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8. Oman historical population (1951 2017)
The data is given as of 1st of January of a year.

Year

2017

2016

2015

2014

2013

Population

5 119 745

4 726 413

4 363 299

4 071 485

3 726 052

Growth Rate

8.32 %

8.32 %

7.17 %

9.27 %

10.32 %

Oman historical popula�on (1951 - 2017)

The data is given as of 1st of January of an year.
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Inferences

As depicted in the above table it is found that every year population 
growth is around 10%. All this details are tabulated with the help of 
Table No. 8 and visualized with the help of figure No.8

9. Literacy of population
SL.NO

1

2

3

Parameters 

Adult population literacy rate

Literacy rate for adult male population

Literacy rate for adult female population

Percentage 

93.89%

96.88%

89.97%

Percentage

Adult popula�on literacy
rate

Literacy rate for adult
male popula�on

Literacy rate for adult
female popula�on96.88%

93.89%89.97%

Inferences

As depicted in the above table it is found that Oman is a highly 
educated nation with an adult population literacy rate 9389%, Male 
adult literacy rate 96.88, and Female adult literacy rate 89.97%. All this 
details are tabulated with the help of Table No. 9 and visualized with 
the help of figure No.9.

Suggestions

1. Oman economy has to be diversified in sunrise sector of services,
 since the contribution of industry to GDP is declining. The major
 contribution to Oman economy is petroleum sector and due to
 global oil price crises currently GDP is declining. Since the service
 industry require lower gestation period and low capital there is a
 great scope of development of service sector.

2. There is a constant decline in the share of industry participation in
 an economic activity over the past 5 years  there are lot many
 service industry options available for Oman like Software, Financial,
 Life Insurance, Consulting,  Hospitality, Entertainment, Telecom,
 Medical ,  Health,  Education,  BPO,  Cal l  centers,  KPO,
 Transportation, Security, Advertising, Social and Personal services,
 Legal services etc.

3. Service sector is on positive way as it is inclining since from the year
 2011 to 15 it is mainly due to improvement in tourism banking,
 telecom and health sector. There is a great potential for the
 improvement in the growth of service sector as plenty of the
 resources like land, communication, infrastructure, and power are
 available in plenty in Oman. 

4. Since the unemployment rate of youth population is around 19%
 throughout previous 5 years, there is a great potential to divert this
 youth towards services sector. Government can plan specific
 workshops for a small duration for varied services oriented business
 and influence them to get into services business. They have lot of
 options in services sector like DTP center, Car service station,
 Tutoring, Technical support service organization, Tailoring, Beauty
 Parlor, Game play center, Internet center, Tax consultancy, Law firm,
 Cable TV operators, Engineering services, Baby care center, Coffee
 Shop, Electrical & electronic service centers a micro & small service
 based businesses. Software, Financial, Banking, Insurance,
 Consulting, Tourism, Hospitality, Entertainment, Telecom,
 Medical ,  Health,  Education,  BPO,  Cal l  centers,  KPO,
 Transportation, Security, Advertising, Social and Personal services
 etc., as a large scale service based organization.

5. Oman is most young country as there is 65.7% of the population is
 aging in the range of 15 to 64 years. It means plenty of productive
 human resource is available which can be sourced for an economic
 activity. The economy should be diversified to cope with
 employment opportunity for every young citizen. This is only
 possible with the development of services sector. The government
 should provide an environment for the development of BPO, KPO,
 Call centers to take inception in Oman. There is great scope for the
 development of BPO like “Language translator,  Payroll, Human
 Resource, Accounting, Customer interaction services, Back office
 transactions, IT Software Operations, Procurement , Technical
 support services, Insurance processing, Data entry services,
 Telemarketing services, 

6. Oman is a highly educated country adult population literacy rate is
 93.89%, Literacy rate for adult male population96.88%, Literacy rate
 for adult female population89.97% and there is a constant growth in
 population every year to cope up with unemployment challenges
 the government should take the initiative to support young
 competent citizen in the form of loans, technical support, subsidies,
 knowledge sharing centre to establish services oriented
 organizations to influence entrepreneurship.

Conclusion

Oman has got great potential to diversify its economy in various 
sectors. Since service organizations require lower gestation period 
limited capital, limited resources, and highly skilled human resource 
and in a present scenario Oman has to focus on services sector, its 
strength is its educated youth this youth can be directed towards 
entrepreneurship, can be employed for the development of services 
sector. With a little support from the government there may be 
inception of BPO, Advertising, Call centers, Transportation Consulting 
Hospitality Entertainment, industries etc this will gives rise to more 
employment opportunities, improved standard of living of people, 
more disposable income and saving, savings leads to more investment, 
more disposable income leads to increased market growth this 
scenario will develop the economy. 
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PERCEPTION ON HR EDUCATION IN B-SCHOOLS: 
TOWARDS RESTRUCTURING THE RIGOR,

RELEVANCE, METHODOLOGY AND
PEDAGOGICAL APPROACH!

Abstract

One of the challenges facing organizations today the ability to embrace 
change. The business environment is always in a flux and organizations 
must adapt with a host of new realities and also shed old practices, 
both on the go simultaneously. This change has promoted a re-
assessment and demands a change in the traditional managerial 
concepts and practices. The higher education sector has undergone 
growth and development in recent years and it is widely believed that 
future success in a globalized world economy, would belong to those 
organizations that go the extra miles in providing and building a 
workforce and management. Hence, to understand this scenario, one 
of the primary stakeholders in management education are the 
Academicians. A total of 39HR Academicians working in twenty-three 
institutions, as in State Universities, Central University, Technical 
University, National Institute of Technology, Deemed Universities and 
Autonomous B-schools based in Karnataka were covered in this study. 
The data collected was analyzed using statistical tools such as 
Frequency, Percentage, Coefficient of Correlation and Chi Square by 
the application of SPSS 20.0.1 software. The results revealed that - HR 
Academicians were of the opinion that their role consisted of a mix of 
teaching, training, research based activities.HR Academicians have 
published research articles in journals ranging in numbers of minimum 
of 3 to a maximum of 14 articles. Half of the HR Academicians have not 
been able to publish any papers or articles in any journals. Most of 
published articles have come from HR Professors and Associate 
Professors. To conclude, this paper aims to understand the changes in 
HR management education, thus support in the restructuring HR 
Management vertical and its methodology, for the greater good of the 
discipline and its stakeholders.
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Introduction

Business schools have changed dramatically in recent years. Pressured 
by employers who recruit their students, and from the students 
themselves, some of the B-schoolshave revamped their curricula to fit 
a more modern workforce and global economy. They also changed 
recruiting methods to ensure a more proactive approach toward 
career development. Many of the problems that have plagued 
business and industry, such as inefficiency and a propensity toward 
short-term planning, have been laid at the doors of those who educate 
businesspeople. The economy, too, has reshaped much of what 
business schools do in the area of career placement. Schools no longer 
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can count on corporate recruiters to always show up at their doors and 
hire their students. Universities and colleges now must convince 
recruiters that their visits to campuses are worth the time and money 
that they spend, and that their Management graduates truly are the 
kind of people who can become executives and corporate leaders in 
the future.

The problem is further compounded by faculty shortage, poor quality 
of faculty, short term focus of the management education providers, 
poor governance, lower degree of accountability, indifference of the 
corporate and above all competencies of MBA aspirants in terms of 
undergoing rigor of professional education. Emerging scenario 
demands immediate course-correction and greater involvement of all 
the stakeholders’ vis-à-vis management education.  Looming crisis in 
management education in India can be attributed mainly to the 
mushrooming of B-schools. There are around 4000+ B-schools in India, 
which have a capacity of about 400,000 students a year (Sarkar, 2011). 
While in 2004 this number was 1200 B-schools with an annual intake of 
75,000 students. The number of B-schools in 1990 was only 130 with 
an annual MBA intake of 12,000 (8000 full time, 3000 part-time, and 
1000 distance education) (Gupta and Gollakota, 2004). Interestingly 
only 4 B-schools were added in the first three decades since the launch 
of formal business education in India.   Although the number of B-
schools in India has increased since its formal establishment, the 
quality of education has not improved concurrently. Datar (2010) 
raised a question regarding the capacity of MBA programs to prepare 
managers for their career. The B-schools are now being blamed for 
producing MBAs who do not suite the requirements of corporate. They 
are also blamed for not sensitizing MBAs of being socially responsible 
business leaders (Barker 2010). Leavitt (1989), Mintzberg (2004) and 
BennisandO’Tools(2005) have accused the MBA programs of focusing 
extensively on theories and paying less attention on providing practical 
skills. Further, Mintzberg (2004); Ghoshal (2005); and Khurana (2007) 
have been critical of MBA programs of emphasizing less on teaching 
ethics as a result of which there are severe problems in the 
contemporary management of companies and organizations. Contrary 
to providing its students a holistic knowledge about business with 
more emphasis on increasing their skills, it has been observed that B-
schools encourage turbo capitalism, in that their students perform 
their activities, which are a result of what is known as one-sided 
thinking (Khurana, 2007). Datar, Garvin, and Cullen (2010), the known 
Professor and academician from the Harvard Business School, 
observed that with the existing pedagogy, B-schools students are:  

 a). Unable to understand the limitations of theories taught to
  them;  

 b). Unable to logically apply the theories taught in classroom in
  actual life; 

 c).  Lack the skills and attitudes in the application of the theories;
  and 

 d). Fail to critically scrutinize context and draw correct conclusions.

The MBA graduates lack in global perspective, leadership skills, 
integration skills, recognizing organizational realities and 
implementing effectively, acting creatively and innovatively, thinking 
critically and communicating clearly, understanding the role, 
responsibilities and purpose of business, understanding the limits of 
models and markets (Datar, Garvin, and Cullen, 2010). In the absence 
of these skills, the MBAs do not remain employable. This is furthered 
by the NASSCOM’s report (2012) indicating that not more than 25 per 
cent of engineers and MBA graduates are employable.   

To add to the problem, there is a decrease in placements of MBAs. This 
phenomenon began in 2008 when getting lucrative jobs by MBA 

students nose-dived. Slowdown in the economy has added to their 
problems as all B-schools in India, is feeling the impact of global 
slowdown in their placements. This problem has compounded with 
the increase of students in their institutes (Rao, 2012).  Getting the 
right number and quality of faculty members is a challenge for Indian B-
schools. Additionally the quality of research of the Indian B-School 
faculty members is also not up to the global standards. Unfortunately, a 
majority of B-school promoters are least concerned about attracting, 
developing and retaining good faculty. They usually develop cold feet 
when it comes to faculty development while they do not mind 
spending lavishly on infrastructure, advertising, etc, which may not 
fetch much in the long run.Quacquarelli (1997) in his study confirms 
that the consultancy sector has the most demand for Management 
students because of the significant market growth in their services. 
Taylor III (1998) reports that management consultancy only acts as a 
springboard for Management students to become partners in new 
businesses. He added that graduates from top business schools in the 
late 1990s looked for companies that offered them stock option 
opportunities.  In terms of skills acquired after pursuing an 
management programme, Eberhardt (1997) established that 
employers were most satisfied with their leadership potential and least 
satisfied with their written communication skills. Kretovics (1999) 
noted improvements in the Management Students interpersonal 
relations, information gathering and analytical abilities. Baruch 
andLeeming (1996) defended MBA programmes as they enhance the 
learning skills, research enquiry and written presentation of 
individuals. Institutions offering MBA programmes must respond to 
market needs (Baruch andLeeming, 1996; Shipper, 1999). Those who 
are unwilling to change, according to Schmotter (1994), may 
experience dissatisfied students and staff as well as a low demand for 
their programmes.

In commenting whether business schools are delivering what business 
really needs, Louis L, the Dean of the School of Management, Boston 
University, reports that "The post WW II model of professional 
management education was adequate when most competitors were 
North American, but it is inadequate in a globally competitive 
environment (Harvard Business Review, 1992)." He said that business 
schools have not taught their Management students how to manage 
across business functions and globally. Carnall (1995) agreed that 
management problems generally require solutions drawn from 
different disciplines and business schools must prepare Management 
students for that. This had also prompted Porter (1997) to propose the 
removal of individual subject disciplines and the implementation of a 
cross-functional curriculum in business schools. 

Thus, systematic and structured changes in HR Management studies is 
the need of the hour. Management based Academia and the Industry 
are closely related to each other, the concepts and applications of 
which has to be provided for learning and practice for education and 
training, by the HR Academician. This has to be done on an unequivocal 
basis to the HR student, without which the outcome, may not be 
complete, thereby resulting in plethora of issues, which may become 
problematic for all the stakeholders, be it the HR student, HR 
Academicians, the B-school and finally HR practitioners in the Industry.

Rationale for the research study

Higher education, especially the field of management education with 
special focus on HR education in India stands at cross roads. Without 
change, the traditional university structure of educating and training 
tomorrow's business leaders is being surpassed and discarded in the 
increasingly diverse and technological global economy. People are the 
organization's greatest asset, providing the intellectual capital and the 
catalytic advantage to companies and thus the market. 

Statement of the problem

To keep pace with the globalization, HR Academicians have to be aware 
of their roles and obligations in terms of teaching learning processes, 
training and guiding students and in particular their research work. As 
in, research work is one of major mechanism through which an HR 
academician, could use it to bridge the Academics and Industry; be 
ahead of the industry in terms of design and develop concepts as per 
the changes in the industry vis-a-vis the academia and so on.Hence, 
this research work has been planned, which aims to understand the HR 
Academician's perspective of HR management education as of today 
and tomorrow. Thus, providing us with information, which is to be 
reworked at all levels in the delivery of HR education.

Methodology

Objective

To study the HR Academician's perception regardingthe relevance and 
rigor of HR education; to explore the roles and responsibilities of HR 
faculty in branding and making visibility of HR as a Profession; HR 
students training in industry relevant HR skills, will be the main focus of 
the present study paper.

Hypothesis development

Hypothesis 1: There exists no relationship between the roles and 
responsibilities and the various designationsof the HR Academicians.

Hypothesis 2: There is no relationship between the number of HR 
publications in journals and designations of the HR Academicians.

Geographical Area 

The sample consists of HR Academicians, (presently working in the 
Departments and Schools of MBA located in Universities / Institutions) 
of Karnataka state, as specified in Exhibit 1.

Exhibit 1
Name of the University / Institution

and the place of its existence
Sl No

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

20

21

22

23

Name of the University / Institution

Acharya School of Management

Bangalore University

Central University of Karnataka

Christ University

Davangere University

Gulbarga University

Jain University

Karnatak University

Karnataka State Women's University

Kuvempu University

Mangalore University

Manipal University

Mount Carmel Institute of Management

MS Ramaiah Institute of Management Studies

National Institute of Technology Karnataka

Ramaiah Institute of Management Studies

St Joseph's College of Business Administration

Symbiosis Institute of Management Studies

Tumkur University

University of Mysore

Vijayanagara Sri Krishnadevaraya University

Visveswaraiah Technological University

Xavier's Institute of Management Excellence

Place of existence

Bengaluru

Bengaluru

Gulbarga

Bengaluru

Davangere

Gulbarga 

Bengaluru

Dharwad

Bijapur

Shankaraghatta, Shivmogga

Mangalore

Manipal

Bengaluru

Bengaluru

Suratkal, Mangalore

Bengaluru

Bengaluru

Bengaluru

Tumkur

Mysore

Bellary 

Belgaum 

Bengaluru

Sample Design
Survey procedure was adopted, to localize on the HR Academicians 
presently working in different types of Universities / Institutions, 
locatedacross Karnataka state.

Exhibit 2
Demographic data of the HR Academicians
Sl No

Age groups

Gender

Educa�onal
Background

Parameter

Overall

Frequency

39

Percent

100

23 to 27

28 to 32

33 to 37

38 to 42

43 to 47

48 to 53

Male

Female

MBA

MBA, NET

MBA, MPhil

MBA, PhD

MBA, NET, PhD

MBA, MPhil, NET, PhD

Deemed University

Autonomous B-schools

State Public University

Central University

NIT @

Technical University

Urban (metro)

Semi Urban 

Rural (non-metro)

4

6

10

6

7

6

22

17

12

8

6

1

4

8

5

11

17

1

1

4

30

1

8

10.25 %

15.38 %

25.64 %

15.38 %

17.94 %

15.38 %

56.41 %

43.58 %

30.76 %

20.51 %

15.38 %

2.56 %

10.25 %

20.51 %

12.8 %

28.2 %

43.6 %

2.6 %

2.6 %

10.3 %

76.9 %

2.6 %

20.5 %

Type of University

Residence

@ + National Institute of Technology, earlier called as REC- Regional Engineering Colleges

Tool

A questionnaire was developed keeping in view, the broad objectives 
of the study. The first part of this tool consists of the socio-
demographic data wherein the age, gender, education and other issues 
were noted. The second part of the questionnaire, contains details of 
HR issues - why HR education has been selected as a postgraduate 
education, its impact on the HR student, HR subject contents and 
course offerings, HR Academician's roles and responsibilities, HR 
publications, future scenario and other such related issues.The 
Cronbach's alpha for the HR Academician's questionnaire developed 
for this study is .762.

Process of Research work

The research design adopted for this study is Descriptive - Exploratory.  
The entire work was done in two phases, i.e., pilot study and main 
study. This pilot study was conducted over a period of 3 months, with a 
total of 08 samples. The tool was finalized reflecting the results of the 
pilot study, with the necessary changes being added to the tool. For the 
main study, all the universities and autonomous B-schools were visited 
and collected the data. This process took over nine months. The data 
collected was coded, entered into computer systems using SPSS 20.0.1 
version software, was analyzed using statistical tools like - Frequency, 
Percentage, Chi-square and Contingency Coefficient. These statistical 
tests were applied to find out the association between different 
categories of Academicians, Universities / Institutions and other 
categories of variables and their perception of HR education.
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can count on corporate recruiters to always show up at their doors and 
hire their students. Universities and colleges now must convince 
recruiters that their visits to campuses are worth the time and money 
that they spend, and that their Management graduates truly are the 
kind of people who can become executives and corporate leaders in 
the future.

The problem is further compounded by faculty shortage, poor quality 
of faculty, short term focus of the management education providers, 
poor governance, lower degree of accountability, indifference of the 
corporate and above all competencies of MBA aspirants in terms of 
undergoing rigor of professional education. Emerging scenario 
demands immediate course-correction and greater involvement of all 
the stakeholders’ vis-à-vis management education.  Looming crisis in 
management education in India can be attributed mainly to the 
mushrooming of B-schools. There are around 4000+ B-schools in India, 
which have a capacity of about 400,000 students a year (Sarkar, 2011). 
While in 2004 this number was 1200 B-schools with an annual intake of 
75,000 students. The number of B-schools in 1990 was only 130 with 
an annual MBA intake of 12,000 (8000 full time, 3000 part-time, and 
1000 distance education) (Gupta and Gollakota, 2004). Interestingly 
only 4 B-schools were added in the first three decades since the launch 
of formal business education in India.   Although the number of B-
schools in India has increased since its formal establishment, the 
quality of education has not improved concurrently. Datar (2010) 
raised a question regarding the capacity of MBA programs to prepare 
managers for their career. The B-schools are now being blamed for 
producing MBAs who do not suite the requirements of corporate. They 
are also blamed for not sensitizing MBAs of being socially responsible 
business leaders (Barker 2010). Leavitt (1989), Mintzberg (2004) and 
BennisandO’Tools(2005) have accused the MBA programs of focusing 
extensively on theories and paying less attention on providing practical 
skills. Further, Mintzberg (2004); Ghoshal (2005); and Khurana (2007) 
have been critical of MBA programs of emphasizing less on teaching 
ethics as a result of which there are severe problems in the 
contemporary management of companies and organizations. Contrary 
to providing its students a holistic knowledge about business with 
more emphasis on increasing their skills, it has been observed that B-
schools encourage turbo capitalism, in that their students perform 
their activities, which are a result of what is known as one-sided 
thinking (Khurana, 2007). Datar, Garvin, and Cullen (2010), the known 
Professor and academician from the Harvard Business School, 
observed that with the existing pedagogy, B-schools students are:  

 a). Unable to understand the limitations of theories taught to
  them;  

 b). Unable to logically apply the theories taught in classroom in
  actual life; 

 c).  Lack the skills and attitudes in the application of the theories;
  and 

 d). Fail to critically scrutinize context and draw correct conclusions.

The MBA graduates lack in global perspective, leadership skills, 
integration skills, recognizing organizational realities and 
implementing effectively, acting creatively and innovatively, thinking 
critically and communicating clearly, understanding the role, 
responsibilities and purpose of business, understanding the limits of 
models and markets (Datar, Garvin, and Cullen, 2010). In the absence 
of these skills, the MBAs do not remain employable. This is furthered 
by the NASSCOM’s report (2012) indicating that not more than 25 per 
cent of engineers and MBA graduates are employable.   

To add to the problem, there is a decrease in placements of MBAs. This 
phenomenon began in 2008 when getting lucrative jobs by MBA 

students nose-dived. Slowdown in the economy has added to their 
problems as all B-schools in India, is feeling the impact of global 
slowdown in their placements. This problem has compounded with 
the increase of students in their institutes (Rao, 2012).  Getting the 
right number and quality of faculty members is a challenge for Indian B-
schools. Additionally the quality of research of the Indian B-School 
faculty members is also not up to the global standards. Unfortunately, a 
majority of B-school promoters are least concerned about attracting, 
developing and retaining good faculty. They usually develop cold feet 
when it comes to faculty development while they do not mind 
spending lavishly on infrastructure, advertising, etc, which may not 
fetch much in the long run.Quacquarelli (1997) in his study confirms 
that the consultancy sector has the most demand for Management 
students because of the significant market growth in their services. 
Taylor III (1998) reports that management consultancy only acts as a 
springboard for Management students to become partners in new 
businesses. He added that graduates from top business schools in the 
late 1990s looked for companies that offered them stock option 
opportunities.  In terms of skills acquired after pursuing an 
management programme, Eberhardt (1997) established that 
employers were most satisfied with their leadership potential and least 
satisfied with their written communication skills. Kretovics (1999) 
noted improvements in the Management Students interpersonal 
relations, information gathering and analytical abilities. Baruch 
andLeeming (1996) defended MBA programmes as they enhance the 
learning skills, research enquiry and written presentation of 
individuals. Institutions offering MBA programmes must respond to 
market needs (Baruch andLeeming, 1996; Shipper, 1999). Those who 
are unwilling to change, according to Schmotter (1994), may 
experience dissatisfied students and staff as well as a low demand for 
their programmes.

In commenting whether business schools are delivering what business 
really needs, Louis L, the Dean of the School of Management, Boston 
University, reports that "The post WW II model of professional 
management education was adequate when most competitors were 
North American, but it is inadequate in a globally competitive 
environment (Harvard Business Review, 1992)." He said that business 
schools have not taught their Management students how to manage 
across business functions and globally. Carnall (1995) agreed that 
management problems generally require solutions drawn from 
different disciplines and business schools must prepare Management 
students for that. This had also prompted Porter (1997) to propose the 
removal of individual subject disciplines and the implementation of a 
cross-functional curriculum in business schools. 

Thus, systematic and structured changes in HR Management studies is 
the need of the hour. Management based Academia and the Industry 
are closely related to each other, the concepts and applications of 
which has to be provided for learning and practice for education and 
training, by the HR Academician. This has to be done on an unequivocal 
basis to the HR student, without which the outcome, may not be 
complete, thereby resulting in plethora of issues, which may become 
problematic for all the stakeholders, be it the HR student, HR 
Academicians, the B-school and finally HR practitioners in the Industry.

Rationale for the research study

Higher education, especially the field of management education with 
special focus on HR education in India stands at cross roads. Without 
change, the traditional university structure of educating and training 
tomorrow's business leaders is being surpassed and discarded in the 
increasingly diverse and technological global economy. People are the 
organization's greatest asset, providing the intellectual capital and the 
catalytic advantage to companies and thus the market. 

Statement of the problem

To keep pace with the globalization, HR Academicians have to be aware 
of their roles and obligations in terms of teaching learning processes, 
training and guiding students and in particular their research work. As 
in, research work is one of major mechanism through which an HR 
academician, could use it to bridge the Academics and Industry; be 
ahead of the industry in terms of design and develop concepts as per 
the changes in the industry vis-a-vis the academia and so on.Hence, 
this research work has been planned, which aims to understand the HR 
Academician's perspective of HR management education as of today 
and tomorrow. Thus, providing us with information, which is to be 
reworked at all levels in the delivery of HR education.

Methodology

Objective

To study the HR Academician's perception regardingthe relevance and 
rigor of HR education; to explore the roles and responsibilities of HR 
faculty in branding and making visibility of HR as a Profession; HR 
students training in industry relevant HR skills, will be the main focus of 
the present study paper.

Hypothesis development

Hypothesis 1: There exists no relationship between the roles and 
responsibilities and the various designationsof the HR Academicians.

Hypothesis 2: There is no relationship between the number of HR 
publications in journals and designations of the HR Academicians.

Geographical Area 

The sample consists of HR Academicians, (presently working in the 
Departments and Schools of MBA located in Universities / Institutions) 
of Karnataka state, as specified in Exhibit 1.

Exhibit 1
Name of the University / Institution

and the place of its existence
Sl No

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

20

21

22

23

Name of the University / Institution

Acharya School of Management

Bangalore University

Central University of Karnataka

Christ University

Davangere University

Gulbarga University

Jain University

Karnatak University

Karnataka State Women's University

Kuvempu University

Mangalore University

Manipal University

Mount Carmel Institute of Management

MS Ramaiah Institute of Management Studies

National Institute of Technology Karnataka

Ramaiah Institute of Management Studies

St Joseph's College of Business Administration

Symbiosis Institute of Management Studies

Tumkur University

University of Mysore

Vijayanagara Sri Krishnadevaraya University

Visveswaraiah Technological University

Xavier's Institute of Management Excellence

Place of existence

Bengaluru

Bengaluru

Gulbarga

Bengaluru

Davangere

Gulbarga 

Bengaluru

Dharwad

Bijapur

Shankaraghatta, Shivmogga

Mangalore

Manipal

Bengaluru

Bengaluru

Suratkal, Mangalore

Bengaluru

Bengaluru

Bengaluru

Tumkur

Mysore

Bellary 

Belgaum 

Bengaluru

Sample Design
Survey procedure was adopted, to localize on the HR Academicians 
presently working in different types of Universities / Institutions, 
locatedacross Karnataka state.

Exhibit 2
Demographic data of the HR Academicians
Sl No

Age groups

Gender

Educa�onal
Background

Parameter

Overall

Frequency

39

Percent

100

23 to 27

28 to 32

33 to 37

38 to 42

43 to 47

48 to 53

Male

Female

MBA

MBA, NET

MBA, MPhil

MBA, PhD

MBA, NET, PhD

MBA, MPhil, NET, PhD

Deemed University

Autonomous B-schools

State Public University

Central University

NIT @

Technical University

Urban (metro)

Semi Urban 

Rural (non-metro)

4

6

10

6

7

6

22

17

12

8

6

1

4

8

5

11

17

1

1

4

30

1

8

10.25 %

15.38 %

25.64 %

15.38 %

17.94 %

15.38 %

56.41 %

43.58 %

30.76 %

20.51 %

15.38 %

2.56 %

10.25 %

20.51 %

12.8 %

28.2 %

43.6 %

2.6 %

2.6 %

10.3 %

76.9 %

2.6 %

20.5 %

Type of University

Residence

@ + National Institute of Technology, earlier called as REC- Regional Engineering Colleges

Tool

A questionnaire was developed keeping in view, the broad objectives 
of the study. The first part of this tool consists of the socio-
demographic data wherein the age, gender, education and other issues 
were noted. The second part of the questionnaire, contains details of 
HR issues - why HR education has been selected as a postgraduate 
education, its impact on the HR student, HR subject contents and 
course offerings, HR Academician's roles and responsibilities, HR 
publications, future scenario and other such related issues.The 
Cronbach's alpha for the HR Academician's questionnaire developed 
for this study is .762.

Process of Research work

The research design adopted for this study is Descriptive - Exploratory.  
The entire work was done in two phases, i.e., pilot study and main 
study. This pilot study was conducted over a period of 3 months, with a 
total of 08 samples. The tool was finalized reflecting the results of the 
pilot study, with the necessary changes being added to the tool. For the 
main study, all the universities and autonomous B-schools were visited 
and collected the data. This process took over nine months. The data 
collected was coded, entered into computer systems using SPSS 20.0.1 
version software, was analyzed using statistical tools like - Frequency, 
Percentage, Chi-square and Contingency Coefficient. These statistical 
tests were applied to find out the association between different 
categories of Academicians, Universities / Institutions and other 
categories of variables and their perception of HR education.
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Analysis of Results

Given below are some of the significant results, which have been 
obtained after the conduction of due statistical analysis.

Exhibit 3
HR Academician's designations by the

role and responsibility of the HR Academician
Designation of the HR AcademicianRole and

Responsibility
of HR
Academician

1,2,3,4

Guest
Lecturer
(fixed
period)

Lecturer
/Assistant
Prof
Grade 2
and 3

Sr Lecturer
/Assistant
Prof Grade 1

Associate
Prof

Prof
Prof
and
HoD Total

Test
statistics

n 1 3 10 2 0 0 16

% 50.0% 27.3% 83.3% 28.6% 0.0% 0.0% 41.0%
CC = .729;  
p = .000

4,5,6,1

1,3,4,5,6

5,6,1,2,3

Did not
reveal

Total

n

%
n

%
n

%
n

%

n

%

0

0.0%

0

0.0%

1

50.0%

0

0.0%

2

5.13

2

18.2%

4

36.4%

2

18.2%

0

0.0%

11

28.21

1

8.3%

0

0.0%

0

0.0%

1

8.3%

12

30.77

4

57.1%

0

0.0%

1

14.3%

0

0.0%

7

17.85

0

0.0%

5

100.0%

0

0.0%

0

0.0%

5

12.82

0

0.0%

2

100.0%

0

0.0%

0

0.0%

2

5.12

7

17.9%

11

28.2%

4

10.3%

1

2.6%

39

100
X2 =

44.182;
p = .000

1. Teaching / Guiding / Training during field work; 2. Research projects / Paper Publications and 
Presentations;   3.Conferences / Seminar / Workshops – Conduct and Attend;    4.Placements / 
Training for student placement / Admission support;   5.Student affairs coordinator / Proctors / 
Mentor / campus minister;   6. Department Administration support / Documentation / IA 
Coordinator.

Comparison amongst the designations of theHR Academician's has 
revealed that 30.77% of the total population are Senior Lecturer / Asst 
Prof Grade 1, followed by Lecturers / Asst Prof Grade 2 at 28.21%; lastly 
at 17.85% of the population were the Associate Professors. Chi-square 
revealed a significant difference between these groups of frequencies 
(X2=44.182; p=.000), which helps us to infer that that number of HR 
Academiciansin the Senior Lecturer / Asst Prof Grade1 are more than 
other designations. Contingency Co-efficient revealed that a 
significant association exists (CC=.729; p =.000), indicating that HR 
Academicians were of the opinion that theirprimary role and 
responsibility (1,2,3 and4) were highest at 41%, such as - "Teaching, 
Guiding and Training during field work; conduction of Research 
projects, indulge inresearch paper publications and presentations; 
Attend and conduct events such as Conferences, Seminar and 
Workshops; Pre placements Trainingand campus placement andto 
indulge in admission support during the times of student admissions”. 
This was followed by 28.2% (at 1, 3, 4, 5 and 6) with the Secondary role 
and responsible activities, such as "Attend and conduct events such as 
Conferences, Seminar and Workshops; conduct Pre-placement 
Training and campus placement; Work as a Student affairs coordinator, 
Proctors, Mentor and campus minister; Provide the department with 
administrational support in terms of documentation and IA Co-
ordinatorship" as the second largest set of responsibilities of HR 
Academicians.

Exhibit 4
HR Academician's designation by the

number of articles being published in the journals

No. of Publications
in Journals by
HR Academicians

Designations of HR Academicians

< 2

3 to 8

n

%

n

%

1

50.0%

0

0.0%

1

9.1%

1

9.1%

1

8.3%

3

25.0%

1

14.3%

2

28.6%

0

0.0%

0

0.0%

0

0.0%

1

50.0%

4

10.3%

7

17.9%

Guest
Lecturer
(fixed
period)

Lecturer
/Assistant
Prof Grade
2 and 3

Sr Lecturer
/Assistant
Prof Grade 1

Associate
Prof Prof

Prof and
HoD

Total
Tests
Statistics

CC = .748; 

p = .000

9 to 14

15+

NA

Total

n

%

n

%

n

%

n

%

0

0.0%

0

0.0%

1

50.0%
2

5.13

0

0.0%

0

0.0%

9

81.8%
11

28.21

0

0.0%

0

0.0%

8

66.7%
12

30.33

1

14.3%

2

28.6%

1

14.3%
7

17.85

5

100.0%

0

0.0%

0

0.0%
5

12.82

1

50.0%

0

0.0%

0

0.0%
2

5.13

7

17.9%

2

5.1%

19

48.7%
39

100
X2 =
49.585; 
p =.000

Comparison by the number of publications in journals, amongst the HR 
Academician has revealed that 30.33% of the total population are 
Senior Lecturer / Asst Prof Grade 1, followed by Lecturers / Asst Prof 
Grade 2 at 28.21%; lastly at 17.85% of the population were the 
Associate Professors. Chi-square revealed a significant difference 
between these groups of frequencies (X2=49.585; p=.000), which 
helps us to infer that that number of HR Academiciansin the Senior 
L e c t u r e r  /  A s s t  P r o f  G r a d e  1  a r e  m o r e  t h a n  o t h e r 
designations.Contingency Co-efficient revealed that a significant 
association between these groups of frequencies (CC = .748; p=.000), 
indicating that a significant association exists, where inHR 
Academicians have published research articles in journals ranging in 
number from 3 to 8 articles and 9 to 14 articles, at 17.9% articles in 
each group. But a majority of the population at 48.7% has not been 
able to publish any papers. In this regard, most number of published 
articles have come from HR Professors and Associate Professors, which 
is good, but on the other side, the lecturers and Senior lecturers must 
also keep pace with their Senior HR Academicians.

Contingency Co-efficient revealed that a significant association exists 
(CC =.700; p =.000), indicating that 43.6% of the HR Academicians 
opined that "To train and guide HR students; provide academic 
counseling; provide networking opportunities; provide career advice; 
give good references when applying for job positions; provide 
opportunities for HR Students to participate in researchand training" 
were the important / crucial roles. This was followed by 33.3% of the 
Academicians, who revealed that the following roles "To train and 
guide HR students;To provide networking opportunities;provide 
career advice; give good references when applying for job positions; 
provide opportunities for HR Students to participate in researchand 
training; conduct research in HR" were the most important roles 
observed. Lastly, were followed by 17.9% of the Academicians claiming 
that "To conduct research in HR" was termed as one of the least roles of 
importance and observed predominantly amongst Professors.

A comparison amongst the different types of organizations/ 
universities has revealed that 41.1% of the total population are from 
State run public universities, followed by HR Academicians from 
Autonomous B schools at 25.65%; lastly at 23.10% of the population 
were from the Deemed Universities. Chi-square revealed a significant 
difference between these groups of frequencies (X2= 53.350; p = .001), 
which helps us to infer that that number of HR Academiciansin the 
Senior Lecturer / Asst Prof Grade 1 are more than other designations.

T h e  p r e d o m i n a n t  c o m m e n t  f r o m  t h e  D e e m e d 
University,AutonomousB-schools and State Public Universities 
predominantly focused on commending the research work being 
currently done here (at 60%, 45.5% and 41.2%) and were followed 
by the comment “There is a need to give practice to students for all 
the core HR functions / Industry exposure is a must” (at 40%, 27.3% 
and 35.3%) from the three types of Universities respectively. 
Central University’s major comment was on “Customize HR 
subjects depending on the type of industry” (at 100%). NIT’s 
comment focused on “Lab component is missing across any MBA 
program / Human Dynamics Lab is very important” (at 100%). The 
State Public Technical University comments focused on “There is a 

need to give practice to students for all the core HR functions / 
Industry exposure is a must” (at 50%), to be followed by 
“Customize HR subjects depending on the type of industry; and 
Your research work has covered all the areas of HR / This is a good 
research work being done here (at 25% each).Contingency Co-
efficient revealed that a significant association exists (CC = .787; p = 
.001), indicating that38.5% of the HR Academicians opined that 
the research work done by this candidate was good. This was 
followed by 33.3% of the population informing that "There is a 
need to give practice to students for all the core HR functions / 
Industry exposure is a must". Lastly followed by comment titled 
"Customize HR subjects depending on the type of industry" at 
10.3% of the population.

Discussion

A. Main findings of the study are - 

1. Primary role and responsibilities of the HR Academicians consisted 
of - "Teaching, Guiding and Training during field work; conduction 
of Research projects, indulge inresearch paper publications and 
presentations; Attend and conduct events such as Conferences, 
Seminar and Workshops; Pre placement Trainingand campus 
placement;lastly, to support the management during student 
admissions".

2. Secondary role and responsibilities of the HR Academicians 
were"Attend and conduct events such as Conferences, Seminar 
and Workshops; conduct Pre-placement Trainingand campus 
placement; Work as a Student affairs coordinator, Proctors, 
Mentor and campus minister; Provide the department with 
administrational support in terms of documentation and IA 
Coordinatorship".

3. HR Academicians have published research articles in journals 
ranging in number from a minimum of 3 to a maximum of 14 
research articles.

4. Almost half of the HR Academicians have not been able to publish 
any papers.

5. Further, most of published articles have come from HR Professors 
and Associate Professors.

6. The predominant comment from the Deemed University, 
Autonomous B-schools  and State Publ ic  Universit ies 
predominantly focused on commending the research work being 
currently done here  and were followed by the comment “There is 
a need to give practice to students for all the core HR functions / 
Industry exposure is a must” from the three types of Universities 
respectively.  

7. Central University’s major comment was on “Customize HR 
subjects depending on the type of industry”.

8. NITK’s comment focused on “Lab component is missing across any 
MBA program / Human Dynamics Lab is very important”.

9. The State Public Technical University comments was “There is a 
need to give practice to students for all the core HR functions / 
Industry exposure is a must”. Thisis to be followed by “Customize 
HR subjects depending on the type of industry"; and"Your research 
work has covered all the areas of HR / this is a good research work 
being done here”.

B. Hypothesis Test

Hypothesis 1: There exists no relationship between the roles and 
responsibilities and the various designations of the HR Academicians. 
This hypothesis has not been accepted, as the HR Academicians are 
clear of their roles and responsibilities.

Hypothesis2: There is no relationship between the number of HR 

publications in journals and designations of the HR Academicians. This 
hypothesis has not been accepted, as publications have happened by 
the senior level HR Academician like, HR Professors and Associate 
Professors.

Observation

Both the Privateand Public Sectors in India, have invested 
systematicefforts in the higher education field especially management 
education, but the outcomes are different and at times do not convey 
sense to the young reader. Young HR Academicians must be groomed 
by the Senior HR Academics in terms of teaching, training, research and 
other activities till such period, the young teacher feels confident and 
takes ownership of the task given. As many of the HR Academicians felt 
that HR needs to be made practical, where in there is lot of applications 
of HR concepts to the field. So also, there are capacities which are 
underutilized, causing loss in revenues and on the other, the industry is 
deprived of skilled management graduate, leading to a scenario,in 
which there is excessive thrust on quantity, rather than quality, which 
themanagement education, has to beaddressed and over-hauled from 
the HR Academician's perspective.

Suggestions

1. Younger HR Academicians to be made aware of their role, rights 
and responsibilities as per the organizations.

2. Almost half of the HR Academicians have not been able to publish 
any papers,i.e., at the level of Lecturer and Senior lecturer levels. 
This phase has to be ended, by having structured and systematic 
inputs for the young academics, who must get into the publication 
phase. This has to be made to happen by the Senior HR 
Academicians taking the lead.

3. HR academicians, informed that "There is a need to provide the 
hands on practice to students on all the core HR functions / also, 
adequate Industry exposure is a must".Such issues have to be 
taken up by all designations of HR Academicians and must be made 
to live unto its existence.

To conclude, systematic and structured changes in HR Management 
studies is the need of the hour. Management based Academia and the 
Industry are closely related to each other. The concepts and its 
applications of which in the industry, has to be provided on an 
unequivocal basis to the HR student for learning and practice by the HR 
Academician, without which the outcome, may in-complete; thereby 
resulting in plethora of issues for all, as in HR student, the B school and 
finally the industry.
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Analysis of Results

Given below are some of the significant results, which have been 
obtained after the conduction of due statistical analysis.

Exhibit 3
HR Academician's designations by the

role and responsibility of the HR Academician
Designation of the HR AcademicianRole and

Responsibility
of HR
Academician

1,2,3,4

Guest
Lecturer
(fixed
period)

Lecturer
/Assistant
Prof
Grade 2
and 3

Sr Lecturer
/Assistant
Prof Grade 1

Associate
Prof

Prof
Prof
and
HoD Total

Test
statistics

n 1 3 10 2 0 0 16

% 50.0% 27.3% 83.3% 28.6% 0.0% 0.0% 41.0%
CC = .729;  
p = .000

4,5,6,1

1,3,4,5,6

5,6,1,2,3

Did not
reveal

Total

n

%
n

%
n

%
n

%

n

%

0

0.0%

0

0.0%

1

50.0%

0

0.0%

2

5.13

2

18.2%

4

36.4%

2

18.2%

0

0.0%

11

28.21

1

8.3%

0

0.0%

0

0.0%

1

8.3%

12

30.77

4

57.1%

0

0.0%

1

14.3%

0

0.0%

7

17.85

0

0.0%

5

100.0%

0

0.0%

0

0.0%

5

12.82

0

0.0%

2

100.0%

0

0.0%

0

0.0%

2

5.12

7

17.9%

11

28.2%

4

10.3%

1

2.6%

39

100
X2 =

44.182;
p = .000

1. Teaching / Guiding / Training during field work; 2. Research projects / Paper Publications and 
Presentations;   3.Conferences / Seminar / Workshops – Conduct and Attend;    4.Placements / 
Training for student placement / Admission support;   5.Student affairs coordinator / Proctors / 
Mentor / campus minister;   6. Department Administration support / Documentation / IA 
Coordinator.

Comparison amongst the designations of theHR Academician's has 
revealed that 30.77% of the total population are Senior Lecturer / Asst 
Prof Grade 1, followed by Lecturers / Asst Prof Grade 2 at 28.21%; lastly 
at 17.85% of the population were the Associate Professors. Chi-square 
revealed a significant difference between these groups of frequencies 
(X2=44.182; p=.000), which helps us to infer that that number of HR 
Academiciansin the Senior Lecturer / Asst Prof Grade1 are more than 
other designations. Contingency Co-efficient revealed that a 
significant association exists (CC=.729; p =.000), indicating that HR 
Academicians were of the opinion that theirprimary role and 
responsibility (1,2,3 and4) were highest at 41%, such as - "Teaching, 
Guiding and Training during field work; conduction of Research 
projects, indulge inresearch paper publications and presentations; 
Attend and conduct events such as Conferences, Seminar and 
Workshops; Pre placements Trainingand campus placement andto 
indulge in admission support during the times of student admissions”. 
This was followed by 28.2% (at 1, 3, 4, 5 and 6) with the Secondary role 
and responsible activities, such as "Attend and conduct events such as 
Conferences, Seminar and Workshops; conduct Pre-placement 
Training and campus placement; Work as a Student affairs coordinator, 
Proctors, Mentor and campus minister; Provide the department with 
administrational support in terms of documentation and IA Co-
ordinatorship" as the second largest set of responsibilities of HR 
Academicians.

Exhibit 4
HR Academician's designation by the

number of articles being published in the journals

No. of Publications
in Journals by
HR Academicians

Designations of HR Academicians

< 2

3 to 8

n

%

n

%

1

50.0%

0

0.0%

1

9.1%

1

9.1%

1

8.3%

3

25.0%

1

14.3%

2

28.6%

0

0.0%

0

0.0%

0

0.0%

1

50.0%

4

10.3%

7

17.9%

Guest
Lecturer
(fixed
period)

Lecturer
/Assistant
Prof Grade
2 and 3

Sr Lecturer
/Assistant
Prof Grade 1

Associate
Prof Prof

Prof and
HoD

Total
Tests
Statistics

CC = .748; 

p = .000

9 to 14

15+

NA

Total

n

%

n

%

n

%

n

%

0

0.0%

0

0.0%

1

50.0%
2

5.13

0

0.0%

0

0.0%

9

81.8%
11

28.21

0

0.0%

0

0.0%

8

66.7%
12

30.33

1

14.3%

2

28.6%

1

14.3%
7

17.85

5

100.0%

0

0.0%

0

0.0%
5

12.82

1

50.0%

0

0.0%

0

0.0%
2

5.13

7

17.9%

2

5.1%

19

48.7%
39

100
X2 =
49.585; 
p =.000

Comparison by the number of publications in journals, amongst the HR 
Academician has revealed that 30.33% of the total population are 
Senior Lecturer / Asst Prof Grade 1, followed by Lecturers / Asst Prof 
Grade 2 at 28.21%; lastly at 17.85% of the population were the 
Associate Professors. Chi-square revealed a significant difference 
between these groups of frequencies (X2=49.585; p=.000), which 
helps us to infer that that number of HR Academiciansin the Senior 
L e c t u r e r  /  A s s t  P r o f  G r a d e  1  a r e  m o r e  t h a n  o t h e r 
designations.Contingency Co-efficient revealed that a significant 
association between these groups of frequencies (CC = .748; p=.000), 
indicating that a significant association exists, where inHR 
Academicians have published research articles in journals ranging in 
number from 3 to 8 articles and 9 to 14 articles, at 17.9% articles in 
each group. But a majority of the population at 48.7% has not been 
able to publish any papers. In this regard, most number of published 
articles have come from HR Professors and Associate Professors, which 
is good, but on the other side, the lecturers and Senior lecturers must 
also keep pace with their Senior HR Academicians.

Contingency Co-efficient revealed that a significant association exists 
(CC =.700; p =.000), indicating that 43.6% of the HR Academicians 
opined that "To train and guide HR students; provide academic 
counseling; provide networking opportunities; provide career advice; 
give good references when applying for job positions; provide 
opportunities for HR Students to participate in researchand training" 
were the important / crucial roles. This was followed by 33.3% of the 
Academicians, who revealed that the following roles "To train and 
guide HR students;To provide networking opportunities;provide 
career advice; give good references when applying for job positions; 
provide opportunities for HR Students to participate in researchand 
training; conduct research in HR" were the most important roles 
observed. Lastly, were followed by 17.9% of the Academicians claiming 
that "To conduct research in HR" was termed as one of the least roles of 
importance and observed predominantly amongst Professors.

A comparison amongst the different types of organizations/ 
universities has revealed that 41.1% of the total population are from 
State run public universities, followed by HR Academicians from 
Autonomous B schools at 25.65%; lastly at 23.10% of the population 
were from the Deemed Universities. Chi-square revealed a significant 
difference between these groups of frequencies (X2= 53.350; p = .001), 
which helps us to infer that that number of HR Academiciansin the 
Senior Lecturer / Asst Prof Grade 1 are more than other designations.

T h e  p r e d o m i n a n t  c o m m e n t  f r o m  t h e  D e e m e d 
University,AutonomousB-schools and State Public Universities 
predominantly focused on commending the research work being 
currently done here (at 60%, 45.5% and 41.2%) and were followed 
by the comment “There is a need to give practice to students for all 
the core HR functions / Industry exposure is a must” (at 40%, 27.3% 
and 35.3%) from the three types of Universities respectively. 
Central University’s major comment was on “Customize HR 
subjects depending on the type of industry” (at 100%). NIT’s 
comment focused on “Lab component is missing across any MBA 
program / Human Dynamics Lab is very important” (at 100%). The 
State Public Technical University comments focused on “There is a 

need to give practice to students for all the core HR functions / 
Industry exposure is a must” (at 50%), to be followed by 
“Customize HR subjects depending on the type of industry; and 
Your research work has covered all the areas of HR / This is a good 
research work being done here (at 25% each).Contingency Co-
efficient revealed that a significant association exists (CC = .787; p = 
.001), indicating that38.5% of the HR Academicians opined that 
the research work done by this candidate was good. This was 
followed by 33.3% of the population informing that "There is a 
need to give practice to students for all the core HR functions / 
Industry exposure is a must". Lastly followed by comment titled 
"Customize HR subjects depending on the type of industry" at 
10.3% of the population.

Discussion

A. Main findings of the study are - 

1. Primary role and responsibilities of the HR Academicians consisted 
of - "Teaching, Guiding and Training during field work; conduction 
of Research projects, indulge inresearch paper publications and 
presentations; Attend and conduct events such as Conferences, 
Seminar and Workshops; Pre placement Trainingand campus 
placement;lastly, to support the management during student 
admissions".

2. Secondary role and responsibilities of the HR Academicians 
were"Attend and conduct events such as Conferences, Seminar 
and Workshops; conduct Pre-placement Trainingand campus 
placement; Work as a Student affairs coordinator, Proctors, 
Mentor and campus minister; Provide the department with 
administrational support in terms of documentation and IA 
Coordinatorship".

3. HR Academicians have published research articles in journals 
ranging in number from a minimum of 3 to a maximum of 14 
research articles.

4. Almost half of the HR Academicians have not been able to publish 
any papers.

5. Further, most of published articles have come from HR Professors 
and Associate Professors.

6. The predominant comment from the Deemed University, 
Autonomous B-schools  and State Publ ic  Universit ies 
predominantly focused on commending the research work being 
currently done here  and were followed by the comment “There is 
a need to give practice to students for all the core HR functions / 
Industry exposure is a must” from the three types of Universities 
respectively.  

7. Central University’s major comment was on “Customize HR 
subjects depending on the type of industry”.

8. NITK’s comment focused on “Lab component is missing across any 
MBA program / Human Dynamics Lab is very important”.

9. The State Public Technical University comments was “There is a 
need to give practice to students for all the core HR functions / 
Industry exposure is a must”. Thisis to be followed by “Customize 
HR subjects depending on the type of industry"; and"Your research 
work has covered all the areas of HR / this is a good research work 
being done here”.

B. Hypothesis Test

Hypothesis 1: There exists no relationship between the roles and 
responsibilities and the various designations of the HR Academicians. 
This hypothesis has not been accepted, as the HR Academicians are 
clear of their roles and responsibilities.

Hypothesis2: There is no relationship between the number of HR 

publications in journals and designations of the HR Academicians. This 
hypothesis has not been accepted, as publications have happened by 
the senior level HR Academician like, HR Professors and Associate 
Professors.

Observation

Both the Privateand Public Sectors in India, have invested 
systematicefforts in the higher education field especially management 
education, but the outcomes are different and at times do not convey 
sense to the young reader. Young HR Academicians must be groomed 
by the Senior HR Academics in terms of teaching, training, research and 
other activities till such period, the young teacher feels confident and 
takes ownership of the task given. As many of the HR Academicians felt 
that HR needs to be made practical, where in there is lot of applications 
of HR concepts to the field. So also, there are capacities which are 
underutilized, causing loss in revenues and on the other, the industry is 
deprived of skilled management graduate, leading to a scenario,in 
which there is excessive thrust on quantity, rather than quality, which 
themanagement education, has to beaddressed and over-hauled from 
the HR Academician's perspective.

Suggestions

1. Younger HR Academicians to be made aware of their role, rights 
and responsibilities as per the organizations.

2. Almost half of the HR Academicians have not been able to publish 
any papers,i.e., at the level of Lecturer and Senior lecturer levels. 
This phase has to be ended, by having structured and systematic 
inputs for the young academics, who must get into the publication 
phase. This has to be made to happen by the Senior HR 
Academicians taking the lead.

3. HR academicians, informed that "There is a need to provide the 
hands on practice to students on all the core HR functions / also, 
adequate Industry exposure is a must".Such issues have to be 
taken up by all designations of HR Academicians and must be made 
to live unto its existence.

To conclude, systematic and structured changes in HR Management 
studies is the need of the hour. Management based Academia and the 
Industry are closely related to each other. The concepts and its 
applications of which in the industry, has to be provided on an 
unequivocal basis to the HR student for learning and practice by the HR 
Academician, without which the outcome, may in-complete; thereby 
resulting in plethora of issues for all, as in HR student, the B school and 
finally the industry.
Acknowledgements

The author thankHR Academicians and convey their gratitude to the HoDsand Dean's from 
all the Departments of Management Studies at various Universities and Autonomous 
Institutions across the Karnataka state.

Bibliography

Arnone, M. (1998), Corporate universities: a viewpoint on the 
challenges and best practices, Career Development International, Vol. 
3 No. 5, pp. 219-230.

Barker, R. (2010). No, management is not a profession. Harvard 
Business Review. July, pp. 52 - 60.

Baruch, Y. and Leeming, A. (1996), Programming the MBA programme-
quest for curriculum, The Journal of Management Development, Vol. 
15, No. 7, pp. 570-580.

Bennis, W. O. and O’Toole, J. (2005). How business schools lost their 
way. Harvard Business Review, Vol. 83 (5), pp. 96-104. 

Brian, O.R. (1993), How executives learn now, Fortune, Chicago, April, 5.

Carnall, C. (1995). The third-generation MBA global reach and 'local' 



21 22

GBS - IMPACT GBS - IMPACTVolume 03, Issue -01, Jan-Jun 2017,  ISSN : 2454- 8545 Volume 03, Issue -01, Jan-Jun 2017,  ISSN : 2454- 8545

service, The Learning Organization, Vol. 2 No. 2.

Chaturvedi, H. (2012). Making India a hub for management education 
envisaging a new role for the regulator. Proceedings of National 
Convention on Indian Higher Education-Vision for Quality, Autonomy 
and Accountability, New Delhi, pp. 33-35. 

Conger, J. andKanungo, R. (1987). Towards a theory of charismatic 
leadership in organizational settings, Academy of Management 
Review, Vol. 12, pp. 637-47. 

Crotty, P.T. and Soule, A. (1997), Executive education: yesterday and 
today, with a look at tomorrow, Journal of Management Development, 
Vol. 16,  No. 1, pp. 584-597.

Datar, M. Srikant, Garvin, A. David and Cullen, G. Patrick. (2010). 
Rethinking the MBA: Business Education at Crossroads. Harvard 
Business Press.  Boston.

Datar, S. (2010). The ‘may be’ of MBA courses. Mint, 20 June, 30 - 35.

Dealtry, R. (2000), Case research into the evolution of a corporate 
university development process, Employee Counseling Today, Vol. 12, 
No. 8, pp 610 - 618.

Ghoshal, S. (2005). Bad management theories are destroying good 
management practice. Academy of Management Learning and 
Education, Vol. 4(1), pp 75-91. 

Gupta, V. andGollakota, K. (2004). Business education in India: the 
quality dialogue. IBAT Journal of Management, Vol.1 (2), pp. 1-18. 

Harvard Business Review (1992), MBA: is the traditional model 
doomed?, Harvard Business Review, November-December, pp. 128-40.

Jones, M. (2012). Management Education matters. In "Business 
schools seizing the Future". Edited book. The Association of Business 
Schools, London.

Kaul, Natasha (2011). Management Education in India – A case study. 
Asian Journal of Management Research, Vol 2, Issue 1, pp 533 - 552.

Khurana, R. (2007). From higher aims to hired hands: The social 
transformation of American business schools and the unfulfilled 
promise of management as a profession. Princeton University Press. 
Princeton.

Kretovics, M.A. (1999). Assessing the MBA. What do our students 
learn? Journal of Management Development, 2(18), 125-36.

Kumar M andJha S (2012). Revitalizing management education in India: 
A Strategic approach. Journal of Management and Public Policy. Vol 3, 
No 2, June, pp 5 - 17.

Leavitt,H. J. (1989). Educating our MBAs: on teaching what we haven’t 
taught. California Management Review, Vol.31 (3), pp. 38-50. 

Mintzberg, H. (2004), Managers not MBAs: A hard look at the soft 
practices of managing and management development, Financial 
Times/Prentice Hall, London.

NASSCOM  (2012).  Annual Report 2012 - 13. New Delhi. 

Neelankavil, J.P (1994), Corporate America's quest for an ideal MBA, 
Journal of Management Development, Vol. 13 No. 5.

Porter, L. W., andMcKibbin, L. R. (1988). Management education and 
development: Drift or thrust into the 21st century?  New York: McGraw-
Hill.

Quacquarelli, N. (1998), No let-up in demand for MBAs, World 
Executive's Digest, KuaIa Lumpur, March.

Rao, Y. (2012). Slowdown hits b-school placements. Times of India, 
March 6, 2012. 

Sarkar, M. (2011). Declining numbers. Business World, June 2011.

Schmotter, J.W. (1994), The best of times or the worst of times? The 
future of MBA market in the USA in the 1990s, Executive Development, 

Vol. 7 No. 5.

Shewta and Kumar M (2011). Management Education in India: Issues 
and Challenges. Journal of Management and Public Policy Vol. 3, No. 1, 
July-December, pp. 5-14.

Shipper, F. (1999), A comparison of managerial skills of middle 
managers with MBAs, with other masters' and undergraduate degrees 
ten years after the Porter and McKibbin Report, Journal of Managerial 
Psychology, Vol. 14 No. 2.

Taylor III, A. (1998), Smart managing: consultants have a big people 
problem, Fortune, Chicago, April 13.

A STUDY OF IDENTIFYING THE TRENDS
AND STRATEGIES INVOLVING EXPORT OF SUGAR  

INTRODUCTION

 Sugar is made from sugarcane, and was discovered thousands of 
years ago in New Guinea. And then the route was traced to India and 
Southeast Asia. India was the first to begin the production of sugar 
following the process of pressing sugarcane to extract juice and boil it 
to get crystals. The government of India in 1950-51 made serious 
industrial development plans and set many targets for production and 
consumption of sugar. The plans laid by the government projected 
installment capacity for the sugar industry in its Five Year Plans. India is 
well known as the original home of sugar and sugarcane. Indian 
mythology supports the fact it contains legends showing the origin of 
sugarcane. Today India is the second largest producer of sugarcane 
next to Brazil. The sugar industry's contribution to the rural economy 
has significant social and economic impact for the nation as well. The 
sugar industry is a green industry and is largely self- sufficient in energy 
needs through utilization of bagasse for generating electricity and 
steam. Sugar industry is probably the only industry in the country 
which utilizes all its by-products commercially by value addition 
thereby contributing towards the renewable power generation and 
green bio-fuel namely, Ethanol.

TYPES AND SIZE OF SUGAR INDUSTRIES IN INDIA

 The sugar industry in India consists of organized and unorganized 
sector. Most of the sugar factories fall under organized sectors 
whereas, traditional sweeteners fall under the unorganized sector. 
Today India has 453 sugar mills, constituting 252 mills to cooperative 
sector and 134 mills from private sector. India ranks second in the 
world in sugarcane production. Tamil Nadu ranks first in India in highest 
yield per hectare, followed by Karnataka. The total sugarcane 
produced in India is not used for the extraction of sugar. Nearly 50% of 
it is used for making gur. At one time India exported a lot of sugar but 
today she has to import sugar.

PROBLEMS FACED BY SUGAR INDUSTRIES 

1. Indian sugarcane is not of good quality as both the juice and content 
of sugar is low.

2. The fibre left after the extraction of juice is mainly used as fuel. If it 
was used for the making of paper or     

3.  board the farmer’s income would increase.

4. The yield per hectare is low.

5. Most of the sugarcane is used to make gur. If sugar was produced 
then the farmer would get a better price by selling their sugarcane 
and therefore, be willing to produce more sugarcane.

OBJECTIVE OF THE STUDY:

• To study the trends of export of sugar from India.

• To study the reasons behind the growth of export in sugar.

• To identify the sugar industry’s competitiveness based on export 
performance.

• To study the contribution made by sugar exports.
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ISMA'S statistical services maintain a global & domestic agricultural 
market intelligence, key indicators, outlook analysis, a wealth of data 
on sugarcane & its by-products. Reporting includes Indian current 
scenario on sugarcane acreages, world sugar forecasts, harvesting & 
c r u s h i n g  r e p o r t s ,  h i s t o r i c a l  d e t a i l i n g  o n  a c r e a g e s / 
yields/production/utilization/stock position/ policies and related data 
upto State/Country level.

Table 1: Detail s regarding No of factories
and Sugar cane area and production

from 2009-10 to 2015-16

Particulars 

No of Factories
in operation

Cane Acreage (
000 Hectares

Sugar cane
production
(Lakh tones)0

Molasses
production
(000 Tons)

2009-10

490

4175

2923

8400

2010-11

507

4885

3424

10970

2011-12

529

5100

3528

11824

2012-13

526

5279

3544

11744

2013-14

509

5341

3456

10882

2014-15

528

5307

3668

12482

2015-16

526

5284

3369

10837

CGR (%)

0.92

3.34

1.96

3.41

Research Methodology

Descriptive research design was adopted for the study considering the 
nature and scope of the study. Secondary data was collected from 
different websites relevant to the study conducted. And the data 
collected was analyzed by using compound growth Rate (CGR) in order 
to know the growth happened over a period of years with respect to 
the study statics.

Data Analysis and Interpretation 
 Table: 2 Country-wise Export of Sugar (1981 and 1986 to 2009)  (Th. MT)

Year

1981

1986

1987

1988

1989

1990

1991

1992

1993

1994

1995

1996

Cuba

7071

6702

6482

6978

7123

7172

6767

6085

3662

3188

2603

3830

864

480

587

528

521

369

336

301

305

306

141

353

Dominican
Rep. Brazil

2670

2554

2424

1610

965

1576

1614

2273

3008

3602

6299

5309

Thailand

1154

2049

2071

1961

3105

2496

2863

3719

2401

2720

3887

4628

Mauritius

458

662

695

692

673

612

584

634

575

551

533

616

736

874

1105

909

924

833

897

255

-

264

346

972

South
Africa

Australia

2982

2710

2826

2980

3149

3069

2456

2894

3441

4504

4592

4286

India

64

38

-

-

-

-

296

493

324

17

174

906

24832

27239

28368

27419

27924

28353

22793

25705

24429

24473

28418

29127

Total
World




