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Godrej is today one of the largest engineering and consumer products company in the country having varied interests from engineering to personal care products with a total sales turnover of about US $ 1.1 Billion. It is one of the most respected corporate houses known for their philanthropy and initiation of labor reforms besides being recognized for their values of fair, transparent and ethical dealings.

 The spirit of entrepreneurship, the vision of a dynamic tomorrow, and the capacity to build and realize dreams! This is the essence of the Godrej group. No wonder then, Godrej has become the symbol of a vibrant multi-business enterprise touching the lives of millions and at the same time an icon of enduring ideals in a changing world.

History
The Company celebrated its centenary in 1997. In 1897 a young man named Ardeshir Godrej gave up law and turned to lock making. Ardeshir went on to make safes and security equipment of the highest order, and then stunned the world by creating toilet soap from vegetable oil. 
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            Ardeshir Godrej                               Pirojsha Godrej
His brother Pirojsha Godrej carried Ardeshir's dream forward, leading Godrej towards becoming a vibrant, multi-business enterprise. Pirojsha laid the foundation for the sprawling industrial garden township (ISO 14001-certified) now called Pirojshanagar in the suburbs of Mumbai. Godrej touches the lives of millions of Indians every day. To them, it is a symbol of enduring ideals in a changing world.

Incorporation
Established in 1897, the Company was incorporated with limited liability on March 3, 1932, under the Indian Companies Act, 1913.

Branches (Sales and Service) and Retail Showrooms

1. MUMBAI, Ahmedabad, Bhopal, Indore, Jabalpur, Pune,(• Raipur

2. NEW DELHI, Chandigarh, Faridabad, Ghaziabad, Jaipur, Kanpur,(• Lucknow

3. CHENNAI, Bangalore, Coimbatore, Hyderabad, Kochi, Pondicherry,(• Trivandrum, Visakhapatnam

4. KOLKATA, Bhubaneswar, Guwahati, Ranchi,(• Patna

The Company has a network of 38 Company-owned Showrooms, more than 2,200 Wholesale Dealers, and more than 18,000 Retail Outlets.
The Company has Representative Offices in Sharjah (UAE), Nairobi (Kenya), Colombo (Sri Lanka) and Riyadh (Saudi Arabia).

Companies

1. Godrej and Boyce

From locks to appliances. From furniture to conferencing equipment. From security solutions to material handling. There isn't a category through which godrej & boyce don't enrich life. They are a part of your life in many ways.

2. Godrej consumer products

As far as personal, hair, household and fabric care segments are concerned, Godrej is far the market leaders. And this has been possible only due to their constant endeavor of trying to provide customers with innovative, value for money solutions for their daily needs.

3. Godrej industries

Godrej Industries Ltd. is India's leading manufacturer of oleo chemicals and makes more than a hundred chemicals used in over two dozen industries. It has a major presence in food products such as refined oil and tetra pack fruit beverages.

4. Geometric Software Solutions

Geometric Software Solutions is a CMMI Level 5 company and the leading PLM services provider with over 19 years of experience in CAD/CAM/CAE, PDM and MPM.

5. Godrej InfoTech
Godrej InfoTech is a CMM Level-4 company in the business of developing customized software solutions and implementing ERP, CRM, and SCM software. Navision, Axapta, Baan and eNccompass - an ERP from Godrej InfoTech, are uniquely positioned to address Industry needs.

6. Godrej Agrovet

Godrej Agrovet is one of the largest producers and marketers of animal feeds and innovative agri -inputs in India. They have achieved this leadership position through their core values of teamwork and quality along with continuous research and innovative thinking. It is these values, which has made them one of the best-known agri brands in the country.

7. Godrej Sara lee

Godrej Sara Lee is a joint venture company between the Godrej Group, India and Sara Lee Corporation, USA. They are the world's largest manufacturers of home insecticides. The company is committed to the research and manufacture of quality household insecticides, and holds a substantial market share.

8. Godrej Efacec

Godrej Efacec provides the latest warehousing or automated storage or retrieval system solutions; to the customers they give the best of both worlds - Technology from Efacec and quality from Godrej.

9. Godrej properties

Godrej Properties and Investments Limited (G.P.I.L.) belong to the prestigious GODREJ group of companies. The group entered into this business in the year 1990 with the purpose of providing meticulously planned townships to discerning customers at affordable prices.
Godrej Products

Consumer products
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Godrej Consumer Products Ltd.(GCPL) is a major player in the Indian FMCG market with leadership in personal, hair, household and fabric care segments. The company is among the largest marketers of toilet soaps in the country and has a leadership position in the hair colour category in India.

1. Appliances                                         
2. Locks
3. Furniture
4. Security equipment
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5. Office automation

6. Conferencing solution

7. Soaps & personal care

8. Food
9. Aircare
10. Household insecticides

11. Housing
12. Vending machine
Industrial products:
Godrej offers an entire spectrum of industrial solutions from storage to material handling to construction to process equipment and many, many more. Whether clients are looking for standard equipment or custom engineering solutions, the first name is Godrej.

1. Storage solution

2. Automated warehousing

3. Material handling equipment 

4. Process equipment

5. Precision components & systems.

6. Machine tool service 

7. Electrical & electronic services

8. Tooling
9. IT solution

10. PLM solution

11. Medical diagnostics

12. Agro product 

13. Chemicals
14. Construction material & services.
Human Resource
· Work culture:
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Creating and maintaining an energetic and innovative work culture is at the heart of their corporate strategy. They strive to create an organization wherein each employee is a stakeholder in building and defining the culture of the organization and has the opportunity and flexibility to define their canvas of roles and responsibilities.

Opportunity for growth

The work culture in Godrej supports learning at every stage of one’s work life. Opportunities in learning are available in the technical, functional, behavioural, general management and leadership areas through options like EDPs (Executive Development Programmes), MDPs (Management Development Programmes), E-learning and On The Job exposure to International Practices.

Respect and recognition of performance is an inextricable part of our work culture. Consistent performance becomes the benchmark for growth opportunities, job rotations, remuneration, reward and recognition. They provide equal opportunities to their employees to grow both horizontally & vertically through cross functional, cross business and cross locational job rotations. This gives immense opportunities to professionals to add value to themselves & to satisfy their career aspirations.

Combined Sales - Subsidiaries and Affiliates
The Company is one of the largest privately held diversified industrial corporations in India. The combined Sales (including Excise Duty) of the Company, its subsidiaries and affiliates, during the Fiscal Year ended March 31, 2005, amounted to over Rs. 50,000 million (US$ 1,150 million). In 1897, Godrej made its humble beginning from a garage-like shed adjacent to Bombay Gas Company Works.
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· Hierarchy:
Personal department comprises of four employees- one deputy and 3 seniors under him.

19 plants make all different products like security systems, locks, doors, etc. Each of this plant is considered as a separate profit making center. Profits made by each of the plants are accounted for separately in its Annual report also.  

· Management: 

Different levels of management are as follows:

A   - Base level of management

            In this level, new-entrants are trained for basic aspects of the  

            know- how of the department.                                  

O   - Operation
P   - Promotion of product

T   - Technical


S    - Sales 
E    - This level consists of owners and M.D.

Each of this level consists of three sub-sections, through which each employee has to pass to reach a higher level. An employee, before moving into the next level, he has to be in each sub section for at least two years. 
· Planning:
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HRP is understood as the process of forecasting an organization’s future demand for, and supply of, the right type of people in the right number. It is only after this that the HRM department can initiate the recruitment and selection process. HRP is a sub-system in the total organization planning. Organizational planning includes managerial activities that set the company’s objectives for the future and determines the appropriate means for achieving those objectives. .an integrated part of strategic management HRP is variously called strategic manpower planning, or for employment planning.

PLANNING IN GODREJ

· The costs of Human Resource planning are kept minimal as each plant/ profit centre has its own Personal Department which provides all the respective plant’s requirements. Each personal department comprises of four members.

· The short term planning is conducted by each plant’s personal department with each team’s respective heads. 

· The Long term planning is performed by superiors of each department in accordance with company’s interests and objectives. 

· The internal detailed planning is planned by each team separately.

· In this way, it is lesser time consuming, energy, economic and also effective. The decisions are agreed upon by most of the team members so they are more focused, clear, satisfied that even they have a say in the working and meeting the targets set. 
Q. What is the expense?

There is very minimal expenditure that incurs in H.R planning because each plant has got its own personal department that designs a strategy for its plant. The expense is saved in co-ordination and ample of paperwork. Here a specialized team works for one plant only. Such kind of system is maintained because each unit is a separate profit-making center. 

Q. Is it worth?

Yes it is worth having such a kind of policy. This helps competitiveness among the plants. The kind of department they have has been working for this and knows the know- how well which makes the task efficient and results in lesser amount of mistakes and flaws.

Q. Is it time-consuming?

It doesn’t consume much time. Planning is done on bi-monthly basis where personal department discusses various projects and targets with team heads. They mutually plan and decide the way to meet the target in stipulated time-frame.  So time here is consumed productively.

Q. How much labour is required for this purpose?

 It constitutes of only four people from the Personal department which plan for their plant.

· Recruitment: Recruitment is understood as the process of searching for and obtaining applicants for jobs, from among whom the right people can be selected. Theoretically, recruitment process is said to end with the receipt of applications, in practice the activity extends to the screening of applications so as to eliminate those who are not qualified for the job. Recruitment refers to the process of receipt of application from job seekers. In reality, the term is used to describe the entire process of employee hiring. There are recruitment boards for railways, banks and other organizations. B school talks about campus recruitment. In newspapers too, recruitment is frequently used to connate the process of employment.
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RECRUITMENT IN GODREJ:
The requirement of work force arises when a post gets vacant that happens due to promotion and/or when an employee leaves the organization. 

There are vacancies all round the year.

In case it doesn’t have availability of human resources to meet the requirement, then it contacts and takes help from the mother pool and in this way requirement is met. Mother pool is a database system where all resume’s and work force is directed to the requirement. In this procedure, semi-skilled employees can also be employed.  Incase of specializations, outside advertisement and help is sought for. 

· Then it is announced through websites of Godrej to all of its branch offices regarding the vacancy, designation, work expected out of them, minimum requirements of applying, etc. 

· An outside applicant can also apply for the post. 

· Employees in the other branches can also apply for change of place or kind of work. E.g. an employee working in Ahmadabad branch as an accounts executive can apply in Mumbai branch for any post in only the next level, including he has capabilities.

Also there is campus recruitment. Their campus recruitment programme is geared towards nurturing young talent and helps them make a smooth transition from B-schools and colleges to the work place. Through the empowered internship programme as also the robust induction which involves stimulating assignments and myriad projects across functions and businesses they provide challenging and fulfilling career options to their young leaders. 
· Selection:
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            Recruitment and selection are the two crucial steps in the HR process and are often used interchangeably. There is, however, a fine distinction between the two steps. While recruitment refers to the process of identifying and encouraging prospective employees to apply for jobs, selection is concerned with picking the right candidates from a pool of applicants. Recruitment is said to be positive in its approach as it seeks to attract as many candidates as possible. Selection on the other hand is negative in its application in as much as it seeks to eliminate as many unqualified applicants as possible in order to identify the right candidates.
SELECTION IN GODREJ: 
              In most cases employees currently working with Godrej are given more preference if they are qualified and fulfill the requirements needed for the post. Incase of specialized services, outside sources are sought for. 


             Then all of them are interviewed and the appropriate one is chosen. The other resumes are preserved for future reference and support. The management prefers selecting an internal employee for any vacancy. E.g. mostly, subordinates working with the deputy are preferred in case of vacancy of a deputy manager. In case of expansion also, internal employees are sought for first. In this presently working employees get a lot of opportunities of growth.
· Induction:
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Induction also called Orientation is designed to provide a new employee with the information he or she needs to function comfortably and effectively in the organization. It is a planned introduction of new hires to their jobs, their peers and the company. Typically, orientation conveys three types of information​​-(1) general information about the daily work routine; (2) a review of the firm’s history, founding fathers, objectives, operation and products or services as well as how the employee’s job contributes to the organization need and (3) a detailed presentation , perhaps , in brochure, of the organization policies , work rules and employees benefits.
INDUCTION IN GODREJ:
Various orientation programmes are carried out in GODREJ to provide better introduction of new employees to their working environment. Some of them are as follows:

· GALLOP: The Godrej Accelerated Learning, Leadership and Orientation programme is a one year programme that will make people’s transition from B-school to the work place an exciting and fulfilling experience. At Godrej they believe that the first few years are crucial to future success. On-the-job-training is very important for any newcomer but they need more than just the basics to succeed. GALLOP is a holistic programme that looks at all the spheres of development, from on the job learning to training and from orientation to leadership. The programme is designed to give a person the best possible start to a great, galloping career.
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	Finding one’s bearings and getting to know the business, the industry and the people who make it tick are very important. During GALLOP, one will spend the first month doing just this. At this intensive one month training they will get to know all about the Godrej Group. They will also build close relationships with the other GALLOPers in the programme - Here they will forge relationships that will last them a lifetime. During this month, they will have informal interactions with the senior management.

	 

	Orientation does not stop after a month. They will remain in close contact with other GALLOPers through a shared 'GALLOP Stable' - a room dedicated to their programme where they can interact, study or just kick back with a cup of chai. If based in Mumbai, they also have the option to share apartments (2 or 3 to an apartment) that are located in their beautiful campus. Typically 80% of GALLOPers live in these apartments creating the same kind of camaraderie and bonding that one usually finds on college campuses.

	 

	Every GALLOPer is assigned a mentor. The mentor is normally a senior leader with at least 10 years of experience. She or he will guide the person through career choices and tough business decisions. In turn, the person will be expected to 'reverse mentor' i.e. to share his/her knowledge and ideas freely with their senior, so as to also let their seniors learn from them.



· ACE - Accelerated Careers for Executives:
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	ACE is a one-year induction programme for executives, which provide them with a holistic view of functioning of company, cross functional projects and Cross company and SBU projects within the Godrej group.

	 

	For example: This is a typical career progression path of a Fresh Engineer, just out of college. Traditionally, it takes almost five years for an engineer to become a manager. Whereas through ACE, an engineer is empowered to become a manager in just three to four years. This is how a fresh engineer can achieve the managerial status through ACE.

	

	

	

	The development of an individual occurs through various cross-functional stints. Challenging roles and ambitious tasks and valuable managerial development inputs.
· Training, Development and Career management:
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Training and development refers to the imparting of specific skills, abilities and knowledge to an employee. More clearly, training and development may be understood as any attempt to improve current or future employee performance by increasing an employee’s ability to perform through learning, usually changing the employee’s attitude or increasing his or her skill and knowledge. The need for training and development is determined by the employee’s performance deficiency, computed as follows:

Training and development need = Standard performance – Actual

                                                            performance
TRAINING AND DEVELOPMENT IN GODREJ:
After an employee is chosen, he is temporary for a year. One year is his probation period where he is trained and reviewed quarterly. So by the end of the year, with the help of 4 quarterly reports, decision is made whether or not to make him permanent.

In January 2002, Godrej Industries Ltd. (GIL) bought a 26% stake in "Personalitree Academy Ltd." Personalitree provided interactive soft skills training programmes online to corporates. Personalitree's training modules have since been a part of Godrej's training and development initiatives. 

It all started in 1996 with the break-up of the joint venture between Godrej Soaps Ltd (GSL) and Proctor and Gamble (P&G). Post break-up, GSL was bereft of a distribution system and had to start from scratch. As part of the rebuilding exercise, GSL recruited about 250 new employees who had to be aligned with its corporate culture. In 1997, GSL conducted a Total Quality Management (TQM) workshop for all its 5000 employees to help them connect to their job. 
Parivartan2 was launched in September 2000 in GSL to train new as well as existing employees on various aspects of the business and to motivate them. In 2001, new initiatives like Young Executive Board (YEB), Red and Blue Teams, Mentoring and Reverse Mentoring were introduced in the Godrej Group, (Godrej) to encourage the involvement of youth in strategic decision-making.  

Later, in September 2002, GIL introduced Spark, a training programme for managers to help them become effective coaches. Towards the end of 2002, E-gyan was introduced in GIL to increase the learning potential of employees.

In January 2003, a special HR programme on honing the interpersonal and negotiation skills of officer- level employees was launched in GIL. Further, in October 2003, an English language training programme was held for floor workers of Godrej and Boyce Manufacturing Company Ltd (GBML), so that they could follow all instructions issued in that language independently.
Here are some training programmes explained in detail:

Red & Blue Team

The Red and Blue teams are the brainchild of Prof. C. K. Prahalad, Harvey Fruehauf, Professor of business administration at the University of Michigan Business School, and an internationally reputed strategic management Guru. Each team is made up of 6-8 young leaders (typically with 2-8 years of experience), who plan strategy for their respective companies. The teams are given no mandates or guidelines and are thus free to pursue any direction. Each team works completely independent of each other, at the end of which they make their individual presentations to the top management. Thereafter, a plum team is formed - using the best ideas and strategic inputs from both teams and in turn implementing them. The Red and Blue teams give opportunities to the younger generation of leaders to contribute to the strategy of the businesses. 

 

Young Executive Board

The Young Executive Board (YEB) was formed to shadow the Group Management Committee (GMC) of Godrej Industries and Associate Companies. The 10 members of the board represent different companies and their functions and they are all under 35 years. Among other things, the YEB works on strategy for the group and gives advice to top management on specific topics of interest.

Continous Learning
Learning is a core value for the Godrej Group and underpins our achievement in quality, innovation and in the creation of a strong performance.
To strengthen their commitment to learning they have undertaken two major initiatives in the group. 

Their Corporate University, "GOLD" - the Godrej Organization for Learning and Development.
GOLD has been conceptualized to help employees acquire new skills as well as enhance existing skills and strengths. This skill development and enhancement will thus contribute significantly in improving the overall performance of their businesses and help them achieve their plans for profitable growth.
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Godrej Group invests heavily in training and executive development for their employees to upgrade their competencies at all stages in their career. This in turn enhances business performance and employee engagement.
They have well defined structural mechanisms for independent action, interaction and learning. They follow a blended learning approach to give access to quality learning inputs to employees through a combination of online learning on their learning portal and classroom learning using internal trainers, external training programmes, executive coaching and premium executive education modules. A detailed training calendar has been created to facilitate the learning initiative. 
· Appraising and Managing Performance:

Performance appraisal may be understood as the assessment of an individual’s performance in a systematic way, the performance being measured against such factors as job knowledge, quality and quantity of output, initiative leadership abilities, supervision, dependability, co-operation, judgment, versality, health, and the like. assessment should not be confined to past performance alone. Potentials of the employee for future performance must be assessed.
PERFORMANCE APPRAISAL AND JOB EVALUATION IN   GODREJ:
· Performance Appraisal: The employees’ work and performance is reviewed and evaluated after every project. They are judged on the parameters like – eagerness to take up the work, additional input/efforts put in, workmanship, working in a group, project accomplished, meeting the deadlines, improvement from the previous performance, etc.
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The performance appraisal is conducted by personal department and evaluated by the group leader and personal department together. The performance appraisal is unbiased. 

EVA: Godrej group is strongly focused on Economic Value Added (EVA) philosophy and they have introduced several programmes with the specific objective of maximizing EVA. This has improved capital efficiency and overall business performance. Following the concept of EVA encourages greater owner - like and entrepreneurial behaviour. Their Incentive plan is linked to changes in EVA as also the goal setting process. The EVA based performance linked variable remuneration system is designed to reward individual performance as also team performance.
PIP/ Rewards: The Performance Improvement Process (PIP) uses the Balanced Scorecard approach to reward people who set stretch goals and deliver exemplary performance. The Balanced Scorecard approach, developed by Robert Kaplan, is a unique way to drive business results. According to the approach, the performance of a business should not just capture the financial perspective like profits, revenue etc. but also look at the customer, business process and learning perspectives. The underlying emphasis of this approach is that the process of achieving the goal is as important as the goal itself and for any superlative performance, processes must be superlative too.
360 Degree Feedback: The 360-Degree Feedback process is used extensively to learn more about themselves and about all aspects of their performance based on the feedback received from their supervisor, peers; reportees and business associates. The purpose of this evaluation is to get an integrated view of the concerned employee's style of functioning and its impact on the performance of the people around him in the organization.
· Job Evaluation: Job evaluation is the process of analysing and assessing the various jobs systematically to ascertain their relative worth in an organization. Jobs are evaluated on the basis of their content and are placed in order of their importance. In this way, a job hierarchy is established in the organization, the purpose being fixation of satisfactory wage differentials among various jobs. It should be noted that in an evaluation programme, the jobs are ranked and not the job holders. Job holders are rated through performance appraisal.
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Job evaluation in Godrej is done by the Hay Method. The Hay Guide Chart and Profile Method of Job Evaluation is an analytical method .It is by far the most widely used proprietary job evaluation method and is used by a number of universities. 

Elements of the Hay Method 
The Hay approach to job evaluation is based on analysing and measuring the extent to which each job in an organisation requires the three elements of: 

􀂃 Know-How; 

􀂃 Problem Solving and; 

􀂃 Accountability. 

Additionally Physical and Environmental factors will have a significant impact for some roles. 

The elements involved in the Hay Methodology can be defined as follows: 

♦ KNOW-HOW is defined as the sum of every kind of knowledge, skill and experience to do a job. It consists of three specific elements: 

Depth and Breadth of Know-How 
This relates to the depth and breadth of knowledge and experience of practical procedures, specialised skills and techniques and professional disciplines, and covers the specialised knowledge required to do a given job. Such knowledge may be acquired either through formal education or through experience and exposure to practical issues, or a combination of these. 

Planning and Organising 
This looks at the requirement of jobs for planning and organising and relates to factors such as complexity, time span and scale. It can therefore relate to activities within an individual role and/or that required in managing a network of relationships, line management or advising others to achieve a given end. 

Communicating/Influencing 
The factor measures the requirement within jobs for working with, and through, others to achieve end results. As such it takes into account elements such as the requirement to exchange information, influence, persuade, negotiate, motivate and change behaviour. 
· Incentives and Benefits:
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INCENTIVES: Incentives are monetary benefits paid to workmen in recognisation of their outstanding performance. They are defined as variable rewards granted according to variations in the achievement of specific results. The international labour office refers to incentives as payment by results. But it is appropriate to call them incentives systems of payment emphasizing the point of motivation that is the imparting of incentives to workers for higher production and productivity.
INCENTIVES IN GODREJ:
1. Salary – They are given appropriate salaries and increments at a shift of a sub-level.

2. Housing – Each and every employee is given housing. Incase of a lower level employee, 2 families share a house. Also according to the posts, luxury of houses differs. 

3. Additional incentives- On meeting certain targets, one gets perks on achieving it. Cars are also given as perks on achieving a certain specified target. The management completely takes care of their emotional and monetary needs and at the same time they even give them a scope to grow, so its always challenge for them. 

4. Breakfast – It is provided to all employees. Here also quality and variety of breakfast differs. Reimbursements are also given to them in case they don’t take breakfast there. Reimbursements also vary level to level.

5. Lunch – Same applies for lunch also.

6. Tea, Coffee – Once in a day tea, coffee are given free.

7. Petrol, Oil – reimbursements are given for sales related jobs especially.

8. Leave travel allowance.

9. Mobile bills and one land line bill- paid by Godrej.

BENEFITS: Employee benefits and services include any benefits that the employee receives in addition to direct remuneration. Benefits and services however are indirect compensation because they are usually extended as a condition of employment and are not directly related to performance. Employee benefits and services are alternatively known as fringes, service programmes, employee benefits or hidden payroll.
BENEFITS IN GODREJ:
They offer a variety of important benefit programmes to protect the well-being of the employees and their eligible family members. The benefits plans are designed to keep employees — their most important asset — healthy and productive.

· Medical benefits

Employees receive comprehensive medical benefits both as medical cash advance and comprehensive hospitalization cover for self and eligible dependants.
· Retirement benefits
     Employees provide funds for their retirement years through contributions of 12 percent of their basic salary to the provident fund which is matched by the respective companies. Employees who work for a period of more than five years are eligible for gratuity payouts upon separation.
· Group Term Insurance
Eligible employees receive life insurance coverage to provide for their family's economic well - being at the time of their untimely natural or accidental death.

· Leave/Vacation
Employees receive 30 working days of paid leave per calendar year. In addition there are 10 days of casual and 10 days of sick leave to be availed in case of need. They also observe a certain number of paid public or festival holidays each year.

· Maternity Leave
In the case of pregnancy, each eligible female employee is entitled to a paid maternity leave of 12 weeks.

· Other Benefits
· Accommodation: The Group has residential complexes for employees in Vikhroli, Mumbai set in verdant greenery which is self content with consumer store, club house, gym, swimming pool and other recreation facilities.
· Pre-school/School: Employees can enroll their children in the well - acclaimed Udayachal Schools which are situated a short distance away.
· Food, Recreation & Wellness: Their head office at Vikhroli, Mumbai is equipped with a professionally managed canteen facility and a food joint to cater to the employees. And if a person is a fitness fanatic, then he/she might want to use the gym and recreation centre at the office complex at Vikhroli.
· Medical assistance: At the Head office there is a full fledged Health Centre equipped with a full time medical advisor for any medical advice and attention. The nearby multi - specialty Godrej Memorial Hospital also caters to various health needs of the employees and their families.
· Motivation and Empowerment: A basic principle is that the performance of an individual depends on his or her ability backed by motivation. Stated algebraically the principle is:



Performance = f(ability × motivation)
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MOTIVATION AND EMPOWERMENT IN GODREJ:
Ability refers to the skill and competence of the person to complete a given task. However, ability alone is not enough. The person’s desire to accomplish the task is also necessary. Organizations become successful when employee have abilities and desire to accomplish given tasks.

      When an employee is found lacking of productivity which he used to deliver or is expected out of him then the personal department of his plant enquires and helps him. If there is no such program available with them at that point of time; they are even sent to outside sources which can help them increase their productivity.
           At Godrej all supervisors have the autonomy to promptly recognize and motivate excellent work. They drive the authority to reward and recognize down the line so that every high performing Godrej employee, wherever they are, feels appreciated, rewarded and remains motivated.
        Right from the initial stages of their career, Employees have the unique advantage of working on challenging assignments. This leads to professional and personal growth. Rather than following a pre determined global framework or copying inappropriate global templates, here employees have the opportunity to create their own business plans, innovate and implement new ideas in fresher ways. 
        A structure of openness towards people and new ideas is folllowed here. Hence, employees can evolve faster, thrive better and succeed together. This sense of empowerment and responsibility leads to faster delivery and motivates people to do better.
· Safe and Healthy Environment: Thousand of people die everyday in factories due to accidents. Accidents are partial or total temporary or permanent. An accident-free plant can save on cost, increase productivity, discharge moral commitment towards workers and comply with legal provisions. The safety programme of typical organization comprises six steps​​- making strategic choice, development of a safety policy, organization for safety; analysis of the causes, extent and consequences of accidents implementation of the programme; and evaluation of the safety performance. Health is wealth for employees as well as for managers. Realizing these employers provide a large number of health services to their employees. Health production is a legal requirement too. Employee health has several dimensions: physical health, mental health, noise control, job stress, alcoholism, AIDS, drug abuse and violence at work place.   
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SAFE AND HEALTHY ENVIRONMENT OF GODREJ:   
     All of their businesses are committed to conduct their operations in a   manner that is protective of the environment as well as the health & safety of employees, customers and the community.
 To accomplish this commitment the Godrej Group:

· Creates and maintains safe and healthy working conditions in all establishments.

· Seeks to eliminate occupational injury and risks to employees and promote employee health and well – being.

· Continuously strives to protect the environment.

· Comply with the letter and the spirit of all relevant statutory regulations pertaining to environment, safety and health.

· Creates awareness on matters pertaining to health, safety & the environment among, employees, vendors, customers and the community in which they operate and seek their involvement in improving these.

· Conserves natural resources through pollution prevention, energy conservation, waste reduction, recovery / recycling of materials and developing eco - friendly waste disposal practices in their operations.

· Sets meaningful targets for improvement on health, safety & the environment and monitors the progress on these with the same seriousness as they devote to other business parameters.
Balancing Work and Life: Managing work and a personal life can be challenging for people at all stages of life. Their Work/Life balancing programmes and services provide eligible employees with resources that help their employees balance the responsibilities of life. They also promote an atmosphere of shared responsibility for balancing work and life concerns. They provide flexi - time working wherever operationally possible and a concierge's desk is operational at the head office premises for employees to use for their personal needs. The nearby company accommodations and the facility of availing company leased cars or taking the office buses at regular intervals too help reduce commuting stress.
· Seperations and Rightsizing: Seperation occurs when an employee leaves the organization. Whereas rightsizing means reducing the size of the workforce or increasing it to maintain the employee strength at the most desired level.
· Promotion: Promotion of an employee entirely depends on the amount of hardwork put in for completing a particular task given. An employee is also viewed from the amount of participation and eagerness taken in group projects and also the results achieved in allotted amount of time. More the employee involvement in taking up different tasks and learning new things, more are his chances of promotion. Promotion is given to an employee who has served in that department for at least 2 years. Internal promotion is the policy of Godrej. 
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                     The school runs basically for the children of the employees of the Godrej group of companies. Admissions soared so rapidly that newer and bigger accommodation was needed. The hall of the Pragati Kendra was their birthplace, but now they are housed in three magnificent buildings - The Udayachal Pre-primary, Primary and High Schools.
· Voluntary retirement: This is given at an age of 58 years. Godrej has never over staffed or given compulsory retirement to an employee.

         At very rare instances where an employee of Godrej is removed for        lack of productivity because management gives them a lot of opportunities   to prove their capabilities in other areas. 
· Trade Unions: Trade unions are voluntary organizations of workers or employers formed to promote and protect their interest through collective action.
TRADE UNIONS IN GODREJ:
1974 was the last year when labour union was in force. Since then, there was no labour union. The management and the employees reach a consensus by consulting each other. Godrej believes discussions result to a sound decision.
· Resolving Conflicts: Conflicts refers to any dispute between the employees and the employers, between employers and employers and between employees and employees. But in reality it is understood as the dispute between employees and employers.
RESOLVING CONFLICTS IN GODREJ:

Again here, since each plant is a separate profit making center, resolving of a conflict is also done by their group leader, who tries his first hand at solving the conflict. If even then it is not solved, then personal department is in action. Personal department takes the charge of it and resolves it.
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In each plant, they have their own personal department; who in turn have their own techniques of solving an issue.

Eg: In the plant of safes and securities, each employee throws a party for the other group members. In this way, any of the employees who have got a conflict; automatically gets resolved. In this way the conflict is solved mutually.

· Overtime and Outsourcing in Godrej:
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Overtime is not a system in Godrej. They are not given any additional benefits for overtime (i.e. after 5 p.m.). 
[image: image22.png]



        Outsourcing of employees is done on a regular basis in godrej. They are a part of temporary employees of the company.

· Polices for retaining employees in Godrej:
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Along with the flexibility with their jobs, it gives them an opportunity to take part in various activities arranged by the personal departments and team leader. They have various competitions like “Best employee of the year” and other internal competitions where employees of different plants compete with each other. Godrej organizes various competitions where the employees can refresh themselves, energize and also get a break through their daily routines. Such competitions are organized annually. 

Besides these also, various prizes and monetory prizes are given for good work from time to time. Godrej really values its employees.
· Exit Interviews in Godrej:
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Exit interviews are conducted when an employee is going to quit the job, when his resignation is accepted. He is asked to fill a questionnaire which is based on the facts and infrastructure of the organization. His views are taken in good spirit and his inputs are worked on. Exit interviews form an important part of feedback required for the development of the company.
QUESTIONNARIE:

· How is planning done?
· What is the expense for training?

· Is planning worth?

· How much labour is employed for planning?
· How is recruitment carried on?
· How is an employee selected?

· What induction programmes are held?
· How is an employee trained?
· How is performance appraisal done?

· What incentives and benefits are provided to the employees?
· How are the employees motivated?
· What is done for the safety of the employees?
· How is promotion done?
· What is done for resolving conflicts?
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