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Q1. Critically Evaluate the Relevance of Classical, Behavioural, Systems and 

Contingency Approaches to Management in Contemporary Digital Organisations. 

Design an Integrated Managerial Framework Suitable for Managing Hybrid and AI-

Enabled Workplaces in the 21st Century. 

ANS. 

Introduction 

Contemporary organisations operate through digital platforms, distributed teams, artificial 

intelligence, data analytics and rapidly changing business models. Traditional management 

theories remain useful, but none of them alone can address the complexity of hybrid and AI-

enabled workplaces. Classical, behavioural, systems and contingency approaches must 

therefore be combined into an integrated framework that balances efficiency, human needs, 

technological coordination and situational flexibility. 

 

Relevance of the Classical Approach 

The classical approach emphasises division of work, formal authority, standardisation, 

hierarchy and efficiency. Scientific management focuses on improving productivity through 

work analysis, while administrative theory defines functions such as planning, organising, 

directing and controlling. 

This approach remains relevant in digital organisations because automated workflows, 

standard operating procedures and performance dashboards require clearly defined roles 

and processes. For example, an e-commerce company needs standardised systems for 

order processing, inventory management and customer support. 

 

However, excessive reliance on hierarchy and rigid control may reduce creativity and slow 

decision-making. Digital employees often require autonomy, experimentation and rapid 

collaboration. Therefore, classical principles are useful for operational discipline but should 

not produce bureaucratic inflexibility. 

 

Relevance of the Behavioural Approach 

The behavioural approach focuses on motivation, leadership, communication, group 

behaviour and employee satisfaction. Its relevance has increased in hybrid workplaces 

because employees may experience isolation, digital fatigue, weak social connection and 

blurred boundaries between professional and personal life. 

 

Managers must therefore create psychological safety, recognise individual contributions and 

maintain frequent communication. For example, virtual teams may require regular feedback, 

mentoring and informal interaction to sustain engagement. 

The behavioural approach also supports employee participation in decisions involving AI and 

workplace monitoring. However, it may underemphasise structural, technological and market 

constraints. Employee satisfaction alone cannot ensure organisational performance unless it 

is connected with strategy and systems. 

 

Relevance of the Systems Approach 

The systems approach views an organisation as an interconnected set of subsystems, 

including people, technology, structure, finance and the external environment. This approach 

is highly suitable for digital organisations because decisions in one area often affect the 

entire organisation. 



 

For instance, introducing an AI-based recruitment tool affects human-resource policies, data 

privacy, legal compliance, employee diversity and employer reputation. The systems 

approach encourages managers to examine these interdependencies rather than treating 

technology as an isolated tool. 

 

Its limitation is that it may be too broad and may not always provide precise guidance for 

specific managerial situations. It explains organisational complexity but does not 

automatically identify the best decision. 

 

Relevance of the Contingency Approach 

The contingency approach argues that there is no single best method of management. 

Managerial practices should depend on organisational size, technology, workforce capability, 

task uncertainty and external conditions. 

 

This approach is essential for hybrid work. Some tasks require office-based collaboration, 

while others can be performed remotely. Similarly, AI may automate routine decisions but 

complex ethical or strategic issues still require human judgment. 

The limitation is that excessive situational adaptation may create inconsistency. 

Organisations still need certain common values, standards and governance mechanisms. 

 

Integrated Managerial Framework for Hybrid and AI-Enabled Workplaces 

An effective framework may be built around six interconnected dimensions. 

1. Strategic Clarity and Process Discipline 

Managers should establish clear goals, responsibilities, workflows and accountability 

systems. Classical principles should be used for routine, high-volume and compliance-

sensitive activities. Digital dashboards can track outcomes without encouraging unnecessary 

micromanagement. 

 

2. Human-Centred Leadership 

Behavioural principles should guide employee engagement, motivation and well-being. 

Managers should use trust-based supervision, regular feedback, inclusive communication 

and recognition. Performance should be assessed mainly through outcomes rather than 

physical presence. 

 

3. Digital and Systems Integration 

Technology, people and processes should be designed together. AI systems must integrate 

with organisational strategy, data architecture and employee capabilities. Cross-functional 

teams should evaluate how technological changes affect customers, employees and 

operational risks. 

 

4. Contingent Work Design 

The choice between remote, hybrid and office-based work should depend on task 

requirements. Individual analytical work may be remote, while innovation, training and 

sensitive negotiations may benefit from physical interaction. Managers should avoid applying 

one uniform work model to every role. 

 

5. Responsible AI Governance 



 

AI-enabled organisations require transparency, human oversight, data protection and bias 

control. Employees should know when AI influences recruitment, appraisal or scheduling 

decisions. Important decisions must include a mechanism for human review and appeal. 

 

6. Continuous Learning and Adaptation 

Managers should promote digital skills, experimentation and organisational learning. Short 

learning cycles, pilot projects and employee feedback can help organisations modify 

systems before large-scale implementation. 

 

Conclusion 

Classical management contributes structure and efficiency, behavioural theory supports 

motivation and trust, the systems approach enables organisational integration, and 

contingency theory provides flexibility. An effective digital organisation must combine all four. 

The proposed framework integrates process discipline, human-centred leadership, systems 

thinking, situational work design, responsible AI governance and continuous learning. Such 

an approach enables organisations to achieve productivity without sacrificing employee well-

being, ethical responsibility or adaptability. 

 

 

 

Q2. A Multinational Organisation Is Facing Declining Employee Productivity, Role 

Ambiguity and Coordination Failures Across Geographically Dispersed Teams. 

Develop a Comprehensive Managerial Action Plan Incorporating Planning, 

Organising, Staffing and Directing Functions. Justify Your Recommendations with 

Suitable Management Theories and Practices. 

ANS. 

Introduction 

Declining productivity, unclear roles and coordination failures are common in multinational 

organisations where employees work across countries, time zones and cultures. These 

problems usually arise from weak goal-setting, poor organisational design, inadequate 

staffing, communication gaps and ineffective leadership. A comprehensive response should 

integrate the managerial functions of planning, organising, staffing and directing. The action 

plan must combine classical principles of structure with behavioural, systems and 

contingency approaches. 

 

1. Planning: Establishing Direction and Measurable Priorities 

The first step is to diagnose the causes of declining performance. Management should 

conduct employee surveys, workflow analysis, productivity reviews and interviews with 

regional leaders. The organisation must distinguish symptoms from root causes, such as 

unrealistic targets, duplicated work, skill shortages or technological problems. 

After diagnosis, management should establish clear organisational, team and individual 

objectives. The objectives should be specific, measurable, achievable, relevant and time-

bound. For example, the organisation may aim to reduce project delays by 25 per cent and 

improve employee productivity by 15 per cent within six months. 

 

Management by Objectives is relevant because it connects individual responsibilities with 

organisational goals. Employees and managers should jointly agree on expected results, 



 

performance indicators and review schedules. Scenario planning should also be used to 

prepare for differences in demand, regulations and workforce availability across countries. 

Planning must include a communication plan, technology requirements, budget, risk register 

and implementation timeline. 

 

2. Organising: Clarifying Structure and Coordination 

Role ambiguity should be addressed by reviewing the organisational structure. Every 

position must have an updated job description covering responsibilities, decision authority, 

reporting relationships and performance expectations. 

A responsibility-assignment framework may be used to specify who is responsible, 

accountable, consulted and informed for each major task. This prevents duplication and 

ensures that critical work is not ignored. 

 

According to Fayol’s principles, unity of command and clarity of authority are essential. 

Employees should know from whom they receive instructions and to whom they are 

accountable. However, because multinational work is complex, a rigid hierarchy may not be 

sufficient. Cross-functional and regional teams should therefore be established for projects 

requiring cooperation among marketing, finance, operations and technology units. 

The systems approach supports this recommendation because the organisation should be 

viewed as a network of interdependent units. Shared digital platforms, standard operating 

procedures and common reporting formats should connect geographically dispersed teams. 

Coordination mechanisms should include: 

• Weekly team meetings 

• Monthly cross-regional reviews 

• Shared project-management dashboards 

• Clear escalation procedures 

• Defined overlap hours across time zones 

 

3. Staffing: Placing Competent People in Appropriate Roles 

The organisation should conduct a workforce and competency audit to identify skill gaps, 

overstaffed functions and positions requiring redesign. Recruitment and placement should 

be based on role requirements rather than merely local availability. 

 

The principle of “the right person in the right job” is central to effective staffing. Employees 

whose skills do not match current roles should be redeployed or trained. Critical areas may 

require recruitment of project managers, data analysts, language specialists or regional 

coordinators. 

Training should cover technical skills, virtual collaboration, intercultural communication, 

digital tools and conflict management. New employees and transferred staff should receive 

structured onboarding that explains organisational goals, workflows and decision rights. 

Succession planning is also important because dependence on a few key individuals creates 

operational risk. Each critical role should have a potential successor and knowledge-transfer 

plan. 

Performance appraisal systems should be standardised globally but adapted to local 

contexts. Assessment should focus on outcomes, quality, collaboration and customer impact 

rather than employee visibility or hours spent online. 

 

4. Directing: Leadership, Motivation and Communication 



 

Managers should adopt a participative and situational leadership style. According to 

contingency theory, leadership behaviour must vary according to employee competence, 

task complexity and cultural context. New or inexperienced teams may require clear 

direction, while capable teams should receive greater autonomy. 

Regular communication is essential. Managers should conduct short weekly check-ins, 

periodic one-to-one discussions and quarterly performance reviews. Important decisions 

should be documented to reduce misunderstanding across time zones. 

 

The behavioural approach emphasises motivation and employee involvement. Herzberg’s 

two-factor theory suggests that management should first remove sources of dissatisfaction, 

such as unclear policies, poor supervision and unfair workload. It should then strengthen 

motivators such as recognition, responsibility, growth and meaningful work. 

Managers should also create psychological safety so that employees can report problems 

without fear. Team achievements should be recognised, and incentives should include both 

individual and collaborative performance. 

 

5. Monitoring and Corrective Action 

A balanced performance dashboard should track productivity, project completion, error rates, 

employee engagement, absenteeism and customer satisfaction. Reviews should be 

conducted monthly, with corrective actions assigned to specific managers. 

Pilot implementation in selected regions may be used before organisation-wide adoption. 

Employee feedback should continuously inform improvements. 

 

Conclusion 

Organisational effectiveness can be restored only through an integrated managerial 

response. Planning provides clear objectives, organising removes role ambiguity, staffing 

ensures competency, and directing builds motivation and coordination. Fayol’s 

administrative principles provide structural clarity, Management by Objectives aligns 

performance, systems theory strengthens interdependence, and contingency and 

behavioural theories support flexible leadership. Together, these measures can improve 

productivity, accountability and collaboration across geographically dispersed teams. 

 

 

 

Q3. “Traditional Leadership Models Are Becoming Inadequate in Managing 

Uncertainty, Workforce Diversity and Technological Disruptions.” Critically Examine 

This Statement. Construct a Contemporary Leadership and Motivation Model for 

Knowledge-Driven Organisations Integrating Emotional Intelligence, Participative 

Decision-Making and Employee Empowerment. 

ANS. 

Introduction 

Traditional leadership models were largely developed for stable organisations with clear 

hierarchies, standardised tasks and predictable markets. They often emphasised authority, 

supervision, control and top-down decision-making. However, contemporary knowledge-

driven organisations operate in conditions of uncertainty, technological disruption, remote 

work and workforce diversity. Employees are expected to innovate, solve complex problems 

and continuously learn. Therefore, leadership must move beyond command-and-control 

practices towards a more adaptive, emotionally intelligent and participative approach. 



 

 

Limitations of Traditional Leadership Models 

1. Excessive Dependence on Hierarchy 

Traditional leadership assumes that authority flows from senior management to employees. 

This may work in routine and highly regulated activities, but it becomes ineffective when 

decisions must be taken quickly by people possessing specialised knowledge. 

For example, a software engineer may understand a technical problem better than a senior 

executive. Requiring every decision to move through several managerial levels delays action 

and weakens innovation. 

 

2. Limited Ability to Manage Uncertainty 

Traditional models often depend on fixed plans, standard procedures and predictable 

outcomes. Modern organisations face sudden technological changes, market disruptions 

and new customer expectations. Leaders must therefore respond through experimentation 

and continuous adaptation rather than rigid planning. 

 

3. Inadequate Attention to Workforce Diversity 

Employees differ in culture, age, gender, professional background, work expectations and 

communication styles. A uniform leadership approach may not motivate everyone equally. 

Traditional models can overlook inclusion, individual needs and cultural sensitivity. 

 

4. Weak Support for Knowledge Work 

Knowledge workers require autonomy, meaningful work, learning opportunities and access 

to information. Close supervision and excessive control may reduce creativity and 

psychological ownership. Their performance cannot be managed only through rules, 

attendance and financial incentives. 

 

5. Insufficient Response to Technological Disruption 

Artificial intelligence, automation and digital platforms continuously change roles and skill 

requirements. Leaders must manage reskilling, ethical technology use and employee 

anxiety. Traditional models provide limited guidance for these human and technological 

transitions. 

 

Continuing Relevance of Traditional Leadership 

Traditional leadership should not be completely rejected. Clear authority, accountability and 

standard procedures remain important in crisis situations, safety-sensitive operations and 

legal compliance. Directive leadership may be necessary when decisions must be made 

quickly or employees lack experience. 

The problem is not the existence of authority, but its excessive and inflexible use. 

Contemporary leadership should combine structure with participation and control with trust. 

 

Contemporary Leadership and Motivation Model 

A suitable model for knowledge-driven organisations may be called the Emotionally 

Intelligent Participative Empowerment Model. It consists of the following interconnected 

elements. 

1. Emotional Intelligence as the Leadership Foundation 



 

Leaders must possess self-awareness, self-regulation, empathy, motivation and relationship-

management skills. Emotional intelligence helps leaders understand employee concerns and 

respond appropriately during change. 

For example, when AI automation changes job responsibilities, an emotionally intelligent 

leader does not dismiss employee anxiety. The leader explains the change, listens to 

concerns and provides training and transition support. 

Emotional intelligence also reduces conflict, builds trust and improves collaboration in 

diverse teams. 

 

2. Participative Decision-Making 

Employees should be involved in decisions that affect their work. Participation may occur 

through team meetings, innovation forums, digital suggestion platforms and cross-functional 

task groups. 

Participation improves decision quality because knowledge workers possess specialised 

information. It also increases commitment because employees are more likely to support 

decisions they helped develop. 

However, participation does not mean that every decision must be made collectively. 

Leaders should clarify which decisions require consultation and which require immediate 

executive authority. 

 

3. Employee Empowerment 

Empowerment means giving employees the authority, resources, information and confidence 

required to make decisions. It includes four major conditions: 

• Meaningful work 

• Competence and skill 

• Autonomy in execution 

• Visible impact of individual contributions 

For example, a customer-service employee may be authorised to resolve complaints up to a 

specified financial limit without waiting for managerial approval. This improves service speed 

and employee responsibility. 

 

4. Purpose-Based Motivation 

Knowledge workers are motivated not only by salary but also by purpose, mastery, 

recognition and growth. Leaders should connect individual tasks with organisational and 

social impact. 

Herzberg’s motivation theory supports this approach. Fair policies and adequate pay reduce 

dissatisfaction, while achievement, recognition, responsibility and advancement create 

stronger motivation. 

 

5. Continuous Learning and Adaptability 

The model should promote reskilling, experimentation and knowledge sharing. Leaders 

should treat mistakes arising from responsible experimentation as opportunities for learning 

rather than immediate grounds for punishment. 

Employees should receive access to training, mentoring and challenging assignments. This 

strengthens competence and reduces fear of technological change. 

 

6. Inclusive and Trust-Based Culture 



 

Leaders should create psychological safety so that employees can express disagreement, 

admit errors and propose new ideas without fear. Diversity should be treated as a source of 

creativity rather than merely a compliance requirement. 

Transparent communication and fair decision-making are essential for maintaining trust, 

especially in hybrid and geographically dispersed teams. 

 

7. Balanced Accountability 

Empowerment must be accompanied by clear goals, ethical boundaries and performance 

standards. Employees should have freedom in how they achieve objectives, but 

responsibility for outcomes should remain clear. 

Performance evaluation should consider innovation, teamwork, learning and customer value, 

not only short-term numerical results. 

 

Conclusion 

Traditional leadership models are increasingly inadequate when used rigidly in uncertain, 

diverse and technology-driven environments. Nevertheless, their emphasis on structure and 

accountability remains useful in selected situations. Knowledge-driven organisations require 

a contemporary model based on emotional intelligence, participation, empowerment, 

purpose and continuous learning. Such a model enables leaders to combine human 

sensitivity with performance discipline. It improves motivation, innovation, adaptability and 

organisational resilience in the twenty-first century. 

 

 

 

Q4. Evaluate How Organisational Structure, Communication Systems and 

Organisational Culture Collectively Influence Innovation and Organisational 

Sustainability. Create a Strategic Organisational Design for a Rapidly Growing Start-

Up Transitioning into a Global Enterprise. Explain How the Proposed Design Will 

Address Communication Barriers, Cultural Integration and Strategic Flexibility. 

ANS. 

Introduction 

Innovation and organisational sustainability depend not only on individual creativity but also 

on how the organisation is structured, how information flows and what values guide 

employee behaviour. Organisational structure determines authority and coordination, 

communication systems enable knowledge sharing, and organisational culture shapes 

attitudes towards risk, collaboration and change. When these three elements are aligned, 

they support innovation, adaptability and long-term growth. When they are misaligned, they 

create delays, departmental conflict and resistance to change. 

 

Influence of Organisational Structure on Innovation 

Organisational structure defines reporting relationships, division of work and decision-

making authority. A highly centralised and bureaucratic structure may improve control and 

consistency, but it can slow innovation because new ideas must pass through several levels 

of approval. 

In contrast, decentralised and team-based structures encourage quicker decisions and 

greater employee participation. Cross-functional teams bring together employees from 

technology, marketing, finance and operations, thereby improving problem-solving and 

product development. 



 

However, complete decentralisation may create duplication and inconsistent standards. 

Therefore, growing organisations need a balance between central control and local 

autonomy. 

 

Influence of Communication Systems 

Innovation requires the timely movement of information across departments and locations. 

Formal communication systems such as reporting platforms, project dashboards and 

scheduled reviews ensure clarity and accountability. Informal communication encourages 

idea sharing and creative collaboration. 

Poor communication leads to information silos, repeated work and strategic confusion. In 

global organisations, language differences, time zones and dependence on digital 

communication can further increase misunderstanding. 

An effective communication system should therefore combine synchronous tools, such as 

meetings and video conferences, with asynchronous tools, such as shared documents, 

recorded updates and collaborative platforms. 

 

Influence of Organisational Culture 

Organisational culture consists of shared values, norms and assumptions. A culture that 

supports experimentation, learning and psychological safety encourages employees to 

propose new ideas and report failures early. 

A blame-oriented culture discourages risk-taking and reduces innovation. Similarly, a culture 

focused only on short-term results may weaken sustainability by ignoring employee well-

being, ethical conduct and environmental responsibility. 

A sustainable culture should promote customer value, inclusion, continuous learning, ethical 

behaviour and responsible use of resources. 

 

Collective Influence on Innovation and Sustainability 

Structure, communication and culture are interdependent. A flexible structure is ineffective if 

employees do not share information. An open communication system will not generate 

innovation if the culture punishes failure. Similarly, a supportive culture cannot produce 

results without clear accountability. 

For example, a cross-functional innovation team requires decision authority, access to 

relevant information and a culture that permits experimentation. Therefore, organisational 

sustainability depends on alignment among all three dimensions. 

 

Strategic Organisational Design for a Growing Global Start-Up 

A rapidly growing start-up should adopt a hybrid matrix and network-based structure. 

1. Global Functional Core 

The company should maintain central functional teams for finance, technology, human 

resources, legal compliance and brand strategy. These units should establish global 

standards, protect organisational knowledge and ensure consistency. 

This central core prevents uncontrolled duplication and supports compliance across 

countries. 

 

2. Regional Business Units 

Regional units should be created for major geographic markets such as Asia-Pacific, Europe 

and North America. Regional managers should have authority over local sales, partnerships, 

customer service and market adaptation. 



 

This decentralisation enables quick responses to local customer preferences and regulatory 

conditions. 

 

3. Cross-Functional Product Teams 

The organisation should establish product-based teams containing members from 

technology, design, marketing, finance and operations. Each team should be responsible for 

a product or customer segment from development to market performance. 

This arrangement reduces departmental barriers and improves innovation speed. 

 

4. Clear Decision Rights 

A responsibility matrix should clarify which decisions are global, regional or team-based. 

Global leaders may control brand, cybersecurity and investment policy, while regional units 

may decide pricing and distribution within defined limits. 

Clear decision rights reduce role ambiguity and conflict between headquarters and local 

units. 

 

Addressing Communication Barriers 

The organisation should use a common digital collaboration platform, standard reporting 

formats and shared project dashboards. Important decisions must be documented and 

accessible. 

Teams working across time zones should establish limited overlap hours and rely more on 

asynchronous communication. Recorded meetings, written summaries and multilingual 

support can reduce communication gaps. 

Regular global town halls and regional reviews should connect employees with 

organisational strategy. 

 

Supporting Cultural Integration 

A common organisational identity should be built around a small set of core values, such as 

customer focus, integrity, inclusion, innovation and sustainability. These values should 

remain global, while local cultural practices may differ. 

Cross-cultural training, international project teams and short-term employee exchanges can 

improve understanding. Local managers should participate in major decisions so that global 

policies do not ignore regional realities. 

Psychological safety should be encouraged so employees from different backgrounds can 

express disagreement and contribute ideas. 

 

Maintaining Strategic Flexibility 

The structure should be modular rather than rigid. Temporary project teams can be created 

for new markets, technologies or partnerships. Regional units should be reviewed 

periodically and reorganised when market conditions change. 

Management should use quarterly strategic reviews, scenario planning and rapid pilot 

projects. Instead of committing large resources immediately, the company can test new 

products or markets and expand successful initiatives. 

A small central strategy office should monitor global trends and coordinate major 

transformation programmes. 

 

Conclusion 



 

Organisational structure, communication systems and culture collectively determine whether 

innovation and sustainability can be achieved. A growing start-up needs both global 

consistency and local responsiveness. The proposed hybrid design combines a global 

functional core, regional units and cross-functional product teams. Clear decision rights, 

digital communication, shared values and modular teams will reduce communication 

barriers, support cultural integration and preserve strategic flexibility. This design can help 

the start-up scale internationally without losing its innovative capacity. 

 

 

 

Q5. An Organisation Operating in the Manufacturing Sector Is Undergoing Digital 

Transformation While Simultaneously Facing Criticism Regarding Labour Practices, 

Environmental Sustainability and Ethical Governance. Develop a Transformative 

Organisational Strategy That Integrates Change Management, Ethical Leadership and 

Corporate Social Responsibility. Critically Assess the Challenges Involved in 

Implementing Such a Strategy in Emerging Economies Like India. 

ANS. 

Introduction 

Digital transformation can improve productivity, quality, traceability and competitiveness in 

manufacturing. However, technology-driven growth cannot be considered successful if it is 

accompanied by unsafe labour practices, environmental damage or weak corporate 

governance. A manufacturing organisation facing such criticism requires a comprehensive 

transformation strategy that combines technological modernisation with change 

management, ethical leadership and corporate social responsibility. The strategy must 

create economic value while protecting employees, communities and the environment. 

 

1. Establishing a Responsible Transformation Vision 

The organisation should begin by defining a clear vision that links digitalisation with 

responsible business practices. The objective should not merely be automation or cost 

reduction, but the creation of a safe, efficient, ethical and environmentally sustainable 

manufacturing system. 

Senior management should communicate measurable commitments, such as: 

• Reducing workplace accidents and hazardous exposure 

• Lowering carbon emissions, water use and industrial waste 

• Ensuring fair wages and lawful working conditions 

• Improving transparency in procurement and decision-making 

• Using digital technology to strengthen compliance and accountability 

This vision should be incorporated into corporate strategy, performance indicators and 

investment decisions. 

 

2. Applying a Structured Change-Management Process 

Digital transformation may create employee anxiety, resistance and fear of job loss. A 

structured change-management approach is therefore necessary. 

Using Lewin’s model, the organisation should first unfreeze existing practices by explaining 

the need for change and presenting evidence of operational, ethical and environmental 

weaknesses. During the change stage, new technologies, processes and employee 

practices should be introduced through pilot projects and training. In the refreezing stage, 



 

successful practices should be embedded in policies, appraisal systems and organisational 

routines. 

 

Employee participation is essential. Workers, supervisors and trade unions should be 

consulted before introducing automation, artificial intelligence or digital monitoring. Reskilling 

programmes should help employees move from repetitive tasks to machine supervision, 

maintenance, quality control and data-based roles. 

 

3. Strengthening Ethical Leadership 

Ethical leadership requires managers to demonstrate honesty, fairness, accountability and 

respect for human dignity. Senior executives must model the standards expected from 

employees and suppliers. 

The organisation should introduce: 

• A clear code of ethics 

• Independent grievance and whistle-blower mechanisms 

• Transparent procurement and vendor-selection procedures 

• Regular ethics and anti-corruption training 

• Board-level oversight of labour, environmental and governance issues 

 

Managers should not be rewarded only for production and financial targets. Their 

evaluations must also include worker safety, environmental performance, employee 

development and compliance. 

Digital tools should be used responsibly. Employee surveillance, algorithmic scheduling and 

AI-based performance appraisal should be transparent, proportionate and open to human 

review. 

 

4. Integrating Corporate Social Responsibility 

Corporate social responsibility should be integrated into core operations rather than treated 

as occasional charity. The organisation should adopt a stakeholder approach that 

recognises responsibilities towards workers, customers, suppliers, communities, government 

and the natural environment. 

 

Labour Responsibility 

The company should ensure safe working conditions, reasonable working hours, fair wages, 

non-discrimination and social-security compliance. Contract and temporary workers should 

receive proper safety equipment, training and grievance access. 

 

Environmental Responsibility 

Clean technologies should be introduced to reduce energy consumption, emissions, 

wastewater and material waste. Renewable energy, recycling and circular-production 

practices should be encouraged. Digital sensors can monitor energy use, leaks and pollution 

in real time. 

 

Community Responsibility 

The company should support local skill development, healthcare, education and livelihood 

programmes. Community consultation is especially important when manufacturing 

operations affect land, water or local employment. 

 



 

Supply-Chain Responsibility 

Suppliers should be assessed on labour standards, environmental practices and ethical 

conduct. Traceability systems can identify high-risk suppliers and prevent the company from 

shifting harmful practices to contractors. 

 

5. Governance and Performance Measurement 

The strategy should be supported by clear accountability. A sustainability and ethics 

committee should report directly to the board. Independent audits and public reporting 

should track progress. 

Key indicators may include accident rates, employee turnover, wage compliance, carbon 

intensity, water consumption, waste recycling, supplier violations and grievance resolution. 

 

Challenges in Emerging Economies Like India 

1. Cost and Financial Constraints 

Clean technology, worker training and digital systems require substantial investment. 

Medium-sized manufacturers may prioritise immediate survival and cost reduction over long-

term sustainability. 

2. Skill Gaps 

Employees and supervisors may lack digital, analytical and technical skills. Reskilling a large 

workforce requires time, suitable training institutions and management commitment. 

 

3. Employment Concerns 

Automation may threaten routine manufacturing jobs. Resistance from workers and unions 

may increase if transformation is perceived as a cost-cutting programme rather than a 

development opportunity. 

4. Weak Enforcement and Informality 

Although labour and environmental laws exist, uneven enforcement and widespread informal 

employment may create incentives for non-compliance. Responsible firms may face higher 

costs than competitors using weaker standards. 

 

5. Complex Supply Chains 

Manufacturers often depend on numerous small suppliers and contractors. Monitoring their 

labour and environmental practices is difficult, particularly where records are incomplete. 

6. Cultural and Governance Barriers 

Hierarchical management, fear of reporting wrongdoing and pressure to achieve short-term 

production targets may weaken ethical systems. Whistle-blowers may hesitate to report 

violations. 

7. Infrastructure Limitations 

Unreliable power, inadequate waste-treatment systems and limited access to green 

technology may restrict sustainability initiatives in some regions. 

 

Conclusion 

A successful manufacturing transformation must integrate technology with employee 

welfare, ethical governance and environmental responsibility. The proposed strategy 

combines structured change management, participative reskilling, ethical leadership, 

stakeholder-oriented CSR and measurable governance. Implementation in India may be 

challenged by costs, skill shortages, informal labour, supply-chain complexity and uneven 

enforcement. Nevertheless, sustained leadership commitment, employee participation and 



 

transparent accountability can convert digital transformation into a source of responsible and 

long-term competitiveness. 
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