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'lhe Best Inputs for Maximizing
Your Output: Humanistic Practices
at Micromatic Grinding
/nr ld\ / r  A/rr l , r r  q-{drr i? l

It's not easyb€ing difticult. DilficLrk to please. Diflicult to com
promlse. Dilficllt to penuadc. Sometidcs indeed, difficult to
do business rvith. And at all times very difficuh to find fallt
with. Yes it is always dilficult for us. Taking the easy wa) out,
compromlsing here, adiusting drere is alwavs temlting but
we've choscl never to tale the short cut.

Poster in a meeting room at Micromatic Grhding

\lr N. K. Dhand, the managnrg dnector of Micromatic GritrdinS
r.ch ologies Ltd (MGI),looked up pensively as the clock sttuck lbur in
l r  s  srnal l  cabin.  in another hal f  an hour,  he nould be in a "No-Ag€nda'
neeting {ith some of his empio-vees. It $'as called a 'io-agenda meeting
l)cca!se that is exactly what was. Anlone s?s lree to nla.e anvthing
ir the meeting, be it conplaints abolt the llavor oI the tea'being se^,ed
,,r the company's premises, a philosophy abo!t life and love, the vision
,n the organization, or fears of recesiod. The MD would be listening,
r,)d sometimes sharing hit vjews wilh some 10-15 officeB and wolkers,
,ranyof whon had ioined only a lew months a8o.

As he thoughr about tlre meeting, his thoughts went back to his earlv
(ruggles in enablishing and buildnlg ar enterp.ise based orr certatr

|.inciples principles rhat he thouSht should be dre basis ot any organi-
futlon. Tlmes had been lerydifflcult, but he bad never believed iI] short
( uts - short cuts irr deliverjng qualitt short cuts i'r complying t!ith gov-
. nent regulations, or short cuts it dealing with his People. His per
\onal spiritual discipline had taught hnn the power ot personal integrltli
$pect lor work, and respect for people - values which \tere rerlected ln
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on sen5i tn ' i t -Y to( .  s  enrPlovecs add othet  Peof le  whom lhe comla.y

came in(o contact  s  i th ,  ar rd  .n  e lnphasis  on serv icc  ro  soc ie tv

Yct  I , l r  Dhan{ i  knet  that  i t  was not  on ly  homin is t ic  Pr in . ip les that

had madc h is  orsanizat ior i  mccessf !1 .  I le  lFd a l5o s l ressed "Being the

El l i r i l l l .2  MG' l 'smiss ion

MISS'ON

Mcct customer exPectatron5 Dy
Establisbins a center for hiSh technolo8]', TrM lri€ndlv & aestheticalll
desiSned rcliable nachines

o. tinre drlivery
Effe.tire sales & sen'ice network for exPons & donestic marketinS

tdProve P€rsonal QualitY through
D@eloping positlve attnude & motivating oltea8les ror co oPeratiln

Undebranding and satnfyinS inlernal customer n"d\
Crearing tcDsion iiec & enioyableworhplace envir'nmPni
Improv inSourq la l i t ) 'o l l i le& l iv ingsta.dards
Perf orm.nce eval!ation sYstem
Continuouslt hain atd rctrain @6elwes by
Acq!iring nnltjple skills to enrble anvonea.conplish a5 nanv differe't

lmproling workna nshiP lo make zeio defect nachi'er
Up gradi.S our.ompeten.e fot hjSher ploductnitv
Maning 'PaPedesi worki ng throrgh lT

Offermachine5 & services at codpetitive P.icB by
I nplenentirg co5ting sy(ed to redrce inprrt cosrs invettory & oPerat_
. n 9 e \ D F - f

'|i;ina'tins non value added worh wastage' rejections, & GNorl

ReducinA ctcle tine tlrrough jigs / fixllres & standaili'zatio'

lmprowe troduct QtralitY throngh
consistenctir sortmansbip and o!11!t qualitt

Standaidi2ation ot as5enDly proc.sses

Quality & reliability' Plocess
Adopr process ba*d working for
Dotns  oerv th rne 'Rtgh t  l  r5 t  I  rme"
t rpr i r in8:nrer ia t  ) . rem' tys t  \u88t \Lron \  h '  m vANBANerc

Establish eff.ctiv€ Vmdor Fartnerin8 throsSh
Suppofiing tlrco to imProvequalitt cost and delivcrv
Long term relati@5bips wjth wendoB and slppliss r ftnrear'^ 'r vlue

cormitmcnt lo so.ietl'
wor( rowards improviog the connxnity around us kePinS envjro.ment
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lest" - best in terms of quality and best in terms of custoner satislac
tior. He knen that withort a p.ofessiona I aPproach the cotrpanywould
not have reached its position as the nlmber on€ machine tools com
pany in India 6ee Exhibits 11.1 and il 2 for MG_f\ vlsion and missi..

A history of Micromatic Grinding

lr 1973, two engnleer entlepreieus, N. K Dhand and V S Goindi, set
up a partneship fnm under the rame of  Micromari .  Ma.hines Whi le

N. K. Dhand had a bacbelofs d€gree in mecha ical engi.eering irom

the Unive6ity of Califomia, Berkeley, V S Coindi was a machine tool

design engineer belonging to a famiiy with strong Gandbian belleis
loth belonged to families who bad run their modest trading business€s
quite ethically and so wished to start their enterprise in an ethical

The company beSan as a modest tool room or iob shop tbr the e.gi

n€ering indunry at Ghaziabad, an upcomjng indlstrial town in the

oulskirts of Delhi, the capital of India Yet its aim was to get into tbe

manufacturing of machine tools. It ploduced its first prccision cylindri_
.a lg l inding machine in Novernber 1972ln 1979, i ts  cy l indr ical  gr inder

wor two first prizes at the Intetnational Machine Tool lxhibition -

IMTEX - in Mumbai, one for the best design and the other for the ben

ln 1982, the partnershiP firm was converted into a private Iimited

company with "lalishudh sadhan Yantra Pvt. Ltd." The

companyt product lange exPanded ovef the years to cover a range of

high tech cylinclricalgrinders. Its domestic markel share also in.reased

to almost 30 percent and reSistered a turnovd of Rs 24 Pillion in 1990.

A new company Palishudh Machines Pvt Ltd was fonned in 1987 as

a prelude to planned independence, which came into effect on Apil 1'

1990. The two compani€s finalty split vertically to allow each company

to grow jn its chose lilre and manner.
ln fact, the way the split was managed is quite interestins One of the

parrners was asigned the task of division into two equal halves, and

the condition was that the other partner would choose which haLf he

wanted to have. Si.ce the person dividing the assets was not going to

be the chooser, he ha! the unenviable task of ensuring not only that

both the halves were really equal in all respects, but also tlrat neither
hal f  lack€d any importanl  inputsLTh€ spl i t  resul ted in two lndepend_

ent companlesr Parishudh Machires lvt Ltd, the new company headed



Thr tt.t lrtrt\ ltn ttu\im)/irQ ),r, Olrrfu. t5l

t ribl Jl.3 JliShtignts i. tl€ growrh otMCT

Dftployce New troddcts
Stnngth irt.od(ced

!946-1987

198/-1988
1988-1989
1989-1990

1990 1991
1992 1993
1993-1994

1994 1995

1995-r996

2402-2Q03

2003 2AA4

zo04-2005

2005 2006

11_9

17.6
20
23.8

34.2
41.4
47_3

0 3

0.5
0.8
0.8

r.2
1 . 5
2.6

85
98

u 0

117
126
131

72 fist CNC Cytindricat

2006-2(J07 s21.9 53_7 217

centrelcss Cdnding

I eavt durycl,lindri.rl

internal gridd.rwith
alto IndexinS turiet I

ileavy-dutyCNC

, model "/r GRIND 360',

d*rropment project,
viz. small "Cam Lobe
Grjtder,' wjth JTE(T

FLIXI65 a ld

Grinder RHINO 80

in Bangalore,India ia

58.9

r8z3

4

6.5

1.5.9

138

145

189

194.1

341 7

4t3.7

15.1

46.1

191

193

204

2007 200a 412.r
2QO8 2009' 437.4

34.6
l8

240
236

Nd..: r Prorisiorat and unardlted.
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byV.S. Goindi, and Parishudh Sadhan Yantra lvt Ltd, the oriSinal com-
pany headed bY N. K. Dhand

onfuly 1, l99Z ?arisbudh sadhan Yantra lvt I r.l he.ame a deemed

public company, and it was rechristened as Miconatic Grinding

Technologies Ltd. MCT has continued to expancl and grow ev€r since
and hns attained market l€ade6hip in lndia (ahead of the other com
pany). I t  curenuy manufactures awjderange oI  CNC cvl indl ical8r 'nd_
e6, precision hydraulic Srinde6 a nd tpecial purpose gri ndi ng machines,

capturinS 40 percent of the matket shate h India in the cylindlical
grinders segmenl. Its clients include someofthetop companies, such as

Hero Honda, Yamaha, Mahind!a and Mahindra, BaiaiAuto' Tata Motors,

Suzuki, Honda, Toyota, and Indian Railways, among othe.s ll has dis_

tributor arrangements in Switzerland, Australia, th€ USA, the UAE' and

China. Recentlt it has entered into a Joint venture arrangement wjih

JTEKT Corporation, iapan, for sales and seFice of Tovoda machines in

India, the new Jv being named Toyoda Micromatic Machinery lndia

Ltd-'? Running its operations from three Plants, the company now has

236 permaneni employees on its rolls, as well as 150 temporary employ-

ees.In the finaDcial year 2008, the companyt profit after tax stood at Rs

3,1.6 million. Exhibit 11.3 Sives a bliefsummary ofth€ growth of MGT,
while its organizational shucture is depicted in lxhibit 1l 4

MGT has formed an unstructured group with five other like'minded

cornpanies, cieating the laryest machine tool Sroup in India' called

AceMicromatic Group. There are six companies in total in the group

nowr Ace Designers Lid, Bangalore; Ace Manufacturing Systems Ltd'

Bangalore; Pioneer Computing Technologies Ltd, Bangalore; Pragati

Automation Ltd, Bangalorei Micromatic Grinding Technologies Ltd at

Ghaziabad and Bangalorq and the sixth, Miciomatic Machine Tools
(MMT), the jojni marketing company of th€ Sroup based at New Delhi

wirh offices located al1 over India (also promoted iointly bv Mr Dhand

in i980). MMTis the laryest machjne tool marketi ng conipanv in India'

with total group sales of apploximately Rs 5 5 billion in 2002 and run

on s imi larethical  and humanist ic  l ines

The philosophy of management

The purpose of business has always been to Senerate wealth for the

prornoters, employees and shareholders and a passionate pursuit ot

growth €nsures that the business obiectives are met. Howevet the

preoccupation with growth at times tends ro push other elements
iDto the background and as long as the ends are good, the means
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appeai justified. tt is our firm belief that wealth earned by uethical
means invariably enta ils the utmost €xertior
rrmes derusion and grief. (N. K. Dhand)r 

t' reat anxjetv' and manv

The results of btindty pursuinS growth and wearn oearion are vis_
ible in the current economjc melldown and rhe consequent hard_.hip\  brouEl- t  lo mdny in rhe $o1d bv the t inanLiat  indL<rry rN K
undno. in a personal  in 'er \ .ew w' t l -  the aurhor/

Thp\e^remarkr of  Mr Dhdnd dprtv \um Lp rhe rnanaS",neFr phi lo(ophy
a,  Mrrromdln cr inding.  Ar 'he toundar ion or  lhe core vdtuF\ ot  V6l
I  rhp Lommirm4rr  ro dhi .a l  bu(rnF$ p%. re,  wirh .  pcopte ,o.u i  _
D: 'n . i t ] l in  .nd ou.s,dF the orSanr/dt ion ,Fr8u.e I  I  t r .  Whi te man)organzations concentrate on and even advertise rhe e*te.nat supei,siru-ctu res of the business, such as products, technology, cusromer, inODror i t<.  wr lhour sork.nS on lhe bdsk p. jncipte( .  Mc]  hd.  been, drefr t
nor ro '8norp rhe ba\e ot  er l - ic(  and hrmanr.m. Withoul  e i t  her qe8lFcl-
in€or€etting caughr up in the supe.structures, rne company has put
a lot of energy into buitdina and protecting the foundations on which
rne sup€rsructures are built. In practice, these foundations have live
arms: honesty, integrity, equit, fair.ess, andiustice_cultued through

Technology Entrepreneurship , Cu$tomef

Elhics in business

Tola I ethrcrl management

IErrp /l.l Ma naSemenr ph ilosophy at Microbatic criDdins
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I:/rt ir ll.J Organizationat vatLics of Mic.otualic cudjnS

Or8&izationst varuet

.  Res tec t fo r team,nembe6andat ls ta tehotdeG

. Ithtcrl and retftes beha,ior,

.  l l d rdBmr 'nS.  r ramqo. j \ .  r ro .eqy .  io le8 , i r r .  humi t . t y ,  and por r jv "
attirude ofpeopie,

.  rxce l lence ard  speed in  ever t rh jn !  redo,

.  f ro lc .  b " rpd  wv ( ine

.  ,  r -2 r ,  . -e ,y .  opr .  r ;d  r rd r5pdFn.  (onDUrra , i  
" , .'  r ,Dery  appfec ja rLon and re .o rn l t ions ,

. c@rinrcus imprcvcm4t, ohar.eeanr of knmledSe, stillscompeFncica, and \elf deeeloomdr.
.  L  a r Ivo  roE. . .e lpon b i t i  r -anda, .ounrab i l f t v
.  r reo l \paen-  o i  peopte  r i  decr (on  naAie .
. Cu(onfl drh.. inno arion ro delighl;irooiei5
.  vendor  Par rnernS

humi l l ty  in leadership.  t t re outconrc oI  which js  t rust  whl te t t res€ val
u d r / F r p n o  . , o t e d r I i , . i . . \ p . r  ' e . . 1 .  - o r E d l i . o  o a . _ d  u d t  L  e \

T l : : 1  
^ : : _ " , , , '  o | j , . , " , a e r . h , , \ r p d  c , , d l d b " r " , p n , .

rosopnv ar Mcl

.  
Exhibi t  l1  5 t is ts the organizat jonat l? lu€s ar  \4cT. \ \ rh i le i t  is  easy to

" . :1 " . - j .  . . ,  " ,& "  
.  r . , .Do , . ,d  D . .  ,  . i "  , r , "  i , . , " ; . i : od : i . . "

r ' r . E ' l t  i o r \ . o  
I n d . e r h . . r  .  r , . 8 c . t d r o  d lo ' ! ' ' j ' o . i o n A ' V ' ' o | | ' i ' p ' ' i ' | ' ' 8 ' h . F ' | | ' ' "

The practiccs

"Honesty" in operations
r , o - F  \  i i r  . r  . t . !  o . r  D  . r r  . ,  t , ,,  r l r  importanr asfecf  or  MCT \  b,rs ne5!  Thc .
elaie or disrribute anv mo."",r,,",,sh -,",r,r.":",T:"T, "ij],i?l."jl.
. i "  1 . 1 , ,  

r 1 "  o F ' ? 1 \  . .  d n o , , \  n o , o r  o n  i e .  d  r F a i . d m F n , .
l :  l l : , 1 ' uc  

o -o ie  i 1  vu r  - \ en  ocd ) .  eu  ro r : r -  on rp ,n . .' '  l r € l o  l r p r .  . i p - d . . d , r ! . . - o F  n p o . r d n . , h .  D . r - 8  0 . 1 "

1 , "  
- = ' . , "  

F '  
h o .  a o ,  "  d " l o J d ,  I  p r o \ F d  q u  c  o r  I  " ,  L i r -

.  h .  .  - L o , . t o  r . . .  m  . r c i 1 . o  o r , \  o  F  F .
o' accounts as a fifn poljfi: Ther never pad therr expenses. r he1, have
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never oveFinvoiced Purcllases or sales Sometimes, the,! have even losl
valuabte orde6 flom customes, mostl)' Sovernment organizations, for

Therearemany instances in its historywhen the easywayout seemed
rationally jNtified, but, as a business olSanization, MGT has chosen to

be guided strictly b, the core values and the plinciples oI ethics in b!sl'
ness, walking the talk even at times when its verv survlval was depend'
ent on conforminS to convenie.t action. For example, the company
chose not to have a power connection from the Electricity Board in a

plant built in 1992 chlefly because it was very difficult to 8et the sanc-

tion and the power connection without paying extra money to officiah
(in fact, it was almosi as expensive as Sererating power from one's own

installed diesel generators) Due to th€ increase 1n diesel Prices during

the last l0yeals, however, MGTdecided to applyior a power connechon

in 2007,It took moie tha.20 months tog€t the connection as the com-

pany chose not to compromise jts talues.

ln another case, there was a delay of over 18 months in Setting
Rs 2 million from the office of the Joint Chi€f Controll€r of lmports

and Exports for the Cash Compensatory support dLre to tn€ company

for the Rs 10 million aorth of €xpo.ts they had made to the UK in

1991-1992. During the delay N1GT ofliclaLs made numelous representa_

tions, Iiequentl-v in Person, to explain their principled stand to aU olfj_

cials concerned. Othe6 told th€m that th€y wele impractical' not to say

foolish, to allow thls d€lat while payinS 24 percent overdraft interen

to the banks. The company persevered, and their strorg belief in iheil

lalues and plactices was ab1€ to se€ them through

ln 1998 the company acquired a plot of land fol expansion Pur
poses. Normally, all 5uch deals have tryo payment.components Sinc€

i'lcr maintalni onlv one set of accounts' it chose ib pav an additional

Rs 2 million towards capital Sains tax on behall of the seller'

There were othei difficulties tdo. A Policeman once came to arresl

them with a non bailable waiiant for petty mistakes, such as not dis_

playing the "holida,v list" oI "timings of shifts," because a c€rtain dis_

gruntled factorv inspector had taken the case 10 court MGT officials

showed patience and persistence tillgood sense prevalled'

DurinS the initial yea6, facingsuch sjtuations lequired the motaland

emoiional supPort ol others. The company was fortunate to have the

additional support and guidance ol a few Ilke_minded companies and

people. Dr Jagmohan Garg oI Garg Associates anii lvlr sudhir Miital oi

Sukruti Vidyut Udyo8, Chaziabad' both pramotes ol lndustrial unils

nearb-v, sometimes physicali-v accompanied Mr Dhand or MGT officials
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to make lo int  representai ions to dre author i t ies,  wherc the) under l ined
the geDuineness of Lhe cases and MGT'S viewpoint.

Appl icat ion of  rhe same p. incip les can be seen in MGTt deal ings
with cunomers, who are assured ot quality products deliv€red on time,
aDd lriilr suppliers, who believe that MGT will make all pavrients o.

"lntegrity" in communication

The companl has always maintained a policy of fiee codrdrunication
with the employecs from the topmost to all lower levels. Whethei it is
happy news about a prenlgious order, orbad news about postponement
of paynent of bonus due io cash flon problems, there is always direct
conmunication. lnte.nal comrnunication is not restricted to fixed foF
nal channels but is enco!raged tobe free and open. Upward commu.i
cation is encouraged throuSh act've listening.

WorkSamiti and Staff Co'n drittee Meetings (8ro!p meetjnst are held
every 2 ro 3 months, at whicli every employee, down to the lowen levei
(a carelully desiSned representation nrethod uses rotation to ensurep!r
ticipatioD byall), isencouraged to attend. Peopleare lree to bring!p any
issues {except salariesl), including any new p.ojects being planned or
launched. E\€ry enployee is free to raise objections.

Whenev€r there is an i'nportant point to be conveyed, whether ii is

Sood or bad news, the top management Sathers everyone inlormally on
the shop floor and puts the news across. This has been institutionalized
since 1990 in the form of a 'Ceneral l\.leeting' oD the second Monday of
every nronth. All the depart rent heads, besides the MD, comm(nicate
in a freeatmosphere, sharing allthe import?nt Dews, d€velopments, and
hlppenings, both inside and outside the company. .'

The prcces ot culture-building has been given a renewed thrust
through a 1-hour "No Agenda" meeting of eigbt to 10 people, held at
iitervais with the lvlD, in which e rployees ca. initiate and "talk about
any topic on tbeir nind." These are "T.uth" and "Self-awar€ness" ses-
s ions.  Thestatements are recordedon a panaboard ( i r r  Hird i i f required),
and afterwards a copy is distrlbuted to all. Employees express thelr sen-
timents abolt a range of isues, includjng tbeir ow reflections about
llfe, proces improvements that are required in 5ome unit, how to
achieve teamwork, and even the bad nneu of the tea being lervedl see
lxhib i t  l l .6 lor  one such.ecord.

ln fact, at MGT, encoulaging every individual io contmunicate freely
and openly is recognized asan effect'veway ol9rowlng respect fo! indi
viduals. In addition, it avoids all the troubl€s related to inevitable loss
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ot communication down the llne, which ofte. resulr in distortion of
the facts and unfortunate interpr€tations at all levels. It also provides a
le^orol  ror . r ,  which the MDbel ievesis mostv i ta l for  importantmatr .6
such as reinfo.cing the value synem ot the companv. Of course, it puis a
direct re$orsibilit\ on thc top management to i'Tel1 li, A! It Is.":

' lh is  inteS. i t_v 1n cornmonicat ion is  a lso the haUmark of  inreracr ion
with outs ldeA, especia l ly  gov€n'nent  departnrenis,  where the com-
pany persists in its stance of no bribes or graft monev and chooses ro
spend t ime explain ing i ts  posi t ion to these bodies unt i l  the messaSe

' l  qui l i  rhrouth re\pert

lierlraps thcrnost iftDortant aspect in developlnSthe c!lture ar N.lcThas
bee! to trcat evervpe.sor 'n the conpanvas an individual lvho must be
respected,  i r respect ive of  thenatureol thcwork he does in thecompany.
The respect lactor is not in djrect proportion to the individualS position
in th€ hierarchy. Everyone has the riSht to expres himself, and 1t is the
duty of all seniois to listcn to hiin. The person at tbe losen level, if nor
satistied lvith h1s immediatc supcrvisor, can go to the highest leveland
enjoys the light to be heard."6

The cultue of honenyand respect has had its positive fallolt in a cul
tu.e ofcaring. On one o.caslon, tir€ sisie! oI a contract worker needed a
blood transfusion after an accident. Scorcs ofvolunteers r€spond€d ro a
sinr e appeal. Thls was later openly appreciated, reinlorcing the values
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emphasized by $e company. Srch Senuin. app.eciatio. is anorher way
oi trowing r€spect. Words ot praise and appreciatjon are nor w hheld,
and neither are rewa!ds, giving a boost to people's sense of selfworrh.
And these ale not isolated incidents. Respect and care for one another is

For example, 25 years ago, Mr Anil Agarwal, a younS engineer in rhe
design depirtment, was tryrnE to make ammonia prinls. Tbe boitle
burst, ammonia entered his eyes, and hc lon his eyesight. While maDy
companies termjnate the services of such employees afre! treatrlent,
MGT sponsored hls tr€atment lbr more than 10 years. Mr Agaiwal stiU
continues to work with MGT in the srores department.

Mr Amit Gupta, a senior engineer at MGT, notes the sense of caF
ing that percolates down fron the iop io all levels. when the highest
levels show so much care for othes, both verbally and non verball)t
it is unlikely that others will not follow suit. In his opin'on, this pro
individual approach has led toa highei degree of cooperation and lower
levels of fiustration than are prevalent in other companies.T

"FairnesY' in sharing success

with the cost of living going !p every dat we mtrst appreciare and
do whatever best possible to distlibute the profits Senerated amongsr
the employees, sho have coniributed siSnificantly in bringing those
profits in the first place.I am sad to saythat so much emphasis is laid
upon dividend paid to the shareholdeb, but hardly anl, reference is
made to the profits shared with th€ employees. (N. K. Dhand)3

l.trepr€neurs'expectations oI their employees often differ from rheir
expectations of an owner when they were €mployees -,they fo.gehchat
it is tike to be an employee. Thqr tend to believe that success has been
achieved solely due to their own effoits, forSetting the hard {ork put in
by other colleagues and employees- Ai MGT, the nanagement believes
rn rd i rnes i r .  dror .nS suLLes wrrh ' re Fnployep..

50whe. succescomes, as it so often does in anorganization likeMGT,
the rewalds are not confined to a chosen few Micomatic crinding has
majntained an average levelof 15-25 percent of net profirs to be disrrib-
uted among the employees as incentives and other benefits. This is i.
addition to the regular 20 pelcent bonus Sranted in recognition of the
fact that profits are gererated throuSh teamwork. MGT has designed a
scheme wher€by a percentage ot income beyond a celtain Iimit Gevised
at the beginning ol every financial vear) is shared with the employ
ees. To illustrate, in tire coming year, I percent of the tumover bevond
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Rs 380 million is to be distributed amongst the employees. This will be
enhanced to 2 percent if the turnove. exceeds Rs.120 mj|ion, White
the sha.eofbonuses and profits istinked to salary, rhe maximum salary
lor calculat'ng an iDdividuat,s shaie is also pegged (curren0y at Rs 0.12'miilion perannuIl,. A significant porrion, iherefore, hdistriblted arthe
lower end of the hierarchy.

"Justice" to professionats and society
As weil as fair strarinS oI succes and encouraging free, fiank, and
open communicatjon, Mjcomatic undertakes a numb€r of initia,
tives that help in buiidinS a iust society, both within and our5ide the

" Prcfessionatisn" rs. "Fatnily hiemrchy"
In India, a porential area off.iction i. most family_hetd companies, both
smali and larSe-scate, presents itsetfwhen rhe next genelation takes over
at the helm, passing over the prof€ssionah who have hetpecr to build up
the enterprise. It is natural for rhe professionals to fe€l deiected, whe;,
notwithstandinS dreir competence, they see no chance ofattaining top
positions. MGT has clearly announced that this wi not be ib policy.e
This has helped to maintain high prolessional standards in th; colrl,
pany. Merit, performance, ethics, integrit, and honesty are the key
recognition paramerers for career advancement. Although borh sons of
Mr Dhand work in the organization, MrJ. p Malik, a professional who
joined theorSanization in2003, is presentlythe ioint manaSinS director
ano seco.d in command in the company.

Sociat i stice fot wrkers
tndustrial wo.kers in north India a;e generalt fint-generation
rural migranrs fioln poor or loweFclass backgrounds. Large and
pubi ic-sector  conpanies provide many wel fare faci l i t ies for  rhese
emptoyees.  However,  l i t t le  thought is  g iven by smat l  and medium
enrerp.ises (sMEt to the social needs of their workers, who may
Iind it difficult to cope with day-to day problems such as timety and
proper medical  ca.e,  housinS, school  admissions,  and so on.  The
staff and management are bette. equipped to solve these probtems
because of  their  educat ion and socia lbackground. Micromat ic,  whi te
admit l ing that  i t  cannot solve al l  their  probtems, does showgenujne
interest in assisting rhese poor workers, guides them towards pos
sible solutions, and also helps them financiaUy, whe.ever possibte,
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throuSh wel l - rhouSht-oui  schemes. some of  (hese schemes in i r iated
b),MGT are:

' lhere is  a statutory provis ion jn India for  I  75 percenr dedudion
iion waSes as enrplovees' .oitributiorl todards Enptolees State
lnsuradce (ESI)  for  medical  care,  enplo) 'ers 'contr ib l t ion being
about three t imes the anoxni .  However,  rh€ real i ty  is  ihat  ISI
lacilities are 8enerally very poor, so no one even wants to visir rtle
ESi dispensary. Irrespective ofwhether or not the empioyee is part
ot ESI, Micronratic provides a m€dical scheme for all employees,
by whjch 7s percent  of  the medical  expenses are borne by the
employer. Thi5 schenre is totally voluntary and was started by the
company about 30 yea6 ago wher the.e were only 20 employ
ees.  MGT also provides addi t ional  f inancia l  asistance fo.  medi-
cal  t reatment,  i f  required,  dependinS upon rhe severt ty of  the

The company offers low-interen housing loans, in addition to
vehicte and maftiage loans, to aU employees on the basls of senior
ity ol service as deiermined by number of ),ears ol selvice with the
company, and nor based on the posiiion w hin the company alone.
The amount may be small, but it is very important to the emptoyee.
The company views lhese small gestures as an appreciation of rhe
employee, reflectinS an understanding of the grim economic reat,
ities faced by employees in the lowel.income group.
Some workmen and technicians are iaken on foreign tours to inter-
national nachine tool exiibltions. This is quite unlike other organi-
zations/ wheie onlv senior managersand executives have the privitege
ol  8( l  r  I  on loreiSr '  rour l .
q l r  e, .p lotes 1a\-  rhe oDporru- i ,v  ior  uDad-d rnobrt iy  Vd.r)
employees join at towe. ievels because they never had the oppoF
tlnity to get higher education and training iD their eady life. The
company tries to rectily the sitlation by offering opportunities for
learning and education.'o

It must be appreciared that rhese schemes were nor iniriated in
response to demands by the employees in any barsaiDing process, but
w€re offered voluntarily by the managemenr of VGT. white some of
these schemes, such as loans, mjSht be offered in comparative SME5,
they are generally intended ro placate the employees and do not resutt
irom adherence to a Ilumanistic philosophy of manaSement. Othef
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schemes, such as lnedicalassista.ceand toreign travet lor s.orkmen, are

"HDmility" in teade.ship
Many oiganizations make lofty ctairns ro humanjsm and a servic€ atti-
tude to society. However Mr Dhand feelsii that ir is not possibte to,,walk
the talk" in the face of hardships if a pe6on lacks humiliry _ humiliiy
that has been cultivated through highe. spiritual motivations in lite.

One cannot tive by principles unless the beliefcomes from with,n, for
t is what is truly inside that plovides the wisdom and powei neces-
sary to actually live b) the principtes. I have focused on cultivatjnS
spnitual knowledge and discipline - a practice r have been regulaily
foltowing since the past 15 years. My conviction is jn the principles
given in cita.'z When one has ahankar'r one cannot unclerstand rhe
nuances ot humanistic ma nagement. Higher goa ls in life and surender
to universal laws break rhn ahankar developing higher qualities of
sensitivit, compassion, aIld Iack of a sense of ownership, even white
pertorm'ng one's actions. (Mr N. K. Dhand, in a penonal interiew

The impact

And what are the rewards of these practices? WalkinS the talk of hon
esty and respect for human beings has enabled rhe company to win th€
rzil of its employees. The relationship has matured into one ofmutual
faith/ the most important asset ofthe company, which cannot be easilv' e p l r c d , e d b \  r o T p e r i r i o n  \ o n o i .  h p € T p d n )  h d \ d . a . h f l o h  p r o b .
lem and the employe€s are informed, th+betieve rhe.rnanagement. In
such a trusung atmosphe.e, rhere a!e no industrial relations problems
oue to emptoyee unrest. This rust has ted to orher gains, both eco,
nomrc ano non-economic.

The cool fire of riShtsizinS

This rrust was put to test at a crilical phase of MCT,S history when rhe
company had to resort to rightsizing during a downturn in business
lI998 2OO2). Mr Dhand was initially quite concerned and perplexed
abolt this step, which again was a very painfut decision. yet rhe trlsr
bui l r  Jo o\  p-  (he rFdr\  node rhe pro.es ,Too,  n.

The decision on downsizing was not taken by a handfut of people
behind closed doors; rather, all the emptoyees of MGT were invotved
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rn tne process.  Cont in!ous,  c lear,  and r lansparent  I low ot  in lormar ion
about the fonunes of  the conr,panv was mainrained.  Detai ted informa
tron aboutthecompanr!  reduced ordertand ntargins ofp.of i twas made
available ro evervone. rrequent meetings se.€ held to discuss measures
beinS ta len to tacHe the cr is is ,  at  which al lcould speak up and b€ heard
wlth respect orher cost-cuftin8 m€asures were tried, and their impact
was openlv d iscussed The top t0 people of  the companv took a t0;er-
cent  deduci ion in their  satar f  as a measure of  sacr i f ice in the gr€ater
rnt€rest. Finalt),, rvhen ii becaln€ ctear to ihe emptoyees that the;€ waj
no?l ternat iv€ to i€duct ion in staf t ,  s t res5 was la id on sacr l f ice and a
voluntarv Retlrem€nt Schem€ (VRS) has oflered bv the company. \rRs
was regarded as a sacr i f ice b)  the indiv idual  ior  the companvt  long-rern
I 'abi t i t ! .

Ke€Ping jn tune rL j th th€ humanist ic  phi losoph, of  \ tc l  VRS sas
handled very sensjrivett and gradua]]_v, and peop,es reac.on5, €ven th€
emotional and negaIve ones, r{ere empathicalty considered. A suppo!r
a . o t o u n  e / r ' 1 8  . \ F r e  o . o \  r d p  i ' o . l . o ( e  t - d v r .  8  

.  . . J  i . n 8  o . ,  ( r a .  c "  :
n_or '8 ct  p-rdt ive b-r 'Dlo\  re.r .  .  urdaace so,  d. .d Idbte ro t rorF in.er .
ested in seiting up th€if o$n prirate ventures. A number of people wer€
aovrs€d to set up sub5idiarv business€s and assisted in a significant way
bv beiog given otd mach'nelv at nominat prices Contracts for services
ano lor suppltinS parrs were gtren to people who had been laid oft Th€
paft ing was not  l i te that  of  a contractuat  separat ionr i t  was part ing a,
tu iends.  VGT kept  in rouch wi th rhe old emplovees and sas st i l l  tak_
ing an inleresr in th€m a few lears after th€ layoff. Even nosi r€lation-
5nrp5 Detwe€n rhe company and the former employees are mainrained.
rorm€r emprovees coni inu€ to be invi t€d to MGT funct ions and to per
sonalelents such as \eedding5 r ;

The company has been steadi t l  growjng and expanding,  and has n€!€r
seen a loss-making lear s ince i ts  incept ion.  These pi inc ip les have not
or  '  r  ode VC -  o p or  mdr rn8 ornpan\ r  . ,o.g- . . r  , - ,  in ,  ,€ r .  , - -' . { o r ' 1  b r t h a \ e d l  o n . d e . r  1 . "  r m b e .  o  e L o m p " n \  r . ,  r e t d . n
lndia,  wi th neart !  +0 percent  nark€r share.  In fact ,  MGT is set t ing up a
nes planl in Bangalore, as wetl as anoth€r subsidiary company tor sheet
m€tal  manufactur ing in Chaziabad. The same humanist ic  pr inciptes
are being adopr€d bl . the di rectors in charg€ of  t i rcre prolecrs,  wrth no
'nte.ierence from th€ curent N1D, and thev are prepared for the pain
and pleasure of  st ick inE to humanist ic  pr inciptes and values in th€ neR
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M. Dhand b€l ievet  that  whi le erhjcalpr incip lcs ano numanrst jc  ma
agement styles provide the foundation on $.hich evei.rthing ehe rests
Mjcromatic crindinS, th€y are not sufficienr for the succe;s of a bu
ness enterprise. As the business model sho*5, th€ role of qualit' prc
uct oev€topment and customer satisfactjon cannot be denied. MCi h
been awarded a certificate ofmerit bv the Nationatproductivity Coun,
of India, is an tSO 9001 certilied companr,, and has an R&D laborato
c€rtiri€d bv th€ Department of Science, Covernment of India.

MGT has a nrong focus on ensuring a strong vatu€ proposition I
the customers - approximatetv t0_15% better vatLre than the nean
comperition. (Mr N. K Dhand, in an interview with the author)

Efficiencies '

MCTS leN adherence to principl€s actualy €ns!res process eiiicie
c'es and 'ntanSible gains in th€ lonS run. Tfun between the wort(
and management, and amongsr the workers lhemselv€s, is possibly t
gr€atest rntangibte for anvbusiness today. Employees are morivated aJ
want to conrribure their ben. No lr)an-hoLrrs hav€ ever been tost due
agjtation or strilies. Atl these help the managers and work€rs to focus (
production, on R&D, and on customers.

!mployee satisfaction

Over 100 neh €mploy€es have been recrutreo rn tne
AlthouSh salaries at MGT are lower ihan those offered by
nres, employees preier to stav at MGT The atbition rate in
i5 only about 6-7 percent, compared with dD av€ra8e of

This sat isfact ion and bonding with the company were evidenr in t l
author's interviews with enployees. MiSanjal Singh, Asslstant ceneJ
Manager (Design), had left the company tn tat€ 1990s (for high€r p.
but reioined \,tcT in 200s, primarile for the familv reeling and cLi
worting at MGT. ln the words of Mr R. A yaday Assista;t ManaS
(Assemblv) "5r*, drk,! ft,,in sab 5aath rchte hain ltve are one in time;
happiness and dtstressl.,,No wonder the employees ofMcThave nor f
theneed to form a trade unton.

Ixternal reputation
Despite difficulties in the initiat years, bv persjstenttr stickjng to
prjnciples, MGT has buiti a r€putation orrside the orSanization _ wi
custom€rs, {ith n'ppliers, and ev€n wiih the gove,rnment authoritiL

last 3 yea
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All payments by MGT to supplies are timely, and il rhere is anv delay
thc suppliers appreciate that ihis must be because of some Se uine dif
ficulty, and continue th€ir supplies. lt is now w€ll knosn in goverr-
nrent offices that MGT will not pay any "facilitation fee," and the word
is spread by oflice bearers. Il a new offlcel comes to a departnenr, he is
warned by other employees nor to expect anythinS from MGT, so the
work is not delay€d as much as previously. Thus, in thc tong run, the
company has saved resources.

CopinS with the cutent recession

MGT has not remajned unaffected by rhe recenr recession. yet in th€
iinancialyear 2008 9 the compa ny increased ils tu.novcr bI more than
6 percent and made a profjt of Rs 18 million, larg€ly becaus€ ot ordeis
it had received earlier. The real tesi will come i. the curent financiat
year, as the orde6 aie slowly dwindling. The company has shifted to a
s'day working week sinceJanuary 2009, and has also nade salary cuts
at the top level, a strategy which was accepted by all managemenr and
staff. The MD personally took a salary cut of 20 p€rceDt, the sataries
of those in the senior management team wcre r€dlrced by iO percenr,
while other managels'salarles were cut by 5 perc€nt.'lhe worke6,sata-
ries have not been touched.

However, not all seFice lnitiatives have beer w€lcomed. Around 3
years ago, MGT narted a solid waste ma.agenrent activjty in a few
sectors ofRajNaSar,  an upnrarket  colony olGhaziabad, wi th the assis-
tance of  an NGO, Exnora,  f rom Chennai , in south India.  Dusrbins
wer€ provided to residents fof separatiirg biodeSradable ironr oon-
biodeSradable waste at source. These w€re then taken to a separare
central facility $'here the waste was sorted and 90 percenr of solid
waste sold lor recyclinS. Howevei, the regula! sweepeni community
f rom the adjo in ing Raispur v i l lage refused to be i rvolved,  as they
fel t  under threat  of  los ing their  monthly jncome. They at tacked the
ricksbaws ca(ying th€ r'ane under ihe new scheme. It was ar impoF
tant lea.ning for MGT that there is a lack of tust in our society and
thal such initiatives cannot succeed unless they first work ro build
up faith, and unless the people affected are assured of a befter wo!k-
ing life. These sweeper were trsed to working for only a fen hours
everydav- Whi le som€ ofrhem would have lon some imnrediate part -
time income, they had becn offered full time employment under the
scheme and would have b€nefit€d in the long term. Yet thev pretered
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the old ways oI  working instead of  the normal  8 hou6 !nder the new

The cotnpany lus now, therefore, started working o. building rrust,
with the same coinnunity from Raispu! viliage, before lalnchi;g any
such.ew injtiatives again. This is b€ing done with the help ofan NGq
Grarn NiyojanaKe.d.a (cNK), which has su fficient exp€rtise and experi-
ence ofworkinS in this area. t he pu.pose js to build atternarive sources
ofincome for these famities before weaning rhem away fiom past habirs
and menial tasks, which have formed their sources of meagre, or noi

For example, a raitoring and beautician,s course has been started to
assist girls and ladies of the conrmuDity in earning an addjtional
income for the household.
ln November 2008, MGT began, again through cNK, to train
people fo! geriatric care, selecting ladies frolr rne same area.
This willenablethe trainees to earn up to Rs 5,000 (about USD 1OO)
per month, a significani amounl for uneducared middle aged ladies
wiih no other possibte source of earnings to suppo( their famities.
About 50 of these irainees afe atready fully employed.

Co[clusions

There have been other companies that  have star ted wi th s imi lar  eth i -
cal principles/ bur have ror been as successful. One oftbe companies
star ted operat ions at  around rhe same t imeas MGT. I i  dogSedl t  s tuck
to honeny and ethics,  but  appeared not  to care about i ts  employees.
Without  understanding others and their  needs,  the owner expected
othels to accepr and follow his valu€s aud beliFfs jn an auth;ritar
ian way. Although this company st:irted off well, it lost jts marker
reputation over the cours€ of time. Another corrpany deviated from
'ts ethical practices when the son of the owner_managei started to
inf luence i ts  funct ioninS. This company wi tnessed many sbjk€s and
often had to deat  wirh labor issues.  These examples i  usbate that
ethics should not  be l reated in isolat ion f iom hurnanist ic  pr incip les.
A doSmatic adhelence ro ethics is yer.anorher source for developing
.r,ldrkal (false ego) that makes one forget the humanisric p!rpose of

In this sense, Mr N_ K. Dhand has been a wise and competent leader_
a leade. who sensibly practiced what he professed. He adopted a hotis-
tic style of ethics and humanism to buitd up the unique culture ar
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VGT But questions remain. Wi the cotture survive after his exit?
will his successor be wi[ing and abre to continue along similar ljnes?
Even now some concerns are being raised about the qualitv of the new
recr!'ts, who hav€ verv hiSh aspirations and are not so eage! to accept
the ethical principles of working. Retention of these recruits has at;o
oecome an issue, as the market is p.oviding many opportlnities. And
shar about the economic recesion? Wti t  rhe downrurn in the econ-
om' altect manaSement practices at MGT? wi it affect the flrture of
the companv, and, more irnportantly, the future of its employ€es? Mr
Dhand was aware that the company had not received a single order for
C\C machines, $'hich formed the gr€aftn votum€ of sates, in the last

Most emplo!€es are of  the opin ion that  the humanist ic  approach
has become part and parcel of the cultural fabric of MGT. rt i; more
like a habit. The processes at tvticromaric crinding are runed to pre-
seNinS the value-based cultlrre. yet, ln inrerviews with the author, a
few emplove€s feel that no successor will be able to reach the matu,
ritJ_ levels of Mr N. K. Dhand. They feel comfortable and secure with
\-,lr Dhand, but not with othels. However, othels say that it woutd b€
v€rv. l i f f lcul t ,  i f  not  impossibte,  to change the cut tu le of  MCT. Anv
€ i l o r r .  b v  d  \ u r c e . , o -  - o  ( t r . . , E e  l h e  v d t u "  s . r - m  w  o e r e r  o ) . r . ; ,
resrnance,  tor  i t  has beconre a parr  ofd jsc ipt ine,  pad ofpeople,s beha!-
lor  Even i f  posstbte,  i t  $ i l l  take a tong t ime for  anv s igni f icant  changes

Mr Dhand looked foN:rd to the meering ahead, another session
of fiee and open exchanges bet{een ihe MD and the ernplovees. H€
was nor horrted -,vet co cerned anorher quality he had de:.etoped by
r i r tue of  h is pe6onal  spir i tual  engag€menr.

I t  is  impo!tant  to !nderstand humanist ic  pr incip les and ethjcalvalues
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Notes

2. ITEKT Co.poration (fornredy Toyoda Machine workt is a $r2 billion
machine tool and auto-.onponent danuracturer, and numbe! one cyltn-
drical grindlnS nachine tool bullder in the world. li h a dm feat fo! MOI
one thousandth lhe size ofJTE(T Corporation, to have entered iqto a joint
ventu!e a!ianSenent wlth thh nanuiact!rer.

3 .  Dhand,2002,  p .93.
4.  Dhand,1998.
5.  Ib id ;Sharna,  2002
6.  Dhand,2002.

11. Such internalizations in the c6e de b6ed on IeelinSs and beliefs rcvealed
by the lespondents d!rin8 pe6onal inte!viewswith the anthor.

12. Bhagawd Aitu, which i5 rhe holy texl Ior na ny Hjndus.
13. Fahe tense of ego wherein one reSards oneselfas the master and the doer

of action, instead ofan 'inslrument" oftbeDivi.e .
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