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FOREWORD 

We are glad to present Journal of Applied Management-Jidnyasa, Volume 9, Issue 1, 2017. 

This issue is a compilation of seven research papers and four articles.   

First Paper, “Predicting Organizational Commitment: Role of Distributive, Procedural 

and Interactional Justice” authored by Lalit Kumar Yadav discusses the significance of 

organizational commitment. The impact of organizational commitment on turnover intention, 

productivity, absenteeism and motivation have enthused scholars to understand it in great 

depth. The paper does it by exploring the relationship of commitment with organizational 

justice and its three dimensions. The results indicate that organizational justice and its three 

dimensions-distributive, procedural and interactional significantly predict organizational 

commitment. 

Second Paper, “Is HRM Key for Growth in an Entrepreneurial Organization” authored 

by Dr. Rekha khosla discusses about  India as among the top six global pharmaceutical 

producers in the world.The robust growth rate has compelled inviting new entrepreneurs to 

adopt new business models and think of innovative ideas for sustained growth, for managing 

talent by aligning the personal vision and organizational vision through organizations policy, 

procedures, practices and performance for a competitive advantage. The study is based on 

HALE INDIA, an entrepreneurial firm,that has gained the ability to deal with a changing 

situation and how the organization developed the compensation package for gaining a 

competitive advantage and retained talented employees for enhanced performance.  

Third Paper, “An Empirical Study to Find Attributions of Millennial about Job, in 

India” authored by Shraddha Patil, discusses about the advent of globalization and dynamic 

demographics of organization. It is the need of the hour to study the Gen Y, who would be 

almost 75% of the workforce by 2025 (Delloite, 2014). It is essential to understand the 

behaviour, perceptions and values that this generation holds which leads to their behaviour at 

workplace. Also, understanding this from newly employed workforce is more relevant so that 

HR Managers can accordingly work on training, development and retention plan for them. In 

order to seek the benefit of this demographic dividend of India, it is imperative for HR to 

understand the locus of control of Millennial and know their attributions for success and 

failure at work. This will help to design the policies based on their behaviour and attitude 

towards success and failure. The purpose of this research was to find the locus of control 

based on the attribution theory which would help to conclude on the behaviour of Gen Y. 

Fourth paper “Parameters of Employees Performance in Manufacturing Unit – 

Managers and Employees” authored by Dr. Suruchi Pandey & Preeti Kerni discusses that 

human capital has become the most important asset in any organization. The paper further 

discusses that in this competitive scenario companies cannot afford underperformance of 

workers as it leads to huge cost implications and lower productivity. The paper emphasizes 

that it is the need of the hour to understand and recognize the factors causing 

underperformance and different ways that could be used to motivate employees to perform to 

their potential. This study basically focuses on the various parameters which lead to 

underperformance of employees in manufacturing sector and gives an opinion of the 

employees vs. the managers on those parameters. This helps to understand if there is any 

conflict in opinions, the ways in which performance can be improved and the importance of 

the factors causing underperformance.  

 



Fifth Paper, “Storytelling as a Means of Coaching Managers” authored by Dr. Ravinder 

Kaur, Hiral Raval and Prajakta Pande discusses that companies are slowly realizing the 

importance of effective coaching in the workplace as it has a positive impact on employees; 

and the success of the organization depends on the development of its employees. The paper 

elaborates that business leaders want to pass on knowledge which majorly consists of facts, 

statistical data, expert knowledge and logic. The paper says that when this knowledge is 

shared with people it is challenging for them to retain and learn from it. The paper illustrates 

that this is where storytelling comes to the rescue. The paper defines that Storytelling is the 

art of using stories to enunciate experiential learning. Highlighting benefits of the practice, 

the paper argues that it is a powerful medium because it an effective way of connecting with 

people and making them experience the essence of the content that is shared; and highlights 

that this is also one of the reasons why the approach of storytelling works best for coaching. 

 

Sixth Paper, “Assessment of Slum Rehabilitation Scheme : A Case Study of Pune, 

Maharashtra” authored by Shrabana Mukherjee & Omkar Raut discusses that 

Maharashtra, the second most urbanised state of India (Planning Commission Report, 2012) 

suffers from the paradoxical situation where affluence and poverty exist side by side. This is 

proved by the fact that Maharashtra also has the second highest incidence of population 

below poverty line. With more than 55% of the total population of Mumbai living in slums, it 

becomes very important for the government to opt for schemes and policies that would push 

the state towards a slum free state. Dharavi, Asia’s largest slum, has posed biggest hurdle for 

policymakers and the Government for several decades.  

 

In the end, the articles on the topic: Prohibition Economics: Do Bans Really Work for the 

Society and the Economy?” written by Abhimanyu Hazarika, Gulshan Prakash and J. 

Subhadra have been presented.  

 

 

Wish you all a happy reading!  

 

Dr.Jaya Chitanshi 

Ms.Preeti Kamboj  
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PREDICTING ORGANIZATIONAL COMMITMENT: ROLE OF 
DISTRIBUTIVE, PROCEDURAL AND INTERACTIONAL JUSTICE 
      Lalit Kumar Yadav* 

ABSTRACT 

The significance of organizational commitment is well documented in research. Its impact on 
turnover intention, productivity, absenteeism and motivation have enthused scholars to 
understand it in great depth. This study is an attempt to further comprehend organizational 
commitment. This is done by exploring the relationship of commitment with organizational 
justice and its three dimensions. Fairness in organization is keenly observed and responded to 
by the employees. The data in this study is collected from employees of public sector banks.   
Data is analyzed by using statistical tools of correlation and simple linear regression. The 
results indicate that organizational justice and its three dimensions-distributive, procedural 
and interactional significantly predict organizational commitment. Out of the three 
dimensions, interactional justice predicts commitment most strongly. Results are elaborated 
upon in the discussion section. Managerial implications, limitations and future research areas 
are also discussed.                       

Keywords: Organizational Commitment, Organizational Justice, Distributive, Procedural, 
Interactional Justice, Linear Regression   

INTRODUCTION 

Blau (1964) and Adams (1965) work on fairness has had a very substantial impact on the 
study of justice in organizational behavior literature. The significance of justice for people in 
organizations is evident form Folger and Cropanzano’s (1998) assertion that “justice keeps 
people together whereas injustice can pull them apart”. Cohen-Charash and Spector (2001) 
advocate that perception of justice due to its association with forceful individual and 
organizational outcomes, is very significant.   

Organizational justice refers to “the just and ethical treatment of individuals within an 
organization” (Cropanzano, 1993). As per Greenberg (1990b), organizational justice is “the 
term commonly used by organizational psychologists to refer to the just and fair manner in 
which organizations treat their employees”. 

Organizational justice has three dimensions: Distributive justice, procedural justice and 
interactional justice. Greenberg (1990) asserts that distributive justice is a perception of 
justness of resource distribution among employees, with regard to their input and output.  It 
has its base on the theory of equity propounded by Adams (1965). To resolve if justness of 
resource allocation has occurred, individuals gaze on the norms of allocation settled by their 
group/organization. (Forsyth, D. R. 2006). If the rewards are distributed in line with the 
existing norms, individuals perceive that fairness exists. (Deutsch,1975). The concept of 
distributive justice is relevant as often organizations do not treat all employees fairly and 
allocation of benefits is unequal and biased at the workplace. 
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Thibaut and Walker (1975) were the earliest contributors to the concept of procedural justice.  
Procedures that are adopted to make decisions should be fair (Leventhal, 1980), and 
individuals ought to have a certain degree of ‘voice’ and ‘control’ over the process adopted 
(Lind & Tyler, 1988).  Procedures are perceived to be just when they encourage fair 
outcomes. When the outcomes of allocation of benefits do not match individuals’ needs and 
wishes, the process adopted to reach those outcomes comes under scrutiny, and here just 
procedures can dilute the effect of discontentment. (Thibaut and Walker, 1975; Greenberg, 
1987; Bies and Shapiro, 1987; Lind and Tyler, 1988, McFarlin and Sweeney, 1992).  

Lind and Tyler (1988) & Tyler and Lind (1992) assert that importance of procedures does not 
solely lie in its relation with positive outcomes but they are critical by themselves. They 
explain the importance of procedures in relation to the concept of group process, where the 
freedom to express one’s opinion is seen as giving respect and status to individual as a 
formidable part of the group/organization.  

Blau (1964) believed that employees expect honest, cordial and helpful behavior from the 
organization. The 1980s witnessed a new shift in an attempt to understand organizational 
justice holistically.  The “social side of fairness” (Bies & Moag, 1986; Greenberg, 1993) was 
also given importance in the literature. Interactional justice came to fore as the third 
dimension of justice, with two sub-dimensions. Interpersonal dimension focused on the 
elements of respect and dignity, and the informational facet centres round transparency and 
openness (Greenberg, 1993). According to Cropanzano & Mitchell (2005) social exchange 
theory and the concept of reciprocity are the grounds on which interactional justice is firmly 
secured. Studies have found that managerial behavior, which is one of the important 
indications of interpersonal sensitivity in communication with employees had a fairness 
enhancing consequence on employees understanding of the decision making process. 
(Brockner, 1990; Tyler & Bies, 1990) 

ORGANIZATIONAL COMMITMENT  

Porter et. al (1974) describes organisational commitment as “an attachment to the 
organisation, characterised by an intention to remain in it; an identification with the values 
and goals of the organisation; and a willingness to exert extra effort on its behalf”. Hall et. al 
(1970) defines organizational commitment as a “mechanism by which the objectives of the 
organization and employees become compatible”. Sheldon (1971) emphasized that 
commitment is an attitude towards the organization which knits the identity of an individual 
to his organization.  

Meyer, Allen, and Smith (1993) says that there are three types of commitment: normative, 
continuance and affective , and they are psychological states which determine the employees’ 
relationship with the organizations or the plausibility that the employee will stay with the 
organization or not. According to Allen & Meyer (1990) affective, continuance and 
normative commitment are best seen as separate components, rather than types, of attitudinal 
commitment. Meaning, in varying intensity these psychological states may be experienced by 
the employees.  

Allen and Meyer (1990) defined affective commitment as a want or desire to remain with the 
organization. They saw affective commitment as a part of overall organizational 
commitment, differentiating from previous research that saw affective commitment as 
explaining whole organizational commitment.  Allen and Meyer (1990) noted that AC means 
employee’s emotional bonding to, assimilation with, and involvement in the organization. 
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Meyer & Allen ( 1984, 1991) proposed that continuance commitment is employee’s 
assessment of the costs related with the act of withdrawing from the organization. 
Continuance commitment is based on Becker’s (1960) side-bet theory. Those costs or side 
bets could be anything related to leaving the organization like tenure, pay, benefits, moving 
out of city, pension, accumulated sick leave and family commitment, etc. Kanter (1968) also 
asserted on similar lines when he explained commitment as “profit associated with continued 
participation and cost of leaving.” 

Early definitions described normative commitment as "the moral obligation to stay with the 
company” (Marsh & Mannari, 1977). Normative commitment refers to an employee’s 
obligation to stay with the organization (Meyer & Allen, 1991). The employee stays with the 
organization as he/she feels loyal to the organization and thinks he should stay.  In its 
understanding, normative commitment is quite familiar to what Wiener (1982) referred as the 
“totality of internalized normative pressures to act in a way which meets organizational goals 
and interests”. A normatively committed employee, therefore, will retain his association with 
the organization as it would be morally right to do so. As Scholl (1981) points out, the 
cultural and socialization process creates reciprocation and a resultant motivation to stay with 
the organization. 

Organizational commitment is linked to important outcomes, both for individual and 
organization. The view that OC is a major determinant of turnover is supported by literature. 
Existing research submits that OC is negatively associated to actual turnover (Price and 
Mueller, 1981; Mowday et. al, 1982). Scholars found that high degree of organizational 
commitment are related with low levels of absenteeism (Mowday et al., 1979). Studies 
(Mathieu and Zajac, 1990; Becker, Billings, Eveleth, & Gilbert, 1996) indicate that affective 
commitment is positively related to job performance. Meyer and Allen (1997) advocate that 
employees having firm commitment would supposedly engage in OCB than those with weak 
commitment. The meta-analysis done by Organ and Ryan (1995) reported that organizational 
commitment would be significantly associated with altruism and compliance dimensions of 
OCB. A meta-analysis of Riketta (2002) put forward the view that organizational 
commitment was very meaningfully related to extra-role behaviours. 

JUSTICE AND COMMITMENT  

Konovsky, Folger, and Cropanzano (1987) and Hartman et. al (1999) assert that 
organizational justice is seen as affecting many important attitudes and behaviours in the 
organization. In many of the researches, positive relationships have been established between 
the organizational justice and organizational commitment (Lemons and Jones, 2001: 269). 
Ansari et al. (2000) found that fairness in employees’ relations, compensation and training 
was positively related to organizational commitment and its dimensions.  

Colquitt et al., (2001) in their study found the strong association between procedural justice 
and organizational commitment. Masterson et. al (2000) reported that procedural justice 
perceptions predicted organizational commitment. Loi et. al (2006), Clay, A., & Paul (2005) , 
Hassan (2002) and Tang and Sarsfield-Baldwin (1996) found that both distributive and 
procedural justice positively predicted organizational commitment.   

Folger and Konovsky (1989) assert that the appraisal process tends to move the focus from 
distributive justice (outcomes) to procedural justice, which becomes the base to establish 
commitment. Dubinsky and Levy (1989) in their research found that level of pay, the rules 
governing these pay and the task of distribution (all forms of distributive justice) were 
positively related to organizational commitment. Quarles’ (1994) study of internal audit 
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supervisors and staff level auditors revealed that contentment with promotion avenues (a 
distributive justice aspect) and satisfaction with the process of evaluation undertaken (a form 
of procedural justice) directly correlated with organizational commitment.  

Interpersonal fairness perceptions is seen as having positive effect on individuals’ attitudes 
and behaviours (Cropanzano & Greenberg, 1997). Wasti (2002) assert that perception of 
positive interactive justice coming from the organization significantly enhances the 
commitment that employees feel towards the organization. In addition, Otto and Mamatoglu 
(2015) investigated the effect of interactional justice in light of social exchange theory in the 
electronic information industry and found that employees’ feeling about interactional justice 
would accentuate the organizational commitment of employees and decrease the turnover 
intention. Cohen-Charash and Spector (2001) see a moderate correlation between the 
perception of interactional justice and organizational commitment.  

The social information processing theory explain that organizational practices that encourage 
transparent communication within an organization, extensive access to information and free 
and wide sharing of information is significant in increasing organizational commitment 
(Thornhill & Saunders, 1996). Interactional justice promotes transparency and sharing of 
information with employees and finds support from social information processing theory in 
explaining commitment. Similarly social exchange theory (Blau, 1964) is very vital in 
explaining the linkage between justice and commitment. The core of social exchange theory 
is the integration of the intent of the employees to work as a form of mutual reciprocity 
between employees and employers in the organization (e.g., Bateman & Organ, 1983; Brief 
& Motowidlo, 1986) . It is mutual reciprocation between employee and the organization. The 
organization provides fairness in the outcomes, its procedural aspects and interaction with the 
employees, who respond with commitment towards the organization.   

Based on the extant literature, the following hypotheses are formed:  

Hypothesis 1: Organizational Justice significantly predicts organizational commitment   
Hypothesis 2: Distributive justice significantly predicts organizational commitment  
Hypothesis 3: Procedural justice significantly predicts organizational commitment 
Hypothesis 4: Interactional justice significantly predicts organizational commitment 
 

Model   (Figure 1)                 

                                                         Organizational Justice 

 

                                                                    H :2                                              H: 1     

 

                                                                   H: 3 

 

                                                                   H: 4 
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RESEARCH METHODOLOGY 

SAMPLE AND DATA COLLECTION  

The respondents were employees of public sector bank at the branch level. These public 
sector bank branches were located in small and big cities of Uttar Pradesh. Some 
questionnaires were administered personally and some were distributed through the bank 
manager. A total of 415 questionnaires were sent, out of which 344 were received back with a 
response rate of 83%. On further analysis 328 were found to be fully correct and this set of 
data was used for analysis. Data was analyzed using Statistical Package for Social Sciences 
(SPSS) 21.        

MEASUREMENT SCALES 

Likert scale was used in the survey to collect data for both the variables. It is one of the most 
prescribed formats in measuring attitudes or opinions in a quantitative study (Creswell, 
2003).  

Organizational Commitment was measured using the 18 item scale developed by Meyer and 
Allen (1990). The scale has three dimensions: Affective commitment, continuance 
commitment and normative commitment. A sample item is as follows, “I really feel as if this 
organization's problems are my own”. The Cronbach alpha of the scale was .82 

Organizational justice was measured by using the 20-item scale developed by Niehoff and 
Moorman (1993). The scale consists of three factors: distributive, procedural and 
interactional justice. A sample item is, “Overall, the rewards I receive here are quite fair”. 
The scale demonstrated an internal consistency (alpha) reliability of .91 

RESULTS  
 
Table 1: Mean, Standard Deviation & Correlation Coefficients 

* p<.01 (one tailed)     N = 328 

SCALES     MEAN    SD     OC     OJ     DJ     PJ     IJ 
Organizational Commitment(OC) 3.69   .53     1     
Organizational Justice(OJ) 3.35   .56   .39*      1    
Distributive Justice(DJ) 3.25   .90   .36*     .81*      1   
Procedural Justice(PJ) 3.37   .75   .33*     .89*      .61*     1  
Interactional Justice(IJ) 3.39   .48   .31*     .82*     .44*   .66*     1 

 

Table 1 indicates the mean, standard deviation and correlation coefficients. Organizational 
justice correlates positively with organizational commitment , r (328) = .39, p< .01 , 
distributive justice with OC , r(328)=.36 ,p<.01 , procedural justice with OC 
,r(328)=.33,p<.01 and interactional justice with organizational commitment , r(328)=.31 , 
p<.01   
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Table 2:  Regression: Model, ANOVA & Coefficients   

 
Predictor Dependent  

Variable 

Model Summary 

 R2         Adj. R2         

     ANOVA 

F Value       Sig. 

     Coefficients  

 UC              Sig. 

Organizational 

Justice 

 

 

 

Organizational  

Commitment  

 

 

.15 

 

.15 

 

61.11 

 

.00 

 

  .37 

 

  .00 

Distributive 

Justice 

 

.31 

 

.12 

 

49.08 

 

.00 

 

  .21 

 

  .00 

Procedural  

Justice 

 

.11 

 

.10 

 

40.30 

 

.00 

 

  .23 

 

  .00 

Interactional 

Justice 

 

.09 

 

.09 

 

35.79 

 

.00 

 

  .34 

 

  .00 

UC: Unstandardized Coefficient (β) 

Table 2 shows that this study found that organizational justice significantly predicted 
organizational commitment, b = .37, p < .001, distributive justice significantly predicted 
organization commitment, b = .21, p < .001, procedural justice predicts OC, b = .23, p < .001 
and interactional justice also predicted organisational commitment, b = .34, p < .001. Based 
on the above all the four hypotheses are accepted.  

DISCUSSION  
 
This study attempted to find the relation between organizational justice and organizational 
commitment. The three dimensions of justice were also studied in relation to their impact on 
organizational commitment. Results indicate that organizational commitment is significantly 
predicted by organizational justice perceptions and all the three dimensions of justice – 
distributive, procedural and interactional. The results in this study reinforce the existing 
literature on organizational justice, dimensions of justice and organizational commitment. 
(Lemons and Jones, 2001; Colquitt et al., 2001; Quarles, 1994; Cohen-Charash and Spector 
2001). Organizational commitment, which is a predictor of significant workplace variables 
(Price and Mueller, 1981; Mowday et. al, 1982) is explained by organizational justice. The 
preeminence of fairness in organizations (Yadav & Yadav, 2016) and its ability to predict 
organizational commitment is supported. Interestingly, the results show that interactional 
justice (b = .34) comes out as a stronger predictor of organizational commitment in 
comparison to distributive(b = .21) and procedural justice(b = .23) , which are considered as 
stronger predictors of commitment in previous researches. (Tyler, 1990; Greenberg, 1994; 
Lowe and Vodanovich, 1995). 

Ando and Matsuda (2010) assert that employees perceive high interaction justice when they 
are treated well during the process/procedure that are adopted and executed by the 
organisations at various points of time. Thus, it can be a case that fairness in procedures may 
indirectly push interactional justice perceptions. Bies & Moag (1986) advocated truthfulness, 
respect and justification as key aspects of interactional justice which influence employee’s 
perceptions. These are valuable human qualities that every employee would cherish in an 
organization. These become even more admirable when the employees are facing various 
pressures and challenges due to changes in the organization and its eco-system, as is the case 
with employees of public sector banks which are the respondents in this study. Studies by     

7 
 



Rodell and Colquitt (2009) & Van Dam et. al (2008) found evidence that perception of 
interactional justice helps in acceptance of change and lessens the resistance to change.    

The results strengthen the social exchange theory of mutual reciprocation in relation to the 
presence of organizational justice and employee’s organizational commitment. With specific 
reference to interactional justice’s relation with organizational commitment it adds to the 
literature on social information processing theory.  

MANAGERIAL IMPLICATIONS, LIMITATIONS AND FUTURE RESEARCH 

The importance of fairness in organizations is getting due attention and this study also 
propels managers and leaders to devote their time and effort in understanding and imbibing 
fairness in their organizations. Special effort should be made in dealing with employees in a 
transparent and trustful manner. Organizations can reap the rewards of employee 
commitment by being fair in outcomes, procedures and interactions with reference to 
employees.       

Some limitations in this paper could be on the following grounds. As it is a cross-sectional 
study, conclusions that are made with respect to the directions of causality as seen in the 
model (figure 1) should be made with caution. Common method variance could be one 
potential problem as data is on self-reported basis. This work is specifically related to 
employees of public sector bank in the state of Uttar Pradesh, therefore generalizations across 
sectors and cultures cannot be made. Further research could target other sectors of the 
economy to know the relation between these variables. Longitudinal studies could be 
undertaken to effectively report and re-affirm these results.      
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IS HRM KEY FOR GROWTH IN AN ENTREPRENEURIAL 
ORGANIZATION 

Dr. Rekha khosla*  

ABSTRACT 
 
India is among the top six global pharmaceutical producers in the world and the sales are 
expected to reach US$ 27 billion by 2016 end.The robust growth rate has compelled inviting 
new entrepreneurs to adopt new business models and think of innovative ideas for sustained 
growth, for managing talent by aligning the personal vision and organizational vision 
through organizations policy, procedures, practices and performance for a competitive 
advantage.  
 
The study is based on HALE INDIA, an entrepreneurial firm, that have gained the ability to 
deal with a changing situation and how the organization developed the compensation package 
for gaining a competitive advantage and retain talented employees for enhanced performance.  
 
The case focuses on a new marketing and sales system and the changing business 
environment arousing the need for competitive HR strategies for resolving conflicts and 
compensation packages. It also lays emphasis on the need for battling attrition and 
continuously raising the employee performance bar as per the business need. The sources of 
data collection is both primary(Interview method and Observation) and secondary (Company 
manual, Website). 

 
Keywords: Human resource management, Entrepreneurial firm, Competitive salary structure 
 

INTRODUCTION 

The pharmaceutical industry is recognised as one of the fastest growing industries today, had 
grown at an exponential annual growth rate of 14 per cent in the period of 2000-05, and is 
expected to growth at the rate 13% every year. India’s pharmaceutical sector is also expected 
to  touch US$ 45 billion by 2020, according to a major study by global management and 
consulting firm, McKinsey & Company. The healthcare sector in India grew three times in 
size in 2002–12, almost rising from US$ 23 billion to US$ 70 billion.By 2020, it is believed 
that the Indian pharmaceutical market will be the sixth largest in the world by 2020.  

The Indian pharmaceutical industry is highly organized, with anthe Indian pharmaceuticals 
industry is estimated to grow at  about 8 to 9 percent annually to be worth $4.5 billion. It 
ranks very high in terms of technology, quality and range of medicines manufacturinfg from 
simple headache pills to sophisticated and complex cardiac compounds. The investment 
pattern, and competition level have altered the face of pharma industry and therefore it is 
crafting innovative ways of being competitive.  
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The challenges faced by the established players and new entrants are quite significant 
challenges such as low price, monitoring for ethical practices, increased government rules 
and regulatoions, etc. The company needs to emphasise on building complete packages of 
products and health services keeping the needs and requiremnts of the cliente in mind along 
with their payment options and the brand value of the organization.  Due to increased 
regulations in the Pharmaceutical Industry, jobs are becoming more stressful and 
complicated. The job are highly paid and the benefits must be constantly improved to attract 
and retain talent in the fierce competition. The turnover rate of employees in the industry is 
low but due high replacement cost of the employee,  the Pharmaceutical Industry needs to be 
vigilant with the competitive salary trends.  The timelines to complete the target and the 
regulations, creates abundnat pressure on the employees and it may lead to a business 
executives resignation leaving the company with a delay in target completion and a loss of 
talent.  An employee leaving the company leads to spoiling the brand image and a new 
business executive will take time to reframe the brand and its sales in that particular area. 

 
The pharmaceutical industry in India faces the annual turnover of employees of about 14.2%, 
particularly the sales executives.  This has therefore created a wide knowledge gap and hence 
forces companies to institute innovative practices for retaining talent in pharmaceutical 
industry in India. This can be reduced by providing a congenial work atmosphere to 
its employees such as supportive work culture, training programmes, competitive salary, 
rewards and recognition’ programme. With this in mind, it becomes important for an 
organisation to design suitable compensation package for its deserving human resources to 
retain talented employees for growth 
The growth of the organiztaion depends on the strength of its human resource. The first 
step in developing a strong workforce in an organisation starts with identifying 
and recruiting the competent candidate for the right job, based on qualification, technical, 
behavioural skills and values. 

 
LITERATURE REVIEW 

 
A large number of studies have already been undertaken in the field of employee retention as 
retaining employees in an organization plays a very crucial part as it involves regaining the 
confidence, trust and loyalty of an individual who now has an opportunity which is somehow 
better than the present one. Mere selection does not ensure the growth, prosperity and smooth 
functioning of an organization but it requires continuous monitoring and support of the 
management to take out the best from their employees. (Tiwari Pankaj, Batra Shaizal, Naidu 
Gargi, 2008)  
B. Ramakrishnan, Managing Director, C & K Management Ltd., TMI Network, opines that 
the most important HR challenge is finding good people and, secondly, retaining them.  
N. R. Narayana Murthy, one of the most successful industry leaders, holds a firm belief that 
people are the most important asset of an organization. He says, “When our key assets, i.e., 
employees walk out every evening, our net worth is reduced to zero. Our challenge is to 
ensure that they come back next day rejuvenated, refreshed and energised.” (Chary, 2002: 
77). 
Employee retention has become a major challenge for HR executives all over the 
pharmaceuticals industry. Organizations embarking on talent management need to review 
their current HR practices. The „war for talent� has focussed on acquiring and retaining „the 
best�. Human resources play a significant role in reaching organizational effectiveness and 
performance. (Huselid, 1995).  
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Competition and the lack of availability of highly talented skilled employees make finding 
and retaining talented employees a major priority for organizations. (Flegley, 2006) In 
cultivating a high-performance workforce, both assessment of employees to ensure the best 
match to the job and the company and assimilating them to ensure successful integration into 
the workplace, the culture of the organization and specific roles and responsibilities are 
equally important. (Morgan, 2004) Organizations are laying emphasis on initiatives that can 
be put in place to help it retain and nurture the talent. (Pandit, 2007) 
 
HALE INDIA PRIVATE LTD. (HIPL) 
 
Hale India Private Limited organization is a division of Quest Biotech (India) Private 
Limited, which  is a first line entrepreneurial pharmaceutical company, born of a vision 
founded in 2006 as an enterprise comprising of young dedicated professional who have a 
fetish for perfection, with a motto of “IN SEARCH OF EXCELLENCE”, with end result of 
quality products and services. The company started with an initial capital of 10 Lakh rupees 
and is rightly paced now with an annual turnover of Rs.10 crores and the nature of businesses 
include developing its own products and then marketing and trading those products. The 
success of the company may be attributed to motivated and committed workforce with an 
operational excellence with a drive of continuous improvement. The number of employees 
the company started was 4 and at the moment there are 50 employees on its rolls. It is an ISO 
9001:2008 certified organization with all patented products, with strict adherence to quality, 
so that nothing but the best is dispensed when Hale India’s product is prescribed.  
 
Hale India is a well-known organization, engaged in trading and supplying wide range of 
product which includes Iron Tablets, Iron Capsules, Antibiotic Capsules, Antibiotic Tablets, 
Multivitamin Capsules, Multivitamin Tablets, Cough Syrups, Nerve rejuvenator etc. All the 
products offered by are sourced directly from the reliable and authentic manufacturers 
situated near Baddi, Himachal Pradesh as this is the region provided with subsidy for 
manufacturing units by the government, and thus being cost effective. HIPL makes all effort 
to procure products from the manufacturers with hi-tech fabrication units in compliance with 
international quality standards. It always ensure to deliver the products to their customers, 
that is stockists as per their requirements. 

The company operates in the state of Uttar Pradesh, Uttarakhand and Rajasthan. The 
company sales revenue decides the success rate of the company. It believes in the philosophy 
of developing a culture which is employee centric and developing an employee related 
initiatives like a defined salary and compensation system, leave system, training programmes, 
corporate social responsibility, technology enabled work processes like E-reporting, etc. Each 
employee is allotted a defined market and also the target set for individual employee is based 
on management by objective approach. It follow a very simple and lean hierarchical structure 
and with well-defined span of control. The flow of communication and strategic decisions is 
as follows: 

Managing Director (01) 

Directors (02- one for administration & one for operation) 

Regional Manager (03-one for every state) 

Area Manager (09-three for each state) 

Business Executives (36-twelve for each state) 
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Recent years have also witnessed the birth of new forms of business models in the market and 
have noticed a change in the nature of work & expectations of the workers. This has 
stimulated the HR personnel to implement changes in their existing strategies. Some of the 
improved HR styles have contributed to progressional changes within the company like fair 
and transparent work culture, recognition, advancement, development, performance-based 
pay coupled with good leadership support and team work has gone a long way in employee 
retention. 

The Managing Director of HIPL states that “HR management is no longer means filling 
vacancies; rather, they are required to partner with business goals to ensure that the HR 
processes and practices are aligned towards the company’s growth & productivity. Using 
human resources effectively in order to give the company a competitive advantage and 
completing the set targets is the priority and requisite for success.” Moreover, the role of HR 
management has also changed as a consequence of globalization, economic growth, 
demographic changes, skills shortage, cut throat competition, manpower turnover and 
knowledge exodus. “These changes have magnified the challenge of managing people and 
talent.” adds the Director of Hale India. However, talent management has been of paramount 
importance in industries like pharma, where the employee turnover and the rate of upcoming 
organizations are quite high.  The attrition rate in the pharmaceuticals sector ranges from 30 
to 40 per cent at the field level and 8 to 10 per cent at the managerial level. The employee 
turnover rate in HI was more than 50% in 2006 and reduced to 5 % in 2013 and currently the 
employee turnover remains the same. Hence, attracting and retaining the much-needed talent 
& preventing them from migrating to greener pastures have been a major challenge for the 
company. It is all a matter of people management in the changing time. The cut throat 
competition also poses serious threat for the new company to survive in the market. The only 
solution to thrive in the change process is committed and motivated workforce and innovative 
products and marketing skills. 

In the past, HR department was not in the limelight but with changing times, the importance 
has increased. Moreover, HR department in Hale India have undergone a significant 
transformation due to the tough time faced by the company in retaining the employees in the 
initial phases of startup. 
 

 TESTING TIME IN HI 

The company faced a lot of intergroup conflicts in business executives, false reporting and 
also a group of employees threatened to leave the company if their salary is not increased.  

Intergroup conflicts included groupism, trying to influence the other employees also to leave 
the job and disobeying the company’s rules and regulations on a common consensus. 

False reporting was done through filling wrong expense details by communicating the visit to 
the doctor which was actually not done. Submitting wrong reports of the doctors exhibiting 
inflated number of prescriptions and stockiest were asked to keep extra products as that the 
business executive could show on the sales figure.  

The management had two options- to go along with the employees demand or ask them to 
resign. If the employee leaves the company, there will be employee crunch which will bring a 
drastic impact on the sales of the company and the brand image which is still in the process of 
creating a place for itself in the market. On the other hand if the demand of the employees is 
accepted, it may lead employees to have a negative impact on the employee’s mindset and 
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will try and manipulate the company rules and regulations. Company was in dilemma to take 
a stern action against these employees or be fearful? 

The solution to the above problems was either the company hire new candidates and train 
them for the companys product and procedures which will take time or accept the demands of 
the employees. The company decided to terminate the services of the employees who were 
actually blackmailing the Directors and this created a stituation with only one business 
executive in the company. The sales came down with a triple effect and the company image 
was shaken and also the doctors were in the dilemma whether to write the company products 
or not. The comapny’s existence was on stake. 

The company was in a state of immense pressure to go for patents for their blockbuster drugs 
and their inability to discover suitable alternative method to fill the gap for their employee 
related problems exaggerated the issue- that they do not have enough human resource to 
sustain the sales and is it the right time to think about product expansion. Contractual and 
temporary hiring was also chosen as an alternative for a short span of time but it was not 
feasible for a long tenure and was quite expensive for a new startup. Due to the market 
complexities and employee expectations and the effect of a troubled time span, the 
employees’ morale and sense of job security of the rest drastically came down, which 
emphasized the HR personnel to pay special attention to them. 
 
Further, the situation demanded HR to churn out new ideas, opinions and thoughts to render 
cost effective solutions for retaining the employees and increasing the effectiveness of its HR 
policies. The company decided to make critical organizational changes like selecting 
employees and the officials discussed and negotiated with the employees regarding their pay 
structures and targets. 
With increasing pressures to thrive in an upbeat competitive environment, it was also 
essential for them to regularly review and re-evaluate their HR policies in line with industry 
trends and analysis. 
 
HR PRACTICES AT HALE INDIA PVT. LTD. 
 
The above discussion states the necessity of competent people in the organization and 
accentuates the need for introducing HR practices that help in motivating and retaining 
employees. Employee retention refers to the initiatives taken by the employer to retain 
competent and performing employees in their workforce. Effective and motivated workforce 
can be retained by creating and fostering an environment that puts the practices and policies 
in place to address their diverse needs & expectations to generate high level of job 
satisfaction for enhanced performance.   
Employee turnover disturbs the equilibrium of the organization and is effects the morale of 
the employees. Everytime an employee leaves the organization is not for better salary or 
benefits, but there other reasons that compel an employee to take the decision to leave. 
The reasons for employees leaving HIPL were: 

1. New company 
2. Job insecurity and instability 
3. Non-flexibility & location 
4. Lack of career growth, learning and development 
5. Non-competitive pay structures 
6. Desire to work with well established brand 
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Even if employees are paid more than the market rates and incentivized with a variety of 
monetary bonuses they will still leave if they feel that they not adding value to their growth 
and enhancement of their skill and they lack commitment and bonding at workplace.  
 
THE REAL COSTS OF EMPLOYEE TURNOVER AT HIPL 
 
Employee turnover is expensive. Replacement costs are approximately 2.5 times the salary of 
an individual. In assessing the cost of replacing an employee may include: 

1. the negative sentiments harboured by the existing employees, disturbing environment 
at the workplace and also spread news of your organisation not doing well 

2. the business lost due to vacant position in the area due to which the work comes to a 
halt 

3. disruption in the smooth-functioning of the team when the workload is to be taken by 
the existing employees 

4. the business get lost due to loss in customers due to disturbed relationship 
5. loss of tacit knowledge, lowered morale and productivity of existing employees 
6. the replacement costs involved in recruitment, hiring and training the new hire  
7. the benefit derived  by competitors by employing your employees 

 

Hale India Pvt. Ltd. understands that employees are their best commodity. The difference 
between a successful and a not so successful entrepreneurial firm is the competitive 
workforce. A snap shot of the shift in HR practices is given in Exhibit-1 shows evidence of 
the role played by the committed and motivated workforce. 

As far as recruitment is concerned, HIPL initially filled their junior level positions through 
recruitment and placement agencies but this equation changed with the economic situation. 
Today, campus recruitment is considered a better method to pick the candidate as the cost of 
recruitment is low and it best suits requirements of the company by training them.  

The company faced tough time in retaining the employees in its initial stages as a startup. The 
company employed 10 employees and communicated their targets with its marketing plans. 
As it was a startup organization, the motivation for the employees was only the salary and the 
incentive plan. The company officials have devised a competitive incentive plan which was 
target based. The employee was paid 10 percent of their sales as incentives along with the 
expenses such as conveyance, mobile, travel etc. Training of employees was also rigorous 
and professionals were hired for the same, as these employees were the face and ambassadors 
for the company. 

There is a direct relationship between training investment of the company and the market 
capitalization. Training not only helps in identifying the potential talent of the employees but 
also helps to enhance their latent skills. The HIPL provides training like behavioral training, 
personality development workshops and grooming programmes can help employees further 
to align with their career goals and objectives. The training regarding product and market 
trends is conducted by the directors and experts are called for personality development and 
behavioural training. Doctors are also invited for an interactive session with the business 
executives. HIPL also focus on managing their star performers a it believes in the philosophy 
that the best people have to be elevated and empowered for higher positions for higher level 
of performance. Internal training teams guide managers on how best to develop their staff. 
The business executives are trained by the Director as it is believed that they understand the 
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company’s requirement better and it is also cost effective alongwith laying emphasis on 
performance oriented culture of the organization. 

At HIPL, the employees are knowledgeable and educated and are brand ambassadors of the 
company. The employees are directly associated to the sales revenue, and therefore it is 
crucial to maintain a healthy relationship between employers and employees. Regardless of 
the sector you work in, employees leave managers, not companies. In HIPL, regular 
managers meeting are conducted on a monthly basis and workshops are conducted to help 
them deal with issues such as interpersonal communication, conflict handing, aspiration and 
work related issues. 

HIPL also believes in a long term relationship between the company and the doctors as well. 
A regular briefing to the doctors, health camps, free samples, free gift and vouchers, 
corporate lunch at the launch of the new products is important features.  A few doctors in the 
management board for suggestions to improve the effectiveness of their products and what 
new product should be added to the company list.  

Since job advancement and job achievement, challenging, growing career path and career 
track planning are important; in HIPL comprehensive career growth paths for existing talents 
are provided. Company knowledge is then carried through adding value to encash the 
business. Incentives like loyalty bonus, awards for best employee, etc are promoted leading to 
healthier competition amongst employees.  

A healthy company culture of caring for the employees, clientele, community and 
environment strengthens the brand image leading to a positive work culture. HIPL has an 
open door policy in which any employee can approach the Directors with work related and 
personal problems as it’s important to maintain a regular interaction with employees to 
understand their requirement for growth and development. Monthly meetings, corporate 
lunch, workshops allow the employees at all levels meet and discuss various work related 
issues. Mentors are assigned to mentees which guarantees a continuous knowledge-sharing 
and thus engagement during the employee tenure in the company by providing him with 
continuous guidance to become a motivated and performing member of the team. 

HIPL has implemented a compensation policy and is attracting talent by offering competitive 
salary packages like bonuses, benefits, prerequisites etc. The salary paid to the executives in 
the pharmaceutical company is flexible. The competitive compensation packages is discussed 
is Exhibit-2. 

The challenging market situation also requires the HR to churn out new ideas, opinions and 
thoughts to render cost effective solutions for retaining and attracting competent human 
resource. All the measures have to be taken in a cautious and guarded way, ensuring the work 
environment and reputation of the company are not adversely affected. 

The HR department should work proactively on two aspects: one is compensation & benefits, 
and second is to cater to recognition & appreciation of employee efforts and talent. This 
gesture provides a genuine boost to the performer and also motivates him to perform better in 
future. 

HIPL transformed its HR practices, but was it able to curb the problem of intergroup conflicts 
and employee attrition. 
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Exhibit-1 

Company Statistics & 
Strategies 

2006 2016 

States of Operation Uttar Pradesh Uttar Pradesh, Uttarakhand and Rajasthan 
No. of products 04 24 
No. of Employees 04 50 
Financial Turnover 10 lakhs (Indian 

rupees) 
10 crores (Indian rupees) 

Reporting Procedures Manual reporting on 
daily basis 

E- reporting and weekly reporting in the 
office 

Mode of Recruitment References & 
Recruitment 
Agencies 

Campus recruitment, Employment & 
Recruitment Agencies, Direct Selection 
process 

Develop & Train Product Training Product Training, Behavioral training, 
personality development workshops and 
grooming programmes 

Retain Employees Compensation Competitive salary alongwith incentives 
based on performance, growth and training  
training opportunities leading to skill 
development, timely increment in salary 
etc. are some factors used to differentiate 
rewards for superior performers.  

Interpersonal 
Relationship 

Only monthly 
meetings for 
employees and 
reminders and gifts to 
doctors. 

Employees- Monthly managers meeting, 
Corporate Lunch 
Doctors- Regular briefing and reminders to 
the doctors, health camps, free samples, 
free gift and vouchers, corporate lunch at 
the launch of the new products and doctors 
in the management board for suggestions 
to improve the effectiveness of their 
products and what new product should be 
added to the company list. 

Career Management No career planning Potential career opportunities cross-
functionally to employees. Special 
Incentives like loyalty bonus, awards for 
best employee, etc. 

Work Environment One to one 
communication, only 
sales oriented 
meetings. 

Open door policy, Monthly meetings, 
corporate lunch, workshops, mentoring at 
all levels of the hierarchy 
CSR activity 
 

Attrition and 
Compensation  

Consolidated pay 
package 

Competitive salary packages including 
bonuses, benefits, prerequisites, expenses, 
employee insurance etc.  
Compensation policy is also implemented 
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Exhibit-2: 
Incentives and Allowances at HIPL 
BUSINESS EXECUTIVE’S 

Allowances  
On ` 70000 sales/Month  +15 /day 
On ` 110000 sales/Month  +35/day 
On ` 145000 sales/Month  +45/day 
On ` 180000 sales/Month  +55/day 
On ` 255000 sales/Month  +65/day 
If prescription sale is min 40% of total sale than `25 per day extra + LA+ Allowance 
 
HOP on base sale – 55000.00 
From 55000 to 90000      min 25% growth on 55000     Uget-1.5% of total sale 
From 110000 to 165000        min 20% growth on 110000     Uget-2.5%  
From 200000 to 289000 min 20% growth on 200000     Uget-2%  
From 290000 onward       min 10% growth on 290000      Uget-2% of total sale 
Note: HOP is on increasing sales only. Next Month sale should not come down. 
 
New conversion 
New conversion of min `2000 sales you will be eligible for min 10% of conversion Sale - 
min 2 conversion in a month 
Within Qtr, if sales crosses `6000/conversion than `200 extra  
 
Commitment  
New commitment conversion of `5000 min 2 conversion in a month  
You will get 3% of 1st month sale 
 
Progressive 
Base sale `35000-New HQ only 
Period 3 months-QTR ( ` 35000- ` 45000- ` 55000)  
U will get `1500 if any 2 base lines are achieved in 3 months 
If all 3 Base lines are achieved than additional  ` 1000. 
 
% wise 
On 80%  1%   (If Prescription sale-50% of Total sale) 
On 85%  1.5% 
On 90%  2% 
On100%  4% 
Annual 100% ` 35000 extra 

• At least 35% sale should be prescription sale 
• Less than 30% prescription sale incentive will be 1% less than normal 

 
MANAGER’S BENEFITS 
Min base required:                        `400000/month 
Jump of 25% in a qtr 
A-min 3 jumps in 2014-15                  -`10000/qtr 
B-min 4 or more jump’s in 2014-15- amount of “A” per jump + `10000 
For eg: 2014-15 jump from 4lac to 7.80 by year end–total jump of 25% is 3                       
you get 10000*3=30000 
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If year ends at 10lac than you are eligible for 10000*4+10000=40000+10000=50000 
 
CONVERSION 
Min 2 conversion per BE of `2000 
2000*5B.E*2=20000 Sales 
2000*10Conversion= Min 3B.E To Qualify 
5% OF Total Conversion Sales 
 
ON TARGET 
100% OF TGT - .25% OF TOTAL ACHIEVED 
 
 

REFERENCES 

1. Chary, S.N. (2002), “Business Gurus Speak”, New Delhi: McMillan India Ltd. 
2. Flegley, S. (2006), “Talent Management Survey Report”, SHRM Research, 
Alexandria, VA  
3. Huselid, M.A. (1995), “The Impact of Human Resource Practices on Turnover, 
Productivity and Corporate Financial Performance”, Academy of Management Journal, 
Vol. 38, pp 635 – 72 
4. Deepti Sinha & Somesh Kumar Shukla, “A Study Of Employee Retention In The 
Pharmaceuticals Sector In Dehradun City“, International Journal of Education and 
Psychological Research (IJEPR) Volume 2, Issue 1, pp: 30-39, January 2013, Page 30  
5. Pandit, YVL. (2007), “Talent Retention Strategies in a Competitive Environment”, 
NHRD Journal, Hyderabad, pp 27-29. 
6. Mobley and William. H. (1977); Intermediate Linkages in the Relationship between 
Job Satisfaction and Employee Turnover, Journal of Applied Psychology, Vol. 62(2), 
April 1977, 237-240.  
7. Morgan, R. (2004), “Positioning Success from the Start: Strategic Employee 
Assessment and Assimilation Practices”, Burkholder, N.C., Edwards, P.J. Sr. and 
Sartain, L (Eds.), on Staffing: Advice and Perspectives from Human Resource Leaders, 
John Wiley & Sons, Hoboken, N.J., pp19-29  
8. Stephen P.Robbins,Timothy A.Judge , (12th edition), Organization Behavior, Prentice –
Hall Of India Pvt.Ltd.New Delhi.(page no.72 to 89).  
9. Tiwari Pankaj, Batra Sahizal, Naidu Gargi. (2008), “Attracting, Identifying and 
Retaining Best Human Resources for an Organization”, IMI Disha, Vol. I, No.2, Nov. 
2008, Indore 
 
E- REFERENCES 

http://www.retensa.com/industries/pharma-biotech-turnover.php 
http://hrvetting.com/2012/03/16/hr-issues-could-trip-pharmaceutical-sector-in-india/ 
http://hudsonrpo.com/rpo-intelligence/postid/66/attracting-retaining-top-talent-in-the-
pharmaceutical-industry#.UsT3KtIW2wk 
http://www.ibef.org/industry/pharmaceutical-india.aspx on 18/03/2015 
http://www.pwc.in/press-releases/india-pharmaceutical-industry-is-on-a-good-growth-
path.jhtml on 18/03/2015 
http://www.pwc.com/gx/en/issues/strategy-growth.jhtml 
 
 

22 
 

http://www.retensa.com/industries/pharma-biotech-turnover.php
http://hrvetting.com/2012/03/16/hr-issues-could-trip-pharmaceutical-sector-in-india/
http://hudsonrpo.com/rpo-intelligence/postid/66/attracting-retaining-top-talent-in-the-pharmaceutical-industry#.UsT3KtIW2wk
http://hudsonrpo.com/rpo-intelligence/postid/66/attracting-retaining-top-talent-in-the-pharmaceutical-industry#.UsT3KtIW2wk
http://www.ibef.org/industry/pharmaceutical-india.aspx
http://www.pwc.com/gx/en/issues/strategy-growth.jhtml


AN EMPIRICAL STUDY TO FIND JOB EXPECTATIONS OF 
MILLENNIAL IN INDIA 

Shraddha Patil*   

ABSTRACT 

Today one of the trending issues for HR in any organization is managing the millennial, 
relooking at HR strategies to ensure best connect with this segment has become essential. 
Gen Y would comprise 75 percent of the global workforce by 2025 (Delloite, 2014) In order 
to reap the advantages of the huge demographic dividend in India, organization should focus 
on skill development and nurturing talent of Gen Y (Delloite, 2015) Millennial of digital 
world want to use technology to improve efficiency at work. Gen Y feels change is constant 
and employer needs to address this demand. (Deighton, Katie, 2014). Hence it is important to 
study the expectations of millennials and design the policies accordingly.The purpose of this 
research was to find the job expectations of Gen Y, which would help to conclude on the 
behavior of Gen Y. Sample size of 71 was taken and the respondents were from Pune and 
Mumbai with good educational background and upbringing. The survey was conducted to 
know the expectations in terms of the intrinsic and extrinsic factors based on Herzberg’s 
theory of expectations. Finally it was concluded that the expectations from job focus more on 
the content part of the job than the context and that 56% of respondents are open for roles 
with short commitment, while 70% of them would like roles with positive impact on society 
and with dynamic responsibilities. 

Keywords: expectations, intrinsic, extrinsic, HR, Millennial, Gen Y. 

 

INTRODUCTION 

Bijapurkar (2014) mentions the need for HR practitioners to re-evaluate HR tool kit so as to 
cater to the demands of Gen Y, HR Managers should look at building policies and strategies 
more widely than they do it now. Today’s HR is working with people in organization from 4 
generations with majority being Millennial with varied backgrounds. So it is imperative to 
understand about Gen Y’s formative years to know why they may see things differently than 
other generations. HR needs to be more cognizant to handle the behavior of Millennial. All 
generations have different people but they share some characteristics that shape their 
behavior and desire that results in difference in motivation to success and happiness at 
workplace. (Piemonte, 2014) 

(Bijapurkar, 2014) Concludes that mere transplantation of best practice from somewhere will 
no more suffice. HR practitioners need to be innovative and should serve the country by 
learning  
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from the best. Modeling a new structure of knowledge on leadership of and for gen Y. 
Research has indicated that in order to find holistic ways to harness the abundant human 
potential that is available, millennial needs to be handled differently. So, it is the need of the 
hour for HR practitioners, to study the workplace expectations and behavioral traits of Gen Y. 
The Gen Y that was well brought-up, guided by parents and teachers is termed as the 
”arrived” by Rama Bijapurkar in her analysis on leadership : Gen Y. Hence the need to study 
the expectations from job of millennial from an HR perspective. 

 
Millennials have great importance for individualistic aspect of job, realistic salary and job 
expectations. Work life balance, expectations vary across gender, GPA, year of passing.  
Understanding expectations will help employers to create jobs and organization cultures, to 
engage and retain millennial (Eddy S. W. Ng et al, June 2010) They also concluded that there 
is demographic heterogeneity among the millennial cohort .Every generation has its own 
distinctive and unique characteristics at workplace and so does Gen Y (Noble and 
Schewe2003; Wade-Benzoni 2002). Millennials really want to make a difference, and they 
want to feel like their role has a positive impact on the organization and wider society, 
however small. Millennials frequently assert these desires in preference to higher wages. If 
you can facilitate this in your organization you will have happy millennials. 
 
Millennials define leadership in new and broader terms: The 4 Ps: People, ‘Products’, Profits 
and Purpose. In view of millennials, today´s leaders focus on profit and personal reward. Gen 
Y is interested in starting up their own business than in large global businesses (Delloite, 
2015) Almost 60 percent of Gen Y believe that innovation can be taught and repeated, than 
being spontaneous and random and following an established process may make organizations 
good at innovation. (Delloite, 2014).  
 
A survey by Great place to work, 2014 on Indian IT industry highlights that key demographic 
trends for today’s HR are Age, tenure, Position and Gender. Where Age has almost 83% of 
workforce with less than 34 years of age but ironically they are the less engaged as compared 
to only 2% workforce with more than 44 years of age, who are leveraged more in 
organizations. Also, a major portion of these less engaged workforce belongs to Gen Y. The 
data also shows that people in the age bracket 24 to 34 are least engaged. So it is important 
for HR to know the expectations and behaviors of Millennials to engage them to the fullest. 
This also leads to a question in mind, whether the efficiency of Gen Y is more as compared to 
Gen X and hence the parity in the percentage levels of engagement! Also another surprising 
insights are about the tenure, it mentions, the people with longer tenures are more engaged 
than people with tenure less than 5 years. This leads to insight for HR to focus on the reasons 
for retention so that they leverage on engaging people who are new to the organization and 
not just load the people with longer tenure.  

Sara de Hauw et al, (2010) in their research on career perspectives Gen Y and their 
psychological contract expectations concerned with recession, tries to investigate the 
generational and individual influences on the career expectations of the Millennials. When 
the career perspectives were studied in connection with the recession, Gen Y who were 
otherwise looking for social environment and work life balance, in recession are not much 
worried about it. But, the expectations related to learning, development, job, rewards remain 
high even during recession. Moreover, the expectations are more towards individual 
variables, careerism. Thus suggesting the managers that, they must focus on long term career 
planning and development for the Gen Y during the period of slowdown, as ignoring these 
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expectations may have significant impact on the performance and overall outcome. (Smola 
and Sutton,2002) in their research on Generational differences for new millennium mentioned 
the millennial generation who has entered the workforce for over a decade and have the 
power to rule and reshape the structure of organizations, reframe the rules of play at 
workplace. This has led employers to think about the reforms required for this generation and 
hence the importance to analyze their behaviors and know their expectations from job. It has 
become the need of the hour to understand what aspects, work values make the millennials 
stand differently. (Sara de Hauw et al, 2010) did research on Millennials form western 
countries and concluded that there is impact of upbringing on the expectations, hence the 
need to analyze the traces about the upbringing. Careers are influenced by various factors like 
social, political, economic, cultural factors of society (Collin and Young, 2000). This has 
changed the paradigm of traditional: Linear and Organizational career to boundary-less career 
that is non-linear. The traditional careers focused on progression, hierarchical growth 
whereas today the career focuses on exploring new paths every day, it has become the 
sequence that evolves with peoples’ work experience.  (Arthur and Rousseau, 2001)  

In another research by Cennamon and Gardener, (2008) on work values and person-
organization values fit across various generations, suggests that today’s employer should 
consider the values, motivation levels, aspirations of Gen Y, while framing the policies and 
culture of organization. They also concluded that Gen Y focuses more on freedom at work, 
autonomy, also have high expectations on the social interaction and involvement. (Wong et 
al, 2008) also confirmed that affiliation trait is highest is Gen Y out of all the generations and 
that they are more ambitious. Career planning and learning and development are the 
motivational drivers for them. Dries et al, (2008), also supports the fact that millennials look 
forward for meaningful jobs and career progressions and a continuum in addition of 
knowledge. In some cases it is observed that meaningful job gives more satisfaction than 
financial rewards. Gen Y has comparatively low expectations about job security but they 
value it high as they understand the fact that lifelong employment is not possible and so they 
need to ensure to enhance their profiles in order to survive in the market.  

Looking at the history of motivational theories, (Maslow, 1954) mentioned about the five 
levels of needs, basic, security, social, esteem and the self-actualization needs. The self-
actualization need is regarded as the developmental need but still deficiency of some needs. 
(Elton Mayo, 1949) concluded that at work, the needs were not necessarily monetary but a 
need for psychological contract between the employer and the employees. People perform 
better when they know that someone is interested in them and their efforts are noticed, they 
work better in socialized environment, in teams and groups. (Fredrick Herzberg, 1996) also 
found out similar conclusions that employees are not happy only with “job well done” but 
look for feeling of being appreciated, rewarded is important. There are factors like 
recognition, policies, teams, environment etc. that act as de-motivators if not present are 
termed as ‘Hygiene factors’ by Herzberg. These extrinsic factors do not motivate masses 
directly but their absence creates de-motivation at workplace. The motivation factors 
attributes to the ‘content’ of the job where as the hygiene factors attributes to the ‘context’ 
part of the job. Below are some of the factors used for the survey to understand what the 
millennials expect from the job.  

Cangemini et al, (1986) in a research long back described the expectations of employees from 
Job and what their supervisors perceived. It revealed that employees most desire about 
appreciation for their work, involvement in decision making and empowerment, whereas 
supervisors perceived that money has highest importance. 
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Fig 1: Intrinsic and Extrinsic factors as per Herzberg’s theory 

Objectives of Research: 

• To analyze the expectations of Gen Y from job. 

Research Methodology: 

i. Selection of topic and Hypothesis 

The research focuses on studying the expectations through a survey of Gen Y. 

HYPOTHESIS  

 Null: The expectations are not more inclined to intrinsic factors than extrinsic factors  
 Alternate: The expectations are more inclined to intrinsic factors than extrinsic factors 

ii. Sample and Sample Size:  

The sample for the study was taken from people of Gen Y generation, born between 1980 and 
1995. The sample was mainly from Pune and Mumbai and from moderate to high class 
upbringing, with good educational qualifications and financially stable. The sample size was 
finalized based on the pilot study and some of the research in the similar field. Sample size of 
71 was considered for the survey. 

iii. Pilot Study: 

 With a view to study the expectations a questionnaire was prepared that focused on 
analyzing the expectations based on hygiene and motivational factors of job, based on theory 
given by Herzberg on intrinsic and extrinsic motivators of job. This questionnaire was 
administered by 7 respondents and then was finalized for survey, consisting of 6 Intrinsic and 
6 extrinsic factors as per a tool developed by Udai Pareek(2010). 
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DATA COLLECTION 

Inputs were gathered from review of literature as part of secondary data, these inputs are 
further used to co-relate with primary data and conclude. A well-structured survey was 
conducted and responses from 71 students was collected. The survey was based on the 
Herzberg’s theory of motivation of hygiene and motivation factors. 

DATA ANALYTICS 

For Testing Hypothesis  

There are two parts of expectations from job as given by Herzberg’s theory, intrinsic factors: 
Motivators and extrinsic factors: Hygiene factors. This hypothesis will help to find out the 
inclination of Gen Y with respect to their expectations from job. To test the hypothesis two 
factor anova was used, as the factors were classified in two dimensions: Intrinsic and 
Extrinsic as below. 

The result of the test in Excel tool was as below. 

Table 1: Anova test result for job expectation survey 

ANOVA             
Source of 
Variation SS df MS F P-value F crit 
Rows 281.5915 425 0.662568 1.17222 0.040912 1.173221 
Columns 6.779343 1 6.779343 11.99406 0.000588 3.863432 
Error 240.2207 425 0.565225       
              
Total 528.5915 851         

INFERENCE AND HR IMPLICATION: 

As p value<alpha (0.04<0.05), there is no sufficient evidence to accept the null hypothesis, so 
rejecting. Hence it can be concluded that Gen Y look for intrinsic factors than extrinsic 
factors. Thus it shows that Millennials are more interested in job content than context of the 
job, it is important for HR managers to agree that absence of context factors will not 
demotivate but its presence will act as facilitator for motivation but the main driver of 
motivation would be the exact content of the job. 

Understanding the correlation of various motivation factors with each other. Refer Appendix 
1 for correlation matrix from SPSS tool. It can be inferred that there is positive correlation 
between below factors.  

• Working on challenging technology and Responsibility and independence at work have 
correlation: 0.6, indicates that Gen Y prefers to work independently and want to take up 
complex and challenging task, they have the ability and willingness to put efforts to 
increase their ability.  

• Two other intrinsic factors, sympathetic supervisor and company policies showed a strong 
positive correlation 0.7, implies that millennials want comfortable blend of policies and 
environment, the content part of the job should be designed considering such perceptions 
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• Gen Y also looks forward for appreciation and recognition for something special and 
extra ordinary tasks and doing something worthy. This is also confirmed statistically as 
there is a strong positive correlation (0.7) between recognition and extraordinary tasks. 

• There are some more strong positive correlations between extrinsic and intrinsic factors 
like, recognition and sympathetic supervisor correlation is 0.8. There is a very strong 
positive correlation (0.9) between doing something worthy and responsibility and 
independence.  

• Promotion opportunities and pay for competence also shows a very strong positive 
correlation of 0.8 implies that Gen Y are keen to put efforts and want to be recognized at 
par with their competency. Recognition and Responsibility and independence also have a 
positive correlation of 0.6. 

Additional Observations from the Survey: 
Some more observations based on open ended questions. 

 

Fig 2: Overview of responses on the dynamic responsibilities in role 
 

About 70% of respondents feel that roles should have dynamic responsibilities while basic 
pay is secondary. 

 

Fig 3: Overview of responses on the roles that impact society 
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About 70% of respondents also look for roles that have positive impact on society, this shows 
their favorableness for various activities of business that owe back to society. It can also be 
concluded that career aspirations for Gen Y would depend on companies’ overall prospects, 
ethics and governance. 

 

Fig 4: Overview of responses on the roles that with short term commitment. 

56% of respondents are flexible for roles with short term commitment. Thus HR must pay 
attention to such changing thought process when it comes to employee retention. 

Some more suggestions given by Gen Y were inclusion of healthcare benefits, provision for 
house loan benefits, educational assistance and tie-ups, extra paid leaves, extended maternity 
leaves, 4 days a week, picnics and outbound trainings, light music on the floor, discounted 
club house and gym rates etc. 

CONCLUSION 
 
Thus the research has analyzed the expectations of Gen Y from job to an extent. The 
inferences drawn from the research would be very beneficial for HR practitioners to deal with 
future workforce. The results for survey to find out what they look from job indicates that 
Gen Y is keen to have intrinsic factors more than extrinsic factors. They are more interested 
in innovation, challenging work for which they also want rewards and appreciation as a part 
of positive motivation. Thus the inclination towards intrinsic motivators shows the self-
determination, and this is also validated from the attribution measures. The scores indicate 
that there is strong determination in this generation to change things, accept the complex 
challenge and seek to accomplish greater heights.  

Hence to summarize it can be said that millennials expect inclusive growth in organization, a 
self-development as well as overall growth of the organization. HR must thus focus on 
understanding these expectations and corresponding behaviors to deal with the major portion 
of workforce. 
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PARAMETERS OF EMPLOYEES PERFORMANCE IN 
MANUFACTURING UNIT – MANAGERS AND EMPLOYEES 

PERSPECTIVE 
Dr. Suruchi Pandey* 

Preeti Kerni ** 

ABSTRACT 

Human capital has become the most important asset in any organization. In this competitive 
scenario companies cannot afford underperformance of workers as it leads to huge cost 
implications and lower productivity. It is the need of the hour to understand and recognize the 
factors causing underperformance and different ways that could be used to motivate 
employees to perform to their potential. This study basically focuses on the various 
parameters which leads to underperformance of employees in manufacturing sector and gives 
an opinion of the employees vs. the managers on those parameters. This helps to understand 
if there is any conflict in opinions and understanding the ways in which performance can be 
improved. The study also helps to understand the importance of the factors causing 
underperformance.  

OBJECTIVES 

To study the reasons of underperformance of workers 

1. Steps taken by employers to motivate employees to perform well 
2. Recommending ways to overcome underperformance 

Hypothesis: Underperformance is positively related to low role clarity 

Scope: The research would cover various reasons causing underperformance and how 
different companies are dealing with underperformance in manufacturing sector in and 
around Pune.  

METHODOLOGY: 

Data Collection: Primary data was collected from both workers and supervisors through 
questionnaires and interviews. Secondary data is also an important source which was 
gathered through journals, survey reports and research papers. 
Sample Size: The same was dependent on the industry and the exact number of workers in 
each organization 
Sampling technique: Random sample 
Limitations: The research is limited to industries in and around Pune. The sector being 
focused is majorly manufacturing. The respondents would be from worker class only. 
 
Keywords: Performance Indicators, Manufacturing Industry, HR, Underperformance, Role 
Clarity 
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INTRODUCTION: 

Human capital has become the most important asset in any organization. Companies are 
moving from human resources to human capital. Organizations spend a lot on recruiting the 
best talent and their retention. Goal of every organization is to generate revenue by maximum 
utilization of resources. In this competitive scenario companies cannot afford 
underperformance of employees as it leads to huge cost implications and lower productivity. 
For an organization to succeed it is important that performance occurs at each level starting 
from individual to team and then to organization. It is the need of the hour to recognize the 
factors which are causing underperformance and different ways that could be used to 
motivate employees to perform to their full potential. 

How to define underperformance?  
The poor performance can be exhibited in the following ways: 

 Not be said as unsatisfactory performance or failure to perform the tasks and 
responsibilities or  not to perform up to standard required  

 Not complying with the workplace culture, policies and procedures  
 The behavior in workplace is unacceptable 
 The behavior which is negative and has impact on others 

Managing the employee performance is a very important part of the leadership. The study has 
shown that managers who engage employees in effective performance management always 
have extraordinary results. The study has demonstrated that 50 percent of less staff turnover, 
10-30 percent higher customer satisfaction and 40 percent of higher employee commitment 
and double the net profits. If asked what significance the performance management systems 
should serve in organizations, employees, managers and HR business professionals all quote 
the important outcomes like improving performance effectiveness developing employees and 
facilitating two way communication and information exchange between employees and 
managers. 

Survey conducted by XpertHR Group in 2011 on Employment practices: Managing 
underperformance tools and techniques said that there are three common performance 
issues, which are high levels of sickness and thus absence, capability and capacity of an 
individual and the poor attitude or behavior towards others. In more than two-thirds (67.9%) 
of respondent organizations, formal performance review was taken for less than 5% of total 
workforce and in only seven organizations, more than 20% of the total workforce had 
undergone a formal review for below average performance. In almost one of the organization 
in ten (8.8%) follows a quarterly cycle, while rest 10 organizations (7.3%) have an individual 
performance reviews and appraisals on a monthly basis.  

Most common poor performance issues were: 

 The higher sickness and thus absence (around 73% of the employers) 
 The capability and capacity of an individual (57.7%) 
 The poor attitude or behavioural issues with others (47.4%) 
 The poor standards of the work quality and environment (46.7%)  
 Being unsuccessful in meeting the work objectives (46%)  

As per the studies most of the employees and managers view performance management 
systems as inefficient/ineffective and not capable of delivering the results. But the study done 
by Corporate Leadership Council (CLC) shows that over half of the most important drivers of 
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the employee engagement and performance management are precisely behaviors which 
define the effective performance management: having a clear expectation, helping to 
accomplish work and tasks, always providing a regular feedback, and also finding new 
opportunities to succeed. grow and develop. 

According to the report titled Best Practice Guide - Managing underperformance by Fair 
Work Ombudsman, The poor performance can be exhibited in following ways: 

 Not satisfactory work performance and goals achievement: The failure to perform the 
tasks/duties of the role or not to perform the role up to the standard 

 Not complying with the workplace policies, guidelines and unacceptable behaviour 
and attitude at workplace 

 Disruptive and negative behaviour which impacts co-workers 

 

There are various reasons as to why an employee would perform poorly. Some of the 
reasons include: 

 The employee is not aware what is expected from his as the organization policies and 
goals are not clear 

 Interpersonal differences 
 Employee is not aware if he is doing a the good job or not due to lack of feedback 
 Lack of motivation/ low morale/ poor work place 
 Cultural misunderstanding and workplace bullying 

There are various steps to manage underperformance: 
1. First is to understand and identify the problem 
2. Then assess, analyse the problem in hand 
3. Always have a meeting with employee to understand and discuss the problem 

a. The employee should be easily able to understand clearly: 
i. What is the problem 

ii. Why this is a problem 
iii. How does it impacts on the work environment 
iv. Why is there a concern and issues 

b. Discuss the outcomes required out of the meeting 
c. Always explore the alternatives/reasons why there is an issue 

4. Jointly devise a solution: Always clarify the tasks, roles and responsibilities of 
employees 

a. This includes the timeframes required for the improvement and strategies for 
training and career development 

5. Monitor the performance 
 
Researchers were keen in knowing some prominent reasons that leads to underperformance 
of employees in manufacturing units. However due to the gap in the existing literature a 
survey of small sample and study of primary data was considered. The literature helped 
researchers frame questionnaire and go into the depth of the study. 
American Society for Training and Development suggested Human performance 
improvement model which analyses gaps and then the root cause and provides solutions. 
 

The analysis presented by fortune magazine’s “America’s Most Admired Companies” has an 
increased stock appreciation of 50 percent over the competition because they have instituted 
the pro-employee measures. Also study in the Hay group gave a simple four step process for 
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building a performance driven culture explained as below which could be used to enhance the 
environment for better performance. 

Feedback is the key to give employees a clarity of what they are doing and where they are 
headed to. But most of the organizations are remarkably not up to the mark in giving the 
same. Hay Employee Attitude Survey described that only half of the employees are actually 
satisfied with the feedbacks they receive from their supervisors. The supervisors and 
managers always do not give effective feedback to the employees for several reasons. Some 
of them are inexperienced and do not realize the importance while others know the 
importance but do not know how to give the same. Many are afraid bear the unpleasantness 
and repercussions of giving a negative feedback. 

 

There is enough literature on performance and parameters on which it is measured. 
Preconditions, training and factors which derive performance. However researchers wanted to 
find out from some major reasons for under performance and what efforts HR and functional 
heads undertake to improve performance. 

METHODOLOGY ADOPTED FOR PRESENT STUDY: 

Objective:  The present study is done with following objective 

1. To study the reasons of underperformance of employees in manufacturing units 
2. Steps taken by employers to motivate employees to perform efficiently 
3. Recommending ways to overcome underperformance 

Data Collection: Primary data was collected from both employees and managers through 
questionnaires and interviews. Employees’ questionnaire focused on employees’ opinion on 
parameters of performance and Managers questionnaire validated the same questions from 
managers view point. Focused group discussions were also held with various HR 
professionals and functional heads. 

Secondary data was obtained from various journals, survey reports, internet databases and 
research papers. 

Hypothesis: Researcher had presupposition while working on the paper. The hypothesis set 
for the paper is as below: 

“Underperformance is positively related to low role clarity” 
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Scope: The research covers various reasons causing underperformance of employees and 
how different companies are dealing with underperformance in manufacturing sector in and 
around Pune.  

Industry type: The study on understanding underperformance was for manufacturing sector 

Sample Size: 27 employees and 15 managers were covered for Interviews 

Sampling technique: Random sample 

Analysis of Data: Data was analyzed using SPSS IBM. In spite of small size of data.  

Limitations: 1. Research is limited to industries in and around Pune. 
        2. The data collected was small in size. 
        3. Reluctance from corporates to allow such research. 

SCOPE FOR FURTHER RESEARCH: 
Further research can be done on: 

1. An extensive research can be done on the relation between employee morale over a 
period of time and performance of the employee 

2. It is also important to analyze the engagement levels of employees working and their 
satisfaction levels in order to analyze the performance 

3. In addition to individual, efforts should be made to study the actual behavior reactions 
of employees, their attitudes and emotions which are influenced by different 
leadership dimensions.  

4. Instead of “one-fits-all” approach, the policy makers can work further on gender 
balanced approach to enhance performance or based on various other categories 
 

FINDINGS FROM DATA ANALYSIS 

1. Respondent Profile:  

Most of the managers were from Bharat Forge, Jindal steel and Bajaj. There were total 15 
managers who participated in the survey. 

93% of the sample size were males and only 7% of the respondents were females. There was 
total of 42 respondents who participated in the survey. 

As per the study most of the employees who responded were in the age bracket of 21-30 
years and managers were from 37-46 years in age.  

2. Opinion on parameters for performance: 

The chart depicts the agreeability of the employees/ managers towards a well maintained and 
comfortable workplace which is a very important parameter for understanding 
underperformance. Most of the employees agreed to the fact that they were provided with a 
comfortable workplace and most of the managers also agreed on the same. 
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Figure 1-2: Agreeability of employees/ managers towards a well maintained and comfortable 
work place 

 

 

The chart depicts the agreeability of the employees/ managers towards the provision of 
necessary resources to work. It is very necessary for the employees to have the required 
resources in order to perform well. Most of the employees agreed/ strongly agreed to the fact 
that they were provided with adequate resources and even managers agreed the same. 

37 
 



 

 

 

 

Figure 3-4: Agreeability of employees/ managers towards provision of resources to work 

 

 

The chart depicts the agreeability of the employees/ managers towards the role clarity and 
responsibilities given to them. Most of the employees feel that they are clear about their roles 
and are aware of the expectations from them. The managers on the other hand feel that the 
employees are made aware of their roles and responsibilities, hence are clear about the 
expectations/ deliverables. 
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Figure 5-6Agreeability of employees/ managers towards clarity of roles and responsibilities 

 

 

The chart depicts the agreeability of the employees/ managers towards receiving timely 
trainings to improve performance. 90% of the employees agreed that they receive regular 
trainings and updated with the latest technologies. On the other hand managers also agree that 
the employees are given trainings in order to update their skills and perform to full potential. 
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Figure 7-8: employees/ managers agreeability on receiving timely training 

 

 

The chart depicts the agreeability of the employees/ managers for receiving recognition of work 
by teams or managers. Appreciation is the true key for motivating employees which further 
helps in improved performance. The chart shows around 41% employees strongly agree that 
they are being recognized at work. Around 73% managers also agree that employees are being 
recognized and appreciated for their work. 
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Figure 9-10: Agreeability of employees/ managers on receiving recognition at work 

 

 

The chart depicts the agreeability of the employees/ managers towards the challenging nature 
of work. In today’s scenario it is important that employees feel that the nature of job is not 
monotonous and routine. This gives a sense of ownership and employees are motivated to 
perform. 52% employees strongly agree that their nature of work is challenging and on the 
other hand around 53% managers also strongly agree to the same. 
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Figure 11-12: Agreeability of employees/ managers towards challenging nature of work 

 

 

The chart below depicts the agreeability of the employees to get motivation from their 
managers and agreeability of managers to motivate their employees. If the team is well 
motivated the performance is always over achieved. 41% of the employees strongly agree that 
the managers motivate the team and 80% of the managers agree that they always motivate the 
employees to perform and succeed. 
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Figure 13-14: Agreeability of employees to get motivation from managers, Agreeability of 
managers to motivate employees 

 

 

The chart below depicts the agreeability of the employees/ managers towards fairness of 
organizational policies and procedures. The policies of organization do affect employees and 
helps to develop the culture. 52% of the employees strongly agree that the organizational 
policies are fair to employees and 53% of the managers strongly agree that organizational 
policies are fair to everyone and are employee friendly. 
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Figure 15-16: Agreeability of employees towards fariness of organisation policies & 
managers View on Fairness of Organisation Policies 

 

 

The chart below depicts the agreeability of employees to share their opinions in order to 
improve performance and agreeability of managers towards opportunities given to employees 
for sharing their opinions. Only 30% employees agree that they can share their opinions in 
order to improve performance whereas 60% managers agree that they give opportunities to 
employees to share their opinions creating a conflict in the opinions. 
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Figure 17-18: Agreeability of employees to share their opinions to improve performance and 
agreeability of managers on opportunites given to  employees to share their  opinions 

 

 

 

The chart below depicts the agreeability of employees to get timely incentives. Incentives and 
benefits are one way to motivate employees as after all everyone works for the monetary 
benefits. Here the chart depicts that 60% of the employees disagree that they do not get any 
incentive for over achieving the performance or any extra work done. This is another major 
factor which could lead to under performance of employees. 
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Figure 19-20: Agreeability of employees to get Incentives for work/ Agreeability of 
employees to receive timely feedback 

The chart below depicts the agreeability of employees to receive timely feedbacks for the 
managers to improve performance. Timely guidance/ direction is very important so that the 
employees are aware of the organizational goals and perform accordingly. Here the chart shows 
only 33% of the employees strongly agree/ agree that they receive timely feedback from the 
managers.  

The chart below depicts the factors to enhance performance according to employees. There are 
several which could be considered but the most agreed by employees are improving relation 
with the supervisor as they get support and guidance, challenging nature of work and not being 
a routine job, better training facilities so that the skills are updated timely and incentives for 
over achieving performance or delivering best performance. 
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Figure 21: Factors to enhance performance according to employees 

46 
 



The chart below depicts the importance of factors for underperformance according to 
managers. The chart shows the most important factors according to managers is relation of 
employees with supervisors, lack of recognition and incentive structure and monotonous nature 
of work which leads to disinterest in employees resulting in underperformance. 

 

Figure 22: Importance of factors for underperformance according to managers 

3. Factor Analysis Using SPSS:  

Importance of parameters for under performance as given by managers: 

 

Correlation Matrix Showing Significant Values: 
Analysis on factors given by managers for underperformance were studied using Factor 
Analysis in SPSS 20. The table shows all 5 parameters which could lead to 
underperformance but the Scree- Plot describes the major three factors which are also 
showing highest correlation. As per the correlation matrix the factors showing high 
significant values according to managers are monotonous nature of work, relation with 
supervisors and lack of recognition. This suggests that directions given by mangers does not 
contribute to a large extent on underperformance. 

FINDINGS 
In the research conducted 33% of the managers and 26% of the employees were from Bharat 
forge followed by 20% of the managers and 19% of the employees from Jindal Steel. Other 
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companies surveyed were John Deere, Bajaj Auto and Bhushan Steel. The research had 7% 
of the employees and 40% of the mangers as females. Majority of the employees were from 
the age group of 21- 30 years and managers were from 37-46 years. 80% of the employees 
felt that their work place was comfortable and even managers had agreed on the same. 
The research showed 48% of employees and 53% of managers felt that they get enough 
resources to perform their role efficiently. 88% of the employees agree that they were clear 

reed that they recognize their employees for work regularly. 

33% of the employees strongly agreed that 

PSS 20. The table shows all 5 parameters which could lead to 

S. 
 

ce issues 

about their roles and responsibilities which was also said by 73% of the managers. Only 40% 
of the employees strongly agreed that they receive timely trainings for their work whereas 
47% of managers felt the same. 
41% of the employees strongly agreed that their work was recognised by the managers 
whereas 73% of the managers ag
It was also seen that 52% of employees strongly agreed that the nature of work was 
challenging and 60% of the managers also agreed to this fact. 80% of the managers agreed 
that they motivate their employees to perform well but only 41% of the employees strongly 
agreed to it. Only 11% of the employees disagreed that the organizational policies were fair 
whereas majority of the managers felt that they are fair and transparent. 60% of the managers 
agreed that employees are given chance to share their opinions to improve their performance 
whereas only 37% of the employees agree to it. 

60% of the employees disagreed that they get incentives on performing well whereas only 
47% of the managers disagreed on that. Around 
they receive timely feedback from their managers whereas same percentage of employees 
disagreed with it too. Improved relation with manager, challenging work and better 
training facilities were the major factors that could enhance the performance according to 
majority of the employees. Similarly according to majority of the managers the most 
important factor for underperformance were relation of employees with their supervisors 
followed by lack of recognition and incentives and monotonous and uninteresting 
nature of work. 

Further analysis on factors given by managers for underperformance were studied using 
Factor Analysis in S
underperformance but the Scree- Plot describes the major three factors which are also 
showing highest correlation. These factors according to managers are monotonous nature of 
work, relation with supervisors and lack of recognition. This suggests that directions given by 
mangers does not contribute to a large extent on underperformance. 

RECOMMENDATIONS 

No. Common performan
Issue Possible causes Actions 

1  Employee do not  Job
always take the 
work as required 
and show signs of 
laziness 

 Employee are not 
clear and do not 
understand the job 
requirements 
or role 

 description & 

 No proper job 
fitment 

 Personal or 
external reasons/ 
issues 

 Have an informal performance discussion   
g a clear expectation about the 

performance requirements and also the 
contribution of the role 

 Have a focused approach on interests in 
work, and highlight hot to improve 

 Explore other opportunities in other areas 
of interests 

 Counselling service if its due to personal 
circumstances 

design  Havin
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2  Employee do not 
complete the task
as per the required
standards 

s 
 Lacking of the 

skills an
 C

d 
apabilities 

 Training and development 
 Realignment of tasks, transfer to other 

units to achieve better job fitment 
 Reviewing the recruitment processes 

3  Employee not 
follows the 
directions given or 
does not perfo
tasks as

rm 
 required 

and 
 Inability to perf

the role assigned 
 Some Personal 

issues 
ents 

 Failure to 
underst

orm  r certain skills 
 Formal performance management process 

if no improvem

 ss or 
individual development plans 
Trainings fo

Performance improvement proce

4  Employee fails to 
understand 
underperformance 

 Performance iss
are not expla
clearly 

ues  Have a formal discussion w
ined 

ith data points 
and use facts of the how performance has 

 Employee does not  
accept it 

 the failed to meet standards. Also explain
impact on business 

5  Employee is ab
without caus
has behavioral 
issues 

sent 
d 

 Job design
description e an

 an

place 

ign, job fit, 

 Make them understand the business and 

d  Understand and identify cause behind 
absenteeism 

 Does not fit the job 
 Has issues with the 

le 
changes to working assignment or reasons 
for being absent management sty

or work

 Strategies for job redes

their requirements.  
 

UCONCL

ognitio
employee. Performance i
dealt accordingly. Apart from

ormance linke enhance their 
erformance. The workforce in this sector are just looking for some job security and support 

tion and if they get that they remain loyal to the company forever. The 
 certain performance incentives and good relation with the managers would 

R

SION 

Performance is an importan
talent retention has become o
Training, mentoring and cou
performance. It is impo
rewards and rec

t issu uring industries in today’s scenario where 
f prime importance

e in manufact
. Most of the organizations focus a lot on 

nselling sessions in order t
rtant to 

o improve employee morale and hence 
een employee engagement and their 
g factors influence performance of an 

team, department

keep a balance betw
n as both hygiene and motivatin

s different for every indivi
 giving training

dual,  so it should be 
s and counselling sessions companies are 

d bonus and promotions to providing other incentives like perf
p
from the organiza
study showed that
lead to good performance and the companies are trying to overcome these challenges.  
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STORYTELLING AS A MEANS OF COACHING MANAGERS 
Dr. Ravinder Kaur* 

Hiral Raval**  

INTRODUCTION 

oaching is the latest buzzword in the corporate scenario. It aims to bring out the best in an 
mployee in order to help him excel in his field. Companies are slowly realizing the 

portance of effective coaching in the workplace since it has a positive impact and the 
ent of its employees. Coaching is an art 

at facilitates +higher performance, learning and development of the employees, using 
various tools and techniques.  

expert knowledge and logic. When this knowledge is shared with peop
them to retain and learn from it. This is where storytelling comes to the res
Storytelling is the art of using stories to enunciate experiential learnin

n effective way of connecting with people and making them experience 
ntent that is shared. This makes the knowledge easy to retain and apply. 

, the teachings evolved with the evolution of mankind but for 

he CPO, Mr. Mohan Roy a man who believes in the art of leadership, elucidates in one of 

wants 

*Student, SIMS, Kirkee, Pune.  
 

Prajakta Pande**  
 

 
C
e
im
success of the organization depends on the developm
th

 
Business leaders want to pass on knowledge which majorly consists of facts, statistical data, 

le it is challenging for 
cue. 
g. It is a powerful 

medium because it a
he essence of the cot

This is also one of the reasons why the approach of storytelling works best for coaching. It 
enriches our existence by helping us pass on tacit knowledge to our present and future 
generations.  
 
Ancient man wanted to pass on knowledge that would help his descendants survive, later he 
wanted to teach them how to hunt. With the emergence of the agrarian society, he wanted to 
each them how to grow cropst

thousands years the medium remained the same i.e word of mouth. Since the beginning of 
time knowledge has been passed on orally in the form of stories, songs and ballads etc. 
Thus we can see how storytelling has been a tried and tested method of teaching and 
coaching for years together. 
 
The following case will demonstrate how storytelling can be used to coach people. 
 

CASE 

T
the board meetings that- leadership is the practical skill of including and transforming 
individuals around one’s self. His idea of developing great leaders to build talent pipelines 
has initiated a process of change in the organization. The head human resource manager, Mrs. 
Monisha Sarabhai thus wants to introduce the middle level managers to the concept of 
strategic leadership. In congruence with the discussions she has had with the CPO, she 
to introduce the concept in an innovative yet impactful way.  
 
 
*Assistant Professor, SIMS, Kirkee, Pune. Email: ravinder.kaur@sims.edu 
*
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She revisits her books to understand and find out different methods of coaching, what strikes 
her in this process is, how the concept of storytelling can be used in the most innovative way 
to drive home the point that she wanted to make.  
 
 
Q. What story would be most suitable to illustrate the qualities of a good leader in times of 
a crisis?  
Q. Justify the reasons for choosing the story.  

ur country is blessed with rich a heritage. Generations have derived immense knowledge 
om the mythological stories that have been passed on from our ancestors. These stories 

ogical stories, we have tried to understand 
ifferent aspects which could best express the concept of leadership. We then narrowed down 
 one story from the Shrimad Bhagwat which brings out the nuances of a good leader.  

RY OF THE SAMUDRA MANTHAN 

Indra, the king of gods was cursed by the Durvasa Muni and thus began losing all the battles 
ons. He helplessly turned to Vishnu for help.” 

ere, Vishnu can be seen as the leader towards whom people turn during a crisis.  

eader needs to be a visionary and see the bigger picture. He needs to be a 

est at 
eart. Trust can be built on the basis of two dimensions- character and competence. Character 

his team to give their best. Competence 
cludes how well the leader uses his abilities, skills and knowledge to enhance his team’s 

 Mandara would be used as the 
so Vishnu 

 hour and assumes different roles. He also knows 

 widespread destruction. So they prayed to lord Shiva for help. Shiva gulped the 

 
SOLUTION 
 
O
fr
have taught us innumerable lessons, it thus seems befitting that we pick a story from this 
chest of wisdom.  
Going through a vast collection of Indian Mythol
d
to
 
THE STO
 
“
against the dem
H
“Vishnu makes a plan and tells the gods that if they want their powers back they will have to 
churn the ocean to derive the divine nectar called “amrit”. For this, he advised them to take 
the help of their arch rivals, the demons.” 
This shows that a l
builder of new ideas and create a culture of innovation. Under his reign, his team should be 
able to build upon and execute new plans and implement novel modifications. The leader also 
should have the absolute trust of his team who must believe that he has their best inter
h
is the leader’s ability to inspire, motivate and guide 
in
efficiency.  
“Once the demons were convinced, it was decided that mount
pole to stir the ocean. But they realised that the mountain was not being sturdy, 
transformed himself into a tortoise in order to balance it on his back. He asked Vasuki the 
king of the snakes to act as the rope for churning.” 
A true leader understands the need of the
how to best utilise the resources that are at his disposal. It is necessary for the leader to follow 
a framework which involves embedding sustainability, leading with authenticity, maximise 
talent utilization and driving agility to survive in a dynamic business environment. This 
framework helps leaders capitalize on the altering business environment and drive future 
success.  
“Once the churning began the gods and the demons noticed that a very poisonous substance 
called the halahal was secreted. The gods realised that if this spilled anywhere on the earth it 
would bring
poison and made sure that he didn’t swallow it. Storing the poison in his throat caused it to 
turn blue and thus he was given the name of Neelkanth.” 
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A leader must realise that he cannot do everything single-handedly, he should identify the 
strengths of the people around him and delegate responsibilities accordingly. Doing so builds 

een that with persistence and hard work the end result can be achieved. The leader 

ieve high success results. It is also important for a leader to understand the 
environment and assume different roles to utilise the available resources to 
apacity. The story not just points out the individual roles of a leader but it 

gforchange.co.uk/classic/coach.php 

rytellingleaders/ 
visionarylead.org/visionary-leadership-article.html 

com/CoveyOnTrust.html 
re-leadership-change.pdf 

a bond of mutual trust between the leader and his team. The team members are motivated to 
work toward the organizational goal and live up to the leader’s expectations. This leads to 
efficient collaboration thus creating high impact results. 
“Finally, the churning bore fruits. Various precious gifts came out of the ocean and in the end 
came the pot of amrit.” 
It can be s
has to keep his team motivated so that they can overcome all obstacles and come out 
victorious.  
 
CONCLUSION 

An attempt to create a lasting impression in the minds of the audience is what a well narrated 
and positioned story does to the thought process of the listener. The listener in this case are 
our middle level managers, who have been identified for leadership roles. In order to 
highlight the significance of strategic leadership an Indian Mythological story- The Samudra 
Manthan had been chosen.  

The story signifies the characteristics of a leader and how he/she positions themselves in 
different situations to create a lasting positive impact. It is clearly evident from the story that 
a leader needs to be a visionary to see a bigger picture for the development and growth of his 
organization and people. He needs to trust his team to perform to the best of their abilities in 
rder to acho

dynamic business 
the best of their c
also enunciates the significance of teamwork. 
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ASSESSMENT OF SLUM REHABILITATION SCHEME 
A CASE STUDY OF PUNE, MAHARASHTRA 

 

 
Omkar Raut ** 

RACT 

We neglect cities at our peril. For, in neglecting them, we neglect the nation”--- John F 
ennedy. 

aharashtra, the second most urbanised state of India (Planning Commission Report, 2012) 
aradoxical situation where affluence and poverty exists side by side. This is 

proved by n below 
poverty li slums, it 
becomes very im hat would push
the state towards a slum free state. Dharavi, Asia’s largest slum, has posed biggest hurdle for

licymakers and the Government for several decades.  

With the aim to make Mumbai, and then gradually Maharashtra, slu
of Maharashtra launched the Slum Rehabilitation Scheme in December 19

developers to invest in rehabilitation projects in return of extra Floor Square 

 the impact of the Scheme in Mumbai and Pune. The study aims at assessing how 

 the interviews. Also, there has been 
 the interactions take place 

   

Shrabana Mukherjee *

ABST

“
K

M
suffers from the p

 the fact Maharashtra also has the second highest incidence of populatio
ne. Wit  in the h more than 55% of the total population of Mumbai living

portant for the government to opt for schemes and policies t  
 

po

m free, the Government 
95. The Scheme 

invites private 
Index (FSIs) and hence, requires no investment on the part of the Government. The Scheme 
is currently operating in three cities of Maharashtra- Mumbai, Pune and Nagpur. The paper 
focuses on
different this Scheme is from the other programmes by the Central Government and whether 
the Scheme had been able to achieve its desired outcome. In order to portray the real picture 
of the Scheme, Pune has been taken up a case study. With the results obtained from the 
primary study, various inferences have been drawn with respect to the Scheme. A major issue 
is the lack of Community Participation, which has turned the completed projects into 
concrete slums in a span of 2 to 5 years. Several promises made and not fulfilled by the 
developers in different aspects have been revealed during
a lack of adequate involvement by the SRA personnel and most of
between the developers and the slum dwellers. As a result, very often, the slum dwellers have 
been subjected to various unjust measures of the developers. In short, the paper assess the 
Scheme in the light of the completed sites and in the words of the beneficiaries.The paper 
ends with policy regulations that would augment the effectiveness of the Scheme in the 
context of Pune and could be incorporated while launching the programme in the rest of the 
State as well as the country. 
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INTRODUCTION 

A “Slum”, is defined as “a run-down area of a city characterised by substandard housing and 
squalor and lacking in tenure security”, according to UN-Habitat. In India, urbanisation has 

sulted in the prosperity of the Indian cities but at the same time has led to a “crisis of 
ith increasing migration of people to the urban centres, there has been a large 

ale increase of Squalor Settlements. There is no doubt that “Shelter Poverty” is more than 
“Income Poverty”. According to the Registrar General of India enumerated the slum 
population for the first time as per the Census Report (2001). The slum population stood at 

 Alleviation, reveal the fact that the slum population 
has increased substantially from about 75 million in 2001 to 93 million in 2011 and is likely 

 

rised 8.05 lakhs slum dwellings with 40 lakhs slum dwellers. Between 

nt, Clearance and Redevelopment) Act, 1971 came into effect. Slum dwellers 
 Photo Passes. The Act ensured provision of basic 

                                                           

re
prosperity”. W
sc

52.4 million. More recently, the Report of the Committee on Slum Statistics set up by the 
Ministry of Housing and Urban Poverty

to be 104.7 million by 2017. 54% of the total population of Mumbai (6.25 million) lived in
slums (HPEC, 2011). 
 
The slum dwellers are often deprived of the basic urban services like water, sanitation, 
sewerage systems and are often located in the high risk areas of the city. Reports highlight 
that many site are deprived of healthcare, education facilities and livelihood. Only 5% of 
slum dwellers in India have access to individual taps. 28% of the slum population defecate in 
open, 73% have access to community toilets. Only 1% of the slum population have access to 
individual toilets.1  

Various Schemes have undertaken by the Centre as well as the individual State Governments, 
such as the Prime Minister’s Grant Project, the Integrated Housing andSlum Development 
Programme (IHSDP) under JnNURM, the Rajive Awas Yojana (RAY), the Slum 
Rehabilitation Scheme (SRS) and so forth to eliminate slum dwellings and for the upliftment 
of the slum population. The paper has taken up SRS as its for detailed assessment and 
discussion. 

SLUM REHABILITATION SCHEME 
The Slum Rehabilitation Scheme (SRS) of the Government of Maharashtra was first planned 
and implemented in Mumbai. Being the “financial capital” of India, Mumbai experienced 
large influx of migrants from all over the country. As a result, Mumbai started witnessing 
existence of slums from the beginning of the 20th century. As of 1st January, 1995, the Greater 
Mumbai area comp
1950 and 1970, the approach of the government was to remove slums and protect the 
encroached land. However, this approach proved to be futile as the number migrants 
augmented with time. Also, removal of slums became impossible on humanitarian as well as 
political grounds. 

In the 1970s, an approach to recognise slums began.  The Maharashtra Slum Area 
(Improveme
were censured and provided with I-Cards/
amenities, such as, drainage, water, toilets, street lights to the hutment dwellers. In Mumbai, 
the Slum Up gradation Programme was implemented with the assistance from the World 
Bank. Also, redevelopment of slums in Dharavi, Mumbai, was taken up under the Prime 
Minister Grant Project. The State Government permitted redevelopment of slums through 
owners, developers, co-operative housing societies of the slum dwellers, civil societies and so 
forth. 

 
1 Abis Rizvi, “Integrated Approach to Slum Redevelopment” (World Conference India, 2010) 
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The idea of providing free houses to 40 lakhs slum dwellers was a brainchild of Bal 
Thackeray, the founder and president of Shiv Sena. Hence, in 1995, soon after the Shiv Sena-
BJP alliance came to power, an expert committee group, under the chairmanship of Mr. 

Features of Slum Rehabilitation Scheme (SRS) are stated as follows: 

. 
 Developers are supposed to provide tenem  20.9 square 

met April, 2008) 

lcove, bathroom and toilet. 

 the study followed by the literature 

edeveloped sites. The 

Dinesh Afzalpurkar, popularly known as the Afzulpurkar Committee, was set up to probe 
further into the concept. The Committee recommended the Slum Rehabilitation Scheme.  The 
Committee relied heavily on the guiding philosophy “if inequality has to be removed, there 
has to be unequal laws.” The Committee suggested that 80% of rehabilitation in slums is 
possible in situ. As a result of the recommendations of the Committee, the Government of 
Maharashtra launched a comprehensive Slum Rehabilitation Scheme in December, 1995. 
Presently, SRS is effective in Mumbai, Pune and Nagpur. Proposals to launch it in Thane, 
Kalyan and other cities have been under discussion. 

 A Slum Rehabilitation Authority (SRA) would be formed that would conduct surveys 
and create databases about the details of various slums and also look into policies to 
rehabilitate and redevelop those slums. 

 Tenements are to be provided free of cost to the dwellers. 
 Eligible slum dwellers would be given in situ rehabilitation where as ineligible slum 

dwellers would be removed from the land. Slum dwellers whose names appear on the 
electoral rolls as on 1st January, 1995, would be considered as eligible slum dwellers. 
This cut off date was later raised till 1st January, 2000. 

 A minimum of 70% eligible slum dwellers would be necessary in an area for the 
implementation of SRS. 

 The slum dwellers would select the developer
ents, each having carpet area of

res or 225 square feet (which was increased to 269 square feet since 
to each slum family. 

 The scheme consists of two components- Rehab and Sale. The Sale component would 
incentivise the developer and cover the expenditure of building tenements. 

Each tenement of 269 sq. feet consisted of a bedroom, kitchen/a
An amount of Rs. 20,000 per tenement would be deposited as maintenance cost by the 
developer to meet the maintenance expenses of the rehabilitated building. The tenements 
could not be sold for the next 10 years by the respective slum dweller.  
The area allowed sale comprised in the open market 1:0.75 for the city area and 1:1 for the 
sub-urban area. In case of Dharavi (Mumbai), an exception has been made with sale area to 
be 1:1.33. 
Section 1 of the paper talks about the objective of
reviewed for the paper discussed in Section 2. In Section 3, the data and methodology used in 
the paper has been stated. Section 4 talks about the key findings from the surveys followed by 
a comparative analysis between SRS and RAY in Section 5.  In Section 6, the major 
recommendation are highlighted. 
 
OBJECTIVE OF STUDY 

The paper aims at assessing the impact of the State implemented Slum Rehabilitation Scheme 
on the lives of the slum dwellers. In order to represent the ground reality the authors have 
taken up Pune as the case study and have conducted surveys in various r
responses of the participants have been vital in drawing inferences regarding the various 
aspects under the Scheme. 
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 LITERATURE REVIEW 
The Performance Audits Report, as published by the Comptroller and Auditor General of 
India, reveal some crucial findings regarding SRS.  The report revealed that SRA did not 
conduct any surveys regarding the number or size of slums. The Authority even lacked any 
form of database regarding the number of eligible slum dwellers. As of July 2011, 1.27 lakhs 

um rehabilitation tenements had been completed and only 6.35 lakhs slum dwellers have 
, only 9547 slum dwellers out of 1.27 lakh eligible slum dwellers 

 on “Slum Improvement and Development Schemes 

 permission to 

but has 

sl
been rehabilitated. Moreover
have been issued with Photo I Cards as of September 2011. Though, the Dharavi 
Redevelopment Project was sanctioned in 2004, the project failed to be implemented as of 
September 2011. Furthermore, the survey of identifying eligible slum dwellers was 
incomplete, the consultant for the project was selected without a proper bidding process and 
so on. 

These facts are reaffirmed in the article
and Policies,” P.K. Das, architect and activist, claimed that the promise of provision of free 
houses to the slum dwellers, under the Slum Rehabilitation Scheme, was the greatest “bluff” 
undertaken by then State Government. The scheme has been criticised on the grounds of 
denial of land and housing rights, including violation of human rights. The author stated that 
the Government has denied the slum dwellers the right to participate in the various stages of 
planning and implementation. The target group has been excluded from the discussion about 
the location of such development projects, their socio-economic impact, the magnitude of 
resettlement, the procedures of rehabilitation and so forth. In stead, the Government has 
resorted to violent attacks on the slum dwellers for demolition of their houses. The article 
also talked about the unreasonable incentives and Floor Square Index (FSI) bonus were 
undertaken to incentivise the developers to take up the rehabilitation projects.  

The author suggested that lands occupied by the slum dwellers must be legalised and 
accounted for in the Development Plan (DP) of the city “as sites for housing the urban poor.” 
The rehabilitation scheme must be observed as an environmental and social scheme rather 
than as a real estate industry boosting agenda. The author suggested a Government-Slum 
Dwellers partnership for successful implementation of Slum Rehabilitation Scheme. 

Another article, “Why Mumbai’s slum rehab plan does not work?” by Mahesh Vijapurkar, 
also pointed our several reasons regarding the limited impact of SRS in Mumbai. First and 
foremost reason is that the builders have not found the slum areas sufficiently lucrative to go 
for building tenements, utilise the extra FSI for sale in the open market. However, in order 
not to lose the slums into some other developer’s hands, most of the developers have entered 
into contracts with slum dwellers. Henceforth, nothing fruitful has been obtained. Secondly, 
the government has failed to frame simple and sustainable rules regarding the
carry the transfer of development rights (TDRs) or FSIs. Lastly, there has been a lot of 
lobbying by the builders and developers. If something went against the developer’s interest, 
the project has been put on hold. 

The article also raised an important question that has been overlooked by SRS since its 
inception. The Scheme has ensured free housing to only eligible slum dwellers 
ignored the plight of the rest of the slum dwellers.  The ineligible slum dwellers would be 
relocated in some other area. The problems attached with relocation with respect to work 
opportunities or other aspects have been neglected. 
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DATA AND METHODOLOGY 
In the paper, both primary and secondary data have been used for conducting the assessment 
of the Slum Rehabilitation Scheme (SRS) in Maharashtra. The secondary data is has provided 
the literature for the paper and has special reference regarding the implementation of the 
Scheme in Mumbai. The primary data was gathered by the research team by conducting 

as framed on the following tenets; 

s the 
pulations. At present, with its employment opportunities, 

pri-Chinchwad Municipal Corporation 

nners and City Developers do 
ten not 

afforda area. Currently, 
ith approximately 2, 10,000 households residing 

primary surveys in four sites where rehabilitation has been completed. These sites include- 
Vaidya Bunglow (near Fergusson College Road), Sada Anand Nagar (Mangalwar Peth), 
Kasewadi and Tarankit (Navi Peth). A pilot survey was conducted in Vaidya Bunglow with a 
sample of 15 respondents. The main survey consisted of 48 respondents from the remaining 
sites. The project in Mangalwar Peth is 6 months old, the Kasewadi project is 5 years and the 
Navi Peth project is 2 years old. The questionnaire w

(i) Respondents’ Details 
(ii) Basic Services (which included Water Supply, Toilets, Sewerage System, Electricity, 

Maintenance Services, Security and so on) 
(iii) Costs of Resettlement (which included aspects of Education, Employment and other 

facilities) 
(iv) Respondents’ Remarks 

Based on the afore-stated tenets, a qualitative analysis has been done. 

 ANALYSIS AND KEY FINDINGS 
The paper, as mentioned earlier, has taken up Pune as the case study for the assessment of 
SRS. With the increasing importance of Pune as the cultural capital of India, it follow
suit of increasing slum po
educational facilities and social security, Pune attracts a large influx of migrants from all over 
the country. The area of Pune Municipal Corporation is 244 square kilo metre and the total 
population is 30 lakhs. Where as the area under Pim
(PCMC) is 170 Sq. Kms. And the population is about 11 lakhs. The pace at which housing 

s as providfacilitie ed by the Municipal Corporations, Town Pla
not match with the current pace of urbanisation. Moreover, the houses are of

ble by the common man. Hence, the slum pockets are growing in the 
there are 564 slums in Pune City alone w
there. Similarly, there are 72 slums in the PCMC area with 36,000 families residing. The 
percentages of slum dwellers are 43% and 15% respectively. 

In Pune, as per the present scenario, SRA (Pune) has submitted 166 proposals for 
redevelopment involving 46, 576 households. This is based on the fact that many slums have 
been rendered unsuitable for in situ rehabilitation. Out of these proposals, 32 projects have 
been completed involving 4091 households, 31 projects (with 3246 households) are under 
process and the remaining 103 projects (with 39,339 households) have not yet been started. In 
PCMC, the FSI for land offered to the developers is 2.5, since the incentive to start a project 
in Pimpri-Chinchwad is very low. A suggestion to further raise it to 3 has been suggested to 
boost more SRA projects.  

The paper next discusses the observations and responses obtained from the interviews 
conducted by the research team for further insights. 

RESPONDENT DETAIL 

The main sample consisted of a majority of females (28 out of 48 respondents). The gender-
wise representation has been shown in the diagram below: 
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Figure 1: Gender-wise Depiction of Respondents 

 

The sample is more or less uniformly distributed with respect to age.  The majority 
respondents belong to the age group of 20-30 years. The second figure represents the age-
wise classif

Figure 2: Age-wise Classification of Respondents 

ication of the sample. 

 

With respect to education, majority of the respondents were either Illiterate (11 out of 48) or 
completed elow depicts the education-
wise classification of the respondents. 

Figure 3: Education-wise Classification of Respondents 

only Primary Education (12 out of 48).  The graph b

 

Majority of the respondents were homemakers by profession (26 out of 48). However, a 
variety of o n in the figure below: 

       

 

 

 

 

ccupations could be observed in the sample. These are show
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  Figure 4: Occupation-wise Classification of Respondents 

 

The researc nts along with the 
monthly income of each household in order to study how pro-poor the Scheme has been. In 
other words, to study which class of people the Scheme has benefitted the most, the income 
and the household size parameters have been considered. The family monthly income of the 
respondents varied within the range of Rs. 3000 to Rs. 30,000. The break up of the monthly 
income has been represented below: 

Figure 5: Income-wise Classification of Respondents (Monthly Income) 

h team assessed the household size for each of the responde

 

 

Most of the tenements included in the sample have a household size of 5-7. The range lies 
between 2 and 11 members. The figure below depicts the categories of households with 
respect to the size. 

Figure 6: Household Size of Respondents 

 

Another parameter used to study the class of beneficiaries is the Colour of the Ration Card. 
Majority of ard. The following figure depicts the 
same. 

 the respondents possessed Orange Ration C
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Figure 7: Colour of Ration Cards of Respondents 

 

AVAILABILITY OF BASIC SERVICES 

1. Supply of Water 
SRS has been very successful in providing regular and sufficient water to the resettled 
households ich none of the respondents 
complained. The respondents from Sada Anand Nagar affirmed that they have access to water 
all through the day. In Kasewadi and in Navi Peth, respondents stated that water is supplied 
twice a day. But the water tanks are reserve sufficient water for all the tenements. However, 
regarding the cleaning of the tanks, none of the respondents had any idea about the regularity.  

 
2. Toilet 

A second aspect which has been quite effective under SRS is the access  private toilet for 
 slum dwellers have been secured from 
 Scheme ensures individual toilets in each 

red/common toilets is eliminated. There is always uncertainty 

articipants provided mixed responses when it came to the electricity bills. The 

e class of respondents have mentioned that 
emained the same after resettlement and hence, has not created any form 

. Water Supply has been one of the amenities about wh

to
each household. As a result, the rehabilitated
defecating in the open. As mentioned earlier, the
flat. The concept of sha
regarding the regularity in cleaning the common toilets. The responsibility of keeping toilets 
clean also becomes dubious. This also preserves the hygiene and cleanliness of the families 
residing there.  

 
3. Electricity 

Two aspects of electricity or power supply have been assessed- Power Cuts and Expense on 
Electricity. With respect to power cuts, no respondent has stated any form of complaints. 
However, the p
graph below has classified the entire responses into two parts. The first group (Complained) 
consists of all the respondents who consider that the electricity bill has increased drastically 
after resettlement without significant reason. That is, the electricity bill is quite high even 
without the usage of heavy power consuming machines or equipments. One respondent from 
Sada Anand Nagar pointed that every time any kind of renovation works are carried out in the 
building, the developers draw power from random flats. This results into sudden and drastic 
rise in electricity bill of the concerned households. The second group (Did not complain) 
consists of two classes of respondents. On
electricity bill has r
of problem for them. Another class mentioned that electricity bill has increased but is not an 
issue as their power consumption has also increased (possession of television, mixer, cooler, 
etc. post resettlement). 
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Figure 8: Responses on Electricity Bill 
 

 
 
 

4. 
Majorit nt about the issue of sewerage. However, 
there were some complaints received from the respondents in Kasewadi. The participants 
mentioned that there is some amount of water logging all the year round. One of the 
respondent cited that the cause of this issue is the narrow pipeline which is not sufficient for 
passage of water 

 
5. Maintenance Cost 

Maintenance Cost has been one aspect where the research team observed maximum violation 
of regulations under SRS. The Scheme embodies collection of Rs. 20,000 per tenement as 
maintenance cost from the developer. In other words, the rehabilitated dwellers are not 
supposed to bear the maintenance charges for the first 10 years since the completion of the 
concerned project. However, in all four sites (including the pilot survey in Vaidya Bunglow), 

or instance, in Sada Anand Nagar, which is a 6 months 

the hand over of the flats.  
In case of the Navi Peth project, the residents have not paid any form of maintenance charges 

according to the Chairman of the building, the developer is not 

watchman and the salary of the watchman (Rs. 

, the local corporator has been 

Sewerage/Drainage System 
 of the respondents have been indifferey

the norm of SRS has been violated. F
old project, the developer has proposed a monthly maintenance fee of Rs. 300 per tenement 
to be collected. Although most of the respondents complained about the developer not 
keeping his “promise”, they found the amount in conformance with the facilities received 
post resettlement. In Kasewadi, an initial payment of Rs. 20, 000 was collected from each 
household during 

to the developer. However, 
involved with any form of maintenance related issues. The housing has a committee 
comprising a few of the residents. This committee collects money from all the tenements to 
meet such expenses. Hence, in all three projects, the residents have ended up bearing the 
costs of maintenance, prior to the completion of 10 years. 
 

6. Safety and Security Issues 
With respect to the security issues, the research team observed flaws on the part of both the 
developers as well as the residents. The security issue has been completely overlooked by the 
developer of the Navi Peth Project. However, that project had the maximum security, as 
assessed by the research team. This is because the housing committee, as mentioned in the 
earlier point, is responsible for employing a 
5000 per month) is borne by all the residents. The entrance of strangers is strictly prohibited 
without the proper identification or reference. The committee has also equipped the entrance 
with CCTV cameras for ensuring further security.  

However, not all the sites exhibit similar prudence from the residents. The project in 
Kasewadi exhibits the exact opposite scenario. There
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responsible in recruiting watchmen and liftmen. However, the local goons create a chaos 
gned, causing them to flee. As a result, the project has 

ffered loss of 
eme than 

um dwellers to other parts of the city. 

every time a new watchman is assi
open access to anybody and everybody. The project in Mangalwar Peth has watchman and 
respondents showed indifference regarding the security concerns. 

An important safety aspect that was brought out during the interviews in the Navi peth 
project is the need for a Fire Exit. The participants there complained about the indifference on 
the part of the developer to not incorporate a fire exit in the building. The Chairman of the 
Committee stated that building such an exit at the expenses of the residents would be too 
costly. There requests to the developer have been ignored for a long time now. 

COSTS OF RESETTLEMENT 

1. Educational Institutions/Health Centres 
There were no specific issues obtained with respect to education and health care. Being an in 
situ project, the distance from schools and colleges remained the same as it was before 
resettlement.  

2. Employment Opportunities 
Due to the same reasons as previous point, SRS did not create problems for most of the 
residents with respect to loss livelihood or loss of potential job opportunities. The distance of 
the project from the work places remained same as before. However, the people who suffered 
mostly due to SRS are shop owners and owners of horse/cow stables. The graph below 
depicts that only a small fraction of the respondents (6 out of 48) have su
income/livelihood due to the resettlement. Hence, SRS deems to be a better sch
others that involve relocation of the sl

 

  Figure 9: Loss of Livelihood/Income post Resettlement 

 
 

For instance, one of the respondents from Vaidya Bunglow mentioned that he had huge land 
over which he had horses stable, which was his main source of income. The developer had 
promised him monetary compensation as well as a shop. However, he has neither received 

e mo y nor  35 lakhs due to the 
loss the stable. Moreover, he has to bear the charges of a court case that he has filed against 
the developer. 

Similar cases have been observed in the Sada Anand Nagar project. 4 out 18 respondents 
mentioned that they have lost their grocery shops in the process of resettlement. The 
developer has promised but not provided them with shops. As a result, all of them have 
started home grocery shops or taken up small time jobs in a relative’s shop. These people 
have suffered drastic loss of income, from Rs. 20,000 per month to Rs. 3000- 5000 per 
month. One of them pointed out that both he and his wife are differently abled. As a result, 

th ne  the shop. In the process, he has incurred a loss of about Rs.

opting for some other job is not feasible for the couple.  
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In Navi Peth, two respondents stated that although they have received shops as promised their 
incomes have reduced. This is because of the new locations of the shops which are in the 
passage of the building and no longer facing the main road. As a result, the amounts of 
purchases from these shops have fallen. However, SRS has had better impact on protecting 

of the participants, that in slums, 

livelihoods of the slum dwellers. 

3. Human Sentiments and Other Costs 
Most of the respondents did not complain about the vertical resettlement (resettling in higher 
floors). In stead, there was a general review of the respondents that the higher the floors, the 
better in terms of less chaos and more sun light. However, a small fraction of them expressed 
dissatisfaction of shifting to a higher floor. One reason being not used staying at such a 
height. Another reason, which was stated by some 
neighbours were more friendly and helpful in nature. With resettlement, the “flat culture” has 
crept. The graph below depicts the human sentiments regarding resettlement. 
 

Figure 10: Responses regarding resettlement 
 

 
 
r costs of resettlement, one major issue is Within oth regarding the working of the 

lifts/elevators. In all four sites, the respondents have expressed their grievances about the lifts 
not working. In Sada Anand Nagar, 3 out of the elevators have stopped functioning 
permanently (within 6 months of the project). However, the respondents revealed that the 
developer has repaired the elevators several times. It is mostly due to the carelessness of the 
residents that lifts are damaged so often. In the absence of liftmen, children mishandle the 
elevators. Often, the lifts carry people more than capacity. The frequent break downs are the 
result of such recklessness. Same is the story in Kasewadi, where only 1 of the 4 elevators 
function properly. With the watchman guarding the elevator in Navi Peth, there was less 
complaints regarding its functioning there. 
With respect to resettlement and the frequent break down of the elevators, one of the 
respondent mentioned a valid point. According to him, the slums were better. Him being a 

ent solar water heater for the residents to receive 

e

heart patient, residing on the fifth floor, resettlement has proved tedious when lifts do not 
work. Another old lady residing on the eleventh floor talked on the same lines about how 
difficult it becomes for her to use stairs with the only elevator in her building not functioning 
frequently. 

RESPONDENTS’ REMARKS 

SRS, like any other scheme, has disclosed both its positive and negative aspects during the 
surveys. In many cases, the developers have exceeded the expectations of the slum dwellers, 
where as, in other, the list of complaints are long. The developer of the project in Mangalwar 
Peth (Sada Anand Nagar) is trying to implem
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free hot water. The heaters have started working since the first week of January, 2015. The 
local corporator, along with the developer, has provided each household with almirahs and 
would soon be providing them with utensils and utensil racks. In Kasewadi, the developer has 
recruited a sweeper and provided for door-to-door garbage collection. However, the residents, 
in order to avoid paying Rs.30 per month for door-to door garbage collection dump the 
rubbish near the gate or even in the empty spaces between the flats. 

 every aspect. The size of the tenement has been often 

rks. 

Y over SRS is that it is possible in any area as major construction cost 

vestors.  Another 
important challenge is posed by the non-eligible slum dwellers. These slum dwellers create 

ess of SR
slum dwellers on Community Participation. Dumping garbage at the 

However, the picture is not good in
grieved about. With household size more than 7, it becomes difficult for the families to live in 
a carpet area of 269 sq. feet. One of the respondent stated that in the hutment, they had made 
a temporary floor, with straws, above for some of the family members to sleep or study. 
However, such a provision is not feasible in the flats, causing a space crunch for the 11 
member family. In Kasewadi, the developer has not provided the residents with the 
documents of ownership. The flats are still owned by the developer and the papers would 
only be given after 10 years to the true owners. However, the Scheme specifies that the 
tenements would be in the names of both the husband and wife. Another aspect that came up 
was that the developers have promised two flats to a few household based on the size of the 
land that they previously had. But the promise was often not fulfilled. 

SRS VERSUS RAY 

A Centrally sponsored Scheme, Rajiv Awas Yojana, launched in 2013, aims at the same 
target- to make the cities “slum free”.  Despite targeting the same beneficiaries, the two 
projects are very different in nature. Under RAY, the Central Government bears 50% of the 
total cost of the projects, followed by 25% borne by the respective State Governments, 12.5% 
by the Local Bodies and the rest by the beneficiaries. Where as, under SRS no cost is borne 
by the either beneficiaries or the Government. The entire costs of the projects are undertaken 
by the developers. 100% of the land under RAY is used for rehabilitation. But, under SRS, 
half the land is used for rehabilitation and the rest is utilised for sale by the developer. Slums 
on private lands are left untouched under RAY. However, in SRS, the developer can obtain 
consent from the owners of the private land and execute the project wo

One advantage of RA
is borne by the Government. However, for effective implementation of SRS requires a strong 
real estate market in that area. However, RAY indirectly promotes growth of slums as there is 
not cut-off date or concept of eligible slum dwellers. This is not the case under SRS, which 
talks about eligibility of slum dwellers and a cut off date till 1st January, 2000. 

CONCLUSION 

The major challenge faced by SRS is that the scheme is applicable only in areas with high 
potential of land. As a result, areas with less land value remain unaffected by the launch of 
the Scheme. In Pune, the Pimpri-Chinchwad area has faced hurdles along this line. Due to 
less land potential, the SRA has to continue raising the FSI to attract more in

resistance against implementation of SRS projects in which they would not benefit. 

On the basis of the surveys in Pune, it could be stated that SRS has been an innovative 
example of Public-Private Partnership (PPP) that has been successful in solving the issues 
regarding slums and developing the lives of the slum dwellers on a lot of aspects. However, 
glitches exist. A major recommendation for greater effectiven S would be to educate 
the rehabilitated 
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entrance of buildings, spitting everywhere, using elevators carelessly are some areas which 
could be resolved only through educating the people. 

A second recommendation is greater involvement of SRA post the completion of the projects. 
In order to attract developers, most of the decisions regarding the projects are left upon the 
developers. The developers often violate the provisions of the scheme. These violat
to be supervised by the Authority securing the rights of the slum dwellers. Even during the 

ions need 

RA and greater responsiveness of 

aking Sustainable 

 

 

process of construction, supervision and monitoring is required. Very often, bad materials are 
used for construction. Aesthetic aspect of building structures is neglected. SRS prescribes 
provision of parking lot, a community hall, Anganwadis and Creches for every redeveloped 
project. However, the general observation during the surveys is that none of the projects have 
the mentioned facilities, except for parking areas. Regular visit from the SRA personnel to 
listen to grievances of the people and provide solutions become necessary. 

Addressing the problems with greater participation of the S
the rehabilitated people would modify the Scheme into a successful and effective one.  
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PROHIBITION ECONOMICS: DO BANS REALLY WORK FOR THE 
SOCIETY AND THE ECONOMY? 

SIMS Economic Think-Tank (SIMSETT) conducted an online short article writing 
competition for the current academic year on the economics of prohibition. The topic for the 
competition was “Prohibition Economics: Do Bans Really Work for the Society and the 
Economy?” Articles were invited from students from all over India. The competition started 
on 29th of July, 2016 and the deadline for submission was 8th of August, 2016. A total of 77 
articles were received in a span of 10 days. 

Winner-Gulshan Prakash  
First Runner up – 1.Abhimanyu Hazarika and 2. J Subhadra  
Second Runner up - Pankaj Singh  

 

 

PROHIBITION ECONOMICS: DO BANS REALLY WORK FOR THE SOCIETY 

AND THE ECONOMY? 

 

Gulshan Prakash, Student, Indian Institute of Management, Raipur 
Email:15pgp078.gulshan@iimraipur.ac.in 

 
"Once, during Prohibition, I was forced to live for days on nothing but food and water." 

- W. C. Fields 

something, especially by law rohibition is associated with 
demerit goods. Demerit goods are economic goods that are characterised by harm caused 
to the individual consumer and having negative externalities, that is, the costs imposed on 
third parties. However, prohibition can be analyzed in the broader context to include any 
ec are taken for 
gr y and a vital 
de icroeconomic level. 
However, a look at the econom  
p
religion. This has been taken up by Hillel Gamoran's work on Jewish Law

 
The Oxford English Dictionary defines Prohibition as "the action of forbidding 

". In common parlance, p

onomic good or service. For example, interest rates in any economy 
l of macroeconomic policanted today - both as a much debated too

terminant of consumption and investment planning at the m
ic history of the world reveals that lending on interest was

rohibited in several parts of the world, primarily due to its ideological conflict with 
 in Transition, 

showing how economic forces overcame the prohibition against charging interest.  

In this context, we can analyze why certain goods are regarded as demerit goods. Let us 
take alcohol as a case in point. Consuming alcohol can cause personal health problems, 
particularly the damage to the liver from consuming excess quantities. Consuming 
alcohol can also cause external costs to other people, such as increased levels of crime 
and cost of treating disease. With a good like alcohol, it can be said that it only becomes a 
demerit good when consumed in excess. For example, a small quantity every day is 
unlikely to cause either much personal damage or negative externality. But, when 
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consumed in excess, the personal and external costs can be very high. An economic good 
with negative externalities, say driving a car, isn’t necessarily a demerit good. Driving a 
car causes pollution. But, driving a car is not considered bad. Therefore it would not be 
classed as a demerit good, just a negative externality. For certain goods, it is not clear 
whether it is a demerit good or not. For some people, contraception and abortion would 
be considered a demerit good. Contraception a sin according to the Roman Catholic 
church, while to others it may be considered beneficial as it helps control population 
explosion and Sexually Transmitted Diseases (STDs) and therefore a merit good. With 
the aim of reducing the demand for demerit goods, the government may place a tax on the 
good as in the case of tobacco tax. Alternatively, the government may place regulations 
on its consumption with a provision like the legal minimum age of 18. 
 
It is conventional wisdom that alcohol prohibition failed in America, but the economic 
reasons for this failure have rarely been analyzed in detail. A study of any government 
attempt to control consumption habits gives valuable insights into the prime movers in 
prohibition movements. From the outside, it appears that prohibition inevitably creates 
incentives for producers to increase the potency of drugs and alcohol products distributed 
via the black market. In his classic work, noted American economist Mark Thornton has 
provided valuable insights into the "Economics" of Prohibition. This work covers subjects 
like the defence of Prohibition, the economics of addiction and the origins of prohibition. 
The effects of prohibition policies on absenteeism from work, crime rates and 
government corruption cannot be ignored as well. With a substantial budgetary impact 
both at the Federal and individual level, a repeal of prohibition may require both public 
policy alternatives and free market solutions. Prohibition has an impact on public policy, 
elections, Constitutional Law, organized crime and finally, international relations in the 
present era of globalization. 

"For every prohibition you create, you also create an underground." - Jello Biafra 
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Any
def , a position arguing against such moves in contemporary 
society is explored to 
Fro ood or 
service renders it a giffen good in terms of demand. Here, the giffen good would react 
ind  given its heightened exclusivity. 

hi en into account. When 

more 
by indulging in the business of supplying 

 the consumption remains in its usual level but 

 attempt to comprehend the effectiveness of prohibition has to be viewed by taking a 
initive stance. In this article

justify such advocacy.  
m an economic perspective, a blanket ban on the sale and consumption of a g

ependent of price unlike usual, as its demand will scale
s is aided in a large part when legal contexts across regions are takT

prohibition is adopted as specific to certain federal units, the absence of similar laws in 
surrounding areas creates a cycle of government officials, police officers and 
worryingly, a mafia that grows in presence 
contraband. Put simply, in such situations,
shifts away from the provisions of law.  
When factoring in goods and services that previously was under the purview of indirect 
taxation, the revenue loss is often looked at one dimensionally. In reality, the same is 
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manifold given the significant rise in costs of law enforcement. In a society with an abysmal 
police to population ratio as is, designating citizens’ protectors away from heinous offences 
under the guise of political appeasement is detrimental. This is accentuated when adequate 
safeguards to prevent entry of the banned substance from across borders is explicitly 
prescribed in the statute.  
In our country especially known for its ‘jugaad’ (low cost innovation) attitude to several 
things, such methods/lifehacks take an ugly, dark and despicable tone for prohibition. 
Cheaper variations to make/do for in the presence of a ban are often at an irreversible, 
damaging cost to someone else, their family. In specific cases, there have been innumerable 

stify bans using this aspect of the constitution. However, a point 

instances of people dying after drinking spurious local liquor (hooch, toddy), as also recently 
when ‘rape’ videos are on sale below the counter post the brief ban on pornographic content.  
No argument pushes through without accounting for precedents. Court judgments deciding 
prohibition usually to a Supreme Court decision (1995 S.C.C 574) which stated that since 
engaging in the business of trading liquor is not a fundamental right, it is still bound by 
Article 47 (a directive principle about prohibition endeavours by state). It has become a 
culture to vociferously ju
missed in the din of self-styled righteousness is the fact that Article 47 is only suggested and 
not enforceable is explicitly stated in Article 37. Ex- Supreme Court Judge Markandey Katju 
has stated that (in this light), given the historical counter-productiveness of prohibition, the 
constitutional directive should be interpreted purposively and not literally. Rightly so, the aim 
of any modern, progressive, welfare state should be to regulate and educate the masses 
against the evils of excessive consumption, as across sub-units of population there the utility 
of the to-be-banned/banned items in question has always culturally existed. Besides the apex 
court in its judgment R.Rajagopal vs. State of Tamilnadu, AIR 1995 S.C. 264 has re-
legitimised, reinforced and proved the validity of Article 26 (right to life, liberty and hence 
privacy) in private domain. Since bans have never been challenged on the aforementioned but 
on laws relating to equality before law and freedom of trade (Article 14, 19.1.g), no 
legislative body, mechanism or statutory authority is justified or legally grounded in pushing 
for prohibitions.  
Accordingly, and taking into cognizance as to how student perceptions on prohibitions are 
largely negative and seen in partisan light, the article states that such policies are only a move 
in political ascendancy but fiscal, moral, and neutrality’s descendancy.  
 

 
J Subhadra, Student, Symbiosis Institute of Business Management, Hyderabad  
Email:  subhadra.janakiraman@sibmhyd.edu.in 
 
  
“Prohibition has made nothing but trouble” - Al Capone 

rohibition is literally defined as the action of forbidding something, especially by law. These 
prohibitions are laid down by the government, mostly driven by some political motive, but in 
practicality, politics and economics are Siamese twins, the actions of one affect the other. 

the first thing that knocks the mind is 
lcohol -the mother of all prohibitions.  The modern world witnessed its first alcohol 

 
We don’t know yet what J. Edgar Hoover had to say about that, but I’m sure for once he’d 
concur with Capone on this.  
P

Thus let’s discuss how prohibitions have actually impacted the economy.  
Whenever the word prohibition is seen or heard, 
A
prohibition in the first half of the twentieth century by Uncle Sam, flummoxing economists 
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and socialists alike. With decline in arrest of drunken, hospitalization for alcoholism, the first 
ear of implementation was successful enough to make the amendment supporters raise their 

ent where many people from alcohol makers to sellers lost 

f crime outweighs 

portant to bring in the re lation strateg cally. ou wa t to co s? 

                     

t because “that’s stealing”, isn’t that ironic? 

But he 

 under the humungous immigrant crisis. I personally don’t have 

nse ences

y
collar. The first thing government suffered economically was loss of revenue, moreover, this 
also lead to rise in unemploym
their jobs. More expenses had incurred on increased number of convicts, prison cells, staffs, 
etc. due to smuggling. Sometimes, punishments don’t deter people. For example - a kid 
caught boot-legging, is tased by a cop, but when you’re poor, tasers don’t work on you. You 
get shocked every single day, by toasters, lamps, etc. and the incentive o
the punishment.                           
Finally, the legalization of alcohol called for its taxation bringing in a source of revenue for 
America which at that time was suffering from the Great Depression. 
In India too liquor ban has had a similar fate. In Tamil Nadu, liquor ban by the late chief 
minister Dr. M. G. Ramachandran was of no use as it led to the similar repercussions. 
Unfortunately, the man, who had acquired a demigod status and was loved by lakhs of 
Dravidians could not substitute their love for liquor. In Gujarat, liquor went underground, and 
Bihar lost revenue due to the ban. 
Banning  a commodity for health reasons is like saying – Hey, if you’re fat, let’s not blame 
you, let’s sue McDonalds;  if you smoke, not your fault, it’s the tobacco company’s fault. 
And yes, if you shoot somebody, not your fault again, let’s blame the gun company.    
 Sometimes it is im gu  i Y n ntrol gun
Don’t ban guns, impose bullet control!  When every bullet costs Rs. 5000, we wouldn’t have 
any innocent bystanders. 
Ban on beef caused communal unrest as well as hit the economy hard. Restaurants cannot 
buy beef and drought hit farmers in Maharashtra cannot sell their starving cattle.   
Ban on movies lead to losses to the film industry thereby encouraging piracy.         
Talking of piracy, the rappers that used to be gangsters and thugs are telling us not to 
download their music from interne
The war on drugs only brought more drugs, just as the war on terrorism brought more 
terrorists. When Bush came out and said, “We are losing our war on drugs”, you know what 
that implies? There is a war being fought, and the people on drugs are winning it.  t
silver lining is, without the drug war, we would have never had “Breaking bad” or “Walter 
White” or “Heisenberg”. 
Also the world is reeling
anything against the Bangladeshis. All I’m saying is sign the guest book on the way in. 
To cut a long story short, prohibition on drugs or alcohol or guns or immigrants or anything 
detrimental to the social fabric won’t work unless their resultant economic co qu  are 
compensated and vice versa. 
Interestingly, prohibition led to the creation of world as:- 
‘Prohibition did not work in the Garden of Eden, Adam ate the apple’ 
         Vicente Foxx 
 
Pankaj Singh, Student, MBA(2015-2017), Symbiosis Institute of Management Studies, 
Pune 
Email: pankaj.singh2017@sims.edu 
 
Milan, which is an Italian metropolis, has imposed a ban on frowning. The city believes that 
to smile all the time is a legal requirement except during hospital visits or funeral. Well had it 
been imposed in Kerala or in Bihar, 30% population of these states would already be behind 

iquor in the states.  the bars because they can’t stop frowning over the ban of l
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 the 
mitation of my knowledge about the above discussed ban in Milan, I would rather throw 

pacted the state economics is worth paying attention to. Bihar, which has per capita 
5.50 a month, stands nowhere close to other states like 

ndhra Pradesh and Punjab. Then why Andhra and Punjab government shouldn’t be worried 

onsidered as a 

 

e tweet over any particular 

ieved so, it would be same as believing 

 of a way out to do things which I was prohibited to do by my parents. But every 

Though not wanting to restrict the discussion to India, but keeping in consideration
li
some light on the results of the liquor ban in Kerala and Bihar. How prohibition economics 
has im
expenditure on alcohol of around Rs. 1
A
for the livers of their citizens and ban liquor there too, or are just the livers of Bihar soaking 
in all the alcohol. The data applauds the ban as the crime rate has fallen down by 27% and 
road accidents have gone down by 33% in Bihar. That can’t be all. People, feeling safer, will 
undoubtedly serve as a loyal vote bank and therefore the ban move can be c
master stroke of politics. In Kerala, experts sensed this ban to be political power play move.  
On one hand when the society and politics is making gains, the economics has its own tale of 
losses when it comes to liquor bans. Liquor prohibition in Haryana in 1996 had led to Rs. 
1200 crore of loss of revenue in 2 years for the state government.  
Experts have forecasts that Bihar government will have to face an amount of approximately 
Rs. 4000 crore loss in revenue annually due to the alcohol ban. Kerala government too is said 
to have cut off its one of the major revenue streams and is facing the threat to fall further in 
deficit. Not only this, the ban has increased the cases of liquor smuggling, country liquor 
production and drugs, etc. DRUGS! Yes you read it right. The youth of our country is 
actually fascinated towards it and the movies like Udta Punjab has rightly portrayed the same 
prevailing situation in society. Banning alcohol, in such a scenario, will push the youth into
the deadly claws of the man-eater bird called drugs.  
“I typed ‘porn’ in my cell, and autocorrect changed it to ‘poem’.” It was one of the top tweets 
that trended when Indian government imposed a porn ban. I chos
quote as you never know when some authority gets perturbed with the tweeting fad and gets 
it banned.  
The belief of department of telecommunication behind the porn ban was that it was becoming 
a social nuisance. Apparently people never play porn on speakers. Therefore what other kinds 
of disruption they can cause in society. And if they are causing disruptions, is banning them 
actually going to serve as a solution to the country which invented Kama Sutra. The country 
which gave birth to the minds that devised the sex positions can actually be stopped by 
merely banning a certain number of websites? If bel
that a kite won’t fly just because its thread gets cut in mid-air .Of course it will fly, but may 
land up in the wrong hands.  
Thinking of conclusion takes me back to childhood days. I don’t remember a time when I 
didn’t think
time my parents, by their own reasonable and logical ways, managed to show me the right 
path. It’s high time that government starts behaving as a logical parent when it comes to bans.  
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