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ABSTRACT The main objective of the study is to analysis the gap between the employers’ perception and experience of gradu-
ates in pharmaceutical industry. The survey is based on sampling; sample size is being fixed in order to collect ac-

curate information within minimum time. Convenience sampling is being use to make the task easy.  The gap is being analyzed on the basis 
of different attributes such as basic skills, knowledge, workplace skill and accessing quality. Employers were accessed on the basis of same 
attributes. The sampling is used so that the employers of pharmaceutical industry in Vapi, Daman, and Dadra Nagar haveli, would response 
and give answer of the entire questions. 

Introduction
The main objective of the study is to analysis the gap between the 
employers’ perception and experience of graduates in pharmaceu-
tical industry. The survey is based on sampling; sample size is be-
ing fixed in order to collect accurate information within minimum 
time. Convenience sampling is being use to make the task easy.  
The gap is being analyzed on the basis of different attributes such 
as basic skills, knowledge, workplace skill and accessing qual-
ity. Employers were accessed on the basis of same attributes. The 
sampling is used so that the employers of pharmaceutical indus-
try in Vapi, Daman, and Dadra nagar haveli, would response and 
give answer of the entire questions. Data was analyzed and inter-
preted with the graphical tools, charts, percentage method and 
statistical tools such as Paired sample T test and percentile meth-
od using SPSS. After analyzing and interpretation of the data, it 
has being found that there is lots of gap between the employers’ 
perception and experience of graduates in pharmaceutical indus-
try. The gap was found on the basis of the different attributes such 
as basic skill, work place skill, knowledge and intellectual ability 
and accessing attributes.  Overall the maximum gap exists among 
the attributes such as culture, improvement among the gradu-
ates, practical ability, ability to understand the actual problem and 
solving the problem. So this concludes that students need a focus 
more on the practical intelligence in different situations. Also we 
can conclude that institutes and the colleges should focus more 
on the practical exposure for the students. Colleges should have 
different session for grooming the students to tackle the problem 
in the industry. 

REVIEW OF LITERATURE
Azami Zahrim(2008), discusses a comprehensive study of em-
ployers’ perception and expectation of Malaysian engineering 
graduates towards assessing measurable qualities. To have bet-
ter overview in this issue, a survey on the needs, perception and 
expectation of Malaysian industries towards graduate engineers 
is conducted.1 

Susima Weligamage and Sununta Siengthai(2003)2  con-
ducted with the objectives of identifying university graduates’ 
job expectations, factors affecting their job expectations and 
identifying employers’ needs from university graduates. The 
study attempts to find the nature of the gap between employers’ 
expectations of skills and job expectations of graduates from Sri 
Lankan universities to make recommendations for stakeholders 
of the problem. 

Vathsala Wickramasinghe and  Lasantha Perera,conducted study 
is to explore employability skills that employers, university lec-
turers and graduates value to bring to the workplace, when 
graduates are applying for entry-level graduate jobs in the field 
of computer science in Sri Lanka.3

Rahamah Ismail, Ishak yussof and lai wei sieng4 conducted 
study is to get the perception of employers’ in services sector on 
graduates performance. Services sector is selected since, it has 
become the main sector in the country. A total of 749 employ-
ers’ in the services sector in Lembah Klang involved in this re-
search. The questionnaires were distributed to employers’ and 
human resource managers and head of other departments in 
the organization in 2009 and 2010. The difference in mean score 
obtained by graduates from the University Kebangsaan Malaysia 
(UKM), graduates from other local institute of higher education 
and graduates from overseas were compared and tested. In gen-
eral, the results show that respondents give moderate scores to 
all of the graduates. This shows that the graduates performances 
are good and satisfying but not the best. In addition, some weak-
nesses among graduates from UKM and other local and overseas 
institute of higher education have been recognized from the re-
sults of comparing the mean scores. The implication from this 
finding is that institutes of higher education still need to work 
hard to improve the ability and employability of their graduates 
in the job market where quality is more needed than quantity.

RESEARCH DESIGN
The study aimed to know the opinion of the Top Management, 
HR Managers and HR Executives of the pharmaceutical compa-
nies located in Asia`s largest industrial Area GIDC Vapi, Daman 
and Dadra Nagar Haveli. Hence, the research design of the study 
is descriptive in nature. The researcher focused on a comprehen-
sive set of workplace attributes that influence Pharma graduates 
willingness and desire to achieve at work. The researcher iden-
tified these skills, knowledge and understanding to ensure that 
the questionnaire covered the broadest spectrum of tangible 
and intangible aspects of the work environment. As a result, the 
questionnaire included items about the full range of the level of 
gap exists between the employers’ perception and real experi-
ence with the (A) Basic Skill and Understanding (B) Knowledge 
and Intellectual Ability and (C) Workplace skills and applied 
knowledge. The study was conducted in Asia`s largest Industrial 
area GIDC Vapi and UT of Dadra Nagar and Haveli confined to 
individual managers of the pharmaceuticals companies only.

SAMPLING
The respondents were selected from entire industrial area of 
GIDC Vapi and UT of Daman and Dadra Nagar Haveli (the uni-
verse) who was in the manufacturing of various Pharma prod-
ucts. The selected sample is comprised of different areas of the 
universe. Important among them were Sarigam, Vapi, and Atul, 
Daman, Dadra Nagar Haveli. The selection of respondents was 
based on convenient sampling. Proper care had been taken so 
that the selected sample come from the different geographical 
area of the universe and hence represent the main activities car-
ried out by them in the universe. 
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OBJECTIVES
•	 To identify the GAP between the employers’ perception and 

real experience with reference to Basic Skill and Under-
standing of the Pharma graduates

•	 To find out the GAP between the employers’ perception and 
real experience with reference to Knowledge and Intellectual 
Ability of the Pharma graduates

•	 To know the GAP between the employers’ perception and 
real experience with reference to Workplace skills and ap-
plied knowledge

HYPOTHESIS
The following hypothesis were formulated for the purpose of the 
study

H0a :There is no significant difference between perception of the 
employers and   real experience with reference to the basic skill 
and understanding 

H1a : There is significant difference between perception of the 
employers and real experience with reference to the basic skill 
and understanding 

H0b: There is no significant difference between perception lev-
el of the employers and real experience with reference to the 
knowledge and intellectual ability

H1b : There is significant difference between perception level of 
the employers and real experience with reference to the knowl-
edge and intellectual ability

H0c: There is no significant difference between perception level 
of the employers and real experience with reference to work-
place skills and applied knowledge

H1c : There is significant difference between perception level of 
the employers and real experience with reference to workplace 
skills and applied knowledge

SOURCES OF DATA COLLECTION
The primary data had been collected from the respondents 
through structured questionnaire and wherever it is appropriate 
personal interview was conducted. The secondary data for the 
present study had been gathered from various journals, research 
papers, newsletters, books and HR websites.

TOOLS OF DATA ANALYSIS
The paired sample T Test and Percentile had been used on the 
collected data and analysis of the same had been done through 
SPSS Software to draw meaningful conclusions. After completing 
the field work the collected information was edited and tabulat-
ed. The conclusions were drawn on the basis of data collected, 
collated and summarized. The interpretation is based on those 
findings from the analysis and informal talks with Top manage-
ment, HR Managers and Executives.

SIGNIFICANCE OF THE STUDY
The study results will be of a great help to the HR Managers 
and employees of the segments and various organizations in 
the Pharma segment. It will also be useful to the industry as-
sociations located in the respective region and the placement 
consultants. It will also be useful to the HR Practitioner and stu-
dents of Pharma Branch.

FURTHER RESEARCH AVENUES
The Pharma industry has to compete now more keenly with 
other industry whose reliance on the talented employee. This is 
the challenge before the segments where efficiency, merit and 
performance would count for their organizational excellence. 

Secondly, the vast majority of HR professionals believe that HR 
serves as a partner and has partial or shared responsibility in 
managing change and cultural transformation in organizations. 
Thirdly, managing talent and improving leadership development 
are the most critical HR challenges facing organizations today 
and projected for the future. 

From the above discussion, it can be concluded that there is a 
huge scope for the research work in the various areas of talent 
management in the Pharma Industry

DATA ANALYSIS 
DATA ANALYSIS AND INTERPRETATION
Data collected through the questionnaire was analyzed with the 
help of SPSS and the results were as follows:

In this study, the gap analysis of all the companies in Vapi, Da-
man and Dadra nagar haveli toward graduate work force is also 
discussed. The measure of the degree of deficiency in achieve-
ment for each attribute is defined as the average difference be-
tween the perception and experience for all respondent  i.e.

Mean Gap = 

A higher mean gap value depicts a bigger discrepancy between 
what is expected of the work force and their performance as per-
ceived by employers. The attributes which show worst score is 
highest mean gap and the best score is the lowest mean gap. 

Table No: 1 Distribution of Sample Respondents According 
to Designation

Designation

Frequency Percent Valid 
Percent

Cumulative 
Percent

Valid Managing 
Director 11 7.3 7.3 7.3

HR Manager 78 52.0 52.0 59.3

HR Executives 61 40.7 40.7 100.0

Total 150 100.0 100.0

Figure No:1 Distribution of Sample Respondents According 
to Designation

INTERPRETATION: 
Table 1 and figure 1 shows the numbers of General Manager, HR 
manager and HR executive within the pharmaceutical companies 
in Vapi, Daman and Dadra nagar haveli. Data collection was car-
ried out through face to face interviews using a set of question-
naires. As to ensure that the data collected is accurate as possible, 
the interviews were conducted with General Manager, HR man-
ager and HR executive of higher rank within the company hier-
archies. 
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A) BASIC SKILLS AND UNDERSTANDING
Table No: 4 Statistical Significance of Mean Gap between Employers Perception and Real Experien on Basic Skills and Under-
standing of the Pharma Graduates

Paired Samples Test

Paired Differences

t df Sig. 
(2-tailed)Mean Std. 

Deviation
Std. Error 
Mean

95% Confidence 
Interval of the 
Difference

Lower Upper

Pair 1 prior exposure to the work environment - prior 
exposure to the work environment 2.233 .993 .081 2.073 2.393 27.554 149 .000

Pair 2 knowing the organization - knowing the 
organization 1.913 1.049 .086 1.744 2.083 22.345 149 .000

Pair 3 ability to find and access information - ability to 
find and access information 1.920 1.027 .084 1.754 2.086 22.905 149 .000

Pair 4 ability to use new information - ability to use new 
information 2.700 1.079 .088 2.526 2.874 30.645 149 .000

Pair 5 ability to handle large amount of information - 
ability to handle large amount of information 1.873 .869 .071 1.733 2.014 26.394 149 .000

Pair 6 proficiency in English - proficiency in English .233 1.512 .123 -.011 .477 1.889 149 .061

Pair 7 oral presentation skill - oral presentation skill .480 1.208 .099 .285 .675 4.866 149 .000

Pair 8 written communication skill - written 
communication skill 2.653 1.087 .089 2.478 2.829 29.902 149 .000

Pair 9 numeracy or quantitative literacy - numeracy or 
quantitative literacy .347 .567 .046 .255 .438 7.483 149 .000

Pair 10 computer literacy - computer literacy .167 .391 .032 .104 .230 5.214 149 .000

Pair 11 technical ability - technical ability 3.107 .963 .079 2.951 3.262 39.494 149 .000

Pair 12 ability to use information technology - ability to use 
information technology 2.800 1.087 .089 2.625 2.975 31.553 149 .000

The above table (Table-2) shows that the sig. (2-tailed) value at 
95% level of significance is 0.000 which is less than .05, so the 
null hypothesis is rejected i.e. there is significant difference be-
tween the level of Employers perception and level of real expe-
rience. From the above table it is being indicated that the sig. 
(2-tailed) value at 95% level of significance is 0.61 for Proficiency 
in English, which is less than .05, so the null hypothesis is for 

Proficiency in English is accepted i.e. there is no significant dif-
ference between the level of Employers perception and level of 
real experience.

Thus, we can conclude that there exist gap between the experi-
ence and perception level of employers with respect of basic 
knowledge and understanding except one attribute i.e Proficien-
cy in English. 

B) KNOWLEDGE AND INTELLECTUAL ABILITY
Table No: 7 Statistical Significance of Mean Gap between Employers Perception and Real Experience on Knowledge and Intel-
lectual Ability of the Pharma Graduates

Paired Samples Test

Paired Differences

Mean Std. 
Deviation

Std.  
Error 
Mean

95% Confidence 
Interval of the 
Difference t df Sig. 

(2-tailed)
Lower Upper

Pair 1
General knowledge about local and global 
affairs - General knowledge about local and 
global affairs

2.76000 1.03418 .08444 2.59314 2.92686 32.686 149 .000

Pair 2 subject or discipline knowledge - subject or 
discipline knowledge 1.70667 .90892 .07421 1.56002 1.85331 22.997 149 .000

Pair 3
understanding of core principal and 
processes - understanding of core principal 
and processes

1.93333 1.05338 .08601 1.76338 2.10329 22.478 149 .000

Pair 4 enquiry and research skills - enquiry and 
research skills 2.92000 1.03962 .08488 2.75227 3.08773 34.400 149 .000

Pair 5
interest in ideas and desire to continue 
learning - interest in ideas and desire to 
continue learning

1.71333 1.09506 .08941 1.53666 1.89001 19.162 149 .000
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Pair 6 intellectual flexibility and adaptability - 
intellectual flexibility and adaptability 2.96000 .81000 .06614 2.82931 3.09069 44.756 149 .000

Pair 7
understanding of economic and business 
realities - understanding of economic and 
business realities

2.04667 .75384 .06155 1.92504 2.16829 33.252 149 .000

Pair 8 ability to summarize key issues - ability to 
summarize key issues 2.82667 .91773 .07493 2.67860 2.97473 37.723 149 .000

Pair 9
ability to relate a specific issue to the 
broader whole - ability to relate a specific 
issue to the broader whole

1.60667 1.11064 .09068 1.42748 1.78586 17.717 149 .000

Pair 10 critical and analytical ability - critical and 
analytical ability 2.73333 .96702 .07896 2.57731 2.88935 34.618 149 .000

Pair 11
ability to formulate and check hypotheses 
and assumptions - ability to formulate and 
check hypotheses and assumptions

2.69333 .96896 .07912 2.53700 2.84967 34.043 149 .000

Pair 12
ability to follow and construct logical 
argument - ability to follow and construct 
logical argument

2.64667 .96333 .07866 2.49124 2.80209 33.649 149 .000

Pair 13 rapid conceptualization of issues - rapid 
conceptualization of issues 2.23200 1.19229 .10664 2.02093 2.44307 20.930 124 .000

The above table (Table-4) shows that the sig. (2-tailed) value at 
95% level of significance is 0.000 which is less than .05, so the 
null hypothesis is rejected i.e. there is significant difference be-
tween the level of Employers perception and level of real experi-
ence. 

Thus, we can conclude that there exist gap between the experi-
ence and perception level of employers with respect to Knowl-
edge and Intellectual Ability

C) WORK PLACE SKILLS AND APPLIED KNOWLEDGE
Table No: 10 Statistical Significance of Mean Gap between Employers Perception and Real Experience on Work place skill and 
applied knowledge of the Pharma Graduates.

Paired Samples Test

Paired Differences t df Sig.
(2-tailed)

Mean Std. 
Deviation

Std. 
Error 
Mean

95% Confidence 
Interval of the 
Difference

Lower Upper

Pair 
1

ability to apply knowledge to new situations - abil-
ity to apply knowledge to new situations

1.393 1.679 .137 1.123 1.664

Pair 
2

ability to recognize a problem situation - ability to 
recognize a problem situation

1.767 1.266 .103 1.562 1.971 17.090 149 .000

Pair 
3

ability to choose appropriate information to 
address problem - ability to choose appropriate 
information to address problem

1.760 1.335 .109 1.545 1.975 16.152 149 .000

Pair 
4

an appropriate approach to problem solving - an 
appropriate approach to problem solving

1.887 1.436 .117 1.655 2.118 16.096 149 .000

Pair 
5

ability to plan and execute task independently - 
ability to plan and execute task independently

1.713 1.358 .111 1.494 1.932 15.455 149 .000

Pair 
6

ability to relate specific issue to wider organiza-
tional context - ability to relate specific issue to 
wider organizational context

1.880 1.414 .115 1.652 2.108 16.286 149 .000

Pair 
7

ability to monitor and evaluate own work-related 
action - ability to monitor and evaluate own work-
related action

1.907 1.239 .101 1.707 2.107 18.849 149 .000

Pair 
8

ability to devise ways to improve on own actions - 
ability to devise ways to improve on own actions

2.000 1.400 .114 1.774 2.226 17.498 149 .000

Pair 
9

ability to deal with different cultural practices - 
ability to deal with different cultural practices

1.993 1.435 .117 1.762 2.225 17.008 149 .000

Pair 
10

understanding of changing workplace practices - 
understanding of changing workplace practices

-.793 1.623 .133 -1.055 -.531 -5.986 149 .000
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The above table (Table-6) shows that the sig. (2-tailed) value at 
95% level of significance is 0.000 which is less than .05, so the null 
hypothesis is rejected i.e. there is significant difference between 
the level of Employers perception and level of real experience. 

Thus, we can conclude that there exist gap between the experi-
ence and perception level of employers with respect of work-
place skills and applied knowledge.

FINDINGS
From the interpretation, It is being observed that worst score 
(highest mean gap) among basic skills and understanding is 
technical ability. This indicates that the employers are not satis

fied with the performance of graduates in context with techni-
cal abilities. Technical abilities are believed to be the essence of 
effective graduates. There exist gap between the experience and 
perception level of employers with respect of basic knowledge 
and understanding 

It is being observed that Employers Perception and Real Expe-
rience on Knowledge and Intellectual Ability mean experience 
scores are less than the perception scores which indicate a gap 
exist. It is being observed that worst score (highest mean gap) 
among Knowledge and intellectual ability is Intellectual flexibili-
ty and adaptability and enquiry and research skill. This indicates 
that the employers are not satisfied with the performance of 
graduates in context with Intellectual flexibility and adaptability. 

The above table (Table-6) shows that the sig. (2-tailed) value at 
95% level of significance is 0.000 which is less than .05, so the null 
hypothesis is rejected i.e. there is significant difference between 
the level of Employers perception and level of real experience. 

Thus, we can conclude that there exist gap between the experi-
ence and perception level of employers with respect of work-
place skills and applied knowledge.

FINDINGS
•	 From the interpretation, It is being observed that worst 

score (highest mean gap) among basic skills and under-
standing is technical ability. This indicates that the employ-
ers are not satisfied with the performance of graduates in 
context with technical abilities. Technical abilities are be-
lieved to be the essence of effective graduates. There exist 
gap between the experience and perception level of employ-
ers with respect of basic knowledge and understanding

•	 It is being observed that Employers Perception and Real 
Experience on Knowledge and Intellectual Ability mean ex-
perience scores are less than the perception scores which 
indicate a gap exist. It is being observed that worst score 
(highest mean gap) among Knowledge and intellectual abil-

ity is Intellectual flexibility and adaptability and enquiry and 
research skill. This indicates that the employers are not sat-
isfied with the performance of graduates in context with In-
tellectual flexibility and adaptability. 

•	 The study showed that in respect of among ten items in 
the  of Employers Perception and Real Experience on Work-
place skills and applied experience scores are less than 
the perception scores which indicate a gap exist.  It is be-
ing observed that worst score (highest mean gap) among 
“Work place skills and knowledge” is ability to devise ways 
to improve on own actions and ability to deal with different 
cultural practices. This indicates that the employers are not 
satisfied with the performance of graduates in context with 
improvement and cultural aspects.

CONCLUSIONS AND SUGGESTIONS
•	 In overall, this study discussed the discrepancy between 

what is expected of the workforce and their performance 
as perceived by the employers on the basis of the 4 main at-
tributes which has being further divided in many sub attrib-
utes. 150 personnel were accessed from the pharmaceutical 
industry within Vapi, Daman and Dadra nagra haveli. 

•	 From the study conducted, it has being observed that tech-
nical ability, intellectual flexibility, research skill and dif-
ferent culture practices had the worst score (highest mean 
gap). The views of employers on graduates’ ability clearly im-
ply that it is important for graduates programs to improve 
in all area, particularly in several areas of work place and 
practical ability. There is also an agreement among all the 
General manager, HR manager and HR executive that local 
institution and the higher studies college graduates lack in 
the practical implication abilities and problem solving. In 
preparing the students for his/her professional career, more 
emphasis should be given to the industry and institute tie-
ups so that the graduates should get the practical exposure 
from the real situation of the industry. Linkages between 
the industry experts and the college/institution may help 
the students to understand the requirement of the industry. 
Linkages will also help the faculties and the colleges/institu-
tion to decide upon that on which topic they should focus 
more while grooming the graduates.  

•	 Institutions/Colleges should organize the industrial visits on 
frequent basis to make the students understand the theory 
implication at the practical workplace. 

•	 From this study, even the student can get an idea that what 
the industry need from the graduates after the recruitment. 
So the graduates can prepare themselves according to the 
requirement of employers. From this study, even the indus-
try expert can know about the quality level of the graduates 
in different situation. The experts can also revise the pa-
rameters of accessing the graduates, so that minimum gap 
would exist between the perception and the real experience 
of graduates. 
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