in optimal manner
from time to time, collected by small
enterprises as inputs & supply the same to
medium & large enterprises for the
production of semi-finished & finished
outputs.

l Substantially contribute to push up our
export positions from time to time.

l Revenue contribution to our government in
the form of Direct & Indirect Taxes.

l MSME's help in improving the position of
economic growth.

Present trends observed from Indian context
for MSME's:

. MSME's are in the stronger verge of
expansion, continuous improvement
through the development of better ideas etc.

. Rural MSME's are very much emphasized &
are performing better by providing consistent
results.
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. Existences of Women run enterprises in both
Manufacturing & services sector.

. Attractive schemes for both financing
&meeting the requirements for starting new
enterprises.

. Collateral free loans for financial schemes
for borrowings up to rupees 10 Lakhs.

. Schemes for Expansion & diversification of
Economic activities

Leadership Qualities expected from
entrepreneurs running MSME's:
Major qualities expected from creative
entrepreneurs are the following, this may differing
from enterprise to enterprise
l Always give credit- Those who are the part

of the team deserves credit for the good work
completed by them from time to time & also
for the consistent tireless efforts.  A potential
talent has to be identified & recognised.

l Show the path\ direction- Suppose if a team
member has lost track or got demoralized
due to worst situations faced, the foremost
duty of the leader is to correct them on time
by showing right directions.

l Prepared to take risk- A situation may come
across having both favourable &
unfavourable situations suppose if , by
facing unfavourable situations a substantial
gain is expected, then entrepreneur should
not hesitate to accept such challenges &
convert the same into opportunities.
Entrepreneurs should be prepared to take
calculated risks.

l Better communication- Communication
should be sound enough & be capable
enough to give instant results.
Communication should be inclusive of the
following. Don't hide bad news, speak the
truth,never overpromise, Do what you say
you do. Effective communication includes
the following,Strong Vision, Better Message
& huge expectation.

l Support team completely- At any point of
time give complete support to team & its
members. Motivate them so that they gain
confidence & perform better. Team can bring
amazing results if whole hearted support as
given on time.

l Honour your commitments- Any
commitments given should be honoured on
time without fail. Team expects a lot from
leader hence commitments given in any form
should be taken very seriously.

l Learn from others- An entrepreneur learns
many things from his daily experiences.
Sometimes the result is success & sometimes
it is a bitter failure. Everyone in this earth is
superior in one or the other qualities & we
learn many things from almost all the people
whom we come across in our dealings.
Starting from the smaller till Top
Management level learning is continuous.
Learning is by observation, Knowledge & own
experience with others.

The above mentioned are the most important
noteworthy qualities observed in entrepreneurs
having high leadership qualities.

Objectives of study:
The study is undertaken to full fill the following

objectives, these are as mentioned below
b To assess & evaluate Leadership qualities of

selected entrepreneurs.
b To study & understand entrepreneurs

leadership skills.
b To study & understand entrepreneurs

relationship with others in the society.
b To impart suitable suggestions for

improvement.
b To understand leadership styles of selected

entrepreneurs.

Methodology:
The study is conducted covering 5 districts of
Dakshina Kannada(Sullia, Puttur, Buntwal,
Mangalore & Belthangady) respectively. This
study is basically a source study that tries to
understand from the responses given by the
selected established dynamic entrepreneurs the
required leadership qualities. Entrepreneurs
covered in the study basically run the following
businesses:
g Cashew Industry
g Rice Mills
g Coconut oil mills
g Bottling & soft drink plants
g Home Industry & Condiments
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g Candle Manufacturing
g Outdoor Caterers
g Dairy
g Poultry & Hatcheries

Scope & Significance of study:
Study helps in understanding leadership skills
of selected entrepreneurs which helps them in
successful management of their enterprise. Our
younger generation requires strong extensive
training on leadership qualities that is extremely
helpful in facing any kind of situations. The study
is also useful in developing trained young
entrepreneurs, who can be a source of secondary
line for existing business& future entrepreneurs
for upcoming business. Business enterprises in
future can also be continued using same or
perhaps better by conducting higher researches
by taking larger geography & higher sample size.

Data collection plan:
Data for the study is collected from two major
sources; these are primary & secondary sources.
Primary data is collected by Questionnaire,
observation & Interview methods & secondary
data is collected from books, Journals,
Newspapers & related websites. Collected data
is further analysed using suitable tools &
techniques & the major findings of the study is
given followed by suitable suggestions for
improvement. The study is thereby concluded.

Sampling Plan:
The type of sampling selected for conducting this
study is convenient sampling by selecting
experienced well established entrepreneurs of the
district for collecting responses. Sampling area
for the study represents entire Dakshina
Kannada district covering 5 major taluks& the
size of the sample is restricted to 50
entrepreneurs which includes 20 from
Mangalore,15 from Puttur,5 from Sullia, 5 from
Belthangady& 5 from Buntwal.
Limitations observed in the study are as
follows:
(1) The study is conducted at D K District 0f

Karnataka only & others are excluded in the
study.

(2) Time spent for conducting the study is one
month only, this shows time limitations.

(3) Limited companies couldn't be covered as

they are very less in number in the study
area & they have internal restrictions which
strongly refrain them from sharing
information outside.

(4) There may be biases in the responses given
by the entrepreneurs but it is tried to the
level best to minimize the bias responses.

(5) Only selected 50 Entrepreneurs are
considered for the study.

Major findings of the study include the
following:

(1) 44% of Entrepreneurs of the study area are
represented in the age group of 31-40 years
category.

(2) 42% of the Entrepreneurs are having more
than 5 years of business experience.

(3) As per the study conducted it is found that
14% of the respondents run outdoor catering
business,6% run Dairy, 12% run
poultry,16% run Rice mills12% run Cashew
Industry,17% run bakery unit, 7% run
Furniture marts & saw mills, 17% run
Beauty Parlour & fitness clubs respectively.

(4) 70% of the entities run proprietorship
business & 30% are partnership concerns.

(5) 84% of the entrepreneurs surveyed are male
& 16% of the entrepreneurs are females.

(6) 82% of the entrepreneurs have timely
reporting practises to the Government
through their respective Auditors.

(7) 76% of the entrepreneurs are taking
calculated risks; also maintain good
relationship with both their internal &
external environments.

(8) 86% of the entrepreneurs have maintained
their Credibility, Commitments on time,
Trustworthiness, Name, Fame & Reputation
in the respective society, but this is subject
to exceptions.

(9) 72% of the entrepreneurs have command over
their external environment due to their high
influencing & convincing communication.

(10) 70% of the entrepreneurs have better
bargaining & negotiating power & they
exhibit appropriate market leadership by
strongly using their financial stability &
strong purchasing power.
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Major suggestions included in the study:
It is considered appropriate to include following

suggestions in the study, these are as follows
(1) From the feedback obtained from the external

environment, it was made clear that few of
the entrepreneurs in the name of leadership
try to dominate others (Small Entrepreneurs)
in the market. This may desperately affect
them in the long run moreover it is not the
symbol of good sign.

(2) Online Markets have come & are presently
in buying practises, this may a very close
substitute which cannot be ignored at any
cost.

(3) Some of the entrepreneurs ignore customer
complaints; this should not be ignored &
overlooked.

(4) Equal benefits should be provided to all
employees of entrepreneurs, else it may pave
the way for organisation politics, Favouritism,
etc.

Conclusion
The Study undertaken is the strong base to
understand & evaluate entrepreneurial
leadership skills. Most of the entrepreneurs are
good enough to manage their complete
enterprises, but enterprises today have to watch
present & future market trends. If the present &
the future upcoming trends do not support, a
time may sooner come that leadership may no
longer sustain or someone else may confiscate
the leadership position from present experienced
entrepreneurs.
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Introduction
The growing impact of women in the workforce
has kept the leadership style of women on the
research agenda. There are certain reviews on
some of the current thinking on women and
leadership, drawing on general and educational
management literature. Particular attention is
paid to management in education because of: the
continued pressure on the higher educational
sector generally to be publicly accountable that
indicates a specific need for effective leadership;
the fact that at the school level, leadership is a
central theme in the literature on organizational
improvement and educational reform; and
education is a field numerically dominated by
women, yet despite some evidence of a growing
willingness of women to take up leadership
positions in the field, educational leadership is
still a male preserve.
With regard to politics, according to the World
Economic Forum's Gender Gap Index (2014),
India ranks 15th
out of 142 countries in regards to women's
political empowerment. In the world's largest
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Abstract
The growing impact of women in the workforce has kept the leadership style of women on the research agenda.
There are certain reviews on some of the current thinking on women and leadership, drawing on general and
educational management literature. Particular attention is paid to management in education because of the continued
pressure on the higher educational sector generally to be publicly accountable that indicates a specific need for
effective leadership; the fact that at the school level, leadership is a central theme in the literature on organizational
improvement and educational reform; and education is a field numerically dominated by women, yet despite some
evidence of a growing willingness of women to take up leadership positions in the field, educational leadership is
noted with the help of objectives undertaken for the study. The main objectives are to review leadership in the
education sector, to analyze the effective leadership among graduate students. To frame a model on how UG
female council members are effective.
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democracy, women still hold a mere 11.9% of
seats in India's Parliament.  Yet at the same time,
the struggle to enact the Women's Reservation
Bill, which would allot 33% of seats in state
legislatures and parliament for women,
continues. As of today, the passage of this bill is
close to becoming a reality. Although women
politicians will continue to face different barriers
and certain disadvantages before and after taking
political office, it is imperative that they are able
to receive sufficient training and knowledge with
which to prepare them for greater political
involvement. The India-Women in Leadership (i-
WIL) programme provides women with the
knowledge, skills and tools essential for becoming
a leader in India's shifting political landscape.

Objectives
1. To review leadership in the education
sector
2. To analyze the effective leadership among
graduate students.
3. To frame a model on how UG female
council members are effective.
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Methodology
The methodology adopted in this paper is both
Primary and Secondary data. Using the
appropriate tools the collected information has
been analyzed.

Results and discussions
Good leadership is critical to a successful school.
Success comes from aiming high with the clear
vision, ethos and communication that good
leadership brings. We will act to support high
quality school leadership and inspired, ambitious
school communities. Educational leadership has
a critical role in the transformation of society, and
for change to happen, effective leaders are key.
Along with the widespread belief that the quality
of leadership makes a significant difference to
school and student outcomes, there is also
increasing recognition that effective school leaders
and managers have to be developed if they are to
provide the best possible education for their
learners.

Review of literature
Vanita Patwardhan's study on Personality of
Indian Women Leaders aims at exploring
personality of Indian women leaders. Sample of
90 Indian women leaders was selected following
specific criteria, who are leading in fields, namely,
administration, education, industry, performing
arts and sports, politics, sciences and social work.
The instruments used are, California Personality
Inventory (CPI), Social Intelligence (SI) Tests,
Leadership Checklist (LPC), and a brief interview.
The conclusions of the study are, (A) the
personality profile of Indian women leaders
exhibits moderate level of the traits. However, the
women leaders are a little high on Dominance
and Good Impression. It denotes that they are
confident, assertive, dominant, task-oriented and
want to make a good impression They are low on
Flexibility and Social Presence, which suggests
that they are less changeable, like a steady and
well-organized life and are somewhat rigid. At
times they are cautious and hesitant to assert
own views or opinions. They are not sharp-
tongued. 90% of Indian womenleaders have an
external or outward interpersonal orientation, and
acceptance of conventional social values. (B)
Similar personality pattern is observed along the
7 leadership fields. (C) The two urban- rural

comparisons - Pune and Cuttack - indicate similar
personality profiles of Indian urban and rural
women leaders. This study leads to many avenues
and stresses the need of leadership training for
Indian Women.

With this analysis it's noteworthy to note that the
female leaders can be very effective to deliver their
role in the development of education sector and
pump the administration effectively.

Leadership in Educational Sector
l Diverse leadership plays an important

symbolic role in shaping the aspirations of
young people. Failure to provide positive role
models can lead to social exclusion, which
carries with it very high social and economic
costs.

l Under the right conditions a more diverse
leadership has the potential to raise the
performance of the sector to the benefit of
learners, staff and the business community.

l Visible minority school leaders can be strong
role models to visible minority students and
can help promote minority students'
academic success, which in turn is essential
to economic and social development.

l Visible minority teachers and administrators
also have the capacity to promote stronger
relationships with visible minority students
and communities. In part, this is a
consequence of "Cultural synchronization"-
superior ability to read and understand
students' language, cognitive abilities,
worldviews and communication styles.

l Principals in high schools set the tone for
diversity practices. In general, white
principals are perceived as being less effective
in doing this than visible minority principals.
Visible minorities are better positioned to
deliver culturally responsive pedagogy and to
help prepare students to succeed in a world
that tends to marginalize them. Unlike the
US, research shows that in Canada six of the
highest achieving groups at the post.

How Effective Is Leadership in Education
Sector
Power and title does not a leader make.  By having
the power as 'supervisor' or boss does not
automatically place you on a pedestal as a leader.
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Leaders motivate their followers to set high,
attainable standards that result in successful
product outcomes.  In education we have higher
roles within school districts that require people
with leadership skills.  These roles must be filled
with competent, confident people that understand
true effectiveness of being a leader, not just a
warm body filling a supervisory position. A view
that leadership is about personal attributes and
therefore about a single person playing a
leadership role into which is built notions of
competition and power does not sit easily with
the collaborative approaches upon which early
childhood practice is predicated. Early years prior-
to-school services are often non-hierarchical and
most employees are women. This fairly flat
structure means that distributive leadership
models tend to be preferred in early childhood
settings, this can only be done through 'visionary
leadership'.
Leadership in early years services very often
(though not exclusively) resides in female heads
of centre. The gender of leadership may be a way
in which leadership in early childhood is set apart
from other sectors of education. Women have
problems identifying the concept and need for
leadership: they may lack understanding of what
leadership may mean in an early childhood
service.
In the Effective Leadership in the Early Years
Study, highlights the effective leadership practices
identified in the settings that took part in the study:

l Identifying and articulating a collective vision

l Ensuring shared understandings, meanings
and goals

l Effective communication

l Encouraging reflection

l Commitment to ongoing, professional
development

l Monitoring and assessing practice

l Distributed leadership

l Building a learning community and team
culture

l Encouraging and facilitating parent and
community partnerships

l Leading and managing: striking the balance

By this its noteworthy that how effective is
leadership among the women and it has lead to
the influx of confidence and it lead to over all
development.

The major findings of the research paper

Table 1:  Showing the composition of the student
council

SI. no Gender No. of students (in %)

1. Male 40%

2. Female 60%

Total no. of students: 100%

Source: Primary data

Table 2:  Indicators of effective leadership
amongst student council members of St.Aloysius
College ( Autonomous) Mangalore

 [Males out of 40% and females out of 60%]

SI.no Indicators Gender Per centage (%)

1. Confident decision making M 40%

F 10%

2. Listening skills M 30%

F 50%

3. Mature leadership M 10%

F 40%

4. Accepting responsibility M 20%

F 60%

5. Motivation skills M 20%

F 40%

6. Communication skills M 20%

F 40%

7. Good relationship with M 20%

teachers and peers F 40%

8. Can accept failure M 40%

F 40%

9. Group accomplishments M 0%

F 40%

10. Ready to solve complex M 30%

 problems F 20%

Source: Primary data
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Findings from the study
1. All 60% of women leaders have previously

served as representatives. However only 30%
of men out of 40% have served as a
representative before.

2. Out of the 100% :
40% -believe women are more effective.

10% -believe men are more effective.

50% -believe that both men and women are
effective and that it depends on the situation.

3. 90% -have democratic form/style of
leadership.

10% -have autocratic form/style of
leadership.

Conclusion :  An array of leadership style which
has both masculine and feminine characteristics
is required for an effective management. This
study will be a supportive resource to any reader
interested in identifying the women's leadership
qualities to manage the educational sector and
in finding out the ways to remove the barriers of
women's entry into managerial positions.
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1.0  Introduction
Women entrepreneurs engaged in business due
to different push and pull factors which
encourage women to have an independent
occupation and stands on their own legs. For
example, move towards independent decision
making on their life and career is the motivational
factor behind this urge.
In other words, women entrepreneurs are persons
who accept challenging roles to meet their
personal needs and become economically
independent. Besides, a strong desire to do
something positive is an inbuilt quality of
entrepreneurial women, who is capable of
contributing values in both family and social life.
The challenges and opportunities provided to the
women of this digital and dynamic era are growing
rapidly that the job seekers are turning in to job
creators. On the other hand, many women start
a business due to some traumatic events, such
as divorce, death of bread earner, sudden fall in
family income, permanent inadequacy in the
income of the family etc. This certainly focuses
on the issue of LEADERSHIP, which can be
defined as one's ability to get others to willingly
follow. Every organization needs leaders at every
level. Some of the important leadership traits/
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Entrepreneurship Development among women is important for the development, growth and equity. The recent
advances in technology and modern world demand the effective leadership and initiations from the educated women
and dynamic women entrepreneurs, who really contributing to the economic growth of the nation. In this regard,
this paper attempts to focus on Entrepreneurial skills and its application by women entrepreneurs. The focus will
be on fields which are dear to women such as beauty parlouring, tailoring, coaching etc. Moreover, the role played
by the successful women entrepreneurs in light of their contribution to the development of economic growth and
social living in Dakshina Kannada district will form part of our case study. The challenge would be to enumerate
the list of factors associated with leadership effectiveness.
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leadership qualities include Honesty, Forward-
Looking, Competent, Inspiring, Intelligent etc,
need to be tested in order to understand
leadership effectiveness.

2.0 Objectives
l To study about leadership traits in

connection with women entrepreneurship.
l To highlight the problems of women

entrepreneurs.
l To provide suggestions to tackle some of the

problems of women entrepreneurs.

3.0 Methodology
The present study has covered Mangalore city of
Dakshina Kannada District of State of Karnataka.
For the Study, the researchers have selected 20
women entrepreneurs and extensively studied
their problems and challenges. The primary data
has been collected through a structured
questionnaire, by interviewing women
entrepreneurs. Besides, collection and analysis
of primary data, secondary data have been
compiled, analyzed and reviewed accordingly. The
sources of secondary data include websites,
books, journals etc.
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4.0 Data Analysis and Interpretation
4.1 General profile of the respondents

Particulars No of respondents Percentage

Marital status

Married 20 100

Single -- --

Total 20 100

Educational qualification
SSLC 4 20

PUC 10 50

Degree 6 30

Total 20 100

Source: Survey Data

The above table shows that the respondents as
entrepreneurs were all married and surprisingly
50% of the respondents holding PUC degree. This
trend would be positive for analysis and
understanding the concept of leadership
effectiveness.

4.2 Survey Analysis
4.2.1 Encouragement Factor: The encouragement
factor to start a business plays a crucial role to
make a scope for the emergence of a leader and
his/ her leadership.  This is highlighted below:
Table-1 Encouragement to start a business

Particulars No of respondents Percentage

Friends -- --

Family 20 100%

Others -- --

Total 20 100%

Source: Survey Data

Chart 1: Encouragement

Source: Survey Data

As per the above Table & Chart, all the 20
respondents got the encouragement from their
family to start a enterprise which signifies the
confidence in women leadership.
4.2.2. Types of Business Factors: There are
innumerable sectors where business can be
started and the respondents showed diversified
strategies signifying their leadership qualities.
Though small enterprises but very powerful if one
looks at the initiative taken to start an enterprise
is concerned. The following Table and chart shows
the data:

Table-2 Different Types of Businesses.

Particulars No of respondents Percentage

Beauty parlour 8 40

Tailoring 7 35

Home products 5 20

Others -- -

Total 20 100

Source: Survey Data

Chart-2 Different types of businesses

The above chart shows that 40% of the
respondents are running beauty parlour, 35% of
the respondents are running tailoring shops and
25% of the respondents are involved in home
product business. Whatever is the size and
popularity of the sector, the respondents have
taken a good stand in venturing into such type
of business. This shows the concept of  leadership
and its effectiveness.

4.2.3. Employment Generated
Table-3 Number of People Employed

Particulars No of respondents Percentage

1-5 20 100

5-10 -- --

Above 10 -- --

Total 20 100

Source: Survey Data

Source: Survey Data
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Chart-3: Number of People Employed

Source: Survey Data
The above Table and Chart shows that, more or
less 5 employees are employed in each of the
enterprises, which shows a very encouraging
trend of providing employment to the
unemployed.  This signifies the effectiveness of
leadership.

4.2.4. Sources of fund
The most important factor which make or mar
the success is the effective utilization of funds
available. Following table shows different types
of finance available to any entrepreneur:

Table-4 : Source of fund

Particulars No of respondents Percentage

Banks 3 15

SHG,s 7 35

Relatives 10 50

Others - --

Total 20 100

Source: Survey Data

Chart-4: Source of Fund

Source: Survey Data

As per the above table and chart, among the
respondents the most important sources of funds
are Banks, SHGs, Relatives and friends. 50% of
the respondents borrowed funds from their

relatives to start their business, 35% of the
respondents borrowed funds from SHG's and
remaining 15% of the respondents borrowed
funds from banks.

4.2.5. Experience in Business
The leadership effectiveness is the outcome of
the number of years of experience in the business

Table-5 Experience in Business
Particulars No of respondents Percentage

Less than 2 years 5 25

2-4 6 30

4-6 2 10

More than 6 7 35

Total 20 100

Source: Survey Data

Chart-5: Experience in Business

Source: Survey Data

As per this table and chart, 35% of the
respondents running their business from more
than 6 years, and only 10% of the respondents
are running their business from 4-6 years. More
the years of experience, higher will be the
effectiveness.

4.2.6. Income Generation:
The concept of "income" was first of its own among
these women entrepreneurs and has succeeded
in generating the same.

Table-6 Monthly income after starting a
business

Particulars No of respondents Percentage

Less than 5000 7 35

5000 to 10000 8 40

More than 10000 5 25

Total 20 100

Source: Survey Data



Journal of Management Studies and Academic Research

27

Chart 6: Monthly Income

Source: Survey Data

As per the table and chart, 40% of the
respondents having monthly income ranging from
5000 to 10000, 25% of the respondent's income
is more than 10000. The respondents to the
extent of 35% having income below Rs. 5000 are
also a good attempt in lieu of 'No Income'.
4.2.7. Types of Challenges: The women
entrepreneurs are the people who face lots of
challenges which need to be addressed. Following
are some of the challenges:

Table 7: Problems Faced by the Entrepreneurs

Particulars No of respondents %

Financial problems 8 40

Labour problems 5 25

Customer complaints -- --

Raw materials 7 35

Total 20 100

Source: Survey Data

Chart-7 : Problems Faced by the Entrepreneurs

Source: Survey Data

The above table and chart shows that 40% of the
respondents are having financial problems, 25%
of the respondents are having labour problems
and 35% of the respondents are having raw
material problem. Having faced so many
problems in the process of their establishment,

they still keeping hopes and continuing the
profession. This speaks about the leadership
stamina.

4.2.8. Contribution to the Family:
The women entrepreneurs have through their
leadership contributed to their respective families
in terms of creating wealth and other assets
essential for good living.

Table-8 :Contribution to the family
Particulars No of respondents Percentage

Yes 20 100

No -- --

Total 20 100

Source: Survey Data

Chart -8: Contribution to the family

Source:  Survey Data

As per the table and chart analysis, 100%
contribution towards families.
4.2.9. Inspiration to the People: One should
inspire others to take up the profession or
entrepreneurship by creating awareness about
the profession and ways and means to overcome
the challenges.

Table-9: Inspiration to other people
Particulars No of respondents Percentage

Yes 20 100

No -- --

Total 20 100

Source: Survey Data

Chart -9: Inspiration to other people

Source: Survey Data
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Analysis: 100% inspiration found among the
respondents and inspiring other women to stand
on their feet.

5.0 Suggestions
Based on the above analysis and interpretation,
following suggestions have been placed to bring
some positive changes among entrepreneurs:
l There should be a continuous attempt to

inspire, encourage, motivate and co-operate
women entrepreneurs.

l An awareness programme should be
conducted with the intention of creating
awareness among women about the various
areas to conduct business.

l Various training programmes should be
organized to develop professional
competencies such as managerial,
leadership, marketing and other skills.

l Women in business should be offered soft
loans and subsidies in order to encourage
into industrial activities.

l In the initial stages women entrepreneurs
may face problems, but they must believe
in themselves and should not give up in the
mid way.

l Making provisions of micro credit system &
enterprise credit system to the women
entrepreneurs at local level and also provide
easy installment schemes.

6.0 Conclusion
It can be said that today we, Indians, are in a
better position wherein women participation in
the field of entrepreneurship is increasing at a
considerable rate. We always viewed that a smart
women can pick up a job any day, but if she
becomes an entrepreneur she can provide a
livelihood to 10 more women at least. Highly
educated, technically sound and professionally
qualified women should be encouraged for
managing their own business, rather than
dependent on wage employment outlets. The
unexplored talents of young women can be
identified, trained and used for various types of
industries to increase the productivity.
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Introduction:
 The concept of leadership in recent times has
been drawing enormous attention and gaining
importance in the country wide. Leadership has
always been an issue of high interest to
accomplish any expected goals. A good leader is
the one who has vision and mission regarding
his task. Leaders emerge from very unlikely
situations and they often need skills and
encouragement to identify service opportunities.
So the development of a leader in every individual,
should start from ground level, that is during
school and college days. Institution role in
moulding the leadership skill among the students
is crucial. Because leaders are not born, they are
made. Each individual do have some sort of ability
to lead his team. But due to lack of opportunity,
he is not recognised as a leader. With the support
of the institution, students are made as leaders.
The urge should come from within oneself. This
paper attempts to study the leadership quality
among PG students.

Literature Review
Despite the fact that organizations are increasing
their investments in leadership development,
there is an emerging consensus that the supply
of leadership talent is insufficient to meet the
leadership needs of contemporary organizations.
According to a survey of 1,100 U.S.-based
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organizations, 56 per cent of employers report a
dearth of leadership talent, and 31 per cent of
organizations expect to have a shortage of leaders
that will impede performance in the next four
years (Adler & Mills, 2008). Likewise, a survey of
13,701 managers and HR professionals across
76 countries found that individuals' confidence
in their leaders declined by 25 per cent from
1999-2007, and that 37 per cent of respondents
believe those who hold leadership positions fail
to achieve their position's objectives (Howard &
Wellins, 2009). These data allude to an emerging
leadership talent crisis where the need and
demand for leadership surpass our ability to
develop effective leadership talent.

Posner and Rosenberger (1997) found that
student orientation advisors were more effective,
as perceived by advisees, when operating using
the five practices. Additionally, fraternity and
sorority leaders who self-rated as effective, more
likely engaged in the five practices than those
rating themselves as less effective (Adams & Keim,
2000; Posner & Brodsky, 1994). Other studies
exploring the five practices revealed significant
differences between the following: successful and
unsuccessful residence hall advisors (Levy 1995;
Posner & Brodsky, 1993); student government
leaders (Komives, 1994); effective and ineffective
athletic team captains (Grandzol, Perlis, &
Draina, 2010); and perceptions of leadership

Abstract:
Leadership is a social and mutual influence process where multiple actors engage in leading-following interactions
in service of accomplishing a collective goal. Young leaders are crucial for any developing country. Leaders are not
born, they are made. This paper attempts to analyse the leadership qualities among PG students in Mangalore city
and to know the institution role in building leadership quality among students. Statistical Analysis revealed that,
students are initiating to lead the group by their own interest. They should be motivated by the faculties. The
institution plays a major role in moulding and developing leadership quality among students.

Key Words: Leadership, Responsibility, InitiaLeadership, Responsibility, InitiaLeadership, Responsibility, InitiaLeadership, Responsibility, InitiaLeadership, Responsibility, Initiation,tion,tion,tion,tion,
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learning among undergraduate business
students (Allen, 2009). Consequently, the five
practices provide a strong underpinning for Rec
Sports professionals who desire to affect student
development. Though the value of leadership
training is recognized through myriad leadership
studies, a dearth of research has examined the
effects of leadership development in Rec Sports
student employees.

Mangalore City
The city of Mangalore is known as the education
hub. Since there are a lot of institutions in the
city, there is a healthy competition among
institutions to provide quality education. The
students are the real beneficiaries. The students
are themselves very enterprising and self
motivated. If the institution makes an attempt to
identify the talents and nourishes it, the city is
going to produce effective leaders for tomorrow.

Objectives of the study
l To analyse the made or born concept of

leadership.

l To study the leadership qualities of PG
students in the city of Mangalore.

l To evaluate the role of Educational
Institutions in inculcating and developing
leadership quality among students.

l To study the role of faculties in nourishing
the skills of the students.

Methodology
The study is based on primary data and
secondary data.

l Primary data: Primary data was collected from
administering structured questionnaire to 100
respondents. The respondents were selected
on convenient random sampling basis.

l Secondary Data: Secondary data was collected
from published sources.

The data was analysed using SPSS

Limitations:
Following are the limitations of the study.

l The area of study restricts only to Mangalore
city.

l The study is among only PG students.

Data Analysis and Interpretation
Table No. 1: Taking initiative in classroom
activities

Particulars Frequency % Valid % Cumulative%

Yes 38 38.0 38.0 38.0

No 19 19.0 19.0 57.0

Sometimes 43 43.0 100 100.0

Total 100 100.0 100.0

(Source: Survey data)

Interpretation:

The above table shows the information about the
initiatives taken by the college students in their
classroom activities. 38 % of the respondents are
the ones who take initiatives in the classroom
activities. 19 % of them are not ready to take up
initiatives and majority of the respondents(43%)
take initiatives when it is needed.

Table No. 2: Taking up responsibilities
assigned by faculty

Particulars Frequency % Valid % Cumulative%

Yes 88 88.0 88.0 88.0
No 00 00.0 00.0 88.0
Sometimes 12.0 12.0 12.0 100.0
Total 100 100.0 100.0
(Source: Survey data)

Interpretation :

88% of the students take up responsibilities
assigned by the faculties. 12% take it up only if
it is necessary, depending on the situation, type
of assignment and their capacity.

Table No. 3: Motivating the fellow mates to
participate in class room activities

Particulars Frequency % Valid % Cumulative%

Yes 96 96.0 96.0 96.0
No 00 00.0 00.0 96.0
Sometimes 04 04.0 04.0 100.0
Total 100 100.0 100.0
(Source: Survey data)

Interpretation:
From the above table it is analysed as 96% of the
students motivate their fellow mates to participate
in the activities whenever there is an opportunity.
4% of them do it depending on the situation.
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Table No. 4: Considering the Suggestions/
Advice of other fellow mates

Particulars Frequency % Valid % Cumulative%

Always ready to accept 33 33.0 33.0 33.0

Only when needed 67 67.0 67.0 100.0

Never 00 00.0 00.0 100.0

Total 100 100.0 100.0

(Source: Survey data)

Interpretation:
From the table it is found that 33% of the
students are always ready to accept the
suggestions/ advice of their fellow mates. 67%
of them accept the opinion only when needed.

Table No. 5: Opinion regarding role of
Institution in building Leadership quality
among the students

Particulars Frequency % Valid % Cumulative%

Strongly Agree 69 69.0 69.0 69.0

Agree 23 23.0 23.0 92.0

Neutral 03 03.0 03.0 95.0

Disagree 05 05.0 05.0 100.0

Strongly Disagree 00 00.0 00.0 100.0

Total 100 100.0 100.0

(Source: Survey data)

Interpretation:
The study found the opinion of students
regarding role of Institution in building leadership
quality among the students. 69% of the
respondents highly agreed to this, 23% of them
agreed that the institutions are building
leadership quality among students. 8% of the
respondents have the opinion of somewhat agree,
and there is no respondents completely
disagreed.

Table No. 6: Opinion regarding impact of
leadership training programmes in building
Leadership quality among the students

Particulars Frequency % Valid % Cumulative%

Highly influencing 45 45.0 45.0 45.0
Influencing 27 27.0 27.0 72.0
Neutral 07 07.0 07.0 79.0
Moderate 05 05.0 05.0 84.0
Not at all 16 16.0 16.0 100.0
Total 100 100.0 100.0

(Source: Survey data)

It was the outcome of the study that the opinion
regarding students on the impact of leadership
training programmes in building Leadership
quality among the college students. 45% of the
respondents feel that it is highly influencing, 27%
of them have agreed that the leadership training
programmes are influencing in building
leadership quality among students. 12% of the
respondents have the moderate opinion, and 16%
of them feel the training does not have any impact
at all. Rather it is the opportunity provided that
matters.

Findings, Suggestions and Conclusion
Findings
Major findings of the study are:
l Majority of the respondents(43%) are taking

initiatives in classroom activities when it is
needed.

l Majority of the students they (88%)  are having
the high leadership skills and they  are  taking
responsibilities in class room activities.

l Majority of the respondents(96%) are
motivating their fellow mates to participate in
classroom activities.

l  Majority of the respondents(64%) are ready
to take up Suggestions/Advices from their
fellow mates only when needed.

l Majority of the respondents(69%) are having
the opinion that their Educational Institution
is influencing in building Leadership quality
among the students

l Majority of the  Students (45%) are having the
opinion that  leadership training programmes
will influence in building Leadership quality
among the students

Suggestions:
l Students should be motivated by the lecturers

to take initiative in the classroom activities.

l Institution should organise more leadership
building programmes for the betterment of
students.

Conclusion:
The issue of leadership has been increasingly
discussed over the past several decades. The
development of the country lies in the hands of
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the youth. So leadership development activities
should start from school level. College life lays
foundation for self development and societal
development. So, emerging youth leaders are the
hope of the nation. Thus the institutions have a
major responsibility towards the nation.
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Introduction:
This is an era in which the demand for leadership
greatly exceeds the supply. Signs of this
imbalance are everywhere. Executive search firms
are flourishing because of the demand for
leadership talent. This is easier said than done
because the requirements of leadership have
changed so dramatically, and most development
models are ill-suited for these changing
requirements. The economy has raised
organizational consciousness about the human
side of the business.
Just as significantly, over the past twenty years
organizations have become aware of the need for
local leadership because of increasing
globalization. Although star performers can
contribute a great deal to any company, there
are not enough to go around. Today's companies
need effective leaders at every level and in every
location. Because of the Information Technology
revolution, globalization and other factors,
leadership is a requirement up and down the line.
To capitalize this potential, we need to discern
the true work requirements at key leadership level
and what's needed to make the transition from
one layer to the next successfully. Today's global
and rapidly changing economy, current demand
is the game player. Winners have an equally
intense focus on latest and emerging demand.
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ABSTRACT
Leadership is extremely important for organizational success and it deals with the reality of the global economy
every day. Despite this fact, most leaders are suffering from the proper Human Resource Development programs.
Global leadership development has received increased attention in recent years from practitioners and researchers.
Global leadership is an orientation of personal characteristics, cultural perspective and organizational skills. Global
leadership is a framework of the objectives and methods of seeing differences, closing the gap, opening the system,
preserving balance and establishing business environment and solutions, managing competitive strategy,
organizational versatility, teams and alliances, changes, personal effectiveness, cultural biases, diversity policies
and dimensions, diversity competence and strategies. Moreover the global mindset   and leadership effectiveness is
a managerial corporation in multinational corporations. The purpose of the paper is to develop critical success
factorsof global leadership and to strengthen the economic standards.
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Leaders can be successful in the short run if
they emphasize only goal accomplishment. We
think everyone can lead at a higher level, whether
at work, at home, or in the community.
Leadership is the process of influencing and
supporting other to work enthusiastically
towards achieving objectives.
It is the critical factor that helps an individual
or a group identify its goals and then motivates
and assists in achieving the stated goals.
Leadership is an important part of management,
but is not the whole story. A person can be a
weak leader and still be an effective manager,
especially is he or she helpless to be managing
people who have a clear understanding of their
jobs and a string drive to work. Leadership ability
can be acquired through observation of effective
role models, participation in management
training and learning from work experiences.

Objectives
1. To study the global mindset of leaders
2. To study the characteristics of global leaders
3. To analyse the reasons for failure of leadership
Methodology :
This is a conceptual paper. The analysis is based
on literature review and discussion with various
global leadership.
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Review of Literature:
A conceptual framework and review the empirical
literature on leadership in research and
development (R&D) organizations. Findings of
studies reviewed suggest that transformational
project leaders who communicate an
inspirational vision and provide intellectual
stimulation and leaders who develop a high-
quality leader-member exchange (LMX)
relationship with project members are associated
with project success. Boundary-spanning activity
and championing by the leader are also found to
be important factors for project success and
suggests that a number of moderators and
contextual variables such as project group
membership and rate of technological change
may make leadership in R&D organizations
different from that in operating organizations.
(Teri Elkins&Robert T Keller, Volume-14, Issues
4-5, August-October 2003, pages 587-606)
The development of global competencies should
be based on the global business strategy which
determines what kind of global presence is
desirable, how many and what types of
international or global jobs, projects, task forces,
and other types of interactions exist (McCall and
Hollenbeck, 2002). Competency development
process should start from an analysis of the
dynamics of the global business environment and
the core competencies, continuing to identifying
the profiles of necessary human resources and
ending with identification of necessary
competencies for specific jobs/functions. Once
the specific leader competencies have been
identified, the next step is to build bench strength
effectively (Brake, 1997; Gregersen et al. 1998)
Moreover, today, many firms are in global
alliances that depend upon flexibility and
adaptability to local markets, requiring their
managers to possess appropriate leadership
styles to address effectively different value
systems and cultures (Fahy, 2002; Coviello et al.,
1998). That is, leaders are facing new leadership
challenges as they enter global markets.
Furthermore, as globalization is intensifying,
leaders have more chances to live and work with
the people coming from very diverse cultural
origins including differences in language, norms,
and lifestyle (Zakaria, 2000). As Feng and Pearson
(2002) suggested that culture shock management
was one of three chief competencies for
expatriates, as important as adaptation,

interpersonal relationship. In order to improve
and manage the people on a global scale, leaders
are inevitably required to rethink their leadership
(Higgs, 1996) and understand their local
manager's leadership practices. Above all, when
a leader is facing the challenge of globalization,
effective leadership style becomes one of the most
important factors in maintaining competitive
advantage and in supporting firm performances.
It is necessary for a leader to understand the
leadership of individual managers and their
potential to influence competitive advantage
(Naor, Linderman & Schroeder, 2010)

Global Leadership:
Leadership is a process of influence. Global
leadership is a consolidation or a group of
characteristics of a person or thing that leads
and applies throughout the world, wherever there
is a need especially in the National and
Multinational organizations. A leader is someone
whom others consistently want to follow for new
trends and ideas, viz., President, Managing
Director, CEO, CFO, Manager or a team leader.
A fancy title can make that happen temporarily,
but a true leader inspires steadfast loyalty though
the proper steps. In this era of globalization,
companies must develop leaders that can operate
throughout the world, lead global teams and
create effective strategies both globally and
locally. There is s need to build a global company
in today's volatile world and how to adapt fluently
to this aware changing environment.
Global leadership helps to sharpen our
knowledge of macro-economic trends and to
influence the corporate strategies. To recognize
the challenges and the unique opportunities of
leading global teams.
Not everyone can become a great or effective
leader. To be effective as a leader one must take
charge of, knowing about the corporate strengths
and create own vision to reach set goals.

Global Mindset and leadership effectiveness:
Global Mindset is a cycle of intellectual,
psychological and social capital. It involves
system skills, interpersonal skills, attitudes and
orientations, thresholds traits and global
knowledge. Global knowledge is the most prior
mindset for implementations of the global
innovation logics in the process of organizations.
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The global-mindset helps leaders to see the world
from multiple perspectives, make decisions that
work both locally and globally, and increase the
ability of their company to compete in the global
market.
The effectiveness of the leadership plays a vital
role in the development of the organizations. The
main purpose of any organization or a company
is profit making. A leader must be capable of
handling company at any critical situations to
take forward.
This concept of the leader is a positive
development and it has a direct effect on the
employees of the firm to get the things to be done
at right time with dedication.

The major probabilities to the effectiveness
of Leadership are stated below:
l Ethics - Leadership are about both the

actions of leaders and who they are as
people. Leaders are the ethical responsibility
to treat followers with dignity and respects.
Ethics is central to leadership, and leader
helps to establish and reinforce corporate
values.

l Cultural - Global leaders need to be able to
work simultaneously with people from many
cultures. They must be able to adapt to living
and communicating in other cultures. They
need   learn to relate to people from other
cultures from a position of equality rather
than cultural superiority. Global leaders need
to be skilled in creating transcultural visions.

l Philosophy - every leader has a distinct
philosophy and point of view. The values
promoted by the leader have a significant
impact on the values exhibited by the
organizations.

l Vision Setting - The vision provides
guidance for daily decisions so that people
are aiming at the right target, not working
at cross purposes. Great organizations have
a deep and noble sense of purpose, a
significant purpose that inspires excitement
and commitment.

l Cognitive ability - It has a positive impact
on acquisition of complex problem solving
skills and the leaders knowledge. It includes
being able to comprehend complex
information and learn new skills and
information.

l Global Team building - teams are
organizational groups composed of members
who are interdependent, who share common
goals, and who must coordinate their
activities to accomplish these goals. The team
building is based on the functional
leadership claim that the leader's job is to
monitor the team and then take whatever
action is necessary to ensure team
effectiveness.

l Logical thinking - The logical thinking,
involved in drawing a conclusion or making
a logical judgment and thinking on the basis
of circumstantial evidence and prior
conclusions rather than on the basis of direct
observations.

l Conceptual skills - A leader with conceptual
skills is comfortable talking about the ideas
that shape and organizations. A leader with
such a skill is good at putting the company's
goals into words and can understand and
express the economic principles that affect
the company. A leader with conceptual skills
works easily with abstractions.

l Social factors - Sociability is leader's
inclination to seek out pleasant social
relationships. Social leaders have good
interpersonal skills and create cooperative
relationships with their followers.

l Motivation - Motivation may affect
leadership in many ways. The 3 aspects of
motivations that are essential to developing
leadership skills includes; (i).Leaders must
be willing to tackle complex organization
problems. (ii).Leaders must be willing to exert
their influence. (iii).Leaders must be
committed to the social good of the
organizations.

l Personality - Personality has an impact on
the development of our leadership skills. For
example, openness, tolerance for ambiguity
and curiosity may affect the leader's
motivation to try to solve some organizational
problem.

l Career Experience - The experiences
acquired in the course of leaders career
influence their knowledge and skills to solve
complex problems. Leaders can be helped
though challenging job assignments,
monitoring, appropriate training and hands-
on experience in solving new and unusual
problems including to receive the output.
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Development of Global Leadership
capabilities and mindset:
Leaders set the foundation for improving service
delivery when they develop the vision and
mission. Companies must cultivate leaders for
global markets. Global leadership capacity is
surfacing more and more often as a building
constraint. According to one survey, of senior
executives, 76% believe their organizations need
to develop global leadership capabilities, but only
7% think they are currently doing so very
effectively. And some 30% of US companies admit
that they have failed exploit fully their
international business opportunities because of
insufficient internationally competent personnel.
Most of the prevailing ideas in business and
academia about global leadership reflect efforts
by leadership experts to adapt the insights of their
field to the global area.
The following are the functions for the
development of global leadership capabilities.
(i). Planning and Goal setting

(ii). Develops team work
(iii). Acts as a representative of subordinates

(iv). Acts as a counselor of people at work

(v). Motivation of subordinates

(vi). Proper use of power
(vii). Time management

(viii). Take initiative

(ix). Acts as the friend, philosopher and guide

Perspectives on Global competencies:
Global competencies is the process of
performance and career coaching development
on the basis of the leaders support,
encouragement and accountability to sustain
recent training and turn insights into action to
be competent in the global market. Here it
specifically involves handling ambiguity and
leverage diversity.

Organizational culture:
It is the behavior of humans within an organizations
and the meaning that people attach to.
It is the system of shared assumptions, values
and beliefs, which governs how people behave in
organizations. Organizational culture is

composed of 7 characteristics that range in
priority from high to low.
(i) Innovation: Companies with culture that

place a high value on innovation encourage
their employees to take risks and innovate
in the performance of their jobs.

(ii) Attention to detail: This dictates the degree
to which employees are expected to be
accurate their work.

(iii) Emphasis on outcome: Companies that
focus on results, but not on how the results
are achieved, place a high emphasis on this
value of organizational culture.

(iv) Emphasis on People:  Companies that place
a high value on this characteristics of
organizational culture place a great deal of
importance on how their decisions will affect
the people in their organizations.

(v) Teamwork: The companies with
collaboration orientation tend to have a
positive relationship with their co-workers
and managers.

(vi) Aggressiveness: Companies with an
aggressive culture place a high value on
competitiveness and outperforming the
competition at all cost.

(vii) Stability: Companies which places a high
value on stability are rule oriented and
predictable.

Role of an efficient global leader in
developing of Economy:
The new economy has raised organizational
consciousness about the human side of the
business. New economy companies have not
preached that people have tremendous value in
this economy, but they have practices it. While
these new economy companies have siphoned
leadership talent away from mainstream
organizations.
New horizontal leadership skills are necessary
new economy companies grow horizontally
through alliances and partnerships. Old economy
companies are competing for new economy talent.
A number of mainstream organizations have
made great strides in internet endeavors. The new
economy has also made development of these
leaders more difficult, in that people need to
acquire new skills that aren't part of the
traditional leadership package. Equally important
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is the need for leaders who manage the balance
between global and local issues. It plays a major
role to develop the economic conditions.
By identifying the key economic governance gaps
in the current international and economic climate
and highlighting the areas of international
economic systems that warrant focused and
sustained attention. Macroeconomic and
Financial Cooperation continues to regress
amidst persistent vulnerabilities in the Euro zone,
a sluggish return to global economic growth, and
the dangers of exiting from excessively
accommodative monetary policies.

Reasons to failure leadership:
Not everyone is meant to be a leader, but for those
who are already leaders or aspiring to be leaders,
there are lots of lessons to be learnt. It's easy to
get catch up in the act of leadership because one
gains power, confidence and control, all of which
can be undoing. Here are some things that will
get in the way of success and hurt the team. They
are;
(i) Leaders become selfish
(ii) Leaders stop navigating the team.
(iii) Leaders become greedy
(iv) Leaders get arrogant
(v) Leaders focus too much on politics
(vi) Leaders don't give enough criticism
(vii) Leaders refuse to adapt
(viii) Leaders don't understand self-leadership
(ix) Leaders are too reactive
(x) Leaders don't communicate well
(xi) Leaders struggling due to political

influences and management interferences.
It effects the leader's performance directly.

(xii) Lack of sufficient confidence.

Personal Characteristics, organizational skills,
Global and cultural perspectives:
Building a team leadership is goodwill of the firm
or organization in a global economy.
Consideration of self-leadership, One-to-One
leadership, Organization Leadership helps to take
the company to move in the right way of directions
to reach the tasks.
A leader can be manage by self in some situations
with the help of the creating vision and execution
of strategy, help the peoples to develop and mobilize.

l Skill requirements - the new capabilities
required to execute new responsibilities.

l Time applications - new time frames that
govern how one works.

l Work values-what people believe is
important and so become the focus of their
effort.

Global Leadership agility is the part of
authenticity, emotional intelligence and cognitive
complexity. A global leader must be known
himself / herself, need to understand the
authority, think the systems and to know about
the others. Then leader can be perform his
leadership Locally, Nationally and Globally.

Talent management:
Talent Management is a set of integrated
organizational HR process designed to attract,
develop, motivate, and retain productive, engaged
employees. The goal of talent management is to
create a high-performance, sustainable
organization that meets its strategic and
operational goals and objective.

Leadership Model:
The three levels of Leadership model is notable
for its attempt to combine the strengths of older
leadership theories while addressing their
limitations and, at the same time, offering a
foundation of leaders wanting to apply the
philosophies of servant leadership and authentic
leadership.
The major achievements & success factors of
leadership are;
i. Create and positive environment
ii. Prepare for the future, communication,

organization, social competencies,
iii. Customer orientation, business

understanding,  self-directions, get results.

Building Global Results:
Building global results is a task oriented process
in national and international level.
e A stronger effort must be made to close the

achievement gap though high state
standards and accountability.

e Timely information, creative thinking and
successful implementations.

e Leading factors to increase influence and
become an effective global leader.
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e Critical skills for effective Global Leadership.
e Building Leadership - a hierarchy

Monopoly Leadership:
In many organizations the leaders act as though
they have all the answers. Customer focused
cultures are closed loop environments where
honest feedback is sought out, processed, acted
on and communicated back. Unfortunately many
organizations ignore this powerful resource by
simply not asking or even worse asking and not
taking any visible action on feedback received.

Acceptance of Role Models:
This is requirements necessary for the
understanding of the leaders. Think of the most
inspiring leaders in life and list the attributes
that elicited your admiration and respect. Get
the role models who can advise how can become
a leader and they must be effective.

Conclusion:
As the world becomes increasingly
interconnected, the once well-defined line
between the public and private sectors continues
to blur, making it difficult for any one
organization to act effectively in isolation. To
succeed in such a rapidly changing environment,
institutions both private and public must bring
together numerous stakeholders top approach
problems more efficiently, develop strategies and
capitalize on opportunities.
To prepare the next generation of leaders, it is
required to address these challenges. We live in
a time of relentless change. In the space of a
single generation, our lives have transformed
beyond recognition. In this era of unprecedented
technological partnerships, the changes to the
way we live and work have been profound.
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Introduction
After many years in the comfort of general public
trust, education has come under scrutiny and
the think tanks, commissions, business forums
and government reviews have described the state
of the public education and prophesied grave
future unless rapid change is initiated. Educating
students eventually produces more educated
adults, and many economists have suggested that
this type of investment raises incomes in the
developing countries more than in others. The
opinion is backed by the Nobel Prize winning
research of Schultz (1989). Investment in human
capital has caused economic growth in East Asia
(McMahon, 1998). A year of education is
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Kapil Sibal, Minister of Human Resource Development (2010) stated, "Students are full partners in higher education
teaching-learning process and governance". Now it is time for the students to claim this statement. Students are
not consumers of higher education, but significant components within it. Consumers are not involved in management
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students. Students are the main beneficiaries of increasing the quality of Higher education. Students should have
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Unfortunately students are increasingly being viewed as passive customers, while the ongoing inclusion of new
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education institutions. Student's academic performance is influenced by many exogenous as well as endogenous
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associated with a 3 to 14% increase in wages
and productivity in Sub-Saharan Africa (Simon,
2000). Educational attainment is perceived as
one of the main vehicles to improve living
standards in developing countries and to spur
on nation-wide economic growth. Educators are
under the pressure to show the public that what
they are doing is working, and governments
everywhere have seized on education as a
cornerstone for their political agendas. In most
countries, it is assumed that students are
prepared for quite different societies than what
their parents have experienced.  In such a
situation of national priority given to education,
simply investing in the system and letting it to
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develop in its own way and produce the results
as a natural output will not be the spirit of
management.
Student's performance in academic score is
accepted internationally to be one of the
indicators of quality of higher educational system.
However student performance is influenced by
an array of exogenous as well as endogenous
factors. Identifying the variables that influence
the achievement of young individuals is of great
importance for two different purposes. On one
hand, it is an essential tool for the public
authorities in-charge of the definition of optimal
and efficient educational policies. On the other
hand, this kind of analysis can help the
educational institutions to improve the quality
of their programmes. Given the vast resources
invested in education, understanding what
factors influence student learning is of crucial
importance. A majority of the prior studies on
student performance have focused on the role of
exogenous factors in determining the levels of
success in the classroom. Very few studies have
probed on the endogenous determinants.
The score a student receives on an achievement
test is influenced by multiple factors such as
earlier learning, family background, test
measurement error and the actual contribution
of his schooling in the year tested. But a test score
at one point in time captures the effect of all these,
not simply that of the college. Many studies found
that resources and/or funding levels are not
significant determinants of student performance
on standardized tests. Students' learning is
influenced by interplay of their individual, family
and institution characteristics. Such differences
influence children's readiness to learn even before
they come to colleges. To ensure that students
reach their full potential, it is important for
educational systems to provide appropriate and
equitable learning opportunities to students from
all backgrounds. The present study attempts to
contribute to the hither to less explored area of
the nature of student participation in teaching-
learning process and Governance, which is a
result of many endogenous factors of the Higher
educational institutions.

Review of Literature
Avinashilingam and Sharma (2005) found that
classroom factors play a major role in affecting

the Students' academic performance, followed by
environmental factors and developmental factors.
Study by Dwivedi's (2005) confirmed that the
students from the colleges with enriched
environment had significantly better academic
achievement than the students from poor
institution environments. The positive and
significant relationship between parental
involvement and academic achievement was
proved by the study of Vamadevappa (2005).
Sahu and Sood (2005) found a significant
relationship between students' perception of
teachers' attitude towards them and their
academic achievement. Study by Kingdon and
Teal's (2002) revealed strong evidence that
performance -related pay in the private sector
impacts the student achievement positively, but
no such evidence of a similar relationship in
public sector colleges is found. Pada's (2002) in
his study of class XII students found that all
categories of colleges differed significantly from
one another regarding the academic achievement
of the learners. Mohan (1998) reported that
achievement was highest in Navodaya Vidyalays
followed by unaided institutions.
Rao and Kanth (1997) found that teachers'
interaction with students, parents and elders in
the community had positive effect on enrolment
and regular attendance. Asthana (1993) reported
that adjustment with examination and
curriculum, parental encouragement, family
atmosphere, lack of amenities and poverty were
the prominent reasons among the college
dropouts at senior basic level.
Though, some studies have probed into the
College level factors of student performance while
a vast majority concentrated on the external
environment. Hence, this study is an attempt to
identify the Quality of student participation which
is a direct result of the internal factors at the
higher educational institution.

Objectives of the Study
The Objective of the study is to identify the nature
of student participation in teaching learning
process and governance at higher educational
institutions (Colleges) operated under three major
types of managements.
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Methodology
The study is descriptive in nature. Stratified
sampling has been utilized to draw the sample
from the finite universe of 25 Colleges operating
under three major types of management in
erstwhile Dakshina Kannada District of
Karnataka. The sample has been made largely
representative by selecting around 31% of the
population. The Primary data was collected
through self-designed questionnaire and
interview schedules from the Principals/Deans
of the select Colleges. The data was analyzed
through Chi-square test with the help of SPSS to
establish Goodness of fit of the data and to
understand the strength and pattern of
association of the responses.

Analysis and Discussion
Many a time, parents are unhappy with their
College going children on the point of class
participation. However equitable class
participation does not necessarily mean that all
students are expected to participate in the same
way or even the same amount. Rather the goal is
to make sure that students are able to participate
in class in ways that will help them achieve the
learning goals. Student engagement in class is
greatly influenced by the Institution's internal
environment in addition to many exogenous
factors. The responses regarding the nature of
Student participation in teaching-learning
process are analyzed and presented in the
following section.
l   Goodness of Fit
The responses of the Principals/Deans/HODs
about the quality of participation in teaching-
learning process in the classroom are collected
on a three point scale - Excellent, Good and
Average. First the responses are processed with
chi-square test for establishing the Goodness of
fit of the data for further analysis.
Table 1: Test Statistics for Goodness of fit

Nature of participation in learning process
Chiquare 15.202

Df 2

Asymp. Sig. 0.000

0 cells (.0%) have expected frequencies less than 5.
The minimum expected cell frequency is 62.7.

The Chi-square value of 15.202 with a p value of
0.000 is statistically significant indicating that the
obtained frequencies differ significantly from those
that would be expected if all cell frequencies were
equal in the population, thus establishing the
Goodness of fit of the responses collected.
l  Association and Patterns
After establishing the Goodness of fit, the data is
tested to analyze the nature of association between
the Two Categorical variables taken for the study
- type of College management/administration and
the nature of student participation in teaching-
learning process and Governance and cross
tabulated to understand the pattern of the results.

Table 2: College Management and Class
Participation Cross-tabulation
Category of College Management Nature of Student  participation in learning process

Average/ Poor Good Excellent Total

Public Sector count 68 41 8 117

Expected count 51.0 41.7 24.3 117.0

% within category of management 58.1% 35.0% 6.8% 100.0%
% of Total 36.2% 21.8% 4.3% 62.2%

Private aided count 10 12 4 26

Expected count 11.3 9.3 5.4 26.0

% within category of management 38.5% 46.2% 15.4% 100.0%

% of Total 5.3% 6.4% 2.1% 13.8%

Private unaided count 4 14 27 45

Expected count 19.6 16.0 9.3 45.0

% within category of management 8.9% 31.1% 60.0% 100.0%

% of Total 2.1% 7.4% 14.4% 23.9%

Total count 82 67 39 188

Expected count 82.0 67.0 39.0 188.0

% within category of management 43.6% 35.6% 20.7% 100.0%

% of Total 43.6% 35.6% 20.7% 100.0%

Table 3: Chi-square Test results
Particulars Value df Asymp. Sig. (2-sided)

Pearson Chi-square 64.016 4 0.000

No. of valid cases 188

The participation quality of around 35% of
students in public sector is good whereas 58%
was rated as average or poor while the
participation of only 7% of the students were rated
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as excellent. The good rating (46%) reigns major
in the case of private aided colleges, while the
average or poor rating declines to around 38%
and the excellent participations account for about
16%. The participation quality of about 60% of
the students of Private unaided institutions is
rated as excellent followed by another 31% as
good. The poor participants are very less (9%) in
unaided colleges. The average of the entire sample
for 'excellent' participation is around 21%; for
'good' about 35% and 'average or poor' accounts
for the majority (44%). The student participation
in the Private unaided colleges stands
comparatively better than the group average.
However, the same in the public sector and aided
categories is much below the average statistics.
Thus the private unaided category of colleges
excels in motivating and maintaining good
student participation in teaching-learning
process to achieve better results. The results
indicate a strong association between the type of
institution and the quality of student
participation and interactions. A highly
statistically significant x2 = 64.016 and p = 0.000
provides evidence that category of college
management matters in nature of student
participation.

Strength of Association

Table 4: Symmetric Measures
Particulars Value Approx. Significance

Cramer's V 0.413 0.000

No. of valid cases 188

Cramers V is used as Post test tool to determine
Strength of association after Chi-square has
determined significance. The highly significant
Chi-square value (64.016) implies that there is a
significant relationship between variables, but it
does not say just how significant and important
this is. Cramers V value facilitates this additional
information. In the present sample, the Cramer's
V value is 0.413 and p=0.000 which indicates a
strong association.

Conclusion :
The Statistical analysis supports the relationship
as well as strength of association between the type
of college Management and the nature of Student

participation in teaching-learning process, it can
be concluded that the discouraging levels of
Students' class participation are adversely
impacting the academic achievement of the
students. The management of these category of
institutions obviously fail to motivate the students
and attract good participation in collegiate
process and thus to achieve better results in the
form of learning outcomes. There might be an
influence of some exogenous factors such as the
Students' community background, parents'
educational as well as socio-economic status,
which hinder the quality of student participation.
However, this may be countered by the fact that
provision of the service is free of cost and
supported by the Government whereas the same
in case of unaided colleges is paid. But, this
doesn't stand as an excuse for the failure. Hence
the educational bureaucracy and the College
management are suggested to put more efforts
for motivating the students for better class
participation to ensure better results.
Student participation cannot be a tokenistic form
of legitimizing policies and decisions.
Furthermore, participation should not be limited
by any criteria such as academic performance,
age, gender, race, religion or sexual orientation.
Additionally, student representation must not
have any negative consequences for
representatives, such as on educational
performance. Being a student is more than just
learning and collecting knowledge; it is about
personal and collective development, creating a
better society and a better future.
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