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Abstrac® this paper is part of a doctoral research work conducted to identify a proper business excellender rivizdeitius.

As it involves a deep probe into the human aspect of an enterprise a qualitative approach has beebtasehsights of the
model to be used. The stakeholders are people involved in the business excellence award competition.lHsyistddy the
business excellence model based on sustainable human capital redoespéeyy in view the triple bottom line aspects of the
enterprise namely economic, social and environmental as well as other major aspects of leadership stratémys, ope
marketing, information management and resi8isch original insights will be useful for academicians, enterprises and scholz
of business excellencAll the criteria for a good qualitative work has been observed,
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Definition of Business Excellence

1. Introduction Business Excellence models are used worldwide by
enterprises for selissessing themselves, benchmark with
The world is constantly changing and with the advancementathers, especially competitg and adopt best business
technology, the tradéberalisationpolicy of WTO bringing practices to emulate good performing ones to improve the
down the barrierdo international trade and converting thelevel of their enterprises. Several academics have provide
world into a global village, the pace is becoming mordifferent definitions and frameworks regarding the BE
pronounced. Survival in this environment calls for moreoncept. One of the most revered definitions is thathef t
vigilance, creation, innovation and a constant eye on the géauropean Foundation for Quality Management (EFQM),
of competitiveness. Many business paradigmre being whi ch defines OExcellencebd
guestioned. Mauritius, like many countries, has alsbusi ness excell ence) as the

guestioned its business excellence model. The whdiee organisation and achieving results, all based on a set ¢f

effectiveness of the MBEA was being questioned. Sudkight fundamentat oncept so6 and its f
guestioning is not only crucial for the custodians, it is alsgour organisation towards achieving success exist in variou
important for the Goveiment, the support institutions andf or ms across the worl do ( EFC(
more importantly for the businesses. They require guidance on . . :
which mF())deI toyfollow. The MBEA mode)ll is cllot e?fective if 8verVIeW of important Business Excellence Models

major constraints are not addressed. Indeed, it is observed fthiaé Deming Management Method (DMM) of improving
the blooming of the local Mauritiabusiness landscape to thequality was develogd by the US Scientist W. Edward
excellence level was impeded by indigenous fundament@keming, based on the experience he gained in teatiengse
problems, like lack of finance and insufficient infrastructurepf statistical techniques for monitoring and improving
but the main one being navailability of manpower for industrial processes to top managers, engineers and flog
further development and a general lack of motivatiol a workers in the Japanese manufacturing industry.
belongingness to the enterprise. This bears heavily on tBeubsequent | vy, the Japanese
competitiveness of enterprises. Mauritius being a small islatige first globally known business excellence model in 1951 to
state with limited resources, the problem takes moignour DrDeming. Malcolm Baldrige Model and Malcolm
significant proportions. Baldrige National Quality Award

Nowadays, for many modeand Thé Maltdne Bakirige nibdelisscbgniseths thei bésknbwn O

more preciselysustainable human capital resourc@arney, excellence model in the world. It is the pillar of most of the
1991) has become @rerequisitefor the perennial success of models used in the world. The Malcolm Baldrige National
an enterprise. The concepQuailsiutsyt aAwaarbd liintyrctodhhae d tmerc
important, if not crucial. The concept sustainability as defineldelp organizational processes, capabilities and results,
by the Wortl Commission on Environment and Developmentacilitate the communication and sharing of best practices and
(WCED, 1987) was originally meant for the protectmfnthe serve as a working tool for understanding and managing
environment However,the concept is being used in all otheor gani zat i on g@NISTp2815) or mance. G

aspects of life including the management of an enterprise. The Australian Business Excellence Framework (ABEF) (SAI

The main concerns of enterpigsreto carve out a model that Global, 2010) was developed in 1987 and was iaspiny
will result into satisfying all its stakeholders, preserve thether leading international models such as the EFQM
profitability of the enterprise in the short term as well as in thExcellence Model, Baldrige Performance Excelleficieria,
long term, thus maintaining its sustainability. Severadnd the Singapore Quality Criteria.

researchers have adopted differenprapches tdooking at
this issue. Ardichvili (2012) and Freeman (1983) hav
advocated that sustainability of human resources to t
business is essential. For them, traditional human resourcse of the important models is that ofdidael Porte (1985).
management has to be revisited and the human sustainabilitye industryi based view of a competitive strategy of a firm is
agectbeseriously considered. Talwar (2009) presented a neattributable to the seminal work of Porter (1985). Barney
approach based on human values. He proved that those aspects9 91) regards Porterds wor K
coming from the Vedic teachings (Talwar 2008) are crucial iadustrial organization (D) economics, as theingle most

g/lodels contributing to sustainable capital resources
Rgpects

preserving the sustainability of an enterprise. Confuciugii nf |l uenti al contributiono t
(Gallagher& Rarc, 2001), Younis (2009) and VivekanandaAccording to Porter (1985, p3), the competitive advantage
(Ranganathanada, 1989) have stressed the importancefioh gainso v e r its compet i tvauedg i
human values and spiritualism in business management. cr eates for its buyers in e

The above approaches have never been used to investigateI the® -

appropriateness of the BE model used for Maus using the Barney (1991) developed the resoubased view (RBW) to

sustainable human capital resources (SHCR) approach. compensate for the absenoé an indication ofthe use of
resources in the Porterds mg

2. Literature review . ) . .
potential of several firm resources for generating sustained
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competitive advantage, he identified four empirical indicator§,he qualitative investigation is meant to gige insightful
namely valuable resources rare resources, imperfectly view on the necessity of having a BE model whghbased on
imitable resources and moibstitutability (VRIS) sustainable human capital resources. Enterprises, top

. . . . . ersonalities and trade unionists, 16 in Table 1 all form par
According to Elkington (197), sustainable business is thegf the stakeholders that will provide this framework. This

new managerial paradigm for the next century. According tQ ... :
him, 2 business is sustain (?léalltatlve eXﬁrmse hals ildop eq both the phenom{anglogyk%l:

. ta unded theat VaStizorelidal framiew
bottom Ilineo of e ¢ 0 n o mjudity, p I Oprege ey approgcy (S, a MEgIEHIed; TAMEeWo
and social justice. The three dimensiong tripleebotﬂorﬁ de%ved?u?tlmateﬁy%n'/en tﬁaf'the var!8us EBfisthuctd have to be
[ rasednterreléted and to be able to achieve them, he sth oretlcally s.ound. Accord_mg to I__|ncoln gnd Culi8s),

’ four criteria for evaluating an interpretive research work

Fhat the business requires a revolution of thinking and acting credibility transferabilitg, %e endabjzit ~and
ve be

in no less than seven dime Qoﬁfiirm%B?IiPy. Thers]eoa‘g&ctsah n kept In Ridw thH

are, markets, values, transparency, “tfele tedinology, recorded interviews, labeled transcripts and consent forms
partnership, timgerspective and corporate governance.

S

(9]

Wyne Mc Phee (2014) developed a new sustainability model
for the firm. Wyne Mc Pha 4h &Fndingssed Porterés Value Chalin
a base whereirhe has added the dimension of sustaining
activities like people, relationship, systems, ideas andhe texts in the transcripts were then coded with the use of
infrastructure, factors which are not directly linked to thélvivo 11. The questions put to the companies were about
product life cycle but can create value directly by valuevhat they think should be done over and above the usugl
creation. Mc Phee created an important concept on how besiness practices (the criteria used for MBEA) to remain

sees sustainability of a firminthelpn r un: f or dxdellent aspetiallyn mefaion to their human capitalThe
situation (Value) in the long run will depend on its Margirindividuals were asked questionscaading to their personal
(profit) and the Reputation it creates. experience to gain more insigftheir replies are given below.

Thom, Zaugg and Blum (2001) developed a madeerein The codes will be expressed in italics with invertaanmas

they identified three pillars responsible for sustainable human
resources mamggment. The three pillars anerki 4.1 Co Aas

Paul Gollan (2006) presented a model depicting major factof® Aas which is a 15 years old garment making company
which influence andare the outcomedf HR sustainability owned byMrs. C is a past Winner of MBA in the Small
namely employee consultation and  nvolvement category. Five codes have been created. The procedure hgw
organisational changework-life balance career develpment the themes SHCR andubthemeshave been obtained is
& organisational learningworkplaceinstitutions& systems explained below.

The Theory of Planned Behaviour (TPB) (Cavagnaro and Figure 1, as it will be the case for the other stakeholders, thf
Curiel 2012) provides a better insight of the behaviour of amame of the company appears on the page |- jo. On the
individual, in this case within the firm. According to the TPBJeft of the page logo are the circles which represent the codes

anindvd ual 6s behaviour i s t hecreatesran the trarscrigt angl /which rhave arrowes nabellen| n
perform that behaviour which in turn is influenced by threeodespointing to the page logo. These (circles) codes are
factors namely;t h e individual 6s apladed Merticdllg to thie efivad thedpage logdy @©n the left of the

behaviour, subjective norméperceived social pressure tocodes column, the themes that have been identified are those| 6
perform or not to perform théehaviour) andperceived constructs identified in the Literature Review nam8KCR
behavioural contral An important aspect to be understoodvhich compries Economic Social, and Environmental
among people in an enterprise is the human need. Maslow bapects at Enterprisdevel, Economic, Social and
been able to define the hunBEovironmenmbbpectsaamndndiyidudl hlevel, iLgddership,o | [0 g i
needfisaf et yodo ne e dselfa@ualisation | n e Btrdtegy, n d Operations, Customers Information

1J\/Ianagement. The Results aspects are included in the

The Three Levels of Sustainability (TLS) framework Oconstructs themselves. The arrows that link the Themes to the

Cavagnaro and Curiel (2012) forms the backbone of F%odes are labele€hild. SHCR whichincludes the three

expected sustainable framework that emerges from the varigus . ; : S
literatures aspects economic, social and environmental at individual angl

enterprise level will be in the third column dretleft.
The 1SO 26000 (2010) Framework goes a little further that t . : o .
. ! e strong points noted for this company are that it is keeping
other models and covers implementation as well. The IS 2 . :
It ¥o rik e r s as thep gabary is googthe Director
26000 (2010) Framework not only shows how to ensure the . =~ - ; "
! aintains i Fami |y at mosphertbereisn |t h
balance of profits, people and planet but suggest ways 10

. 7" AiNo | ab o uras mastrohtbevweonkeds have over 10
execute and attain thedmlances. ISO 26000 (2010) is a Dy
crucial addon that guarantees the successful realisation offaS @ resvice s the companyas such they become a

’a ) N .
sustainable human resource BE model. ADedi c at eahd thad (shejber Leadershigs always

i Ent h u sThesewoids (i italics) become the five nodes
c

3. Methodology reated. WOhé&ens iéha fesuly ai the good
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Figure 1: Nvivo codes for Co Aas \_/ o e ‘ .
salary paid to them by the temprise and good salary when *f;ﬁ' -
viewed in the triple bottom line aspect of the company fall e
under the Economic aspect. Since it is a general practice of 1 ‘
company it is considered to be taken at the Enterprise lev “‘Z
That i s why i tWoh&=sr b asrida php g W,
themeEconomic Enterprisevhich obviously comes under the 4 phengy
themeSHCR. P,
This process will be the same for all other codes an - ’,"‘_,)‘ )
stakeholders. However as mentioned in Chapter 3, it is ti ke A
researcher that will have to ensure the mostairant step === (") )
namely the code identification. P, o, AR
4.2 Co Nap

Figure 2 : Nvivo codes for Co Nap
Co Nap which is owned bir. N for more than 20 years is

! . The Leadership aspect of the company also shows intenge

also a past Winner of MBEA in the Small category. The 18,man aspcts. The owWer y épstiakas e

codes (first column left to the logo in Figure 2) that have bed¥ell as human as he isgood practitioner of the values of

) o Islam. Values at the level of Leadership are the backbone of

extracted show that the company is strong in its Customefge syccess of an enterprise. According to Cavagnaro & Curie

Leadership and Social (|ndi\/idua| and Entqge)' aspects_ (2012), COI’]fUCiUS, Yusiand Vivekananda Spirituality should

permeate Leadership. This is a key hypothesis for thig

It is to be noted that all these codes here relate to the hunigfearch. Everything starts with leadership and if leadership i

not geared toward sustainability of the human resource in ap

aspect in the enterpriWsrkers gyl BriseCtieMiPifndund tdfésiduiies dndlefen filure.

h a p by aatering for each of the social need of trkers In this case, these Leadership qualities are accompanied byja

) L constant |drniowen itsadmilp ddministrative
and ev e nFopdricothein oreFridags. Such mga s d &8yment of salary through banks), its firm
will make the workers engaged and motivate them to work fé b j € ¢ tSustae the enterprise i n t he | ong
_ _ " succession, allows other generations to earn a living and
the company (Gollan, 2006) and will contributesustaining recoopinvestments cost and debts.
human resources in the enterprise. As shown by the various codes, the enterprise display

aggr e Mai ke t{Glstognér) attitudes, it is not only

fiClose toits clienso , but it al sans, s f f|e

Y

fiProactivewi t h i ts clientso. |t

t ak e sk etehdeb aft k f r osemouslyt ad kedps & 1) t

g o oHistoficso f ¢ |. Toedo this tbe enterprise not only
needs good Leadership but afsmple in the enterprise should
be able to make these happen. Without a dedicated and
motivated labour (Gollan, 2006), (Maslow), (Cavagnaro &
Curiel, 2012) such aggressive marketing is not possible. It is
an example of the effect of sustainable humanuess on
Marketing.
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a. CoTop Figure 3: Nvivo codes for Co Top

Co Top, an 18 years old company run My.M, Managing 44 Colint

Director, won the MBEA in the Small category. The company’

(21 codes) shows strong qualities in LeadersMprketing, Co Int is al5yearoldfamily business in metal engineering
and SHCR. The cExemplarynlgadedshifspy caviged byiMr. C. The company won the MBEA in the
observing the disciplines laid out for the company, leading bedium category. It shows strengths (11 codes) in its
exampl es (punctual ity Business. Deadershipa iCustoraersn Stratggy gnd oSHCR fiaspects. A
Et hiacndTr@anspamremsmesyg 0 AiGood ps memwn nign Fi gur e
s y st @omevoid unnecessary overtime), it @nstantly f er vent d ¥ & le mmbeanly wishes fo show the
fiRei nvent s ngd r ati evgpiress f vy o itofi sl natcetgioviittyides 0 company b Gbod a
remain in business. employere mpl oyees d ama | aptri Gooacoe

As shown in Figure 3, the interview of the Managing Director © ' vio its elients.

displays SHCR (economic and social both at individual arldt Hio s1 ef its olients in its marketing (Customers) and as
enterprises l evWon kegtsr einigv Stisrvaetmekng O fir i erab appooacka d 6 pt sulbs ¢

AWor ker rapmpy o,

satisfacti
of running
Operations and the
AUpdat ed

i No
on
t Coste fefh ¢ @ tr ip fouindsieeits s
company makes extensive use
ncbded ree t unaden dnformation

expl oi t ausingss
and apdi €1 il tﬂrahﬁa'

of workerso, iSal ary

Bc'grﬁpgnf/ ﬁsshéw% msotrengths also in its SHCR
e)g'nvironmental a s p Keputationvinhthee n
ma r kamd abthe same time maintaining a good image of thg

company in the market withsit A Val ue in t
- Internally,it he Womker ent husitavetki c
) for the company

Management.

In all the aspects mentioned above we can see that there is t
human element which is importarftumanresource at the

level of Leadership, Strategy, as employers (getting economid
social and enviromental benefits) and as workers (committed
in the honesty and integrity approach of marketing of the
company).
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Figure 4: Nvivo codes for Co Int
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4.5 Co Ust 4.6 CoEas

Co Ust., a 35 years old furniture making company owned o Eas is d5yearoldfreight company run byir.M which
Mr. G is a winner of the MBEA in the Medium category.won the MBEA in theLarge category. As illustrated in the 9
Despite being @anemanshow, the company displays( Figurecodes extracted in Figure 4.10, the Leadership of the compan
5) strengths (18 codes) in SHCRgadershipand Marketing. di s pl ay s mu &Em t éhnutshheasaiitsteclgnd By
In the SHCRconstructt wo codes Goed veortki eixga nipilxedimp | ar y ,lhe @ sdvery &een about
c ul t an éworkers Commitmeat have been extracted iV a | u leestakes extreme care of himrkers, ifsomebody
showing the good Environment (Individual) it is providing towants some financial help the company make it possible. Tq¢
each worker. The e nGoadraations enaintama sastainable Humaa peson(@sondmic Enterprige
withthe communityod(Environfonehevalt tEmd ecpmpaay | s eGamcity
example by giving them free wood and sawdust and by doifju i | daf fisgemployees. Moreover, an original Social
ACSRinthelocality hel ping peopl e duaorribugon ratthe iemgtarpoiselse f eels t i ¢ Sdtusthagst

. . chil,dren. of atelleweadimihé afigecaadstliis
; 2 \?v tl c?Ei el(rjn:Iarx ydleg c;ersh(Ep h eDi y;:noa;mlml mgs 'mosti\éatgsytlﬂe B}éefs toa'f\]/vork. The codes extracted _show _th
fonceurattituded  an d ctapaéityt toh BN 0 v Erdme \stl%ngfh Bt%he compa‘ﬁ’y i tHe SHCR and Leadership whicli

0
the point of vew of Marketing, the company has been able tglI relate to human saurces.
remain in business for 35 years despite ttenge in
technol ogy becausMarketingdi t sle o hi
an original system ofmnanual codingfiCoding of clientd
(through the different colors of penc#) for good, bad or
important customers. He remains close to the requirements of
his customers and is keen about their satisfaction

rd Y ”~ »

[ ) / \
\ A )

ewtarable b .

capeal wooaes
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i

-

Figure 6: Nvivo codes for Co Eas
4.7 Co MH

Co MH is a parastatal institution which won the MBEA in the
Large category. The case of Co MH is important as it shows
) t hat when peoplSeclueelt ytiioéy
they stay for a long time in the enterprise, not usually the cas
) in other enterprises. Security of employment is an importan
aspect all workers are looking for as mentioned in the HRDQ
report (2012).

In the case of Co MH, 13 codes have been produced fro
areas like SHCR, Leadershiftrategy, and Customers.
Though it is asemigovernmentalinstitution, it is a special
case of how to treat human capital. It is an example of securit
of employment which makes the workers motivated to work.
Because of compsory retirement pension, workers know that
even after retirement they are guaranteed a living. They ar
dedicated to the company. Guaranteed retirement pension is
major shortfall flagged below by trade unions and is one of the
main elements which explaiwhy workers do not want to
work in such a sector or for such a company.

Figure 5: Nvivo codes for Co Ust
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At the Leadershiplevel, the company is convinced that (-\ =
fiHuman resourceé a s iampeo riTlke rcadés show that e "~
atthe enterprisdevel and individual level there are many o oy
things doe t o Rkl efi , Hvativaieytite peopfe - ("> O
andodikk after their welfareo. eslmume e T i 5%
Loy .
Q ~~ ]
T\e;-m‘ Terhetng O ! 'K_J -
N\ Customens e¥crts n rarketry
O _/ O O
Lu;:_" Few prudhucte
m Oscraters W vy
e Figure 8: Nvivo codes for Assesskir B
O @ ‘ 4.9 MBEA AssessorMs N
b, K.—};v:t-« J—
REIGY ;‘. b ( > _—
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Bamome <O Leodmahip Bokd browhee on .
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Indnahal Moberayg he Dewers towdd b BE
-~ peipe
@@ O
s Firige resewne Lok o st
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Figure 7: Nvivo codes for Co MH _— ' O
Dewers toncd
4.8 MBEA AssessorMr B
Mr. B has been amssessofor the MBEA for three years; he ) i Sy
is an industrial engineer and has been working mostly witt . J
SMEG®G s . The question asked t e gt ghrvin t o

experience of the MBEA, he thinks the enterprise should do to

reach BE with particular reference to humzapital resources Figure 9: Nvivo codes for Assessor Ns N

Mr.B6s reply specificall targets SMEos and his interv'
yielded four codes as show

have to Hwuomasni dreers ofu r c essrioughg vr’élhop‘ medt L Ze\sscvi\:)r t?er:\n/?BrESrfgétglrl gﬁﬁéxl\%g?rzn d
they have aIGaopatcot)enHiJeuaIsrbd petitio € was forme

a private consultant in Quality systems. She was aske
Wes t| n as the other assessors and gave V¢
Iews on the framework to be gded to reach BE
covering the areas SHCR, Leadership, Strategy anc
His statements are in line with what has been found @perations with 11 codes, as shown in Figure Table 9. Fo
Literature Review as the four codes could fall under thee r , D1t ih\e e riisare humanaebdurces, Leadership and
themes SHCR at Economic (Enterprise and Individual) levedtrategy. She isof t he vi ew that tent
Customers and Operations respectively as shown in tBérengthen thei h u man raspeasuandcadss ensure
diagram. iSuccessi onin thd antemprisen gAD the level of
Leadership in thesnterpriseshe invites enterprises to make
use Foafam@éwor k cofistantly aBdErot to abandon

mentoned that these enterprises should make considera '
efforts in Marklenti emgn aln tavet
fito be improved drastically. ms'gh%%fev
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them after participating in a compétit. The leaders should at (
knowl e.drgréeri n s ke
there i s a pWweaa lhothgpd Strategy &hd : ‘
Operations level. She is of the opinion that an institution S
similar to the MQI should be set up to cater for guah

al | Ruwisltd it hei r

enterprises.
4.10 MBEA AssessorMr. S

Mr.S has beeian assessdor the MBEA for three years. He

has wide experience of the weaknesses of enterprises being al femrire M vt o
auditor for 1ISO standards. His interview has yielded 18 codes () )
falling under SHCR, Leadership, Customers, Operations and £ e

Strategy as seen in Figure 10.

For him, referringt o Al SO

These insight®n reward and recognitioare similar to what
the trade unionistyir. C observed later dseing an important
element of industrial psychology and which addresses the G
issue of motivation of workers in Mauritius. It is in line with -

Masl| owds Hi erarchy Nselfe d s ‘ -1‘”""\.'

actualisation

An important aspectf marketing is that noways it is the

ACl i ent who judges atdwboiDewide "f _
the qual it yAtihd leval of@peratidnhe thiks _'~
t hat c o mp alnnowatsto rsehaocuhl de xfideehbsl e n v c u -

noticed that (with relation to Strategy), mamnterprises
whichworkasa t @& a @nio s p marg eatiflitp

industrialists who works in isolation.

http://www.ijmsbr.com

9 Gefsibn efebythibgd
starts wi t h Leader s bDévglop thd h e
Culture of excellencdian@o iAf or
shoul d bEstaabblei stho pir oper
to al | oldeas ho eeachfithe bbto m
observations are in line with the elements brought up in
Literature review to justify the importance of Leadership.

At the level ofSHCR,he i s of
be providedutoesenkdhee efitt@frfp
shaild be motivatedby fr e w a radds their contribution

firecogni SThkkyy shoul d CBRanccthey er
|l eader s sliBawklck sesnonr @lmnni ng

dhe deladeits y 0
comr
| Thee o .

rrhimingovshoaldv

~~~~~

t S

iy
| [

Figure 10: Nvivo codes for Assessor S
t hose

4.11Mr. Ta of S Group

Mr. Ta has been for the past decades a leading figure in th
Mauritius business landscape. He is Chairman of a large
conglomerate, The&SGroup,and some time back was also
associated with the R Group another large groudanritius.
He has also been Chairmahthe Jury Panel of the MBEA for
two years. He was asked the question what should enterprisés
do to achieve BE. His reply yielded 15 codes, Figure 11,
falling under Leadership, Stratedyperationsand SHCR.

For him a Leadé/r shiophar sabngful|d
t er m vforstheoentérprise, he should know that an
enter prai sle fhea sh gfc b gpor wladcand be e

[1)

al ways corccemwrteéd ifnorhifs busi pes

I n Strategy mprhoevsei d enghiiustiefor o
expansainanoambiGrioomm ftroomfA s mal |
enterprise, he has given a very insightful idea of how to
remain sustainable in business in the long run, what the¢

resear cher @Grabsappwachb| edushel i
which has many legs amdovesforward with them, a biilsess
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may have at the same time many running sister compan®e42  Mr. A.D of C Group
horizontally or vertically. Within time, if one business wither AD is al leading busi lity in the Mawuriti
away, another one may take on so that in the long run tsgg - 1S also a leading business personaiity In the Viaurtius
business moves ahead and the main interest of its invest

: nglomerate, the C Group. His inputs, Figure 12, have
remain secte. For example, the S group some 25 years bacR ! .
were in many businesses. But with time they have moved a Eoduc_ed 8 codes which fall under SHCR, ITeaQiersh|p,

perations,and Customers. To ket understand his views,

diversified into other activities and the name and th
workforce is still there. In Singapore, it is tantamount t . ; .
maintaining a portfolio of relatedusinesses. This is an%é question what should the enterprise do more to achiev
example of astrategyto remain sustainable, which could be™

followed by other investors. It also guarantees the vefWe certainly believe that eachanager each leader in the
important aspects of security of employment for the humaow is an entrepreneur. This is key for the success of ou
resources. Many peoplengto work for such groups. activities. An entrepreneur is looking at the customer,
s h o @dodi c%stgmerﬁ%u?chtlon IS Iloo%mg for.new clients, innovation, is

Accarding to Mr T a , worker s always looking at hig own team, looking at cost, Ingkat

sal aarnydo t hey ssahtolusthd iebdiitedrio the ults, accountability, this is the key aspect our company, 0
SHCR aspect. In his Group, he does not have this probléﬁiS ' Y . Key asp pany,
. . r culture, Pitds in our DNA
because the people are well paid. From the Operations a:;pgc&J : : . :
UES or_him Controllingcog i s | mpor t @ustbmera s
a company dewlpohetied prodesses  an d S&L s f 20 ithe d.eadership side, the leader should
mentioned above s h oDivérgify ith e > &\/iﬁl'lﬁé dtq.np T
. ) ) R finnovat® , e st abl i s bcouatabdityfisat nedm sf ho
activitlieso. SN .
beResultdé ori ented. However, t
i sEvefly leader is an entrepreneueachindividual is an
—~ ent r e p foetheeGraum This approach touches directly
) the human resource at all level of an enterprisem the
B leadership to the worker. It is very insightful as it touches the|
(_\) very crucial point of motivation and engagement of the persor
e to work for the enterprise. When the individual or the leader
- L the group is told to act asntrepreneyrit means thiathey
L) e should consider that enterprise as their own. A woitkes
p o £ ) believedwill work day and night and defy life and death to
: e work for his own enterprise. In this case, if he considers this
) enterprise as his own he will give his entire best to work for
e rees the enterprise. This rejoins what the trade unionists ang
() ' AssessoMr. S said onmotivating workers to work for the
ey et ‘ enterprise. The whole SCHR variable on which the researche
Ve is investigating rest on this important aspect of motivation ang
: engagement of thworker flagged bWr.A.D as it involves all
P the stages described by Mas|l

4 ) ) g
2 \ ) L~
() R ()
w = ‘..cu.n-ll ----- ;m:," “\ 7
-0l aptd 1830 — e boider 18
el
N\
()
Each rnrhal
-
77N
( )
- s
[ J — e :
N 4 7 e 15
N N Linserstg g | ’!' o
rtatdey
— *(/’_\
J
W) \_/
_ '_?;‘_:.“. AT ey
/,/-\ ( \y b aiin ey -
\ ) * 20N ( \ ( J
.’ Eramersc \ "~
Sesmantie hores e ‘) e 4
LAt seacusTen ~ - Ry sy
000 ety
) P i,
Figure 11: Nvivo codes foMr. Ta () L)
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particularly in the tourism sector. He has gathered more than
Figure 12 Nvivo codes foMr A D in tradeunion. The question put to him was what should be
4.13Mr Bhu of C Group done to motivate #workers to work for their enterprises. Hi_s
' reply yielded 8 codes from the SHCR theme, Figure 14, which
Mr.Bhuanother business personality iR Manager of C is very important as insights for this study. He evoked
Group, another large group in Mauritius. One of thEc onomi ¢ factlows slaiPa@w wdrkng
companies of the Group won the MBEA in the Large o n d i fiLack of bargaining power o o r k and snost

=il

category.Mr.Bhu is quite conversant with EFQM and hass mpor t ant | y wo rlikegunksat the erid ofgheirt r| e a

been in the Group for the last 15 years. His interview coveredr e e r 0 . Socially, the situafdi

areas like SHCR, Madting, Leadership and Operations, as ondi t i on |l eave the wolokder

shown in Figure 13 vyielding 9 codes He was asked the s e c u.rStillt witld relation to the socigkspecthe is of the

guestion what should the enterprise do more to achieve BE. view that CSR should be used to palliate poverty of the human
esources in the company. dn

From the Operations side, he is convinced about ﬂ%?de he sa|d at there should be green jobs and freedom pf

fiGstainability of ashewasasgin av&bé{ers grds  athe workplace should be

pu:l ?ﬂwn

thh ?d br ethC y g ! tl n gf oPr ipd ralsltt ¥ C Bg dis $'these negative points are taken care
shou € the objective of any company. HeE CONSideg; the workers will be motivated.

fiHu ma n v @lbeirg *essential ithe enterpriseas his
enterprise has been adopting this for the last 15 years. ()

fiCapaci ty ofbitaiworkfdrcenisgaso a concern for its N sy
L e a d e rYsthneed to beiprofitable but you should care for ()
youremployegs: t his is the inherent (f"\} e~ y t hje
group. Carmheyf dir andaré oucheereeérned B :’1”
aboutt rtihpel el b aspettofrtheil humaa @sources o a
namely soci al e ¢ 0o n oTheoangatiah e n i
cannot live without thendividual if the individual cannot L )
perform. According to TQM if the process is good but the T e
people are not good then we get brittle resulhis company —\ :
is a vivid example of balancing profitability with care for {F\‘*, .’\\/,' \_/
human resources. i T 67—y g
- \ - \ J
) ) ) A
" @R Pan s
@ -O) =
<’“\) f::g: ‘*;\ J L
sy () 7 - =
o m-\j:w- (”;',f Figure 14: Nvivo codes foMr.A S from Trade Union F
g )
E,E..i;-;.;f., ‘-Z’E:",’,::: 4.15 Mr C from Trade Union CT
rierneoc sty “ﬂ —
.(""\ =] Mr. Cis a trade unionist, negotiator for the Union CT. He has
e e more than 25/ e ar 6 s dmxtiadeuniore The mterview
—~ ~ of Mr. C has an important share in tHimdings of this
L ) L. gualitative research. The question put to him whatvshould
Cooran N be done for the workers to motivate them to work dor
— N lifetime? His interview as shown in Figure 14 hasglgded 22
’k /) -(-t__,) codes covering areas like Leadership, Operations, Strategy ard
Lesdsono R more importantly SHCR. His observation constitutes essentia
-\‘) pillars of the sustainable human capital resource model that
copact; Tuikdng ultimately come out of this study. Here it would be proper to
= (,A\ bring up some texts from the transcript itself.
<t_/) -8 According toMr. C ARout 99 % of employers think that their

Opesysorn proceasd prodecs

responsibilityendswith paying salary to a worker, so long as
he is employeth the enterprise. However, in ogpnstitution,

Figure 13: Nvivo codes foMr Bhu the responsibility bensuring a salary to a worker when he
goes on retirement falls on the employer. That is why there i
414 Mr.A. S from Trade Union F the NPF. This means that when you are paying some worker [a

8alary, it should include a social contribution for retirement,

Mr.A.S is a trade unionist, negotiator for Union F. He is qwt €0 that when the worker goes eetirement he can afford to

active in fighting for workers in all sectors but more
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live with the pension and not retuto the labour market to
work agaird . Thi s observation
especially with relation to people in an enterprise and thei
fimot i vat i oferthis enterprise blecausericey for the
fiworker afterretiremend ma k e s Hla ip @ gefps him to
if eel s(®ocial coatdbution for retiremeptafter his
retir8ementi iy af whch is aneirhportaet i
consideration for a person to engage himself with a
enterpriseLack of job security has been identified as being a
important reason why people are not willing to work for ar
enterprise.

Moreover, as flagged by Cavagnaro & Cur{@012) the ..

cradle to cradle approach for a resource is the real challenge
its susainability. When ensuring the security of a person fron
recr ui t me nt Responsibiligytofithe empoyet from
recruitmentto retiremend i t wi || be ben
individual and the enterprise.

Another important point raised byir. C i An important
golden rule in industrial psychology; if you want to change th
mindset of a worker to make him positive, there should be
rewar do. if soeetrangwdhoi ch wi | la A
worker according to MaslowThis was also mentioned by
AssessoMr.Si n hi Rewanmridptt.o fimot i v
AProfit sharingo and AProfi
aremotivationalfactor.

AParticipation of w o r ik anotker i
way to motivate workers to work for an enterprise. It liegp
asoiConsul tation of wor k eons
strategic issues for the enterprise just like in Germaims
interview has probed very deeply on the factors that ce
motivate workers to work foan enterpriseonsidering at the
same time thetriple bottom line (economic, social and
environmental) aspect at the level of the enterprise as well as

Figure 15: Nvivo codes foMr.C from Trade Union CT

at the individual level. 4.16 Mr. Ma from Apex private organisation

http://www.ijmsbr.com

Mr.Ma is the present CEO of an apex private organisation
regrouping several private organisation.Ma has been the
mouth pieceof the private sector for the last 20 years and he
has a vast experience of business and business models bei
involved in many ommittees,boards,and schemes with the
Government. His interview not only confirms the research gag
mentioned in the Introductory Chapter but he also consider
that the huge challenge of this present research is to come
with a solution to address theam problems of human
resource management in Mauritius. Accordinghtm, this
will be extremely helpful for the business community. To
illustrate the 7 codes (Figure 15) extracted from his inputg
covering areas like Strategyeadership,and SHCR some
extract of his transcript has been brought up.

fiwe use to be an economy with Preference plus Low skills, fg
example,CotonquLome etc and with WTO all preferences
will go. We can no more accept to rely on low skills. This is
our economic trajectory. Maurits is caught in the trap of
innovation as according to the GCR (202616) we rank
poorly. We have to innovate on our skills. Based on the abovg
most of our enterprises will have an issue of corporate
reengineering and in thesmmpaniespur HR isvery w a k 0
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Mauritius has at all cost to upgrade its human resources as fhisvelop goodwillvisavisbanks | 1| 1 Closetoclients | 1| 1
is the weakness we have. Fom, we have to reinvent HR and Erf]f'ﬁ'(;fvcc% J’Cfr:hhee‘“};“ﬁéoyee depend 4 | 1 | Codingofclients| 1| 1
make it more suitable for the interest of business. His vie\ J%nsure Camatity bul diﬁgy’ Credito
are similar to those of Ardichvili (2012) cited earlier whg 11 1 customers 11
warts to revolutionise human resources management and|ifotivate staff with training 11 Customer i1
teaching in universities. satisfaction
. No exploitation of workers Customer who 1 1
According toMr. Ma, ANowadays the challenge in Ma dipt t décidessguality
is to make enterprise understand that they have to invest ifrofit sharing 1] 1 efliort_s in 1] 1
HR, they n t in HR. We want to know what : : marketing
! ey. eed top guys . € wa . 0 0 . a .nhgroﬂt?_'slﬂ?rmg Feedback from
profil e of t h &histagpectwillie coversd iri| n 0~ 11 1 dients 11
Chapter5 of this study. Responsibility of employer 1| 1| Fidelityofclients| 1| 1
recruitment to retirement
Succession planning 1)1 Gain in quality 1 1
. To ensure succession planning 1|1 Honest to clients | 1 1
,«,_”d——/"E:.:eFr'f:Sfei:oaesgd To strengthen human resources 111 Keep historic of 1 1
LR Low skills \ clients
L e Triple bottom line 1)1 Marketing 3 5
Strategy - \ Workershappay 1)1 New products 1 1
Need for mmovation o0eS— Economic Individual ol o Priority to 1 1
iz customers
Codes™_ BP Ma Driverstriad for BE Proactive with
.= / T A 1] 1
clients
AR Each leader is an entrepreneur 111 Selected 1 1
__Child skill marketing
7 / Employees satisfied 1| 1 | Information ol o
T ~cpid / management
Leadership Lnnd,_
Good salary 1|1 Keep updated 1 1
_Corp_orats i Looking at his own people 1| 1| Leadership 0 0
R Low salary 1| 1| Accountability 1 1
. N More HR development 1| 1| Adaptwithtime 1 1
Figure 16: Nvivo codes foMr Ma Motivate staff with rewards 1| 1 | Awareness of risk 1 1
. . o . No bargainingpower 111 Build knowledge 1 1
5. RecommendationsCodes identified and Emerging on riskmanagement
model No labour turnover 1| 1| Business Ethics 1 2
Participation of workers 1| 1 | capacity building 1 1
Table 1below above gives details of how the sustainal IEOC;T Wﬁ'k'”g gc;”d'tc'gr;f 111 Ccapac'tyto lead | 1] 1
human resources model has been built fromdpenended | |10 & lecatedor or 1l refﬁ;ﬁirm@ased 1l
interviews carried out among the main stakeholders aeleo on HR
the study. The first columtists the main constructs of the| Reward to motivate worker 1] 1] Cycleofenterprise| 1| 1
model as well as the details of the construct. The secgn®ecurity of employment Develop the
column lists the number of sources for each of these items 1| 1| culture of 11
namely from which enterprises these nodes come from. Tk excellence
imely ) p . - '["*Frain workers 1| 1 | Diversify activities | 1 1
third column gves the number of times these nodes haVer aining for success 11 1| Drivers triad for BE| 11 1
come out. _ _ _ o Workersenthusiastic 1| 1 | Dynamism 2 3
For example, in the variable Social Individual of the SHCRwWorkers trated like junk 1 | Each individual 1] 1
construct the issue of fAWornkers happyao ﬁasenhﬁré’?e?w mie nit i
This has been mentioned by two companies (Sources=2) |CgVironmental Enterprise 0| o0 Egté‘:rss'ﬁisg'c 2| 2
Nap and Co Top and has _been emtioned thrice [=sgin locality Establish proper
(references=3). The codes are mentioned as follows: 1| 1| communication 1| 1
Co Nap: Food on Friday to workerg/orkers happy ' _ _ channel
Co Top: Workers happy ESggg?n”;Eﬁirt‘;a' dimension of 1| 1| Ethicsobserved | 1| 1
In thisway the whole model has been constructed based on iy atmosphere 1| 1 | Exemplary 3| 6
gualitative responses of the stakeholders mentioned. Leadership
Goodwill of company 1| 1| Fonceur attitude
- Keep good refation with 1| 1] Goforquaiy | 1| 1
Table 1: Nodes Summary of all interviews munty . .
Participation of workers in 111 Goodaccounting 5 3
S | R | Name S enterprise decisions system
; : Profit allocated for CSR for .
iussotﬁlrrcleeusjle human caprt 0| O Customers 0| |Owprkers 1| 1| Good planning ! !
Economic Enterprise ol o Build advantage | | 1'“' ofit sharing Good relation
on competitions 1)1 emp:oyer 1 1
Capacity buildin Client judges our employees
pacty g 21 2 \avel of eche?Ilence 1| |ZREputation of company 1| 1 | Growth in business| 1 1
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Reputation on market

Hard working

Enterprises based on Preferenc

1L leadership L 1& Low skills 1]t
Triple bottom line 111 Human resource 1 , | Grow from small to large 1)1
important " |Importance of all stakeholders 1)1
Value of company on the market Idea to reach Improve market 1] 1
1|11 b I 1 1 p
i _ ottom line Info on competitors 1] 3
Environmental Individual ol o ITgéﬁgfsntmg good 1 1 |Lack of strategic planning 11 1
- p - Life cycle of enterprise 1|1
Dedicated labour 1 | Innovation 3 —
— Motivating the people 1)1
Efficiency of the employee depend 1 Innovation alwayvs 1 T [Need for i i 111
on howmuch he is happy Y e.e. or Innovation
Freedom of workers Innovation with Pricing Strategy — 1)1
111 time 1 1 [Team workmore creativity 111
Good work culture 1| 1| Integrity of leader 1 1 | Thrust forexpansion 111
Green jobs 1| 1| ISO9001 2015 1 1
;":_‘;T/ZS:;“;?E:S’;E 1 i 'ﬁ:v%tféhmn‘é'lzg; 1 i e outcomes are the elements of the model ranging from
Reward 1o molivate Worker Proference + Low SHCR, _Leadersh|p, Strategy, Operations, Customerg anfl
L O 11 fthformation Management (Tabl&). These elements which
Staff recognition Pressure no come from the interviewees are the elements that in reality
1] 1| harmonious 1| dopstitutethe various constructs. The aspects of SHCR are
: relations very closely related to human resources. These elemenfs
Workers commitment 111 Proactive 1] 1, lain how t tain human r r in an enterori It is
Social Enterprise Proactive service 1 expiain now 1o sustain human resources in an enterprise. 1t 15
01 01 %or clients tb [be noted that some elements relate to the Process construlct:
Close to the social 1| 1 | Propemanningto 1] §9 Participatiorof workersand some the Result®nstruct:
be done €.¢g Workers satisfactian
CSR strong Put up monitoring "
11 1
tools
CSR to be used to palliate povertyy 1 | 1 Reinvent 2
Cultura_l acpectof running 111 Reinvest profits 1
enterprise =
Donation to people 1|1 Results 2 ( ‘/.
Food on Fridays 111 Sustain 1 —— —
enterprise P ()
Human intervention related to all 111 Transparent 1 C ) ey Gs e
aspects of business P = ( 2)
People happy 1)1 Values 3 (O e
Profit allocated for CSR for 1| 1 [ Values of leader 1 = O
workers - A,
Profit sharing 1| 1| Visionary leader 1 K /) " — o
Saturdays children of employees 111 Work with 1 = ’(\ )
framework for BE (f"\ Opecracns
Social contribution for retirement 1| 1| Operations 0 ~ '_), —
Social dimension 1| 1] Cost 1 e ‘(\__,)
Social Individual 0 | 0| Cost effective 1 C) e~
Care for employees 1| 1| Diversify activities | 1 s
CSR important 111 Have better 1 1
processes
Efficiency of the employee depend 111 Innovation and 1 1 . . .
on how much he is happy, excellence Figure 17: Emerging model from all qualitative interviews
Food securit Internal process to .
’ 11 be imprO\F/)ed 1] Table 17 depicts the model that has emerged from the
Good treatment to workers 1] 1| Nofoodsecurity | 1| muerviews of the various stakeholders in the qualitative
Security after retirement 1| 1| Noproper 1| ipvestigation. It isobserved that the results of the qualitative
TR e Fl)q'a”“'”g T exercise confirm what has been identified in the Literature
Social welfare of st enﬁ;%;r;'fr'c;%c’ Review. These resultsupportqualitatively that SHCR is a
11 1| ecruitment to 1| very important aspect of an enterprise as it permeates all
retiremenicradle aspects of the enterprise frohetleader to the simple worker,
Workers happy 5| 3 Stfulggle for 1 | frdm top to bottom taking economic, social and environmental
qgual Ity P H H
Workers involvement 1| 1| Sustainable 1 \i.menSIOnS.
processé& products| References
Strategy 0] 0 . .
Consultation of workers 111 I Adebanjo, D, & Mann, R. (2008). Business exceller
Crabapproach 1|1 BPIR Management Brief, 4(6),i 16. Retrieved from
Crab approach 1)1 http://new.bpir.com/images/stories/Mbrief/mgtbriefvo
Develop competitive advantage| 1| 1 iss6_be.pdf
Drivers triad 111
Employers consult workers 111
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