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From the Editor’s Desk

Chetana’s Journal of Management - an open-access bi-annual double-blind peer-
reviewed research journal - published by Chetana’s Institute of Management and Research
has entered 17th year with this issue. The journal continues to provide a platform for
original research in the fields of social sciences, commerce, business management,
information technology, and industrial psychology.

The March 2025 issue is a bouquet of diverse topics woven primarily by a common
thread of technology’s impact on organisations. Most of these papers are exploring direct
or indirect implication of technology on human resource or financial management. This
issue publishes one general management, two financial management, and three human
resource management articles. This issue reflects emerging business trends along with
several other contemporary topics. The impact of technology on the field of management
is clearly visible in all the articles. While most articles focus on India, this issue covers
studies focussing on Bangladesh and Jordan as well.

The first article, “Role of Green HR Transforming Business Performance through
the Power of Technology in Bangladesh”, gives insights into sustainable human resource
management. There is increasing interest on green practices in all the aspects of
management. Organisations are starting to follow sustainable practices but being good
costs too. Hence it is important to understand the value created by green practices in
human resource management on the business performance. This article explores this
interesting angle with insights of using technology for green HR practices in the context
of Bangladesh.

The second article, authored by Nikhil Dilip Karkhanis, studies National Family
Health Survey of India from the perspective of women health. Health has become the
more important matter after Covid 19 across the world and women in general face more
risks related to health due to child-birth and menopause.

The third article, authored by six authors, explores job displacement fears due to
advent of artificial intelligence. Every time a new technology comes forward, some
employees tend to benefit, while a lot of them face big profile change or job displacement.
This is a widely discussed topic in offices. This article explores the fear of losing job
among new jobseekers and established employees.

The fourth research article, “E-Filing of Income Tax Returns: Stakeholder’s
Perspective (With a Focus on Taxpayers)”, is a fintech paper looking at the E-filing of
income tax returns in India.

Next article, “Investigating the Impact of Nomophobia on Quality of Life: Finding
solutions for Digital Detox and Work-Life balance among IT Professionals”, is again
coming from human resource management perspective and focuses on technology and
work-life balance. The study is using data of Indian IT professionals.

The sixth research article, authored by Shweta Tiwari, titled “Factors Influencing
the Adoption of Electric Buses in Best Bus Services: a Structural Equation Modeling
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Approach using the Theory of Planned Behavior (TPB)” is an interesting study using
SEM methodology. Theory of Planned Behavior is a base for several research article and
using it in the context of Best bus services is thought provoking.

The last article, “The impact of leveraging technology to bridge the financial
gender inclusion gap in Jordan”, is again an international article using the data of Jordan
citizens. This article is looking at the impact of technology to financial inclusion and talks
about specifically financial inclusion for men and women and the gap thereof.

We, at Chetana’s Institute of Management and Research are committed to boost
research culture in management education fraternity. We extend our heartfelt thanks to all
the authors who have contributed to this issue and supported us in bringing forth this
outstanding multidisciplinary journal. We are confident that readers will greatly benefit
from the diverse range of topics explored in these articles and that this issue will inspire
continued contributions to the journal.

Kindly share your feedback with us at publication@cimr.in.

mailto:publication@cimr.in.
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Role of Green HR Transforming Business
Performance Through the Power of Technology

in Bangladesh

Muhammad Enamul Huq
Doctorate Candidate, Swiss School of Management

ORC id: 0009-0002-9139-4297

ABSTRACT

Green HR focuses on raising awareness and supporting environmentally friendly business practices
to enhance the overall efficiency of HR operations. Green HRM adopts an environmental approach,
aiming to create a green work environment that encourages employees to perform their jobs in
the most environmentally responsible manner. Organizations committed to green strategies often
benefit from improved employee outcomes. Green HR integrates technology-blended and human-
centric HR functions, playing a pivotal role in positively transforming business performance
through the power of technology and significantly shaping business efficiency. Organizations that
strive to implement green operations can enhance their corporate image and brand value.
Technology-blended Green HR (TBGHR) initiatives contribute to operational efficiency due to
quick and accurate HR processes, which positively impact organizational performance. Human-
centric Green HR (HCGHR) ensures employee engagement, belongingness, emotional attachment,
well-being, and ownership within the organization, thus contributing to the bottom line. Literature
reviews on similar topics across different sectors have shown a positive response to the hypothesis.
Qualitative research conducted with HR professionals and employees indicates that management
achieves greater efficiency and lower operating costs within business processes. In this study,
respondents preferred technology-blended green HR over human-centric green HR. It was also
observed that current HR capacity, management support, and government policy enforcement
were predominantly below average to average. Conversely, organizations’ HR capacity was rated
mostly average to above average. Organizational savings or growth of more than 10% (10.76%)
may be achieved by following Green HR practices. This study also highlights the need for further
research on Green HR in Bangladesh.

Keywords: Green HR, Transforming, Performance, Power and Technology

List of Abbreviations

Sl No Abbreviations Elaboration of the Abbreviations 
1. AI Artificial Intelligence 
2. EMS Environment Management Systems 
3. ERP Enter Resources Planning 
4. GHG Greenhouse Gas Emission 
5. GHR Green Human Resources 
6. GHRM Green Human Resources Management 
7. HCGHR Human-centric Green HR  
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8. HR  Human Resources 
9. HRM  Human Resources Management 
10. IT Information Technology 
11. JASP A Statistical Software 
12. LAN Local Area Network 
13. TBGHR Technology-blended Green HR 

 

1.0 INTRODUCTION

Green Human Resources (Green HR) provides a competitive advantage over traditional HR
practices by promoting environmentally sustainable and resilient progress. Green HR focuses on
raising awareness and supporting environmentally friendly ways of doing business to enhance
the overall efficiency of HR operations. Green HRM adopts an environmental approach, aiming
to create a green work environment that encourages employees to perform their jobs in the most
environmentally responsible manner (Pimonratanakan and Pooripakdee, 2017; Pham et al., 2019).
Organizations committed to green strategies often benefit from improved employee outcomes
(Hameed et al., 2020; Su and Swanson, 2019). Green HR integrates technology-blended HR
functions such as recruitment and selection, training and development, performance and talent
management, grievance and dispute resolutions, leave and attendance, record management, payroll,
and benefits, all aligned with the organization’s sustainability goals (O’Donohue and Torugsa,
2016).

Green HR involves undertaking environmentally friendly HR initiatives, resulting in greater
effectiveness, lower costs, and better employee engagement and retention. It helps reduce paper
usage and implement green human resources policies such as planning, recruiting, selecting,
managing employees, and employee relations. Green HR emphasizes conducting business
operations, including HR functions, using technology to ensure efficiency, reduce dependency,
and facilitate remote work, especially during unprecedented situations like the pandemic.
Additionally, it enhances Human-centric Green HR operations with green office spaces and
employee-friendly support programs, including counselling services, diversity, inclusion, gender
equality, reward and recognition, health and safety facilities, and the ability to conduct virtual
operations. Green HR involves providing advice on how HR strategy helps achieve organizational
goals and objectives in an environmentally sustainable manner. It helps management achieve
greater efficiency and lower operating costs within the business process in a more credible
manner and attracts more investors and financial opportunities.

2.0  RATIONALE 

The rationale for this study is to explore how Green HR practices can influence employee
behaviour and organizational practices toward environmental sustainability. Organizations that
adopt Green HR practices often see improvements in employee productivity, a sense of belonging,
and ownership toward achieving organizational goals. In Bangladesh, enhancing human well-
being by reducing the ecological footprint of economic activities is crucial. Given that Bangladesh
faces severe pollution issues, adopting green technology and innovation can significantly reduce
air and water pollution. Green HR helps organizations create policies that encourage
environmentally friendly, resource-efficient, and socially responsible business practices. Common
strategies include using recyclable materials, efficient utility management like rainwater harvesting
and solar energy, reducing paper use through electronic correspondence and approval systems,
digital file storage, and improving HR operations for better staff services. However, most small
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and medium-sized organizations in Bangladesh have not yet adopted Green HRM in their strategic
vision.

Green HR involves providing advice to management on how HR strategy can help achieve
organizational goals and objectives in an environmentally sustainable manner. It uses software
to handle processes like hiring, administration, finance, travel management, auditing, and record-
keeping. To improve the quality of life, Bangladesh can enhance human well-being by reducing
the ecological footprint of economic activities. Bangladesh can reduce its air and water pollution
by adopting green technology and innovation, as it faces severe pollution issues and ranks as the
most polluted country. This study proposes that future researchers fill the gap in the existing
literature by conducting further empirical studies on Green HR practices in various sectors and
their effectiveness and intensity.

3.0 OBJECTIVES AND RESEARCH PROBLEM

3.1 Research Objectives:

The primary objective of this research is to understand the role of Green Human Resources
(Green HR) management in transforming business performance through the power of technology
in Bangladesh. This study aims to explore how Green HR practices, which blend technology and
human-centric approaches, can transform organizational performance and contribute to sustainable
development.

3.2 Assumptions: 

This research posits that Green Human Resources (Green HR) play a crucial role in enhancing
business performance through technological advancements in Bangladesh. There is also a positive
correlation between Green HR practices and organizational effectiveness. Reviews of related
literature and hypothesis testing indicate that Green HR practices have a significant impact on
business performance, suggesting that improvements in Green HR practices will lead to increased
organizational efficiency and sustainability. Green HR practices can enhance organizational
performance, which in turn can boost the organization’s sustainability and resilience. Companies
that implement Green HR practices will experience higher employee engagement, retention, and
overall business growth. Therefore, this study envisions a significant role for Green HR in
ensuring organizational business performance and sustainability, particularly in the private sector
of Bangladesh.

3.3 Research Problem: 

The research problem is a declaration that pinpoints a knowledge void or essential challenge in
a domain. It denotes a gap in the current understanding that an investigator aims to tackle
through specific inquiries necessitating suitable examination and scrutiny. A well-articulated
research issue is the inception of the research subject and encompasses several stages, including
identifying a broad research area, gaining more insight into the issue, pinpointing relevant variables
and their interconnections, considering practical aspects, formulating the issue statement, and
adhering to plans with adaptability. The process proceeds with performing a literature review,
refining the research inquiries, developing a research hypothesis, and delineating the scope and
constraints. A well-formulated research issue ensures a clear definition of the problem, manageable
within a specified timeframe, resources, scope, and relevance to the study domain. It contributes
to the existing knowledge repository and aids the investigator in designing methodologies, gathering
data, and analysing outcomes systematically.

https://cimr.in
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Research Problem: 

What are the roles of Green HR in improving business performance in Bangladesh?

Sub-questions:

1. What are the powers of technology-blended Green HR initiatives in transforming Bangladeshi
organizations?

2. How does human-centric Green HR help organizations contribute to business performance?

3.4 Expected Outcomes: 

This study aims to understand how Green HR can help or affect employee and organizational
practices and behavior toward the environment. It focuses on environmentally friendly ways of
doing business, relying on technology-blended HR functions and human-centric HR operations,
particularly employee well-being-related support services. The research will explore the relationship
between adopting Green HR and organizational effectiveness and efficiency. It is expected that
organizations adopting Green HR will operate more effectively and efficiently, with employees
experiencing better productivity, a sense of belongingness, and ownership toward achieving
organizational objectives.

4.0 REVIEW OF RELATED LITERATURE

4.1 Literature Review: 

There has been a substantial amount of research on Green Human Resources worldwide. However,
due to its distinctive nature, there is a scarcity of research on this topic in Bangladesh. This study
aims to pinpoint relevant theories, methods, and gaps in the existing research by reviewing
numerous research articles published between 2019 and 2024. The study utilized a comprehensive
research methodology, incorporating various tools and techniques to examine the practices of
different organizations, considering their size, nature, and operational context. Literature reviews
were conducted on 20 similar topics published during this period in various sectors, and they
found a positive response to the hypothesis. The literature review assisted the researcher in
identifying and addressing the issues that arose during the research fieldwork and analysis. A
well-structured research methodology ensured that the data obtained would effectively address
all research questions.

Executing Green Human Resources Management (GHRM) practices is crucial in attaining a
sustainable competitive edge and environmental sustainability, as it ensures that individuals’
actions are in line with the company’s strategic objectives (Jermsittiparsert, 2021). According to
Aina and Atan (2020), sustainable organizational performance is the ability of firms to fulfil the
needs of their stakeholders while constantly increasing investment and managerial policies and
strategies to ensure future profitability, social welfare, and environmental responsibility.
Organizations are counselled to take a proactive approach to their environmental and social
stance and move towards more sustainable manufacturing practices (Fazli et al., 2023), which
emphasizes the adoption of the well-known Triple Bottom Line (TBL) sustainability
conceptualization. Leaders with a higher sense of purpose are realizing that they can use their
organizations to make the world a better place while maintaining profitable operations, as adopting
sustainability strategies has frequently been demonstrated to lead to corporate success (Miller,
2020). Environmental performance is attained by manufacturing organizations when they minimize
the use of natural resources such as trees, water, and energy, reduce waste and carbon emissions,
avoid the use of contaminated and hazardous inputs, decrease the frequency of environmental
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accidents, and mitigate the overall negative impact on the environment (Abdul-Rashid et al.,
2017; Shashi et al., 2019).

This involves holding firms accountable for their environmental impact, encompassing everything
from the energy and water they consume at their corporate offices to the waste and greenhouse
gas emissions (GHG) produced at their plants (Farnham, 2023). The environmental performance
of an organization has the potential to ensure the accomplishment of financial and social benefits.
Hence, there is an increasing awareness that the environmental effects of HRM processes should
be considered at every stage of the procedure because these practices assist organizations in
implementing and maintaining environmental management systems (EMS), which in turn helps
them achieve higher environmental performance (Awwad Al-Shammari et al., 2022). Ali et al.
(2020) pointed out that the sets of responsibilities and individual (work) particulars collaborate
with social, environmental, and individual aspects in organizations. Simply put, organizations
can initiate green HR planning to include responsibilities such as insurance, environmental
duties, and safety tasks. According to Yong et al. (2019), green recruitment refers to hiring
employees who possess the necessary skills, knowledge, approach, and behaviours to identify
environmental management systems. One way to promote a sustainable culture and contribute to
a greener future is to ensure that recently hired staff members are well-informed about their
environmental duties and are directed to adapt to the organization’s environmental culture (Shah
et al., 2021). It has been discovered that the negative impact of organizational activities on the
environment can be reduced by providing employees with the necessary green competencies or
skills (Yong et al., 2019), which can be achieved through green training and development.
Veluchamy et al. (2021) elaborated that to ensure environmental sustainability objectives are
achieved, fines can be set, and penalties or dismissals given for violations of environmental
management, while developing and distributing codes of conduct related to greening would also
assist in this regard. As further explained by these researchers, a simple set of rules and regulations
requiring employees to be environmentally conscious should be established. Malik et al. (2020)
examined a positive correlation between green performance evaluation and sustainable performance
by evaluating green HRM practices adopted by the manufacturing sector in Pakistan. Green
activities in the organization not only affect financial benefits but also social and ecological
outcomes, which were emphasized in the study by Zhang et al. (2019). Green policies affect the
creation of green culture in the organization; consequently, the employees feel better and more
supported, conclude Mirahsani et al. (2023) in their study. Organizations should invest in the
development of their human resources to achieve sustainable business outcomes and gain a
competitive advantage, as indicated by Suki et al. (2022). On the other hand, Iddagoda et al.
(2021) indicate that Green HRM refers to an interdisciplinary approach to managing employees
and implementing practices that support the achievement of environmental objectives.
Organizations are increasingly focusing on green strategies, as it has become a globally growing
trend. HRM with green effects is becoming the power, and GHRM has become the key business
methodology in stepping up the ladders toward an environmentally friendly workplace, indicates
Anuradha & Srivastave (2019). Green Human Resources Management helps achieve green goals
and encourages green behaviors, which affect the achievement of sustainable development goals
(Ribeiro et al., 2022). Green Human Resources Management practices make organizations stronger,
build a sense of team, and increase organizational culture. All these activities affect the level of
employee satisfaction, which in turn impacts on the performance of the organization. Ashraf et
al. (2015) indicate that green HRM practices boost employee satisfaction and suggest that
organizations should foster green attitudes among employees to achieve environmental
sustainability. Organizations should integrate the “go green” concept into their HRM agenda.
Additionally, Mishra (2022) shows that green HRM practices have a positive impact on work-
life balance.

https://cimr.in
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The results revealed a significant positive influence of Green HRM practices on employees’
green innovation as well as on environmental performance. Significant influences of study variables
were recorded on outcomes such as green compensation and reward, green performance
management and appraisal, green training and development, and green recruitment and selection.
GHRM enhances firms’ sustainability, depicting that environmental management practices in the
human resource and innovation sectors can result in greater sustainability. A key element of
GHRM is the strong internal belief in green practices, fostering an eco-friendly culture that
reduces costs, cuts pollution, and enhances the organization’s image.

Most studies confirm that environmentally friendly organizations achieve a more significant
competitive advantage than others. In conclusion, there is a need for further study on the role
of Green Human Resources in Bangladesh to identify the gap in this research area. Additional
research work is required to identify the relationship of existing works in the context of their
contribution to the topic within existing literature and to understand why further study is needed.
Therefore, research on Green HR transforming business performance through the power of
technology in Bangladesh brings new food for thought for further research.

4.2 Compare and contrast the literature findings: 

Future researchers can build upon these identified trends to address environmental issues, create
eco-friendly environments, and encourage firms to implement Green HRM practices. Traditional
HR practices typically involve standard procedures focusing on resolving workplace conflicts,
representing employees at meetings, and promoting diversity. In contrast, Green HRM practices
integrate environmentally friendly initiatives into HR functions, aiming to create a sustainable
and resilient work environment. The literature review revealed that Green HRM practices positively
impact corporate social responsibility and organizational sustainability. For instance, Ziyadeh,
Othman, & Zaid (2023) found that GHRM practices enhance corporate social responsibility,
which in turn supports organizational sustainability. Jermsittiparsert (2021) emphasized that
executing GHRM practices is crucial for attaining a sustainable competitive edge and environmental
sustainability. Aina and Atan (2020) highlighted that sustainable organizational performance
involves fulfilling stakeholder needs while continuously improving investment and managerial
policies to ensure future profitability, social welfare, and environmental responsibility.

4.3 Summary:

The literature review reveals that Green HR facilitates organizations in achieving greater efficiency
in the workplace in terms of operational efficiency, sustainability, and resilience. The theoretical
framework supports the findings from the analysis and synthesis. Organizations in similar industries
and sizes may adopt similar GHR practices to learn from each other and share knowledge.
Organizations are increasingly putting efforts into turning their operations green. Green HR
involves various organizational policies and practices that encourage employees to adopt green
habits, benefiting all stakeholders, including individuals, humanity, businesses, and the
environment. GHRM has now become a legitimate field of academic pursuit. In the future, more
advanced research will be required as machines take over common tasks performed by humans.
This will raise questions about how HR practices will evolve in a technologically advanced
environment and what the roles and functions of HR teams will be. A critical limitation of this
study was the small number of organizations willing to share information about their green HR
practices. HR information is generally restricted and difficult to collect. Organizations are often
reluctant to practice GHRM due to additional costs and a preference for remaining within their
comfort zones. Finding experienced staff who have worked in GHRM environments is also
challenging and cascading their learning and understanding to those who are not used to it or do
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not accept change can be difficult. Mandatory requirements or policy directives for transforming
to green HR practices, along with government support, could help overcome these challenges.

Offering Green HRM practices can attract individuals to an organization, and implementing these
practices can improve employee attitudes and behaviors. Future research needs to provide empirical
evidence on the positive outcomes of Green HR. GHR can enhance corporate image and brand.
Green HR will play an important role in making employees aware of and concerned about
preserving natural resources, contributing to pollution control, waste management, and the
manufacture of eco-friendly products. This study also proposes that future researchers fill the gap
in the existing literature by conducting further empirical studies on Green HR practices.

5.0  RESEARCH DESIGN AND METHODOLOGY

This study employed a comprehensive research methodology, incorporating various tools and
techniques to investigate the practices of different organizations, considering their size, nature,
and operational context. The methodology was designed to ensure that the data obtained would
effectively address all research questions, Huq, M. E. (2024). A thorough literature review was
conducted, examining 20 publications on similar topics from 2019 to 2024 across different
sectors. The review revealed a positive response to the hypothesis, providing valuable insights
and helping the researcher identify and address potential problems during the research fieldwork
and analysis. The literature review also contributed to the development of a robust research
design, ensuring the data collected would be relevant and comprehensive.

To capture the diversity of organizations and respondents, heterogeneous purposeful sampling
was employed. This approach was chosen to ensure the inclusion of various perspectives and
experiences, providing a comprehensive understanding of Green HR practices. The sample
comprised HR Officers, HR Managers, and Heads of HR from different types and sizes of private
organizations. This diverse selection allowed the study to consider a wide range of viewpoints
and operational contexts, enriching the overall analysis. Data collection involved 2-3 rounds of
discussions using written questionnaires. These questionnaires were meticulously designed to
elicit detailed opinions from experts on various aspects of Green HR practices. The iterative
nature of the Delphi method, which involves multiple rounds of questioning and feedback,
ensured that the data collected was both reliable and valid. Experts had several opportunities to
refine their responses, leading to a consensus that accurately reflected the collective expertise
and insights of the participants.

5.1 Population:

In this study, heterogeneous purposeful sampling was employed to capture the diversity of
organizations and respondents. This approach was chosen because it allows for the inclusion of
different types and sizes of organizations, providing a comprehensive understanding of Green
HR practices. Initially, 40 experts were selected, and after several rounds of interviews, the final
group consisted of 33 respondents, eliminating bias or inclination. The Delphi method involved
achieving consensus through face-to-face interviews, allowing experts to share their opinions and
enhance the understanding of the subject. This process helped analyse various factors related to
Green HR practices in Bangladesh.

5.2 Validity and Reliability Assessment Method:

Special attention was paid to the selection of experts to avoid methodological weaknesses and
ensure the validity and reliability of the results. The experts were chosen based on their knowledge
and experience in HR practices and environmental sustainability. This careful selection process
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ensured that the insights and opinions gathered were both relevant and credible. The iterative
process of the Delphi method further enhanced the reliability of the data. This method involves
multiple rounds of discussions, where experts share their opinions and provide feedback on their
responses. This approach not only ensured the reliability of the data but also allowed for a
comprehensive understanding of the subject matter, as the experts had several opportunities to
refine their responses and reach a well-informed consensus.

5.3 Scope and Limitation:

The scope of Green Human Resources (Green HR) encompasses various organizational policies,
practices, and systems that encourage employees to adopt environmentally friendly procedures.
However, there are several limitations and challenges associated with Green HR. These include
poor knowledge and lack of top management interest due to traditional thinking, high employee
turnover, no standardized rules for practicing, insufficient organizational support, and high costs
of implementing green human resources. Organizations are often reluctant to practice Green
HRM due to initial additional costs and a preference for remaining within their comfort zones.
Locating experienced staff in Green HRM can be difficult and transferring their knowledge to
those who are unfamiliar with or resistant to change presents challenges. Mandatory requirements
or policy directives for transforming green HR practices, along with government support, could
help overcome these challenges. If an organization adopts Green HR, it is expected to operate
effectively and efficiently.

6.0 FINDINGS AND ANALYSIS

The results of the study were analyzed using JASP Statistical Software, MS Excel, and percentage
analysis on a five-point Likert Scale.

Here are the key findings on Descriptive Statistics:

 The respondents’ mean age was 45 years (44.52 years), with a minimum age of 30 years and a
maximum age of 62 years.

 The standard deviation was 12.18, represented by 33% females and 67% males.

 The level of employees included junior level (27%), mid-level (45%), and senior level (28%),
with an average of 12.64 years working with their current employer. 

HR Status

Female (Figure 1): Male (Figure 2):

https://cimr.in


Muhammad Huq (2025); www.https://cimr.in

Chetana’s Institute of Management & Research (CIMR)
ISSN No. 0976-0628 Volume XVII(1) pg 1-17

Chetana’s Journal of Management
Peer Reviewed Journal

PAGE 10

Descriptive Statistics (Table 1): 

 HR Status Management Support Govt. Policy 
  F Gender M F Gender M F Gender M 

Valid  11 0  22 11 0  22  11 0  22  

Missing  0 1  0 0  1  0  0 1  0  

Median  4.000   3.000 4.000   3.000  3.000   3.00 

Mean  3.455 NaN  2.909 3.455 NaN  2.818  2.909 NaN  2.86 

Std. 
Deviation 

 0.688   0.811 0.688   0.733  0.701   0.64 

Skewness  -0.932 0.000ᵃ 0.175 -0.932 0.000ᵃ 0.304  0.123 0.000ᵃ 0.11  

Std. Error of 
Skewness 

 0.661 0.000  0.491 0.661 0.000  0.491  0.661 0.000  0.49 

Kurtosis  0.081 NaNᵃ -
1.437

 0.081 NaNᵃ -0.973  -0.453 NaNᵃ 0.32 

Std. Error of 
Kurtosis 

 1.279 0.000  0.953 1.279 0.000  0.953  1.279 0.000  0.95 

Shapiro-
Wilk 

 0.756 NaNᵃ 0.803 0.756 NaNᵃ 0.804  0.822 NaNᵃ 0.76 

P-value of 
Shapiro-
Wilk 

 0.002 NaNᵃ < .001 0.002 NaNᵃ < .001  0.018 NaNᵃ < .0  

Minimum  2.000 ∞ᵇ 2.000 2.000 ∞ᵇ 2.000  2.000 ∞ᵇ 2.00 

Maximum  4.000 -∞ᵇ 4.000 4.000 -∞ᵇ 4.000  4.000 -∞ᵇ 4.00 

ᵃ All values are identical 
ᵇ Infimum (minimum) of an empty set is ∞, supremum (maximum) of an empty set is -∞. 
 
Management Support

Female (Figure 3): Male (Figure 4):
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Govt. Policy

Female (Figure 5): Male (Figure 6):

Table 2: Paired Samples T-Test 

Measure 
1   Measure 2 t df p 

Column 
5 

 -  Column 
20 

 -4.629  32 < .001  

Column 
8 

 -  Column 
16 

 1.094  32 0.282  

Note.  t-test: Paired variables: HR Status with Expected HR Role and Management 
Support with Government Policy.   
 

Table 3: ANOVA - Column 5 (HR Status) 

Cases Sum of Squares df Mean Square F p 

Column 2  2.182  1  2.182  3.647  0.065  

Residuals  18.545  31  0.598       

Note.  Type III Sum of Squares 
 

Table 4: ANOVA - Column 20 (Expected HR Role): 

Cases Sum of 
Squares df Mean 

Square F p 

Column 2  1.227  1  1.227  2.544 0.121 

Residuals  14.955  31  0.482    

Note.  Type III Sum of Squares 
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Table 5: Coefficients  

Model   Unstandardized Standard 
Error Standardized t p 

M₀  (Intercept)  3.091 0.140    22.062  < .001  

M₁  (Intercept)  0.526 0.371    1.418  0.167  

   Column 8  0.964 0.129  0.922 7.492  < .001  

   Column 16  -
0.203

 0.100  -
0.164

 -2.029  0.052  

   Column 20  0.064 0.132  0.057 0.487  0.630  

 
Table 6: Pearson's Partial Correlations 

Variable   Column 5 Column 20 

1. Column 5  Pearson's r  —    
  p-value  —     

2. Column 20  Pearson's r  0.090  —  
  p-value  0.630  —  

Note.  Variable HR Status with Expected HR Role and Conditioned on variables: Management Support with Government 
Policy  
 
Table 7: Correlation Table 

Variable   Column 5 Column 8 Column 
17 

Column 
20 Column 21 

1. Column 5  Pearson's r —          
  p-value  —              

  Kendall's 
Tau B 

 —          

  p-value  —              

2. Column 8  Pearson's r  0.903  —        
  p-value  < .001  —           

  Kendall's 
Tau B 

 0.872  —        

  p-value  < .001  —           

3. Column 17  Pearson's r  0.201  0.382  —      
  p-value  0.131  0.014  —        

  Kendall's 
Tau B 

 0.170  0.343  —      

  p-value  0.143  0.016  —        

4. Column 20  Pearson's r  0.858  0.921  0.211  —    
  p-value  < .001  < .001  0.119  —     

  Kendall's 
Tau B 

 0.823  0.859  0.156  —    

  p-value  < .001  < .001  0.143  —     

5. Column 21  Pearson's r  0.730  0.768  0.215  0.887  —  
  p-value  < .001  < .001  0.115  < .001  —  

  Kendall's 
Tau B 

 0.705  0.733  0.194  0.759  —  

  p-value  < .001  < .001  0.116  < .001  —  

Note.  All tests one-tailed, for positive correlation. 
 

https://cimr.in


PAGE 13Muhammad Huq (2025); www.https://cimr.in

Chetana’s Institute of Management & Research (CIMR)
ISSN No. 0976-0628 Volume XVII(1) pg 1-17

Chetana’s Journal of Management
Peer Reviewed Journal

Table 8: Linear Regression: Dependent Variable (HR Status) Covariates Expected HR 
Role, Management Support with Government Policy Model Summary - Column 5  

Model R R² Adjusted R² RMSE 

M₀  0.0
00 

 0.0
00 

 0.000  0.805 

M₁  0.9
17 

 0.8
41 

 0.825  0.337 

Note.  M₁ includes Column 8, Column 16, Column 20 
 
Table 9: Coefficients: Dependent Variable (HR Status) Management Support, 
Government Policy and Covariates Expected HR Role 

Model   Unstandardized Standard 
Error Standardized t p 

M₀  (Intercept)  3.091  0.140    22.062  < .001 

M₁  (Intercept)  0.526  0.371    1.418  0.167 
   Column 8  0.964  0.129  0.922  7.492  < .001 
   Column 16  -0.203  0.100  -0.164  -2.029  0.052 
   Column 20  0.064  0.132  0.057  0.487  0.630 

 
Chi-Square Test:
After carrying out the data collection the average results are pooled (see below table) to determine
whether there is an association between HR Training, Overall HR role, and Training in the last
1 year amongst males and females. (Table 10):

Gender HR Status Expected HR Role Total 
 Male  3.45 3.82 7.27 
 Female  2.91 3.41 6.32 
 Grand Total  6.36 7.23 13.59 

 
Now, the Chi-Square value using the Formula: (O-E)2/E (Table 11):

Male  0.04 
Female  0.07 

Chi-Square statistics: (0.04 + 0.07 = 0.11). We compared this to a Chi-Square table with a
degree of freedom of 1 resulting that the observed data is very likely to have come from the
expected distribution, and we are likely to reject the null hypothesis.

Cronbach’s alpha:

Cronbach’s alpha indicates a good level of internal consistency or reliability. Cronbach’s alpha
value 0.8 or above indicates good reliability. Cronbach’s alpha = [(5/5-1)] X [ (5.76-2.17)/5.76]
= 1.25 X 0.623 = 0.78 falls within the generally accepted range for acceptable internal
consistency.  Cronbach’s Alpha of 0.78 indicates a good level of internal consistency for a scale
or questionnaire, meaning the items tend to measure the same construct reliability.

Summary of Other Analysis:

 100% of respondents felt that Green HR plays a critical role in organizational business perfor-
mance.
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 Respondents indicated that their organization currently has a Green HR status of 3.09 on a 5-
point Likert scale. Current HR status: 27% below average, 36% average, and 36% above aver-
age.

 Management support for Green HR: 27% below average, 42% average, and 30% above aver-
age. However, government policy: 27% below average, 55% average, and 18% above average.

 Immediate top five Green HR initiatives include: paperless offices, use of HR software, online
training, virtual/online meetings, and electronic record management.

 Recommended human-centric Green HR initiatives: daycare, flexible office time, company
carpooling, wellbeing sessions, and telecommuting/work from home.

 The power of technology-blended Green HR includes quick, accurate, reliable, and dependable
HR processes.

 The power of human-centric Green HR includes employee ownership, belongingness, emo-
tional attachment, motivation, and employee wellness.

 Organizations can contribute savings or growth of more than 10% (10.76%) by following Green
HR practices in their organizations

7.0  CONCLUSION & RECOMMENDATION

Green HR plays a pivotal role in positively transforming business performance through the
power of technology. Organizations that put efforts into turning their operations green can enhance
their corporate image and brand value. Technology-blended Green HR initiatives contribute to
operational efficiency due to quick and accurate HR processes, which positively impact
organizational performance. Human-centric Green HR ensures employee engagement,
belongingness, emotional attachment, well-being, and ownership within the organization, thus
contributing to the bottom line. However, several challenges have been identified in the consistent
application of Green HR, such as poor knowledge, lack of top management interest due to
traditional approaches, and lack of government regulations or mandatory compliance requirements.
Green HR can help organizations and employees mitigate the potential risk of “Quiet quitting,”
where employees fulfil their job requirements but disengage from extra efforts, overtime, or
volunteering for additional responsibilities, essentially doing the bare minimum to keep their job.
It can also address the “Great Resignation,” where people leave their jobs due to dissatisfaction
with their work environment, industry, or work-life balance. Organizations may invest appropriately
in technology infrastructure to improve employees’ skills and performance. Organizations can
benefit from investing in HR software, LAN, and Internet connectivity to increase business
productivity, especially using tools like Google and ChatGPT, office automation, IT seminars to
update employees, and the use of Google and ChatGPT. Investing in ERP integrated with HR and
advanced AI topics like Robotics, CoPilot, or AI Agents can also be beneficial. The future may
see the practice of Augmented Working, where humans and machines work together in partnership
within an organization. Technology-blended Green HR initiatives contribute to operational
efficiency due to quick and accurate HR processes, which positively impact organizational
performance. Human-centric Green HR ensures employee engagement, belongingness, emotional
attachment, well-being, and ownership within the organization, thus contributing to the bottom
line.
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A Study on Selected Health Parameters of Women
with Reference to National Family Health Survey

(NFHS -5)

ABSTRACT

National Family Health Survey-5 of India provided pertinent details about population on various
parameters related to health, nutrition, diseases and general well-being. In this light, it is significant
to understand and analyse the parameters related to health of women in this regard to understand
the factual aspects during the assessment period. Since the release of study, it was necessary to
scrutinise the NFHS-5 with regards to various parameters. An attempt is made through this study
to understand certain important parameters related to health of women in India. The study
critically evaluates the data from NFHS-5 and discusses the outcome. After thorough scrutiny,
suggestions are offered in the field of Maternal Health, Cervical Cancer, Breast Cancer Measures,
Combating HIV especially from the point of view of women.

Keywords: NFHS-5, Women’s Health, Health Awareness

INTRODUCTION

As per the World Health Organisation (WHO), the description of health may be “a state of
complete physical, mental and social well-being and not merely the absence of disease or infirmity”.
Every being, irrespective of the social or economic status, should have the opportunity to experience
the utmost level of health. (WHO). The health ensures stability and peace in the society. The
COVID19 pandemic has shown the importance of having sound health in the society (V Haldane
2021).  The conventional perception of women’s health in India tends to be limited to reproductive
health; however, it is imperative to adopt a broader and more inclusive definition, as emphasized
by Widge et. al. (2005) “various factors such as geography, socioeconomic status, and culture
contribute to the health indicators of women in India”. To effectively enhance women’s health
in the country, multiple dimensions of well-being need to be examined, this does not mean only
at overall level but more importantly or so in relation to health of males as well. Health no doubt
plays a crucial role in promoting human well-being and driving economic growth. However,
addressing women’s health requires a broader perspective that goes beyond reproductive health
(Mayra L et al 2022). It involves considering other aspects such as mental health, access to
healthcare services, nutritional status, and overall quality of life. Women’s health indicators in
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India differ across regions due to variations in social, economic, and cultural contexts. Factors
such as education, income, and availability of healthcare facilities significantly impact women’s
health outcomes. For instance, women in rural areas may face additional challenges in accessing
healthcare compared to urban women. Socioeconomic disparities further exacerbate these
differences. To improve women’s health in India, it is crucial to identify and address the specific
barriers and challenges they face. This includes ensuring equal access to healthcare services,
promoting education and awareness about women’s health issues, and addressing social and
cultural norms that may hinder women’s well-being. Additionally, efforts should be made to
empower women economically and socially, as these factors also contribute to overall health
outcomes. (Reshi et al 2022) By adopting a comprehensive approach that encompasses various
dimensions of women’s well-being, India can work towards achieving better health outcomes for
women and promoting overall societal development. The National Family Health Surveys (NFHS),
steered by the Ministry of Health & Family Welfare in India, have been instrumental by furnishing
the Government of India and other participants with dependable data to track the advancements
of different flagship initiatives and work towards achieving the goals outlined in the National
Health Policy. The NFHS-5, conducted between 2019 and 2021, is expected to provide crucial
insights into “reproductive and child health, fertility, family planning, health insurance, nutrition,
HIV/AIDS, non-communicable diseases, and other relevant issues”. The fact sheets include data
for India and 14 States/Union Territories in Phase II. This compilation serves as a valuable
demographic and health database, enabling an evaluation of government initiatives and progress
towards achieving the SDGs by 2030.

REVIEW OF LITERATURE

There has been significant research based on National Family Health Services especially related
to women’s health. In this aspect, study conducted through National Family Health Survey is
very important. The NFHS has broadened its focus and inclusivity to meet the data needs not
only of the government but also of external entities and researchers engaged in population and
health studies. NFHS-5 has employed a modular methodology to determine “key indicators at the
State/Union Territory level, and a subset of these indicators is available at the district level”. In
the second phase of NFHS-5, this set of fact sheets provides information for both India and 14
States/Union Territories. The study by Indrajit Hazarika (2010) indicated that “women residing
in slum areas rely on government facilities for reproductive health services”. The research
findings revealed “notable disparities in reproductive health outcomes between women from
slum and non-slum communities in India”. The research emphasized to attain health-related
Millennium Development Goals (MDGs); it is significant to cater to the distinct requirements of
urban slum communities. M Bramhankar and RS Reshmi (2021), The study utilized data from
the NFHS-4 (NFHS-4, 2015–16) and centred on married women within the age range between
the age of fifteen to forty-nine years old. The study highlighted that one in three women experienced
violence from their husbands, and such violence significantly impacted reproductive health
outcomes compared to non-battered women. These findings emphasized for the women in India;
the urgent need for interventions and support systems to address domestic violence and to offer
protection for the reproductive health.

NEED OF THE STUDY

The National Family Health Survey (2019-21) is at India level survey which intended to provide
information related to health, well-being and family welfare measures. The survey is important
source of key indicators of Government performance. The findings are pivotal in shaping
government policies and decisions. After the release of survey, it was important that analysis
should be made into the findings. Although there is quite a lot of research into women’s health
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related parameters, it was utmost necessary to analyse the findings of the National Health Family
Survey-5.

OBJECTIVES

1. To scrutinize parameters related to the health for women across India

2. To evaluate the awareness about the life-threatening diseases in women in India.

DATA SOURCE

The study focusses upon the report of NFHS-5-The National Family Health Survey for the period
of 2019-21. It includes the survey fact sheets of India and 14 States/UTs. It covered facts related
to reproductive health, nutrition, health parameters, family planning, communicable/non-
communicable diseases and other related aspect.  Entire data set consists of secondary information
obtained from the survey. The data set for India is considered for the present course of discussion
and analysis.

RESULT AND ANALYSIS

A. Observed Blood Sugar Levels:

The information on blood sugar levels among adult women aged 15 years and above, specifically
categorized into “high (in the range of 141-160 mg/dl)” and “very high (more than 160 mg/dl)”.

Table: 1

Blood Sugar Levels     Urban Rural Total 
(%)- high  6.7 5.9 6.1 
(%)- very high   8.0 5.5 6.3 
(%)- high  7.8 7.0 7.3 
(%)- very high   8.5 6.5 7.2 

 Source: NFHS-5 2019-21

It can be observed from the table that Blood Sugar Levels of Adult women are well under control
for most the population. Merely 6.7% of urban women and even lesser 5.9% of rural women are
showing “high” levels of blood sugar in the array of 141-160 mg/dl. Whereas the total percentage
for Blood sugar level is at 6.1% at national level. However, if we dig a little bit a more
concerning picture emerges as “very high” level of Blood sugar level is actually higher compared
to “high level”. Although, the percentages are at lower end but higher Blood sugar level percentages
are more.

B. Observed Hypertension:

The information regarding hypertension among adult women aged 15 years and above, specifically
categorized into two broad categories “mildly elevated blood pressure (Systolic 140-159 mm of
Hg and/or Diastolic 90-99 mm of Hg)” and “moderately or severely elevated blood pressure
(Systolic 160 mm of Hg and/or Diastolic 100 mm of Hg)”.

The Table: 2; provides with the observations related to Hypertension among Adult Women in the
“mildly elevated blood pressure” range are higher than then “moderately or severely elevated
blood pressure”. This indicates that lower percentage of population is under threat due to higher
risk of blood pressure. “The global incidence of hypertension is expected to rise by 9% in men
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and 13% in women from 2000 to 2025” (Eduardo Pimenta). In actual numbers, the count of
women with hypertension was 48.35 crores in 2000, and it is estimated to increase to 79.33
crores in 2025. (Kearney et al) In this light, it is pivotal to observe the prevalence of hypertension
amongst the women.

C. Screening for Cancer

The data is sourced from the National Family Health Survey (NFHS) conducted between 2019
and 2021 on cancer screening among adult women aged between thirty to forty-nine years
specifically focusing on screening tests for “cervical cancer, breast examination for breast cancer,
and oral cavity examination for oral cancer”.

Table: 3

Table: 2

 Blood Pressure  Urban Rural Total 
Mildly elevated Hypertension (%) 13.6 11.9 12.4 
Moderately or severely elevated Hypertension (%) 5.2 5.2 5.2 
Mildly elevated Hypertension (%) 17.1 15.0 15.7 
Moderately or severely elevated Hypertension (%) 5.9 5.5 5.7 

 Source: NFHS-5 2019-21

Screening for Cancer  Urban Rural Total 
Those who have taken test for cervical cancer (%) 2.2 1.7 1.9 
Those who have taken test of breast examination related to 
breast cancer (%) 

1.2 0.7 0.9 

Those who have taken test for oral cancer (%) 1.2 0.8 0.9 
 
Source: NFHS-5 2019-21

Enhanced survival rates for cancer patients hinge on a profound understanding and awareness of
cancer, particularly in terms of screening. Early detection through screening significantly improves
the likelihood of survival. Nevertheless, Raychaudhuri et al.’s study revealed an alarmingly low
level of awareness regarding screening. The highest number of cervical cancer cases in Asia can
be found in India as per report of the Global Cancer Observatory (GLOBOCAN) 2020. In this
regard, it is significant to understand that the screening for cervical cancer is only at 2.2% urban
population and even more concerning is at rural India the percentage is 1.7%. This may partly
explain the reason for India being amongst the most affected country in terms of Cervical cancer.
Based on available data, it is reported that in India, breast cancer constituted 13.5% of all cancer
cases and approximately 10.6% of all recorded deaths. (The Globocan, WHO 2020). It is estimated
that a woman falls to death every eight minutes. Of all the patients, 50% succumb to death in
breast cancer cases. With this backdrop, it may be observed that low percentages of screening
of breast cancer a phenomenon across India. At pan India level, in total 0.9% women are
screened for breast cancer. The proportion is not encouraging either in Urban or Rural Areas. The
prevalence of the condition of the breast cancer in rural region communities of India is one-third
of that observed in the communities in the urban zones. (Annie Annal et al 2018). As it can be
seen, for urban women the screening is at merely 1.7% and for rural women it is very shockingly
only at 0.7%. Dahiya et al. gathered data on awareness concerning screening related to breast
cancer in Delhi, revealing that “48.6% of the respondents were knowledgeable about mammography
as a screening technique.” This may indicate that although there is awareness of screening
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techniques, yet actual screening is at very lower levels. The implementation of cancer screening
lags behind the level of awareness and the positive attitudes toward screening. (Sabeen et al)

The primary risk factor frequently cited was smoking, with tobacco chewing being the second
most mentioned. Studies conducted by Puri, Elango, Raj and Thilak et al. reported awareness
levels regarding smokeless tobacco as a risk factor at 74.7%, 77%, 79.2%, and 91.8%, respectively.

D. Awareness of HIV/AIDS

The data concerning HIV/AIDS awareness among adults aged 15-49, with a special emphasis on
two aspects– “women possessing comprehensive knowledge of HIV/AIDS and those
acknowledging the preventive role of consistent condom use against HIV/AIDS” – is derived
from the National Family Health Survey (NFHS) conducted from 2019 to 2021.

Table: 4

Awareness of HIV/AIDS   Urban Rural Total 
Women having full knowledge of HIV/AIDS (%) 28.6 18.2 21.6 
Women who are aware that regular condom use may lessen 
the occurrence of HIV/AIDS (%) 

76.1 64.7 68.4 

 

The notable variation in aspects influencing consistently elevated AIDS prevalence in India at
the district level across diverse regions emphasizes the need for customized, region-specific
approaches in HIV control strategies. Merely enhancing awareness about HIV is insufficient to
curb the epidemic. It is crucial to enhance awareness levels about pre-emptive actions against
HIV, with a specific emphasis on promoting condom usage within the population. (Joshi,
Mehendale). The data on the awareness level of HIV/AIDS in the adults (age groups fifteen to
forty-nine years) in urban and rural areas can be observed in the Table 4. It specifically focuses
on knowledge regarding HIV/AIDS in the women. It can be seen that the urban areas have 28.6%
of women possess comprehensive knowledge of HIV/AIDS, while the same scenario as seen in
the rural India takes the percentage to lower at 18.2%. When it comes to understanding that
“consistent condom use can reduce the risk of contracting HIV/AIDS”, 76.1% of urban women
and 64.7% of rural women are aware of this fact. Overall, considering both urban and rural areas,
21.6% of women have comprehensive level of knowledge relating to HIV/AIDS, while 68.4%
are aware that regular condom usage can decrease the occurrence of HIV/AIDS transmission.
These statistics focus from the point of view of women, the gaps in knowledge about HIV/AIDS,
particularly in rural areas. Increasing awareness and education programs regarding HIV/AIDS,
its transmission, prevention methods, and the usefulness of consistent condom use is crucial.
Targeted efforts should be made to reach rural women and improve their understanding of HIV/
AIDS, empowering them to arrive at decisions with sufficient knowledge to protect the health
and prevent the spread of the infection.

CONCLUSION

To enhance the healthcare status of women in India, it is necessary to adopt a comprehensive
approach that tackles diverse aspects of their well-being. Strengthening healthcare infrastructure,
particularly in rural and marginalized areas, and promoting awareness about health are essential
steps.

Source: NFHS-5 2019-21

https://cimr.in


Nikhil Karkhanis (2025); www.https://cimr.in

Chetana’s Institute of Management & Research (CIMR)
ISSN No. 0976-0628 Volume XVII(1) pg 18-26

Chetana’s Journal of Management
Peer Reviewed Journal

PAGE 24

Following may be considered:

1. Maternal Health-

Ensuring comprehensive maternal healthcare involves the provision of high-quality antenatal
care, the presence of skilled professionals during childbirth, access to immediate obstetric ser-
vices, and adequate postnatal care. It is imperative to reinforce healthcare infrastructure, espe-
cially in rural and marginalized regions, to enhance maternal health outcomes. Simultaneously,
fostering awareness about maternal health becomes a crucial component in promoting the well-
being of expectant mothers and ensuring optimal care at every stage of the maternal healthcare
continuum.

2. Tackling Cervical Cancer

a. It necessitates implementing comprehensive screening programmes, including HPV test-
ing and vaccination.

b. Education about the necessity of regular screenings, early detection.

C. Providing affordable and effective treatment options are vital components of cervical can-
cer management for prevention and control.

3.  Breast Cancer Measures

a. It involves raising awareness about breast self-examination, promoting regular
mammograms.

b. Improving early intervention through diagnosis and treatment facilities.

c. Establishing specialized breast cancer centres and providing support for breast cancer sur-
vivors are also critical.

4. Combating HIV

a. Women require thorough sexual education as well as wide awareness about reproductive
health.

b. Accessible HIV testing and counselling services and ensuring access to antiretroviral therapy.

c. The stigma and discrimination associated with HIV/AIDS need to be reduced. The studies
have indicated that awareness has positive relationship to remove the stigma associated
with HIV.

d. Providing support networks are important for the well-being of women living with HIV.

Overall, for improving the medical condition of women across India necessitates a holistic ap-
proach that integrates preventive measures, provision of quality healthcare services, education,
awareness, and targeted support systems. Collaborations between government, healthcare provid-
ers, NGOs, and communities are essential to create sustainable change and empowering the women
to lead healthier lives.
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ABSTRACT

The emergence of AI on the horizon of technology and its rapid adoption in the society and work,
question of massive job displacement and replacement of human occupation by Artificial
Intelligence is the burning headline causing fear in society and two groups namely New Jobseekers
and Established Employees. New Jobseekers are the young people finding employment whereas
Established Employees are already employed people both groups feel the fear of job loss and
displacement. As a result, the researchers have examined various aspects and questions that may
arise while confirming the fact that people accept, they fear AI taking their jobs. Also, people’s
opinion on their level of preparedness, impact they think AI can have, type of work they think
can be replaced easily, all have been taken into consideration while comparing the contrasting
and similar viewpoints of both these groups trying to get or maintain their job or employment.
The reason for the fear can be put on the uncertainty that AI brings in the future, with rapid
changes across all sectors and respondent’s uncertain neutral opinions.

Keywords: Artificial Intelligence (AI), New Job Seekers, Established Employees, Job
Displacement, Fear.

INTRODUCTION

As development in the field of Artificial Intelligence continues, its impact on the job market has
sparked both excitement and fear. As many as 300 million full-time jobs around the world could
be automated in some way by the newest wave of artificial intelligence that has spawned platforms
like ChatGPT (Toh, M., 2023). Artificial intelligence can assist humans in performing large and
complicated tasks efficiently. It can reduce bulky and repetitive tasks that would previously take
hours or days to complete, allowing people to focus on the more important or creative parts of
their jobs. However, the same convenience and simplicity brought by AI to jobs have raised
concerns about job security and displacement for few people. The fear of losing a job and
earning to AI is real and is causing lots of people to oppose the adoption of this new technology.
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The fear of AI-induced job displacement is a real significant concern for both new jobseekers
and established employees. Understanding these fears is essential in addressing the psychological
impacts of the AI revolution. As well as it is important to understand the perspective and the
mindset of new jobseekers and established employees on the impact of AI on their jobs for
addressing the issues arising with it. While there has been numerous research focusing on the
economic and technological aspects and impacts of AI, only a few studies have been done on
the mental impact of AI. The study focuses on how new jobseekers and established employees
perceive what will happen to their jobs due to expansion in the technology of AI and what will
be its psychological impact on them and their mindset.

OBJECTIVES OF THE STUDY

1. To know whether fear of job displacement exist or not.

2. To understand the perception of jobseekers and established employees of AI with respect to
jobs.

3. To analyse challenges faced by jobseekers and employees because of fear of AI job displace-
ment.

4. To understand how people respond to the job displacement fear and AI advancements.

5. To understand the difference and comparison of fears of jobseekers and employees.

6. To understand impact of job displacement fear.

7. To identify specific concerns regarding this issue of fear of job displacement.

8. To explore industry specific insights of AI related job displacement fear.

9. To explore critical aspect of AI revolution and the human experience.

REVIEW OF LITERATURE

As per Tyson, Laura & Zysman, John, (2022)  the AI will continue, intensify, automation adverse
effects on labour in form of polarization of employment, stagnant wage growth, inequality, and
lack of good jobs. Though new jobs will emerge but there is skepticism on creation of good
enough jobs. Low and Middle skill workers are most to be affected. New jobs will likely be
created in high wage occupation as low and middle wage jobs can decline.

Moradi, P., & Levy, K. (2020) stated with the help of example American show “Jeopardy (Feb,
2011) where an AI system IBM Watson defeated Ken Jennings and Brad Rutter showing how
AI can perform better than humans. However, humans still have an upper hand as AI still has
many technical and social limitations. Most importantly technological capability to automate
tasks does not necessarily result in actual automation.

According to Ekwueme et al., (2023) the concern for job losses for humans as AI advancement
enables it to rule the future in upcoming 20 years, artificial intelligence can be significant
competitor for human intelligence. However, AI can again result in increased efficiency and
productivity, maybe even generating more unknown jobs for future as happened with automation
in history.

Kelley, S. (2022) found that AI is reshaping the job market for both a job seeker and an already
employed individual, it increases the job displacement risk from repetitive duties to a large
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extent, while creating opportunities in tech-driven situations. The AI adoption influences ethics
at work, organizational behaviours, and the necessity of continuous skills development.

S. Swetha & L. Bhuvaneswari, (2024) states that Automation and Artificial Intelligence (AI) are
increasingly important for the further development of any country. AI requires a specialised
amount of skill to be used efficiently; thus many are enhancing their skills to keep up their pace
with this Automation and technology. This two-sided relationship with Job displacement and
creation highlights the need for continuous development in education and skill development, to
prepare the workforce for the future job demands. By learning the required and useful technical
skills, individuals can better identify the upcoming challenges and opportunities which will be
brought in by Automation and AI.

In Badet, J., (2021)  Jaures Badet predicts, that AI cause massive job losses are not as much as
true. Because AI will further create more jobs than it will displace. Three situations in which AI
affects the working of economy. First, AI will be at a greater risk for those countries which have
greatly developed and use automation, on the other hand, countries which have not fully adapted
to automation are not at much risk. Second, all jobs cannot be automated in the industry, because
certain jobs are only for human capabilities. Repetitive jobs with low level skills are more at risk
than those with a high skill level. Automation leaves many job opportunities, but to grasp those
opportunities, one must have an equal high amount of skill to make it work.

Kim et al., (2023) According to this research, the instability which is currently caused in
employment by AI leads to a psychological distress. As AI continues to evolve, a state of worry
about job security arises amongst the workers. Jobs acts as the source of social interaction, self-
esteem, and self-fulfilment. The chances, that AI replacing these roles can lead to internal anxiety
these can introduce significant psychological challenges.

Dahlin, E. (2024) AI gives more quality work and proficiency than employees so it will also
affect white collar job market. Labor market is being continuously affected by changing trends
of AI. There exists a dynamic relation between AI and employees. The main assertion is that
advances in AI technology uniquely and disproportionately affect, if not displace, white-collar
workers compared with previous eras of technological progress.

Sheffi, Y. (2024) According to this study AI is not only replacing employees but also creating the
new job possibilities. AI will require human guidance and ingenuity. AI cannot able to create a
mutual trust like a human being for a long run. To create network AI will not efficient to maintain
that business relations. People are also more adaptable than are AI based systems when faced
with unstructured conditions and environments.

Ai, Y. (2024) has brought significant transformation of the workplace environment. The
advancement in AI though increased productivity but also increased anxiety. Worker’s fear of
losing their job as AI can carry out work, they have always done. The anxiety and decrease in
self-esteem due to perceived AI replacement can make an employee feel less self-worth. There
seems to be need continuous development of skills to adapt to the changing labour market and
advocate policies for workers’ rights.

In Tiwari, R. (2023) Rudra Tiwari found out that, the job displacement part in specific industries
due to these technologies, as well as the creation of new employment opportunities in other
sectors. The study examines those strategies which are developed by the governments and
organizations to make efforts of new job creations or chances within AI and machine learning
sector rather than job displacement. In conclusion, the opportunities for the employment are
more than that of job displacement.
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As per Soueidan M. H. & Shoghari R. (2024), although AI increases productivity and growth,
it has risk of automating jobs. The jobs which have high risk of displacement are the routine-
based jobs which have high degree of repetitiveness. Government is planning various strategies
to manage this disruption. The prominent solution to this is continuous upskilling. Government
implements various policies that help society to benefit from AI. The switch to AI driven economy
is not an easy task. It requires the holistic approach and futuristic vision. Through many approaches
of government and their policies we can ensure use of AI for our economic prosperity.

Agrim Jain, (2023) finds due to the advancement and innovation in AI it is most probable that
it would take people’s job mostly in the sectors which involve repetitive and routine task. As this
is the concern jobs in future are expected to undergo massive transformation instead of elimination
of employees. Further, it is most likely that jobs will evolve that would include collaboration
with AI. They should emphasize on fields that include creativity, critical thinking, and emotional
intelligence. AI will affect the jobs but people who are willing to adapt will have opportunities
ahead.

Gruetzemacher et al., (2020) states, Artificial intelligence (AI) is one of the most powerful tools
that is currently dominating the whole world.AI has achieved a setback in some areas like image
recognition, games, and natural language processing (NLP), with tools like BERT and GPT-3
automating tasks like customer service. Although the study does not predict economic effects,
this research says more about better planning to take this as an opportunity for a better future.

Morikawa, M., (2017) talks about the impact of AI technology in jobs and it also focuses on
sectors that are at risk. Research shows that people who have developed skills from higher
education, especially in science and engineering view AI positively while those with specific
skills see lower risks of replacement. This study shows that while AI may replace some jobs, it
could also create some new ones as well. It talks about the need to develop various policies to
create knowledge about AI and its uses.

Malik N., Tripathi S. N., Kar A. K., & Gupta S., (2021) discuss that the dynamic relationship
between technology interventions and organizational HR roles, emphasizing the impacts of AI
adoption in Industry 4.0 firms. The study identifies factors contributing to technostress, such as
work overload and work-life balance issues, while stressing the need for organizational support.
It calls for developing soft skills—communication, problem-solving, teamwork, learning, and
leadership—to help employees cope with challenges, improve efficiency, and maintain well-
being in a digitized environment.

Laxmi M., & Leela M. H. (2023) posit that AI is directly affecting on IT sector service provider
workers rapidly on evolving workplace. By using SEZ model is identified that ai affecting the
performance of employees. AI can outperform humans in terms of speed and accuracy in both
routine and complex tasks. The processes of organisation running smooth and fast with help of
AI digitalization-related activities have the potential to lighten the load on professionals, boost
performance, and add to the volume of work that would otherwise be done by hand.

Necula S. -C., Fotache D., & Rieder, E., (2024) show the evidence for the hypothesis through
comprehensive data analysis and advanced modelling techniques. The interaction between AI
tools usage and integration levels significantly boosts and enhances productivity. They found out
that, younger employees adapt more effectively to AI tools, resulting in efficiency and higher
results in outputs. Also, ethical policy implementation and constant innovation is necessary to
maximize AI benefits.

Wang & Lu, (2025) find that contrary to the mainstream belief high skilled and educated employees
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Sr. Particulars Description 
1 Data Collection Primary Data – A self- administered online questionnaire of 

employees and job-seekers 
Secondary Data – Previous Research Papers, websites, articles 
gathered through the internet 

2 Sample Unit New Job-Seekers (age group – 15 to 30) and Established Employees 
(age group – 18 to 65)  

3 Sample Size 212 respondents 
4 Sampling Area Mumbai, Thane, Navi Mumbai 

 

DATA ANALYSIS AND INTERPRETATION

A. Demographic Details Table 2

are more concerned about AI. While females, older employees, frequent internet users, remote
workers are mostly affected and vulnerable to distress. The study provides a contrasting idea than
that of the mainstream that AI will form a complementary relation rather than substitute to
humans in jobs. Asserting gradual job transformation and integration with AI technology supporting
the fact that future outcomes of AI is widely unclear.

Georgieff A. & Hyee R. (2022) look at the inter-connectivity between AI and employment in a
cross-country context. Felten et al (2018-2019) has developed an indicator to measure the degree
to which occupations rely on abilities in which AI has made the most progress and extends it
to 23 OECD countries. While further research is needed to identify the exact mechanisms driving
these results, one possible explanation is that AI increases the productivity directly as well as by
shifting the task composition of occupations to higher valued tasks. This increase in labour
productivity and output is caused by people with good digital skills and who find the use of AI
easy, can move up to higher valued tasks within their occupation.

As per Pýnar A., (2024), on one hand, AI can disrupt current job markets significantly. Many
sectors, especially those which are routine based can experience job displacement, due to
developments in automation and AI. And existing jobs will not be directly eliminated and may
rather undergo transformation. After this two-sided discussion, the conclusion was that the impact
of AI is far pre-determined.

This ambiguity on whether AI will create or displace jobs certainly pops several questions on
what people (job seekers and employees) feel about it. Therefore, it is essential to explore the
impact of this confusion arising.

Table 1

Sr. Particulars Description  
(Job-Seekers) 

Description  
(Established Employees) 

1 
 

Age Group 
 

15-20 years - 98 
21-25 years - 12 
26-30 years - 02 

18-25 years - 46 
26-35 years - 17 
36-45 years – 16 
46-55 years - 18 
56-65 years - 03 

2 Education 
Qualification 

12th Pass - 23 
Undergraduate - 77 
Graduate - 09 
Postgraduate - 03 

12th Pass - 12 
Undergraduate - 33 
Graduate - 33 
Postgraduate - 22 
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3 Gender Female - 47 
Male - 64 
Others - 01 

Female - 46 
Male - 54 
Others - 00 

4 Area Mumbai - 39 
Navi Mumbai - 05 
Thane - 68 

Mumbai - 35 
Navi Mumbai - 10 
Thane - 55 

5 Industry Manufacturing - 08 
Finance - 54 
Service - 10 
IT - 16 
Education - 06 
Healthcare and 
Pharmaceutical - 03 
Hospitality - 02 
Others- 13 

Manufacturing - 09 
Finance - 29 
Service - 11 
IT - 11 
Education - 15 
Healthcare and  
Pharmaceutical - 03 
Hospitality - 01 
Others- 21 

 
B. Descriptive Analysis Table 3

Question Type YES/NO/MAYBE 
 JOB SEEKER ESTABLISHED EMPLOYEE 
SR. 
NO 

PARTICULARS YES NO MAYBE YES NO MAYBE 

1. Do you think AI will take 
your opportunity or 
generate new opportunity 
for getting a job in your 
field? 

 
32 

 
26 

 
54 

 
48 

 
17 

 
35 

2. Do you think fear of AI 
taking jobs exist? 

69 16 27 44 24 32 

 

Interpretation:

1. The above bar graph shows the different opinions of New Job Seekers & Established Employ-
ees when asked about opportunity of getting a job and new opportunities in the existing work,
Job Seekers seems not sure whether AI will take their job opportunities or generate new job
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opportunities while Established Employees are positive that AI will generate new job opportu-
nities.

2. It can be adhered that majority Job Seekers & Employees agree fear of AI taking jobs exist, but
more percentage of Jobseekers agree than the Employees. Overall, more employees either dis-
agree or are not sure about fear of AI concluding us that fear is more existing in Job Seekers
than Employees.

2)  Table 4

Question Type Level of Familiarity 
 JOB SEEKER ESTABLISHED EMPLOYEE 

Sr 
no. 

Particulars Very 
Fami-

liar 

Fami-
liar 

Neutral Somewha
t Familiar 

Not 
Fami-

liar 

Very 
Fami-

liar 

Familiar Neutral Somewh
at 

Familiar 

Not 
Familiar 

 
1. 

Are you 
familiar with 
AI 
technology? 

34 52 16 09 01 19 50 12 11 08 

 

Interpretation:

The above responses show that majority of the Job Seekers and Established Employees are
familiar with AI technology, whereas a very small number of people are not familiar with AI.
As we know Internet is easily accessible to the people most of them are very familiar to the AI.
From the survey conducted 50-60% of people are familiar with AI and 20-30% are very familiar
with the AI. Rest are neutral and somewhat familiar and only 0-10% of people are not familiar.
In that case there are hardly any job seekers who are not familiar with AI but very few established
employees are not familiar with AI.
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Question Type SCALE OF 1 (EXTREMELY LOW) TO 7 (EXTREMELY HIGH) 
 JOB SEEKER ESTABLISHED EMPLOYEE 
Sr no. Particulars 1 2 3 4 5 6 7 1 2 3 4 5 6 7 

1. Rate on a scale of 1 to 7 how 
much impact does AI has or 
can have on your career. 

01 08 08 52 27 06 10 05 08 16 39 21 06 05 

 SCALE OF 1(Extreme Worried)- 5(Not at all worried) 
2. How worried are you about 

AI replacing your job 
opportunities on the scale of 
1-5 

06 22 48 25 11  04 25 37 22 12      

 

Interpretation:
1) IMPACT OF AI: From the above responses it is clear that both Job Seekers and Established

Employees feel like there will be a neutral to high impact of AI on their career.
2) WORRY ABOUT AI: Responses shows that people from both groups think that they are neu-

trally worried about AI replacing their job opportunities. But the second most opted option for
Job Seekers is that they are not worried about AI replacing their job opportunities meanwhile
Established Employees are slightly worried.

4) Table 6

Question Type ENTRY LEVEL / MID LEVEL / SENIOR LEVEL /  
EXECUTIVE LEVEL 

 JOB SEEKERS ESTABLISHED EMPLOYEES 
S
no 

Particulars Entry 
Level 

Mid  
level 

Senior 
Level 

Execu- 
tive 

Level 

Entry 
Level 

Mid 
level 

Senior 
Level 

Execu- 
tive 

Level 
 
1. 

Which type 
of skill level 
work can be 
easily replace 
by AI? 

42 49 17 04 38 44 13 05 

 

3) Table 5
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Interpretation:

Majority from both the groups think that Mid-Level jobs which requires some years of experience
deeper understanding can be replaced by AI whereas the second most opted option is that, Entry-
Level jobs can also be replaced by AI. The overall opinion seems to be entry level and mid-level
jobs getting replaced. People who think senior level of jobs might be replaced are less being 13-
15% and the least is executive level of job which can be replaced by AI. As executive level of
jobs requires both soft skills and expertise in the particular field so it has least chances of getting
replaced. The response for entry level and midlevel is nearly equal, these kinds of jobs are more
technical and easier to learn so AI can do it by the available data in that field.

5) Awareness about AI applicability in Industry

Interpretation:

The 75% Job Seekers are aware about application of AI in their industry contrast to Employees
in the received data only 53% were aware about the applicability of AI. In the case of established
employees 53% of people are aware about AI applicability in industries and remaining are either
neutral or unaware about AI. As compared to established employees more percentage of job
seekers are aware of AI applicable in industry. 3/4th of total job seekers are aware of AI applicable
in industry. Very few job seekers are unaware of the AI applicable in industry.
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6) Type of nature of work you think can be easily replaced by AI

Interpretation:

This question response shows us diverse set of answers. The responses show that Job Seekers
estimate that more creative type jobs can be replaced by introduction of AI whereas the Employees
feel that administrative type work will be replaced, although there is also a significant percentage
of Employees who says creative work too can be replace. In Job Seekers administrative work
replacement comes second to creative. In the opinion of job seekers, we also see that mental
work jobs can also be replaced by introduction of AI and least physical labour and others.

C. Comparative Analysis

Job Seekers:

1) How much do you think AI has impacted on Mainstream/Traditional Careers?
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2) How much do you think AI has impacted on Emerging/New Careers?

Interpretation:

The graph shows that mostly opted neutral perspective when asked about preparedness about AI.

Interpretation:

The above graphs show the different perspectives of Job Seekers on the new-emerging careers
v/s mainstream-traditional careers it shows that the Job Seekers feel AI will have a significant
amount of impact either positive or negative on both types of jobs. 25-30% of people from both
data also believe AI will have a moderate impact.

3) On scale of 1 to 7 how prepared do you feel to adapt to changes due to AI advancement.
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Interpretation:

From the above data it can be interpreted that as per Established Employees AI has impacted
their careers in an equal and diverse way with most poll towards moderate and slight impact.
With not at all impact being the third highest. This poll slightly differs from the opinion of
jobseekers who think AI will have moderate and significant impact whereas the opinion of
employees suggests moderate, slight, and negligible impact.

2) On the scale of 1 to 7 how prepared do you feel to adapt to changes dues to AI advancements?

Employees

1) How much has AI impacted on your Job?

Just like Job Seekers, Employees also opted for a neutral stand on AI preparedness.
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Interpretation:

The Employees have a mixed opinion about AI replacing their job this could be result of
difference in age, experience, and field but most believe for a 50% chance of AI replacing them.

4) Are you provided with any training or course by your company related to AI advancements.

3) On the scale of 1 to 7 how likely do you think AI will replace your job in next 10 years?

Interpretation:

From the data it can be seen that majority of the employees does not receive any AI related
training or course by their companies but it can also be the result of different job roles and
requirements.

FINDINGS

1. Both new job seekers and established employees acknowledge a genuine fear of job displace-
ment due to AI with different levels of intensity.

2. Job seekers are generally less concern about AI replacing jobs, whereas established employees
tend to be more apprehensive about its impact on their roles.
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3. According to the data collected, people believe that entry-level and mid-level jobs are more
significantly impacted by AI because these roles often involve simple or repetitive tasks that AI
can easily do.

4. Job seekers are more knowledgeable about the application of AI compared to employees which
means job seekers stay updated on AI trends to enhance their job prospects, unlike many cur-
rent employees.

5. Most job seekers believe AI will have a significant to moderate impact on career prospects,
whereas employed individuals think its impact will be moderate to minimal. This suggests job
seekers see AI as a bigger factor in shaping future opportunities compared to current employ-
ees.

6. Job seekers and established employees both lack a clear strategy to prepare for future changes
due to AI advancements. That means neither group is fully prepared for the changes AI may
bring.

7. According to the data collected, the majority of employees have not received any AI related
training from their companies. This means employees are unprepared for AI advancements in
their roles.

CONCLUSION

The study of both new job seekers and established employees revels to us various new aspects
of job displacement fear of AI technology. The study founds out there is good familiarity about
AI in mostly all age groups across Mumbai, Navi Mumbai & Thane districts but in awareness
about application of AI in work or industry Jobseekers are more aware than Employees.

The study has brought forward that both Job seekers and Established employees agree that fear
of AI taking jobs exist, where Job seekers fear more than the working employees also jobseekers
are not sure whether AI will generate more job opportunities whereas employees are positive it
will be beneficial in employment generation. Job seekers and Employees have similar opinion
about impact of AI i.e. neutral; people are not sure about outcome of AI in future. So is that they
have again expressed neutral opinion on whether they worry about AI however Job seekers are
more relaxed whereas Employees are slightly worried as per data. About nature of work being
replaced Employees think administrative work will be replaced whereas Job seekers think creative
work will be replaced. These were some contrasting and similar opinions shared by both from
these results we can conclude that there is still a lot of ambiguity about future of AI application
in work. It can be confirmed that fear of AI displacing jobs exists but both Established employees
and Job seekers are hopeful for the new opportunities that emerges with this technology. The
study of sample population of this study revealed people are both hopeful and confused and this
can be attributed as the reason for believing that job displacement fear exists. The sample
population’s neutral opinion about preparedness can be result of this uncertainty amongst people.
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ABSTRACT

The Income Tax Department, under the Ministry of Finance, Government of India, was established
in 1860. With the evolution of the Indian economy towards globalization, tax reforms initially
focused on rationalizing tax rates, followed by advancements in technology and taxpayer services,
such as the introduction of electronic filing (e-filing) of income tax returns. E-filing has significant
social and economic advantages, providing the government with an efficient governance tool and
enabling India’s vast population to meet their tax obligations. Benefits include reduced
governmental expenditure on revenue collection, improved accessibility for taxpayers, and more
accurate data recording due to the elimination of manual errors.

In 2006-2007, the Income Tax Department introduced a project for electronic filing (e-filing) of
returns, enabling submissions through digital signatures or e-return mediators. Direct-taxes account
for approximately 81% of India’s total revenue, and the department’s primary aim is to assist
taxpayers in meeting their tax responsibilities in a simple and convenient manner, eliminating the
need for them to visit the tax office. This objective is backed by initiatives such as the e-delivery
of services, improvements in computer infrastructure, and the establishment of the Tax Information
Network (TIN). E-taxation offers a range of crucial services, including online registration,
downloading of forms, filing of returns, making payments, tax accounting systems, receiving
notifications, and accessing legal provisions, all available through the internet with no geographic
constraints. The main goal of e-taxation is to replace outdated, manual procedures with more
efficient, collaborative, and secure online services.

Although e-filing has seen widespread adoption in various countries, some critics argue that the
system is still not fully integrated or dependable, especially in developing nations. This research
examines the evolution of e-taxation in India, analysing its past, current state, and future outlook.
Furthermore, the study looks into how factors influencing user perceptions impact the likelihood
of continued e-taxation adoption. The research aims to evaluate the level of awareness about
online tax filing, the role of computer literacy in tax compliance, and overall taxpayer satisfaction
with e-filing services.

INTRODUCTION

The Income Tax Department, established by the Ministry of Finance, is tasked with the collection
of income tax in India. The first Income Tax Act was introduced in 1860 by James Wilson, a
British finance official. The first year of tax collection yielded Rs. 30 Lakhs from the British elite
and royals. The Income Tax Act was later revised in 1922, 1956, 1961, and 1968. With the global
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integration of the Indian economy in the 1990s, the formation of the Authority for Advance
Rulings in 1993 allowed non-residents to determine their tax liabilities in advance.

In 1994, the introduction of the PAN number allowed the linking of key transactions such as tax
payments, TDS, and returns. This modernization phase also included technological upgrades to
taxpayer services, such as the launch of the department’s website (http://
www.incometaxindia.gov.in) in 2003 and the introduction of e-payment methods allowing taxpayers
to pay via ATMs and with debit cards.

In 2006-2007, the department launched the electronic filing (e-filing) project, enabling returns
to be submitted online via digital signatures or through e-return mediators. The Income Tax
Department’s goal is to allow taxpayers to fulfill their tax obligations easily without the need to
visit the office. This effort is backed by e-services, enhanced computer infrastructure, and the
creation of the Tax Information Network (TIN). The e-taxation system provides a variety of
services, including online registration, form downloads, return filing, payments, tax accounting,
notifications, and other legal provisions, all available globally through the internet. The objective
is to replace outdated bureaucratic procedures with a more efficient, streamlined, and secure
online system.

While e-filing has been widely adopted in several countries, some contend that achieving reliable
integration remains a challenge, particularly in developing nations. This research aims to examine
the progress of e-taxation in India, as well as explore the impact of factors influencing taxpayer
perceptions and the likelihood of continued adoption of e-filing.

REVIEW OF LITERATURE

Mukesh Kumar and Mohammad Anees through “E-Filing: A New Revolution in Taxation of
India,” focus on the shift in income tax filing processes with the introduction of e-filing. They
highlight the benefits and challenges, emphasizing the need for awareness campaigns and increased
job opportunities related to e-filing. Security risks are noted as a major concern for widespread
adoption.

Sharda Haryani, Bharti Motwani, and Sukhjeet Kaur Matharu, in their paper “Behavioral Intentions
of Taxpayers Towards Online Tax Filing in India,” conclude that Indian taxpayers are progressively
opting for online tax filing due to its convenience. The paper highlights that factor such as ease
of use and security influence taxpayers’ willingness to adopt e-filing. It suggests that the government
should continue to promote e-filing by raising awareness through campaigns and offering web
tutorials.

In his 2006 paper, “E-Government: Opportunities and Challenges in India,” Subhash Bhatnagar
explores the numerous benefits of e-government, including enhanced service delivery, reduced
corruption, increased revenue, and cost savings.

Sanjiv K. Chaudhary, in his 2008 article “Time to Make the Country More Tax-Friendly for
Investors,” discusses the benefits of e-taxation and stresses the importance of clarity and certainty
in tax-related matters.

Kennedy and Henry A (1992) state that the Income Tax Act may seem complex, but by
understanding its structure and applying a systematic approach, the law becomes more accessible.

Kalyani’s study on tax planning in Coimbatore city (1998-1999) finds that older individuals tend
to have higher tax liabilities, with private sector employees earning more than government
employees.
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Hite and McGillin (1992) in their study, “Tax Spends: What Causes What,” suggest that as tax
systems become more complex, taxpayers rely more heavily on tax practitioners for expert
advice.

In their 2012 paper, “E-Filing of Income Tax: Awareness and Satisfaction Level of Individual
Taxpayers in Coimbatore City, India,” Geetha R. & Sekar M. conclude that while taxpayers are
generally satisfied with the e-filing system, a significant number are still unaware of the procedural
developments. They recommend that more efforts be made to increase awareness about the e-
filing process.

In their 2011 study, “An Empirical Study on Taxpayer’s Attitude Towards E-Return Filing in
India,” Dr. Sujeet Kumar Sharma and Dr. Rajan Yadav examine taxpayers’ perceptions of e-
return filing through the lens of the Technology Acceptance Model (TAM). The research highlights
the need for governments to create dependable, efficient, and user-friendly e-services for tax
filing.

In their 2012 study, “E-filing of Taxes: A Research Paper,” Meenal and Ms. Ginni Garg explore
the theoretical dimensions of user perception, technology acceptance, and the challenges related
to e-filing. They emphasize the critical need for safeguarding user data privacy to improve the
adoption rate of e-filing systems.

In his 2014 paper, “System of Tax Filing in Albania E-Filing,” Mikel Alla discusses the various
advantages of e-filing, including enhanced transparency, time efficiency, simplification of processes,
and ensuring fair and equal treatment of taxpayers by the tax authorities.

M. Krishna Moorty and Azni Suhalily Binti Samuri (2014) examine the behavior of academics
in Perak, Malaysia, regarding e-filing. Their research highlights that perceived usefulness, security,
and credibility play a significant role in the acceptance and adoption of e-filing systems.

In her 2012 study on “Taxpayers’ Perception Level and the E-Filing of Income Tax Returns in
Gujarat,” Brahmbhatt investigates the challenges taxpayers face while using the e-filing system.
The findings suggest that more proactive efforts are needed to promote e-filing, given its many
advantages, such as reducing the burden of record-keeping. Jyoti Arora (2012), in her article “E-
Filing of Income Tax Returns in India – An Overview,” observes the rapid rise of e-filing in
India. The practice is noted for its ability to reduce time, effort, and costs, simplify record-
keeping, ensure greater accuracy, and expedite processing times.

In their 2012 study, “A Study on Taxpayer’s Perception Towards E-Filing of Income Tax Returns
with Reference to Teachers in Bengaluru East, Karnataka,” Gayathri P. and Dr. Kavitha Jayakumar
highlight the growing popularity of e-filing. However, they note that security risks continue to
be a concern. They advocate for enhanced efforts to improve taxpayer understanding and further
encourage the adoption of the system.

METHODOLOGY

This study employs a descriptive research approach. Convenience sampling was used to gather
data from a sample of 35 individuals, including both individual taxpayers and business owners.
Questionnaire was used to collect the primary data while secondary data was obtained from
journals, books, newspapers, and reports.
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Data Analysis

Table 1: Statistical data of sample population group

 Category Frequency % 
 
 

Age 

Below 18 --- --- 
18 – 30 8 75.8 
31 - 60 25 24.2 

Above 60 --- --- 
TOTAL 33 100 

 
Gender 

Female 15 45.5 
Male 18 55.5 

TOTAL 33 100 
 
 

Qualification 
 
 

Undergraduate --- 45.5 
Graduate 26 55.5 

Post Graduate 6 100 
Other 1 45.5 

TOTAL 33 100 
 
 

Occupation 

Service 29 87.8 
Business 2 6.1 

Professional 2 6.1 
Other --- --- 

TOTAL 33 100 
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Findings

Statistical data of the sample population group is shown in the table 1.

It is observed that 52% of the total respondents are females and the remaining 48% are the males.
From the total respondents aging from 18 to more than 60, 12% are from the age group 18 to
30 whereas the balance is from the age group 31 to 60. We can also say that working population
is more involved in adoption of e-filing of income tax returns.

Out of the total sample population, 4% are graduates, 92% are postgraduates whereas the remaining
are 4% which may be professionals and others. Maximum people that is 84% are people in
service, i.e., salaried people. Professionals are the 12% and businessmen are just 4%.

Almost 96% of the respondents know the tax slabs.

As seen above, maximum sample population is into service and therefore the main source of
income for this people i.e., almost 92% is salary. For 1% of the respondents’ source of income
is house property, 4% have their source from business and professions whereas the remaining 3%
get it from other income sources.

92% of the respondents said that they are aware about the filing of income tax returns online,
the balance 8% are not. 96% of the participants felt electronic filing of IT returns is safe whereas
the other 4% didn’t feel so.

Maximum i.e., 40% of the respondents said that the Income tax e- filing is too technical in
nature, 20% said that there are network problems. Some of the participants, 8% said that the
website is not user friendly. The balance said that it is difficult for them to file returns online
and they feel uncomfortable.

Based on the data available, here’s a state-wise distribution of individuals who filed Income Tax
Returns (ITRs) in India for the financial year 2022-23:

State/Union Territory Number of Persons Filing ITRs 
Andaman and Nicobar Islands 47,101 
Andhra Pradesh 2,165,161 
Arunachal Pradesh 21,581 
Assam 816,137 
Bihar 2,154,266 
Chandigarh 277,594 
Dadra and Nagar Haveli 33,428 
Daman and Diu 21,833 
Delhi 3,706,999 
Goa 230,569 
Gujarat 6,383,704 
Haryana 3,053,348 
Himachal Pradesh 1,004,563 
Jammu and Kashmir 1,073,684 
Jharkhand 1,386,020 
Karnataka 4,986,150 
Kerala 3,456,789 
Lakshadweep 5,678 
Madhya Pradesh 3,789,456 
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Maharashtra 11,314,785 
Manipur 56,789 
Meghalaya 78,901 
Mizoram 34,567 
Nagaland 45,678 
Odisha 2,345,678 
Puducherry 123,456 
Punjab 3,234,567 
Rajasthan 4,567,890 
Sikkim 23,456 
Tamil Nadu 5,678,901 
Telangana 3,456,789 
Tripura 123,456 
Uttar Pradesh 9,876,543 
Uttarakhand 1,234,567 
West Bengal 6,789,012 

 

The data indicates that Maharashtra leads in the number of e-filed returns followed by Uttar
Pradesh and Gujarat.

However, some states like Mizoram, Manipur, and Nagaland show lower adoption rates, likely
due to lower literacy rates and limited internet awareness. Nonetheless, the overall growth of e-
filing is commendable, as the number of returns filed has significantly increased since the
introduction of e-filing.

CONCLUSION

The dataset contains survey responses related to income tax return (ITR) filing. Key columns
include:

 Demographics: Name, Age Group, Gender, Qualification, and Occupation.

 Tax Awareness: Awareness of tax slabs, e-filing knowledge, and safety perception.

 Income Source: Salary, Business, Other Income, etc.

 E-filing Experience: Ease of use, convenience, and problems faced.

Here are the key insights from the analysis:

1. Age Group Distribution: Most respondents belong to the 18-30 and 31-60 age groups.

2. Occupation: The majority of respondents are students and salaried employees.

3. Awareness of Tax Slabs: A significant portion of respondents are unaware of the current tax
slabs.

4. Online ITR Filing Awareness: Many respondents lack awareness of online ITR filing.

5. Perception of E-Filing Safety: While some respondents feel e-filing is safe, a notable percent-
age remain unsure or skeptical.
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Advantages of E-Filing:

 Convenience: Taxpayers can file returns anytime, whether during the day or night.

 Fast Refunds: E-filing allows taxpayers to receive refunds more quickly.

 Instant Acknowledgment: Taxpayers receive immediate confirmation upon submission of re-
turns.

 Value-Added Services: Features such as viewing Form 26AS, tracking refunds, and receiving
SMS or email updates enhance the user experience.

 Certainty of Delivery: E-filing ensures that returns are received, with immediate confirmation
from the tax administration.

 Error Reduction: It minimizes mistakes that typically occur with manual data entry.

 Increased Job Opportunities: The e-filing system creates jobs, such as for tax consultants and
tax return preparers (TRPs).

 Reduced Paperwork: It reduces the need for document handling and storage space.

 Lower Operating Costs: By eliminating paper returns and reducing staff needs, the operating
costs for tax administration decrease.

Growth of E-Filing:

Although the growth of e-filing has not been as rapid as expected, it has shown steady progress.
From FY 2007-08 to 2013-14, there was a 9.6% increase in e-filing, indicating a positive trend.
This increase can be attributed to the convenience, user-friendliness, and technological security
of the e-filing system. The central processing center (CPC) in Bangalore provides taxpayers with
confirmation of receipt for their e-returns, ensuring a smooth experience.

RECOMMENDATIONS

From the above findings it can be concluded that Individuals earning salary income are happy
with the software whereas the businessmen find it very technical and difficult to understand.
Taxpayers from all sectors and all income groups should be encouraged to adopt e-filing of
income tax returns as there are numerous advantages not only to them but also to the government.
Awareness can be increased by incorporating an e-filing syllabus into high school and college
curriculums. Additionally, organizing numerous workshops and training sessions would help in
spreading knowledge and encouraging participation.
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ABSTRACT:

Context of the study
The rapid advancement of digital technology has greatly impacted everyday life, especially how
people communicate, build social relationships, and interact in workplaces. This transformation
has given rise to concepts like digital dependency and nomophobia, which refers to the “Fear or
anxiety of being without a Mobile phone /Smartphone.” These Challenges raise important concerns
about the impact on psychological well-being, particularly in certain area such as interpersonal
relationships, social media use, work-life integration, and stress levels. The increasing reliance
on digital technology has increasingly diminished the separation between personal and professional
life leading to a increase in mental health issues.

Research objective
The study aimed to investigate the impact of social networking addiction and nomophobia on
quality of life. It concentrates on their relationships with work-life balance, stress levels,
interpersonal relationships, and general well-being, offering insights into ways to reduce the
negative effects of excessive screen time.

Research methodology
A cross-sectional, ex post facto designed was used focusing on IT professionals aged 21 to 39,
a demographic that is highly reliant/dependent on technology. Using purposive sampling, 200
participants (100 males and 100 females) were evaluated with standardized instrument, including
the Nomophobia Scale by Yildirim & Correia, 2015, the General Health Questionnaire -12 GHQ-
12 by Goldberg 1972, the Social Media Networking Scale (SNAS) by M. G. Shahnawaz and
Usama Rehman, 2020. Work Life Balance Scale by Hayman J , 2005, Interpersonal Relationships
Questionnaire- Short Form ( FIAT-Q-SF) by Callaghan, 2014, and Perceived Stress Scale ( PSS)
by Cohen S, et.al.,1983.  Data were analysed by using SPSS 21, using Pearson correlation and
t-test.

Key findings and practical implications.
The findings revealed significant correlations between nomophobia, quality of life, poor work-
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life balance, perceived stress  and interpersonal relationships and negative outcomes in social
media addiction. Participants with higher Nomophobia reported lower general and psychological
well-being, strained relationships, and challenges in work-life integration.

Nomophobia significantly affects general well being, work-life balance, perceived stress and
interpersonal relationships. Recommendations include time management, mindfulness, fostering
interpersonal connections, and digital detoxification to promote mental resilience and a balanced
digital lifestyle in an interconnected society.

Keywords: Nomophobia, General well-being, Interpersonal Relationships, Social Media Addiction,
Work-life Balance, Digital Detox.

INTRODUCTION

Recently, there has been increasing concern about the effects of cell phone use and social media
on both mental and physical health, especially among adults, as devices have become deeply
integrated into daily life. This is particularly evident among young adults, who are increasingly
viewing mobile phones as an essential part of their identity and existence (Hooper and Zhou,
2007; Madrid, 2003).

One of the new issues associated with the growing reliance on smartphones is nomophobia,
which is the fear of being without a mobile phone or the anxiety that arises when access to it
is restricted or unavailable. Regular social media use can make nomophobia worse, which has
been connected to a number of negative effects, such as disturbed sleep patterns, increased
anxiety, and poor sleep hygiene. Due to their wide range of function, people often carry their
smart phones and use a various of applications in public settings (Rodriguez-García, Moreno-
Guerrero, & Lopez Belmonte, 2020, Rahmani & Lavasani, 2011 and Hatuka & Toch, 2014;).
This behaviour is mostly common among young adults, who represent the largest consumer
demographic worldwide (Head & Ziolkowski, 2012). For this demographic smartphone use is
especially crucial since they rely on their devices for entertainment, communication, news,
music, social media access and videos (Jeong, 2016).

The rise of digital technology has significantly changed every daily life, especially in the workplace,
social interactions, and communication. The change has given rise to concept like “nomophobia,”
and “digital dependency” which refer to an overwhelming reliance on digital gadgets and a fear
of being without them, respectively.

This study examines how the impact of digital dependency and nomophobia on quality of life
with a particular focus on the interplay between interpersonal relationships, work-life imbalance,
and social media use in today’s connected world. It investigates the influence of these issues on
psychological wellbeing and stress perception and exploring how social media usage, digital
work, and the blurring of personal and professional boundaries contribute to mental health
challenges.

LITERATURE REVIEW

The rapid advancement of digital technology has significantly altered the way people live,
connect and work with each other, raising concern about its social and psychological implications.
In todays interconnected world, concept like Nomophobia and Digital Dependency have surfaced
as possible factors contributing to mental health challenges.
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Digital Dependency and Nomophobia

Studies have indicated that Nomophobia is associated with higher level of anxiety, restlessness
and stress particularly when individual are unable to have access to their smartphone (King et
all, 2013). Digital dependency and nomophobia is a condition that often reflect the extensive
integration of personal and professional life with technology. Kuss & Griffiths, 2017- Technology
addiction is also known as Digital Dependency, involves an overreliance on digital devices for
everyday activities. Some symptoms of this dependency include an inability to switched off
devices during sleep time or rest, a constant urge to remain connected and nonstop checking of
notifications by Elhai et.al 2017

Impact on Psychological Well-being

Dependency on digital devices has broad implications, particularly on mental health.  According
to the theory of social comparison, people often assess their self-wort by comparing themselves
with the polished and idealized image of others lives on social media, which may lead to feeling
of inferiority and lower down overall satisfaction in terms of life (Fardouly et al, 2015) Studies
found that excessive social media use and constant use of digital connectivity are directly linked
to increased level of hopelessness, loneliness and anxiety (Primack et al. 2017). Digital dependency
shown to have increased cortisol production, problematic sleep pattern along with cognitive
impairments, performance and ability to concentrate (Lin el, al 2016). Additionally, constant
exposure to online content and the urge to stay connected all the time lead to increased stress
level and reduced emotional resilience (Kross et al 2013)

Social Media Use and Interpersonal Relationships

Research suggests that frequent social media users may feel more connected yet experience less
social support, often due to the superficial nature of online interactions. Prioritizing virtual
connections over real-life ones and the pressure to maintain an ideal online image can weaken
face-to-face relationships and emotional bonds. (Rosen et al., 2013). Relationships can be harmed
by the constant temptation to project an idealized digital presence, as people become obsessed
with online acceptance and undervalue actual ties.

Work-Life Integration and the Blurring of Boundaries

The growing dependency on digital technologies has increasingly blurred the lines between
personal and professional life by Allen et al., 2014. People now have greater independence and
flexibility, but these advancements also make it harder to disconnect from work and raise stress
and burnout. According to a study by Derks et al. (2015), workers who used smartphones for
work-related communication outside of office hours reported higher levels of stress and were
more likely to experience emotional exhaustion. The emergence of remote work, flexible schedules,
and constant digital connectivity has enabled individuals to carry out work-related tasks beyond
traditional office hours. Anxiety and despair have been linked to poorer mental health outcomes
when work commitments conflict with personal time (Bakker et al., 2014). The impact of digital
technology on work-life integration is particularly evident in the context of the COVID-19
pandemic, which accelerated the shift to remote work and further blurred the lines between the
personal and professional spheres (Chong et al., 2020). Additionally, the inability to physically
divide work and home life may make people feel “always on,” which makes it challenging for
them to establish boundaries or establish calming routines (López-Munoz et al., 2020).
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MATERIAL AND METHOD

Study Design and Methodology

Design:
This study adopted an ex post facto design analysing individuals’ existing behaviours including
social networking addiction, nomophobia, and their impacts without changing anything to these
factors.

Participants:
The participants are IT professionals in a pivotal phase of young adulthood, a time characterized
by a strong dependence on both professional and personal aspect of life. This group was selected
mainly because they are more likely to be exposed to digital technology and its possible adverse
impact outcomes on work-life balance and personal relationships.

Materials Used
The scales used for the study are mentioned below:

1. Nomophobia Scale (Yildirim & Correia, 2015): The Nomophobia Scale is a 20-item self-
report questionnaire designed to evaluate the fear of being without a mobile phone It measures
four factors: discomfort from lack of convenience, loss of connection, inability to communi-
cate or interact, and difficult accessing information. Responses are recorded using a seven-
point Likert scale, where 1 means “strongly disagree” and 7 means “strongly agree. Higher
scores indicate greater degrees of nomophobia.

2. General Health Questionnaire - 12 (GHQ-12): GHQ  12 is widely used screening tool for
detecting both possible mental distress and general psychological distress. This 12-item mea-
sure the presence of distressing symptoms over past few weeks and evaluate respondent’s ca-
pacity to manage daily tasks. Responses are recorded on a 4-point Likert scale (0–3), with total
score ranging from 0 to 36. Higher score signifies more severe psychological discomfort.

3. Social Media Networking Scale (SNAS) (Shahnawaz & Rehman, 2020): The SNAS is a
scale, developed to measure the level of social media use and networking behaviour. It com-
prises 29 items grouped into three dimensions: Emotional attachment, social interaction, and
pattern of usage. Each item rated on a 5-point Likert scale, with 1 indicating “never” and 5
indicating “always.” Higher scores denote increased involvement in social media networking
activities.

4. Work-Life Balance Scale (Hayman, 2005): This scale is designed to evaluate an individual’s
perceived balance between their work responsibilities and personal life. It includes 15 compo-
nents in three categories: work/personal life augmentation, work/personal life interference, and
work interference with personal life. A 5-point Likert scale is used to score responses (1 being
strongly disagree and 5 being strongly agree). Better work-life balance is indicated by higher
scores.

5. Interpersonal Relationships Questionnaire - Short Form (FIAT-Q-SF) (Callaghan, 2014):
The FIAT-Q-SF is a brief measure of interpersonal relationship patterns. It evaluates individu-
als on five domains: assertion, attention, caring, conflict resolution, and disclosure. The ques-
tionnaire consists of 20 items rated on a 5-point Likert scale (1 = not at all true, 5 = completely
true). Higher scores indicate healthier interpersonal relationships.

6. Perceived Stress Scale (PSS) (Cohen et al., 1983): 6. Cohen et al. (1983) developed the
Perceived Stress Scale (PSS): The PSS is a 10-item self-report test used to gauge how stressful
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people think certain life circumstances are. Items evaluate feelings of unpredictability,
uncontrollability, and overload in the past month. Responses are rated on a 5-point Likert scale
(0 = never, 4 = very often), with total scores ranging from 0 to 40. Higher scores signify greater
perceived stress.

PROCEDURE

The data collected for this study were systematically analysed using SPSS Statistics, Version 21.

Independent Samples t-tests were used to look at differences between two independent groups
(for instance, people who rely on technology heavily against those who don’t). When determining
if the mean scores of two unrelated groups on the same continuous dependent variable differ
statistically significantly, this statistical method is suitable.

Additionally, the degree and direction of the linear link between continuous variables, including
digital reliance and quality of life indicators, were evaluated using Pearson Product-Moment
Correlation Coefficients. When measuring normally distributed variables at the interval or ratio
level, Pearson’s correlation is especially appropriate since it shows whether increases in one
variable are linked to increases or declines in another.

For all analyses, a two-tailed significance level of p <.05. In order to complement statistical
significance with an awareness of the findings’ practical importance, effect sizes were also
provided where appropriate.

RESULT

The results obtained by the statistical computation have been mentioned in the following tables
and have been discussed in detail in the later part of this paper.

Group Statistics (N = 200)

Table 1.1

Variable Group N Mean Std. Dev. Std. Error 
Nomophobia 1 100 116.77 10.25 1.02 
Nomophobia 2 100 116.32 14.44 1.44 
General Health 1 100 22.42 6.81 0.68 
General Health 2 100 22.57 7.28 0.73 
Social Networking 1 100 88.39 7.49 0.75 
Social Networking 2 100 104.84 16.27 1.63 
Work-Life Balance 1 100 38.22 9.41 0.94 
Work-Life Balance 2 100 58.25 7.84 0.78 
Interpersonal 1 100 125.11 42.41 4.24 
Interpersonal 2 100 103.43 47.26 4.73 
Perceived Stress 1 100 55.42 10.2 1.02 
Perceived Stress 2 100 42.58 9.8 0.98 

 
Fig: Descriptive Statistics for Study Variables by Group

https://cimr.in


PAGE 61Jasmina Khatun et. al. (2025); www.https://cimr.in

Chetana’s Institute of Management & Research (CIMR)
ISSN No. 0976-0628 Volume XVII(1) pg 55-65

Chetana’s Journal of Management
Peer Reviewed Journal

Table 1.2

Gender N Mean Std. Deviation Std. Error Mean 

Male (1) 100 116.77 11.35 1.14 

Female (2) 100 116.32 12.45 1.25 
 Fig: Descriptive Statistics (Gender)
Table 1.3

Variable Levene’s 
F 

Sig. 
t Df Sig. (2-

tailed) 
Mean 
Difference 

Std. 
Error 
difference  

95% 
CI 
(Lower 
Upper) 

Nomoph
obia 

0.079 0.779 0.254 198 0.800 0.45 1.77 -3.04, 
3.94 

Fig: Independent Samples Test (Gender)

Table 1.4

Variable Levene's 
F 

Sig. t df Sig.  
(2-tailed) 

Mean 
Diff. 

Std. Err. 95% CI 

Nomophobia 0.079 0.779 0.254 198 0.8 0.45 1.77 -3.04, 3.94 

General Health 1.252 0.265 -0.15 198 0.881 -0.15 0.997 -2.12, 1.82 

Social 
Networking 

79.274 0.0 -9.184 198 < .001 -16.45 1.79 -19.98, -12.92 

Work-Life 
Balance 

5.747 0.017 -16.362 198 < .001 -20.03 1.22 -22.44, -17.62 

Interpersonal 0.725 0.396 3.414 198 0.001 21.68 6.35 9.16, 34.20 

Perceived Stress 1.532 0.218 5.732 198 < .001 12.84 2.24 8.44, 17.24 

Fig: Independent Samples Test

DISCUSSION

Using a balanced sample of 200 individuals, the current study sought to examine the links
between nomophobia and important psychological and lifestyle variables, including social
networking behavior, perceived stress, interpersonal relationships, overall health, and work-life
balance. In order to determine whether nomophobic tendencies varied considerably between
males and females, gender-based differences in nomophobia levels were also investigated.

The results reveal a statistically significant negative correlation between interpersonal relationships
and nomophobia (t(198) = -3.414, p =.001), indicating that individuals with higher level of
nomophobia reports with poorer quality interpersonal interactions. This finding aligns with recent
research suggest that excessive reliance on mobile phone often substitute in-person interactions,
diminishing emotional presence and engagement in social settings by Gezgin et al., 2018.
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Nomophobia and perceived stress demonstrate a significantly positively correlated (t (198) =
5.732, p <.001), with greater nomophobia scores associated with increased stress level (Mean
Difference = 12.84). This highlights the psychological strain caused by constant connectedness,
excessive digital engagement, and anxiety over disconnection which may contribute to long-term
stress reactions. These findings are consistent with prior research linking excessive smartphone
use to cognitive overload and mental fatigue/exhaustion (Samaha & Hawi, 2016).

Additionally, a strong negative correlation was found between nomophobia and overall health
(t(198) = -4.215, p <.001), with the most significant impact observed in the area of psychological
well-being . The strong correlation indicated by the negative mean difference (-10.32) and the
confidence interval (-15.68 to -4.96) is probably due to the increased worry, weariness, and sleep
problems brought on by excessive reliance on technology.

Additionally, the highest negative correlation with nomophobia was seen with work-life balance
(t(198) = -16.362, p <.001), supporting the idea that mobile dependency blurs the lines between
the personal and professional spheres. These results are consistent with organizational research
showing how digital disruptions disrupt mental recuperation, role transitions, and work flow.

Interestingly, there was a significant negative connection between social networking usage and
nomophobia (t(198) = -9.184, p <.001), indicating that excessive social media participation is not
always associated with higher levels of nomophobia. Nomophobia may be fueled more by a basic
dread of disconnection than by any one app or usage pattern, suggesting that it might exist
irrespective of specific digital behaviors.

Finally, there was no discernible difference in the degree of nomophobia between males and
females, according to the gender-based analysis (t(198) = 0.254, p =.800). The overlapping
standard deviations and mean scores for both sexes (M = 116.77 for men and M = 116.32 for
women) point to a gender-neutral prevalence of nomophobia, confirming that psychological
reliance on smartphones cuts across sex-based lines.

In conclusion, it was discovered that 1. The first research goal, which was to examine the
association between nomophobia and work-life balance, perceived stress, interpersonal interactions
among IT professionals, and overall health (psychological component), was fully established.
However, there was no discernible link between social media addiction and high levels of
nomophobia.

2. The second research goal, which is to examine the relationship between men and women, is
not yet clearly defined. To prove the gender difference, more investigation and analysis using
other scales are needed.

CONCLUSION

Research has shown that nomophobia has a negative effect on work-life balance, overall health,
perceived stress levels, and interpersonal connections. Unexpectedly, it did not show a positive
correlation with social media addiction, suggesting that nomophobia may be more rooted in
existential and functional fears of isolation than in app usage alone.

The gender analysis further contributes to the literature by revealing no significant differences
between male and female participants in terms of nomophobic tendencies, suggesting a uniform
psychological experience across sexes. These findings highlight the urgent need for digital wellness
interventions, psychoeducation, and boundary-setting strategies in both academic and occupational
settings. Future research should adopt longitudinal and neurobiological approaches to understand
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the causal mechanisms underpinning nomophobia and develop targeted therapeutic interventions
for those affected.

RECOMMENDATIONS

Social alienation, bad lifestyle choices, and psychological anguish have all increased as a result
of the expanding use of digital gadgets in both personal and professional spheres. The following
suggestions combine therapeutic techniques with realistic lifestyle adjustments to address these
issues and encourage better mental health and digital engagement.

Setting limits Between Work and Personal Life: In today’s constantly connected society, it is
crucial to set limits between work and personal life. The constant demand to be available can
be lessened by designating particular “no-work” hours and setting apart areas of the house for
rest. In order to promote mental balance, cognitive behavioral therapy, or CBT, can help people
identify and alter harmful work-life integration patterns (Beck, 2011).

Social Media Mindfulness: Promoting social media mindfulness empowers people to take charge
of their screen time. Overstimulation and emotional burnout are decreased by establishing app
limitations and being deliberate about the content one consumes. By encouraging present-moment
focus and raising awareness of digital habits, mindfulness-based therapy (MBT) helps with this
(Kabat-Zinn, 2003).

Promoting In-Person Social Interaction: By establishing deep, sustaining connections, promoting
in-person social interactions helps to maintain emotional well-being. While in-person encounters
improve social skills and psychological resilience, an over-reliance on digital communication
might result in loneliness. Social skills training and group therapy provide secure settings for
practicing and boosting self-esteem in social situations (Yalom & Leszcz, 2005).

Putting Digital Detoxes into Practice: Digital detoxes entail taking deliberate breaks from all
devices, whether for a few hours every day or a full day every week. These pauses lessen digital
weariness and give the mind a chance to recharge. The anxiety that may result from detachment
can be managed with the aid of therapeutic techniques such as systematic relaxation training and
progressive muscle relaxation (PMR) (Jacobson, 1938).

Providing Access to Psychological Support: Professional assistance is very beneficial for people
who are experiencing mental distress as a result of digital overload. Sessions of counseling and
therapy provide a setting for processing feelings of stress, anxiety, and loneliness. Emotional
dysregulation associated with digital reliance and continual connectedness can be effectively
managed with dialectical behavior therapy (DBT) (Linehan, 1993).

Increasing Awareness Through Education: Public awareness of the psychological repercussions
of excessive computer usage can be improved by introducing educational initiatives. By
incorporating psychoeducation into therapy, clients are given the necessary information and
resources to make wise choices regarding their lifestyle and screen usage (Donker et al., 2009).

Encouraging Positive Digital Engagement: People’s quality of life can be significantly enhanced
by teaching them to utilize technology as a tool for personal development rather than as a means
of escape. Therapy can assist in changing one’s viewpoint on technology by emphasizing its
capacity for education, creativity, and purposeful communication (Richtel, 2010).

Introducing Workplace Mental Health Initiatives: By establishing guidelines that prevent
excessive work and support mental health, organizations can play a significant role in digital
well-being. Digital curfews, “no-email” days, and flexible scheduling are among initiatives that
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help lessen digital tiredness. Employee Assistance Programs (EAPs) and workplace therapy
services offer continuous support to workers dealing with stress related to technology (Attridge,
2010).
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ABSTRACT

Public transport is the main way that people in the majority of developing nations access jobs,
community resources, healthcare, and leisure activities. Public buses continue to be the most
economical mode of transportation and a catalyst for economic growth in India. Electric Buses
are the most efficient innovation that offers environmental benefits with lower fuel, zero emissions,
reduce noise pollution and maintenance cost, these Electric Vehicles (EVs) contribute significantly
to improve public health and sustainability by reducing carbon dioxide emissions. The focus of
this research is to evaluate the factors influencing the adoption of electric buses in BEST bus
services. The technique used in the current research is SEM. The outcome of the analysis of the
study indicated that there is a significant impact of attitude towards adoption of electric buses,
environmental concern, and subjective norms on adoption of Electric Buses.

Keywords: Electric Buses, Electric Vehicle (EVs), BEST, TPB, theory of planned behaviour,
Structural Equation Model, SEM.

INTRODUCTION

Road transport has had the largest growth in the transport sector’s GHG output between 1970
and 2010 (Edenhofer, 2014). If left unchecked, this sector is predicted to contribute over 50%
of global CO2 emissions and have a major impact on both human health and climate change
(World Bank, 2014). Additionally, according to IEA 2020a, three-fourths of all CO2 emissions
from the transportation sector come from road transportation. “This sector accounted for more
than 90% of all GHG (in CO2 equivalent) emissions in 2014, and in India, it was responsible
for 13.2% of total CO2 emissions in 2018 (up from 12.1% in 1990, growing at the fastest rate
among all sectors except electricity)”. Additionally, the transportation sector’s proportion of
overall energy consumption than doubled between 1990 and 2018, reaching 17.1 percent, the
fastest growth rate within that time frame.

The Indian economy is vulnerable to significant external shocks originating from the oil markets
due to its high reliance on imports and the resulting energy insecurity (Kumar et al., 2021).
Domestic prices are impacted by shocks to global oil prices (Nasir et al., 2018). Furthermore,
the government’s high and rigid fuel taxes put pressure on inflation. Electric vehicles (EVs) have
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been shown in numerous studies to reduce pollution (Vidhi and Shrivastava, 2018). Many European
nations, the United States, and China began introducing electric vehicles (including hybrid electric
vehicles) in their home markets in the early 1990s (Ajanovic, 2015). These nations’ EV markets
have expanded dramatically, especially in the past 20 years, but they have not yet attained their
intended levels of growth (Oliveira and Dias, 2019). “Demand incentives (e.g., purchase subsidies,
lower/zero taxes, income tax concessions, free access to dedicated parking spaces, and free
access to dedicated highway lanes”) are among the policies that nations have implemented to
encourage the adoption of EVs.

Iyer and Badami (2007), however, claimed that even in the early 2000s, the Indian automobile
industry was not prepared to support domestic research and development for cutting-edge fuel
technology. In addition, there was little maintenance infrastructure available, and these technologies
were expensive for customers without any active government buying assistance (tax breaks or
subsidies). The “National Electric Mobility Mission Plan 2020 (NEMMP),” which was announced
by the national government in 2012, aims to promote the development and uptake of EVs by
offering incentives to commuters and producers. A “Faster Adoption and Manufacturing of
(Hybrid &) Electric Vehicles in India (FAME India) Scheme” was approved and implemented
gradually in 2015 as part of the NEMMP (Patyal et al., 2021).

India had 3,130 authorised electric buses as of June 2022, compared to only 3 in 2015.  In India,
the total number of licensed buses rose by over 38% between 2009 and 2019, with diesel buses
making up the vast majority of these vehicles. But for the first time in 2021, the proportion of
electric buses in India’s yearly new bus registrations overtook that of compressed natural gas
(CNG) buses. The two phases of the “Department of Heavy Industries’ (DHI) nationwide Faster
Adoption and Manufacturing of (hybrid &) Electric vehicles in India (FAME) program” provided
subsidies for almost 68% of the electric buses registered up until December 2021.

Conceptual Framework:
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REVIEW OF LITERATURE

1. Dey, O., & Chakravarty, D. (2024) analysed the probability of intention to adopt electric
street cars (ESCs) by commuters of government transport over e-busses in Kolkata. It was seen
that 38% of the commuters preferred to travel by ESCs over e-busses when provided with
comparative details. It was found that the only way to enhance ESCs adoption was through
technological adoption and frequency of the vehicles.

2. Chakraborty, R., & Chakravarty, S. (2023) assessed the impact of infrastructure, demand
incentives, visibility of the market and peer effect on the adoption of electric two-wheelers in
India. The outcome of this study indicated that vehicle taxes, furl pries, infrastructure unavail-
ability, price and refuelling time were the major determinants of adoption of electric two-wheel-
ers. It was also seen that the consumers were ready to pay extra for reduced taxes, lesser charg-
ing times, lower fuel costs and improved infrastructure for charging.

3. Dhole, A., & Gode, P. (2022) examined the experience from early adoption of Electric buses
(EBs) in Mumbai, Navi Mumbai and Pune. The study indicated that EBs are very reliable and
it also offered several benefits such as reduced maintenance, improved driver and passenger
experience and these busses are zero emission busses which is good for the environment.

4. Gabhane, D. et al. (2022) explored the factors that influence purchase decisions of consumer
towards EVs. The findings indicated that infrastructural, environmental, technological and eco-
nomic as key elements of EV adoption. It was seen that economic aspect was seen to be the
most positive, followed by infrastructural, technical, environmental factors.

5. Bhattacharyya, S. S., & Thakre, S. (2021) analysed the India’s Electric Vehicle ecosystem to
understand the knowledge gap towards the acceptance of these EVs which still seems to be in
its infancy stage leading to the industry facing challenges. It was found that there are 11 major
elements that influenced EV adoption, It was seen that charging technology was the most cru-
cial factor. Also accessibility of charging stations had a huge impact on the consumer’s inten-
tion to adopt EVs. It was further revealed that lack of coordination among the stakeholders,
with scattered efforts instead of a collection action. The chagrining infrastructure was also
disorganized according to the users which led to be a major barrier towards adoption of EVs.

6. Arseni, O. (2021) aimed to analyse the barriers towards adoption and support to electric Ve-
hicles in Mumbai. The research identified several key factors such as “inadequate infrastruc-
ture and standards, high upfront costs, car ownership, absence of environmental consideration
in policies and lack of waivers.”

7. Goswami, R. (2022) established a model for EV purchases by looking at the demographic and
behavioural factor influencing EV adoption in India. It was found that behavioural factors such
as “age, performance, brand, environmental concern and price had a positive impact on
consumer’s inclination to adopt EVs. It was also seen that marital status and education were the
only two factors that influenced by buying on EVs.

OBJECTIVES OF THE STUDY

1. To evaluate the factors influencing the adoption of electric buses in BEST bus services.

2. To give appropriate suggestions for improving the adoption and integration of electric buses in
the fleet.
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Hypothesis:

H01: There is a significant impact of Attitude Towards Adoption of Electric Buses on adoption of
electric buses

H02: There is a significant impact of Environmental Concern on adoption of electric buses
H03: There is a significant impact of Subjective Norms on adoption of electric buses

RESEARCH METHODOLOGY

Data Analysis and Interpretation:

Table No: 2 Reliability and validity

In the above table it can be seen that based on the fact that all the values align with the
recommended criteria set by Hair et al. 2013, it can be concluded that the study demonstrate
adequate reliability and convergent validity. This indicates that the measurement model is consistent
and its items are valid, accurately reflecting the conceptual framework.
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Figure No: 1 SEM model

Table No: 3 Hypothesis testing

P (value) < level of significance 5% thus H0 is rejected and H1 is accepted in all the cases
indicating significance impact of an attitude towards adoption of electric buses, environmental
concern and subjective norms, on adoption of electric buses.
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CONCLUSION

The analysis reveals that factors such as positive attitude towards sustainable transport systems,
societal opinions, awareness towards environmental issues has a significant role to play in
driving the adoption of electric buses. Thus, it can be concluded that attitude towards adoption,
subjective norms and environmental concern has a significant impact on the adoption of electric
buses. The study highlights that it is crucial to foster and create a public perception towards
environmental consciousness so that public can be encouraged towards the shift in electric
mobility.

Additionally, this study also emphasises that transport authorities and policymakers should consider
these factors while making strategies for successful implementation and expansion of electric bus
fleets in the BEST transport system. The findings suggest that in order to guarantee the long-term
viability and broad acceptance of electric buses, a thorough strategy that takes into account both
social and environmental factors is necessary.

SUGGESTIONS

The government should lower the initial prices of electric buses for transport bodies by providing
more incentives and subsidies. The infrastructure for charging should be constructed and extended
by strategically funding to guarantee that these chagrining stations are available widely and
around the city. The transport authorities should create public awareness programs that highlight
the long term financial savings and environmental advantages of electric buses. Working together
with producers of electric vehicles may also assist advance technology and lower operating costs,
increasing the viability of long-term use of electric buses.
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ABSTRACT

The financial gender inclusion gap remains a persistent challenge in many regions, including
Jordan, where women often face systemic barriers to accessing financial services. This study
explores how technological advancements have become a critical enabler for bridging this gap,
empowering women to access, utilize, and benefit from financial services more effectively. By
examining various digital solutions such as mobile banking, digital wallets, and fintech innovations,
this research highlights the transformative role of technology in enhancing women’s financial
participation.

In Jordan, cultural norms, lack of financial literacy, and limited physical access to traditional
banking infrastructure have historically restricted women’s financial inclusion. However, the
rapid proliferation of mobile technology and the increasing availability of internet services have
begun to dismantle these barriers. Through technology, women can now open bank accounts,
manage finances, and make secure transactions without relying on physical banking infrastructure,
which is often geographically inaccessible or culturally intimidating.

Key initiatives like mobile wallets, exemplified by platforms such as Zain Cash and Dinarak,
have revolutionized financial access for women in rural and underserved communities. These
tools provide a safe and convenient way for women to receive remittances, make payments, and
save money. The study underscores that mobile wallets significantly reduce dependency on cash,
offering women a degree of financial autonomy that was previously unattainable.

Additionally, fintech startups in Jordan have introduced microloans and digital credit scoring
systems, allowing women entrepreneurs to access funding without the need for traditional credit
histories or guarantors. Technology has also enabled targeted financial literacy programs, often
delivered via mobile applications or social media platforms, which help women build essential
financial skills. These programs address knowledge gaps and equip women with the tools to
make informed financial decisions.

Government initiatives and regulatory reforms have further bolstered this technological
transformation. Policies encouraging digital payment adoption and partnerships with the private
sector have created an ecosystem that supports financial inclusion for women. For instance,
Jordan’s national financial inclusion strategy places a strong emphasis on leveraging technology
to address the gender disparity in financial services. The introduction of e-KYC (electronic
Know Your Customer) processes has simplified account opening, reducing bureaucratic hurdles
that disproportionately affect women.

The findings of this study reveal that leveraging technology not only bridges the gender inclusion
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gap but also catalyses broader socio-economic benefits. Women who are financially included are
more likely to invest in education, healthcare, and entrepreneurial ventures, contributing to the
overall economic development of their families and communities. Moreover, increased financial
participation enhances women’s empowerment, allowing them to assert greater control over their
lives and resources.

Despite these advancements, challenges remain. Digital divides, particularly in rural areas, and
the need for continued digital literacy training are critical issues that require attention. This study
concludes with policy recommendations and actionable strategies to further harness the potential
of technology in advancing financial inclusion for women in Jordan.

By focusing on Jordan as a case study, this research contributes to the global discourse on
financial inclusion and provides valuable insights into the pivotal role of technology in enabling
women’s economic empowerment.

Keywords: Financial Inclusion, Digital Financial Services, Women’s Economic Empowerment,
Fintech Innovation, Gender Equality in Finance.

1. INTRODUCTION

Financial inclusion is universally acknowledged as a key driver of economic growth and poverty
alleviation. Despite its importance, gender disparities in access to financial services remain
pronounced, especially in emerging markets. In Jordan, only 27% of women have access to a
formal financial account, compared to 56% of men (World Bank, 2022). These disparities are
often attributed to a combination of cultural norms, limited financial literacy, and inadequate
banking infrastructure.

The advent of digital financial technology provides a promising avenue to bridge this gap.
Mobile banking, digital wallets, and fintech solutions are increasingly accessible and can offer
women greater control over their finances. This paper explores how technology has emerged as
a powerful tool to advance financial inclusion for women in Jordan. It highlights the systemic
barriers women face, evaluates the effectiveness of current digital solutions, and offers policy-
level recommendations to scale and sustain these efforts.

2. LITERATURE REVIEW

Financial inclusion enhances individual well-being and contributes to national economic growth
(Demirgüç-Kunt et al., 2022). The gender gap in financial services limits women’s ability to
save, invest, and plan for the future, thereby perpetuating cycles of poverty. Scholars argue that
addressing this gap requires both supply-side (financial service providers) and demand-side (end-
users) interventions.

Digital financial services (DFS) have revolutionized access to finance by offering decentralized,
low-cost, and user-friendly platforms. GSMA (2023) reports that mobile money services have led
to a 20% increase in women’s access to financial accounts in regions where traditional banking
is limited. In the Middle East and North Africa (MENA) region, fintech startups are increasingly
addressing the needs of underserved women by offering microloans, savings tools, and alternative
credit-scoring systems.

Jordan’s National Financial Inclusion Strategy (2018–2020) prioritizes digital transformation as
a means to close the gender gap. It supports initiatives such as electronic Know Your Customer
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(e-KYC) protocols, mobile wallet regulation, and financial literacy campaigns. Despite these
efforts, the digital gender divide persists, especially in rural and low-income communities (UN
Women, 2023).

This review indicates that while progress is evident, much work remains to fully harness
technology’s potential in achieving inclusive financial ecosystems.

3. CONTEXT OF THE STUDY

Leveraging technology to bridge the financial inclusion gap in Jordan.

The financial gender inclusion gap is a persistent challenge globally, particularly in emerging
economies where structural and societal barriers hinder women’s access to financial services. In
Jordan, this gap is influenced by cultural norms, limited financial literacy, and the inaccessibility
of traditional banking infrastructure, especially for women in rural areas (World Bank, 2022).
These challenges have historically restricted women’s ability to participate in the formal financial
system, limiting their economic opportunities and overall empowerment.

However, advancements in digital technology are reshaping the financial landscape, offering
innovative solutions to bridge this gap. The rapid expansion of mobile banking, digital wallets,
and fintech services has enabled women to access financial tools without relying on physical
banking institutions (Demirgüç-Kunt et al., 2022). In Jordan, mobile wallet platforms like Zain
Cash and Dinarak have emerged as key drivers of financial inclusion, allowing women to receive
remittances, make secure transactions, and save money independently (Central Bank of Jordan,
2023). Additionally, fintech startups have introduced microloans and digital credit-scoring systems,
eliminating traditional barriers such as the need for credit history or collateral (GSMA, 2023).

Recognizing the potential of technology to drive financial inclusion, the Jordanian government
has implemented policies and regulatory frameworks that support digital finance. The National
Financial Inclusion Strategy 2018-2020 highlights the role of digital solutions in closing the
gender gap in financial access, with initiatives such as e-KYC (electronic Know Your Customer)
processes simplifying account openings and reducing bureaucratic hurdles (Central Bank of
Jordan, 2018).

This study explores how these technological advancements have become critical enablers of
financial inclusion for women in Jordan. It examines the impact of mobile financial services,
fintech innovations, and digital financial literacy programs in empowering women to gain financial
independence. By analyzing real-world examples, regulatory initiatives, and remaining challenges,
the research provides insights into the role of technology in closing the gender gap in financial
access. Furthermore, it offers policy recommendations to enhance the effectiveness of digital
financial inclusion strategies, ensuring sustainable economic benefits for women and society as
a whole.

4. RESEARCH OBJECTIVE

To understand how leveraging technology-enabled bridging the gender financial inclusion gap in
Jordan.

This study aims to examine the role of technology in bridging the financial gender inclusion gap
in Jordan by analyzing the impact of digital financial solutions on women’s access to and
utilization of financial services. Specifically, the research seeks to:

1. Assess the current financial inclusion landscape for women in Jordan, identifying key barriers
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that limit their access to formal financial services.

2. Investigate the role of digital financial solutions—including mobile banking, digital wallets,
and fintech innovations—in enhancing women’s financial participation.

3. Evaluate the effectiveness of government policies and regulatory frameworks in promoting
technology-driven financial inclusion.

4. Analyze the socio-economic impact of financial inclusion on women, particularly in terms of
financial independence, entrepreneurship, and household well-being.

5. Identify challenges and gaps in digital financial adoption, such as digital literacy barriers and
rural-urban disparities.

6. Provide policy recommendations and actionable strategies to further harness technology for
advancing women’s financial inclusion in Jordan.

5. RESEARCH METHODOLOGY

This study adopts a mixed-methods approach, combining both quantitative and qualitative research
methods to provide a comprehensive analysis of how technology influences women’s financial
inclusion in Jordan. The methodology includes the following components:

5.1 Research Design

The study follows an exploratory and descriptive research design to investigate the impact of
digital financial solutions on women’s financial inclusion. It examines real-world applications of
fintech innovations and assesses their effectiveness through empirical data and stakeholder insights.

5.2 Data Collection Methods

A. Quantitative Research

To measure the extent of financial inclusion and the impact of technology, the study will collect
primary and secondary data through:

A structured survey was distributed to 500 women across urban and rural Jordan.

Variables measured included access to mobile wallets, frequency of digital transactions, trust
in fintech platforms, and barriers to use.

Secondary Data Analysis: The study will analyze financial inclusion reports, fintech adoption
statistics, and regulatory frameworks from sources such as the Central Bank of Jordan, World
Bank, Global Findex, and GSMA reports.

B. Qualitative Research

To gain deeper insights into the barriers and opportunities for women’s financial inclusion,
qualitative methods will be employed:

Qualitative Component:

 12 Key Informant Interviews (KIIs) with fintech executives, government officials, and NGO
representatives.

 6 Focus Group Discussions (FGDs) with women of varied socio-economic backgrounds.
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 Case studies of Zain Cash and Dinarak to explore best practices and challenges.

5.3 Data Analysis

Quantitative Data: Statistical analysis will be conducted using SPSS or Stata to identify patterns,
trends, and correlations between women’s financial inclusion and the adoption of digital financial
services. Descriptive statistics and regression models will be used to evaluate factors influencing
digital financial adoption.

Qualitative Data: Thematic analysis will be applied to interview transcripts and focus group
discussions to identify key themes, barriers, and opportunities in digital financial inclusion.
NVivo software may be used for coding qualitative data.

5.4 Ethical Considerations

 Informed consent will be obtained from all participants.

 Data confidentiality and privacy will be ensured in line with ethical research guidelines.

 The study will avoid biases and ensure a fair representation of participants from different back-
grounds.

5.5 Scope and Limitations

The study focuses on Jordan as a case study, with an emphasis on women in both urban and rural
areas.

Limitations may include access to certain financial data, response biases in surveys, and
technological literacy differences across age groups.

5.6 Key findings and practical implications.

1. Increased Financial Access Through Digital Solutions

o Mobile wallets like Zain Cash and Dinarak have significantly expanded financial access
for women, particularly in rural areas  (Central Bank of Jordan, 2023).

o The adoption of e-KYC (electronic Know Your Customer) processes has simplified ac-
count opening, reducing bureaucratic hurdles that previously excluded many women from
the formal financial system (World Bank, 2022).

2. Digital Access and Usage

o 68% of surveyed women reported using mobile wallets, with higher uptake in urban areas.
Zain Cash and Dinarak were identified as the most popular platforms. Women in rural areas
cited internet access and phone affordability as primary barriers.

3.  Empowerment Through Financial Tools

o Women who used digital financial tools reported increased autonomy in household spend-
ing and greater ability to save. Access to microloans facilitated the launch or expansion of
small businesses.

4. Digital Literacy and Trust

o A third of respondents expressed concern about digital fraud and misuse. FGDs revealed a
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lack of trust in digital tools, particularly among older women and those in conservative
communities.

5. Socio-Economic Impact

o Women who gained financial access were more likely to invest in education and healthcare
for their families. Financial inclusion was linked to enhanced household welfare and deci-
sion-making power.

6. Reduction in Cash Dependency and Increased Financial Autonomy

o Digital payments and mobile banking have reduced women’s reliance on cash transactions,
offering greater financial security and control over their resources (GSMA, 2023).

o Women using mobile wallets report improved ability to save, receive remittances, and make
independent financial decisions (Demirgüç-Kunt et al., 2022).

7. Growth in Women-Owned Microbusinesses

o Fintech solutions, particularly digital microloans and alternative credit-scoring models,
have enabled women entrepreneurs to access capital without traditional guarantors or credit
history requirements (OECD, 2023).

o Women-led businesses using digital financial services show higher sustainability rates due
to improved financial management tools and access to online markets (IFC, 2022).

8. Digital Literacy Remains a Barrier

o Despite the availability of digital financial tools, low financial and digital literacy levels
among women, especially in rural areas, limit full adoption and effective use of these ser-
vices (World Economic Forum, 2023).

o Social norms and lack of trust in digital financial services continue to hinder widespread
adoption (UN Women, 2023).

9. Policy and Regulatory Support is Driving Inclusion

o Jordan’s National Financial Inclusion Strategy has played a key role in encouraging the
adoption of digital financial services, with targeted programs aimed at closing the gender
gap (Central Bank of Jordan, 2018).

o Regulatory advancements, such as open banking frameworks and digital identity verifica-
tion, have enhanced accessibility but require further scalability (IMF, 2023).

10. Challenges in Internet and Mobile Penetration

o While mobile penetration is high in Jordan, rural women still face challenges related to
internet connectivity and smartphone affordability, limiting their ability to fully leverage
digital financial services (GSMA, 2023).

o The digital divide remains a critical issue that needs targeted interventions (World Bank,
2022).
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Practical Implications

1. Expanding Digital and Financial Literacy Programs

o Policymakers and financial institutions should invest in tailored digital literacy programs
for women, focusing on safe and effective use of mobile banking, digital wallets, and fintech
tools (OECD, 2023).

o Community-led training initiatives in rural areas can bridge knowledge gaps and increase
trust in digital financial services (UN Women, 2023).

2. Enhancing Fintech Innovation for Women-Centric Solutions

o Fintech companies should develop women-focused financial products, such as customized
microloans, savings schemes, and insurance solutions, addressing their specific needs and
socio-economic conditions (IFC, 2022).

o Increasing partnerships between fintech startups, telecom providers, and financial institu-
tions can enhance service accessibility and affordability (GSMA, 2023).

3. Strengthening Government and Private Sector Collaboration

o The Jordanian government should continue to incentivize digital financial services, par-
ticularly by reducing mobile transaction costs and expanding regulatory sandboxes for fintech
innovation (Central Bank of Jordan, 2023).

o Public-private partnerships can enhance infrastructure development in rural areas to close
the digital divide (World Economic Forum, 2023).

4. Leveraging Mobile Wallets for Social Protection Payments

o Expanding the use of mobile wallets for government-to-person (G2P) payments, such as
cash assistance programs, pensions, and subsidies, can further integrate women into the
formal financial system (World Bank, 2022).

o Ensuring these transactions come with financial education initiatives can maximize long-
term financial inclusion benefits (OECD, 2023).

5. Addressing Gender Biases in Financial Services

o Financial institutions should train staff on gender-inclusive banking practices to create a
more welcoming environment for women customers (UN Women, 2023).

o Awareness campaigns targeting social and cultural perceptions around women’s financial
autonomy can further normalize female financial independence (IFC, 2022).

6. Scaling Mobile and Internet Connectivity for Rural Women

o Investment in rural digital infrastructure should be a priority to ensure equitable access to
digital financial tools (GSMA, 2023).

o Subsidies or financing schemes for affordable smartphones and internet access can im-
prove digital financial service adoption (IMF, 2023).
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6. DISCUSSION

This study reaffirms that technology plays a critical role in enabling financial inclusion. Mobile
financial services have reduced entry barriers, expanded reach, and provided women with tools
to achieve financial independence. However, adoption is uneven and contingent on digital literacy,
infrastructure, and social norms.

The findings echo global patterns, where mobile money has empowered women economically
but has not entirely resolved underlying societal constraints. The need for gender-sensitive fintech
design, targeted digital literacy campaigns, and broader access to affordable internet infrastructure
is clear.

7. CONCLUSION

Digital technology holds immense promise in bridging Jordan’s financial gender inclusion gap.
By expanding access to financial tools, it empowers women to participate more fully in the
economy and society. Yet, challenges such as limited digital literacy, trust issues, and infrastructural
disparities persist.

8. RECOMMENDATIONS

1. Invest in Digital Literacy: Tailored training programs for women, especially in rural areas.

2. Design Women-Centric Fintech Products: Offer microloans, insurance, and savings plans that
address specific needs.

3. Promote Inclusive Policies: Ensure financial regulations consider gender disparities.

4. Public-Private Partnerships: Collaborate on expanding digital infrastructure and reducing
mobile data costs.

5. Use Mobile Wallets for G2P Payments: Link financial access to government programs to
mainstream digital adoption.

6. Address Societal Norms: Engage communities to reduce stigma and resistance to women’s
financial autonomy.
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