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DELL AND EMC
MERGER: A TECH DEAL
FOR FINTECH
INITIATIONS

ABSTRACT

Dell’s $67 billion purchase of EMC was the most
significant technology transaction ever (Kumar,
2019)'. Dell's sales staff benefited from their ability,
which is famed as "sell ice to Eskimos” (King, 2013)’.
EMC saw this as a chance to reach out to mid-market
consumers. As a privately held company, the
achievement enjoyed a level of market flexibility that
its competitors could only dream of. This merger of
Dell-EMC was one of the biggest in the Tech
Company’s history. It was more challenging than just
buying one firm because of its magnitude. When EMC
was bought, all of the smaller firms under its
umbrella were also bought (Dell , 2016)°.

The purchase of EMC was made available at a higher
cost of $67 billion due to the company's size. Dell's
strategy was to dispose of various parts of the
company, as well as millions of USD in leveraged
bonds with no value, stock in different firms,
alongside a vast amount of tracking shares, to raise
the money. Many statements were made during the
merger period, which lasted from October 2015 to
September 2016.
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These statements covered a wide range of topics — from merger funding to anticipated
antitrust agency rulings and expected closing dates. Shareholder responses to each of these
occurrences were mixed, with EMC, the acquire, and its market rivals reacting differently.

The main approach employed by Dell to buy EMC was detailed in this report.
Keywords: Fintech Initiations, Merger, Tech Deal, Dell, EMC
ABOUT DELL (THE ACQUIRER COMPANY)

Dell Inc. is a worldwide technology firm well-known for its inventiveness and widespread
impact in the field of computing technology. The company has grown into a leading provider
of services, software, and hardware, serving a wide spectrum of clients, including big
businesses and individual consumers, since its inception in 1984 by Michael Dell. Dell is

especially well-known for its broad range of products.
These include servers, laptops, personal computers, and storage options.

All of these are designed to meet the constantly evolving needs of the digital world. Dell
continues to create the future of technology with its cutting-edge products and solutions, all

while maintaining a commitment to sustainability and customer satisfaction.
ABOUT EMC (THE TARGET COMPANY)

Since its founding in 1979, EMC Corporation—a world leader in cloud computing,
information management, and data storage—has had a lasting impression on the technology
industry. With its main office in Hopkinton, Massachusetts, EMC has continuously led the
way in enterprise storage, data security, and virtualization technology advancements. EMC is

well-known for its flagship solutions.
These include the VMware virtualization platform and the EMC Symmetrix storage arrays.

With these technologies, EMC has enabled businesses around the world to effectively handle,
safeguard, and utilise the enormous amounts of data generated in today’s digital era. The
innovative solutions that EMC, which was acquired by Dell Technologies in 2016, has left
behind continue to influence the development of contemporary IT infrastructure and data

management techniques.
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INTRODUCTION AND BACKGROUND

Dell's $67 billion acquisition of EMC in 2015 remains the biggest pure tech transaction in
history, yet such a massive purchase produced amount of debt for the Texas-based business
and its key investor, Silver Lake (Gallaugher, 2015)*. Elliott Management, an activist
investor, put pressure on EMC to break apart when it put itself up for sale (Cunningham,
2021)°. Elliott allegedly wanted EMC to sell one of its most important assets, VMware,
because he felt it would help improve the company's stock price. (At the moment, Elliott is
putting the screws to Twitter and SoftBank). Whatever the case, Dell and private equity firm
Silver Lake approached EMC CEO Joe Tucci with an offer he couldn't refuse once the
company was put up for sale (Rock, 2018)°. Tucci was able to depart on his own terms,
ordering Elliott to take a walk, and his stockholders received excellent profits (even though it
was Elliott who kicked things off in the first place). Dell became a public company later in
2018, presumably to get some of the funds for paying their debts. Since the Dell-EMC merger
was finalised more than three years ago, we decided to take a look back to determine whether

Dell was wise to take on such debt.

When EMC put itself up for sale, activist investor Elliott Management put pressure on the
company to break apart. Elliott, in particular, is said to have wanted the company to sell one
of its most crucial components, VMware, to boost EMC's stock price (Alex Wilhelm, 2020)’".
Dell has instituted a strategic framework aimed at positioning itself as a comprehensive
solution provider for corporate clientele. The establishment of Dell Technologies arose from
the amalgamation of Dell and EMC (Afuah & Tucci, 2003)°. Following the merger, Dell
Technologies emerged as the preeminent provider of storage solutions globally, the second

largest vendor of servers, and the third largest seller of personal computers’ (Kumar, 2018).
OBJECTIVES

The objectives of this case include an analysis of the process of the Merger of Dell and EMC,
and show whether the merger was counter or anti-competitive to see whether it was

monopolistic. The specific objectives cover the following:

« To assess market efficiency following the merger by analysing competitors in the mid-

range storage sector.

e To determine whether the Dell and EMC deal was successful and whether synergy was

achieved, becoming the industry leader and about their fintech initiations.
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The main purpose of writing this case is to discuss the process of merger for the students of
Mergers and Acquisitions for management and commerce students. This case study helps
illuminate the strategic, financial, and operational complexities involved in such

transactions, offering valuable insights for stakeholders across various disciplines.
DATA AND INFORMATION

The case is built using secondary data. Secondary data was gathered from a range of
websites, publications, YouTube videos, and other sources, including print pieces and blogs
from various websites. The information obtained from previous investigations is used to
create secondary data.

DELL AND EMC MERGERS INITIATION (OPENING PARAGRAPH)

Dell Technologies is a Fortune 500 company that services 98 percent of the Fortune 500 and
owns several market-leading enterprises. When it comes to client solutions and
infrastructure solutions, Dell EMC Services has you covered. Virtualisation, Boomi, Pivotal,
RSA, SecureWorks, Virtustream, and Dell Technologies are all part of the same family. This
one-of-a-kind organisation blends a startup's concentration and creativity with a huge

corporation's worldwide reach and service.” (Dell , 2016)

in Massachusetts by Dick Egan and Roger Marino founded EMC around four decades ago
since August 1979. Since then, it has designed and commercialised high-end computer
storage solutions based on discs (hardware and software) under the leadership of Moshe
Yanai and Mike Ruettgers. Since then, under the leadership of Joe Tucci, EMC has continued
its tradition of focused execution and sales excellence. And since Joe Tucci took over, the

company has grown and prospered.
SECTORAL DEVELOPMENT DURING THE DELL EMC MERGER INITIATION

To take advantage of the potential presented by the convergence of technology and finance,
several global corporations launched fintech (financial technology) efforts during the Dell
EMC merger. These programmes sought to improve client satisfaction, expedite financial
procedures, and take advantage of new developments in the fintech industry. During the Dell
EMC merger, several international corporations launched significant fintech projects, some
of which are as follows:

Digital Payments Solutions: To promote smooth transactions and enhance cash flow

management, multinational corporations looked at digital payments solutions. This includes
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creating contactless payment methods, blockchain-based payment platforms, and mobile
applications. Financial services companies want to better understand consumer behaviour,
industry trends, and risk management within the industry. To achieve this, they have

invested in data analytics skills. They also made use of tools for advanced analytics.

Blockchain and Distributed Ledger Technology (DLT): International businesses
investigated how these technologies could revolutionise trade finance, securities settlement,
cross-border payments, and other financial services. To evaluate the practicality and

scalability of blockchain-based solutions, pilot projects were started.

Robotic Process Automation: Several repetitive financial operations have been
automated using robotic process automation (RPA) technologies.

These operations include account reconciliation, invoice processing, and compliance
reporting. This reduced operational expenses, decreased errors, and increased efficiency

throughout the finance function.

Digital Lending Platforms: Businesses entered these markets to provide consumers with
alternative financial choices, such as supply chain finance, invoice financing, and peer-to-
peer lending. These platforms used technology to expedite the loan application process and

give firms quicker access to funding.

Regtech Solutions: To maintain compliance with changing regulatory frameworks,
multinational corporations invested in regtech (regulatory technology) solutions in response
to the financial industry's growing regulatory needs. Know Your Customer (KYC)
verification, regulatory reporting, and automated compliance monitoring were all included in
this.

All things considered, the fintech projects that global corporations undertook during the Dell
EMC merger highlighted the increasing significance of technology-driven innovation in
changing the financial services industry and propelling company expansion in the digital

economy.
REASONS FOR DELL’S ACQUISITION OF EMC

The acquisition of EMC by Dell was driven by several strategic goals. First and foremost, it
sought to expand its product line and clientele while decreasing reliance on the dwindling
personal computer market by branching out into the enterprise data storage and cloud

computing sectors. Additionally, Dell aimed to strengthen its position in this market.
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To compete more successfully with industry titans, it acquired EMC.

EMC is a recognised leader in enterprise storage systems. Additionally, the acquisition was
expected to result in synergies and cross-selling potential, allowing Dell to combine its
products with those of EMC and give clients entire solutions. Furthermore, by consolidating
and simplifying processes, the merger enabled scale and cost efficiencies. Moreover, it was in
line with Dell's plan to become a solutions provider by combining EMC's skills with its
services and infrastructure to create end-to-end IT solutions. Last but not least, Dell acquired

a majority share in VMware as a result of the transaction.
This move improved Dell's position in the cloud computing industry.

It also aligned with Dell's strategy of offering hybrid cloud deployments and software-defined
data center solutions.

EMC REASONS FOR SELLING TO DELL

Several strategic considerations influenced EMC's decision to sell to Dell. These included
market dynamics, scale and resources, synergies and integration, strategy alignment, and
shareholder value. In light of the swiftly changing technological landscape and the difficulties
in sustaining competitiveness on its own, EMC looked for a strategic partner to fortify its
position and quicken its transition. With access to more resources, scale, and financial
stability thanks to Dell's offer, both businesses were able to take benefit of their

complimentary advantages and develop into a more competitive rival.

Acknowledging notable overlaps in product offerings and market penetration, EMC
projected increased cross-selling prospects and improved operational effectiveness via Dell
integration. The opportunity to optimise shareholder value played a major role in the
decision. Another key factor was the strategic fit with Dell's goal of becoming a full-service
solutions provider. In a dynamic and competitive technology world, the overall goals of the
sale to Dell were to increase competitiveness, capture synergies, and produce long-term

shareholder value.
EVENTS TIMELINE

In 2013, Michael Dell made the strategic decision to take his company private for the first
time. One of the greatest leveraged buyouts in history was used to accomplish this. Silver
Lake Partners, a private equity group, paid $24.4 billion for Dell Inc. in February of that
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year. In September 2014, reports emerged regarding a potential acquisition of EMC,
involving several prospective buyers. EMC had completed over 35 acquisitions over its 37-
year history, so it was no stranger to the world of mergers and acquisitions at the time. EMC,
on the other hand, would be the acquiree for the first time. Before its purchase, EMC had
been considering a possible acquisition. The Wall Street Journal released a story in
September 2014 about prospective EMC purchasers. Several well-known companies were

named, including Dell, Cisco, Oracle, and Hewlett-Packard.

The agreement was officially announced on October 12th, 2015, in a press release. Last year's
final months were overshadowed by worries about how to fund an acquisition of this scale.
Following Dell's revelation in November that the plan involves the sale of up to $10 billion in
assets, alongside the announcement of a V M Ware tracking stock and a SecureWorks IPO
(initial public offering). The Federal Trade Commission chose to avoid a court battle with a
decision made in February 2016 that followed the EU has approved of the merger; the two
main regulatory obstacles that the transaction would have to clear. Next month, Japan's
Nippon Telegraph and Telephone (NTT) purchased Dell's IT services subsidiary Perot

Systems for an estimated $3 billion from Dell's parent company, Dell.

SecureWorks, a Dell subsidiary, issued its maiden initial public offering in April, falling short
of many expectations by selling at $14 per share. Dell released a bond offering of $20 billion
the next month to support fund with transaction. EMC shareholders voted in favor of the
merger in mid-July, with 98 percent voting yes. China gave the deal its approval in late
August. The companies had been waiting for this last regulatory permission, and the merger

was completed a week’s time, on September 7, 2016." (Meddaugh, 2017)
THE MERGER PROCESS

Following its completion in 2016, the Dell EMC merger involved a number of significant

events:

Announcement of the Merger: In October 2015, Dell Inc. made the largest technology
merger announcement in history when it revealed that it was going to buy EMC Corporation
for about $67 billion. With the announcement, a convoluted process of regulatory approval

and negotiation got underway.

Regulatory clearances: Both businesses worked together over the following months.
Their goal was to secure regulatory clearances. These clearances were needed from various

international governmental organisations and regulatory authorities. In order to guarantee
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adherence to antitrust laws and additional regulations controlling mergers and acquisitions,

these permits were required.

Voting by Shareholders: In July 2016, the merger was approved by the shareholders of both
Dell and EMC. The clearance cleared the door for the deal's conclusion and indicated that

investors strongly supported the deal's strategic justification.

Finishing the Merger: The official completion of Dell Technologies Inc.'s acquisition of
EMC Corporation took place on September 7, 2016, creating a new combined company called
Dell EMC. Dell's proficiency in hardware, software, and services was combined with EMC's
leading position in enterprise storage, cloud computing, and data management through the

acquisition.

Integration Efforts: After the transaction was finalised, Dell EMC started a thorough
integration process that brought together the personnel, product lines, and business
activities of both companies. This involved synchronising product development goals,

integrating sales and distribution channels, and simplifying overlapping roles.

Creation of Dell Technologies: Following the merger, Dell Inc. changed its name to Dell
Technologies Inc., a privately held business that is primarily owned by investment firm Silver
Lake Partners and Michael Dell. Dell Technologies was a conglomerate of companies that
provided a wide range of IT services and solutions, including VMware, Pivotal, SecureWorks,
Dell, and EMC.

All things considered, the merger of Dell and EMC was a major turning point in the history of
the technology sector, establishing a dominant force in the field of information technology

with improved capacity to meet the changing demands of clients in the digital era.
ANALYSIS OF THE MERGER DEAL

Dell, in collaboration with private equity firm Silver Lake Partners, has reached an
agreement to acquire data storage company EMC for $67 billion in cash and stock, marking
the largest technology merger to date. The offer of $33.15 per share signifies a 28% premium
compared to EMC's closing price on October 7. Dell, a privately held entity, is securing nearly

$40 billion in debt financing to finalise the transaction.

Dell has acquired an 85% stake in VMware, a cloud computing software company valued at

$34 billion and previously owned by EMC. EMC will enable Dell to develop a robust portfolio
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to effectively compete with Cisco, IBM, and Hewlett-Packard, addressing Dell's deficiency in

storage competitors.

"The merger of EMC with Dell will establish the leading entity in the $2 trillion information
technology sector, where their portfolios of technologies and other resources complement
one another.” (M & A Critique, 2016)

«  Due diligence- Most due diligence trouble by definition tumbles to the firm that will
endure the change of control, in this case, Dell. (Even though it is portrayed as a merger,

it is clear by classification that Dell is the surviving entity)

« Due diligence takes a gander at an assortment of dangers ranging from legal to
reputational. On account of mergers inside similar industry, dismissal on antitrust
grounds is a significant danger. Dell didn't have serious issues as the IT field has

different giants, including IBM, Hewlett Packard, and Oracle.

«  All things considered, when assuming the field narrows to three controllers, in actuality
do get worried about market fixation. (This was seen on Tuesday, that very day as the
EMC vote, when U.S. antitrust regulators declared legal actions to impede the proposed
Anthem-Cigna and Aetna-Humana exchanges, as the New York Times (July 20, Picker,
Abelson) source reports.” (Lajoux, 2017)

REASONS FOR SUCCESSFUL MERGER

Dell was able to complete a $67 billion transaction owing to a variety of funding options. Dell
initiated the sale of its IT services division for $3 billion to Japan's NTT Data Corp. They also
generated $112 million by selling 8 million Secure Works, a Dell subsidiary, shares for $14
apiece. After that, Dell announced intentions to issue USD 9 billion in unsecured high-
earning speculative bonds. The next item on the agenda was EMC's stock. EMC investors
earned $24.05 in cash per share once everything was said and done. Dell developed a unique
strategy for addressing VMWare. At the time of the sale, EMC's 81 percent ownership in
VMWare was valued at 343 million shares. Upon finalising the acquisition, Dell will possess
120 million shares of VMW, representing a 28 percent stake in the company. Dell, through
its joint ownership with EMC, holds 97 percent of the voting power in VMware, Dell has 97
percent voting power in VMWare. The next step was to convert 223 million shares to
tracking stock. VMWare is a tracking stock, which means it pays a dividend depending on the
profitability of just a portion of the corporation. As part of the deal, EMC investors will get
these shares, which represent a 53 percent ownership stake in the firm. After the deal, EMC
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shareholders received 0.11146 new tracking stock shares for each share of EMC they held.
The application of tracking stock in acquisition scenarios is not commonly observed. The
main reason for doing so in this circumstance is that by maintaining VMWare's pre-merger
structure, Dell and prior EMC investors will continue to benefit from its future success
(Meddaugh, 2017).

Leadership Across Entry & Midrange Price Bands

EMC

g
"
& EMC EMC
o
: H
S
$0-$10K $10K-$25K $25K-$100K $100K-$250K

| Dell 12% 16% 10% 1%

EMC 2% 12% 30% 22%

TAM e T -~ ¥ e | 7 $5.35B -

IDC WW Quarterly Enterprise Storage Systems Tracker,
2016Q1 Historical Release, PB1-8 External Storage
Data is sum total - 2Q15-1Q16

Figure 1: Price Point of Dell-EMCS Market Shares

Although a significant share of the computer storage industry is represented, Figure 1
illustrates that the two businesses had differing expertise in this area of their company. Dell
has emphasised smaller, consumer-oriented storage in a budget-friendly pricing range. At a
price range between $ 0 and $ 25,000, this gave them a higher market share than EMC in

storage.
EMC, on the other hand, concentrated mostly on higher-cost storage for big businesses.

As a result, during the merger, Michael Dell and other top executives from both firms
emphasised their aim to build a customer-friendly environment as one of their key assets
“one-stop-shop”.” (Meddaugh, 2017)
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The difference between the EMC stock price and the SP 500 index price in percentage terms
since June 1, 2016, is shown in this graph. The graph is made out of daily stock market data.

Figure 3 depicts the price change of the SP 500 index over time. For reference, three separate
occurrences are indicated on the graph. When the potential of a merger was originally
mentioned in early October 2015, the stock price took a big hit. The share price thereafter
fluctuated for the duration of the merger period, Nonetheless, from February 2016 until the
end of the year, it gained around $5 per share on average. Although EMC's largest price gain
during this period was directly linked to EU approval of the merger, the graph also shows
that the company's shareholders voted in favour of a merger, which contributed to the last

significant boost in EMC's share price.

It may be useful to examine the general development of a company's share price during an

antitrust proceeding.

However, a more focused investigation is of greater significance. This investigation should
demonstrate the direct impact of the case events on the stock price. A company's stock price
can reflect expected future earnings as well as the company's market outlook. A merger's
impact on the stock market might thus be gauged by looking at stock price movements'
(Meddaugh, 2017).

Post-Merger

Post-Merger Austin, Texas, near Dell's Silicon Valley headquarters and EMC's headquarters
in Massachusetts, will be two of the company's three technological centres. Cloud computing,
cybersecurity, software-defined data centres, mobility, platform-as-a-service, data analytics,
and converged infrastructure are included in the $74 billion industry leader's technological
portfolio. The world's most powerful privately held technological corporation was created as
a consequence of the combination It's a win-win situation for both Dell and the hybrid cloud

computing sector because of this acquisition” (Kumar, 2018).
+ Financial performance

Dell Technologies' fiscal year concluded in March with $62 billion in sales (minus EMC's 53
days), and it produced $19.3 billion in the second quarter of fiscal year 2017, which seems
good. As a consequence of the purchase, Dell has a huge debt load, although it has already
paid down $9.6 billion in debt, including $5.3 billion from the sale of its service/software

division. The company's third-quarter sales were likewise excellent, at $19.6 billion, but cash
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flow was a loss of $533 million, even though it was $1.6 billion. Obviously, cash is king, but
this demonstrates that there is still a lot of work to be done to make the combined firm

economically effective.

There were some warning signs on the fiscal horizon. Total enterprise storage sales climbed
by just $34 million year over year, resulting in a loss of market share. Although HPE had a
little advantage, it had lost market share. The ODM segment emerged as the big winner. It
generated the most income and saw a surprising 55 percent rise in market share. This
outcome validated the fears that led to the merger. Server sales were similar, however,
ODMs had a smaller growth difference. Indeed, it appears that the ODMs were gaining the
market penetration that Dell and EMC feared, indicating that this is a long-term systemic
shift.”® (O'Reilly, 2017)

e Technology challenges

In addition, the united entity confronts considerable technical difficulties. It had to
consolidate overlapping storage systems, for starters. One key change predicted was a
reduction in the emphasis on EMC's hallmark product, RAID arrays. All of the iSCSI product
lines needed to be rationalised; there were simply too many for the salesforce to be efficient,
much like the auto industry did in the 1970s with all of its brands.

Internal engineering and marketing empires were at risk as a result of these developments. It
was interesting to see how this played out in a world that's changing faster than it has in four
decades. Will product family protection make it difficult to retool the design effort to match

advances like modular computers, hyper-convergence, and SSD solutions?

In light of Dell's OEM ties fuelling new product categories like Nutanix's cooperation with
hyper-convergence leader Nutanix, we expected to see a tension between traditional Dell
firms and the need to embrace new technologies. When it comes to the OEM market, Dell
seems to be signing up a larger and better-quality portfolio than its competitors “ (O'Reilly,
2017).

CONCLUSION:

The merger between Dell and EMC is intriguing because of its grandeur, if challenging, a deal
to examine. It was the biggest merger in technological history, including several smaller
firms linked to EMC and a complicated financing approach. The merger will very certainly
have an influence on a variety of product markets. The paper's second major goal was to

assess post-merger market efficiency using rivals in the mid-range storage market.
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There were only a few markets where Dell and EMC were competitors before the merger,

therefore, this was the only one that was chosen for this purpose. VMWare's extraordinary

returns, while not being a rival, suggested a desire for the merger to succeed. The findings,
on the other hand, indicated that rivals did not feel the merger would provide Dell-EMC

monopolistic strength or be materially destructive because there was no indication of a

significant rise in their share prices in the market for mid-range storage technologies. Stock

responses revealed that pro-merger statements received more support than anti-merger

announcements on average. In a broad sense, these data demonstrate that the competing

businesses were neither afraid nor hostile to the merger.

QUESTIONS FOR ANALYSIS

14

What were the main strategic goals that drove Dell's acquisition of EMC?

In what ways did Dell's corporate strategy and long-term vision coincide with the merger
with EMC?

What were the main reasons behind EMC's sale to Dell?

What effects did the competitive environment and market conditions have on the timing
and design of the Dell EMC merger?

What synergies between Dell and EMC were expected, and how were they supposed to
be achieved?

What difficulties did Dell and EMC encounter when obtaining regulatory permission,

and how were those difficulties resolved?

What effects did the merger have on investors, customers, and competitors in the larger
technology sector?

What effects did the merger's completion have on Dell's product lineup, marketing

approaches, and organisational design?
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ANNEXURE

Three Months Ended Six Months Ended
July 29, 2016 July 31, 2015 Change July 29, 2016 July 31, 2015 Change

(in millions) (in millions)
Net revenue S 13,00 12,975 1% S 25,263 S 25,500  (1%)
Operating income (loss) S 63 S (103) NM S (80) ¢S (414) NM
Met loss from continuing
operations S (264) 5 (292) NM S (690) S (738) NM
Non-GAAP net revenue S 13,115 § 13,098 0% S 25,406 S 25,763 (1%)
Mon-GAAP operating
income S 752§ 568 32% S 1,287 § 959 34%
Adjusted EBITDA S 880 S 673 3% S 1,519 % 1,165 30%

(Dell, 2016)
Three Manths Ended Fiseal Year Ended

February 3, 2017 January 20, 2016 Change  February 3, 2017 January 20,2016 Change
(in millons, except percantages, unaudited)

Nat revenue § 001§ 12679 8% 8 pgaz  § 50911 1%
Opérating loss § (1,668) H {26) MM § {3.252) § (514) (533)%
Nt Ioss from continuing operations § (1414 {168) (razf % a8 1,188) (220%
HNon-GAAP nal revanug H 20,581 5 12,768 61% § 62822 H 51,370 2%
Nen-GAAP operating income $ 185§ 655 B% 0§ 513§ 225 130%
Mon-GAAP niet income from continuing operations  § 1,091 5 382 8% § 2687 H 1,083 155%
Adjusied EBITDA $ 218 § 75 W% 0§ 5,941 H 263 126%

(hpcwire - Dell, 2017)
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HAPPINESS AT
WORKPLACE:
ENGAGING THE GEN
Z WORKFORCE

ABSTRACT

Today, a happy workforce is believed to increase
productivity since the employees are more focused,
creative, engaged, and entrepreneurial. The paper
studied different drivers to make GEN Z employees
happy at the workplace. It also described how these
drivers affected individuals’ perception of happiness
for Gen Z. Data was collected from Gen Z individuals
born between 1996 and 2010 using a survey. It also
conducted four semi-structured interviews with
selected HR professionals in the age group of 23-27
years. The study found that the factors of
interpersonal relationships, autonomy, and lifestyle
positively affected individual happiness while social
media did not make an impact on the happiness of
the selected sample of Gen Z. It further suggested the
need for studying the happiness drivers for Gen Z
employees for scholars and executives alike. It was
found that security and stability, service or
dedication to a cause, lifestyle, and autonomy or
independence positively affected happiness.
However, social media did not contribute towards

happiness for the selected sample. The paper also
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found that happy employee equates to better decision making and opportunities, as their
frame of mind impacts the financial as well as social conditions of the business. It further
provided insights into HRM practices to engage GEN Z in the workplace.

Keywords: Gen Z, Happiness, employees, interpersonal relationships, autonomy, social
media, HR practices

1. INTRODUCTION

When asked, “What makes you truly happy?” the answer will certainly differ from person to
person. This leads to the claim that it is almost impossible to provide an objective definition
for the subjective issue of happiness. Each individual has a different perception of the
concept of happiness. That is why, academicians, industry experts, and all entities interested
in study the concept of happiness have begun to give less emphasis on what happiness is, and
more on people’s perception of happiness is its association, and the processes that contribute
to it. (Majumdar & Gupta, 2015).

An individual’s core value is considered to be happiness, so much so that it is the subject of
interest for psychologists, sociologists, medical practitioners, economists, as well as business
strategists. The long tradition of discourse about happiness, its source and relevance began
with philosophers such as Aristotle, Jeremy Bentham, Immanuel Kant, and John Stuart Mill.
From then on, ensuring ‘the greatest happiness for the greatest number’ has become an
extremely important goal for society (Majumdar & Gupta, 2015). For example, Bhutan
considers the concept of gross national happiness (GNH) to be more important than the
gross domestic product (GDP) (Oxford Poverty & Human Development Initiative (OPHI)).
Accordingly, the country observes the GNH as its central objective of development. The US
Declaration of Independence of 1776 has declared the “pursuit of happiness” as one of man’s
natural, or inherent, universal rights akin to the rights of life and liberty. Similarly, the
Canadian Index of Well-being illustrates the importance given to happiness not only in

academia and popular literature but also in society and government (Deloitte, 2021).

The field of happiness studies is now being analysed by businesses as well. Today, a happy
workforce is believed to increase productivity since the employees are regarded as more
focused, creative, and entrepreneurial. (Cullen & Calitz, 2018). Accordingly, businesses are
making happiness a part of their business model. The new thinking suggests that considering
happiness before profits leads to the creation of a robust work environment. This, in turn,
results in improved financial performance for the business. Conversely, unhappy employees

would not only negatively impact the business but also face personal disadvantages such as
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increased work stress, moral stress, and burnout, which lead to feelings of hopelessness,
helplessness, and incompetence. Thus, it can be established that happy employees equate to
better decision-making and opportunities. Their frame of mind impacts both the financial

and social conditions of the business.

Businesses today employ a “happy” workforce which comprises four generations: Baby
Boomers, Generation X, Generation Y, and Generation Z. The former three generations are
more prevalent in the workplace with Gen Z beginning to enter the workforce with their first

jobs.

According to Balan & Vreja (2018), each generation has its own culture, expectations, and
orientations. Baby boomers, born between 1946 and 1964, are individuals who were raised by
parents who had seen the atrocities of war. So, this generation grew up in a culture which
firmly believed that success could only be achieved by hard labor and continuous efforts.
Generation X, individuals born between 1965 to 1980, on the other hand, are more adaptable
and dynamic as compared to the previous generation. They can be characterised by their
keen sense of independence, which has largely impacted their workplace culture and
personal relationships. Generation Y, better known as the Millennials, born between the
years 1980 to 1995, are more individualistic and maintain high self-esteem. They are

generally risk- averse and need societal approval of their deeds (Michael Maloni, 2019).

Generation Z individuals, born between 1996 to 2010, are distinguished from the other three
generations by the characteristics of tech-savviness and collectivist nature. Higher self-
esteem, multitasking, and team orientation are the characteristics of Generation Z
individuals. They believe that open and effective communication in an organisation leads to
increased productivity They also prioritise work-life balance and believe in enjoying their life
to the fullest (Baum, 2020). Thus, this study claims that the workplace perspectives and
drivers for happiness for each generation differ considerably. Additionally, with the growing
popularity of studying happiness at work, it has been observed that such happiness studies,
which are focused on Gen Z as well as India as a geographical area, are few and far between.
Research articles on subjective well-being have been published in leading journals, but the
number of studies published that cover the measurement of an individual’s perception of
happiness in the workplace are very few, Cullen & Calitz (2018) being one of them. None of
these articles has an integrated focus in terms of drivers that impact Gen Z’s perception of
happiness in the workplace. Consequently, this research aims to fill this gap and identify the

predictors of happiness at the workplace for Gen Z.
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2. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

Throughout history, happiness has been the most important goal for mankind (Medvedev,
Siegert, Mohamed, Shepherd, Landhuis, & Krageloh, 2017). In asses this concept, several
different measures have been developed such as the Oxford Happiness Questionnaire (OHQ)
(Hills & Argyle, 2002) and the Satisfaction with Life Scale (SWLS) (Diener, Emmons, Larsen,
& Griffin, 1985). Additionally, Cullen & Calitz (2018) argue that happiness is a concept to be
studied in the context of the workplace since it is crucial for improving productivity in any
organisation. Thus, this paper aims to study the factors that aid in gaining deeper insights
about the relationship between an individual’s (Gen Z) perception of happiness and the

workplace.

The following factors, discussed in the subsections (2.1-2.8), have been identified from the

extensive review of literature as having an influence on a Gen Z employee’s happiness.
2.1. Security/Stability

Security/stability is when the individual gives more importance to the context of the job
rather than the nature and challenges (Vargas & Teixeira, 2018). This leads to the claim that
an individual holding this anchor (factor) is most concerned with tasks that guarantee the

management of security and stability in their lives.
2.2, Service/Dedication to a Cause

Schein (1990) states that service/dedication to a cause is when an individual would not give
up the opportunity to pursue work that achieves something of value, such as making the
world a better place to live, mitigating environmental damage, fostering unity among people,
helping others, enhancing peoples security, curing diseases through new products, etc. Gen
Z, unlike the previous generations, has become the change that they wish to see in the world;
they are not merely being marketed to (Laudert, 2018). Thus, a Gen Z individual who places
high regard on service/dedication to a cause would pursue an opportunity that allows
him/her/them to follow their core values rather than accept a promotion or transfer, even if

it means that they have to change the organisation.
2.3. Lifestyle

An individual’s way of living is considered to be their lifestyle. It is a combination of tangible
and intangible factors like economic level, attitude, moral standards, material possessions,
etc. When he/she/they give importance to this anchor/factor, they would want to be in a
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position such that they can balance and integrate their personal, family, and professional
needs (Schein, 1990). Kirchmayer & Fratri¢ova (2020) argue that Gen Z individuals have

greater expectations of maintaining a healthy work-life balance.
2.4. Autonomy/Independence

The individual who places the anchor/factor of autonomy/independence in high regard for
their perception of happiness would not like to be bound by fixed rules, procedures, and
schedules (Schein, 1990). Along with preferring to work in an environment that is not
restrictive or invasive, Gen Z especially crave coaching and feedback (Laudert, 2018). Thus,
the Gen Z individual would perceive a level of happiness in the workplace based on the
autonomy and independence offered. At the same time, they value being guided through the

procedures.
2.5. Social Media (Facebook, Instagram, Snapchat, Twitter, LinkedIn)

The millennials, as well as Gen Z, have been able to leverage the creation of online platforms
and social media to share their viewpoints, influence distant people and institutions, as well
as inquire the authorities in new ways (Deloitte, 2021). For Gen Z individuals’ social media
not only acts as a platform to facilitate connections but also shape their worldviews, values,
as well as behaviors. Thus, this study considers it important to analyse the selected factor in
context of the perception of happiness in the workplace for a generation whose identity is

technology.
2.6. Satisfaction with Life

The satisfaction with life factor considered in this study is in accordance with the satisfaction
with life scale developed by Diener et al. (1985). It assesses an individual’s satisfaction with
life as a whole. According to Pavot & Diener (1993), satisfaction is often considered to be a
factor separate from affective indexes of well-being. It is not limited to subjects of health or
finances but is an integration of the subjects that affect an individual’s perception of

happiness/satisfaction with life.
2.7. Interpersonal Relationships

The perceptions of well-being and happiness go well beyond an individual (Galvao et al.,
2017). There are several studies of happiness which have identified the importance of
evaluating the fundamental relationship between interpersonal relationships and

happiness/well-being (e.g., Chiang, Lin, & Lee, 2015; Gui & Stanca, 2010; Deci & Ryan,
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1990). While considering interpersonal relationships, happiness conveys a desire for
solidarity and loyalty, especially within the family and clan (Lu & Shih, 1997). However,
today this concept is not limited to the family or the clan. It also accommodates the
interpersonal relationships forged in the workplace. Thus, the interpersonal relationships
within families, informal social groups, associations (Gui & Stanca, 2010), and the workplace
are considered in this study to gain insights about the perceptions of happiness that Gen Z

individuals have.
2.8. Individual Happiness

Galvao et al., (2017) argue that happiness is primarily the product of an individual’s
perceptions. It is dependent on the subjective (self)evaluation of the individual’s life by
taking their feelings and emotions into consideration. So, all the other goals that an
individual has may only be evaluated as potential determinants of happiness (Medvedev,
Siegert, Mohamed, Shepherd, Landhuis, & Krageloh, 2017), making it the most desirable
condition amongst humans. Therefore, happiness can be used synonymously with subjective
well-being (Medvedev, Siegert, Mohamed, Shepherd, Landhuis, & Krageloh, 2017), which
includes both the quality of life as well as life satisfaction. 90% of the individual’s happiness
is determined by how their brain perceives the world (Galvao et al., 2017). Thus, it is crucial
for this study to consider individual happiness as a factor to study its impact on the

workplace.
2.9. Research Objective & Hypotheses

Organisations are undergoing a metamorphosis today. Employees are at the forefront of this
process, with Gen Z taking the lead in the coming years. Accordingly, it is crucial to observe
what drives their happiness. This paper aims to identify the happiness drivers and their level
of importance for Gen Z individuals. The drivers studied here are security/stability,
service/dedication to a cause, lifestyle, autonomy/independence, social media, satisfaction
with life, and interpersonal relationships. Accordingly, the following hypotheses were
studied:

Hz1: There is no significant relationship between Individual Happiness (IH) and
Interpersonal Relationship (IR)

Hz2: Individual Happiness is a function of Social Security, Service, Lifestyle, Autonomy,

Satisfaction with Life, Social Media and Interpersonal Relationships
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H3: There is no difference between the means across the factors.

Further, the paper will elucidate managerial implications of observing individuals’

perspectives of happiness.
3. RESEARCH DESIGN
3.1. Scale

This study adapted a six-point Likert Scale, which measures the factors mentioned in section
2. By spanning from Strongly Disagree (1) to Strongly Agree (6), this scale reduces the
deviation to the least possible value/reduces the risks that are associated with deviations that
take place in individual decision making (Chomeya, 2010). The factors of security/stability,
service/dedication to a cause, lifestyle, and autonomy/independence have been selected from
the Career Anchors Scale developed by Schein (1990). Satisfaction with life has been selected
from the Satisfaction with Life Scale developed by Diener et al. (1985). The factors of social
media, individual happiness, and interpersonal relationships have been selected from the
scales evaluated by Kransnova et al. (2013), Hills & Argyle (2002), and Chiang, et al. (2015),
respectively. The literature review conducted in section two of this study was used to further
validate the questionnaire. The study used an online survey to evaluate the research
objectives and hypothesis mentioned in section 3. The validity and reliability of the
questionnaire used have been established in previous studies according to the scales
developed by Chiang et al. (2015); Diener et al. (1985); Hills & Argyle (2002); Kransnova et
al. (2013); Schein (1990).

3.2. Sampling Method

The objectives of this study were to examine the perspectives of people from Generation Z.
So, a questionnaire was used to collect data from 84 individuals for this research. During the
actual data collection, a judgmental sampling approach was employed. This sampling
technique was chosen because of the sensitive nature of the information collected. This
sampling technique enabled the researchers to carefully select the sample which would
provide the required information without any bias. The researchers targeted the group of

people who fulfilled the following criteria for the study:
1. The respondent must be born between 1996 to 2010 and must be an Indian resident

2. The respondent must have an exposure to the working of a professional organization
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The data for the study were collected over the internet platforms from the selected
respondents.

3.2.1. Participant demographics

Age composition: A total of 84 respondents were surveyed for this research, in which
female respondents made up 51% of the total respondents while males represented 48% of
the total respondents. The respondents of the study were in the age bracket of 16 to 24 years.
The age composition of respondents is as follows- 16 years (1%), 17 years (3%), 18 years (2%),
19 years (23%), 20 years (36%), 21 years (26%), 22 years (6%), 23 years (2%), and 24 years
(1%) (ref. Figure 1).

Age Composition (in years)

m16
m17

18
m19
m 20
m21
m22
m23

24

Figure 1: Age (in years) of the respondents

State-wise demographics: The sample consisted of 17 individuals who had no work
experience at all. The rest of the 67 individuals had work experience ranging from one month
to two years. All the respondents were Indian residents. Around 52% of the respondents
resided in the state of Gujarat, located in India. 12% of them resided in the state of Madhya

Pradesh, while 11% resided in Maharashtra, located in India (ref. Figure 2)
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States (in India)

B Gujarat

B Uttar Pradesh
M Karnataka

B Rajasthan

B Tamil Nadu

m Jharkhand

W Haryana

B Madhya Pradesh
= Andhra Pradesh
B Maharashtra

B Chhatisgarh

I Punjab

Figure 2: State-wise demographics of the respondents

Occupation: 95% of the respondents were currently pursuing their education,1% of the
respondents were professionals, while 3% of them were private employees. The rest of the

respondent was self-employed (ref. Figure 3).

Occupation

M Professional
B Student
I Private employee

B Self-employed

Figure 3: Occupation of the respondent
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4. DATA ANALYSIS

4.1 Descriptive Statistics

Table I: Descriptive Statistics

Minimum Maximum Mean Std. Deviation
TotalSS 8.00 30.00 21.9167 4.96302
Total AT 9.00 30.00 22.4167 4.64449
TotalSE 9.00 30.00 22.1905 5.44518
TotalLS 7.00 30.00 23.5357 4.83323
TotalSL 5.00 24.00 15.4048 5.05421
TotalSM 6.00 36.00 17.3929 6.93519
TotallH 13.00 48.00 39.5714 8.29615
TotalIR 23.00 48.00 33.4286 5.64040

Table I: Descriptive Statistics

From Table 1, it could be inferred that, Individual Happiness (IH) of the selected sample was
highest with a mean of 39.5714 out of the maximum possible score of 48 based on norms and
maximum possible scores. The level of Autonomy and Lifestyle factors was also high, with a
mean of 22.4167 and 23.5357, respectively, out of the maximum possible score of 30. The
majority of the respondents viewed Interpersonal Relationship as an important variable
determining their happiness, thereby giving it a score of 23 at least out of the maximum
possible of 48. But the Social Media factor had its actual mean (17.3929) just below the

possible average (18). So, as per the norms given and the maximum possible scores, all the

factors except Social Media were found to be moderately high & high level.
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4.2 Correlation Analysis

Table 2: Correlations

TotalSS | TotalAT |TotalSE | TotalLLS | TotalSL | TotalSM | TotalIH | TotalIR

TotalSE 1 .330™ .295™ 477 .179 .377" .344" .038
TotalAT .330" |1 .486™ |.559™ .268" 187 .344" .270"
TotalSE 205" |.486™ 1 439"  |.290™ [.136 .306™ |.100"
TotalLS 4777 |.559™ 4397 |1 208" |.137 458" |.258"
TotalSL 179 .268" .200™  [.208™ |1 .090 .266" .3617
TotalSM |.377" |.187 174 137 .090 1 141 -.248"

*¥ *%

TotallH .344™ |.344 .306™  |.458™ |.266" 141 1 434

* *% *¥

TotalIR .038 .270" .100 .258" .361 -.248" 434

**_Correlation is significant at the 0.01 level (2-tailed).

*, Correlation is significant at the 0.05 level (2-tailed).

Table II: Correlation Analysis

The analysis from the correlation matrix suggests that the highest positive correlation exists
between the factors Lifestyle (LS) and Autonomy (AT) with 0.559. This reflects that an
upward mobility in the lifestyle of an individual will positively influence his/her autonomy to
a great extent. It could also concluded that Individual Happiness (IH) has been positively
and significantly linked with Lifestyle (0.458) and Interpersonal Relationship (0.434).
Autonomy (0.344) and Service (0.344) are also moderately positively correlated with
Individual Happiness. It is less positively correlated with Social Media (0.141) and
Satisfaction with Life (0.266). Thus, it could be inferred that Social Media doesn’t play a
major role in determining a person’s happiness. Based on the correlation results, null
hypothesis H, was rejected and the alternative hypothesis was accepted. It suggested that
there exists a positive and significant relationship between Individual Happiness (IH) and

Interpersonal Relationship (IR).
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4.3 Regression

Std. Error of Change Statistics

R Adjusted R the R Square F
Model R Square Square Estimate Change Change df1

1 .6122 .374 317 6.85715 .374 6.499 7
ANOVAa
Sum of
Model Squares df Mean Square F Sig.
1 Regression 2139.009 7 305.573 6.499 .000P
Residual 3573.562 76 47.021
Total 5712.571 83
a. Dependent Variable: TotallH
b. Predictors: (Constant), TotalIR, TotalSE, TotalLS, TotalSL, TotalSM, TotalSS, TotalAT

Table III: Regression Model Summary

Regression analysis was done to analyse the contribution and degree of the various factors on
Individual Happiness and to test H... The results show that all the factors, i.e., SS, AT, SE, LS,
SL, SM, and IR, are positively predicting ITH. From the regression analysis, it can be
concluded that 37.4% of an individual’s happiness can be explained by the chosen factors.
Among the factors, AT and IR have a relatively high impact, however, variables such as SM,
SL, LS, SS and SE have a lower impact.

The F score is 6.499 at the significance level of 0.000. As the significance level is less than
0.05, the results are statistically significant. Therefore, we reject the null hypothesis that the
means across factors are equal and accept the alternative hypothesis. So, there is strong
evidence that there is a considerable difference between the means.
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So, we accept the null hypothesis that Individual Happiness is a function of Social Security,
Service, Lifestyle, Autonomy, Satisfaction with life, social media and Interpersonal

relationships. The model for the study is mentioned below:

Individual Happiness~ f (Social Security, Autonomy, Service, Lifestyle, Satisfaction with life,

social media, Interpersonal Relationship)

Model
R2=10374,  tygme = —0.086,F, g = 6.499

5. FINDINGS AND DISCUSSIONS:

To further recognise the real-world implications of happiness for Gen Z in the workplace,
four semi-structured interviews were conducted with selected HR professionals between the
ages of 23-27 years. Since the research objectives centered on understanding experiences,
opinions, and attitudes (Rowley, 2012) concerning the chosen factors, the semi- structured
interview was scheduled and conducted. The interviews were based on exploring the
perception of survey dimensions, contributing to their happiness. Based on the interview
data have been analysed using content analysis. The data analysis highlighted the
underpinnings in the workplace to better engage GenZ and bring happiness to them. The
table below shows the excerpts from the interviews mapped with the dimensions that brings
happiness.
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Table 4: Excerts from Interviews

Factors

Findings

Security/Stability

It is when an individual may trade their loyalties and willingness
to do whatever the employer wants for some promise of
employment security, tenure in the job/organisation, or
financial stability such as pension/retirement plans (Schein,
1990). This factor of security/stability would be crucial for Gen Z
individuals to base their perception of happiness at work upon

(Fisher, 2010).

Interviewee quotes:

“Even if the policies and facilities offered are great, your work-
life balance is great, it is ‘what you're doing’ that is most

important.”

Service/Dedication to a

Cause

Individuals who give importance to this anchor/factor make
professional choices that enable them to work towards the issues
that are important to them (Vargas & Teixeira, 2018). Unlike the
previous generations, Gen Z individuals want to work towards a
cause they believe in while receiving fair compensation for their
contribution.

Interviewee quotes:

“Along with believing in their ambitions and goals, everyone
wants some form of reward and recognition for the kind of
work that they do.”
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Lifestyle

Individuals of each of the generations take professional
decisions and choices that are greatly affected by issues of
layoffs, leaves, part-time work, and flexibility (Vargas &
Teixeira, 2018). For them, the term success encompasses not

only career success but also success in their total life situation.

Here, one of the interviewees observed that Gen Z employees are
willing to let go of their work-life balance. This happens as long
as they feel their organization is 'taking care of them' and giving
them due reward and recognition for their work. The other
interviewee, on the other hand, believed that work-life balance is

of utmost importance for a Gen Z individual.

Autonomy/Independence

According to Fisher (2010), autonomy is one of the basic
psychological needs of an individual. Such individuals would
seek work that would provide them with the required freedom
while having well-defined goals and systems (Vargas & Teixeira,
2018).

Interviewee quotes:

“People would be okay and suffering at one place rather than
being denied of their own ideas or notions.”

“It is important for the Gen Z individuals to be offered
autonomy in the workplace and explore the ‘entire blank

canvas’ that an organisation has to offer.”

Social Media

Gen Z individuals are born and raised in the social web (Pandit
& Sharma, 2021). Today, social media plays an inimitable role in
connecting, conveying, and creating knowledge as well as

disruption.

Here, one of the interviewees was of the belief that social media
is an excellent medium that can be used to make people feel that
they are valued. Accordingly, companies should leverage its use
for their benefit. However, the other interviewee did not place
much emphasis on this factor.
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Interviewee quotes:
“Even a simple repost from LinkedIn goes a long way.”

“Social media is considered an individual’s ‘personal life’ and
does not particularly affect the workplace perceptions of Gen Z

iR

employees’.

Satisfaction with Life Need Satisfaction Theory, according to Fisher (2010), can be
applied to explain a certain phenomenon. This occurs when a
particular situation in the workplace aligns with the individual’s

needs, wants, or expectations.
Interviewee quotes:

“It will take a long time for maintaining the psychological
contract. Nobody (Gen Z individual) would stay in the

organisation till this happens.”

Interpersonal Nevertheless, interpersonal relationships are ranked 4t by the
Relationships interviewee, “first would always be the kind of work I am
getting, the kind of opportunities I am getting, and the kind of

rewards I am getting, and then interpersonal relationships.”

Interviewee quotes:

“If strong interpersonal relationships exist between employees

in an organisation, then people also stay for 20 years also.”

Individual Happiness Today, individual happiness and its perception have become a
necessity to study. The Gen Z employee’s individual happiness is
dependent upon several factors apart from the ones chosen in
this study, such as organisational policies, challenging job roles,
supportive colleagues and leaders, and career progression.
According to both the interviewees, the career opportunities

received are major drivers of happiness for Gen Z individuals.
Interviewee quotes:

“If happiness is not considered then there is a possibility that
we lose out on evaluating a major factor that impacts Gen Z
individuals’ lives.”

Table IV: Impact of each factor
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6. HR IMPLICATIONS FOR ENGAGING GEN Z AND CREATING HAPPINESS AT
THE WORKPLACE

The average adult spends approximately one-third of their lives in the workplace (Boreham
et al., 2015). Today, the expectations of work and employment are significantly different
from those in the past (Baum, 2020). According to Boreham et al. (2015), unhappy
employees lead to risks and instability in the workplace. This can be considered not only as
potential harm for the projects the unhappy employees engage in but also as a contributor for
conflicts with colleagues. Additionally, the COVID-19 pandemic has adversely affected all
lives globally and has transformed the concepts of ‘work’ and ‘workplace’. The life
evaluations employed in the World Happiness Report 2021 (Helliwell, Layard, Sachs, De
Neve, Aknin, & Wang, 2021), illustrate that of the 95 countries studied, India ranks 92~ in the
happiness survey conducted in 2020. Work satisfaction contributes to 20-25 percent of this
life satisfaction (Cullen & Calitz, 2018).

An individual’s life is greatly influenced by one of its prevalent aspects, work. According to
Kirchmayer & Fratricova (2020), there is a fair chance that Gen Z individuals will change the
world of work noticeably in the coming years. The Gen Z individuals have access to more
information than any of their previous generations and a preference for learner adaptivity,
engagement focus, and interactive learning environments (Seemiller & Grace, 2017:
Kirchmayer & Fratricova, 2020). As, this generation is also often referred to as Generation C:
connected, communicating, content-centric, computerised, community-oriented, and always
clicking (Friedrich, et al., 2010). This leads to the inference that Gen Z individuals are
connected 24/7, making it essential for HR personnel to implement digital communication
channels. A digital communication channel will allow for an internal management system
that is more participatory, interactive, collaborative, mobile, egalitarian, and decentralised as
well as less rigid in terms of hierarchy (Kovaité, Simakaris, & Stankevi¢iené, 2020). This is
also cost and time-efficient while fostering an organisational culture where co-workers can
share their knowledge and have open discussions about the possible improvements in the
deliverables assigned. Laudert (2018) observes that Gen Z has a different worldview than the
other generations; they are cause-based. This generation wants to feel like they are a part of
the solution and thus want to be involved and collaborate in the decision-making processes
too. Gaining a deeper understanding of Gen Z, their expectations of life and work, and their
perception of happiness would provide an opportunity for employers to recalibrate the

workplace as mutually beneficial (for the workforce and the organisation). Consequently, the
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HR personnel can foster intergenerational collaboration and introduce ‘mentoring’ and
‘reverse mentoring’ which enhanced their performance (Rawat et.al, 2020). In traditional
forms of mentoring, the mentor fosters their protégé’s potential capabilities by teaching,
sponsoring, encouraging, counselling, and befriending (Haines, 2003). Here, the mentor is
generally at a more senior position in the organisational hierarchy and imparts the
knowledge and experience gained. However, in such situations, Gen Z employees are unable
to push back or add value, leading to them leaving the organisation fairly quickly. To improve
the retention rates, ‘reverse mentoring’ enabled Gen Z to be actively engaged, contribute, put
forth diverse views and opinions and stay longer with the company (Bellamkonda &
Pattusamy, 2022). This methodology is beneficial to both parties: mentor and mentee. The
individuals gain a cross-generational perspective, become well-versed with current and social
media trends, and most importantly, develop a better understanding of the younger
generation.This knowledge transfer model of reverse mentoring to function efficiently and

effectively, the parties will need to rid themselves of behavioral biases.

The combination of factors considered in this study determines 37.4 percent of a Gen Z
individual’s happiness. Individuals place a high value on autonomy since it allows them to
take the lead in making decisions and modifying procedures as needed. They embrace
constructive criticism on their decisions, and theyre not adamant about them. The tie
between family members, coworkers, and friends has an impact on an employee’s perception
of happiness. Contrary to popular assumption, social media does not appear to have a
significant impact on an individual’s happiness. Generation Z only use it to stay connected to
the rest of the world. Additionally, the findings of the current study refute the claim made by
Laudert (2018) that the Gen Z workforce is seen as being more insecure, obsessed with
safety, and fearful of their economic futures as compared to their counterparts, the Gen Y,

Gen X, and Baby Boomers.

There are several other factors which were perceived as of prime importance to Gen Z
employees, such as flexibility, recognition, acceptance of new ideas, welfare and wellbeing,
leadership, culture, challenging roles, and involvement in strategic decision-making
processes. The relation between “hard work vs. reward” is also considered by every Gen Z
individual. There are times when differential treatment against Gen Z employees is observed
which the individuals cannot tolerate and speak against more openly. A leader has a great
influence on his/her employees. Thus, acceptance of generational diversity, especially by the

leaders, is crucial for an individual’s satisfaction with work. Additionally, it has been

36 HAPPINESS AT WORKPLACE: ENGAGING THE GEN Z WORKFORCE



observed that Gen Z employees have a greater desire to change jobs in search of a “diverse
experience”. However, along with changing jobs, they also want to maintain stability.
Accordingly, the practice implications for each component of the HRM process—from
recruitment, attraction, motivation, compensation, and finally retention must leverage the
importance placed upon interpersonal relationships and autonomy for better managing Gen

Z employees and their happiness.

Thus, with this research, it is hoped that there will be greater awareness in organisations on
ways to improve perceptions of happiness, especially for practitioners of organisational
diversity, leadership, and talent managers for retention of Gen Z employees. This will, in turn
allow, for better overall work productivity, performance, and satisfaction for the Gen Z

individuals as well as organisations.
7. CONCLUSION AND FUTURE RESEARCH DIRECTIONS

The conducted research has revealed the happiness drivers for Gen Z individuals.
Interpersonal relationships, autonomy, security/stability, service/dedication to a cause, and
individual happiness are significant predictors of the individuals’ perceptions of happiness in
the workplace. This highlights the importance of organizations becoming agile and ready for
Gen Z to reshape the workplace. They can do this by ensuring greater and more diverse
career opportunities, task significance, a well-balanced rewards and recognition system,
acceptance, and open-mindedness. Subsequently, the efficacy and utility of the study must
be validated among Gen Z individuals. Further, future research should look at identifying
additional drivers of happiness and developing methodologies to create a greater sense of
meaning at work. As the Baby Boomers and Generation X are gradually retiring, the Gen Y
are the ones that are dominating the current workplace, with Gen Z set to make up 27% of

the global workforce (Koop, 2021).

Generation Z is fairly new to the current workforce. Nevertheless, the future of organizations
is largely dependent upon these realistic, materialistic, culturally liberal, and upwardly
mobile individuals (Friedrich, Peterson, Koster, & Blum, 2010). For the same, employers
must adopt an adaptive and authentic leadership style, implement two-way feedback and
coaching systems such as reverse mentoring, allow for Gen Z individuals to freely express
their opinions and attitudes, and do away with age-based biases. Additionally, organizations
must not only understand the generational differences but also work towards creating more

optimal generational diversity management strategies for Gen Z in the workplace. Here, for

NUJBMS, Vol. 7, Nos. 3 & 4; July - December, 2024 37



engaging and retaining the employees, it is crucial for the individuals to be included in
decision-making processes and believe that they are adding value to the organization by
giving them autonomy in the workplace (Pattnaik & Sahoo, 2021). If the Gen Z individuals
experience autonomy and social security, can maintain their lifestyle, and can build strong
interpersonal relationships, then they will associate happiness with their workplace. Thus,
this study aligns with “in the long run, our happiness is determined by the balance in our

lives, the quality of our relationships, and the sense of meaning in our work” (Housel, 2020).
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ABSTRACT

Artificial Intelligence is developing rapidly; much
consideration, therefore, needs to be paid to
responsible AI  development and  ethical
considerations. This article considers the manifold
facets of responsible AI with an emphasis on the call
for AI systems that are privacy-enhancing,
accountable, transparent, and just. The research
covers the basic principles of equality, minimising
harm, human autonomy, and explain ability in this
regard that should guide the development of artificial
intelligence. Based on the case studies examined and
the recent uses of Al, this study brings out major
concerns. It also presents some workable solutions to
reduce ethical risks. The industry norms and the
legal frameworks, further discussed in the research,
actually inspire moral activities in Al. The findings
therefore underscore that there is a need for
interdisciplinary collaboration and stakeholder
involvement to make sure that the AI technologies
will cause minimal detrimental impact on society
while the positive impact can be reaped to the

maximum.
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1. INTRODUCTION

It is unimaginable that only a few short years after their inception, AI technology has
advanced so rapidly. It has completely transformed a number of industries, including
finance, healthcare, entertainment, and transportation. Life, productivity, and answers to

problems thought to be intractable were all promised by these inventions.

This means that the rising strength of Al systems signals increasingly serious moral and
societal problems. These issues deserve careful consideration and pre-emptive action. It is
this very reason for which the proposed research paper aims to construct an advanced
understanding of how to strike the tightrope between innovation and accountability. Taking
within its ambit the notion of responsible AI development and key ethical issues which lie at
its periphery, where huge potential due to Al is in question, change is bound to be beneficial.
Al-powered diagnostic technologies in healthcare can develop disease identification and

treatment planning, hence improving patient outcomes.

In the financial sector, Al systems can trace fraudulent activity with unparalleled accuracy,
thus protecting both the institution and its customers. Traffic accidents can be reduced while
efficiency is enhanced in transport with autonomous cars. Al-powered entertainment
systems can also offer customised content based on user preferences. These are, however,
countered by many advantages-which include the fear of invasion of privacy, loss of jobs, and

enhancement of prejudices. These indicate that there is a need for ethical development of Al.

Whereas society finds itself increasingly dependent on the use, the question as to what
assurance Al systems do more ethical work becomes ever more paramount. Ethical AI
embraces the issues of justice, accountability, transparency, and privacy protection.
Accountability in developing and working with AI ensures that developers and users are
responsible for the outcomes produced by their systems. Fairness reduces biases that could
preserve discrimination. While privacy protects the personal information of individuals,
transparency helps stakeholders understand and place trust in AI decisions. Adherence to
these ethics is paramount in building public trust in AI technologies. It also helps in

preventing any form of harm. It is not easy to take the path of responsible development.

This might be because of biased training data or faulty algorithms that introduce these

inbuilt biases into the AI systems. Bias, therefore, manifests into discriminatory practices in
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very important domains such as recruiting, financing, and law enforcement. Lack of
transparency, often called the ‘black box’ problem, is a related but slightly different issue. It

refers to the difficulty in understanding and explaining how Al systems make decisions.

Moreover, the speed of Al development is very often one step ahead of legislation and creates
such a governance gap that perhaps cannot resolve ethical considerations. These are
challenges that will be significantly helped by the multidisciplinary approach, combining
expertise in computer technology, ethics, legislation, and social sciences. If combined, these
fields can provide better insight into the consequences of AI. They can also help in
developing comprehensive ethical guidelines and regulatory laws. A wide array of
perspectives also means a great consideration of needs and norms in a large number of
groups; thus, it can ensure that the development of AI will be inclusive and non-
discriminatory. The provided study addresses ethical issues and ways of dealing with them to

investigate the complex nature of responsible AI development.

Key objectives include: 1. Discuss the core ethical issues that should inform the design
and deployment of Al. 2. Define the key obstacles to ethical AT development, addressing
numerous possible strategies for resolving them. 3. Case Studies: These case studies will
serve as illustrations of the advantages and disadvantages linked to AI, casting the
conversation in a realistic and relevant context. 4. Policy Recommendations: Propose policy
recommendations that would lead to the development of a legal framework supporting
responsible Al.

It furthers the ongoing discussion on why ethical principles must be integrated into Al
development. It highlights both the benefits and potential drawbacks of the technology, while
emphasising the urgency of ensuring that these systems promote accountability,

transparency, and fairness.

It provides a framework for Ethics in Al, consisting of a set of rules to be followed by
stakeholders, legislators, and developers. This ensures that AI systems uphold social norms
and protect human rights. In light of issues like prejudice, privacy, and decision-making
autonomy, the study offers practical information and suggestions that might aid in the

development of Al systems that are both technically sound and socially acceptable.

The aim is to reduce adverse consequences and ensure that the benefits of Al are distributed
in a just manner, adopting a holistic approach and putting ethics-based due care at the

forefront of AI development.
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Table 1:Existing gaps in research and contributions made

Research Gap

Contribution

Absence of thorough ethical frameworks that
incorporate accountability, transparency, and

justice in the creation of AI

Outlines a comprehensive ethical framework
for Al systems that addresses responsibility,

transparency, and justice.

.. . Highlights the role of multi-stakeholder
Limited stakeholder engagement in Al B8
. . . engagement in shaping Al policies and
governance and ethical decision-making
frameworks

Provides insights into existing regulatory
Inadequate regulatory frameworks for Al ]
. . challenges and suggests policy enhancements
accountability and risk assessment o
for AI accountability

Insufficient interdisciplinary collaboration Advocates for interdisciplinary collaboration

between Al developers, ethicists, and to create well-rounded Al governance

policymakers strategies

Bias in Al systems due to data limitations and Examines bias mitigation techniques and

algorithmic design promotes responsible AT development

. . Proposes methods to enhance human-
Gaps in human-centered Al design that ensure . . . .
o ) centered AI design with ethical and social
ethical interaction between AI and users . .
considerations

Source: Prepared by Author
2. LITERATURE REVIEW

The body of research on responsible Al development has expanded significantly to address
the various issues surrounding it. One of the most important subjects when talking about the
ethical consideration of AI systems has been fairness, accountability, and transparency
(Binns, 2018; Mittelstadt et al., 2016). To lessen biases and unforeseen repercussions, it is

emphasised that a combination of technical, social, and ethical viewpoints as well as
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multidisciplinary methods should be used (Floridi & Cowls, 2019). The importance of
governance and regulatory procedures controlling Al deployment about its adherence to

ethical norms is highlighted in other significant discussions (Jobin et al., 2019).

Furthermore, because they are delicate fields, decision-making procedures about fields like
criminal justice and healthcare must always be carefully examined using flexible policy
frameworks. All of Morley et al.’s (2020) findings point to the urgent need for strong ethical
guidelines that might direct the development of AI responsibly.

According to Buolamwini and Gebru (2018), AI systems must be developed and
implemented in a way that prevents biased outcomes. To accomplish fairness, its researchers
additionally stress the necessity of algorithmic audits, varied and representative datasets,

and a variety of bias mitigation techniques (Barocas & Selbst, 2016).

According to Doshi-Velez & Kim (2017), comprehending how Al systems make judgements is
essential to fostering trust and responsibility. A new study by Rudin (2019) claims that
understanding AI models can provide a thorough explanation of their decision-making

process.

Individual privacy and sensitive data security must be given top priority in AI development
(Narayanan & Shmatikov, 2008). To enforce ethical data practices, researchers stress the
necessity of strong data governance, privacy-preserving technology, and informed
permission (Solove, 2006). It’s difficult to decide who should be held accountable for
misconduct with AI (Mittelstadt, Floridi, & Taddeo, 2016). To address issues related to AI’s
shortcomings, academics call for precise regulations, accountability systems, and potential
liability frameworks (Jobin et al. 2019). To reduce the possibility of unforeseen
repercussions, Al systems should be built and designed to be dependable and safe
(Hendricks, Akata, & Darrell, 2017). To guarantee the security and resilience of Al systems,
researchers stress the significance of thorough testing, validation, and ongoing monitoring

(Huang, Kwiatkowska, & Spanos, 2017).

According to O’Neil (2016), Al software may amplify or exacerbate biases already present in
data or algorithms. Researchers emphasise that effective data curation and methods to
identify and reduce biases must be given proper consideration. This is important even
though discriminatory effects are not the intended goal. Concerns with Al-based surveillance
technologies include invasions of privacy and widespread monitoring (Zuboff, 2019).

Researchers support ethical standards, transparency initiatives, and privacy effect
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evaluations as ways to safeguard individual rights (Nissenbaum, 2010). Human control and
decision-making are called into question by the growing autonomy of AI systems (Wallach &
Allen, 2009). In Al-driven systems, researchers stress the value of human oversight,

explainability, and preserving human agency (Floridi & Chiriatti, 2019).

One of the biggest obstacles to Al development is algorithmic bias. This refers to the
tendency of Al systems to replicate social prejudices present in the training data. For
instance, biased outcomes may arise from facial recognition software that has higher mistake
rates for particular ethnic groups (Barkan, 2019). Prejudice must be reduced by using diverse
and inclusive datasets, implementing fairness checks at each level of the development

process, and promoting a critical reflection culture among developers (Singh et al., 2022).

The black box algorithms lead to a trust issue, as well as accountability, because of their non-
transparent processes for decision-making. Generating an explanation of AI decision-making
is one of the major components of efforts to increase openness, as suggested by Lipton
(2018). This builds better trust in the technology for users by helping them understand why
the AI judgments are made. Most Al systems require immense private information, hence
raising privacy concerns. Mittelstadt et al. (2016) add that in the ethical development of Al,
protection laws ought to be respected and ensure the privacy of users’ rights from the design
conception. This will involve seeking written consent before information collection, securing
personal data with strong security measures, and anonymisation. AI technologies cannot
replace human judgment or decision-making altogether. To ensure the use of Al responsibly
and ethically, it still requires human monitoring (Jobin et al., 2019). Accountability for any
conceivable harmcaused by AI systems can be determined by clearly established lines of
accountability. Ethical frameworks are the bedrock in ensuring responsible development of

Al systems by setting guiding principles in their development and use.

Conversely, Russell, 2019 concentrates on the “Asilomar AI Principles,” which are arguably
the most well-known codification to date and represent the concepts of transparency,
accountability, and goal compatibility with human values. The European Commission’s
“Ethics Guidelines for Trustworthy AI” (European Commission, 2019) is another important
framework that establishes fundamental standards for privacy, human agency, and non-

discrimination.

Because bias in Al systems may lead to unjust and discriminatory outcomes, it is a major
ethical concern. The study by Buolamwini and Gebru (2018) highlights the need for a more

diverse training dataset with strict evaluation techniques and highlights the prevalence of
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racial and gender biases in facial recognition technology. According to Barocas et al. (2019),
algorithmic audits and the development of fairness-aware algorithms are the next two tactics

intended to guarantee justice in Al

Explain ability and transparency are two fundamental elements in building confidence in AI
systems. Particularly in high-stakes sectors like healthcare and criminal justice, users and
stakeholders must comprehend how AI makes judgments. A taxonomy of interpretability
techniques, from straightforward linear models to intricate deep learning models with post-
hoc explanations, was published by Doshi-Velez and Kim (2017). To achieve openness,
technical solutions must be combined with succinct explanations of AI constraints and

processes to audiences who are not experts (Lipton, 2018).

Assigning duties to products originating from Al systems is a crucial aspect of responsibility
in the development of Al This would include both the businesses that manufacture the Al
technology and the businesses that employ it extensively. Governance frameworks like the Al
Ethics Effect Group, recurring audits, impact evaluations, and stakeholder participation

might all help to guarantee accountability (Floridi et al., 2018).

However, based on existing legal frameworks such as the European Union’s General Data
Protection Regulation, Al specialists are legally required to protect individuals’ rights (Voigt
& Von dem Bussche, 2017). Al systems often require enormous data collections, which

naturally raises enormous privacy and security concerns.

While allowing the usage of data for Al training, strategies like federated learning and
differential privacy seek to preserve individual privacy (Dwork & Roth, 2014). Additionally,
the security procedures serve as a foundation for thwarting malevolent assaults on Al
systems that may result in data breaches or the manipulation of Al results. In 2016, that was
the situation in Papernot et al. Another component of ethical Al is the proactive assessment
and mitigation of security and privacy threats. ‘Human-centric AI’ emphasises the
importance of safeguarding human well-being as a primary goal of AI development and

research.

According to Rahwan et al. (2019), this means the creation of one artificial intelligence
system that will enable the maximisation of human potential and well-being. This, in turn, it
calls for human-in-the-loop procedures requiring interactions between people and Al
systems to be able to keep humans within the decision-making loop so that such AI decisions

remain within human values as established by Amershi et al., 2014.
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3. RESEARCH METHODOLOGY
3.1. Aim

The study research design is in the format of a literature review. The research sections are

two: review of literature, analysis of case studies.

The general purpose of this study is consolidation knowledge on ethical and responsible Al
development, supporting it with theoretical foundations and considering contextual insights
to facilitate case study analysis. It seeks to identify key ethical concerns, governance

structures, and accountability mechanisms associated with AI development and deployment.
3.2. Search Strategy

The systematic literature review was made through the usage of several academic databases:
Google Scholar and Scopus. The search terms used to identify relevant studies were “Al
Governance,” “Al and Society,” “Ethical AI” “AI Accountability,” and “Responsible AI.”

Inclusion Criteria:

« Academic reports, conference proceedings, and peer-reviewed journal publications
published during the past 10 years.

« Studies related to AI ethics, governance, regulatory frameworks, accountability, and
social impact.

« Papers presenting empirical, theoretical, or case study-based insights relevant to ethical
and responsible Al

Exclusion Criteria:
» Non-peer-reviewed articles, blog posts, and opinion pieces.
+ Older than ten years unless they are considered foundational to the research topic.

+ Studies that do not explicitly discuss ethical considerations in AI development.
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3.4. Synthesis

A narrative synthesis approach was adopted to synthesise and summarise the retrieved data
by highlighting key insights, gaps, and emerging trends. This synthesis provides a thorough

summary of the state of ethical and responsible Al research today.

3.5. Case study selection criteria

The case studies selected meet the following criteria:

+ They are relevant to the development of ethical and responsible Al.

« They demonstrate governance, accountability, or fairness in Al applications.
« They include practical examples from industry, academia, or policy-making.

Table 2: Key Components and Their Descriptions

Component Description
Stakeholder Identifying and engaging stakeholders such as
Engagement developers, users, policymakers, and the public.

] . . Principles like fairness, transparency, privacy, and
Ethical Considerations o
security in Al systems.

Regulatory Existing and proposed laws and guidelines for AI
Frameworks governance.

Interdisciplinary Collaboration between fields like computer science, law,
Collaboration ethics, and social sciences.

Accountability Methods to ensure Al accountability, including audits,
Measures impact assessments, and compliance checks.

Source: Prepared by Author
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3.6. PRISMA Flowchart

A PRISMA Flowchart diagram is presented to explain the selection process of studies
included in this review.

120 records
identified 50 records excluded
Database 110 records retained 39 studies included
search
identifies Duplicates Final studies
records removed included
[ I | I | I >
Additional Screening Full-text
records found process begins articles
30 records added 110 records assessed

screened .
60 articles assessed

Figure I: PRISMA Flow Diagram
Source: Prepared by Author
4. KEY THEMES IN RESPONSIBLE Al DEVELOPMENT

The selection of key themes in responsible AI development followed a systematic approach.
Relevant academic papers, reports, and policy documents were gathered from the databases
Google Scholar, IEEE Xplore and Scopus through a comprehensive literature review. The
terms “Fairness in Al,” “Al Bias,” “Data Protection,” “Explainability,” and “Human-Centered
AT” emerged as the most frequently repeated regarding the issue of ethical Al This literature
was then analysed thematically to identify common themes, governance structures, and
accountability mechanisms. To refine and validate these themes, insights derived from Al
researchers, ethicists, and policymakers were incorporated. Themes were chosen based on
their frequency in scholarly discourse and their practical relevance in AI deployment. They
were also selected for their impact on ethical AI governance. The selected themes were then
categorized into broader categories to ensure that all critical aspects of responsible Al
development are covered. This structured approach ensures that the identified themes are

well-grounded in existing research and relevant to current discussions on ethical Al
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4.1 ETHICAL FRAMEWORKS AND PRINCIPLES:
Numerous proposals that bear upon ethical AT development from researchers.

o Fairness and non-discrimination: How AI should ensure treatment for individuals

without reinforcing prejudices.

« Explainability and transparency: Making the AI decision-making processes

understandable to humans.
« Privacy and data protection: preserving private data while upholding people’s rights.
« Ethics and accountability: Clear allocation of responsibilities concerning Al results.

+ Human-orientated Al: Development of AI orientated around human well-being and

values.

« Bias and Fairness: One of the major concerns in Al systems is bias, which leads to
discrimination. There have been numerous ways that researchers have examined for the

detection, mitigation, and avoidance of bias in algorithms and datasets.

« Data security and privacy: Using large datasets to create Al constitutes a violation of

people’s privacy.

» Interpretability and Explain ability: Gaining trust and responsibility necessitates being
able to comprehend the logic that AI systems use to reach decisions. Methods for
improving the interpretability and explanatory capacity of AI models have been
developed by researchers.

«  Human-AI Interaction: Well-designed human-AlI interactions are essential to the creation
of morally and practically sound Al systems. User experience, trust-building, and human-

centered Al design concepts have all been studied by researchers.
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Figure II: Number of Al -Related Regulations in Different Countries
Source: Prepared by Author

Figure II shows the number of Al-related regulations implemented by the following
economies: the USA, China, the EU, the UK, Canada, Japan, and Australia. The countries are
listed on the horizontal axis while the number of regulations is represented on the vertical

axis.

Japan and China have the greatest number of Al-related regulations; Japan has more than
25, while China has close after that. In the EU, there are more than 20. The USA, UK,
Canada, and Australia have considerably fewer: about half of the EU’s numbers. The USA

and Australia have the lowest number, with around 10.

That fact reflects serious Al-related regulatory efforts in Japan, China, and the EU-only
reflecting the proactive attitude of these regions toward control over Al technologies. Other
countries like the USA and Australia have less regulation, either espousing a more laissez-

faire approach or with regulatory development at an earlier stage of maturity.
4.2 Moral Issues in AI Development

» Algorithmic bias: Al-designed algorithms can further reinforce or amplify biases in the
data that lead to unfair outcomes. Proper data curation, strategies to moderate and
minimise bias, and active monitoring of systems are necessary to address algorithmic
bias.
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« Data Privacy and Protection: The collection and use of personal data in Al research pose a
serious problem regarding privacy. Here, the challenge is to balance the demand for data
with people’s right to privacy.

« Job displacement: Al is also able to take up work that is sure to displace workers.
Scholars have emphasised the social and economic consequences of Al-driven job

displacement and the ways to ameliorate its adverse effects.

« Autonomous Weapons: The development of systems that could kill independently of
human control raises fundamental ethical questions. These include issues of

responsibility, human control, and the potential for misuse.

+ AI and society: A larger and fairly long-lasting concern in society around AI

research—how it affects democracy, justice, and human values.

Trend of Public Opinion on Al Ethics Over Time
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Figure III: Trend of Public Opinion on AI Ethics over time
Source: Prepared by Author

Figure I1I shows the trend of public opinion about AT ethics over time from 2010-2022. The
vertical axis is the opinion score, while the horizontal axis marks the years. The trend from
data shows a gradual decline in public opinion regarding Al ethics, starting from an initially
higher score of 49.5 in 2010 to a continued decrease that has fallen to just above 47.0 in
2022.
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The most significant drop can be seen between the years 2011 and 2013, where the opinion
score drops from about 49.5 to below 48.5. After that, the trend has moved slightly
downwards on average, with minor ups and downs, which reveal increasing scepticism or
apprehension regarding AI ethics during this period. This would suggest that public
confidence in the ethical handling of AI has been trending down, perhaps with increased

awareness of ethical challenges or controversies associated with Al technologies.
4.3: Emerging Trends and Future Directions

« Al Governance and Regulation: To control the advancement and use of Al, governments
and regulatory agencies are creating frameworks. Research is needed to develop Al
policies that are both morally and practically sound. « AI Ethics Education: The
responsible AI culture would demand education and training touching on issues about Al

ethics.

« Human-centered AI design: An approach by which developing AI is placed with concerns

on the values, needs, and well-being of humans at its center.

« AT for Social Good: There have been inquiries into ways Al could be applied to address

societal problems such as environmental sustainability, healthcare, and education.
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Figure IV : Distribution of Bias in AI Algorithms Across Different Demographics
Source: Prepared by Author
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Figure IV represents various Al algorithms, along with their different bias distributions
across demographic categories. Demographic factors such as age, gender, race, education,
and income are considered. The Al algorithms covered include facial recognition, natural

language processing, recommendation systems, and credit scoring.

Each cell of the heat map gives the bias magnitude, ranging between o and 1, with o standing
for no bias and 1 standing for maximum bias. The gradient of colour changes from blue to
red, indicating bias intensity: the blue colour illustrates low bias, and the red colour
highlights high bias.

From this heat map, one can easily notice that biases have a wide dispersion in the
demographic categories as well as in Al algorithms. For instance, “Facial Recognition” is
most biased within the “Age” category, with a 0.98 bias score. The “Credit Scoring” algorithm
follows suit with high biases, 0.94 in scores for the “Gender” category. On the opposite side,
“Natural Language Processing” shows relatively lower bias in all demographics, with scores
of 0.013 for “Gender” and 0.016 for “Race.”

These findings are in strong support of addressing biases within AI algorithms because, if left
unchecked, these biases may result in unequal treatment of different demographic groups
and disparities in outcomes. The visualisation succinctly has captured several areas that call
for further investigation and corrective measures to guarantee fairness and equity in Al

applications.
5. CASE STUDIES
5.1. Waymo’s Self-Driving Car

By improving economy and safety, autonomous vehicles (AVs) have the potential to
completely transform transportation. This case study looks at Waymo, an Alphabet Inc.
company that is leading the way in AV development. Waymo’s main goal is to develop
completely autonomous cars that can navigate intricate urban settings by combining sensors,
machine learning algorithms, and a great deal of real-world testing. The implementation of
AVs must take ethics into account, with safety as the priority to safeguard drivers,

pedestrians, and other road users.

Accountability remains a significant challenge, particularly in determining responsibility in
case of accidents involving autonomous technology. Additionally, biases in AI decision-

making raise concerns, such as whether AVs prioritise certain road users over others. The
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outcome of Waymo’s project indicates a great development in AV technology, such as the
successful implementation of pilot programs and improved road safety in test areas.
Nevertheless, challenges still exist in the form of legal and regulatory issues, public trust, and
ethical dilemmas. These challenges are particularly evident in unavoidable accident
scenarios. This case study therefore shows the potential and complexities involved in

integrating autonomous vehicles into modern transportation systems.

Waymo’s autonomous vehicle innovation highlights the twin imperative of developing AI-
driven mobility and solving Responsible AI challenges, as their systems exhibit technical
excellence in accident prevention through sophisticated sensors and machine learning but
struggle with outstanding ethical issues, such as algorithmic accountability in unavoidable
crashes, geographic and demographic biases in training data, and patchwork regulatory

compliance across jurisdictions.

Though efforts such as ethical review boards, explainable AI guidelines, and human-machine
interface architecture aim to align with Responsible AI ideals, challenges remain. Chronic
deficits in liability apportionment, cybersecurity exposures, and public mistrust—stemming
from high-profile corporate failures and secrecy in decision-making processes—highlight the

urgent need for continued ethical auditing.

This also calls for open stakeholder interaction and converged regulatory systems to ensure

that Al systems prioritise safety, fairness, accountability, and technological innovation.
5.2. Face Recognition Technology

Facial recognition technology has been steadily becoming part of law enforcement operations
to serve better public security and to improve criminal investigation processes. One
prominent application is for police departments, who use facial recognition technology for
identifying suspects or missing persons. Sophisticated facial recognition software is deployed
for law enforcement to scan surveillance videos. It matches pictures against known faces
stored in other databases, contributing to criminal captures and security tracking. However,

this implementation raises serious ethical concerns.

Privacy remains a major issue because mass surveillance and data collection without explicit
consent challenge the rights of individuals to personal security and anonymity. Moreover,
biases in facial recognition algorithms often disproportionately affect racial and gender
minorities. This raises concerns about fairness and the potential for wrongful identifications.

In addition, the lack of public consent in the deployment of such technology fuels debates
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about its ethical and legal implications. While the use of facial recognition has led to
successful suspect identifications, enhancing safety and crime prevention efforts, it has also
triggered public backlash. Additionally, it has faced legal scrutiny and persistent concerns
over privacy violations. The balance between leveraging technology for security and ensuring
ethical considerations in its use remains a significant challenge for policymakers and law

enforcement agencies alike.

The application of facial recognition technology to law enforcement emphasises the
imperative for accountable AI systems that weigh ethical priorities against security
advantages. Fairness, transparency, and accountability are essential principles that demand
racial and gender bias reduction in algorithms, recording system limitations, and human
intervention in high-risk decisions. Privacy and consent issues need to be resolved through
legal surveillance protections and clear consent procedures. Additionally, third-party bias
testing and open Al practices are necessary to ensure fair performance across demographic
groups. Converged regulations and ethical impact studies are essential for balancing
technical innovation with civil rights protections, promoting collaborative governance that

avoids abuse and restores public confidence in this influential technology.
6. IMPLICATIONS

The vital consequence of this research article concerns ethical considerations associated with
developing responsible AI for society, industry leaders, legislators, and developers. Such
builds on the emphasis of strong regulatory frameworks developed over the creation and
application of AI technologies in ways that establish and serve the public good, equity, and
accountability-first values. It goes on to say that there should be guidelines and a regulatory
framework that minimises bias, ensures the respect of privacy, and enforces transparency
related to AI systems. The paper puts forward a shared understanding of the ethical
responsibility that AI development entails for business leaders and engineers. It also calls for
the adoption of best practices, such as using multiple data sets, constantly testing for bias,

and having human oversight.

According to reports, AI may have social and economic effects that give firms more
accountability. By increasing public awareness of the ethical issues surrounding Al, the study
gives individuals the confidence to advocate for moral Al practices and informed consent. In
general, the study supports a cooperative approach to Al governance. In this approach, all
stakeholders work together to optimize AI's advantages while reducing its hazards. The

foundation for an ethical, inclusive, and mutually beneficial Al-driven future is laid by
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fostering this high degree of knowledge.
7. LIMITATIONS &CONCLUSION

Despite the attempts made and despite the structures introduced into ethical responsible Al
development, a number of barriers persist. The key challenge is the pragmatic enforcement
of such ethical norms in many uses and domains of Al. Technology is developing at a pace
that is very often ahead of legal arrangements and social consensus, hence opening up spaces

where there may be opportunities for surveillance and governance gaps.

Since ethical principles can be interpreted and applied very differently in various legal,
organizational, or cultural contexts, it will be harder to provide uniform AI ethical guidelines.
Additionally, further research is demanded, and transparent algorithms have to be developed
in the eradication of biases in AI systems. As a result, ethical responsibility and technological
advancement interact in the development and use of artificial intelligence. There is currently
a pressing need to establish a closer connection between the creation and use of AI systems
and human values, justice, and accountability in society. A method that simultaneously
incorporates safety, responsibility, privacy, openness, and justice is necessary for responsible
AT development. To reduce possible risks and foster confidence in AI, we may do this by
addressing biases in data and algorithms, modelling explainable Al, safeguarding private

data, defining explicit frameworks of accountability, and prioritising system robustness.

However, there are several obstacles to safely building AI. Multidisciplinary work, the
intricacy of ethical dilemmas, and the quick advancements in Al technology—which include
ongoing study, debate, policymaking, etc.—would be necessary for that. Furthermore, to
shape ATI’s future for the benefit of society as a whole, public knowledge and participation are
crucial. Above all, a shared dedication to moral principles and responsible conduct is
essential to the effective implementation of Al in our society. By prioritising human-centric
values and encouraging cooperation for the benefit of all, we can optimize AT’s potential. This

will help prevent its abuse and ensure a future where Al contributes to the greater good.
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ABSTRACT:

This paper examines the challenges and solutions
associated with implementing good governance in
higher education in Gujarat, India. As the state seeks
to improve its governance structures, it faces several
issues, including bureaucratic control, insufficient
institutional autonomy, and a lack of accountability
mechanisms. The paper discusses the concept of good
governance, the current status of governance in
Gujarat’s higher education, and the challenges
institutions face. It explores global best practices, the
role of government and policymakers, and the
involvement of students, faculty, and stakeholders in
governance. Additionally, the paper highlights future
perspectives for improving governance in Gujarat’s
higher education sector, emphasizing the need for
technological integration and  professional
development. Through a review of literature and
analysis of current policies, this paper offers insights
into enhancing governance, fostering inclusivity, and
promoting transparency and accountability in the

state’s higher education system.
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1. INTRODUCTION

The implementation of good governance in higher education is essential for ensuring the
transparency, accountability, and quality of educational institutions. In Gujarat, the higher
education sector has been undergoing significant changes as it strives to adopt modern
governance frameworks aimed at improving both administrative efficiency and academic
outcomes. However, several challenges persist in the form of bureaucratic hurdles, lack of
accountability, and insufficient autonomy for institutions. These issues hinder the
development of a robust governance model that can cater to the demands of a growing

student population while aligning with international standards.

[ Higher Education Regulatory Framework l
[ Central Government J ‘ State Government j

h 4

[ MoE and other ministries ]

v

[ UGC and Other councils ] [ State departments ]

| |
3

Higher Educational Institutions

Source: https://link.springer.com/chapter/10.1007/978-981-99-4067-7 2

Good governance practices are crucial for enhancing the credibility and performance of
higher education institutions. The state of Gujarat has shown considerable progress in
developing policies that support these goals, yet systemic challenges remain. Addressing
these challenges requires a multifaceted approach that involves institutional reform,
leadership development, and technological integration. Moreover, the role of government
regulations and policies in shaping the governance landscape cannot be understated. By
analyzing these aspects, we can better understand how to foster sustainable governance in
Gujarat’s higher education sector (Agarwal, 2021; Chaudhary, 2020).
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1.1 Concept of Good Governance in Higher Education

Good governance in higher education refers to the effective, ethical, and transparent
management of educational institutions, ensuring accountability, inclusivity, and quality in
decision-making processes. It encompasses principles such as participation, rule of law,
transparency, responsiveness, equity, effectiveness, efficiency, and accountability. These
principles aim to create an environment where educational institutions operate with
integrity, uphold academic freedom, and promote the overall development of students and

society.

In the context of Indian higher education, Pawan Agarwal (2021) identifies several
challenges in governance mechanisms, including bureaucratic inertia, lack of autonomy, and
inadequate stakeholder participation. He suggests solutions such as decentralization of
authority, enhanced transparency through digital initiatives, and active involvement of
stakeholders in decision-making processes to foster a culture of accountability and

continuous improvement.

The Government of Gujarat’s “Higher Education Policy Framework: A Roadmap for Good
Governance” (2020) outlines strategies to strengthen governance in higher education
institutions within the state. The framework emphasizes the adoption of e-governance tools
to streamline administrative processes, the establishment of clear accountability
mechanisms, and the promotion of participatory decision-making involving faculty, students,
and other stakeholders. It also highlights the importance of aligning institutional goals with
broader educational objectives to ensure coherence and effectiveness in policy

implementation.

By adhering to these principles and implementing the recommended strategies, higher
education institutions can enhance their governance structures, leading to improved

educational outcomes and societal benefits.
1.2 Current Status of Governance in Gujarat’s Higher Education

Gujarat’s higher education governance is shaped by state policies, institutional leadership,
and national frameworks like NIRF. Despite significant growth in the sector, several
challenges remain that hinder governance effectiveness. Leadership in Gujarat’s higher
education faces challenges in balancing autonomy with government regulations.

Bureaucratic control limits institutions’ decision-making power, particularly in curriculum
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and faculty recruitment. Policy implementation is inconsistent across institutions. While
initiatives like e-governance have been introduced, many institutions lack the necessary

infrastructure and personnel to fully implement them (Mishra, 2021).

Funding remains a challenge, with public universities relying on state funds that may be
delayed or insufficient. Private institutions also face pressure to balance profitability with
academic quality. Stakeholder participation in decision-making is limited. Many institutions
lack structured platforms for faculty and student representation, leading to disconnects
between policies and ground-level realities (Government of Gujarat, 2020). Gujarat’s
institutions face challenges in accreditation and quality assurance. Inconsistent monitoring
of performance across institutions affects transparency and accountability (National

Institutional Ranking Framework, 2022).

Bureaucratic control limits institutional autonomy, policy implementation lacks consistency,
financial issues hinder institutional efficiency, stakeholder participation in decision-making
is limited, and quality assurance mechanisms require improvement. Addressing these
challenges through better leadership, improved policy implementation, and stakeholder

engagement will strengthen governance in Gujarat’s higher education sector.
1.3 Challenges in Implementing Good Governance in Higher Education

The governance of higher education in Gujarat faces numerous challenges, many of which

stem from the complex regulatory environment and limited autonomy granted to
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institutions. These challenges include bureaucratic delays in decision-making, lack of
coordination among various governing bodies, and insufficient clarity in policies. The
hierarchical structure within many universities often leads to inefficiencies in administrative

processes, affecting both faculty performance and student outcomes (Chaudhary, 2020).

In addition, governance in higher education suffers from a lack of accountability
mechanisms. This issue is compounded by the limited role of stakeholders, such as students
and faculty, in decision-making processes. The centralized governance model, while
beneficial for ensuring uniformity, often stifles innovation and adaptability at the
institutional level. The need for a more decentralized approach that empowers individual
institutions to manage their resources effectively is increasingly evident (Kumar & Mehta,
2019).

2. REVIEW OF LITERATURE

Agarwal, P. (2021) Agarwal’s study aimed to analyze the governance mechanisms in
India’s higher education sector with a focus on the challenges and solutions. The objective
was to explore the governance framework in universities and identify areas for improvement.
The research used a qualitative method, collecting data through interviews with university
administrators and policy experts. Agarwal’s findings highlighted that many institutions face
governance challenges due to bureaucratic red tape, a lack of autonomy, and poor
accountability mechanisms. The study, with a sample size of 50 participants, emphasized the

need for decentralized governance to allow institutions more flexibility in decision-making.

Chaudhary, R. (2020) Chaudhary examined the governance structures in higher
education institutions specifically in Gujarat. The objective was to identify the unique
challenges these institutions face compared to other regions in India. Through a case study
approach involving five universities, Chaudhary found that centralized decision-making and
a lack of faculty participation in governance hindered progress. The research utilized surveys
with 150 faculty members and administrators, revealing that empowering local governance
bodies could enhance operational efficiency and academic outcomes. The study also

suggested integrating technology for more transparent governance practices.

Ghosh, P. (2022) Ghosh’s research on good governance practices in Gujarat’s higher
education sector aimed to understand the effectiveness of existing governance models. Using
a mixed-methods approach, Ghosh surveyed 100 students, faculty members, and
administrators while conducting in-depth interviews with policymakers. The findings

suggested that while Gujarat’s institutions have made strides in governance reforms, issues
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like insufficient resource allocation and lack of stakeholder involvement persist. Ghosh
advocated for stronger partnerships between government bodies and universities to promote

shared governance models that would ensure better outcomes for students.

Government of Gujarat (2020) This policy document outlined the state’s Higher
Education Policy Framework, designed to establish a roadmap for governance reform. The
objective was to create a more transparent and accountable governance system within the
state’s higher education institutions. The framework, based on consultations with 200
stakeholders from various institutions, emphasized decentralization, increased autonomy,
and the use of technology to streamline administrative processes. The policy also aimed at
fostering leadership at institutional levels to enhance decision-making and operational

effectiveness.

Kumar, R., & Mehta, S. (2019) Kumar and Mehta focused on enhancing accountability
in Gujarat’s higher education through effective governance strategies. The study’s objective
was to analyze how accountability mechanisms impact the performance of institutions. Using
a quantitative approach with a sample of 300 respondents from various universities, the
research concluded that transparency in financial and administrative processes significantly
boosts institutional credibility. The authors proposed a model that includes regular audits,

stakeholder feedback systems, and better regulatory oversight to improve governance.

Mishra, A. (2021) Mishra’s study explored the role of leadership in promoting good
governance within higher education institutions in Gujarat. The aim was to understand how
leadership styles affect governance outcomes. Through qualitative interviews with 50
academic leaders, Mishra found that participatory leadership was more effective in fostering
accountability and transparency than hierarchical models. The research suggested that
leadership development programs are crucial for building the governance capacities of
higher education institutions, particularly in a state like Gujarat where governance reforms

are still evolving.

National Institutional Ranking Framework (NIRF) (2022) The NIRF report
provided a comprehensive review of governance issues within Gujarat’s higher education
institutions. The primary objective was to evaluate how governance affects institutional
rankings and academic performance. By analyzing data from 25 institutions, the report
identified that governance structures lacking in autonomy and accountability tend to have
lower rankings. The study, using a combination of statistical data and interviews with
university heads, recommended governance reforms that include decentralizing authority

and enhancing transparency to improve institutional performance.
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Patel, V., & Bhattacharya, A. (2021) Patel and Bhattacharya’s research examined the
challenges in higher education governance, with a focus on Gujarat’s institutions. The
objective was to understand the obstacles that prevent effective governance and propose
potential solutions. Through case studies of three universities and surveys with 200
participants, the study found that poor resource management and weak accountability were
key issues. The authors advocated for policy interventions that promote more inclusive

governance, where faculty and students have a greater say in institutional decision-making.

Rajput, N. (2020) Rajput’s research addressed the need for transparency and
accountability in the governance of Gujarat’s higher education institutions. The aim was to
identify how these two principles could be better incorporated into existing governance
models. Using a sample of 150 participants from five universities, the research revealed that
the lack of clear policies and guidelines often leads to poor governance outcomes. Rajput
recommended adopting international best practices, such as regular governance audits and

stakeholder engagement processes, to improve institutional transparency.

Sahu, P. K. (2020) Sahu focused on governance reforms in Gujarat’s higher education,
particularly examining the structural challenges institutions face. The objective was to
propose governance solutions that could be implemented at both the institutional and policy
levels. Using a qualitative approach, with interviews of 100 policymakers and university
administrators, Sahu’s study found that while there has been progress, the lack of autonomy
and bureaucratic delays continue to hinder governance reforms. The study suggested that
institutional autonomy, combined with a robust accountability framework, could solve many

governance-related issues.

Sharma, R., & Verma, S. (2021) Sharma and Verma examined how technology can be
leveraged to strengthen governance in Gujarat’s higher education institutions. The objective
was to assess the impact of technological innovations on governance practices. By surveying
200 faculty and staff members, the study found that digital tools such as e-governance
platforms significantly improved transparency and accountability in administrative
processes. The authors recommended the widespread adoption of these technologies to

streamline decision-making and foster better governance outcomes.

Shukla, V. (2019) Shukla’s research analyzed the governance challenges specific to Indian
higher education, with a focus on Gujarat. The aim was to identify structural and systemic
issues that prevent effective governance. Through case studies of five universities and a

sample of 150 participants, Shukla found that rigid hierarchical structures and excessive
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government control were major obstacles. The research advocated for more decentralized
governance models and increased institutional autonomy to promote better management

and accountability.

Singh, J. (2021) Singh’s study explored the role of institutional autonomy in achieving
good governance in Gujarat’s higher education sector. The objective was to examine how
autonomy affects governance outcomes. Using a mixed-methods approach, Singh surveyed
250 faculty members and administrators, finding that institutions with more autonomy
tended to have better governance practices and academic outcomes. The research concluded
that enhancing institutional autonomy, combined with proper accountability measures, is

key to achieving good governance.

UNESCO (2020) This UNESCO report provided a global perspective on good governance
in higher education, with specific references to Gujarat’s institutions. The objective was to
outline a framework for best practices in governance. The report synthesized data from
various institutions and governance models worldwide, recommending that Gujarat’s
institutions adopt international standards of governance to improve accountability and
transparency. The study also emphasized the need for stronger institutional leadership and

the integration of digital governance tools.

Vyas, R. (2022) Vyas’s research aimed at strengthening governance in Gujarat’s higher
education through policy reforms. The objective was to analyze current policies and propose
improvements that could enhance governance standards. Using policy analysis and
interviews with 50 policymakers, Vyas found that while there are numerous policies in place,
their implementation is often weak. The study recommended establishing independent
bodies to monitor governance reforms and provide regular feedback to improve governance

structures.

World Bank (2020) The World Bank report provided a detailed analysis of the governance
challenges in Gujarat’s higher education system. The objective was to assess how governance
reforms could be implemented to address systemic issues. Using a mixed-methods approach,
the report gathered data from 20 institutions, revealing that weak regulatory oversight and a
lack of institutional autonomy were major governance obstacles. The study recommended a
series of governance reforms, including decentralizing decision-making and improving

accountability mechanisms.

Zaveri, N. (2019) Zaveri explored innovative governance models for higher education

institutions in Gujarat. The aim was to identify alternative governance structures that could
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improve institutional performance. Using a qualitative approach, with interviews of 100
university administrators, Zaveri’s study found that adopting collaborative governance
models, where stakeholders are actively involved in decision-making, could lead to more
transparent and accountable institutions. The research emphasized the need for governance

innovation to keep pace with the evolving higher education landscape.

Zee, M. (2021) Zee’s study focused on collaborative governance in higher education
institutions in Gujarat. The objective was to explore how collaboration between various
stakeholders, such as faculty, students, and government bodies, can enhance governance
practices. Through surveys with 150 participants from five universities, Zee found that
collaborative governance models improved accountability and decision-making processes.
The study recommended fostering more collaborative relationships within institutions to

promote good governance.

Gujarat University (2022) This annual report by Gujarat University provided an
overview of governance and administrative reforms in the state’s higher education
institutions. The objective was to assess the progress made in governance reforms and
identify areas for improvement. The report used quantitative data from institutional audits
and qualitative interviews with 200 stakeholders. It concluded that while some progress has
been made, more needs to be done to improve transparency and accountability in

governance processes.

Institute of Management, Nirma University (2020) The study conducted by Nirma
University examined good governance practices within Gujarat’s higher education system.
The objective was to provide insights into the governance challenges institutions face and
propose potential solutions. Using a mixed-methods approach, the study gathered data from

150 faculty members and administrators.
2.1 Research Gap:

While existing studies have extensively explored governance challenges in Gujarat’s higher
education sector, there remains a significant gap in understanding how institutional
autonomy and stakeholder participation in governance reforms influence long-term
academic and operational outcomes. Current research focuses heavily on bureaucratic
hurdles, lack of transparency, and centralized decision-making, but has yet to fully examine
the role of decentralized governance and collaborative models that actively involve faculty,
students, and administrators in decision-making. Additionally, while technology has been

identified as a tool to enhance governance, the long-term effects of digital governance
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solutions on autonomy and institutional performance are underexplored. Addressing these
gaps can provide a deeper insight into creating sustainable governance reforms in higher

education.
3. RESEARCH METHODOLOGY:

This review paper is based on a comprehensive analysis of existing literature, including peer-
reviewed journal articles, policy documents, and institutional reports related to governance
in higher education. The methodology involved identifying key themes and trends in the
governance frameworks of Gujarat’s higher education sector, particularly focusing on studies
that discuss institutional autonomy, stakeholder involvement, and the integration of
technology in governance. By synthesizing findings from various qualitative and quantitative
studies, this paper seeks to provide an informed discussion on the governance challenges and

opportunities in Gujarat’s universities, without conducting any primary data collection.
3.1 Impact of Poor Governance on Higher Education

Poor governance in Gujarat’s higher education system has had significant negative impacts.
One of the primary consequences is the misallocation of resources due to a lack of
coordination between state and central authorities. This inefficiency in resource planning
hinders the effective use of funds, which affects the overall functioning of institutions (World
Bank, 2020). Furthermore, weak governance structures compromise quality assurance,
leading to disparities in educational standards across institutions, which harms both student
outcomes and institutional credibility (Zaveri, 2019). Another challenge is the limited
institutional autonomy caused by inadequate governance frameworks, which prevents
institutions from adapting to changing educational demands or implementing necessary
reforms (World Bank, 2020). Poor governance also exacerbates inequities, limiting access to
quality education, especially for marginalized communities, and reinforcing social
inequalities (Zaveri, 2019). Finally, the absence of strong accountability mechanisms leads to
corruption, mismanagement, and a decline in public trust in higher education institutions
(World Bank, 2020).

To address these issues, several solutions are recommended. Strengthening State Higher
Education Councils (SHECs) can help coordinate planning and resource allocation more
effectively (World Bank, 2020). Empowering institutions with greater autonomy, alongside
establishing robust accountability measures, can foster innovation and responsiveness
(Zaveri, 2019). Transparent and data-driven resource allocation processes will ensure

equitable distribution of funds, improving access to education (World Bank, 2020).
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Additionally, promoting inclusive governance practices by involving diverse stakeholders can

make policies more equitable (Zaveri, 2019). Finally, using technology to improve

monitoring and evaluation processes will enable real-time data-driven decision-making,

enhancing governance outcomes (World Bank, 2020). By implementing these measures,

Gujarat can address the challenges of poor governance, leading to a more effective,

accessible, and equitable higher education system.

Table: Impact of Poor Governance on Higher Education

Impact Area Description Impact Consequences
Level
(1-5)

Resource Poor coordination and 4 Financial inefficiency,

Misallocation planning result in inefficient delayed projects, limited
use of funds, affecting resources for student
infrastructure and services. support.

Quality Weak governance structures 5 Inconsistent academic

Assurance lead to disparities in standards, lower graduate
educational standards, employability, loss of
harming student outcomes institutional reputation.
and institutional credibility.

Institutional Lack of autonomy restricts 4 Limited innovation, poor

Autonomy institutions from adaptation to market and
implementing reforms and educational demands.
adapting to changing
educational needs.

Equity in Inequitable access to quality 5 Widening socio-economic

Access education, particularly for gaps, reduced
marginalized groups, opportunities for
exacerbates social underrepresented groups.
inequalities.

Accountability | Absence of strong 5 Decreased institutional

Mechanisms accountability mechanisms effectiveness, loss of
fosters corruption, credibility, governance
mismanagement, and erodes failures.
public trust.
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3.2 Global Best Practices in Higher Education Governance

Global best practices in higher education governance provide valuable insights that can guide
improvements in Gujarat’s institutions. One prominent model is shared governance, which
involves collaboration among faculty, staff, administrators, and students in decision-making.
This approach helps foster a sense of ownership and accountability, as it values the input of
all groups and promotes adaptable, flexible decision-making (Zee, 2021). Another key
practice is transparent financial reporting, where institutions regularly publish detailed
financial reports, ensuring accountability and building trust with stakeholders. This
transparency supports informed decision-making and ensures resources are used efficiently
(Zee, 2021).

Cultivating an ethical organizational culture is also crucial. Institutions that prioritize
integrity and ethical behavior foster a positive environment of trust and collaboration, where
stakeholders act in the institution’s best interest (Zee, 2021). Inclusive decision-making
processes, which involve diverse stakeholders—including marginalized groups—ensure that
policies are equitable and responsive to the needs of all students, promoting a sense of
belonging (Zee, 2021). Lastly, continuous professional development for governance bodies
and institutional leaders is essential. This helps enhance leadership skills and governance

knowledge, leading to more effective oversight and better institutional outcomes (Zee, 2021).
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By integrating these best practices, Gujarat’s higher education institutions can improve

governance, ultimately leading to better educational outcomes and institutional success.
4. ROLE OF GOVERNMENT AND POLICY MAKERS

Effective governance in higher education in Gujarat relies heavily on the role of government
and policymakers. One key responsibility is policy formulation, where the government
develops frameworks that promote transparency, accountability, and inclusivity. For
instance, shared governance models, involving collaboration between faculty, staff,
administrators, and students, can enhance decision-making and foster accountability

(Institute of Management, Nirma University, 2020).

Policymakers also need to ensure strong regulatory oversight by establishing frameworks
that enforce quality standards and prevent malpractices in higher education institutions.
Accreditation bodies play a crucial role in this process (Institute of Management, Nirma
University, 2020). Additionally, the government is responsible for resource allocation,
ensuring that funds are distributed equitably for infrastructure, research, and faculty
development, which helps build trust and accountability (Institute of Management, Nirma
University, 2020).

Another vital role is capacity building. By investing in training programs for leadership in
governance and management, policymakers can equip institutional leaders with necessary
skills for effective governance (Institute of Management, Nirma University, 2020). Finally,
engaging various stakeholders, including students, faculty, and the community, ensures that
governance decisions are inclusive and responsive to broader needs (Institute of

Management, Nirma University, 2020).
4.1 The Role of Students, Faculty, and Stakeholders in Governance

Effective governance in higher education relies on the active participation of students,
faculty, and stakeholders. In Gujarat, their roles are crucial in shaping policies and practices
that enhance educational quality and inclusivity. Student involvement is particularly vital as
their engagement in decision-making processes ensures that policies reflect their needs and
perspectives, fostering a sense of ownership and accountability. Platforms such as student
councils and feedback mechanisms can facilitate this involvement, leading to more

responsive and effective governance (Vyas, 2022).
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Faculty members also play an essential role in governance due to their expertise and
experience, which is critical for informed decision-making. Their participation in governance
allows for the development of curricula and policies that are academically rigorous and
relevant. Collaborative efforts between faculty and administration can lead to innovative
teaching methods and research initiatives, thereby enhancing the institution’s overall quality
(Patel & Bhattacharya, 2021). Furthermore, engaging external stakeholders—including
industry partners, alumni, and community members—provides diverse perspectives that
enrich governance. Their input can inform curriculum development, research priorities, and
community engagement strategies, ensuring that the institution’s activities align with

societal needs and expectations (Vyas, 2022).

By fostering a collaborative environment where students, faculty, and stakeholders actively
participate, Gujarat’s higher education institutions can strengthen governance structures,
leading to improved educational outcomes and institutional success (Vyas, 2022; Patel &
Bhattacharya, 2021).

5. FUTURE PERSPECTIVES FOR GOOD GOVERNANCE IN GUJARAT’S
HIGHER EDUCATION

To enhance governance in Gujarat’s higher education, aligning with the National Education
Policy (NEP) 2020 is crucial. The NEP promotes a multidisciplinary and flexible curriculum,
fostering innovation and broadening students’ academic experiences (Ghosh, 2022). Future
governance models should focus on granting more autonomy to institutions while
maintaining strong accountability through transparent financial reporting and regular
performance evaluations (Government of Gujarat, 2020). Engaging diverse
stakeholders—students, faculty, industry, and community members—is key to inclusive
governance. Moreover, technology can streamline administrative processes and improve
teaching and learning (Ghosh, 2022). Continuous professional development for educators

and administrators is also essential for sustaining good governance (Ghosh, 2022).
5.1 Integrating Technology for Better Governance in Higher Education

The role of technology in transforming governance practices in Gujarat’s higher education
institutions has gained substantial attention in recent years. Integrating digital platforms for
administrative and academic management can streamline processes, enhance transparency,
and foster accountability. Various universities have begun adopting enterprise resource
planning (ERP) systems and digital student management platforms to ensure better data

management, automate routine administrative tasks, and monitor academic performance.
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This shift to technology-driven governance not only improves efficiency but also reduces
bureaucratic delays, offering a more responsive and accountable institutional structure
(UNESCO, 2020).

However, the implementation of these technologies comes with its challenges. Institutions
often face financial constraints, limited digital infrastructure, and resistance from staff
unfamiliar with these new systems. To mitigate these issues, the state government and
universities must invest in capacity-building programs, offering training sessions for faculty
and administrative staff. Moreover, partnerships with private technology firms can help
institutions adopt best practices and ensure a smooth transition to digital governance models
(Vyas, 2022).

6. CONCLUSION

In conclusion, the path toward implementing good governance in Gujarat’s higher education
system is laden with challenges, but it is essential for improving the quality and sustainability
of the sector. Institutional reforms, technological integration, and the promotion of
leadership are key areas that require attention to ensure that governance structures are both
effective and adaptable to changing global educational standards. Additionally, fostering
stakeholder participation and enhancing institutional autonomy will contribute to a more
dynamic and responsive higher education ecosystem in Gujarat. By addressing these
challenges through targeted policies and collaborative efforts between the government and
educational institutions, Gujarat can establish a model of governance that aligns with
international best practices and caters to the diverse needs of its academic community
(UNESCO, 2020; Gujarat University, 2022).
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