
VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

 A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

Indexed & Listed at:  

Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A., Google Scholar, 

Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)], 

Index Copernicus Publishers Panel, Poland with IC Value of 5.09 & number of libraries all around the world. 

Circulated all over the world & Google has verified that scholars of more than 5000 Cities in 187 countries/territories are visiting our journal on regular basis. 

Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamunanagar, Haryana, INDIA 

http://ijrcm.org.in/ 

 

 



VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

ii 

CONTENTS 
Sr. 
No. 

 

TITLE & NAME OF THE AUTHOR (S) 
Page 
No. 

1. PREPARATION AND ANALYSIS OF VALUE ADDED STATEMENT OF VISAKHAPATNAM PORT TRUST 

ARUNA POLISETTY & SHEELA.P 

1 

2. A STUDY ON CONSUMER PREFERENCE TOWARDS SAKTHI MILK WITH SPECIAL REFERENCE TO 

COIMBATORE CITY 

M. DEVARAJAN & S. KIRTHIKA 

8 

3. EMPOWERING HEALTH SECTOR THROUGH DIGITAL INDIA INITIATIVES 

CHINNASAMY. V 

10 

4. COACHING: TRY FEEDFORWARD INSTEAD FEEDBACK FOR LEADERSHIP PERFORMANCE 

C. NIKHILA REDDY, JYOTI ADHIKARI & DR. RAVINDER KAUR 

14 

5. ROLE OF LOGISTICS IN BUILDING CUSTOMER SATISFACTION 

DR. S. SUDHA 

17 

6. INFORMATION TECHNOLOGY ENABLED SERVICES IN PROMOTING SERVICES MARKETING 

GUDDATI ARCHANA 

20 

7. INTEGRATED MARKETING COMMUNICATION IN HEALTHCARE & BRAND BUILDING 

K. SRIKANTH & DR. SAPNA SINGH 

22 

8. A REVIEW OF LITERATURE ON EMOTIONAL STABILITY AND WORK LIFE BALANCE OF EMPLOYEES OF 

TEXTILE INDUSTRY IN MADHYA PRADESH 

NEHA SOMANI & DR. SANDEEP MALU 

26 

9. A STUDY ON CUSTOMER SATISFACTION ON INTERNET BANKING SERVICES: AN EVALUATION 

DR. J. RAMOLA PREMALATHA & V. BHARATHKUMAR 

29 

10. THE ROLE OF FOREIGN DIRECT INVESTMENT IN THE IRAQI ECONOMY 

HIKMAT SALMAN KHUDHAIR 

33 

11. FOOD SECURITY IN IGAD COUNTRIES: UNFINISHED AGENDA OR UNATTAINABLE GOAL? 

MELAKE TEWOLDE 

39 

12. CASH CONVERSION CYCLE AND FIRM PROFITABILITY IN CEMENT MANUFACTURING SECTOR IN 

TELANGANA STATE-INDIA 

P LAKSHMI NARASA REDDY 

47 

13. THEORIES AND PRACTICES OF CORPORATE GOVERNANCE 

SREEJA NAIR 

50 

14. PROBLEMS ASSOCIATED WITH STUDENTS’ PERSISTENCE IN BUSINESS APPRENTICESHIP TRAINING 

CENTRES (BATCs): IMPLICATIONS FOR VOCATIONAL TRADE DEVELOPMENT IN KADUNA STATE, 

NIGERIA 

IBRAHIM SHITTU KAILANI 

53 

15. THE CAUSES OF PRIMARY AGRICULTURAL CREDIT SOCIETIES’ OVERDUES IN ANDHRA PRADESH: A 

STUDY OF WEST GODAVARI DISTRICT 

DR. K. SUDHAKARA RAO 

63 

16. U-COMMERCE OPPORTUNITIES & CHALLENGES 

SREEJA.E.S 

68 

17. ORGANIZATION AND MANAGEMENT OF OLD AGE HOMES IN INDIA, WITH SPECIAL REFERENCE TO 

MYSURU CITY IN KARNATAKA 

DIVYA M & VIDYA D AVADHANI 

71 

18. A STUDY ON CONSUMER’S PERCEPTION ON MOBILE BANKING IN INDIA 

AMALKUMAR.P 

76 

19. A CASE STUDY REGARDING NOT USING CREDIT CARD BY PEOPLE OF TINSUKIA DISTRICT 

DR. NARENDRA KUMAR 

79 

20. IMPACT OF MGNREGA ON RURAL WOMEN: A STUDY OF MANDI DISTRICT OF HIMACHAL PRADESH 

KHEM RAJ 
85 

 REQUEST FOR FEEDBACK & DISCLAIMER 88 



VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iii 

CHIEF PATRON 
PROF. K. K. AGGARWAL 

Chairman, Malaviya National Institute of Technology, Jaipur 
(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India) 

Chancellor, K. R. Mangalam University, Gurgaon 

Chancellor, Lingaya’s University, Faridabad 

Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi 

Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar 

 

FOUNDER PATRON 
LATE SH. RAM BHAJAN AGGARWAL 

Former State Minister for Home & Tourism, Government of Haryana 

Former Vice-President, Dadri Education Society, Charkhi Dadri 

Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 
 

FORMER CO-ORDINATOR 
DR. S. GARG 

Faculty, Shree Ram Institute of Business & Management, Urjani 
 

ADVISORS 
PROF. M. S. SENAM RAJU 

Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi 

PROF. M. N. SHARMA 
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal 

PROF. S. L. MAHANDRU 
Principal (Retd.), Maharaja Agrasen College, Jagadhri 

 

EDITOR 
PROF. R. K. SHARMA 

Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi 
 

CO-EDITOR 
DR. BHAVET 

Faculty, Shree Ram Institute of Engineering & Technology, Urjani 
 

EDITORIAL ADVISORY BOARD 
DR. RAJESH MODI 

Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

PROF. SANJIV MITTAL 
University School of Management Studies, Guru Gobind Singh I. P. University, Delhi 

PROF. ANIL K. SAINI 
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 



VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iv 

 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P. J. L. N. Government College, Faridabad 

DR. SHIVAKUMAR DEENE 
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga 

 

ASSOCIATE EDITORS 
PROF. NAWAB ALI KHAN 

Department of Commerce, Aligarh Muslim University, Aligarh, U.P. 

PROF. ABHAY BANSAL 
Head, Department of I.T., Amity School of Engineering & Technology, Amity University, Noida 

PROF. A. SURYANARAYANA 
Department of Business Management, Osmania University, Hyderabad 

PROF. V. SELVAM 
SSL, VIT University, Vellore 

DR. PARDEEP AHLAWAT 
Associate Professor, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak 

DR. S. TABASSUM SULTANA 
Associate Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad 

SURJEET SINGH 
Asst. Professor, Department of Computer Science, G. M. N. (P.G.) College, Ambala Cantt. 

 

FORMER TECHNICAL ADVISOR 
AMITA 

Faculty, Government M. S., Mohali 
 

FINANCIAL ADVISORS 
DICKIN GOYAL 

Advocate & Tax Adviser, Panchkula 

NEENA 
Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

 

LEGAL ADVISORS 
JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

 

SUPERINTENDENT 
SURENDER KUMAR POONIA 

 

 

 



VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

v 

CALL FOR MANUSCRIPTS 
We invite unpublished novel, original, empirical and high quality research work pertaining to the recent developments & practices in the areas of Com-

puter Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking; Economics; 

Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic Science; Corporate Gov-

ernance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information Systems; Accounting Theory & Practice; 

Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History; 

Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International Economics 

& Trade; International Finance; Macro Economics; Micro Economics; Rural Economics; Co-operation; Demography: Development Planning; Development 

Studies; Applied Economics; Development Economics; Business Economics; Monetary Policy; Public Policy Economics; Real Estate; Regional Economics; 

Political Science; Continuing Education; Labour Welfare; Philosophy; Psychology; Sociology; Tax Accounting; Advertising & Promotion Management; 

Management Information Systems (MIS); Business Law; Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; 

Health Care Administration; Labour Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-Profit Or-

ganizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational Development; Pro-

duction/Operations; International Relations; Human Rights & Duties; Public Administration; Population Studies; Purchasing/Materials Management; Re-

tailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism & Hospitality; Transpor-

tation Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; Computer 

Graphics; Computer Organization & Architecture; Database Structures & Systems; Discrete Structures; Internet; Management Information Systems; Mod-

eling & Simulation; Neural Systems/Neural Networks; Numerical Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Pro-

gramming Languages; Robotics; Symbolic & Formal Logic; Web Design and emerging paradigms in allied subjects. 

Anybody can submit the soft copy of unpublished novel; original; empirical and high quality research work/manuscript anytime in M.S. Word format 

after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking the link online 

submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).  

GUIDELINES FOR SUBMISSION OF MANUSCRIPT 
 

1. COVERING LETTER FOR SUBMISSION: 

DATED: _____________ 

 

THE EDITOR 

IJRCM 

 

Subject: SUBMISSION OF MANUSCRIPT IN THE AREA OF                                                   . 

(e.g. Finance/Mkt./HRM/General Mgt./Engineering/Economics/Computer/IT/ Education/Psychology/Law/Math/other, please 

specify) 

 

DEAR SIR/MADAM 

Please find my submission of manuscript titled ‘___________________________________________’ for likely publication in one of 

your journals. 

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published anywhere in any language 

fully or partly, nor it is under review for publication elsewhere. 

I affirm that all the co-authors of this manuscript have seen the submitted version of the manuscript and have agreed to inclusion of 

their names as co-authors. 

Also, if my/our manuscript is accepted, I agree to comply with the formalities as given on the website of the journal. The Journal has 

discretion to publish our contribution in any of its journals. 

 

NAME OF CORRESPONDING AUTHOR     : 

Designation/Post*       : 

Institution/College/University with full address & Pin Code   : 

Residential address with Pin Code     : 

Mobile Number (s) with country ISD code    : 

Is WhatsApp or Viber active on your above noted Mobile Number (Yes/No) : 

Landline Number (s) with country ISD code    : 

E-mail Address       : 

Alternate E-mail Address      : 

Nationality        : 

* i.e. Alumnus (Male Alumni), Alumna (Female Alumni), Student, Research Scholar (M. Phil), Research Scholar (Ph. D.), JRF, Research Assistant, Assistant 

Lecturer, Lecturer, Senior Lecturer, Junior Assistant Professor, Assistant Professor, Senior Assistant Professor, Co-ordinator, Reader, Associate Profes-

sor, Professor, Head, Vice-Principal, Dy. Director, Principal, Director, Dean, President, Vice Chancellor, Industry Designation etc. The qualification of 

author is not acceptable for the purpose. 



VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

vi 

 

NOTES: 

a) The whole manuscript has to be in ONE MS WORD FILE only, which will start from the covering letter, inside the manuscript. pdf. 

version is liable to be rejected without any consideration. 

b) The sender is required to mention the following in the SUBJECT COLUMN of the mail:  

New Manuscript for Review in the area of (e.g. Finance/Marketing/HRM/General Mgt./Engineering/Economics/Computer/IT/ 

Education/Psychology/Law/Math/other, please specify) 

c) There is no need to give any text in the body of the mail, except the cases where the author wishes to give any specific message 

w.r.t. to the manuscript. 

d) The total size of the file containing the manuscript is expected to be below 1000 KB. 

e) Only the Abstract will not be considered for review and the author is required to submit the complete manuscript in the first 

instance. 

f) The journal gives acknowledgement w.r.t. the receipt of every email within twenty-four hours and in case of non-receipt of 

acknowledgment from the journal, w.r.t. the submission of the manuscript, within two days of its submission, the corresponding 

author is required to demand for the same by sending a separate mail to the journal. 

g) The author (s) name or details should not appear anywhere on the body of the manuscript, except on the covering letter and the 

cover page of the manuscript, in the manner as mentioned in the guidelines. 

 

2. MANUSCRIPT TITLE: The title of the paper should be typed in bold letters, centered and fully capitalised. 

3. AUTHOR NAME (S) & AFFILIATIONS: Author (s) name, designation, affiliation (s), address, mobile/landline number (s), and email/al-

ternate email address should be given underneath the title. 

4. ACKNOWLEDGMENTS: Acknowledgements can be given to reviewers, guides, funding institutions, etc., if any. 

5. ABSTRACT: Abstract should be in fully Italic printing, ranging between 150 to 300 words. The abstract must be informative and eluci-

dating the background, aims, methods, results & conclusion in a SINGLE PARA. Abbreviations must be mentioned in full. 

6. KEYWORDS: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic 

order separated by commas and full stop at the end. All words of the keywords, including the first one should be in small letters, except 

special words e.g. name of the Countries, abbreviations etc.  

7. JEL CODE: Provide the appropriate Journal of Economic Literature Classification System code (s). JEL codes are available at www.aea-

web.org/econlit/jelCodes.php. However, mentioning of JEL Code is not mandatory. 

8. MANUSCRIPT: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It should be free 

from any errors i.e. grammatical, spelling or punctuation. It must be thoroughly edited at your end. 

9. HEADINGS: All the headings must be bold-faced, aligned left and fully capitalised. Leave a blank line before each heading. 

10. SUB-HEADINGS: All the sub-headings must be bold-faced, aligned left and fully capitalised.  

11. MAIN TEXT:  

THE MAIN TEXT SHOULD FOLLOW THE FOLLOWING SEQUENCE: 

 INTRODUCTION 

 REVIEW OF LITERATURE 

 NEED/IMPORTANCE OF THE STUDY 

 STATEMENT OF THE PROBLEM 

 OBJECTIVES 

 HYPOTHESIS (ES) 

 RESEARCH METHODOLOGY 

 RESULTS & DISCUSSION 

 FINDINGS 

 RECOMMENDATIONS/SUGGESTIONS   

 CONCLUSIONS 

 LIMITATIONS 

 SCOPE FOR FURTHER RESEARCH 

 REFERENCES 

 APPENDIX/ANNEXURE 

The manuscript should preferably be in 2000 to 5000 WORDS, But the limits can vary depending on the nature of the manuscript. 



VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

vii 

 

12. FIGURES & TABLES: These should be simple, crystal CLEAR, centered, separately numbered & self-explained, and the titles must be 

above the table/figure. Sources of data should be mentioned below the table/figure. It should be ensured that the tables/figures are 

referred to from the main text.  

13. EQUATIONS/FORMULAE: These should be consecutively numbered in parenthesis, left aligned with equation/formulae number placed 

at the right. The equation editor provided with standard versions of Microsoft Word may be utilised. If any other equation editor is 

utilised, author must confirm that these equations may be viewed and edited in versions of Microsoft Office that does not have the 

editor. 

14. ACRONYMS: These should not be used in the abstract. The use of acronyms is elsewhere is acceptable. Acronyms should be defined 

on its first use in each section e.g. Reserve Bank of India (RBI). Acronyms should be redefined on first use in subsequent sections. 

15. REFERENCES: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised 

references in the preparation of manuscript and they may follow Harvard Style of Referencing. Also check to ensure that everything 

that you are including in the reference section is duly cited in the paper. The author (s) are supposed to follow the references as per 

the following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc., in chronologically ascending 

order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italic printing. Double quotation marks are used for titles of journal articles, book chapters, 

dissertations, reports, working papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parenthesis. 

• Headers, footers, endnotes and footnotes should not be used in the document. However, you can mention short notes to elucidate 

some specific point, which may be placed in number orders before the references. 

 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

BOOKS 

•          Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

•          Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.  

CONTRIBUTIONS TO BOOKS  

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited 

by David Crowther & Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

JOURNAL AND OTHER ARTICLES  

• Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Jour-

nal of Urban Economics, Vol. 21, No. 1, pp. 83-104. 

CONFERENCE PAPERS  

• Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Asso-

ciation, New Delhi, India, 19–23 

UNPUBLISHED DISSERTATIONS  

• Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra. 

ONLINE RESOURCES  

•         Always indicate the date that the source was accessed, as online resources are frequently updated or removed.  

WEBSITES 

•         Garg, Bhavet (2011): Towards a New Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp



VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

14 

COACHING: TRY FEEDFORWARD INSTEAD FEEDBACK FOR LEADERSHIP PERFORMANCE 
 

C. NIKHILA REDDY 

STUDENT 

SYMBIOSIS INTERNATIONAL UNIVERSITY 

PUNE 

 

JYOTI ADHIKARI 

STUDENT 

SYMBIOSIS INTERNATIONAL UNIVERSITY 

PUNE 

 

DR. RAVINDER KAUR 

PROFESSOR 

SYMBIOSIS INTERNATIONAL UNIVERSITY 

PUNE 

 

ABSTRACT 
We live in a VUCA world where the business is dynamic, fast changing and evolving at a very high pace like never before. Given the growing demands of the 

organisation, employees are left with an infinitesimal scope for errors. Organisations often adopt coaching as an approach to maximise productivity by unleashing 

the potential of an employee. The sheer purpose of coaching is to plan and develop new skill and hone the existing ones. This self- awareness can be provided with 

feedback as a tool. Though feedback aims to enable an employee to learn from past mistakes and consequently take corrective measures, nonetheless, various 

studies prove that often feedback is inimical to employee’s self-confidence and demotivating. Therefore, a considerable alternative to cover up for the lacunas of 

feedback as a tool would be the feedforward. With feedforward, organisations can foresee achieving their objectives with high levels of predictability and as a 

result minimise the likelihood of failure. The paper tries to address the perplexity over the two tools and explore if the feedforward has an edge over feedback or 

whether the two methodologies can go hand in hand to bring out the best results in coaching. Also, the paper suggests on how organisations craft out the best 

practices and policies of these approaches. The inferences have been drawn based on study of 30 review papers and 10 articles. The research considers only 

constructive feedback and focuses only on implementation of the feedforward and feedback approach from the coaching perspective.  

 

KEYWORDS 
feedback, feedforward, coaching 

 

INTRODUCTION 
oaching is a development intervention, intending to bring out the best of an individual’s potential (Jarvis, 2004) and organisations do understand the power 

of coaching as a tool to drive performance and growth. The expectations of the coach, coachee and the organisation (in case of a business relation) are set 

right from the beginning. But, how would you know that you are on the right path? How would you evaluate that your devised roadmap is on track (Porter, 

2006)? Feedback is the solution to this problem. According to Fielden, feedback aims at increasing one’s self-awareness. It is an essential skill to be a leader. It lets 

the employees know how they are doing and whether their performance is up to the mark, what are the leaders’ expectations and how could they improve 

themselves. This communication is done effectively through a feedback (Jarvis, 2010). 

Feedback mainly focusses on four dimensions (Frey and Fisher, 2010); feedback about the task (FT), about the processing of task (FP), about self-regulation (FR) 

and about the self as a person (FS). A few examples on the mentioned dimensions, would make the concept more clearer. Consider a situation in which the coachee 

is being coached on being a good interviewer (Grint, 2010). 

About the task: “Always recruit a person smarter than the manager”. This feedback has limited usefulness and might not be applicable to other tasks (Berglass, 

2002). 

About the processing of the task: “Make sure that the questions posed to the interviewee are not random but are based on the candidate’s previous answers. This 

will also be a good method to check the integrity quotient”. This kind of feedback is going to be more useful and comprehensive for the coachee to understand 

(Bass and Block, 1999). 

About self-regulation: “Try going through all the resumes before the interview”. This form is considered to be the best form of feedback as it suggests alternatives 

for the individual to improve at his competency (Eichinger, 2003). 

About person: “You are a good HR professional”. This is least useful feedback. Though positive, it doesn’t add on to the individual’s learnings. 

Thus, feedback is an encompassing tool to make one aware of their potentials and capabilities (Susie and Hall, 2008). However, in spite of the good motive of the 

exercise, and the fact that all of us do want to get better at both personal and professional front, it cannot be denied that on receiving feedback, one feels criticised 

and becomes defensive (Thorn, Mc Leod and Goldsmith, 2007). None of us ever liked being pin-pointed by our teachers at school. It might be too direct and not 

considered very enlightening and motivating. It focuses on the past mistakes and not at the infinite future opportunities (Thorn and McLeod, 2013). At the same 

time, it is too direct and static and not dynamic and expansive. 

In today’s VUCA world and a workforce dominated primarily by the millennials who are big time opportunists and striving hard to be the best, feedback might not 

be an apt and effective tool any longer. Thanks to Marshall Goldsmith, there is a better way now called the feedforward. Feedforward is simply giving an individual 

a suggestion on for what they can do in the future, instead of dwelling on the past. It helps to revamp the future.  

In the following section, an attempt would be made to compare the two concepts of coaching, feedback v/s feedforward. The paper would elaborately discuss the 

pros of feedforward over and feedback and how organisations could adopt the mechanism. 

 

OBJECTIVES 
1. To understand the conceptual difference between feedforward and feedback in coaching. 

2. To infer on the efficiency of feedforward approach to coaching over feedback. 

 

DISCUSSION 
Consider yourself to be a singer. You just gave a live performance and you know that it did not go that well. Your music coach tells you that it seemed as though 

you hadn’t rehearsed enough and that it wasn’t a good performance (Bowles, 2007). That would make one feel awful, right? That is the traditional feedback. It 

C



VOLUME NO. 6 (2016), ISSUE NO. 11 (NOVEMBER)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

15 

focuses on the past events that can’t be changed, it’s critical in nature and might make one feel defensive and filled with self -doubt. Now, contemplate if the 

coach asks you instead about what went wrong with the performance that day and what could be done to not repeat the same mistakes in the next performance. 

These questions make us feel respected, encouraged, relieved and hopeful. Such questions would lead to a shift into self-reflection and focus on solutions (Mc 

Dowell and Butterworth, 2014). Icing on the cake would be the coach sharing an idea that would help you to progress. This is the feedforward method. The two 

goals of feedforward method are “Learn as much as you can” and “help as much as you can” (Goldsmith, 2010). 

There are two aspects to providing feedforward (Linley and Harrington, 2012); 

1. Asking open ended empowering questions: Humans are generally more convinced with their own ideas and take more ownership and responsibility com-

pared to when told what to do. In this way, we can shift the focus on more realistic solutions.  

2. Asking permission: This is to share the coach’s own experiences and ideas with the coachee. This makes the coachee feel less threatened and more receptive 

(Hay, 2003). 

Goldsmith had coined the term with the idea to create and provide individuals, teams and organisations with suggestions for future and help them achieve a 

positive change in their behaviour. Fish and Fisher were of the opinion that feedforward is the process of making instructional decisions about what should happen 

next. It is commonly adopted method to coach athletes. Basketball players are asked to visualise the ball going into the hoop and aiming for a perfect shoot. Car 

racers are taught to look at the road and not at the wall. In the ancient times too, archers were asked to imagine their enemy in front of them and shoot the arrow 

(Caplan, 2003). According to Goldsmith, feedforward is the best tool to achieve success. The tool works well with successful people as they are open to ideas and 

resist negative ideas or judgement. Feedback would not work out in leadership coaching as leaders have a positive image of themselves. As per human psychology, 

people generally tend to accept feedback which is in alignment to their self- image and neglect the ones defying their self-image. There are some other benefits 

too over feedback, which are worth considering. 

1. The most important reason which is being persistently reinstated in the paper also for preferring feedforward over conventional feedback is that it aids 

people to focus on positive future rather than failed past. 

2. Mc Carthy and Milner said that like feedback, feedforward too is a tool of self-evaluation. However, instead of receiving inputs on what went wrong, the 

individual is aware of the skills he lacks and can proactively work upon them. 

3. Negative feedback most commonly is not taken in the right spirit. Even if the feedback is given in a constructive manner, it might be offensive to the receiver, 

since it points out mistakes and shortcomings. Such a scenario will not arise in case of feedforward as it focuses on solutions rather than pitfalls. 

4. Feedforward doesn’t require any personal experience or acquaintance with the person. It can come from any person who is familiar with the task; anybody 

who has good ideas (Tschofen, 2016). 

5. Theoretically, feedback should be on the performance and not the person. However, practically, it’s hard to give a dedicated professional feedback. It ought 

to be taken personally. There is no probability of critique in feedforward as the matter of discussion is something that is yet to happen. 

6. Feedback could reinforce the feeling of failure (Corso, 2016). 

7. The other school of thought could also be that the feedback may not be an honest one, but diplomatic, which might not hurt the sentiments of the receiver, 

but does not benefit either (Hattie and Timperley, 2007). 

8. Gams said that feedforward does not imply any judgement or superiority. It is based on the principle of being a “fellow traveller” than being an “expert”. 

9. Feedforward also gives a better understanding of what is expected. For instance, a professor setting his expectations clear helps in students getting better 

grades. Similarly, team leaders can set their goals and expectations more comprehensively (Goldsmith). 

10. In Sen’s opinion the tool does not classify people as good or bad. It does not rank people.  

In spite of the numerous benefits that feedforward approach has in coaching, the fact that cannot be ignored is that without acknowledging and learning from the 

mistakes of the past, a control plan for the future cannot be devised (Kirkpatrick, 2000). Also, feedforward prevents a person from entering into their uncomfort-

able zones and always remains in a protective shell. 

So, by and large if feedback promotes awareness, the feedforward boosts change in an individual. 

 

RECOMMENDATIONS 
Feedforward could prove to be a very effective tool for business coaches focussing primarily on behavioural change (Clutterbuck, 2016). The intentions of exercising 

the feedforward in organisations is that the workforce could develop skills that are needed to perform better and additionally also know the dynamics of demon-

strating their new skills and knowledge at workplace. 

Feedforward could be a good tool to set the goals for an employee and for skill gap analysis. It might well as be used to create goals and key result areas (KRAs). 

As feedforward fosters self-efficacy, the probability of goal attainment is higher. However, the system would be full proof only with the implementation of a 

concept by the name ’ring fencing’. (Danvforbes, 2016) Ring fencing the roles would mean giving the employees the ownership and at the same time allocating 

certain risk areas that should be handled by the next level reduces business risks.  

It might not be a bad idea to consider feedforward as a complementary approach to the appraisal system. Wherein the feedback is provided on an employee’s 

performance round the year, instead, now the employees could be made well aware of what would be expected out of them and the employees could accordingly 

drive their own success (Parlsoe, 1999). The feedforward coaching could serve the purpose of annual feedback and espouse an engaged human capital. 

Nevertheless, tweaking existent practices and labelling them as feedforward approach could only prove to be detrimental to the organisation. The organisations 

will have to realise that the new approach will have new demands from everybody in the hierarchy. Organisations must put in efforts to be more transparent, 

managers more vigilant and the employees more accountable for this outlook to be successful. Managers will have to be trained effectively to practice feedforward 

method. It will have to be deep- rooted in the organisation’s DNA. 

 

CONCLUSION 
The Great Napolean said “A leader is a dealer in hope”. Whether a parent or a teacher or a manager or an entrepreneur, we all are leaders and we strive to make 

ourselves and the people around us better (Elaine, 2016). Feedforward helps in providing insights by minimising the stress for the receiver and lets the coach 

partner in offering solutions. Feedforward is associated with “fun” and is very effective and efficient for daily interactions between managers and employees. It 

not just is visionary in its approach but also establishes a good quality communication across all the levels of the organisation, conveying the right message to the 

recipient. The purpose of the paper is not to abandon the idea of feedback but to incorporate and practice the feedforward method to develop employees. This 

would definitely call for a shift in mind-set for one cannot be the substitute for the other. The onus lies with the manager to weight the situation and accordingly 

imbibe the feedforward within the feedback to make the objective of coaching more meaningful for both the employee and the organisation.  
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