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Glossary of important Sanskrit words used 

 

 

Gunās: Gunas are the thought-textures of human beings. There are three gunas Viz., sattva, 

rajas, and tamas in varying proportions in each person. Guna is purely a technical name given by 

the scriptures for a certain phenomena; they are not attributes as we know, like big, small, green 

etc., which can qualify a substance. They are its very nature, svarupa. By these three gunas we 

are able to explain certain conditions we experience 

Sraddha: Sraddha translated as faith, has a deeper import. It is the whole person. Sraddha is not 

your belief system, but your whole attitude towards life. Your attitude towards your body, 

towards wealth, towards people  

Dharma: Basic nature, Righteousness. Generally denotes righteousness as also actions 

prescribed by the scriptures for the people in various stages of life or following different 

vocations 

Upanisad: The word ‗Upanisad‘ is derived from the verbal root sad which has several meanings: 

loosening, movement and annihilation. Putting all these three senses together, the word 

‗Upanisad‘ refers to that divine knowledge or wisdom which loosens the bonds of samsara 

(transmigratory existence) of being, annihilates his ignorance of his real nature, and leads him to 

God, the Absolute. The book or the scriptural work that teaches this wisdom is also called 

‗Upanisad‘. The number of works that go by the name ‗Upanisad‘ and available in print today 

exceeds 200. 

Vasanas : A strong impression in the mind, carried over from previous lives. It is so strong, 

when it arises in the mind, a person is forced to act without thinking of the consequences 

 



 
 

Vedānta: Vedanta means culmination of knowledge (Veda = knowledge, anta = end). It reveals 

your real Self. Vedanta explains your true nature and your relationship with the world. Divinity 

is your real Self. You are essentially divine no matter what you appear to be – a sinner or a saint. 

Vedanta helps you to unfold your intrinsic Self. With this knowledge you live a life of perfect 

harmony, peace and bliss 

Vedas: The word ‗Veda’, derived from the root vid (‗to know‘), indicates a vast body of sacred 

and esoteric knowledge concerning the eternal spiritual values revealed to the great ones (men of 

wisdom, sages) in the depths of their meditation. The Hindu religious tradition has accorded the 

Vedas the highest place in its canonical literature. As such, they are revered as the basic 

scriptures of Hinduism. There are four Vedas 

Ātman: The supreme Self within. A human being is constituted of Spirit and matter. The Spirit is 

the supreme Self, called Ātman. Matter is the body mind- intellect equipment. These three parts 

of matter equipment are inert and insentient by themselves. But, on contacting Ātman they gain 

sentiency, like electricity in a bulb giving light. Ātman is the core of the human being. This core 

is the same in one and all. It exists eternally, and does not change or die even after death 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

Important scriptures referred 

 

Gita, Bhagavad Gita: It is the most beloved scripture of India, a scripture of scriptures. It is the 

Hindu‘s Holy book, the one book that all masters depend upon as a source of scriptural authority. 

Bhagavad Gita means ―Song of the Lord‖. 

Patanjali Yōga Sutras(PYS) : It is written by sage Patanjali taking materials about Yōga from 

older traditions. It contains 196 principles. 

Nārada Bhakti Sutras: Purportedly spoken by famous sage Nārada. The text details the process 

of devotion(Bhakti) 

Shivānanda Lahari: It is a devotional hymn composed by Adi Sankara. It consists of hundred 

stanzas. It literally means ‗Wave of Auspicious Bliss‘ 

 

 

 

 

 

 

 

 

 

 

 



 
 

ABSTRACT 

This study evaluates the effect of changes in Big Five personality dimensions and Guṇas among 

the participants during the study period. Literature survey indicates well established relationship 

between Big Five personality dimensions and performance of employee. Therefore, efforts are 

made in this study to evaluate the effects of Integrated Yōga Module(IYM) on performance of 

employees through the implication of changes in Big Five personality dimensions. 

Background 

Improving the performance of employee is always a major issue for employee, employer and 

society at large. The present knowledge based industrial era is over emphasizing on increasing 

the performance of employee, but many employees are finding it difficult to cope up with this 

pressure and it is causing many personal, organizational and socio economic problems. Ancient 

scriptures and some of the modern studies  indicates that practice of Yōga can bring positive 

changes in the personality dimensions. Swami Vivekananda stated that each soul is potentially 

divine and it can be brought through practice of  Yōga is the inspiration to make this study. Thus  

this study is designed as an experimental study of Yōga on personality and performance of 

employees.  Instead of bluntly pressurizing the employees to improve their performance, 

improving the performance oriented personality  dimensions can ensure a good match between 

personality dimensions and role of work. This improves the job satisfaction, goal orientation etc., 

of employees besides reducing stress.  

Integrated Yoga Module (IYM)  integrates RājaYōga, Bhakti Yōga, Jñāna Yōga and Karma 

Yōga. It includes set of Āsanas, Prānayāmas, Bhajans, lectures, meditation. 

 



 
 

 No previous study has been made to study effect of any Yōga practice on Big Five personality 

dimensions, though a few studies were made to study the effect of IYM on Guṇas.  

Aim and objectives of the study: 

Aim: Aim of the study is to evaluate the impact of  Integrated Yōga Module practices  on Big 

Five Personality dimensions and Guṇa Traya dimensions of employees. 

Objectives: The objectives of this study are as follows 

1. To evaluate the impact of Integrated Yōga Module practices on Big Five Personality 

dimensions of employees assessed through Big Five Inventory 

2. To evaluate the impact of Integrated Yōga Module practices on Guṇa Traya dimensions 

of employees assessed through Vedic Personality Inventory 

3. To study the relationship between Big Five Personality dimensions and Guṇa Traya 

dimensions 

Composition of study groups 

The study is conducted on two groups of participants viz., Yōga Group and Control 

Group. Yōga group consists of 51 participants and Control group consists of 51 

participants. 

Methods 

Inclusion and Exclusion Criteria: Employees-men and women , with normal health as 

declared by the participant,  between 21 to 60 years of age are included in the study . Those who 

have any previous experience of any Yōga program, presently following any other type of Yōga 



 
 

program, taking any medication for psycho somatic problems, self occupied people or retired 

people  are excluded from the study. 

Informed Consent 

Written informed consent was taken from all the subjects in the beginning of study. 

Approval by Ethics Committee 

 Permission of the Ethics Committee of SVYASA was  taken for the study. 

Data collection 

The study was conducted for a period of four months. The data from participants was collected 

through 1) Big Five Personality Inventory and 2) Vedic Personality Inventory. 

 The data was collected three times viz., Before the study, in the middle of the study and at the 

end of the study. 

Data extraction and analysis 

The scoring instructions prescribed for the questionnaires were followed. SPSS version 20 was 

used to extract the data. RMANOVA test was used to study the changes in Big Five personality 

dimensions and Guṇas. Karl Pearson correlation test was used to study the relationship between 

Big Five Personality Inventory and Vedic Personality Inventory. 

 

 

 



 
 

Results and discussion 

In Big Five personality dimensions, significant changes ( p<.01 to p<.05) are found in Openness 

to experience, Conscientiousness, Agreeableness and Neuroticism but not in Extraversion. 

Similar changes are found in Sattva  and Tamas among Guṇas, but not in Rājas. 

Significant correlation is found between Sattva Guṇa – with Openness to experience, 

Conscientiousness and Agreeableness, between Rājasika Guṇa and Extraversion , between 

Tamasika Guṇa and Neuroticism. 

Conclusion 

 The study concludes that practice of IYM by employees can improve their personality 

dimensions. Since personality dimensions are relevant to job performance, it implies that 

performance of the employees can be improved through practice of IYM. Based on survey of 

literature, principles for Yōga way of  work life are proposed, which can have positive 

implications for employee and organizational performance. 
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CHAPTER 1 

INTRODUCTION 

 

Some people do the best work when led. Not every one is born to lead. The best leader, however, 

is one who ‗ leads like baby‘. The baby, though apparently depending on everyone, is the king of 

household. At least, to my thinking , that is the secret. 

                                -  Swamy Vivekananda, Complete Works, 8:428 

The above metaphor of Vivekananda reminds the basic message of Gita, which recommends  

‗Action in inaction and inaction in action‘. There seems to be a valuable solution for the ever 

vexing problem of  best performance in work in the above metaphorical message. 

1.1 Need  for the study: 

Human society is always changing and it is very important  that every one should develop the 

abilities required for the changing society, be a part of the change and also lead the change 

progressively. As against the previous waves of agricultural and industrial revolutions, the 

present wave of knowledge revolution placed human resources and organization as the most 

important factors for the progress. Individuals identify themselves more with their work, work 

place and performance at work(Allvyn Toffler, 1991). In such a situation, it is most important to 

know what are the things expected from an employee to suit the present industry expectations. 

A search for ‗ skills for new age employee‘ in Google search resulted in 60,10,000 links. While 

going through the first ten links, it is found that, Times of India(2014)  reported that Critical 

thinking, Problem solving, Creativity, Innovation, Collaboration, Communication skills, Global 

mindset and Agility are important expectations in employee. According to Forbes(2014), the first 
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five expectations from employee are Ability to work in a team, Ability to make decisions and 

solve problems, Ability to plan, Organize and prioritize work, Ability to communicate verbally 

with people inside and outside an organization, Ability to obtain and process information. 

While the expectations of the industry are as above, the employee perceptions on these demands 

are reported by  Business Standard(2013) in a survey as follows: 

In India, 91% of the surveyed employees believe that employers make demand on their 

employees competencies than five years ago. Employers consider their employees‘ social skills 

(87%), digital skills(90%), education and refresher courses (88%) and experience(88%) to be 

more important now than five years ago. In India, 90% of employees expect their job 

requirements to be more demanding in the next five years which is above the world average of 

76%. 90% of the Indian respondents believe that their job requirements have changed 

significantly in the last five years and this is higher in comparison to world average which is 

72%. 

While the gap between the expectations from employee and actual performance can be noted  

from the above discussion, it is our common understanding that we judge some one‘s personality 

based on our long term observations, among other things, about his work style. In the same way  

the researcher intuitively observed a relationship between the personality and performance. To 

verify this general observation, the researcher surveyed literature on the issue of personality and 

performance and learnt that Big Five Personality model is the most well known model which has 

established the relationship between the personality  dimensions and performance in job. The 

following table briefly describes the Big Five Personality dimensions and it‘s importance in job 

performance. 
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Table 1 - Model of relationship between Big Five Personality dimensions and  

Organizational Behavioral dimensions 

Big Five Personality 

Trait 

Why is it relevant What does it affect 

Openness to Experience Increased learning 

More creative 

More flexible and autonomous  

Training performance 

Enhanced leadership 

More adaptable to change 

Conscientiousness Greater effort and persistence 

More drive and discipline 

Better organized and planning 

Higher performance 

Enhanced leadership 

Greater longevity 

Extraversion Better interpersonal skills 

Greater social dominance 

More emotionally expressive 

Higher performance 

Enhanced leadership 

Higher job and life satisfaction 

Agreeableness Better liked 

More compliant and vigilant 

Higher performance 

Lower levels of deviant 

behavior 

Emotional Stability Less negative thinking 

Fewer negative emotions 

Less hyper vigilant 

Higher job and life satisfaction 

Lower stress levels 

 

Source : Stephen P.Robbins, Timothy Judge, Niharika Vohra(2011)  
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1.2 Confluence of  western and Indian literature:  

It can be observed that Big Five Personality  dimensions cover most of what is expected from 

employee, as discussed earlier. So an extensive study of literature on relevance of Big Five 

Personality is made( discussed in  chapter 3). However, it is found that the model is only 

normative. It simply states what should be the personality dimensions which are relevant for 

specific job performance. It does not discuss how to improve these personality dimensions. Then 

the researcher studied the literature on personality theories in the west and found Trait theory, 

Theory of Situationalism, Theory of Interationalism, the details of which  are discussed in  

chapter 3. In brief they state that the personality is either not changeable or changes as per 

situation or environmental influences, which may be desirable or not. In other words, these 

theories do not give any idea on how to develop desired personality dimensions towards the 

progress of individual and / or institution ( employer/industry/society etc). 

However, ancient Indian literature (Vedic literature) is quite optimistic about development of 

personality which is reflected in Swamy Vivekananda‘s statement as follows. 

― Each soul is potentially divine. The goal is to manifest this divinity within by controlling 

nature, external and internal. Do this either by Work (Karma Yōga) or Worship(Bhakti Yōga) or 

Psychic control (Raja Yōga) or Philosophy(Jnana Yōga)- by one or more or all of these and be 

free……‖ 

Taking cue from the above statement of Swamy Vivekananda, study of ancient Indian literature 

is made with specific reference to personality development and managerial issues. Professor 

Chakraborty (1998) noted that Indian philosophy is robustly empirical, meant for here and now 

to the lives of individuals. Encouraged by this, further studies were made and found, among 
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others, Professor Subhash Sharma, Professor Mahadevan, Dr. Hasmukh Adhia have contributed 

valuable resources of knowledge which can be used for development of employee personality, 

performance and progress. 

Subhash Sharma (2011)predicted that ancient Indian knowledge is going to be applied for 

modern world problems, inter alia, to issues of organizational management. He observed how 

American management principles, which were projected as universal were overtaken by 

Japanese management principles which integrated culture with technology. He reiterated how 

Indian management principles are gaining momentum in the modern era. He states that: 

―..Evolution of management thought over last hundred years can be viewed in terms of a journey 

from Science in Management to Spirituality in Management. The journey began with Science in 

management initiated by Taylor. With the recognition of Human side of management in 1960, 

management thought evolved to it‘s next level viz., incorporating the Human aspects in it‘s fold. 

By 1990 concern for Good Governance became important and thus, Ethics and Values dimension 

entered the field of management thought. After 2000, new issues such as environmental 

concerns, organizational wellness, long term sustainability of institutions etc., became important 

paving the way for the idea of Spirituality in management. …. Further , success of Indian IT 

industry and global impact of the knowledge workers from India, led to an acceptance and 

respect the idea of ‗ Indian Management‘. This also coincided with the popularity of Yōga and 

meditation as stress management tools. In brief 

1900 Scientific era Science in management  

1960 Humanistic era Human dimensions MBO (Management by Objectives) 

1990 Ethics and values Ethical values MBHO (Management by Higher 

Objectives 
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2000 Spirituality Spirituality MTSS(Managing through spiritual 

synergy) 

 

It is further observed that emergence of Indian management coincided with the above historical 

perspective. Once the role of Yōga, meditation and spirituality was recognized in management, 

the idea of ‗ Indian management‘ acquired intellectual legitimacy. In particular, YMCC( Yōga, 

Meditation, Consciousness of Consciousness) provided foundations for MTSS (Managing 

Through Spiritual Synergy). 

According to him, idea of ‗Indian management‘ has following distinctive features. 

1. Roots in philosophy of life: It is rooted in a philosophy of life and not merely in a narrow 

philosophy of corporation to maximize shareholder value. This philosophy has been 

expressed in the form of Purusharthas( objectives of human life) 

2. Primacy of heart over head: In western management there is primacy of head over heart 

as reflected in primacy of reason over emotion with roots in western enlightenment 

tradition where as in Indian management there is primacy of heart over head with roots in 

Bhakti and eastern awakening tradition.  

3. Holistic Perspective of Development: The western models led to dangerous nuclear 

power and greedy super power, where as Indian model will ensure peaceful  ‗nirvana 

power‘ and sustainable ‗ superb power‘. Western model led to conflict between 

individual and institution( employee, industry, society etc) where as Indian model will 

lead to synergy between individual and institution. 
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These thoughts of Subhash Sharma, with his specific remarks on Yōga and meditation led 

the researcher to make an action research study to evaluate the efficacy of Yōga practice 

on employee performance. 

Mahadevan(2008,2011) in his series of writings in Vedanta Kesari and Sadguru Blessings 

explained how Bhagavad Gita, which is supposed to be the primary source of Yōga, 

contains the principles for progressive human resource management.  He explained how 

the perils of excessive focus on ‗ends‘ instead of ‗means‘ led to  managing ‗performance 

reports‘ rather than ‗real performance‘. He explained  the dangers of  ‗result oriented 

performance‘ rather than ‗ process oriented performance‘. He explained how present 

yardsticks of measuring performance or progress led to decay in quality of life, 

environment degradation and associated social and cultural shocks now and in future. He 

advocated the use of Yōga Buddhi to enhance job  performance in such a way to ensure 

holistic progress of individual and institution. He analyzed how different principles in 

Bhagavad Gita can be applied to modern managerial aspects like planning, execution, 

process oriented work, change management, methods to achieve innovation, team spirit, 

emotional stability etc., 

As explained before, Swamy Vivekananda‘s proposal of how divinity can be manifested 

by a combination of Karma Yōga, Bhakti Yōga, Raja Yōga and Jnana Yōga is made as a 

module and named as Integrated Yōga Module (IYM) by SVYASA, Bengaluru, India. 

Hasmukh Adhia(2010) conducted an action research study on the effect of practice of 

IYM on employees on certain factors which are responsible for organizational success. 

These factors include Job satisfaction, Job involvement, Organizational commitment, 
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Organizational citizenship behavior, Goal orientation and Emotional intelligence of 

employees. The results showed significant improvement in many of these factors. 

Importance of match between Personality and Job profile: 

Personality is defined as relatively enduring thoughts, beliefs and behaviors that 

distinguishes an individual from one another( Caspi  A,  Roberts B. W. , 2001). When a 

person‘s personality doesn‘t fit the job, everyone loses. Not only will they be unhappy 

with their unsuitability for the role, but the organization also suffers from increased 

absenteeism, low productivity and loss of investment in training.(Greg Webb,2012). By 

matching the right personality with the right job and work climate, better synergy can be 

achieved resulting in increased job satisfaction and reduced employee turnover(Anderson 

et al, 2008). However it is not easy for the organizations to get the employee with right 

personality for the  job role. In order to develop the match between the personality of 

employee and job role, organizations conduct personality development programs.  

1.3 Importance of Yōga in personality development 

However,  from an  analysis of western personality theories, it is hard to believe the 

effectiveness of such programs, since such programs work at and try to change, at most, 

only external behavioral aspects of employee rather than his enduring thoughts, beliefs 

and values which are embedded deep in the mind of employee. It is quite difficult to 

influence deeply embedded aspects of mind through personality development programs 

which appeal only to peripheral aspects of mind, for the obvious reasons. However the 

Yōga theory claims to bring internal changes in the mind of individual since Yōga is 

defined as ‗Yōgah Citta Vritti Nirodhah‘. The word ‗Citta‘ indicates deeper aspects of 
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mind and thus it is stated that  practice of Yōga works at a deeper level of mind and 

brings changes in enduring thoughts, beliefs and values of an individual i.e, personality. 

Thus if an employee whose personality does not suit specific job role, is forced to 

perform the job role, it can lead to job burnout, absenteeism, higher employee turnover, 

lower performance etc. Alternatively Personality development programs which are in 

vogue today may at most bring a superficial change rather than a real change in 

personality of employee and sustainable improvement in performance is doubtful. But 

practice of Yōga, as discussed, can bring real changes in an employee personality. Thus a 

change in personality can ensure sustainable progress in employee performance. 

Therefore, in this action research study, it is proposed to evaluate the changes in 

personality of employees who practice Integrated Yōga Module which can imply  a 

change in the employee performance too. 

Bhagavad Gita as discussed earlier offers valuable lessons of management too. It talks 

about ‗ Guṇa karma‘.  Well known meanings of Guṇa is ‗personality‘ and that of karma 

is ‗action/ performance/ work‘ .  Thus it asks every one to perform well by bringing a 

synergetic match between Guṇa and karma. This is well known as ‗Svadharma‘. Where 

as Big Five Personality model does not suggest any method to develop personality to 

increase performance, Bhagavad Gita not only suggest Guṇa Traya model to evaluate the 

personality but also suggest various methods like Karma Yōga, Bhakti Yōga, Raja Yōga 

and Jnana Yōga to develop one‘s personality. Considering the effectiveness of Guṇa 

Traya model as above, it is proposed to use Guṇa Traya model to evaluate the changes in 

personality besides Big Five Personality model. Towards this end, Vedic Personality 

Inventory (VPI) developed on the lines of Guṇa Traya model by David Wolf  and Big 
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Five Personality Inventory(BFI) developed by John P.Oliver are used in this study to 

evaluate the personality of participants in the study. 

Many modern management theories actually have their roots in Indian Philoosphy( 

Palsane, 1993). Similarly, while studying  the above two models i.e, Guṇa Traya  

measured through VPI and Big Five Personality  measured through  BFI, it revealed 

some similarities between these two. When asked by the researcher,  two experts in 

management psychology, Professor Subhash Sharma and Dr. David Wolf indicated a 

prima facie relationship between these two. To confirm this relationship, it is proposed to 

study the relationship between Big Five Personality inventory and Vedic Personality 

Inventory. 
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1.4 Proposed Scheme of Study 

Step 1: To study ancient and modern literature to understand different aspects of personality 

 

Step 2: To study literature to identify if there is relationship between personality and job 

performance 

      

Step 3: To make action research study of practice of IYM on employee personality 

           

Step 4: If practice of IYM has an effect on employees‘ personality, then 

              

Step 5: To establish the effect of practice of IYM on employee performance as an implication of 

steps 2,3,4 

             

Step 6: To study the relationship between Big Five Personality dimensions and Guṇas on the 

basis of responses given by participants to VPI and BFI 

           

Step 7:  To identify and propose principles of Yōga way of work life   
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 CHAPTER 2  

 LITERATURE SURVEY FROM YŌGA AND SPIRITUAL LORE 

 

Manifest Divinity by Work Karma Yōga 

Manifest Divinity by Worship Bhakti Yōga 

Manifest Divinity by Psychic Control  Raja Yōga 

Manifest Divinity by Philosophy Jñāna Yōga 
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2.1 Introduction: 

The Indian Scriptures, primarily meant for spiritual growth of a person, also present effective 

suggestions  on how to develop one‘s personality and perform one‘s duties effectively such that 

one can progress in life.   

The present research being the Study of  Effect of Integrated Yōga on Personality and 

Performance of Employees, the main focus will be to review the following concepts from 

ancient Indian scriptures. 

1. Integrated Yōga 

2. Vedic concept of Personality (Guṇa Traya) 

3. Yōga way ( Sattvik way)  of performing one‘s work  

2.2 Aim : 

To discuss the concepts of Integrated Yōga, Guṇa Traya and Yōga way of performing work from 

ancient scriptures 

2.3 Objectives: 

1. To understand the concepts of Integrated Yōga, Guṇa Traya and Yōga way of performing 

work 

2. To study on how the ancient knowledge can be used to modern work and personal lives 

2.4 Methodology: 

At first,  a survey of works done earlier on the concepts of Integrated Yōga, Guṇa Traya and 

Yōga way of work are done from earlier theses. It provided an idea of which ancient 
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literature shall be studied. Next step is to search for the above three key words in multimedia 

database, Śāstrāni,  which is a reference manual for scriptures published by Ramakrishna 

Mission Ashram. The various texts searched include : 103 Upaniṣads, Bhagavad Gīta, 

Aṣṭāvakra Gīta, Guru Gīta, Śrī Śaṅkarācārya‘s Śivānandalahari, Vivēkacūḍāmaṇi, Vēdānta 

granthā‘s Brahmasūtras, Vēdāntasāram, Haṭha Yōga Pradīpika , Patan̄jali Yōgasūtra , Yōga 

Vāśiṣṭa, Mahā Bhāratā, Vālmīki Rāmāyaṇa, Nārada Bhakti Sūtra.  

Bhagavad Gīta published by Gita press, Gorakhpur is referred for text,meanings and 

interpretation of Bhagavad Gīta.  In addition, publications of Swami Vivekananda Yōga 

Prakashana, Ramanashramam and Professor Mahadevan‘s articles in Vedanta Kesari, 

Sadguru Blessings were studied. Desikachar‘s  book ‗ The Heart of Yōga‘ is referred for 

comments on Patan̄jali Yōgasūtra. 

2.5 Inclusion and Exclusion criteria:  

As the search results were large, we focused on  words - Guṇa , Yōga, karma, karma Yōga, 

Jñāna Yōga, Bhakti Yōga, Raja Yōga, work life, Personality . The Modern literature 

published in modern journals or theses were excluded as they form part of review of modern 

literature discussed in next chapter. 
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2.6. KARMA YŌGA 

Karma Yōga is the path of manifesting Divinity through the path of Selfless Work.  

Figure 2.1- Karma Yōga tree 

    

 Bhagavad Gītā  is a dialogue which took  place between Arjuna  and  Lord Krishna, on 

the brink of a great war. Their conversation is prompted by Arjuna as he is engulfed by sorrow 

and misgivings regarding the oncoming battle in which he has friends and relatives on both sides. 

In reply, Krishna then elucidates the secrets of action called Karma Yōga by which Arjuna 

should indeed continue with the fight on righteous principles. 

Karma Yōga is described as a way of acting, thinking and willing by which one orients oneself 

towards self realization by acting in accordance with one's duty (dharma) without consideration 

of personal self-centered desires, likes or dislikes. One acts without being attached to the fruits of 

one's deeds. Krishna explains that work done without selfish expectations purifies one's mind 

and gradually makes an individual fit to see the value of reason. It is not necessary to remain in 

external solitude, or remain action less, in order to practice a spiritual life, since the state of 

action or inaction is primarily determined in the mind. 
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श्री बगलानलुाच: 

न कभमणाभनायम्बात ्नषै्कम्ममभ ्ऩरुूऴोश्नतुे। 

न च वंन्मवानादेल सवद्ध ंवभधधगच्छतत।। ( गीता् -३।४ ) 

Śrī Bhagavān uvāca:  

na karmaṇāmanārambhāt naiṣkamryam purūṣōśnutē.  

Na ca sann'yasānādeva sid'dhiṁ sāmadhigacchati (Gītā - 3.4) 

Meaning :Man  does  not gain  actionlessness  by abstaining from activity , nor does he rise to 

perfection by mere renunciation.           

Non feeling of doership 

कभमण्मेलाधधकायस्त ेभा परेऴ ुकदाचन  

भा कभमपरशेतुबभम : भा ते वङ्गेस््लकभमणण॥ (गीता् -२।४७ ) 

Karmaṇyēvādhikārastē mā phalēṣu kadācana  

Mā karmaphalahēturbhū: Mā tē saṅgēs̕tvakarmaṇi ( Gītā - 2.47) 

Meaning : Seek to perform your duty ; but lay not claim to its fruits. Be you not the producer of 

the fruits of Karma; neither shall you lean towards inaction. 

Comment:  This shloka is probably the most known and oft-quoted shloka in the Gītā. There are 

many chapters in the Gītā that go deeper into the layers and layers of meaning packed into this 

shloka. Shri Krishna says that we have authority only over the actions performed by us, but never 

on the result. In other words, we do not have complete control over the outcome of any activity. 

As we grow older and spend more time in this world, we know this fact instinctively. But 
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because we forget it, we tend to get disappointed when things don‘t go our way, or get elated 

when things do. 

The outcome of any action is like an equation where we provide some of the variables, but not 

all of them. In fact, we may not even know all the variables that end up determining the outcome. 

We should never be motivated by the outcome when we know we have executed our actions with 

perfection, and that we do not have complete control on the outcome. Motivation for the 

outcome creates bondage,  like a rope that ties us into the future. Instead, if we give up 

motivation for the outcome, there is no such binding created. 

Let‘s address a few doubts that most of us may have when we hear this teaching. The first doubt 

could be : ―If I am not motivated by the result, how will I know where I am heading? I want my 

project to be executed on time, I want my team to be inspired by a goal, I want progress in my 

career. How can I do all these things if I am not motivated by the result?‖ 

To answer this, lets closely look at what Shri Krishna has prescribed. There is nothing wrong 

with aiming for a specific goal, or even to be inspired by it. Setting a vision, defining a goal, 

making a plan – all these things are absolutely required for the perfect execution of any work. 

We can always be motivated by the goal, but not be motivated by the outcome. There is a subtle 

but important difference. 

Another doubt could be as follows: ―If I know that I am only partially responsible for the 

outcome then why should I do any action at all? I will just quit my job, sit at home and do 

nothing.‖ Shri Krishna cautions us not to do so in the last part of the shloka – do not get attached 

to inaction. If we know that we have performed our svadharma स्लधभम and our actions to the best  
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of our ability, we know that in the end we will achieve our goals, even if things may not turn out 

as anticipated sometimes. But we should never totally give up and do nothing. 

फदु्धमकु्तोजशातीश उबे वकृुतदषु्कृत े। 

तस्भाद्मोगाममजु्मस्ल मोग :कभम वकुौळरभ॥् ( गीता् - २।५०) 

Bud'dhiyuktōjahātīha ubhēsukr̥taduṣkr̥tē  

Tasmādyōgāyayujyasva yōgah karma sukauśalam (Gītā - 2.50) 

Meaning:  endowed with equanimity, one sheds in this life both good and evil. Therefore, strive 

for the practice of this Yōga of equanimity. Skill in action lies in( the practice of this) Yōga. 

Comment:  

 If we ask people what is a good way to conclude that the work was executed better, a vast 

majority will tend to link it to how efficiently we performed the work. In our normal 

understanding, efficiency is the ratio of input to output. The way to improve the efficiency is to 

bring down the time required for the execution of the task. What we understand by efficiency is 

executing a work in lesser time and with fewer resources. When a machine is used for executing 

the task this method works well 

 To have executional excellence , we need to have मोग फुद्ध  (Yōga bud'dhi) and be constantly be 

guided by this frame of mind while we engage in work. 

 Through this shloka Lord Krishna enlarges the notion of executional excellence by suggesting 

that qualitative enrichment must co-develop with quantitative enrichment. 
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 Unlike the current thinking, executional excellence is not merely about using resources and time 

better, it is also about the process of achieving this. It is all about productive efficiency in the 

world outside and spiritual efficiency within. 

 Achieving a greater sense of equanimity is an important fallout of developing Yōga bud‘dhi. 

When we achieve this, we are not easily distracted by the ups and downs of work and the results 

arising out of it. In such a condition, thoughts and psychic energies of an individual do not get 

wasted unnecessarily.  

 With improved focus and attention span, it is possible to get the same improvement in efficiency. 

However, this method of improving efficiency comes out of a much better frame of mind. 

Therefore, it does not introduce bad effects in the long run.  

 Employees will be less fearful, may not get stressed too much and will be able, balance their 

work and family life. This in turn will add to the virtual cycle and the situation is likely to get 

better in the future. 

 Executional excellence is at its best when individuals are able to discover their true self in the 

process of doing work. The joy of contributing to a lasting change in an organization which can 

transform things in his/her surroundings is a matter of spirituality.  

 It cannot be measured by comparing the input and the output of an individual alone. Nor its 

potential to convert executional excellence into a way of life should be simply ignored. A 

spiritually evolving person will bring greater energy at play while at work and demonstrate that 

work is joyful. His love for greater things in life, and the joy of making that happen will have a 

noticeable impact on the workplace. It will truly be contagious also as he can inspire people 

around him to bring out their best.  
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 It is this skill in action which characterizes karma. The kausalam is the skill which one reduces 

the intensity of attachment, strong likes and dislikes. It is this skill    likes and dislikes. It is this 

skill that transform ordinary karma to Yōga. ‗Kausalam‘ in action is to learn the skills to work 

with lesser attachment. Relaxed action, calm steady work is the   key.  

Action- Inaction: 

ककं कभम ककभकभेतत कलमोप्मत्र भोहशता् । 

त्त ेकभम प्रलक्ष्मासभ मज्सा्ला भोषवे ळबुात।्। (गीता् - ४। १६।) 

Kiṁ karma kimakarmētikavayōpyatramōhitaḥ 

 

Tattē karma pravakṣyāmi yajjñātvā mōkṣasē śubhāt (Gītā- 4.16) 

 

Meaning : Sages, too, are perplexed as to what is action, what is inaction, Therefore, I shall tell 

you what action is, by knowing which you shall be freed from evil. 

Comment: What is the secret ?As we progress in Karma Yōga, the motivation of work moves 

from duty sense one of using all work for attuning ourselves to inner awareness. Working in 

awareness becomes the blissful process of unattached action. In certain professions and works 

there is an inherent awareness knit into it. 

 

Some principles of Karma Yōga way of work life 

कभमणो ह्मद्ऩ फोध्दव्म ंफोध्दव्म ंच द्लकभमण् 

अकभमणश्च फोध्दव्म ंगशना कभमणो गतत्।।( गीता्।४। १७।)  
Karmaṇō hyapi bōdhdavyaṁ bōdhdavyaṁ ca vikarmaṇaḥ.  

Akarmaṇaśca bōdhdavyaṁ gahanā karmaṇō gatiḥ (Gītā- 4.17) 
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Meaning : It is necessary to discriminate forbidden action, and to discriminate inaction; 

inscrutable is the way of Karma. 

मोगस्थ् कुरु कभामणण वंगं ्मक््ला धनञ्जम 

सवधमसवधमो: वभोबभ् ला वभ्ल ंमोग उच्मते॥( गीता् -२।४८।) 

Yōgasthaḥ kuru karmāṇi samgaṁ tyaktvā dhanañjaya 

sid'dhayasid'dhayōh Samōbhūtvā samatvaṁ yōgaucyatē (Gītā - 2.48)  

Meaning : Arjuna, perform your duties established in Yōga,renouncing attachmentand even 

tempered in success and failure; evenness of temper is called Yōga. 

तस्भादवक्त् वततं काम ंवभाचय। 

अव्तो ह्माचयन ्कभम ऩयभाप्नोतत ऩरुुऴ्।। ( गीता् - ३। १९।) 

Tasmādasaktaḥ satataṁ kāryaṁ karma samācara.  

Asaktō hyācaran karma paramāpnōti puruṣaḥ  (Gītā -3.19) 

 

Meaning: Therefore, constantly perform your obligatory duty  without attachment. By performing 

unattached action, man verily obtains the supreme. 

कभमजं फदु्धमकु्ता हश परं ्मक््ला भनीऴण:  

जन्भफन्धद्लतनभुमक्ता् ऩदं गच्छन््मनाभमभ॥्  ( गीता् - । २। ५१) 

Karmajaṁ bud'dhiyuktā  hi  phalaṁ tyaktava manīṣaṇa:  

Janmabandhavinirmuktah Padaṁ gacchantyanāmayam (Gītā - 2.51) 
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Meaning: The wise, imbued with evenness of mind, renouncing the fruits of their actions, freed 

from the fetters of births , verily go to the stainless state.  

Comment:  

 Enjoying  work revolves around shielding us from the ill-effects of the outcomes of the work we 

engage in. 

 Distance ourselves from the outcomes when we engage in work so that the fear of outcomes is 

no longer an issue. 

 Keeping away from outcomes is not about avoiding work or shunning our responsibilities or 

stopping setting goals and targets for our daily activities. In fact, we must continue to do these 

useful things in our life. With such set goals and targets we must actively engage in activities and 

put our best foot forward. However as we physically and intellectually engage in work, we must 

constantly train our mind to emotionally disengage from developing expectations about the 

outcomes and analyzing the potential effects that it can create one way or the other engaging in 

work with such a level of equanimity 
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2.7  BHAKTI YŌGA 

Bhakti Yōga is the method of manifesting divinity throuth the path of Emotions Culture 

Figure 2.2 - Śaraṇagati –Bhakti Yōga 

 

     

 

When God is for us who can harm us? When God is not for us, who can save us ? 

 

Bhakti Yōga is a practice of devotion towards God, solely motivated by the sincere, loving desire 

to please God, rather than the hope of divine reward or the fear of divine punishment. It is a 

means towards the attainment of "oneness" with God. 
 

Bhakti signifies an attitude of devotion to a personal God which is similar to a number of 

interpersonal relationships between humans, such as between lovers or friends. The difference is 

that in Bhakti the relationship is between a soul(that of the devotee) and a "super soul" (God).  

While the exact form (deity) through which God is worshiped and the exact nature of the union 

varies between different schools, the essence of the practice displays remarkable homogeneity. 

 

चतुर्विधा बजन्ते भाां जना् सुकृततनोजािन। 
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आतो जजऻासुयथािथी ऻानीच बयतषिब।। (गीता् - ७।१६) 

Caturvidhā bhajantēmāṁ janāḥ sukr̥tinōrjāna. 

Ārtō jijñāsurartharthī jñānī ca  bharatarṣabha (Gītā - 7.16) 

Meaning : Four types of virtuous men worship Me, O Arjuna! The man in distress, the man 

seeking knowledge, the man seeking wealth and the man imbued with wisdom, O best of the 

Bharatas!  

Comment: 

Bhakti Yōga is the science of emotion‘s culture. What does Yōga have to say about controlling 

these emotions? When thought is repeated again and again several times, it becomes an emotion. 

A potent thought becomes powerful and intense. Therefore, the emotion is nothing but a power 

thought, an intensified thought. That is the relation between a thought and an emotion 

(Desire/Love) 

Love is of three varieties:  

Ordinary or Selfish साधायण (Sādhāraṇa): Selfish love is the lowest. It makes a man only care 

for his own happiness without having any regard for the zeal or woe of the beloved काभ Kama. 

Mutual सभांजस (Saman̄jasa) : The second kind of love is mutual love, in which the lover 

desires not only the happiness of his beloved but, has an eye to his own happiness also प्रेभ 

(Prēma). 
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Unselfish सभथि (Samartha): Unselfish love is of the highest kind. The lover here seeks only the 

welfare of the beloved, and does not care whether he suffers pains and hardships thereby बक्क्त 

(Bhakti) 

Kama                          Prema  Bhakti 

Kama to Prema: 

प्रेभ = काभ + ्माग  

Prema= Kama + Tyaga 

Kama is the gross form of love (illicit love). As  नायद बक्क्त वभत्र ( ना ब वभ)/(Nārada Bhakti 

Sūtra)  (NBS) puts it, 

नास्त्मेव तजस्तभन ्त्सुखसुखख्वभ।्। ना । ब। वभ - २४ 

Nāstyēva tasmin tatsukha sukhitvam (N B S -24) 

 

Meaning: There (i.e. in that illicit love) certainly there can never be happiness of the other 

 

Prema to Bhakti: 

दैवी सांऩद्र्वभोऺाम तनफन्धामसुयी भता। 

भा शुच् सम्ऩदां दैवीभ ्अभबजातोसी ऩाांडव।।(गीता् - १६।५) 

Daivī sampadvimōkṣāya nibandhāyasurī matā 

Mā śucaḥ sampadaṁ daivīm abhijātōsī pāṇḍava (Gītā - 16.5) 
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Meaning: Fix your mind on Me alone, let your thoughts dwell in Me. You will hereafter live in 

Me alone. Of this, there is no doubt 

नान्तोजस्ततभभददव्मानाांर्वबूतीनाांऩयांतऩ। 

एषतूदे्दशत् प्रोक्तो   र्वबूतेर्विस्ततयोभमा।। (गीता् - १०।४०) 

Nāntōsti mama divyānāṁ vibhūtīnāṁ parantapa.  

Ēṣa tūddēśataḥ Prōktō vibhūtērvistarō  mayā (Gītā - 10.40) 

Meaning: There is no end of My divine manifestations. O harasser of foes! This is only a brief 

exposition by Me of the extent of My glories. 

मद्मद्र्वबूततभत ्स््वां श्रीभदजूजितभेव वा। 

त्तदेवावगच्छ ्वां भभ तेजोंशसांबवभ ्।। (गीता् - १०।४१) 

Yadyadvibhūtimat satvaṁ śrīmadūrjitamēva vā.  

Tattadēvāvagaccha tvaṁ mama tējōmśasambhavam (Gītā 10.41) 

Meaning: Whatever being there is glorious, prosperous or powerful, know that to have sprung 

but from a spark of My splendor 

भय्मेवभनआध्स्तवभतमफुर्धांतनवेशम। 

तनवभसष्मभस भय्मेव अत ऊर्ध्व ंन सांशम्।। (गीता् - १२।८ ) 

Mayyēvamanaādhatsvamayibud'dhiṁnivēśaya.  

Nivasiṣyasi mayyēva ata ūrdhvaṁ na sanśayaḥ(Gītā 12.8) 
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Meaning: To them, ever devout, worshipping Me with love, I give the Yōga of discrimination 

by which they come to Me 

Bhakti = Prema + शयणा गतत  Śaraṇāgati (Surrender)  

 

When there is surrender, our Prema gets purified. In Bhakti, we surrender ourselves totally, not 

only at the body level, but mentally and intellectually. Surrender to a personal God – वगुण 

बक्क्त Saguṇa Bhakti or to Reality - pure consciousness itself - तनगुमण बक्क्त  (Nirguṇa Bhakti). 

All our limitations, shortcomings vanish. We get expanded to cosmic all pervasive eternal 

divinity. We tune ourselves to that Supreme  वत ्धचत ्आनंद (Sat Cit Ananda). Therefore, we 

move, losing our individually, and reach that state of mere Existence, Consciousness and Bliss. 

Operating on our emotions, purifying our emotions, raising ourselves from Kama to Prema, from 

Prema raising ourselves to Bhakti, culminating in realization वाषा्काय (Sākṣātkāra) , is total 

attunement to the God, the इष्टदेलत (Iṣṭadēvata), Divinity, to Reality itself. That is the path of 

Bhakti Yōga. 

 Pancha Mahabhavas(ऩांच भहा बाव) of Bhakti: 

1. Dasya Bhava ( दास्तम बाव)  :It is surrendering bhava of a servant to his maker, a sisya to his 

guru. i.e. total surrender to the master, all the time looking to the good of the master, never 

bothering about himself. E.g. Hanuman‘s Bhakti for Rama. 
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2. Madhura Bhava(भधुय बाव) :It is the love of a husband and wife or lovers. Eg: Radha‘s 

prema for Krishna 

3.Vatsalya Bhava (वा्सल्म बाव ): A mother‘s  love for her child. Also a child‘s love and its 

surrender to its mother. E.g. Yashodha‘s  Bhakti for Lord Krishna. 

4.  Sakhya Bhava (सख्म बाव) : It is the bhava of a friend. E.g. Sudama‘s real friendship for 

Krishna, got transformed into the higher form of Bhakti. 

5. Śānta bhāva (शाांत बाव) :It is a steady, serene, peaceful feeling without any perturbation 

such as Yudhisthira‘s great Santabhava. 

 

Nine Primary Forms of Bhakti (नव र्वध बजक्त भागि)  

श्रवणां कीथािनभ र्वष्णो्स्तभयणां ऩादसेवनभ ्अचिनभ वन्दनभ ्दास्तमभ ् सख्मभ ्आ्भतनवेदनभ ्

इततऩुांसार्ऩि तर्वष्णौ बजक्तश्चान्नवा रऺण्। श्रीभत ्बागवतभ ्।८।५।२३।। 

Śravaṇaṁ kīrthānam viṣṇōḥsmaraṇaṁ pādasēvanam arcanam vandanam dāsyam sakhyam  

ātmanivēdanam  iti punsārpita viṣṇauBhaktiścā navālakṣaṇaḥ. (Śrīmad bhāgavatam- 7. 5. 23) 

Śrīmadbhāgavatam  teaches nine primary forms of Bhakti  

(1) Śravaṇa ("listening" to the scriptural stories of God and his companions) 

(2) Kīrtana ("praising"; ecstatic  singing) 

 (3) Smaraṇa ("remembering" or fixing the mind on God)  
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(4) Pāda-Sevana (rendering service)  

(5) Arcana (worshiping an image) 

(6) Vandana (paying homage) 

(7) Dāsya (servitude) 

 (8) Sākhya (friendship)  

(9) Ātma-Nivedana (complete surrender of the self) 

 

Saguṇa Sakshatkara: 

 

अजुिनउवाच: 

एवभेतद्मथा्थ ्वभा्भानां ऩयभेश्वय। 

द्रष्टुभभच्छाभभ त ेरूऩभैश्वयां ऩुरुषो्तभ।। (गीता् - ११।३) 

 

Arjunauvāca: 

 

ēvamētadyathāt'tha tvamātmānaṁ paramēśvara.  

Draṣṭumicchāmi tē rūpaṁ  ishvaryam  puruṣōttama (Gītā 11.3) 

 

Meaning: As you have declared yourself to be, so it is, O Lord Supreme! (yet) I desire to see 

your Isvara-form, O Purusottama! 

 

श्रीबगवानुवाच 

न त ुभाां शक्मसे दृष्टां अनेनैव स्तवचऺुषा। 

ददव्मां ददाभभ ते चऺु् ऩश्मभे मोगभैश्वयभ।्।गीता् - ११।८।। 

 

Śrībhagavān uvāca  

na tu māṁ śakyasē dr̥ṣṭaṁanēnaiva svacakṣuṣā.  

Divyaṁ dadāmi tē cakṣuḥ paśyamē yōgamaiśvaram (Gītā - 11.8)  
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Meaning: But you cannot see Me with these eyes of yours; I give you divine sight; behold My 

Supreme Isvara form. 

सांजम उवाच: 

एवभुक््वा ततो याजन्भहमोगेश्चयो हरय्। 

दशिमाभास ऩाथािम ऩयभां रूऩभीश्वयभ।्।गीता् - ११।९।। 

San̄jaya uvāca:  

ēvamuktvā tatō rājanmahayōgēścarō hariḥ.  

Darśayāmāsa pārthāya paramaṁ rūpamīśvaram(Gītā 11.9)  

 

Meaning: Having thus spoken, O King, the great Lord of Yōga, Hari showed to Partha His 

supreme Isvara form 

अजुिन उवाच : 

ककयीदटनां गददनां चकिणां च तेजोयाभशम्सवितोदीजततभन्तभ।् 

ऩश्माभभ ्वाां दतुनियीक्ष्मां सभन्ता द्दी ततानराकि द्मुततभप्रभेमभ।्।गीता् - ११।१७।। 

Arjuna uvāca :  

kirīṭinaṁ gadinaṁ cakriṇaṁ ca tējōrāśim sarvatōdīptimantam.  

Paśyāmi tvāṁ durnirīkṣyaṁ samantāt dīptānalārkadyutimapramēyam (Gītā - 11.17) 

Meaning: I see you with diadem, club and discuss; a mass of radiance blazing everywhere, hard 

to look round dazzling like flaming fire and sun immeasurable 

 

श्रीबगवानुवाच: 

सुदशिनभभदां रूऩां द्रषु्टवानभस मन्भभ। 
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देवा अतमस्तम रूऩस्तम तन्मां दशिनकाङ्क्षऺण्।।गीता् - ११।५२।। 

Śrībhagavānuvāca  

sudurdarśamidam rūpam dr̥ṣṭa vānasi yanmama.  

Dēvā apyasya rūpasya nityaṁ darśanakāṅkṣiṇaḥ. (Gītā - 11.52) 

 

2Meaning: The  Lord said very hard it is, indeed, to see this form of Mine which you have seen. 

Even the Devas are very eager to see this form 

 

Comment: 

When you take to the worship of different gods, you start imaging, saturating, intensifying all the 

emotions in that path. Therefore, the mind becomes completely involved in that particular 

thought, or concept and when you get the Saksatkara in the form of a vision, it is your own 

imagination. This is SaGuṇa Saksatkara. 

 

The path of Bhakti has three streams, the Pasu (ऩळु), , Vira(लीय) and Divya (हदव्म ) -bhavas. 

They cater to the elevation of Tamasik, Rajasik and the Sattvik. They all lead to great silence and 

blissfull awareness. 

NirGuṇa Saksatkara: 

ब्रह्भबूत्प्रसत्रा्भा न शोचतत न काांषऺतत। 

सभ् सवेष ुबूतेषु भद्भजक्तां रबते ऩयाभ।्। (गीता्-१८।५४) 

Brahma bhūtaḥ prasatrātmā na śōcati na kāṅkṣiti.  

Samaḥ sarvēṣu bhūtēṣu madbhatkim labhatē parām (Gītā - 18.54) 

Meaning: Becoming Brahman, serene-minded, he neither grieves nor desires; the same to all 

beings, he obtains supreme devotion to Me 
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The real God is Nirguṇa because, according to Kēna Upaniṣat केन उऩतनऴत ्: 

श्रोत्रस्तम श्रोत्रां भनसो भनो मद्वाचो ह वाचां स उ प्राणस्तम प्राण् 

चऺुष् चऺु् अततभुच्म धीया् प्रे्मासभाल्रोकादभतृा बवजन्त।।(केन -२।३) 

Śrōtrasya śrōtrammanasō manō yadvacō ha vācaṁsa u prāṇasyaprāṇaḥ 

cakṣuṣaḥ cakṣuḥ atimucya dhīrāḥ prētyāsmāllōkādamr̥tā bhavanti (KN - 1.3) 

Meaning and comment : Brahman cannot be seen by your eyes. God cannot be visualized by 

your eyes. Because it is the God which makes your eyes see things. Similarly He is the ear of the 

ears, the mind of the mind. i.e. we cannot hear the voices of the God because even your ears, get 

their capacity and power to hear from that source, Brahman. Therefore, the real God, Brahman is 

NirGuṇa: no shape, no imaginations, no attributes. All other so-called gods are nothing but 

constructs of your mind, figments of the imagination of your mind.  

The Upanisat says ―there the Manas, Bud‘dhi, Bhavanas and even the prana subside. There is no 

movement whatsoever. And once that happens fully, there is no question of return. Once that 

process is complete, this body is also left. 

न ऩनुया लतमत ेन ऩनुया लतमत ेइतत  Na punarā vartatē na punarā vartatē iti (प्रश्नोऩतनऴत)् 

It says prana has subsided, has silenced itself. Manas, Bud‘dhi, citta, ahankara all get totally 

silenced. This deepest silence is the abode of all bliss, knowledge, creativity and freedom. Same 

thing you achieve in the path of Bhakti culminating in Nirvikalpa. 

Para Bhakti ( ऩया बजक्त) 

सविधभािन्ऩरय्मज्मभाभेकां  शयाणांव्रज। 
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अहां्वासविऩाऩेभ्म्भोऺतमष्मभभभाशुच्।। (गीता् - १८।६६) 

Sarvadharmān parityajya māmēkaṁ śaraṇamvraja  

Ahaṁtvā sarvapāpēbhyaḥ mōkṣayiṣyami māśucaḥ (Gītā - 18.66) 

Meaning: Renounce all dharma and take refuge in Me alone. I shall liberate you from all sins, 

grieve not. 

As the bhakta proceeds from Saguṇa to Nirguṇa Bhakti he finds God everywhere. The 

Nirvikalpa stage pervades all the transactions. This is called Para Bhakti. He knows, perceives 

and lives in that awareness of all pervasive existence of God. 

Īśāvāsyōpaniṣat (( ईशावास्तमोऩतनषत ्:1)  states that  

ईशावसमभभदम्सव।ं Īśāvasayamidam sarvaṁ. (Isa up: 1) 

―God pervades everything of the creation‖, as quoted by Īśāvāsyōpaniṣat, becomes a living 

reality‖. 

Adi Shankaracharya, in सळलानन्द रशरय (Śivānanda Lahari) explains different stages of 

attaining this Para Bhakti through metaphoric poetry 

अङ्कोरं तनजफीजवन्तततयमस्कान्तोऩरं वभधचका 

वाध्ली नजैद्लबु ंरता क्षषततरुशं सवधंु्  वरयद्लल्रबभ।् 

प्राप्नोतीश मथा तथा ऩळऩुते् ऩादायद्लन्दद्लमं 

चोतोलकृ््तरुऩे्म ततष्ठतत वदा वा बक्क्तरय्मचु्मते।। (सळलानन्द रशरय - ६१) 
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Aṅkōlaṁ nijabījasantatirayaskāntōpalaṁ sūcikā 

sādhvī naijavibhuṁ latā kṣitiruhaṁ sindhuḥ saridvallabham. 

Prāpnōtīha yathā tathā paśupatē ḥpādāravindadvayaṁ 

cōtōvr̥ttirupētya tiṣṭhati sadā sā Bhaktirityucyatē ( Shivananda Lahari - 61) 

Meaning and Comment: These five examples relate to five stages in Bhakti. In the first stage, 

the example point to the effort required on the part of the Bhakta . This is indicated by the fact 

that the seeds have to move towards the tree and not vice versa. Once a Bhakta makes genuine 

efforts, the Almighty showers its blessings on the Bhakta. Therefore for a step a Bhakta takes, 

God will come closer to the Bhakta. This is evident from the second example. Either the 

magnetic needle or the iron piece can move to provide the force of attraction. This signifies the 

threshold for melting of the Ego of the individual. The third stage of Bhakti is one of melting of 

the individuality and a desire to discover the oneness (Paraspara bhāva / ऩयस्ऩय बाल ). This is 

indicated with the example of a husband – wife relationship. A true husband – wife relationship 

is one of melting of the ego and the individuality and discovering the oneness of purpose with 

which they walk through the corridors of life. Only such a relationship can result in the Gruhasta 

and his wife leading a Dharmic life and fulfilling both materialistic demands of life and spiritual 

aspects. In the fourth stage of Bhakti, the relationship becomes much deeper and it takes the 

Bhakta to a stage of greater inseparable dependence on God (Sharanagati). This is depicted by 

the example of creeper and the tree. The existence of a creeper independent of a support is 

simply not possible. Once a Bhakta reaches this stage, he/she develops a state of restlessness to 

become one with the God. This is the final stage of Bhakti, which is indicated by the example of 
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the river and the ocean. It appears as though ever since its origin in a far off mountain range, the 

river runs ceaselessly until it merges into the ocean ऎक्मत ( Aikytha). It is no wonder that the 

ocean enters into the land nearly up to 10 kilometers to receive the river (known as back waters). 

Such is the power of Bhakti. Adi Shankara says that when a Bhakta reaches the final stages of 

Bhakti, his mind is fixed on the lotus feet of Lord Shiva on a 24X7 basis. 
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2.8 RĀJA YŌGA  

Raja Yōga is the method of manifesting divinity throuth the path of Mind Control.  

Figure 2.3 - Rāja yōga 

    

                                     

Patanjali Yōga Sutra / P Y S  / ( ऩतांजभर मोग सूत्र / ऩ य़ो सू) states that  

मोगस्तच््तर्व्रज्ततनयोध् (  ऩ य़ो सू-१.२) 

Yōgaçcittavåtti nirodhah ( P Y S- 12)  

Meaning: To block the turbulances of mind is Yōga 

But mind, by its very nature is turbulent. Bhagavad Gītā (Gītā / गीता्)  says that: 

अजुिनउवाच: 

 

चञ्चरांदहभन्िुष्ण प्रभथथ फरवद्द्रधुभ ्

तस्तमाहांतनग्रहांभन्मे वमोरयवसु दषु्कयभ ् । ( गीता् - ६ ।३४)  
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Cañcalaṁ hi manaḥ kruṣṇa pramathi balavaddrudham 

tasyāhaṁnigrahaṁman'yē vayōrivasu duṣkaram  (Gītā- 6. 34) 

Meaning:  ‗The mind verily is,O krishna, restless, turbulent, strong and obstinate. I deem it as 

hard to control as the wind.‘ 

Krishna answers Arjuna 

श्रीबगवानउवाच: 

असांशमां भहाफाहो भनोदतुनिग्रहांचरभ।् 

अभ्मासेन तु कौन्तेम वैयाग्मेण च ग्रह्मते।। ( गीता् - ३।६५) 

Asañcayam mahābāhō manodurnigrahamcalam 

abhyāsēnatu kŏmtēya vairagyēṇacagruhyatē  ( Gītā. 6. 35) 

Meaning: Doubtless, O mighty-armed, the mind is restless and hard to control; but by practice 

and non-attachment O son of Kunti! It can be controlled.  

Gītā prescribes that by practice and non-attachment, mind can be controlled. Raja Yōga explains 

the methods of practice under eight limbs which can be broadly classified as Bahiranga Yōga 

and Antaranga Yōga  

Bahiranga Yōga 

Direct Method to Mind Control 

Antaranga Yōga 

Indirect method to Mind Control 

1. Yama : A set of ‗Don‘ts‘ 6. Dharana : Focusing 

2. Niyama : A set of ‗Dos‘ 7. Dhyana : Defocusing (Meditation) 

3. Asana : Yōga Postures 8. Samadhi : Super Consciousness 

4. Pranayama: Mastery through breath 

5. Pratyahara: Mastery through senses 
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The following verses from the Patanjali Yōga Sutras explains the above eight  limbs 

Yama (Patanjali Yōga Sutras- (PYS)- 2.30)  : 

अदहांसास्मास्ततेमब्रह्भचमािऩरयग्रहा मभा् ।ऩ मो वभ ।२।३०। 

Ahimsā satyastēya brahmacarya parigrahā yamaḥ ( P Y S- 2. 30) 

 

Meaning and Comment : 

Yama comprises: 

Ahimsā (अदहांसा) : Consideration for all living things, especially those who are innocent, in 

difficulty, or worse off than we are 

Satya (स्म) : Right Communication through speech, writings, gesture and actions 

Asteya(अस्ततेम) : Non covetousness or the ability to resist a desire for that which does not belong 

to us 

Brahmacharya (ब्रह्भचमि): Moderation in all our actions 

Aparigraha (अऩरयग्रह) : Non greediness or the ability to accept only what is appropriate 

Patanjali is very clear that all these five aspects Ahiṁsā, Sathya, Asteya, Brahmacarya, and 

Aparigraha have to be brought in slowly, gradually and systematically to our lives. 

Niyama (PYS - 2.32): 

शौचसांतोषातऩ्स्तवार्ध्मामेश्वयप्रणीधानानी तनमभा्।ऩ मो वभ ।२।३२। 

Śaucasantōṣātapaḥsvādhyāyēśvara praṇīdhānānī niyamāḥ (P.Y.S - 2.32) 
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Meaning and Comment : 

Niyama comprises: 

1. शौच- Cleanliness 

2. सांतोष - Contentment 

3. तऩ - Removal of impurities in our physical and mental systems through the maintenance 

of such correct habits as sleep, exercise, nutrition ,work and relaxation 

4. स्तवार्ध्माम - Study and the necessity to review and evaluate our progress 

5.  ईश्वयप्रखणधान - Reverence to a higher intelligence or the acceptance of our limitations in 

relation to God, the all knowing 

Asanas (P Y S - 2.46) 

जस्तथयम्सुखभआ्सनभ।्ऩ मो वभ ।२।४६। 

Sthiram sukham āsanam (P Y S - 2.46) 

Meaning & Comment: 

Asana must have the dual qualities of Alertness and Relaxation. Asana practices involve body 

exercises. When they are properly practiced there must be alertness without tension and 

relaxation without dullness or heaviness. 

Pranayama (P Y S - 2.49) 

तजस्तभन्सततश्वासप्रश्वासमोगिततर्वच्चदे् प्राणामाभ्। ऩ मो वभ ।२।४९। 

Tasminsatiśvāsapraśvāsayōrgativiccēdaḥ prāṇāyāmaḥ (P Y S - 2.49) 

Meaning & Comment: 
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Pranayama is the conscious, deliberate regulation of the breath replacing unconscious patterns of 

breathing. It is possible only after a reasonable mastery of Asana practice. 

Through Asana practices we can also understand how the breath behaves. Breathing patterns are 

very individual. They can vary as a result of our state of mind or bodily changes as a result of 

both internal and external forces. This knowledge of breath, gained through Asana practice, is 

the foundation for beginning Pranayama practice. This practice is usually done in a comfortable, 

but erect, seated position. Break the movement of the breath by consciously breathing long, 

subtly and with counts and having attention at different places. 

 Pratyahara (PYS - 2.54): 

स्तवर्वषमासांप्रमोगे थच्तस्तम स्तवरूऩानुकाय इवेजन्द्रमाणाां प्र्माहाय् । ऩ मो वभ ।२।५४। 

Svavīṣayāsamprayōgē cittasya svarūpānukāra ivēndriyāṇāṁ pratyaharaḥ (PYS - 2. 54) 

Meaning& Comments: 

The restraint of senses occurs when the mind is able to remain in its chosen direction and the 

senses disregard the objects around them and faithfully follow the direction of the mind. At the 

stage of pratyahara, the consciousness of the individual is internalized in order that the 

sensations from the senses of taste, touch, sight, hearing and smell don't reach their respective 

centres in the brain and takes to next stages. 

Dharana (PYS - 3.1): 

देशफन्धजश्च्तस्तम धायणा।ऩ मो वभ ।३।१। 

Dēśabandhaścittasya dhāraṇā (P Y S - 3. 1) 

Meaning & Comments: 
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The mind has reached the ability to be directed (Dharana) when direction toward a chosen object 

is possible inspite of many other potential objects within the reach of the individual. The object 

is chosen by the individual regardless of the attraction of alternatives. The chosen object may be 

sensual or conceptual, simple or complex, tangible or beyond touch, in favourable conditions or 

against all odds. The ability to maintain direction in this way is not possible if our minds are 

immersed in distractions or strongly affected by obstacles such as misapprehension 

Dhyanam (PYS - 3.2) 

तत्र प्र्ममैकतानता र्ध्मानभ।्ऩ मो वभ ।३।२। 

Tatra pratyayaikatānatā dhyānam (P Y S - 3. 2) 

Meaning & Comment:  

Then the mental activities form an uninterrupted flow only in relation to this object. Once the 

direction is fixed, a link develops between the mind‘s activities and the chosen object. Then the 

mental activities form an uninterrupted flow only in relation to this object. Initially our 

understanding is influenced by misapprehension, our imaginations and our memories. But as the 

process of comprehension intensifies it freshens and deepens our understanding of the object. 

Samadhi (PYS - 3.3): 

तदेवाथिभात्रतनबािसां स्तवरूऩशून्मभभव सभाथध्।ऩ।मो। वभ ।३।३। 

Tadēvārthamātranirbhāsaṁ svarūpaśūn'yamiva samādhiḥ.( PYS - 3. 3) 

Meaning & Comment: 

Soon the individual is so much involved in the object that nothing except its comprehension is 

evident. It is as if the individual has lost his own identity. This is the complete integration with 

the object of understanding (Samadhi). When one reaches this state all that is evident is the 
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object itself. One is not even aware that he is distinct beings separate from the object. Our mental 

activities are integrated with the object and nothing else. 

सन्तोषादनु्तभ् सुखराब् ।ऩ।मो। वभ । -२।४२  

Santōṣādanuttamaḥ sukhalābhaḥ. (PYS - 2.42) 

Meaning& Comment: 

You get immaculate bliss by taking to Santosha. Penance is tapas, to stay on a single subject you 

have chosen. Whatever task you take up, put all your energies and do not stop till the task is 

finished. Svādhyāyaa is Self-analysis. Invariably we analyse others; we try to understand others, 

but not ourselves. 

The following verses from Gītā talk about Raja Yōga 

फन्धयुा्भा्भनस्तम मेना्भैवा्भना जजत्। 

अना्भनस्तत ुशत्रु् वे वतेता्भैव शत्रवुत।्। (गीता् - ६।६) 

Bandhurātmātmanasya yēnātmaivātmanā jitaḥ 

Anātmanastu śatrutvē vartētātmaiva śatruvat ( Gītā- 6.6) 

 Meaning: To him who has completed his (base) self by the (divine) Self, his own self is the 

friend; but to him who has not subdued the self, his own self acts as the foe 

शुचौ देश ेप्रततष्ठातम जस्तथयभासनभा्भन्। 

ना्मुजच्ितभ ्नाततनीचां चरैाजजनकुशो्तयभ।्।(गीता्- ६।११) 

Śucau dēśē pratiṣṭhāpya sthiramāsanamātmanaḥ  

Nātyucchritam nātinīcaṁ caiilājīnkuśōttaram ( Gītā - 7.11) 
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Meaning: Having firmly fixed in a certain place, his seat, neither too high nor too low, and 

having spread over it the kusa-grass, a deer skin and a cloth one over the other 

आऩने जुह्वतत प्राणां प्राणेऩानभ ्तथाऩये। 

प्राणाऩानगतत रुद्र्ध्वा प्राणामाभऩयामणा्।।(गीता्- ४।२९) 

Āpanē juhvati prāṇaṁ prāṇēpānam tathāparē  

Prāṇāpānagati rud'dhvā prāṇāyāmaparāyaṇāḥ (Gītā - 4.29) 

Meaning: ‗Yet others offer as sacrifice the outgoing breath in the incoming, and the incoming in 

the outgoing, restraining the flow of the outgoing and incoming breaths, solely absorbed in the 

regulation of the life-energy‘. 

मुक्ताहायर्वहायस्तम मुक्तचषे्टस्तम कभिसु  ।  

मुक्तस्तवतनवबोधस्तम मोगो बवतत दु्  खहा।।( गीता् -६।१७) 

Yuktāhāravihārasya yuktacēṣṭasya karmasu .  

Yuktasvapnavabhōdhasya yōgōbhavati duḥkhahā (Gītā - 6.17) 

Meaning: For him who is moderate in eating and recreation, temperate in his action,who is 

regulated in sleep and wakefulness, Yōga becomes the destroyer of pain 

तत्रकैाग्रां भन् कृ्वा मतथच्तेजन्द्रमकिम्। 

उऩर्वश्मासने  मुञ्ज्मात ्मोगभा्भर्वशुर्ध्दमे । । ( गीता् - ६।१२) 

Tatraikāgraṁ manaḥkr̥tvā yatacittēndriyakriyaḥ 

Upaviśyāsanē yuñjyāt yōgamātmaviśudhdayē (Gītā - 6.12) 
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Meaning: Sitting there on his seat, making the mind one-pointed and restraining the thinking 

faculty and the senses, he should practise Yōga for self-purification 

सभां कामभशयोग्रीवां धायमन्नचरां जस्तथय् । 

सम्प्रेक्ष्म नाभसकाग्रां स्तवां ददशश्चानवरोकमन ्।। ( गीता् - ६।१३) 

Samaṁ kāyaṣirōgrīvaṁ dhārayannacalaṁ sthiraḥ 

samprēkṣya nāsikāgraṁ svaṁ Diśaścānavalōkayan (Gītā- 6.13) 

Meaning :   Let him hold the body, head and neck erect and still, gazing at the tip of is nose, 

without looking around 

शनै्शनैरुऩयभेत ्फुद्र्ध्मा धइृगहृीतमा । 

आ्भसांस्तथां भन् कृ्वा न ककां थचदर्ऩ  थचन्तमेत ।। ( गीता् - ६।२५) 

Śanaiḥ śanairuparamētbud'dhyā dhr̥'igr̥hītayā, 

ātmasansthaṁ mana ḥkr̥tvā na Kin̄cidapi  cintayēt. (Gītā- 6.25) 

Meaning: With his intellect set of firmness let him attain quitetude little by little; with the mind 

fixed on the Self let him not think of anything. 

प्रशान्ता्भार्वगतबी्ब्रह्भचारयव्रतेजस्तथत । 

भन्सांमम्मभजच्च्तो मुक्तआसीतभ्ऩय् । । ( गीता् - ६।१४) 

Praśāntātmā vigatabhīḥ brahmacārivratē sthitaḥ 

manaḥ sanyamya maccittaō yukta āsīta matparaḥ (Gītā -6.14) 

Meaning: Serene and fearless, firm in the vow of a Brahmacari, subdued in the mind, he should 

sit in Yōga thinking of Me and intent on Me alone. 

Qualities and Outcome 
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आ्भौऩम्मेन सवित्र सभां ऩजश्य्त मोजुिन। 

सुखभ ्वामदद वा धु् खां स मोगी ऩयभो भत् ।।(गीता्-६।३२) 

Ātmaupamyēna sarvatra samaṁ paśytiyōrjuna 

sukham avāyadi vā dhuḥkhaṁ sa yōgī paramō mataḥ (Gītā 6.32) 

Meaning: That yogi, O Arjuna, is regarded as the supreme, who judges pleasure or pain 

everywhere, by the same standard as he applies to himself. 

Advanced Raja Yōga: 

सुखभ्मांततकां  म््द्फुर्धग्रह्मभतीांदद्रमभ ्। 

वेज्तमत्रनचवैामाां जस्तथतश्चरतत त््वत् ।। (गीता् - ६।२१) 

Sukhamatyantikamyattatbud'dhigrahyamatīndriyam 

vētti yatra na caivāyam stitascalati tattvataḥ (Gītā- 6.21) 

Meaning: When he feels that the supreme bliss which is perceived by the intelligence and which 

transcends the senses, and wherein established he never moves from the Reality. 

मुञ्जन्नवेां सदा्भानां मोगी र्वगतकल्भष् 

सुखेन ब्रह्भसांस्तऩशिभ्मन्तां सुखभश्नुते ।।(गीता् - ६।२८ ) 

Yuñjannēvam   sadātmānaṁ yōgī vigatakalmaṣaḥ 

sukhēna  brahmasansparśamatyantaṁ sukhamaśnutē ( Gītā - 6.28) 

Meaning: Constantly engaging the mind this way, the yogi who has put away sin, attains with 

ease the infinite bliss of contact with Brahman. 
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Comment: Patanjali has given the steps to move to higher levels called Samyama– 

Trayamēkatra sanyamaḥ (PYS- 3.4) त्रमभेकत्र वंमभ्. Here, Dharana, Dhyana and Samadhi 

have to be done together i.e. focus, defocus and jump. To prepare for this advanced Samadhi, 

one must be able to get to Samadhi any time by learning the trick of absorption. This requires 

surrendering our attachment even to Prana (प्राण). Patanjali says that one must focus, defocus and  

jump to the next level of Samadhi continuously. This is the Trifold process of Samyama which 

Patanjali speaks of. The type of Samadhis that he talks are: Savicāra (वद्लचाय), 

Nirvicāra(तनद्लमचाय), Savitarka (वद्लतकम ) , Nirvikalpa (तनद्लमकल्ऩ), Sānanda (वानंद), Sasmita 

(वक्स्भत) , Sabīja (वफीज) , Nirbīja(तनफीज), Dharma mēgha (धभम भेघ)  and 

Kaivalya(कैलल्म) 

      Through constant practicing, the yogi has cleanses his mind and attains bliss or Brahman. 

Higher Samadhis will call for still deeper and higher purification. That is, the movement from  

अन्न भम (Anna maya) to  प्राण भम (prāṇa maya )to  भनो भम (manō maya ) to  द्लसान भम 

(Vijñāna maya) and then to   आनंद भम (ānanda maya ) 

As one moves to the higher levels, bliss also gets intensified. 

At the time of death: 
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प्रमाणकार ॆभनसाचरेन बक््मामुक्तो मोगफरेनचवै। 

भ्रुवोभिर्ध्मे प्राणभावेशम सम्मक् स तां ऩयां ऩुरुषभुऩैतत ददव्मभ।्। (गीता् - ८।१०) 

Prayāṇakā le manasācalēnabhaktyāyuktōyōgabalēnacaiva 

bhūvōrmadhe prāṇamāvēśya samyaksataṁparaṁ puruṣa mupaiti divyam (Gītā - 8.10) 

Meaning & Comment: 

The Omniscient, the Ancient, the Ruler, Minuter than an atom, the Supporter of all, of Form 

inconceivable, Effulgent like the Sun and Beyond all darkness; he who meditates on this 

Resplendent, Supreme Purusa (ऩरुुऴ), at the time of death, with a steady mind, devotion and 

strength of Yōga, well-fixing the entire Prana in the middle of the eye-brows, he reaches Him. 

      The time has come for his departure from his body. With great humility, he brings his prana 

between the two eye-brows in the Ājñācakra आसाचक्र , he comes out of his physical body. 

Having released himself from the bondage of the physical body, he moves to Pranamaya Kosa, 

then to Manomaya, ViJñānamaya and Anandamaya Kosas and goes back to his Svarūpa स्लरूऩ 

and merges into eternity. When he gets relieved from the bondages of all the Prakruti प्रकु्रतत 

(Tamas, Rajas and Sattva), he merges to his Svarūpa (स्लरूऩ) . Here, he attains Kaivalya  

(कैलल्म  ) with all thoughts dissolving into the ocean of silence. This is the Divya Purusa (हदव्म 
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ऩरुुऴ), the highest levels of consciousness. By leaving, departing after focusing his Prana on the 

AJñā Cakra, he merges in the Lord. 

Goal of Raja Yōga: 

प्रशन्तभनसभ ्ह्मॆनभ ्मॊथगनभ ्सुखभु्तभ।् 

उऩैतत शाांतयजसां ब्रह्भबूतभकल्भषभ।्।(गीता् - ६।२७) 

Praśānta manasam hyēnam yōginam sukhamuttamam 

upaiti śāntarajasam brahmabhūtamakalmaṣam( Gītā - 6.27) 

Meaning: Supreme Bliss verily comes to that yogi whose mind is calm, whose passions are 

pacified, who has become one with Brahman and who is sinless. 

प्रम्नद्मतभानस्तत ुमोगी सांशुधककजल्फष्। 

अनेकजन्भसांभसध् ततॊमातत ऩयां गततभ ्( गीता् - ६।४५) 

Prayatnādyatmanastu yōgī saṁśud'dhakilbiṣaḥ 

anēkajanmasansid'dhaḥ tato yati parāmgatim (Gītā - 6.45) 

Meaning: The yogi who strives with assiduity, purified from sins and perfected through many 

births reaches then the Supreme Goal. 
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2.9   JÑĀNA YŌGA 

Jñāna Yōga is the method of manifesting divinity throuth the path of Intellectual Inquiry.  

 

 

              

Figure 2.4 - Jñāna yōga 

 

Our ultimate goal 

 

 We get an understanding that the ultimate goal of everybody‘s life is to obtain eternal 

bliss through eternal freedom from the clutches of birth and death. This has been articulated in 

several ways. आ्भा वाषा्काय (Ātmā sākṣātkāra ) is a term that denotes how we realize the 

self within. Bhagavan Ramana Maharishi put this in simple terms by encouraging us to find a 
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lasting answer to the question ―Who am I?‖ Another way to articulate this is जगत ्जील ईश्लय 

ऐक्मानबुभतत (Jaga jīva īśvara aikyānubhūti  ) where every individual realizes the oneness of the 

God and His manifold manifestations. Adi Shankaracharya propounded the   Advaita Philosphy 

by which this idea was explained in great. This philosophy is also called as Jñāna Yōga 

Jñāna Yōga is knowing beyond name and form through pure understanding of the nature of doer, 

who when seen in clarity results in liberation. This path is different from other forms of  Yōga in 

a sense that other forms emphasizes on a structured way of experiencing reality through a 

process of crystallization carried by doing different forms of meditation. However this path 

simply states that only knowing is enough. Adi Shankara gave primary importance to jñāna Yōga 

as "Knowledge of the Absolute". 

According to Gītā,  Jñāna consists of properly understanding  षेत्र Kṣētra (the field of activity—

that is, the body) and षेत्रस   Kṣētrajña  (the knower of the body—that is, the soul).  

 

वलमत् ऩाणणऩादभ ्तत ्वलमतक्षष   सळयोभखुभ ्। 

वलमत् ळतृतभल्रोके  वलमभालृ् म ततष्ठतत गीता्।१३। ३। 

Sarvataḥ pāṇipādam tat sarvata kṣi śirōmukham 

Sarvataḥ śr̥timallōkē sarvamāvr̥tya tiṣṭhati (Gītā 13.3) 

Meaning : O scion of Bharata, you should understand that I am also the knower in all bodies, 

and to understand this body and its knower is called knowledge. That is My opinion 

 

https://en.wikipedia.org/wiki/Yoga
https://en.wikipedia.org/wiki/Adi_Shankara


51 
 

 Advaita Vedanta emphasises the path of Jñāna Yōga, a progression of study and training to 

attain Moksha भोष.   वाधना चतुष्टम (sādhana-catustaya) – The fourfold discipline 

prescribes to  cultivate the following four qualities: 

 Nityā nitya vastu viveka (तन्मा तन्म लस्त ु द्ललेकभ)् — The ability (viveka) to 

correctly discriminate between the eternal (nitya) substance (Brahman) and the substance 

that is transitory existence (anitya). 

 Ihāmutrārtha phalabhoga virāga (इशाऽभतु्राथम परबोग द्लयागभ)् — The renunciation 

(virāga) of enjoyments of objects (arthaphalabhoga) in this world (iha) and the other 

worlds (amutra) like heaven etc. 

 Śamādi ṣatka sampatti (ळभाहद ऴट्क वम्ऩक््त) — the six fold qualities, 

 शभ Śama (control of the अन्त् कयण antahkaraṇa). 

 दभ Dama (the control of external sense organs). 

 उऩयतत Uparati (the cessation of these external organs so restrained, from the pursuit 

of objects other than that, or it may mean the abandonment of the prescribed works 

according to scriptural injunctions). 

 तततीऺ  Titīkṣa  (the tolerating of ताऩत्रम tapatraya). 

 श्रध Śrad'dha  (the faith in Guru and Vedas). 

 सभाधान  Samādhana(the concentrating of the mind on God and Guru). 

 भभुषुु्लभ ्  Mumukṣutvam — The firm conviction that the nature of the world is 

misery and the intense longing for moksha(release from the cycle of births and deaths). 

Procedure of Jñāna Marga 

 श्रवण Śravaṇa - listening to the teachings of the sages on the Upanishads and Advaita 

Vedanta, and studying the Vedantic texts, such as the Brahma Sutras. In this stage the 

student learns about the reality of Brahman  and the identity of atman; 

 भनन Manana - the stage of reflection on the teachings. 

 तनथध र्ध्मासन Nidhi Dhyāsana- the stage of meditation on the truth "that art Thou". 
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Bhagavān Ramaṇa Maharshi suggests as follows 

रृदमकुहयाभर्ध्मे केवरम्ब्रह्भभात्रभ ्

ह्महभहभभतत साऺातआ्भरूऩेणबातत 

रृददर्वशभनसास्तवांथचांतवाभज्जतावा 

ऩवनचरनयोधात आ्भतनष्टोबव्वभ ्

Hr̥dayakuharāmadhyē kēvalam brahma mātram 

hyahamahamitisākṣātaātmarūpēṇabhāti 

hr̥diviśa manasā svaṁcintavāmajjatāvā 

pavana calana rōdhātaātmaniṣṭōbhavatvam 

 

Meaning: In the interior cavity of the Heart, the one Supreme Being, Brahman alone shines in 

theform of the Ātman with direct immediacy as ‗I‘ ‗I‘. Enter into the Heart with one-pointed 

mind, either through self-enquiry, that is, constantly enquiring within yourself as to who am I, or 

by diving deep within, or through control of breath, and abide ever in the Ātman. 

 

Eligibility- Qualification of Student: 

तद्र्वर्ध प्रणीऩातेन ऩरयप्राणश्नेन सेवमा । 

उऩदेक्ष्मजन्तते ऻानां ऻातनन् त्वदभशिन् । । (गीता् - ४।३४) 

Tadvid'dhi praṇīpātēna pariprāṇaśnēna sēvayā   

upadēkṣyantitē jñānaṁ jñāninaḥ tatvadarśinaḥ  ( Gītā- 4.34) 
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Meaning: Seek that enlightenment by prostrating, by questions and by service; the wise, the 

seers into the Truth will instruct you in that knowledge. 

Qualifications of a Student 

Pranipata -    Total Surrender (to overcome ego tendency) 

Pariprasna -  Questioning to the core(scientific attitude) 

Seva -               Service to the tender (to overcome laziness) 

 

Qualifications of a Teacher (Guru) 

श्रोत्रत्रमभ ्– Śrōtriyam  - Well Versed in all Sastras (Theoretical Knowledge)  

ब्रह्भ तनष्ट्वभ ्Brahma niṣṭatvam - Having the Realisation of Truth of Reality (Experience) 

 

Dimensions of reality: 

न जामत ेभिमते वा कदा थच्नामां बू्वा बर्वता वा न बूम्  

अजो तन्म् शाश्वतोमां ऩुयाण: नहन्मतेहन्मभान ेशयीये॥ (गीता्-२।२०) 

Na jāyatē mriyatē vākadācitnāyaṁbhūtvā bhavitāvānabhūyaḥ  

ajōnityaḥśāśvatō̕yaṁpurāṇa: Na han'yatēhan'yamānē śarīrē ( Gītā 2.20) 

Meaning: The Atman is neither born nor does it die. Coming into being and ceasing to be not 

take place in it. Unborn, Eternal, Constant and Ancient, it is not killed when the body is slain 

वेदा र्वनाभशनां तन्मां मएनभजभव्ममभ।् 

कथां स ऩुरुष् ऩाथिकां घातमततहजन्तकभ॥् (गीता्-२।२१) 
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Vēdā vināśinaṁ nityaṁ yaēnamajamavyayam. 

Kathaṁ sa puruṣaḥ pārthakaṁghātayatihantikam. (Gītā:2.21) 

Meaning: Partha ! He who cognizes the Atman as indestructible, eternal, unborn and changeless, 

how can he slay,  or cause another to slay? 

नैनांतछन्दजन्त शस्तत्राखण नैनां दहतत ऩावक् 

नचनैां क्रेदमन््माऩ् नशोषमतत भारुत्।।(गीता्-२।२३) 

Nainaṁ chindanti śastrāṇi nainaṁ dahati pāvakaḥ. 

Na cainaṁ klēdayantyāpaḥ naśōṣayati mārutaḥ (Gītā - 2.23) 

Meaning: Weapons do not cleave the Atman, fire burns it not, water wets it not, wind dries it not 

अच्छेद्मोमभदाह्मोमांअक्रेद्मोशोष्मएवच। 

तन्म्सविगत्स्तथाणु्अचरोमांसनातन्।।गीता् - २।२४।। 

Acchēdyōyamadāhyōyaṁaklēdyōśōṣyaēva ca.  

Nityaḥsarvagataḥsthāṇuḥacalōyaṁsanātanaḥ (Gītā 2.24) 

Meaning: This Self is uncleavable, incombustible and neither wetted nor dried. It is eternal, all-

pervading, stable, immovable and everlasting. 

Qualities of a Jñāni: 

प्रजहाती मदा कभान्सवांन्ऩाथािभनोगतान।् 

आ्भन्मेवा्भनातुष्ट् जस्तथतप्रऻस्ततदोच्मते।। ( गीता् - २। ५५ ) 
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Prajahātī yadā kamānsarvānnpārthāmanōgatān. 

Ātman'yēvātmanātuṣṭaḥ sthitaprajñāstadōcyatē (Gītā - 2.55) 

Meaning: When a man abandons, O Partha, all the desires of the heart and is satisfied in the Self 

alone by the Self, then he is said to be one of steady wisdom. 

म्सवित्रानभबस्तनेह  त्त्प्रातमशुबाशुबभ ्। 

नाभबनन्दततनद्वजष्टतस्तमप्रऻाप्रततजष्ठता॥ ( गीता् - २।५७) 

Yaḥ sarvatrānabhisnēha: Tattatprāpyaśubhāśubham 

nābhinandatinadvaṣṭitasyaprajñāpratiṣṭhitā (Gītā 2.57) 

Meaning: ‗He who is unattached everywhere, who is not overjoyed at receiving good nor 

rejected at coming by evil, is poised in wisdom.‘ 

Higher dimensions: 

मा तनशा सविबूतानाां तस्तमाां जागतति सांमभी। 

मस्तमाां जाग्रतत बूतातन सा तनशा ऩश्मतो भुने्।।( गीता्-२।६९) 

Yāniśā sarvabhūtānāṁ tasyāṁ jāgarti sanyamī.  

Yasyāṁ jāgrat ibhūtāni sā niśā paśyatō munēḥ (Gītā - 2.69) 

Meaning: That which is night to all beings, in that the disciplined man wakes; that in which all 

beings wake, is night to the Atman cognizing Muni. 

Ultimate Goal: 

श्रधवान रबते ऻानां तत ्ऩय् सांमतेजन्द्रम्। 
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ऻानां रब्धर्ध्वा ऩयां शाजन्तां अथचयेणाथधगछतत।। ( गीता्-४।३९) 

Śrad'dhavān labhatē jñānaṁ tat paraḥsanyatēndriyaḥ. 

Jñānaṁ labdhvā paraṁ śāntiṁ acirēṇādhigachati (Gītā 4.39) 

Meaning: The man of sraddha, the devoted, the master of his senses obtains knowledge. Having 

obtained with knowledge he goes promptly to the Peace Supreme. 

मेषा ब्राह्भी जस्त्त् ऩाथि नैनाां प्रातम र्वभुह्मतत। 

जस्तथ्वास्तमाभन्तकारेर्ऩ ब्रहा तनवािणभचृ्छतत।।गीता् - २।७२।। 

Yēṣābrāhmīsthtiḥpārthanaināṁprāpyavimuhyati.  

Sthitvāsyāmantakālēpibrahānirvāṇamr̥cchati. (Gītā 2.72) 

Meaning: This, O Partha, is the Brahmi state. Attaining this, none is bewildered. Being 

established in it even at the death-hour, a man gets into oneness with Brahman. 
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2.10. Guṇas – Ancient Literature 

An important school of Vedic knowledge is Sāṅkhya darśana / Sāṅkhya  (वांख्म दळमन). 

An important doctrine of the Sāṅkhya   is three Guṇas (गुण ) ( ‘Guṇa Traya‘ / ‗Tri Guṇa‘/ 

‗Triguṇa‘/ ‗Triguṇas‘). It  offers a great help to understand concepts of personality and its types. 

hile the antecedents of this doctrine is found in Chandagyopanishat (चांदग्मोऩतनऴत)् 

(Rande, 1968), the names of the  Guṇas – ‘Sattva‘, ‘Rajas‘ and ‗Tamas‘ appear together for the 

first time in Maitrayani Upanishad (भतै्रामतन उऩतनऴद्) (Keith, 1949). These were fully 

developed in Samkhya Karika (वांख्म कारयका),  Yōga Sutra (मोग वभत्र)  , Bhagavad Gītā(Gītā / 

गीता्) and their several commentaries. 

The word ‗Guṇa‘ has different meanings in different contexts in ancient Indian literature. In the 

context of Philosophy, Ethics and understanding the Nature, "Guṇa(गुण) " with more dental na 

(ण) takes the meaning of addressing quality, substance, tendency and property. In abstract 

discussion, it includes all hues of qualities - desirable, neutral or undesirable; but if unspecified, 

it is assumed  to be desirable, good and divine . Thus, Guni from the root "Guṇa-" means  

someone or something with "divine qualities", as in श्लेतश्लय उऩतनऴद् (Śvētaśvara Upaniṣad)  

hymn 6.2 

Bhagavad Gītā describes different aspects of these Guṇas as below: 

व््लं यजस्तभ इतत गुणा् प्रकृततवंबला्। 

तनफध्नक्न्त भशाफाशो देशे देहशनभव्ममभ।्। गीता्(१४।५) 
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Sattvaṁ rajas tama iti guṇāḥ prakr̥tisambhavāḥ।   
nibadhnanti mahābāhō dēhē dēhinam avyayam।।( Gītā- 14.5) 

Meaning: Mahabaho !Sattva, Rajas and Tamas- these three qualities born of nature tie down the 

imperishable soul to the body, Arjuna. 

Comment: 

According to above verse, Guṇas  are called Prakruti Sambhavā ( प्रकृतत वंबला)  (born of 

Nature) in order to show that  they are all evolutes of Prakruti ( प्रकृतत) , and that the whole 

material creation is an amplification of these three Guṇas.   These three Guṇas induce in the soul 

a sense of possession, attachment and a feeling of identification in respect of enjoyments and 

corresponding to themselves. What binds the soul is its feeling of identification, attachment and 

sense of possession in respect of bodies evolved from the three Guṇas, and of objects connected 

there with. 

 

Description of Sattva Guṇa / Sattva/ Sattvika Guṇa (स््व गुण / साज््वक गुण / स््व ) 

 तत्र व््लं तनभमर्लात ्प्रकाळकभनाभमभ।् 

वखुवङ्गेना फध्नातत सानवंगेना चानघ।। (गीता्-१४। ६) 

Tatra sattvaṁ nirmalatvātprakāśakāmanāmayam।  
sukhasaṅgēnā badhnātī jñānasaṅgēnā cānaghā।।(Gītā14.6) 

Meaning: Anagha! Of these Sattva, being immaculate, is illuminating and flawless; it binds 

through identification with joy and wisdom. 
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Comment: According to the above verse, quality of Sattva is absolutely pure in character and 

untainted by any form of evil; hence it is illuminating and free from morbidity of any kind. It 

lends illumination to the mind and the senses, and uprooting sorrow, distraction, depravities, evil 

propensities and vices. When the quality of Sattva is in the ascendant, the restlessness of the 

mind automatically disappears, and feeling disgusted with and losing all interest in the world, 

man gets absorbed in the thought of supreme Spirit, who is Truth, Consciousness and Bliss 

solidified.  

Description of Rajas / Rajasika Guṇa/ Rajoguṇa( यजस ्/ याजभसक गुण / यजोगुण ) 

यजो यागा्भकं द्लद्ध तषृ्णावङ्गवभदु्भलभ।् 

तक्न्नफध्नातत कौन्तेम कभमवङ्गेन देहशनभ।्।(गीता्- ४ । ७) 

Rajō rāgātmakam vid'dhi tr̥ṣṇāsaṅgasamudbhavam। 
tannibadhnātī kauntēya karmasaṅgēnā dēhināṁ।।(Gītā 14.7) 

Meaning: Kounteya! know the quality of Rajas, which is of the nature of passion, as born of 

cupidity and attachment. It binds the soul through attachment, to actions and their fruit. 

Comment: The above verse explains that  the quality of Rajas manifests itself in the form of 

passion, is its gross manifestation ,hence the quality of Rajas has been characterized as being of 

nature of the passion. Here it may be urged that desire itself has been declared  as an offspring of 

Rajasika Guṇa(Gītā 3.37 and Gītā 14.12). How then are we to understand that Rajoguṇa is 

begotten of ‗cupidity‘ and ‗attachment‘? In this connection it may be submitted that the quality 

of Rajas develops through cupidity and attachment in their turn developed through RajoGuṇa. 

They are interdependent like the seed  and the tree; while cupidity, attachment etc correspond to 

the tree. The seed is a product of the tree and yet it is the cause of the tree as well. It is in order to 
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make this point clear that at some places RajoGuṇa has been declared to be the cause of the 

desire etc., and desires have been declared to be the cause of RajoGuṇa. The compound word 

‗Trsnasangasamudbhavam…..‘ in this very verse interpreted in both the ways. If it is interpreted 

to mean that which is born of Trsna(desire) and Sanga(attachment)- RajoGuṇa turns out to be an 

effect of the latter. If on the other hand, it is taken to mean that from which Trsna(desire) and 

Sanga(attachment) emanate- RajoGuṇa turns out to be the cause.  

Description of Tamas/ Tamōguṇa/ Tāmasika guṇa  ( तभस ्/ तभोगुण/ ताभभसक गुण) 

तभस््लसानजं द्लद्ध भोशनं वलमदेहशनाभ। 

प्रभादारस्मतनद्रासबस्तक्न्नफध्नातत बायत।।(गीता्-१४ । ८) 

Tamastvajanayanajaṁ vid'dhi mōhanaṁ sarvadēhināma।  
pramādālasyanidrābhisa tannibadhnātī bhārata।।(Gītā 14.8) 

Meaning: And know Tamas, the deluder of all those who look upon the body as their own self, 

as born of ignorance. It binds the soul through error, sloth and sleep, Arjuna! 

Comment: The above verse explains that the quality of Tamas(inertia) stupefies the mind and 

senses, depriving them of their cognitive faculty. All those living beings who have connection 

with the mind and senses and identify themselves with the body or claim it as their own regard 

their own self as benumbered when their mind and senses get benumbered during sleep. 

Here it may be urged that verse 17 of this very chapter speaks of ignorance as  a product of Tamo 

Guṇa. How then are we to understand that Tamo Guṇa has it‘s root in ignorance. Like the seed 

and the tree they too are independent; ignorance is analogous to the seed, while Tamo Guṇa 
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corresponds to the tree. Therefore, at some places Tamo Guṇa is stated to be the cause, while at 

others it is declared to be product of ignorance. 

Fruitless activity of the mind and the senses and neglect of duties enjoined by the ळास्त्र 

(scriptures) is called ‘Pramada‘(error). ‗Alasya’ is inactivity or disinclination to perform one‘s 

duty. Drowsiness, the state of dream and deep sleep- all these are covered by ‗Nidra‘ 

The effect of Tri Guṇas on oneself  

  व््लं वखेु वञ्जमतत यज् कभमणण बायत। 

सानभालृ् म तु तभ् प्रभादे वञ्जम्मतु।।(गीता्-१४ । ९) 

Sattvaṁ sūkhē san̄jayati rājā karmāṇi bhārata। 
jñānamāvr̥tya tū tamāha pramādē san̄jayatyutā।।(Gītā -14.9) 

Meaning :Sattva drives one to Joy, and Rajas to action; while Tamas, clouding wisdom incites 

one to error as well as sleep and sloth. 

Comment: Sukha here denotes that Sattvika type of Joy(Gītā - 18.36,18.37).Weaning man from 

worldly enjoyments and activities, as well as from error, sloth and sleep, Sattva Guṇa induces joy 

through contemplation on the self etc. This is what is meant when the Lord speaks of Sattva 

Guṇa as driving one to joy. Karma stands for action with an interested motive enjoined by the 

Sastras ( and bearing fruit in the form of enjoyments of this world and the next). Awakening the 

desire for enjoyment of various kinds, RajoGuṇa stirs man to activity with a view to obtaining 

those enjoyments. 



62 
 

When TamoGuṇa preponderates, it sometimes robs man of his faculty of judgment, which 

determines what is right and what is wrong; while at others it induces sleep by dulling his mind 

and senses. This is what it seeks to convey when the verse speaks of TamoGuṇa as darkening 

one‘s wisdom and inducing delinquency and prompting man to idle pursuits. 

 Pre dominance of Guṇas  

  यजस्तभश्चासबबभम व््लं बलतत बायत। 

  यज् व््लं तभश्चलै तभ् व््लं यजस्तथा।।(गीता्-१४ । १०) 

Rajastamaścābhibhūyā sattvaṁ bhavati bhārata। 
rājā sattvaṁ tamaścaiva tamāha sattvaṁ rajastathā।।(Gītā - 14.10) 

 

Meaning:  Arjuna! Overpowering Rajas and Tamas, Sattva prevails; overpowering Sattva and 

Tamas, Rajas prevails even so, overpowering Sattva and Rajas, Tamas prevails. 

Comment: The verse showed how each of the three Guṇas prevails over the other two. When the 

quality of Sattva begins to function, operation of Rajas and Tamas thwarts. When the quality of 

Rajas begins to function, operation of Sattva and Tamas thwarts. When the quality of Tamas 

begins to function, operation of Sattva and Rajas thwarts.  

Features of prevalence of Sattva Guṇa  

 वलमद्लायेऴ ुदेशे क्स्भन्प्रकाळ उऩजामते। 

 सान ंमदा तदा द्लद्माद्द्ललधंृ व््लसभ्मतु।। (गीता्-१४ ।११) 

 

 Sarvadvārēṣu dēhē‘zamīna prakāśa upajāyatē। 
    jñānaṁ yadā tadā vidyā dvivr̥d'dhaṁ sattvamityutā।।(Gītā-14.11) 
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Meaning : When the light and discernment dawn in this body, as well as in the mind and senses, 

then one should know that Sattva is predominant. 

Comment: When the quality of Sattva is predominant; man should scrupulously endeavor to 

denote his mind to the practices of meditation, adoration etc., Then alone  the flow of Sattva 

Guṇa can endure for a considerable time. If on the other hand, he neglects the opportunity, Tamo 

Guṇa or RajoGuṇa may soon overpower it and start functioning itself. 

Effects of RajoGuṇa: 

 रोब् प्रलकृ््तयायम्ब् कभमणाभळभ् स्ऩशृा। 

              यजस्मेतातन जामन्त ेद्ललधेृ बयतऴमब।।(गीता्-१४ । १२) 

Lōbhaḥ pravr̥ttira ārambhaḥ karmaṇām aśamaḥ spr̥hā  

rajasyētānī jāyantē vivr̥d'dhē bharatarṣabhā।।(Gītā 14.12) 

Meaning :Arjuna! With the predominance of Rajas- greed, activity, undertaking of actions with 

an interested motive, restlessness and a thirst for enjoyment make their appearance. 

Comment: Greed is lust for wealth, prompted by which man is ever busy devising means of 

multiplying his possessions, refuses to part with them even when there is suitable occasion for 

doing so and, while engaged in amassing wealth, seeks even to usurp the rights of others, 

minding not what is right and what is wrong. The urge or inclination, felt in the mind, to 

undertake various forms of activities is called ‗Pravrutti’ प्रलकृ््त and ‘Sprha स्ऩशृ् ’ consists in 

recognizing any mundane object an indispensable for one self. With the preponderance of Rajo 
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Guṇa,  the effects of Sattva Guṇa viz., perspicuity, discrimination and tranquility etc., of those of 

Tamo Guṇa, viz., sleep, sloth and so on, get neutralized, man begins to feel the need for various 

forms of enjoyment. His mind is swayed by greed and obsessed with a strong desire for 

accumulation of wealth, he begins to feel the urge for various forms of activities, his mind 

becomes restless, and he takes to various activities in response to that urge. That is what happens 

during preponderance of Rajo Guṇa. 

Effect of Tamas: 

  अप्रकाळो प्रलकृ््तश्च प्रभादो भोश एल च। 

 तभस्मेतातन जामन्त ेद्ललधेृ कुरुनन्दन।। (गीता्-१४ । १३) 

 Aprakāśō’pravrittiśca pramādō mōha ēva ca। 
    tamasyētānī jāyantē vivr̥d'dhē kurunandana।।( Gītā 14.13) 

Meaning : Arjuna! With the growth of Tamas, obtuseness of the mind and senses, disinclination 

to perform one‘s obligatory duties, frivolity and stupor-all these appear. 

Comment: When Tamo Guṇa preponderates, the mind and senses become blank, man finds no 

relish in activity of any kind; he feels inclined to remain idle and do nothing. He neglects his 

duties and indulges in frivolous pursuits; his mind gets stupefied, his memory fails him. He is 

overtaken by drowsiness or sleep or lapses into a dream; his judgment takes leave of him and his 

faculty of understanding is also lost. 

 

The reward of effect of each Guṇa  

 कभमण् वकृुतस्माशु् वाक्््लकं तनभमरं परभ ्। 
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 यजवस्त ुपरं दु् खभसानं तभव् परभ ्।।(गीता्-१४ । १६ ) 

 Karmaṇaḥ sukritasyaahuh saattwikam nirmalam phalam। 
    Rajasastu phalam duhkham aJñāanam tamasah phalam।। (Gītā 14.16) 

Meaning:  The reward of a righteous act, they say, is Sattvika and faultless ( in the shape of 

joy,wisdom and dispassion etc); sorrow is declared to be the fruit of a Rajasika act and 

ignorance, the fruit of a Tamasika act 

The type of  वंस्काय (Sanskāra) or tendencies of all the three types of actions remain stored up 

in the heart of every individual. Out of these, the type of Sanskāra that come to the surface at a 

particular time stimulate corresponding impulses in the mind, and it is these impulses that take 

the form of actions. Actions give rise to Sanskāra, the latter in their turn develop qualities of a 

corresponding type. 

What follows from each Guṇa are explained 

व््ला्वंजामत ेसान ंयजवो रोब एल च। 

प्रभादभोशौ तभवो बलतोसानभेला च।।(गीता्-१४ । १७ ) 

Sattvāta san̄jāyatē jñānaṁ rājasō lōbha īvā ca। 
pramādamōhau tamasō bhavatō jñānamēvā ca।।( Gītā 14.17) 

Meaning :Wisdom follows from Sattva, and greed, undoubtedly from Rajas, likewise obstinate 

error, stupor and also ignorance follow from Tamas. 

Comment: The use of the word Jñānam(wisdom) in this verse is only symbolical; it should be 

regarded as inclusive of light, joy, peace and all other Sattvika qualities. Similarly 
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‗Lobha’(greed) should be taken to include activity, attachment, desire, undertakings of actions 

with an interested motive and all other Rajasika impulses. The use of the participle ‗Eva‘ is 

intended to show that Tamo Guṇa not only breeds error, stupor and ignorance but also induces 

sleep, sloth, opacity, inactivity and all other Tamasika propensities. 

Factors which influence the formation of Guṇas 

Srimad Bhagavata(11/13/4) mentions the following ten factors as conducive to the growth of 

Guṇas : 

आगभोऩ् प्रजा देळ् कार् कभमच जन्भच । ध्मान ंभंत्रोथ वंस्कायो  दळतैे गुणशेतल् 

Āgamōpaḥ prajā dēśaḥ kālaḥ karmaca janmaca. Dhyānaṁ mantrōtha saṁskārō daśaitē guṇahēta 

vaḥ 

―The sacred lore, water, progeny, place, time, occupation, birth, thought, mystic formulas and 

purificatory rites- these ten factors are conducive to the Guṇas i.e., to their growth‖. That is to 

say, these factors promote that very Guṇa with which they are associated. 

Actions associated with Guṇas 

अनफुन्धं षमभ ्हशन्वा ंअनलेक्ष्म च ऩोरुऴभ ्।  

भोशादार्भममत ेकभम म्तत ्ताभव भचु्मते ।। (गीता्-१८।२५)  

Anubandhaṁ kṣayam hinsāṁ anavēkṣya ca pōruṣam.  

Mōhādārbhyatē karma yattat tāmasa mucyatē ( Gītā- 18. 25) 

Meaning: That action which is undertaken from delusion,without heeding  to the consequence of 

loss,injury and ability is declared to be Tāmasika 
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म्तु काभेप्वनुा कभम वाशंकायेण ला ऩनु् ।  

कक्रमत ेफशुऱामावं तद्रावभदुाहु्रतभ ्। ।( गीता्-१८।२४)  

Yattu kāmēpsunā karma sāhaṅkārēṇa vā punaḥ  

Kriyatē bahuḷāyāsaṁ tadrāsamudāhritam (Gītā-18. 24) 

Meaning : But the action which is done by one craving for desires or gain with egoism or with 

much effort,that is declared to be Rajasika 

Comment: Persons with Rajas predominance are sharp brilliant and dynamic ―go getter‖.They 

are however propelled to action by their drive of ‗selfishness‘. 

 

The best is Sattvik with concern & love for others. 

तनमतं वङ्गयहशतं अयाग द्ऴत् कक्रतभ ्।  

अपरपे्रप्वनुा कभम म्तत ् वाक्््लकभचु्मते।।(गीता् -१८। २३) 

Niyataṁ saṅgarahitaṁ arāgadvēṣataḥ kritam  

Aphalaprēpsunā karma yattat sāttvikmucyatē (Gītā-18. 23) 

Meaning: An action which is ordained,which is free from attachment,which is done without love 

or hatred by one not desirous of the fruit,that action is declared to be sattvika 

 

Isvarakrishna, the author of Sāṅkhya kārika वांख्म कारयक ,the scripture most referred to by 

scholars due to its abuthority,describes the nature and characteristics of Triguṇa,in verse 12 and 

13th.The term Prakasa, Pravrtti, Niyama ( प्रकाळ , प्रलकृ््त , तनमभ ) in the 12
th

 verse are also 
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interpreted and translated variously by authors,as illumination,activity and restriction/restrain;as 

awareness,activity and inertia cited in Larson & Bhattacharya (1987) .  

प्री्मप्रीततद्लऴादा्भक् प्रकाळ प्रद्िक््त तनमभाथम् | 

अन्मोन्म सबबला ह्रम - जनन - सभतुनाद्ि्मस्च गुणौ ||वांख्म । १२ ।। 

Prityäpritivisädätmakah prakäsapravrttiniyamärthäh| 

Anyonyä bhibhavä hraya-janana-mithunavrttayas ca gunäù||SK- 12|| 

The verse 13
th

 throws a little more light on the nature and functions of the three Guṇas. Shastri 

(1930) translates this Karika as follows.‖Sattva is considered to be buoyant and bright, Rajas to 

be stimulating and mobile; Tamas alone is heavy and enveloping; their functioning for the goal 

(of the spirit) is like (the action of) a lamp‖. 

स््वां रघ ुप्रकाशकां   इष्टभुऩस्ततांफकां चरां च याज्| 

गुरु वयनकां  ऐव तभ्प्रददप्रवचो चयतो वजृ्त ||वांख्म । १३ ।। 

Sattvam laghu prakäçakam istamupastambakamcalam ca rajah| 

Guru varanakam eva tamahpradipavac carthato vrittih||SK- 13|| 

Characteristics and manifestation of triguans in various text and the interpreattion by scholara of 

the past and the present in realtion to etymology.Since the emanating, nature, and functions and 

manifestations of Triguans are available in great detail with clarity in the Aśvamēdhaparva 

(अश्लभेधऩलम) of  Mahabharata (भशाबायत  )  Bhagvad Gītā,which have great psychological 

relevance in undesratnding human nature these source may be given central importance in the 

future.The  conceptual analysis leads to following conclusions: the meaning and nature of 
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TriGuṇa are attached and dependent to one another. All the three are simultaneously exist in 

everything in the universe.The most common descriptions for sattva are Prajña (प्रस) ,laghu  

(  रघु), Prīti (प्रीतत); for rajas- apreeti (अप्रीतत),dukha (दखु), Rāga (याग) and Pravrutti 

(प्रिुक््त); and tamas Viṣāda (द्लऴाद), Mōha (भोश),Niyama(तनमभ) and Ajñāna (असान). All 

the three are present in everything in the Universe,including animate,inanimate and the 

mind.Therefore,manifest form of sattva,rajas and tamas can be categorised into manifestation in 

the universe and manifestation in human nature. 

 

ककं कभम  ककभकभेतत कलमोप्मत्र भोहशता् ।  

त्त ेकभम प्रलक्ष्मासभ मद् सा्ला भोक्ष्मवे ळबुात ्।। (गीता्- ४।१६) 

Kiṁ karma kimakarmēti kavayōpyatra mōhitāḥ 

Tattē karma pravakṣyāmi yad jñātvā mōkṣyasē śubhāt (Gītā - 4. 16) 

Meaning : Even the wise are deluded in deciding what to do and what not to do.I will tell you 

that secret of action,knowing which you will be relieved of all miseries 

कभमणो ह्मद्ऩ फोधव्म ंफोधव्म ंच द्लकभमण् ।  

अकभमण श्च फोद्दव्मं गशना कभमणो गतत् । । (गीता्-४। १७) 
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Karmaṇō hyapi bōd'dhavyaṁ bōd'dhavyaṁ ca vikarmaṇaḥ.  

AkarmaṇaŚca bōdda vyaṁ gahanā karmaṇō gatiḥ (Gītā- 4. 17) 

Meaning: It is  needful to descriminate the right action,the wrong action,and no action as 

well.Inscrutable is the way of Karma 

Tamasic and Rajasic Karma are bad and Sattvika actions are good.In the redefined frame work of 

Dharma and Ethics, Dharma is the one that leads to Moksha.The whole life takes a new turn 

with this understanding that Ethics &Morality are meant to take us to Akarma leading to Moksha. 

Not only that our conflicts vamnishes but also our decisions each time resolve state of mind.we 

find our selffish,constricted ego gradually getting transformed to  more encompassing subtle 

structure of greater selflessness capable of comprehensing deeper and far reaching implications 

of cosmic plan.This knowledge helps us to undesrtand that the cat of doing good to others is a 

self –transfromation execrcise. 

Akarma is a tool of self transfromation towards a life of blissful awareness action through self-

satisfaction and this is way to overcome from conflicts in day to day life by resolving the 

conflicts.  

Beyond Guṇas:  Guṇātīta गुणातीत 

प्रकाळं च प्रद्िक््तं च भोशभेल च ऩांडल ।  

न द्लेक्ष्ट वंप्रलृ् तातन न तनलृ् तातन कांषतत ।  । ( गीता्-१४। २ २) 

Prakāśaṁ ca pravrittiṁ ca mōhamēva ca pāṁḍava.  

Na dvēṣṭi saṁpravruttā ni nanivrttāni kāṁkṣati ( Gītā-14.22) 
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उदावीनलदावीनो गुणैमो न द्लचल्मत े।  

गुणा लतांत इ्मेल मोलततष्टतत नेंगत े। । (गीता्- १४। २३) 

Udāsīnavadāsīnō guṇairyō na vicalyatē.  

Guṇā vartānta ityēva yōvatiṣṭati nēṅgatē ( Gītā -14.23) 

वभदु् खवखु् स्लस्थ् वभरोष्टाश्भकांचन् ।  

तुल्मद्प्रमद्प्रमो धीय् तुल्मतनदं्भवंस्तुतत् । । ( गीता्- १४। २४ ) 

Samaduḥkhasukhaḥ svasthaḥ samalōṣṭāśmakān̄canaḥ.  

Tulyapriyapriyō dhīraḥ tulyanindatmasanstutiḥ (Gītā -14.24) 

भानाल भानमोस्तुल्म् तुल्मो सभत्रारय ऩषमो्।  

वलामयंब ऩरय ्मागी गुणातीत  ्व उच्मते ।। ( गीता् -१४। २५ ) 

Mānāva mānayōstulyaḥ tulyō mitrāri pakṣayōḥ.  

Sarvārambha pari tyāgī guṇātītaḥ sa ucyatē ( Gītā -14.25) 

Meaning of above shlokas 14.22-25: A person who is Guṇatita, transcendental to the three 

modes, is one who does not hate illumination, activity and delusion when they occur, nor long 

for them when they cease, who is therefore indifferent to, and unmoved by, the Guṇas such as 

happiness and misery, knowing that the modes alone are acting, who remains undisturbed and 

even-minded, who is situated in his svarupa, who considers dirt, stone and gold to be the same, 

who is situated equally amidst pleasant and unpleasant events, who is intelligent, who remains 

equipoised both in criticism and glorification and in honour and dishonour, who treats friend and 

foe equally, and who has renounced all karma except that required to maintain the body.  
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2.11.  Yōga(Sattvik) Way of Work 

According to Mahadevan (2008) Bhagavad Gita and other scriptures, apart from being spiritual 

texts offers endless list of benefits that  can be applied to present day problems of work life. His 

articles published in Vedanta Kesari and Sadguru Blessings focus on these aspects, whose 

essence is explained in brief as follows. 

  

The world of Duality: Relevance to our work 

The interconnection between work, outcomes and assessment needs to be well understood 

otherwise, we may end up in a situation that work can be a boring activity and an act of 

drudgery. Lord Krishna offers some insights to Arjuna pertaining to the interconnection between 

work, outcomes and assessment. He urges Arjuna to engage in work by treating the pairs of 

opposites alike so that the work and outcomes does not bother him  

 

वखु दु् खे वभे कृ्ला राबाराबौ जमाजमौ  

ततो मधुाम मजु्मस्ल नलै ंऩाऩभलाप्स्मसव॥ ( गीता् - २। ३८ ) 

Sukhadukhē samēkr̥tvā lābhālābhau jayājayau  

Tatō yud'dhāya yujyasva naivaṁ pāpamavāpsyasi  (Gītā - 2.38) 

Meaning : Treating alike victory and defeat, gain and loss, pleasure and pain, get ready for the 

fight, then, fighting thus you will not incur sin. 

Comment:  In the present work environment,  there are four related components and their logical 

connections are as follows. 

i. Work – The activity that we do keeping certain targets and results in mind 

ii. Outcome – The actual outcome that accrues to us once we finish the work 
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iii. Assessment – Outcome per se does not make any sense to us until we assess it using 

iv. some yard sticks (we use the term performance measurement to indicate this) 

v. Feelings – Our happiness or sadness is a function of what we found after assessing 

the outcome of a work 

 

 

There are some fundamental principles in this framework that we need to understand. First of all, 

the four components always exist in any work and they are strictly in the order indicated. You 

cannot jump one step and go the next. It always happens sequentially. Except for work all the 

other three belong to the domain of ―duality‖. 

 

Reality of difficult decision making situations 

 

Our dilemmas of taking decision or toughness of the situation was smaller compared to dilemma 

of Arjuna. He underwent a severe stressful situation on the issue of fighting with his kith and kin. 

Lord Krishna counselled him to resolve the source of conflict. 

Arjuna Uvacha: 

कथं बीष्भभशं वंख्मे द्रोणं च भधवुभदन 

इऴसुब् प्रततमो्स्मासभ ऩभजाशमलरयवभदन  ॥ ( गीता् - २ । ४ ) 

Kathaṁ bhīṣmamahaṁ saṅkhyē drōṇaṁca madhusūdana  

iṣubhiḥī pratiyōtsyāmi pūjār'hau arisūdana          (Gītā - 2.4)                                                                              

Meaning:  How Krishna, shall I fight Bhishma and Drona with arrows on the battle field? They 

are worthy of deepest reverence, O destroyer of foes.                   

Sri Bhagavan Uvaca: 

Activity  outcomes assessments Feelings  

+ve or -ve +ve or -ve +ve or-Ve 
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कुतस््लाकश्भरसभदं द्लऴभे वभऩुक्स्थतभ।् 

अनाममजुष्टभस्लग्म ं अकीततमकयभजुमन।।( गीता् - २।२) 

Kutastvākaśmalamidaṁ viṣamē  samupasthitam.  

Anāryajuṣṭamasvargyaṁ akīrtikaramarjuna    (Gītā - 2.2)                                                                        

Meaning: Arjuna, how has this infatuation overtaken you at this odd hour? It is shunned by 

noble souls; neither will it bring heaven, nor fame to you 

क्रबै्म ंभा स्भ गभ् ऩाथम नतै््लय्मऩुऩद्मते। 

षुदं्र रृदमदौफमल्मं ्मक््लोक््तष्ठ ऩयंतऩ।।( गीता् -२।३) 

Klaibyaṁ mā sma gamaḥ pārtha naitattvayyupapadyatē.  

Kṣudraṁ hr̥dayadaurbalyaṁ tyaktvōttiṣṭha parantapa (Gītā - 2.3) 

Meaning : O Arjuna! Do not yield to unmanliness, this is not worthy of you. O chastiser of 

enemies, giving up this base weakness of heart, rise up. 

Comment:   We may realize that there is a need to explore the problems and the solutions with a 

focused mind and concentrated action. When we approach a decision making situation with 

inadequate preparation, we end up hiding behind the excuse of ―difficult decision making 

situation‖. There are perhaps a fewer occasions in life when we may truly face real difficulty 

in decision making. The other lesson that we learn is that when we face difficult decision making 

situations, there is a greater possibility for us to run away from the situation. We may buckle 

miserably and end up with either a bad decision or meekly surrender to it with a feeling of 
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helplessness. This is not the way to handle such a situation. The question is how will we come 

out of this impasse? The greatest motivation to read Bhagavad Gītā lies here. If Arjuna, who 

faced a miserable situation could redeem himself from this and get back to the thick of action, we 

will also be able to get motivated enough to face some of the toughest challenges in life. 

 

Developing steady Mind 

 

Human mind is a greater than a super machine capable of performing multiple tasks at the speed 

of light. But if the  machine has no control devices it will create more problems than benefits. 

Similarly human mind should be controlled to reap the full benefits from it.  

प्रजशातत मदा काभान्वलामन्ऩाथाम भनोगतान।् 

आ्भन्मेला्भनातुष्ट् क्स्थतप्रसस्तदोच्मते।।( गीता्- २।५ ५) 

Prajahātī yadā kamān sarvānn pārthā manōgatān. 

Ātman'yēvātmanā tuṣṭaḥ sthitaprajñāstadōcyatē ( Gītā - 2.55)                                                                               

Meaning: Arjuna! When one thoroughly dismisses all cravings of the mind, and is satisfied in 

the self through the joy of  the self, then he is called person of stable  mind.   

Comment:  Training the mind to revel in the world within does not amount dismissing the world 

outside with hatred and contempt. It does not also mean getting disinterested with the world 

outside. It will merely reorient our perspectives about the world outside in a way that we make 

more meaning out of our life, choices and decisions that we make. Contrary to the modern 

thinking of ―brain storming‖, this will help us in ―brain stilling‖. if we still our brain using the 

tool of a steady mind, we will become very reflective and deep in our thoughts. It will help us 
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take decisions in calmness and a serene state of mind. In the second stage, this exercise of 

training the mind to revel in the world within will greatly facilitate our spiritual journey. We will 

begin to relate with the world outside with a different perspective and meaning. 

 

Being alert in life 

Nobody likes to put enormous efforts in doing things and end up with a sense of dissatisfaction. 

Therefore, it is important for us to address this issue at a fundamental level. Moreover, all these 

will leave a trail of unhappiness and frustration in our mind. If this repeats we may develop a 

negative attitude towards people, lose interest in engaging in such activities and begin to blame 

others for the mistakes. In some extreme cases we find fault with ourselves and withdraw from 

many worldly activities. Such an approach to life is not  very good. There could be several 

reasons for this state of affairs. We may not have the skill and knowhow of doing things. If that 

is the situation, then we need to equip ourselves with the required skills and expertise. On the 

other hand if we have the required skills and expertise and still end up in such a situation it is a 

much serious issue to be addressed. One of the reasons for this could be that we haven‘t 

developed an eye for details. Once we develop an eye for details, it raises our level of alertness in 

discharging various activities in life. 

मा तनळा वलमबभताना ंतस्मा ंजागततम वंमभी। 

मस्मां जाग्रतत बभतातन वा तनळा ऩश्मतो भनेु्( गीता् - २ । ६९ ) 

Yā niśā sarvabhūtānāṁ tasyāṁ jāgarti sanyamī.  

Yasyāṁ jāgrati bhūtāni sā niśā paśyatō munēḥ (Gītā - 2.69) 
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Meaning: That which is night to all beings, in that state( of Divine knowledge and supreme 

Bliss) the God realized Yogi keeps awake. And that (the ever changing, transient worldly 

happiness) in which all beings keep awake is night to the seer. 

Comment: The implications of the shloka can be understood at two levels. In a day‐to‐day living 

sense, what this suggests is that when we are able to see what others are normally not able to see, 

clearly it means that we have a much better eye for details. The ongoing discussion also points to 

the route to develop alertness in life. It simply boils down to being very thoughtful. A thoughtful 

person‘s understanding of various outcomes and events in life will be deeper and the response 

more measured. Such a person will not be judging every event and people. around him/her. 

He/she will quickly understand that such an approach will only aGītāte the mind more and make 

his/her life more stressful. On the other hand, he/she will seek meaning to outcomes and events 

that unfold around him/her. In a much evolved state, such a person will gracefully take these 

events and outcomes and bhagavath prasada and save him/her of strenuous rationalization of the 

events in life. 

 

Evolving  through work 

 

The present model of career progression is understood as a mechanism by which one can get 

faster promotions, better salary and perquisites and improve the opportunities for locating 

better options both within an organization and outside. An individual who has been good in 

meeting these attributes is generally considered to have a better career progression trajectory and 

a successful person in his/her working life. Gītā says that an individual does not reach  a 

workless state without starting the work . Further he says that one does not also attain a state of 

supreme fulfillment  by just giving up work. 
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न कभमणाभनायम्बा्नषै्कम्म ंऩरुुऴोअ्श्नतुे। 

न च वंन्मवनादेल सवद्ध ंवभधधगछतत।। ( गीता् - ३।४ ) 

Na karmaṇāmanārambhāt naiṣkarmyaṁ puruṣōaśnutē. 

Na ca sann'yasanādēvā sid'dhiṁ samadhigachati (Gītā - 3.4) 

Meaning : Not by merely abstaining from work can one achieve freedom from reaction, nor by 

renunciation alone can one attain perfection. 

Comment:  There are two interesting, albeit subtle messages in this shloka. we begin our 

journey in the working life to eventually evolve to a state of worklessness. A workless state is 

one in which we experience fulfilment and contentment while engaging in the thick of work. By 

that it means while we work, the effects of work does not bother us too much and we can be in ―a 

free state of mind‖. Clearly this will indicate that we have evolved our ―inner‐self‖ and have 

developed a strong character. Viewed in this perspective the long term goal of life is to reach a 

state of worklessness.  The second message we get is that work is the only means for the 

evolution of our ―self‖. By giving up work we actually give up the possibility of evolution of our 

―self‖. 

The principle of peaceful coexistence 

 

This fundamental urge (or instinct) to become better stays with us forever. It merely takes a 

different perspective and context. While this idea is not wrong, the question that needs some 

answer is can an individual pursue this objective in an almost unfettered independent fashion? 

Are there some governing principles for us to embark on this journey? This question assumes 
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importance on account of certain realities that we witness. In other words this cannot be a purely 

selfish agenda. Our ability to become better is inextricably linked to others in the system. It calls 

for honouring the cardinal principle of sustainability in the long run. Let us see what message 

Gitā has for us in this regard. 

 

मससळष्टासळन् वन्तो  भचु्मन्तेवलमककक्ल्फऴै्  

बञु्जत ेत े्लघं ऩाऩा मे ऩचन््मा्भकायणात।्।  ( गीता्-३।१३) 

Yajñaśiṣṭāśinaḥ santo mucyantēsarvakilbiṣaiḥ 

Bhuñjatē tē tvaghaṁ pāpā yē pacantyātmakāraṇāt (Gītā - 3.13) 

Meaning : Those wise individuals who consume the remains of yaJñā, they are liberated from 

all sins. But those sinful ones who cook only for themselves, they consume only sin. 

Comment: YaJñā promotes in the long run a mechanism for peaceful coexistence.  This is the 

bedrock of social sustainability. It is the only means by which we can ensure that while each one 

of us pursue our journey of becoming better, we will not face any threat or obstacle in the 

process. YaJñā means a sustainable way of life. 

 

Traits of inspirational leadership 

 

The present thinking about leadership is that a leader has greater freedom to exercise his/her 

choices. Leaders can command people and resources at their disposal to achieve the targets. The 

leader does not require approval from someone to plan and execute things that he/she wants to. A 

leader is also expected to deliver results for the organization that he/she is leading. The reality 

does not seem to prove this model right. Meeting the targeted outcomes is not that 
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straightforward in reality as there are several factors outside the control of the leader and the 

organization. Eventually they begin to indulge in other means of fixing this anomaly. Recent 

events in the global financial markets, software and consulting firms where the top management 

engaged in unethical practices is a case in point. It points to the tip of the iceberg of the problem 

arising out of this method. Gītā comes with a different set of assumptions as to what makes leaders 

to excel 

 

मद्मदाचयतत शे्रष्ठ् त्त देलेतयोजन् 

वम्प्रभाणंकुरुत ेरोकस्तदनलुतमते।। ( गीता्- ३।२१ ) 

Yadyadācarati śrēṣṭhaḥ tattadēvētarōjanaḥ. 

Sa yatpramāṇaṁ kurutē lōkastadanuvartatē ( Gītā - 3.21) 

Meaning : Whatever an ideal person does, so do other people (imitate him). Whatever standard 

he sets, other people follow. 

न भें ऩाथामक्स्त कतमव्म ंत्रत्रऴ ुरोकेऴ ुककञ्चन 

ननलाप्तभलाप्तव्म ंलतम एल च कभमणण  ।। (गीता् - ३।२२ ) 

Na mēṁ pārthāsti kartavyaṁ triṣu lōkēṣu kiñcanā  

nanavāptamavāptavyaṁ varta ēva ca karmaṇi (Gītā- 3.22) 

Meaning : O son of Pritha, there is no work prescribed for Me within all the three planetary 

systems. Nor am I in want of anything, nor have I a need to obtain anything—and yet I am 

engaged in prescribed duties. 
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महद ह्मशम्नलतेमं जात ुकभमण्मतक्न्द्रत् 

भभ ल्भामनलुतमन्त ेभनषु्मा् ऩाथम वलमळ् ।। ( गीता् -३।२३) 

Yad ihyahamnavartēyaṁ jātu karmaṇyatandritaḥ  

mama vartmānuvartantē manuṣyāḥ pārtha sarvaśaḥ ( Gītā - 3.23) 

Meaning : For if I ever failed to engage in carefully performing prescribed duties, O Partha, 

certainly all men would follow My path. 

Comment :  

i. A leader should not operate with a mind‐set of ―what is in it for me‖. 

ii. Leader has very few degrees of freedom with respect to his/her choice of actions. The   

moment a leader ceases to work (for whatever reason) others take clue from it and adjust 

their responses accordingly. It appears as though the leader is sitting in a glass house and 

is in a 3600 view for all the followers. Therefore, a truly inspirational leader will 

ceaselessly work even when there is really no personal benefit that will accrue to him/her 

on account of his/her work. 

iii. Organizations and the society need several average leaders to meet short term goals. They 

may struggle to meet or exceed the yardsticks set to earn their monetary and 

non‐monetary rewards. But they cannot lead the organization and the society to a new 

path, another level of thinking and higher order of existence. This is an exclusive domain 

for inspirational leaders. 

 

The importance of aligning with one’s own nature 
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Let us pause for a moment and try to understand how we make certain important life choices. The 

most important among them is what do I want to be? If we carefully analyze how we seem to be 

making this choice, it is obvious that the herd mentality is working at its best. This raises a 

fundamental question. Are human beings exactly like the products manufactured in a factory where 

all items ―look alike‖ with exact specifications and behavioural characteristics? Since the mental 

makeup and interests are likely to be different between these two, they ought to be doing different 

things in life. Perhaps, what drives satisfaction to them and bring them a sense of happiness may also 

be varying. Is it not then important that this is taken into consideration before we make important 

choices in life such as what should I become in life? 

 

शे्रमान्स्लधभोद्लगुण् ऩयधभाम्स्लनकु्ष्ठतात।् 

स्लधभेतनधनंशे्रम् ऩयधभोबमालश्।। ( गीता् - ३। ३५) 

Śrēyānsvadharmōviguṇaḥ paradharmātsvanuṣṭhitāt 

Svadharmēnidhanaṁśrēyaḥ paradharmō bhayāvahaḥ ( Gītā - 3.35) 

Meaning : It is far better to discharge one‘s prescribed duties, even though faultily, than 

another‘s duties perfectly. Destruction in the course of performing one‘s own duty is better than 

engaging in another‘s duties, for to follow another‘s path is dangerous. 

Comment:  

 A person who is able to step out of the domain of ―what is in it for me?‖ will unlock 

enormous energy as they have less tendency to suffer from mental stress. Therefore such a 

person will be able to focus on the work in an unencumbered manner without any fear of 

outcomes. In fact engaging in work with such a frame of mind may increase the propensity 



83 
 

to achieve the desired results than the other model since the leader is not subjected to too 

many mental distractions. The immediate material gains that such leaders may get will be 

incidental and they will be guided by a bigger picture. 

 A leader has very few degrees of freedom with respect to his/her choice of actions. The 

moment a leader ceases to work (for whatever reason) others take clue from it and adjust 

their responses accordingly. It appears as though the leader is sitting in a glass house and 

is in a 360
o
 view for all the followers. Therefore, a truly inspirational leader will 

ceaselessly work even when there is really no personal benefit that will accrue to him/her 

on account of his/her work. 

 

The axioms of meaningful work 

 

One of the central themes in Bhagavad Gītā is that work is a very enjoyable activity. Not only 

work is enjoyable, it is the only way an individual can evolve, flower into a full blown 

personality and lead a life of contentment. This is in direct conflict with our current 

understanding of work and its effect on us. A vast majority of people all over the world are 

increasingly complaining of deprived meaning at their work place. When work becomes less 

meaningful, it invariably introduces enormous stress in a person and results in what is now 

frequently discussed viz., job burnout. Gītā states certain axioms relating to work which  could 

indeed become the key principles behind approaching work or for that matter in anything that we 

do in our life 

न हश कक्श्च्षणभद्ऩ जात ुततष्ठ्मकभमकृत।् 

काममत ेह्मलळ् कभम वलम्  प्रकृततजैगुमणै्( गीता्- ३।५) 
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Na hi kaścit kṣaṇamapi jātu tiṣṭhatyakarmakr̥t. 

Kāryatē hyavaśaḥ karma sarvaḥ prakr̥tijairguṇaiḥ (Gītā - 3.5) 

न कभमणाभनायंबात ् नषै्कम्म ंऩरुुऴोश्नतु े।। गीता्।३।४। 

Na karmaṇāmanārambhāt naiṣkarmyaṁ  puruṣōśnutē. (Gītā - 3.4) 

तनमतं कुरु कभम ्लं कभम ज्मामो ह्मकभमण् ।। ( गीता्- ३।८ ) 

Niyataṁ kuru karma tvaṁ karma jyāyō hyakarmaṇaḥ (Gītā - 3.8) 

कभमण्मेलाधधकायस्त ेभा परेऴ ुकदाचन।  

भा कभमपरशेतुबभमभाम त ेवंगेस््ल कभमणण।। ( गीता्- २।४७) 

Karmaṇyēvādhikārastē mā phalēṣu kadācana. 

Mā karma phalahēturbhūrmātē saṅgestva karmaṇi (Gītā - 2.47)                                                                       

Meaning: You have choice to work only, but never to the fruit thereof. Be not instrumental in 

making your actions bear fruit, not let your attachment to be inaction. 

मसाथाम्कभमणोन्मत्र रोकोम ंकभमफन्धन्। 

तदथ ंकभम कौन्तेम भकु्तवङ्ग् वभाचय्।। (गीता् -३।९) 

Yajñārthātkarmaṇōn'yatra lōkōyaṁ karmabandhanaḥ. 

Tadarthaṁ karma kauntēya muktasaṅgaḥ samācara ( Gītā 3.9) 

Meaning : Other than those actions performed for yaJñā, this world gets bound by action. 

Therefore, O Kaunteya, perform actions in that regard, without attachment. 

Comment: 

 

Axiom 1: There is no state of ―no work‖ 

Axiom 2: Work is the only means for evolution of oneself 

Axiom 3: Engaging in work is always superior to not doing any work 
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Axiom 4: Other than the work itself, we have no locus of control on other aspects of work 

Axiom 5: Work without attachment (what is in it for me) is bound to be always superior & 

fulfilling 

 

Dharma ‐ The universal principle of equilibrium 

 

मदा मदा हश धभमस्म ग्रातनबमलतत बायत 

अर्भमु् थानभधभमस्म तदा्भान ंवजृाम्मशभ।्। गीता्।४।७। 
Yadāyadā hi dharmasyaglānirbhavatibhārata  

abhyut'thānamadharmasya tadātmānaṁ sr̥jāmyaham (Gītā 4.7) 

Meaning : Whenever there is a decline in righteousness, and a rise in unrighteousness prevails, 

then do I manifest myself, O Bhaarata. 

ऩरयत्रणामवाधभना ंद्लनाळामच दषु्कृताभ ्

धभम वंस्थाऩनाथामम वंबलासभ मगेुमगेु ।।गीता्।४।८। 
Paritraṇāya sādhūnāṁ vināśāya ca duṣkr̥tām  

dharma sansthāpanārthāya sambhavāmi yugē yugē (Gītā 4.8) 

Meaning : For the protection of the good, and the destruction of the wicked, I manifest in every 

age to establish righteousness. 

The value of mutual dependence 

Today‘s era is characterized by dominance of individuality as a value of life. People with 

originality (often taken as a good measure for their individuality) are looked at with awe and 

inspiration. The society also views individual rights as an important element of growth and 

progress. Asserting individuals right and space in all matters of civil society seems to be the way 
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forward to make a great country. The spirit of questioning everything (as opposed to the spirit of 

inquiry) and seeking one‘s own understanding of the issue is another aspect promoted today. In 

all these matters the common thread is to promote individuality either directly or indirectly. The 

idea that begins as individuality will soon transform into selfishness as people become very 

sensitive to their possessions, wants and needs and begin to demand or bargain for these things in 

life. This will take away the culture of sharing as give and take is simply not easier to practice. 

Gītā brings this aspect by advising Arjuna that in order to achieve ultimate prosperity and 

success in whatever we do we need to honour the principle of mutual 

dependence. The spirit of sharing and unconditional giving (the virtue of YaJñā) is the basis 

on which everything in the world sustains. 

 

देलान ्बालमतानेन त ेदेला बालमंत ुल्।   

ऩयस्ऩयं बालमंत् शे्रम् ऩयभलाप्स्मथ। ।  (गीता् - ३। ११) 

Dēvān bhāvayatānēna tē dēvā bhāvayantu vaḥ.  

Parasparaṁ bhāvayantaḥ śrēyaḥ paramavāpsyatha  (Gītā - 3. 11) 

 

Meaning : You will make the deities prosper through this (yaJñā), and the deities will make you 

prosper. By mutually making each other prosperous, you will attain the highest good. 

 

i. Mutual Dependence is Critical for Sustainability 

ii. In order to achieve ultimate prosperity and success in whatever we do we need to honour 

the principle of mutual dependence. The spirit of sharing and unconditional giving (the 

virtue of Yajñā) is the basis on which everything in the world sustains.  
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iii. The Gods bless the living beings with this virtue and in turn the living begins give back 

to the Gods using this principle. Paraspara bhāva (ऩयस्ऩय बाल) is the one that guarantee 

us ultimate prosperity - Param śrēyās -ऩयभ शे्रमाव 

iv. If you are a manager or a leader in an organization, the first lesson you will learn to be      

successful in discharging your work is the value of mutual dependence. Your sub-

ordinates are as important as you are. 

Managing Stress in our Daily Life 

Materialistic benefits and opportunities for consuming them are far more than what it used to be 

20 years back but peace of mind is a big challenge that society is currently facing. Working 

people complain of excessive stress and frustration. This raises a fundamental question of what 

indeed enables an individual to lead a life which is relatively more satisfying and rewarding than 

what we are currently going through. In order to understand this aspect we need to step back and 

see how several events in our life create stress and low morale to many of us. We all live in a 

world of duality. Success and failure, good and bad, desirable and undesirable, friend and foe, 

hot and cold, happiness and sadness, up and down, higher and lower and so on. The list of 

dualities is endless. Ordinary people get carried away by the pulls and pushes of life.Gītā offers a 

solution. 

भात्रास्ऩळामस्त ुकौन्तेम ळीतोष्ण वखु दु् खदा् 

आगभाऩातमनोतन्मा् तांक्स्तततषश्ल बायत ।। गीता्।२.१४। 

Mātrāsparśāstu kauntēya śītōṣṇa sukha duḥkhadāḥ  

āgamāpāyinōnityāḥ tānstitiśva bhārata  ( Gītā 2.14)                                                                                       
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Meaning : O son of Kunti ! the contact between the senses and their objects, which give rise to 

the feeling of heat and cold, pleasure and pain etc., are transitory and fleeting; therefore avoid 

them, Arjuna! 

Comment : The crucial difference between a person, who can lead a contended and  a successful 

life and others is the ability to handle the world of dualities. Every one of us will encounter ups 

and downs in life during various occasions. As long as we are active, our five senses are alert and 

they will constantly feed signals from the outside world into our mind. Our mind is always 

trained to process every activity, the outcomes, the benefits and the impact on us from purely a 

perspective of a world of dualities. 

वखुद:खे वभेकृ्ला राबाराबौ जमाजमौ  

ततो मधुाम मजु्मस्ल नलै ंऩाऩभलाप्स्मसव॥ ( गीता्- २।३८) 

Sukhada:Khē samēkr̥tvā lābhālābhau jayājayau  

Tatō yud'dhāya yujyasva naivaṁ pāpamavāpsyasi (Gītā - 2.38) 

Meaning: Treating alike victory and defeat, gain and loss, pleasure and pain, get ready for the 

fight, then; fighting thus you will not incur sin. 

Comment: A wise person  understands that the world of dualities has two attributes i.e being 

temporary in nature and transitory in its effect.  We need to remind ourselves that while 

developing capabilities to be successful may appear very useful, developing capabilities to 

transcend the world of success and failure is indeed valuable. There lies the secret behind 

discovering the peace of mind in our life. 
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Breaking the connection between work and stress 

Irrespective of the nature of work, every work is characterized by five elements: a purpose, a 

doer, resources, a target or a goal to achieve, and an outcome of the work. the root cause of 

work induced stress is the tight linkage that we make in our minds between the goal and the 

outcome. Gītā provides an anti-dote to this problem by suggesting that the solution to this 

problem lies in delinking work and the outcome (fruits of the action performed). According to 

Gītā there are four aspects to work: you have the right to work, but never to the fruits of the 

action, you do not have the right to the root cause of the fruits of action and also do not have the 

right to remain in the society without performing any work. 

कभमण्मेलाधधकायस्त ेभा परेऴ ुकदाचन  

भा कभमपरशेतुबभम  भात ेवंगेस््लकभमणण॥ गीता्।२।४७। 

Karmaṇyēvādhikārastē mā phalēṣu kadācana  

Mā karmaphalahēturbhū: Mātē saṅgēs̕tvakarmaṇi( Gītā 2.47) 

Meaning: Your authority is to work only, but never to the fruit thereof. Be not instrumental in 

making your actions bear fruit, not let your attachment to be inaction . 

Comment : 

Many of us with some work experience will be able to relate to these side effects: 

i. At every moment, we will start worrying about the possibility of reaching the target or 

otherwise. Vary of potential failures, many of us will end up not making the required 

efforts in the first place. 

ii. We have a tendency to excessively focus on ―ends‖ instead of ―means‖. This is what 
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most working in today‘s private firms are busy doing. Modern day managers spend 

significant time to manage  ―performance reports‖ rather than ―performance‖ itself. 

iii. In order to be good in managing the performance report, ―process orientation‖ must give 

way for ―result orientation‖ 

iv. Furthermore, getting the results at any cost will become the governing principle behind 

doing work. People will resort to short cuts and unfair means to get the results with its 

attendant risks. 

v. This fixation on results is fundamentally unscientific. Work is in the ―present‖ and the 

results are in the ―future‖. Worrying about the results and constantly thinking about the 

results is akin to ―dreaming‖. So we end up escaping the dynamics of the ―present‖ and 

go after the ―future‖. How can the mind distracted with such thoughts focus and deliver 

the best with respect to the work on hand? 

Avoid being a victim of situations 

Every one of us often face a common problem in our lives on a day-to-day basis. This relates 

to our inability to handle a difficult situation that we face either in our office or in our home. Is 

there a way we can handle this weakness of ours? Gītā provides several ideas and advises on this 

important issue. 

इन्द्रमाणा ंहश चयता ंमन्भनोन ुद्लधीमत े। 

तदस्म शयतत प्रसा ंलामनुामलसभलाम्बसव  ।। ( गीता्- २।६७) 

Indrayāṇāṁ hi caratāṁ yanmanōnu vidhiyatē 

Tadasya harati prajñāṁ vāyurnāvamivāmbhasi  (Gītā - 2.67)                 

Meaning : As the wind carries away a boat upon the waters, even so of the senses moving sense 

objects, the one to which the mind is joined takes away his discrimination. 
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Comment :  

i. A Sthita PraJñā will have a calm mind.  

ii. The calming of the mind enables the person to respond to the outside situations in a 

controlled fashion. It also helps to turn the attention inward. In this process this person 

will become more and more thoughtful, silent and composed in life. 

मदा वंशयत ेचामं कभ भोंगानील वलमळ: 

इंहद्रमाणीक्न्द्रमायथेर्भम् तस्म प्रसा प्रततक्ष्ठता ।। ( गीता्- २.५८) 

Yadā sanharatē cāyaṁ kūrmō'uṅganiva sarvaśa: 

Indriyāṇīndriyārthebhyaḥ tasya prajñā pratiṣṭhitā  (Gītā - 2.58) 

Meaning: when like a tortoise, which draws in its limbs from all directions, he withdraws his 

senses from the sense objects, his mind is (should be considered as) stable. 

Comment:  We become the victim of situation simply because of our inability to control our 

senses.The moment we sense situation getting out of control we need to immediately 

withdraw our senses as a tortoise does. The idea here is not to instantaneously react to the 

situation. If only we can delay our response during an unpleasant situation by a few moments 

most of our problems will be solved. We will not regret for our action later.  

Developing the right perspective of life 

Why does a materially rich person still feel missing something in life? Think about the 

frequently heard terms such as ―happiness‖, ―peace of mind‖, and ―fulfillment‖. What do we 

understand by these terms and more importantly how do we attain these in our life? Let us 

look at Gītā for some ideas on these aspects of one‘s life 
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नाक्स्त फदु्धयमकु़्तस्म ऩ चामकु़्तस्म बालना 

न चाबलमत् ळाक्न्त: अळान्तस्म कुत् वखुभ ् ।। गीता् ।२।६६। 

Nāsti bud'dhirayuqtasya ṉa cāyuqtasya bhāvanā 

Na cābhavayataḥ shānti: Aśāntasya kutaḥ sukham  (Gītā 2.66) 

Meaning: He who has not controlled his mind and senses can have no reason; nor can such 

undisciplined man can think of God. The unthinking man can have no peace; and how can there 

be happiness for one lacking peace of mind? 

i. Value of being a Yukta (An integrated perspective of life)  by linking it with fulfillment 

and peace of mind. 

ii. one who is well connected with the laws of nature and dharma is in simple terms a Yukta. 

iii. for such a person the thoughts, action and understanding of various aspects of life are not 

in conflict with the laws of nature and dharma. 

iv. Such a person will be a truly integrated personality with no conflicts in the mind, and 

action.  

v. He will be in a much better position to take the results that come his way It is better to 

develop a sense of inquiry मोग फहुद्द (Yōga buddi ) about these aspects of our life as 

early as one can.  

Measuring progress in one’s life 

It is a common and a fair expectation for every individual to aspire to progress in life, find 
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methods by which he/she can measure the progress and take concerted steps to indeed make 

progress along the expected lines. The moot question is what do you mean by progress in one‘s 

life? A correct understanding of this aspect of life is crucial to every one of us.  

आऩभममभाणभचरप्रततष्ठ:  वभदु्रभाऩ्प्रद्लळाक्न्त मद्लत ्

तद्ल्काभा मं प्रद्लळाक्न्त वले व ळाक्न्तभाप्नोतत न काभकाभी ।।गीता्।२।७०। 

Āpūryamāṇamacalapratiṣṭha: Samudramāpaḥpraviśānti yadvat 

Tadvatkāmā yaṁ praviśānti sarvē sa śāntimāpnōti na kāmakāmī  (Gītā 2.70) 

Meaning: Just like the ocean remains unmoved though water enters it from all sides, so does that 

(tranquil) individual attain peace in whom all desires enter, but not the desirer of desires. 

Comment : We need to practice a way of life which amounts to active physical engagement in 

the world of activities and an emotional disengagement. It is a difficult task, however worth the 

effort as we want to emulate the behavior of a great ocean. Once we become steadfast in this 

idea, the divine grace will follow. 

YaJñā: The Cardinal Principle of Sustainability 

Modern way of work, production and consumption systems are like a riding a tiger with out 

knowing how to get out of it. Environmental degradation and running after achieving targets are 

the main features of this. At the end man lost happiness. Gītā states a Dharmic way of life. 

वशमसा् प्रजा् वषृ्ट्ला ऩयुोलाच प्रजाऩतत : 

अनेन प्रवद्लष्मध्ल ंऐऴ लो क्स््लष्टकाभधक्ु  ।। गीता् ।३।१०। 

Sahayajñāḥ prajāḥ sr̥ṣṭvā purōvāca prajāpati: 

Anēna prasaviṣyadhvaṁ ēṣa vō stviṣṭakāmadhuk (Gītā 3.10)         
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Meaning : Having created mankind with their duties specified at the beginning of creation the 

creator, Brahma, said to them, ―You shall prosper by this; may this yield the enjoyment you 

seek‖. 

तैदम्तानप्रदामरै्भमो  मो बङु्क्ते स्तेन एल व् ।।गीता् ।३।१२। 

Tairdattānapradāyaibhyo Yō bhuṅktē stēna ēva saḥ (Gītā 3.12) 

Meaning: ―Fostered by sacrifice, the gods will surely bestow on you unasked all the desired 

enjoyments‖. He who enjoys the gifts bestowed by them, without giving them in return, is 

undoubtedly a thief. 

बञु्जत ेत े्लघं ऩाऩा: मे ऩचन््मा्भकायणात ् गीता् ।।३।१३। 

Bhuñjatē tē tvaghaṁ pāpāh Yē pacantyātmakāraṇāt ( Gītā 3.13) 

Meaning : But those sinful ones who cook only for themselves, they consume only sin. 

Comment:  The critical aspect of YaJñā is giving (or sharing) without a sense of attachment.  

i. Yajñā is giving back to the system 

ii. Yajñā is about sharing, giving back to the system and not organizing life in a pure 

―selfish‖ or ―what is in it for me to enjoy‖ mode. 

iii. These three together play the central role of ensuring sustainability in the long run.  

 

Developing a Sustained Commitment 

Sustained commitment is required in all pursuits in one‘s life – spiritual, religious, social and 

materialistic. If only one understands how to make a sustained commitment to an idea or a 
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thought, it can be applied over and over in multiple situations. Such a person will be successful 

in many things that he/she does. Undoubtedly, this is a useful skill for our life. 

 

कभेंक्न्द्रमाणण वंमम्म म आस्त ेभनवा स्भयन ्। 

इक्न्द्रमाथामन ्द्लभभढा्भा सभथ्मचाय: व उच्मते ।। ( गीता्-३।६। ) 

Karmēnndriyāṇi sanyamya ya āstē manasā smaran 

Indriyārthān vimūdātmā mithyacārah Sa ucyatē   (Gītā - 3.6) 

Meaning: He who outwardly restraining the organs of sense and action, sits mentally dwelling 

on the objects of senses, that man of deluded intellect is called a hypocrite. 

Comment:  

i. Mind control – Essential for Sustained Commitment 

ii. If the mind is not actively engaged into the commitment process, the benefit is likely to 

be temporary. This is simply because the mind will refuse to cooperate and will become 

the master while bud‘dhi will be its slave. The mind will wonderfully work in myriad 

ways to direct the bud‘dhi to process the information to its benefit. 

iii. The central issue in developing a sustained commitment is to control the sense organs 

with the mind. Once we develop this skill, we will succeed in many things that we do in 

our life. 

iv. Making Mind a slave to Bud’dhi- Bud’dhi is endowed with the power of discrimination 

and this power must be exploited to it best to win the mind. When a resolution is taken it 

must be preceded with considerable amount of thinking. Out of deep thinking and 
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analysis of the consequences of the decision one can develop a firm conviction in the 

matter. 

v. Commitment to a new thought or a resolution also means changing some of our familiar 

practices and inheriting new ones. It is about changing the status quo. This will create 

some inconvenience, and will require more time and effort. It also means coming out of a 

familiar terrain and making new experiments and learning. This is why people drift away 

from their commitment after a few days. Therefore, the other aspect is to reflect on the 

positives of the changed behavior. Once we get convinced of the reason for the new 

commitment making additional efforts to make it happen will follow naturally. 

मसव्लक्न्द्रमाणण भनवा तनमम्मायबतेजुमन 

कभेंक्न्द्रम:ै कभममोगं अवक्त् व द्लसळष्मत े  ।। ( गीता् - ३। ७) 

Yasitvandriyāṇi manasā niyamyārabhatēr̕juna 

karmēnndriyai: Karmayōgaṁ asaktaḥ sa viśiṣyatē (Gītā - 3.7) 

Meaning: on the other hand, he who controlling the organs of sense and action by the power of 

his will, and remaining unattached, undertakes the Yōga of Action through those organs, Arjuna, he 

excels. 

i. Sustained commitment is required in all pursuits in one‘s life – spiritual, religious, social 

and materialistic. If only one understands how to make a sustained commitment to an 

idea or a thought, it can be applied over and over in multiple situations.  

ii. A shallow commitment will mean that the mind is not part of the commitment.  

iii. Merely restraining the sense organs (Indriyas) but thinking differently about the issue in 

the mind is always the root cause of the problem. 
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iv. Such an approach is hypocritical (Mithya Aachara). Those with such levels of 

commitment are indeed foolish (Vimooda Atma). 

The power of Concentration 

Root cause for low performance - Gītā traces the problem to the issue of concentration of the 

mind and consequently the bud‘dhi as well. An individual has to first understand clearly the 

consequences of not concentrating on the issue on hand. Only then the scope for improvement is 

maximum. 

व्मलवामाक््भकाफदु्ध: एकेश कुरुनन्दन  

फशुळाखा ह्नन्ताश्र फदु्धमो व्मलवातमनाभ ्( गीता् -२।४१) 

Vyavasāyātmikā bud'dhih  Ēkēha kurunandana  

Bahuśākhā hyanantāśca bud'dhiyō̕ vyavasāyinām (Gītā - 2.41) 

Meaning: Arjuna! In this Yōga (of disinterested action) the intellect is determinate and directed 

singly towards one ideal; whereas the intellect of the undecided(ignorant man moved by desires) 

wanders in all directions, after innumerable aims. 

बोगैश्लममप्रव्ताना ंतमाऩरृतचतेवाभ ्     

व्मलवामाक््भका फदु्ध : वभाधौ न द्लधीमते॥ (गीता्-२।४४) 

Bhōgaiśvaryaprasattānāṁ tayāpahr̥tacētasām  

Vyavasāyātmikā bud'dhi: Samādhau na vidhīyatē (Gītā - 2.44) 

Meaning: those whose minds are carried away by such words, and who are deeply attached to 

pleasure and worldly power, cannot attain the determinate intellect concentrated on God. 

Comment: 
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i. Developing one pointed focus is a job well done through meditation. Meditation helps 

calm the mind, reduce the number of thought waves from several to a few by sustained 

practice over a period of time. Once the many thoughts come down to a few, the 

possibility of a single pointed focus brightens up. 

ii. developing the power of concentration is a slow and steady process as it involves 

iii. the mind. It also requires deep conviction to set off time for meditation. This calls for 

iv. behavioural modifications and sometimes even life style changes.  

v. Root cause for low performance –lack of  concentration of the mind and consequently the 

bud‘dhi as well. 

vi. An individual has to first understand clearly the consequences of not concentrating on the 

issue on hand. Only then the scope for improvement is maximum. 

vii. develop Vyavasayatmika Bud’dhi. Vyavasaya means tremendous determination and 

effort. 

viii. in order to develop tremendous determination there must be a one-pointed focus of 

Bud‘dhi. (Bud’dhi Ekeha Kuru) 

ix. Concentration – Anti-dote to low performance 

The notion of change and changelessness 

Changes happen in one‘s personal, professional and social lives all the time. Yet everyone 

avoids facing this reality and gets affected by it, sometimes badly. the issues are far more serious 

and challenging in an organization. Changes introduced in the manner an activity is done is 

resisted with great might. If an organization introduced a computer based software and new 

forms and procedures the employees will resist it by striking work. While part of the reasons for 

such a resistance is to bargain better pay and working conditions, a vast majority oppose because 
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of the fear of the unknown. Therefore, managers in organizations constantly worry about the 

adverse fallout of the changes that they want to introduce and plan for change management 

programs by experts and consultants. In a nutshell, change management is all about getting 

equipped with facing the changes as they unfold. 

नावतो द्लद्मत ेबालो नाबालो द्लद्मत ेवत् । 

उबमोयद्ऩ शष्टोन्त् ्लनमोस्त््लदसळसब  ।। ( गीता्- २।१६ ) 

Nāsatō vidyatē bhāvo Nābhāvō vidyatē sataḥ  

Ubhayōrapi haṣṭō̕ntaḥ tvanayōstattvadaśibhiḥ (Gītā - 2.16) 

Meaning: The unreal has no existence, and the real never ceases to be, the reality of both has 

thus been perceived by the seers of truth. 

Comment: 

i. Our inability to understand the changelessness is the root cause of all the problems 

pertaining to changes that we face. 

ii. Another important point to note is that our inner self always has a natural tendency to 

gravitate towards the changeless aspects of life (Sat). 

iii. Search for the changelessness in everything  

iv. whenever we face an unpleasant situation arising out of changes happening 

v. around us, it is worthwhile to ask what is the changeless aspect through which I perceive 

the change? Does that get affected anyway? 

vi. the problem stems from one‘s inability to develop a correct understanding of ―the reality‖ 

behind things, events and outcomes.  
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vii. Change by its very definition is something that is there only for a temporary period of 

time and is not there (Asat) afterwards. What is there permanently is called Sat. 

viii. a person who has developed such an understanding has indeed mastered the art of 

knowing the reality (the truth behind events and outcomes) in life (Tatva Darshi). 

Meaning of life and innovation 

What is the meaning of life? What are we supposed to achieve in this life and what happens 

if we don‘t? These questions blindfold us and often times we are not even sure of where to 

begin our search for the answers to these questions. We do not know what happens after 

death. This single issue puts enormous pressures on us. Sub-consciously many of us think 

that we have only one chance to live and therefore set forth in life with a sense of urgency 

to perform and achieve whatever we need to achieve. Even the greatest personalities in 

human history have had this pressure of performance. However, at some stage reality and 

wisdom dawns on us 

लावांसव  जीणतनम मथा द्लशाम नलातन गहृ्णातत नयोऩयाणण  

तथा ळयीयाणण द्लशाम जीणाम न्मन्मातन  वंमातत नलातन देशी॥ गीता् ।२।२२। 

Vāsānsi jiṇarni yathā vihāya navāni Gr̥hṇāti narō̕parāṇi  

Tathā śarīrāṇi vihāya  jīrṇā  nyan'yani sanyāti navāni dēhī. (Gītā 2.22) 

Meaning: As a man shedding worn-out garments, takes over new ones, likewise the embodied 

soul, casting off worn out bodies, enters into others which are new. 

i. Address some of the vexing problems in business management.  

ii. change management in organizations  

iii. discarding old ideas and mind-set is a very important pre-requisite for moving forward.  
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iv. Today in business management the important word is innovation. Organizations are told 

that unless they usher in innovation they may not be able to face the onslaught of 

competition.  In our personal and professional life we find it difficult to make 

improvements because of mind-set inertia. 

v. Innovation through creative destruction 

vi. Innovation requires inheriting new ideas and it happens only when old ideas are 

discarded. 

vii. In modern management the word creative destruction is used to communicate this idea.  

Landing in troubles and failures in life: A root cause analysis 

ध्मामतो द्लऴमान्ऩुंव् वङ्गस्तेऴभऩजामत े। 

वङ्गा्वंजामत ेकाभ: काभा्क्रोधोसबजामते॥  ( गीता् - २।६२) 

क्रोधाद्भबतत वंभोश् वंभोशा्स्भतृतद्लभ्रभ : ।   

स्भतृत भं्रळाद्फदु्धनाळो फदु्धनाळा्प्रणश्मतत॥ ( गीता् - २।६३) 

Dhyāyatō viṣayānpunsah saṅgastēṣupajāyatē  

saṅgatsan̄jāyatē kāmah Kāmātkrōdhō̕bhijāyatē  (Gītā - 2.62) 

Krōdhādbhabhati sammōhaḥ sammōhātsmr̥tivibhramah 

smr̥ti bhranśādbud'dhināśō bud'dhināśāt praṇaśyati  (Gītā - 2.63) 

Meaning: When a man constantly thinks about objects, attachment for those objects arises. From 

attachment is born desire, and from desire is born anger. From anger comes delusion, from 

delusion comes loss of memory, from loss of memory comes destruction of intellect, and once 

the intellect is destroyed, he perishes. 
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Comment: 

An Individual develops deep thoughts on certain aspects that he/she comes across 

 

The deep thoughts over a period of time develops into a sense of attachment  towards it 

 

Successive waves of attachment transform into a cyclone of deep desire 

 

Deep desire increases the propensity for greater dis-appointment leading to anger 

 

 An angry mind very soon becomes a confused and a deluded mind 

 

 A deluded frame of mind soon loses the efficacy of its memory 

 

A weakened memory invariably loses the power of discrimination 

 

An individual losing the power of discrimination indeed perishes over time 

 

large scale attempts in this way of doing things will make individuals very unhappy and 

dissatisfied and eventually leave them stressed out in life. Further, it pushes one to cross ethical 

and moral boundaries and keep repenting about it much later in life 
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Working your way to contentment 

Current model pertaining to work 

Develop some  clear expectations arising out of work 

 

Set out to work with this clarity and motivation 

 

Get the results that you aimed for 

                                      

Get rewarded for the efforts. 

 By implication what it means is that if there is a possibility of this chain of logic breaking 

somewhere, simply disengage from work.  

 Disengaging from work happens in many ways – lose interest in the work, work for the 

sake of work, merely offer the physical body for the work but switch off the brain and all its marvelous 

analytical capability that can add very well to the work that one is doing, abstain from working, exhibit 

indiscipline in work related behavior. 

 In fact before dis-engaging from work , one makes multiple efforts to somehow ensure that the 

chain of logic indeed does not break. This includes finding ways to twist and tweak the reward 

system pertaining to the outcome into one‘s favour, influencing the power center so that even if 

the logic breaks the expected rewards accrue, engage in a variety of unethical means and 

immoral ways to short change the system so that the rewards accrue independent of the quality of 

work and the output etc. 
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 Due to such attempts to protect the chain of logic of work and rewards or to eventually disengage 

from work, it leaves a bad taste in the hands of every individual in the work place. Further the 

working atmosphere is vitiated, the goodness of the work and the results are often compromised 

 What we need in life are indeed happiness, peace of mind, freedom and joy in doing our work 

and a sense of contentment. In fact the material progress and the improved social status that we 

are all aiming for today could at best be a surrogate to achieve these core objectives in life.  

 Work – Contentment  

कभमजं फदु्धमकु्ता हश परं ्मक््ला   भनीद्ऴण:  

जन्भफन्धद्लतनभुमक्ता ऩदं गच्छन््मनाभमभ॥् गीता्।२।५१। 

Karmajaṁ bud'dhiyuktā hi phalaṁ tyaktva manīṣaṇa:  

Janmabandhavinirmuqta Padaṁ gacchantyanāmayam. (Gītā 2.51) 

Meaning: for wise men possessing an equipoised mind, renouncing the fruits of actions and 

freed from the shackles of birth,attain the blissful supreme state. 

 Cuts at the very root the link between work and reward expectations. 

  In the process, it may indeed increase the propensity of getting the rewards because the     

frame of mind with which we engage in work will be qualitatively superior to the other model.  

 We do not have to waste time to short change the system. Nor do we need to develop 

excess mental stress. 

 Our brain and analytical faculty will be free from needless restrictions. We may 

be able to focus well in the job and in the process increase the chances of our succeeding in it. 

 It  helps us develop a positive attitude and perspective towards several work place 
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related matters. This can further improve our inter-personal skills and communication skills and 

groom us into a better person in the society and the family. 

 Are these not valuable enough in our day to day living? Above all people will slowly  

begin to experience firsthand what joy of work means.  

 The most important change that one will get if we follow these prescriptions is our 

approach to work in the long run. We will stop thinking that work is primarily for materialistic and ego 

satisfying aspects. Instead we will internally realize that the goal of working is to evolve ourselves into 

an integrated personality with larger perspectives in life, spiritual evolution and a balanced approach to 

many things in life. 

 

How to react to real time events and outcomes? 

One should develop the habit of reacting to events with deep thinking and avoid reacting impulse 

Yaḥ sarvatrānabhisnēha: Tattatprāpyaśubhāśubham 

nābhinandatinadvaṣṭitasyaprajñāpratiṣṭhitā (Gītā 2.57) 

Meaning: ‗He who is unattached everywhere, who is not overjoyed at receiving good nor 

rejected at coming by evil, is poised in wisdom.‘ 

Comment:  

i. Merely reacting to the stimuli. Such people can never develop inner strength and 

character required to take responsible roles in the family, society and work place.  

ii. Emotional detachment leads to steady mind & wisdom 

iii. Bud‘dhi is the faculty endowed with the power of discrimination. However, in an 

emotional state, the mind gains control over the Bud‘dhi and switches it off. Once this 
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happens, we will react to the situation in a manner that we may regret later (when the 

mind is calm and the control is restored back to Bud‘dhi). 

iv. Developing emotional detachment is a very valuable capability in life. One requires time 

and continuous effort to acquire this capability. We must engage in repeated  questioning 

and analysis of our responses to situations. By doing this consciously over time we will 

develop a good sense of why it is valuable to be emotionally detached. Such repeated 

questioning and self-introspection could help us develop an objective view of the world 

and the situations that we face. An objective view of the world helps us restore the seat of 

control to the bud‘dhi most of the times. This will prepare the mind to listen to the 

bud‘dhi and take its advice seriously. 

v. A pleasant outcome of this journey is that emotional detachment leads us to greater and 

intense physical attachment to activities and situations around us. We will begin to 

discover the joy of work as opposed to the drudgery and boredom of work that we 

currently experience. A closer scrutiny of the life and works of great leaders brings out 

this aspect clearly. 

Understand the power of senses 

Human beings are considered to be the most evolved of all the living creatures. We are 

endowed with the five sensory organs and the power of discrimination. This separates us 

from all other living beings and enables us to ―think and act‖ accordingly. Despite such a 

rare endowment of special capabilities why are we not able to achieve this goal in life? 

मततो ह्मद्ऩ कौन्तेम ऩरुुऴस्म द्लऩक्श्चत्  

इक्न्द्रमाणण प्रभाथीतन शयक्न्त प्रवबं भन्॥(  गीता् -) 
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Yatatō hyapi kauntēya puruṣasya vipaścitaḥ  

indriyāṇi pramāthīni haranti prasabhaṁ manaḥ (Gītā - 2.60) 

Meaning: Turbulent by nature, the senses even of a wise man, who is practicing self-control, 

forcibly carry away his mind, Arjuna. 

Comment : 

i. One of the common limitations we all have is that our peace of mind is remote controlled 

by many others around us. Our  actions controlled by others fundamentally work at cross 

purposes and prevent us from realizing our simple goal of being peaceful.  

ii. One important reason for losing mind control is succumbing to powerful senses. 

iii. How do we develop sense control? 

iv. The first step  is to understand the power of the senses in hijacking oneself to an 

undesirable path. This can be achieved only by repeated contemplation of this very 

thought.  

v. create a meaningful delay between stimulus and response. Such a delay will provide an 

opportunity for the bud‘dhi to rationally analyse the situation on hand and provide an 

appropriate response after taking into consideration the pros and cons of various options. 

vi. If we live in a place infested with deadly snakes we exhibit utmost care. Since this 

thought engulfs us on a 24x7 basis we are always alert. We need to develop a similar 

approach towards handling our sense organs. Repeated contemplation of this shloka and 

the grace of Lord Krishna can help up escape the mouse trap set by the senses. 
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How to cope with changes? 

The biggest reason for people to resist change is that they develop a psychological viewpoint that 

the status quo is a permanent thing in their life. Consequently, they love the status quo and get 

emotionally engaged with the existing state of affairs. Therefore, the only way to get people out 

this trap is to show them the futility of this assumption. More than the people who are affected, 

the champions leading the change need to develop greater clarity and conviction in this thought. 

How well can organizations implement change and individuals cope up with changes critically 

hinges on this aspect. 

 

जातस्म हश ध्रलुो म्रु् मु्  ध्रलंु जन्भ भतृस्म च  

तस्भादऩरयशामेथे न ्लं ळोधचतुभशामसव॥गीता  ्।२।२७। 

Jātsya hi dhruvō mr̥tyuḥ dhruvaṁ janma mr̥tasya ca  

tasmādaparihāryē rthē na tvaṁ śōcitumar'hāsi  (Gītā 2.27) 

Meaning: for in that case death is certain for the born, and rebirth is inevitable for the dead. You 

should not, therefore, grieve over the inevitable. 

Comment: 

i. One of the biggest pre-occupations of management all over the world is making changes 

in organizations. Organizations identify new practices and methods of doing work, so 

they want to implement these changes. Employees are asked to learn new methods and do 

things differently.  

ii. In a vast majority of these situations, the basic premise for making changes is to improve 

the state of affairs and make things much better for everyone including the employees, 
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supervisors, managers and customers. A vast majority of managers will agree that this is 

the most painful job and is fraught with a lot of risks, tensions and challenges.  

iii. Whenever a change is introduced, it calls for an intensive phase of learning and 

adjustments on the part of the people in the organization.  

iv. Changes are ―impermanent things‖-The biggest reason for people to resist change is that 

they develop a psychological viewpoint that the status quo is a permanent thing in their 

life 

v. There is an important difference between permanent and impermanent things. 

vi. Understand that the synonym for change is ―impermanent things in life‖. This very 

thought will take off considerable amount of stress from our mind and psychologically 

prepare us to face the changes as they unfold. 

The immutable self within us 

न जामत ेसम्रमत ेला कदाधचत ्  नाम ंबभ् ला बद्लता ला न बभम्  

अजो तन्म् ळाश्लतोम ंऩयुाण: न शन्मते शन्मभान ेळयीये॥ गीता् ।२।२०। 

Na jāyatē mriyatē vā kadācit nāyaṁ bhūtvā bhavitā vā na bhūyaḥ  

Ajō nityaḥ śāśvatō̕yaṁ purāṇah Na han'yatē han'yamānē śarīrē (Gītā 2.20) 

Meaning : It (the eternal essence) is neither born, nor does it ever die; nor is it that having come 

into existence, it will again cease to exist. It is birthless, eternal, changeless and primeval, it is not slain 

when the body is killed. 

Comment:  Developing the mindset of a traveler/ tenant – not attached to vehicle/place/house is 

the best Yōga way of work. 
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CHAPTER 3 

LITERATURE SURVEY FROM SCIENTIFIC RESEARCH 

Modern literature is reviewed with the objective of understanding the following issues  

1. Western (Modern) perspective of concept of personality 

2. Changeability of personality 

3. Measuring personality 

4. Big Five Personality model 

5. Studies which show the relevance  of Big Five Personality dimensions on job 

performance 

6. Ancient Indian perspective of  concept of personality 

7. Studies on  Guṇa Traya and it‘s application in Organisational Behavior 

8. The Guṇa Theory: Basis for the Total Quality of Mind 

9. Studies on application of Yōga on managerial issues 

10. Yōga way of Human Resource Management- Subhashism 

3.1. Inclusion and Exclusion criteria: 

The literature to the extent it is relevant to the present study which focus on managerial issues, 

employee performance are included. Studies on application of  Yōga on medical aspects are 

excluded in the literature research 

3.2 Concept of Personality- western perspective 

According to Merriam Webster dictionary ―Personality is the collection of emotional and 

behavioral traits that characterize a person‖ 
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According to Gordon Allport (1937) ―Personality is the dynamic organization with in the 

individual of those psycho physical systems that determine his unique adjustments to his 

environment‖  

According to Stephen P. Robbins(2011) ―Personality is the sum of total ways in which an 

individual reacts and interacts with others‖  

According to Edwin Locke(2011) ―Personality is an individual‘s relatively stable and enduring 

pattern of thoughts, feelings and actions‖  

We most often describe personality in terms of measurable traits a person exhibits. The term 

personality trait refers to enduring personal characteristics that are revealed in a particular pattern 

of behaviour in a variety of situations 

Changeability of Personality 

 An early debate in personality research centered on whether an individual‘s personality 

was the result of hereditary or of environment. Gordon W.Allport(1937), one of the earliest and 

most important researchers on the personality based on the trait approach understood traits as 

stable dispositions of an individual. This is well known as the theory of Personality Trait 

Consistency.  

Mischel (1968) introduced what has been called  Situationalism. It suggests that human 

behaviour is largely dependent on situations. He made two empirical arguments:  1) a review of 

the literature shows that personality traits only have a correlation of about 0.30 with personal 

behaviour in any given situation and 2) the cross sectional behaviour is also only around 0.20-

0.30. 
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The study of both Personality Trait theory and Situationalism is called Interactionalism. 

Rather than saying that situations determine behaviour (which ignores differences in individual 

reactions) or that personality determines behavior(which is misleading because of low cross 

situational consistency of behavior) Interactionalism expresses it differently. 

In some studies empirical data show that personality traits change through out the life time. 

Mean level changes in personality traits have been demonstrated in young adulthood(Helson & 

Moane,1987) , midlife(Dudek & Hall 1991)  and old age (Hann et al, 1986) . This position 

should also be reconciled with studies demonstrating that individual differences in personality 

change are related to environmental experiences in young adulthood(Helson et al 1984), 

midlife(Helson & Wink 1992)  and old age (Tower & Kasl 1996). It is an inescapable fact that 

traits show evidence for change throughout midlife and that change in personality traits is 

sometimes related to environmental factors‘(Roberts & Caspi 2001). This Interactionist 

approach allows us to assume that the person is free because his personality is not genetically 

determined and that some of his personality traits may vary because of his own decisions(Jose 

Hernandez and Ricardo Mateo 2012). In the most recent times ,in 2012  Brent W.Roberts etc has 

made the following clarifications  about the long debated issue about the changeability of 

personality. 

― The concept of a personality trait carries with it some unnecessary baggage that we 

would like to address forthwith. A common misperception of personality traits is that they denote 

the existence of highly heritable (e.g., 80%–90% heritable), unchangeable, and decontextualized 

constructs. We have provided an alternative vision of personality traits that expands on the 

structure, the developmental, as well as the contextual nature of traits that attempts to address 

these misperceptions ( Roberts & Jackson, 2008) , which we summarize here. To start, although 
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conscientiousness is heritable, the best estimate of the heritability of conscientiousness-related 

traits is between 40% and 50% (Krueger & Johnson, 2008) . Thus, like almost all constructs 

studied in psychology, the majority of variance in conscientiousness is attributable to 

environmental influences (Krueger & Johnson, 2008) . Moreover, the general heritability of a 

personality trait is an estimated population average value that collapses across diverse 

circumstances in which the heritability can be either higher or lower than the average value. This 

observation signals the sensitivity of genetic effects on personality to environmental contexts 

(Krueger et al, 2008) . In addition, the assumption that traits are immutable is clearly wrong. 

Empirical evidence has repeatedly shown that conscientiousness, and the related constructs that 

fall within the conscientiousness spectrum, such as impulse control, are both changeable and 

continue to develop and change well into adulthood (Roberts B.W & Jackson J.J, 2008) . Though 

changeability should not be taken as meaning inconsistency, it is clear that personality traits 

retain robust rank-order consistency over time while showing slow, incremental changes from 

year to year (Roberts & Mroczek, 2008). 

3.3 Measuring Personality 

Personality can be measured through a variety of tests and the most popular technique is 

the Self Report Inventory. It is a series of answers to a questionnaire that asks participant to 

indicate the extent to which sets of statements or adjectives accurately describe their own 

behavioral or mental state. Many efforts are made to identify the primary traits that govern 

behaviour and these efforts resulted in long lists. Out of these, Myers Briggs Type 

Indicator(MBTI) and Big Five Personality Model(also known as Five Factor Model) are most 

widely used in identifying and classifying traits(R.B. Cattell,1996). 
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In MBTI individuals are classified as Extraverts or Introverts, Sensing or Intuitive, 

Thinking or Feeling, Judging or Perceiving. In spite of it‘s popularity, evidence is mixed about 

MBTI‘s validity as a measure of personality, with most of the evidence suggesting that it is not.
 

It often forces a person into either one type or another. There is no in between, though people can 

be both extraverts and introverts to some degree.  

3.4 Big Five Personality Model 

But the Big Five Personality Model, supported by an impressive amount of research 

suggests that the five basis of dimensions underlie all others and encompasses most of the 

significant variation in human personality. The following are the five basic 

factors.(J.M.Digman,1990). 

According to Atkinson et al(2000) 

1. Openness to experience: Openness reflects the degree of intellectual curiosity, 

creativity and a preference for novelty and variety a person has. It is also described as 

the extent to which a person is imaginative or independent, and depicts a personal 

preference for a variety of activities over a strict routine. This dimension 

encompasses range of interests and fascination with novelty. Extremely open people 

are creative, curious, and artistically sensitive. Those who score low on openness 

category are conventional, cautious and find comfort in the familiar. 

2. Conscientiousness: This dimension refers to the reliability of an individual. It is  A 

tendency to be organized and dependable, show self discipline, act dutifully, aim for 

achievement, and prefer planned rather than spontaneous behavior. A person who 

scores high on this dimension is responsible, organized, dependable and persistent. 
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Those at the other end of the conscientiousness are  easily distracted, disorganized, 

easy going, careless and unreliable. 

3. Extraversion: This dimension refers to our comfort level with relationships. It 

includes energy, positive emotions, assertiveness, sociability and the tendency to 

seek stimulation in the company of others, and talkativeness. Extraverts tend to be 

gregarious, assertive and sociable. Those who are low in this dimension called as 

introverts tend to be reserved, solitary, timid and quite. 

4. Agreeableness:   It is a tendency to be compassionate and cooperative rather than 

suspicious and antagonistic others. It is also a measure of one's trusting and helpful 

nature, and whether a person is generally well tempered or not. This dimension 

addresses an individual‘s propensity to differ to others. Persons who score high on 

this dimension are cooperative, warm and trusting. People who score low on 

agreeableness are cold, disagreeable, and antagonistic. 

5. Emotional Stability: This dimension is often referred by it‘s converse Neuroticism. 

It  states a person‘s ability to withstand stress. People with Emotional Stability are 

calm, self confident and secure. People with low emotional stability are nervous, 

depressed and insecure 

Note: The word ‗Emotional stability‘ is often referred through it‘s antonym  ‗Neuroticism‘ and 

in the present thesis  they are used as such at appropriate contexts  
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Table 3.1 – Big Five Personality Dimensions and Facets 

Big Five dimensions Facet (and correlated trait adjective) 

Extraversion vs. Introversion Gregariousness (sociable) 

  Assertiveness (forceful) 

  Activity (energetic) 

  Excitement-seeking (adventurous) 

  Positive emotions (enthusiastic) 

  Warmth (outgoing) 

Agreeableness vs. Antagonism Trust (forgiving) 

  Straightforwardness (not demanding) 

  Altruism (warm) 

  Compliance (not stubborn) 

  Modesty (not show-off) 

  Tender-mindedness (sympathetic) 

Conscientiousness vs. Lack of direction Competence (efficient) 

  Order (organized) 

  Dutifulness (not careless) 

  Achievement striving (thorough) 

  Self-discipline (not lazy) 

  Deliberation (not impulsive) 

Neuroticism vs. Emotional stability Anxiety (tense) 

  Angry hostility (irritable) 

  Depression (not contented) 

  Self-consciousness (shy) 

  Impulsiveness (moody) 

  Vulnerability (not self-confident) 

Openness vs. Closedness to experience Ideas (curious) 

  Fantasy (imaginative) 

  Aesthetics (artistic) 

  Actions (wide interests) 

  Feelings (excitable) 

  Values (unconventional) 

 

Source: John, Oliver. P. (1999).  
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3.5 Relevance  of Big Five Personality dimensions on job performance 

Research on the Big Five has found relationship between personality traits and job performance 

is summarized below: 

Relevance of Conscientiousness in Job Performance: 

 The preponderance of evidence show that conscientiousness is the most important trait 

among all the five traits, which contribute to the performance of employee. The 

individuals who are dependable, reliable, careful, thorough, able to plan, organised, hard 

working, persistent and achievement oriented tend to have higher job performance in 

most if not in all occupations. A study of the personality scores of 313 CEO candidates in 

private companies(of whom 225 were hired, and their companies‘ performance later 

correlated with their personality scores) found conscientiousness in the form of 

persistence, attention to detail and setting high standards was more important  than other 

traits  (Stephen Robbins, 2004) 

 Studies demonstrate that conscientiousness, and to a lesser extent, emotional stability, are 

valid predictors of job performance in a wide variety of jobs. Eight meta-analyses 

conducted since 1990 and reported that construct valid measures of conscientiousness 

and emotional stability predicted overall job performance with an average true score 

validity of .24 and .15, respectively (e.g. Barrick & Mount, 1991; Barrick, Mount, & 

Judge, 2001; Hough, 1992; Hurtz & Donovan, 1998; Salgado, 1997, 1998). 

 Conscientiousness and emotional stability have been found to consistently (negatively) 

predict an individual‘s propensity to withdraw from the job. Barrick and Mount (1996) 
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showed that voluntary turnover was predicted by both personality traits, with true score 

correlations across two firms ranging from -.21 to -.26.  

 Employers are very interested in eliminating counterproductive or antisocial behavior at 

work. Research demonstrates integrity tests are valid predictors of these behaviors (Ones 

et al, 1993), and also predict supervisory ratings of performance (ρ = .46). In addition, 

Ones (1993) identified more than 100 studies reporting correlations between integrity 

tests and temperament measures. She found that integrity tests were related primarily to 

conscientiousness and emotional stability (along with agreeableness).
 

Ones and 

Viswesvaran (1996) found that emotional stability emerged as the strongest personality 

based predictor of customer service orientation followed by conscientiousness. Thus, a 

major component of what is measured by integrity tests and customer service tests is 

conscientiousness and emotional stability. 

 Turning to the Customer Service Construct, Frei and McDaniel (1998) reported a mean 

validity of customer service measures for predicting supervisory ratings of performance 

of .50. Customer service measures were strongly related to conscientiousness and 

emotional stability (again, along with agreeableness).  

 Selecting on conscientiousness and emotional stability is also important from the 

viewpoint of conforming to existing laws and legal precedents. In a meta-analysis 

reported by Hough (1995), differences between African American and Hispanic 

subgroups versus White subgroups were very small. Similar non-significant differences 

have also been found for gender. In a meta-analysis by Feingold (1994), only small 

gender differences were found on measures of conscientiousness and emotional stability. 

Thus, from a legal perspective, selecting on conscientiousness and emotional stability 
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(and other personality dimensions) is advantageous because it does not appear to result in 

adverse impact which could lead to litigation. 

 Conscientiousness and emotional stability are positively related to job satisfaction. Judge, 

et al (1999) found that conscientiousness and emotional stability assessed at an early age 

(12-14) were strong predictors of overall job satisfaction in late adulthood (r = .40 and 

.34, respectively. In turn, job satisfaction has been shown to be positively related to 

performance  

 Conscientiousness plays a major role in both job and life satisfaction because 

conscientious behavior is instrumental in attaining outcomes such as career success that 

achievement-oriented people value (McCrae and Costa, 1991).  

  Schmutte and Ryff (1997) concluded that those high in conscientiousness are more 

satisfied because they achieve a heightened sense of control and competence through 

their diligent and responsible behavior.  

 Mount and Barrick (1995) found that conscientiousness correlates highly with amount of 

effort exerted (ρ = .51). This strong relationship indicates that conscientiousness affects 

task performance through increased time on task, which in turn affects performance 

through its effect on other mediating variables. They found that conscientiousness is 

strongly correlated with quality (ρ = .44).  

 Conscientious people develop greater job knowledge and produce more and better quality 

output, they develop more positive beliefs about their capabilities to accomplish 

particular tasks. Chen et al (2001) have shown that conscientiousness predicts self-

efficacy and, in turn, self-efficacy is related to task performance  
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 A study by Barrick et al (1993) showed that highly conscientious sales representatives are 

more likely to set goals autonomously and to be more committed to their goal, which, in 

turn, led to higher performance . It was found that about half of the total effect of 

conscientiousness on performance was indirect. 

 During the 1980‘s, the U.S. Army conducted the Selection and Classification Project 

(Project A). The findings (McHenry et al, 1990) from this large-scale project were that 

intelligence tests provided the best prediction of job-specific and general task proficiency 

(core technical proficiency and general soldiering proficiency), whereas the personality 

composites, particularly those traits measuring conscientiousness and emotional stability, 

were the best predictors of giving extra effort and leadership (multiple R = .33, 

uncorrected), exhibiting personal discipline (multiple R =.32, uncorrected), and physical 

fitness and military bearing (multiple R=.37, uncorrected)   

 In a cross sectional survey with a study population of 159 employees of a pharmaceutical 

company showed that among others Conscientiousness is directly related to task 

performance  (S.Rothman and E.P.Coetzer,2003)  

 In a study, the highest validity (PV=0.20) was found for Conscientiousness among the all 

the Big Five. For all four of the occupational categories under the study, 

conscientiousness exhibited the highest estimated true validity ranging from 0.15 to 0.26 

across occupations. It‘s highest validities were for  Sales (PV=.26) and customer 

service(PV=.25) jobs. (Gregory M.Hurtz and John.J.Donovan 2000) 

 In eight meta-analyses, Murray and Barrick(1991) reported that construct valid measures 

of emotional stability predicted overall job performance with an average true score 

validity of.15. Conscientiousness and emotional stability have been found to consistently 
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(negatively) predict an individual‘s propensity to withdraw from the job. Zimmerman 

(2008 ) showed that personality traits impact individuals‘ intentions to withdraw from 

work. Thus selecting on conscientiousness and emotional stability will reduce workforce 

instability due to excessive absenteeism, tardiness, even turnover 

 Barrick et al (1998) found conscientiousness and emotional stability were consistently 

related to team work. Based on responses of employees in 51 work teams they found that 

teams higher in conscientiousness and emotional stability (as well as general mental 

ability and extraversion) received higher supervisor ratings of team performance 

 Employers are very interested in eliminating counterproductive or antisocial behavior at 

work. Research demonstrates integrity tests are valid predictors of these behaviors (Ones 

et al, 1993), and also predict supervisory ratings of performance. It found that integrity 

tests were related primarily to conscientiousness and emotional stability (along with 

agreeableness).
  
Hurtz and Donovan ( 2000 ) found  that conscientiousness and emotional 

stability influence citizenship behaviors at work through their relationship to job 

dedication and interpersonal facilitation. Berry et al. (2007) clarified how emotional 

stability and conscientiousness predict counterproductive behavior. They stated 

emotional stability predicts both interpersonal deviance and organizational deviance, the 

more conscientious and emotionally stable a firm‘s employees are, the less likely they are 

to engage in counterproductive behaviors at work. A meta - analysis by Clarke and 

Robertson (2005) showed that  emotional stability, were also found to be negatively 

correlated to accidents. 

 Ones and Viswesvaran (1996) found that emotional stability emerged as the strongest 

personality based predictor of customer service orientation followed by 
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conscientiousness. Frei and McDaniel (1998 ) reported that customer service measures 

are strong predictors of supervisory ratings of performance. Hogan et al (1984) state that 

Emotional stability is expected to be related to the worker's customer orientation. 

Correlation between Emotional Stability and work performance is consistent even across 

different occupational categories (e.g., sales, customer service, and managers 

 Selecting employees on conscientiousness and emotional stability is also important from 

the viewpoint of conforming to laws on anti discrimination. In a meta-analysis reported 

by Hough (1995), when selection of employees are made based on personality tests 

differences in selections between different races were very small . Similar non-significant 

differences have also been found for gender. Feingold (1994) found  only small gender 

differences were found on measures of conscientiousness and emotional stability. Thus, 

from a legal perspective, selecting on conscientiousness and emotional stability (and 

other personality dimensions) is advantageous.  

 McHenry et al (1990) found in Project A  that intelligence tests provided the best 

prediction of job-specific and general task proficiency (core technical proficiency and 

general soldiering proficiency), whereas the personality composites, particularly those 

traits measuring conscientiousness and emotional stability, were the best predictors of 

giving extra effort and leadership. 

 Judge et al (2002) conducted a meta - analysis of the relationship between the personality 

traits and leadership ,using a criterion that consisted of both leader emergence and leader 

effectiveness. Their results showed that both conscientiousness and emotional stability 

were generalizable predictors of leadership as were extraversion and openness to 

experience.  
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Relevance of Emotional stability in Job Performance 

 Smithikrai‘s (2007) found that emotional stability can predict job performance better than 

conscientiousness in Asian countries. Civil servants officers who have higher emotional 

stability described themselves as trusting, unsuspecting and accepting . They were also 

self-assured, unworried and complacent, relaxed, placid and patient and emotionally 

stable, adaptive and mature. All these traits contributed to high job performance 

especially on task performance, followed by contextual performance and supervisory 

assessment. Individuals who are higher on both conscientiousness and emotional stability 

perform better as expatriates (Mol et al, 2005 ). 

 Neurotic individuals have been shown to have lower resistance to stress and spend more 

time ruminating about illnesses (Ozer et al ,2006 ). In essence, those with lower levels of 

emotional stability experience higher rates of actual illness and are more vulnerable to 

illness due to how the trait shapes the person‘s reaction to illness. Neurotic people are not 

able to control their emotions and moods. Consequently, they cannot maintain focus and 

concentration on the task at hand especially under stress or in crisis situations ( Kanfer 

and Heggestad, 1997 ). This lack of attention can lead to less productivity, more errors, 

and hence lower performance. Borman et al( 1991 ) state that those prone to greater 

anxiety and insecurity (low on emotional stability) tend to be fearful of novel situations, 

be more concerned about failure, and are more susceptible to fail. Those who experience 

greater and more frequent negative emotions may choose to withhold effort rather than 

risk the potential affective consequences of failure. Inability of neurotics to cope with 

fear of failure substantively impacts job performance through the inhibitory effects on 

motivational levels. In contrast, employees scoring high on emotional stability are likely 
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to be steady, calm, and predictable, which helps them obtain more commendations and 

recognition at work. In turn, commendations along with fewer disciplinary actions and 

reprimands have been linked to higher performance ratings. 

 Conscientiousness and emotional stability are positively related to job satisfaction. Judge 

et al (1999) found that conscientiousness and emotional stability assessed at an early age 

(12-14) were strong predictors of overall job satisfaction in late adulthood and job  

satisfaction motivates employees to perform well in their jobs. 
   

Judge and E.Bano (2001) 

found the Results based on 274 correlations suggest that emotional stability is an  

predictor of job satisfaction and job performance. Thoresen et al (2003) found neurotic 

individuals are less satisfied, less committed to the organization, and have higher 

turnover intentions. People who suffer from low emotional stability experience greater 

distress and reduced job and life satisfaction because they experience more adverse 

events, and react negatively and more strongly when such problems occur. 

 Edwin A.Locke (2009) studied the importance of Emotional Stability on the following 

aspects of employee performance viz., Citizenship and non counterproductive work 

behavior, Low turnover and absenteeism, Leadership and entrepreneurship, Expatriate 

success, Earnings, safety, Compliance, Healthy behaviors and longevity, Motivation, Job 

satisfaction, commitment, Life satisfaction 

 Research on the Big Five personality dimensions has found that burnout is linked to the 

dimension of Neuroticism( Adhia et al,2010). Several studies in the past concluded that 

burnout has negative effects on job performance. Burnout leads to lower productivity and 

effectiveness at work (Maslach et al, 2001). Consequently, it is associated with decreased 

job satisfaction and a reduced commitment to the job or the organization. People who are 



125 
 

experiencing burnout can have a negative impact on their colleagues, both by causing 

greater personal conflict and by disrupting job tasks. Thus, burnout can be ―contagious‖ 

and can perpetuate itself through informal interactions on the job (Maslach et al, 

2001).The visible portion of these costs stems from compensation claims (Kottage, 

1992), reduced productivity and increased absenteeism (Manuso, 1979), added health 

insurance costs (Mulcahy,1991), and direct medical expenses for related diseases such as 

ulcers, high blood pressure, and heart attacks (Newman and Beehr, 1979). 

Relevance of Agreeableness in Job Performance: 

 Agreeableness is relevant because they are better liked and they are more compliant and 

confirming. In jobs requiring significant teamwork or frequent interpersonal 

interactions ,  higher performance and lower levels of deviant behavior is very 

important (Stephen Robbins, 2004) 

 Conscientiousness, extraversion, and agreeableness are positively correlated with job 

satisfaction (Judge, 2002)  

 Workplace deviance was more likely to be endorsed with respect to an individual when 

both the perception of the workplace was negative and emotional stability, 

conscientiousness, or agreeableness was low (Colbert, 2004). 

 Witt et al. (2002) argued that the interaction between conscientiousness and 

agreeableness is most relevant for ‗jobs requiring substantial cooperative interaction.  

 Employees  with high levels of conscientiousness and agreeableness are more likely to 

possess the resources required to excel in bank teller jobs requiring speed, accuracy, 

and customer service. It is critical for positions with frequent interpersonal interactions 
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to be filled by employees who have high levels of both conscientiousness and 

agreeableness (Russell P. Guay,2013) 

 Elisa Ilarda etc(2006) found that the strongest correlations with team work are found to 

be with extraversion, total emotional intelligence, agreeableness  

 Cooper (1997) found that the relationship between extraversion, openness, 

agreeableness, conscientiousness and attitude were all found to be linked to being 

adoptable to change in an organization  

 Agreeableness was significantly related to interpersonal teamwork behavior, collective 

efficacy also was found to moderate the relationship between agreeableness and 

interpersonal teamwork behavior. Agreeableness and interpersonal teamwork behavior 

relationship is stronger for those in high collective efficacy groups. (Kevin Tasa,2010) 

 Agreeableness, and Emotional Stability are positively related to different aspects of 

contextual performance (Hogan J and Holland B. 2003) 

 Agreeable individuals are better able to resolve conflict or facilitate its resolution when 

it arises (Frederick P. et al 2005)  

Relevance of Openness in Job Performance  

 Tett et al (1991) found that Openness to be a valid predictor of job performance with the 

estimated true score 0.27. 
 
Jesus F. Salgado (1997) found openness to experience was 

valid predictors of training proficiency. 
 
Hurtz and Donovan (2000), in a study found , the 

true operational validity was 0.15 for openness to experience. 

 Dollinger et al (1996) have found that the people high on the trait of the openness to 

experience consistently hold the values of being broad minded and imaginative. 
 
Barrick 

and Mount (1991) found that Openness to experience is expected to be a valid predictor 
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of one of the performance criteria namely training proficiency. 
 
Mark N Bing, John 

W.Lounsbury (2000) found that openness predicted unique variance in job performance 

for employees above and beyond both cognitive aptitude and the other four personality 

dimensions of Big five personality factors.  

 McCrae and Costa(1986) found that Individuals who score high on this openness  are 

likely to have positive attitudes towards learning experiences in general. 
 
S Rothmann et 

al (2003) found that Openness to Experience is related to task performance and creativity  

Openness to Experience facilitates  adapting to change (Mark N.Bing et al,2000). 

Salgado (1997) found that Openness to Experience predicted police and skilled labour 

performance  

 Gouri Mohan and Zubin R.Mulla(2013) found that  Openness relates negatively to 

performance in the case of low complexity jobs and positively in the case of high 

complexity jobs 
.
Openness is an important quality required for skill acquisition (Oakes,  

2001). It was also seen that those who are high on openness showed better performance 

in unfamiliar environments (Bing &Lounsbury, 2000).The natural ability to thrive in 

higher complexity would mean that open individuals would be preferred for higher 

positions in the hierarchy. This is supplemented by the  correspondence of openness to 

ambition and need for achievement (De Jong , 2001). Open individuals also show a 

natural aptitude to emerge as leaders in a group since they are most likely to initiate new 

ideas, ask more questions, and give more opinions (Kickul & Newman, 2000) . 

 Individuals high on openness are naturally suited to high complexity jobs (De Jong et al., 

2001) .They also exhibit higher levels of creativity when the ends and means to their task 

are ill-defined (George & Zhou, 2001) . High openness also indicates that an individual 
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will be more cued in to his environment and will be attentive to multiple influences while 

taking decisions (McElroy & Dowd, 2007) . Openness correlates with divergent thinking 

(McCrae, 1987) and is strongly related to both personality-based and behavioral measures 

of creativity (Feist, 1998). Creativity appears to be an important skill of effective leaders. 

Creativity was one of the skills contained in Yukl‘s (1998) summary of the skills of 

leaders,
 
which was based on Stogdill‘s (1974) earlier review. Research indicates that 

creativity is linked to effective leadership ( Sosik , 1998)  suggesting that open 

individuals are more likely to emerge as leaders and be effective leaders  

Relevance of Extraversion in Job Performance 

Research has suggested that individuals who are considered leaders typically exhibit 

lower amounts of neurotic traits, maintain higher levels of openness (envisioning 

success), balanced levels of conscientiousness (well-organized), and balanced levels of 

extraversion, outgoing, but not excessive(Mischel,1968) Further studies have linked 

professional burnout to neuroticism, and extraversion to enduring positive work 

experience( Rosenthal R, 1990).
 

Extraverts tend to be happier in their jobs and in their lives as a whole. They experience 

more positive emotions than do introverts, and they more freely express their feelings. 

They also tend to perform better in jobs that require significant interpersonal interaction, 

perhaps because they have more social skills- they usually have more friends and spend 

more time in social situations than introverts(Stephen Robbins, 2011). Extraversions is 

relatively strong predictor of leadership emergence in groups; extraverts are more 

socially dominant, ‗take charge‘ sorts of people, and they are more generally more 

assertive than introverts (R.J.Foti and M.A.Hauenstein,2009).  Extraverts are positively 
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related to affective commitment (Erdheim, 2006). High extraverts are positively 

associated with extrinsic career success (Judge et al., 1999). Extravert is a personality 

types which is positively related to performance in jobs that require interpersonal skills 

(Barrick & Mount, 1991). 

 3.6 Concept of personality - Ancient Indian perspective 

The concept of Svabhāva 

This concept is very indigenous to the Indian description of personality and temperament. In 

Indian psychological thought the term ‗personality‘ has not been used in strict sense, instead the 

concept of Svabhāva referred in scriptures, covers all aspects of personality. Svabhāva is the 

essential quality. It is that speed of spirit which manifests itself as the essential quality in all 

becoming. ― Dharma, says the Gita, is action governed by Svabhāva, the essential law of one's 

nature and this Svabhāva is at its core the pure quality of the spirit in its inherent power of 

conscious will, and in its characteristic force of action.‖. Sri Aurobindo in his ―Essays on the 

Gita‖ used the term ―spiritual personality‖ too. According to him ―We have before us three 

powers, the Puruṣōttama as the Supreme truth into which we have to grow, the Self and the Jīva. 

The supreme spiritual nature of being, the Para Prakruti, free from any limitation by the 

conditioning ignorance, is the nature of Puruṣōttama. In the impersonal self, there is the same 

divine nature, but there it is in its state of eternal rest, equilibrium, inactivity, Nivriti. Finally for 

activity, for Pravrutti, the Para Prakruti becomes spiritual personality, the Jīva.‖ The spiritual 

personality is explained as expression of actions of supreme power, the loss of doership in 

actions is another facet of spiritual personality. The Yōga is instrumental in leading to 

egolessness and desirelessness, without which the development of impersonality is not possible 

(Kapur, 2008)  
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Levels of Consciousness 

 

Sri Aurobindo emphasized on simultaneous activity of the concentric system and a vertical 

system. The concentric system is like a series of rings or sheaths. The outermost circle is 

comprised of awareness of physical body, awareness of vital (Pranic) body or sheath, and 

awareness of mental sheath. These three types of consciousness are interconnected. The inner 

circle is composed of inner mind which is in touch with the universal mind or Supreme Energy. 

The innermost core is called as Psychic being which is a spark of the Divine (Supreme Energy) 

present in all of us and in everything. It is also called as Atman. The vertical systems is like a 

staircase consisting of various levels, planes of consciousness ranging from the lowest– to the 

highest–Sat Cit Ananda (Arabindo,1942)  

Upanishads are store house of psychological material. The nature of mind and its functions and 

different psychological phenomena–normal, abnormal, pathological, paranormal, and spiritual–

are explained in Vedas and Upaniṣats. The core themes, according to the ancient philosophical 

tradition are centered around self, soul, human nature, human existence, and human 

experience(Aurabindo,1990)  

The ancient Indian model of ―Personality‖, given in the Upanishads, consists of the ‗five‘ 

sheaths. They are ‗Annamaya‘ (food sheath), ‗Prāṇamaya‘ (vital air sheath), ‗Manōmaya‘ 

(mental sheath), ‗Vijñānamaya‘ (intellectual sheath), and ‗Ānandamaya‘ (bliss sheath). 

‗Annamaya‘, a segment of human system is nourished by ‗Anna‘, that is, food. ‗Prāṇamaya‘ is 

that segment which is nourished by ‗Praṇa‘, that is, ‗bioenergy‘. ‗Manōmaya‘ is the segment 

nourished by ‗education‘. ‗Vijnanamaya‘ is nourished by ‗ego‘ and ‗Anandamaya‘ is the 

segment nourished by ‗emotions‘(Das,1987) 
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Figure 3.1- Levels of Consciousness 

 

Source: Kalpana Srivatsava(2012) 

Bhagavad Gita, at different places gives the models of highly developed human potential in its 

totality. It also describes three Guṇas and says that we all are combinations of these Guṇas 

(characteristics) which are Tamas, Rajas, and Sattva. Paranjpe(2004) 

considers Jīva, Svabhāva , Prakruti, Ahamkāra, Ātman, Puruṣa as the most important concepts 

related to personality and self, which can help in developing indigenous personality theories. 

Descriptions of the evolutes of Prakruti 

The most important principles are that of Puruṣa  and Prakruti, which are consciousness and 

primordial matter. All the levels of manifestation of the human (gross and subtle) are Prakruti, 

but have life due to the infusion of Puruṣa  It is the primordial state of matter, even prior to 
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matter as we know it in the physical sense. Prakruti manifests as the three Guṇas and the other 

evolutes. 

Puruṣa  

Puruṣa  is consciousness that is untainted, it is self-existent, standing alone from other identities 

of individuality, the principle of spiritual energy. 

Mahat or Buddhi 

This is the purest, finest spark of individuation of Prakruti (primordial matter). It is very first of 

the evolutes of Prakruti. It is individuation, but yet, without characteristics. 

Ahamkāra 

This is the process of ego, by which consciousness can start to (incorrectly) take on false 

identities. Ego refers to the actual qualities such brother or sister, or loving or cruel, but the 

capacity itself to take on the countless identities. 

Guṇas 

Prakruti (primordial ―matter‖) has three characteristics or attributes of lightness (sattva), activity 

(rajas), and stability (tamas). These three combine and recombine so as to form the various 

aspects of mind, senses, and the five elements: Earth, water, fire, air, and space. 

Mind 

Mind (manas) is the instrument, which is the driving force behind actions, speech, and the 

thinking process. It is also the recipient of the sensory input. It is useful to know that, here, mind 

is being used in this more limited way, rather than the whole of the inner process 
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called antahkarana, which includes manas, ahamkāra, buddhi, citta, along with the senses and 

the five elements. 

Senses/Instruments 

The five senses and five instruments of expression are like 10 instruments These ten indriyas are 

evolutes of mind  

Figure 3.2 – Prakruti and it‘s Evolutes  

 

Source: Swamy Jnaneswara Bharati (http://www.swamij.com/Prakruti-purusha-sankhya.htm) 
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Description of Guṇas by different authors : 

The material personality manifested through the Guṇas is a covering of the original spiritual 

personality of the light entity(Prabhupada, 1986). The self is eternally an individual. Prabhupada 

explains ―Arjuna and all the kings who are assembled on the battlefield are eternally individual 

beings ...It is not that they did not exist as individuals in the past, and it is not that they will not 

remain eternal persons. Their individuality existed in the past, and their individuality will 

continue in the future without interruption‖. By removing the covering of the modes of nature the 

original spiritual personality of each individual will be manifest. Without such restoration of 

spirituality, relationships are mechanically conducted on the basis of the Guṇas. Fully spiritual 

relationships can be achieved only when the Guṇas are absent, and replaced with the quality of 

pure goodness, or Śud'dha Sattva ळुध व््ल  which is the platform of spiritual existence 

(Prabhupada, 1986) 

The three Guṇas-Sattva, Rajas and Tamas-also promote different kinds of temperament 

based on the dominance of one or the other Guṇas. No personality is exclusively Sattvic, Rajasic 

or Tamasic. In words of Aurobindo , all men have in them in whatever degree the Rajasic 

impulse of desire and activity and the Sattvic boon of light and happiness, some balance, some 

adjustment of mind to itself and its surroundings and objects, and all have their share of Tamasic 

incapacity and ignorance. Individuals are born with certain personality patterns that gradually 

change as a result of interaction with the environment.  

David Wolf (1999) states that Sattva Guṇa is characterized by qualities such as 

cleanliness, truthfulness, gravity, dutifulness, detachment, discipline, mental equilibrium, respect 

for superiors, contentment, sharp intelligence, sense control, and staunch determination. 
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Attributes of Rajo Guṇa include intense activity, desire for sense gratification, little interest in 

spiritual elevation, dissatisfaction with one‘s position, envy of others, and a materialistic 

mentality. Qualities associated with Tamo Guṇa  include mental imbalance, anger, ignorance, 

arrogance, depression, laziness, procrastination, and a feeling of helplessness. 

 

   The word Sattva is derived from 'Sat' or that which is real or existent. 'Sat' also means 

perfection and therefore, Sattva element is that which produces goodness and pleasure 

(Radhakrishnan, 1948). Sattva is the angelic human, the aspect of the subtlest primordial matter 

(Prakruti) which was nature of existence, light, illumination, sentience, harmony, truthful, self 

controlled, virtuous, kind, forgiving, righteous, mentally and physically pure, intelligent, theist, 

studious, genuine, unperturbed by sorrows and joy, free from desire, passion and angers, 

dignified, handsome and energetic, or stable. Sattvic individuals are usually noble and spiritual in 

character. 

 Rajasic is earthen human, the aspect of Prakruti, which has the nature of activity, 

motion, energy, valiant, cruel, authoritarian, terrifying, brave when angry but timid when calm, 

unkind, indulged in self adulation, envious impulsive, cowardly, gluttonous, movement, or 

changing and have excessive desires (Rangacharya, 1989). Rajas is the principle of motion. 

Samkhya accounts for the causation of the universe on the basis of this Guṇa of motion. Sattva 

and Tamas Guṇas in themselves are immobile. They are rendered active because of the 

energizing influence of Rajas. All work comes from Rajas, the principle of energy, which 

overcomes the resistance of matter and supplies even intelligence with the energy which is 

required for its own work of conscious regulation and adaptation (Seal, 1915). Rajas may be 

taken as the motivating force seeking, propelled by desire and impulsion. Tamas, which literally 
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means darkness, is the principle of inertia. It resists activity and produces indifference, 

ignorance, confusion, passivity and negativity. It is heavy and enveloping and as such is opposed 

to Sattva. It is also opposed to Rajas, for it arrests activity. Tamasic is the animal, aspect of 

Prakruti, which has the nature of darkness, dullness, heaviness, insentience, nonintellectual, 

unwise, somnolent, timid, disgusting behavior and dietary habits, forbidding disposition, brutish 

contentment in stupor and sloth and obstinate error. Such happiness begins and results in self-

delusion 

Sattvic quality as being  free from attachment and vanity and absolutely unruffled in success and 

failure and the quality of Tamas overcomes the illumination of knowledge and leads to many 

errors(Das Gupta,1961). Sattva is free from evil, immaculate, flawless, and is expressed in 

qualities like purity, wisdom, goodness, fineness, bliss, and a love for knowledge. Rajas is 

characterized by egoism, activity, restlessness, assumption of undertakings, craving, passion, 

lust, greed, and the need for power. Tamas is exhibited in sloth, delusion, ignorance, 

heedlessness, inertia, procrastination, confusion, and perversion in thought and action 

(Chakraborty, 1987). 

While all individuals have mixed amounts of the three, the predominant Guṇa determines an 

individual's Personality. At the microcosmic level, the three Guṇas manifest themselves at 

different levels of consciousness. The evolutionary scale is representative of different 

organizations of three Guṇas, with one Guṇa being predominant, overshadowing the remaining 

two. It is this predominance which characterizes an object- a thing being good, bad or 

indifferent; a thing being pure, impure or neutral. The balance of Guṇas of everything and 

everyone can change and does. Change needs internal or external influence or reinforcement, as 

knowledge and force to transform. The force to change comes from Rajasika Guṇa, while Sattva 
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Guṇa empower towards harmonious and constructive change, while Tamasika Guṇa checks or 

retards the process. The entire physical universe, including the human mind, is composed of 

three basic constituents termed. They are not only the form-giving substances but also act and 

interact with the environment to find expression as qualities or personality  traits 

(Chakraborty,1987) .  

Das (1987) found support for the claim that the three Guṇas are exclusive of each other. These 

Guṇas constituting a unity in trinity coexist and cohere. The Guṇas might initially vary in their 

dominance in determining the personality of an individual but gradually the individual‘s 

personality mostly settles on one (Das, 1991). A person could thus be Sattvic, Rajasic, or 

Tamasic depending on which of the three Guṇas is dominant.  

Radhakrishnan (1948) states that the  dominant Guṇa could be identified along 12 different 

dimensions. One could be Sattvic on one dimension, Rajasic on another, and Tamasic on yet 

another. The 12 dimensions and the characteristics of each Guṇa along each of those dimensions 

are explained below. 

 

Table 3.2 - Twelve dimensions of Guṇas 

Dimensions 
Type of Guṇa 

Sattva Rajas Tamas 

Faith Worships divine, value all 

divine tendencies 

Worships power and 

wealth 

Worships ghostly 

spirits 

Food Likes food that increases their 

vital force, energy, strength, 

appetite, and  health. Such 

food is juicy, soothing, 

savoury, fresh, and agreeable 

Prefer food that is 

violently bitter, sour, 

salty, hot, pungent, 

acidic, and burning. 

Take pleasure in food 

that is stale, tasteless, 

cold, insipid, putrid, 

rotten, and impure. 

Sacrifice Sacrifice willingly as a duty 

without desire for  fruits 

thereof 

Sacrifice that is 

performed for 

outward show, in the 

hope of divine 

Sacrifice that is 

performed without 

faith and with 

complete disregard to 
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reward Dharma 

Austerity Austerity of body, of mind, 

and of speech 

Practiced for 

ostentation and for 

gaining praise and 

honour,  fleeting and 

unstable.  

Practiced with foolish 

obsessions of 

torturing oneself or 

hurting others 

Gift Gift given as a matter of duty, 

without expectation of any 

return, at a suitable place and 

time, and to the deserving 

person 

Gift  that is given 

either with the hope 

of receiving in return 

or with a view of 

winning merit or 

grudgingly 

Gift that is given to 

an unworthy person 

at the wrong time and 

place disdainfully, 

without regard to the 

feelings of the person 

who receives it. 

 

Obligatory 

Work 

Does obligatory work with a 

sense of duty, abandoning 

attachment to the outcomes 

Shirk from difficult 

work from fear of 

pain or bodily 

trouble 

Total abandonment of 

one‘s allotted task 

due to delusion. 

 

Knowledge Enables one to see the 

underlying oneness in all 

things despite the superficial 

diversities 

Makes one see 

various entities of 

distinct kinds and 

many souls in 

different beings. 

Shrouds all 

knowledge, rendering 

one incapable of 

seeing either the 

different souls or the 

underlying oneness. 

 

Action Act with non-attachment Act with self-conceit 

for want of fruits 

thereof. Such action 

involves much 

dissipation of energy 

Act in delusion 

without assessing 

one‘s capabilities to 

perform the same and 

be heedless of harm 

to others. 

 

Agent An agent who is free from 

attachment, non-egoistic, 

endued with fortitude and 

enthusiasm, and unaffected by 

success or failure 

Passionate, greedy, 

malignant, impure, 

and easily elated or 

dejected 

Unsteady, vulgar, 

arrogant, dishonest, 

malicious, indolent, 

despondent, and 

procrastinating. 

 

Intellect Know the path of work and 

renunciation, right and wrong 

action, fear and fearlessness, 

and bondage and liberation 

Decides erroneously 

between right and 

wrong 

Mistakes wrong for 

right and sees 

everything distorted, 

Determination Never wavers; gain control 

over their mind, vital energies, 

and senses 

Seek wealth or do 

duty looking for 

reward and personal 

advantage. 

Obstinacy; makes a 

person stubbornly 

refuse to shake off 

dullness, fear, grief, 
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low spirits or vanity 

Happiness Experienced through 

realization of the ultimate 

reality.  

Arises from the 

contact of objects 

with senses and is 

short-lived, 

ultimately graduating 

into pain 

Brutish contentment 

in stupor and sloth 

and obstinate error. 

Such happiness 

begins and results in 

self-delusion 

 

Source: Aditi Kejriwal (2004) 

3.7 Application of theory of Guṇa Traya in Organisational Behavior 

In modern times, a few studies were made on some aspects of  Guṇa Traya and it‘s application to 

Organisational Behavior 

Sony Kewalramani (2013) made an empirical study on the relationship of  with certain 

demographic  variables of managers- management level, mode of recruitment, number of years 

in service, type of organization, age, education, type of family and wife's working position. The 

findings are as follows. 

Management level Lower level managers have more Rajas and Tamas than higher level 

managers 

Type of 

organization 

Service sector managers are found higher on Rajas than manufacturing 

sector managers 

Experience With experience Rajas acquires significance 

Mode of 

recruitment 

Mode of recruitment (direct/ through promotion) does not have any 

significant effect on Guṇas 

Age Age has no significant effect on dominance of Guṇa 

Education Graduate managers are higher on both Rajas and Tamas than Post 
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Graduate managers 

Wife’s working 

position 

It has no significant effect on Guṇas  

Family system Managers from joint families are higher on Sattva than managers from 

nuclear families. The managers from nuclear families are higher on Tamas 

than managers from joint families 

 

 Kiran Kumar  and Tissy Mariam Thomas(2013) made a study on effect of Guṇas on 

Creativity of managers. For the purpose of the study, based on dynamics of Guṇas they 

divided the personalities as Sattvik, Rajasik, Sattvik - Rajasik and Sattvik – Tamasik. 

They found that Sattvic mangers can handle any kind of situation and can be productive 

in their work. These individuals can achieve the goals with planning, effective utilization 

of the resources, and can perform well. Rajasic managers have the ability to be creative 

but are unable to have divergent thinking. These managers need direction and planning to 

execute their ideas. They have knack for excelling in service oriented jobs where 

communication and high energy are important characteristics. Sattvic - Rajasic  managers  

need guidance in directing their energy, there is a need to bring awareness in the 

managers about their personality to perform effectively. They can work in sales, 

executive, and HR profiles, where they can bring change with effective utilization of their 

qualities of passion and reasonability.  

 Managers with Sattvic and Tamasic Guṇas are characterized by extremities such as 

stability, controlled mind, balanced emotions on the one hand and ignorance, dullness, 

and inertia on the other hand. The predominance of the two extreme Guṇas in one‘s 
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personality has been given importance in this study as previous studies have not 

identified any individuals with the quality of Tamas and Sattva (Mathew, 2010) 

 Mohan and Sandhu (1988) found no gender differences in Guṇas  between  college on 

gender basis.  

  

 Narayanan and Krishnan (2003) studied relationship between Guṇas, Karma - Yōga and 

transformational leadership. Results demonstrated that three Sattva dimensions 

(sympathy, motivation to work and accepting pain) enhance transformational leadership 

and two Rajas dimensions (attribution, and right and wrong) reduce Karma Yōga.  

 Rastogi (2004) made an attempt to relate Triguṇa to seven constructs of psychological 

well-being from western perspective. The seven constructs included self-acceptance, 

positive relation with others, autonomy, environmental mastery, purpose in life, 

satisfaction with life and personal growth. A revealing observation of the research was 

that Tamas was found to be negatively and Sattva to be positively correlated with all the 

seven constructs of psychological well-being. The relationship of Rajas with the 

constructs changes from negative to positive 

 Wolf and Abell (2003) showed that Japam is effective in bringing positive human 

changes. Japam of the mahamantras  increased Sattva and decreased stress, depression 

and Tamas.  

 Zaidi and Singh (2001) reported significant effect of Sattva and Rajas Guṇa on 

depression, the former leading to low depression and latter to high depression. High 

Sattva, low Rajas and high Tamas groups reported higher psychological well-being.  

 Kapur  et al (1997) made an effort to explore temperamental differences based on 

Triguṇa among normal and psychologically disturbed children. They found majority of 



142 
 

normal children having Sattvic disposition and reported that normal and psychiatric 

children had distinct temperamental profiles.  

 Sitamma M, Rao, Rao (1995) and Rao and Harigopal (1979) made an attempt to relate 

personality types based on Triguṇa to memory and extrasensory perception (ESP). 

Results showed a significant negative correlation between memory scores and Tamas . 

There was a significant negative correlation between ESP scores and Tamas  

 Bhushan, Siddhartha(2007) found that practice of Yōga Nidra increased the level of 

Sattva Guṇa and significantly decreased the level of Rajas and Tamas Guṇas in the 

practicing female subjects in comparison to their control group. Among the male subjects 

substantial increase in Sattva Guṇa has been found but the decrease in the level of Rajas 

and Tamas Guṇas has not been found significant. 

 Kaur and Sinha (1992) aimed at an empirical analysis of the Indian concept of Guṇa and 

its relationship with some organizationally relevant variables like work ethics, personal 

effectiveness, self-actualizing behaviour, organizational effectiveness, and the least 

preferred coworker with determination, and accepting pain. They showed that three 

Sattva dimensions (sympathy, motivation to work, and accepting pain) enhanced 

transformational leadership and two Rajas dimensions (attribution and right and wrong) 

reduced Karma-Yōga. 

 Sebastian and Mathew (2002) found that PSI experience (freedom from compulsive 

action patterns) was positively related to Sattva and Rajas for females. Sattva and Rajas 

might combine to exert beneficial effects. 

 Aditi Kejriwal and Venkat R Krishnan(2004) conducted a study on Impact of Vedic 

Worldview and Guṇas on Transformational Leadership and found that Sattva and Vedic 
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worldview separately enhance transformational leadership whereas Tamas reduces it. 

Sattva-Rajas combination also enhances transformational leadership but the effect is not 

more than the effect of Sattva alone. Sattva and Vedic worldview together do not enhance 

transformational leadership more than what Sattva alone does. The paper concludes with 

a discussion on what the organizations can do for enhancing transformational leadership 

by using the Guṇa framework and by reinforcing the Vedic worldview which are 

summarized as follows: 

a) Design training programs to develop Sattva and reduce Tamas. 

b) Build team-orientation and self-sacrifice for directing energies towards super 

ordinate goals. 

c) Base organizational policies on a competency framework built around Sattva and 

a Vedic orientation. 

3.8 Guṇa theory: Basis for the Total Quality of Mind 

Subhash Sharma (2008) developed the theory of ‗Total Quality of Mind‘ based on the 

philosophy of Guṇa Traya. This model is a very potential model to develop Sattva in the minds 

of all stakeholders in organization and thus ensure enduring progress in performance of the 

organization.  The salient features of the model are described below. 

Every person is a combination of all Guṇas, with different proportions and when one Guṇa 

dominates, the other subdues. As a result of s Guṇa dynamics, four dominant combinations 

emerge as  

1. The dominance of harmony seeking behavior or Sattva Guṇa 

2.  Intense activity with harmony seeking orientation or the Rajas with Sattva combination 
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3. Intense activity with some inertial content, or the Rajas with Tamas combination 

4. Complete inertia or Tamas 

Based on their mental orientation different types of persons are named as ‘r’, ‘s’, ‘a’ , ‘i’  

 

1.Sattva /Self Realization ( ‘r’ ) Types: Persons in whom the Sattva Guṇa completely 

dominates over the Rajas and Tamas Guṇas. These persons are driven by the idea of ‗Welfare for 

All‘. They display a high degree of ethical and spiritual perfection. They are the leaders of the 

moral growth of organizations.  

2. Rajas-Sattva / Self Sacrificing (‘s’) Types: Persons in whom the Rajas Guṇa dominates and 

Sattva Guṇa appears as back up. These people are driven by the selfless desire to improve the 

living conditions of people. Most social activists, social reformers, administrators and managers 

driven by the desire to undertake activities for the larger social concern. Thus, they have a high 

degree of ‗eco- orientation‘ or concern for others.  

3. Rajas-Tamas/ Self Actualization(‘a’)  Types: Persons with a high drive for the pursuit of 

their self interest. Such people tend to manipulate resources, including people to their personal 

advantage. They are likely to display high degrees of administrative and calculative modes of 

thinking. The accumulative instinct is the prime mover. These people have a high degree of ‗ego- 

orientation‘ i.e., self centeredness. They are characterized by lust for power,zeal for achievement 

at any cost and greed for control over resources.  

4. Tamas/Self Indulgence (‘ i’) Types : Persons who display neither the drive of the Rajas type 

nor the willingness to do good things for the larger interest. They just put in the critical minimum 

effort to survive in the organization. Most motivational techniques tend to fail in the case of 

persons of this type.  
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Effect of relationship of persons in performance of employee 

The performance of an employee depends not only on the type of his / her personality but also 

the type of person with whom he/she is working with. Therefore, in an organization, 

interpersonal interactions and relationships of different combinations may lead to different types 

of performance like progress in performance or group conflicts and decay in performance or 

manipulating and reporting the performance than actual performance. Table3.3  presents 

different  combinations of relations of  employee A, employee B  as a team. In  this figure self- 

realization, self- sacrificing, self actualization, self indulgence are represented by letter r,s,a, i 

respectively.  

Table 3.3- Guṇa Dynamics- Orientation and driving forces 

Personality 

Type  

Dominant Self 

Orientation 

Driving Force Illustration 

Sattva (r) Self- realization(r) Welfare of all Intuitive, holistic, visionaries 

Rajas-

Sattva(s) 

Self –sacrificing(s) Social/ collective interest Social activists, social 

reformers 

Rajas-

Tamas(a) 

Self actualization(a) Self Interest Typical Professional Manager 

Tamas(i) Self indulgence(i)  Minimum critical effort Managers with low drive 

 

In table 3.4, each cell has different implications for the nature of the relationship between two 

persons. Some interactions strengthen the bonds, others lead to problems. These type of 

interactions can be observed in all organizations and groups. Thus this framework can also be 

useful in analyzing group dynamics in organizations 
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Table 3.4- Effect of relationship of persons on performance of employee 

 Personality type of employee B 

Personality 

type 

Of employee A 

 

 

 R S A I 

R r,r r, s r,a r,i 

S s,r s,s s,a s,i 

A a,r a,s a,a a,i 

I i,r i,s i,a i, i 

 

Source: Subhash Sharma (2008) 

For eg: 

  ‗i,i‘ combination leads to waste of resources.  

 In combination of  ‗a, i‘ /  ‗i, a‘ , if ‗i‘ is a team member lead by ‗a‘ manager, ‗i‘ easily 

become the instruments in the hands of ‗a‘  to manipulate the things for self interest of 

‗a‘ . So the performance of ‗i‘ should  be monitored and lead by ‗s‘  or ‗r‘  only 

 In organizations, the major conflicts can be seen in combination of ‗a‘ and ‗s‘ . If ‗a‘ is 

lead or work with ‗s‘ , conflicts arise leading to decline in organizational performance, 

so such a combination should be discouraged. 

  ‗a‘  has a tendency to manipulate the things for self interest so their performance need to 

be monitored and lead by ‗r‘. 

 ‗a‘ can not  lead by ‗i‘ , since ‗i‘  is not intelligent enough to understand the manipulative 

performance of ‗a‘  
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 ‗s‘ type persons, though have energy, have lesser intuitional abilities. They should be 

guided by ‗r‘ type persons to get the optimum performance 

 ‗r‘ type persons are harmony seekers and natural leaders. They can work with any type 

of persons. 

Sanskāras -Reinforcement model of Human Quality Development 

The Sanskāras - Reinforcement model views Human Development in terms of Sanskāras and 

their reinforcements. This model is based on Chakraborty‘s(1987), framework can also be traced 

in the Sankhya philosophy and Bhagavadgita (14.16- commentary). In this philosophy, Guṇa, 

Sanskāras and action are the three important aspects o human behavior. Sanskāras refer to the 

subliminal impressions stored in the subconscious or unconscious. Guṇas and Sanskāras interact, 

and an individual actions are determined by such interactions. Further the results of the actions 

have a ‗feed back effect‘( internal reinforcement) on the Guṇas and Sanskāras. In addition 

external reinforcement can also affect the Sanskāras. External reinforcements in the form of 

rewards and punishments, could influence the internal reinforcements, and thereby bring about a 

change in the Guṇa mode and Sanskāras. Thus the relationship between the Guṇas, Sanskāras, 

actions and reinforcements is an interactive relationship. The below figure - presents this 

interactive process model.  

Like Guṇas, the Sanskāras and actions can also be classified in terms of their  Tamasik, Rajasik 

and Sattvik nature. Actions which create high negative externalities are categorized as Tamasik 

and actions that create high positive externalities, with out any expectation of returns, are Sattvik 

in nature. Actions that have the mixed effect of creating positive externalities for some and 

negative externalities for others are Rajasik in nature. 
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Figure 3.3-  S-R Model of Human Action Processes –  

 Subhash Sharma(2008) 

 

 

 

 

 

 

 

 

 

The researcher feels that practice of Integrated Yōga by a person for four months is an Action of 

Sattvik- Reinforcement-Sanskaar. The present study tests the above  model of Human Quality 

Development  

Once the combination of the Guṇas is determined, it strongly binds the person in this birth. They 

almost guide every behavior of his. How does a particular Guṇa emerge at a given time? What 

factors determine that? Why Guṇas are required? These are some of the common questions. 

Basically, we are propelled to exhaust our Karmas by involving in action. This fruition of the 

fruits of Karma starts from our Sanskāras (all the impressions of our previous experiences, 

including earlier births). Our Sanskāras create a desire, which is an attempt of expression of 

Sanskāras. This expression of desire requires certain vehicle to convey and that can be attributed 

as Guṇas. Guṇas are the means through which our Sanskāras are expressed in terms of thoughts 

Reinforcement 

Guṇa 

Action Sanskaar 
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of desires, which impel us into action. There are deeper implications to this. As the impetus of 

Sanskāras cannot be suppressed; similarly, inhibition of expression of behaviors through one of 

the Guṇas or through any of their combinations is not equally possible. Like the force of gravity 

on earth, the laws of Guṇas are always acting on us, hence we cannot neglect them, so the best 

approach would be to understand them and use them according to our needs. When a particular 

Sanskāras finds suitable environment outside, for its expression that Sanskāras would emerge 

and manifest itself. This gives the reason, why a particular thought must arise in our mind at a 

given time or situation? Time and situation provide congruent environmental support for the 

expression of Sanskāras. We can control the manifestation of Sanskāras by controlling the inner 

nature or by carefully choosing the external environment. That is the reason, it is considered very 

important to have a congenial environment for one‘s growth, because a good external 

environment might inhibit the emergence of ill Sanskāras and promote manifestation of good 

Sanskāras. Once the Sanskāras manifest, they happen through one of the Guṇas. This conceptual 

framework can be further expanded to incorporate the element of free will as attempted in 

Figure1. The Prārabdha Karma, which is available for fruition in this birth, activates Sanskāras 

according to the influence of the environment including imagination from memory. as a 

Sanskāras get activated, it creates a desire. Desire propels a person into action,  the expression of 

the action happens through Guṇas. Before action is actually executed, there is an element of 

―free will,‖ which is the inherent capacity to execute choices. Action can be executed with or 

without free will. Action with maximum utility of free will leads to no bondage and that is 

Guṇateeta state. Actions with  decreasing gradation of free will cause bondage and strengthen 

further Sanskāras. Such actions are  expressed through one of the possible combinations of the 

Guṇas. Hence, the key to freedom from actions is action without attachment by consciously 
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using the free will, with awareness. Use of free will decide whether an action will lead to further 

bondage or freedom 

 

Figure 3.4 : Model of Karma, Guṇa, Samskāras and Free Will, in Action 

 
 

Source: Judu Ilavarasu(2013) 

 

Importance of the study for Organisational Development: 

Every organization wants to achieve it‘s vision, which may be in terms of  financial targets  or 

rendering service. The performance of the organization depends on the personality i.e., Guṇas of 

people working in the organization. Swamy Vivekananda said that each soul is potentially divine 

and the divinity can be manifested either by action(Karma Yōga), or Psychic Control (Raja 

Yōga) or Devotion (Bhakti Yōga) or Philosophy ( Jnana Yōga) or all of them, which is generally 

called as Integrated  Yōga. The previous discussion makes it clear that by creating a suitable 

environment in the organization and practice of Yōga by people in the organization, the 
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personalities of people in organization can be transformed to be Sattvik. Such Sattvik 

personalities can enhance organizational performance and enable it to achieve it‘s vision. 

 

3.9 Application of principles of Yōga in managerial issues 

According to Swami Tapasyananda (1984), ―Man is an integrated whole, his mind being a 

complex of feeling (emotions), will and intellection. In the four spiritual disciplines (i.e. four 

types of Yōga-Raja, Karma, Bhakti and Jnana), one of these dominates, while the others, though 

subordinate, complete the discipline. This is the integrated Yōga of the Gita. ‖Swami 

Vivekananda too has interpreted Vedanta in this way, giving equal place to all the four Yōgas.‖ 

The philosophy of Bhagavad Gita appeals to people who are stressed out in success. Engage in 

the world but remain detached from the fruits of your work, do not react to the results of your 

work‘ are the advices by which work becomes an enjoyable experience (Swami Bodhanand 

Sarasvati, 2007). It is very important that one must live in constant awareness of oneself so that 

she has power over her thoughts, and choose any responses to the world as per her values. This is 

the power that Patanjali enunciates through a simple principle of controlling or mastering the 

thought modifications of the mind (Citta vrutti nirŌdha) (Swami Bodhananda Saraswati, 1998). 

According to Rama Swami et al. (1976) Yōga psychology integrates behavioral and introspective 

approaches to growth. It provides a perspective from which one can become disengaged from 

involvement in the unhappy personalities he has created for himself and in the negative role he 

has adopted. It moves quickly to a training program for changing habits, thought patterns and 

self concepts. 
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Chakraborty (1987, 1993) provides experimental evidence that practicing Yōga, mediating, 

controlling breathing and stilling the turbulent mind can enable workers & managers to purify 

their Citta and make it spiritual, expand their self to  include others around them, and help them 

grow & transform themselves without expecting anything in return. Misra (1989) found that 

effort orientation rather than concerns for outcome leads to greater intrinsic satisfaction 

According to Bhole (1977), Hatha-Yōga practices like Asanas , Pranayamas, Kriyas, Mudras  

and Bandhas  are mostly taught as physical practices. While various meditation techniques work 

at the mental level, all these practices are intended to develop a certain type of awareness within 

oneself. This in turn is expected to bring about a change in the emotional and visceral functions 

and through them, a change in the intellectual and somatic functions of the individual.  

According to Fersling (1997), although there is lack of controlled studies, Yōga is regarded as a 

promising method for the treatment of stress-related problems. Several studies have shown Yōga 

to be promising for physiological (Murugesan et al, 2000) and psychological outcome measures 

(Malathi , 2000) 

Most of the work available on the subject of impact of Yōga on work life/ management centre 

around the impact of Transcendental Meditation on various aspects of Management. 

Transcendental Meditation is a skill of effortlessly minimizing mental activity so the body settles 

into a state of rest deeper than deep sleep while the mind becomes clear and alert. A review 

(Orme-Johnson et al , 1992) of over 500 experimental studies conducted in over 200 Universities 

in 33 countries revealed that Transcendental Meditation helps expand consciousness, decrease 

oxygen intake and stress level, increase basal skin resistance and coherence in EEG and virtually 

suspends breathing up to one minute. 
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At the University of Texas, Orme-Johnson et. al. (1992) showed that meditators display a greater 

physiological equilibrium than non-meditators. He also showed that meditators maintain this 

equilibrium under stress more effectively than non-meditators. Dr. David Frew, (1974) 

completed a study that concludes that TM increases individual productivity. He found that 

meditators  show increased job satisfaction, a decreased desire to change jobs, better 

performance, and better relationships with supervisors and co-workers. 

Findings on the TM technique relevant to organizational performance include improved 

cognitive performance (see Orme-Johnson, Alexander, & Hawkins, 2005, for a recent summary 

of studies), increased self-esteem and higher levels of self-actualization and development 

(Alexander et al., 1991) associated with more effective managerial performance (Torbert, 1987). 

Previous case studies suggest that large proportions of organization members practicing the 

Transcendental Meditation technique contribute to improvements in organizational performance 

(Schmidt-Wilk et al., 1996). 

An experiment on stress reduction using the Transcendental Meditation (TM) technique and 

Progressive Muscle Relaxation (PMR) was conducted at a South African firm with 80 

employees. (Broome et al,2005). Six weeks of TM practice produced greater reductions in 

psychological stress than six weeks of PMR (p<.03).Rao PVK (1995) in his paper has dealt with 

the scientific and psychological significance of Yōga as a means of attaining spiritual 

emancipation. According to this author, findings from empirical studies on Yōga revealed that 

long-term practitioners of Yōga had acquired a remarkable voluntary control over their 

autonomic processes, which helped them in coping with psychological stress. The author 

describes Yōga as a system of psychotherapy and calls upon clinicians to perfect Yōga therapy 

so as to make its application universal. 
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Taking the cue from the philosophical texts of India, Pande and Naidu (1986) studied the effort 

and outcome orientations as moderators of the stress-strain relationship. They noted that the 

concept of ‗detachment‘ is highly valued in Indian culture. The doctrine of detached action calls 

upon the individual to serve society by scrupulous performance of detached action calls upon the 

individual to serve society by scrupulous performance of one‘s duties with utmost skill but 

without desiring the fruits of actions so performed. It is one of the ways in which an altered 

super-conscious state or self-realization can be attained. Effort orientation, according to this 

doctrine, is the ‗individual‘s focusing on task at hand‘ and ‗advice of not to focus on or to be 

concerned about the outcomes of that activity‘. Further, the doctrine emphasizes that an effort 

should be made to maintain emotional stability regardless of the outcome of the effort; be it 

success or failure. The authors theorized that the effort and outcome orientations may moderate 

the stress-strain relationship for three reasons. First, the individual practicing the ideal of 

detached action would concentrate on most of the activities in which he engages which, in turn, 

would lead to the attainment of higher degree of skills. Second, the practice of being mentally 

less concerned about the outcomes may help in conserving the physical and psychic energies and 

hence, the subject would be less affected by mental distracters such as anxiety and fear of failure 

(which lead to energy dissipation). Third, it is likely that the person practicing these ideals 

cognizes the stressful events in relatively more positive terms. In the light of these reasons the 

authors hypothesized to those with a high outcome orientation: (a) the correlation between stress 

and strain events would be smaller; and (c) the means of different strain scores would be smaller. 

The authors concluded that (a) concentration on the task at hand not only protected the subject 

from succumbing to his/her stressful experiences by also improved his/her health even in the face 
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of overt stress; (b) the absence of concern regarding outcomes during work activities minimized 

strain and fostered positive health status. 

Nagendra and Nagararhna (1988) have dealt with stress management in their book entitled New 

Perspectives in Stress Management. According to them, the ancient Indian science of Yōga holds 

the key for combating this modern menace. Some modern methods of stress management and 

their limitations and the management of stress by Yōga are discussed in the book, for example, 

SMET (Self Management of Executive Tension) technique; QRT (Quick Relaxation of 

Technique). These are some of the programs developed by Vivekananda Kendra for the 

management of stress which have been found to reduce stress significantly.   

A study showed effect for Yōga Training helps in reducing incongruence in self -structure of 

one‘s personality (Rani Jhansi, 1992). Sripriya Krishnan(2006)  in an empirical study proved that 

Yōga can develop personality and academic excellence among students. R.Rangan et al (2010) 

made a study on the students‘ planning ability, visual and verbal memory, sustained attention and 

proved that Yōga system of education improves the planning ability. These three abilities which 

are important for students performance which also are required for employee performance are 

similar to aspects of conscientiousness.  

Padmavati (2014) A five day Self Management of Excessive Tension (SMET) program, 

based on the five layer model espoused by Yōga theory and is believed to facilitate 

improvements in qualities required in leadership development. Multi-factor Leadership 

Questionnaire (MLQ) was used for assessment of 62 managers on Oil and Natural Gas 

Corporation. A significant improvement (p<0.05) in the attributes of the managers is observed in 

the pre-post results. 
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Tikhe Sham Ganpat (2011) made a study on Efficacy of SMET program on Managerial 

Effectiveness. It showed a significant improvement in Emotional Quotient of participants. There 

was significant decrease in Rajas and Tamas where as there is significant increase in Sattva of 

participants. 

Hasmukh Adhia(2009)  conducted an important study relating to Improving Organisational 

Performance by practice of Integrated Yōga by employees . This study deals with impact of 

adoption of Yōga way of life on the organizational factors responsible for success of the 

organization. The factors measured in this empirical study are Emotional Intelligence, Stress or 

Job Burn Out, Job Satisfaction, Job Involvement, Goal Orientation, Affective Organisational 

Commitment and Organisational Citizenship Behaviour. It is established in the study that by 

practice of Integrated Yōga Module 

a) Emotional Intelligence can be enhanced and Job Burnout or Stress can be reduced 

b) Emotional Intelligence is positively correlated with Job Satisfaction, Goal Orientation, 

Affective Organisational Commitment and Organisational Citizenship Behaviour.  

c) The implication of the above two conclusions mean practice of Integrated Yōga can bring 

better organizational climate which can bring organizational success. 

In a study by Sony Kumari( 2008)  it is proved that practice of Yōga improves Emotional 

Intelligence and Emotional Competence. Sudhir Deshpande (2009).  In a randomized control 

trail of the effect of Yōga on personalities of 226 people stated that practice of Yōga develops 

Sattva Guṇa(balanced personality).  
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3.10 Yōga way of Human Resource Management- Subhashism (Ideas of Subhash Sharma, 

Management Guru)  

         According to Sharma Subhash (2006) Indian Management ideas such as Yōga in 

management, Vedanta in management and Kōśa model in management offer us new approaches 

to the concept of management wherein competitive advantage, collective advantage and karma 

advantage are balanced.  According to him, Indian word ‗UdYōga‘ (which means Industry) 

contains in itself the word ‗Yōga‘. Thus, in Indian Management thought, UdYōga is a 

Yōga(Udyog hi yog hai/ Udyog bhi ek yog hai). In popular terms he refers to this as BHNS 

(Body- Heart- Mind- Soul)  model. There is an interactive relationship between Body, Heart, 

Mind and Soul. They influence each other in varying ways. Even organizations can be 

conceptualized as BHMS systems. With the arrival of the services and knowledge economy, the 

need for BHMS approach to management is getting attention. This implies a shift from a 

fragmented view to holistic view of human beings, society and organizations. Vedanta in 

management implies management by higher values and higher vision. Thus, YVK (Yōga, 

Vedanta, Kōśa) constitute three ‗Eastern Doors‘ that can be combined with ‗Windows‘ 

(traditional Western Management theories and concepts). These ideas can be combined with 

various wisdom traditions to arrive at a new philosophy of what he calls ‗Western Windows, 

Eastern Doors and Wisdom Corridors‘ in the field of management and related social sciences. 

According to him the history of  modern management theory developed from industrial 

era to knowledge era   underwent the transition of management thinking from ‗Scientific 

Management‘ to MBO (Management By Objectives) to MBHO (Management By Higher 

Objectives) to MTSS (Managing Through Spiritual Synergy). In his books ‗ Western Windows 

Eastern Doors‘, ‗ New Mantras in Corporate Corridors‘, ‗ New Ideas in Strategic Thinking and 
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Management‘ and others his ideas about Managing Through Spiritual Synergy are discussed in 

detail. We can call them as ‗ Yōga way of Management‘. According to him work is not just for 

the sake of work. It is also not for the sake of returns which modern social values have taught us  

like monetary benefits, status etc., but for the realisation of Oneness with the Supreme Oneness. 

He used Samkhyas(Numbers) to explain this concept on how to achieve the Oneness. Hence, we 

can call it as modern Samkhya philosophy. These ideas are discussed in brief below 

Seven Symbols of Indian Management Philosophy 

In the following discussion we provide seven symbols of Spiritual and Human Values 

representing some New Mantras in the field of Management Thought. They also define the Spirit 

of ‗Indian Management Thought‘ as well as some interesting lessons in management and 

leadership. These symbols also provide us some new models and concepts of management with 

roots in Indian thought. These symbols of spirituality providing us some lessons in management 

and leadership are presented below: 

i. Management Lesson from Indian Flag 

Indian National flag contains three colors viz., Green, White, Saffron . They represent Physical 

force, Knowledge force and Spiritual force respectively. In management  context, success is 

achieved when there is convergence of these three energies. Successful employees consciously 

or unconsciously use this ‗energies convergence approach‘ to management and leadership. 

ii. Management Lesson from Four Lions 

In organizational context the four lions represent Force of Market , Force of State/ Government ,  

Force of People/ Community , Force of Self ( Spiritual self)/ Spirituality. In general we tend to 

see only three lions. The fourth lion viz. lion representing Self is hidden from our view. Hence, 
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we tend to ignore this dimension. When we look at the four lions symbol from 45 degree angle 

we see only two lions viz. Market and State. For many years we have ignored the importance of 

the force represented by the Community and the force represented by Self. Four lions symbolism 

suggests that we should take a holistic perspective in understanding the macro-level dynamics 

between four fundamental force influencing our institutions and organization. 

iii. Management Lesson from ‘Chakra’  

‗Truth is one, it has many manifestations‘ declared Upanishad. When viewed in the context of 

‗Chakra as Omega circle’, it implies, a ‗parikrama‘/ 360 degree view of reality. Managerial 

implication of  this is that managers should take a holistic perspective to problem solving and 

development of shared vision. 

iv. Management Lesson from Lotus 

Lotus is a symbol of ‗Self Evolution‘ through connectivity with ground and linkage with open 

space. In the context of management, it implies  organisation‘s  evolution through connectivity 

with its cultural heritage and historic experiences and openness to the contemporary global 

influences. 

v. Management Lesson from ‘Dia’ (Lamp) 

Lamp represents spreading knowledge and removing ignorance .Management implications of 

this concept is  that Corporate Managers should bring the inner light into play not only in their 

inter-personal relationships but also in decision making. Let the work places be lightened up by 

inner-lamp. This will create spiritual synergy at the workplaces. When corporate managers look 

at the problems and issues from a higher level of consciousness, they arrive at new and creative 

solutions to the problems. The leadership should also remove the ignorance of all people in the 

organization so that they can envision their true potential. 
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vi. Management Lesson from ‘Samudra manthan’ 

Samudra manthan’ – Churning of the ocean, is a powerful metaphor from Indian mythology 

that depicts the dynamics between two opposing forces. Managers and leaders have to deal with 

the ‗negative energies‘ (poison) and they have to learn to deal with them through synergy 

approach. In essence they have to learn to convert the ‗pain points‘ (problems) in to nirvana 

points (solutions).  

vii. Management Lessons from Festivals: Indian ‘HRD’ Festivals 

In general all festivals symbolize the ‗spirit of celebration‘. Indian Festivals of Happiness have 

some interesting management lessons to offer. We can refer to them as Indian ‗HRD‘ Festivals 

represented by Holi, Rakhi and Diwali. They also represent the essence of Indian Management 

Philosophy.  

Holi: Festival of colors - Different colors represent different perspectives leading to holistic 

approach 

Rakhi: Festival of Relationships – Create good relationship with stakeholders 

Diwali: Festival of Lights and Wealth- Wealth has divinity inherent in it. Take positive and 

responsible attitude towards wealth creation represented by the idea of Shubh-labh. 

Six needs in single basket : Maslow‘s hierarchy of needs has misled the people to think that 

needs are to be satisfied in a hierarchical way and thus to achieve physical and security needs, 

social and self esteem needs are to be given up. A clear consequence of this type of 

understanding is seen in the turbulences which are faced by the present corporate employee. 

They strain and stress beyond the threshold limits to make wealth in the first ten, fifteen years of 

their career at the cost of their health, family relations, emotional needs and social interests. As 

against this chaotic theory, Sharma emphasized the ‗ Basket of Needs‘. It states the importance 
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of fulfilling all the needs, with out ignoring one for the sake of other. Such a outlook can take 

care of the sustainable development of employee, organization and society at large. 

Figure 3.5 – Six needs in a single basket 

 

 

Source: Subhash Sharma (2008) 

Special note may be made about achievement of Self Realisation needs rather than Self 

Actualisation needs 

Five levels of Consciousness:  This concept conceives human entity in terms of  Pancha Kōśa 

(Five levels of Consciousness) viz., Annamaya Kōśa, Prāṇamaya Kōśa, Manōmaya Kōśa, 
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Vijnānamaya Kōśa, Ānandamaya Kōśa. Every one should work in such a way that one uses his 

physical body(Annamaya), Life energy( Prāṇamaya), Emotions(Manōmaya), Intellectual 

(Vijnānamaya) energies to the optimum extent to achieve the Eternal Bliss(Ānandamaya). 

Four Puruṣa rthas: Dharma, Artha, Kama, Moksha are the four Puruṣarthas. Dharma is ethical 

dimension, Artha is wealth dimension, Kama is pleasure dimension and Moksha is 

Transcendental liberation. The implication is that a person should work to earn wealth to get the 

worldly pleasures , but only through ethical means and thus achieve liberation. 

Three Qualities in Nature: Nature displays three fundamental properties namely 

Sattva(Synergy), Rajas( Energy) and Tamas( Negative Energy).  While spending energy in work, 

one should use it to control the negative energy and to attain synergy in organization and society 

he is in. 

Two Types of Human Beings:  Bhagavad Gita suggests a typology of human beings in terms of 

Divine- Demonic like qualities. Every one should work in divine way i.e in Positive Thought 

Action approach and not in Demonic way i.e., Negative Thought Action approach.  

Oneness: Truth is one, it has many manifestations. One should appreciate in diversity in 

organization, society, and life and still should understand the underlying unity and strive to 

achieve that unity, which is the Ultimate Reality 
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CHAPTER 4 

AIM AND OBJECTIVES OF THE STUDY 

4.1 Aim: Aim of the study is to evaluate the impact of  Integrated Yōga module practices  on Big 

Five Personality dimensions and Guṇa Traya dimensions of employees. 

4.2 Objectives: The objectives of this study are as follows 

4. To evaluate the impact of Integrated Yōga Module practices on Big Five Personality 

dimensions of employees assessed through Big Five Inventory 

 

5. To evaluate the impact of Integrated Yōga Module practices on Guṇa Traya dimensions 

of employees assessed through Vedic Personality Inventory 

 

6. To study the relationship between Big Five Personality dimensions and Guṇa Traya 

dimensions 

4.3 Hypotheses  

Hypothesis 1 : Practice of Integrated Yōga Module has  impact on the Big Five 

Personality dimensions of employees assessed through Big Five Inventory 

 

Hypothesis 2 : Practice of Integrated Yōga Module has  impact on Guṇa Traya 

dimensions of employees assessed through Vedic Personality Inventory 
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Hypothesis 3 : There is  relationship between Big Five Personality dimensions and Guṇa 

Traya dimensions assessed through Big Five Inventory and Vedic Personality Inventory 

4.4 Null Hypotheses 

 Null Hypothesis 1 : Practice of Integrated Yōga Module has  no impact on the Big Five 

Personality dimensions of employees assessed through Big Five Inventory 

 

Null Hypothesis 2 : Practice of Integrated Yōga Module has  no impact on Guṇa Traya 

dimensions of employees assessed through Vedic Personality Inventory 

 

Null Hypothesis 3 : There is  no relationship between Big Five Personality dimensions 

and Guṇa Traya dimensions assessed through Big Five Inventory and Vedic Personality 

Inventory 
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 CHAPTER 5  

DESIGN OF THE STUDY 

5.1 Composition of study groups 

The study is conducted on two groups of participants viz., Yōga Group and Control Group. Yōga 

group consists of 51 participants and Control group consists of 51 participants 

5.2 Source of participants  

The participants of the Yōga group are taken from people who come to practice Integrated Yōga 

Module at Andhra Pradesh Yōga Adhyayana Parishad (Vemana Yōga Research Institute), 

Hyderabad. The institute is a state government establishment. It has a nature cure hospital 

offering BNYS course. It is located in Begumpet, the heart of city. Being in the convenient 

centre of city, every day about 750 people come to learn and practice Yōga here. It has three 

large Yōga halls, each  can accommodate about 50-150 people to practice Yōga. Every day four 

or five sessions of Yōga are conducted. They have qualified Yōga instructors to teach Integrated 

Yōga to participants. 

The participants of the Control group are the people who volunteered to give data for the purpose 

of study. They are sourced through the contacts of participants of the Yōga group. Most of them 

are the colleagues/friends of participants of Yōga group. This method ensured similarity in 

backgrounds of participants of both the groups.  
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5.3 Procedure for selection of  participants  

The inclusion and exclusion criteria, the purpose and modality of the study, expectations 

from the participants of the study  are informed to all the participants. The informed expectations  

include regularity in attending Yōga practice and theory sessions and filling the  data collection 

questionnaires in the prescribed times. Among the Yōga practitioners ,who are newly joined and 

meet inclusion and exclusion criteria were requested to participate in the study. The profile of 

this group can be seen in Appendix 5. The procedure of selection of 51 participants for Yōga 

Intervention Group is as follows. 

Participants volunteered to participate in the Yōga intervention study by way of filling 

the data collection forms 

124 

Who do not meet inclusion and exclusion criteria 12 

Yōga Participants giving baseline data 112 

Yōga Participants dropped from attending Yōga class in first two months( mid study) 18 

Yōga Participants who gave data for mid study 94 

Yōga participants dropped from attending Yōga classes in next two months(end study) 26 

Yōga participants continued Yōga classes through out study 68 

51 participants on the basis of highest attendance, average attendance being 90% 51 

 

Initially 118 people volunteered to give data in control group. After going through their 

profiles to ensure similarity between Yōga Group and Control Group, and who meet inclusion 

and exclusion criteria, 51 people were selected for the Control group. They were explained about 
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the purpose and method of study and expectation about filling data collection questionnaires in 

prescribed time.  The profile of this group can be seen in  Appendix 6 

5.4 Time and period of study   

1. The data for the study was collected before the study i.e., before giving intervention(Pre 

Study), in the middle of the study i.e, two months after the intervention(Mid Study) and at 

the end of the study.ie., four months from  the Pre study(End Study). 

2. The period of study is four months i.e from 1
st
 October 2014 to 31

st
 January 2015. 

3. The subjects in the intervention group practiced Integrated Yōga for  4 months( 100 days, 

after deducting holidays etc., ) for 1.5 hours a day. 

4. Data was collected for both the groups before the study i.e, on October 1
st
 2014(Pre 

Study), in the middle of the study i.,e on December 1
st
 2014(Mid Study), at the end of the 

study i.e., on 31
st
 January 2015 (End Study) 

Figure 5.1 - Schematic presentation of the study plan  
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Note: Pre Study = before study                      Mid study= 2months from pre study 

 End study= 4 months from pre study   

 

5.5 Brief profile of participants: 

Table 5.1: Age and job experience  of participants 

 

Age of 

Interventio

n group 

Experience 

Of intervention 

group 

Age of  

Control 

group 

Experience 

Of Control 

group 

Mean 

34.78 10.62 32.21 

 

  
 

7.21 

std dev    6.66    6.17     4.77 4.26 

 

Table 5.2: Age wise distribution of the participants  

 Yōga group Control group 

 Less than 30 years 11 18 

30- 40 years 24 29 

40-50 years 11 3 

More than 50 years  5 1 

 

 

Table 5.3: Industry wise distribution of participants 

 

Sectors Intervention group Control group 

IT and related 21 20 

Finance and related 15 14 

Others 15 17 
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Table 5.1 represents age and experience of subjects. The average age of subjects in 

intervention group is 34.7 years with standard deviation of 6.6 where as the average age of 

subjects in control group is 32.21 with standard deviation of 4.77. The average experience of 

subjects in intervention group is 10.6 years with standard deviation of 6.17 where as the average 

experience of subjects in control group is 7.21 years with standard deviation of 4.2 years. The 

average experience of subjects of intervention group is about 3.4 years more than that of control 

group. This is in line with the average age of subjects, where average age of subjects in 

intervention group is more by 2.5 years.  Table 5.1 shows that the background of subjects in 

terms of age  and experience in control group and intervention group is similar. 

Table 5.3 represents the industries in which the subjects are employed. For the sake of 

study, the industries are divided as 1) Information Technology and related services like BPO, 

electronics 2) Finance and related services include banking, insurance, mutual funds, accounting 

services 3) those who do not fall under the above  two are categorized as ‗others‘.   The table 

shows the similarity in distribution of the subjects in both control group and intervention group. 

In Yōga group 32 participants are men and 19 participants are women. In Control group 

28 participants are men and 23 participants are women. 

Appendix 5 gives details of  participants of Intervention group. Appendix 6 gives details of 

participants of Control group 

5.6 Inclusion Criteria 

1. Employees-men and women   

2. Normal health as declared by the participant 

3. Age range between 21 to 60 years  
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5.7 Exclusion Criteria 

The following people are excluded from the study- 

1. Those who have any previous experience of any Yōga program  

2. Presently following any other type of Yōga program  

3. Taking any medication for psycho somatic problems  

4. Self occupied people or retired people   

5.8 Informed Consent 

Written informed consent was taken from all the subjects in the beginning of study, the 

format of which can be seen at Appendix 2. 

5.9 Approval by Ethics Committee 

 Permission of the Ethics Committee of SVYASA was  taken for the study. 

5.10 Intervention 

 The Yōga group was given 100 Yōga practice sessions( approximately 90 minutes 

every day) and 6 hours of theory lectures on Yōga way of life and work.  

 Typical daily Yōga practice schedule is as follows: 

Beginning prayer 2 mins 

Warm up exercises  8 mins 

Surya namaskars 12 mins 

Relaxation in savasana 2 mins 

Asanas 30 mins 
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Deep relaxation technique(DRT) 4 mins 

Pranayama-  10 mins 

Bhajan, Japa, Meditation  10 mins 

Brief discourse on Yōga way of life and work  10 mins 

Closing prayer 2 mins 

 

Appendix 1 gives a brief description of the practices of IYM intervention 

Every month a lecture viz., Jnana Yōga class for 1-2 hours on application of traditional Indian 

knowledge is conducted by the researcher on the following topics, either thru oral lectures or 

audio visual presentations.1) Yōgah Karma    sukousalam 2) Integrated Yōga way of life 3) 

Axioms of meaningful work 4) Lord Krishna as modern manager.  

The participants visited a government primary school to render selfless service of Karma Yōga to 

the school children by way of gifting dresses, play kits, sweets etc on 13
th

 December,2014 

Free soft copies of the above presentations were given to all participants  

The Control group is not given any intervention.  

5.11 Calculations of Sample Size and Effect Size 

The sample size was calculated based on a previous research ( Hasmukh Adhia,2010) where the 

sample size was 35.  The effect size for the present study is calculated  through ‗G Power‘ 

software. It is a tool  to compute statistical power analyses for many different t tests and also  

used to compute effect sizes and to display graphically the results of power analyses from 
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previous studies. Alpha was set at 0.05, Power at 0.8 and effect size obtained was 0.55 

(Adhia,2010) and the calculated sample size was 28.  

To ensure better precision a larger sample size is essential. Based on the G power analyses, 

sample sizes in previous researches in Yōga and management, and expedience in view of space 

of Yōga practice hall, convenience of Yōga instructor, a sample size of 51 was chosen. 

5.12 Assessment Tools 

 Two inventories were used viz., Vedic Personality Inventory and Big Five Inventory. 

1. Vedic Personality Inventory 

The Vedic Personality Inventory(VPI)  , developed by David Wolf(1999), is the most 

extensively researched and validated psychological assessment tool based on three Guṇas. 

Further the results from the VPI can serve as a foundation for scientific monitoring of systematic 

elevation of spiritual consciousness. It is one of the most rigorously validated questionnaires 

until date, in which the author has used statistical procedure called factor analysis for validation. 

The inventory assesses  three personality constructs, Sattva,Rajas, Tamas, based on their 

description in the Vedic Knowledge, hence the name Vedic Personality Inventory. It contains 15 

items for Sattva Guṇa, 19 for Rajas and 22 for Tamas, in all 56 items. It has good internal 

consistency and reliability, Cronbach Alpha values being 0.85 for Sattva,0.92 for Rajas and 0.70 

for Tamas. The inventory is based on a 7-point likert scale. Scores are calculated for each of the 

sub-domain as well as for all the three domains together. Permission of the author is taken to use 

the inventory in the study. 

Appendix 3 shows the Vedic Personality Inventory  
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2. Big Five Inventory 

To assess the Big Five Personality dimensions, The Big Five Inventory (BFI) developed by John 

P.Oliver et al(2008) is used. It is a self-report inventory,  quite brief for a multidimensional 

personality inventory, and consists of short phrases with relatively accessible vocabulary. No 

permission is needed to use the BFI for noncommercial research purposes. It has 8 items for 

Extraversion, 9 items for Agreeableness, 9 items for Conscientiousness, 8 items for Neuroticism, 

10 items for Openness and totally 44 items. The BFI has mean reliability coefficient of 0.83, 

with 0.88 for Extraversion, 0.79 for Agreeableness, 0.82 for Conscientiousness, 0.84 for 

Neuroticism and 0.81 for Openness. It has mean Validity coefficient of 0.92 with 0.94 for 

Extraversion, 0.92 for Agreeableness, 0.92 for Conscientiousness, 0.90 for Neuroticism, 0.92 for 

Openness. 

Appendix 4 shows the Big Five Inventory 
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CHAPTER 6 

DATA EXTRACTION AND ANALYSIS 

Data was collected through two questionnaires. 1)  Big Five Personality Inventory (BFI) and 2) 

Vedic Personality Inventory (VPI) for both Intervention group and Control group. Data was 

collected three times, before Intervention i.e, on October 1
st
 2014( Pre), in the middle of the 

study i.,e on December 1
st
 2014(Mid ), at the end of the study i.e., on 31

st
 January 2015 (End ) 

The three questionnaires were filled up by the subjects on the dates specified above.  Both the 

questionnaires were given to the participants on the same day.  A separate group was assigned to 

distribute the questionnaires and collect the filled in forms from  participants, so that masking or 

blinding was achieved in this study. 

To intervention group, the questionnaires were distributed and were asked to fill the same on the 

specified dates above at the venue of Yōga centre before doing Yōga. Collecting the datasets 

required considerable efforts especially with participants of Control group ,data has to be 

collected from them individually at their offices in their free time.  

6.1 Scoring Procedure for Big Five Personality Inventory (BFI) :  

The BFI contains 44 questions. It is a five point likert type scale. Each point denotes the 

following. 

1- Disagree Strongly 

2- Disagree a little 

3- Neither agree nor disagree 
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4- Agree a little 

5- Agree strongly 

The 46 questions pertains to different dimensions as follows. 

Openness – 10 questions 

Conscientiousness – 9 questions 

Extraversion – 8 questions 

Agreeableness – 9 questions 

Neuroticism – 8 questions  

Scoring Instructions for BFI 

To score the BFI,  reverse-scoring of  all negatively-keyed items were done, which were as 

follows: 

Extraversion: 6, 21, 31 

Agreeableness: 2, 12, 27, 37 

Conscientiousness: 8, 18, 23, 43 

Neuroticism: 9, 24, 34 

Openness: 35, 41 

To recode the above reverse scored items, the  score for them is subtracted from 6. That is, a 

score of 1 becomes 5, 2 becomes 4, 3 remains 3, 4 becomes 2, and 5 becomes 1. Then  scale 
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scores were created  by averaging the following items for each B5 domain (where R indicates 

using the reverse-scored item). 

Extraversion: 1, 6R 11, 16, 21R, 26, 31R, 36 

Agreeableness: 2R, 7, 12R, 17, 22, 27R, 32, 37R, 42 

Conscientiousness: 3, 8R, 13, 18R, 23R, 28, 33, 38, 43R 

Neuroticism: 4, 9R, 14, 19, 24R, 29, 34R, 39 

Openness: 5, 10, 15, 20, 25, 30, 35R, 40, 41R, 44 

6.2 Scoring Procedure for Vedic Personality Inventory(VPI): 

VPI contains 56 items. It is a seven point likert type scale. Each point denotes the following 

1: Very Strongly Disagree  

2: Strongly Disagree  

3: Somewhat Disagree  

4: Neutral  

5: Somewhat Agree  

6: Strongly Agree  

7: Very Strongly Agree  

The 56 questions pertain to different Guṇas as follows 

Total number of items belonging to Sattva are 15, Total number of items belonging to Rajas are 
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19 and Total number of items belonging to Tamas are 22  

Items pertaining to Sattva Guṇa are : 1, 3, 4, 5, 10, 12, 13, 17, 25, 28, 34, 37, 38, 42, 56  

Items pertaining to Rajasika Guṇa are : 8, 9, 16, 18, 20, 21, 22, 23, 26, 27, 30, 31, 39, 44, 46, 48, 

49, 50, 51  

 Items pertaining to Tamasika Guṇa are : 2, 6, 7, 11, 14, 15, 19, 24, 29, 32, 33, 35, 36, 40, 41, 43, 

45, 47, 52, 53, 54, 55  

Summing all the responses for a Guṇa, and then  this sum was divided by the total possible score 

for the Guṇa. This will give the Guṇa score in the form of a percentage. Then, to obtain a 

standardized score for a Guṇa, sum the three Guṇa percentage scores and divide it into the Guṇa 

percentage scores 

Example: For the 15 Sattva items a respondent scores 60, or an average of 4.0. This converts to a 

Guṇa percentage score of 57.14% (60/105 or 4/7). For the 19 Rajas items a respondent scores 57, 

or an average of 3.0. This converts to a Guṇa percentage score of 42.86% (57/133 or 3/7). For 

the 22 Tamas items a respondent scores 55, or an average of 2.5. This converts to a Guṇa 

percentage score of 35.71% (55/154 or 2.5/7). The sum of the three Guṇa percentage scores is 

57.14 + 42.86 + 35.71 = 135.71 The standardized Sattva score is 57.14/135.71 = 42.10% The 

standardized Rajas score is 42.86/135.71 = 31.58% The standardized Tamas score is 

35.71/135.71 = 26.31% . 

6.3 Data analysis  

 Data was analysed using IBM statistics SPSS 21 version. 
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Since the data was normally distributed, we have conducted parametric test Oneway  

RMANOVA . 

We have taken   Pre assessment  in the beginning of Yōga intervention(Pre study)  and after two 

months from beginning (Mid Study)  and at the end of Intervention (End study) 

To prove the first hypothesis we have conducted RMANOVA (Repeated Measures of Analysis 

of Variance) to see the changes between Pre Study to Mid Study  and Mid Study to End Study 

To prove the second hypothesis to check the correlation  between Vedic Personality Inventory 

and Big five Personality Inventory , Parametric test - Karl Pearson  Correlation test  was used. 
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CHAPTER 7 

RESULTS 

Since the objectives of this study are: 

1. To evaluate the impact of Integrated Yōga Module practices on Big Five Personality 

dimensions of employees assessed through Big Five Inventory 

2. To evaluate the impact of Integrated Yōga Module practices on Guṇa Traya dimensions 

of employees assessed through Vedic Personality Inventory 

3. To study the relationship between Big Five Personality dimensions and Guṇa Traya 

dimensions 

the results are discussed under the following sub topics 

1. Demographic particulars of participants 

2. Changes in Big Five Personality dimensions of employees- with in group during the 

study period and between the groups during the study period 

3. Changes in Guṇa Traya dimensions of employees- with in group during the study period 

and between the groups during the study period 

4. Correlation between Big Five Personality dimensions and Guṇa Traya dimensions 
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Notes: 

1. The study is repeated on the same subjects for three times. Hence Oneway   RMANOVA 

test is applied to study the changes with in the group and between the group. 

2.  In this chapter, the  abbreviations denote the following meanings 

*indicates that the values are significant 

** indicates that the values are highly significant 

Pre, Mid, End study means the  Study before intervention, Study in the middle of intervention, 

Study after intervention respectively 

Y1,Y2,Y3  means Yōga Intervention group at the time of - Before study, Middle of study, At  the  

end of study 

C1,C2,C3 means Control group at the time of - Before study, Middle of study  , At the end of 

study 

 Y means Intervention group and C means Control group 

SD / Std dev means Standard Deviation 

O,C,E,A,N means Openness to experience, Conscientiousness, Extraversion, Agreeableness, 

Neuroticism respectively 

S,R,T means Sattva Guṇa, Rajasika Guṇa, Tamasika Guṇa respectively 
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7.1 Demographic particulars of participants 

Table 7.1- Particulars of  age and job experience of participants 

 

Age of 

Interventio

n group 

Experience 

Of intervention 

group 

Age of  

Control 

group 

Experience 

Of Control 

group 

Mean 

34.78 10.62 32.21 

 

  
 

7.21 

std dev 6.66 6.17 4.77 4.26 

 

Table 7.1 represents age and experience of subjects. The average age of participants in 

Intervention group is 34.78 years with standard deviation of 6.66 where as the average age of 

participants in Control group is 32.21 with standard deviation of 4.77. The average experience of 

participants in Intervention group is 10.62 years with standard deviation of 6.17 where as the 

average experience of participants in Control group is 7.21 years with standard deviation of 4.26 

years. The average experience of participants of Intervention group is about 3.4 years more than 

that of Control group. This is in line with the average age of participants, where average age of 

participants in Intervention group is more by 2.5 years.  Table 7.1 shows that the background of 

subjects in terms of age  and experience in Control group and Intervention group is similar. 

Table 7.2 – Particulars of industry wise distribution of participants 

Industry Intervention group Control group 

IT and related 21 20 

Finance and related 15 14 

Others 15 17 

 

Table 7.2 represents the industries in which the subjects are employed. For the sake of 

study, the industries are divided as 1) Information Technology and related services like BPO, 
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electronics 2) Finance and related services include banking, insurance, mutual funds, accounting 

services 3) those who do not fall under the above  two are categorized as ‗others‘.   The table 

shows the similarity in distribution of the participants in both Control group and Intervention 

group. 

7.2 Changes in Big Five Personality dimensions during the study period 

Openness to experience 

 

Table 7.3 - Mean changes in Openness to experience during the study period 

 Mean 

Y  

Mean  

C 

SD 

Y 

SD 

C 

Change  Change 

Pre 29.61 29.92 5.66 5.02   

Mid 31.81 30.43 5.42 5.03 7.41% 1.66% 

End  34.08 30.51 5.87 5.21 14.82% 2.04% 

 

Table 7.3 represent the mean  changes in the Openness to experience  in Intervention 

group and Control group. Since the total number of items in Openness to experience are 10  and 

scale points are five, the maximum score is 50. The pre study  i.e., base line data shows that 

score of Openness to experience is 29.61 with standard deviation of 5.66 in  Intervention group 

where as the same for Control group is 29.92 and 5.02 respectively which show that the both 

groups  are  similar in Openness to experience  before the study. The Mid study  shows that there 

is 7.41% increase in Openness to experience in Intervention group ,but only 1.66% increase in  

Control group. Similarly End study  shows that there is 14.82% increase in Intervention group 

where as it is only 2.04 % in Control group. This  indicates the increase of Openness to 

experience by 7.5 times more  from Pre study of study to the End study of the study, in 

Intervention group compared to Control group. 
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Table 7.4 - Changes in Openness to experience within each group during the study period 

Group  Time factor Significance (p value) 

Yōga Pre  vs Mid 

 

.001** 

 

Pre  vs End  

 

.001** 

Mid  vs End  

 

.001** 

Control  Pre  vs Mid 

 

.842 

 

Pre  vs End  

 

.922 

Mid  vs End  

 

1.000 

 

Table 7.4 shows changes in Openness to experience with in Intervention group and 

Control group during the study. It shows a continuous highly significant increase in Openness to 

experience from Pre study to  Mid study(p<.01), Mid study to End study (p<.01) and Pre study to 

End study (p<.01) in  Intervention group . There is no significant change  in Openness to 

experience from Pre study to Mid study(p>0.05) or Mid study to End study(p>.05) or Pre study 

to End study (p>.05) in participants  of Control group 

Table 7.5 - Changes in Openness to experience  between groups during the study period 

Time factor Group Significance (p value) 

Pre Y1 vs C1 .346 

Mid Y2 vs C2 .008** 

End  Y3 vs C3 .001** 

 

Table 7.5 Shows  the change in Openness to experience in Intervention group and 

Control group using between group through Oneway  RMANOVA test . Pre study values shows 

that baseline data is matched means both the groups are identical. Mid study shows that there is 

highly significant increase in the Openness to experience in Intervention group compared to 
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Control group (p < .01).End study  shows that there is highly significant increase in the 

Openness to experience in Intervention group compared to Control group (p < .01). 

Conscientiousness 

Table 7.6 - Mean changes in Conscientiousness  during the study period 

 Mean 

Y  

Mean  

C 

SD 

Y 

SD 

C 

Change 

Y 

Change 

C 

Pre 28.54 28.17 3.83 4.21   

Mid 31.25 28.70 3.93 4.08 9.61% 2.01% 

End  33.65 28.96 4.46 4.92 18.07% 3.04% 

 

Table 7.6 represent the mean  changes in the Conscientiousness  in Intervention group 

and Control group. Since the total number of items in Conscientiousness are 9 and  scale points  

are five, the maximum score is 45. The pre study  i.e., base line data shows that score of 

Conscientiousness is 28.54 with standard deviation of 3.83 in  Intervention group where as the 

same for Control group is 28.17 and 4.21 respectively which show that the both groups  are  

similar in Conscientiousness  before the study. The Mid study  shows that there is 9.61% 

increase in Conscientiousness in Intervention group ,but only 2.01% increase in 

Conscientiousness in Control group. Similarly End study  shows that there is 18.07 % increase in 

Intervention group where as it is only 3.04% in Control group. This indicates the increase of 

Conscientiousness by 6 times more  from Pre study of study to the End study of the study, in 

Intervention group compared to  Control group. 
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Table  7.7 - Changes in Conscientiousness within each group during the study period 

Group  Time factor Significance (p 

value) 

Yōga Pre  vs Mid 

 

.001** 

 

Pre  vs End  

 

.001** 

Mid  vs End  

 

.001** 

Control  Pre  vs Mid 

 

.275 

 

Pre  vs End  

 

.327 

Mid  vs End  

 

1.000 

 

Table 7.7  shows changes in Conscientiousness with in Intervention group and Control 

group during the study. It shows continuous highly significant increase in Conscientiousness 

from Pre study to Mid study(p<.01), Mid study to End study(p<.01) and Pre study to End study 

(p<.01) in  Intervention group . There is no significant change in Conscientiousness from Pre 

study to Mid study(p>0.05) or  Mid study to End study(p>.05) or Pre study to End study (p>.05) 

in Control group 

Table 7.8 - Changes in Conscientiousness  between groups during the study period 

Time 

factor 

Group Significance 

(p value) 

Pre Y1 vs C1 .056 

Mid Y2 vs C2 .001** 

End  Y3 vs C3 .001** 
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Table 7.8 Shows  the change in Conscientiousness in Intervention group and Control 

group using between group through Oneway  RMANOVA test . Pre study values shows that 

baseline data is matched means both the groups are identical. Mid study shows that there is 

highly significant increase in the Conscientiousness in Intervention group compared to Control 

group (p < .01).End study  shows that there is highly significant increase in the 

Conscientiousness in Intervention group compared to Control group (p < .01). 

Extraversion 

Table 7.9- Mean changes in Extraversion during the study period 

 Mean 

Y  

Mean  

C 

SD 

Y 

SD 

C 

Change  

Y 

Change 

C 

Pre 27.31 27.73 3.22 3.72   

Mid 27.72 28.12 3.25 3.29 0.75% 1.89% 

End  28.39 28.18 3.63 3.36 3.06% 2.42% 

 

Table 7.9 represent the mean changes in the Extraversion  in Intervention group and 

Control group. Since the total number of items in Extraversion are eight and scale points are five, 

the maximum score is 40. The pre study  i.e., base line data shows that score of Extraversion is 

27.31 with standard deviation of 3.22 in  Intervention group where as the same for Control group 

is 27.72 and 3.72 respectively which show that the both groups  are  similar in Extraversion  

before the study. The Mid study  shows that there is 0.75% increase in Extraversion in 

Intervention group  and 1.89 % increase in Extraversion in Control group. Similarly End study 

study shows that there is 3.06 % increase in Intervention group where as it is only 2.42 % in 

Control group. These results indicate that there is no significant mean changes in Extraversion in 

Intervention group compared to Control group. 
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Table 7.10 - Changes in Extraversion within each group during the study period 

Group  Group Significance (p 

value) 

Yōga Pre  vs Mid 

 

.273 

 

Pre  vs End   

 

.011** 

Mid  vs End  

 

.072 

Control  Pre  vs Mid 

 

.205 

 

Pre  vs End  

 

.436 

Mid  vs End  

 

1.000 

 

Table 7.10 shows changes in Extraversion with in Intervention group and Control group 

during the study. It shows no significant increase in Extraversion from Pre study to Mid 

study(p>.01), Mid study to End study(p<.01) and there is a significant increase in  Pre study to 

End study (p<.01) in  intervention group . There is no significant change in Extraversion from 

Pre study to Mid study(p>.05), Mid study to End study(p>.05) and Pre study to End study 

(p>.05) in  Control group 

Table 7.11 - Changes in Extraversion  between groups during the study period 

Time factor Group Significance (p 

value) 

Pre Y1 vs C1 .231 

Mid Y2 vs C2 .226 

End  Y3 vs C3 .048** 

 

Table 7.11 Shows  the changes in Extraversion  in Intervention group and Control group 

using between group through Oneway  RMANOVA test. Pre study values shows that baseline 
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data is matched means both the groups are identical. It shows that  the score of Extraversion is 

relatively same in  both groups before study. Mid study shows that there is no significant 

increase in the Extraversion in Intervention group compared to Control group (p < .001).End 

study  shows that there is highly significant increase in the Extraversion in Intervention group 

compared to Control group (p < .05). 

Agreeableness 

Table 7.12- Mean changes in Agreeableness  during the study period 

 Mean 

Y  

Mean  

C 

SD 

Y 

SD 

C 

Change  

Y 

Change 

C 

Pre 28.22 28.51 4.51 4.21   

Mid 29.71 28.20 4.86 5.23 4.44% 0.74% 

End 31.12 28.47 5.50 5.42 11.1% 0.01% 

 

Table 7.12 represent the mean changes in the Agreeableness among the subjects in 

Intervention group and Control group. Since the total number of items in Agreeableness  are nine 

and scale points are five, the maximum score is 45. The pre study  i.e., base line data shows that 

score of Agreeableness  is 28.22 with standard deviation of 4.51 in  Intervention group where as 

the same for Control group is 28.51 and 4.21 respectively which show that the both groups  are  

similar in Agreeableness  before the study. The Mid study  shows that there is 4.44% increase in 

Agreeableness in Intervention group ,but only 0.74% increase in Agreeableness in Control 

group. Similarly End study shows that there is 11.1% increase in Intervention group where as it 

is only 0.01% in Control group.  
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Table 7.13- Changes in Agreeableness within each group during the study period 

Group  Time factor Significance (p value) 

Yōga Pre  vs Mid 

 

.001** 

 

Pre  vs End  

 

.001** 

Mid  vs End  

 

.001** 

Control  Pre  vs Mid 

 

1.000 

 

Pre  vs End 

 

1.000 

Mid  vs End  

 

1.000 

 

Table 7.13 shows changes in Agreeableness with in Intervention group and Control group 

during the study. It shows a continuous highly significant increase in Agreeableness  from Pre 

study to Mid study(p<.01), Mid study to End study(p<.01) and Pre study to End study (p<.01) in  

Intervention group . There is no significant change in Agreeableness from Pre study to Mid 

study(p>0.05), Mid study to End study(p>.05) and Pre study to End study (p>.05) in  Control 

group 

Table 7.14 - Changes in Agreeableness between groups during the study period 

Time 

factor 

Group Significance (p 

value) 

Pre Y1 vs C1 .315 

Mid Y2 vs C2 .012** 

End  Y3 vs C3 .001** 

 

Table 7.14 Shows  the change in Agreeableness in Intervention group and Control group 

using between group through Oneway  RMANOVA test . Pre study values shows that baseline 

data is matched means both the groups are identical. Mid study shows that there is highly 
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significant increase in the Agreeableness in Intervention group compared to Control group 

(p<.01).End study   shows that there is highly significant increase in the Agreeableness in 

Intervention group compared to Control group (p < .01). 

Neuroticism 

Table 7.15- Mean changes in Neuroticism during the study period 

 Mean 

Y  

Mean  

C 

SD 

Y 

SD 

C 

Change 

Y 

Change 

C 

Pre 28.12 26.39 3.37 3.52   

Mid 25.94 26.02 3.90 3.86 -7.9% -1.9% 

End study 23.52 26.10 4.55 4.02 -17% -2.4% 

 

Table 7.15 represents the average changes in the Neuroticism   in Intervention group and 

Control group. Since the total numbers of items in Neuroticism are eight and scale points are 

five, the maximum score is 40. The pre study  i.e., base line data shows that score of Neuroticism 

is 28.12 with standard deviation of 3.37 in  Intervention group whereas the same for Control 

group is 26.39 and 3.52 respectively which show that the both groups  are  similar in 

Neuroticism  before the study. The Mid study shows that there is 7.9 % decrease in Neuroticism 

in Intervention group, but only 1.9% decrease in Control group. Similarly End study shows that 

there is 17% decrease in Intervention group where as it is only 2.4% decrease in Control group. 

This indicates the decrease of Neuroticism by 7 times more from Pre study of study to the End 

study of the study, in Intervention group compared to Control group. 

Table 7.16 - Changes in Neuroticism within each group during the study period 

Group  Time factor Significance (p 

value) 

Yōga Pre  vs Mid 

 

.001** 

 

Pre  vs End  

.001** 
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Mid  vs End  

 

.001** 

Control  Pre  vs Mid 

 

.529 

 

Pre  vs End  

 

1.000 

Mid  vs End  

 

1.000 

 

Table 7.16 shows changes in Neuroticism with in Intervention group and Control group 

during the study. It shows a continuous decrease in Neuroticism from Pre study to Mid 

study(p<.01), Mid study to End study(p<.01) and Pre study to End study (p<.01) in  Intervention 

group . There is no significant change in Neuroticism from Pre study to Mid study(p>0.05), Mid 

study to End study(p>.05) and Pre study to End study (p>.05) in  Control group 

Table 7.17- Changes in Neuroticism  between groups during the study period 

Time 

factor 

Group Significance (p 

value) 

Pre Y1 vs C1 .001** 

Mid Y2 vs C2 .215 

End  Y3 vs C3 .060 

 

Table 7.17 shows the change in Neuroticism in Intervention group and Control group using 

between groups through Oneway  RMANOVA test. Pre study values shows that baseline data is 

not matched means both the groups are not identical(p< .05) hence we couldn‘t see any 

significant changes in values of  mid and post studies 

7.3 Changes in Guṇa Traya dimensions during the study period 

Sattva Guṇa 
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Table 7.18- Mean changes in Sattva Guṇa during the study period 

 Mean 

Y  

Mean  

C 

SD 

Y 

SD 

C 

Change 

Y 

Change 

C 

Pre 75.61 79.12 7.03 8.47   

Mid 80.22 81.34 7.42 8.32 6.11% 2.83% 

End  85.89 81.28 7.91 9.03 13.71% 2.75% 

 

Table 7.18 represent the mean  changes in the Sattva Guṇa in Intervention group and 

Control group. Since the total number of items in Sattva Guṇa  are 15 and scale points are seven, 

the maximum score is 105. The pre study  i.e., base line data shows that score of Sattva Guṇa  is 

75.61 with standard deviation of 7.03 in  Intervention group whereas the same for Control group 

is 79.12 and 8.47 respectively which show that the both groups  are  similar in Sattva Guṇa  

before the study. The Mid study  shows that there is 6.11% increase in Sattva Guṇa in 

Intervention group ,but only 13.71% increase in Sattva Guṇa in Control group. Similarly End 

study study shows that there is 13.71% increase in Intervention group where as it is only 2.75% 

in Control group. This  indicates the increase of Sattva Guṇa by 5 times more  from Pre study of 

study to the End study of the study, in Intervention group compared to Control group. 

Table 7.19- Changes in Sattva Guṇa within each group during the study period 

Group  Time factor Significance 

(p value) 

Yōga Pre  vs Mid 

 

.001** 

 

Pre  vs End  

 

.001** 

Mid  vs End  

 

.001** 

Control  Pre  vs Mid 

 

.012** 

 

Pre  vs End  

 

.201 
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Mid  vs End  

 

1.000 

 

Table 7.19 shows changes in Sattva Guṇa with in Intervention group and Control group 

during the study. It shows a continuous highly significant increase in Sattva Guṇa from Pre study 

to Mid study (p<.01), Mid study to End study (p<.01) and Pre study to End study (p<.01) in 

Intervention group. There is significant increase in Sattva Guṇa from Pre study to Mid 

study(p<0.05), but no significant changes in  Mid study to End study(p>.05) and Pre study to 

End study (p>.05) in  Sattva Guṇa of Control group 

Table 7.20 - Changes in Sattva Guṇa  between groups during the study period 

Time 

factor 

Group Significance (p value) 

Pre Y1 vs C1 .930 

Mid Y2 vs C2 .286 

End  Y3 vs C3 .001** 

 

Table 7.20 Shows  the change in Sattva Guṇa in Intervention group and Control group 

using between group  Oneway  RMANOVA test . Pre study values shows that baseline data is 

matched means both the groups are identical. Mid study shows that there is no significant 

increase in the Sattva Guṇa in Intervention group compared to Control group (p> .05).End study  

shows that there is highly significant increase in the Sattva Guṇa in Intervention group compared 

to Control group (p < .01). 

Rajas  

Table 7.21- Mean changes in Rajasika Guṇa during the study period 

 Mean 

Y  

Mean  

C 

SD 

Y 

SD 

C 

Change 

Y 

Change 

C 

Pre 101.26 102.97 8.28 7.93   

Mid 100.39 103.05 8.17 7.87 - 0.86% 0.07% 
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End  99.54 105.28 9.17 8.88 -1.69% 2.24% 

 

Table 7.21 represent the mean changes in the Rajasika Guṇa  in Intervention group and 

Control group. Since the total number of items in Rajasika Guṇa are 19 and scales are seven, the 

maximum score is 133. The pre study  i.e., base line data shows that score of Rajasika Guṇa  is 

101.26 with standard deviation of 8.28 in  Intervention group where as the same for Control 

group is 102.97 and 7.93 respectively which show that the both groups  are  similar in Rajasika 

Guṇa  before the study. The Mid study  shows that there is 0.86% decrease in Rajasika Guṇa in 

Intervention group , 0.07% increase in Rajasika Guṇa in Control group. Similarly End study 

study shows that there is 1.69 % decrease in Intervention group where as 2.24% increase in 

Control group.  

Table 7.22 - Changes in Rajasika Guṇa within each group during the study period 

Group  Time factor Significance (p 

value) 

Yōga Pre  vs Mid 

 

.463 

 

Pre  vs End  

 

.172 

Mid  vs End  

 

.577 

Control  Pre  vs Mid 

 

1.000 

 

Pre  vs End  

 

0.052 

Mid  vs End  

 

0.004** 

 

Table 7.22 shows changes in Rajasika Guṇa  with in Intervention group and Control 

group during the study. It shows  no change in Rajasika Guṇa  from Pre study to Mid 
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study(p>.01), Mid study to End study(p>.01) and Pre study to End study (p>.01) in  Intervention 

group . There is no significant change  in Rajasika Guṇa from Pre study to Mid study(p>0.05) 

and Pre study to End study (p>.05), but there is highly significant increase from Mid study to 

End study (p<0.01) in participants  of Control group 

Table 7.23- Changes in Rajasika Guṇa  between groups during the study period 

Time factor Group Significance (p 

value) 

Pre Y1 vs C1 .256 

Mid Y2 vs C2 .467 

End study Y3 vs C3 .582 

 

Table 7.23 Shows  the change in Rajasika Guṇa in Intervention group and Control group 

using between group through Oneway  RMANOVA test . Pre study values shows that baseline 

data is matched means both the groups are identical. Mid study shows that there is no significant 

change  in the Rajasika Guṇa in Intervention group compared to Control group (p > .05).End 

study  shows that there is no significant change in the Rajasika Guṇa in Intervention group 

compared to Control group (p > .05). 

Tamas 

Table 7.24- Mean changes in Tamasika Guṇa during the study period 

 Mean 

Y  

Mean  

C 

SD 

Y 

SD 

C 

Change 

Y 

Change 

C 

Pre 106.12 102.48 12.51 11.92   

Mid 99.12 101.08 13.02 12.63 -4.38% -1.31% 

End study 91.98 100.52 14.10 13.71 -13.04% -1.92% 

 

Table 7.24 represents the average changes in the Tamasika Guṇa in Intervention group 

and Control group. Since the total number of items in Tamasika Guṇa are 22 and scale points are 

seven, the maximum score is 154. The pre study  i.e., base line data shows that score of 
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Tamasika Guṇa is 106.12 with standard deviation of 12.51 in  Intervention group whereas the 

same for Control group is 102.48 and 11.92 respectively which show that the both groups  are  

similar in Tamasika Guṇa  before the study. The Mid study shows that there is 4.38 % decrease 

in Tamasika Guṇa in Intervention group, but only 1.31% decrease in Tamasika Guṇa in Control 

group.  End study shows that there is 13.04% decrease in Intervention group where as it is only 

1.92% in Control group. This clearly indicates the decrease of Tamasika Guṇa by 6.8 times more 

from Pre study of study to the End study of the study, in Intervention group than in Control 

group. 

Table 7.25 - Changes in Tamasika Guṇa within each group during the study period 

Group  Time factor Significance (p value) 

Yōga Pre  vs Mid 

 

.001** 

 

Pre  vs End  

 

.001** 

Mid  vs End  

 

.001** 

Control  Pre  vs Mid 

 

0.426 

 

Pre  vs End  

 

0.433 

Mid  vs End  

 

1.000 

 

Table 7.25 shows changes in Tamasika Guṇa with in Intervention group and Control 

group during the study. It shows a continuous highly significant decrease in Tamasika Guṇa 

from Pre study to Mid study (p<.01), Mid study to End study(p<.01) and Pre study to End study 

(p<.01) in  Intervention group . There is no significant change in Tamasika Guṇa from Pre study 
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to Mid study (p>0.05), Mid study to End study(p>.05) and Pre study to End study (p>.05) in  

Control group 

Table 7.26 - Changes in Tamasika Guṇa  between groups during the study period 

Time 

factor 

Group Significance (p 

value) 

Pre Y1 vs C1 .035** 

Mid Y2 vs C2 .708 

End  Y3 vs C3 .173 

 

Table 7.26 Shows  the change in Neuroticism in Intervention group and Control group using between 

group Oneway  RMANOVA test . Pre study values shows that baseline data is not matched means both 

the groups are not identical. (p< .05) hence we couldn‘t see any significant changes in values of  mid and 

post studies 

7.4 Correlation between Big Five Personality dimensions and Guṇa Traya dimensions 

One of the objectives of this research is to study the relationship between Big Five Personality 

dimensions and Guṇa Traya dimensions. The BFI and VPI are used three times(before study, 

middle of study,end of the study) to collect data from the  participants to study changes in Big 

Five  personality dimensions and Guṇas. This information is used to study the relationship 

between the Big Five personality dimensions by by applying the Karl Pearson correlation test. 

The following tables 7.27, 7.28, 7.29 shows the results of the correlation test. 

Notes to tables 7.27,7.28,7.29: 

1. ** indicates Correlation is significant at the 0.01level (2-tailed). 

2. * indicates Correlation is significant at the 0.05 level (2-tailed). 

3. O, C,E,A,N represent Openness, Conscientiousness, Extraversion, Agreeableness and 

Neuroticism dimensions of Big Five Personality model 
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4. S,R,T represent Sattva, Rajas and Tamas dimensions of Guṇa Traya model 

Table 7.27  -Pre Study- Correlation between Big Five Personality dimensions and Guṇa 

Traya dimensions 

 O C E A N 

S 
Correlation-r .293  .237 .360 .452 -.248 

Significance-p .003 ** .017 * .001 ** .001 ** .012 

R 
Correlation-r .298 .173 .214 .185 -.165 

Significance-p .002 ** .084 .032 * .064 .099 

T 
Correlation-r -.133 -.188 -.381 -.178 .515 

Significance-p .185 .060 .001 ** .075 .001** 

 

 Table 7.27 shows that according to pre study data- Sattva has highly significant positive 

correlation with Openness to experience, Extraversion , Agreeableness and significant positive 

correlation with Conscientiousness. It shows that Rajas  has highly significant positive 

correlation with Openness to experience and significant positive correlation with Extraversion. It 

shows that Tamas has highly significant negative correlation with Extraversion and highly 

significant positive correlation with Neuroticism.  

Table 7.28 -Mid Study- Correlation between Big Five Personality dimensions and Guṇa 

Traya dimensions 

 O C E A N 

S 
Correlation-r .500 .463 .449 .505 -.348 

Significance-p .001 * .001 ** .001 * .001 ** .001 ** 

R 
Correlation-r .351 .202 .349 .102 .190 

Significance-p .001 ** .042 * .001 ** .309 .056 

T 
Correlation-r -.153 -.191 -.323 -.105 .447 

Significance-p .124 .055 .001 ** .296 .001 ** 

 

Table 7.28 shows that according to mid study data- Sattva has highly significant positive 

correlation with Conscientiousness, Agreeableness, significant positive correlation with 

Openness to experience, Extraversion and highly significant negative correlation with 
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Neuroticism.Rajas has highly significant positive correlation with Openness to experience, 

Extraversion and significant positive correlation with Conscientiousness.Tamas has highly 

significant negative correlation with Extraversion and highly significant positive correlation with 

Neuroticism. 

Table 7.29- End  Study - Correlation between Big Five Personality dimensions and Guṇa 

Traya dimensions 

 O C E A N 

S 
Correlation-r .585 .666 .498 .628 -.379 

Significance-p .001 ** .001** .001 ** .001** .001** 

R 
Correlation-r .276 .112 .424 .073 .093 

Significance-p .005** .262 .000 ** .469 ** .350 * 

T 
Correlation-r -.259 -.352 -.487 -.264 .501 

Significance-p .001** .001 ** .001 ** .007 ** .001 ** 

 

Table 7.29 shows that according to End study data – Sattva has highly significant positive 

correlation with Openness to experience, Conscientiousness, Extraversion,Agreeableness and 

highly significant negative correlation with Neuroticism.Rajas has highly significant positive 

correlation with Openness to experience,Extraversion, Agreeableness and significant positive 

correlation with Neuroticism. Tamas has highly significant negative correlation with Openness to 

experience, Conscientiousness, Extraversion, Agreeableness and highly significant negative 

correlation with Neuroticism. 

An overview of tables 7.27, 7.28 and 7.29 shows that: 

Sattva shows positive correlation at very significant level with Agreeableness in all three 

studies. In two studies, Sattva shows positive correlation with Openness(pre,end), 

Conscientiousness (mid,end)  and Extraversion(pre,end) at very significant level. In one study 

Sattva showed positive correlation with Openness(mid), Conscientiousness(pre) and 
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Extraversion(mid) at significant level. In two studies it shows negative correlation with 

Neuroticism at very significant level(mid, end). 

Rajas shows highly significant positive correlation with Openness in all three studies. In two 

studies it shows highly significant positive correlation with Extraversion (mid, end) and in one 

study with Agreeableness(end). In one study it shows significant positive correlation with 

Extraversion(pre), Conscientiousness(mid) and Neuroticism(end). 

Tamas shows highly significant positive correlation with Neuroticism in all three studies. It 

shows highly significant negative correlation with Extraversion in all three studies. In one study 

it shows highly significant negative correlation with Openness (end), Conscientious- ness 

(end),Agreeableness(end). 

Further discussion follows on the above correlation study in chapter on Discussion (Chapter 8) 
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CHAPTER 8 

DISCUSSION 

The main purpose of the study , as discussed in Introduction(Chapter 1) is to study the effect of 

practice of Integrated Yōga Module by employees  on personality and performance of 

employees. The Review of scientific literature ( Chapter 3) proved the importance of Guṇas and 

Big Five Personality dimensions in job performance. The results (Chapter 7)  investigated the 

effect of the Integrated Yōga Module on Big Five Personality dimensions and Guṇa Traya 

dimensions. In this chapter, discussion is made on whether the aim and objectives of this study 

are fulfilled.  In this chapter, firstly, discussion on results of effect of practice of Integrated Yōga 

by employees on Guṇas and Big Five Personality dimensions are made. Then a brief survey of 

literature on importance of the Guṇas and Big Five Personality dimensions is made. Then efforts 

are made to establish how changes in personality in employees during Intervention period can 

have an impact on their job performance. This chapter also discusses what could be the factors in 

Integrated Yōga Module which could bring changes in personality.   

The tests were conducted three times- before the Yōga intervention(Pre study), in the middle of 

the Yōga Intervention(Mid study) and at the end of Yōga intervention(End study) by using two 

questionnaires viz., Big Five Personality Inventory and Vedic Personality Inventory.  Results( 

chapter 7) show  highly significant increase  in four out of five of the Big Five Personality 

dimensions i.e., Openness to experience, Conscientiousness, Agreeableness and Emotional 

stability in Intervention group, compared to Control group. It also shows, with regard to Guṇas,  

highly significant increase in Sattva Guṇa and highly significant decrease in Tamasika Guṇa in 

Intervention group, compared to control group. It also shows  results of correlation study 
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between Guṇas and Big Five dimensions. This chapter discusses whether the results prove or 

disprove the hypotheses of the study. 

The study has three hypotheses as follows. 

Hypothesis 1 : Practice of Integrated Yōga Module has  impact on the Big Five 

Personality dimensions of employees assessed through Big Five Inventory 

Hypothesis 2 : Practice of Integrated Yōga Module has  impact on Guṇa Traya 

dimensions of employees assessed through Vedic Personality Inventory 

Hypothesis 3 : There is  relationship between Big Five Personality dimensions and Guṇa 

Traya dimensions assessed through Big Five Inventory and Vedic Personality Inventory 

Let us discuss all Hypotheses  

The first Hypothesis and first Null Hypothesis of the study are 

Hypothesis 1 : Practice of Integrated Yōga Module has  impact on the Big Five 

Personality dimensions of employees assessed through Big Five Inventory 

Null Hypothesis 1 : Practice of Integrated Yōga Module has  no impact on the Big Five 

Personality dimensions of employees assessed through Big Five Inventory 

To test this Hypothesis we studied the effect of practice of Integrated Yōga by employees on Big 

Five Personality dimensions. The Big Five Personality dimensions are Openness to experience, 

Conscientiousness, Extraversion, Agreeableness and Neuroticism. Effect of Integrated Yōga on 

each of these dimensions are discussed below: 

8.1 Discussion on changes in Big Five personality dimensions 

Openness to experience 
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Table 7.3(page 181) shows the changes in mean values of Openness to experience. It  increased 

by 7.4 % and 14.8%  in pre study  and mid study  respectively  in Intervention group compared 

to that of 2% and 3% in Intervention group. RMANOVA test results in tables 7.4 and 7.5(page 

182)  also indicate continuous increase in Openness to experience in Intervention group, but not 

in Control group. It can mean that practice of Integrated Yōga can bring sustained changes in the 

Big Five personality dimension of Openness to experience. 

 In relation to job performance, the personality dimension of Openness to experience 

indicate Training proficiency(Jesus F. Salgado (1997),Broad minded and imaginative ( 

Dollinger, Leoung, and Ulicni ,1996), Predicted unique variance in job performance (Mark 

N.Bing, John W.Lounsbury , 2000), Positive attitudes towards learning experiences in 

general(McCrae and Costa, 1986), Task performance and Creativity(S Rothmann et al, 2003), 

performance  in high complexity jobs (Gouri Mohan & Zubin R.Mulla, 2013), Skill acquisition 

(Oakes et al, 2001), Better performance in unfamiliar environments (Bing &Lounsbury, 2000),  

higher levels of creativity when the ends and means to their task are ill-defined (George & Zhou, 

2001), More cued in to environment and will be attentive to multiple influences while taking 

decisions (McElroy & Dowd, 2007), Divergent thinking (McCrae, 1987).  

Thus from the above discussion of the results of   study and survey of earlier studies 

regarding relationship between Openness to experience and Job performance, it may imply that 

practice of Integrated  Yōga can improve the training proficiency, broad mindedness, 

imagination, creativity, skill acquisition, performance in unfamiliar environment or complex 

jobs, divergent thinking etc in the employees. These facets are quite essential in presently fast 

growing jobs like intellectual works, pilot projects, off site projects etc., This trait may also 

imply that employee can easily attune to diversities of work, culture and people. One can 
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perceive that the above mentioned qualities are more essential to new employees and to bring 

these qualities in them.  

 

What could be the reason for this highly significant results in Openness to experience. 

One explanation can be that Practice of Yōga controls the disturbances of mind and helps to 

expand one to progress in vijnanamaya kosha. This could develop the intellectual abilities of a 

person(Rangan et al,2010). In daily practice of Integrated Yōga, after Deep Relaxation(DRT) is 

being practiced, excerpts from Gita are told to participants(named as Jnana Yōga, which is as 

earlier discussed, is a part of Integrated Yōga).Some of these excerpts                                                                                                   

relate to Openness to experience.  

According to Mahadevan (2012) Gita suggests us to be open to experience to the world 

of dualities of good and bad experiences and yet focus on the non changing self. The ―self‖ has a 

tendency to return to a natural state even after these disturbances. Therefore, all that a change 

management could do is to facilitate this process of returning to this natural state with less stress. 

Change by its very definition is something that is there only for a temporary period of time and is 

not there (Asat) afterwards. What is there permanently is called Sat. Nobody can shield 

themselves from the onslaught of changes, but can take steps to face it better as it unfolds. 

Contemplating on the notion of change and changelessness and developing a superior sense of 

discrimination between what is real and what is unreal is the divine prescription.  

Practice of Yōga results in Brain Stilling and enables mind to expand it‘s 

horizon(Subhash Sharma, 2008) beyond it‘s earlier stored  enduring patterns of thoughts, 

feelings, and  the resulting behaviors.  The above messages are given to the participants as part 

of Integrated Yōga program and they are asked to contemplate on them and when they 
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contemplate, it may be change their hitherto ideas of change and make them open to new 

experiences 

Thus this empirical study  proved that the first dimension of Big Five Personality viz., Openness 

to experience of employees can be improved by practice of Integrated Yōga.  

Conscientiousness 

The second dimension in Big Five Personality is Conscientiousness. The maximum 

change among the Big Five Personality dimensions is seen in Conscientiousness. Table 7.6(page 

183) shows that it is increased by 9.6% and 18% at the time of Mid study and End study in 

Intervention group compared to that of 1.89%  and 2.42% respectively in Control group. RM 

ANOVA tests in tables 7.7 and 7.8(page 184) also shows that there is highly significant and 

continuous improvement in Conscientiousness in Intervention group, but not in Control group 

during the study period. 

In relation to job performance Conscientiousness indicate  high self efficacy, develop 

greater job knowledge and produce more and better quality output,  develop more positive 

beliefs about their capabilities to accomplish particular tasks (Chen, Casper et al , 1999), give  

extra effort and leadership, personal discipline, physical fitness and military bearing (McHenry, 

Hough, Toquam, Hanson, & Ashworth, 1990) , better Task performance  (S.Rothman and 

E.P.Coetzer, 2003), negative correlation with an  individual‘s propensity to withdraw from the 

job( Barrick and Mount, 1991), high correlation with effort exerted, affecting task performance 

through increased time on task (Mount and Barrick ,1995) , Conscientious sales representatives 

are more likely to set goals autonomously and to be more committed to their goal (Barrick, 

Mount, and Strauss , 1993), Less counterproductive behaviour at work, high integrity  (Ones, 

Viswesvaran & Schmidt, 1993), High customer service orientation (Ones and Viswesvaran 
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,1996), High job satisfaction ( Judge, Higgins, Thoresen, and Barrick ,1999), High job and life 

satisfaction(McCrae & Costa, 1991), More satisfied because they achieve a heightened sense of 

control and competence through their diligent and responsible behavior (Schmutte and Ryff , 

1997). Studies show that it is a direct indicator of task performance(S.Rothman and E.P.Coetzer, 

2003). Among all the Big five personality dimensions Conscientiousness is the most important 

performance indicator(Barrick et al, 1991). Thus practice of Integrated Yōga by employees can 

result in better performance in job. 

What could be the component of Integrated Yōga Module which could cause 

improvement in Conscientiousness? One possible reason can be Surya Namaskar and Asanas. 

These bring muscle relaxation. This in turn can stimulate the sympathetic nervous system to 

work well in  times of necessity and in a more productive way. Another reason  could be that In 

daily practice of Integrated Yōga, after DRT is being practiced, excerpts from Gita are told to 

participants. Some of these excerpts relate to Conscientiousness.  

An important definition of Yōga is ‗Yōgaḥ karma sukauśalaṁ‘ which means ‗Yōga is 

skill in action‘. Description of Conscientiousness also indicate that it talks about skill in action.  

According to Mahadevan (2011) Yōga is working with mastery over knowledge of means and 

goals of work,Yōga is dexterity and skill in action, Yōga is working with proper order and 

industry, Yōga is working with focus on present activity rather than future results which depend 

on many external factors, Yōga is to work in a sustainable way of life and social 

order(Dharma),Yōga is work with out stress, Yōga is working one‘s way to contentment, Yōga is 

to work with  excellence in execution.  Yōga is to work with the knowledge and abilities of - 

how to react to real time events, of change management, there is no state of ‗no work‘, work is 

the only means for evolution of one self, engaging in work is always  superior to no work, other 
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than the work itself, we have no locus of control on other aspects of work, work without 

attachment (what is in it for me) is bound to be always superior & fulfilling.  

As explained earlier, DRT resulted in Brain stilling and These principles from 

Bhagavadgita are explained to the participants after their DRT as part of  Jnana Yōga program, 

which can have an impact on enduring thoughts, beliefs and behaviours stored in the mind ,  

which could bring a change in their mindset towards work. 

Thus this  study  proved that the second dimension of Big Five Personality viz., 

Conscientious of  employees can be improved by practice of Integrated Yōga. The survey of 

literature show the importance of Conscientiousness in job performance. Since Integrated Yōga 

improves Conscientiousness and Conscientiousness in turn improves Job performance, thus it 

may be implied that practice of Integrated Yōga improves Job performance. 

 

Extraversion 

The third Big Five Personality dimension is Extraversion. Among all the Big Five 

personality dimensions, Extraversion is least affected during the study period. Table 7.9(page 

185) shows that it increased by 0.75% in Mid study and 3.06% in  End study in Intervention 

group. In Control group it increased by 1.89% in Mid study and 2.42% in End study. In the Mid 

study more increase can be seen in Control group than in Intervention group and in End study 

more increase is seen in Intervention group than in Control group. Thus, unlike in case of other 

dimensions , this dimension has shown a mixed trend of change. However the changes in either 

case is only marginal. It may be possible to see more improvement in Extraversion if IYM is 

practiced for much longer time since better physical and mental well being created by practice of 

IYM may induce people friendly nature which could eventually lead to social relations. 
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Thus the above discussion concludes that there is no significant effect of Integrated Yōga 

practice on Extraversion 

Agreeableness 

The fourth Big Five Personality dimension is Agreeableness. Table 7.12(187) shows that 

it is  increased by 4.44 % and 11.10 %  in Mid study  and End study  respectively  in Intervention 

group compared to that of 0.74 % and 0.01% in Control group. RMANOVA test results in tables 

7.13 and 7.14(page 188) also indicate continuous increase in Openness to experience in 

Intervention group, but not in Control group. It could mean that practice of Integrated Yōga can 

bring sustained changes in the Big Five personality dimension of Agreeableness.  

In relation to job performance, the personality dimension of Agreeableness indicate that 

employees  are more compliant and confirming,  good in  teamwork or interpersonal interactions,  

with lesser  deviant behavior (Stephen P.Robbins,2004), more job satisfaction (Judge, Heller, & 

Mount, 2002), substantial cooperative interaction ( Witt et al, 2004), better customer service( 

Russel P.Guay et al, 2013), better Emotional Intelligence (Elisa Illarda,2006), better adoptability  

to change(Cooper, 1997), better inter personal team work and collective efficacy (Kevin Tasal et 

al, 2011), better in resolving conflicts or facilitate its resolution when it arises (Frederick, 2005).   

How could this be possible? What component of Integrated Yōga Module enhances 

Agreeableness among participants of Intervention group? Integrated Yōga includes Bhakti Yōga. 

Bhakti implies surrender to the Almighty, accept and agree to everything , good or bad, as a gift 

given by God. According to Mahadevan (2011) Gita discusses the importance of being agreeable 

and  cooperative for the progress of society and self. The spirit of sharing and unconditional 

giving (the virtue of Yajna) is the basis on which everything in the world sustains. The Gods 

bless the living beings with this virtue and in turn the living beings give back to the Gods.  The 
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concept of mutual dependence is the corner stone behind ancient Indian living. Yajna way of 

living about sharing, giving back to the system and not organizing life in a pure ―selfish‖ or 

―what is in it for me to enjoy‖ mode.  If we take such an approach(Yajna approach) to work we 

will indeed be free of several layers of bondage that we ourselves have inflicted on us. Such an 

approach to work will take us to the pinnacle of what we need to achieve in life. It essentially 

means that the peace of mind and happiness for which we are struggling hard will indeed be 

ours.  

As explained earlier, DRT resulted in Brain stilling and when these principles from 

Bhagavadgita are explained to the participants after their DRT as part of  Jnana Yōga program, it 

can have an impact on enduring thoughts, beliefs and behaviours stored in the mind ,  which 

could bring a change in their mindset towards work. 

Thus this  proved that the fourth dimension of Big Five Personality viz., Agreeableness of   

employees can be improved by practice of Integrated Yōga. The survey of literature shows the 

importance of Agreeableness in job performance. Since Integrated Yōga improves 

Agreeableness and Agreeableness in turn improves Job performance, thus it may be implied that 

practice of Integrated Yōga improves Job performance. 

 

Emotional Stability/ Neuroticism 

The last dimension in Big Five Personality is Neuroticism. Second maximum  change is 

observed in Neuroticism, among the Big Five personality dimensions. Neuroticism is many times 

referred to through it‘s inverse ‗Emotional Stability‘. Table 7.15(page 189) shows that 

Neuroticism has decreased(  Emotional Stability increased) by 7.9% in Mid study, 17% in End 

study in Intervention group where as for the Control group, the same is 1.9% and 2.4 % 
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respectively . ONEWAY  RMANOVA test in table 7.16(page 189) and 7.17(page 190) also 

shows highly significant continuous improvement in the Emotional Stability.  

Studies on importance of Emotional Stability  explain it‘s relevance in  job performance. 

Emotional stability resulted in Citizenship and Non counterproductive work behavior, Low 

turnover and absenteeism, Leadership and Entrepreneurship, Expatriate success, Earnings, 

Safety, Compliance, Healthy behaviors and longevity, Motivation, Job satisfaction, 

Commitment, Life satisfaction(Edwin A.Locke,2009) , lesser propensity to withdraw from the 

job(Barrick and Murray,1991), reduce workforce instability due to excessive absenteeism, 

tardiness, even turnover ( Zimmerman , 2008 )  , Team performance(Barrick et al , 1998 ), Job 

dedication , Interpersonal facilitation,  Citizenship behaviors at work (Hurtz and Donovan , 2000 

), Lesser accidents, Customer orientation ( Hogan et al, 1984), giving extra effort and 

leadership(McHenry et al, 1990), Leader emergence and leader effectiveness (Judge et al , 2002 

),  better performance as expatriates (Mol et al, 2005 ), maintain focus and concentration on the 

task at hand especially under stress or in crisis situations ( Kanfer and Heggestad, 1997 ), Job 

satisfaction and Job performance ( E.Bano,2001),  

To the best of researcher‘s knowledge no earlier study has been done to evaluate the 

effect of any Yōga practice on Big Five Personality dimensions. However, effect of Yōga 

practices on aspects like Emotional Intelligence(EI), Emotional Competence(EC), Emotional 

Quotient(EQ), Anxiety, Stress, Job Burnout etc., have been studied. Sony Kumari(2008) made a 

study to assess the effect of Yōga practice on EI and EC and between Intervention and Control 

groups, the results showed highly significant increase in EI in Intervention group. Significant 

improvement in pre-post values  occurred in all EC sub scales in Yōga Intervention group,  but 
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not in Control group. The above results are in conformity with the results of the present study. 

Thus we may infer similarities between Emotional Stability and Emotional Competence.  

 

Hasmukh Adhia(2009)  study deals with impact of adoption of Yōga way of life on the 

organizational factors responsible for success of the organization. It is established in the study 

that by practice of IYM , Emotional Intelligence can be enhanced and Job Burnout can be 

reduced. The study further stated that Emotional Intelligence is positively correlated with Job 

Satisfaction, Goal Orientation, Affective Organisational Commitment and Organisational 

Citizenship Behaviour. According to the researcher, a conceptual analysis can also show that the 

above factors i.e, Goal Orientation, Affective Organisational Commitment and Organisational 

Citizenship Behavior, Job satisfaction are either facets or results of Conscientiousness and / or 

Emotional Stability. 

 

Study by Ghansham Tikepat(2011) showed significant increase in Emotional Quotient in 

Yōga Intervention group. The results are similar to our studies on Emotional Stability. Vempati 

R.P and Telles S (1999) stated that practice of Yōga reduced anxiety and depression. 

Subramanya P and Telles S (2009) stated that practice of Yōga improves concentration and 

reduces anxiety. Khemka S S et al (2009) stated that practice of Yōga reduces anxiety. All these 

studies are in confirmation with the present study result of increase in Emotional stability or 

decrease in Neuroticism. 

What component of IYM could have caused such highly significant improvement in 

Emotional Stability. The Yōga intervention included Surya Namaskar and Asanas, Pranayama, 

DRT, Lectures on Yōga way of life.  Stimulation and relaxation of Mind and Body is the essence 
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of Yōga(Nagendra and Nagaratna, 1988). Alex Korb, a Neuro Scientist explained the  neuro 

biological mechanism of how Asanas influence the mental Body - Mind system, as follows. 

― …. It is your attempts to remain calm during this stress that create Yōga's greatest 

neurobiological benefit. Your brain tends to react to discomfort and disorientation in an 

automatic way, by triggering the physiological stress response and activating anxious neural 

chatter between the prefrontal cortex and the more emotional limbic system.  The stress response 

itself increases the likelihood of anxious thoughts, like "Oh god, I'm going to pull something," or 

"I can't hold this pushup any longer".  And in fact, your anxious thoughts themselves further 

exacerbate the stress response. Interestingly, despite all the types of stressful situations a person 

can be in (standing on your head, running away from a lion, finishing those TPS reports by 5 

o'clock) the nervous system has just one stress response.  The specific thoughts you have may 

differ, but the brain regions involved, and the physiological response will be the same.  The 

physiological stress response means an increase in heart rate, breathing rate, muscle tension and 

elevation of cortisol and other stress hormones. The fascinating thing about the mind-body 

interaction is that it works both ways.  For example, if you're stressed, your muscles will tense 

(preparing to run away from a lion), and this will lead to more  negative thinking.  Relaxing 

those muscles, particularly the facial muscles, will push the brain in the other direction, away 

from stress, and toward more relaxed thoughts.  Similarly, under stress, your breathing rate 

increases.  Slowing down your breathing pushes the brain away from the stress response, and 

again toward more relaxed thinking. So how does this all fit together?  As I stated before, the 

stress response in the nervous system is triggered reflexively by discomfort and disorientation. 

The twisting of your spine, the lactic acid building up in your straining muscles, the uneasy 

feeling of being upside down, the inability to breathe, are all different forms of discomfort and 
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disorientation, and tend to lead reflexively to anxious thinking and activation of the stress 

response in the entire nervous system. However, just because this response is automatic, does not 

mean it is necessary.  It is, in fact, just a habit of the brain.  One of the main purposes of Yōga is 

to retrain this habit so that your brain stops automatically invoking the stress response …..‖ 

 (Source: https://www.psychologytoday.com/blog/prefrontal-nudity/201109/Yōga-changing-the-

brains-stressful-habits) 

During the Surya Namaskar and Asanas, the above mechanism functions and habituates the mind 

towards stability.  Nagendra and Nagaratna(1988) state that practice of Pranayama controls the 

emotional disturbances of  mind. DRT improves Emotional Competency(Sony Kumari,2008) . 

The message of Gita on Sthitha prajnatha  is very similar to Emotional Stability and after DRT 

and during monthly Jnana Yōga lectures, these concepts are explained to participants. It is 

possible that all these activities resulted in highly significant improvement in Emotional 

Stability. 

Thus this empirical study  proved that the fifth dimension of Big Five Personality viz., 

Emotional Stability of   employees can be improved by practice of Integrated Yōga. The survey 

of literature shows the importance of Emotional Stability in job performance. Since Integrated 

Yōga improves Emotional Stability and Emotional Stability in turn improves Job performance, 

thus it may be implied that practice of Integrated Yōga improves Job performance. 

The above discussion on effect of practice of IYM on Big Five Personality show highly 

significant results in improving the personality dimensions except Extraversion. This is in 

conformity with studies of Brent Roberts (2012)  that Big Five personality dimensions can be 

https://www.psychologytoday.com/blog/prefrontal-nudity/201109/yoga-changing-the-brains-stressful-habits
https://www.psychologytoday.com/blog/prefrontal-nudity/201109/yoga-changing-the-brains-stressful-habits
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changed through out the adulthood. However, it is important that the participants should continue 

the practice of IYM as a part of their life to reap its benefits in a sustainable way. 

 

The first Hypothesis and first Null Hypotheses of the study are 

Hypothesis 1 : Practice of Integrated Yōga Module has  impact on the Big Five Personality 

dimensions of employees assessed through Big Five Inventory 

Null Hypothesis 1 : Practice of Integrated Yōga Module has  no impact on the Big Five 

Personality dimensions of employees assessed through Big Five Inventory 

From the above discussion it is clear that  Hypothesis  1 is proved and Null Hypothesis 1 is 

disproved. 

The Second Hypothesis of the study is  

Hypothesis 2 : Practice of Integrated Yōga Module has  impact on Guṇa Traya dimensions of 

employees assessed through Vedic Personality Inventory 

Null Hypothesis 2 : Practice of Integrated Yōga Module has  no impact on Guṇa Traya 

dimensions of employees assessed through Vedic Personality Inventory 

Guṇa Traya dimensions of Sattva Guṇa, Rajasika Guṇa and Tamasika Guṇa are assessed through 

Vedic Personality Inventory. The effect of practice of IYM by employees on each Guṇa are 

discussed below. 
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8.2 Discussion on changes in Guṇas 

Sattva Guṇa 

Among all the three Guṇas, maximum change is seen in Sattva Guṇa. Table 7.18(page 191) 

shows that it is  increased by 6.11% in Mid study and by 13.7% in End study in Intervention 

group where as the same is 2.83% and 2.75% respectively in Control group. The RMANOVA 

test in tables 7.19(page 191) and 7.20(page 192) also shows that Sattva Guṇa increased 

continuously in Intervention group, but not in Control group. It indicates that Sattva Guṇa can be 

improved and sustained by practice of Yōga as stated in ancient as well as modern literature. 

According to scriptures Sattva is a divine trait(daivi Guṇa) and Swamy Vivekananda stated that 

each soul is potentially divine and that divinity can be manifested through practice of Integrated 

Yōga. 

Rajasika Guṇa 

According to table 7.21(page 192) Rajasika Guṇa has shown a marginal decrease of 0.086% in 

Mid study and 1.69% in End study in Intervention group compared to 0.07% decrease in Mid 

study and 2.24% increase in End study in Control group. While Intervention group has shown 

continuous, though marginal decrease , Control group has shown a mixed trend of a marginal 

decrease in Mid study and a small increase in End study. RMANOVA test in tables 7.22(page 

193) and 7.23(page 194) indicate no significant changes in Rajasika Guṇa 

Tamasika Guṇa 

According to table 7.24(page 194) Tamasika Guṇa has shown a continuous decrease of 4.38 % in 

Mid study and  13% in End study in Intervention group where as the same has decreased by 
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1.3% and 1.9% respectively in Control group. RMANOVA tests in tables 7.25(page 195) and 

7.26(page 196) also show a similar trend of decrease in Tamasika Guṇa in Intervention group, 

but not in Control group. It indicates that Tamasika Guṇa can be reduced by practice of IYM. 

 Earlier some studies were made to study the effect of Yōga practices on Guṇas. Important 

among them are as follows. 

Training in Jnana Yōga  will enable executives and students to view a managerial problem or 

conflict - episode in an illuminated perspective with greater detachment and objective clarity of 

Sattva(Chakraborty , 1987).  Wolf and Abell (2003) showed that Japam is effective in bringing 

positive human changes. Japam of the mahamantras  increased Sattva and decreased stress, 

depression and Tamas.  Bhushan, Siddhartha(2007) found that practice of Yōga Nidra increased 

the level of Sattva Guṇa and significantly decreased the level of Rajas and Tamas Guṇas in the 

practicing female subjects in comparison to their control group. Tikhe Sham Ganpat (2011) made 

a study on Efficacy of SMET program on Managerial Effectiveness. It showed a significant 

improvement in Emotional Quotient of participants. There was significant decrease in Rajas and 

Tamas where as there is significant increase in Sattva of participants. Sudhir Deshpande (2009)  

in a randomized control trail of the effect of Yōga on personalities of 226 people stated that 

practice of Yōga develops Sattva Guṇa(balanced personality). The study did not show significant 

reduction in Tamas in Yōga intervention but is shown in Control group which did physical 

exercise. 

The above studies on effect of Yōga practices  on Guṇas are in conformity with the present 

study. 
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The literature survey shows the importance of Guṇas on job performance. Sattva Guṇa 

enhances transformational leadership whereas Tamasika Guṇa reduces transformational 

leadership(Kejriwal and Krishnan, 2004) ,  Sattva Guṇa works at self actualization level, 

Rajasika Guṇa at esteem where as Tamasika Guṇa at only the basic needs level(Daftuar and 

Sharma ,1997).  Sattva at the level of the cognition is perfect knowledge, Rajas is clouded 

intellect and Tamas is ignorance (Das, 1955),  three Sattva dimensions (sympathy, motivation to 

work and accepting pain) enhance transformational leadership , transformational leadership was 

positively related to Sattva and not Rajas Guṇa ( Narayanan and Krishnan ,2003). Sattvic and 

Rajasic persons were almost equal in their job involvement,  Tamasic workers had a significantly 

lower level of job involvement(Elankumaran , 2004). TriGuṇas are related to Transformational 

Leadership, Job Involvement, Organisational Climate (Kiran Kumar, 2013). Tamas is negatively 

and Sattva is positively correlated with psychological well-being(Rastogi ,2004). Sattva Guṇa 

enhances work ethics, personal effectiveness, self-actualising behaviour, organisational 

effectiveness, true understanding of facts and events(Kaur and Sinha , 1992). Sattvic personality 

performs better than Rajasic and Tamasic personalities(Mathew, 2010).In service management, 

Rajas and Sattva Guṇas in people result in  effective work (Biswas , 2010). Sattva Guṇa and 

Rajasika Guṇa which have transformational leadership potentials whereas Rajasika and 

Tamasika Guṇa have negative influence on management(Ammineedu, 2009). 

 The literature survey explained the effect of Guṇas on aspects relating to performance of 

employee and / or organization. The present study found that practice of Integrated Yōga 

increases Sattva Guṇa and reduces Tamasika Guṇa. From these two points it may be implied 

practice of Integrated Yōga enhances Sattva Guṇa and reduces Tamasika Guṇa , which in turn 

may result in the following. 
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1. Enhances transformational leadership 

2. Promotes self actualization 

3. Promotes perfect knowledge and reduce ignorance 

4. Improves sympathy, motivation to work and withstand pain  

5. Promotes job involvement 

6. Improves the ability to view a managerial problem or conflict –episode with greater 

detachment and objective clarity 

7. Enhances organizational climate 

8. Enhances psychological well being 

9. Improves work ethics, personal effectiveness, organizational effectiveness, better 

understanding of facts and events 

10. Effective performance in service management 

 

The second hypothesis  and null hypothesis of the present study is  

Hypothesis 2 : Practice of Integrated Yōga Module has  impact on Guṇa Traya 

dimensions of employees assessed through Vedic Personality Inventory 

Null Hypothesis 2 : Practice of Integrated Yōga Module has  no impact on Guṇa Traya 

dimensions of employees assessed through Vedic Personality Inventory 

 

The study has proved the Hypothesis 2 and disproved the Null Hypothesis 2 

 

The third hypothesis of the study is  
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Hypothesis 3 : There is  relationship between Big Five Personality dimensions and Guṇa 

Traya dimensions assessed through Big Five Inventory and Vedic Personality Inventory 

 

To test this hypothesis, Karl Pearson Correlation test (2- tailed) is used. Tables 7.27(page 

197),7.28(page 197),7.29(page 198) show the relationship of each of the Guṇas(rows) 

with Big Five Personality dimensions- Openness to experience, Conscientiousness, 

Extraversion, Agreeableness, Neuroticism(OCEAN) as follows : 

8.3 Discussion on relationship between Big Five personality dimensions and Guṇas 

Sattva Guṇa with OCEAN 

1. with Openness to experience, it has highly significant correlation in pre study, mid 

study and end study ( in all three studies, highly significant correlation) 

2. with Conscientiousness, it has significant correlation in pre study, highly significant 

correlation with mid study and end study 

3. with Extraversion, it has highly significant correlation in pre study, mid study and end 

study ( in all three studies, highly significant correlation) 

4. with Agreeableness, it has significant correlation in pre study, mid study and end 

study(in all three studies, highly significant correlation) 

5. with Neuroticism, no significant correlation in pre study, highly significant negative 

correlation in mid study and end study 

Therefore , in general terms it can be said that Sattva  has highly significant positive 

correlation with Openness to experience, Extraversion and Agreeableness , good positive 

correlation with Conscientiousness and negative correlation with Neuroticism 
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Rajas with OCEAN 

1. with Openness to experience, highly significant correlation in pre study, mid 

study and end study (Highly significant positive correlation in all studies) 

2. with Conscientiousness, no significant correlation in pre study, significant 

correlation in mid study, no significant correlation in end study 

3. with Extraversion,  highly significant correlation in pre study, mid study and end 

study ( Highly significant positive correlation in all studies) 

4. with Agreeableness, no significant correlation in pre study and mid study, highly 

significant correlation in end study 

5. with Neuroticism, no significant correlation in pre study, mid study and 

significant correlation in end study  

 

Therefore, it can be observed Rajas has highest positive correlation with Extraversion followed 

by Openness to experience. Compared to Sattva it has lesser correlation with other dimensions. 

Tamas with OCEAN 

1. with Openness to experience, no significant correlation in pre study, mid 

study,  highly significant correlation in end study 

2. with Conscientiousness, no significant correlation pre study, mid study, 

highly significant correlation in end study 

3. with Extraversion highly significant correlation in pre study, mid study 

and end study 
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4. with Agreeableness no significant correlation in pre study, mid study , 

highly significant correlation in end study 

5. with Neuroticism highly significant correlation in pre study,mid study and 

end study. 

 

Therefore it can be observed that Tamas has shown highly significant correlation with 

Neuroticism, followed by Extraversion 

 

Overview of relationship between Guṇas(Sattva,Rajas,Tamas) and Big Five 

Personality dimensions(OCEAN) 

 While a definite, one- to-one relation is hard to observe , the following observations can be 

made 

1. Tamas has always shown a highly significant positive correlation with Neuroticism. 

Tamas shown such a relation with Extraversion too but , since Extraversion has shown 

significant correlation with Sattva and Rajas too, Extraversion is not considered to have 

an exclusive relation with Tamas. But since Neuroticism has shown Highly significant 

positive correlation exclusively with Tamas, we can conclude that Tamas and 

Neuroticism are very similar 

2. Rajas has shown highly significant positive correlation in all studies with Openness to 

experience and Extraversion. But Sattva also has shown such a relation with Openness 

to experience and Extraversion. So definite relation can not be concluded between Rajas 

and any Big Five Personality dimensions 
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3. Sattva has shown, in all three studies,  highly significant correlation with Openness to 

experience, Extraversion and Agreeableness and in two studies with Conscientiousness. 

Since Extraversion has shown such a relation with Rajas too, it is excluded from 

conclusion. Thus we can conclude that Sattva is very similar to Agreeableness( high 

correlation in three studies) followed by Conscientiousness( high correlation in two 

studies). Sattva has always shown a highly significant negative correlation with 

Neuroticism. This supports the basic premise of the Guṇa theory that Tamas is the 

lowest(heinous) quality, where as Sattva is the highest quality of human beings. 

4. One significant observation can be that Sattva has positive correlation with  all four Big 

Five Personality dimensions which improves job performance( Openness to experience, 

Conscientiousness, Extraversion, Agreeableness) where as it has negative correlation 

with Neuroticism which deteriorates job performance. Hence we can conclude that 

Increase of Sattva itself causes improvement in job performance. 

 

The third hypothesis of the study is  

Hypothesis 3 : There is  relationship between Big Five Personality dimensions and Guṇa 

Traya dimensions assessed through Big Five Inventory and Vedic Personality Inventory 

Null Hypothesis 3 : There is  no relationship between Big Five Personality dimensions 

and Guṇa Traya dimensions assessed through Big Five Inventory and Vedic Personality 

Inventory 

The above study has proved the Hypothesis 3 and disproved the Null Hypothesis 3 
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8.4  Principles of Yōga way of work  life 

A major motivating factor to the researcher to make this study is observation and experience of 

many problems in present style of work life. The researcher wants to study if any good solutions 

are available for these probems of modern life in ancient knowledge. Accordingly ideas taken 

from the scriptures are summarized as principles for Yoga way of work life,which are discussed 

in Appendix 12. 

Conclusion: 

This chapter  discussed how the present empirical study has shown that practice of Integrated 

Yōga has an impact on the Big Five personality dimensions and Guṇas. The chapter made a brief 

survey of earlier studies( elaborate discussion is made in chapter 2) about impact of Big Five 

personality dimensions and Guṇas on job performance. Thus, it shows how practice of Integrated 

Yōga helps to improve job performance. The chapter also discuss the principles of Yōga way of 

work life, which may be propagated to young working people. 
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CHAPTER 9 

SUMMARY AND APPRAISAL 

9.1 Study design   

The study involves the assessment of personality of Yōga intervention group and Control group 

through self reported questionnaires. The data was collected three times- Before the Intervention, 

in the middle of Intervention, at the end of the Intervention. 

9.2 Assessments 

Two questionnaires were used. 1) Big Five Personality Inventory developed by John Oliver 

2)Vedic Personality Inventory developed by David Wolf 

9.3 Results 

Results has shown, among Big Five Personality dimensions, significant increase in Openness to 

experience, Conscientiousness and Agreeableness, significant decrease in Neuroticism and no 

significant change in Extraversion. Among Guṇas, there was significant increase is Sattva Guṇa, 

significant decrease in Tamasika Guṇa and no significant changes in Rajasika Guṇa 

9.4 Discussion 

Effect of changes in the Big Five personality dimensions and Guṇas on the job performance 

were discussed based on the earlier studies which studied the relevance of personality 
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dimensions on job performance. Correlation between Big Five Personality dimensions and 

Guṇas were discussed 

9.5 Conclusions 

The main purpose of the study is to evaluate the effect of practice of Integrated Yōga Module on 

the personality and performance of employees. The survey of literature found that  Big Five 

Personality dimensions were closely related to Job performance. It implies that if practice of 

IYM results in changes Big Five Personality dimensions, then practice of Integrated Yōga has an 

impact on performance of employee. In addition the study assessed the impact of IYM on 

TriGuṇas. Correlation between Big Five Personality dimensions and Guṇas were discussed. 

The results were in support of proving the three hypotheses and disproving the null 

hypotheses. It showed that practice of Integrated Yōga has significant impact on Big Five 

personality dimensions and on Guṇas. It found a significant correlation between Big Five 

Personality dimensions and Guṇas. 

9.6 Strength of the study 

a) This is the first study to assess the effect of practice any Yōga by employees on 

the Big Five Personality dimensions. Big Five personality has proved relevance 

on job performance. Therefore it can be implied that this is the first study to 

evaluate the effect of any Yōga practice on performance of employees 

b) The Yōga Intervention is given for a period of four months to assess the 

personality changes, longer than similar studies earlier. Many such studies(not on 
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Big Five Personality but on aspects like leadership traits) were done over a period 

of one week to three months  

c) The data is collected three times- before intervention, in the middle of 

intervention and at the end of intervention, while many similar studies earlier 

were based on Pre study and Mid study only 

d) Yōga intervention is given to participants as daily routine. They continued to 

work in their jobs. Some earlier studies were conducted on employees in an in -

campus serene environment. It may be possible that such serene campus 

environment prompts a temporary change in participants mindset positively and 

answer the questionnaires accordingly. The present study is made on employees 

while they continued with their daily routine jobs 

9.7 Limitations of the study 

a) The participant employees were working in different companies or industries during the 

study period. It may be possible that changes in work environment during the study 

period can affect their responses to questionnaires. This issue can be treated as a 

limitation as well as strength 

b) The control group is not given any Intervention which may affect their interest to respond 

to study 

c)  The reported changes in responses may not be sustained   due to changes in participants‘ 

discontinuing Yōga practice or due to  external environmental dynamics 
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9.8 Suggestions for future  

a) To directly study the effect of Yōga Intervention on task performance of employees. 

Though it is difficult for an outside researcher to collect data on task performance of 

employee, with full support of top management it can be done 

b) To give some non Yōga intervention to Control group to ensure their interest in response 

to the study 

c) To do the study on employees from single organization to ensure that changes in work 

environment does not affect them 

d) To do the study for a longer period to ensure that the changes sustain in the long run. 

e) To do the study with more number of participants which may ensure better results 
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