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The post Pandemic  effect still continues and the   
Institutions that mastered the art of using  Digital 
tools have  gone back to regular classrooms even 
though the use of Digital Technology in teaching and 
learning has certainly undergone a major overhaul. 
Much of course needs to be done  by leaders in      
education  in this fast digitally transforming world.  
We thought it is time that  Business Schools and    
students assessed the real impact of Business         
Education on the social arena with the communi-
ties  interacting and benefiting from the B-schools 
and the students themselves being prepared to  take 
the reins of businesses and governments that would 
have maximum impact on a fast changing society.  
Our  6th Peregrine Global and SEAA Trust, Students 
Instant case competition  which has had a highly   
successful  run as the one of the  most relevant       
student competitions in Asia for the past five years 
has chosen "Social Impact of Business Education " as 
the theme for current year's competition.  



 At Standards for Ed8ucational Advance-

ment & Accreditation (SEAA) Trust, New 

Delhi we are proud have instituted an 

Award   for Academic leadership in Ac-

creditation  in the name of one of the well-

known experts in the field of accreditation 

and assessment, the (Late)  Dr Olini O 

Oedekoven, Founder President and CEO 

of Gillette, Wyoming based institution  

Peregrine Global Services (PGS)  

The Olin Oedekoven International Accred-

itation Leadership Award 2022 has been 

conferred on a veteran in the field of Inter-

national Accreditation and Quality im-

provement through Assessment and lead-

ership development, N R Parasuraman, the 

soft spoken Finance Professor and Direc-

tor of SDMIMD Mysore, for his stellar 

work in International Accreditation pro-

cess & its advocacy which is the forte of 

SEAA Trust, New Delhi.  
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We  had  chosen "Social Impact of Business Education" as a theme for the just concluded 15th International 
Accreditation Conference 15TH IAC 2022   held   on  November for two days, 7 & 8, 2022 (Mon/Tuesday). 
The current year's conference had nearly 30  speakers from around the world representing the UN Global 
Compact, the Five International Accreditation systems we closely track, leading  B-schools  and also 
the    Industry and Education leaders to discuss the various aspects connected to  Business School education's 
impact on the society.  Detailed suggestions were provided to    help the schools to produce leaders  for the 
future who are sensitive to the global sustainability and development  

https://www.seaaservices.org/15thiac2022


6.00-6.10 pm Program Introduction Smitha Raman, Vice chairman and Thothathri Ra-
man, Chairman SEAA Trust, New Delhi. 

6.10 - 6.20 pm   Keynote Speaker Dr Mamatha Gowda B R  IAS Inspector General of 
Registration and Commissioner of Stamps  Karnataka 

6.20-6.30 pm  Student Team 1  
 Student Team 2 

IIHMR Bangalore(P S Karpaga Priya) 
Otgontenger University, Mongolia (Nemuutsetseg  
Batjargal) 

6.30-6.35 pm  Speaker  Prof. B V Krishnamurthy  Academic Consultant at  
Peregrine Global Fellow Institute of Directors 

6.35-6.45 pm  Student team 3 
 Student team 4 

AIMS Institutes Bangalore (Nischal  V.J.) 
Mandakh University, Mongolia (Ankhbayar 
Ganbayar) 

6.45-6.50 pm  Speaker   Rajesh Haldipur Ex-Director and Head Knowledge 
Management & Learning, PwC India  

6.50-7.00 pm  Student Team 5 
 Student Team 6 

Chitkara University  (Arshdeep Singh) 
IES MCRC Mumbai (Vishal Shah) 

7.00 -7.05 pm  Speaker  Dr. Rajesh Khajuria Professor, FPT University,  
Vietnam Commissioner, ACBSP, USA 

7.05-7.15 pm  Student Team 7 
 Student Team 8 

IES MCRC Mumbai  (Anuj Ahuja) 
Chitkara University (Anurag Moudgil) 

7.15-7.20 pm  Speaker  Benedict Gnaniah Founder Metaverselearning.org 

7.20-7.30 pm  Student Team 9 
 Student Team 10  

AIMS Institutes Bangalore (Deeksha Aggarwal ) 
IBA Bangalore (Samujjal Dutta) 

7.30-7.35 pm  Speaker   Dr Mansi Kapoor Professor Sri Balaji University Pu-
ne 

6TH STUDENT CASE COMPETITION WORKSHOP 2022 - VIRTUAL 

26TH NOV 2022- 6.00-8.00 PM IST 

PROGRAM SCHEDULE 

7.35-7.50 pm  Student Team 11  
 Student Team 12 
 Student Team 13 

GRG School of Management Studies Coimba-
tore  (Prashitha G) 
Kristu Jayanti College Bangalore (Prerna Nayak) 
ISBR College Bangalore (Baishali Ghosh) 

7.50-7.55 pm Announcement of Win-
ners and First Prize win-
ner screening  

SEAA-Rhyllis Rae Oedekoven Student Leadership 
Trophy 2022 announcement  

7.55-8.00 pm Closing Remarks By Thothathri Raman, Chairman SEAA Trust, New 
Delhi. 



  
**CONTENT AND TIME DETAILS FOR EACH TEAM; 
Ï  1 MINUTE- Introductions  
Ï  4 MINUTES- Main learning and takeaway from the Case study ïAll team members can  participate 
or you may choose one among you to present.  
Ï  All the team members will have to switch on their cameras while speaking. 
Ï  Participating competition team member Students can be formally dressed  
The main theme of the conference "social impact of Business Education" 



Standards for Educational Advancement & Accreditation (SEAA) Trust, New Delhi was started in 2008          
specifically to promote self-regulation with accreditation  which is also our punch line and as such the institution-
al development  becomes the responsibility of the vision of its founder or CEO.  
In every single accreditation process, leadership  is emphasised and the process of accreditation also clearly     
delineates the vision  of the business unit to reflect  its impact on carrying out the intended vision  which becomes 
the bottom-line for  determining whether or not the unit could be accredited. In the Digital world  to which the    
B-schools have firmly moved, Leadership building has become a big challenged and a great                              
opportunity! SEAA  advocacy campaign continues. 



The 6th  Peregrine Global-SEAA Students Case Competition 2022 was conceived  as a sequel to our successful 
15th International Accreditation Conference on the theme ñsocial impact of business educationò  held on Novem-
ber 7 & 8, 2022. The student competition also had the same theme with six other sub-themes.  The competition 
was conducted on the basis of two rounds, one essay round and another discussion round.  In the discussion round  
we had provided cases  based on the Peregrineôs Leading Edge Learning: Competency based modules.  
In an ever-evolving world, you need leading edge solutions. That is why  Peregrine Global, world leaders in    
Education quality and assessment, had  developed a collection of online modules that can be mixed & matched to 
support the development of key workplace competencies. 

Leading Edge Learning provides a fully online platform to allow learners to reach their full potential any time 
and from anywhere. 

Modules can be used to enhance a college course or curriculum, deliver training and development to employees 
and leaders, or develop the skills of an individual invested in personal or professional growth. 

 

1. Academic Leveling 
 

2. Academic Writing 
 

3. Assurance of Learning 

4. Classroom-Ready News Content 

5. Competency-based Certificates 

6. Experiential Learning 

Leading Edge Learning provides you with an assortment of cross-disciplinary modules that 
you can use to enhance the student experience. Explore the various ways that our modules 

are used to provide content that engages. 

In the following pages  we have listed some of the  Teaser Cases we 
provided appended with the Discussion questions  

https://peregrineglobal.com/lel/
https://peregrineglobal.com/lel/academic-leveling/
https://peregrineglobal.com/lel/write-and-cite/
https://peregrineglobal.com/higher-education/assurance-of-learning/
https://peregrineglobal.com/lel/classroom-ready-news/
https://peregrineglobal.com/lel/certificate-programs/
https://peregrineglobal.com/lel/experiential-learning/


Business Ethics  
 In all realms of the business world, ethics and ethical conduct must be the foundation for employee    

decisions.  Organizational and ethical culture, ethical decision-making, ethical leadership, global         

perspectives and issues of business ethics, and the development of business ethics culture, all need to be 

understood  to unravel the  ethical decision making issues in any organisation.  

To begin  it is necessary to discuss the ethical conduct from a business perspective. For every employee 

to achieve their maximum productivity it is important to abide by the company rules and assuming      

responsibility  for any decision  and to be held accountable for any action  are important hall marks of 

ethical conduct of an employee. Professional, trust and mutual respect  for colleagues at work is also 

needed  for achieving smooth interpersonal relationships.   

Business performance is dependent on  all round ethical behaviour beginning with the drafting of the 

company policy  suited to the business environment without compromising sense of values and commit-

ment to society at large. The perception of ethical behavior can also  increase employee performance, job 

satisfaction and  their commitment to organizational  priorities.  

Harvard Business Review while writing on  ethical organisations (2022)   stated that ñfrom 

Volkswagenôs emissions fiasco to Wells Fargoôs deceptive sales practices to Uberôs privacy intrusions, 

corporate wrongdoing is a continuing reality in global business. Unethical behavior takes a significant 

toll on organizations by damaging reputations, harming employee morale, and increasing regulatory 

costsðnot to mention the wider damage to societyôs overall trust in business. 

 Few executives set out to achieve advantage by breaking the rules, and most companies have programs 

in place to prevent malfeasance at all levels. Yet recurring scandals show that we could do better. The 

widely accepted code of conduct for  Nursing practitioners lays down eight different aspects to signify 

personal and professional conduct of the person within a defined  ethical framework 

Creating an ethical culture thus requires thinking about ethics not simply as a belief problem but also as 

a design problem. Experts identified four  critical features that need to be addressed when designing an 

ethical culture: explicit values, thoughts during judgment, incentives, and cultural norms. The Interna-

tional Nursing Council (INC)  mentions respect, justice, responsiveness, caring, compassion, empa-

thy, trustworthiness and integrity as indicators of an ethical person or organisation.  

Most people have less difficulty knowing whatôs right or wrong than they do keeping ethical considera-

tions top of mind when making decisions. There are four different ethical dilemma paradigms: truth vs 

loyalty, short-term vs long-term, individual vs community, and justice vs mercy. Ethical lapses can there-

fore be reduced in a culture where ethics are at the center of attention. You might know that itôs wrong to 

hurt someone elseôs chances of being hired but fail to think of the harm you cause to unknown applicants 

when trying to help a friend, a family member, or a business school classmate land a job. 

 

https://sloanreview.mit.edu/article/the-hidden-costs-of-organizational-dishonesty/
https://sloanreview.mit.edu/article/the-hidden-costs-of-organizational-dishonesty/


Real people are not purely good 

or purely evil but are capable of 

doing both good and evil.        

Organizations should aim to    

design a system that makes being 

good as easy as possible. That 

means attending carefully to the 

contexts people are actually in, 

making ethical principles founda-

tional in strategies and policies, 

keeping ethics top of mind,     

rewarding ethical behavior 

through a variety of incentives, 

and encouraging ethical norms in 

day-to-day business practices.  

Discussion questions.  

Describe a comprehensive framework for ethical decision making in business  

Examine the historical foundations and evolution of business ethics 

Discuss the role of culture as a factor in business ethics 



 

Quiet Quitting ï What is it and 

How Should We Respond? 

Posted September 1, 2022 by The Peregrine Team 

 

The term quiet quitting has made major headlines after going viral on TikTok, a popular social media 

platform. Thus far, the hashtag #quietquitting is at 73.5 million as of 5:30 pm ET on August 31, 2022. 

The virality is unsurprising, given that 9 out of 10 employees are concerned about burnout, according to 

a recent survey. 

Do you agree that the  outrage against quiet quitting comes from management losing control of the work-

force and employers feeling entitled to free labor. 

 

Despite its popularity, the term is quite the misnomer as ñquiet quittingò doesnôt really have anything to 

do with quitting unless you believe that maintaining a healthy work-life balance, setting boundaries with 

your employer, and clocking out at 5 oôclock at the end of the day is quitting. 

 

This term indicates changes in the workforce, but quiet quitting has taken on many different meanings 

among workers. Many see quiet quitting as prioritizing life over work and no longer buying into óhustle 

culture.ô Some people have mentioned that for them, quiet quitting is about developing an identity out-

side of their career. Others believe this term is related to coasting by and putting forth as little effort as 

possible. At the end of the day, quiet quitting is a new name, but not a new concept. 

 

How Some Leaders are Reacting 

Reactions to this trending concept are mixed, but quiet quitting has struck a chord for some leaders ï 

some even calling quiet quitting a harmful anti-work movement. Kevin OôLeary, businessman, entrepre-

neur, and ABCôs Shark Tank star responded strongly to the notion of quiet quitting. He went as far as to 

say those who participate are losers and un-American. He believes that work is more project-based than 

ever, and he wants employees committed to getting the job done. Critics of OôLearyôs stance believe the 

outrage for quiet quitting comes from management losing control of the workforce and employers feeling 

entitled to free labor. 

 

OôLeary isnôt alone in his criticism of quiet quitting. Arianna Huffington, CEO of Thrive, wrote, ñQuiet 

quitting isnôt just about quitting on a job, itôs a step toward quitting on life.ò However, in the context of 

her post, Huffington states that employees should strike a balance and avoid burnout, but also find roles 

and companies in which they can be joyfully engaged in something they are passionate about. Finally, 

Adam Grant, organizational psychologist and expert in motivation, says that quiet quitting is not laziness 

but instead a reaction to poor leadership. 

 

 



Quiet Quitting and Culture 

 

Quiet quitting is not harmful to culture but instead a   result of the culture. Employees working with man-

agers and leaders who support their teams, lead with values, and respect their employees and their bound-

aries will not have employees who feel they need to quit their jobs  quietly. Likewise, leaders who can 

effectively balance results with taking care of their       employees will likely not see quiet quitting in the 

workplace. This notion is supported by a recent article from Harvard  Business  Review, which shared 

360-degree assessment data of more than 13,000 employees. Of the employees who     reported their 

managers were ineffective at balancing getting results with concern for othersô needs, 14% quietly quit, 

and only 20% of the employees were willing to give extra effort. However, when employees rated man-

agers high in balancing results with concern for othersô needs, only 3% were quietly quitting, and 62% 

were willing to put forth an extra effort. 

 

Image is from the Harvard Business Review article, ñQuiet Quitting is About Bad Bosses, Not Bad Em-

ployeesò by Jack Zenger and Joseph Folkman. 

Questions 

Is there a change you perceive in people quitting jobs post Covid period? 

How do you connect quitting with upskilling? 

What has work life balance to do with quitting? 

Do you work for Joy, fulfillment or survival? 



Social skills are the key! 

Excerpts from Peregrine Globalôs ñOne Dayò education 

simulation exercise 

Weôre educating future leaders for both the public and pri-

vate sectors. I think the quality of thinking and the quality of 

integrating intellectual skills with socio emotional skills, 

including self-management, are so utterly important. I feel 

very strongly that you must bring that to bear in a project-based learning type  environment where youôre 

forced to not only bring your intellectual skills to the table, but also your     socioemotional, management, 

and the integration of personal and professional lives. Thatôs really what simulation like this does. Quality 

has a lot to do with a high-caliber, life-like learning situation, especially in applied fields like business. 

This is the reason why the B-schools  capture data related to the use of high impact practices, career 

placement and salary data, as well as wellness data which are used not just for Accreditation but also for 

building an exceptional learning environment.  

OneDay develops the professional knowledge, critical thinking, quantitative reasoning, and soft skills 

(time management, communications, teamwork, customer service, etc.) necessary for diagnosing          

operational challenges and applying appropriate business strategy. The experiential learning simulation 

includes a combination of assigned readings, quizzes, and simulation.  

The purpose of OneDay is to learn, develop, and apply the professional knowledge and soft skills         

associated with strategy in the workplace. In higher education, OneDay is used in both undergraduate and 

graduate education to teach and assess skills. For businesses and agencies, OneDay is designed for       

employees who are relatively new to business operations to teach them the foundations of applied      

business strategy so that they can be a more successful employee.  

Questions for Discussion:  

The learning outcomes for OneDay are as follows. At the conclusion of this simulation, learners will be 

able to:  

1. Model time management within a business setting.  

2. Recognize operational opportunities and constraints.  

3. Formulate strategic options and quantitative support for strate-

gic options. 

4. Conduct hypothesis testing and follow-up.  

5. Conduct feasibility and implementation analysis.  

6. Communicate strategy to key stakeholders.  

Learning outcomes are assessed within OneDay based on the 

scores obtained from 66 assessment items that are embedded 

within the simulation.    Each of the 66 assessment items is 

mapped to one or more skill area, including strategy formation, 

business acumen, critical thinking/problem-solving, decision-

making, communications, teamwork, customer engagement, and professionalism.  

Simulations are typically team-based, and the learners assume senior-level organizational roles external to 

the online            environment and then input data into a system for system-generated responses. Interac-

tion and dialogue within the simulation is limited. Learners often game-the game to find the correct re-

sponse. Although useful to teach key concepts, such simulations have limited effectiveness in developing 

critical thinking and soft skills. OneDay opens with an introductory video   followed by a few readings, 

and then the simulation begins. The learner assumes the role of the central character, Emma, and directs 

the character to interact with others within the simulation.  

 



Dr. Bill Lightfoot  Dean, School of Business, University College Southern New Hampshire University  

says, ñWe used OneDay in several courses to help us determine if the use of an interactive simulation 

would better meet our students where they are at as digital natives. Based on our data, we had concerns 

that our students were not putting sufficient effort into preparing for courses. We know from our overall 

assessment that they donôt read texts or other assigned readings in as much detail or to the depth that many 

faculty would prefer. By using OneDay, we not only required students to prepare for their classes, but we 

also found that students were more engaged, and actually     enjoyed the simulation overall. OneDay tells a 

story using an avatar that the students adopt as their own. This proved to be a very powerful approach with 

over 70% of the students clearly referring to the avatar in the first     person in their episodic reflection pa-

persò 

Points for discussion 

Do you think B-Schools collect enough data for not just academics but for overall improvement of the stu-

dents? 

Do you think exercises like this could build the student personality to impact on society later in life? 

Do you think simulation of actual working relationships in shop floor would help the corporate employees 

to       become more productive? 

Do you need to pretend as someone else, say Avatar, to understand strategic management  and softskills 

development issues and not be yourself only to achieve this? 

How does this sort of exercises in higher education help you acquire social skills necessary to handle real 
life    challenges while  representing a company?  



Ethics and Diversity in techno-

logical  era 

We live in a complex, interconnected world where diversity, 

shaped by globalization and technological advance, forms 

the fabric of modern society along with strict adherence to 

ethical conduct as a leader in workplace and society. In this 

era of globalization, diversity in the business environment is about more than gender, race, and ethnicity. 

The emerging world of complex technology, Artificial Intelligence and Machine learning its own set of 

challenges in terms of future skills needed, unemployment and ironically   rapid increase in the percentage 

of poor vs the disproportionate concentration of wealth in fewer hands.  Redistributive justice has become 

a highly complex and challenging aspect which needs to be addressed urgently as also external regulation 

of  new technologies such as AI and ML.  The emerging surveillance society  has put a big pressure on 

ensuring highly ethical conduct of stakeholders be it government or business enterprises.   

India being a highly diverse country in terms of  ethnicity, languages, culture and food  among others the 

single most important binding factor is ethics  as expressed in terms of the social values. Besides, as the 

second largest country in terms of demographics  and  inherent historic economic challenges becomes 

more stark in the emerging technological society.  

Business performance is dependent on  all round ethical behaviour beginning with the drafting of the 

company policy  suited to the business environment without compromising sense of values and commit-

ment to society at large. The perception of ethical behavior can also  increase employee performance, job 

satisfaction and  their commitment to organizational  priorities.  

The Global  economic melt down in 2008 that wiped out many jobs and enterprises also showed a mirror 

to the business leaders and the political leadership as to need for high level of ethics and also  laid empha-

sis on ethics being taught in Business Schools.  In fact much of the conventional  MBA curriculum we 

know of has changed  only after this fiasco  incorporating ethics.  

In the case of Healthcare professionals  for instance ethics is enshrined in their code of conduct  pro-

scribed and substantiated by medical councils in their respective countries.  For  instance the code number 

5 of the nine principles of medical ethics laid down by the American  Medical Association states that ñ A 

physician shall continue to study, apply, and advance scientific knowledge, maintain a commitment to 

medical education, make relevant information available to patients, colleagues, and the public, obtain con-

sultation, and use the talents of other health professionals when indicated.  

Indian Medical Council for its part also laid down detailed guidelines as to the professional conduct of 

medical practitioners including  how for instance Euthanasia  is to be carried out. Ethics is in a broad 

sense, preferring right over wrong, or preferring a certain set of values over others. Many organizations 

have ethics policies that define right and wrong. West Point, for instance has a policy that states, ñA cadet 

will not lie, cheat, or steal, or tolerate those who do.ò Such ethical values define how people interact in 

and outside the group and guides decision making. 

Almost all decisions have ethical connotations. Ethics apply primarily to effect trade offs between values 

and norms that collectively represent ethical considerations, and bottom line or purely altruistic considera-

tions. Adherence to ethical norms and values usually sustains long-term integrity whereas the altruistic 

bottom line approach, which in the strict sense is a type of ethical value in itself, orients itself to short 

term gains that very often fritter away in the long term. 

 

 



Few executives set out to achieve advantage by breaking the rules, and most companies have programs in place to 

prevent malfeasance at all levels. Yet recurring scandals show that we could do better. The widely accepted code of 

conduct for   Indian medical professionals  have extremely detailed  instructions laid down by Indian Medical  

Council and is accepted by Indian Medical Association.  

 

Kenneth Blanchard and Norman Vincent Peale, in their 1988 bestseller The Power of Ethical Management, recom-

mends decision makers to ask the following questions to determine the extent to which the proposed decision 

grounds in ethical considerations: 

1. ñIs the decision fair?ò 

2. ñWill I feel better or worse about myself after I make the decision?ò 

3. ñDoes the decision break any organizational rules?ò 

4. ñDoes the decision break any laws?ò 

5. ñHow would I feel if the decision was broadcast on the news?ò 

 Most people have less difficulty knowing whatôs right or wrong than they do keeping ethical considerations top of 

mind when making decisions. There are four different ethical dilemma paradigms: truth vs loyalty, short-term vs 

long-term, individual vs community, and justice vs mercy. Ethical lapses can therefore be reduced in a culture 

where ethics are at the center of attention. You might know that itôs wrong to hurt someone elseôs chances of being 

hired but fail to think of the harm you cause to unknown applicants when trying to help a friend, a family member, 

or a business school classmate land a job. 

Likewise Diversity skills are useful strategies and techniques that help us to understand and deal with people who 

are not like us. Effective interaction requires a receptive attitude, a degree of sympathy, active listening, and broad 

awareness of other cultures, values, identities and perspectives. Using and practicing these skills can enhance com-

munication resulting in increased understanding and motivation.   

Enterprises are discovering that by supporting and promoting a diverse and inclusive workplace, they are gaining 

benefits that go beyond the optics. Organizations have the transformative power to change and contribute to a more 

open, diverse, and inclusive society. 

Diversity in the workplace now includes employees with diverse religious and political beliefs, education, socioeco-

nomic backgrounds, sexual orientation, cultures, and even disabilities along with extremely diverse skillsets.        

Irrespective of the  diversity the underlying  commitment to ethical conduct  is more  significant  aspect than all  

others  as the current world scenario indicates.  

Discussion points 

¶ India is facing major dilemma owing to its huge youth population in balancing technology vs  employment, 

what opportunities or challenges lie ahead? 

¶ Healthcare  delivery  has a major social impact, what suggestions you have to ensure  ethical medical 

healthcare  practices on the ground in the modern technologically connected era? 

¶ How do you ensure ethical  research in Artificial Intelligence and machine learning  in your industry?  

¶ How do you think we are handling diversity & inclusion in our campuses and society? 



Understanding Resistance to 
Change 
 
It is an universally acknowledged  trait that  no one wants 
change and if you have to get people to change there would 
be a lot of initial resistance until the Eureka movement ar-
rives!  
 

Change is a disruption. It can feel like a tornado that rips up the highway you travel along daily. Think of 
some common types of organizational change: re-thinking core business processes in response to govern-
ment regulation, uprooting a company and moving to a new physical location, or even replacing a much-
loved leader after decades of service. These drastic changes require careful sense making and empathy for 
how the change affects your people. Even smaller changes, such as moving payroll from a bi-weekly 
schedule to once a month, impact how people manage their lives. Itôs a foolhardy leader who announces a 
change and an implementation plan and expects unquestioning compliance. People need to be a part of the 
change. 
 
In their book Switch, brothers Chip and Dan Heath liken leading people through change to a person riding 
an elephant down a path. The person riding is the brain, and he must know where he is going and have a 
good reason for doing so ï but the elephant is the heart, and he must want to move. All the logic in the 
world wonôt create lasting change unless we tap into emotions and motivate ourselves and others. 
 
Trying to overcome resistance to change with information and reasoning can be tempting. Indeed, if peo-
ple understood the consequences of their behavior, they would make a switch. Unfortunately, most of us 
know whatôs good for us (daily exercise, eight hours of sleep, avoiding processed foods, etc.), and we 
know the dangers of an unhealthy lifestyle (heart disease, stroke, and osteoarthritis, to name but a few). 
 
 However, changes in our behaviors and habits will likely not happen until there is a motivating force. A 
health scare or the birth of a grandchild may persuade us to choose our health, especially when it means 
being present for the people who depend on us. The same is true for organizations. More information is 
not always the answer. As the Heaths point out, ñTrying to fight inertia and indifference with analytical 
arguments is like tossing a fire extinguisher to someone drowning. The solution doesnôt match the prob-
lem.ò Leading change means providing support ï not support for why the change is needed, but support 
for employees as they adapt to the new way. 
 
John Kotterôs Eight Step Process for Leading Change Source: Change Management best practice guide, p. 
A-1 https://www.usaid.gov/sites/default/files/documents/1868/597saj.pdf 
Is your organization going through a major change? Is that change universally accepted as a good move, 
or does it represent uncertainty and risk? Very few changes are without trade-offs, and a good leader will 
consider how to win their peopleôs minds and hearts.  

Multiple studies report that most organizational change initiatives fail; 70% is the failure rate re-

ported by McKinsey & Company. Optimism and good intentions are not enough, so change ex-

perts have developed models for leading change. You may be familiar with Kotterôs 8-step change 

management process, a methodology created by Harvard Business School professor Dr. John 

Kotter in 1995. As we examine each of these steps, we can see how heart plays a role: 

Create A Sense of Urgency. This step speaks directly to the óelephantô of our emotions and 
compels us to act NOW. 

Build A Guiding Coalition. This is a team of people from within the ranks, not senior leaders. 
These people know how the change impacts others like them and are committed to seeing it 
succeed. 

Form A Strategic Vision. The leaders point the way to a destination and others are excited to 
reach. 

 

https://www.mckinsey.com/capabilities/transformation/our-insights/why-do-most-transformations-fail-a-conversation-with-harry-robinson
https://www.kotterinc.com/methodology/8-steps/
https://www.kotterinc.com/methodology/8-steps/


Enlist A Volunteer Army. The key here is commitment at scale ï people must want to join and be a part 
of something bigger than themselves. 

Enable Action by Removing Barriers. Here the leaders recognize obstacles and clear the path by       
listening, observing, and serving. 

Generate Short-Term Wins. These are the motivators that let team members know they are making   
progress. What would football be without down markers? 

Sustain Acceleration. Find out what is working well and do more of that. Leaders should recognize 
achievements and reward efforts. 

Institute Change. This speaks to the heart in terms of identity. We do this because it is who we are. 

 

Emotional Intelligence and Leading Change 

The key to successfully implementing these steps is emotional intelligence. Recognizing and understanding       

emotions in yourself and others helps you manage behaviors and relationships and ultimately build stronger teams. 

Luckily, emotional intelligence is not just a trait some people are born with but rather a skill that can be practiced 

and improved. Like many things, it starts at home with an honest reflection on your tendencies. Try practicing better 

self-awareness by noticing, without judgment, how you routinely react to certain situations. You may see that you 

always strive to be correct, even when you might benefit from changing your assumptions and considering alterna-

tives. You may automatically become a problem-solver when the problem is a more excellent definition. As you 

identify your communication patterns, you may uncover blind spots that impede effective communication with   

others.  

The Discussion Questions  

¶ What according you the single most important push back  when change is suggested?  
¶ When Kofi Annan the then Secretary General of UN, proposed the SDGs almost all the member nations 

pushed back. Why ?  
¶ All of you aware the future is going to be chaotic as almost everything is going to change in the way the      

businesses and societies are going to be functioning in almost immediate future. What would  be your take on 
the future? Will be the change  be slow, fast or completely disruptive? 

 
¶ As Youth and future managers   what sort of training you think you should receive to keep your emotional 

side strong? Or is it going to be a robotic world not requiring any emotional adjustment  at all to manage your 
responsibilities in businesses? 

 
¶ Which  of the  John Kotters eight points do you feel is going to be any longer relevant? Justify the same 
¶ ñRecognizing and understanding emotions in yourself and others helps you manage behaviors and relation-

ships and ultimately build stronger teamsò  What is your take on this statement? 



Social Impact Assessment Tools 
Meaningful data provided by high-quality assessments help 

you and your higher education institution demonstrate learn-

ing outcomes to key stakeholders and accreditors while con-

tinuing the pursuit of       improving the quality of education. 

Peregrine Global provided you with secure, accessible, af-

fordable, and effective assessments so that  higher education 

professionals can continue to impact learning outcomes and 

enhance the student        experience. 

Assessments are designed to address institutional and programmatic accreditation and certification. With 

the data you need at your fingertips, you increase the efficiency and effectiveness of quality assurance 

processes. 

In the case of social impact assessment, essentially the same approach would be needed by first gathering 

data systematically over a fixed timeline and use creativity and innovation to arrive at   conclusions using 

empirical evidence.  

The Social Return on Investment is a new concept  which is vastly different from the conventional Return 

on Investment (ROI).  SRoI framework helps measure change in ways that are relevant to the people or 

organisations that experience or contribute to it. It tells the story of how change is being created by   

measuring social, environmental and economic outcomes, and uses monetary values to represent them. 

(SROI) is a concept to account for value created, which includes not only individual shareholder profit, 

but also the benefits for the broader public in the social, economic and environmental spheres. 

The United Nations Global Compact Network proposed 17 Sustainable Development Goials or SDGs are 

a comprehensive blueprint to achieve a better future. The adoption of the SDGs is a recognition that 

transforming our world requires leadership, accountability, and measurement. 

Each of the 17 goals has specific targets. It is critical that social enterprises working towards these SDGs 

operationalize these goals and targets, turning them into measurable observations.  

Social enterprises are working towards the 17 SDGs every day in communities around the world. To  

contribute to global progress, it is important that social enterprises: 

Å use the SDGs as a framework for their efforts 

Å measure progress towards these SDGs 

 

International Association of Impact Assessment says the goal of social impact basement is to arrive at a 

more equitable assessment of sustainability of human endeavour, be it at the  organisational , in this case 

B-schools or the wider society.   



According to the Association: 

¶ The goal of impact assessment is to bring about a more ecologically, socio-culturally and economi-
cally sustainable and equitable environment. Impact assessment, therefore, promotes community 
development and empowerment, builds capacity, and develops social capital (social networks and 
trust). 

¶ The focus of concern of SIA is a proactive stance to development and better development out-
comes, not just the identification or amelioration of negative or unintended outcomes. Assisting 
communities and other stakeholders to identify development goals, and ensuring that positive out-
comes are maximised, can be more important than minimising harm from negative impacts. 

¶ The methodology of SIA can be applied to a wide range of planned interventions, and can be un-
dertaken on behalf of a wide range of actors, and not just within a regulatory framework. 

¶ SIA contributes to the process of adaptive management of policies, programs, plans and projects, 
and therefore needs to inform the design and operation of the planned intervention. 

¶ SIA builds on local knowledge and utilises participatory processes to analyse the concerns of inter-
ested and affected parties. It involves stakeholders in the assessment of social impacts, the analysis 
of alternatives, and monitoring of the planned intervention. 

¶ The good practice of SIA accepts that social, economic and biophysical impacts are inherently and 
inextricably interconnected. Change in any of these domains will lead to changes in the other do-
mains. SIA must, therefore, develop an understanding of the impact pathways that are created when 
change in one domain triggers impacts across other domains, as well as the iterative or flow-on 
consequences within each domain. In other words, there must be consideration of the second and 
higher order impacts and of cumulative impacts. 

¶ In order for the discipline of SIA to learn and grow, there must be analysis of the impacts that oc-
curred as a result of past activities. SIA must be reflexive and evaluative of its theoretical bases and 
of its practice. 

¶ While SIA is typically applied to planned interventions, the techniques of SIA can also be used to 
consider the social impacts that derive from other types  

 
A wiki insert states that social impact assessments include looking at how people live in a society 

(kinship or nuclear setting), culture, community, medical knowledge, and political systems. These       

examples showcase the emphasis on the environment and its effect on social impact. 

Social Impact Assessment tools are used to work with, compile, analyze, and share those impact data 
once they are collected. Their purpose is to facilitate how an organization leverages data on an internal 
level for the benefit of improving internal processes and also program outcomes.    
Survey tools - online 
Survey tools - offline 
SMS based 
Phone-based 
Monitoring and Evaluation - Project Level 
Monitoring and Evaluation - Comprehensive 
Impact Measurement and Management 
Impact Rating  
Impact Scorecard 
{ƻŎƛŀƭ ǊŜǘǳǊƴ ƻƴ ƛƴǾŜǎǘƳŜƴǘ ό{whLύ  

 

https://www.sopact.com/perspectives/demystifying-social-impact-management
https://www.sopact.com/social-impact-scorecard


According to www.sopact.com  Social Impact Assessment has many things in common and many     
differences.  This is a comprehensive guide for practitioners to understand different measurement and 
management tools associated with the social impact assessment process. The importance of social     
impact assessment tools lies in those assessments' objective, which is to assess and evaluate the         
performance of a program or intervention so that execution can be improved along with the impacts 
generated. 
Keys to the selection process is a tool that must start with the theory of change and remain as a core part 
of a process throughout the lifecycle. 
 
Discussion questions:  
¶ What can B-schools  do to better align their work to the SDGs? 
¶ What is your take on what is a social enterprise as distinct from corporate enterprise? What makes 

them work in the absence of profits? 
¶ Should Social impact assessment be taught as a paper  in B-schools? If you think so give us a brief 

framework as to what should the coursework contain? 
¶ What role culture has in measuring social outcome of any enterprise decision? 
¶ How would you balance, Social Return as opposed to Return expressed as profit?  

http://www.sopact.com


Retaining employees in  

technology era  

The coming technology era of Artificial Intelligence, Ma-

chine Learning, internet of things, autonomous transporta-

tion, space, robotic healthcare  and such other pose one of the 

biggest challenges in industry, apart from huge oncoming 

unemployment, namely employee retention.    

Business schools need to  teach and also equally train their faculty in learning about   costs of turnover, 

how job descriptions need to be written from a retention perspective, and how new hires should be           

on-boarded and trained.  The HRM  courses need to be completely revamped from inside out with the    

retention perspective in mind.  

The oncoming  slashing  of jobs  due to technology, industry experts aver may be  life changing for some 

but  eventually with the retraining and life long learning aspects of education, the  job loss phenomena 

would be reversed accentuating the need for retaining skilled and expensive workforce.  

Retaining  high-potential employees also means understanding  by exploring    the considerations for the 

different generations in the workplace. It would also become necessary to turn the spotlight on manage-

ment for retention of workforce and management.  It may also be imperative  to come up with a  succession 

plan for strategic employee retention.  

Business education that produces leaders would  once again  will become focus of attention and  they 

would be forced to change  according to times offering more content that would impact  vastly changing 

societies and  produce leaders who believe and work towards a sustainable world.  

After years of growing income inequality, concerns about technology-driven displacement of jobs, and  

rising societal discord globally, the combined health and economic shocks of 2020  have put economies 

into free-fall, disrupted labour markets and fully revealed the inadequacies of our social contracts. Millions 

of individuals globally have lost their livelihoods and millions more are at risk from the global recession, 

structural change to the economy and further automation. Additionally, the pandemic  years 2020-21 and 

the subsequent recession have impacted most those communities which were already at a disadvantage. 

The Future of Jobs Report  (2020) of the World Economic Forum provides the timely insights needed to 

orient labour markets and workers towards opportunity today and in the future of work. Now in its third 

edition, the report maps the jobs and skills of the future, tracking the pace of change and direction of travel. 

ñThis year we find that while technology-driven job creation is still expected to outpace job destruction 

over the next five years, the economic contraction is reducing the rate of growth in the jobs of tomorrow. 

There is a renewed urgency to take proactive measures to ease the transition of workers into more sustaina-

ble job opportunities. There is room for measured optimism in the data, but supporting workers will require 

global, regional and national public-private collaboration at an unprecedented scale and speed,ò the report 

states.  

Skills gaps continue to be high as in demand skills across jobs change in the next five years. The top skills 

and skill groups which employers see as rising in prominence in the lead up to 2025 include groups such as 

critical thinking and analysis as well as problem-solving, and skills in self-management such as active 

learning, resilience, stress tolerance and flexibility. On average, companies estimate that around 40% of 

workers will require reskilling of six months or less and 94% of business leaders report that they expect 

employees to pick up new skills on the job, a sharp uptake from 65% in 2018. 

 



Although the number of jobs destroyed will be surpassed by the number of ójobs of tomorrowô created, in 

contrast to previous years, job creation is slowing while job destruction accelerates. Employers expect 

that by 2025,       increasingly redundant roles will decline from being 15.4% of the workforce to 9% 

(6.4% decline), and that   emerging professions will grow from 7.8% to 13.5% (5.7% growth) of the total 

employee base of company        respondents. Based on these figures, we estimate that by 2025, 85 million 

jobs may be displaced by a shift in the division of labour between humans and machines, while 97 mil-

lion new roles may emerge that are more adapted to the new division of labour between humans, ma-

chines and algorithms. 

 

Source: World Economic Forum  

Discussion Questions 

What is the biggest challenge for B-schools in preparing managers for the uncertain future?  

Can capitalism and democracy still work to help employment safety for the future workers? 

Given the possible rise  a  vast section of Independent  freelance and small enterprises, do you really 

think employee retention is going to be a big issue in future? 

Given the global nature of businesses and rapid technological innovation  what each of you personally 

think your strategy should be to retain your jobs? 



Evalue skills to the fore!  

  
EvaluSkills: Workplace Skills Assessment 
 
Soft skills, or workplace skills, are vital personal qualities 
that help individuals achieve success in work and life. Yet, 
both employers and higher education institutions struggle to 
objectively measure these qualities to understand how we 

can better develop them. 
EvaluSkills provides higher education institutions, employers, and individuals with a flexible and customi-
zable assessment that objectively measures these critical skills.  
 
EvaluSkills is a 360-degree evaluation process that utilizes the perspectives of peers, supervisors, advisors, 
mentors, and colleagues. The evaluation process allows you to understand areas of strength and opportuni-
ties for improvement to develop an action plan for continued personal growth. 
 
Employers use EvaluSkills to inform their training and development programs and to conduct effective 
performance management. Higher Education Institutions use EvaluSkills to satisfy accreditation require-
ments by effectively demonstrating progress on intended learning outcomes, develop students into career-
ready graduates, and conduct continuous program improvement efforts. 
 
Although Assurance of Learning is a focus of higher education accreditation, it also helps ensure that all 
participants receive high-quality education and training. Assurance of Learning is outcomes-focused and 
centered on setting targets on student learning and capability. Assurance of Learning also helps ensure 
competitiveness in tightening training and education markets. Intended learning outcomes include content, 
professional skills, ethics, and responsibility-based outcomes.  
 
The assessment plan typically describes the methods and instruments used for learning outcomes assess-
ment. Assessment plans usually include both direct and indirect measures of student learning and specify 
how the results are used for continuous quality improvement of the education program.  
 
Beenen, Pichler, and Davoudpour (2017) reported that only 30% of MBA programs, both inside and out-
side the U.S., use specific criteria to assess interpersonal skills; the remainder relies on non-specific criteria 
or has no assessment method at all. Brink, Palmer, and Costigan (2018) emphasized that developing and 
assessing learning goals helps ensure the relevancy of graduates for todayôs employers. Ingols and Shapiro 
(2014) found utility in using a 360-degree approach for soft skill evaluation of learning goals.  
 
Workplace Skills Assessment, which is a 360-degree soft skill assessment service that is used for learning 
outcomes assessment. EvaluSkills was created by Peregrine Global Services in 2019. EvaluSkills was used 
in 2019 and 2020 by WyŨsza Szkoğa Bankowa w GdaŒsku (WSB-Gdansk), a higher education institution 
located in Poland, and the Mountain West Credit Union Association (MWCUA), the credit union associa-
tion for Wyoming, Colorado, and Arizona. Both WSB-Gdansk and the MWCUA employed a pre-test/post-
test construct for student and employee evaluations. In the case of WSB-Gdansk, EvaluSkills was used to 
evaluate learning outcomes for an 18-month Executive MBA in Leadership program. In the case of the 
MWCUA, EvaluSkills was used to evaluate learning outcomes for an 8-month leadership development 
program for mid-career credit union professionals 
 
While objectively measuring learning outcomes related to soft skills can be a challenge, the continuous im-
provement process requires that all learning outcomes be assessed in a way that provides data to inform 
academic decision making. To determine whether students achieve the intended learning outcomes, the in-
stitution needs to set a target. Performance can then be measured in an objective way to demonstrate 
achievement or to set goals for improvement.  
 

 



This process follows 
Demingôs Plan-Do-Study-
Act cycle of improvement: 
Plan the outcome and the      
target, Do the assessment, 
Study the results and identify 
any gaps, and then Act by 
making programmatic chang-
es to improve outcomes in 
the next round.  
 
As described by the National 
Association of Colleges and 
Employers (NACE), career 
readiness is the   attainment 
and demonstration of requi-
site competencies that broad-
ly prepare college graduates 
for a     successful transition 
into the workplace. In the 
corporate/business/industry 

world, soft skill assessment is often conducted using 360-degree assessment services in which the individ-
ualôs skill level is assessed by peers, superiors, and subordinates.  
 
Since soft skill competency is reflected in how well a person interacts with others, it is best evaluated 
from an external perspective rather than through self-assessment. To this end, Peregrine developed Eval-
uSkills: Workplace Skills Assessment. EvaluSkills is a comprehensive, objective, 360-degree assessment 
tool that organizations and institutions use to assess the soft skills of learners from the perspective of those 
who work with the individual.  
 
The reports provide data to demonstrate achievement levels, track changes in performance, and set goals 
and timelines to improve softs skill development for both the individual and across the program. Soft 
Skills Soft skills are the personal attributes that enable someone to interact effectively and harmoniously 
with other people. 
 
 These are the interpersonal skills needed to succeed in the workplace and are not generally discipline   
specific. The concept of soft skills includes many dimensions and can be defined and interpreted in many 
ways. Some refer to these as the ñpeople skills,ò since they relate to how people interact with each other. 
Others call these ñtraveling skillsò or ñtransversal skillsò since they tend not to be job-specific; they are 
applicable in any job or employment situations and ñtravel withò the person. Still others refer to soft skills 
as social intelligence or perhaps emotional intelligence. In a broader sense, consider soft skills as any skill 
that is not job or position specific (technical) and one that involves how people behave and interact with 
other people.  
 
EvaluSkills platform offers a vast menu of almost 300 assessment items from which administrators can 
select and create an instrument for programmatic evaluation. For each assessment item, a specific skill is 
defined and measured with a five-point Likert-type scale corresponding to specific behaviors associated 
with each level of performance. The use of standardized rubrics for evaluating each assessment item     
removes subjectivity, as the rubrics provide evaluators examples of exceptional, competent, or marginal 
performance on each skill. 
   

 



Discussion leads:  

Leadership role  does not require softskills  competency, Do you agree? 

Can you discuss how exactly softskills training help to shape a manager? 

Post pandemic situation, the biggest challenge is how to get back to  in-person working and also fight 

all-round depression.  What is your take on this?  

Softskill training is one thing but  what can one do to self-evaluate  and acquire necessary skills for 

being employment ready and how can B-schools help? 

In corporate, inter-personal management   is the biggest challenge for a leader,  can you give         

instances and solutions? 



                                  WINNING TEAMS ESSAYS 

In the following pages the Peregrine GlobalðSEAA Student Case 

competition  2022  winnersò Essays  are  listed to vive an idea of the 

range and depth to which the  competitors went to  engage with us 

and in the process provide a a vast treasure of information and opin-

ion by the  youth  who will be inheriting the leadership of the future.  


