




Building Quality in Management Education for Sustained Institutional Development

3



Building Quality in Management Education for Sustained Institutional Development

4



Building Quality in Management Education for Sustained Institutional Development

5

Building Quality in Management Education

for Sustained Institutional Development



Building Quality in Management Education for Sustained Institutional Development

6

Conference on

Building Quality in Management Education for Sustained

Institutional Development

12th  December, 2014

SPONSORS

Institute of Public Enterprise, Hyderabad, India

University of Management and Technology, Lahore, Pakistan

India



Building Quality in Management Education for Sustained Institutional Development

7

CONTENT

S.No.                                              Particulars Page No.

1. Concept Paper on Management Education:  The Quest For Quality 15

Dr. S. Padam

2. Management Education Challenges and Opportunities in 18

Developing Countries – Case of Pakistan and Some Ideas for AMDISA

Dr. Syed Zahoor Hassan

3. MBA Education at a Crossroads 22

Dr. Bala V Balachandran

4. Quality and Institution Building 25

Dr. M. Rammohan Rao

5. Quality of Education and Sustainability of  Business Schools of Private 32

Universities  in  Bangladesh - Present  Scenario and Immediate Challenges

Dr. Abdur Rab

6. Institution Building in Higher Education IIMK and AU Experience 42

Dr. A H Kalro

7. Hiring Success Through Triple Fits 46

Dr. Ajantha S. Dharmasiri

8. Building Quality in Management Education through Institutional 51

Development: Perspective from Nepal

Prof. Subas KC

9. Role of Competency Management in Institutional Building 56

– A Quality Approach

Dr. SitaVanka

10. Quality Education 63

Dr. Abdul Wahab

11. Building Quality in Management Education for 65

Sustained Institutional Development – A CSR Way

Dr. Anil Rao  and Prof. Hema Doreswamy

Disclaimer

This Souvenir or any part thereof may not be reproduced in any form without the prior written

permission of the Publisher, AMDISA. All data, views, opinions, etc., that are published in this

Souvenir are the sole responsibility of the individual authors. The Publisher is in no way responsible

for them.



Building Quality in Management Education for Sustained Institutional Development

8

ADVERTISEMENT CONTENT

S.No. Advt. from Page No.

1. FORE School of Management, New Delhi 2

2. Prin. L.N. Welingkar Institute of Management Development, 3

Mumbai|Bangalore

3. Ahmedabad University - Amrut Mody School of Management, Ahmedabad 4

4. The ICFAI Foundation for Higher Education, Hyderabad 13

5. IFIM Business School, Bangalore 14

6. Kathmandu University School of Management, Lalitpur, Nepal 35

7. Entrepreneurship Development Institute,  Gandhinagar 36-37

8. Institute of Management, NIRMA University, Ahmedabad 38

9. NMIMS – School of Business Management, Bangalore 59

10. SAGE  Publications, New Delhi 60

11. XLRI - Xavier School of Management, Jamshedpur 69

12. Xavier University, Bhubaneswar (XUB), Bhubaneswar 70

13. Great Lakes Institute of Management, Chennai 71

14. K J Somaiya Institute of Management Studies and Research, Mumbai 72



Building Quality in Management Education for Sustained Institutional Development

9



Building Quality in Management Education for Sustained Institutional Development

10



Building Quality in Management Education for Sustained Institutional Development

11

MESSAGE

AMDISA is organizing an International Conference on “Building Quality in Management Education for

Sustained Institutional Development” on 12th December, 2014 at Hyderabad.

AMDISA’s role in building quality in management education is accentuated through its South Asian

Quality Assurance System (SAQS). SAQS is the South Asian system of quality assessment, improvement,

and accreditation of higher education institutions in management and business administration.  Its

fundamental objective, linked to the mission of the AMDISA, is to raise the quality and standard of

management education. AMDISA facilitates standard setting, benchmarking, mutual learning, and the

dissemination across borders of good practice. The goal of SAQS is to evolve a globally benchmarked

Quality Assurance System adapted to the specificity and needs of South Asian management schools and

their environments.

With increasing economic activity, there is a concomitant need for increased and effective managerial

talent. This can be made possible only through dissemination of quality management education replete

with contemporary practices and approaches. AMDISA, a SAARC Recognized Body, is doing yeoman

service in this regard in South Asia. This Conference with a host of participants from leading South

Asian Management Institutions will articulate and make prescription to stimulate thought processes and

approaches which will sub serve the ultimate cause of making available to the society at large a talented

pool of managerial talent.

It is AMDISA’s cherished objective to take more such pro-active initiatives in this fast changing and

evolving world.

Wishing the event a grand success!

Dr Ashok Joshi

Dr Ashok Joshi
President

AMDISA
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Prof. Y.K. Bhushan
Chairman SAQS Council

MESSAGE

Building quality  in  Management Education is the dream and aspiration of all Management Schools across the region

which are looking at a future for themselves. The involvement  of AMDISA in the quality movement for Management

Schools took shape with  the initiative  of our late founder Dr. Dharni Sinha.  AMDSIA got into an arrangement with

EFMD to help to prepare Indian educators and  corporate professionals for accreditation certifying the level of

quality achieved by a business school.  This visionary  initiative  brought forth  at extremely useful  set of programmes

with faculty  support from EFMD to prepare  senior management  educators from the member institutions to

undertake the work of accreditation. Since accreditation  is a peer review  system, a pool of peer reviewers  were

trained.

After much thought and discussion it was decided  that AMDISA should launch its own system of accreditation

instead of acting as the agency for EFMD such that  suitable adaptation  in the norms of accreditation  could be

carried out to suit the ground reality  in the South Asian context.  This gave rise  to the South Asian Quality

Improvement  System called  ‘SAQS’. Beginning with some  large top level institutions, specially in India and

Pakistan,  SAQS has drawn in aspiring Management Schools to go through the process of  scrutiny against well

defined criteria.  The system has been followed with all the rigor possible  and has  already benefitted -- Schools in the

region.

Since AMDISA desires that the message of quality in management education should be carried to an increased

number of Schools which are interested in future growth apart from review of the current status,  we have planned a

one day conference on the theme “Building Quality in Management Education for Sustained Institutional

Development” on 12th December, 2014 at Hyderabad. The focus in the conference is intended to be both on the

development of the quality in management education as also in the role of sustained development  of institutions.

Both  are built into SAQS which is  not just a onetime process but  has a provision for continual  review and extension

so  that  the development of institutions can be sustained  in the changing conditions in future.

On behalf of SAQS, I am indeed delighted to welcome the participants in the Conference  and wish them all the

success in their mission. We hope that this conference will be a positive  contribution towards building institutions

which will perpetuate their functioning  in a dynamic style not losing the element of   quality along the way.

Let me convey to all Management  School leaders our best wishes in their journey.

Prof. Y.K. Bhushan

South Asian Quality Assurance System (SAQS)

An Initiative of AMDISA
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Management Education: The Quest For Quality

MANAGEMENT EDUCATION is arguably the youngest branch of education. Having begun, in the South

Asian context, in the second half of 20th century, almost forty years later than the Harvard initiative, it emerged

as a popular and exciting field. Almost everything taught in management has a mother discipline. After acquiring

the conceptual base necessary, management education strives towards application of knowledge to real life situations

in order to deliver productivity, efficiency and quality. While the conceptual base on which it is founded could be

international in outlook, management education applies itself to specific situations depending upon particular

challenges faced by societies at large. Context becomes important, while retaining conceptual relevance across

cultures and situations. The economic, social and cultural dimensions transform management education from

society to society. This is both a challenge and an opportunity to test concepts against practice. Emerging economies,

particularly in South Asia, are the testing ground, making the practice of management both exciting and innovative.

THE SOUTH ASIAN CONTEXT

South Asia is not poor, but it is poorly managed. Over two decades ago, this simple, yet powerful, truism inspired a

movement to address management education across the South Asian region with a new zeal and commitment.

The timing could not have been more propitious since economic liberalization had caught on, if with unequal

intensity, across the nations in the entire developing world. And South Asia, with its history and international

outlook, could not have been an exception. It was also some kind of a miracle that in a region beset with political

and economic compulsions, that a group of management professionals from the region gathered in the city of

Hyderabad in India and put their minds together to start a movement that could support and strengthen social

and economic initiatives.

Those who gathered in Hyderabad were not unaware of the difficulties in forging an alliance without political

overtones. Professional collaboration to support a better future in the region was both a need and an opportunity.

The result was AMDISA – the Association of Management Development Institutions in South Asia. Starting

with a small membership, it now has 220 members. In the beginning a meeting of minds, AMDISA soon

acquired recognition from SAARC, which is an inter-governmental body striving for an integrated outlook on

both regional and international affairs. It is indeed remarkable that AMDISA has now earned a place in the

Dr. Sudarsanam Padam

Adviser & Former Dean of Studies

Administrative Staff College of India

Hyderabad, India
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cause of economic and social impact through its dedication to management education. There is an abiding

commitment to carry members in a common endeavour for helping management institutions aim at sustainability,

quality and institution building.

Soon it was realized that, apart from striving to be a meeting of minds, there was need to formalizing a

concern for quality. With business and industry seeking more and more management trained young men and

women, there was a spontaneous upsurge in establishing management schools. As with any such growth triggered

by sudden need for managers – and indeed more and more of them - there were strategic issues of upgrading

what is taught and delivering managers of quality for the myriad tasks that economic growth demands. Thus was

born SAQS – South Asian Quality Assurance System - as an integral part of AMDISA. While AMDISA is expected

to be an apex level organization for the propagation of management education, SAQS is particularly expected to

look at individual management schools and subject them to the rigour of procedures and transparency as well as

constant review of teaching and research methodologies.

THE CONFERENCE

The Conference on Building Quality in Management Education for Sustained Institutional Development, to be

held in Hyderabad in December, is expected to be a clearing house of ideas which influence management education

and to look at quality in tune with institution building. Almost three-fourths of AMDISA members need assistance,

guidance and mentoring, as they cannot qualify even to enter the SAQS process. As more and more schools are

opened, the need to bring them up to basic levels of quality becomes ever more urgent.

QUALITY: While it could be conceded that in terms of quantity, South Asia is not far behind in the number

of management schools, the quality of the schools is, unsurprisingly, uneven and leaves a vast scope for

improvement. It is also necessary to realize that several international accrediting organizations have found schools

in this region wanting in research. At the high level in which management schools operate, teachers should not

just teach, they should also create knowledge. Developing appropriate cases, constant review of curriculum and

acquisition of relevant skills should be a priority both to schools and to their faculty. This cannot be done without

research and an abiding concern in the institutions to promote, support and reward research. The hallmark of

the best schools in the world is their ability to create an environment where teachers engage in research and

create knowledge relevant to the managerial environment in which their students are employed, as also to

collaborate with the best schools abroad for defining basic concepts and their applicability to societies far apart.

The focus of the Conference is faculty development. This is no easy task since there is not enough faculty available.

The need is to encourage management students, the brightest of them, to turn to teaching and provide a research

base in collaboration with business and industry. While management education will continue to benefit from

management practitioners, unless it has conceptual depth to address issues which have both local and external

relevance, quality declines into a negligible option.

INSTITUTION BUILDING: Quality cannot happen unless there is a powerful institutional base. Institutions

cannot be created instantly or in a hurry; they need to be built brick by brick by providing careers to bright
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management professionals. The fact that in many institutions, barring the best, there is still no strict requirement

of PhD or related degrees is something that needs to be addressed. Management teachers, the best of them, are

not, nay ought not, to be job seekers: they should seek careers. Careers can only be nurtured in institutions which

have longer standing. At the same time faculty needs to be treated with dignity and paid well. They should look

beyond the institutions they work, for recognition among peers outside. It is the quality of faculty that makes an

institution. Institution building has also much to do with governance. The top level policy making bodies should

look upwards from bottom lines, to the horizons. This is not possible if boards of management are packed by

half-educated people, who may have succeeded in uncompetitive markets. In other words, institution building

will have to focus on faculty depth, its reward systems and systematic weeding out, where necessary. Boards of

management should display wisdom, foresight and commitment for excellence.

THE RELEVANCE OF SAQS: It took over ten years for SAQS to acquire a personalit. Having started initially

with help from EQUIS of the European Foundation for Management Development, SAQS has now integrated

itself with the priorities of the South Asian region, without losing its international perspective. The SAQS process

is promotional, developmental and voluntary. The peer review is truly by peers; it is not fault-finding. It is fact

finding in order to focus the school’s attention to future challenges in ensuring better teaching, research and

governance. The institutional processes in SAQS have taken root and are treated with respect by schools which

went through the exercise. The Conference will have presentations from schools which went through the SAQS

processes along with suggestions for greater rigour in managing the administrative activities, creating an

environment where senior professors mentor juniors, and evolving a healthy mixture of academic and corporate

culture, from the governing boards down.

Where does AMDISA-SAQS go from here?

The last two decades have set the pace and AMDISA now stands at cross roads. A few countries in the region

have taken the lead and spread management education and are now tackling the issues of quality of teaching and

research. Industry and business are tugging at their heels, demanding better quality. In the absence of desired

quality, employers can by-pass the region and go shopping abroad. The member nations need to fill a gap which

has emerged. The Conference will focus on making management education an inclusive process within the

region and at the same time interacting, learning and absorbing ideas as they emerge from both within and

without. The ultimate goal of AMDISA/SAQS should be to lift the average among all its members so that they

aspire for accreditation not only from SAQS but from such agencies elsewhere.

 x 
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Prof. Syed Zahoor Hassan

Professor, Suleman Dawood School of

Business (SDSB)

Lahore University of Management

Sciences (LUMS), Lahore, Pakistan.

Management Education Challenges and Opportunities

in Developing Countries

- Case of Pakistan and Some Ideas for AMDISA

I
t is now widely recognized that developing countries are going to be the main engine of business growth

in the world in the coming years. These countries offer tremendous opportunities to not only ‘do well’

due to their size, relatively young population, increasing income levels resulting in increase in the size of the

middle class with more disposable income and desire for more goods and services, and the ongoing significant

new investments in infrastructure. At the same time, they offer numerous opportunities for ‘doing good’ by

addressing the issues of poverty through creation of new economic activities that create new jobs and enhance

the earnings of the marginalized sections of the society like the small farmers in rural areas and the slum dwellers

in cities. Given the shortcoming of the current physical infrastructure, significant voids in the institutional

capabilities both at the government level as well in the commercial markets, significant variations in the situations

in different geographical areas and market segments, and the huge diversity of cultural and social norms that

impact the behavior and preferences of individuals across various geographic locations, creating and sustaining

successful ventures, initiatives and projects in these countries require immense leadership and managerial

capabilities. Hence, in many ways effective management is critical for developing countries.

The situation in South Asia offers all the challenges and opportunities that are associated with developing

countries. There are huge economic opportunities and also tremendous challenges that need to be tacked to

capitalize on these opportunities. The need to handle the increased complexity, operate in highly uncertain

business and political environment and deal with a very diverse set of issues on a regular basis requires a special

breed of management professional. The relevant question that needs to be addressed is, whether the management

development institutions of South Asia are geared to play a pivotal role to address these challenges and

opportunities. These institutions can make a contribution in three main ways:

1. Through research, develop new insights and frameworks that help address the challenges and

opportunities that the society and businesses face. This research could influence public policy, regulatory

frameworks and business practices.
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2. Develop the management workforce for the firms and other commercial, public and social organizations

through various undergraduate and masters’ level academic programs. Another dimension could be

development of the attitudes and skills in the students that encourage creation of new enterprises

through commercial or social entrepreneurial ventures.

3. Offer opportunities for continuing development of professionals employed with various commercial

firms, and public and social organizations.

In many ways the above three elements are highly synergistic and a good institution needs to perform well in

all three areas to be able to deliver value to its students, business organizations and the society at large.

Management Development in Pakistan

We will look at Pakistan as a case study to assess the current situation. Given my understanding of other countries

in South Asia, their situation is not much different. With a population of almost 200 million and significant

diversity of cultures, economic opportunities and resource availability across the country, Pakistan offers a good

example of the opportunities and challenges associated with developing countries.

History of management development institutions in Pakistan goes back almost 50 years when the first Institute

of Business Administration (IBA) was set up in Karachi. Currently there are 192 chartered (approved and recognized

by the government) business schools, institutes, universities and departments offering management education at

the undergraduate, masters and PhD level. If on the average 200 students graduate from each institution, there

are about 40000 people who enter the job market every year after doing a BBA (or some other related

undergraduate degree), or an MBA (or some other related degree). It is also a fact that many of these graduates

find it difficult to find a meaningful job. In those cases where they do find a job, the average salary for the

undergraduate is not more than $ 250 per month and for the masters’ graduate not more than $ 450 (these

numbers are my estimates based on my interactions with various institutions). On the high end, graduates from

the top institutions in Pakistan on the average get less than $450 and $ 800 per month depending upon whether

they have completed an undergraduate or a master’s degree. This situation, in my opinion, clearly points to the

fact that the market is not putting a very high value on these graduates. Also very few institutions have meaningful

offerings for the continuing development of the current management workforce employed in various organizations.

Also most institutions have not made any significant contribution of new ideas, insights, frameworks and policy

level recommendations to influence the practice of management in the country and government policy.

It is important to identify the reasons that have led to this situation. In my view the following are the main

factors that have shaped the final outcome:

1. Almost total reliance on the ideas, thinking and concepts from the developed world. As discussed above the situation

in the developing countries poses unique challenges and offers very different opportunities and hence demands

a different strategic and management approach. Most institutions have not addressed this aspect and just followed

the generic approaches developed in the West without even any significant effort at adaptation.
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2. Lack of clear strategic objectives besides the desire to generate maximum revenue and be financially profitable. Very

few, if any, business schools have undertaken a strategic positioning exercise and most institutions are just following

some other institution’s curriculum or simply trying to adhere to the curriculum suggested by the Higher Education

Commission (HEC) of Pakistan.

3. Low relevance. The program portfolio of most institutions is not based on any industry input or rigorous

analysis of the needs of the industry or society. Our recent interactions with nearly twenty institutions have

clearly indicated major gaps in the manner in which these institutions engage with the other stakeholders.

4. Heavy teaching loads. With the sole emphasis of producing graduates in large numbers to meet the financial

targets, most institutions make faculty teach four or more courses at a given time, making it practically impossible

for them to engage in research work or undertake serious consulting assignments. Also less than 25% of the

faculty is trained to undertake research work. In many cases, recent MBAs are teaching MBA classes by using the

material that they used during their own studies. In this environment, there is very little room for undertaking

any innovative approach to teaching or tailoring the teaching to link it to the issues and opportunities that the

students will encounter once they enter practical life.

5. Ineffective and outdated Governance Structures. Governance of most management institutions in private

sector is in the hands of those who have a totally business orientation. In the case of public institutions, the

decision making is either with academics or government bureaucracy with only a token role of the senior executives

from the industry. Representation from the social sector and civil society in the governance bodies of most

management institutions is almost nonexistent. Given that in most cases the same members of the board or

senior management have continued for very long period, access to new ideas and diverse reference points has

also been limited.

I feel that the situation in the other South Asian countries will not be too different from Pakistan. In this

situation organizations like AMDISA have a very important role to trigger the process for bringing a positive

change. One main vehicle for the effort to make management education better and more relevant that is

available to AMDISA, is the SAQS accreditation process. A similar effort has also been launched by HEC in

Pakistan. Though accreditation process can provide a roadmap for institutions in their quest for enhancing their

quality, it alone is not sufficient and has to be complemented by a series of other initiatives. In my view, the

following main initiatives are needed to be pursued on a regular basis to make sure that the SAQS and other

related accreditation initiatives do not become mere efforts at getting a passing grade and a badge of approval to

be used for marketing purposes but also lead to real improvement in the quality of management education in

South Asia:

1. Promote Strategic thinking through a program on strategic thinking for management institutions. The

objective of this program should be to enable these institutions to undertake a thorough strategic planning

exercise in which they identify their mission, vision and specific long term goals and spell out the areas in which

they will concentrate and develop the core strengths. Currently most institutions offer programs that they are
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not properly equipped to deliver effectively. Once a clear strategic focus has been developed, it will be relatively

easier to resist such temptations.

2. Develop sharper understanding of the industry dynamics, and current and future needs. For various

functional areas separate programs can be offered on a regular basis to connect the leading industry players with

the related faculty from management institutions from the region. This will also enable faculty members from

different institutions in related functional areas to discuss new ideas among themselves and identify joint research

and consulting opportunities. SAMF that is held every two years does address this issue but it is held too infrequently

and is too broad based to offer opportunities for meaningful debate and discussions.

3. Forum to discuss topics and themes of specific significance to developing countries, and especially

South Asia. Areas like how to address the needs of those at the ‘bottom of the pyramid’ (BoP), frugal innovation,

social entrepreneurship, challenges posed by scarcity of resources and innovative solutions to the energy crisis,

and ways of enhancing the profitability of small farmers, are some examples of themes that can form the basis of

some of these forums. This will also promote more direct interactions among faculty from member institutions

across the South Asia region and help sharing of best practices and new ideas.

4. Regular Faculty Development Workshops. The focus of these workshops should not only be development

of teaching skills but also guidance for doing quality and relevant research and consulting. The research and

consulting aspects are especially important given that the majority of the faculty in management development

institutions in South Asia has not undergone the rigor of a high quality course based PhD program. Moreover,

many new modes and tools of doing research are being developed to address the needs of new research avenues

and these could be shared among the faculty.

With over 200 members across all the South Asian nations and a functioning SAQS accreditation system in

place, AMDISA has come a long way in the first 25 years of its existence. For the next 25 years, AMDISA has to

chart out a new set of priorities and be willing to broaden its scope of activities to be able to live up to the

demands of its mission. I feel where the first 25 years have focused on bringing the institutions in South Asia on

one platform, the next 25 years should now focus more on bringing the faculty and other stakeholders together

on many platforms to collectively engage in the process of developing the management asset pool that is so vital

for bringing progress and prosperity to the people of this region. Hence, it would not be out of place to organize

a focused meeting of the board of AMDISA that over a couple of days with primary focus of coming up with a

new strategic vision and plan for next five to ten years.

 x 
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MBA Education at a Crossroads

Prof. Bala V Balachandran
J L Kellogg Distinguished Professor of

Accounting & Information Management,
Northwestern University, USA

Founder, Dean & Chairman, Great Lakes
Institute of Management, India

I
 will begin this article with the oft-repeated cliché ‘Change is the only constant’. The beauty of the subject

discipline of Management is that it lends itself to change. The earliest origins of western management

thought are in the 19th century with Henri Fayol and Mary Parker Follet giving clarity to the idea of

Management. With the progress of time and the development of other allied disciplines like Economics, Finance,

Operations research etc., the first ever all-encompassing MBA program of the kind that we know it today was

started by Harvard in 1921. Over the last 90 years, much has changed. The World War, the fall and division and

subsequent reunion of Berlin, the growth and fall of socialism in Russia and the apartheid in South Africa, the

end of colonialism in Asia and Africa, multiple economic cycles, the storm caused by the ubiquitous computer

and the Internet – the list is endless. Through it all, people have also changed their attitudes, lifestyles, preferences

and cultural orientations. But the underlying principles of Management have withstood the test of time and

remain not only in existence but a much sought after field of study all over the world. But the going has not been

easy. Many times in the past, the entire curricular orientation for Management education has been altered; the

pedagogies criticized and improved; the delivery structures revamped. So the avatar of Management education

that we see today is perhaps not the same as the original one that appeared in 1921. And rightfully so. Management

is such a fantastic combination of art and science that just as its fundamental principles are applicable to all walks

of life its flexibility to adapt to changing times is at the heart of the discipline.

When Management first appeared as a discipline, the industry was going through a major upheaval with the

advent of the assembly line revolution which in essence changed the very fabric of the manufacturing industry.

At that time the focus was largely on operations management. As we moved along to the late 30s and 40s

economics, mathematics and allied sciences got a major thrust since that was perhaps necessary since the entire

world was reeling under the impact of the World War II and countries were picking up the bits and building

themselves all over again. Human resources development was a major focal point at that time. Fast forward to

the 80s and 90s there was of course the IT revolution and the liberalization policies of India which made a big

difference to the way the world did its business. No points for guessing that the Finance and Marketing horizontals

were the majors of choice for people pursuing management education. With the advent of the 21st century, once

again the basic framework of business has changed. Organic growth, decentralization, SBU, internet business,
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innovation have all become the strategies which companies are now following to get ahead of the competition

and stay in business. This again has reflected on the constitution and delivery of management education and we

now have sector and industry specific ‘niche’ management programs which cater to specific industries and verticals;

management education has become customizable to suit the needs of every single professional.

My point is that at every point of specific shift, we find that Management education has had to reevaluate its

value additive component and we find that each time, it has emerged a better offering keeping in tune with the

political, economic and global climates while retaining its core.

With the advent of the 2008 sub-prime crisis which originated in the US and slowly spread to the rest of the

world, there was much discussion on the fact that material greed had superseded plain old good sense and the

race to create newer and more profitable financial products may well have been at the root of one of the worst

economic crises this world has seen. Some fingers very vehemently pointed towards the Wall-street white collar

workers who had graduated from prestigious b-schools and were losing their souls to the devil by their ruthless

commitment to the cause of capitalism. Ideas of transparency, good corporate governance, ethical behavior,

moral policing etc. have all been debated to the high heavens and back.

Thus, the humble MBA program yet again finds itself at another crossroads. This time, it is a question of

integrating with the progressive western management thought the value system and ethos of the East (read

India) in order to ensure internalization of the basic principles of good living. Companies are not just money

spinners and managers are certainly not dictators in the rat race of life. Industries are just as responsible towards

society as individuals and governments are. While creating efficient managers, we must do our bit to create

responsible leaders who understand the ‘human’ angles and the fragile business-society ecosystem. With various

research studies predicting a new world economic order with India among the leading economic contributors, it

is natural that the west looks to us to energies and rejuvenate management education with the ancient ethos of

our land.

India is no stranger to Management. In fact, Management has always been preached and practiced in India

since the time of the puranas although our forefathers did not deem it necessary to christen those processes and

practices with a name – Management.

India has been the land of rich culture and varied heritage and ours has been the civilization that has given

to the rest of the world priceless gems such as myriad art forms, Ayurveda, yoga, the number zero, astrology and

many scientific, mathematical and astronomical insights. It is thus, an irony that we claim to imbibe the principles

of management today from our capable friends in the west. Much of modern management is a common sense

approach to doing business and managing people, politics, economics and international relations all of which the

ancient Indians did very well without specifically categorizing their practices under the nomenclature of

‘Management’. To this end, we have several noteworthy treatises (Arthasastra), biographies of kings and rulers

(Megasthanese’sIndica, Akbar nama of Abu Fazl), references in Puranic and vedic literature (Ramayana,

Mahabharata, Gita) which indicate in no uncertain terms that the principles of management (PODSCORB)

that we refer to today were very much in practice.
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India has also had the advantage (I am not so sure that people in those times viewed this as an advantage!) of

being ruled by kings who belong to different ethnic, religious and cultural backgrounds all of which made India

in itself a veritable melting pot of cultures. You can thus extrapolate the humongous demands on the kingship to

govern his empire in the most just and equitable manner, taking into consideration the complete personality of

all his subjects. As an example, today, most organisations worldwide are struggling with geo-political relations and

face so many issues in managing a global workforce. I can clearly see a parallel with our kings and rulers who

perhaps mastered the art of doing this while ruling over a truly heterogeneous population in the days gone by.

In no way am I undermining the wealth of contributions of FW Taylor, or Maslow or Drucker whose

monumental works and fundamentals laid the foundation for the development of a disciplinary framework for

Management. The point I am trying to make is with respect to context – the ancient world is not comparable to

the one in which we live in, today. However, many of the practices and documented learnings from Indian

history will hold water even today in spite of the fact that the demographic, social, societal, political and geographic

fabric of the world has undergone a sea-change. That would perhaps explain why management education is at a

crossroads today and looking to India to help enrich its boundaries with our vast repositories of knowledge on

values, ethics and cultural ethos – something that ‘Modern Management’ had not originally included in its

framework. In fact, today many Ivy league schools in the west have established dedicated departments for Indian

studies, Indian culture, Yoga & Meditation, Sanskrit, etc.

In conclusion, Management, is an art and a science – it has the characteristics of both. It is also malleable and

lends itself to modification and improvement to stay in step with changing times. The relevance of Indian

Management thought is being felt deeply today even in the hallowed halls of the Ivy League schools of the US.

Integration of the principles of management with the time-tested principles of good and honest living is the need

of the hour and this is exactly the point where India will make the most critical contribution. The time is ripe for

India to emerge as the next b-school destination of the world.

 x 
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The main purpose of this paper is to present some views on Quality and Institutional Building. Management

Institution (Institution for short) and business school (school for short) are used interchangeably here and the

reference here is only to post graduate management programmes. In the next section the important stakeholders

are identified while Section 2 contains a list of quality parameters that are typically used. Section 3 presents the

best practices associated with those quality parameters for building a high quality institution. In addition to these

best practices, many institutions abroad have an institutional review system to assess their strengths and weaknesses.

They also participate in the accreditation process as well as in the ranking / ratings done by others. These are

discussed in Sections 4, 5 and 6 respectively. The concluding remarks are in the final section.

Stakeholders

The faculty, students, alumni, staff, the board of governors and recruiters are important stakeholders of a

management institution. The interest and expectations of various stakeholders are often different and need to

be reconciled. For instance faculty may be interested in pursuing academic research while students may be concerned

only about the delivery of the programme and employment opportunities upon graduation. Typically all

stakeholders may agree that we need to build a best in class institution but often there would be sharp differences

in what the intermediate short term goals and what the emphasis should be. The head of the institution should

provide the necessary academic leadership to reconcile these differences in order for the institution to excel. In

India the head of the institution is typically designated as Director who is supported by one or more Deans. In the

western world the head of a business school is designated as Dean who is supported by a Deputy Dean and /or

Senior Associate Deans. There may be Directors in charge of various activities of the school.

Quality Parameters

Typically quality is measured, either quantitatively or qualitatively, in terms of the various sub-parameters associated

with (a) governance, (b) faculty, (c) research and publications including support provided by the institute for

research, (d) students and alumni (e) curriculum and delivery of programmes, (f) executive education (g) facilities

as well as administrative support and (h) contributions to community. The best practices associated with each of

the above parameters for building a high quality management institute are discussed next .

Best Practices

We now look at, in some detail, each of the parameters mentioned earlier and best in class institutions are often

referred to simply as institutions.
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a. Governance

Governance is one of the important quality parameters. Articulation of Vision and Mission is an essential ingredient

of governance. While the Director / Dean is responsible for the smooth functioning of the institute, faculty have

an important role in good governance leading to enhancement of the quality of the institute.

The internal governance is spearheaded by the Dean / Director supported by a Deputy and / or Associate

Deans. The faculty council / senate plays an important role in academic decisions. The faculty, especially the

senior faculty, play a very important role in the selection of the Dean / Director although the final decision rests

with the president / chancellor of the university / institute. The Dean is typically an academic although there are

instances in which a non-academic is appointed as the Dean. In such situations, the role of the Dean is primarily

one of fund raising and enhancing the image of the institution through external relationships while a Deputy

Dean or Senior Associate Dean would be responsible for all academic matters including the faculty.

b. Faculty

Excellent faculty will deliver high quality programmes which attract good students. With excellent education

provided by the institute, the students do well not only in their studies but also in their career after graduating.

This in turn helps in attracting more excellent faculty and students. Thus faculty are crucial in creating a virtuous

cycle. A new institution may have to get high caliber visiting faculty and gain adequate recognition to be able to

attract excellent faculty.

Typically, the faculty are designated as Assistant Professor or Associate Professor or Professor. Most, if not all,

of the faculty in a best in class institution have excellent academic credentials including a Ph.D. In the USA, the

faculty may broadly be grouped into either tenure track or non-tenure track faculty who are on a contract (typically

for a period of 3 or 5 years) that may be renewed. Non-tenure track faculty are sometimes referred to as clinical

faculty. There may also be research professors who presumably are more research focused. In addition there

could be endowed chair professors whose compensation at least in part, is received from an endowment donated

by an individual or an organisation. Typically research professors and chair professors are professors who have

made excellent research contributions. But now-a-days several institutions in the USA have created term chair

professors (for a fixed duration of say 2 or 3 years) to reward and retain promising young faculty. Except for the

Indian School of Business no Indian institute follows a tenure system. In India, typically a new faculty member is

on probation for one or two years, which if necessary, may be extended for a limited period.

The performance evaluation of a faculty member is in terms of three parameters, viz. research, teaching and

service to the institute. Annual salary increments should be performance based whereas in many institutes in

India, especially in the Government supported institutes, annual increments are fixed and very little annual

performance evaluation is done. Relative importance (weights) given to the three measures may vary depending

upon the institution and whether the institute follows a tenure system or not. Typically at the end of 6 years (this

time frame may vary substantially across institutions), an assistant professor is evaluated for tenure if there is one

in the institute. This evaluation process involves a rigorous external evaluation of the research done by the

faculty member. At least six to eight evaluation letters are sought from experts in the same field of research as the

faculty member who is being evaluated.

Teaching is primarily evaluated on the basis of rating by the students enrolled in the courses taught by the

faculty member. This assessment is sometimes supplemented by senior faculty’s evaluation of the subject knowledge
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of the faculty member being evaluated. The service to the institute is evaluated based on the contributions of the

faculty member in the committees on which he / she is a member. In the tenure system, if the evaluation process

is successful, the faculty member is granted tenure. Otherwise, the faculty member is given a final 1 year contract

after which he / she has to leave the institute.

More recently the tenure system is under attack based on the premise that once a faculty member gets tenure

and subsequently is promoted as a Professor for life or until retirement, he / she does not have much incentive

to perform well in spite of the fact that annual increments are performance based. The argument in favor of a

tenure system is that it gives the faculty the highly desirable academic freedom to pursue research of their choice

and expertise without having to worry about the research directions promoted by the present leadership of the

institute which may be temporary in that a change in leadership may imply a change in research directions.

 A concentrated effort towards development of faculty is essential, especially given the acute shortage of

faculty. Typically the doctoral programmes give good training to the students in terms of research but not in

terms of teaching. The institute should encourage the faculty, especially the new faculty, to attend training

programmes / workshops that are geared towards improving teaching skills.

c. Research and Publications

A strong emphasis should be placed on research and publications which include peer reviewed publications,

books, cases etc. Faculty and doctoral students are to be encouraged to publish in peer reviewed journals with

high impact factor and citation index. The teaching load for faculty should leave sufficient time for them to do

research. Typical teaching load for a faculty member may be as low as 100 hours or as high as 150 hours per year.

There is often confusion among business executives, journalists, students and others as to what constitutes

research. The classification of research by the Association for Advancement of Collegiate Schools of Business

(AACSB) is appropriate. AACSB classifies research into 3 categories viz. (i) academic discipline oriented research

leading to publications in peer reviewed academic journals. (ii) pedagogical research leading to publication of

books, cases, teaching material, development of simulations and business games (iii) practice oriented research

involving problem solving.

It is worthwhile pointing out that, with a few notable exceptions, most world class institutions consider only

academic discipline oriented research while evaluating the research component of the faculty performance for

promotion and / or tenure. The other types of research may be considered only for annual increments. Most

Institutions provide to faculty, research assistance in terms of research associates and financial support for acquiring

a laptop, databases, attending and presenting papers at prestigious conferences, workshops etc. Creating centres

of excellence is another way of raising funds and providing support to faculty for identified areas of research.

These centres of excellence also provide an avenue for faculty to closely interact with industry for research that is

of mutual interest.

d. Students and Alumni

Students are to be admitted based on their previous academic record, scores obtained in a test such as the

Common Admissions Test (CAT), Graduate Management Aptitude Test (GMAT) etc., quality of the essay written

while filling out the application form and leadership qualities exhibited either at work or in any outreach activity

that the candidate has been involved in and the assessment based on an interview of the candidate.
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Diversity in terms of academic background, work experience, gender and nationality of the student is

considered to be desirable for the class. This diversity enhances the quality of discussions in the class room. Most

schools have a career advancement cell that provides extensive support to students in getting a suitable job after

graduation. Successful alumni are in effect brand ambassadors of the institute. An “alumni relations” cell tracks

the career paths of alumni and enables the alumni to engage with the institute and its activities.

e. Curriculum

The duration of most programmes is two years although recently several institutions are offering one year

programmes. In India, for admission into two year programmes, work experience is not a requirement, while

admission into a one year programme requires adequate work experience. Typically students are in the class

room for about 12 to 18 hours per week. But they have to do a lot of assignments outside the class room either

individually or in groups.

In a two year programme, most of the first year courses are core courses which are required to be taken by all

students. The first year courses include basic courses covering Economics, Statistical and other tools and techniques

for decision making. In addition there would be one or more required courses in each of the functional areas of

management. A recent trend is that a few elective courses are also offered during the first year. The second year

courses are predominantly elective (optional) courses. During the intervening summer between the two years,

the students in Indian institutes are required to undergo internship in an organisation for about two months.

The curriculum is fine tuned every year in that new elective courses may be offered and / or some elective

courses may be dropped. A comprehensive review of the curriculum is undertaken typically every 3 or 4 years.

Recently there is more emphasis on providing soft skills such as communication and presentation skills. Leadership

development and team work are also emphasized. The pedagogy includes the use of cases, simulations and games

in addition to lectures.

In the USA there is now a move towards completely revamping the MBA curriculum. But in a competitive

world, as is to be expected, each institution is attempting to make changes in tune with its strengths and position

itself accordingly in the market place to attract bright students. Thus one institution has abandoned the traditional

functional orientation approach in favor of an approach that fosters an understanding of the problems / issues

faced by an organisation and attempt to solve them holistically. Another institution is placing emphasis on design

thinking while a different institution is promoting individualized / customized programme.

f. Executive Education

Executive education programmes may be open programmes which are advertised and draw participants from

different organisations or customised programmes which are designed for a specific organisation or a consortium.

The programmes intended for junior executives may be for one or a few weeks while the programmes for middle

level executives are for a few days or a week. Senior management programmes are typically for one or two days.

In addition to these short duration programmes institutions may offer long duration certificate or diploma

granting programmes which may be open programmes or customised to the needs of a specific organisation.

Teaching in Executive education programmes enables the faculty to interact with executives from industry and

understand their practices. These programmes also give insights into the problems faced by an organisation and

bring out issues / problems for further investigation and research. Executive education programmes provide additional
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compensation to the faculty teaching in those programmes. These programmes enhance the interaction between

the institute and industry and they are expected to generate a surplus which the institute can use as it deems fit.

g. Facilities and Administrative Support

Excellent facilities pertaining to classrooms, office space, library, databases, computing, video conferencing,

recreation, etc. are essential to provide a good learning environment. It is also important to have appropriate

maintenance of physical facilities and adequate investments to have up to date technological support. Unfortunately,

the maintenance of several institutions in India is not satisfactory. The administrative support in many Indian

institutes is inadequate and valuable faculty resources are used for administrative activities which could be done

equally well by professional staff.

h. Contributions to Community

An educational institute like any individual or an organisation is expected to be a good citizen. The notion of

Corporate Social Responsibility translates into Institutional Social Responsibility. The institute is expected to

contribute to the development of the community in terms of some of its programmes and activities. The faculty

and students should be encouraged to undertake projects that would benefit the community. Some institutions

require the students to do socially useful projects as part of the curriculum.

4. Institutional Review System

Periodic review of departmental and institutional activities is essential to achieve excellence. Self assessment of

the activities of the departments / areas will identify some of the strengths and weaknesses. In addition, periodic

peer review by external faculty will give an unbiased external opinion of the institutional progress or lack thereof.

There is no thumb rule as to the frequency of self assessment or external review but a balance is required between

the time spent on assessments and reviews and the time available for various other institutional activities.

Accreditation

Accreditation by an independent external agency is a stamp of quality which should refer to conformance to

specifications. Of course, the specifications have to be appropriate, adequate and of reasonable standards. These

specifications should stem from the Vision and Mission Statements of an Institute resulting in the various programs

and activities undertaken by that particular institute.

There are several accrediting agencies, both nationally and internationally. Nationally we have the National

Board of Accreditation (NBA), an independent organization, supported by the All India Council for Technical

Education (AICTE). We also have the National Assessment and Accreditation Council (NAAC), an independent

organization supported by the University Grants Commission (UGC). The South Asian Quality Improvement

System (SAQS), supported by the Association for Management Development Institutions in South Asia, is based

on the European Quality Improvement System (EQUIS) and is intended for institutions in the South Asia Region.

Three well known international accrediting agencies are (i) The U.S. based Association to Advance Collegiate

Schools of Business (AACSB) (ii) the European Quality Improvement System (EQUIS) supported by the European

Foundation for Management Development and (iii) the U.K. based Association of MBAs (AMBA).

The quality parameters used by the different accrediting agencies are more or less the same. The parameters

typically are (a) Context and Mission / Governance / Strategy (b) Students and Participants (c) Faculty

(d) Programme Quality (e) Research, Development and Innovation (f) Resources and Administration (g) Executive
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Education (h) Personal Development and (i) Contributions to Community. There are of course some notable

differences among the different accrediting systems.

Both NBA and NAAC are heavily quantitatively oriented in that marks are given for each parameter and

sub parameters. The weightage for each parameter is reflected in the maximum marks that is allocated for that

parameter. This approach leads to a single numerical score for each Institute which may then be translated into

letter grades such as A or B or C etc. The total marks obtained determine whether an institution is to be

accredited or not. This approach essentially stifles the unique positioning of the different institutes in the market

place. This process is justified on the grounds that if there is not much quantification and if more flexibility is

given to the Peer Review Team, it often leads to arbitrariness and possibly many court cases.

The three well regarded international accrediting systems are more qualitative in their assessment with some

specific guidelines and minimum standards for some of the parameters. The AACSB accreditation system is

Vision and Mission driven and strives to ensure that an institution delivers on what it promises. The emphasis in

EQUIS is on internationalization and corporate connections. The accreditation processes of internationally

recognized agencies are much more subjective. This is not to say that they do not have minimum standards for

several of the parameters. But the Peer Review team is given much more flexibility in arriving at whether an

Institute should be given accreditation for 5 years or accreditation for 3 years or no accreditation. The Peer

Review team does not arrive at a single numerical score for an institution. Of course the recommendation of a

Peer Review Team is scrutinized by another committee and occasionally may even be overturned.

We thus have two contrasting approaches to accreditation. One approach that insists on a numerical score or

a letter grade for each parameter and arrives at an overall single score or letter grade based on the assigned

weights for the different parameters. The other approach is more subjective in terms of arriving at whether on

a particular parameter / attribute the Institute being evaluated exceeds standards or meets standards or is below

standards. Of course the three categories can be thought of as letter grades A or B or C. But the big difference is

that no single numerical score or a letter grade is given to an Institute.

Quality parameters are in essence multi-dimensional attributes. Reducing them to a single numerical score is

somewhat arbitrary as reflected in the weights given to various parameters. We find it difficult to comprehend

multi-dimensional or a vector of scores for each Institute. We can easily comprehend a single number and this is

reflected in our clamor for rankings not only in education but also in other fields such as sports, movies etc. But

it is good to keep in mind the statement below which is attributed to Albert Einstein : “ Sometimes what counts

cannot be counted and what can be counted does not count”.

Ratings / Rankings

Many of the quality parameters identified earlier are widely used in rating / ranking of institutions. There are

several agencies, newspapers, magazines that rate or rank the different institutions. Rating differs from ranking

in that the institutions are bucketed into categories such as A+, A, B+, B etc. or alternatively as Excellent, Very

Good, Good, Fair etc. Ratings are more accepted than Rankings which are often debated vociferously.

Any overall rating or ranking involves reducing a multi-dimensional score or rating into a single dimension. This

unfortunately would imply some weightages for the different parameters to arrive at a single score for each entity that

is being given an overall rating or ranking. Because of the inherent weakness of an overall ranking system, there are

now rankings of individual departments of a business school such a Finance, Marketing, Operations etc.
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Rankings and ratings are here to stay whether we like it or not. Now-a-days people have come to realise that

the usefulness of rating / ranking is not merely in the position achieved but rather in identifying the strengths

and weaknesses of an institution as perceived by outsiders. Ranking / rating, if taken with a proper perspective

can facilitate continuous improvement. It has been said that “Excellence is a continuing journey and not a

destination”. It is important to note that ranking / rating or accreditation, however imperfect it may be, provides

an external validation of the quality of an institution. Without such a validation, the stakeholders of an institution

may mistakenly believe that their institution is best in class.

Concluding Remarks

In order to build and sustain a best in class management institute, concentrated effort over a long period of time

is required. In India there are several institutions that excel within the country. But there are very few world class

institutions. One of the reasons is a mind set, of the leadership and other stakeholders, that is content with being

excellent at the national level. A change in the mindset and a desire to build a world class institution are essential.

In order to be able to achieve the best practices outlined earlier substantial funding is required. One source of

financial support is the government. Unfortunately, government funding invariably comes with strings attached.

The other source is philanthropic donations from wealthy individuals and foundations. Philanthropy in India is

still at a nascent stage and those that make substantial donations to educational institutions would rather start

their own institutions than give donations to the existing institutions, perhaps to have complete control. At

present, philanthropy in India in the educational sector, is to a large extent based on the premise “donate and

control” rather than “donate and provide direction”.

The acute shortage of faculty is another factor that needs to be overcome if we are to build best in class

institutions. Faculty development, adequate compensation, performance based incentives are essential to attract

bright students to pursue a rewarding academic career. Given the high growth rate of the Indian economy and

the compensations offered in the various sectors, it is essential that the education sector competes with other

sectors in attracting talent. A “battle for brains” is perhaps required. On the positive side, the developed economies

are in doldrums and this may induce Indian faculty settled abroad to return to India.

The regulatory framework and the tax laws at present are impediments to growth of private educational

institutions.

Sustainability is another issue that needs attention. Often when an institute achieves a good reputation, a

question that is asked is “what next” ? While this question may be appropriate, it is often mistakenly taken to

imply that the institution has “arrived” and needs to do other things. Concentrated effort to do the same thing

better is not considered a virtue and other activities are stressed. Sustainability of best in class status is given scant

attention and the quality tends to go down. It is important to keep in mind that while it is difficult to achieve best

in class status it is even more difficult to retain the status. In order to build and sustain high quality institutions,

change management is essential. Leadership to bring about the changes and not merely maintain the status quo

is imperative.

In conclusion, it is possible to build sustainable best in class management institutions in India but dedicated

effort is required.

(The views expressed here are the personal views of the author and not that of the institution to which the

author is affiliated).



Building Quality in Management Education for Sustained Institutional Development

32

Prof. Dr. Abdur Rab

Vice Chancellor, Eastern University

Dhaka, Bangladesh

Quality of Education and Sustainability of  Business Schools

of Private Universities  in  Bangladesh -

Present  Scenario and Immediate Challenges

Introduction

Business schools in Bangladesh at present claim the largest segment of higher education in terms of number of

institutions and number of students. Since the establishment of the first business school named Institute of

Business Administration under the University of Dhaka in the then East Pakistan in 1966, no other business

school came up until 1993 in the North South University. There were, however, traditional Faculty of Commerce

or Business Studies in the public universities. After the passing of Private Universities Act in 1992, private

universities started proliferating and now there are 78 private universities compared to 32 general and 6 specialized

public universities. And of the total 5.70 lakh students, private universities has 3.7 lakh (65% )students compared

to 35 % in public universities. Almost all private universities have business schools under the name Faculty of

Business Studies, Faculty of Business Administration, Department of Business Administration or Business School

and around 60 % of the total students of these universities belong to business school. According to this, the

estimated number of business students comes to about 2.2 lakhs.

Business schools of  private universities in Bangladesh have grown in number and student enrollment but  not

in quality.  Scarcity of Ph.D and senior faculty, lack of top management’s commitment to quality, poor quality

of students, weak  quality control system, not-so-updated curriculum, inadequate physical facilities are the major

factors that adversely affect educational quality in business schools. But scarcity of Ph.D, top management’s

lack of commitment and weak control system are the major challenges. The business schools have to take

necessary steps to meet the challenges to achieve sustainability.

Key Words: educational quality, sustainability, quality assurance, accreditation, curriculum, self-assessment.

This paper is based on focus group discussion, personal observation and publications of UGC. A survey research on the topic  is underway.
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The above scenario of growth of private universities and that of business schools is encouraging in terms of

quantity but a dismal picture appears when we look at the quality of education and quality assurance process. We

shall first dwell upon the factors affecting quality of education in business schools of Bangladesh and then deal

with the issues of quality assurance. We shall also identify the challenges before the business schools and offer

some probable solutions. However, before moving to discussion, we must mention that, in Bangladesh, there is

no accepted standard that can be used as a yardstick for measurement and comparison of quality of education

provided by the business schools. Yet as we discuss the factors and process affecting quality we shall use two leading

business schools in the country as reference.

Factors affecting Quality of Education

1. Quality of Students

The undergraduate Bachelor of Business Administration (BBA) is the most popular program among the High

School graduates (Higher Secondary Certificate holders completing (12 years of education). Through competitive

admission test, 35 business schools of public universities admit most of the best students. Through their own

admission tests, 4 to 5 private university business schools admit the next best set of students who are also financially

well-off to pay high tuition fees. A handful of other business schools hold admission but are not so rigid. Some

schools hold admission test not for selecting best students but to give an impression that they screen out poor

candidates. Practically, they admit all students who sit for the admission test. It should be mentioned here that

the Admission Test is actually a one to two hours of written test and there is no other tests except interview. Even

the interview is not for testing but for checking students’ background and ability to pay tuition fees.

But a large majority of the schools do not take any test - they admit any one who walks into their admission

office holding a HSC pass certificate. The picture is more or less same for the MBA and EMBA programs. So,

one can very easily reach a conclusion about the quality of students put and therefore, of the quality of education.

Another important issue is the inadequate motivation of students to excel in learning.

2. Quality of Teachers

The quality scenario is perhaps is the worst when we check the quality of faculty members. The number of Ph.D

degree holding faculty members in business schools is few and far between. A survey conducted by me shows that

among the top 10 business schools, the highest number of Ph.Ds was 13 in one business school with a business

student population of 2000. The second highest was 10 for 2500 students. The university which claims to be

number one, had 18 Ph.Ds out which 10 are in Economics department for a business student population of

10,000. Other business schools had between 7 to 1 Ph.Ds. Many schools did not have any Ph.D at all.

Ph.Ds are the most scarce commodity in Bangladesh. Again, there is question about the quality of Ph.D

degree of many holders. Ph. D program offered by the public universities in the country lacks quality and private

universities are not allowed to offer Ph.D degree.

So the opportunity for doing quality Ph.D work is very limited. Financing Ph.D study abroad is very expensive.

Motivation of teachers to do Ph.D is low and financial support from employing universities is not available. For

these major reasons, scarcity and poor quality of Ph.Ds. are continuing.
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As to the number of senior and experienced teachers measured in terms of Professors and Associate Professors,

the scenario is not bright either. The highest number of Professors and Associate Professors (14) was in the same

university which had also the highest number of Ph.Ds. The second highest number (10) was in one university .

Third highest number (9) was in two universities. Others had between 5 and 1 Professor and Associate Professor.

Many had no Professor or Associate Professor.

Teaching business courses require special teaching skills like case method of teaching, conducting business

games, using statistical analytical tools etc. There is no faculty development program in private (or public) business

schools excepting two or three and that too is limited to basics of teaching methodology. So there is a widespread

shortage of teaching skills. Unfamiliarity of the teachers with modern teaching technology is another weak area.

It may be concluded that quality of teaching begs improvement to a great extent.

3. Curriculum

Most business schools claim that they follow North American business curricula. On paper they resemble so. But

a closer look into them will reveal that these are copy, rather photo copy, from some business schools and have

nothing to do with innovation and even adaptability. Another negative side is that the curricula are not updated.

More important is however how are these delivered to students in terms of teaching-learning. Excepting a handful

of business schools, the delivery focus is primarily on theoretical knowledge transfer than on practical application

of theories. Opportunity for participative or experiential learning by the students is very limited.

4. Teaching Methods

Lecture is the principal method of teaching in most of the schools. Use of Case study, projects, field visit simulation,

business games are limited to few schools. The principal reason for non-use of these methods is that few faculty

members are familiar or trained in these methods and as mentioned earlier, there is hardly any faculty development

program for learning these methods. More important, school authorities are not worried about this situation.

5. Teaching aides and class room environment

One very positive aspect, however, is that most business schools have modern teaching equipment, like Multi

media, in most of the class rooms. Computer labs and internet facilities are also available but in many cases, these

are not adequate compared to the number of students. While only 8 out of 78 universities have moved to their

more spacious permanent campus, others are still crammed into rented premises and class rooms are congested,

although they are air-conditioned.

6. Students’ performance evaluation and Grading

Letter grading is now an established practice in all business schools, although the scale for measuring the grade varies

among the schools. While continuous evaluation is a part and parcel of the North American model of business

curricula, a good number of business schools do not either assign enough marks for in-semester tests/assignments or

do not follow them properly. Inflated grading is a common practice excepting a minor number of schools.

With a few exception, there is no second examiner in the exam script marking and grading system and it is

assumed the teachers have a standard level of integrity and students are the second examiners. So, there would

Cont... pg. 39
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be check and balance in marking and grading. In reality, while integrity of teachers largely prevails, there are

many cases of negligence and partiality in marking and not many students can judge the marking or has the

courage to challenge the marking. Grievance and redress procedure on marking and grading is conspicuous by its

absence in almost all schools.

7. Monitoring and Quality Control

For ensuring quality, each stage of course planning, coverage of the syllabus, class room delivery, question setting,

exam room invigilation, marking and grading of each course requires timely monitoring and controlling. The

business schools are not yet equipped and the attitude of the faculty members and school administration is not

yet enough favorable to undertake the job of monitoring and controlling at the required level.

8. Performance Evaluation of Teachers

Some schools do have system of collecting written or on line feedback from students on the performance of the

teachers with a questionnaire. The practice of peer review of teachers is in existence in very few business schools.

To what extent the feedback or peer review is considered seriously in improving teaching quality or in annual

increment or promotion of the teachers pose big questions mark for most business schools. Students have

widespread complaint that their feedback or complain hardly result in corrective actions taken by the school

authority.

9. Commitment of top Management

Private universities were set up and are administered by businessmen, bureaucrats, politicians, Non-Government

Organization(NGO) owners and academics. You may have noticed that I have listed academics last of all. Although

in many cases academics took the initiative to set up universities, they could not finance the universities and

turned to businessmen for this purpose. The top management of almost all universities have some academics but

they are not majority and are not on the steering wheel. Top management in some universities is dominated

either by businessmen, politicians, NGOs or bureaucrats. Very few of them are familiar with university

administration, organizational environment and university culture. So it is no wonder businessmen like to run

the university as an industry, bureaucrats prefer to run it as a government organization, politicians want to run it

as a political party and NGO administrators feel it should be run as an NGO. So they neither understand the

quality culture of a university nor they are willing to implement it. It must however be pointed that as guardians

of the university they have the primary responsibility for the quality and they cannot avoid the responsibility for

safeguarding quality and standards of education in their institutions for the greater interest of the society and

nation.

10. Quality vs. Quantity War

The founders contribute the bare minimum fund to start the university in a rented premise. Student fees is the

only source of revenue of the private universities and the founders expect that the university should be able to

generate necessary fund by admitting as many students as possible. So in the beginning, they would emphasize

quantity at the cost of quality. However, even after achieving break- even and also after surplus they still follow
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the same policy and the argument is that the university must accumulate fund to build the permanent campus.

So the policy of admitting more and more students without care for quality of students continues . More over, to

save money the university may not hire good quality faculty and adequate number of faculty so that high teaching

burden affects quality of teaching.

As one can observe from above description that quality of education in almost all business schools suffers

from a variety of causes and that improving quality will require time and positive attitude and actions of involved

parties - students, teachers and administration.

The Quality Assurance issue

There is a need for efficient and effective organisational structures which can ensure quality of academic

programmes. There should be encouragement of a culture of quality within the university.

The Private Universities Act of 2010 requires every private university to set up and operate an Internal

Quality Assurance Cell(IQAC) which shall monitor quality at every stage of planning, implementation and

controlling in each school of the university. Only two or three universities have set up the Cell which has not yet

gone into operation. Recently, University Grants Commission(UGC) has issued directive to set up the cell and

has also drawn up a plan to facilitate setting up such cell under Higher Education Quality Enhancement

Project(HEQEP). Depending upon the size of a university measured by the number of full time teachers, the

project will sanction a sum of money to hire qualified senior professor to head the Cell as its Director. He would

be assisted by an Associate Director and by an office staffed by IT personnel, Accounts and executive. The project

will bear the partial salary of the personnel for three years and put in some money for purchase of computer and

office equipment. The project has created much interest among the universities – both public and private.

Earlier, UGC conducted several workshops on Self Assessment Procedure and granted some fund for selected

universities to conduct such studies under HEQEP. These are all good moves to the direction of quality assurance.

However, actual quality improvement will take a long time. A major problem is however the shortage of trained

Directors and other personnel involved in quality assurance. Another, is the commitment of the trustee members,

university administration and school management.

The Accreditation Council

Transparency and the use of external expertise in quality assurance processes are important. Way back in 2003,

the Ministry of Education was approached with a proposal by a couple of private universities to set an accreditation

council. An initiative was taken by these universities to set up an accreditation council jointly by private universities.

It should be mentioned here that the council would be considering accreditation of the university as whole – not

specifically business schools. However, Government decided to set up the council. But the proposal moved very

slowly and at one stage it stalled in the Ministry. At the stage of passing the Private Universities Act in 2010

replacing the original Act of 1992, Government decided to pass an Accreditation Council Act. Although, there

has been many meetings of the stakeholders to reach an understanding among them and a draft of the law is said

to be ready, nothing has happened as yet . So the process of quality control by an independent external agency is

still absent.
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However, the business school of one leading private university applied for accreditation of SAQS. The process

remained hanging at the university for long six years until the present author was requested by the university to

take up the issue. The process moved through the stage of mentor visit but it lost its way after a new Vice

Chancellor took over the charge of the university. The new Vice Chancellor who was serving as the Dean of

business school in USA felt that accreditation by AACSB would be preferable to SAQS. But the school is now

however considering ACBSP accreditation. However, the first and the leading business school of the country is at

present preparing its Self Assessment Report for SAQS.

On the basis of above discussion, it can be concluded that the business schools of private universities are far

away from quality standard and that both internal and external quality assurance process are absent in most of

them.

The Challenges before Business Schools

The foregoing discussion reveals that immediate and most important challenge before the business schools for

assuring quality of education is how to meet shortage of Ph.D faculty members. Two years ago, a private university

with about 14 Ph.D faculty in business school designed a North American model Ph.D Program and submitted to

UGC for approval who turned it down saying that private universities are not allowed to offer Ph.D program,

although in Private Universities Act there is no mention to this effect. The implicit argument of UGC is that

when private universities cannot assure quality of their undergraduate and master programs, how can they be

trusted with Ph.D Program.

Another, challenge is the shortage of experts who can assess quality, prescribe measures, assist in setting up

quality assurance system and process and introduce a culture of quality. UGC conducted workshops for deans and

chairpersons mostly of public universities on self assessment procedure. It was at best an orientation to the quality

assurance, not enough for conducting a professional work.

Still another challenge is the attitude of the founders of the universities who, with a very few exception, are

not committed to quality or willing to invest for this purpose.

What the business schools can do?

Since Ph.Ds are not available, the Business Schools can train faculty members in research methodology, encourage

them to undertake research studies, grant them research funds and, to motivate them, consider promotions of

faculty with good research and publications record. Like minded private universities should pool their Ph.D

faculty in a consortium and persuade UGC and Ministry of Education to allow them offer Ph.D program.

The business schools who are seriously considering quality assurance may , without waiting for UGC support,

set up the Internal Quality Assurance Cell, train selected faculty members in Quality Assurance system and start

the self assessment process. If the self assessment report is satisfactory, they may apply for SAQS accreditation.

The competition among the private universities for students is rising and it will intensify as more new universities

come up along with local campus of foreign universities. The Founders should be persuaded to understand the

fact that the sustainability of the university will be at stake if quality issue is not addressed from now on.

 x 
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Introduction

India has been the cradle of civilization and its early contributions to Science, Mathematics, Astronomy, Economics,

Political Science and Governance have been legendary. The first known universities for higher education such as

Nalanda and Takshashila were established in India more than 2500 years ago. These universities attracted attention

of scholars from all over the world till they were destroyed by invasions. Their decline was followed by the

emergence of universities in Europe over 800 years ago and they became the new centres of higher education.

Excellence in higher education in American universities is a more recent phenomenon of the 20th century.

The decline of Indian Universities has continued in the post independence era and there is an urgent need

to revive the past glory of our institutions of higher education and to contribute to the well-being of society and

development of the nation. Nevertheless, there are some educational institutions which stand out as islands of

excellence in an ocean of mediocrity. Even though there is no unanimity on the notion of excellence in higher

education, the moot question is, why do some institutions succeed and sustain their excellence, while others

rapidly approach institutional menopause and then enter a stage of decline and oblivion? After all, as stated by

Professor Ravi J. Mathai, the first director of Indian Institute of Management, Ahmedabad and also one of its

principle architects, “The building of an educational institution is often an act of faith and the expression of that

faith is in a philosophy on the basis of which those who build such institutions act.”3

Institution Building

The concept of Institution Building is an approach to the understanding of induced social change. It is also an

effort to identify operational methods and action strategies. Institutions are social, political and economic structures

with a culture of their own. They embody protocols of governance and varying degrees of control over their

1 Indian Institute of Management, Kozhikode

2 Ahmedabad University

3 A H Kalro, Capacity Building Through Institutional Processes, Institution Building – An International Perspective on Management

Education, Editors – Sasi Misra and P G Vijaya Sherry Chand, MacMillan India Limited, 1999
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members. Institutions validate and impose norms, practices and beliefs4. Various aspects of institution building

combined in some manner, provide a measure of success in institution building which Esman and Blaise define

as Institutionality5.

In this brief article, I draw on my experience with institution building at two institutions, the Indian Institute

of Management Kozhikode and Ahmedabad University where I had a leadership role to play as the Director and

First Provost (Vice Chancellor) respectively. My association with the first institution began when it was one year

old and with the second one from its inception. The first was the fifth IIM established by the Government of

India and the second was promoted by the Ahmedabad Education Society which had a rich tradition of establishing

a number of educational institutions. In both cases, there were complex legacy issues which had to be addressed

in order to create and sustain an organization culture, develop traditions and promote excellence. There were

several imponderable questions of what, why and how. In an earlier article6, I had mentioned some pre-requisites

for institutional success. Firstly, the institution must respond to and fulfil a felt market need. It must be responsive

to the market and should be able to meet the challenges of the market in a competitive environment. Secondly,

the institution should identify a market niche and it must develop core competence in that niche. This could

either be in terms of products, the educational process or even the system input. Thirdly, the institution requires

financial resources, which it should be able to mobilise from the environment by marketing its products or

through the goodwill it generates in the internal and external community. Fourthly, it must have qualified and

competent professionals to pursue the institution’s mission and objectives. It should be possible for the institution

to attract, retain and develop the capabilities of these persons, for in the ultimate analysis, it is the “people who

make it happen”. Fifthly, the institution requires leaders who can create an ethos, inculcate values, promote a

culture, and design structures which foster innovation and encourage creative expression. Last, but not least, due

attention must be paid to internal institutional processes in order to ensure that an appropriate organisational

environment is created and individuals can achieve the desired outcomes as well as contribute to institution

building.

In seeking answers to the above questions, it became abundantly clear that we would have to address some

higher order concerns such as the purpose for which the institution was created, the values that we would simply

not compromise on, the culture that would guide our behaviour, the strategy that we should adopt to achieve

excellence, the organization structure, the institutional processes to be followed, manage innovation and the

governance model for the institution. We briefly discuss each of these below:

Purpose – The main issues to be addressed were (i) why do we exist and whom do we serve, (ii) develop a long

term vision, (iii) define the mission and (iv) specify goals to be achieved in the short term and long term.

Values – In the larger social context, they generally relate to concerns of morality and ethics. In the

organizational context however, they relate to our beliefs, what we cherish, what we zealously safeguard and what

4 Esman, M. J., The institution building concepts, an interim appraisal, 1967

5 Esman, M.J. and H.C. Blaise, Institution building research : The guiding concepts, University of Pittsburgh, 1966

6 Ibid



Building Quality in Management Education for Sustained Institutional Development

44

we will simply not do; for example, an unswerving commitment to group decision making rather than individual

decisions. At both IIMK and AU, we promoted the individual values of Dharma (duty), Karma (action-orientation),

Gyan (knowledge), Nishtha (determination), Bhakti (devotion), Karuna (compassion) and Maryada (morality).

Culture – Culture in its broadest sense is cultivated behaviour.7 In our context, it translated into the following:

how do we do things, what guides our behaviour and what attitudes do we nurture. Some of our paramount

beliefs related to issues of transparency, democracy, meritocracy, equity and inclusiveness.

Strategy – A clear strategy (road map) was required to gain competitive advantage. This included answers to

questions such as (i) how will we be better, (ii) how will we be different, (iii) what will be our core competence,

(iv) what capabilities do we build and (v) institutionalizing the management of change.

Organization Structure – In both cases, we chose to create flat rather than multi layered hierarchical structure,

which facilitated easy access to the top management, eliminated bureaucracy and empowered people. It also

facilitated agility and fast responses on various matters relating to institutional management. Positions, roles and

responsibilities were defined accordingly. A committee structure for decision making was also designed to encourage

participative decision making and encourage commitment.

Institutional Processes – They contribute in large measure to institution building. The challenges were to

encourage autonomy and decentralization, tempered by accountability, provide a role for faculty in governance,

encourage group decision making, be transparent, provide for checks and balances in the system which inhibit

the concentration power in only some individuals or groups. Group decision making per se, does not necessarily

fully guard against arbitrariness and anarchy, for individual whims and capriciousness could get substituted by

collusion of group members who act against the larger institutional interests. Checks and balances are required

against such group behaviour as well. Such processes can be time consuming, but this is a conscious trade-off that

has to be incorporated in the system to preserve the integrity of the process and the quality of decisions.8 As

change may sometimes be forced on an unwilling organization or at other times is openly embraced and sought,9

it is important that conscious efforts are made by an institution to use processes to review periodically its objectives,

goals, policies, programs and institutional processes to respond better to environmental changes, market

opportunities and competitive compulsions. Such processes of review foster an internal environment that promotes

innovation and experimentation. Only such a self-renewing culture can promote and sustain excellence.

 Institutional processes in institution building are the equivalent of the structural supports that are provided

in a building to give it strength. Poorly designed structural supports weaken the physical structure itself, and

reduce its capability to withstand environmental shocks. When structural supports are changed or removed, the

building can even collapse. The same holds true for institutional processes in institution building. Institutional

7 Source: http://www.tamu.edu/faculty/choudhury/culture.html

8 A. H. Kalro, Ibid

9 Hall, R. H. Organizations: Structures, processes and outcomes, Prentice Hall, 1991
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processes must therefore be carefully crafted and constantly nurtured if institutions are to be built to achieve and

maintain excellence.10

Innovation – This is a never ending exercise in problem solving and creative responses to the continuously

changing environment. As described above, it is imperative that change is engineered and managed.

Governance Model – Good governance is the elixir which sustains institutions. As both institutions were

governed by a Board of Governors, careful attention was required regarding its composition, active involvement

in policy making and due representation of various stakeholders in its deliberations. At AU, a four-tier governance

system was designed. At the highest level, the Board of Governors chaired by the President and Chancellor of

the University was responsible for all policy decisions, allocation of resources, providing financial support, and

review the performance of the institution. It is essentially the superintending board of the institution. At the

second level, there is the Board of Management which is essentially the operating board and is responsible for

implementing BoG policies and exercising oversight on all academic matters of the University. At the third level,

the Academic Council approves new programs, reviews regularly existing programs and academic activities,

deliberates on strategies to promote academic excellence and create competitive advantage. Both the BoG and

BoM has eminent external members from industry, research institutions, government, society and academia, as

well as faculty representatives. Heads of all institutions are members of the Academic Council. Every institution

has a Faculty Committee comprising all faculty of the institution. In addition, every institution has an Advisory

Committee to review programs, critically comment on proposed new initiatives and advise on future directions.

The minutes of the meetings of all Advisory Committees are shared with the BoG and BoM. This governance

system is unique and has been specially designed to bring about transformational change in a legacy institution.

It also helps us to manage two different cultures, the old and the new.

CONCLUSION

Institution building can be metaphorically likened to constructing a building which is simultaneously a work of

creative expression and a model of functionality. Such a building requires and artist’s vision, a designer’s skills, a

strong foundation, good materials and excellent workmanship. The strength of the building and its resilience to

withstand a variety of shocks depend upon the quality of the structural supports it has. In the context of institution

building, the structural supports are its values, culture, institutional processes and governance system. In this

article, a brief overview has been provided on each of these aspects from the insights on institutional building in

the context of two institutions, IIMK and AU, that the author had the privilege of being associated with.

 x 

10 A. H. Kalro, Ibid
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Hiring Success through Triple Fits

Introduction

In an increasingly competitive world, people have become a cutting edge factor. Is it just any people or right

people? Hiring right person to the right job is important in order to achieve right results. I would compare hiring

to matchmaking. As much as two people get connected together through matchmaking, recruiting right people

needs committed attention. There are triple matches needed to be fulfilled in ensuring the right hiring to take

place. Let’s see what they are with emphasis on the South Asian context.

Dessler (2008) notes that the “workforce, how it is organized and managed, is an increasingly important

source of competitive advantage”. The old adage “people are your most important asset” is wrong (Collins, 2001).

He claims that rather than “people”, it is the “right people” that make up the best asset of an organization.

Crucial challenge is how.

Right Hiring

As Hacker (1998) observes, a poor hiring decision can cost as much as five times the employee’s salary. Quoting

the US Department of Labour, she estimates that a bad hiring decision equals 30 per cent of the employee’s first

year’s earning potential. In Sri Lanka too, I have personally come across several situations, where companies had

to pay badly in the wake of wrong person being on-board.

This concept paper discusses the dire need to hire right talent in a competitive environment, and the difficulties

organizations have to face in doing so. The author proposes hiring to be considered as match-making and to

ensure triple fits, namely task-talent fit, person-position fit and individual-institution fit. The rationale for each

fit with requisites from HR professionals and organizations are also discussed. Citing previous work done

locally, the author cautions the decision makers on the rush and urgency that might undermine the accuracy.

The paper also argues for the need to use right tools such as a well-designed assessment center to assess the triple

fits in the proper manner.

Key Words: Hiring, task-talent fit, person-position fit, individual - institutional fit
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It is pertinent to mention what Oglivy (1988), as an advertising tycoon, had to say with respect to hiring: “If

each of us hires people who are smaller than we are, we shall become a company of dwarfs, but if each of us hires

people who are bigger than we are, we will become a company of giants”. In order to hire people with potential,

the hiring process has to be professionally designed and executed.

Matchmaking in Focus

As we are aware, matchmaking is commonly referred as the process of matching two people together, usually for

the purpose of marriage. The word is also used in the context of sports and business.

In the case of business, terms such as “Business to Business (B2B)” matchmaking, Investor Matchmaking,

Business Speed Dating and Brokerage Event are used. In essence, real meeting between business people is in

focus. Take a trade fair organization for an example. It uses matchmaking for value creation in providing a

meeting point.

A “job” can be defined as “a set of closely related activities carried out for pay” (Dessler, 2008). A person is

required to perform a job according to the expectations. Ensuring proper fit is of utmost importance (Sekiguchi,

2004). Hence, hiring is one of the critical people functions of any organization (Collins, 2001). In the traditional

jargon, it is known as recruitment and selection. Recruitment deals with getting enough applicants as a potential

pool. Selection deals with picking the best from the pool. That’s where the matchmaking becomes significant.

Triple Fits

I would argue that there are triple fits you need to ensure in selecting the right candidate to a job. For me, they

are T – T fit, P – P fit and I – I fit. Let’s discuss what they are.

T – T Fit

This is the first fit that a recruiter would look into. It stands for matching tasks with talent. Any key task requires

specific talent. Take a sales job for an example. Tasks associated with meeting customers require the talent of

caring communication. Talent is now more often used as a bundled word for knowledge, attitude and skills.

Ulrich et al (2009) referred to it as a combination of competence, commitment and contribution. Whichever the

way you describe, there is a dire need of it.

There is an acute gap between required talent and raw talent. The market is abundant with raw talent,

especially with school leavers. Are they geared to a demanding job in a target-driven environment? Sadly, the

answer is no. We teach complex subject matter but not how to gain confidence. Job-orientation in the academic

courses has been recognized as important only of late. That is the way to overcome talent drought.

In the global scenario, we have often heard about “winning the war for talent”. According to Michaels et al

(2008), it is a term coined by Steven Hankin of McKinsey way back in 1997. As their book describes, there is an

increasingly competitive landscape for recruiting and retaining talented employees. They stress the need to have

a set of superior Human Resource processes, but a mindset that emphasizes the importance of talent to the

success of organizations.
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Screening of applicants using Curriculum Vitae (CV) / application forms is one key action in this respect

(Cushway, 2001). Effective screening of applicants using CVs or an application form is considered to lead to

effective selection. As Dharmasiri et al (2008) observe, considerable improvements are required in the local

scenario with respect to the rush and urgency as opposed to accuracy.

P – P Fit

What I mean here is the fit between person and the position. As observed by Searle (2003), this is a traditional

foundation for employee selection. In fact, it goes beyond the talent level. Overall fit with regards to the personality

of the individual and the key expectation of the position he/she is supposed to hold.

Let’s be clear about personality. The term originates from the Latin word, persona, which means a mask

(www.wikipedia.org). In ancient Latin theatres, a mask was used to represent a character. In other words, it is

what you show to the world, by way of your words and deeds. As Robbins & Judge (2007) describe it, personality

is the sum total of ways in which an individual reacts and interacts with others.

There are a variety of ways of looking at personality. It is the particular combination of emotional, attitudinal,

and behavioral response patterns of an individual. Researchers tend to define it as enduring, distinctive thoughts,

emotions, and behaviours that characterize the way an individual adapts to the world. The key highlight here is

the adaptation. From the womb to the tomb, it is a journey of adaptation, with constant interaction with the

surroundings.

The point I want to make here is simple. Different personalities suit different positions. An outgoing, talkative

and a friendly person would be more suited for a sales position, whereas a quiet, thinking and analytical person

would be better in handling a laboratory position.

Key challenges for HR practitioners is to determine what type of a personality is associated with a candidate

and also what type of a personality is ideally required by a specific position. Well-developed tools associated with

psychometric testing can be very handy in this context.

I – I Fit

The final fit is between the individual and the institution. Essentially it checks the fit between the prospective

candidate and the “surroundings”. It can be the culture, climate or the overall style of management. As I have

seen many times high performers in one setup would end up being lousy performers in another setup. This is sad

but significant, in ensuring the long term wellbeing of people.

First key element here is the culture. Organizational or corporate culture is the pattern of values, norms,

beliefs, attitudes and assumptions that may not have been articulated but shape the ways in which people behave

and things get done. In a more detailed manner, Schein (2010) defines culture as follows:

“A pattern of basic assumptions – invented, discovered, or developed by a given group as it learns to cope

with its problems of external adaptation and internal integration- that have worked well enough to be considered

valid and, therefore, to be taught to new members as the correct way to perceive, think and feel in relation to

those problems.” (Schein, 2010: 7)
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Stemming from culture, there appears the more visible element, climate. It refers to those aspects of the

environment that are consciously perceived by organizational members. Hence, climate is something people see,

hear and feel. That is why we see a difference when we enter a hospital, police station or a restaurant. In

summary, climate is what we see and feel when we enter an organization, whereas, culture is something much

deeper as bedrock.

What is important here is the need of prospective candidate to appreciate the institutional culture. What

one can do in a multi-national corporation might not be possible in a family-owned business. Same gulf exists

between private and public sectors. I have seen people who opted to work in non-governmental charity

organizations have a higher sense of humanity with committed service is mind. It might be the same with a

brilliant management trainee joining a rapidly expanding global network. The obvious sign is the need to ensure

individual–institutional match.

Figure 1: Summary of Triple Fits

Source: Author
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Ensuring Triple Fits

A properly designed assessment centre can be one solid way to ensure all three fits. It typically employs a variety

of techniques and multiple observers in a closed setting to evaluate candidates. Key challenge is to design the

centre to cover all three matches. Peters et al. (1998) state that the interview remains the main method of

assessing the fit. Maurer (2006) shows how situational interviews can be used to assess engineering applicant’s fit

to work group, Job and organizational requirements. The question is whether it is adequate.

T –T match is the easiest to assess, provided you identify what talent is exactly required by the task. A process

where candidates are given a set of questions to answer, situations to analyze or activities to perform would give a

clear idea about where the candidate would stand.
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P – P match can be done by a more in depth analysis using personality-type diagnosing instruments such as

Myers-Briggs Type Indicator (MBTI). One challenge is to clearly identify what type of personality is required for

the position. A sad local scene is that companies heavily investing on psychometric testing, without getting the

best use of the results obtained.

I – I match can be found by a good set of interview questions that would assess the attitude of candidates.

Particularly, referring to “what-if” scenarios show-casing organizations’ real issues would be a smart move. Case

study analysis can also be handy to find the right fit.

Conclusion

Organizations in private and public sectors in South Asia can enhance their hiring professionalism by way of

ensuring the triple fits. Such an endavour requires clarity and commitment. Dharmasiri et al (2008) observe that

effective testing of applicants has to be strengthened with the creative selection of suitable methods. They also

state that preparation for job interviews is of high importance which goes much beyond the reading of a CV few

minutes prior.

Ensuring the triple fits with regard to hiring will pave way not only for higher organizational performance

but also for better employee satisfaction.
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A
s a society facing problem of under-management, and even mismanagement, of our enterprises, Nepal

presents a strong case for substantial management development. This is indeed a precondition for her

social and economic transformation, much the same way as, or even more strongly than, the other

South Asian neighbors. Ours is not so much a problem of under-development as of under-management, the

later directly causing and contributing to the former. Management has largely failed development by not enabling

it to deliver expected results efficiently and by slowing down its pace. As a result, Nepal’s development remains

less capacitated and hence less competitive in the global economy, even by the South Asian standards.

Management development ought to be a major strategic response to the needs and initiatives of Nepal’s

development aspirations to which management education has a critical role to perform. The basic role of

management education is that of developing critical managerial capability for effective performance of human

enterprises and for the efficient delivery of results while promoting professional culture of organizational practices.

In essence, management education is about making it possible for a society and its enterprises to have more

(results) with less (resources), thereby adding value to the organized human actions and furthering economic and

social prosperity of the society. There is, however, little evidence that it is happening in the context of Nepali

economy and society. Problem is not so much of scale but of substance of management education.

Underperformance of management education is in no way a national or regional issue alone; there are

critical questions about the value addition role of management education particularly that of MBA programs on

a global scale as well. As acknowledged in a recent extensive research by Datar et al (2010), graduate management

education has come under “growing scrutiny” and its “public criticism” has “sharply escalated”. As a matter of

fact, dissatisfaction with the ability of management education to provide with relevant training and skills for

students surfaced much earlier (e.g. Hambrick, 1994; Jorgensen, 1992; Linder and Smith, 1992; Porter and

McKibbon, 1988; Spender, 1995). There have been increasing “calls for reform” in the way management education

is designed and delivered (Datar et al, 2010). The magnitude of underperformance is, however, more critical in

both scope and implications in this part of the world. The urgency of improvement needs is more pronounced in

Nepal.
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More Quantity less Quality

Management education in Nepal represents a growth pattern of higher education in South Asia, typically

characterized by rapid expansion in terms of both demand and supply without corresponding quality enhancement

to make it globally competitive. Fast growth in higher education is largely due to increasingly younger population

base of our societies with more demand for higher education as well as wide extension of market-based socio-

economic activities resulting in huge appreciation in the perceived value of higher education degrees, particularly

from the employment point of view. This inevitably led to rapid expansion in supply as well. The growth has been

more in number and less in quality. And this is more so in case of management education in Nepal.

With the very modest and limited beginning in the form of commerce education a little over five decades

back that produced accounting and business supervisory personnel of limited professional capability, management

education in Nepal saw a sluggish growth for about 30 years. Both design and delivery of management education

during this period were grossly inadequate, almost irrelevant, to prepare graduates for managerial and leadership

roles for managing business, succeeding only in producing poorly trained graduates with clerical mindset.

Coming to early 1990’s, there was almost sudden change in both the pace and the form of management

education with high acceleration in demand and supply and some reorientation in its structure and focus towards

general and functional management competencies. This was spurred largely by the economic liberalization policies

Nepal pursued on a limited scale around that time which created huge demand for professional managerial

resources to run the economy and business in a more competitive environment, and also opened up new scope

for managerial talents in the fast growing non-governmental/ development sector.

No accurate data is available but a general estimate suggests huge expansion of management education

market in the recent time. There are currently about 40 graduate management education providers offering

MBA, EMBA and other specialized graduate programs in management and many scores of undergraduate

management colleges running bachelor level management programs. Collectively, they churn out thousands of

graduate degree holders every year, most of them having been inadequately prepared for managerial or

entrepreneurial career. Despite ‘employability’ problem of management graduates, the ‘charm’ of management

education continues to grow unabated, creating more opportunities in the management education market.

The response to the emerging opportunities for scaling up management education has been, however, more

commercial than professional and academic as much in purpose as in process. Hence, despite the spiraled growth

in the last two decades, management education has not improved the quality standards much. This is the irony of

the growth of management education in Nepal, taking a “quantitative leap” with “qualitative lapse”. This must

be corrected. And correction requires an understanding of the problems facing management education and of

the ways to address them for its better performance.

From Problems to Performance

Management education in Nepal was initiated and has survived in the tradition of “general social science education”

in the university system that focuses more on “theoretical knowledge impartation” and “production of degree

holders” without any clear linkage with defined professions and professional markets. Even today, there is no
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macro policy framework or planned approach to guide it either at the government level or industry level. This

has resulted in a situation where universities and other institutions of higher learning are “micro-managing”

management education in the sense of designing and delivering programs without coordination, a broad central

focus of the purpose, linkage with market, and general quality standards of inputs, processes and outputs.

Production of graduates has superseded as the basic purpose rather than their performance to meet the

managerial, entrepreneurial and leadership needs of the market. There is no proper fit between the supply and

demand of management graduates in number as well as performance capability as required in the market largely

due to this “macro policy cavity”. Another reason for this mismatch is very “limited engagement” of management

education providers with the market, with a kind of apathy on both sides. Participation of the private sector in

management education has been merely in the role of “consumer” of its graduates not that of “investors” in

informing, guiding and facilitating its design and delivery. Wherever there has been investment of fund in

setting up private management colleges from the business, the “business” part of business education has taken

precedence, with “education” taking a back seat.

Much of the problem of management education, however, lies within the university system. There is only a

limited conceptualization among the providers of management education of its fundamental purpose and nature

in the context of emerging socio-economic character of the society. As a result, contextualization of management

education to the national needs of managerial resources in light of the growing regionalization and globalization

of the economy and the society has not received much attention.

Lack of contextualization of management education has been reflected in curricular structure of management

education which is often a poor copy of what the western management schools do. “Contextual innovation” is

largely missing in curricula as does the broad “educational purposes”. A typical curriculum is obsessively focused

on “knowing” component of management profession with only limited emphasis on the “doing” competency

(analytical, creative and problem solving skills) for the most part. In the west, there is an increasing emphasis on

the “being” (professional values, attitudes, soft skills of being a professional manager) part of management education,

which is almost entirely missing from curricula in most universities.

The “design defect” in management education does not limit to the issue of educational focus; it is manifested

also in the pedagogic approach designed for delivering education. Delivering strategies built into the curricula

are typically traditional, more didactic in approach than analytic, experiential and self-discovery based. Actual

delivery by faculty is more in the nature of verbal engagement and text bookish information with limited practical

exposures and experiences, simulated exercises, team-based real-life or real-like projects and problem analyses

being employed to generate “transferable and meaningful learning” at the end of the program.

Design and delivery problem of management education has much to do with the faculty who are less prepared

and even less motivated to teach management as an analytical and problem solving discipline and practice.

Research background and skills of most faculties are only marginal due to inadequate research training and

education prior to and during their facultyship. Industry experience (either as a management practitioner or

consulting provider) is even less. Periodic faculty development programs for upgrading and enriching quality of
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faculty across various academic roles (e.g. teaching, research, consulting, and management training) does not

exist in the country, and many management schools do not avail of the opportunities available elsewhere either

on the ground of affordability or, more practically, due to very narrow faculty base they operate with. Most

private management schools do have very slender faculty strength, more than two thirds of whom are part-

timers doing moonlighting with little understanding of and commitment to management education and

performing their role only as a “subject informant” and not a faculty.

Meager intellectual and instructional resources available are scattered across various institutions with little

coordination and cooperation among them within the country. Perhaps this is natural in view of the highly

competitive spirit with which management education is being delivered. A coordinated approach for sharing,

mobilizing and utilizing resources could be a strategic approach to address the problem of “resource deficit” but it

has neither been planned nor practiced.

Much of the problem of quality in Nepal can thus be pinned down to institutional management of universities/

schools offering management education. Management schools themselves have not been able to operate as role

models of high quality institutional entities of professional management systems and practices, offering best

practice example and experience for graduating students and the business community to observe, participate in

and learn from. Institutional capacity enhancement for designing and delivering high quality management

education through significant upscaling of academic and institutional management strengths should be a priority

issue.

There is an urgent need in Nepal for working on these problems and raise the performance of management

education by building and enhancing quality. For this to happen, the identified problems and needs must be

addressed. This is probably true even at the regional level, though country specific variations do exist in terms of

intensity and priority. Some reform agenda for institutional development of management education for high

quality and globally competitive management education, based on the issues noted above, are in order.

• Macro-policy formulation with the participation of the state and the industry as a framework for

development and operation of management schools.

• Close collaboration with business, industry, development and state sectors in terms of deciding agenda

and approach of management education in the national context in view of its globalized scope.

• Institutional capacity development in terms of clear ideology of management education, value

proposition of management schools, academic and institutional management strategies, market and

business linkage, resource generation, and professional systems development.

• Restructuring of curricula blending reassessed and contextualized knowing component of management,

elevated doing component with emphasis on analytical, entrepreneurial, leadership and other soft

managerial skills, and professional and social values, attitudes and beliefs of managers as practitioners

of a respectable profession (the being component).

• Pedagogic reorientation of the delivery of education with more focus on analytical, problem solving,

experiential, and real-life or real-like approaches.
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• Upgrading of research, consulting and management training capacity and activities and their

integration with management education.

• Faculty development through rigorous recruitment and selection as well as continuous education and

experience processes coupled with strenuous performance management practices to evaluate their

productive and innovative contributions.

• Resource pooling and sharing through collaborative frameworks and actions between and among

universities within the country and on the regional level.

Kathmandu University School of Management, as the premier business school in the country, is both aware

of and active in implementing some of these reforms in last couple of years. One example is the restructured

MBA program and BBA (Hons) and BBA (Emphasis) programs that incorporate some of the innovative elements,

including contextualization of knowledge and competency, blending of three main focuses of management

education in terms of the targeted outcomes, and more emphasis on experiential and analytical pedagogies.

Initiation of research degree programs (e.g. MPhil and PhD) for faculty development is yet another example. But

this is not enough. Addressing the major issues restraining the quality enhancement will require much more

initiative. It is in this context that the School sees the tremendous value of accreditation.

Accreditation of management schools will enable them to work on some of the more important issues of

quality of management education and to upgrade it. In this context, the SAQS process will be a productive

learning and developing opportunity for quality improvement in management education in South Asia. This is

necessary for improving performance of management education and through it the performance of the economy

and the society of the Region.

Management education in South Asia is at a crossroads, requiring major redirection with focus on quality

enhancement. It requires working collaboratively within the region, and for this the framework of AMDISA

and the instrument of SAQS have tremendous potential. It is the responsibility of all of us to actualize it.
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Introduction

Education in general and management education in particular has evidenced phenomenal changes in the recent

past. Unprecedented growth in the number of educational institutions in response to the challenges posed by

both the external factors and also the globalization efforts internally in India, has provided the impetus to this

trend. Management education is no exception to this fact. It assumes much more complexity in terms of the

dynamic nature of management, tools and techniques used by organizations to improve the organizational health

on the one side and efforts of organizations to integrate it with the skills/roles of managers with practical knowledge

gradually making them experts in diagnosing the symptoms of business. The purpose of management education

thus, has to incorporate this change in the character and structure of management education synergizing with

the demands of the corporate world. It is increasingly being recognized to become a diagnostic tool for all the

problems of the global business environment. Such a change raises concerns of the quality of management

education imparted in the Indian Business Schools. It becomes imperative therefore, to have a relook at the status of the

discipline, more so in the context of the changing global and Indian demands for organizational effectiveness and individual

efficiency to ensure quality. This paper is an attempt in this direction and seeks to examine the role of competency management

in institutional building from a quality perspective.

The Quality Approach

Studies in the Indian context (Gupta, Gollakota and Sreekumar, 2003) have attributed three basic reasons for

studying quality concerns – India stands next only to US in the largest number of management degrees awarded

each year, the rapid growth of B-schools in the aftermath of liberalization in India and the trend of Indian

management education to replicate the US models. However, the scenario in India is very diverse with different

types of B-schools offering post graduate programs in management – autonomous institutions like the IIM’s and

the IIT’s, programs offered by private institutions, the university run programs, the private universities, deemed

universities etc. The result is, a large variation is found among these different types in terms of content, curriculum,

faculty, evaluation, fee, admission and other processes. Against this scenario, quality appears to be the only

differentiator for sustainability in the long run.
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Quality is an elusive construct (Parusuraman, Zeithmal, and Berry, 1985). It is all the more complex and a

difficult construct to measure in service sectors. Quality in business has been defined as conformance to specifications

(SCRABEC, 2000). According to Garvin (1984) the attributes of quality in service models are performance,

features, reliability, durability, conformance, serviceability and perceived quality. Translating this into education,

Spanbauer (1995) relates quality to a management philosophy, which puts systems and processes in place to meet

and exceed the expectations of customers. He also equated it with a relentless quest for continuous improvement

through documentation and the use of tools in a problem solving atmosphere that features team action and

good leadership practices. Application of these concepts to management education, authors believe that the

complex, dynamic and intangible outcomes of education, make the measurement of quality difficult if not impossible

(Tofte, 1993), all the same monitoring of quality is essential for improvement according to others (Seymour, 1992

&Burkhalter, 1993). Some others however, objected to the terms Market and Customer as they view these concepts

as applicable to commercial environments (Sallis, 1993). Whatever may be the debate, it is established that

quality concerns are paramount in management education. Quality and quality issues, both from an organizational

and individual point of view, necessitate competence and competency among all the stakeholders in the process

of institution building. The practice of identifying and utilizing competencies existed in some form or the other

for quite some time, but the credit for the competency movement goes to two researchers of the behavioural

movement – Robert White and David McClelland.

Competence, Competency and Competence Management

Several organizations have recognized the importance of competency driven applications as a determinant for

organizational success. Competency frameworks have been applied as a foundation to obtain greater business

results (Goving, 2002).Quality concerns do relate to competent faculty, competent students, and competitive

strategies on the part of educational institutions and hence, competency frameworks would surely help in building

quality institutions. Competence and Competency have been defined, yet the precise meaning of these terms is

not free from confusion. An underlying characteristic of a person, which results in effective and/or superior

performance in a job is understood to be a competency (Klemp, 1980). A more generic definition is given by

UNIDCO (2002) which described it as a set of skills, related knowledge and attributes that allow an individual to

perform a task or an activity within a specific function or job. Both the terms, competence and competency are used

synonymously but convey different meanings in the context of competency management. While competency is

used to identify and assess a person’s personal attributes whereas the term competence is used to identify the tasks

of a job/knowledge required to perform a job. The objective of the exercise is to identify minimum standards

required to perform a job in order to improve the performance standards. Businesses of late, have recognized the

importance of competencies and their applications and the result is competency mapping, competency management

and competency frameworks is a whole industry in itself, which is followed by a proliferation of articles, journals,

conferences, consultants, research etc.Two main benefits accrue - it provides a common language for describing

efficiency/effectiveness and provides a high level of consistency while assessing performance. Organizations blend

them together in terms of tasks, outputs and behaviours in the description of competencies.
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Competency Framework

A complete collection of clusters, competencies and behavioural indicators is reflected in a competency framework.

The framework contains a very detailed clusters, competencies and behavioural indicators for specific department

with a specific purpose. Given the complexity in a given work setting, the number of competencies have been

drastically reduced in recent years. They were brought down from 30 to 20 and as few as 08, although 08 to 12 is

agreed as a useful range in a framework. The dynamic nature of organizations is finding it difficult to manage

more competencies and difficult to implement, if the competencies are more in number.

A typical competency framework is structured in Competency Clusters. Each competency cluster (CC) will have

closely related competencies with levels or without levels (C1, C2, and C3). Each competency again will have

behavioural indicators - B1, B2, and B3.( Figure-1)

When a framework covers a wide range of jobs with different degrees or demands, the behavioural indicators

with in each competency gets divided into levels. The behavioural indicators get divided into groups and can be

levelled as 1, 2,3 etc. The more complex the behaviour, the higher would be the level that gets reflected in the

framework. For compensation and other purposes, organizations, categorize all level 1 into one grade and level

2 is tied to the next band of job grades. Competency titles and descriptions give them more clarity, descriptive

and easy to remember. The structure of CC1, which is working with people,  has levels and is given in figure 2.

The behavioural indicators assumes significance in this context. These relate to examples of behaviour that

would be observed when an individual demonstrates a competency. Organizations, can easily identify poor or

ineffective competencies (contra indicators) and initiate actions to remove the same and improve the quality.

A structure of CC1 with levels for managing relationships is given in figure 2.

Figure 1: Example of Competency Cluster without Levels

CCI
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B1 B2 B3
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Cont... pg. 61
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Standards for a good Framework

A good competency framework should reflect certain standards. They are as follows

• Clear and easy to understand

• Relevant to all individuals/employees, who will be effected by the competency framework

• Takes into account unexpected changes for longevity

• Has discrete elements so that the behavioural indicators do not overlap

• Ensures fairness to all effected by its use.

Overall, the competency framework enhances the effectiveness of people management activities in an

organization. Educational institutions and more so B-Schools relate to essentially people management and hence

require competency frameworks to ensure quality education and sustain the activities in institution building. In a

B-School, quality has to be ensured at the systemic level, institutional level and the faculty level for an outcome

which is highly competitive, ethical and ensures quality for a result which is quality management education. The

faculty with the learner centric approach, competitive spirit, committed and accountability, fostering creativity

and innovation through comprehensive ability, adaptability and responsiveness leads to enrichment of knowledge

and face challenges of a higher order contributing to a quality management. A competency framework for a

faculty in management education with competency clusters and behavioural indicators is presented in figure 3.

As can be seen from the figure the competency framework for a faculty has three competency clusters (CC1,

CC2, and CC3) relating to the content, communication and the role of a coach/mentor. Likewise, the other competency

clusters could also be built into the framework. Each of the competency clusters will have competencies (C1, C2,

and C3) relating to the content – updation and knowledgeable, collaborate and contribute, clarity in thought

and articulation etc.  Similarly competencies in each of the competency cluster could also be added in relation to

Figure 2: Structure of CC1
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the faculty competencies. Similarly communication and coach/mentor clusters will also have competencies in

each of the respective categories.  Competent teachers should also have the needed behaviours in terms of the

behavioural indicators (BI). The above framework in terms of content cluster, requires the needed behaviour in

terms of enjoying reading, passion for teaching, discuss, share and learn, relationship with faculty for collaborative

work etc. In the same way, the other clusters also require behaviours for each of the cluster.  Thus the competency

frameworks could be constructed for each of the stakeholders in the institutions to ensure quality in institution

building.

Conclusion

Higher education and especially management education has undergone transformational changes as is evidenced

by the unprecedented growth in size, scale, scope of the diverse programmes as is evidenced today in the Indian

context. Ensuring quality has thus, become significant in this context. Given the varied picture of the different

types of programmes offered in management by different organizations, quality appears to be the most critical

determinant for institutional success. Competent and quality resources are thus important to enhance efficiency.

Competency frameworks come in handy as a tool in building the institutions from a quality perspective among

the various stakeholders in the process of ensuring quality. Faculty are an important resource, whose competence

and competency assumes significance in this context. Educational institutions and more so B-Schools can construct

competency framework to ensure quality education and sustain the activities in institutional building.

 x 

Figure 3. Competency Framework for a Faculty
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A
 tree is known by the fruit it bears. In the same way, the quality of education can by judged by the type of

persons it produces from its educational institutions. Quality education means developing human resource

according to the needs of a society. Before designing an education system for a society, an objective

assessment must be made about the type of human resource in terms of mind set, values and attitudes required

for the achievement of the goals of a society.

Our education plans and policies generally have emphasized physical targets in terms of literacy, number and

type of educational institutions etc. In the last decade of twentieth century when countries were planning to

enter the twenty-first century, first, they set their goals for the twenty-first century. Second, they prepared a list of

attitudes, values and type of mind-set needed to achieve the goals. Third, they made an assessment of the existing

mind-set, values and attitudes of the Japanese. Fourth, they considered ways and means of developing the desired

mind-set, values and attitudes through education. This was quality education based on need analysis.

The most important goal Pakistan has to achieve is development. The challenge of development is that we

have been left behind. In terms of time we are behind by about 200 years, if we compare Pakistan with the

beginning of modern development in Britain. In terms of value of our output, our GDP is about $ 60 billion

compared to $ 7000 billion of USA. The challenge Pakistan is facing is how to bridge this gap of time and output.

The first task of our education system should be to develop a type of human resource which should have a

strong will to achieve development goals with the given resources and despite a hostile environment. Pakistan is

a resource poor country and the environment is not favorable for development due to known reasons. Pakistani

mind is resource-oriented rather than strategy-oriented. The poor quality of our education system is producing

the type of human resource which is frustrated and has surrendered to the happenings in the environment. It

appears that the nation has lost faith in the country, its institutions and leaders.

Quality in education means development of positive attitudes towards work, time and authority. Work should

not be seen merely as a means of earning a livelihood, but it should also be seen as a means of self-actualization

i.e. turning the potential abilities of a person to actual. If work is seen as a burden and the members of a society

frequently look to their watches to see when they would get rid of work, the society has a low probability of

success. The dilemma in Pakistan is that when people work for themselves (self-employment), they take full

interest. However, when they work for others, most of them take little interest in work. Not only this, they try to
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steal as much time as possible. This is one of the main reasons why supervision in Pakistan is a complex and costly

affair.

Another important function of quality education is to change the attitudes towards time. It is an unfortunate

fact that in Pakistan time is not seen as an important resource. The saying “Time is money” has little relevance in

Pakistan. The delays in the announcement of results, the long list of holidays, the meaningless summer holidays,

the lack of punctuality in holding classes and the poor system of attendance provide ample proof of ignoring the

importance of time.

There are two views of time: circular and straight line. The circular view is that time moves in a circle.

Monday comes after every six days, January comes after every eleven months. If something was not done on this

Monday, Monday will come again after six days. No regrets are needed. Another view of time is that of a straight

line. Something not done this Monday will leave you behind because that education system is turning out graduates

who believe and practices the circular view of time. The way time is wasted in our educational institutions is

reinforcing the circular view of time.

The violation of fairness and the resulting favouritism, discrimination, regionalism, patronage of pressure

groups and indiscipline in our education institutions is eroding the authority of administrators and faculty. The

education system is churning out persons with an attitude of rebellion against authority.

After development of positive attitudes, another very important test of quality education is inculcation of

positive values of integrity, concern for others and fairness. Quality education inculcates and reinforces these and

other values in all the persons who pass through the system. As we are not fully aware of this test of a quality

education system, we have not given it due importance. The result is that dishonesty, total lack of concern for

others, injustice and selfishness are so wide spread that life has become miserable in Pakistan. Any crisis reminds us

of these evils. The recent heavy rains in Karachi exposed the level of integrity and the lack of concern for others.

In conclusion, quality education brings a marked change in every one who undergoes such education in

terms of developing a strong will to change, inculcation of positive attitudes and values. It must be noted that

persons, who consider imparting knowledge and development of skills as the only criteria of quality education,

are greatly mistaken. The fact is that knowledge and skills do have a potential to produce a better human

resources, but if the human resource does not possess the desired mind set, attitudes and values, knowledge and

skills remain a latent resources i.e. they may not be used. The before and after of the human resource exposed to

quality education, as discussed here, must be different.

The most challenging question is how to bell the cat. In other words how to offer such quality education

which can bring a marked change in a society. The answer lies in conducting a need analysis of the desired change

required for achieving the goals of Pakistani society. The administrators, teachers, staff and students must go

through a rigorous and effective short term orientation program to make them aware of their responsibilities.

An awareness must be developed among all those who are concerned with education (including parents) that

educational institutions, instead of reflecting the evils of the society, must be agents of change by functioning as

models of fairness, integrity, discipline, efficiency, cleanliness, etc. such education institutions will convince the

members of our society that virtues are not only for preaching but they can be practiced. Neglecting this will

continue to add to our suffering.

 x 
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Introduction

Management education is unique because it aims in imparting both knowledge and skills. The outcome of the

program is measured not just by awarding degrees but also looking at how industry ready the student is. When we

say industry ready, it means student must comfortably move from a college space to a corporate setup without

much hassles, having understood how a business functions in his/her management classes. Management education

can be classified into two aspects:

Management education and business objectives to a large extent go hand in hand. Over a period of time it has

been observed that Corporates have undergone an evolutionary process. Today’s businesses not only look at

making profits, but also aim to achieve synergy between efficiency, equity and ethics. Even the reporting pattern

of the businesses has become very exhaustive – major companies do reporting on triple bottom basis which

comprises reporting profits, people and planet. Importance is also given to sustainability aspects. Also expectation

from business by different stakeholders like customers, employees, society, government, suppliers has gone through

significant transformation. All these components make us to ponder, whether in our current management education

system; which is aimed at creating, nurturing and training future managers; the curriculum is in sync with the

expectations of business and society? If not, what are the steps to be taken to build quality in management

education? With new Companies Act making Corporate Social Responsibility (CSR) spending mandatory for

certain type of companies, CSR is no more voluntary. How can the management schools leverage this as an

opportunity to train the students in CSR space? This paper tries to deliberate some important steps which

management institutes can take in building quality & sustained institutional development in management

education, through focus on CSR.

Key words:  Triple bottom reporting, Stakeholders, CSR, Companies Act, Efficiency, Equity, Ethics.



Building Quality in Management Education for Sustained Institutional Development

66

Figure 1.1: Classification of Management Education
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For a management institute, imparting knowledge becomes challenging in today’s changing times. Though the

concepts may remain same, the business scenarios and the conditions in which the businesses are done are very

dynamic, since, micro and macro economic factors, amongst others affect them. The challenge is to teach a

concept in such a manner, so that, students could relate to the present business scenario, at the same time are

able to understand its application. Today we observe many management institutes addressing this challenge with

the help of innovative way of teaching like case based teaching, business simulation exercises, company visits,

corporate representatives addressing students, Roundtables, panel discussions etc. But the impact factor of such

initiatives differs from institute to institute.

Building Skill Sets

Knowledge alone may not help the management graduates to succeed in their careers. Skill sets like team work,

humility, patience, time management and being well informed help an individual step up the corporate ladder.

Many management institutes run different programmes to develop these essential skill sets either as a part of

their regular curriculum or as value added courses. Though the essential skill sets might have been addressed by

few management institutes, there still is a big gap to be addressed due to newer demands from the industry.  The

Figure 1.2: Four Stages Model of Corporates Evolution as Social Institutions
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dynamic business scenarios and evolution of businesses from merely profit making institutions to corporate

citizens/social institutions has yet again posed another challenge to the management education. The below given

figure explains how Corporates have evolved as social institutions.

Thus, Corporates as social institutions are now focusing on the following three dimensions.

1. Core competence and similar other strategic management tools in consonance with efficiency and paradigm

2. Corporate Social Responsibility (CSR) to meet the equity requirements

3. Character competence in consonance with ethical requirements.

Following are two major observations which management education should focus and further enhance:

a. Understanding the impact of CSR for companies

b. Understanding the impact of sustainability

CSR in New Companies Act, 2013

With effect from April 1, 2014, every company, private limited or public limited, which either has a net worth of

Rs 500 crore or a turnover of Rs 1,000 crore or net profit of Rs 5 crore, needs to spend at least 2% of its average

net profit for the immediately preceding three financial years on corporate social responsibility activities. The

CSR activities should not be undertaken in the normal course of business and must be with respect to any of the

activities mentioned in Schedule VII of the 2013 Act. Contribution to any political party is not considered to be

a CSR activity and only activities in India would be considered for computing CSR expenditure. The statement

by the finance minister Arun Jaitley in November 2014, says that Indian companies will spend close to Rs 14,000

crore to meet their obligations of the Corporate Social Responsibility in the very first year. As the Gross Domestic

Product growth rate increases and the profits of  businesses  increase, the spending on CSR will also significantly

increase in the years to come. What is the way forward for management institutes to tap this new potential of

CSR? How will the students be trained in CSR, so that, they become part of the supply chain in CSR and

crusaders of social change?

Way Forward for Management Schools with Reference to CSR and Sustainability

With the New Companies Act on CSR in India, the first step begins with sensitizing the management students

on the importance of CSR initiatives for a country like India. Regarding sustainability, students should know the

big picture and also should be sensitized with reference to carbon emission, global warming, rain water harvesting,

solar energy etc, so that they understand the importance of sustainability in business. To start with, this can be

done by teaching these as separate credit courses in colleges and also aligning good practices of CSR practices of

Indian Corporation. It can also be done by encouraging student participation in CSR initiatives of companies in

collaboration with institutions on regular basis. Incubation of ideas and initiation of CSR Projects with leading

NGOs can also be a part of their curriculum.

CSR initiatives at Welingkar Institute of Management (We School)

1. We School conducts various activates in collaboration with different stakeholders. Some important

initiatives amongst others  were :

a. Collaboration with Rotary International in projects like RYLA, Blood Donation Camp, Clean India,

Walkathon, Cyclothon for various causes concerning society.
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b. Panel discussion on CSR in association with Electronic City Industrial Association (ELCIA) and

United Nations Global Compact Network (UNGCN-India), where representatives from companies

like HP, Wipro, Deutsche Bank and IIM-B shared their CSR Practices.

c. We School has also been a partner in various social research and social initiatives with various

organizations. Nina foundation partnered with We School for bringing smiles and laughter on the

faces of friends with spinal injury.

2. We School is a partner of the Globally Responsible Leadership Initiative (GRLI) initiative which is a

movement of creating a new generation of globally responsible business leaders and to be a catalyst for

changed values and practices regarding global responsibility.

3. We School is the first institution in India to get involved in a big way in Swachh Bharat Abhiyaan. The

Round Table dialogue with Dr. R A Mashelkar, Chairman of Expert Panel of PM’s “Swacch Bharat”

National Sanitation Campaign along with Dr. Uday Salunkhe, Group Director of We School, has helped

garner lot of ideas and action plans along with various stakeholders that included Policy Makers, Municipality

Officials, Heads of Educational Institutions, Faculty Members, Young School Students, Medical Practitioners,

Corporate Executives, NGO Representatives, CSR Heads of Companies and Representatives of Local Bodies.

Cleanliness drive as a part of Swachh Bharat Abhiyaan in association with ELCIA, Rotaract Club of Welingkar

was also conducted in Bangalore, where the students, faculty members, administrators showcased intent to keep

the city clean.

Conclusion

Management education is going through transformation as the businesses have become very dynamic and complex.

If an institute has to remain competitive and relevant, it needs to upgrade its curriculum to the current industry

requirements. Along with doing a profitable business, the other important components of business like CSR and

sustainability should also be taken into consideration.
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