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From the Editor 

BATTLING ATTRITION 

During the last three months, I have met with 80 senior managers in a variety of 
organizations. 64 of them (80%) have been in their jobs for less than a year. Attrition is not a 
new phenomenon and people will continue looking for greener pastures. The scale of what is 
happening however is rather frightening. Does this mean there is no longer any value 
attached to attributes like loyalty? Or is it that executives no longer care? What are 
organizations doing to retain human talent which at the best of times is scarce anyway. The 
Pareto Principle seems to hold in a majority of organizations – 80% of the work is performed 
by 20% of the people. The actual percentages could vary from one organization to another 
and yet the trend cannot be ignored. 

On the one hand, we lay so much emphasis on the value of human capital. Models are 
available to quantify and many organizations even publish this value as an annexure to 
financial statements. On the other, we do not seem to be doing enough to nurture and retain 
talent in a manner that would enhance organizational performance and also make employees 
happy and contented. 

Among the factors responsible for executives hopping from one job to another every year if 
not more frequently, we have identified the following as the top three: 

• Monetary Considerations (Unless you move, you won’t get more) 

• Work Environment (Organizational Culture does not recognize performance) 

• Colleagues – bosses, peers and direct reports – there is no synergy with everyone 
working in silos 

It has been established that between resources and capabilities, the latter are more difficult to 
imitate and hence are more sustainable. The source of many a capability is the human 
intellect. People generate ideas, people come up with new ways of doing things and 
ultimately it is people – not just technology or finance – who deliver results. Given this 
context, it is indeed paradoxical that organizations seem to be doing precious little to take 
care of the most critical asset they have. 

One would like to imagine that all the answers have been found – 360 degree feedback 
systems, the balanced scorecard, the learning organization. How is it that in spite of all these 
powerful tools or techniques, organizations are still floundering when it comes to managing 
people? 



 

2 
 

One answer to this puzzle could be the relative dearth of leaders who can inspire and 
motivate; leaders who are so passionate about what they say and do that the effect rubs off on 
everyone else. Since leaders cannot be mass produced, what is the way out? Another answer 
could be in the human condition itself. The pursuit of materialistic possessions, while not 
inherently wrong in itself, has its limitations. We can easily satisfy our needs but we would 
be hard pressed to satisfy our greed. If key people happen to leave at regular intervals, how 
does the virtuous process of forget, borrow, and learn happen? Organizations with high 
levels of attrition may be fighting fires most of the time instead of creating long term value 
for the various stakeholders. Innovation, perhaps the most critical factor for business success, 
may be difficult if you have to constantly change gears in terms of the people you work with. 

Any answers to this puzzle? 

 
Editor’s Picks: 

1. Ownership and Trust / Julian Franks, Professor of Finance / London Business School 

2. How to Think Strategically in a Recession / Chris Zook and Darrell K Rigby / 
Harvard Management Update 

3. Nurturing Creativity / Elizabeth Gilbert / Ted.com 
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also changes his/her style of teaching and 
methodology depending on the 
circumstances, for no style or 
methodology can be effective universally.  
The style required to tend to pre-school 
children is different from that of the style 
required of a college professor. The skills 
required to impart knowledge in 
mathematics is different from that of the 
skills required to teach language or 
science. Then again the style of two 
mathematics teachers or two commerce 
lecturers differs, vastly because of the skill 
set each may possess. Therefore among the 
innumerable types of teachers and among 
the innumerable dimensions a teacher may 
have, this paper tries to distinguish 
dimensions of two kinds of teachers - 
namely a trainer and a facilitator.  A clear 
understanding of these two types will help  
professional teachers to orient themselves 
properly for the occasion and thus to be 
effective in their profession. The idea is 
not to rate a trainer or a facilitator as a 
better teacher for both qualities are 
required for a teacher at various occasions. 
This paper expounds the importance of 
striking a balance between the two 
qualities for productive outcomes.  

THE REQUIRED DUALITY: 

The knowledge in the Universe is ever 
increasing (just as the entropy of the 
universe is). No student can master all the 
knowledge nor can gain the perspective for 
assimilating all the skills that can yield 
benefits from the knowledge. All that 
students are looking for is a teaspoon of 
substance from the ocean of knowledge 
that is relevant to them. A teacher should 
provide the same, if it is available. If not, a 
teacher is expected to guide students to 
seek and gain it by themselves. Therefore 

knowledge defies the laws of gravity in the 
teacher-student hierarchy. A teacher is not 
just a producer of any stereo typed product 
- with the specifications decided by 
curriculum, syllabus and prescribed books. 
A teacher is also not a mere marketer of 
products like BA, MBA or BE with the 
brand names of the colleges or 
Universities. A teacher apart from this is 
an able service provider satisfying each 
customer (here the students). This means 
that a teacher assumes dual roles. As 
trainer, at the top of the hierarchy- the 
teacher will expect complete surrender by 
the student, as is a tradition in Gurukulam.  
As facilitator at the bottom of the 
hierarchy - this teacher will show total 
dedication in offering the service to the 
students, to delight them as is advocated 
by most modern thinkers. As a trainer, a 
teacher has to be a taskmaster, to prepare 
the students to survive the ordeals like 
examinations, competitions etc. As a 
facilitator, a teacher should ensure that 
students derive benefits from their own 
innovation and creativity. A trainer 
ensures minimum risk, the facilitator 
ensures maximum return. A trainer 
disburses the available knowledge capital 
whereas the facilitator increases the 
available knowledge capital of the 
universe. An ideal teacher displays 
judiciously the right mix of this dual 
nature uniquely required for each student. 
Many in the profession fail to understand 
this duality required in the role of a 
teacher. They are confused mainly because 
all the schemes and systems in place 
acknowledge teachers only as trainers. 
This is so because a facilitator’s role 
cannot be covered by any scheme or 
system. Whenever a facilitator’s 
innovation is acknowledged, people soon 
try to bring it under a system making it 
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automatically the job of a trainer. In the 
process, most of the time, the effectiveness 
is lost as the rigor of a scheme or system 
saps away the charm out of innovation. 
This further leads to monotony on the part 
of the teacher as a trainer, who is forced to 
do things without knowing what to expect 
from it. Assignments, paper presentations, 
seminars and even examinations have 
become a routine convention with people 
failing to appreciate the right value in them 
for the students. For example, in a school 
in Chennai, every year the students of 
second standard are asked to prepare 
models of a clock. No wonder that most of 
the parents just collect the models from old 
students and resubmit them. At the 
Universities even the Research Scholars 
are just recycling the old thesis and truly 
this is getting perpetuated as a system 
[Case Study 1: University of Dramas].  
The teachers seldom realize that there is a 
responsibility to be fulfilled as facilitators 
and in effect students develop apathy 
towards such education systems. The 
education just goes on as a ceremony of 
getting the coveted degrees/diplomas/ 
certificates and never as a process of 
building the knowledge capital.  

QUALITY OF EDUCATION: 

A facilitator knows one’s limit to deliver 
knowledge by lecturing. Not knowledge, 
but only information is getting transferred 
from the book of the lecturer to the notes 
of the students in most of the lectures. The 
teachers, in India particularly, find it 
difficult to climb down the hierarchy and 
to act as service providers. They fail to 
consider the students point of view and if 
their authority is questioned the students 
are labeled as bad students. The members 
of the teaching fraternity alone aren’t 

responsible for this poor quality of 
education. The students, particularly from 
India invariably of any type of schooling, 
also have difficulties in raising themselves 
higher in the hierarchy. They are not 
demanding quality but instead are 
subscribing themselves to the monotonous 
system that many schools have become 
victims of. The ineptness of the society 
and that of the parents in particular, to 
encourage children to think for 
themselves, becomes apparent as students 
at the high school level and even students 
of higher education hesitate to voice their 
own views and demand quality education. 
As facilitators are conspicuous by their 
absence, so are the innovators in our 
society [Case Study 2: Sanmar Electronics 
Quality System (SEQS)]. 

The universities and schools around the 
world are supposed to function like 
fountains to quench the thirst for 
knowledge. Two things are necessary to 
benefit from such fountains. First is the 
thirst – the attitude that drives an 
individual to seek knowledge. This is 
something which is also dependent on the 
society and the environment an individual 
is in. Like we tend to consume more water 
in hot and humid conditions, the demand 
for knowledge exceeds its supply in harsh 
conditions or in conditions where whatever 
provided as water is contaminated and 
hence proves ineffective in quenching the 
real needs of the society. That is what 
seems to be happening in India. Depleting 
all our resources we are trying to provide 
high gross quantity of knowledge to our 
masses, which as a net quantity is very less 
due to its poor quality. This deficiency in 
quality is due more to teachers acting as 
trainers than as facilitators. This inorganic 
situation is the reason for the phenomenon 
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of “education without innovation”. The 
second thing an individual would require 
is the technique – the skills required to 
drink water from the available sources. 
Harped by penury, an illusionary dearth of 
knowledge and information for whatever 
one wants to do, there is a rush for 
anything and everything offered as 
knowledge. The herd mentality in the 
population just keep consuming 
knowledge, depleting all the available 
sources never minding to create new 
sources of knowledge, to innovate for the 
ever increasing population and its ever 
increasing need in posterity. Knowledge 

Management (KM), which is also just 
becoming hype in India, is about managing 
knowledge for generations to come. 
Unfortunately the professional Knowledge 
Mangers in India are just siphoning out 
knowledge from India to the developed 
countries to the disadvantage of the people 
here. So, when it is a brain drain here, it is 
a brain-gain for developed countries. We 
are losing our advantage not only in 
software but also in a wide range of 
domains from Bharat Natyam, Herbal 
Medicines, Carnatic Music, Yoga, and 
Dhyanam etc owing to materialistic 
prejudices of the educational planners.        

 

TRAINER FACILITATOR 

Teacher at the top of the hierarchy 
-Curriculum point of view 

Student at the top of the hierarchy 
-Customer’s (Student’s) point of view 

Oriented towards disseminating the 
available knowledge capital 

Oriented towards enhancing the 
knowledge capital of the universe. 

Task master Service provider 

Prepare students for competition & 
examinations. 

Prepare students to be creative and 
innovative. 

Delivers available knowledge 
indiscriminately. 

Directs students towards right source of 
knowledge with discrimination. 

Typically not comfortable with duality Comfortable with duality 

Well rehearsed in methodology leading 
to monotony 

Extempore, lively and invents new 
methodologies according to the needs. 

Relies on lectures for transferring 
information as knowledge 

Relies on analytical method that would 
churn information for new knowledge. 

Quality suffers, if not demanded. Ensures proper demand for better quality 
in education. 

A journey in a well treaded path to 
knowledge. An adventure in an un-treaded path. 

Develops herd mentality. Nurtures and grooms individuality. 

Knowledge Management to benefit the 
present generation. 

Oriented towards future generation with 
regard to Knowledge Management. 

Emphasis is on skill development. Emphasis is on developing the right 
attitude. 

Risk minimizer Benefit maximizer 
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CASE STUDY 1: University of Dramas 

Rummaging over what transpired between 
him and the Head of the Department a 
couple of hours before, Patil could not 
come to terms with the fast deteriorating 
situation around him. But he still thought 
that these things could be just temporary 
and soon people would come back to him 
realizing the real value of his efforts. So he 
decided to concentrate with double vigor 
on the other assignments on hand, which 
included preparing a detailed mailing list 
for a forthcoming seminar, preparing 
question papers for the semester exams 
and so on.  He had seen such things 
happening in the past at other places where 
he had worked and he knew thus that 
anyone trying to challenge any established 
standard would face such resistance.  “As 
people get used to systems around them, 
they prefer status-quo”, Patil said to 
himself. 

Patil is a Guest Lecturer, appointed as a 
stopgap arrangement to overcome the 
freeze over new recruitments at 
Departmental of Management Studies 
(DOMS) at the University of Dramas.  As 
a person with vast experience from the 
industry, he has recently switched to 
academics to teach management to 
students of B-Schools. He has travailed 
himself hard to secure exclusive 
qualification of National Education Test 
(NET) conferred by University Grants 
Commission (UGC), the apex body 
regulating academic affairs in India. He 
has also registered himself at University of 
Dramas for doing research to earn PhD 
over his MBA.  His Guest Lectureship in a 
way is to facilitate him to earn for himself 
during his research tenure. Though Patil 
liked this arrangement, he was not sure as 

to how he was going to satisfy two of his 
bosses in academics, his research guide 
and the HOD. However he decided to be 
frank with one and all and to co-operate 
with everyone.  Everyone liked him till the 
day of the public viva-voce of Thenmozhi, 
a teacher researcher of the University. 

The regulation of the University specified 
that a research scholar should satisfactorily 
come out through a public viva-voce. By 
this the researchers would be presenting 
their thesis before a public audience 
interested in the thesis.  During his earlier 
experiences as a member of the audience 
in such viva-voces of the university, Patil 
felt that things were getting done as a well 
orchestrated drama of convenience. The 
researcher and the research guide would 
intimate and invite only their friends, well 
wishers and students to such sessions. 
Since none of the proceedings went on 
record, the external examiner invited for 
the session also had no alternative but to 
sign on the dotted line, may be with a 
remark or two. In spite of having a 
comprehensive system like a research 
committee, research guides, half-yearly 
reports, viva-voces etc., nothing seemed to 
be working effectively as people preferred 
to collude with one another to smoothen 
the process for themselves. As a result the 
quality of the research suffered. As a 
person who had spent much of his career 
focusing on the quality movement in the 
industry, Patil decided to create a ripple 
about this in the University to pave the 
way for better quality.  So, when he 
received an invitation to attend the viva-
voce of Thenmozhi, he informed almost all 
the professors at DOMS, his research 
guide and also the HOD about his 
intentions.  Though none discouraged him, 
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they suggested that he might not get 
sufficient time during the viva-voce for it. 

On the day of the viva-voce, after the 
researcher had made her presentation and 
the external examiner  had  finished with 
his remarks, Patil rose up and demanded 
the researcher to clarify some doubts he 
had on the thesis. The external examiner 
tried to cut him down by saying that he 
could get all his queries clarified by 
informally discussing with Thenmozhi 
during lunch, as it was already time for 
lunch and thus for ending the viva-voce.  
But, since Patil was insistent, he permitted 
him five minutes to put across his 
questions.  Patil had come prepared with a 
written set of questions and so he handed 
over the copy of the questions to both the 
researcher and the external examiner.  As 
Thenmozhi started answering the 
questions, other members of the public 
also started crossing her and soon the 
situation militated to embarrass 
Thenmozhi for her thesis. As the situation 
deteriorated fast, the HOD rose hurriedly 
to conclude the session. 

“As a person working at DOMS, you 
should understand that you are like a 
member of the treasury bench.  You 
shouldn’t have put any questions during 
the viva-voce.  What have you achieved by 
embarrassing all the professors before the 
students and public? Nothing can stop 
Thenmozhi from getting her PhD, no 
matter whatever complaint you make at 
any level” exploded the HOD, summoning 
Patil to his cabin the very next day. “Sir, I 
was only trying to give an opportunity to 
Thenmozhi to witness a real critical public 
as per the spirit of viva-voce.  My 
intention was never to embarrass anyone.  
If only Thenmozhi had given satisfactory 

answers to the questions, her work would 
have been commended by one and all. Not 
having the right answer is not my problem 
Sir” retorted Patil. “Patil, you are also a 
research scholar here. Whatever may be 
the quality of your research work, or 
whether you go to court or make a 
complaint at the ministry, you cannot earn 
your PhD, if you earn the wrath of the 
people around here. I feel that you have 
got yourself into a quagmire by your act 
and it is difficult for anyone to help you 
out from it”. 

Q: What do you see as a problem in the 
above case study? 

CASE STUDY 2: Sanmar Electronics 
Quality System (SEQS) 

The first suggestion committee meeting of 
Sanmar Electronics Quality System 
(SEQS), a TQM steering committee, was a 
damp squibb. It ended abruptly, as the 
quality director Lakshmi Narayanan was 
annoyed with just three junk papers 
received as suggestions from more than 
3000 employees, the quality assurance 
manager, Alagappan was the only happy 
man for he received appreciation for his 
effort in hanging the suggestion box in 
every department and for making available 
the suggestion forms to everyone in the 
organization. 

Alagappan suggested to the members of 
the committee comprising of chief 
executives and VPs of seven SBUs of 
Sanmar Electronics, that they at least could 
make their suggestions next time 
proposing to the board to close down their 
unit which was not creative enough to 
come out with even a single suggestion. 
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A flood of suggestions! 

Overwhelmingly, there were 316 
suggestions for the next meeting. None 
expected even a single suggestion as none 
worked for it. This time the committee sat 
for three full days and accepted 228 
suggestions and decided on rewards 
totaling up to Rs. 37,000. General manager 
of the common facility, Nandagopal was 
given the responsibility to disburse the 
reward and to prepare action plans for 
implementing each of the suggestions. He 
was a happy man on the first day of the 
committee meeting to see such a number 
of productive suggestions mostly from his 
department. On the second day he argued 
vehemently to appreciate and reward most 
of the suggestions. But a discussion on one 
suggestion, about cost saving up to Rs. 2 
lakh per week by re-installing the available 
recovery plant at their vapor cleaning 
facility, ripped him off. Everyone pounded 
on him for the fact that he was aware of 
such a possibility but had not done 
anything about it. He never liked the 
committee meeting after that.  

But the one who scored the century 

Going through the suggestions in the 
forms, Nandagopal suddenly realized a 
foul play. There were only just three 
different  hand-writings in all of 228 forms 
handed-over to him. On a brief 
investigation, he came to know that 
Jagadeesan of common stores wrote more 
than 100 of them. In a brief chat with him, 
Jagadeesan agreed to have written 
suggestions for others, that he had  just 
helped them to put it in proper English. 
But on more investigation he found that 

Jagadeesan had persuaded some to come-
out with suggestions and had forced one or 
two to sign for his suggestions for their 
work area. The fact that some people not 
being aware of the exact suggestion made 
by them flashed an idea into his mind. 

Jagadeesan was a young, jovial engineer in 
the stores with ample spare time and 
abundant opportunity to interact with 
many in the organization during his 
workday. He had been deputed recently to 
assist Alagappan for the proposed first 
quality-day fete, an event aimed at 
percolating the commitment to quality to 
everyone in the organization. 

Nandagopal never disbursed suggestion 
rewards but instead issued a stern warning 
to his subordinates not to exploit the 
suggestion scheme to earn rewards. He 
went to the Vice-Chairman and made out a 
case to him as to how the quality assurance 
department was misusing the suggestion 
scheme to abuse the operational manager’s 
team. Certain heads of the SBUs also 
opened to the Vice-Chairman that quality 
assurance department could have directly 
come to them with suggestions, instead of 
doing politics with it through the last level 
workers. After a lot of confabulation, it 
was decided to withdraw the suggestion 
scheme or to allow it to die down 
naturally. Therefore, the quality day fete 
did not have any prize distribution 
pertaining to the suggestion scheme. 

Don’t you agree that the rise and fall of 
this scheme makes for an interesting case 
study? Now make an attempt to pose 
questions, which will bring out managerial 
concepts behind this case. 
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SECTOR ANALYSIS: INDIAN TELECOM SECTOR 

Nishant Kumar (PGP-08PG175), Finance B 

(with help from Prof. Samik Shome, Ritika Sirohia and Vidhi Singh) 

 
Introduction 

Amidst the gloomy environment of 
economic slowdown and recessionary fear, 
the sheen of almost all the sectors has 
dimmed, if not gone completely. The 
robust growth story of last year has turned 
into a defensive mode trying hard to 
sustain present levels of demand. The 
sharp increase in Consumer Price Index 
has made the life of billions tougher than 
before. Pink slips, long leaves, pay cuts 
and virtual benches are common words 
these days. But there is one sector which 
has been able to beat the blues so far and 
maintain its momentum of growth – the 
telecom sector. 

Indian telecom sector has again emerged 
victorious, with the latest releases from 
SEBI (on subscriber base) and Bharti 
Airtel (Annual report). Currently, India has 
the third largest telecom network in the 
world (based on the total number of 
fixed/mobile subscriber lines)   and the 
second largest mobile network. Over the 
last three years, this sector has grown 
remarkably in the range of 32 – 52% 
which makes it one of the fastest growing 
telecom markets in the world. It has been 
able to sustain its growth rate only because 
companies are expanding their offerings to 
rural India.  

Telecom sector in India can be divided 
into two segments:  

• Fixed Service Provider (FSPs), and  
• Cellular Services.  

Cellular services can be further divided 
into two categories: 

• Global System for Mobile 
Communications (GSM) and  

• Code Division Multiple Access 
(CDMA) 

Similarly Fixed Service Providers offer 
two kinds of services: 

• Fixed Landline 
• Wireless In Local Loop (WLL) 

The GSM sector is dominated by Airtel, 
Vodafone-Hutch, and Idea Cellular, while 
the CDMA sector is dominated by 
Reliance and Tata Indicom. In the Fixed 
landline, MTNL and BSNL were the 
unchallenged kings earlier, but after the 
advent of WLL, Airtel and Reliance are 
taking away the market shares very rapidly 

FDI 

In FY2008, estimates placed the 
telecommunication industry's revenue at 
Rs 1,290.8 billion, more than 2.7% of the 
country’s GDP. In the last couple of years, 
the govt. watch dog, TRAI has taken some 
very positive measures like increasing FDI 
limit to 74%, opening market for free 
competition, permission to operate via 
MVNO (Mobile Virtual Network 
Operator) route and allotment of 3G 
spectrum. This has also resulted in more 
M&A which has paved the way for inflow 
of huge FDI. International companies like 
Verizon, AT&T Wireless, Cellnet and 
First Pacific have stakes in Indian 
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companies. As a matter of fact, out of the 
total M&A that took place in India last 
year, 33% can be attributed to the telecom 
sector alone. Major deals were between 
Idea and Spice Cellular, Vodafone and 

Hutch, VSNL and China Enterprise 
Comm. Thus the FDI inflow in the 
telecom sector increased from 8.3% in 
2007 to 10.21% at present. 

 
 
 
 

 

 
April 2008-Jan2009, Figure in %                                                                                                   Source: B-Today, May 17 

 

 

The Growth  

15.87 million subscribers were added in 
the month of March  (15.64 million in 
wireless segment alone) as compared to 
13.82 million connections added in 
February 2009. The total number of 
telephone connections reached 429.72 
million at the end of March 2009 as 
compared to 413.85 million in February 
2009. The subscriber base of fixed phones 
has increased from 37.73 million in the 
month of February to 37.96 million in the 
month of March, an addition of 0.23 

million. The growth in the telecom sector 
has come in the backdrop of increased 
competition in the market leading to 
affordable call rates, which are among the 
lowest in the world. 
 

Teledensity is the measure of availability 
of telecom connections to the number of 
Indians out of 100. It stands at 36.98, 
which states that almost 37 people out of 
hundred have either a telephone or a 
mobile connection. Just 10 years ago this 
figure was at a mere 2.33, but now the 
scenario has completely changed.  

 
Given below is the growth story of the Indian telecom sector. 
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Telecom Sector at a glance 

Year Fixed Mobile Total Growth % Teledensity Ratio of Mobile 
to Fixed 

1997 14.54 0.34 14.88 24.21 1.56 0.02 

1998 17.8 0.88 18.68 25.54 1.94 0.05 

1999 21.59 1.2 22.79 22 2.33 0.06 

2000 26.51 1.88 28.39 24.57 2.86 0.07 

2001 32.44 3.58 36.02 26.88 3.58 0.11 

2002 41.48 13 54.48 51.25 4.3 0.31 

2003 42.09 28.44 70.53 29.46 5.1 

2004 44.87 48.01 95 31.7 7.04 1.11 

2005 48.84 75.94 125 34.3 10.66 1.55 

2006 40.30 149.62 189.93 52.2 17.16 3.7 

2007 39.25 233.63 256.55 43.7 22.52 5.50 

2008 37.90 346.89 384.79 41.01 33.23 9.15 

2009* 37.96 391.76 429.72 - 36.98 10.32 

2009*- Data till March 2009 
Source: Department of Telecommunications & TRAI 

 
 
 

MARKET SHARE 
 

 

 

Source: TRAI 
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In wireless segment, when we talk about the market share of different companies in the 
Indian telecom market, the results are not surprising from the normal pattern. As stated by 
Bharti Airtel while releasing its annual report, increased focus on rural India has helped the 
company to gain more profits in spite of the turbulent market and more competition. Clearly 
it’s the market leader with 24% of market share. Reliance with 18.5% and Vodaphone with 
17.5% are the main challengers. Regional players like BPL Mobile (Mumbai), Spice (Punjab 
& Karnataka), Sistema Shyam (Rajasthan) & MTNL (Delhi & Mumbai) have marginally 
improved their subscriber base but HFCL Infotel (Punjab) has lost some of its customer base 
to other competitors. 

 

 
 

Source: TRAI 

 
In wireline segment, BSNL is still at the top with 77% of the market share but the signs are 
not very promising for this govt. owned company. Bharti and Reliance are growing very 
rapidly and posing a major threat. Private players are offering quick service and better 
customer care. This has forced BSNL to shed off the old working pattern of red tapism in 
order to survive.  Also, BSNL is the only major player in the entire wireless and wireline 
market which is not listed on any of the stock exchanges. If we look at the past trends (Refer 
to the table), we can easily see that the fixed line services are suffering because of mobile 
revolution. The ratio between Fixed to Mobile connections is gradually moving towards 
mobile users. Even the catchy slogans like “BSNL is the identity of your home” weren’t able 
to fetch good results. 
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Another important segment of telecom 
sector in India is ‘Broadband”. Total 
Broadband subscribers’ base had reached 
6.22 million by the end of March 2009, 
with the addition of 0.37 million new 
subscribers, as compared to 5.85 million 
by the end of February 2009. In the 
corresponding month last year, this figure 
was only 3.90 million.  It has shown a 
remarkable growth of 59.48% from March 
2008 to March 2009. The recent measure 
of having an identity proof has indeed 
hampered the business of cyber café 
owners but the number of individual 
broadband users is growing. It’s now an 
indispensible part of almost every 
educational and professional institution 
and has become a vital instrument of value 
addition for every individual.  With speeds 
up to 16Mbps on the offer (by Airtel), the 
growth is sure to continue.  

Telecom and India 

Noted economist John Keynes has said 
that in the time of economic recession or 

slowdown, a government should spend 
more on developing infrastructure to 
generate more jobs. Also, two other 
economists, Lars-Hendrik Röller and 
Leonard Waverman, suggested a causal 
link between good telecommunication 
infrastructure and economic growth.  
 
Telecom sector in India has now provided 
employment to millions. Even in the 
underdeveloped states like Bihar, it’s 
generating huge opportunities of 
employment not only through its core 
operations of selling connections and 
recharge vouchers, installing towers and 
cables but also through back office jobs 
like cross-selling, customer care etc. 
 
The emergence of India as a potential 
super power has a direct correlation with 
the telecom infrastructure. It has become a 
basic need today. The more India grows, 
more would be the growth in telecom 
sector. 
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KEY INDICATORS 

HUMAN DEVELOPMENT INDEX – ADULT ILLITERACY RATE % (2008) 

 TOTAL RATIO OF FEMALE TO   
MALE RATE 

Scandinavian Countries 1.0 1.00 

Singapore 7.3 0.92 

China 9.1 0.91 

Sri Lanka 9.3 0.97 

Indonesia 9.6 0.92 

Malaysia 11.3 0.93 

Brazil 11.4 1.00 

India 39.0 0.65 

Senegal 60.7 0.57 

Guinea 70.5 0.43 
 
 

HUMAN DEVELOPMENT INDEX – ARMED FORCES: INDEX (1985=100) 

1 Australia 74 

2 Sweden 43 

3 United States 70 

4 United Kingdom 57 

5 Singapore 133 

6 Malaysia 99 

7 Brazil 104 

8 India 104 

9 China 58 

10 Sri Lanka 699 
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HUMAN DEVELOPMENT INDEX – Co2 EMISSIONS 

(Kt Co2 per Kt of oil equivalent) 

1 Iceland 0.64 

2 Australia 2.82 

3 Japan 2.36 

4 United States 2.60 

5 United Kingdom 2.51 

6 Germany 2.32 

7 Malaysia 3.13 

8 Brazil 1.62 

9 China 3.11 

10 India 2.34 
 

 

HUMAN DEVELOPMENT INDEX – ELECTRICITY CONSUMPTION PER 
CAPITA (KWH) 

1 Iceland 29430 

2 Norway 26657 

3 Switzerland 8669 

4 Japan 8459 

5 USA 14240 

6 UK 6756 

7 Singapore 8685 

8 Malaysia 3196 

9 Russian Federation 6425 

10 Brazil 2340 

11 China 1684 

12 India 618 
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AMERICA’S TOP 10 CORPORATIONS 

RANK COMPANY 2008 REVENUES 
($ billions) 

PROFITS 

($ billions) 

1 EXXON - MOBIL 442.8 45.2 

2 WAL – MART 
Stores 405.6 13.4 

3 CHEVRON 263.1 23.9 

4 CONOCOPHILLIPS 230.8 -17.0 

5 GE 183.2 17.4 

6 GM 149.0 -30.9 

7 FORD MOTOR 146.3 -14.7 

8 AT&T 124.0 12.9 

9 HP 118.3 8.3 

10 VALERO ENERGY 118.3 -1.1 

Source: FORTUNE 
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HUMOR@WORK 

JOB INTERVIEW QUOTES 

Personnel directors of some of the largest corporations were asked to describe their most 
unusual experience interviewing prospective employees - 
 
A job applicant challenged the interviewer to an arm wrestle.  
 
Interviewee wore a Walkman, explaining that she could listen to the interviewer and the 
music at the same time.  
 
Candidate announced she hadn't had lunch and proceeded to eat a hamburger and french fries 
in the middle of the interview.  
 
Candidate explained that her long-term goal was to replace the interviewer.  
 
Balding Candidate excused himself and returned to the office a few minutes later wearing a 
headpiece.  
 
Applicant said if he was hired he would demonstrate his loyalty by having the corporate logo 
tattooed on his forearm.  
 
Applicant interrupted interview to phone her therapist for advice on how to answer specific 
interview questions.  
 
Candidate brought large dog to interview.  
 
Candidate dozed off during interview.  
 
The employers were also asked to list the "most unusual" questions that have been asked by 
job candidates - 
 
"What is it that you people do at this company?"  
 
"What is the company motto?"  
 
"Why aren't you in a more interesting business?"  
 
"What are the zodiac signs of all the board members?"  
 
"Would it be a problem if I'm angry most of the time?"  
 
"Does your company have a policy regarding concealed weapons?"  
 
"Do you think the company would be willing to lower my pay?"  

"Why am I here?" 
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SUBMISSION GUIDELINES 
 

• Address all submissions to editor@alliancebschool.ac.in 

• All submissions should be in Microsoft Word format                                             
(Font: Times New Roman, Size: 12). 

• Submissions should be original, unpublished contributions. 

• Length should not exceed 750 words*. 

• Submissions should include author’s name, affiliation, contact details and a list of 
references. 

• Submissions not following the guidelines are liable for desk rejection. 

• Submissions will be subjected to scrutiny and may be edited for clarity. 

• Authors of accepted submissions will receive a copy of the bulletin. 

 
 

*To be effective from the forthcoming issue. 
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