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INTER-ORGANISATIONAL MOBILITY OF MANAGEMENT
GRADUATES CF SELECTED INSTITUTIONS IN INDIA

(WORKING PAPER)

Athinandan Jain & Jahar Saha

Abstract

This paper provides the findings on inter-organisational mobility of
management graduates {MGs) of selected institutions in India. The
findings arc bassd on 668 returns of mailed questionnaires that were
sent to the alumni of six institutions, including the three national
ones (Indian Institutesof Management at Ahmedabad, Bangalore and
Calcutta) who graduated during thc years-1966 to 1977. [Mobility

has been defined on six dimensions ¢ 1) the number of organisations
worked in the first year, ii) the rumber of organisations worked in
the first thres years, iii) the number of organisations worked in
the first five years, div) the minimum duraption in an erganisatien,
“v) the meximum duration in an organisaticny, and vi) the average dura-
tion in an organisation. S

On the first dimension, it is found that porcentage of MGs who leave
their first employer in first year (also called garly lgavers) is
quits low (7.6%) and this is comparable to what is exporienced in
UsS.A. However, additional 10% of MGs (a total of 18%) worked for
one of the employers in their carger for less than one year. Thus,
the concept of gartly lgavers ncoeds tg be redefined to include the
latter categery too.

On the basis of dimonsions ( ii) to {vi) abovs, a very large propor-
tion of MGs havo been found to have stable careecrs (60 to 85%) and
only a very law proportion of them could be termed as job hoppers
(2 to 12%). These findings are comparable to those of MGs in US.

" We sesk the considered views of the rsaders of this paper for sharp-
ly defining the categoriess of mobility so that the findings on car-
eer progress and mobility of the management graduates could be pro-
perly presented in the final paper. The last section of thc paper
contains a questionnaire for providing this information to the
authors.
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Ever since 1966, when the first batch of students completed the two
yoar Post Graduate Programmes in flenagement, and started joining the
indian industry, institutions offering the programmes and more so the
management graduates have been much discussed and written about. The
career progress and mobility of the management graduates are among the
important points of discussion in a number of formal and infoTmal
forums. However, there has not been a systematic attempt to study

the progress and mobility of the management graduates.

A ressarch project was undertaken for assdﬁging the career orpQrsss
and mobility of Indian Management Graduaées‘(mﬁs) in 1978. In this
project MGs of six selected institutions were studied: i) Indian
Institute of Management, Ahmedabad; ii) Indian Institute of Manage-
ment, Calcuttas iii) Indian Institute of .Management, Bangaloros

jv) XWRI, Jamshedpur; v) Jamnalal Bajaj Institute of Management,
Bombay , and, vi) Department of Management Sciences, Delhi University.
The alumni of these institutions accounted for about 30 to 40% of all
the MGe graduating from about forty management institutions in India

by 1977.

The methodology consisted of a mailed uguestionnaire survey to all the
alumni of the above six institutions and in-depth discussions with
ahout 20 Mapagement Graduates. Tha infommation sought related to
career progress and mobility of MGs including some background infor-

mation of batches 1966 to 1977.

The paper is based on a Ressarch Project;, “Carger Progress and Mobi-
lity of Managmment Graduates of selected Institutions", initiated by
Profs. P.S. Sachdeva, Abhinandan K Jain and Jahar L Saha of Indian
Institute of Manageament, Ahmedabad. Funding provided by the 11m,

Armeardabhar]



This paper describes findings on inter-organisational mobility
based on the mailed guestionnaires survey of the graduates of

batches 1966 to 1977. The purpose of this paper is two-fold:
i) share the findings on inter-organisational mobility

i1) scok inputs, from seluctcd roadors who aré” concorned
- : . . . .

with managemont cducation, which will hoelp us entugos-

rise the managemont graduates on the basis of thi it

dogroe of mobility.

PROFILE OF RESPONDENTS

Of the 2500 questionnaires mailed, a total of 668 usable onas were
received giving a response rate of about 25%. The sample respond-

ents could be described as below:

Ojstribution by institutions:

The sample censisted of 421 (63%) MGs frem ILM, Abmedabad, 116 (17%)
from IIM, Calcutta, and 131 (20%) from other institutions. Of ths
total sample only 21 respondents (3%) wers females and the rest

males.

Distribution of batches by year of graduation:

The batches 1966-1369 form less than 15% of the total sample. FEaeh
of the 1970 to 1974 batches constitute 5 to 10% of the sample. The
batches 1975, 1976 and 1977 each represent more than 10% of the
sample. It also seams to reflect the increase in the size of batches

over 41966 to 1977.

Distribution by specialisation in Management:

More than half of the respondents (56%) report that they have
specialised in general management and about 20% of them have stated
that they have specialised in marketing manugement. The percentage

of the graduates specialising in other areas ls-lower than 10/



Distribution by educational background:

The group, as a whale, has 54/ engineers. The percentages of
people having pre-managemsnt education in 5ciences, #Arts, Commerce

are 19%, 13% and 7% respectively.

Distribution by age:

About half (S1%) the respondents are in the age gToup of 26 to 30
years whersas 205 are below 26 years and the rest are above 30

years. However, only 2/ are in the age group of 40 to 45 yeals.

Distribution by marital status:

Of the total sampls, 61% are married and 39% are single.

MEASUREMENT OF IN TER-ORGANISATIONAL MOBILITY

1t is difficult to evolve a common measure of mobility acceptable
to MGg, their employers, and their educators. This is so because

the perspective from which job changes -afe viewed by the three

groups, and within each of the three gfoups by different sub groups,
differ. The differences sesm to be two-fold: i) the specification
of one of more dimensions on which mobility needs to be assessed,
andy ii) categorising fGs into different levels of mobility on the
specific dimensions. A review of current literature about dimen-
eipns and rules of categorising Més into different levesls of mobi-
lity would be first presented in this section. Some additional
dimensions and rules of categorising would then be proposed. The

section would end with some tentative conclusions on how to measure

mobility.

2.1, Dimensions and Definitions of Mobility Usad in Literaturs

The primary dimension used for defining inter-organisational mobility

of MGs seems to be "pumber of organisationg served by MGs within a

soecified pumber of years after graduatign™. The time frame has

been gperationalised in three different ways giving rise to three

different sub dimensions:
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3 number of organisations worked in first ysear,

: number of organisations worked in Tirst three yzars, and

t number of organisations worked in first five years afisr

graduation.

In & study of mobility of manmagement graduates in US1, the graduates

ware classified as garly leavers, job holdars, job changers ang job

hoppers.

1.

2 .

4.

The details ars in Table 1.

Table 1

_Currantlg usad Dimensions and

Definitions of Mability

. Cateqgory of Mobility

tarly Leavers

Job Holders

Joh Changers

Job Hoppers

Dimension Used

First year after
graduat ion

i) First

after

ii) First
after

i) First

after

i) First
aftar

i) First

after

ii) First
after

fha following doubts emergs regarding

tions:

threa yrs
graduation

-
five yrs.'
graduation '~

three yrs.
graduation
five years
graduation

threg years
graduation

five years
graduaticon

Specific Usfinitipn

Propertion of MGs who
lsave first employer
by end of first year,

No change in orgn.worked for

Unly one job change by
the end of the third year

Uptc two job changes by
the end of fifth year

More than one job change
by the end of the third yr.

Mpore than two job changes
by the and of tha fifth yr.

thase dimansions and specific defini-

a) Should the mobility be assessed only upto first five years after

graduation? Particularly when for somp batchas thg wark life

has been longer than five years after graduation?

,i-Stael, Jobn £. and Ward, Lewis 8. "MBAs t Mubile, well situated,
" and well paid", HER, Jan-feb. 1974, pp. 99-110 and Da Pasguale, John A .
- -gnd Lang, Richard A, "Job Hopping and the MBAY, HER, Nov .-Dec., 1571,
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b) Should the definition of “garly lesvers” ba restricted to
those leaving first empleyer in less thaﬁ?ﬁ yaar? Or it
should also include those who leave an employsr in their

career before complsting one year?

c) Should the " job holder” category include those wha have

changed upto one job hy the end of five yzars?

d) Should the "job changer" category include thoss whoy
) one two
i) changed/, or jobs by snd of three ysars; and
ii) ehangad f?éilth%ggg by end of five years?

8) Should the "“job hopper" category include;

i) those who changed even ona crganisation o?
more than one of moTe than twa by /end of first [ the
three years? and,

ii) those who changed even two organisations or more
than twop of morfe than three organisatione byfend/ the
of first five ysars?

2.2, Additignal Dimensions

the
The major concern in literature ragarding/ definition of mobility seems

-to be on number of organisations served during a pre-specified period
{first one year, first thres years, and first five yeaT ). However, tha
discussion of the same reveals a deaper concaTh frgﬁ@&tant af contri-
bution that an MG makes, over the specified period, to his own deve-
lopment and/or to employing organisation. In our view this could bs
petter roflected if the dimensions and definitions of mobility axrs in
ﬁarms of time spent with an organisation. Three atidit ional dimensions

for measuring mobility are proposed:

D4 ¢ Minimum duration with any organisation : This dimension would

be able to help in classifying Cs particularly In two groups.

i) Those who have spent mora than % Hhceeptable minimum
peripd with all the prganisation; worked - to make posi-
tive contribution. Such MGs could ba classed as "stabls".



ii) Those who have had less than one year with at least one
organisation in their career. This would be an extension
of tha 'early leaver' definition to time period beyond the
first year.

DS 3 Maximum Buration in an aroanisation : This dimension has the

advantage of much sharply defining the "job hoppers'. For example if
the maximum period spent im any organisation py 2n MG in his career
is below an acceptable minimum, he could definitely be classified as

negat ive contributer or job hopper .

De 3 Average Duration in an _organisation 3 with appropriate accept- ~

able cut offs on average duration, the MGs could be easily classified
as net negative contributor (job heppers)} zero contributors (job |

changers) and positive contributor (job holders).

it may be roted that these three dimensions (D4, 05, and D6} would be

more applicable to MGs whose work life is beyond three to {ive years.

2.3, Conglusions on Oimensions

The academic institutions reguire the agsessment of mobility of fGs,
across different batches to adjust théir admission process; COULSEs,
and placemant services. Howeuver, the formulation of strategies and
actions on the part of fiGs and employers reguires agsessment of mobility
over the entire work life of iGs. The first three dimensions based on
job changes in specified time periods after graduation seem to primarily
provide informetion for comparing mobility across batches. The later.
three dimensions (D4, D5 and D6} are likely to provide information of use
primarily to MGs and gmployers. Three specific aspects need to be ncted:
i) By using the dimension of minimum duration in an organisation
(D4), it would be possible to segregate those who left at least

one job guite early. The reasons, when analysed can provide guide-
lines to employers as well as MGs for evolving appropriate ac-

+

tions/strategies so that such situations are minimised.

. i1) Oimensions D4, D5 and 06 (based on duratlon with organisations)
would be useful to understand mobility of MGs who have had more
than three years/five years woTrk lifa.



iii) Dimensions D1, D2, D3 (based on rumber of jobs in first one,
three, and five year) would be more useful for Mis having
such work life.

iv) Inter batch comparisons of mobility could be attempted
along @1l the six dimensions.

SOME FINDINGS ON MOBILITY

3s1. Number of Organisation Worked Till 19782

The first dimension selected is the number of organisations worked
£i1] 1978. This summarizes the data available for analysis and it

is given in Tahld 2. Among the 667 management graduates of 1966 to
1977 batches, 409 (61%) continued to work with their first employer
4An the middle of 1978; 167 (25%) were working with their second emp-
loyer (one job change); 71 (11%) are with the third employer 11 grad~
vates (2%) were with the fourth employer, and five (1%) with the fifth

employer .

$ome broad comclusions that can be drawn from the Taple 2 are:
r
a little over three fifths (61.32%) of MGs have.not left their first

employer after graduation.

3.2. Number of Organisations worked in First Year after Graduation:

It is widely belisved, both in U.S. and in India, by all concerned
that in the first year of first employment the G is not a net contri-
butor to the company. In fact, an employer is likely to invest more
in a0 MG during the first year than what the employer gets from the,
graduats. Many also feel that one year probably is too short & period
for the MG to learn about the company. #mong the 661 management grad-
uates, of all the 12 batches (1966—1977) who responded to tha survey,
92.4% (611) continued to woTk with the first employer uhereas 7.6%
(50) left their first employer by the end of first year of their
working. If we compare the MGs across the twelve batches, tﬁe per-
centage of MGs who were with the first organisation at the end of
first year varied from & low of 87% (1972 batch) to a high of 100%
(1966 batch though the sample size here is small, only 9). for most

batches the percentage varied from 90% to 06%. No perceptible trend



Tablg 2
MOGILITY OSTATISTICS OF MANAGEMENT GRAOUATES IN THE MIDDLE OF 1978

In the middle of 1978 :

L Number and percentags of bateh with Total

Batch First employsr Second Employer Third Employer Fourth Employar Fifth employer Hot spec.
No. & No. B No., & No. % No. No.

1965-69 31 39 20 25 2 25 3 4 4 i 3 80
1970 28 55 15 2% 4 a 2 4 1 1 2 51
1971 25 47 15 78 11 2 2 4 - - - - 53
1972 28 46 19 34 12 20 2 3 - - - - 614
1973 41 61 8 27 7 1D A 2 - - - - 67
1974 33 54 18 30 e 16 T - - - - - 61
1975 46 63 22 30 5 7 - - - -~ - - 73
1976 g2 78 22 21 1 1 -~ - - o~ - - 105
1977 95 81 18 16 1 1 - - ~ ~ 1 1 116
Ali batches 409 61 167 25 71 1" 11 2 5 1 4 1 667

e ]

Percentage rounded aoff to nearsst whole number.

2l



was visible over the twelve years on this dimension.

compare quite well with some studies af MBAs in U.S.

This rasult

In one of the

large studies, the percentage of MBAs lsaving first smployer in

ohe ygar was found to have increased from 7% (1947 batech) to 14%

(1967 batch).’

Table 3

NUMBER OF ORGANISATIONS WORKED IN FIRST

12 MONTHS

No. of organisations
worked at the and of
first year

One
Twe

Thrae

Respondents
(=661}
No. .
611 92.4
45 6.8
5 0.8

LI
Thus on the whole, the roblem of sarly leayebs (those leaving the
first employer within one year) is not very ssvere and is quite
. comparable to the MGs in USA. This is neither getting aggrevated

nor showing any improvement over the years.

343, Number of Drganigatiohs Worked in First Thrge Yearss:

This dimension has been used in one of the studies to classify MGs
into "job holders® {those who do not changs even one emplayar), job
changers {those who changed only one emploper), and job hoppers

(those who changed at lpast two employers, i.e., working with at least
 the 3rd employer)s. It seems, if an MG has not chamged the first
organisation for three years, he would have made net positive con-
tribution to the organisation as much as he wpuld have benefited from
the organisation. On the other hand; one with the third or fourth

smployer may bs in the same category as those who left their first

2Staels, John € and, Lewis B, 'MBAs : Mobile, well situated, well paid'
HBR, Jan"Febo 19749 PP 49"’110.

John A. De Pasguale and Richard A Lange,; 'Job Hopping and the MBA,
HBR, Nov-Dec. 1871.

3



employer within one year and hence it has been a loss to the employ-
ing organisation as well as it has been detrimental to his own

development .

The analysis of the data on this dimension is done for batches from
1966-1976 (i.e. the respondents who had three or more years of work

life by 1978) and is presented in Table 4. Of the 441 MGs, 291

(66%) continued to work for the first employer for the first three
years., However, 119 (27%) were with second employer, 28 (6%) with third
employer, and 3 (1j) with fourth smployer at the end of first three
years of their working life. Thus, 66/ could be termed as 'jab holders'

and 7% as 'job hoppers'.

Tahle 4
NUMBER OF DRGANISATIONS wORKING IN FIRST THREE YEARS

No. of organisa~ Respondents

tions worked by snd (n=441)

of third vear Ng . %
One 294 66
Two 119 27
Three 28 5}
four or more 3 1

Of the 10 batches analysed, the percentage of MGs with the first
employer varied from a low of 48 (1969 batch) to a high of 78
{1966 batch, though the total bateh size is small i.e. 9). Except
these two extreme batches, the figures for the rest of the eight
batcties varied between 62 to 74%. Neo parficular trend could be

noticed oyer the period.

On the whole, it seems that two third of the MGs stay with their
first employers for at least three years. This implies that ﬁhe
majority of the management graduates do net find thedir first job
unsat isfactory. Only a small percentage of the graduates (7%)
change at least two jobs in the first three years in their career

after the management education.



10

3.4 Number of Organisetions Wworked in First Five Ygars:

This dimension has been used in both the large studies of US MBAs
guoted above. ue propose the follouing set of definitions to
interpret the dataj

i) Those not changed even one employer 2 Holders
ii) Those just changed one employer s Stable
iii) Those who changed two employers ¢ Changers

iv) Those uho changed more than 2 employers s Hoppers

The rationale for designating category (i) is obvious. Those who
are with the second employer at the end of first five yeals are likely
to have worked on an average for a period of two and half years with
an organisation. Thus, poth MGs and employers would have benefited
from this association. Those who are with the third employsr at the
end of first five years are expected to have worked for a period of
one year and eight months with an organisaticm. They also would havs
learnt as much from the organisation as they vould have contributed
to the organisation. The last category of perscns can sasily be
termed as Job heppers, and are likely to have wasted their cwn as
well as their employers' time and effort. On this dimension, we
examine the respondents who have had work life of five years oT

moze (i.e. 1966 to 1973 batches. Of the 305 respondents, 168 (55%)
were with tha first smployer at the end of first five years after
graduation. Howeuver, 96 (32%) were working with the second employer,
33 (11%) with thire employer; 6 (2%) with the fourth employer, and
two (1%) were with the fifth employer. Thus, 55% could be termed

as 'job holders', 32% as 'stable', 14% as 'changers' and 3% as 'job
hoppers' . This analysis is shown in Table 5. Thesa findings are

gimilar to those of MGs in USA.
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Table 5
NUMBER OF DRGANISATIONS WORKED I8 FIRST FIVE YEARS

Category of Nop. of orga- Indian management

Mobility nisations worked gqraduates U.5. gradua-
by end of first ALl Inst. (n=305) tas of 1966
5 years No. % Qgﬁgp

Job holders Cne 168 55 56

Stable | Two 96 32 32

Changers Three 33 11 10

Job hoppers Four & Five 8 3 2

— i i e—

3.5. Minimum Our ation in an Organisations:

Some helieve that an MG must woTk with a company at least for some
minimum duration to get some useful gxperience. Also, to contribute
to the company an MG must stay with the company for some specified
number of ysars. In Table 6, we present data on percantage of res-
pondents for whom the minimum duration in a job in their career was

5 months or less, 6 to 15 months, 16 to 25 months, and more thean

25 months.
Table 6
MOBILITY BY MINIMUM DURATION IN AN ORGANISATION
{Batchas 1966'75) g
Minimum Duration in an organi- Percentage of respondent
sation over the Caresr in the category (n=440}
Upto 5 months 9
6 to 15 months 20
16 to 25 months o 10
More than 25 months 61
4

Same as foot note 1.
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The table shaws that 61% of the respondents stayed with each of the
organisation served in their career for at least 25 months. Thera
would bes difference of opinion as to whether or not this is satis-
factory to designate these 61 as job holders or stabla. However,

it would be difficult to class them as job changerls .or hopsers.

A significant aspect emerges if the rest of the data on this di-
mension is compared against data on the number of organisations
worked in tha first year after graduation. It has been found that
whereas only 7.5% respondents left their first employer in the first
year, the minimum duration in an organisation was only upta five
months for 9% (39 out of 440) respondents; and for another 9% it
was from 6 to 10 months (41 out of 440). Thus, a total of 18% res-
pondents wofked in an organisation for upte 10 months. This analy-
sis implies that for assessing the mobility patterns of MGs, the
organisat ion switching behavicur in the first vear of their career
alone may not be worthuhile as several of the btudies have done.

It may alsp be pecessary to study whether in lager crganisations
too the period is small and then assess the attendant reasons for

such mobility.

Jeb« Maximum Duration in an Organisation:

Irrespective of the position of an MG on other dimensions, if he

has spent a significant portion of his work life with one organisa-
tion,on the whole he is likely to be a net positive contributor both
w0 the organisation and would have himself benefited from such a
stday over his carsesr. On the other hand, if the maximum duration
in an organisation over his career forms a small portion of his work
life or below a threshold.level, he may be a net negative contribu-
tor in all the organisations where he worked and might not have gained
much himself. In between these two classes of MGs would he the
third category. For the purpesss of presenting the findings on this
dimension, we have tentatively decided to use the following cut off

puinks as prasented in Table 7.
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Table 7
MAXIMUM DURATION ON AN CRGANISATION (@QICHES 1966ﬁf75}

Catsegory Max imum duratiom in any organisation Percentage of
Respondents
All respondents

s p—————

1« Jab hopper Upto 35 months or less than one

third of working life, whichevsr is

less 2
2. Job changer More than 35 months but upto 60

months or between 1/3 and 2/3 of

Wworking life 24
3. Job holdser/ More than five years or 2/3 of

Stable working life whichever is less 76

According to the above data the real wastage turns out to be only 2%
whersas on the whole 76% of MGs must have had actually satisfying
careers on the whole and may have made signiffcant positive contri-

2y

bution to at least one organisation. S

3,7, Average Duration in_ap Organisation:

We categoriss each respondent in one of the three groups. A res-
pondent is placed in the first group (job hopper or net negative
contributor) if his average tenure in an organisaticn has been upto
30 months or less than one third of 'his total working years (which-
pver is less). A person is grouped in the second group ( job changer )
if hjs average temure in an organisation is between 31 months and
.45 months or between one third and one-half of his total working
period. If the average duration is more than 45 months gr half the
working life for a respondent (uhichever is less) he has bsen placed
in the third graéup (Job holder/Stable). The cut offs used are
somewhat arbitrary, but they give some idea as to what extent the
MGs and employers may have been benefited from the associat ion.

In Table 6, we give the analysis.
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Tagls 8
RUERAGE TENLRE IN AN ORCaNISATION: PERCENTHGE OF RESHONCENTS
{2atches
Category Avarags Duration in an (rganisation Percentage of
Respondents in the
category | n= )
1. Job hopper Uﬁtu 308 months or onse third of
working life wnichever is lass - 12
2» Job changer 31 ta 45 months or between one
third and half the working lifs
uvhichever is less 18
3. Job holder/ More than 45 months or an half the
Stable work ing life, whichever is less 72

Table 8 reflects that 72% of the Mis have had a carser whnich is
mutually rewarding (for employer as well as MGs). The MGs in the

second category topo may have at least brokenm egven In terms of their

own learaing as well as contribution to the employing organisation.

The first catecory (12%) includes those who change jobs more often

than the others.

CONCLUSIONS

4,1 Early Leavers:

There iz no reason Lo worrly about proportion of sarly leavers among
MGs in India. Only 7.6% of the respondents were sarly leavsrs L.e.
those who left their first emplayer by the end of first year. There
was ro incre@efng pr decreasing pattern on this dimension cver the
twelve batches (1966-'77). Also, this compares guite well with

the results of studies on MBAg in U.S.A.

4424 Intar-Organisational Mobilify:

4,7.1. Job holders/Stable: It is noted that about 60-B5% of the MGs

are found to be positively contributing to the employers. Thus, a very
large proportipn of Indian MGs could be termed as having stable careers.
This is caoncluded on the basis of the five dimensions of mobility as

discussed =marlier in detzil, Tha summary of the findings is as follows:
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Jimension
1. No. of organisations worked
in first 3 ysars

2. Noe. of organisations worked
in first 5 years

3. Minimum duration in an orga-
nisation

4+ Max imum duration in an grga-
nisation

S« Average dutation in an arga-
nisation

E@tegorz

Ore

Une or
two

fore than
25 months

More than
5 yI's or

2/3 of work
life which~
ever is less

Mora than
45 months
or 4 the
work lifa

whichever is

less

%age of resp.

Batches in this cat.
1966175 66
1966-"72 87
196675 61
1966--'75 71
1866-'75 T4

4.2.2. Job Hoppers: The percentage of 'job hoppers’

r

or those who

could be termed as net negative contribytors was significantly small

on all the five dimensions .

It varied from 2% to 12% on the five

dimensions of mobility (summary of findings on the five dimensiaons

given bedow)
Dimensions

1. No. of organisations worked
in first 3 ysars

2. No. of organisations worked
in first 5 years
3. Minimum tenure o a job

44+ Maximum tenure on a job

5. Average tenure on a job

“ategorz

Four

Four/rive
Less than

8 months

Upto 25
months

Upto 30
months

Hage of sample

Batches in the category
1966-'75 3
1966~'72 3
1966~'75 9
1966-*75 2
1966-175 12
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402434 Overall Assessment: Cn the whole, thersfors, the problem of

Job switching among Indian MGs dsfinitely does not seem to be alarming,
and is alsp gquite comparable to their countsrparts in U.S5.A. On the
other hand, a very large proportion of them are definitely contribut-

ing positively and can't be really termed as mobils.

4.3 Redefinition of Early Leavers:

In conducting research on mohility in general and that of Mos in
particular one needs to redefine early lesavers. The current defini-
tion (organisationchanged within first year after gradustion) needs
to be broadened to include those who leave any organisation during
their career in less than one year. The findings of this project
suggest that the broadened definition would include at least 18% of
MGs as against 7.6% so defined according to the currently accepted

definition of early leavers.

L
REFLECTIONS ON MEASUREMENT OF MOBILITY AND PREGRESS OF MGs

Managers with post graduate qualifications are a recent addition fo
the pool of managers in Indian organisations. Their career progress
and mobility patterns are of concern to MGsrthemselues, their smploy-
ars, and the institutions offering such rormal education. Possible

concarns of the three groups could be as follous.

5.1. Concerns of MGs:

From the point of view of an MG, inter-porganigsational mobility would be
viewed primarily as an instrument to achieve his desired future career
objectives. However, Mis as a professional group mey alsp be interested
in understanding the bpoad relatiomships betweern mobility and career
progress. They might like to take steps as a group and as individuals
so that the total contribution of MGs towards the smploying organi-
sations as well as their own development is optimised. Therefore,

two kinds of assessments may be useful to them:
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i) Relationship between different ievele of mobility and of
career preogress achieved at the and of specific number of
yegars after graduation.

ii) An assessment of level of centribution made by os over a
span of their career to smploving organisations.

5.2. Concerns of Employers:

An individual employer would be interested in assessingrthe net
contribution of all MGs employed by the organisation from time to
time for deciding whether to continue recruiting M As (whether fresh
or experienced) through an assessment of contributions of individual
MGs. Besides, as patrons of management education, they would also
like to assesss net overall ceontributions of managers with formal
management education. Their views as well as objective assessment
of mobility and contributions of Mos would be a major input to MGs
as well as educatignal institutions for takng,u corrective zctions
on dysfunctional aspects of mobility as me;l as ‘reduction in mobility.
While the objiective assessment of career progress of MGs would ba.
attempted through the information received from MGs,; views of orga-
‘nisations about defining categories. of mohility and the attendant
assessment of net positive, zero, or negative contribution is being

sought through this paper as gutlined in the next section.

5.3, Concerns of Educatipnal Ingtitutions.

Educational imstitutions would like to assess career progrgess and
mobility so.as to influence both the employers as well as MGs towards
what is desirable in terms of overall contribution to managsment
practices. They probably would like to define an ideal level of .
overall contribution, career progress, and mobilityf Views of acada-
micians on mobility are being assessed through this paper as outlined

in the next section.
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6. REQUEST FOR HELP

The need cf nature of inFormation to 2sssss motbility as outlined

above in detail could be grouped inteo thras broac dimensions:

i) Cut-offs on number of arganisations served by the end
of specified period of time after graduation to cate-
gorige MGs into Job Hoppsrs, Job Changers, and Jab
Holders {Stabcls).

if) Cut offs on duration of service with an orgamisation
(minimum, maximum, and average) during the career of an
MG so as to categoriss him as net positive contributor
{stable or Job Holder}, net zero contributer {(Job Changer),
and net negative contributor (Job Hoppers).

iii) Assessment of net. contribution, probably in an index
form, for varying duration of service in 2n organisation
by a fresh or experienced MG«

Some farmats have been devised to obtain this jhformetion and attached
with thie paper. The authors would be grateful o the raader if

these are filled and returnad to the authors at an early date. Once
this information is received, auchors would classify the sample of

MGs into appropriate mobility categories and put the findings of

not only mobility but also carser progress in @ propeT perspective.
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MOBILITY OF MANASEMENT GRADUATES

Nuestionnaire for Assessing Views of 3slected Employers,
Manaqgement Teachers anc Management Graduates

Three broad categories of mobility are defined as follows:

Jdob Holder/

Stable 2 An MG whose contritution tg the employ ing
organisations is significant more than the
inputs by the organisation (s) served by him,

Job Hopper P An 6 in whom the inputs made by the employer
would be significantly more than the contribu-
tion of the MG to the organisation.

Job Changer ¢ Lategory in between the abovs two.

1« Views on Defining Mobility on the Basis of Number of Organisations
served by a gpecific time After Graduatiom

1.1+ If at the end of first three years after graduation, an MG is
with the n th (1st, 2nd, etc.) organisationg . Please provide your
assgessment of the category of mobility te Uhieh he belongs. (Currently

8ccepted definition is provided for your help) .

MG at the end of 1st
three years after

[raduation Gurrent Lefn. Your Proposed Defn.
1st organisation itself Holder

2nd organisation Changer

3rd prganisation Hopper

4th plus organisations Hopper

1«2+ If at the gnd of first five years after graduation, an MG is
with the n th (1st, 2nd; etc.) organisation: Pleass provide your
8ssessment of the category of mebility to which he belongs
(currently accepted definition is provided for your help).

MG at the end of 1st
five years after

graduation Current Defn. Your Propgsed Defn.
1st organisation itsslf Holder

2nd organisation Changer

3rd organisation Hopper

4th organisation Hopper

ath plus organisations Hopper
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<+ Views on Defiping Mobility on the Basis of Dutation in an Organisation

2.1 MGs who have had more than 3 years work 1life after graduztion,
could be classified inte the three categories of mebility, namely ,

Job Holder, Job Changer and Job Hoppar. Please define these categories
of mobility on each of the three dimensions listed in the table bolow:

Categories _ Gimensions .

Maximum duration Minimum duration Av. duration ir
in an orgarisation in an organisation an organsn.

——

Job Holders:

Current definition More than 5 yrs. or More than 2 years More than 45
2/3 of working 1life months or one
whichever is less half the workin

life,; whichever
is less

Your proposed defn.

Job Changers:

Lurrent definition  ilore tham 55 months 7 months to 2 yrs 31 to 45 months
but upte 60 manths or betwsen 1/3rc
or betwean 1/3 & 2/3 and half the
of working life working life

whichever is las

Your proposed defn.

Job Hopperg:

Current definition Upta 35 momths or Upto 6 months Upto 30 months
less than 1/3rd of or 1/3rd of
working life, working life
whichever ig legss whichever is

less.

Your proposed defn.
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3. Visws on Net Comtribution

Pleass assess net contribution o an MG who joins an organisation imme-
diataly after graduation or with specifisd experience and legaves the
organigation durimg the particular time period after joining. Pleasa use
a scals of -5 to +10; wherey

~5 2t Maximum net n2gative contributiecn

410 -1 Maximum net positive comtrivbution

And worked in the greanisations for

MG Joined witn Six months 7 months to 2 2t 3 3 to 4 4 toB ifore
or less to 1 yr. years years years yearls tha®
years

No exparience

Uptg 1 yIr. 8x.

Loto 2 yr, ax.

dptg 3 yI'. X,

More than 3 yr.
gxperisnca

4, Any cther comments on Defining Ffobilitys:

PLEASE PROVIDE SOME DETAILS ASQUT YOURSELF

i) Are you (tick the relevant box) : Ap employer /__/ An MG /_/

A faculty memher /
ii) Name & address of the erganisa- ' _
tion served gurrently by you 3

e

iii) Your Dasignation

iv) Your name (optional)



