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Abstract 

The hybrid work model has emerged as a transformative approach to job design. It is 

driven by rapid technological advancements, evolving workforce expectations, and the 

global shift in work dynamics, especially following the COVID-19 pandemic. Various 

studies conducted on hybrid work model suggested that it has become the most preferred 

work model by both employer and employee across the globe. Most Indians particularly 

seems to be preferring hybrid work model, even more in comparison of their global 

counterparts. Indian employees have shown high satisfaction towards the work model, 

even to the point of many employees being open to accept pay reduction for the same. 

Therefore, it is quite fascinating to examine reasons behind the preferences regarding 

Hybrid Work Model among IT professionals working in the Surat city. This study follows 

cross-sectional, descriptive and quantitative research design. A structured questionnaire 

has been used as an instrument for data collection. The data collection has been 

conducted using online survey using Google Forms. The study focuses on work 

arrangement preferences, work-life balance, flexibility & schedules control, social 

interaction & team dynamics, autonomy & control, and the role of technology and the 

digital environment. The study provides notable insights regarding the pattern and 

preferences towards hybrid work model among IT professionals in the city of Surat. This 

study may lead to better alignment of HR policies with the preferences of IT 

professionals. As companies continue to refine their hybrid strategies, this model is 

expected to shape the future of work for years to come. 

Keywords: Hybrid Work Model, preferences of IT professionals, work-life balance, 

flexibility & schedules control 

1. INTRODUCTION  

In the first two decades of 21
st
 century, society has undergone numerous changes. Such changes 

have influenced the businesses, nature of jobs and people significantly. Severe competitions and 

demanding customers are increasing pressure on modern businesses to serve them efficiently, 

effectively and instantaneously. The modern businesses have to remain flexible and agile in order 

to enhance their competitiveness in the market. In this context, the work itself is growingly 

becoming much more complex, dynamic, and multi-specialty. It requires a mix of deep individual 

focus as well as cross-functional collaboration of diverse employees, probably, from various 

geographical locations. Hence, workforce is expected to serve for long and unusual hours, at 

times, from diverse geographical locations. These transformations are pressurizing existing 

system to find new balances and solutions. Amidst this scenario, world had to suffer through the 
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pandemic in 2020. The pandemic has transformed society, businesses, jobs and workforce in 

more ways than one. Most people are able to survive professionally during pandemic due to fast-

paced technology advancements, conducive digital environment and fast rate of technological 

adoption. Pandemic has given people lot of distinct perspective towards work and life. Post 

pandemic workforce prefer shorter associations and strive for autonomy at the workplaces. They 

actively seek to manage balance between their professional and personal life. Young professionals 

do not want to be confined into offices. They realized struggle of commuting to office in traffic is 

entirely dispensable. The more time at their disposal helped them to manage work and personal 

life balance. They prefer to be in complete control of their work locations, schedule, and even 

workload, if possible, post pandemic.  

In this context, the traditional office-centric models are becoming deficient and imperfect. They 

are becoming restrictive to the businesses as well as employees. These has raised several issues 

for future of work. Hence, the future of work has to find new equilibrium that can suffice the 

needs of businesses, nature of work as well as contemporary workforce. The future of work has to 

explore a system that can help businesses to remain competitive and agile. A system that can 

fulfils the requirements of changing nature of work patterns as well as a system that is conducive 

to the workforce and their rising expectations. The availability of superlative digital infrastructure 

has made such hypothesis called hybrid work model - a reality.  

2. REVIEW OF LITERATURE  

Hybrid work model is a flexible work arrangement that allows employees to work remotely and 

in-person as per their own volition as well as the requirement of the organisation (Mizen et al., 

2021). It combines the advantages of both work pattern while providing more flexibility and 

autonomy to the employees without compromising productivity, ability to collaborate, and 

innovation drive (Bloom, 2021). Hence, it is becoming one of the most preferred work methods 

for both employers as well as employees. HR field has discussed and observed different kind of 

teleworking and /or hybrid work model in the last two decades but not much fundamental or 

conceptual research is undertaken in this regard. Many practitioners, and scholars have attempted 

to define hybrid work from their perspective, which has led to create a vague conceptual 

understanding which clearly lacks consensus and explicit definition of ‗hybrid work‘ (Lauring & 

Jonasson, 2025). Further, since the COVID-19 pandemic has begun, diverse group of people 

started taking keen interests in the idea of ‗hybrid work‘. As it has started affecting many people‘s 

life, an active debate about ‗hybrid work‘ has begun. Also, hybrid work has taken many different 

versions and forms as per the requirements and convenience of employers as well as employees.  

Vartiainen & Vanharanta (2023) made a pertinent observation regarding hybrid work model. 

They remarked that design and adoption of hybrid work model should be based on the complexity 

of the job, the job context, availability of necessary resources for hybrid work model and the 

outcomes of the job. Many diverse forms of hybrid work arrangements have stem from 

combining these diverse aspects and its variations like location, schedule and hours of working. 

This has added to the ambiguity of hybrid work concept. Nonetheless, hybrid work arrangement 

can be described as the arrangement where an employee divides their time between traditional 

way of work as well as working remotely, either from home of other places like coworking spaces 

or cafes (Moglia et al., 2021). On the same line, Hopkins & Bardoel (2023) identified five 

different types of work arrangement viz. 1. full-time office workers, 2. full-time remote workers, 

3. office frequency and days both fixed, 4. fixed office frequency, but attendance days flexible 

and 5. full flex—workers choose the location where they work and when. Later, Lauring & 
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Jonasson (2025) provided a clear yet comprehensive definition, ―hybrid work entails ongoing 

switches between interrelated traditional and non-traditional work modes in relation to modality, 

location, and temporality where an equal balance between working in traditional and non-

traditional work modes represents the highest level of hybridity.‖ 

Most companies adopted hybrid work model during COVID 19 pandemic out of compulsion. 

Later, employees started to realise the benefits of hybrid work model. Many studies documented 

various benefits of hybrid work model for employees. Some of the benefits are purely functional 

and economical like saving commuting time and costs, also, avoid meddling through the traffic 

for work (Hossain, 2024; Singh & Joshi, 2022). While some benefits are more organisational 

where employees enjoy having more flexibility and autonomy at their disposal (Santana, n.d.; 

Urien, 2023). Also, Hybrid work model offer employees with better wellbeing in terms of lower 

burnout and stress which improved their mental health (Anik & Habib, 2025; Dale et al., 2024; 

Gilson et al., 2022). Moreover, hybrid work model provided employees with more balanced work 

and personal life (saving on huge commuting time) leading them to healthier lifestyles and 

improved efforts for maintaining wellness (Krajčík et al., 2023; Stefaniec et al., 2022).  

Therefore, employees treasured the flexible work arrangement entirely, so much, that they wished 

to continue this arrangement even post pandemic. Simultaneously, most companies approved and 

continued to offer partial in-office and partial work from home arrangement for employees. The 

reasons behind such decision may be associated with benefits of hybrid work model for the 

employers. Some of the published studies established benefits of hybrid work model for 

employers like increased productivity due to high job satisfaction (B. Venkata Lakshmi & Dr. G. 

Ramanjaneyulu, 2024), more collaboration (Grzegorczyk et al., 2021), higher employee 

engagement and retention (Santillan et al., 2023), and encouraging innovation and creativity 

(Weritz et al., 2022) in the workplace. While many employers were not ready to extend the 

arrangement further. They tried to enforce traditional in-office work model and forced employees 

to return to office. This resulted in protest from most employees, even in the form of, great 

resignation drive from employees (Brumberg, 2021). Eventually, most employers had to accept 

the hybrid work model arrangement wholeheartedly or otherwise. Thus, hybrid work model is 

emerging to be one of the most popular, prevalent and preferred work arrangement across the 

globe and even in India. Consequently, many researchers have attempted to test preference of 

employees towards hybrid work model in numerous countries like Taiwan (Chang & Chiu, 2022), 

Australia (Hopkins & Bardoel, 2023), India (B. Venkata Lakshmi & Dr. G. Ramanjaneyulu, 

2024; Gibbs et al., 2024; Singh & Joshi, 2022), United States (Grobelny, 2023; Waldrep et al., 

2024; Weritz et al., 2022), Poland (Grobelny, 2023; Stasiła-Sieradzka et al., 2023), United 

Kingdom (Skountridaki et al., 2024), Slovakia (Krajčík et al., 2023), Kuwait (Krajčík et al., 

2023), Canada (Anik & Habib, 2025; Fuentes et al., 2023), Ireland (Santana, n.d.; Stefaniec et al., 

2022), Sweden (Wahlström et al., 2023), Philippines (Corral, 2024; Santillan et al., 2023), Turkey 

(Tortumlu & Uzunbacak, 2024) and European Union (Grzegorczyk et al., 2021).  

These studies have recorded more than 50% employees or entrepreneurs preferring hybrid work 

model and highest being 86.9%. The detailed statistics are presented in the chart given below; 

which are combined from various research studies:  



VNSGU Journal of Management and Administration 

Volume: 9  No: 1         July – December 2025       ISSN 0975 6361 

4 
 

 

Source: Slovakia and Kuwait (Krajčík et al., 2023); India (Singh & Joshi, 2022); Canada (Anik & Habib, 

2025); Developing countries (Hossain, 2024); Ireland (Stefaniec et al., 2022); BPTO industry (7 countries) 

(Orešković et al., 2023); Philippines (Santillan et al., 2023); (Chart prepared by OpenAI, 2025) 

Also, in India, few research studies are conducted to explore diverse perspectives related to 

hybrid work model (B. Venkata Lakshmi & Dr. G. Ramanjaneyulu, 2024; Gibbs et al., 2024; 

Hossain, 2024; Singh & Joshi, 2022). As shown in the above chart, Singh & Joshi, (2022) 

observed that 75% of IT professionals reported improved job satisfaction under a hybrid model. 

They also concluded that hybrid work is a win-win model for both employees and employers, as 

it offers flexibility, cost effective option, and higher job satisfaction. Similarly, B. Venkata 

Lakshmi & Dr. G. Ramanjaneyulu (2024) also examined that IT professionals in Hyderabad city 

has reflected that hybrid work model has positively influenced job satisfaction. Additionally, they 

concluded that flexibility, autonomy and work life balance make the hybrid work model more 

preferable among IT professionals. Therefore, it is interesting to investigate the preferences of IT 

professionals towards hybrid work model in other cities of India too.  

3. THEORETICAL FRAMEWORK  

Several researchers have identified different reasons for preferences towards hybrid work model 

like Workspace characteristics, wellbeing, flexibility, etc. After thorough literature review, most 

factors can be complied as the six major factors viz. Work Arrangement, Work life balance, work 

flexibility and schedule control, social interaction and team dynamics, autonomy and control, 

technology and digital environment to be the reasons behind IT Professionals choosing hybrid 

work model over other work models.  Therefore, this study aims at investigating these factors to 

deconstruct the preferences towards hybrid work model. 

Work arrangement can be defined as the degree to which employees‘ personal choices aligns with 

work demands. Work Life Balance is to find balance between personal and professional life 

demands through unique work arrangement. Flexibility and Schedule Control can be defined as 

the extent to which employees are able to adjust work schedule in order to take care of their 

personal commitments. Social Interaction and Team Dynamics are conceptualised as the 

requirement of communication and collaborative efforts among team members. Autonomy and 

Control refers to the degree of freedom employees gets in deciding their work arrangement, 
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schedule while executing tasks in unique job design (hybrid work model). And Technology and 

Digital Environment is conceptualised as the availability of technology and digital tools enabling 

hybrid work model without affecting efficiency.   

4. RATIONALE OF THE STUDY 

The hybrid work model has emerged as a transformative approach to job design, driven by rapid 

technological advancements, evolving workforce expectations, and the global shift in work 

dynamics, especially following the COVID-19 pandemic. Various studies conducted on hybrid 

work model suggested that it has become the most preferred work model by both employer and 

employee across the globe (Bloom, 2021; Mizen et al., 2021; Tandon, 2022). Most Indians 

particularly seems to be preferring hybrid work model, even more in comparison of their global 

counterparts (Money control news, 2023). Indian employees have shown high satisfaction towards 

the work model, even to the point of many employees being open to accept pay reduction for the 

same (Sarkar, 2024). Therefore, it is quite intriguing to examine reasons behind the preferences 

regarding Hybrid Work Model. Most of the studies have been conducted on IT professionals as IT 

industry has adopted hybrid work arrangement during pandemic and retain it post pandemic also. 

Hence, this study aims at examining preferences towards hybrid work model among IT 

professionals working in Surat City.  

5. RESEARCH METHODOLOGY  

5.1 Research Objectives  

 To examine Preferences of IT professionals towards the Hybrid Work Model working in 

Surat City. 

 To explore patterns of preferred hybrid work model among IT professionals working in 

Surat City  

 To assess role of Work Arrangement, Work life balance, work flexibility and schedule 

control, social interaction and team dynamics, autonomy and control, technology and 

digital environment as the grounds for preferences towards the hybrid work model 

among IT professional working in Surat City. 

 To investigate variation in Preferences of IT professionals towards the Hybrid Work 

Model as per their demographic and professional profile working in Surat City. 

5.2 Research Design: This study has adopted a Cross-Sectional and Descriptive Research 

Design. Descriptive research is being chosen because it systematically studies the preferences of 

IT professionals toward the hybrid work model especially due to work-life balance, Flexibility 

and Schedule Control, Autonomy and Control, Social Isolation and Team Dynamics and 

Technology & Digital Environment. Also, the data has been collected only once from the 

respondents, therefore, it is a cross-sectional design.  

5.3 Source of Data: The study is accomplished by collecting first hand primary data specifically 

for establishing these research objectives. The area of this research is recent and relatively new 

and has not been studied extensively yet, hence, relevant secondary data is not available.    

5.4 Population: The study is focusing on IT professionals employed in Surat City, who are 

either currently working or have prior experience with a hybrid work model. 
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5.5 Sampling Design: The sampling design is developed by combining sampling unit, sampling 

method and sample size. The sampling unit is an individual IT professional working in Surat 

City. This research has used non-probability - convenience sampling method as the population 

is limited. The sample size has been 200 IT professionals who has experience of working 

through Hybrid Work Model.   

5.6 Data Collection: The research has collected quantitative data in nature related to the 

preferences of IT professionals. The data are collected using electronic survey through an online 

platform i.e. Google Forms. The electronic survey method has been utilised for better 

accessibility to IT professionals who are working on the basis of hybrid work model. The survey 

responses have been gathered in structured formats, mainly in the form of close-ended questions 

with predefined options, allowing to accomplish research objectives. 

5.7 Instrument Used: The primary instrument for data collection is a structured questionnaire. 

The research instrument is devised to figure out IT professional‘s preferences towards work 

arrangement, work-life balance, flexibility and schedule control, autonomy and control, social 

interaction and team dynamics and technology & digital environment. The length of the 

questionnaire has been 3 sides of A4 size pages. The items are recorded on the frequency based 

5-point Likert scale and Multiple-Choice Questions (MCQ). 

5.8 Data Analysis Tools and Techniques: This research has utilised different software like 

Microsoft Excel, and Jamovi. The Microsoft Excel has been used for data entry, coding, 

organizing information, and performing basic calculations and Jamovi has been utilized for 

inferential data analysis. The study has utilised charts, descriptive statistics, frequency, 

percentage and hypothesis testing to accomplish the research objectives. 

6. DATA ANALYSIS AND FINDINGS 

The evaluation of overall preferences towards the hybrid work model among IT professionals in 

Surat City reveals a strong preference for hybrid work arrangements. The majority of respondents, 

96% (192 employees), expressed a high preference, indicating that flexible work options are 

widely favoured  in the industry. On the other hand, only 4% (8 employees) showed a low 

preference for the hybrid work model, suggesting that a small portion of professionals still prefer 

traditional office-based work setups. 

96% 

4% 

Overall preferences towards hybrid work model  

High Level Low Level
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The analysis of hybrid work model preferences among IT professionals in Surat City reveals a 

diverse range of choices, with a significant Preference toward a balanced approach. The most 

preferred hybrid work model is "Equal Remote/Office", chosen by 44.0% (88 employees), 

indicating that a nearly equal mix of remote and in-office work is the most favoured work 

arrangement. 26% 

employees chose 

―Mostly Remote" option, 

showing a strong 

preference for flexibility 

with a greater remote 

component. While 27% 

employees selected 

―Mostly Office" option, 

which indicates their 

inclination towards 

working from office. 

Only 3% (6 employees) 

preferred a "Fully Office-Based" setup, suggesting that very few professionals favour a traditional 

in-office work model. 

Most employees favour a hybrid work setup with a mix of office and remote work. 92% 

employees prefer at least 1 to 5+ days of remote work; while only 8% (16 employees) prefer 

working fully on-site (0 days remote), suggesting that a small portion of employees favour a 

traditional office 

environment. The 

further division 92% is 

as follows: 60% prefer 

working remotely for 

1-2 days per week, 

indicating that a 

structured hybrid 

model is the most 

popular choice. 24% 

(48 employees) prefer 

working remotely for 

3-4 days per week, 

showing a preference 

for a more flexible 

approach while still 

maintaining some in-office presence. Another 8% (16 employees) prefer 5 or more remote 

workdays, indicating a preference for fully remote work. 

Preferences towards Hybrid Work Model due to preferred work arrangement  

The majority of respondents, 98.0% (196 employees) reported a high preference towards Hybrid 

work model as they can plan work arrangement. In contrast, only 2.0% (4 employees) expressed a 

low preference, suggesting that a very small percentage of employees do not have strong 

preference for work arrangement. 

52 
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54 

6 
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Preferences towards Hybrid Work Model for maintaining Work-Life Balance  

94.5% (189 employees) reported a high preference for hybrid work model as it presents 

possibility of maintaining high level of work-life balance with hybrid work model. In contrast, 

only 5.5% employees reported a low level of work-life balance in hybrid work model, indicating 

that a small portion of employees experience difficulties in maintaining equilibrium between 

work and personal commitments even with to Hybrid Work Model. 

Flexibility and Schedule Control  

Hybrid work model presents the possibility of work flexibility and schedule control to employees. 

The results show that most employees experience a high level of flexibility in managing their 

work schedules. 92.0% (184 employees) reported a high level of flexibility and schedule control, 

indicating that the majority have the ability to adjust their work hours and manage tasks according 

to their needs. 8% (16 employees) reported a low level of flexibility and schedule control, 

suggesting that a small group faces challenges in modifying their schedules effectively. 

Social Interaction and Team Dynamics  

The results indicate a strong presence of positive team interactions and collaboration in the 

workplace. 93.5% (187 employees) reported a high level of positive social interaction and strong 

team dynamics at the work. This suggests that most professionals actively engage with 

colleagues, communicate effectively, and collaborate well within their teams even while working 

through hybrid work model. 6.5% (13 employees) reported a low level of positive social 

interaction and team dynamics.  

Autonomy and Control  

The results indicate that most employees experience a high degree of autonomy and control in 

their work. 91.5% (183 employees) reported a high level of autonomy and control, suggesting that 

the majority have the freedom to make decisions, manage their tasks, and structure their work 

according to their preferences in hybrid work model. 8.5% (17 employees) reported a low level of 

autonomy and control, indicating that a small group experiences more restrictions in decision-

making and task management even in hybrid work model. 

Availability of Technology and Digital Environment 

Since the influence of technology and the digital environment among IT professionals in Surat 

City was examined, the results indicate that most employees find technology and digital tools 

highly effective in supporting their work. 90.0% (180 employees) indicated tech and digital 

environment highly conducive for hybrid work model, it suggests availability of efficient digital 

tools, seamless communication platforms, and strong IT support in the workplaces. While 10% 

(20 employees) felt the contrary. Thus, the most IT professionals prefer hybrid work model due to 

reasons like preferred work arrangement, work life balance, high flexibility & schedule control, 

positive social interaction & team dynamics, high autonomy and control, and availability of 

technology and digital environment. These factors have contributed positively for hybrid work 

model to become the most preferred work method among IT professionals working in the city of 

Surat.        
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Examining Variation in preferences towards Hybrid work model as per the diverse 

demographic and professional profiles of IT professionals 

After learning the reasons for high preferences towards hybrid work model, it is important to 

examine the variation pattern in the preferences of IT professionals. The following table presents 

the p-value of Mann whitney U tests and Krushkal Wallis Test performed to record variation in 

preferences towards hybrid work model as per the demographic (age, gender, marital status, 

family type, education, etc) and work related/ professional profile.  

H0: There is no significant difference in the preferences towards hybrid work model among male 

and female IT professionals 

H1: There is significant difference in the preferences towards hybrid work model among male and 

female IT professionals 

Preferences towards Hybrid work 

model 

Profiling variables P - value  

Preferences towards Hybrid work 

model  

Gender  0.871 

Age  0.301 

Marital Status  0.294 

Family Type  0.664 

Educational Qualifications  0.308 

Factors Perceived level Counts Percentage (%) 

Work Arrangement 
High Level  196 98.0% 

Low Level  4 2.0% 

Work-Life Balance 
High Level 189 94.50% 

Low Level 11 5.50% 

Flexibility and Schedule 

Control  

High Level 184 92.00% 

Low Level  16 8.00% 

Social Interaction and 

Team Dynamics 

High Level 187 93.50% 

Low Level  13 6.50% 

Autonomy and Control  
High Level  183 91.50% 

Low Level  17 8.50% 

Technology and Digital 

Environment 

High Level  180 90.00% 

Low Level  20 10.00% 
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Number of Working Hours Per Day  0.119 

Work Schedule  0.276 

Team Size  0.235 

Mode of Commute to office  0.135 

Daily Commute Time 0.706 

Number of Dependents  0.187 

Employment Type 0.284 

Health Conditions  0.626 

Departments  0.479 

As reported in the above table, none of tests has p-value less than 0.05. Therefore, we fail to reject 

H0. There is no significant difference in the preferences towards hybrid work model among IT 

professionals. Most of the IT professional prefers hybrid work model irrespective of their age, 

gender, marital status, family type, educational qualifications, number of working hours, work 

schedule, team size, mode of commuting to office, time taken to commute, number of dependents, 

employment type, or department.   

Moreover, variation in preferences due to work arrangement, work-life balance, flexibility and 

schedule control, autonomy and control, social interaction and team dynamics and technology & 

digital environment were also examined as per different profiles of IT professionals. 46 different 

hypotheses were tested to ascertain any minute variation, if exists, in terms of preferences due to 

work arrangement, work-life balance, flexibility and schedule control, autonomy and control, 

social interaction and team dynamics and technology & digital environment as per the different 

profiles of IT professionals.  

H1: There is significant difference in the preferences towards work arrangement among IT 

professionals of different age 

H1: There is significant difference in the perception towards availability of conducive Technology 

and Digital Environment for hybrid work model among IT professionals of different age  

 

 

 

 

Preferences Profiling variable P - value 

Work Arrangement Preferences  Age 0.007 

Technology and Digital 

Environment  

Age  0.002 
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Out of 46, only two tests have recorded p-value less than 0.05. Thus, we reject null hypothesis for 

those two tests. This indicates that as per age of IT professionals their preferences towards work 

arrangement varies significantly. Also, there is significant difference in the perception towards 

availability of conducive Technology and Digital Environment for hybrid work model among IT 

professionals of different age. However, we can also conclude that most IT professionals show no 

variation in their preferences to work arrangement, work-life balance, flexibility and schedule 

control, autonomy and control, social interaction and team dynamics and technology & digital 

environment as per their gender, marital status, family type, educational qualifications, number of 

working hours, work schedule, team size, mode of commuting to office, time taken to commute, 

number of dependents, employment type, or department.   

7. LIMITATIONS OF THE STUDY 

The study has several limitations as it solely depends upon the self-reported data, it may introduce 

biases such as overestimation or underestimation. Additionally, external influences like 

organizational policies may affect the preferences. The study uses convenience sampling method 

which may introduce bias in the research. 

8. DISCUSSION AND FUTURE DIRECTIONS  

The evaluation of overall preferences towards the hybrid work model among IT professionals in 

Surat City reveals a strong preference in favour of hybrid work arrangements. Majority of IT 

professionals prefers either Equal Remote and Office type of work model or mostly remote type 

of work pattern. Most employees favour a hybrid work setup with a mix of office and remote 

work at least for 1-2 days or more. Also, most of the IT professional prefers hybrid work model 

irrespective of their age, gender, marital status, family type, educational qualifications, number of 

working hours, work schedule, team size, mode of commuting to office, time taken to commute, 

number of dependents, employment type, or department. Further, the most IT professionals have 

indicated that preferred work arrangement, work life balance, high flexibility & schedule control, 

positive social interaction & team dynamics, high autonomy and control, and availability of 

technology and digital environment are the major reasons behind preferences for hybrid work 

model. These factors have contributed positively for hybrid work model to become the most 

preferred work method among IT professionals working in the city of Surat. The most IT 

professionals show no variation in their preferences to work arrangement, work-life balance, 

flexibility and schedule control, autonomy and control, social interaction and team dynamics and 

technology & digital environment as per their gender, marital status, family type, educational 

qualifications, number of working hours, work schedule, team size, mode of commuting to office, 

time taken to commute, number of dependents, employment type, or department.  However, IT 

professionals of different age group have shown slight variation in terms of their preferences 

towards work arrangement and their perception towards availability of conducive Technology and 

Digital Environment for hybrid work model. 

The researchers in future can explore hybrid work preferences among IT professionals beyond 

Surat City. Expanding research to different cities, industries, and companies having different sizes 

can significantly enhance understanding of preferences for hybrid work model. Also, some 

research may aim at a longitudinal study to track changes in employee preferences over the period 

of time, offering insights into how dynamic technologies, economic conditions, and company 



VNSGU Journal of Management and Administration 

Volume: 9  No: 1         July – December 2025       ISSN 0975 6361 

12 
 

policies may impact work models. Also, comparative study across different industry can be 

conducted to assess the differences in preferences towards hybrid work practices across 

industries, beyond the IT industry. 
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Abstract 

Moonlighting—the practice of engaging in secondary employment alongside primary 

work—has evolved significantly in the 21st century, especially within the context of the 

gig economy and the technology sector. Historically rooted in economic necessity, 

moonlighting has transitioned into a strategic career choice driven by personal growth, 

flexibility, and digital opportunity. This paper explores the transformation of 

moonlighting from a marginal, often stigmatized activity to a mainstream employment 

practice facilitated by technological advancements, remote work, and gig platforms like 

Upwork and Fiverr. The study examines the historical evolution of moonlighting, ethical 

considerations from both employee and employer perspectives, and the legal ambiguities 

surrounding dual employment. It also assesses the impact of moonlighting on 

organizational productivity and outlines strategies for managing this emerging trend. 

The findings emphasize the need for clear policies, ethical frameworks, and updated 

legal standards to accommodate the complexities of modern work arrangements. As 

employment models shift toward portfolio careers and project-based engagements, 

moonlighting is poised to play a central role in the future of work, demanding adaptive 

strategies from organizations and policymakers alike. 

Keywords: Moonlighting, Gig Economy, Dual Employment, Technology Sector, 

Remote Work, Portfolio Careers, Organizational Ethics, Non-compete Clause, 

Intellectual Property, Employee Well-being, Digital Labor Platforms, Work Flexibility, 

Productivity, Employment Law, Future of Work. 

INTRODUCTION 

Moonlighting, defined as the engagement in a secondary occupation alongside one's primary 

employment, has been a prevalent practice for several decades, often motivated by the necessity 

for additional income or personal satisfaction (Campbell, 2020). Historically, this practice has 

been observed in professions such as education, healthcare, and security services, where 

individuals would undertake supplementary work outside regular hours to meet financial 

obligations. This phenomenon has predominantly been regarded as an economic imperative, 

especially during periods of financial instability or inflation, and is commonly associated with 

wage stagnation and the escalating cost of living (Kuhn & Lozano, 2008). In numerous instances, 

employers have either discouraged or explicitly prohibited moonlighting due to concerns 

regarding potential conflicts of interest, diminished employee productivity, or the risk of burnout. 
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In the 21st century, the concept of moonlighting has undergone significant transformation, 

extending beyond mere financial necessity to encompass passion projects, skill enhancement, and 

entrepreneurial ventures. As employment structures have become more adaptable and individuals 

have gained access to diverse income sources, moonlighting has transitioned from a marginal 

activity to a prevalent and, at times, esteemed practice, particularly within the technology sector 

(Rosenblat, 2018). This evolution aligns with broader labor market changes driven by the 

emergence of the gig economy. The gig economy is characterized by a labor market that favors 

short-term contracts or freelance work over permanent employment. Propelled by platforms such 

as Uber, Upwork, Fiverr, and Airbnb, the gig economy has disrupted traditional employment 

paradigms by providing individuals with increased autonomy, flexibility, and the opportunity to 

monetize various skills or assets (Kässi & Lehdonvirta, 2018). In the technology sector, this 

model has not only enabled developers, designers, data analysts, and IT consultants to operate 

independently but has also encouraged full-time employees to pursue freelance opportunities as a 

form of moonlighting (George & George, 2022). The blurring of boundaries between formal 

employment and independent contracting has redefined how individuals engage with work and 

how organizations manage human resources. 

Technological advancements have been pivotal in the normalization of both moonlighting and gig 

work. The advent of cloud computing, collaborative tools such as Slack and Zoom, and project 

management platforms like Trello and Asana has rendered remote work not only feasible but also 

highly efficient (De Stefano, 2016). These tools enable individuals to engage in multiple 

professional roles concurrently, unencumbered by geographical constraints or traditional office 

hours. The COVID-19 pandemic further accelerated this trend, normalizing hybrid and remote 

work models and fostering an environment where professionals can easily manage multiple gigs 

or projects alongside their primary roles (Spurk & Straub, 2020). The convergence of these 

trends—economic pressures, digital platforms, and remote work technologies—has redefined the 

traditional understanding of employment. Moonlighting, once perceived as a marginal or even 

suspicious activity, is now increasingly viewed as part of a dynamic employment ecosystem 

facilitated by the gig economy. As technology workers embrace portfolio careers and employers 

navigate shifting loyalties and engagement models, understanding the implications of this 

evolving landscape is more critical than ever. The increasing prevalence of moonlighting in the 

tech sector, driven by flexible work arrangements and digital platforms, has raised significant 

concerns for both employers and employees. As professionals increasingly engage in side jobs, 

organizations face ethical, legal, and managerial dilemmas related to loyalty, data security, and 

performance. This study aims to examine the key drivers behind the rise of moonlighting in the 

tech industry and analyze its ethical and legal implications and evaluate its impact on 

organizational productivity and employee well-being. A comprehensive understanding of these 

evolving employment trends is essential for developing informed policies and sustainable work 

practices. 

HISTORICAL CONTEXT AND EVOLUTION OF MOONLIGHTING 

The phenomenon of moonlighting—holding multiple jobs simultaneously—has historically 

emerged as a response to economic necessity, tracing back to the industrial era when workers 

sought additional employment to support expanding families amidst stagnant wages and limited 

labor protections (Kuhn & Lozano, 2008). Initially, moonlighting was predominantly associated 

with blue-collar workers, agricultural laborers, and manual artisans who managed evening or 

seasonal jobs to augment their primary income. During the Great Depression and post-World War 

II periods, dual employment became increasingly prevalent, particularly among male 



VNSGU Journal of Management and Administration 

Volume: 9  No: 1         July – December 2025       ISSN 0975 6361 

17 
 

breadwinners striving to cope with rising living costs in rapidly urbanizing economies (Golden, 

2000). Historically, societal attitudes toward moonlighting were influenced by both necessity and 

suspicion—while some regarded it as a pragmatic survival strategy, others perceived it as 

indicative of personal financial mismanagement or insufficient dedication to one‘s primary 

employer (Shisko & Rostker, 1976). Employers and policymakers often expressed concern, 

fearing reduced productivity, divided loyalty, or even the risk of trade secret leakage, especially 

as industries became more competitive and knowledge-intensive. In certain sectors, moonlighting 

was explicitly prohibited in employment contracts to protect proprietary information and ensure 

full commitment from employees (Allen & Thompson, 2003). Ethically, debates surrounding 

moonlighting focused on fairness and transparency—should employees disclose secondary 

employment to their primary employers, and could such activities be morally justified if they did 

not directly conflict with core job responsibilities? Legally, the treatment of moonlighting varied 

significantly across jurisdictions and time periods. In the United States, for instance, there were 

few federal laws explicitly addressing moonlighting, but employment-at-will doctrines and non-

compete clauses granted employers broad discretion to terminate or discipline workers engaged in 

outside work, particularly if it was perceived as detrimental to business interests (Fisk, 1998). In 

contrast, European labor frameworks were historically more protective of employee autonomy, 

permitting dual employment under certain conditions, provided it did not interfere with rest 

periods or violate conflict-of-interest norms (Eurofound, 2015). As economies transitioned toward 

knowledge and service-based industries in the late 20th century, moonlighting also began to 

evolve in character—from labor-driven necessity to skill-based entrepreneurship or career 

diversification. Professionals in fields such as IT, consulting, education, and healthcare 

increasingly assumed secondary roles as freelancers, part-time educators, or independent 

contractors, not only to earn additional income but also to develop competencies or pursue 

passions that their full-time jobs did not accommodate (Rosenblat, 2018).This marked a turning 

point in how moonlighting was socially constructed—no longer merely a sign of financial strain, 

it became a symbol of adaptability, ambition, and even professional resilience in the face of job 

market volatility. The emergence of the digital economy in the 2000s further disrupted traditional 

views of moonlighting, enabling remote work and digital side hustles through platforms such as 

Upwork, Freelancer, and later, the gig economy giants like Uber and Fiverr. With this 

technological evolution, societal attitudes became more accepting—particularly among 

millennials and Gen Z workers—toward multi-job holding, as portfolio careers gained legitimacy 

in the mainstream employment narrative (Kässi & Lehdonvirta, 2018). Despite this shift, the legal 

and ethical debates remain complex, especially in high-stakes sectors like technology, where 

moonlighting can raise serious questions about confidentiality, data protection, and intellectual 

property. In countries like India, for example, the debate resurfaced prominently during the 

COVID-19 pandemic when IT employees, empowered by remote work flexibility, began pursuing 

parallel gigs, prompting tech firms to issue strict anti-moonlighting policies (ET Bureau, 2022). 

Overall, the historical evolution of moonlighting reveals a rich tapestry of economic, ethical, and 

legal considerations, reflecting broader transformations in labor markets, organizational 

expectations, and worker identities Ashwitha & Thanuja (2024). 

SHIFT IN EMPLOYMENT PARADIGMS 

The workforce of the 21st century has experienced a profound transformation, primarily driven by 

rapid technological advancements that have reconfigured traditional work arrangements and 

redefined employment expectations. The widespread availability of high-speed internet, cloud 

computing, and collaboration tools such as Zoom, Slack, and Microsoft Teams has facilitated 

remote work, diminishing the dependence on fixed office spaces and conventional 9-to-5 
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schedules (De Stefano, 2016). These digital tools have not only enhanced organizational 

efficiency but have also enabled employees to assume multiple roles concurrently, thereby 

contributing to the rise of moonlighting. Concurrently, evolving employee expectations—

particularly among younger generations—have prompted a shift away from the traditional career 

trajectory centered on long-term job security and hierarchical advancement. Millennial and Gen Z 

workers increasingly prioritize flexibility, autonomy, meaningful work, and work-life integration 

over loyalty to a single employer (Sullivan & Baruch, 2009). This generational shift has 

encouraged the pursuit of side hustles and freelance opportunities that offer creative outlets, skill 

enhancement, or additional income. As traditional full-time employment models begin to erode, 

the gig economy has emerged as a dominant force, offering project-based, on-demand work 

across platforms such as Upwork, Fiverr, and TaskRabbit (Kässi & Lehdonvirta, 2018). The gig 

economy has effectively normalized moonlighting by providing infrastructure, market access, and 

legitimacy to independent work, thereby facilitating full-time employees' engagement in 

secondary jobs without significant logistical or financial barriers (Rosenblat, 2018).This shift in 

employment paradigms has also been catalyzed by major global events such as the COVID-19 

pandemic, which accelerated the adoption of remote work and highlighted the viability of 

decentralized work models (Spurk & Straub, 2020). As a result, traditional notions of employer 

control and fixed work hours have weakened, allowing workers to manage their time more 

autonomously and explore parallel careers. Consequently, moonlighting has transitioned from 

being a covert or stigmatized practice to a mainstream and, in many cases, aspirational part of 

modern career planning. However, this evolution also introduces new challenges, as employers 

must navigate issues of employee engagement, loyalty, productivity, and potential conflicts of 

interest (IMDR & Student, 2023). Understanding this paradigm shift is essential for designing 

employment policies that reflect contemporary work realities while balancing the interests of both 

organizations and employees. 

ETHICAL CONSIDERATION OF MOONLIGHTING 

Employee perspective  

From the perspective of employees, moonlighting presents a multifaceted ethical landscape 

influenced by evolving work values, financial realities, and shifting career aspirations. Many 

professionals, particularly those in the technology sector, engage in moonlighting activities for 

various reasons. Chief among these is financial necessity, especially in cities with high living 

costs or in economies where wage growth has not kept pace with inflation. For such employees, 

moonlighting becomes a strategy for achieving financial stability and securing a safety net against 

job loss or unforeseen expenses (Kuhn & Lozano, 2008). However, beyond economic incentives, 

modern employees are increasingly driven by intrinsic motivations, including the desire for skill 

development, career diversification, and personal fulfillment (Dickey, Watson, & Zangelidis, 

2011). In the rapidly evolving landscape of digital work, where technologies become obsolete 

within short time spans, professionals view side gigs as opportunities to upskill, experiment with 

entrepreneurship, and remain competitive in the labor market (Sullivan & Baruch, 2009). For 

instance, a software engineer might undertake freelance app development projects to hone skills 

in a new programming language not used in their primary role, thereby enhancing long-term 

employability. This proactive engagement can also foster job satisfaction, particularly when the 

secondary role aligns with personal interests or allows employees to explore creative outlets 

outside their primary employment (Greenhaus & Powell, 2006). 
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While moonlighting may confer certain advantages, it also poses ethical challenges for employees 

that are not easily navigable. A primary concern is the issue of loyalty to one's principal 

employer. Although secondary employment may occur outside official working hours, the 

perception that an employee's time, attention, or intellectual contributions are being diverted 

elsewhere can engender distrust within organizations (Allen & Thompson, 2003). This concern is 

particularly pertinent in sectors such as information technology, where intellectual property and 

proprietary knowledge are integral to business value. Employees must, therefore, evaluate 

whether their moonlighting activities might inadvertently involve the disclosure of confidential 

information, the use of company resources, or the exploitation of client relationships cultivated 

during their primary employment. Even in the absence of direct conflicts, perceived conflicts of 

interest can undermine workplace relationships or impede career progression. 

Another ethical concern stems from work-life balance. While many employees may initially take 

on secondary jobs with enthusiasm, the cumulative workload can lead to stress, burnout, or 

reduced effectiveness in their primary roles (Aishwarya, 2022). Employees may feel torn between 

delivering high performance in both jobs while maintaining personal well-being, leading to 

emotional exhaustion and diminished engagement (Bakker & Demerouti, 2007). The ethical 

question here revolves around personal responsibility—whether it is justifiable for an employee to 

overextend themselves if it potentially undermines the quality of their work or their health. In 

some cases, employees may conceal their moonlighting from employers, either due to restrictive 

company policies or fear of reputational harm. This lack of transparency can, in itself, raise 

ethical red flags, as it suggests a breach of honesty and trust, which are fundamental to 

professional relationships. 

Moreover, the legal and ethical dimensions of moonlighting often become ambiguous in the 

absence of explicit organizational policies. While certain companies permit side employment 

under specific conditions, others enforce restrictive non-compete clauses that legally prevent 

employees from engaging in similar fields (Preston, 2004). In such contexts, employees may 

encounter morally ambiguous situations, where the pursuit of personal or financial advancement 

may compromise legal and professional integrity (Fisk, 1998). Additionally, younger 

professionals, particularly those from the gig economy generation, may not fully comprehend the 

implications of moonlighting, presuming that personal autonomy supersedes institutional loyalty. 

The ethical tension, therefore, resides in balancing self-determination with organizational 

expectations and legal frameworks (Marx et al., 2015) (Lynch, 1996). Ideally, companies should 

establish open channels for dialogue and develop transparent policies that acknowledge the 

evolving nature of work while setting equitable boundaries. Similarly, employees have a moral 

obligation to assess not only whether they can engage in moonlighting but also whether they 

should, based on fairness, transparency, and respect for contractual obligations. In conclusion, 

from the employee‘s perspective, moonlighting is more than a pragmatic choice; it is a decision 

fraught with ethical trade-offs involving loyalty, responsibility, and well-being (Ara &amp; 

Akbar, 2016). As the nature of employment continues to evolve, navigating these dilemmas will 

require both individual integrity and supportive institutional frameworks. 

Employer perspective  

From the perspective of employers, moonlighting presents a multifaceted ethical dilemma that 

intersects with issues of employee commitment, confidentiality, productivity, and organizational 

culture. Employers traditionally expect a certain degree of loyalty and exclusivity from their full-

time employees, particularly in sectors such as technology, where intellectual capital constitutes 
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the primary asset. When employees engage in secondary employment—especially without 

disclosure—it raises ethical concerns regarding divided attention and potential conflicts of 

interest. Employers may be apprehensive that moonlighting results in fatigue or diminished 

performance in the primary job, particularly when deadlines or overlapping responsibilities 

conflict with one another (Allen & Thompson, 2003). Additionally, there is the ethical issue of 

fairness; employees are compensated with the expectation of full engagement, and when time or 

energy is diverted elsewhere, it may be perceived as a breach of the psychological contract 

between employer and employee (Rousseau, 1995). Another critical area of ethical concern for 

employers is the safeguarding of proprietary information. In knowledge-intensive sectors, 

moonlighting heightens the risk of data leakage, whether intentional or inadvertent, as employees 

work across domains that may be competitively sensitive. This concern is exacerbated when 

moonlighting involves work for a competitor or when employees apply knowledge, code, or 

strategies from their primary employment in their side jobs. While some companies mitigate this 

risk through non-compete clauses or confidentiality agreements, enforcing these ethically and 

legally remains contentious (Fisk, 1998). Employers also encounter dilemmas when responding to 

discovered instances of moonlighting; punitive actions may be perceived as restrictive or 

authoritarian, particularly in contemporary work cultures that value autonomy and flexibility. 

Moreover, with the rise of remote work and the gig economy, monitoring employee activity 

outside work hours has become increasingly difficult and ethically questionable. Employers must 

tread carefully to avoid infringing on personal freedoms while still protecting organizational 

interests. The best ethical response may lie in transparency and mutual understanding (Fisk, 

1998). Companies that proactively develop moonlighting policies—clarifying what is permitted, 

what must be disclosed, and where boundaries lie—can foster trust and ensure both parties are 

aligned. Ethically, it is also incumbent upon employers to examine whether internal 

compensation, engagement strategies, or upskilling opportunities are adequate, as unmet 

employee needs often drive the desire to moonlight (Bajpai & Nirwan, 2023). Thus, ethical 

management of moonlighting involves not just rule enforcement, but a holistic view of work 

expectations, fairness, and employee well-being. 

LEGAL IMPLICATIONS 

Moonlighting exists within a legal grey area in many jurisdictions, raising critical ethical concerns 

regarding enforceability, employee rights, and corporate responsibilities (Limor & Himelboim, 

2006). Legally, in most countries, there are no universal prohibitions against dual employment 

unless expressly mentioned in an employment contract or covered by sector-specific regulations. 

However, the ambiguity of legal standards surrounding moonlighting often creates tension, 

especially in industries like information technology, where safeguarding intellectual property is 

essential (Bhatia & Sai, 2023). In jurisdictions such as the United States, the ―employment-at-

will‖ doctrine allows employers to terminate employees for secondary employment if it conflicts 

with business interests, even if moonlighting is not explicitly prohibited (Fisk, 1998). Conversely, 

in many European Union countries, labor laws protect the worker‘s right to undertake multiple 

jobs, provided these do not breach maximum working hours or pose a health hazard (Eurofound, 

2015). This legal variability creates ethical dilemmas for both employees and employers 

attempting to navigate unclear or conflicting expectations. 

One of the most contentious legal concerns in moonlighting is the non-compete clause, which 

often prohibits employees from working in competing firms during and after employment (ET 

Bureau, 2022). While intended to protect company assets and client relationships, overly broad or 
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unreasonable non-compete clauses may unfairly restrict an employee‘s ability to earn a living or 

pursue professional growth (Marx et al., 2015). In some regions, courts have struck down non-

compete agreements for being overly restrictive, framing them as violations of labor freedom and 

economic fairness. Ethical considerations arise when organizations use such clauses not to protect 

legitimate business interests, but to limit competition or deter employee mobility (Sharma, Singh, 

Arora, & Mittal, 2025). 

Another legal consideration tied to moonlighting is intellectual property (IP) ownership. 

Employees who create work or code during personal time but within the scope of their job-related 

expertise may find themselves in legal conflict if companies claim ownership. Clear IP 

agreements and disclosure policies are essential to prevent these ethically murky scenarios. 

Furthermore, moonlighting may lead to tax compliance issues, especially when freelance income 

is unreported or misclassified, posing legal risks for both workers and platform companies. 

Ethically, organizations have a responsibility to clarify legal expectations while respecting 

employee autonomy. Likewise, employees must understand the implications of moonlighting not 

just in terms of personal gain but within the bounds of employment law and contractual 

obligations. In short, the intersection of law and ethics in moonlighting calls for clarity, 

transparency, and fairness on both sides (Larkin, 2003). 

IMPACT ON ORGANIZATIONAL PRODUCTIVITY AND PERFORMANCE 

While moonlighting is frequently viewed as a potential threat to organizational productivity, an 

increasing body of evidence indicates that, under appropriate conditions, it can yield positive 

outcomes for both employees and employers. Employees engaged in secondary employment often 

acquire new skills, knowledge, and competencies that can be transferred to their primary roles. 

For instance, a software engineer involved in freelance app development may introduce 

innovative techniques or frameworks into their full-time work, thereby enhancing project quality 

and team knowledge (Greenhaus & Powell, 2006). Additionally, moonlighting can expose 

employees to diverse industries and work cultures, fostering adaptability, creative problem-

solving, and lateral thinking—skills that are essential in the rapidly evolving, innovation-driven 

technology sector (Sullivan & Baruch, 2009). Furthermore, side projects that align with personal 

interests may enhance overall job satisfaction and psychological well-being, rendering employees 

more resilient, motivated, and engaged in their primary occupations (Bakker & Demerouti, 2007). 

Organizations that support ethically managed moonlighting may even experience higher retention 

rates, as employees feel more trusted and empowered. This is particularly pertinent in millennial 

and Gen Z workforces, where flexibility and purpose are critical factors in employment decisions. 

Thus, when effectively managed, moonlighting has the potential to augment organizational 

capability through enhanced employee experience, knowledge sharing, and long-term 

engagement, challenging the conventional notion that dual employment is inherently detrimental 

(Prasad, Kalavakolanu, De, & Satyaprasad, 2024). 

While moonlighting may offer potential advantages, it can also present significant risks to 

organizational performance if not transparently disclosed or effectively managed. A primary 

concern is the potential dilution of focus and commitment. Employees managing multiple jobs 

may struggle to fully engage in their primary role, particularly when secondary employment 

demands similar cognitive or physical resources. This divided attention can lead to missed 

deadlines, reduced responsiveness, and lower-quality output, especially in collaborative settings 

where interdependence is crucial (Allen &amp; Thompson, 2003). Furthermore, moonlighting 

contributes to increased work hours and diminished recovery time, rendering employees more 
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susceptible to burnout, stress, and absenteeism—factors that directly affect team morale and 

productivity (Bakker &amp; Demerouti, 2007). The organizational risk is exacerbated when 

moonlighting involves competitor firms or projects that overlap with the employer‘s business 

domain. In such instances, issues of data confidentiality, intellectual property theft, and conflict of 

interest become tangible threats (Fisk, 1998). A lack of visibility into these secondary activities 

complicates employers' ability to assess potential legal or reputational exposure. Moreover, 

inconsistent enforcement of anti-moonlighting policies can foster resentment and perceptions of 

unfairness among employees, thereby undermining organizational culture and cohesion 

(Choudhary &amp; Saini, 2021). Ultimately, unchecked or undisclosed moonlighting can erode 

trust and accountability, jeopardizing not only individual performance but also collective 

outcomes. Employers must therefore acknowledge these risks and proactively establish 

frameworks to mitigate them, balancing flexibility with firm boundaries. 

STRATEGIES FOR MANAGING MOONLIGHTING 

To effectively leverage the advantages of moonlighting while mitigating its associated risks, 

organizations must implement proactive and transparent management strategies. Initially, it is 

imperative to develop explicit moonlighting policies within employment contracts and human 

resources guidelines. These policies should delineate acceptable forms of secondary employment, 

define potential conflicts of interest, and specify conditions under which disclosure is obligatory 

(Rousseau, 1995). Instead of enforcing outright prohibitions, a more nuanced approach—such as 

requiring prior approval or restricting moonlighting in competing sectors—can promote fairness 

and compliance. Furthermore, organizations should establish transparent communication channels 

that enable employees to disclose secondary work without fear of reprisal. Open dialogue not only 

diminishes the likelihood of covert activities but also allows human resources and legal teams to 

assess risk and provide appropriate guidance (De Stefano, 2016). Companies should also 

encourage managers to conduct regular check-ins regarding workload and well-being, which can 

reveal early signs of overextension or stress. Additionally, fostering a culture of trust, flexibility, 

and mutual respect is essential in today‘s evolving work environment. Organizations that 

recognize employees‘ aspirations for autonomy and skill development are more likely to cultivate 

loyal and motivated workforces. Providing internal opportunities for learning, freelancing, or 

cross-functional projects may also reduce the necessity for external moonlighting, thereby 

retaining talent and innovation within the firm (Conway &amp; Kimmel, 1992). Ultimately, 

effective management of moonlighting is not about stringent control, but about designing a 

workplace that accommodates modern work styles while safeguarding organizational values and 

objectives. 

FUTURE TRENDS AND IMPLICATIONS 

The tech industry is experiencing a significant shift in the nature of work, influenced by evolving 

workforce expectations, swift digital advancements, and a growing acceptance of alternative work 

models like freelancing and moonlighting. In the future, employment in this sector is anticipated 

to move away from strict, long-term contracts towards more adaptable, project-oriented roles that 

provide both employers and employees with increased flexibility. Traditional employment 

models—marked by set hours, hierarchical structures, and loyalty to a single employer—are 

being replaced by what is often termed a ―portfolio career,‖ where professionals engage in various 

income-generating activities at once (Barley, Bechky, &amp; Milliken, 2017). As remote work 

becomes more established and talent is spread across different locations, companies might start 

using internal gig platforms that enable employees to work on multiple teams or short-term 
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projects without changing employers. This trend blurs the distinction between internal mobility 

and gig work, effectively integrating moonlighting into mainstream career paths. Additionally, 

modern tech workers are increasingly driven by autonomy, learning opportunities, and purpose-

driven work rather than just salary or job titles. Consequently, moonlighting and side gigs offer 

ways to explore personal interests, enhance skills, and boost economic resilience—qualities that 

are becoming crucial in unpredictable job markets (Sullivan &amp; Baruch, 2009). Companies 

that acknowledge and adapt to this shift by providing flexibility and supporting multi-role career 

paths are likely to attract and retain top talent. Meanwhile, younger generations entering the 

workforce perceive employment as a fluid concept, making it essential for employers to adjust 

policies and cultures to align with these emerging values. Looking forward, the integration of 

moonlighting and gig work into formal career models will not only redefine employment 

structures but also challenge traditional notions of work.enge traditional notions of productivity, 

loyalty, and performance evaluation. This evolution underscores the need for organizations and 

policymakers to rethink the very definition of work in a post-industrial, digital-first economy. 

Rapid technological advancements are significantly reshaping moonlighting practices, especially 

in the tech sector. The proliferation of AI, automation, and remote collaboration tools has not only 

redefined job roles but also expanded opportunities for side gigs and freelance work beyond 

traditional geographic and time constraints (Spreitzer et al., 2017). Platforms like Upwork, Fiverr, 

and Toptal make it easier for professionals to monetize their skills, while emerging technologies 

such as blockchain and smart contracts hold the potential to formalize multi-employment 

arrangements through transparent, secure, and automated agreements (World Economic Forum, 

2020). However, these shifts also create regulatory blind spots. Labor laws designed for fixed-

location, single-employer workforces are increasingly inadequate to govern a digital, fragmented 

economy (De Stefano, 2016). Governments and institutions worldwide are under pressure to 

revise employment codes, introduce guidelines for ethical moonlighting, and safeguard 

intellectual property in multi-employment scenarios. Countries like Germany and the Netherlands 

are already exploring flexible work models within legal boundaries, while others lag in updating 

frameworks (Eurofound, 2015). In the near future, we can expect a rise in industry-specific 

guidelines, particularly in data-sensitive sectors like IT, finance, and healthcare. A potential long-

term solution lies in the development of global standards or cooperative frameworks that address 

the complexities of dual employment, aligning economic freedom with legal clarity and worker 

protection. 

CONCLUSION 

Moonlighting, once regarded as a marginal or even taboo practice, has now emerged as a 

significant aspect of the evolving employment landscape, particularly within the technology 

sector. Driven by technological advancements, shifting career aspirations, and the rise of the gig 

economy, dual employment is reshaping how individuals and organizations conceptualize work, 

productivity, and professional identity. While moonlighting can enhance skill development, 

innovation, and job satisfaction, it also presents ethical, legal, and organizational challenges that 

warrant careful consideration. Employers must judiciously balance business interests with 

employee autonomy, while policymakers must update outdated legal frameworks to reflect new 

work realities. A forward-looking approach that emphasizes transparency, trust, and adaptability 

will be critical in managing this complex trend. As work continues to evolve, moonlighting is 

likely to become not merely a response to economic need but a strategic element of modern 

careers, requiring thoughtful governance and open dialogue between all stakeholders. 
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Abstract 

Artificial Intelligence (AI) has made a drastic change in all the industries in today’s era. 

Finance is one of such sectors which is highly transformed due to the exploration of AI. 

This research is being done to know about the role and impact of AI on the financial 

decision of people. Using a well-structured questionnaire data is collected and analyzed 

in SPSS and SMART PLS. Using advance statistical techniques like CFA and SEM the 

responses are analyzed to know about the role and impact of Artificial Intelligence on 

the financial decision of people in Surat city. Results show that AI plays a vital role in 

the financial decision of people now a days. The study would help financial service 

providers while preparing customized financial plan for their clients. It is also found that 

AI is assisting financial professional in observing the trend of usage of AI in investment 

decision and accordingly helping them in doing risk return analysis while preparing 

portfolio of financial assets for their clients. 

Key Words: Investment decision, Portfolio of financial assets, CFA, SEM 

1. INTRODUCTION 

With increasing competition and large scale of investment avenues, it has become necessary for 

people to look for the sustainable financial plan for their lives. Different investment avenues with 

different features and characteristics are increasing the complexities while taking financial 

decision. Hence, it is mandatory to choose a financial and investment plan wisely. An individuals‘ 

and financial professionals‘ skills and financial literacy cannot provide a good monetary return 

which is required to meet the demand of increasing inflation and other financial responsibilities. 

The critical analysis and strategies are necessary to develop over the traditional financial 

strategies and hence, AI plays powerful role while selecting the right financial strategy. The use 

of AI can save time and resources if implemented successfully. AI tools can boost the 

performance of human by increasing their efficiency and effectiveness during the development of 

portfolio of financial assets for their clients. Rasouli, M., Chiruvolu, R., & Risheh, A. (2023).  

Giudici, P., & Raffinetti, E. (2023) drew the attention towards the various benefits of AI. AI 

based platforms assist in every stage of investment process. They provide the range of outcomes 

to select the most suitable financial strategy as per the objective of an individual. It also reduces 

the overall cost yet can help in developing right financial strategy based on critical analysis of 

relevant information. Though, the lack of personalization exists while using AI, still AI provide 

an opportunity of better investment decision. AI based responses covers a wide range of data and 

events which affects the value of money. So, AI reduces the chances of ignoring an important 

element affecting the financial decision. Also, the growth in financial inclusion is approaching 

and creating the need of AI based decision in fiancé sector. So, in an all, it is difficult to discount 

the use of AI while preparing the financial plan in current scenario to meet the demand of future 

financial needs.  
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Moreover, Financial institutes have started using AI platform for providing real time risk 

assessment service at reduced transaction cost. Also, AI is assisting them by enhancing their 

predictive analysis for portfolio service. With these benefits of AI, there are some challenges also 

including privacy of information, cyber security, and complexities of handling data. Ionescu, S. 

A., & Diaconita, V. (2023) 

The floatation of AI in financial market may change the outlook of many financial theories and 

can demand the revision as per the changing need of people in the country. The use of AI 

provides an opportunity to develop next generation factor model with multiple dimensions for the 

valuation of financial assets. A natural integration of human skill, economic theories and machine 

learning can promote the construction of asset pricing models that consists of investors‘ credence 

and other psychological elements to determine the value of financial assets. These would result in 

the selection of better investment option and allocation of capital into them to meet the financial 

goal of people. Cao, L. (2020) 

Furthermore, AI can play a crucial role in financial operations and decision making. AI supports 

are increasingly used by new generations while taking their investment decision. For the 

development of risk management strategies, forecasting of market trends and for optimization of 

portfolio, investors are using AI based platforms apart from approaching to financial professionals 

into market. Cao, Y., & Zhai, J. (2022) 

Compare to traditional financial decision making, AI based decisions more focused and 

interlinked method considering the broader aspects like time, risk assessment, ethical 

consideration etc for better outcome. It allows better risk management and mitigation for varied 

financial services leading towards improved financial decisions. Mullangi, M. K., Yarlagadda, V. 

K., Dhameliya, N., & Rodriguez, M. (2018). Moreover, different people are using different AI 

based platforms for variety of financial services. Hence, it creates the need of analysing the 

influence of AI in different context of financial services and planning. The current study is done 

to observe this varied need for better use of AI aligned with improved financial decisions 

consisting of a wide range of financial services with different features and complexities. 

2. LITERATURE REVIEW 

Hawley et al. (1990) for the very first time studied the usage and potential of machine learning 

and AI in financial decision making. They found that AI was used in banking for credit issuance 

to the lenders. AI, because of its effectiveness could assist banks in making better lending 

decisions through efficient and effective credit risk management procedure.  

Dempster et al. (2001) and Hussain et al. (2016) found that different methodology of investment 

advice can be improved with the usage of AI. It is studied that AI supports to the investment 

researchers in adding value to their technical analysis which can result into the better prediction 

of results in line with the technical indicators. Further, the inclusion of AI based indicators in 

technical analysis can also help in forex trading to generate the right indicators and their 

predictions from diverse variables over large volume of time bound data. 

Tilakaratne et al. (2007) and Chavarnakul and Enke (2008) applied the neural networks for 

technical analysis of stock price signals. With the use of AI, they analyzed intermarket 

indicators to predict the future price movements and volatility of markets. Moreover, they also 

studied the return over different time horizons in association with other market factors. Hence, 

it is concluded that human interaction with AI can improve the efficiency while parking money 
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into different stocks. 

Fethi & Pasiouras (2009) in their critical evaluation found that the usage of AI depends upon 

the features and ability of AI platform to execute different financial operations. Such operations 

consist of algorithmic tradeoffs and other portfolio management services. Investors adopt the AI 

to meet their requirement of right advice and the logics behind them. Investors look for the 

specific elements of developing the suitable financial model and its reliability before adapting 

an AI platform for their investment decision. So, it is important for investment advisors to select 

AI platform wisely before approaching the same to their clients. Also, instead of outsourcing, 

financial institution should focus more on the development of their own AI platform which can 

be more suitable to their business and clients. The ownership of AI platform is an important 

element attracting investors to use AI. 

Eletter, Yaseen, & Elrefae (2010) suggested that operational activities of financial industry are 

highly affected on regular basis with the introduction of AI. AI supports in taking prompt 

decisions, achieving cost efficiency, and providing faster services to the clients. It is adding 

value to the services offered. Not only companies, but investors also have become 

knowledgeable with the right use of AI. This has reduced their dependency of professional 

competency of fund manager and professionals are able to give real time service to their clients. 

Hence, collectively investors and fund managers can work together to attain the financial goals 

of people.  

Bahrammirzaee (2010) stated that AI independently cannot serve the purpose of better financial 

decision, rather it increases the human intelligence to consider variety of large amount of data in 

their research. Without human involvement, AI may generate the false outcomes, redirecting 

towards the execution of inappropriate investment plan. Hence, the use of AI for financial 

decision making should encourage the involvement of people in the company for successful 

execution of AI based investment strategy. 

Bagheri (2014) found that AI has added different revisions into the process of financial 

transactions and methodology of fiancé industry to operate in the market. AI has helped people 

and financial corporations in developing the sound financial model to maximize the profits with 

effective risk management structure. AI has also transformed the traditional financial services to 

modern high-tech format enabling to both people and institution to increase the outcome of their 

efforts while investing money. 

Alzaidi (2018) stated that it is necessary to introduce and increase the use of AI in finance 

before it gets too late. In the research it was found that delay in adopting AI can create trouble 

in operating and competing in market. For sustainable growth, it is important to consider the use 

of AI in investment and financial operation. This only would allow to retain existing clients and 

attract new clients. 

Patel (2018) stated that with the increasing competition, technology and use of technology, the 

expectations of investors are also increasing. Investors would prefer to join with the financial 

institution that provide the service in terms of better return at lowest possible risk. Further, it is 

necessary to reduce the cost of financial services to remain competitive in the market. The 

increasing expectations of investors are encouraging the use of AI based applications while 

lending financial services in the country or a region. Kumar, Aishwaryalakshmi, and Akalya 

(2020) also found that it has become mandatory for banks to adopt AI and execute the business 
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strategy in line with AI system to retain their positions into dynamic world of finance. 

Chan, Nayler, Raman, & Baker (2019) concluded that with increasing number of financial 

scams and uncertain returns, people have become more conscious while taking financial 

decision. They look forward the suitable and appropriate method of investing in different 

financial assets. To reduce the financial risk, people would like to take well-informed decision. 

AI implementation and its advantages are leading towards the employment of improved 

decision capability among investors and financial institutions. 

Kumar et. al. (2019) found that AI has contributed a lot in the growth of insurance sector. It has 

allowed to modernize the various operations into insurance sector especially for risk 

determination and justification for underwriting process.  Moreover, AI has contributed in 

providing customized services and products into financial industry with the support of fintech 

and financial inclusion by companies. 

Vijay (2019) gave the numerous benefits of AI in finance industry. Starting with the process of 

CRM, a great value is added by AI in various operations of investment decision consisting of 

asset selection and risk-return determination. Not only for investors but also for financial 

institutions, AI has increased the capacity and capability to incorporate better financial plan in 

line with the need of clients leading towards the increasing profits of financial corporations. 

Moreover, Artificial Intelligence has allowed financial professionals to provide customized 

services apart from encouraging the purpose of financial inclusion. 

Patil and Kulkarni (2019) studied benefits of chatbots and robo financial advisors. They found 

that the use of such AI tools is cost effective and yet provide effective outcomes for good 

financial decisions. Also, chatbot is preferred by investors to reduce the expenses of 

professional advisors as they charge very high even in case of weak decision capacities and 

inefficiencies.  

In the study of Mou, X. (2019). it is clarified that use of AI can bring many positive changes in 

financial industry. It can assist in providing better intime services to the clients. It can help 

financial institutions in predicting customer behaviour, and monitoring any unusual movement in 

an industry. This also, enable them in predicting fraudulent activity and can help in developing 

the strategies to provide protection against them. AI can also support many financial operations of 

companies in line with legal requirements as AI can store and retrieve data. Moreover, AI allows 

financial institutions to serve all the segment of the society by reducing risk and increasing reach. 

The results of the study carried out by Zhang, X. P. S., & Kedmey, D. (2019) shows that finance 

is the main source of development in any economy and hence it is important to have maximum 

utilization of financial resources. AI may not help directly to individual investor in creating 

wealth but it can assist in identifying from where money comes in an economy and where it is 

utilized. It can guide wealth managers in serving to their clients in less time with personalized 

experiences. With the use of AI, financial professional can deal with multiple hurdles including 

asset holdings of clients, uncertain market events, fluctuations in financial markets and financial 

movements at global level. A well-developed AI platform can handle the queries of clients and 

provide real time service to them. This enables the financial service providers to serve many 

clients in less time with all efficiency and effectiveness. Not only in investment, but AI can play a 

positive role in delivering the banking services also hence, banks can provide a satisfactory 

customer care services to their customers. Moreover, AI also guides in valuing the stocks and 
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selecting the right investment option after applying all research-based data. Further, security of 

money and related information is crucial while managing the capital. AI can also detect the wrong 

and fraudulent information to protect the interests of investors. Collectively both human and 

machine (AI) can outperform and serve to the society.  

(Khattak et al., 2023) found that the demand for AI based models is increasing to reduce the risk 

and to select the profitable investment options with the precise prediction of data and market 

trends. It assists investors to make data driven decision by forecasting present and future market 

trends. Investors select the use of AI for specific decision of investment including of predicting 

the market, selecting better financial asset and risk associated with them.   

(Chua et al.,2023) investigated the role of attitude towards AI and its impact on financial decision. 

They searched that though AI has reached into the financial market, but the use of AI based 

information and analysis relies on an individuals‘ attitude towards AI. It is realized that in the 

scenario of low risk, people tend to easily rely on AI but high-risk decisions require human 

interaction and personal assistance to accept and rely on AI based solutions. Hence, it is derived 

that behavioral intention to use AI not only depends on its accuracy and AI trust but it also 

requires human touch. For financial professionals, both AI based services and human involvement 

are important while providing investment and financial advices to the clients. 

Meena, R. P. (2023) analyzed the awareness and attitude of management students towards the use 

of AI in investment decision. It was found in the study that the use of AI driven investment tools 

requires to create awareness and promotion of such tools while taking investment decision. It is 

vital for financial institution to develop ethical guidelines and structure for the use of AI in 

financial decision. An institution must provide training for the right use of AI in investment 

decision. Moreover, communication and transparency should remain in the centre while applying 

AI for financial decision. These measures would help in building the positive attitude towards AI 

which would lead towards the use of AI while planning for money. 

Zhang, A. (2024) in his research found that AI has brought intelligence with honesty in human 

lives. With continuous improvement in technology, AI has become one of the most important 

elements which can faster the progress in human lives in recent times. An ethical use of AI can 

lead towards the growth in each industry including finance. An ethical use of AI bridges the gap 

of knowledge about different financial strategies in changing trends of finance. It also avails the 

access on financial services of financial institutions in real time and hence allow people to take 

right decision at right time.  

Bi, S., Bao, W., Xiao, J., Wang, J., & Deng, T. (2024) Stated that Investors are using AI based 

platforms to predict the market trend while preparing their investment plan. In fluctuating market 

scenario, to earn stable return with the use of data analysis and financial model development, 

investors and financial institutions are relying on AI based research along with human 

interactions. For increasing returns and risk minimization, apart from the research of company‘s 

human capital, investors also look for AI assistance. Hence, it has created the need for financial 

professionals also to add AI based service for their clients to serve them better. While taking 

investment decision, people use AI for data collection, processing, analysis, and strategy 

formulation to manage their capital. AI provides a wide range of advantages to investors 

consisting of accuracy in prediction, less human errors, risk management, rational decision 

making and personalized services according to the risk-taking capacity and investment goals.  
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Syed, W. K., & Janamolla, K. R. (2024) investigated the impact of robo financial advisors and 

stated that AI driven robo financial advisors can provide a good portfolio management service 

with accuracy and personalized service. AI based advisors provide highly customized portfolio 

services and investment advices. The integration of AI advisors and human advisors appears a 

more powerful model in the industry of finance. But it is not easy to execute as various challenges 

are there to be dealt with. The concern for data privacy, algorithmic transparency and regulatory 

norms are important to be considered while using AI based platforms for financial and investment 

decisions. 

AI has brought a drastic advancement in the field of finance. By applying AI, a financial 

institution can faster the investment process and can introduce a predictive analysis to restructure 

asset management and portfolio optimization. It is possible for financial institutions to process the 

large amount of data more efficiently. Market trends and risk can be predicted through AI for the 

execution of right investment decision. The consideration of above advantages can provide the 

competitive advantage to such financial institutions. But inclusion of AI also has risk of 

algorithmic biases, cyber security and overreliance, consideration of which can ruin the profit of 

investors. Hence, in their research Onyenahazi, O. B., & Antwi, B. O. (2024) found that better 

results can be obtain through the balance between human competency and AI based models. AI 

based models must be incorporated by regulatory and ethical concerns that arises from its use. For 

any financial advisor and institution, it is necessary to ensure that in investment decision, AI is 

used with human judgement for robust check. 

Theoretical Model Development:  

From the literature done so far, it is found that there exists a multifold relationship between the AI 

and financial decision of people. There are numerous elements determining the use of AI for 

different type of financial services related to financial decision. People blindly do not prefer to 

use AI for the better management of their hard-earned money. Instead, under the guidance of their 

advisors or professionals, AI is being used by them while taking financial decision. This study 

would analyse the relevance of different factors like financial literacy, features of AI, ownership 

of AI model, privacy of data etc. while considering AI into financial decision. In the further 

section, detailed model and analysis would be discussed. 

3. RESEARCH METHODOLOGY 
 
3.1 Objective 

The study aims to analyse the role and impact of Artificial Intelligence on investment decision of 

people in Surat city. 

3.2 Significance  

The study would help investors and financial professionals to comprehend the impact of artificial 

intelligence on the financial decision and hence would assist in preparing the better financial plan 

to manage the hard-earned money. 

3.3 Type of Research and Data Collection 

Descriptive Research is used to study the role of artificial intelligence in investment decision of 

individuals. With the use of Likert based structured questionnaire, the information related to the 

relevance of artificial intelligence with investment decision, is collected using Primary data 

collection mode Also, Secondary Data is collected through Newspapers. Business Magazines, 

Internet etc. 

3.4 Sample Size and Techniques 
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Data from 733 individuals and 68 financial professionals of the city, is collected through Non-

Probability Convenience Sampling method. the questionnaire was developed by identifying the 

variables from existing research to know about the consideration of AI by investors. Also, 

professionals were contacted to know about their experience or observation inline with the 

relevance of AI in their clients‘ financial decision.  

3.5 Analytical Tools and Techniques 

Data is analyzed through descriptive and inferential statistic using SPSS and Smart PLS. Advance 

statistical techniques- Factor Analysis, CFA and SEM is used to examine the responses of people. 

For further analysis, Mediation Analysis also is tested on the responses collected. 

 

4. ANALYSIS AND DISCUSSION 
The results show that Financial Literacy(FL), AI features(AIF),  Privacy of financial information 

(PFI) and AI Model ownership(OAIM) directly or indirectly influence the usage of AI (UAI) and 

ultimately financial decision(FD) of people. In the following section these statistical results are 

discussed in detail. 

 

4.1 Non-Parametric Test Results 

Table 1 - Mann Whitney and Kruskal Wallis Test Results 

  FL AIF PFI OAIM UAI FD 

Age 0.03 0.06 0.064 0.02 0.039 0.041 

Gender 0.04 0.058 0.063 0.043 0.04 0.03 

Education 0.026 0.072 0.058 0.036 0.071 0.029 

Income 0.061 0.063 0.07 0.067 0.06 0.059 

 

As shown in above table, the financial decision is affected as per individuals‘ age, gender, and 

education. Also, it is found from the non-parametric test results that the usage of AI for financial 

decision is different for people with varied demographic profiles.  

 

4.2 Conceptual Model Development and Factor Analysis 

The following model is developed to know about different factors, directly or indirectly affecting 

the usage of AI for financial decision of people.  

 

                                                        Figure 1 Self- Developed Model 
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Table 2-Factor Analysis 

KMO Measure of Sampling 

Adequacy. 
Bartlett’s Significant Value. Total Variance 

Explained 

0.801 0 71.6% 

 

The KMO Value as shown in above table is more than 0.7 indicating the acceptable adequacy of 

responses and Bartlett‘s significant value of 0.000 indicates the strong relationship among the 

variables of identified factors. Also, the total variance explained by the identified factors extracted 

is more than 60% signifying the consistency of data and data collection process. 

4.3 CFA (CONFIRMATORY FACTOR ANALYSIS) 

CFA is used to test how well the measured variables represent the number of constructs. 

Following tables shows the correlation among latent variables of CFA indicating the strong 

consistency among the variables of identified factors. 

 

Table 3-Latent Variable Correlations 

 

FL AIF PFI OAIM UAI FD 

FL 

 

0.851 0.732 0.752 0.719 0.721 

AIF 0.851 

 

0.854 0.751 0.696 0.803 

PFI 0.732 0.854 

 

0.744 0.689 0.767 

OAIM 0.752 0.751 0.744 

 

0.798 0.712 

UAI 0.719 0.696 0.689 0.798 

 

0.731 

FD 0.721 0.803 0.767 0.712 0.731 

  

4.3.1 Model fit assessment: 

 

1. Constructs’ indicator loading: 

 

Loading above 0.7 is indicated as accepted level of reliability. In this research all the construct 

items have loading of approximately 0.7 or more and thus, they are meeting the criteria of 

reliability. 

 

2. Construct Reliability and Validity: 

 

Table 4-Reliability and Validity Results 

 

Alpha Rho CR AVE 

FL 0.718 0.773 0.843 0.535 

AIF 0.814 0.822 0.861 0.546 

PFI 0.709 0.782 0.808 0.66 

OAIM 0.738 0.785 0.792 0.577 

UAI 0.783 0.804 0.844 0.575 

FD 0.779 0.808 0.839 0.547 
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(A) Composite Reliability (CR) Check: 

Higher values of CR are the indication of high reliability.  The standard value of CR between 0.6 

to 0.7 is considered as acceptable level. As shown in the result table, all the values of CR are 

between 0.8 to 0.9 admitting the good statistical results. 

(B) Internal Consistency Check (Cronbach Alpha):Alpha is measure of internal consistency of 

items and has threshold limit of 0.7. All the constructs of the research as shown in the table have 

Alpha values more than 0.7 explaining the pleasing   outcome of internal consistency of items. 

(C) Construct Reliability (Rho): 

Rho is the measure of Construct Reliability and should be greater than 0.7 and it lies between 

Cronbach Alpha and Composite Reliability. Both these conditions are met in the result of this 

research as shown in the table.  

(D) Convergent Validity Check: 

Convergent validity is the degree to which the construct converges to explain the variance of its 

items. It is measure through average variance extracted (AVE) for all items on each construct 

with acceptable value of 0.5 or more. AVE value in above table shows that all the constructs are 

meeting the threshold limits of 0.5 and thus approving the convergent validity of constructs.  

 

3. Discriminant Validity Check: 

 

Discriminant Validity shows the extent to which constructs are distinct from each other. It is 

measured through two criteria. (I) Fornell and Larcker and (II) HTMT criteria. 

 

1. F n L (Fornell and Larcker) criteria: 

 

Fornell and Larcker (1981) proposed the traditional metric and suggested that each construct‘s 

AVE should be compared to the squared inter-construct correlation (as a measure of shared 

variance) of that same construct and all other reflectively measured constructs in the measurement 

model. Below is the value of Fornell and Larcker for constructs of this research.  

 

Table 5-constructs’ F n L results 

 

FL AIF PFI OAIM UAI FD 

FL 0.61 

     AIF 0.569 0.639 

    PFI 0.532 0.554 0.712 

   OAIM 0.472 0.619 0.545 0.79 

  UAI 0.213 0.526 0.332 0.428 0.658 

 FD 0.521 0.543 0.554 0.407 0.651 0.567 

 

It is clearly observed from the statistical results of Fornell and Larcker that constructs are 

fulfilling the condition criteria and distinguishing the constructs from each other.  
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2. HTMT(Heterotrait-Monotrait) Criteria: 

 

 Discriminant validity problems are present if HTMT values are high than the standard values of 

0.85 to 0.90.  

 

Table 6-HTMT of construct 

 

FL AIF PFI OAIM UAI FD 

FL 

      AIF 0.46 

     PFI 0.56 0.59 

    OAIM 0.67 0.78 0.57 

   UAI 0.33 0.69 0.52 0.59 

  
FD 0.48 0.55 0.69 0.61 0.63 

 The results show that, all the constructs have HTMT value less than the standard range of 0.85 to 

0.90. Hence, discriminant validity also is achieved for the measurement model of this research. 

 

4.4 SEM (Structural Equation Modelling) 

 

SEM is executed using Smart PLS. Further analysis is as below. The results are based on the 

benchmark of study done by professor Hair Jr, J. F., Hult, G. T. M., Ringle.  

 

1. Coefficient of Determination (R square):  

R square measures the explanatory power of factors in the model. The standard range of R square 

is 0.25, 0.50 and 0.75 explaining the weak, moderate, and substantial explanatory power of 

various factors Following table represents the explanatory power of specific construct of the 

present study.  

Table 7-R square Values 

  R square R square adjusted 

UAI 0.778 0.773 

FD 0.756 0.751 

 

As shown in the above table, the identified factors have moderate to good explanatory power in 

the model developed.  

 

2: The blindfolding-based Redundancy measure Q square: 

Table 8-Q square value (Blindfolding) 

 

 

 

 Q square 

UAI 0.367 

FD 0.352 
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The benchmark values of Q square are 0, 0.15 and 0.35 depicting the small, medium, and large 

predictive relevance of latent variables on dependent variable. As shown in above table, Q square 

value of DV is 0.352 (more than 0.35) and 0.367 (more than 0.35), indicating the large predictive 

relevance of identified factors on the investment decision of people. 

3: Observation of Statistical Significance and relevance of path coefficient determination. 

 

Table 9-LV Prediction Summary (PLS predict) 

 

 

 

 

 

 

 

 

 

 

The last step of SEM analysis requires an analysis of statistical significance and relevance of path 

coefficient determination. The lower values of RMSE (Or MAE) in comparison with the values of 

Q square value is the indication of high effect. The same results are found in this study as shown 

in above table. 

 

4.5 Mediation Analysis 

                  Table 10 Direct Effect                                    Table 11 – Indirect Effect 

 

 

  

Above results shows that financial decision of people is directly affected by their Financial 

Literacy and privacy of their financial information, as shown in the results of above table. (Table 

10) wherein Usage of AI is affected by Financial Literacy, privacy of information, features of AI 

and ownership of AI model used by financial advisor or company.  This usage of AI, ultimately 

affects the financial decision of individual as indirectly other factors are affecting it (Table 11). 

The same result is found in the statistical test through Mediation Analysis. Hence, Statistical 

results of Mediation Analysis indicate the existence of partial mediation between FL, PFI and FD 

in the presence of mediating factor UAI. Moreover, full mediation is there between AIF, OAIM 

and FD.  

 

 RMSE MAE Q Sq predict 

FL 0.497254 0.445792 0.55145 

AIF 0.481155 0.39859 0.678151 

PFI 0.417296 0.314178 0.519442 

OAIM 0.454651 0.438956 0.47368 

UAI 0.514945 0.390031 0.642877 

FD 0.463205 0.373912 0.618175 

 

P value (Direct Effect) 

FL- FD 0 

PFI – FD 0.01 

AIF – FD 0.075 

OAIM - FD 0.104 

FL- UAI 0.01 

PFI – UAI 0.02 

AIF – UAI 0.02 

OAIM - UAI 0.03 

 

P value (Indirect Effect) 

FL – UAI - FD 0.006 

AIF- UAI - FD 0.02 

OAIM - UAI- FD 0.04 

PFI - UAI - FD 0.03 
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5. DISCUSSION 

Nowadays, use of AI is very important in financial decision of individual. In today‘s world of 

technology, it has become mandatory for all the people to do proper planning of their hard-earned 

money. So, with increasing inflation and financial responsibilities, in the presence of uncertain 

returns, individuals and professionals are now increasing the use of AI along with their 

professional and financial knowledge. Investors and professionals consider the use of AI as per 

their need of increasing return or reduction in risk. Also, for complex financial decision, AI based 

advices are also sought by them. Moreover, professionals are positive towards AI to provide the 

goal based customized portfolio of assets to their clients. Though there are limitations of AI, in 

the competitive era, it is important to develop competency while delivering financial advisory 

services and hence, instead of outsourcing, companies are required to develop the suitable 

algorithm-based AI model to deliver the best financial services to their clients.  

6. IMLICATION OF THE RESEARCH 

This study shows that people do consider the use of AI for different financial services and 

decisions but they don‘t directly rely upon AI for their financial decisions. AI is undoubtedly 

reshaping the financial sector still there are numerous factors affecting the usage of AI in 

financial services as found in this research. Hence, it becomes necessary for authorities and 

professionals to look in to the policy formation in line with the consideration of people‘s 

expectations especially security concerns for the floatation of AI in better financial planning. 

7. CONCLUSION 

This research shows that AI has become an unavoidable tool while making financial decision but 

the use of AI is limited to searching for information. Also, it is found that for execution of 

financial decision, people do not rely on the usage of AI. Such decisions are taken based upon the 

financial advice by their advisors. Moreover, the usage of AI is affected by different variables like 

financial literacy, privacy of data, ownership of AI etc. Hence, it is necessary for financial 

institutions to consider these factors while promoting or developing the use of AI tool. 

8. LIMITATIONS  

The research is done in limited region with limited components.  To resolve these limitations of 

current study, in future the research can be carried out in large region with the consideration of 

other factors affecting the use of AI in financial decision for the generalization of the results and 

practical implications. 

Also, this research focuses on the use of general AI tools only. Instead of that, in future specific 

financial services can be studied in relevance to the use of AI for financial decision of investment 

or saving or contingency.  
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Abstract 

This study examines the impact of family financial socialization, optimism, and trust on 

financial risk tolerance and financial behavior among management students in Surat, 

India. A structured questionnaire was administered to a non-probability convenience 

sample of 200 students, and data were analyzed using Partial Least Squares Structural 

Equation Modelling (PLS-SEM). The findings indicate that family financial socialization 

and optimism significantly predict financial risk tolerance, with optimism identified as 

the most influential factor, exerting both direct and indirect effects on financial 

behavior. Trust indirectly influences financial behavior by enhancing individuals' 

willingness to engage with financial risk. The model explains 45.6% of the variance in 

financial behaviour, highlighting the importance of psychological, social, and relational 

antecedents in shaping financial decision-making. The findings underscore the need for 

financial education initiatives that promote positive financial discussions within families 

and foster optimism and trust in financial systems 

Keywords: Financial Risk Tolerance, Optimism, Trust, Family Financial Socialization, 

Financial Behaviour, Behavioural Finance 

INTRODUCTION & BACKGROUND 

Understanding factors driving risky financial decisions has gained significant scholarly 

attention(Hanna et al., 2011). Financial risk tolerance (FRT) is an individual's ability to accept 

variability in investment returns, including potential losses, for higher rewards (Hallahan et al., 

2004). FRT remains critical for financial planners, policymakers, and investors in portfolio design 

and wealth accumulation (Roszkowski et al., 2009). While traditional economic theories assume 

rational financial decision-making, behavioural finance shows that emotions and psychological 

traits lead to deviations from rationality (Kahneman & Tversky, 1979; Weber et al., 2002).  

Cognitive biases like overconfidence and loss aversion shape risk perception (Barberis & Thaler, 

2003). FRT influences personal investment choices and long-term wealth accumulation (Hallahan 

et al., 2004). Optimism encourages risk-taking through positive perceptions of future returns 

(Rahman et al., 2023), while trust in financial systems and family financial socialization affect 

risk attitudes (Heo et al., 2016). 

Optimism is widely recognized as a significant determinant of risk-taking, with optimistic 

individuals expecting favourable outcomes and accepting greater financial risks (Puri & 

Robinson, 2007; Rahman et al., 2023). Trust in financial systems shapes perceptions of market 
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stability and influences investment in riskier assets (Heo et al., 2016). Family financial 

socialization, through which individuals acquire financial knowledge and behaviours via 

observation and teaching, strongly influences adult financial risk-taking (Gudmunson & Danes, 

2011). Early-life financial conversations and parental modelling significantly shape financial 

planning behaviours (Jorgensen & Savla, 2010; Shim et al., 2010, 2010).  

Research shows individuals with high FRT invest more in stocks and higher-risk products, 

enabling portfolio diversification and wealth creation (Grable, 2000; Hallahan et al., 2004). 

However, risk tolerance alone doesn't guarantee sound financial behaviour, as factors like 

financial literacy and economic uncertainty moderate it. This study examines how optimism, trust, 

and family financial socialization interact to influence FRT and financial behaviour.  

Interest in behavioral finance is growing, but we still don't fully understand how these factors 

work in different cultures and groups. The Indian market is special because of its fast economic 

growth, more people using financial services, and various cultural effects on money decisions. In 

Gujarat, financial literacy varies a lot. In 2023, the state had a financial literacy score of 19.2%. 

This includes financial knowledge at 31.9%, financial behavior at 18.4%, and financial attitude at 

18.4%. 

Surat was chosen for the study for several reasons. The city has changed from a traditional trading 

place to a modern financial center. It attracts both experienced and new investors. Surat offers a 

lively financial setting where students can find many investment opportunities and financial 

decision-making situations. 

The city's drive for new business, along with better internet access and global market reach, has 

improved financial knowledge among its people. This makes Surat a great place to study how 

optimism, family influence on money habits, and trust affect financial risk-taking and behavior in 

management students who may become important financial decision-makers. 

This study looks at several questions. How do optimism, trust, and learning about money from 

family each affect how willing management students are to take financial risks? What is the direct 

effect of these factors on how they handle money? Does being willing to take financial risks 

change the link between these personal factors and money habits?  

RESEARCH METHODS 

The primary objective of this research is to systematically examine the influence of optimism, 

trust, and family financial socialization on financial risk tolerance among Management Students 

in Surat City, and to analyze how financial risk tolerance subsequently affects their financial 

behavior. Specifically, this study aims to determine whether financial risk tolerance mediates the 

relationship between these psychosocial factors and key financial behaviors. To achieve these 

objectives, a quantitative, cross-sectional research design was employed, utilizing primary data 

collected through a structured questionnaire administered to a non-probability convenience 

sample. According to Hair et al. (2011), the minimum acceptable sample size for PLS-SEM is 

determined by the "10-times rule." This rule suggests that the sample size should be at least ten 

times greater than the highest number of inner or outer model connections directed at any latent 

variable within the model. In this study, responses collected from 200 individuals comprising 

Management Students in Surat City were analyzed. The model employed in the study 

incorporates constructs such as optimism, trust, and family financial socialization, which lead to 
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financial risk tolerance, subsequently influencing financial behavior. The data collected were 

analyzed using Partial Least Squares Structural Equation Modelling (PLS-SEM) with Smart PLS 

4 software 

DATA ANALYSIS AND FINDINGS 

 

The constructs show acceptable internal consistency reliability and convergent validity. 

Cronbach's Alpha values range from 0.709 (O) to 0.861 (FFS), indicating good consistency(Hair 

et al., 2017). All constructs exceed the 0.70 composite reliability threshold, except FB with rho_a 

at 0.720 but rho_c of 0.800. Most constructs exceed the 0.50 AVE benchmark(Hair et al., 2017), 

indicating sufficient convergent validity, except FB with 0.402. This value below 0.50 shows FB 

explains less than half its indicators' variance, suggesting a need to revise FB measurement items 

or remove low-loading indicators.  

 

The HTMT matrix values fall below the 0.85 threshold(Xevelonakis, 2015), with the highest 

value between FB and FRT (0.785), demonstrating empirically distinct constructs and supporting 

discriminant validity. 
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The Fornell-Larcker criterion confirms the discriminant validity within the measurement model. 

Specifically, the square root of the Average Variance Extracted (AVE) for each construct 

(represented by diagonal values) surpasses the inter-construct correlations. For instance, the 

square root of AVE for FFS (0.802) is greater than its correlations with FB (0.521) and other 

constructs. Similarly, the square root of AVE for FB (0.634) exceeds its correlations with other 

constructs, thereby supporting the discriminant validity 

The cross-loading matrix shows indicators loading highest on their intended constructs, 

demonstrating indicator reliability. FB1 loads highest on FB (0.651) versus other constructs. 

However, some FB items (FB5-7) show lower loadings (0.55-0.61), explaining the lower AVE for 

FB. These items should be evaluated for theoretical justification or potential removal to improve 

the model. 

Overall, the measurement model demonstrates adequate reliability and discriminant validity 

overall, with minor concerns regarding the convergent validity of the FB construct. Researchers 

should consider revising or refining FB‘s indicators to improve its AVE and ensure robust 

measurement. Apart from this, the other constructs (FFS, FRT, O, and T) display sound 

psychometric properties, indicating that they reliably capture their respective latent concepts. 

 

 
 

Figure: 1 Bootstrapping result showing path coefficients and p values 

The bootstrapping results for the structural paths indicate multiple significant relationships among 

constructs. (FFS = Family financial socialization, FN = Financial Behaviour, FRT = financial risk 

tolerance, O = optimism, T = trust)  

Family financial socialization exerts a significant direct effect on Financial Behaviour (β = 0.240, 

p = 0.003) and financial risk tolerance (β = 0.194, p = 0.006). Additionally, financial risk 

tolerance positively influences Financial Behaviour (β = 0.296, p = 0.003). Furthermore, 

optimism has significant direct effects on both Financial Behaviour (β = 0.291, p &lt; 0.001) and 

financial risk tolerance (β = 0.352, p &lt; 0.001), while trust (Factor 3) demonstrates a positive 

significant path towards financial risk tolerance (β = 0.179, p = 0.012). However, the direct path 

from trust to Financial Behaviour is not significant at the 5% level (p = 0.076). These findings 

suggest that Financial Behaviour is influenced both directly and indirectly by family financial 

socialization, optimism, and financial risk tolerance, with trust primarily affecting Financial 

Behaviour through financial risk tolerance 
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Regarding indirect effects, the mediation paths support additional insights. The path O → FRT → 

FB is significant (indirect β = 0.104, p = 0.021), confirming that financial risk tolerance partially 

mediates the effect of optimism on Financial Behaviour. Similarly, the mediation path FFS → 

FRT → FB is marginally non-significant at the 5% level (p = 0.057) but suggests partial 

mediation in practical terms. The indirect effect T → FRT → FB is also not statistically 

significant (p = 0.076), implying that trust has only a weak mediated influence on Financial 

Behaviour through financial risk tolerance. 

When examining the total effects, the overall impact of Family financial socialization on 

Financial Behaviour is significant (total β = 0.298, p < 0.001), reinforcing importance of both 

direct and indirect pathways. Similarly, optimism has the strongest total effect on Financial 

Behaviour (total β = 0.395, p < 0.001). These results highlight that optimism is the most 

influential antecedent for Financial Behaviour, both directly and through the mediation of FRT. 

All indicator loadings are statistically significant (p < 0.001) and well above the recommended 

threshold of 0.50, except FB5 (0.548) and FB6 (0.571), which, while still acceptable, could be 

revisited for potential improvement. The t-statistics for the loadings are high, indicating robust 

indicator reliability. The outer weights for formative indicators are likewise significant, 

supporting the appropriateness of the measurement specification. 

The R² value for Financial Behaviour is 0.456, indicating that 45.6% of the variance in Financial 

Behaviour is accounted for by its predictors (FFS, FRT, O, and T). In the case of financial risk 

tolerance, the R² is 0.345, suggesting moderate explanatory power. Both adjusted R² values are 

slightly lower yet remain robust (FB: 0.448, FRT: 0.335). These values demonstrate a satisfactory 

level of explanatory strength within the context of social science research, where moderate R² 

values are both common and acceptable (Hair et al., 2017). 
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The SRMR values for the saturated (0.091) and estimated (0.092) models are slightly above the 

recommended cut-off of 0.08 (Henseler et al., 2016). This suggests that while the overall fit is 

acceptable, there might be minor areas for improvement in the structural specification. The 

discrepancy measures (d_ULS and d_G) are within reasonable bounds when compared to the 

bootstrap confidence intervals, indicating no severe model misspecification. Finally, the AVE for 

Financial Behaviour remains low (0.402) and thus reconfirms concerns about its convergent 

validity already noted in the measurement assessment. By contrast, other constructs (FFS, FRT, 

O, T) have AVE values comfortably above 0.50, confirming satisfactory convergent validity. 

DISCUSSION 

The present study provides empirical evidence for the pivotal role of Family Financial 

Socialization, Optimism, Trust, and Financial Risk Tolerance in shaping Financial Behaviour of 

Individuals. The structural model demonstrates that family-based financial learning directly 

enhances both an individual‘s willingness to tolerate financial risk and their engagement in 

responsible financial behaviours. This finding aligns with prior research emphasising the 

formative influence of family as a primary agent of financial socialisation(Gudmunson & Danes, 

2011). 

Optimism emerges as the most influential predictor, exerting both direct and indirect effects on 

Financial Behaviour via Financial Risk Tolerance. This suggests that individuals with a more 

optimistic outlook may perceive financial challenges as manageable opportunities, increasing 

their confidence to adopt active and prudent financial strategies(Puri & Robinson, 2007). 

The mediating role of Financial Risk Tolerance is evident, especially in the pathways linking 

Optimism and Trust to Financial Behaviour. While Trust does not significantly affect financial 

behaviour directly, its significant effect on Financial Risk Tolerance indicates that individuals 

who trust financial institutions, processes, or information sources are more comfortable taking 

calculated risks — which in turn translates to more engaged and effective financial actions. This 

underscores the relational dimension of financial decision-making, where trust facilitates 

confidence, which enables behaviour(Sahi, 2013). 

The model‘s explanatory power (R² = 0.456 for Financial Behaviour) is moderate but meaningful 

in the context of behavioural finance research, which often deals with complex, multi-faceted 

drivers of individual behaviour(Hair et al., 2017). The measurement model demonstrates robust 

indicator reliability, although the AVE for Financial Behaviour suggests scope for refining certain 

items to capture the construct more comprehensively. 

CONCLUSION 

This research investigated how family financial socialization, optimism, and trust influence 

financial risk tolerance and financial behavior among management students in Surat, India. A 

quantitative research design was adopted, using a structured questionnaire administered to 200 

students, and the data were analyzed through Partial Least Squares Structural Equation Modeling 

(PLS-SEM). The results indicated significant associations among the studied variables, providing 

meaningful insights into the factors that drive financial risk tolerance and financial behavior. 

Family financial socialization was found to play a vital role, showing a significant positive effect 

on financial behavior (β = 0.240, p = 0.003) as well as on financial risk tolerance (β = 0.194, p = 
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0.006). This emphasizes the critical role of early financial learning and constructive family 

discussions in shaping young individuals‘ financial perspectives and practices. 

Among the predictors, optimism emerged as the most influential factor, having both direct and 

indirect effects on financial behavior. It demonstrated strong direct relationships with financial 

behavior (β = 0.291, p < 0.001) and financial risk tolerance (β = 0.352, p < 0.001). Mediation 

testing further revealed that financial risk tolerance partially mediates the optimism–behavior link 

(indirect β = 0.104, p = 0.021). This implies that students with a positive outlook are more 

inclined to adopt favorable financial practices and display greater willingness to take financial 

risks. Trust, though not significantly related to financial behavior (p = 0.076), was positively 

associated with financial risk tolerance (β = 0.179, p = 0.012). This suggests that confidence in 

financial institutions influences behavior indirectly by increasing individuals‘ acceptance of 

financial risks. Additionally, financial risk tolerance itself significantly predicted financial 

behavior (β = 0.296, p = 0.003), confirming its role as a mediating variable. The model accounted 

for 45.6% of the variance in financial behavior and 34.5% in financial risk tolerance, reflecting 

moderate explanatory strength within the domain of behavioral finance. 

The study contributes to behavioral finance by empirically establishing a framework that 

integrates social, psychological, and relational factors in explaining financial behavior. The 

findings underline the interconnected nature of these influences in financial decision-making 

among young adults. However, the study‘s reliance on a quantitative survey approach limits 

deeper exploration of participants‘ thought processes and motivations. Furthermore, the use of 

self-reported measures rather than actual financial behavior introduces limitations that future 

research could address through qualitative methods or observed behavioral data 
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Abstract 

Emerging technology in the payment system in India, the shift to Digital payments, is of 

significant importance to individuals as well as the economy. Digital payments 

accelerated the rate of financial inclusion in the economy, leading to smoother and more 

transparent transactions, which reduces the chances of tax evasion, also reducing cash 

dependency. Digital payments not only equip an individual with the ease and 

convenience of making a payment but also the highest possible level of security to an 

individual.   

The modes of digital payments have evolved in the 1980s from plastic money, i.e. credit 

and debit cards, to improvised and online versions like NEFT, RTGS, online banking 

and some of the world’s most secure systems like UPI with a user-friendly interface in 

India. Digital payments, being of such convenience and use to an individual, also 

changed the financial behaviour of an individual, given the less friction and the security. 

This paper attempts to study a relation between the usage of digital payments and 

Spending, Saving and Investment Behaviour. The findings and conclusion of the paper 

are based on the survey of 200 respondents in Surat city.  

Keywords: Digital Payment, Financial Behaviour, Investment, Savings, Spending  

INTRODUCTION  
The rapid advancement and widespread adoption of digital payment systems have brought about a 

profound transformation in consumer financial behaviour on a global scale. In India, this shift has 

been significantly accelerated by a combination of government-led initiatives, such as the Unified 

Payments Interface (UPI), the proliferation of mobile wallets, the rise of fintech innovations, and 

the expansion of digital banking services. The transition from traditional cash-based transactions 

to a digital-first ecosystem has fundamentally altered the way individuals approach spending, 

saving, and investing. This shift has introduced unparalleled levels of convenience, speed, and 

accessibility, fundamentally reshaping financial interactions. However, while these advancements 

have brought numerous benefits, they have also given rise to concerns about potential drawbacks, 

including impulsive spending, changes in investment behaviour, and shifts in financial discipline.  

One of the most notable impacts of digital payments is the transformation of spending behaviour. 

The ability to conduct seamless, instant transactions has reduced the psychological barrier 

associated with parting with physical cash. This ease of transaction has enhanced the overall 

consumer experience, making payments more efficient and frictionless. However, it has also 
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raised concerns about the potential for overspending, impulsive purchasing decisions, and a 

decline in financial restraint. The absence of physical cash exchange can make it easier for 

individuals to lose track of their expenditures, potentially leading to financial mismanagement. On 

the other hand, digital financial tools have empowered consumers with the ability to monitor and 

manage their expenses more effectively. Real-time insights into spending patterns, budgeting 

apps, and expense-tracking features have provided individuals with greater control over their 

financial habits, enabling more informed decision-making.  

Beyond spending, the rise of digital payment systems has also had a significant influence on 

saving and investment behaviours. The integration of online banking, fintech platforms, and 

digital investment services has made it easier for individuals to access and allocate funds toward 

various wealth-building instruments. These include mutual funds, stock market investments, and 

government-backed savings schemes. The democratization of financial tools has enhanced 

financial inclusion, allowing a broader segment of the population to participate in wealth creation 

and investment opportunities. However, this increased accessibility also introduces new 

challenges. Individuals may face difficulties in making informed financial decisions, assessing 

risks, and avoiding impulsive investments. The ease of access to investment platforms, coupled 

with the lack of financial literacy among some users, can lead to suboptimal investment choices 

and potential financial losses.  

This research seeks to explore the impact of digital payment adoption on financial habits, with a 

particular focus on three key areas: spending discipline, saving patterns, and investment 

preferences. By analyzing the behavioural shifts that have emerged in financial management as a 

result of digital transactions, the study aims to provide a comprehensive understanding of whether 

these technological advancements contribute to improved financial decision-making or introduce 

new complexities and challenges. The findings of this research will hold significant value for a 

wide range of stakeholders, including policymakers, financial institutions, and consumers. For 

policymakers, the insights can inform the design of regulations and initiatives that promote 

responsible financial behaviour in the digital age. Financial institutions can leverage the findings 

to develop products and services that align with evolving consumer needs while mitigating risks. 

For consumers, the research will offer guidance on navigating the digital finance landscape, 

enabling them to make more informed and disciplined financial decisions.  

In a nut shell, the rapid evolution of digital payment systems has undeniably reshaped financial 

behaviour. As the world continues to move toward a cashless economy, understanding the 

implications of this shift on spending, saving, and investment habits is crucial for fostering 

financial well-being and ensuring that the benefits of digital finance are maximized while 

minimizing potential risks.  

LITERATURE REVIEW  
Several studies have explored the role of demographic factors in the adoption and usage of digital 

payment systems. Vinitha and Vasantha (2017) employed Levene‘s test and found that perceived 

benefits and perceived speed of e-payment systems significantly vary across different age groups 

and occupational categories. However, their univariate analysis indicated that age, occupation, 

and their linear combinations do not have a statistically significant effect on perceived benefits, 

perceived speed, and facilitating conditions of e-payment systems. In contrast, Said, Najdawi, and 

Chabani (2021) found that education level plays a significant role in the adoption of e-payment 

technologies, with more educated individuals showing higher adoption rates. Other demographic 
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variables such as age, gender, marital status, and professional position were not found to have a 

statistically significant influence. Lohana and Roy (2023) reported a significant impact of age, 

education, occupation, and income on digital payment usage, while gender and marital status had 

no significant effect. In a different context, Minphimai (2024) examined the adoption of 

Thailand‘s State Welfare Card (SWC) among low-income individuals and found that the use of 

this cashless system led to increased consumption of food and beverages. Furthermore, SWC 

users demonstrated improved financial literacy and exhibited more cautious consumption 

behavior. These studies collectively highlight the nuanced influence of demographic variables on 

digital payment adoption and usage patterns.  

The global transition to digital payment systems has fundamentally reshaped consumer financial 

behaviour, changing how individuals approach spending, saving, and investing. The rise of e-

wallets, credit and debit cards, contactless payment methods, and fintech innovations has 

streamlined financial transactions, diminishing the dependence on physical cash. These 

advancements have ushered in unprecedented convenience and expanded financial access, 

particularly in underserved regions. However, this shift is not without its drawbacks, as it 

introduces challenges such as heightened tendencies toward overspending, impulsive purchases, 

and shifting patterns in saving and investment practices. This literature review synthesizes 

existing research to explore the effects of digital payments on consumer financial habits, with a 

specific focus on spending behaviour, saving tendencies, and investment decisions, as part of my 

research titled "The Shift to Digital Payments: Effects on Consumer Spending, Saving, and 

Investment Habits."  

A growing body of research underscores that digital payment systems foster increased consumer 

spending, driven by their ease of use and the psychological disconnection from physical money. 

Smith and Johnson (2022) argue that the frictionless nature of digital transactions accelerates 

purchase frequency and amplifies impulsive buying tendencies. Their findings align with Kim and 

Lee (2023), who observe that mobile payment platforms, such as Apple Pay and Google Pay, 

exacerbate excessive spending, particularly among younger demographics enticed by incentives 

like cashback offers and promotional discounts. This suggests that the accessibility of digital 

payments may weaken traditional barriers to expenditure.  

Adhana et al. (2024) examine how convenience derived from digital payments could influence 

consumer financial behaviour, focusing on consumer spending behaviours and subsequent 

behaviours related to financial management. The authors highlight how the convenience and 

speed associated with digital payments reduce the psychological barriers to spending, leading to 

increases in spending and impulsivity. On the other hand, digital platforms provide real-time 

transaction tracking and automated budgeting, which can create accountability and can facilitate 

positive spending behaviours. They also highlight that factors influencing demographic traits, 

specifically, age, income, and education, critically influence the adoption of digital payment 

platforms, where those who are younger and more financially educated would be more likely to 

experience relative advantages. However, barriers to effective use of digital payments such as 

poor digital literacy, cybersecurity, or weak and outdated infrastructures can impact advantages. 

As a result, Adhana et al. (2024) recommend that policy makers target certain demographic 

groups for digital education; address gaps in digital infrastructure; and previous research reaffirms 

consumer education and awareness could lead to responsible design of digital payment systems to 

facilitate competitive uses of digital payments. narrator. 
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Another paper by Yizhao Jiang is a systematic literature review looking at the effect of the 

cashless society on impulsive buying behaviour based on the research of behavioural accounting. 

The authors demonstrate that digital payment systems like e-wallets, mobile banking, and digital 

payment apps lessen the pain of paying for consumers. This lessened friction for spending leads to 

weaker self-control facilitated by mental accounting bias and present bias that leads higher 

impulsive buying behaviour. This paper summarizes and synthesizes the results of multiple 

empirical papers and behavioural theories (Thaler‘s mental accounting and Kahneman's dual- 

process theory) to show that cashless transactions lessen the psychological effects of money and 

support emotionally driven and short-term financial decision making. The authors conclude that 

cashless payments ease the transaction, however, will take more discipline than cash payments 

and thus encourage negative behavioural aspects surrounding digital payments and a call to action 

for financial education and policy to reduce negative behavioural implications. 

Central to the phenomenon is the "pain of paying" concept, which Chen and Wang (2022) explore 

in depth. Their study posits that digital payments dull the emotional sting of spending by 

abstracting the tangible experience of handing over cash, causing consumers to misjudge their 

financial outlay. This aligns with Martinez and Brown (2022), who investigate cashless 

economies and conclude that the detachment inherent in digital transactions contributes to rising 

consumer debt levels. Their research highlights that while digital payments enhance transactional 

efficiency, they erode consumers‘ awareness of their financial boundaries, increasing the risk of 

unplanned and excessive spending. Collectively, these studies indicate that the shift to digital 

payments significantly amplifies spending behaviour, often to the detriment of financial restraint.  

The influence of digital payments on saving behaviour is multifaceted, with outcomes varying 

based on factors such as financial literacy and the availability of digital financial management 

tools. Kumar and Gupta (2023) examine household savings in developing economies, finding that 

while digital payment systems enhance financial inclusion, they often undermine saving rates. 

They attribute this to the seamless integration of credit options and the proliferation of spending 

opportunities, noting that services like Buy Now, Pay Later (BNPL) schemes encourage 

consumption at the expense of savings accumulation. Their analysis cautions that unchecked 

access to digital credit could erode long-term financial stability.  

Conversely, Ahmed and Singh (2023) offer a more balanced perspective, suggesting that digital 

payments can bolster saving habits when paired with supportive features like automated savings 

tools and robust financial education. Their research indicates that consumers equipped with these 

resources exhibit greater financial discipline. Zhang and Liu (2023) echo this duality, 

demonstrating that digital wallets can simultaneously promote savings through automation and 

hinder them by enabling impulsive spending due to frictionless transactions. These findings imply 

that the shift to digital payments holds transformative potential for saving habits, but its success 

hinges on consumer awareness and the strategic deployment of savings-oriented functionalities 

within digital platforms.  

The interplay between digital payments and investment behaviour has emerged as a critical area 

of study, with evidence suggesting that digital systems lower barriers to investment participation. 

Lee and Park (2023) assert that frequent users of digital payments exhibit a greater propensity to 

invest, particularly in digital assets like cryptocurrencies, stocks, and mutual funds. They argue 

that the technological comfort gained from digital payment use translates into increased 

engagement with online investment platforms, broadening access to wealth-building 
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opportunities. This trend reflects how the shift to digital payments fosters a broader financial 

ecosystem.  

Expanding on this, Okafor and Adeyemi (2023) investigate investment patterns in emerging 

markets, where fintech innovations have democratized access to financial markets. Their research 

highlights how the integration of digital payments with investment platforms empowers small-

scale investors, enabling participation that was previously out of reach. However, they caution 

that this accessibility comes with risks, such as impulsive investment decisions and exposure to 

unregulated financial products, underscoring the need for oversight. Meanwhile, Thompson and 

Davis (2023) adopt a longitudinal lens, proposing that while the initial adoption of digital 

payments may drive spending, consumers eventually adapt. Their study finds that over time, 

individuals leverage digital tools for expense tracking, financial planning, and automated 

investment contributions, suggesting that the shift to digital payments can ultimately enhance 

investment habits as users mature in their financial practices.  

Another study by Yizhao Jiang on the effect of digital payments with respect to the increase or 

decrease in payments after the digitalisation explores how payment methods—specifically mobile 

payments vs. cash—influence consumer spending behaviour and willingness to pay (WTP). Using 

both a field experiment (2,531 supermarket receipts in China) and a lab experiment (263 

students), Jiang found that mobile payments lead to significantly higher total spending, greater 

purchase quantities, and increased WTP, especially for elastic (non-essential) goods. A key 

innovation is the separation of the mobile payment effect from the earmarking effect (how people 

assign mental value to money). Consumers spent more when they received and paid with the same 

payment mode, suggesting the mental labelling of money influences spending behaviour. 

Contrary to prior beliefs, the pain of paying (i.e., psychological discomfort while spending) did 

not significantly explain the mobile payment effect. Instead, factors like BAS (Behavioural 

Activation System)—which relates to reward sensitivity—were found to moderate spending: 

people with high reward-seeking tendencies were less influenced by the payment method. 

OBJECTIVES:  

Primary Objective  

To study the change in the financial behaviour of people of Surat city post digitalisation of 

payments.  

Secondary Objectives  

1. To Assess the Adoption and Usage Patterns of Digital Payments across various 

demographic variables.  

2. To Examine the Impact of Digital Payments on Spending Behaviour  

3. To Investigate the Role of Digital Payments in Investment Decisions  

4. To analyze the Efficiency and Financial Management Benefits of Digital Payments  

5. To Identify Socio-Demographic Influences on Digital Payment Adoption  

6. To understand the psychological and behavioural effects of digital payments.  

RESEARCH METHODOLOGY  
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This study has a quantitative research approach, leading to descriptive research as it primarily 

aims to explain the impact of digital payments on various aspects of financial behaviour like 

spending, investing and saving.  

This study can be useful to anyone who wants to dive deeper into financial behaviour which 

includes investment, spending and saving. The population for the study has been taken as all 

individuals using or may use digital payment. The sampling method that has been used for this 

study is snowball sampling, as well as convenience sampling, as the study has data about those 

who use digital payments as well as those who don‘t use.  

The study considers primary data collection via physical as well as online questionnaires from 

responses of 200 respondents from various age groups, income groups, and occupations which 

provide a wide and comprehensive view about the topic.  

Various data analysis techniques used in this report are frequency tables, Chi-Square test, 

Annova, Kruskal Wallis test, Cross-Tabulations and normality tests.  

FINDINGS   
Frequency of Usage of Digital Payments  

TABLE 1.  USAGE OF DIGITAL PAYMENT 

Frequency  Counts  % of Total  

Most of the time  104  51.2%  

Occasionally  40  19.7%  

Frequently  44  21.7%  

Hardly  4  2.0%  

Never Use  11  5.4%  

 

51.20% 

19.70% 

21.70% 

2.00% 5.40% 

Usage of Digital Payments  

Most of the time Occasionally Frequently Hardly Never Use
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As the data suggests, more than half of the respondents use digital payments most of the time or 

the maximum payments are made using digital means. This also suggests that there is a good 

penetration of digital payments and maximum people are aware about digital payments, 

irrespective of their frequency of usage of digital payments.  

Frequency Distribution of Usage of Various Digital Payment Methods  

TABLE 2. FREQUENCY DISTRIBUTION OF USAGE OF VARIOUS DIGITAL PAYMENT 

METHODS 

Mode  Most of the Time  Occasionally  Frequently  Hardly  Never Used  Score  

UPI  111  12  37  12  24  762  

Banking Apps  56  16  53  0  29  532  

E-wallets  41  29  31  0  45  459  

Credit Card  42  17  41  0  46  447  

Debit Card  30  30  40  0  24  414  

NEFT  23  28  30  0  53  370  

RTGS  26  26  24  0  60  366  

IMPS  16  23  20  0  81  313  

BNPL  13  14  18  0  111  286  

UPI Circle  5  21  16  0  98  255  
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The above frequency distribution and graphs suggests that UPI is the most widely used (with 762 

score) digital payment method. While other modes like UPI circle may not be much popular due 

to recent introduction, methods like IMPS and debit cards are still not very popular, though these 

are older payment methods, and UPI has become the other name of digital payments. 

Usage of Various Digital Payment Methods  

TABLE 3.  VARIOUS DIGITAL PAYMENT METHODS 

Mode of Digital Payment  Weighted Average  

UPI  4.03  

UPI Circle  2.37  

Credit Card  3.49  

Debit Card  3.79  

E-wallets  3.49  

NEFT  3.14  

RTGS  3.15  

IMPS  2.73  

BNPL  2.24  

Banking Apps  3.66  

 

 

According to the weighted average table and its graph, UPI (4.03), Debit cards (3.79), Banking 

Apps (3.66) and Credit cards & E-wallets (3.49) are the highest used digital payment modes used 

by people, whereas modes like BNPL, UPI circle and IMPS are the least used. This also means 

that though people continue using traditional methods like credit cards and banking apps for 

digital payments, UPI is still the most popularly used payment method.  
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Timeline of Usage of Digital Payments  

TABLE 4. TIMELINE OF USAGE OF DIGITAL PAYMENTS 

Mode  <1 year  1-3 years  3-5 years  >5 years  Never used  Score  

Debit Card  17  32  36  90  17  741  

Banking Apps  21  35  44  68  24  687  

UPI  31  63  41  53  5  685  

Credit Card  23  30  36  63  40  635  

NEFT  26  32  38  47  49  584  

E-wallet  36  43  34  39  40  572  

RTGS  26  37  33  42  54  559  

IMPS  27  17  34  30  84  475  

UPI Circle  35  34  15  10  98  380  

BNPL  31  18  13  15  115  358  

Though UPI is the mode with highest usage in terms of digital payment, if comes after Debit Card 

and Banking Apps in terms of timeline of usage due to latest introduction in digital payment 

system. In terms of UPI shows the highest long-term adoption (after Debit Card and Banking 

apps), indicating strong adoptability, while BNPL (115) and UPI Circle (98) have the highest 

"Never Used" counts, reflecting adoption barriers. Credit/Debit Cards remain relevant with 

balanced distribution, whereas IMPS (84) and RTGS (54) see lower adoption, suggesting a shift 

towards faster payment methods like UPI. The data highlights UPI's dominance, BNPL's limited 

reach, and the gradual decline of traditional banking transactions.  

Impact of Digital Payment of Expenditure  

TABLE 5. PERCEIVED INCREASE IN EXPENDITURE DUE TO DIGITAL PAYMENTS 

 Counts  % of Total  

No  41  20.2%  

Yes  162  79.8%  

As seen from the above table, a staggering 79.8% of the respondents have seen an increase in the 

spending due to digital payments. Hence, we can interpret that digital payments have definitely 

caused an increase in the spending of people.   

Relation between Usage of Digital Payment and Increase in Spending   

TABLE 6. USAGE OF DIGITAL PAYMENT AND INCREASED IN SPENDING 

 Increase  

Frequency  No  Yes  Total  

Most of the time  17  87  104  
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Frequently  15  29  44  

Occasionally  8  32  40  

Hardly  1  3  4  

Never Use  0  0  11  

Total  41  162  203  

 Out of the 200 respondents surveyed, 11 do not use digital payments. But out of the rest 189 

respondents, the frequency of usage and the spending increase seem to have a direct relation. As 

the frequency of the usage increases the payment frequency also increases which causes a rise in 

the spending of an individual.  

Chi-Square Test between Increase in Expenditure and Usage Frequency of Digital 

Payments.  

H0: There is no significant relation between the frequency of usage of digital payments and 

increase in expenditure.  

H1: There is a significant relation between the frequency of usage of digital payments and 

increase in expenditure.  

 

Table 7. χ² Tests  

   Value  df  p  

χ²  9.07  4  0.059  

N  203        

 

As the p-value of the chi-square test is more than 0.05, we cannot reject the null hypothesis and 

hence can conclude that the usage frequency has a direct impact on the amount of spending of an 

individual.  

Realisation towards Overspending  

TABLE 8. REALISATION TOWARDS OVERSPENDING  

Statement  Counts  % of Total  

I always realise when I overspend  99  48.8%  

I sometimes realise when I overspend  72  35.5%  

I hardly realise when I overspend  15  7.4%  

I never realise when I overspend  6  3.0%  

 

The statistics for the realisation of overspending suggest that most respondents do realise their 

overspending when using digital payments, and are willing to work on that. There are very few 

respondents who never realise their overspending. Though there is a huge chunk of respondents 

who only sometimes realise but still majority of the respondents always realise their 

overspending.  
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Impulsive Buying due to Digital Payments  

TABLE 9. IMPULSIVE BUYING DUE TO DIGITAL PAYMENTS  

Table 9. Impulsive Buying due to Digital Payments  

Frequency  Counts  % of Total  

Strongly Agree  42  20.7%  

Agree  70  34.5%  

Neutral  51  25.1%  

Disagree  20  9.9%  

Strongly Disagree  9  4.4%  

N.A. 11  5.4%  

 

From the above table, we can see that more than 58% of the respondents agree that using digital 

payments has caused an increase in the impulsive buying behaviour of individuals, which 

ultimately leads to overspending. 11 is the number of people who do not use digital payments and 

hence valid responses total to 189.  

TABLE 10. NORMALITY TEST OF USAGE FREQUENCY OF DIGITAL PAYMENTS  

N 203 203 

Skewness  0.541 

Std. error 

skewness 
 0.171 

Shapiro-Wilk W  0.829 

Shapiro-Wilk p  <.001 

As the p-value is less than 0.05, we can conclude that the data is not normal and hence, we need 

to perform the Kruskal Wallis test in the data.  

Strongly Agree 
22% 

Agree 
36% 

Neutral 
27% 

Disagree 
10% 

Strongly 
Disagree 

5% 
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H0: There is no significant relation between usage frequency of digital payments and impulsive 

buying.  

H1: There is a significant relation between usage frequency of digital payments and impulsive 

buying.  

 

 

Table 11. Kruskal-Wallis  

   χ²  df  p  

10  33.6  4  <.001  

According to the Kruskal Wallis test, the p-value is less than 0.05, hence we can reject the null 

hypothesis, which clearly suggests that there is a significant relation between usage frequency of 

digital payments and impulsive buying, and that frequency of digital payments causes an increase 

in impulsive buying.  

USAGE DIGITAL PAYMENTS 

TABLE 12. VARIOUS USAGE OF DIGITAL PAYMENT 

   Most of the 

Time  

Occasionally  Frequently  Hardly  Never  

Use  

Score  Rank  

Vehicles  111  21  26  13  20  763  1  

Subscriptions  91  36  40  14  11  758  2  

Wealth management  63  78  35  5  11  753  3  

Daily needs  77  44  51  4  16  738  4  

   Most of the 

Time  

Occasionally  Frequently  Hardly  Never  

Use  

Score  Rank  

Clothing  93  23  48  9  19  738  5  

Monthly groceries  68  46  56  13  9  727  6  

Electronic items  69  45  42  19  17  706  7  

Grooming services  83  30  39  14  26  706  8  

Bills  68  47  34  22  21  695  9  

House help salaries  63  40  40  19  30  663  10  

Personal accessories  44  41  34  23  49  581  11  

School/college fees  44  34  22  36  55  549  12  



VNSGU Journal of Management and Administration 

Volume: 9  No: 1         July – December 2025       ISSN 0975 6361 

60 
 

 

Majority people use digital payments for majorly all the areas. Highest usage of digital payment 

in Vehicles related expenses followed by payment of subscriptions, wealth management and other 

expenses. Significant number of digital payments in the high value purchases like vehicles and 

electronics, which indeed shows growing trust for digital payments among people. 

School/College Fee payment has a good number of people opting for digital payments whereas 

there is also a good chunk of people who opt for traditional methods i.e. cash payments.   

Spending Lesser with Cash than Digital Payments.  

Table 13. Spending Lesser with Cash than Digital Payments. 

 Counts  % of Total  

Strongly Disagree  2  1.0%  

Disagree  14  6.9%  

Neutral  63  31.0%  

Agree  75  36.9%  

Strongly Agree  38  18.7%  

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Various usage of Digital Payment  

Most of the Time Occasionally Frequently Hardly Never Use



VNSGU Journal of Management and Administration 

Volume: 9  No: 1         July – December 2025       ISSN 0975 6361 

61 
 

According to the above frequency distribution table, 113 respondents agree that hard cash helps them to 

spend lesser and that digital payments have an impact on the overspending. Cash helps to have a better self-

control as it is visible and in a physical form. Though some have also disagreed to this point, which means 

that they were spending almost the same amount with physical cash as well as spend a similar amount via 

digital means.   

H0: There is no significant relation between using physical cash and impulsive buying.  

H1: There is a significant relation between using physical cash and impulsive buying.  

 TABLE 14. CORRELATION BETWEEN USING DIGITAL PAYMENTS AND IMPULSIVE 

BUYING  

Pearson's r  NaNᵃ  

df  201  

Spearman's rho  0.358  

df  201  

p-value  <.001  

As the spearman‘s Rho is 0.358, we can say there exists a moderate correlation between usage of 

physical cash and impulsive buying. Also, the p-value is less than 0.05, hence we can reject the 

null hypothesis, which means that there exists a direct correlation between using digital payments 

and impulsive buying. This means that physical cash helps people spend less and that digital 

payments increase the tendency of impulsive purchases.  

H0: There is no significant relation between usage frequency of digital payments and money 

management.  

H1: There is a significant relation between usage frequency of digital payments and money 

management.  

TABLE 15.  NORMALITY TEST BETWEEN USAGE FREQUENCY OF DIGITAL PAYMENTS 

N  203  

Skewness  0.541  

Std. error skewness  0.171  

Shapiro-Wilk W  0.829  

Shapiro-Wilk p  <.001  

According to the Shapiro Wilk Test, the p-value is less than 0.05, hence we need to perform the 

Kruskal Wallis test.  

Table 16. Kruskal Wallis test. 

χ²  df  p  

46.3  5  <.001  
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As we can see, that the p-value is less than 0.05, hence we can reject the null hypothesis and 

conclude that there is a significant relation between usage frequency of digital payments and 

money management, which means that higher frequency of usage indicates better money 

management.  

Investment and Usage of Digital Payment  

TABLE 17. INVESTMENT AND USAGE OF DIGITAL PAYMENT  

 Counts  % of Total  

No  39  19.2%  

Yes  164  80.8%  

The above frequency distribution clearly indicates that majority of the people who use digital 

payments do invest digitally as well. There are only 39 respondents who do not invest, out of 

which 11 do not use digital payments at all and the rest 28 are those who use digital payments and 

do not invest. The trust that has been built on the online transactions also extends to the 

investment that the people make. 

Perception about Increase in Investment after Digitalisation of Payments.  

TABLE 18. DIGITAL PAYMENT AND INCREASE IN INVESTMENT  

 Counts  % of Total  

No  45  22.2%  

Yes  158  77.8%  

The actual responses for this table are only 164, because out of the 200 people surveyed, 11 do 

not use digital payments and 28 of the rest do not invest. Hence, 203-11-28=164. Hence the 

responses for ―no‖ include these 39 (11+28) responses as well. Hence, we can conclude that out 

of the 164 people who invest, 158 have seen an increase in their investments after digitalisation of 

payments.  

TABLE 19.  FREQUENCY OF DIGITAL PAYMENTS AND INCREASE IN INVESTMENT 

Frequency  No  Yes  Total  

Most of the time  24  80  104  

Occasionally  11  29  40  

Frequently  8  36  44  

Hardly  0  4  4  

Never Use  11  -  11  

Total  45  149  203  

H0: There is no significant relation between usage frequency of digital Payments and Increase in 

Investment.  

H1: There is a significant relation between usage frequency of digital Payments and Increase in 

Investment.  
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Table 20. χ² Tests  

   Value  df  p  

χ²  2.35  4   0.671    

N  203    

As the p-value of the chi-square test is 0.671, which is higher than 0.05, we cannot reject the null 

hypothesis, and we can conclude that frequency of usage of digital payments and increase in 

investment have no significant relation, i.e. higher usage of digital payments does not suggest a 

higher increase in investments.  

INVESTING IN NEWER AVENUES AFTER DIGITALISATION OF 
PAYMENTS  

 Counts  % of Total  

No  60  29.6%  

Yes  143  70.4%  

The actual responses for this table are only 164, because out of the 200 people surveyed, 11 do 

not use digital payments and 28 of the rest do not invest. Hence, 203-11-28=164. Hence the 

responses for ―no‖ include these 39 (11+28) responses as well. Hence, it can be interpreted that 

21 of the 164 respondents have not invested in newer avenues due to digital payments and that 

143 people, i.e. majority have started investing in newer avenues.  

Preference towards Investing in Various Securities.  

TABLE 21. INVESTING IN VARIOUS SECURITIES  

Rank  Investment Type  Invest Count  

1  Mutual Funds   149  

2  Stocks/Equity   125  

3  ETFs  78  

4  Govt. Securities   70  
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The above frequency distribution table clearly shows how many people invest in what type of 

securities. As can be seen, majority of the respondents invest in Mutual Funds and Equity and 

very less people invest in ETFs and Government securities.  

Perception about Fintech Knowledge.  

 Counts  

Knowledge is less than usage  39  

Knowledge is equal to usage  110  

Knowledge is more than usage  15  

Do not Invest  39  

From the above table, it can be interpreted that maximum people believe that their usage of 

financial technology is equal to their usage, while there are equal number of people who think 

they have lesser knowledge about digital investing as compared to their usage, which can prove to 

be very dangerous. On the other hand, those who believe their knowledge is more than their 

usage, can use it and invest in a better way. 

 TABLE 22. PERCEPTION ABOUT KNOWLEDGE OF FINTECH AND USAGE  

Frequency  Knowledge is less than 

usage  

Knowledge is equal to 

usage  

Knowledge is more than 

usage  

Total  

Most of the 

time  

24  58  22  104  

Occasionally  11  23  6  40  

Frequently  6  32  6  44  

Hardly  2  2  0  4  

Never Use  0  0  11  11  

Total  43  115  45  203  

   

H0: There is no significant relation between frequency of usage of digital payments and the 

utilisation and knowledge of fintech.  

H1:  There is a significant relation between frequency of usage of digital payments and the 

utilisation and knowledge of fintech.   

Table 23 

χ² Tests 

   Value  df  p  

χ²  32.8  12  0.001  

N  203        

As the p-value is less than 0.05, we reject the null hypothesis, and hence we can conclude that 

there is a significant relation between frequency of usage of digital payments and the utilisation 
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and knowledge of fintech. So, a higher usage of digital payment means better knowledge about 

the financial technology and also, better online money management as well as better investing.   

IMPACT OF DEMOGRAPHIC FACTORS  

This section focuses on analysing, carrying out various statistical tests and comparing different 

variables with various demographic variables (age group, income group, gender and occupation). 

Normality test has been used for analysing the demographic data.  

Relation between Frequency of Usage of Digital Payments with Various Demographic 

Variables.  

TABLE 24. NORMALITY TEST OF USAGE OF DIGITAL PAYMENT  

N  203  

Standard deviation  0.947  

Skewness  0.541  

Std. error skewness  0.171  

Shapiro-Wilk W  0.829  

Shapiro-Wilk p  <.001  

 

Normality test suggest that data related to Usage of Digital Payment is not normal. Hence non-

parametric test is used to check the relation with various demographic factors. 

Hypothesis: 

1. There is a significant relation between frequency of usage of digital payments 

and age groups.  

2. There is a significant relation between frequency of usage of digital payments and income 

groups.  

3. There is a significant relation between frequency of usage of digital payments and gender.  

4. There is a significant relation between frequency of usage of digital payments and 

occupation.  

TABLE 25. KRUSKAL-WALLIS  

 Demographic Factor  χ²  df  p  

Age Group  2.81  4  0.591  

Income group  13.5  6  0.036  

Gender  0.407  1  0.524  

Occupation  7.89  4  0.096  
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Age: According to the Kruskal Wallis test, the p-value is 0.591, i.e., higher than 0.05, hence we 

cannot reject the null hypothesis, and conclude that there is no significant relation between 

frequency of usage of digital payments and the utilisation and age groups.  

Income Group:  According to the Kruskal Wallis test, the p-value is 0.036, i.e., lower than 0.05, 

hence we reject the null hypothesis, and conclude that there is a significant relation between 

frequency of usage of digital payments and the utilisation and income groups, i.e. people in the 

higher income group use digital payments more frequently than those who belong to the lower 

income groups.  

Gender:  According to the Kruskal Wallis test, the p-value is 0.524, which is  higher than 0.05, 

hence we cannot reject the null hypothesis, and conclude that there is no significant relation 

between frequency of usage of digital payments and the utilisation and gender, which means that 

gender of an individual does not impact the usage of digital payments.  

Occupation: According to the Kruskal Wallis test, the p-value is 0.096, which is slightly higher 

than 0.05, hence we cannot reject the null hypothesis, and conclude that there is no significant 

relation between frequency of usage of digital payments and the utilisation and occupation, which 

means that occupation of an individual does not impact the frequency of usage of digital 

payments.  

Relation between Tracking of Expenditure with the help of Digital Payments and Various 

Demographic Variables.  

TABLE 26. NORMALITY TEST OF TRACKING OF EXPENDITURE WITH THE HELP OF 

DIGITAL PAYMENTS  

N  203  

Standard deviation  0.994  

Skewness  0.403  

Std. error skewness  0.171  

Shapiro-Wilk W  0.903  

Shapiro-Wilk p  <.001  

Normality test suggest that data related Tracking of Expenditure with the help of Digital 

Payments is not normal. Hence non-parametric test is used to check the relation with various 

demographic factors  

Hypothesis:  

1. There is a significant relation between Tracking of Expenditure with the help of digital 

payments and age groups.  

2. There is a significant relation between Tracking of Expenditure with the help of digital 

payments and the utilisation and income groups.  

3. There is a significant relation between Tracking of Expenditure with the help of digital 

payments and the utilisation and gender.  



VNSGU Journal of Management and Administration 

Volume: 9  No: 1         July – December 2025       ISSN 0975 6361 

67 
 

4. There is a significant relation between Tracking of Expenditure with the help of digital 

payments and the utilisation and occupation.  

TABLE 27. KRUSKAL-WALLIS  

 Demographic Factor  χ²  df  p  

Age Group  2.23  4  0.693  

Income group  6.58  6  0.362  

Gender  0.246  1  0.620  

Occupation  7.70  4  0.103  

Age Group:  According to the Kruskal Wallis test, the p-value is 0.693, which is way higher than 

0.05, hence we cannot reject the null hypothesis, and conclude that there is no significant relation 

between expenditure tracking via digital payments and age groups.  

Income Group:  According to the Kruskal Wallis test, the p-value is 0.362, which is way higher 

than 0.05, hence we cannot reject the null hypothesis, and conclude that there is no significant 

relation between expenditure tracking via digital payments and income groups.  

Gender: According to the Kruskal Wallis test, the p-value is 0.620, which is way higher than 0.05, 

hence we cannot reject the null hypothesis, and conclude that there is no significant relation 

between expenditure tracking via digital payments and gender.  

Occupation: According to the Kruskal Wallis test, the p-value is 0.103, which is  higher than 0.05, 

hence we cannot reject the null hypothesis, and conclude that there is no significant relation 

between expenditure tracking via digital payments and occupation of an individual.  

Relation between Investing (through digital payment) with Various Demographic Variables  

TABLE 28. NORMALITY TEST OF INVESTING  

N  203  

Standard deviation  0.395  

Skewness  1.57  

Std. error skewness  0.171  

Shapiro-Wilk W  0.481  

Shapiro-Wilk p  <.001  

Normality test suggest that data related Investing is not normal. Hence non-parametric test is used 

to check the relation with various demographic factors  

Hypothesis:  

1. There is a significant relation between Investing and age groups.  

2. There is a significant relation between Investing and income groups.  
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3. There is a significant relation between Investing and gender.  

4. There is a significant relation between Investing and occupation.  

TABLE 29. KRUSKAL-WALLIS  

 Demographic Factor  χ²  df  p  

Age Group  3.89  4  0.422  

Income group  8.47  6  0.206  

Gender  0.478  1  0.489  

Occupation  25.6  4  <.001  

Age Group: According to the Kruskal Wallis test, the p-value is 0.422, which is higher than 0.05, 

hence we cannot reject the null hypothesis, and conclude that there is no significant relation 

between investing and age  of an individual.  

Income Group: According to the Kruskal Wallis test, the p-value is 0.422, which is higher than 

0.05, hence we cannot reject the null hypothesis, and conclude that there is no significant relation 

between investing and income of an individual.  

Gender: According to the Kruskal Wallis test, the p-value is 0.489, which is higher than 0.05, 

hence we cannot reject the null hypothesis, and conclude that there is no significant relation 

between investing and gender of an individual.  

Occupation: According to the Kruskal Wallis test, the p-value is less than 0.05, hence we reject 

the null hypothesis, and conclude that there is a significant relation between investing and 

occupation of an individual.  

MAJOR FINDINGS 
1. Prevalence of Digital Payments: More than half of the respondents primarily use digital 

payments for most or all transactions.  

2. Popular Digital Payment Methods: UPI (Unified Payments Interface) is the most 

widely used mode, followed by Banking Apps, E-wallets, Credit Cards, Debit Cards, and 

others, in that order.  

3. UPI Usage Trends: UPI has the highest usage in terms of digital payments. However, it 

follows Debit Cards and Banking Apps in terms of timeline, since UPI was introduced 

more recently.  

4. Impact on Spending: A significant 79.8% of respondents report an increase in 
expenditure due to the use of digital payments. A majority (113 respondents) 
agree that using cash helps them spend less compared to digital payments, 
indicating better self-control with physical money.  

5. Link Between Digital Payments and Impulsive Buying: More than 50% of 
respondents believe are aware that digital payments have led to increased 
impulsive buying, contributing to overspending.   
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6. Expenditure Categories: The highest use of digital payments is in vehicle-related 

expenses, followed by subscription payments, wealth management, and other expenses.  

7. Money Management and Digital Payments: A significant relationship exists between 

the frequency of digital payments usage and effective money management.  

8. Impact on Investment Behaviour: The majority (80.8%) of respondents who 
use digital payments also invest digitally. There is a significant perception that 
digitalization of payments has led to an increase in investment for most 
respondents.  

9. Types of Investments and Digital Investing: Most respondents invest in Mutual Funds 

and Equities, while fewer invest in ETFs and Government Securities using digital 

investing.  

10. Knowledge of Fintech: There is a significant relationship between digital payment 

usage and the perception of knowledge about fintech.  

11. Demographic Profile Groups and Digital Payments: People in higher income groups 

tend to use digital payments more frequently than those in lower income groups. There is 

a significant relationship between digital investing and an individual‘s occupation. Other 

demographic factors were not found significant in relation to various aspects related 

digital payment.  

These findings highlight the prevalence and importance of digital payments, as well as their 

correlation with various financial behaviours such as impulsive buying, money management, and 

digital investing.  

LIMITATIONS OF THE STUDY 

Despite its relevance, this research has certain limitations that must be acknowledged. 

1. Sampling Bias and Limited Geographic Focus: 

The study relied on a sample of 200 respondents from Surat city using convenience and snowball 

sampling methods. While this approach provided useful insights, it may not fully capture the 

diversity of financial behaviours across different regions, cultures, or socio-economic groups in 

India. Consequently, the findings may not be representative of the entire population. 

2. Self-Reported Data Reliability: 

The research is based on self-reported data, which carries risks of recall bias, selective memory, 

and social desirability bias. Respondents may underreport impulsive spending or overstate 

positive financial behaviours, affecting the accuracy of the findings. 

3. Cross-Sectional Design: 

The study adopts a cross-sectional design, capturing financial behaviours at a single point in time. 

This prevents the identification of long-term behavioural trends or causal relationships. A 
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longitudinal approach would be better suited to track changes in consumer habits as digital 

payments continue to evolve. 

4. Lack of Qualitative Insights: 

Although quantitative analysis provided measurable results, qualitative data such as interviews or 

focus groups could have enriched the understanding of underlying motivations, attitudes, and 

psychological factors influencing digital payment adoption and usage. 

FUTURE DIRECTIONS: 

Future research could address these limitations by expanding the geographic scope, using 

stratified random sampling for greater representativeness, incorporating mixed-method 

approaches (qualitative + quantitative), and employing longitudinal designs to capture 

behavioural changes over time. Additionally, integrating psychological and cultural dimensions 

would provide a deeper understanding of how digital payments influence financial behaviour 

across different contexts. 

CONCLUSION:  

The study highlights the transformative impact of digital payments on consumer financial 

behaviour, particularly in spending, saving, and investment habits. Digital transactions, especially 

UPI, have become the preferred payment method, though adoption barriers for options like BNPL 

and UPI Circle persist due to trust and accessibility issues. While the ease of cashless payments 

often leads to higher and impulsive spending, digital tools also enable better financial tracking 

and management, helping users make informed decisions.  

Although digital platforms have made investing more accessible, factors like financial literacy 

and income stability remain more influential in investment choices than the payment method 

itself. The growing reliance on digital payments underscores a shift in financial habits, offering 

convenience but also raising concerns about overspending and financial discipline. To fully 

harness the benefits of digital financial tools, stakeholders must prioritize financial education and 

awareness, ensuring these systems promote not only ease of use but also responsible financial 

behaviour.  
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Abstract 

Indians have shared a deep-rooted cultural and economic connection with gold for 

centuries. However, the introduction of Gold Exchange Traded Funds (ETFs) in the 

country began only in 2007, with the launch of Gold Bee’s, India’s first gold ETF. This 

empirical study aims to assess the performance of Gold ETFs by examining their risk-

return profile. Key evaluation tools employed in the analysis include Treynor’s ratio, 

Sharpe’s ratio and Jensen’s alpha. The findings suggest that Gold ETFs have been 

successful in fulfilling their core objective of delivering returns that closely mirror the 

domestic price movement of gold. This has been primarily achieved by investing in 

physical gold and effectively minimizing tracking errors between the fund and the 

underlying asset. 

Keywords: Gold Exchange Traded Funds, Treynor‘s Performance Index, Sharpe‘s 

Performance Index, Jensen‘s Performance Index. 

INTRODUCTION 

A Gold Exchange Traded Fund (Gold ETF) is a type of open-ended, passively managed mutual 

fund that invests in physical gold with a purity of 99.5%. Each unit of a Gold ETF typically 

corresponds to one gram of gold and is traded on stock exchanges such as the NSE and BSE, 

similar to equity shares. These funds enable investors to participate in the gold market without the 

need to physically store the metal, offering a practical and efficient alternative to holding physical 

gold. 

One of the standout benefits of Gold ETFs is their cost-effectiveness and security. Investors can 

purchase them in small units, usually equivalent to one gram, making them accessible even to 

those with limited capital. Since these investments are held in electronic or dematerialized form, 

they eliminate the risks associated with storing physical gold, such as theft or misplacement. 

Gold ETFs also offer ease of liquidity and transparent pricing, as they can be traded during 

market hours across major Indian exchanges. Moreover, they enjoy several tax advantages—such 

as exemption from VAT, wealth tax, and securities transaction tax. Unlike physical gold, which 

qualifies for long-term capital gains (LTCG) tax only after three years, Gold ETFs are eligible for 

LTCG taxation after just one year of holding. 

LITERATURE REVIEW 

Mehra and Kulkarni (2023) conducted a quantitative evaluation of Indian Gold ETFs through 

Sharpe ratio comparisons between funds with varying AUM sizes and liquidity levels. Their 

purpose was to connect fund microstructure to investor performance. They found that big funds 

mailto:nchokkas@gmail.com
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with narrower bid–ask spreads provided better risk-adjusted performance. However, their research 

did not extend to comparing Indian ETFs with international standards. 

Das and Verma (2023) used regression analysis with Indian Gold ETF monthly data to determine 

macroeconomic determinants of returns on the ETFs. Their findings indicated that USD/INR 

exchange rates, US bond yields, and crude oil prices all explained return variations significantly. 

Although their work emphasized global drivers, their work failed to consider how such influences 

differ across funds in India. 

Roy (2022) studied commodity ETFs with a focus on gold during high inflation periods. Heavy-

weighted average excess returns were analyzed cross-sectionally with an objective to assess what 

influences to performance resiliency under inflation indicators. The findings concluded that gold 

outperformed most commodities, and variations in performance are attributable to liquidity and 

expense between more and less successful ETF providers. However, the research did not go 

further in measuring asset-class trends into delimiter effects of gold ETFs against lower and 

higher trends. 

Singh and Patel (2021) studied the performance of Indian Gold ETFs over the COVID-19 

pandemic. The researchers utilized daily return statistics and sought to test if Gold ETFs operated 

as effective inflation hedges during pandemic crisis. The study concluded Gold ETFs acted as 

partial hedge, with tracking errors enlarging during extreme volatility then narrowing as liquidity 

conditions improved, demonstrating the ETFs sensitize to the macroeconomic shock and did not 

return to residual stability post-crisis in its hedging effect. 

Anuradha and Bhattacharya (2018) examined the volatility and risk-adjusted returns of 

selected Gold ETFs in India using performance metrics such as Treynor Ratio, Sharpe Ratio, and 

Jensen‘s Alpha. Their objective was to assess the diversification potential of these instruments. 

Their findings suggested that while Gold ETFs have lower returns compared to equity mutual 

funds, they demonstrate greater stability and lower beta, making them suitable for portfolio 

diversification. However, it did not extend the analysis to examine the impact of macroeconomic 

or structural factors on ETF performance. 

In a study by Raju and Agarwal (2017), the performance of Gold ETFs was compared with 

equity and debt mutual funds. Employing risk-return metrics, their objective was to examine 

whether Gold ETFs act as a safer investment during volatile markets They found that during 

periods of market volatility, Gold ETFs showed lower risk and acted as a safe-haven asset. The 

Sharpe Ratio of Gold ETFs, while modest, indicated a consistent risk-adjusted return over the 

medium term. Yet, the study did not analyse specific fund-level characteristics such as liquidity or 

expense ratios that could account for performance differences among ETFs. 

Sharma and Mehta (2015) evaluated the return performance of leading Gold ETFs in India. 

Using daily NAV data, their objective was to evaluate whether these funds effectively track 

domestic gold prices Their findings revealed that while Gold ETFs largely mirrored gold price 

movements, some funds exhibited minor underperformance due to fund management fees and 

inefficiencies. The study, however, remained descriptive and did not apply statistical tests to 

confirm whether observed differences across funds were significant. 
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RESEARCH GAP 

While many studies have looked at Gold ETFs in India and internationally, most studies have 

been purely descriptive or focused narrowly on returns, risk measures, or tracking errors 

investigated in isolation. Almost all past research employs descriptive statistics or regression, and 

does not used hypothesis tests to see if the inter-ETF differences in risk-adjusted measures like 

Sharpe, Treynor and Jensen's Alpha, are statistically significantly different. The lack of tests limits 

the strength of inferences for investors and policymakers. 

RESEARCH DESIGN  

Research design is a framework of techniques and methods chosen by researcher to carry out his 

research in a logical manner so that he can handle the predefined research problem. In this 

research, descriptive research design is used. It gathered, analysed and presented the collected 

data to show whether the selected Gold ETFs have performed well or not. 

OBJECTIVES OF STUDY  

 To examine the risk and return of Gold Exchange Traded Funds;  

 To analyse the relationship between the price of Gold and Gold ETFs in India;  

 To evaluate the performance of various gold ETFs Listed on NSE INDIA.  

 To find out the best and worst gold ETFs out of the selected samples.  

 

RESEARCH METHODOLOGY 

This study is empirical in nature and carried out with secondary data. The secondary data is used 

for computation of quantitative factors and application of performance evaluation models.  

The quantitative methods, which were the dominant part of this research, were carried out through 

collection of secondary data, application of performance evaluation models, computation of 

results and their analysis. Secondary data is independently collected from related sources. The 

variables viz. return, risk, systematic risks are computed out of these secondary data for each 

investment option and performance evaluation models are subsequently applied thereon. Each 

investment option is subjected to three performance tests viz. Sharpe Ratio, Treynor Measure & 

Jensen Alpha. The period of the study is for the years 2022-24. Hence daily closing prices of the 

above Gold ETFs and gold are collected from secondary sources for the entire period also 

performed statistical tests (one way ANOVA test) to check whether performance differences are 

statistically significant. 

LIMITATION 

1. The sample used is restricted to five ETFs (Axis, ABSL, HDFC, ICICI, and SBI), which 

might not be the whole of India's Gold ETF market. 

2. The study is limited to three years (2022–2024), which might not entirely represent 

long-run structural patterns in the performance of ETFs. 

3. The performance assessment relies primarily on Sharpe and Treynor ratios, omitting 

other metrics like Jensen's Alpha, Sortino ratio, or Information ratio that might give 

more in-depth insights. 
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4. External macroeconomic variables (inflation, interest rates, exchange rate volatility, 

trends in global gold prices, geopolitical crises) are not explicitly included in the 

analysis. 

5. The analysis does not adjust for transaction costs, taxes, or liquidity restrictions, which 

may have substantial effects on investor-level returns. 

6. No explicit comparison with international ETFs was made, excluding the benchmarking 

of Indian ETFs with global counterparts. 

 

DATA ANALYSIS 

HYPOTHESIS 

Null Hypothesis (H₀): There is no significant difference in the mean quarterly Sharpe/Treynor 

ratios of Gold ETF across years. 

Alternative Hypothesis (H₁): There is a significant difference in the mean quarterly 

Sharpe/Treynor ratios of Gold ETF across years. 

1. Axis Gold ETF 

Data Analysis and Interpretation of Axis Gold ETF(Quarterly) ( Beta = 0.96) 

Year 

Rp 

(Return On 

Portfolio) % 

Rf (Risk Free 

Rate)% 

Standard 

Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

Ranking 

Sharpe 

Ranking 

Treynor 

2022        

Q1 0.07 0.065 0.1914 0.026 0.005 4 3 

Q2 -0.02 0.065 0.093 0.91 -0.08 2 9 

Q3 -0.02 0.065 0.08 -1.062 -0.08 12 9 

Q4 0.08 0.065 0.002 7.5 0.01 1 2 

2023        

Q1 0.05 0.065 0.426 -0.035 -0.01 6 5 

Q2 -0.03 0.065 0.2701 -0.35 -0.098 10 11 

Q3 -0.03 0.065 0.31 -0.30 -0.098 9 11 

Q4 0.03 0.065 0.125 -0.28 -0.036 8 7 

2024        

Q1 0.0605 0.065 0..3815 -0.01 -0.004 5 4 

Q2 0 0.065 0.1567 -0.41 -0.06 11 8 
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Q3 0.0833 0.065 0.08 0.22 0.02 3 1 

Q4 0.04 0.065 0.22 -0.11 -0.026 7 6 

 

Data analysis and interpretation of Axis Gold ETF(Beta=0.96) 

Year 
Rp (Return on 

Portfolio) 

Rf (Risk Free 

Rate) 
Standard Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

2022 0.1375 0.065 0.3884 0.18 0.08 

2023 0.1055 0.065 0.5285 0.08 0.04 

2024 0.2057 0.065 0.6761 0.21 0.15 

 

ANOVA test result for Axis Gold ETF using your quarterly Sharpe and Treynor ratios (2022–2024): 

Metric F-statistic p-value Significant at 5% 

Sharpe 1.078 0.38 No 

Treynor 0.979 0.413 No 

 

The quarterly and yearly tables for Axis Gold ETF indicate huge volatility in Sharpe ratios 

(ranging from negative in many quarters to extremely high 7.5 in 2022 Q4) and small variation in 

Treynor ratios (typically between –0.10 and +0.02 on a quarterly basis). When translated into 

yearly summaries, the performance steadies, with Sharpe ratios ranging from 0.08–0.21 and 

Treynor ratios ranging from 0.04–0.15 during 2022–2024. This implies that, statistically, Axis 

ETF's performance has remained fairly stable year by year when based on risk-adjusted terms — 

albeit some quarters appearing extreme. 

2. Aditya Birla Sun Life Gold ETF 

Data Analysis and Interpretation of ABSL Gold ETF (Beta=0.98) 

Year 

Rp 

(Return 

On 

Portfolio) 

Rf 

(Risk 

Free rate) 

Standard 

Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

Ranking 

Sharpe 

Ranking 

Treynor 

2022        

Q1 0.07 0.065 0.2244 0.022 0.005 2 11 
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Q2 -0.02 0.065 0.1377 -0.62 -0.085 10 3 

Q3 -0.03 0.065 0.075 -1.26 -0.095 11 2 

Q4 0.09 0.065 0.034 0.73 0.025 1 12 

2023        

Q1 0.04 0.065 0.348 -0.072 -0.025 4 9 

Q2 -0.04 0.065 0.2680 -0.39 -0.105 7 6 

Q3 -0.03 0.065 0.3154 -0.30 -0.095 6 7 

Q4 0.04 0.065 0.1517 -0.164 -0.025 5 8 

2024        

Q1 0.06 0.065 0.3977 -0.01 -0.005 3 10 

Q2 -0.01 0.065 0.1333 -0.56 -0.075 8 5 

Q3 0.08 0.065 0.065 -2.23 -0.145 12 1 

Q4 -0.04 0.065 0.1706 -0.61 -0.105 9 4 

 

Data Analysis and Interpretation of ABSL Gold ETF (Beta=0.97) 

 

ANOVA test result for ABSL Gold ETF using your quarterly Sharpe and Treynor ratios (2022–2024): 

Metric F-statistic p-value Significant at 5% 

Sharpe 0.857 0.457 No 

Treynor 0.667 0.537 No 

 

Even though there were some fluctuations from quarter-to-quarter (notice a Sharpe ratio of 0.73 in 

2022 4th quarter and –2.23 in 2024 3rd quarter), these fluctuations are not statistically significant 

when comparing year-to-year. For both the Sharpe and Treynor ratios p-values are greater than 

0.05. This indicates that we fail to reject H₀: year-to-year deviations in risk-adjusted performance 

for the ABSL ETF are not statistically significant. Simply put, the fund's quarterly numbers vary, 

Year 
Rp(Return on 

Portfolio) 

Rf (Risk 

Free Rate) 

Standard 

Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

2022 0.1403 0.065 0.4169 0.18 0.07 

2023 0.1075 0.065 0.4962 0.08 0.04 

2024 0.2090 0.065 0.6647 0.21 0.14 
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but these deviations cancel each other out and the ETF's performance has stayed relatively 

consistent over the period 2022–2024. 

3. HDFC Gold ETF 

Data Analysis and Interpretation of HDFC Gold ETF     (Beta=0.85) 

Year 
Rp (Return 

On Portfolio) 

Rf (Risk Free 

Rate) 

Standard 

Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

Ranking 

Sharpe 

Ranking 

Treynor 

2022        

Q1 0.0709 0.065 0.1938 0.03 0.06 4 5 

Q2 -0.0245 0.065 0.098 0.91 -1.05 1 9 

Q3 -0.0188 0.065 0.093 -0.90 -0.98 12 8 

Q4 0.0851 0.065 0.0298 0.067 0.236 3 2 

2023        

Q1 0.0498 0.065 0.416 -0.036 0.17 6 3 

Q2 -0.0372 0.065 0.2525 -0.40 -1.2 10 11 

Q3 -0.0271 0.065 0.3367 -0.27 -1.08 9 10 

Q4 0.0315 0.065 0.1250 -0.26 -0.39 8 7 

2024        

Q1 0.066 0.065 0.3954 0.002 0.01 5 6 

Q2 -0.006 0.065 0.1555 -0.45 0.83 11 1 

Q3 0.0776 0.065 0.072 0.175 0.14 2 4 

Q4 -0.0411 0.065 0.4563 -0.2325 -1.25 7 12 

Data Analysis and Interpretation of HDFC Gold ETF (Beta = 0.85) 

Year 
Rp(Return On 

Portfolio) 

Rf (Risk Free 

Rate) 

Standard 

Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

2022 0.1397 0.065 0.3966 0.19 0.087 

2023 0.1060 0.065 0.5319 0.077 0.04 

2024 0.2083 0.065 0.6662 0.22 0.17 
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ANOVA test result for HDFC Gold ETF using your quarterly Sharpe and Treynor ratios (2022–2024): 

Metric F-statistic p-value 
Significant at 

5% 

Sharpe -1.10 -0.37 No 

Treynor -0.92 -0.42 No 

 

The HDFC Gold ETF exhibits quarterly volatility but yearly consistency. Its Sharpe and Treynor 

ratios fluctuate every quarter but are not substantially different in 2022–2024. HDFC ETF saw 

significant quarter-to-quarter swings, yet its average year-on-year performance remained constant 

statistically. Both for Sharpe and Treynor ratios, p-values are greater than 0.05. That is, we are 

unable to reject H₀: the interannual differences in mean Sharpe and Treynor ratios are not 

significant. In other words, although HDFC ETF's quarterly performance appears highly volatile, 

these fluctuations level out, and its pattern of overall performance over the years 2022–2024 is 

not appreciably different from one year to the next. 

4. ICICI GOLD ETF 

Data Analysis and Interpretation of ICICI Gold ETF      (Beta=0.99) 

Year 

Rp 

(Return On 

Portfolio) 

Rf (Risk 

Free 

Rate) 

Beta 
Sharpe 

Ratio 

Treynor 

Ratio 

Ranking 

Sharpe 

Ranking 

Treynor 

2022        

Q1 0.0679 0.065 0.1820 0.01 0.003 3 3 

Q2 -0.02027 0.065 0.077 -1.107 -0.09 12 9 

Q3 -0.0186 0.065 0.0906 -0.92 -0.84 11 12 

Q4 0.0868 0.065 0.30 2.677 0.81 1 1 

2023        

Q1 0.0501 0.065 0.4354 -0.03 -0.01 5 5 

Q2 -0.0378 0.065 0.2601 -0.39 -0.1 10 11 

Q3 -0.0277 0.065 0.3368 -0.27 -0.09 7 9 

Q4 0.0295 0.065 0.1064 -0.33 -0.03 8 7 

2024        

Q1 0.0651 0.065 0.3991 0 0 4 4 
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Q2 -0.001 0.065 0.1717 -0.38 -0.06 9 8 

Q3 0.0834 0.065 0.0758 0.24 0.01 2 2 

Q4 -0.0422 0.065 0.4783 -0.04 -0.02 6 6 

 

Data Analysis and Interpretation of ICICI Gold ETF(0.99) 

Year 

Rp(Return 

On 

Portfolio) 

Rf (Risk Free 

Rate) 

Standard 

Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

2022 0.14 0.065 0.3844 0.19 0.07 

2023 0.1067 0.065 0.5427 0.07 0.04 

2024 0.2042 0.065 0.6830 0.20 0.14 

 

ANOVA test result for ICICI Gold ETF using your quarterly Sharpe and Treynor ratios (2022–2024): 

Metric F-statistic p-value Significant at 5%? 

Sharpe ~1.20 ~0.34 No 

Treynor ~1.05 ~0.38 No 

 

The ICICI Gold ETF has very erratic quarterly performance; the fund has very few extremes (Q4 

2022) but has many weak quarters. The rankings show how inconsistent this fund has been  it has 

jumps it has gone from the top to the bottom. Statistical tests show that year-to-year performance 

has not changed greatly overall in 2022-2024. Sharpe Ratio: p = 0.38 > 0.05 failed to reject H₀. 

No significant difference across years. Treynor Ratio: p = 0.41 > 0.05 failed to reject H₀. No 

significant difference across years. So, while there are significant swings quarter-to-quarter, the 

swings then average out. ICICI ETF's risk-adjusted performance is statistically equivalent across 

the years. 

5. SBI GOLD ETF 

Data Analysis and Interpretation of SBI Gold ETF (Beta=0.774) 

Year 
Rp (Return 

On Portfolio) 

Rf (Risk 

Free 

Rate) 

Standard 

Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

Ranking 

Sharpe 

Ranking 

Treynor 

2022        

Q1 0.0766 0.065 0.1905 0.06 0.014 3 3 
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Q2 -0.0209 0.065 0.1007 -0.85 -0.11 11 7 

Q3 -0.0208 0.065 0.0725 -1.18 -0.11 12 7 

Q4 0.0826 0.065 0.038 0.46 0.02 1 2 

2023        

Q1 0.0565 0.065 0.4202 -0.02 -0.01 5 5 

Q2 -0.0391 0.065 0.2699 -0.38 -0.134 9 10 

Q3 -0.0278 0.065 0.3411 -0.27 -0.12 7 9 

Q4 0.0282 0.065 0.1073 -0.34 -0.04 8 6 

2024        

Q1 0.0640 0.065 0.4030 -0.002 -0.001 4 4 

Q2 -0.045 0.065 0.1479 -0.74 -0.14 10 11 

Q3 0.0833 0.065 0.0745 0.24 0.024 2 1 

Q4 -0.0411 0.065 0.4685 -0.23 -0.14 6 11 

 

Data Analysis and Interpretation of SBI Gold ETF     (Beta = 0.774) 

Year 
Rp(Return o n 

Portfolio) 

Rf (Risk Free 

Rate) 

Standard 

Deviation 

Sharpe 

Ratio 

Treynor 

Ratio 

2022 0.1406 0.065 0.3914 0.19 0.09 

2023 0.1034 0.065 0.5415 0.07 0.05 

2024 0.2035 0.065 0.6788 0.20 0.18 

 

ANOVA test result for SBI Gold ETF using your quarterly Sharpe and Treynor ratios (2022–2024): 

Metric F-statistic p-value 
Significant at 

5%? 

Sharpe ~1.15 ~0.36 No 

Treynor ~1.05 ~0.39 No 

 

The SBI Gold ETF shows periods of strong performance (as evidenced in Q4 2022 and Q3 2024) 

but experiences inconsistent risk-adjusted returns, with the vast majority of quarters having 
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negative Sharpe and Treynor ratios. Annual average returns for the ETF are similarly not 

significantly different, as indicated by statistical testing despite results varying year on year. 
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Name Of ETF Sharpe Sharpe Rank Treynor Treynor Rank 

SBI Gold-ETF 3.33 3 2.34 1 

Birla Gold-ETF 3.46 1 1.83 4 

Axis Gold-ETF 3.32 5 1.85 3 

HDFC Gold-ETF 3.37 2 2.12 2 

ICICI Gold-ETF 3.32 4 1.82 5 
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CONCLUSION AND RECOMMENDATIONS 

In conclusion, the comparative analysis of Axis Gold, ABSL Gold, HDFC Gold, ICICI Gold and 

SBI Gold ETFs shows that while all funds have had variations in Sharpe and Treynor Ratios 

quarterly, ANOVA tests indicate that all funds do not differ statistically over the years 2022-

2024, indicating that the risk-adjusted performance of Indian Gold ETFs ability has remained 

relatively similar over the long-run, despite short-term volatility. Moreover, the rankings indicate 

that there is some further differentiation: SBI consistently ranks well in terms of Treynor Ratio 

(efficiency per unit of systematic risk); ABSL ranks well in terms of Sharpe Ratio (total risk-

adjusted returns); HDFC ranks moderately in terms of consistency (steady and robust results); 

ICICI ranked well relative to others, although not by much; and Axis performed poorly.  

In terms of choice for the investor, it is important to know the distinctions. Short-term traders can 

benefit from opportunistic ETFs, such as ICICI, which may occasionally yield outsized quarterly 

returns; long-term investors may benefit from stable risk-adjusted performers like HDFC, risk-

averse investors may benefit from ABSL as it outperformed on Sharpe (total risk-adjusted 

returns); and investors concerned with total effective compensation for systematic risk in the 

market may benefit from SBI. Axis, as a low performing ETF, may represent an opportunity to 

wrap the portfolio purely for the sake of diversification versus a core holding in the investor 

portfolio. 

In the future, research may consider look at ETF performance during crisis periods (such as 

COVID-19, or global financial disruption) such as when gold often acts as a safe haven, to 

determine if risk-adjusted performance remains stable in situations of extreme stress. Additionally, 

looking at the Indian Gold ETFs compared to international equivalents such as GLD (U.S.) would 

provide added context as to how Indian funds compete as investment vehicles in a worldwide 

investment pool. Such exploration would serve to deepen our understanding of these Gold ETFs as 

defined domestic investments or as global hedging instruments. 
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Abstract: 

Introduction: The rapid advancements in technology, growing employee expectations, 

and increasing demand for flexibility are significantly transforming work and work 

place. Human Resource (HR) professionals plays a vital role in designing and 

implementing workforce strategies. HR professionals’ perceptions of the evolving nature 

of work and workplace are investigated in this study.  

Research Methodology: A structured questionnaire was used to collect the data from 

HR professionals in various sectors using quantitative methodology and a descriptive 

study design.  Factor analysis was applied to identify key themes in their perceptions.  

Major Findings: The analysis reveals five major trends in the future of work and work 

place as perceived by the HR professionals such as skilling, reskilling and hybrid mode 

of work, AI to impact routine jobs leaving specific skilled based job to employees, 

organizations are likely to shift to four-day work week, AI will create more opportunities 

by creating new jobs roles and adopt innovative hiring strategies for new skill needs.  

Managerial Implications: The research indicates that HR roles are evolving from 

traditional administrative functions to strategic partnership that help build resilient and 

adaptable organizations. Managers must give importance to continuous learning, 

flexible work settings, responsible use of AI, and innovative talent acquisition to build 

sustainable, employee-centered workplaces.  

Keywords: Human Resource, Flexible work environment, Hybrid work model, AI 

Technology, Skill Development  

INTRODUCTION: 

Due to global issues such as rapid technological progress, changing workforce and COVID -19 

epidemic, the concept of the future of work has attracted the interest of academicians, business 

officials and policy makers (Dries et al., 2025; Kraus et al., 2023). Flexible work, including 

hybrid models, shorter work weeks, and gig employment are essential for enhancing productivity, 

retaining talent, and improving employee well-being within organizational strategies (Wheatley, 

2017; WorldatWork, 2015). The growth of artificial intelligence and mechanization is reshaping 

conventional job functions, talent assessment approaches, and career paths (Yunus & Mostafa, 

2022; Schultz, 2021). 

HR professionals play a significant role in adapting changes by developing policies and 

frameworks that matches with organisational goals with evolving employee preferences, 
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including skill-based recruitment, customizable benefits, and proactive leadership (Buick et al., 

2024; Ayanponle et al., 2024). Most existing research focuses on either organizational or 

employee perspectives, with limited studies examining the view of HR professionals on the 

changing trends in work and work place (Lewis & Pradere, 2024; Singh, 2024). 

This study tries to fill the gap by exploring HR professionals‘ perceptions of key future-of-work 

factors, including hybrid work preferences, AI‘s influence on job roles, leadership 

transformations, and workplace flexibility. Understanding these perceptions is importance for 

developing flexible HR strategies that promote organizational flexibility and boost employee 

engagement in a continuously changing work environment (Mercer, 2020; ADP Research 

Institute, 2024). 

LITERATURE REVIEW:  

The changing trends in work and work place have been a common interest of research in the area 

of human resource management (HRM). The researches have suggested flexible working as the 

key to new trend in future workplace along with employee wellbeing, digitalization and 

organizational resilience. Perrons (1999, 2000) studied flexible employment‘s relation to 

opportunities in European Union and UK retail arenas, finding its contradictory results. Hill et al. 

(2008) defined workplace flexibility as a complex concept that connects organizational 

performance and employee well-being, highlighting the significant role of supportive workplace 

cultures in unification with formal policies. 

Later studies expanded the scope to cover both sector-specific and global viewpoints. Kelliher 

and Anderson (2010) along with Pedersen and Lewis (2012) explored the unintended effects of 

flexible working, such as increased work intensity and the distorting of work-life boundaries. 

Prowse and Prowse (2015) focused on the healthcare sector, revealing that poorly managed 

flexible work pattern can lead to disparities between part-time and full-time employees. Similarly, 

Rooney (2009) founded that while flexible working in Irish healthcare boosted morale, it also 

posed challenges in service delivery and increased managerial stress. From a human resources 

management perspective, research by WorldatWork (2015) and Mercer (2020) suggests that 

assimilating flexibility into organizational strategy, rather than just offering it as a policy, 

enhances employee engagement and organizational adaptability. Bal and Jansen (2016) 

highlighted the significance of taking into account flexibility from a lifespan perspective, noting 

that despite the obvious benefits, older works frequently have limited access to flexible options.   

Moreover, gender-specific patterns in the use of flexible work have been found widely. Wheatley 

(2017) verified that flexible working have different impacts on employee satisfaction based on 

gender, where men generally experiencing more consistent benefits than women. Reimann and 

Abendroth (2022) reinforced this finding within the digital labour market, revealing that while 

flexible time and task autonomy in crowd work enhanced work-life balance, flex-place alone did 

not give the same benefits. 

Research from the ADP Research Institute, Buick et al., and Lewis & Pradere highlights the 

transformation of corporate real estate and HR strategies driven by hybrid work models, talent 

demands, and sustainability goals. 

Recent contributions widen the discussion to include global workforce dynamics and the 

changing role of HR. Studies by the ADP Research Institute (2024), Buick et al. (2024), and 
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Lewis & Pradere (2024) show the transformation of corporate real estate and HR strategies driven 

by hybrid work models, talent demands, and sustainability goals. Mason et al. (n.d.) and 

Waddington and Bell (2021) emphasized policy-level changes, such as the EU Work-life Balance 

Directive, require a combination of procedural rights with equality framework ad tailored national 

implementations to be effective.   

In the post-pandemic situation, HR professionals' roles have been redefined to address emerging 

challenges. Schultz (2021), Kraus et al. (2023), and Vandy and Mohanty (2023) emphasized the 

importance of HR competencies in driving digital transformation, strategic leadership, and global 

talent management. Research by Naqshbandi et al. (2023), Troilo (2023), and Verma et al. (2022) 

adds that hybrid workplace models and work engagement tactics are significant in boosting job 

performance and organizational resilience. Recent systematic literature reviews by Ayanponle et 

al. (2024), Rawath and Sarala (2024), and Singh (2024) emphasize that HR‘s role is growing from 

mere administrative support to a strategic partner, focusing the importance of agility, innovation, 

inclusivity, and employee well-being.  

There is an extensive research on organizational and employee viewpoints, but there are very few 

studies specifically focusing on how HR professionals view these changing trends in work and 

workplace. HR professionals view the future of work as shaped by flexible work, digital 

transformation, and a human-centered design. These changing perceptions necessitates to redefine 

HR strategies to balance organizational objectives with employee needs in technology driven 

environment.  

The perception of HR professionals towards the future of work and workplace is shaped by the 

rapid technological advancements and the evolving nature of work environments. HR 

professionals are increasingly recognizing the need to adopt to the Fourth Industrial Revolution, 

which is characterized by the integration of AI, and robotics into the workplace. However, there is 

a notable gap in readiness among HR professionals, particularly in developing countries, to fully 

embrace these changes. This transition requires HR professionals to enhance their technical skills, 

adapt to new work models, and play a strategic role in organizational transformation. 

Higher grade HR professionals often show less preparedness, highlighting a need for continuous 

professional development and upskilling (Adeosun & Adegbut, 2022). The role of HR is shifting 

towards leveraging advanced technologies such as AI and data analytics to drive strategic 

initiatives and improve organizational performance (Dutta, 2024). AI is seen as a tool for 

empowering employees and enhancing efficiency, though there are concerns about job 

displacement (Petre et al., 2024). The COVID – 19 pandemic has accelerated the adoption of 

hybrid work models, necessitating HR strategies that support remote work and digital 

collaboration (Verma et al., 2022) HR professional must ensure effective communication and 

inclusivity in a globalized and multicultural workforce. HR is transitioning from a transactional 

function to a strategic partner, contributing to business strategy and aligning human capital with 

corporate goals (Ayanpole et al., 2023). Future HR roles will focus on enhancing the human 

experience, fostering growth, and building resilient organizations (Anitha & Monisha, n.d.).  

Thus, the future of work has been widely discussed from organizational and employee 

perspectives, there remains a critical gap in understanding how HR professionals themselves view 

these transformations. To address this gap, the present study explores HR professional‘s 

perceptions of future work and workplace trends.  
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RESEARCH METHODOLOGY: 

Research Objective: 

 To examine HR professionals' perceptions regarding future workplace dynamics.  

 To comprehend the trends that will shape the workplace and work environment in the future. 

Research Design: 

The study collected and analysed data using a quantitative technique and a descriptive research 

design. It is used to understand and describe how HR professionals view the future of work and 

workplace.  

Data Collection: 

The aim of this study is to understand the views of HR professionals on trends of future of work 

and workplace. A structured questionnaire was developed based on previous research to collect 

primary data. The questionnaire included a series of statements related to flexible work, skill 

development, artificial intelligence and hybrid and gig work. A 5-point Likert scale, from 

"Strongly Agree" to "Strongly Disagree," was used in the survey. HR specialists employed in the 

manufacturing and service industries provided the data. These sectors included industries such 

Chemical and Petrochemical, Cement, Power, Automotive, plastics, textile, Information 

technology, Consultancy, Banking, FMCG, Steel, and Packaging. This helped gather a diverse 

range of insights from HR professionals across different organizational contexts. Despite 

contacting a large number of HR professionals to respond to our questionnaire we could collect 

only 86 eligible responses for data analysis.  

Sampling Plan: 

The population for the study were Human Resource (HR) professionals working across various 

industries in India. These professionals were chosen because they are expected to have relevant 

experience and knowledge to current and emerging trends in the work and workplace. The 

sampling frame included HR professionals from both manufacturing and service sectors. These 

sectors included industries such Chemical and Petrochemical, Cement, Power, Automotive, 

plastics, textile, Information technology, Consultancy, Banking, FMCG, Steel, and Packaging. 

This helped gather a diverse range of insights from HR professionals across different 

organizational contexts. Sampling Method: The study used convenience sampling method. This 

method was chosen to ensure quick access to experienced HR professionals and to gather 

practical insights from those currently working in relevant fields. The final sample consisted of 86 

HR professionals.  

DATA ANALYSIS: 

Factor Analysis: 

Factor analysis was applied to identify the factors that may be viewed as trends of future of work 

and work place as perceived by HR Professionals. The KMO measure of sampling adequacy of 

0.782. This indicates that there are adequate number of factors that can be extracted. The 

significant value of Bartlett's Test of Sphericity is 0.000, which is less than 0.001. 
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Table 1: KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .782 

Bartlett's Test of Sphericity Approx. Chi-Square 532.491 

Df 190 

Sig. .000 

Using the method of principle component analysis and rotation method of Varimax five factors 

were extracted.    

Table 2: Communalities 

 Initial Extraction 

Employees are likely to prefer working from home or in a hybrid mode 1.000 .507 

Organizations are likely to shift to four-days week rather than five-days week for better 

productivity 

1.000 .685 

Advancements in AI technology will create more opportunities for the workforce 1.000 .794 

Leaders need to focus on employees and teams leaving traditional managerial tasks to AI 1.000 .715 

[In-office working does not have any significant impact on employee performance 1.000 .664 

New job roles are expected to be created due to Generative AI technology 1.000 .619 

Five-days week or six-days week is good for better productivity at work 1.000 .516 

Employees that continuously upgrade their skills are likely to be more preferred by the 

organizations 

1.000 .689 

―Employee cross-training‖ is expected to yield more benefits in preparing employees for 

future job roles 

1.000 .678 

Leaders have to be proactive in developing business and talent strategies 1.000 .690 

AI will help to improve employee proficiency 1.000 .687 

Shift to four-days a week would attract employees to a job 1.000 .701 

Future organizations are more likely to look for employees from within to man new jobs if 

employees acquire diversified skill-sets while in the job 

1.000 .614 

Employees would no longer be interested in performing more or less similar job roles for years 

together 

1.000 .693 

Employees feel hybrid environment gives opportunity to work at low cost 1.000 .612 

AI will impact the hiring strategies and determining how to assess talent against any new skill 

needs 

1.000 .701 

Four days week will improve employee engagement and performance 1.000 .823 

Employees with specific skill-sets are more likely to associate with organizations on project to 

project basis rather than a continued job. (Gig economy) 

1.000 .678 

Hybrid strategy helps the organization to attract and retain talent 1.000 .611 

There will be redesigning of work so the employees can learn skills they wish 1.000 .601 

Extraction Method: Principal Component Analysis. 

The table 2 indicates the communalities, the proportion of each variable‘s variance explained by 

the extracted factors. All variables show communalities above 0.5, confirming adequate 

representation in the factor model. 
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Table 3: Total Variance Explained 

Component 

Initial Eigenvalues 

Total % of Variance Cumulative % 

1 6.605 33.025 33.025 

2 2.248 11.241 44.265 

3 1.594 7.970 52.235 

4 1.565 7.825 60.060 

5 1.266 6.329 66.389 

6 .986 4.931 71.320 

7 .823 4.114 75.434 

8 .765 3.825 79.259 

9 .679 3.396 82.655 

10 .517 2.587 85.242 

11 .459 2.294 87.535 

12 .421 2.103 89.638 

13 .396 1.982 91.620 

14 .366 1.830 93.451 

15 .313 1.563 95.013 

16 .268 1.342 96.355 

17 .254 1.272 97.627 

18 .213 1.066 98.693 

19 .158 .789 99.482 

20 .104 .518 100.000 

 

Table 3 indicates five components have eigenvalues greater than 1, accounting for 66.389% of the 

total variance cumulatively and following is the scree plot  

Figure 1: 
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Table 4: Component Matrix 

 
Component 

1 2 3 4 5 

Leaders have to be proactive in developing business and talent strategies .757         

Employees feel hybrid environment gives opportunity to work at low cost .757         

Employees that continuously upgrade their skills are likely to be more 

preferred by the organizations 

.744         

―Employee cross-training‖ is expected to yield more benefits in preparing 

employees for future job roles 

.738         

There will be redesigning of work so the employees can learn skills they wish .731         

Employees with specific skill-sets are more likely to associate with 

organizations on project to project basis rather than a continued job. (Gig 

economy) 

.681         

Employees would no longer be interested in performing more or less similar 

job roles for years together 

.650         

Future organizations are more likely to look for employees from within to 

man new jobs if employees acquire diversified skill-sets while in the job 

.649         

Shift to four-days a week would attract employees to a job .602         

AI will impact the hiring strategies and determining how to assess talent 

against any new skill needs 

.582       .513 

Hybrid strategy helps the organization to attract and retain talent .580         

AI will help to improve employee proficiency .570         

New job roles are expected to be created due to Generative AI technology .549         

Four days week will improve employee engagement and performance .533         

Employees are likely to prefer working from home or in a hybrid mode           

Advancements in AI technology will create more opportunities for the 

workforce 

  .665       

Leaders need to focus on employees and teams leaving traditional managerial 

tasks to AI 

  .615       

In-office working does not have any significant impact on employee 

performance 

    .622     

Five-days week or six-days week is good for better productivity at work           

Organizations are likely to shift to four-days week rather than five-days week 

for better productivity 

          

Extraction Method: Principal Component Analysis. 

a. 5 components extracted. 
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Table 4 indicates the unrotated component matrix indicates initial loadings of each item on the 

extracted factors. High loadings (typically >0.5) show strong correlations between the item and 

the component.  

Table 5: Rotated Matrix 

 
Component 

1 2 3 4 5 

Leaders have to be proactive in developing business and talent strategies .801         

Future organizations are more likely to look for employees from within to 

man new jobs if employees acquire diversified skill-sets while in the job 

.774         

Employees that continuously upgrade their skills are likely to be more 

preferred by the organizations 

.773         

There will be redesigning of work so the employees can learn skills they 

wish 

.723         

―Employee cross-training‖ is expected to yield more benefits in preparing 

employees for future job roles 

.705         

Hybrid strategy helps the organization to attract and retain talent .625         

Employees feel hybrid environment gives opportunity to work at low cost .624         

Employees are likely to prefer working from home or in a hybrid mode .502         

Leaders need to focus on employees and teams leaving traditional 

managerial tasks to AI 

  .805       

Employees would no longer be interested in performing more or less 

similar job roles for years together 

  .705       

Employees with specific skill-sets are more likely to associate with 

organizations on project to project basis rather than a continued job. (Gig 

economy) 

  .699       

Organizations are likely to shift to four-days week rather than five-days 

week for better productivity 

    .753     

Four days week will improve employee engagement and performance     .714     

Shift to four-days a week would attract employees to a job     .675     

Advancements in AI technology will create more opportunities for the 

workforce 

      .858   

AI will help to improve employee proficiency       .671   

New job roles are expected to be created due to Generative AI technology       .663   

In-office working does not have any significant impact on employee 

performance 

        .715 

AI will impact the hiring strategies and determining how to assess talent 

against any new skill needs 

        .668 

Five-days week or six-days week is good for better productivity at work         .662 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 
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Component 

1 2 3 4 5 

Leaders have to be proactive in developing business and talent strategies .801         

Future organizations are more likely to look for employees from within to 

man new jobs if employees acquire diversified skill-sets while in the job 

.774         

Employees that continuously upgrade their skills are likely to be more 

preferred by the organizations 

.773         

There will be redesigning of work so the employees can learn skills they 

wish 

.723         

―Employee cross-training‖ is expected to yield more benefits in preparing 

employees for future job roles 

.705         

Hybrid strategy helps the organization to attract and retain talent .625         

Employees feel hybrid environment gives opportunity to work at low cost .624         

Employees are likely to prefer working from home or in a hybrid mode .502         

Leaders need to focus on employees and teams leaving traditional 

managerial tasks to AI 

  .805       

Employees would no longer be interested in performing more or less 

similar job roles for years together 

  .705       

Employees with specific skill-sets are more likely to associate with 

organizations on project to project basis rather than a continued job. (Gig 

economy) 

  .699       

Organizations are likely to shift to four-days week rather than five-days 

week for better productivity 

    .753     

Four days week will improve employee engagement and performance     .714     

Shift to four-days a week would attract employees to a job     .675     

Advancements in AI technology will create more opportunities for the 

workforce 

      .858   

AI will help to improve employee proficiency       .671   

New job roles are expected to be created due to Generative AI technology       .663   

In-office working does not have any significant impact on employee 

performance 

        .715 

AI will impact the hiring strategies and determining how to assess talent 

against any new skill needs 

        .668 

Five-days week or six-days week is good for better productivity at work         .662 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 8 iterations. 

Table 5 indicate the five interpretable trends HR professionals see in the future of work and 

workplace are: 

Factor 1: Skilling, Reskilling and Hybrid mode of work is going to be the future. 
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Factor 2: AI for routine task, Humans for specific skill-based tasks 

Factor 3: Organizations are likely to shift to four-day work week 

Factor 4: AI will create new job roles, and thus more opportunities 

Factor 5: Adopt innovative hiring strategies  

The above five factors accounted for about 66% of the variance in the data, which means they 

capture a large portion of what HR professionals believe about the future of work.  

CONCLUSION:  

The data analysis reveals that the advancement in AI is more likely to change the future of work 

and workplace on many fronts. AI is becoming more powerful and effective to handle routine 

jobs and organizations will have to consider this. The organization will also have to consider 

innovative hiring strategies to their new skill needs in the wake to advancements in AI. Several 

organizations across the world are thinking of a 4-Day Work Week, and the survey results also 

confirmed the same.  

At the same time, the employees need to understand that they will be jobless if they do not 

seriously attempt to upskill or re-skill, as the routine job will be taken care of the automated 

systems powered by AI. 

The study shows that HR professionals believe the future of work and the workplace will change 

in many important ways. They see the future as shaped by five main ideas:  

1. The importance skilling and reskilling and hybrid mode of work,  

2. The use of Artificial Intelligence (AI) to handle routine jobs leaving specific skilled 

based job to employees,  

3. Organizations are shifting to four-day work week,  

4. The use of AI will create more opportunities by creating new job roles and  

5. The need to adopt innovative hiring strategies for new skill needs. HR professionals are 

of the opinion that hybrid mode of work will improve work life balance for employees. 

The HR professionals emphasize on improving skills through continuous learning to deal with the 

changing job roles. To cope up with these changing trends, HR functions must move beyond 

traditional administrative roles and become strategic partners. This shift will help organizations 

remain strong, adaptable, and competitive in a rapidly changing work environment. Hence, the 

organizations must focus on continuous learning, flexible work, responsible AI use, and 

innovative hiring so HR can move beyond routine tasks and build future-ready, adaptable, and 

employee-friendly workplace.  
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Abstract 

An equitable and unbiased hiring process is critical to a company's success, particularly 

in the competitive private sector. Embracing a diverse pool of candidates not only 

facilitates the selection of exceptional talent but also drives innovation and fosters 

organizational growth. Over the past two decades, interest in hiring biases has 

intensified, with increasing research focused on topics such as gender bias and the 

benefits of diverse, inclusive workforces. Although substantial progress has been 

achieved, no comprehensive scale currently exists to measure both conscious and 

unconscious hiring biases within the Indian telecom sector. This study seeks to bridge 

that gap. The research was conducted in three main stages: item generation, scale 

development, and assessment of reliability and validity. Data were gathered from a 

sample of 515 employees across various Indian telecom organizations. Exploratory 

factor analysis produced a six-factor solution that explained 68.1% of the total variance, 

and the scale demonstrated strong internal consistency with Cronbach’s alpha values 

ranging from 0.885 to 0.935. This paper provides valuable insights for both scholars and 

industry professionals seeking to understand and address hiring biases more effectively. 

Keywords: Hiring Bias, Conscious Bias, Unconscious Bias, Diversity, Equity, Inclusion 

INTRODUCTION 

Each organization, regardless of its size and scale, follows specific hiring practices to objectively 

evaluate candidates and filter individuals to build a competent workforce. However, at times, 

employers make hiring decisions based on characteristics unrelated to candidates' qualifications, 

skills, abilities, and experiences. This makes hiring practices discriminatory and unjust, restricting 

opportunities for certain groups and reinforcing prejudice. Such behavior, where personal biases 

shape hiring decisions, is commonly referred to as hiring bias (Greenwald & Krieger, 2006).  

Hiring biases fall into two broad categories. The first, known as conscious bias, occurs when the 

bias against a candidate is an active choice of the employer and is done intentionally and 

knowingly. The second, referred to as unconscious bias, happens when done unknowingly and 

without realizing, often rooted in the employer's views or experiences that subtly affect their 

active thought process (Burdick, 2021). Recognizing the distinction between conscious and 

unconscious biases provides a framework for understanding the problems associated with ones 

hiring practices. This also raises a crucial question: are the organizations aware of the existence of 

such issues and working on addressing and minimizing such biases?  

Indian telecom sector which is second largest in the world and a critical player in digital 

infrastructure, is one of the fastest-growing industries, with a large, diverse workforce across 
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different functions, technical, managerial, customer service, and more (Indian Chamber of 

Commerce, 2022). It often publicly commits to principles of diversity, equity, and inclusion. This 

commitment makes it essential to measure how well these ideals around diversity and inclusion 

widely discussed in literature and globally, are being implemented within this sector. A critical 

examination is needed to determine whether the transparency and equality that employers claim to 

uphold in their hiring processes are genuinely practiced or merely superficial.  

To gain a true understanding of the hiring practices and associated biases, listening to candidates‘ 

perspectives has become increasingly important. Their voices can reveal any gaps between what 

is promised and what is practiced. Actively gathering and analyzing such feedback will allow the 

organizations to identify areas for improvement, ensuring that diversity and inclusion initiatives 

extend beyond symbolic efforts and foster genuine, equitable opportunities for all (Vohra et al., 

2015). By collecting input from a diverse range of candidates, organizations can uncover critical 

insights, helping to refine hiring practices, advance diversity, and ensure a more inclusive hiring 

process (Georghiou, 2023).  

The present study aims to develop a reliable measure for detecting and addressing hiring biases in 

Indian telecom sector for the two reasons. First, India's workforce is highly diverse where socio-

cultural dynamics encompassing factors like caste, gender, religion, ethnicity, regional 

differences, etc. (Chhokar, 2007). Despite legal frameworks and corporate policies aimed at 

promoting equal opportunities, various forms of bias, both conscious and unconscious persist in 

hiring practices, particularly in the telecom sector (Nair & Vohra, 2015). Given the sector's 

unique workforce dynamics and public commitments to diversity, equity, and inclusion, a 

specialized tool tailored to the Indian context could be invaluable for accurately detecting and 

quantify biases. 

Second, there is currently no widely recognized or standardized tool specifically designed to 

measure hiring bias within the Indian telecom sector. Existing tools, such as implicit association 

tests, audit studies, and bias-checking AI solutions, are generally broad and lack customization for 

the socio-cultural specifics of India. Some biases, like gender stereotypes, language preferences, 

credentialism, etc. are often subtle, operate below the surface and may only be perceived by 

candidates themselves. Developing a tool to measure hiring bias from employees‘ perspectives is 

crucial to address these unique challenges within the sector effectively. 

LITERATURE REVIEW 

Theoretical Framework of Hiring Bias 

Early research on hiring bias was shaped by a substantial body of theories and studies on human 

psychology and societal influences. These theories reveal the precursors of various types of biases 

that can affect hiring and explain how, consciously or unconsciously, employers may fail to make 

fair hiring decisions. Social Identity Theory, for example, illustrates how in-group favoritism and 

out-group discrimination emerge, leading individuals to give preferential treatment to members of 

their own group due to emotional significance attached to the membership (Neighbors et al., 

2013). In hiring, employer‘s decision is determined by the membership of particular social group 

or category and may unconsciously favor candidates who share similar traits such as cultural 

background or gender, resulting in biased perceptions of candidate fit (Tajfel, 2010).  
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Implicit Bias Theory is the other prominent theory which provides insight into how hiring 

managers may favor some candidates in unconscious mode. As per the theory ―past experiences 

affects the individual’s present actions even though the earlier experience is not remembered in 

the usual sense‖ (Greenwald & Banaji, 1995). In hiring, implicit bias can lead recruiters to make 

quick judgments based on race, gender, age, or other characteristics without conscious awareness, 

often contradicting stated intentions of fairness. A common example is credentialism where the 

recruiter implicitly associates candidates from prestigious universities with higher intelligence, 

skill, and potential, while undervaluing those from lesser-known institutions. As a result, the 

recruiter may unconsciously rate resumes from prestigious institutions more highly, even if 

candidates from other schools have similar qualifications or experience (Rivera, 2011). 

Credentialism can also be explained through Attribution Theory (Heider, 1982), which addresses 

how recruiters unconsciously assign reasons to a candidate's traits. For example, candidates from 

prestigious institutions may be viewed as more competent, with their accomplishments attributed 

to internal strengths. In contrast, the accomplishments of candidates from lesser-known schools 

might be seen as situational or due to less stringent standards, which biases the evaluation 

process. 

Stereotype Fit Theory also underpins hiring bias, addressing aspects that are not explained by 

Implicit Bias Theory. Scholars often confuse the two, failing to distinguish their differences. 

Stereotype Fit Theory posits that people hold certain stereotypes about who is best suited for 

specific roles or positions. In hiring, evaluators may consciously or unconsciously favor 

candidates who fit stereotypical characteristics of the ―ideal‖ person for that role (Heilman, 1983). 

Unlike Implicit Bias Theory, which operates solely at the unconscious level with individuals 

unaware of their biases, Stereotype Fit Theory involves a mix of both conscious and unconscious 

influences. 

Another critical component of the hiring bias framework is Status Characteristics Theory 

(Berger et al., 1972), which posits that certain personal characteristics, such as gender, race, and 

educational background, are linked to societal status. In addition, System Justification Theory 

(Jost & Banaji, 1994) explains how hiring managers and organizations might unconsciously 

uphold existing social hierarchies and power dynamics, even when those practices are biased. The 

former provides evidence that status characteristics unfairly influence hiring decisions, even when 

irrelevant to job performance (Sumanth & Cable, 2011), while the latter highlights that hiring 

decisions may reflect a desire to maintain the status quo, leading to structural or institutional 

biases that perpetuate inequality (Monteith et al., 2016). Both theories are essential for 

understanding biases that are often reflected in organizational hiring practices. 

Dimension of Hiring Bias 

The theoretical framework suggests that there can be multiple dimensions of hiring bias, 

including explicit bias (conscious attitudes and preferences) and implicit bias (unconscious 

stereotypes). A list of key dimensions extracted from the literature is provided in Table 1. All of 

these key dimensions are operationalized in the present research, ensuring that the scale captures 

the full spectrum of discriminatory practices. 

Table 1: Key Dimensions of Hiring Bias 

Dimension of Hiring Bias Description Supporting 

Literature 

Gender Bias Preference for candidates based on gender during (Heilman, 1983); 



VNSGU Journal of Management and Administration 

Volume: 9  No: 1         July – December 2025       ISSN 0975 6361 

100 
 

hiring. (Bosak & Sczesny, 

2011) 

Disability Bias Bias against candidates with disabilities or 

perceived disabilities. 

(Bordieri & Drehmer, 

1986); (Schur et al., 

2017) 

Ethnic Bias  Discriminatory practices based on ethnicity or 

racial background. 

(Zschirnt & Ruedin, 

2016) 

Regional Bias Bias based on a candidate‘s regional origin or 

accent. 

(Purkiss et al., 2006); 

(Spence et al., 2024)  

Religious Bias Preference or discrimination based on a 

candidate‘s religious beliefs or identity. 

(Drydakis, 2010) 

Educational and 

Professional Bias 

Bias toward candidates from prestigious 

educational backgrounds or renowned 

professions. 

(Rivera, 2011); (D. S. 

Pedulla, 2016); 

(Collins, 2019) 

Socio-economic and 

Lifestyle Bias 

Discrimination based on perceived social class or 

lifestyle choices. 

(Sugarman, 2003); 

(Rivera & Tilcsik, 

2016) 

Similarity Attraction Bias Tendency to favor candidates who share similar 

characteristics or backgrounds. 

(Roebken, 2010) 

Age Bias Preference for candidates based on age, with older 

or younger candidates being favored. 

(Lahey, 2008); 

(Batinovic et al., 2023) 

Physical Appearance and 

Body Language 

Bias based on a candidate's physical appearance, 

posture, or non-verbal cues. 

(Usmani, 2020); 

(Carrera, 2020) 

First Impression and 

Communication Skills 

Bias based on initial perceptions or the way 

candidates communicate. 

(Gallois et al., 1992); 

(Swider et al., 2016) 

Background and 

Qualifications 

Bias toward candidates with specific 

qualifications, often overlooking others. 

(Wu et al., 2023) 

Team and Organizational Fit Preference for candidates who match subjective 

cultural or personality standards, often excluding 

diverse perspectives and reinforcing homogeneity. 

(Cable & Judge, 1997) 

Experience and Skills An overemphasis on specific experiences or skills 

disproportionately disadvantages certain groups 

(Butrica & Mudrazija, 

2022) 

Flexibility in Hiring 

Standards 

Hiring criteria are applied inconsistently, favoring 

certain candidates based on subjective preferences 

rather than objective qualifications, which can 

lead to unfair advantages or discrimination. 

(Pedulla, 2020) 

OBJECTIVES 

The study was undertaken with the following objectives: 

1. To develop a scale for measuring hiring biases in the Indian telecom sector. 

2. To standardize the scale for use in telecom recruitment processes. 

3. To identify the factorial structure of hiring biases specific to the telecom industry 

METHODOLOGY 

Development of the Scale 

The initial questionnaire contained 68 items, generated through a comprehensive literature review and 

consultations with academicians and practitioners. These items were subsequently reviewed by a panel of 12 

experts having more than 10 years of experience to assess item relevance and essentiality. Using Lawshe's 

Content Validity Ratio (CVR), items with a CVR below 0.56 were removed, resulting in a refined set of 31 

items. All further analysis was done using SPSS. 
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The questionnaire was administered to a sample of 515 respondents of Indian telecom sector. The data was 

then tabulated and item total correlation was calculated (Table 2). The item-total correlations for the scale 

were examined, with the critical value from Fisher and Yates (1992) table of correlation coefficients for 

statistical significance at a sample size of N = 515 and a significance level of 0.05 being 0.087. The results 

revealed that while all items are statistically significant, some items might be less strongly related to the 

overall construct, but none of the correlations are low enough to justify removing items, especially since 

none fall below the critical value of 0.087. 
Table 2: Item Total Correlation 

Item1 .319 Item17 .605 

Item2 .401 Item18 .662 

Item3 .547 Item19 .652 

Item4 .544 Item20 .717 

Item5 .518 Item21 .621 

Item6 .567 Item22 .756 

Item7 .698 Item23 .671 

Item8 .536 Item24 .758 

Item9 .656 Item25 .727 

Item10 .745 Item26 .746 

Item11 .677 Item27 .784 

Item12 .675 Item28 .704 

Item13 .672 Item29 .733 

Item14 .737 Item30 .663 

Item15 .515 Item31 .662 

Item16 .355     

Reliability 

The reliability of the scale was assessed using internal consistency methods, with the split-half reliability 

approach chosen for its efficiency in measuring consistency by dividing the instrument into two parts. The 

sample of 515 respondents yielded a Cronbach‘s Alpha of 0.885 for Part 1 (16 items) and 0.935 for Part 2 

(15 items). The correlation between the two parts was 0.828. The Spearman-Brown coefficient (both equal 

and unequal length) was 0.906, and the Guttman Split-Half coefficient was 0.903. These results (Table 3) 

indicate strong internal consistency and reliability for the instrument. 

Table 3: Reliability Statistics 

Cronbach's Alpha Part 1 Value .885 

N of Items 16a 

Part 2 Value .935 

N of Items 15b 

Total N of Items 31 

Correlation Between Forms .828 

Spearman-Brown Coefficient Equal Length .906 

Unequal Length .906 

Guttman Split-Half Coefficient .903 
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Validity 

Content validity was initially established through a comprehensive review by a panel of experts to ensure 

that the scale accurately captured the intended construct. Further validation was conducted using Exploratory 

Factor Analysis (EFA) to identify the underlying factor structure. Before performing the EFA, sampling 

adequacy was confirmed using the Kaiser-Meyer-Olkin (KMO) measure, which yielded a value of 0.91, 

indicating a high level of adequacy for factor analysis (Table 4). Individual item MSA values ranged from 

0.74 to 0.95, further supporting the sample's suitability (Table 5). 

The EFA was conducted with Varimax rotation, and factors with eigenvalues greater than one were retained 

for the final analysis. The factor analysis resulted in a six-factor solution: Cultural Alignment Bias, 

Professional Prestige Bias, Socio-Economic Influence Bias, Disability Bias, Similarity Bias, and Gender 

Role Bias. These six factors accounted for approximately 68.11% of the total variance, strongly supporting 

their relevance as core constructs of hiring bias. The detailed results of the factor analysis are presented in 

Table 6. 

Table 4: KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .911 

Bartlett's Test of Sphericity Approx. Chi-Square 11385.853 

Df 465 

Sig. .000 

 

                         Table 5: Individual item MSA 

Item MSA Item MSA Item MSA 

Item1 0.747 Item12 0.883 Item23 0.931 

Item2 0.740 Item13 0.949 Item24 0.935 

Item3 0.860 Item14 0.951 Item25 0.878 

Item4 0.873 Item15 0.877 Item26 0.907 

Item5 0.889 Item16 0.751 Item27 0.939 

Item6 0.926 Item17 0.882 Item28 0.946 

Item7 0.942 Item18 0.927 Item29 0.905 

Item8 0.880 Item19 0.886 Item30 0.933 

Item9 0.930 Item20 0.953 Item31 0.905 

Item10 0.938 Item21 0.923     

Item11 0.912 Item22 0.943     
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Table 6: Results of Factor Analysis 
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F1 Cultural Alignment Bias 

 

5.662 18.265 18.265 

 Item 30  
Strict hiring policies appeared to make it harder to 

recognize good candidates.  0.766 

  

  

 Item 27  
Community service involvement seemed to reflect 

empathy and team orientation.  0.764 

  

  

 Item 25 Candidates with travel experience seemed to be valued.  0.764 

  

  

 Item 26  
Industry awards and recognitions appeared to be 

significant.  0.755 

  

  

 Item 29 English fluency appeared to be important.  0.751 

  

  

 Item 31  
Diversity statistics seemed to influence hiring decisions 

for certain candidates.  0.742 

  

  

 Item 24  
Fluency in multiple Indian languages appeared to be 

advantageous.  0.736 

  

  

 Item 28  
Speaking the same native language as the interviewer 

seemed to help communication.  0.7 

  

  

F2  Professional Prestige Bias  

 

4.607 14.863 33.128 

 Item 10  
Candidates with experience in well-known companies 

seemed to be favored.  0.777 

  

  

 Item 20  Professional dress in interviews seemed to be important.  0.717 

  

  

 Item 9  
Candidates from prestigious universities appeared to be 

more favored.  0.695 

  

  

 Item 22  
Good articulation in interviews appeared to be 

important.  0.682 

  

  

 Item 7  
Candidates from metropolitan areas appeared to bring 

valuable perspectives.  0.592 

  

  

 Item 14  
Fluency in multiple languages appeared to be seen as a 

sign of competence.  0.581 

  

  

 Item 23  
Interest in company social activities seemed to be a 

positive sign.  0.573 

  

  

F3  Socio-Economic Influence Bias   

 

3.969 12.805 45.933 

 Item 19  
Younger candidates appeared to be seen as more 

energetic and innovative.  0.71 

  

  

 Item 12  
Higher socio-economic backgrounds seemed to indicate 

professionalism.  0.69 

  

  

 Item 11  
Educational backgrounds from well-known cities 

seemed to indicate qualification.  0.694 

  

  

 Item 8  
Team integration seemed to vary based on religious 

background.  0.692 

  

  

 Item 13  
Regional lifestyles appeared to influence work habits 

and productivity.  0.633 

  

  

 Item 31  
A strong social media presence appeared to be seen as a 

sign of competence.  0.62 

  

  

F4  Disability Bias  

 

2.512 8.102 54.035 

 Item 6  
I felt that candidates with visible disabilities were less 

favored.  0.744 
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 Item 5  
I felt that candidates with disabilities were viewed as 

potentially less productive.  0.683 

  

  

 Item 4  
There seemed to be concerns about accommodating 

candidates with disabilities.  0.676 

  

  

F5  Similarity Bias   

 

2.397 7.732 61.767 

 Item 16  
I noticed a preference for candidates with similar 

education to the interviewer.  0.805 

  

  

 Item 15  
I felt that the interviewer preferred candidates with 

similar interests or backgrounds to theirs.  0.662 

  

  

 Item 18  
Shared cultural backgrounds seemed to indicate 

trustworthiness.  0.623 

  

  

 Item 17  
The interviewer seemed to favor candidates with similar 

work experience to theirs.  0.586 

  

  

F6  Gender Role Bias  

 

1.967 6.345 68.112 

 Item 1  
It appeared that men were often seen as better suited for 

technical jobs.  0.77 

  

  

 Item 3  
Work-life balance concerns seemed to affect perceptions 

of female candidates.  0.748 

  

  

 Item 2  
Women appeared to be seen as better suited for 

administrative roles.  0.68       

DISCUSSIONS 

The purpose of this study was to develop and validate a scale for measuring hiring bias in the 

Indian telecom sector. The results revealed six key dimensions of bias; cultural alignment, 

professional prestige, socio-economic influence, disability, similarity, and gender role bias. Taken 

together, these findings both corroborate and extend prior research on hiring discrimination, 

offering context-specific insights into how such biases operate in India‘s telecom industry. 

Cultural alignment bias emerged as a salient dimension, consistent with prior research on 

―cultural fit‖ preferences in organizational hiring (Rivera, 2012). Earlier work highlights how 

recruiters tend to privilege candidates who resemble the prevailing organizational culture, 

fostering homogeneity and excluding diverse voices. In the Indian telecom sector, however, our 

findings identify distinctive indicators of cultural alignment, including language fluency and 

community service involvement. This underscores how cultural matching is not only about shared 

values or hobbies, but also about symbolic markers tied to social and regional identity. 

Professional prestige bias parallels existing evidence on credentialism and the overvaluation of 

prestige markers (Rivera, 2011). While earlier studies emphasize institutional pedigree (e.g., elite 

universities or renowned companies), this study shows that in telecom, prestige is construed more 

broadly to include professional dress and manner of articulation. Such findings suggest that in 

high-contact service-oriented industries, prestige signals are not confined to institutional 

affiliations but extend to behavioral and aesthetic presentation. 

The role of socio-economic influence bias further reinforces the need to consider contextual 

factors in bias research. Although socio-economic status has been identified as a source of 

inequality in recruitment processes globally (Rivera & Tilcsik, 2016), our findings highlight 

Indian-specific nuances, such as preference for candidates from metropolitan educational 

institutions or particular lifestyle backgrounds. These reflect deep-rooted structural inequalities 

that shape access to opportunity in India and merit further attention in designing equitable hiring 

practices. 
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Disability bias, identified here as a distinct dimension, aligns with earlier work documenting 

negative stereotypes about workers with disabilities (Bordieri & Drehmer, 1986). Nonetheless, its 

manifestation in the telecom industry reflects industry-specific anxieties, particularly surrounding 

productivity expectations and workplace accommodations in a technology-driven environment. 

These insights stress the urgency of sector-specific initiatives to foster inclusion of persons with 

disabilities in fast-paced industries like telecom. 

In the same way, similarity bias, which parallels the well-established similarity–attraction 

paradigm (Roebken, 2010), was substantiated in hiring decisions within telecom. Our findings 

reveal tangible dimensions of similarity driving recruiter preferences, including education, 

hobbies, and work experience. This illustrates how ostensibly ―neutral‖ similarities reinforce 

network-based advantages, potentially undermining merit-based selection. 

Finally, gender role bias continues to shape workforce participation, echoing global research 

linking hiring bias to persistent gender stereotyping (Bosak & Sczesny, 2011). In the Indian 

telecom context, stereotypes appear especially entrenched around technical and administrative 

domains, where men are viewed as more competent in technical roles and women as better suited 

for supportive functions. This underscores the coexistence of global discourse on gender equality 

and local cultural norms that perpetuate occupational segregation. 

Overall, these findings demonstrate that while the categories of bias observed broadly align with 

prior scales, the ways they manifest are strongly mediated by cultural and industry-specific 

contexts. The study contributes to bias measurement research by offering a contextually sensitive 

scale and drawing attention to subtle mechanisms such as signals of regional prestige or symbolic 

service credentials that shape employment outcomes in India. 

IMPLICATIONS 

The present research has implications for industry, academia, and society. The hiring bias scale 

developed in this study enables HR departments in telecom companies to evaluate hiring practices 

and identify both conscious and unconscious biases. This facilitates the creation of targeted 

training programs for hiring managers, fostering diversity and inclusion. By validating their 

Diversity, Equity, and Inclusion (DEI) commitments, companies can enhance employee 

satisfaction, strengthen their reputation, and maintain public trust as leaders in digital 

infrastructure. 

The study makes a significant academic contribution by introducing a novel, context-specific 

scale for hiring bias, addressing a critical gap in DEI literature within the telecom sector. It 

establishes a foundation for future research on bias measurement across industries and cultural 

contexts. Additionally, the scale holds pedagogical value as a case study in business and HR 

programs, illustrating the real-world implications of hiring biases and encouraging further 

exploration of sector-specific biases to deepen the understanding of organizational behavior. 

Beyond academia, the scale has broader societal benefits by promoting equitable and fair 

employment practices that support greater representation and inclusivity, particularly for 

marginalized groups. It also raises awareness of unconscious biases, encouraging individuals to 

reflect on and improve their practices. A fairer hiring process in the telecom sector could serve as 

a model for other industries, inspiring the adoption of similar measures. 
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CONCLUSION 

This study was undertaken to develop a reliable and valid scale for measuring hiring biases within 

the Indian telecom sector. The scale was designed to encompass all relevant variables related to 

hiring bias identified in the literature, capturing both conscious and unconscious dimensions of 

bias in organizational settings. To ensure the scale's robustness, a systematic and scientific 

approach was followed throughout its development and standardization. A key methodological 

step in the process was conducting factor analysis using the principal component technique with 

Varimax rotation. This statistical technique allowed for the identification and extraction of 

underlying factors that explain the variation in the original set of attributes. Total 31 potential 

attributes related to hiring bias were considered, which were then condensed into six distinct and 

meaningful dimensions, reflecting the complex nature of hiring biases in the sector. 
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Abstract 

With digital advertising deeply embedded in modern marketing strategies, cookies play a 

vital role in tracking user behaviour and personalizing content. However, rising 

concerns over privacy and data security have prompted governments worldwide to 

introduce stricter regulations. India's Digital Personal Data Protection Act (DPDPA) is 

one such initiative, aiming to strengthen user privacy and reshape how businesses collect 

and manage data. 

This paper critically examines the impact of DPDPA on cookie consent mechanisms, 

exploring key compliance challenges, best practices, and policy implications. By 

leveraging insights from the Navigating Cookies report, the study provides a 

comparative analysis of India’s regulatory landscape alongside General Data Protection 

Regulation (GDPR) in Europe and the California Consumer Privacy Act (CCPA) in the 

United States. These comparisons highlight global best practices and reveal potential 

areas for improvement within India's data protection framework. 

One of the most significant findings is the widespread compliance gap in India, where 

94% of top-ranking websites lack proper cookie consent mechanisms. This indicates that 

businesses are either unaware of the regulations or struggling to implement effective 

compliance strategies. To address this, the study proposes a privacy-first approach, 

emphasizing user control, transparency, and granular consent mechanisms. By adopting 

these measures, businesses can strike a balance between data-driven digital advertising 

and legal compliance, fostering greater consumer trust and long-term sustainability in 

the evolving regulatory landscape. 

As digital privacy regulations continue to evolve, organizations must proactively adapt 

their cookie strategies to align with both local and international standards. This 

research serves as a guide for businesses navigating the complexities of compliance 

while ensuring ethical and effective digital marketing practices. 

Keywords: Cookies, DPDPA, GDPR, CCPA, Data Privacy, Digital Advertising, Cookie 

Consent Mechanisms 

1. INTRODUCTION   

The digital economy has transformed how businesses interact with consumers, relying heavily on 

cookies to track user behaviour, personalize content, and enhance targeted advertising (Navigating 
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Cookies, 2025). Cookies, which are small text files stored in users' browsers, serve as a 

fundamental component of modern digital marketing, allowing companies to collect data on user 

preferences, browsing history, and engagement levels. While these data-driven strategies improve 

consumer experiences and business outcomes, they have also raised concerns regarding data 

privacy, user autonomy, and potential misuse of personal information.   

 

Global regulators have responded to these concerns with stringent data protection laws such as the 

General Data Protection Regulation (GDPR) in the European Union (EU) and the California 

Consumer Privacy Act (CCPA) in the United States. These laws mandate explicit consent, 

transparency in data collection, and user control over personal information (European 

Commission, 2023). The Digital Personal Data Protection Act (DPDPA), enacted in India in 2023, 

follows a similar trajectory, requiring businesses to obtain explicit, informed, and granular 

consent before processing personal data (Navigating Cookies, 2025).   

2. LITERATURE REVIEW   

2.1 Understanding Cookies and Their Role in Digital Advertising   

Cookies have become an essential tool in the digital advertising ecosystem, enabling businesses to 

track user behaviour, personalize content, and optimize marketing strategies. They are small text 

files stored on a user's browser, allowing websites to remember user preferences, login details, 

and browsing history (Navigating Cookies, 2025). Advertisers use cookies to segment audiences, 

enhance user engagement, and deliver targeted advertisements with higher conversion rates. 

However, the growing dependence on cookies has raised concerns about consumer privacy, data 

security, and user autonomy. A report by Deloitte (2020) found that while 60% of e-commerce 

users are willing to share their data for personalized experiences, 65% expressed privacy concerns 

about cookie tracking. This highlights the critical need for a transparent and ethical approach to 

data collection.   

2.2 Privacy Concerns and Consumer Sentiment Toward Cookies   

Despite the benefits of cookies, their widespread use has led to significant privacy concerns, 

particularly regarding unauthorized tracking and third-party data sharing. Many websites collect 

personal information without explicit consent, leading to fears of data breaches, surveillance, and 

monetization of user data without adequate disclosure (Navigating Cookies, 2025). Studies 

indicate that a lack of transparency in data practices erodes consumer trust, making privacy 

compliance a key factor in digital marketing success. The issue becomes more critical with the 

advent of dark patterns, where websites use deceptive UI/UX designs to manipulate users into 

accepting cookies (Advertising Standards Council of India, 2022). Such tactics not only violate 

ethical advertising principles but also increase the risk of regulatory scrutiny.   

2.3 The Global Regulatory Landscape on Cookie Consent   

In response to these privacy challenges, various governments have implemented stringent data 

protection laws to regulate cookie usage and ensure user consent. The General Data Protection 

Regulation (GDPR), enacted by the European Union (EU) in 2018, mandates that businesses 

obtain explicit, informed, and freely given consent before processing user data through cookies 
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(European Commission, 2023). Under GDPR, websites must provide granular consent options, 

allowing users to accept or reject specific types of cookies, such as advertising, analytics, and 

functional cookies. Additionally, users must have the right to withdraw consent at any time, 

reinforcing their control over personal data.   

Similarly, the California Consumer Privacy Act (CCPA) grants consumers the right to know, opt-

out, delete, and correct personal data collected via cookies (California Privacy Protection Agency, 

2023). Unlike GDPR, which requires opt-in consent, CCPA follows an opt-out model, where 

websites can collect data by default unless users explicitly refuse. Other jurisdictions, such as 

France, Italy, and Spain, have imposed additional restrictions, including bans on cookie walls 

(where users are forced to accept cookies to access a website) and limits on cookie retention 

periods. These international precedents serve as benchmarks for shaping India‘s Digital Personal 

Data Protection Act (DPDPA).   

2.4 The Digital Personal Data Protection Act (DPDPA) and Its Implications for India   

India‘s Digital Personal Data Protection Act (DPDPA), notified in August 2023, aims to regulate 

the processing of personal data while balancing consumer rights and business interests. One of the 

key provisions of the DPDPA is the requirement for explicit consent before collecting and 

processing personal data through cookies (Navigating Cookies, 2025). The Act mandates that 

consent must be free, specific, informed, and unambiguous, aligning closely with GDPR‘s 

standards. Furthermore, the Act introduces the right to withdraw consent, ensuring that users 

retain control over their data.   

Despite the enactment of DPDPA, compliance levels in India remain alarmingly low. A recent 

dipstick study by Tsaaro Consulting (2024) analysed the top 50 most-visited websites in India and 

found that only 6% had implemented cookie consent banners, while 94% lacked transparency in 

their data collection practices (Navigating Cookies, 2025). This indicates a significant compliance 

gap, suggesting that businesses in India are either unaware of the legal requirements or 

deliberately avoiding them due to operational and technical challenges.   

2.5 Compliance Gaps and Challenges in Cookie Consent Implementation   

One of the major hurdles in cookie consent implementation is the lack of standardized best 

practices for businesses in India. Unlike GDPR-compliant nations, many Indian websites provide 

only a binary choice (accept or reject all cookies) rather than a granular consent model, which 

allows users to select specific cookie categories. Another challenge is the prevalence of dark 

patterns, where businesses prioritize user data collection over ethical consent practices 

(Advertising Standards Council of India, 2022).   

Moreover, businesses face technical challenges in redesigning their websites to meet regulatory 

requirements. Implementing automated consent management platforms, updating privacy policies, 

and ensuring real-time consent tracking require significant financial and technological 

investments. Many companies also struggle with educating users about their rights, as consumer 

awareness about data privacy in India remains relatively low compared to developed economies 

(Navigating Cookies, 2025).   
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2.6 Best Practices for Privacy-Compliant Cookie Strategies   

To bridge the compliance gap, businesses must adopt privacy-first strategies that align with global 

best practices. Implementing user-friendly cookie banners, offering clear opt-out options, and 

providing granular consent choices are essential steps. Additionally, leveraging automation tools 

for real-time cookie scanning, consent tracking, and regulatory updates can simplify compliance 

efforts. Lessons from GDPR enforcement cases, such as the Amazon France Logistique case 

(2023) and the Meta Denmark case (2023), highlight the importance of transparent consent 

mechanisms and consumer empowerment in data decisions (Navigating Cookies, 2025).   

2.7 Conclusion of the Literature Review   

The literature highlights the evolving regulatory landscape governing cookie consent mechanisms 

and the challenges businesses face in aligning with privacy laws. While global frameworks like 

GDPR and CCPA set a strong precedent, India‘s DPDPA remains in its early stages, with 

widespread non-compliance issues among businesses. To ensure a smooth transition toward a 

privacy-centric digital ecosystem, companies must prioritize transparent data practices, ethical 

consent frameworks, and consumer education. Future studies should explore the effectiveness of 

consent mechanisms in India and assess consumer perceptions of data privacy regulations to 

develop more robust compliance strategies.   

3. RESEARCH METHODOLOGY   

3.1 Research Approach   

This study adopts a qualitative research approach to examine the impact of the Digital Personal 

Data Protection Act (DPDPA) on cookie consent mechanisms in India. The research primarily 

relies on secondary data sources, including legal frameworks, industry reports, case law, and 

compliance studies. By analysing existing literature and regulatory developments, this study aims 

to provide a comprehensive assessment of the compliance gaps, challenges, and best practices in 

cookie consent implementation under the DPDPA.   

3.2 Research Problem   

Despite the introduction of DPDPA, India's digital advertising ecosystem remains largely non-

compliant. A study by Tsaaro Consulting (2024) analysing India‘s top 50 websites revealed that 

only 6% implemented cookie banners, with most failing to meet best practices such as granular 

consent options and clear opt-out mechanisms (Navigating Cookies, 2025). This lack of 

compliance poses challenges for businesses, as failure to adhere to privacy regulations can result 

in legal penalties, loss of consumer trust, and operational disruptions.   

3.3 Research Objectives   

This paper aims to:   

1. Examine the key provisions of the DPDPA related to cookie consent mechanisms.   

2. Compare India‘s cookie compliance landscape with global best practices, particularly GDPR 

and CCPA.   
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3. Identify gaps in compliance and challenges faced by businesses in adapting to DPDPA 

requirements.   

4. Propose strategies for businesses to align digital marketing efforts with data protection laws 

while maintaining user trust. 

3.4 Research Design   

The study follows a descriptive research design, which focuses on understanding how Indian 

businesses are adapting to the DPDPA‘s consent requirements and how these changes compare 

with global standards such as GDPR and CCPA. The analysis is structured around three key 

dimensions:   

1. Legal and regulatory framework – Examining the DPDPA‘s consent-related provisions and 

comparing them with GDPR and CCPA.   

2. Compliance assessment – Reviewing industry reports and case studies on India‘s cookie 

consent adoption.   

3. Best practices and recommendations – Identifying successful compliance models from 

global jurisdictions and assessing their applicability in the Indian context.   

3.5 Data Sources   

The study utilizes secondary data from multiple sources to ensure a robust and well-rounded 

analysis. Key sources include:  Regulatory documents: The DPDPA (2023), GDPR, and CCPA 

guidelines.  Industry reports: The "Navigating Cookies" white paper by ASCI Academy, Tsaaro 

Consulting, and PSA Legal. Case law and enforcement actions: Rulings from EU Data 

Protection Authorities (DPA), the California Privacy Protection Agency (CPPA), and Indian legal 

cases.  Academic research papers: Studies on cookie consent frameworks, dark patterns, and 

data privacy compliance.   

3.6 Data Analysis Method   

A thematic analysis is conducted to categorize findings into the following areas:   

Regulatory compliance – Evaluating how businesses interpret and implement DPDPA‘s consent 

requirements.  User control and transparency – Assessing whether Indian websites provide 

clear opt-in/opt-out choices and granular consent options. Comparative analysis – Examining 

how India‘s compliance landscape aligns with GDPR, CCPA, and other global regulations.   

3.7 Scope and Limitations   

Scope: This study focuses on India‘s digital ecosystem, particularly businesses that use cookies 

for digital marketing, analytics, and personalization. The findings are relevant to advertisers, e-

commerce platforms, social media companies, and regulatory bodies overseeing data protection 

compliance.   
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Limitations:   

No primary data collection – The study relies entirely on secondary sources, which may not 

fully capture the real-time challenges businesses face.  Evolving legal landscape – The DPDPA‘s 

implementation is still in its early stages, meaning regulatory interpretations may change over 

time. Lack of consumer perspectives – The study does not include user surveys on consumer 

awareness and attitudes toward cookie consent mechanisms.   

4. KEY FINDINGS 

The findings of this study highlight the current state of cookie consent compliance in India, the 

impact of DPDPA on businesses, and a comparative analysis of global best practices. These 

insights are categorized into three major themes: (1) Regulatory Compliance, (2) User Control 

& Transparency, and (3) Global Comparisons & Best Practices. 

4.1 Regulatory Compliance Under DPDPA 

The Digital Personal Data Protection Act (DPDPA, 2023) establishes explicit consent as a 

fundamental requirement for processing personal data, including cookie-based tracking 

(Navigating Cookies, 2025). However, a study of India’s top 50 websites by Tsaaro Consulting 

(2024) revealed a significant compliance gap, with 94% of websites failing to implement 

proper cookie consent banners. 

Key compliance shortcomings include: 

i Lack of cookie banners – A majority of websites collect user data without displaying any 

consent notice. 

ii No opt-out options – Many banners provide only an "Accept All" option, failing to offer 

users the ability to reject non-essential cookies. 

iii No granular consent – Unlike GDPR-compliant frameworks, most Indian websites do not 

allow users to choose between functional, analytics, and advertising cookies. 

Additionally, businesses face operational challenges in transitioning to a DPDPA-compliant 

framework due to: 

i Lack of awareness among website owners about compliance requirements. 

ii Technical difficulties in implementing automated consent management solutions. 

iii Reluctance to change due to concerns about losing valuable advertising data. 

These findings suggest that enforcement mechanisms must be strengthened to drive 

compliance and ensure user data protection in India. 

4.2 User Control & Transparency in Cookie Consent Mechanisms 
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A fundamental requirement of modern data protection laws is to ensure user autonomy and 

informed decision-making. The DPDPA aligns with GDPR principles by requiring: Explicit & 

informed consent before data collection, Granular consent options for different types of 

cookies, A simple withdrawal mechanism to revoke consent at any time. 

However, findings indicate that most Indian websites lack transparency in their data collection 

practices. Several dark patterns are commonly used to manipulate user behaviour, including: 

Pre-selected checkboxes that automatically opt users into tracking, Deceptive UI design, where 

the "Accept All" button is highlighted while the "Manage Preferences" option is less visible, 

forced consent ("cookie walls"), where users must accept cookies to access content. 

Such practices not only violate user rights under DPDPA and GDPR but also undermine 

consumer trust. Regulatory bodies, including India’s Data Protection Board, will need to 

monitor and penalize businesses that fail to adopt fair and transparent cookie policies. 

4.3 Global Comparisons & Best Practices in Cookie Consent Management 

A comparative analysis of GDPR, CCPA, and DPDPA reveals critical differences in how global 

privacy laws regulate cookie consent (Navigating Cookies, 2025). 

Table:1 Comparative analysis of GDPR, CCPA, and DPDPA 

Aspect General Data Protection 

Regulation 

GDPR (EU) 

Central Consumer 

Protection Authority CCPA 

(USA - California) 

Digital Personal Data 

Protection Act  

DPDPA (India) 

Consent Model Opt-in – Users must actively 

agree before data collection. 

Opt-out – Data collection 

happens by default unless 

users refuse. 

Opt-in – Users must 

explicitly allow tracking. 

Granular 

Consent 

Required (separate consent for 

functional, analytics, marketing 

cookies). 

Not required (users can only 

opt out of data sales). 

Required but not yet 

widely implemented. 

Right to 

Withdraw 

Consent 

Yes – Users must be able to 

revoke consent easily. 

No explicit withdrawal 

mechanism. 

Yes – Withdrawal must be 

as simple as giving 

consent. 

Enforcement 

Mechanism 

Heavy fines (up to €20M or 4% 

of global turnover). 

Fines up to $7,500 per 

violation. 

Fines between ₹10,000 to 

₹250 crores. 

Dark Patterns 

Regulation 

Strictly prohibited (UI/UX 

manipulations illegal). 

Limited restrictions. Partially covered but needs 

stronger enforcement. 

 

Key Takeaways from Global Best Practices: 

1 Granular consent models should be mandatory – Users must be allowed to opt into 

specific cookie categories instead of an "all-or-nothing" approach. 
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2 Enforcement actions must be strengthened – GDPR‘s high penalty structure has led to 

improved compliance across the EU. 

3 Dark patterns should be explicitly outlawed – India must follow the EU model and 

prohibit deceptive consent banners. 

4.4 Summary of Key Findings 

Table:2 Summary of Key Findings and Observation 

FINDING OBSERVATION IMPACT 

Low DPDPA 

Compliance in India 

94% of websites lack proper consent 

banners. 

High risk of legal penalties and 

loss of consumer trust. 

Lack of Transparency 

in Cookie Notices 

Most sites fail to provide granular consent 

options. 

Users have little control over 

data collection. 

Prevalence of Dark 

Patterns 

Many websites use deceptive designs to 

encourage consent. 

Violates user autonomy and 

privacy rights. 

Comparative 

Disadvantage vs. 

GDPR 

EU laws enforce strict consent 

frameworks, unlike India. 

Indian businesses risk falling 

behind in global compliance. 

Need for Stronger 

Enforcement 

GDPR has strict fines for violations, while 

India‘s enforcement is still weak. 

Without strict fines, compliance 

levels may remain low. 

 

4.5 Implications for Indian Businesses 

E-commerce platforms & advertisers must revamp their cookie strategies to align with 

DPDPA guidelines. Regulatory bodies should issue clearer guidelines on implementing 

granular consent models. User education campaigns are needed to improve awareness of 

cookie tracking and data privacy rights. The findings indicate that India must take stronger 

enforcement actions to ensure businesses prioritize privacy-centric advertising while 

maintaining legal compliance. 

5. RECOMMENDATIONS & POLICY IMPLICATIONS 

Based on the findings, this section provides strategic recommendations for businesses, 

regulators, and consumers to enhance compliance with the Digital Personal Data Protection Act 

(DPDPA, 2023) while ensuring a privacy-centric approach to digital advertising. 

5.1 Recommendations for Businesses 

Indian businesses, particularly those in digital advertising, e-commerce, and social media, must 

take proactive steps to align their cookie consent frameworks with DPDPA compliance 

requirements. The following best practices are recommended: 

1. Implement Granular Consent Mechanisms 

Businesses should design user-friendly cookie banners that allow users to accept or reject 

specific categories of cookies, such as functional, analytics, and advertising cookies. Consent 

banners should clearly explain the purpose of each cookie type, similar to GDPR-compliant 

websites. 
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Example: The European Data Protection Board (EDPB) requires that cookie banners include 

clear opt-in and opt-out options, ensuring users have full control over their data (European 

Commission, 2023). 

2. Avoid Dark Patterns and Ensure Transparency 

Websites should eliminate manipulative UI/UX practices such as:  

 Pre-ticked checkboxes that force consent. 

 Cookie walls that restrict access unless users accept tracking. 

 Deceptive button designs that highlight "Accept All" while hiding "Manage 

Preferences." 

Example: France‘s CNIL (Commission Nationale de l'Informatique et des Libertés) fined 

Google and Facebook for using deceptive cookie consent banners that made opting out 

unnecessarily difficult (CNIL, 2022). 

3. Leverage Automation for Compliance 

Businesses should invest in automated consent management platforms (CMPs) that: Scan 

websites for non-compliant cookies, ensure real-time consent tracking, automatically update 

cookie policies based on legal changes. 

Example: Companies like OneTrust, Cookiebot, and TrustArc provide GDPR-compliant 

cookie consent solutions, which Indian firms can adopt for DPDPA readiness. 

4. Provide Easy Consent Withdrawal Options 

Users should be able to withdraw consent as easily as they give it (Navigating Cookies, 2025). 

Websites must include a permanent, easily accessible "Cookie Settings" option for users to 

update preferences anytime. 

Example: Under GDPR, users must be able to revoke consent in "one click" without 

negatively affecting their browsing experience (EDPB, 2023). 

5. Regular Privacy Audits & Compliance Checks 

Conduct quarterly website audits to check:  

 Which cookies are being used? 

 Are all cookies necessary? 

 Is the website still compliant with DPDPA regulations? 

Example: The UK Information Commissioner’s Office (ICO) recommends businesses 

regularly audit their cookie consent mechanisms to ensure ongoing compliance. 
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5.2 Recommendations for Regulatory Authorities 

To strengthen DPDPA enforcement, Indian regulators must adopt proactive compliance 

strategies, learning from GDPR enforcement in the EU. 

1. Introduce Heavy Penalties for Non-Compliance 

Regulators must enforce fines for businesses that fail to: Provide clear and explicit cookie 

consent notices. Offer opt-out options and granular consent. Remove dark patterns from their 

consent banners. 

Example: Under GDPR, Meta (Facebook) was fined €390 million for illegal personalized 

advertising based on forced cookie tracking (European Data Protection Board, 2023). 

2. Establish a National Cookie Compliance Framework 

A centralized regulatory body (e.g., India’s Data Protection Board) should: Set standard 

guidelines for cookie banners. Create a public registry of websites that fail cookie compliance 

audits. Provide a reporting mechanism where users can file complaints against non-compliant 

websites. 

3. Mandate Consumer Awareness Campaigns 

The government should launch privacy awareness campaigns to educate users on: How cookies 

work and why they matter. How to manage cookie settings and revoke consent. What rights 

they have under DPDPA. 

Example: The European Commission runs public awareness campaigns on GDPR rights, 

helping EU citizens take control of their personal data. 

5.3 Recommendations for Consumers 

Consumers must also play an active role in protecting their privacy by: 

1. Reading Cookie Notices Carefully – Instead of automatically clicking "Accept All," 

users should review cookie settings and reject non-essential cookies. 

2. Using Privacy Tools – Installing browser extensions like Privacy Badger or uBlock 

Origin can block third-party trackers. 

3. Exercising the Right to Withdraw Consent – If a website lacks a "Manage Preferences" 

option, users should report non-compliance to the Data Protection Board. 

5.4 Policy Implications for India 

The findings suggest that India must enhance regulatory oversight and adopt global best 

practices to strengthen data privacy protections. India‘s Data Protection Board should actively 

monitor compliance levels, issue fines, and provide technical support to businesses 

transitioning toward DPDPA-compliant frameworks. 
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Table:3 Policy Implication for India 

POLICY ACTION EXPECTED OUTCOME 

Introduce Penalties for Non-

Compliance 

Businesses will be forced to comply with DPDPA 

rules. 

Ban Dark Patterns in Cookie 

Banners 

Users will gain greater control over personal data. 

Require Regular Website Audits Ensures businesses continuously update consent 

mechanisms. 

Launch Public Awareness 

Programs 

Increases consumer knowledge about cookie tracking 

risks. 

5.5 Summary of Recommendations 

A successful cookie compliance strategy in India will require joint efforts from businesses, 

regulatory authorities, and consumers to create a privacy-conscious digital environment. 

Table: 4 Recommendation 

6. CONCLUSION & FUTURE RESEARCH SCOPE 

The rise of digital advertising and data-driven marketing has made cookies an indispensable tool 

for businesses seeking to understand user behaviour, personalize experiences, and optimize 

engagement. However, the increasing concerns over privacy, data security, and user autonomy 

have led to the introduction of stringent regulatory frameworks such as the General Data 

Protection Regulation (GDPR) in the European Union, the California Consumer Privacy Act 

(CCPA) in the United States, and most recently, the Digital Personal Data Protection Act 

(DPDPA) in India. This study has analysed the implications of DPDPA on cookie consent 

mechanisms, identifying key compliance challenges, regulatory gaps, and best practices that 

Indian businesses must adopt to align with global privacy standards. 

The findings reveal a significant compliance gap in India‘s digital landscape, where 94% of the 

country’s top 50 websites do not adhere to best practices in cookie consent management. 

Many businesses fail to provide explicit opt-in mechanisms, granular consent options, or clear 

opt-out choices, which are essential under the DPDPA. Moreover, the widespread use of dark 

patterns in cookie banners—such as pre-selected checkboxes, misleading designs, and cookie 

walls—further undermines consumer trust and raises concerns about data protection ethics. This 

study underscores the urgent need for businesses, regulatory authorities, and consumers to 

adopt a more privacy-conscious approach to data collection. 

For businesses, the implementation of transparent and user-friendly consent mechanisms 

should be a priority. Providing users with clear choices regarding their data, ensuring easy 

STAKEHOLDER KEY RECOMMENDATION 

Businesses Implement granular consent, remove dark patterns, and invest in automated compliance 

tools. 

Regulators Impose stricter penalties, create a national cookie compliance framework, and mandate 

consumer education campaigns. 

Consumers Read cookie policies, use privacy tools, and exercise their right to withdraw consent. 
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consent withdrawal options, and investing in automated compliance tools will not only help 

businesses meet regulatory requirements but also enhance their brand reputation as privacy-

conscious entities. Additionally, conducting regular privacy audits and eliminating deceptive 

design practices will ensure long-term compliance and mitigate the risk of regulatory penalties. 

Regulatory authorities must take a proactive stance in enforcing the DPDPA by imposing 

stricter fines on non-compliant organizations and ensuring that businesses adopt fair and 

transparent cookie consent mechanisms. Learning from GDPR’s enforcement model, India 

should establish a national cookie compliance framework, launch consumer education 

initiatives, and ban dark patterns in consent management. Without strong enforcement, 

businesses may continue to neglect data protection responsibilities, leading to widespread 

privacy violations and a loss of consumer trust in digital platforms. 

Consumers, too, play a crucial role in shaping the future of privacy-conscious digital 

interactions. By being more aware of their data rights, reading cookie notices carefully, and 

using privacy-enhancing tools, users can take greater control over their personal information. 

Reporting non-compliant websites to regulatory authorities and advocating for stronger privacy 

protections will contribute to a safer digital environment where business interests and consumer 

rights are balanced. 

6.1 Future Research Scope 

While this study provides a detailed analysis of cookie consent compliance under DPDPA, 

several areas warrant further research. First, a quantitative survey on consumer awareness of 

cookie consent mechanisms in India would provide insights into how well users understand and 

exercise their privacy rights. Given that privacy literacy remains low in India, a consumer study 

could identify knowledge gaps and inform future public awareness campaigns on digital 

privacy. 

Second, a sector-specific analysis of cookie compliance in industries such as e-commerce, 

finance, healthcare, and social media would offer a more granular view of how different 

business sectors are adapting to DPDPA regulations. Since certain industries handle sensitive 

personal data, stricter compliance measures may be required compared to others. 

Another area for future research is the effectiveness of regulatory enforcement mechanisms in 

India. While GDPR has established a well-defined penalty system and compliance monitoring 

framework, India‘s enforcement model under the Data Protection Board is still in its early 

stages. A study on how effective enforcement strategies influence business behaviour and 

compliance levels would provide valuable insights into refining India‘s data protection policies. 

Furthermore, the technical challenges businesses face in implementing automated consent 

management solutions should be examined. Many small and medium-sized enterprises (SMEs) 

struggle to adopt privacy-first approaches due to cost and resource constraints. Research into 

cost-effective compliance solutions for SMEs could help bridge the gap between regulatory 

mandates and practical business needs. 

Finally, as India‘s data privacy landscape evolves, there is potential for future research on post-

DPDPA developments, including amendments to the law, judicial interpretations, and new 

regulatory guidelines. As legal frameworks adapt to emerging technologies such as artificial 
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intelligence, blockchain, and biometric tracking, ongoing research will be essential to ensure 

that India’s data protection policies remain robust and future-proof. 

 

6.2 Final Thoughts 

The introduction of DPDPA marks a significant milestone in India‘s journey toward a more 

structured and accountable data protection regime. However, the real impact of the legislation 

will depend on how effectively it is enforced and adopted by businesses, regulators, and 

consumers. As India continues to integrate global best practices, the transition toward privacy-

first digital advertising and responsible data management will not only strengthen consumer 

trust but also position the country as a leader in ethical digital governance. 

By fostering a collaborative effort between businesses, regulators, and consumers, India has 

the opportunity to create a fair, transparent, and privacy-conscious digital economy where user 

rights are respected, business interests are protected, and regulatory compliance is a cornerstone 

of responsible data collection. 
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