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 (
Foreword
)
	
This Research study has been undertaken by IIPA to study the rate, pattern and reasons of attrition and suicide among personnel of Central Armed Police Forces. The purpose of the study was also to study all the factors which cause stress among the force personnel and are responsible for their attrition and suicide. The alarming rate of attrition not only causes loss of experienced CAPF personnel whose services are critical to our national security, but can also have a demoralizing effect on the existing force personnel as well. The number of suicide cases in the paramilitary forces is shockingly increasing. Inability of any person having weak mental built to withstand personal or professional stress could lead to  suicide. If these stress factors are not taken into account, this would cause underperformance by the force personnel deployed in the sensitive / border areas and may pose threat to safety and security of the nation.

IIPA as an organisation aims at building capacity of officers for Good Governance. Inspired by the vision and built on a strong foundation of ethical values, IIPA functions in training, research, consultancy and information dissemination domains, for the government ministries, departments and other organizations. With the help of this Research Study, IIPA suggests corrective measures for reducing attrition and suicide among personnel of Central Armed Police Forces. 

The Research Study has proposed recommendations in four broad areas. I hope that this report would provide solutions to MHA and CAPFs in the form of new initiatives, interventions and strategies to curb attrition and suicide. The need of the hour is to strengthen the current mechanism for welfare of force personnel. I compliment Dr. Neetu Jain, Associate Professor for undertaking the study and documenting the report for wider circulation.
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Director General, IIPA
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Executive Summary
)

Bureau of Police Research and Development entrusted the research study titled  “Comparative Analysis of Attrition and Suicide Cases in CAPFs and Corrective Measures” to Indian Institute of Public Administration, Delhi. The objectives of the study, as mandated are as below:
i. To empirically study the rate of suicide and attrition among the personnel in the various CAPFs in the last five years.
ii. To study the reasons and patterns of suicide and attrition among the personnel in the various CAPFs in the last five years. 
iii. To review the institutional culture and welfare measures, interactional opportunities, provisions in CAPFs and assess linkages, if any, between them and the rates of attrition and suicide.
iv. To prepare, at least, two case studies of suicide cases from each of the CAPFs for deeper understanding of the reasons for suicide.
v. To study the rate and reasons of attrition, individual/staff who have left the CAPFs are to be interviewed.
vi. To study the best practice followed internationally with regard to profiling of mental health of employees in Police and other paramilitary organization and understand the scope and desirability of their implementation in the Indian context.
vii. To provide policy recommendations and actionable suggestions for corrective measures to decrease the rates of suicide and attrition in CAPFs.

Duration of Study: August 23, 2020 to October 7, 2021
For this study, mixed methodology was used. The study was both qualitative and quantitative in nature. To gather the information, a set of data collection techniques were used suitably, namely questionnaire, interview, observation, and one to one in-depth interaction. For secondary source of data collection, desk review of relevant studies, documents, reports and other printed / published documents of the CAPFs was carried out. Primary data collection through Focus Group Discussion, evidence based observation and in-depth interviews helped in strengthening qualitative aspects of the data. After conducting the pilot study, questionnaire was administered to personnel of CAPFs and data was collected with an objective to review the major stressors faced by the personnel which drive them to leave the Force or in extreme cases commit suicide. The Universe of study included the six CAPFs; CRPF, BSF, CISF, SSB, ITBP and NSG. Purposive sampling was used for this study.  The total number of Force Personnel that were considered for the study were 1000 which were further bifurcated in 400 working personnel and 600 left personnel. Chronbach alpha and mean values were determined using SPSS. Two cases of suicide were also studied from each force.  

Summary of Findings 
Based over the understanding and insight, which the study team got after interaction with more than 1000 CAPF personnel of different ranks, right from a constable up to many DIGs & ADG level officers, below mentioned points are highlighted. There are several reasons as to why personnel consider the option of moving out of their CAPF. Some of the main factors of high attrition and suicide among Force personnel are as follows:

High level of stress of personnel 	
Stress is a complex problem, which develops over a period of time and cannot be solved in a short period. Chronic stress is strongly linked with poor health, cardiovascular diseases and poor job satisfaction. Personnel have to work under stressful conditions which persist for a longer period of time. It was found that Force personnel are suffering from high stress across all the ranks. Findings can be divided into five major categories which are given below:

i. Job and Service conditions related Issues 
· Issue of 3 ‘Ps’ i.e. Promotion, Posting and Pension
· Leave related Issues
· Overburden of work resulting in less rest and sleep deprivation 
· Lack of Growth opportunities 
	

ii. Family and Social aspects related Issues
· Separation from family leading to marital discord
· Nuclear family
· Land related legal issues
· Other issues related to family & social life
iii. Leadership related Issues
· Behavior and Language of Seniors 
· Improper Communication 
· No recognition from seniors 
· Discrimination by Seniors 
· Not heard/empowered  by seniors 
iv. Welfare related Issues
· Absence of proper welfare measures 
· Unavailability of proper medical facilities 
· Lack of legal support and help  from civil authorities
· Ineffective grievance  redressal  mechanism 
v. General Issues
· Non- Parity of payrolls 
· Less operational strength 
· Poor infrastructure and lack of basic amenities
· Gap between expectation and reality 
 
Conclusion 
Growing rate of attrition and suicides among CAPFs is alarming and a major cause of concern today. Our real heroes make supreme sacrifice of their lives to protect our motherland. Country reposes faith in CAPFs as they won this trust through their selfless duty, devotion to work and sacrifices. This is the reason as to why Government is committed to improve the working conditions and quality of life of Jawans of the Central Armed Police forces (CAPFs), yet more needs to be done.
Despite the significant progress made in recent years towards understanding the risk factors for suicidal behavior and conceptualizing how they may work together to produce these outcomes, it can be stated that suicide is notoriously difficult to detect, predict, and prevent due to a multitude of factors. These factors are associated stigma and motivation to conceal suicidal thoughts or behaviors among those who have them. The interaction of multiple risk factors create a cumulative effect in increasing the risk for suicidal ideation. However, there is a dire need for the development of policies aimed at preventing suicide; and treating GOs and NGOs at risk for suicidal ideation. More efforts should be made to mitigate the circumstances that compel an individual to take this tragic step.

Recommendations and Way Forward
In different forces, so far the efforts for Stress Management have often been ad hoc, sporadic and generally not carried to their logical conclusions. Hence, there is a need to acknowledge the problem and getting out of denial mode. This often ignored aspect needs to be handled properly. For this purpose a clear, consistent and long-term strategy needs to be formulated to counter the menace of stress. CAPFs need to take several corrective actions in order to ensure that their personnel stay with the Force and thereby, it would result into low attrition. Government has to take some measures to reduce the work stress and curb suicides.  Key recommendations are broadly divided into four categories which are given below:

i. Initiatives for ensuring mental well being
· Establishing a ‘Employee Wellness Cell’’ i.e ‘Sarthak’
· Regular mental health assessment 
· Psychological Assessment at the time of recruitment
· Promoting awareness of mental wellbeing

ii. Strengthening Job, Service conditions and welfare related Initiatives
· Capacity Building programmes and Workshops 
· Provide Promotional Avenues by Crafting new designation or Switch to the old system
· Leave Management System
· Enhance Manpower Strength/ Operational Strength
· Allowing Families to Stay at or Near the Posts
· Improve the welfare measures
· Realistic Job Preview
· Institutionalizing Liaison with Civil Authorities

iii. Communication, Advocacy and Outreach (CAO) related Initiatives
· Regular surveys to assess the issues / engagement level / enthusiasm level of the personnel 
· Initiating a systematic & Institutional Feedback System
· Better communication of New Pension Scheme
· Conducting more online grievance redressal sessions
· Organising Annual family days
· Sharing of best Practices and knowledge sharing among Forces
· Documentaries on the living conditions of CAPFs Jawans

iv. Interactional opportunities related Initiatives
· Strengthening the Buddy System
· Improving Behavior and Communication by Top leaders
· Introducing the concept of Choupals in Forces
· Mentorship scheme

Finally the study team recommends that there is a need to develop ‘CONDUCIVE ‘culture in the Forces in order to curb the alarming rate of attrition and suicide. This proposed ‘CONDUCIVE’ model would incorporate a number of activities. This Conducive culture needs to focus on Credibility of Seniors, Opportunities for growth and development, Nurturing Pride, Degree of Empowerment, Understanding personnel issues, Camaraderie, Innovative HR policies and practices, Vivacious work environment and Employer branding. This CONDUCIVE culture will lead to engagement of personnel which will make CAPFs a great place to work for.
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 (
1.0 
Introduction
)

 (
1.1
 Overview
 
)


‘Any country  without her Soldiers would be like God without His angels.’
India has a huge population of educated unemployed youth. The huge number of applications received for limited number of posts for employment in Government departments serves as a reality check of the issue. The same is also evident from the uncontrollable crowd gathering for recruitment rallies of Forces. Especially, in open recruitment rallies, the events unfold to such an extent, that local police is required to be requisitioned for crowd control and maintenance of public order. There has been instances reported, when in open recruitment rallies, the “eager, energetic and enthusiastic” young men have gate crashed trying to be at the no.1 in the line to join the Forces. Headlines both in electronic as well as print media, highlights the incidents of use of force by the police, up to the extent of lathi charge against  such candidates is not an uncommon feature, in India. 

Finally, after a grueling procedure comprising of several stages, over a period of number of days, the most “eager, energetic and  enthusiastic” young men, adjudged “The Best” on all the parameters, like physical measurement, physical endurance, educational qualification, intelligentia and medical fitness are recommended for enrolment as Constables. The stages in recruitment procedure are almost the same for all categories, irrespective of whether a person is being enrolled/ appointed as Constable, Sub Inspector (Direct Entry) or Assistant Commandant (Direct Entry). The recruitment process for the post of Sub Inspector (Direct Entry) and Assistant Commandant (Direct Entry) are, however, being undertaken by the highly specialised professional agencies like Staff Selection Commission and Union Public Service Commission respectively. The best of the lot, having mettle and qualifying in all the requisite parameters are selected to be a part of Central Armed Police Forces. 
After going through such a grueling selection procedure, the best of the lot selected for each rank are put through rigorous training schedule of appropriate duration, at respective Training Centres, to shape the raw civilian into a trained soldier, who is professionally sound and battle worthy. A trained soldier is capable of facing all the challenges of life and being tough in due discharge of duties, while on an operational front braving extreme climatic conditions and loneliness at many a times, as an integral member of the Force.

The Exodus
It is seen that a person gatecrashes and sometimes braves even the lathicharge by Police, just to be a part of an elite Central Armed Police Force. But there is a flip side to this phenomenon. After training, when they operate on the fore front, many of them slowly and gradually start losing the pride in their job and charm of the uniform. Their motivation declines to such an extent that immediately after completing the mandatory service when a person becomes eligible for pensionary benefits, the same person who was eager to join the Force, puts up his papers for permanent relief from the Force.  It is a big loss to the Force, when highly experienced and trained Human Resource, who are the most valuable and treasured asset quit after completion of mandatory service. 

The void created on the front of experience and maturity, by the sudden outflow of experienced lot, can be filled up / compensated, only after years. In a way, this drastically reduces the overall average maturity value of a sub unit and a unit in particular and that of the Force as a whole in general.  

 At the operational level, where, split second decisions concerning one’s life and death situations are required to be taken at the spur of the moment, there is no substitute for field and service experience. As only experience begets experience and there is no substitute or short cut to experience. A considerable dip in the overall experience level of a subunit is bound to have a telling effect on the operational efficiency of the subunit. Thus, this will have a spiraling effect on the overall operational/ functional efficiency of the unit and Force as a whole.


 (
1.2 Objectives of the Study
)


   The objectives of the study are as following:
i. To empirically study the rate of suicide and attrition among the personnel in the various CAPFs in the last five years.
ii. To study the reasons and patterns of suicide and attrition among the personnel in the various CAPFs in the last five years. 
iii. To review the institutional culture and welfare measures, interactional opportunities, provisions in CAPFs and assess linkages, if any, between them and the rates of attrition and suicide.
iv. To prepare, at least, two case studies of suicide cases from each of the CAPFs for deeper understanding of the reasons for suicide.
v. To study the rate and reasons of attrition, individual/staff who have left the CAPFs are to be interviewed.
vi. To study the best practice followed internationally with regard to profiling of mental health of employees in Police and other paramilitary organization and understand the scope and desirability of their implementation in the Indian context.
vii. To provide policy recommendations and actionable suggestions for corrective measures to decrease the rates of suicide and attrition in CAPFs.

  Duration of the Study: August 23, 2020 to October 7, 2021

 (
1.3 Facts about Suicides
 
)


Suicide and attempted suicide are major public health challenges. The World Health Organization (WHO) has estimated that approximately one million people commit suicide every year. This represents one death every forty seconds, almost 3,000 deaths every day, and one suicide attempt every three seconds. The majority of suicides (85%) in the world occur in low and middle-income countries. In many countries, suicide is one of the top three causes of death among adolescents and young adults between the age of 15 and 24 years, and one of the top ten causes of death overall. Worldwide, suicide rates have increased by 60% over the last half century. 
Non-fatal suicide attempts occur mostly in young persons and are up to 10-40 times more frequent than suicides. Persons with a history of previous suicide attempt are at a high risk of dying by suicide with up to 2% dying within one year and up to 7% within 10 years. For every suicide that occurs, there are 10 to 20 or more suicide attempts. More people die from suicide than from armed conflict and, in many places, from traffic accidents. It is estimated that half a million suicides occur every year and at least 5 million attempt suicide each year in India. 
The Suicide-Prevention Multisite Intervention Study on Suicidal behaviors (SUPRE-MISS), launched by the World Health Organization (WHO) in 2000, aimed at increasing the knowledge about suicidal behaviors and the effectiveness of brief interventions for suicide attempters in culturally diverse places around the world[footnoteRef:1].  [1:  Indian Journal of Psychiatry] 


Mental and behavioral disorders are estimated to account for 12% of the global burden of disease, yet the mental health budgets of the majority of countries constitute less than 1% of their total health expenditure. The relationship between disease burden and disease spending is clearly disproportionate. More than 40% of countries have no mental health policy and over 30% have no mental health programme. Over 90% of countries have no mental health policy that includes children and adolescents. Moreover, health plans frequently do not cover mental and behavioural disorders at the same level as other illnesses, creating significant economic difficulties for patients and their families. And so the suffering continues, and the difficulties grow[footnoteRef:2]. [2:  WHO Reports] 


For both scientific and clinical purposes, it is important to distinguish between suicide ideation (i.e., serious thoughts about killing oneself), suicide plans (i.e., formulation of an actual plot to kill oneself), suicide attempts (i.e., performance of self-injurious behavior with some intent to die), and suicide death. These distinctions are important because these outcomes have different base rates, courses, and correlates[footnoteRef:3].  [3:  Moscicki, 1999; Nock, Borges, Bromet, Cha, et al., 2008)] 

It is also important to distinguish between self-injury with intent to die (suicidal self-injury) and self-injury with no intent to die[footnoteRef:4]. Non-suicidal self-injury (NSSI) is performed most often as a way of decreasing distressing emotions[footnoteRef:5]; however, it sometimes serves as a suicide gesture, in which a person leads others to believe that he has just made a suicide attempt in order to communicate that he is in distress[footnoteRef:6] or to influence the behavior of others in some way.[footnoteRef:7]     [4:  non-suicidal self-injury; for more information see Nock, 2009a.]  [5:  Nock, 2009b]  [6:  Nock, 2008; Nock & Kessler, 2006; Tucker & Gorman, 1967]  [7:  Suicide Among Soldiers: A Review of Psychosocial Risk and Protective Factors: Matthew K. Nock, Charlene A. Deming, Carol S. Fullerton, Stephen E. Gilman, Matthew Goldenberg, Ronald C. Kessler, James E. McCarroll, Katie A. McLaughlin, Christopher Peterson, Michael Schoenbaum, Barbara Stanley & Robert J. Ursano] 


 (
1.3.1 Suicides in CAPFs
)	


Our real heroes in Uniform make supreme sacrifices for our nation. But these brave hearts have been increasingly reversing rifles at themselves. The number of suicide cases in the paramilitary forces is shockingly increasing. The entire load of responsibility for ensuring effective ‘internal security’ system is shifted to uniformed services personnel of local police and the paramilitary forces like Border Security Force (BSF), Central Reserve Police Force (CRPF), and Central Industrial Security Force (CISF).

The reasons for suicide stated by Union home ministry is occupational hazards such as long and continuous tenures of deployment, struggle with family issues, domestic problems and marital discord along with perceived grievances or financial problems. The “mental built” of the individual and their “inability to withstand stress” are also reasons for the high number of suicides in paramilitary forces. Hard and harsh working conditions / poor & pathetic living conditions (Report- ‘Work Stress leading to Social isolation of CRPF Jawans, 11 Jan, 2015’), lack of basic amenities like toilets, lack of leaves, high stress, lack of infrastructural demands (Report; one CRPF soldier ends life every 3 days due to poor working conditions, and stress levels ,9 March, 2015), lack of identity, lack of authority and training opportunities creates de-motivation, acute shortage of sleep/sleep deprivation (Report-‘ A study flags CRPF, BSF Jawans are overburdened’, 12 Jan, 2017), not being able to fulfill their social obligations like attending marriages, deaths , social functions and other ceremonies on account of their official commitments (Report-‘Work stress leading to social isolation of CRPF Jawans, 11 December, 2018). Over 85% of the personnel are deployed at places where they are not permitted to keep families. Education of their children suffers badly, only 42% go beyond the matriculation level, 11.33 % of children go for undergraduate level of education while a dismal 3.54% are able to go for higher or post Graduate Studies (Report-‘work stress leading to social isolation of CRPF Jawans’ 11 Jan, 2015). It has also been found that CRPF personnel have problems in finding suitable life partners for them (Report- ‘Stress kill 15 times more in CRPF than anti Naxal operations’ by Hansraj G Ahir). 

 (
1.
4
 Facts about Attrition
 
)	



Attrition is defined as “a gradual reduction in personnel or membership of an organization because of resignation, retirement or death.” It is also defined as “a gradual reduction in number or strength because of stress or military action.” High attrition is a cause of concern for any organization as it presents a cost to the organization. On account of high rate of attrition, an  organization looses on the amount it spent to recruit and select the employees and to train them for their respective jobs. The organization may also have to spend additional money to fill the vacancies left open by these employees. Hence, it becomes critical to keep a tab on the attrition rate which down-sizes the employee base.

 (
1.4.1. Attrition in CAPFs
)	


An Attrition figure of 68,869 force personnel over a period of 6 years (2008 to 2013) from a total strength of 7.97 Lakhs i.e 8.64 % (approx.) is significant and is a serious matter with implications, deserving in depth study of the problem, in order to arrive at the reasons for this unusual phenomenon and to find remedial measures to curb the same. The alarming rate of attrition not only causes loss of experienced CAPF personnel whose services are critical to our national security, but can also have a demoralizing effect on the existing force personnel and in recruiting for future requirements. 

When trained and experienced manpower is lost on account of attrition, replacing them with manpower equally competent and experienced is time consuming and costly. While the citizens of this country are peacefully asleep, preparing them to work for nation’s progress and development the next day, it is the CAPFs who remain alert and are guarding them. Therefore, the nation owes it to the CAPFs that their services are well recognized, honoured, valued and their interests are looked after for services rendered by them which is critical to the nation’s security and stability.  Some of the contributing factors that lead to attrition i.e ‘wearing down due to friction’ of force personnel are explained below:

(i) Home sickness,
(ii) Better job opportunities and less harsh working conditions outside the force,
(iii) Extreme stress and strain on their physical and mental health, 
(iv) Continuous deployment away from home, 
(v) Poor basic supplies  and leave issues (Report- 9 March, 2015 “1 CRPF soldier ends life every 3 days due to poor working conditions, stress levels”, 26 December,2018 “High attrition hits CRPF hard”).

 (
1.5. Limitations of the study
)	

     
Following are the limitations of the study:
i. The accuracy of analysis and conclusions drawn entirely depend upon the reliability of information provided by the respondents as the data collected cannot be free from errors because of bias on behalf of the respondents.
ii. COVID -19 Pandemic posed a major challenge for the study team. Work got hampered due to lock down during April to May, 2021, since all the members of the study team got affected with corona. On account of the pandemic, families of the personnel who have committed suicide were unwilling for the visit of the study team to their houses and insisted to give the data over the phone or video call.

iii. The study has been restricted to a sample size of 1000 personnel of the six Central Armed Police Forces.

iv. Collecting data of left personnel was quite challenging for the study team as they faced the following issues :

· Contact numbers of many Force Personnel who have left the force were not available. There were many wrong /invalid numbers in the list. 
· During the conversation with the personnel who have left  the force, it was observed that personnel were reluctant to give  responses to the study team since they have professionally moved on. Moreover, they felt the threat of being cheated financially by Frauds as well.
· In many cases they threatened the study team also with dire consequences and spoke rudely.
· Some personnel used abusive and improper language with the female members of the study team.



[image: ]





 (
2.0 
Introduction to CAPFs
)
 (
2.1 Overview
 
)
2.1.

People sleep peacefully in their beds at night only because rough men stand ready to do violence on their behalf”. - George Orwell. The term “Security” is derived from the Latin word “Securitas” that means a state of non-worry or a state of non-danger. National Security signifies the ability of a nation to use its national power for the preservation and protection. That means preserving the integrity of the country, and furtherance of its core values or national aims and objectives. Security is the most important priority of all nations. Security consists of not only military but also political, economic, social, humanitarian, human rights and ecological aspects. Further, it is essential that a national security strategy is dynamic and is able to cope with the challenges emerging from the changing global security scenario. National Security Policy consists of both external and internal dimensions. Paramilitary forces are guarding us our borders and responsible for our nation’s internal security as well. 

In 2011, Ministry of Home Affairs designated seven Police Forces as the “Central Armed Police Forces” and placed them under the Police-II Division of the organizational structure of the Ministry of Home Affairs. This Division deals with the personnel, financial, administrative, Parliamentary, audit & Court matters relating to various CAPFs. These CAPFs that were raised with humble beginning ‘, have grown in strength over a period of time which is a testimony to their performance and confidence in their capability to tackle security challenges. The six Forces are given below:

i. Central Reserve Police Force (CRPF)
ii. Border Security Force (BSF)
iii. Central Industrial Security Force (CISF)
iv. Sashastra Seema Bal (SSB)
v. Indo Tibetan Border Police (ITBP)
vi. National Security Guard (NSG)

These CAPFs are deployed in the states by Centre at the request of the states or constitutional authorities such as Election Commission for providing security during the elections other than border guarding duties[footnoteRef:8]. National Security Guard (NSG) is a commando force under the Ministry trained for special operations like counter terrorism and anti-hijacking.  [8:  A report by Committee on Estimates 2017-18] 

 (
2.2 A brief background about the Central Armed Police Forces
 
)
	

It is essential to understand the history and evolution of these CAPFs in order to understand the purpose of their origin, their mandate and nature of the organization.

 (
2.2.1
 
Central Reserve Police Force (CRPF)
: ‘Service and Loyalty’
)

CRPF[footnoteRef:9] is one of the premier and oldest Central para military forces . CRPF is the major Force which deals with counter insurgency or internal security operations all over the country. The Central Reserve Police Force came into existence as Crown Representative’s Police on 27th July 1939. It became the Central Reserve Police Force on enactment of the CRPF Act on 28th December 1949. It has completed 82 years of glorious history. The Force has grown into a big organization with 246 Bns, (including 203 executive Bns,05 VIP Security Bns, 6 Mahila Bns, 15 RAF Bns, 10 CoBRA Bns, 05 Signal Bns and 01 Special Duty Group, 01 Parliament Duty Group), 43 Group Centres, 22 Training Institutions, 03 CWS, 07 AWS, 03 MWS/SWS, 04 Composite Hospitals of 100 bed, 18 Composite Hospitals of 50 bed and 06 Field Hospitals. [9:  https://crpf.gov.in/index-hi.htm

] 


The mission of the Central Reserve Police Force shall be to enable the government to maintain Rule of Law, Public Order and Internal Security effectively and efficiently, to Preserve National Integrity and Promote Social Harmony and Development by upholding supremacy of the Constitution. CRPF is a gallant, glorious, vibrant and resilient Force. Its past is replete with pinnacle performance and success in many fields.

The Force is presently handling a wide range of duties covering law and order, counter insurgency, anti-militancy and anti-naxal operations. The Force plays an important role in assisting the State Governments and UT Administrations in maintaining public order and countering subversive activities of Naxalites / militant groups/ Insurgents. The Force has a Mahila component also. It is performing law and order duties, counter-insurgency operations in J&K and North East and Anti-Maoist operations in Left Wing Extremism (LWE) affected states and other parts of the Country. Besides, CRPF is providing security to some of the vital installations and buildings including the shrine of Mata Vaishno Devi in Katra, Ram Janam Bhoomi / Babri Masjid in Ayodhya, Kashi Vishwanath Temple / Gyanvapi Mosque in Varanasi, Krishna Janam Bhoomi and Shahi Idgah Masjid in Mathura and the Parliament House. Apart from above, CRPF / RAF coys have also been deployed across the country for maintaining law and order situation from time to time on short notice as well as on long term basis. CRPF has also been entrusted with VIP Security. In 1992, 10 Battalions of CRPF were reorganized and converted into 10 Battalions of 4 coys each of Rapid Action Force (RAF). The personnel in RAF are trained and equipped to be an effective strike Force in communal riots and similar situations. “CoBRA- Commando Battalion for Resolute Action, a specialized Force has been raised to fight Maoists and Insurgents in Jungles. Also known as Jungle Warriors, CoBRA are selected from amongst the CRPF personnel. One contingent (Male) of CRPF is deployed in Liberia under the United Nations Mission in Liberia since February,2016.

 (
2.2.2
 
Border Security Forces (BSF): ‘Duty unto Death’
)

Border Security Force[footnoteRef:10] was raised in 1965 with 25 Batallions. Headquarter of this Force is in New Delhi. With the passage of time, BSF was expanded as per the requirement of nation to fight against militancy in Punjab, J&K, North east region etc.  [10:  https://bsf.gov.in/] 

At present BSF is holding 192 (including 03 NDRF) Bns and 07 BSF Arty Regiments guarding International Border with Pakistan and Bangladesh. In addition, BSF is also performing Anti-Infiltration role in Kashmir Valley, Counter Insurgency in North East region, Anti Naxal Operations in Odisha and Chhattisgarh states and security of Integrated Check Posts along Pakistan and Bangladesh International Border. It is also deployed on Line of Control (LoC) in J&K under the operational control of the Army. BSF is an effective force that has tackled militancy, left wing extremism and has also contributed to prevention of trans-border movement of contraband goods. During the year 2016, BSF was awarded police medals for gallantry/meritorious services and President's Police Medal for Distinguished Service. 

 BSF is also active in sports activities and has secured medals/positions in a number of national tournaments. The Border Security Force has two formed police units deployed with United Nation Stabilizations Mission in Haiti and in Democratic Republic of Congo. The BSF troops are performing their duties in exemplary manner to ensure the UN mandate in all spheres of their duties.

Each SHQ has under its command 4–5 Duty Battalions and presently 186 Battalions are sanctioned to BSF. Five major training institutions and 10 Subsidiary Training Centres (STCs) are imparting training to its personnel.BSF is the only Central Armed Police force to have its own Air Wing, Marine Wing and artillery regiments, which support the General Duty Battalions in their operations. The BSF also has a national level school for breeding and training of dogs. Dogs from other CPOs and State Police are sent to National Training Centre for Dogs (NTCD) to be trained in infantry patrol, detection of explosives, tracking and the like. The BSF maintains a Tear Smoke Unit (TSU), which is unique in India. The TSU is responsible for producing tear gas munitions required for the Anti-Riot Forces. It also exports a substantial quantity to other countries.
[bookmark: _Toc37199424]
BSF’s role during peace and war time
To promote sense of security among the people living in the border areas; To prevent trans-border crimes, unauthorized entry into or exit from the territory of India; To prevent smuggling and any other illegal activities on the Border; Anti-infiltration duties; To collect trans-border intelligence.
[bookmark: _Toc37199425]BSF’s role during war time
Holding ground in assigned sectors; Limited aggressive action against Central Armed Police or irregular forces of enemy; Maintenance of Law and Order in enemy territory administered under the Army’s control; Guarding of Prisoners of War camps; Acting as guides to the Army in border areas; Assistance in control of refugees; Provision of escorts; Performing special tasks connected with intelligences including raids. Creek Crocodile Commando is the elite commando force of BSF. It is Rann of Kutch (an extensive salt marsh of western India and southeast Pakistan between the Gulf of Kutch and the Indus River delta. It was the scene of major border disputes in 1965 and 1971). 
Creek (Gujarat): In order to thwart landing of terrorists through the sea route, BSF has formed its first commando unit - Creek Crocodiles - to man the hostile creek area where India shares a border with Pakistan. The BSF, in its 51 years of existence, has emerged as an elite force of the country having excelled with distinction in the 1971 war with Pakistan. Its ethos is “Any task, anytime, anywhere” and the BSF has given blood and sweat to execute its motto “Duty Unto Death”. The concept of border fencing, flood lighting and construction of roads has been introduced with the aim to stop infiltration on the Western and Eastern borders. 

[bookmark: _Toc37199421] (
2.2.3
 
Central Industrial Security Force (CISF): ‘
Protection and Security’
)
The Central Industrial Security Force[footnoteRef:11] came into existence in 1969 to provide integrated security cover to certain sensitive public sector undertakings with a strength of only three battalions. In the year 1969, the strength of the force established with the help of 3129 personnel, was increased to 1,63,613 as of June1,2021. CISF has 74 other formations including 12 reserve battalions and 8 training institutes. [11:  https://www.cisf.gov.in/] 

 The force has since grown into a premier multi-skilled organization with a present strength of 1,63,590 personnel. The CISF at present provides security cover to 353 establishments through the length and breadth of the country. The CISF also has its own Fire Wing which provides services to 104 of the above establishments. With globalization and liberalization of the economy, CISF is no longer a PSU centric organization. Instead, it has become a premier multi-skilled security agency of the country, mandated to provide security to major critical infrastructure installations of the country in diverse regions including terrorist and naxal affected areas. Presently, CISF is providing security cover to a large number of establishments constituting the critical infrastructure of the country which includes 59 international and major airports of the country, atomic energy and space installations, sea-ports , steel plants, coal fields, hydro-electric and thermal power plants, defense production units, fertilizer and chemical industries, note printing press/ mints, heritage monuments/ museums (including the Taj Mahal & Red fort), important government buildings, Delhi Metro Rail, VIP security and private sector establishments. 

CISF has also been mandated to provide protection to VIP protects of Z+, Z, Y and X category across the Country besides election duty. They also look after the security of 41 sensitive Government buildings in New Delhi. The CISF Act was amended to enable the Force to provide security, on payment basis, to private/joint venture industrial undertakings, which are vital for the security and economy of the country. Further, the CISF was inducted in Delhi Metro Rail Corporation (DMRC) on 15.04.2007 and it is providing security to 155 Metro Stations in India.  It has a contingent deployed at the United Nations Stabilization Mission in Haiti since August 17,2008; CISF has been assigned with the prestigious task of providing security to the residence of the President of Haiti. The CISF has been conducting various Humanitarian projects like Blood Donation Camps, Medical Camps, etc. In recognition of the excellent services, the contingent has received various appreciations and commendations. 

CISF provides security cover to industrial units and other establishments located all over India. Industrial sectors like hydroelectric/thermal power plants owned and controlled by Central PSUs, and currency note presses producing Indian currency are protected by CISF. It thereby covers installations all over India straddling a variety of terrain and climatic conditions. In CISF there are some reserved battalions which work with the state police to protect law and orders. CISF plays a major role in Disaster Management, for Disaster Management course the personnel are trained from NISA, Hyderabad. CISF is having a Fire wing which helps during fire accidents in Industries where CISF is guarding. Fire wing Induction in the undertaking is not only limited to providing manpower to fight fire alone and it also ensures availability of proper and adequate devices for fire prevention and firefighting along with the firefighting staff.

 (
2.2.4 Sashastra Seema Bal (SSB)
: ‘Service, Security and Brotherhood’
)

The Special Service Bureau[footnoteRef:12] (now Sashastra Seema Bal) was thus conceived in November 1962 and eventually created in March 1963 with the sole objective of achieving ‘Total security preparedness’ in the remote border areas for performing a ‘stay-behind’ role in the event of a war. SSB was started in North Assam, North Bengal, hill districts of Uttar Pradesh (now Uttarakhand), Himachal Pradesh, part of Punjab and Ladakh area of J&K. Later, the jurisdiction of SSB was extended to Manipur, Tripura and Jammu (1965), Meghalaya (1975), Sikkim (1976), Rajasthan (1985), South Bengal, Nagaland and Mizoram (1989). Its area of coverage included 15 states. SSB in the erstwhile role was covering a population of more than 5.73 crores living in about 80,000 villages and about 9917 Kms of India’s international borders. [12:  https://ssb.gov.in/] 

 
SSB is the first border guarding force which has decided to recruit women battalions. It is doing excellent job as Border Guarding Force on Indo- Nepal and Indo- Bhutan Border. SSB is also engaged in Counter Insurgency operations in Jammu and Kashmir and Anti-Naxal operations in Jharkhand and Bihar. It is also performing internal security duties i.e. Election duties and law and order duties in different parts of India. Battalion is commanded by officer of the rank of Commandant who is assisted by officers of the rank of Second-in-Command, Deputy Commandant and Assistant Commandant. Battalion is further divided into Companies and Border Outpost (BOP). There are seven Companies in a Battalion and each Company consists of three Border outposts. Company is commanded by Assistant Commandants and BOP is commanded by Sub Inspectors. 

By 1990, SSB had seven Major Training Centres and seven Women’s Advanced Training Schools. Training was imparted to the population in the border areas of HP, Punjab, part of J&K, UP, North Assam, North Bengal and South Bengal and NEFA region. Since 1963, the main thrust of the SSB was on generating a sense of national belonging, security and vigilance. Village Level Training Programmes and Refresher Training Courses in civil defence were started to train villagers to defend their own villages and if the situation demanded, to participate in a ‘stay behind role’ for the nation. Villagers were trained in the use of small arms and the art of self defence to develop a spirit of resistance. National Integration Programmes was initiated by SSB in 1970 in a big way. All these bore fruit slowly. However, the rifle training brought lakhs of people into the fold of SSB. The trained volunteers became the eyes and ears of SSB, on the border and could be drawn on whenever required. As a result the number of Chinese intelligencers prodding border reduced considerably.

 (
2.2.5 Indo Tibetan Border Police (ITBP): ‘Shaurya-Dridata-Karamnishta’
)

The Indo-Tibetan Border Police[footnoteRef:13] (ITBP) Force was raised on 24 October, 1962. At present, the ITBP primarily guards 3,488 km long India-China borders ranging from Karakoram Pass in Ladakh to Jachep La in Arunachal Pradesh. Apart from this, the Force also has important roles in many internal security duties and operations against the Left Wing Extremism in the state of Chhattisgarh. ITBP provides medical, communication and security cover to the yatris of Kailash Mansarovar Yatra. ITBP has been designated as the First Responder in the Himalayan region and has established Regional Response Centres in Himachal Pradesh, Uttarakhand, Sikkim and Arunachal Pradesh. ITBP has already trained 1032 personnel in Disaster Management including 98 personnel in Radiological and Chemical and Biological emergencies. ITBP has established a National Centre for Training in Search, Rescue & Disaster response at Bhanu, Haryana. ITBP is a multi-dimensional force which primarily has the following functions: [13:  https://www.itbpolice.nic.in] 


a) Vigil	 on the northern borders, detection and prevention of border violations, and promotion of the sense of security among the local populace. 

b) Check illegal immigration and trans-border smuggling. 
c) Provide security to sensitive installations and threatened VIPs. 

d) Restore and preserve order in any area in the event of disturbance to maintain the peace

Most of the ITBP’s Border Out Posts (BOPs) are located at altitudes ranging from 9,000 ft to 18,800 ft where temperatures drop to minus 45 degrees Celsius in extreme winters. ITBP is a specialized Armed Police Force of the Nation which trains its personnel in various disciplines including mountaineering and skiing apart from intensive tactical training, thereby creating a distinctive image of the Force. ITBP also conducts relief and rescue operations as 'First Responders' for natural calamities in the Himalayan region. The Force has a glorious history of the past 6 decades in which the jawans of the ITBP have made many sacrifices in the line of duty and in the service of the Nation.

[bookmark: _Toc37199422]ITBP Personnel have performed excellently in sports activities and mountaineering. ITBP contingents are deployed in Afghanistan to provide security to Embassy of India in Kabul and its consulates. A Formed Police Unit of ITBP has been deployed with United Nations Stabilizations Mission in Democratic Republic of Congo w.e.f November 11, 2015. One ITBP contingent comprising of 140 personnel is deployed for supplementing the United Nations’ global peace process in DR Congo. ITBP troops are performing their duties in exemplary manner to ensure implementation of UN Mandate in all spheres of their duties.

 (
2.2.6 National Security Guard (NSG)
: ‘One for all, All for one’
)

National Security Guard[footnoteRef:14] is an elite counter-terrorism unit, raised in 15 October 1984, for combating terrorist activities with a view to protect states against internal disturbances. NSG has a Special Forces mandate, and its core operational capability is provided by the Special Action Group (SAG) which is drawn from the Indian Army. The Special Rangers Group (SRG), the police component of NSG, is composed of personnel on deputation from other Central Armed Police Forces and State Police Forces. The National Security Guard states its mission as: "Train, equip and keep in readiness a special force capable of swiftly and effectively combating terrorism to live up to its motto of “Sarvatra Sarvottam Suraksha". [14:  https://nsg.gov.in] 


The NSG is a 'Federal Contingency Deployment Force' to tackle all facets of terrorism in the country. The NSG is a Force specially equipped and trained to deal with specific situations. As a specialized counter-terrorism force, it is intended to be used "only in exceptional situations" and is not meant to take over the "functions of the State Police Forces or other Para Military Forces". Yet, over the years its role was expanded to provide personal security to influential politicians quite independent of the real threat that they face.

However, in January 2020, the NSG was withdrawn from this task of VIP security to ensure its focus on its original roles as an elite counter-terrorism and anti-hijacking force.
[bookmark: _Toc37199429]The NSG is trained to conduct counter-terrorist task to including counter hijacking tasks on land, sea, and air; Bomb disposal (search, detection and neutralization of IEDs); PBI (Post Blast Investigation) and Hostage Rescue missions. 

 (
2.3 Women in the Central Armed Police Forces
)


Initially women were not recruited for the Central Armed Police Forces. In 1992 Asha Sinha created history by being the first Woman Commandant of any of the Central Armed Forces in India when she was selected as Commandant, Central Industrial Security Force, for Mazagon Dock Shipbuilders Limited. Earlier the role of women was allowed but limited to supervisory roles in the Central Armed Police Forces. The Parliamentary Committees of India for women's empowerment recommended greater roles for women in the CAPF. On these recommendations the Ministry of Home Affairs declared reservation for women in constabulary in paramilitary forces, and later declared that they can also be inducted as officers in combat roles in all five Central Armed Police Forces.


 The Union Home Minister announced that women's representation in the CRPF and CISF would be made 15 per cent while it would be 5 per cent in the BSF, ITBP and SSB. On  January 5, 2016, it was decided that 33 per cent of posts at the constabulary level would be reserved for women in the CRPF and the CISF to begin with, and 14-15 per cent of posts at the constable level in the BSF, SSB and ITBP in a phased manner. In 2016, an IPS Officer Archana Ramasundaram of 1980 Batch rewrote history when she became the first woman to become the Director General of Police of a Paramilitary Force as DG, Sashastra Seema Bal.

 (
2.4 Challenges to Internal Security
)

As stated by the Ministry, the range of challenges to internal security in India, emanating from terrorism / insurgency, can be categorised into the following four broad theatres[footnoteRef:15]: [15:  A report by Committee on Estimates 2017-18
] 


(i) Terrorism in the Hinterland 
(ii) Cross border terrorism in Jammu & Kashmir
(iii) Left Wing Extremism (LWE) in certain States and 
(iv) Insurgency in the North East

[image: ]
[bookmark: _Toc104214999]Figure 1. Map of India depicting areas affected with Left Wing Extremism (LWE), Insurgency in North Eastern region and Cross-Border Terrorism in Jammu and Kashmir[footnoteRef:16] [16:  https://satp.org/satporgtp/countries/india/database/conflictmapindia.htm] 


 (
2.4.1 Terrorism in the Hinterland
 
)


The problem of terrorism in India is largely sponsored from across the border. The Pakistan’s ISI has close links with terrorist outfits like Lashker-e-Toiba (LeT), Jaishe-Mohammad (JeM), Hizbul-Mujahideen (HM), Indian Mujahideen (IM), etc. Interrogation of arrested terrorists by the investigation agencies has disclosed that Pakistan Inter-Service Intelligence (ISI) is promoting terror activities in India by providing safe havens, material support, finance and other logistics. The Government has raised the issue of Pakistan’s support to various terror outfits in many fora and handed over relevant material/dossiers to the Pakistan Authorities with the request to take appropriate action so as to ensure that perpetrators of terrorist acts are brought to justice. These efforts are being undertaken at all significant bilateral interactions. 
In the year 2016, one terror attack took place on 2nd January, 2016 at Pathankot in Punjab by the militants coming from Pakistan, wherein 7 Security Forces personnel sacrificed their lives and 37 persons were injured. All the militants were neutralized by the Security Forces. There have also been some developments on the Sikh militancy front. Its commanders based in Pakistan are under pressure from ISI to further ISI’s terror plans not only in Punjab but also in other parts of the country. Sikh youth are being trained in ISI facilities in Pakistan. Interrogations have revealed use of jailed cadres, unemployed youth, criminals and smugglers by Pakistan based Sikh terror groups for facilitating terror attacks. Sikh youth based/settled in Europe, US and Canada are also being misguided and instigated against India with false and malicious propaganda. However, the situation is being watched closely by the Central and State agencies and they are taking lawful action, as and when required. 

As far as the ISIS/ISIL phenomenon is concerned, the Government of India has declared IS/ISIL/ISIS as a terrorist organization under the UAPA. With respect to the problem of youth joining ISIS, the Government is closely monitoring the situation and has directed the Intelligence and Security Agencies to identify all such elements and keep a watch on their activities. The cyber space is also being closely scanned in this regard. Activities of suspected ISIS sympathizers are constantly being monitored by security agencies. NIA and some State Security Agencies have already registered cases to investigate the alleged links of individuals with ISIS. NIA/State Security Agencies have so far arrested 67 ISIS supporters / sympathizers in these cases, before they could carry out any terrorist attack in the country. The Government has taken all necessary measures including sensitization of the States to counter the incipient threat posed by the ISIS.


 (
2.4
.2 Cross Border Terrorism in J&K
 
)
"The Union Territory of Jammu & Kashmir has been affected by terrorist and violence, sponsored and supported from across the border, for more than two and half decades. The levels of terrorist violence in the hinterland of J&K are inextricably linked to the infiltration from across the border. The factors affecting the internal security in Jammu & Kashmir are categorized as: (i) Cross border infiltration and terror incidents (ii) Recent law & order incidents."
Government of India in tandem with the UT Governments, has adopted a multi-pronged approach to contain cross border infiltration, which, inter-alia, includes strengthening of the border infrastructure, multi-tiered and multi-modal deployment along international border / Line of Control, and near the ever changing infiltration routes, construction of border fencing, improved technological surveillance, weapons and equipment for SFs, improved intelligence and operational coordination; synergized intelligence flow and pro-active action against terrorists within the UT.

 (
2.4
.3. Left Wing Extremism (LWE) in certain States
 
)

There has been a considerable improvement in LWE scenario in the country. 106 districts in 10 States are affected by LWE out of which 35 districts in 7 States are the most affected. The declining trend, which started in 2011, continued in 2016 as well. The last two and a half years have seen an unprecedented improvement in the LWE scenario across the country. There has been an overall 07 per cent reduction in violent incidents (1136 to 1048) and 30 percent reduction (397 to 278) in LWE related deaths since end-2013. Over the same period there has been an increase of 50 percent in encounters (218 to 328) and an unprecedented 122 percent increase (100 to 222) in elimination of armed Maoists cadres. On the other hand, there has been a 43 per cent reduction (115 to 65) in casualties to Security Forces personnel. The figures are a reflection of the efficacy of operations  and the capacity building measures undertaken by the MHA. At the same time there has been an increase in the number of LWE cadres shunning the path of violence and returning to the mainstream. Compared to 2013, surrenders by LWE cadres have increased by 411 per cent (282 to 1442) in 2016. 
In the year 2016, Chhattisgarh (395 incidents and 107 deaths) was the most affected State followed by Jharkhand (323 incidents and 85 deaths), Bihar (129 incidents and 28 deaths), Odisha (86 incidents and 27 deaths) and Maharashtra (73 incidents and 23 deaths). Chhattisgarh with 38 percent and Jharkhand with 30.5% together accounted for 68.5% of the violence. Bihar followed by Odisha and Maharashtra accounted for 12.3%, 8.2% and 6.9% of the incidents in the year 2016. Andhra Pradesh, Madhya Pradesh and Telangana together reported less than 4 per cent incidents. Chhattisgarh, despite being the core area for Maoist activity, recorded a decrease of 15% in incidents of violence. The decline in violence can be attributed to many reasons such as greater presence of security forces across the LWE affected States, the loss of cadres/leaders on account of arrests, surrender and desertions, better monitoring of development schemes in affected areas and insurgency fatigue among the Maoist cadres. However, the LWE are targeting new States and are trying to carve out the base at the tri-junction of Karnataka, Kerala and Tamil Nadu. They continue to oppose development activities such as construction of roads, bridges etc.

 (
2.4
.4 Insurgency/militancy in North East
 
)


The terrains, the state of socio-economic development and historical factors such as language/ethnicity, tribal rivalry, migration, control over local resources and long and porous international borders have resulted in a fragile security situation in the North Eastern States. This has resulted in violence and diverse demands by various Indian Insurgent Groups (IIGs). The underground militant outfits indulge in violent and terror activities and intimidate people with arms. They maintain safe havens/camps in neighboring counties, get cross-border support, procure arms, recruit and train their cadres and indulge in unlawful activities. Due to intensified security operations in NE Region, some insurgent groups are trying to regroup themselves to achieve their objectives. 

The Security situation in the North Eastern States improved substantially in 2016. The numbers of insurgency related incidents in the region decreased by more than 15% compared to 2015 (2015- 574, 2016 – 484). The year 2016 witnessed the lowest number of insurgency incidents since 1997. Similarly, security forces causalities in the region declined from 46 (2015) to 17(2016). Civilian causalities declined in all States except Assam where it increased from 9 in 2015 to 29 in 2016, thereby leading to an overall marginal increase (2015- 46, 2016 – 48). The number of kidnapping/abduction incidents also declined in the region (2015- 267, 2016 – 168). Counter Insurgency Operation lead to the killing of 87 militants, arrest of 1202 and recovery of 605 weapons in 2016 in the region.

 (
2.5 Coordination between Central and State Police forces
 
)


Regarding mechanisms in existence for the coordination between the Central Armed Police Forces and State Police Forces especially in naxal affected States where there is movement of naxal elements across State borders and for sharing and collection of intelligence, it is essential for taking effective action against CPI (Maoist). On initiative of MHA, following mechanism has been established for co-ordination of CAPFs with State Police and Intelligence Agencies: 

 United Command has been constituted in Chhattisgarh, Odisha, Jharkhand, and West Bengal headed by CM / CCs which is the highest institutionalized mechanism to ensure co-ordination on security and developmental aspects. 
 Joint Command and Control Centre has been established at Jagdalpur for inter-state coordination between Chhattisgarh, Odisha, Telangana, and Andhra Pradesh. This is to facilitate seamless intelligence sharing. 
 Joint command and Control Centre have also been established at many border districts of Chhattisgarh with districts of other States, other than Jagdalpur frequent interactions between bordering districts at SP level are also held. 
 Multi Agency Centre (MAC) at Centre and State Multi Agency Centre (SMAC) at State Headquarters exist for intelligence sharing. 
 CAPFs aid and assist the State Police and conduct operations jointly.


 (
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 (
3.0 
Literature Review
)

 (
3.1 Meaning of Suicide
 
)
	

Many theorists have sought to explain suicide. Shneidman (1985, 1993) explained suicide as a response to overwhelming pain (i.e., psychache), Baumeister (1990) described suicide as an escape from an aversive state of mind. According to Durkheim a "suicide" is any death which is the immediate or eventual result of a positive (e.g., shooting oneself) or negative (e.g., refusing to eat) act accomplished by the victim himself. Durkheim suggested that, a priori, there are two kinds of extra-social causes sufficiently general to have an influence on the suicide rate. First, within the individual psychological constitution there might exist an inclination, normal or pathological, which directly leads people to commit suicide. Second, the nature of the external physical environment (climate, temperature, etc.) might indirectly have the same effect. Italian statisticians Ferri and Morselli believed, that the constant psychological antecedent of suicide is a state of extreme excitation, where in fact it is frequently preceded by depression.

A recently revised nomenclature (Silverman, Berman, Sanddal, O’Carroll, & Joiner, 2007b) posits that “suicide-related behaviors” (previously referred to as “suicidality”) can be classified as ideations (i.e., thoughts), communications, and behaviors. The authors of the nomenclature further posit that all suicide-related behaviors are self-initiated. Further, these behaviors can vary in terms of the presence or absence of intent to die and presence or absence of physical injury sustained. In the absence of intent to die, the term self-harm is used (e.g., self-cutting in the service of emotion regulation). As the current theory is concerned with ideations, communications, and behaviors that involve some degree of intent to die, it is appropriate to use the term “suicidal behavior” rather than “suicide-related behaviors.” 

Suicide attempts possess the following qualities:
· Self-initiated, potentially injurious behavior; 
· Presence of intent to die; 
· Non-fatal outcome. 

The term suicide is reserved for those cases in which a suicide attempt results in death. Non-lethal suicide attempts are suicide attempts with non-fatal outcomes and lethal suicide attempts are suicide attempts with fatal outcomes, with the latter term synonymous with deaths by suicide. The theory defines “serious suicidal behavior” as lethal and near-lethal attempts. Near-lethal attempts are a type of non-lethal suicide attempts (i.e., death does not result) for which the person presumably survived by chance.

The definitional issues reviewed above regarding distinctions between ideations, attempts, and deaths highlight the multidimensional nature of suicide and suicide-related behaviors (Silverman, Berman, Sanddal, O’Carroll, & Joiner, 2007a). Arguably the most difficult aspect of the prediction of suicidal behavior is the finding replicated worldwide and over time that only a small subset of those who think about suicide go on to attempt, and even fewer will die by suicide (World Health Organization, 1998). Both suicidal ideation and non-lethal attempts are vastly more common than lethal attempts. 

 (
3.2 Theories of Suicide
 
)


· Emile Durkhem Theory 
Durkheim gave a classic study of suicide and published his conclusions in 1897 on the following reasons of the suicide: 

i. Egoistic - Not enough Integration. For example, Protestants are more likely to commit suicide than Catholics because the belief system is not as tight. 
ii. Anomic - Not enough regulation. Society doesn’t have enough control over individuals. Often in periods of economic depression this occurs because of such change people find it very hard to adapt. 
iii. Altruistic - Too much integration. The person sacrifices their life for the benefit of others. For example suicide bombers or a case in the UK was that a family was set to be deported due to immigration, however, if the mother was a widow then they could stay so the father killed himself for the family’s benefit. 
iv. Fatalistic - Too much regulation. The individual has little freedom as a result of the control of society. For example slaves. 
[bookmark: _Toc37199452]
· Thomas Masaryk Theory 
Masaryk considered that the main basis of morality in society is religion. An increase in religiosity deregulates the social organism, makes people feel unhappy and increases social disorganization. Suicide, as well as mental illnesses, can be seen as a measure of societal disturbances: the suicide rates increase observed during the 19th century, for example, is interpreted by Masaryk as a result of increasing religiosity. Religion, he says, is a system that makes psychological life coherent because it offers a structured way of thinking. Modern education destroys religious perspective without offering anything similar, because science does not include an ethical component. Without a structured and satisfactory perspective on life, people are more likely to take their lives and are more exposed to mental sicknesses. 

· [bookmark: _Toc37199454]Benjamin Wolman Theory 
Benjamin Wolman, a sociologist who theorized on the “anti-culture” of suicide, blamed estrangement and contemporary societal mechanization, and alienation for growing suicide rates. Wolman sums up the sociological standpoint in his statement for the main reasons why so many people now tend to hurt one another and themselves: 

· The estrangement inherent in our way of life.
· The decline of family ties.
· The depersonalization in human relations. 
· The loss of the individual in a mass society.  



While most psychologists do not hold that society is so exceedingly influential in human development and personal motives, the connection is obviously there.  

· [bookmark: _Toc37199455]David Malan Theory 
David Malan, a psychologist, suggests that suicide is the cause of accumulated trauma. Though it sounds extremely simplistic, most psychologists, to a certain degree, concur with this theory. Many psychiatrists feel suicide is a result of mental and emotional disturbances that are already present and which external circumstances worsen. Rather than outside forces, personality, character, temperament (which is often thought to be inherited, and thus biochemical), and emotional stability are all psychological factors. This shows suicide as being a personal reaction, with external forces merely contributing to the final outcome. 
[bookmark: _Toc37199456]
· Edwin Shneidman Theory 
Edwin Shneidman explains most suicides are marked by ambivalence toward life and death, as well as feelings of hopelessness and helplessness. He explains a type of suicide, termed “egotic suicide,” results from a conflict of internal aspects of self to which the only response is the ending of the personality. 
[bookmark: _Toc37199457]
· Krauss Theory 
Krauss explained Freud’s view that suicide is often the result of an unachieved goal or dysfunctional relationship. He explains, however, in killing oneself one is really killing the internal representation of the unattainable object. The primary dispute between sociology and psychology, then, is whether the external or the internal has more power. Considering the superego is supposedly the internalization of external morals and parental values, all is relative. Internal and external factors are all relevant and the subjectivity is based, again, in terms of “reality”. 




· [bookmark: _Toc37199458]Erik Erikson Theory
There is a developmental theory from Erik Erikson in which life occurs in stages and when people perceive themselves to be unsuccessful, the overwhelming feeling of guilt exceeds the ability to cope effectively.  The hopelessness theory is probably one of the more accepted psychological theories.  Hopelessness refers to Aaron Beck’s cognitive triad which states an individual has a negative outlook on themselves, the future, and the world in general. 

· [bookmark: _Toc37199459]Joiner Theory 
Joiner has proposed a theory of why people commit suicide which he believes is more accurate than previous theories. According to Schneidman’s model, the key motivator which drives people to suicide is psychological pain. In Beck’s understanding, the key motivator is the development of a pervasive sense of hopelessness. Dr. Joiner suggests that these are correct understandings but are also too vague to be useful for predictive purposes and not capable of offering a complete motivational picture.  Joiner proposes that there are three key motivational aspects which contribute to suicide. These are: 
i. A sense of being a burden to others,  
ii. A profound sense of loneliness, alienation and isolation, and  
iii. A sense of fearlessness.  

All three of these motivations or preconditions must be in place before someone will attempt suicide. Psychological pain and a sense of hopelessness correspond roughly to Joiner’s concepts of burdensomeness and alienation, and contribute to the content of much suicidal ideation. These are necessary but not sufficient preconditions for a suicide act. However, so long as a person remains fearful of death and the actions and consequences of the activities that will create death, the actual act of suicide is unlikely.

· David Klonsky and Alexis M. May’s Three-Step Theory (3ST) of suicide
Klonsky and May argued that an “ideation-to-action” framework should guide suicide theory, research, and prevention. From this perspective, (a) the development of suicide ideation and (b) the progression from ideation to suicide attempts are distinct processes with distinct explanations and therefore introduces a specific theory of suicide rooted in the ideation-to-action framework; the Three-Step Theory (3ST). First, the theory hypothesizes that suicide ideation results from the combination of pain (usually psychological pain) and hopelessness. Second, among those experiencing both pain and hopelessness, connectedness is a key protective factor against escalating ideation. Third, the theory views the progression from ideation to attempts as facilitated by dispositional, acquired, and practical contributors to the capacity to attempt suicide.
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[bookmark: _Toc104215000]Figure 2. Illustrations of Three -Step Theory (3ST) of suicide

· Shneidman's Theory of Psychache
Shneidman’s theory states that suicide is not necessarily the wish to die but is rather a means to end the psychological pain. According to Shneidman’s theory of Psychache, Psychache results when an individual’s vital needs are not met or are frustrated. Shneidman believed that the majority of suicides were due to frustrated needs experienced in the following four ways:
(i) Thwarted love, acceptance or belonging;
(ii)  Excessive helplessness or the feeling that one has no control;
(iii)  Damaged self-image invokes feelings of avoidance, shame, defeat, and humiliation; and
(iv)  Damaged relationships, accompanied by subsequent feelings of grief.

· The Escape Theory
In 1990, Roy Baumeister proposed a psychological model of suicide called the “Escape Theory”. Baumeister explained suicide as a sequential process, involving the following six steps:

(i) Falling short of standards occurs when a person fails to meet unrealistically high life expectations or experiences negative life experiences or setbacks.
(ii) Internalization of self-blame - These failures are internalized as being solely the individual’s fault and helps to cause low self-esteem.
(iii) Aversive sense of self is when a harshly negative view of self, versus a positive view of others, is firmly established.
(iv) Negative affect and/or negative consequences – These are the consequences of the previous step that can manifest as depression, anxiety or anger.
(v) Cognitive constriction is an escape of negative consequences by either intentional or unintentional avoidance and rejection of “meaningful thought”. The individual focuses on day-to-day needs at the expense of forward thinking, and, thus, experiences narrowed thinking or “tunnel vision”.
(vi) Reckless behaviours, absence of emotion, and irrational thought comprise the last step of the theory. These factors often surface as substance abuse, self-harm, risky behaviours, and/or social withdrawal. The notion of suicide becomes less fearsome. 

· Fluid Vulnerability Theory
The fluid vulnerability theory is based on the assumption that suicidal episodes are time limited and the factors that trigger the episode and contribute to its severity and duration are fluid in nature. Every individual has a baseline vulnerability to suicide, which is determined by a combination of cognitive susceptibility (e.g. attention bias, over general memory), biological susceptibility (e.g., physiological and affective symptoms) and behavioral susceptibility (e.g., deficient skills in interpersonal or regulation domains). Variations in vulnerability account for the emergence and chronicity of suicidality. 

The acute risk is heightened in the presence of aggravating risk factors. Core cognitive themes that activate the suicide mode are a belief of being unloved, a belief that one is a burden to others, feelings of helplessness, and inability to tolerate distress, among others.  It was suggested that this model is very helpful in the assessment of suicidal patients by taking into account not only acute risk factors (e.g., current suicidal ideation) but also taking to account chronic risk. However, the potential precipitants of suicide are unclear, as is the manner in which personality and genetic factors interact to determine baseline levels of vulnerability. 

Beck’s Hopelessness Theory
Aaron Beck posited the Hopelessness Theory of suicide in the 1970s. He asked what possible force could drive a person to violate and override the “survival” instinct to kill him or herself. That force turned out to be hopelessness– the “catalytic agent” that drives the suicidal desire. He found that hopelessness is a strong indicator of suicidal intent than depression. The individual has a stored reservoir of negative models which determine how they will perceive and interpret new information. In the case of suicidal thoughts, these models exacerbate feelings of hopelessness at the expense of positive, productive information.

· The Interpersonal theory of suicide 
The interpersonal theory of suicide attempts to explain why individuals engage in suicidal behavior and to identify individuals who are at risk. It was developed by Thomas Joiner and is outlined in Why People Die By Suicide. The theory consists of three components that together lead to suicide attempts. According to the theory, following three factors must be present for a suicide:



Thwarted belongingness
Belongingness—feeling accepted by others—is believed to be a fundamental need, something that is essential for an individual's psychological health and well-being. Increased social connectedness—a construct related to belongingness—has been shown to lower risk for suicide. More specifically, being married, having children, and having more friends are associated with a lower risk of suicidal behavior. Additionally, "pulling together" (e.g., gathering for sporting events, celebrations) with others has been shown to have a preventive effect.  For example, suicide rates have been lower on Super Bowl Sundays than other Sundays, and it is believed that the social connectedness that occurs from being a fan of a sport's team increases one's feeling of belongingness. In contrast, social isolation is frequently reported by those who die by suicide prior to death. 

Perceived burdensomeness
Perceived burdensomeness is the belief that one is a burden on others or society. Joiner describes perceived burdensomeness as the belief that "my death is worth more than my life". Unemployment, medical or health problems, and incarceration are examples of situations in which a person may feel like they are a burden to others. It is important to note that the burdensomeness is "perceived", and is often a false belief. According to the theory, thwarted belongingness and perceived burdensomeness together constitute the desire for suicide.

Acquired capability
Joiner term this "acquired" capability because it is not an ability with which humans are born. Rather, this ability to engage in suicidal behaviors is only acquired through life experiences. Fear of death is a natural and powerful instinct. According to the theory, one's fear of death is weakened when one is exposed to physical pain or provocative life experiences as these experiences often lead to fearlessness and pain insensitivity. These experiences could include childhood trauma, witnessing a traumatic event, suffering from a severe illness, or engaging in self-harm behaviors. These behaviors are thought to result in the desensitization to painful stimuli and to increase one's ability to engage in suicidal behaviors. 

This component is important in identifying individuals who are likely to attempt or die by suicide. For example, certain professions (e.g., soldiers, surgeons, and police officers) are exposed to physical pain or provocative experiences. More specifically, soldiers with a history of combat have likely been exposed to grave injuries, witnessing the death of others, and are habituated to fear of painful experiences. This is consistent with previous studies indicating an increased rate of suicide in soldiers. Additionally, past attempts of suicide have been found to be the number one predictor of future attempts. This is consistent with Joiner's theory; individuals who attempt suicide will habituate to the fear of death, and this weakened fear will make an individual more likely to make a subsequent attempt.
According to Joiner, the simultaneous presence of thwarted belongingness and perceived  burdensomeness produce the desire for suicide. While the desire for suicide is necessary, it alone will not result in death by suicide. Rather, Joiner asserts that one must also have acquired capability (that is, the acquired ability to overcome one's natural fear of death).

· Linehan’s Emotion Dysregulation Theory
Marsha Linehan’s theory of Emotion Dysregulation is often referred to as a “bio-social” theory, as biological and physiological elements figure prominently in an individual’s responses to stress and emotion regulation. An afflicted person is characterized as experiencing intense emotions and an increase in sensitivity – even hypersensitivity – in upsetting situations. These extreme emotional states are intense and aversive. Sufferers desperately attempt to manage their symptoms. Sometimes these efforts to cope or regulate the pain manifest as self-injury and in extreme cases suicide can result.  Linehan developed Dialectical Behaviour Therapy (DBT) to help patients treat their emotional dysregulation.  In this treatment, behavioural skill are taught within a problem-solving and skills-training framework, and there is an emphasis on skill building and behavioural change. Self validation and hopefulness are the desired outcomes.

Other researches into why individuals become suicidal has identified psychiatric disturbance as the strongest predictor of future suicidality. In particular, depression, both unipolar and bipolar, is associated with the greatest suicidal risk, and even in schizophrenics and substances abusers, both groups with high rates of suicide, depression is the strongest predictor of which individuals in those groups will complete suicide (Maris, Berman, and Silverman 2000). Among the components of depression, the cognitive component, which has been called pessimism and hopelessness by Aaron Beck and his colleagues (1979), is a more powerful predictor than the somatic components of depression (such as loss of appetite) or the mood symptoms (such as guilt).

Suicidal individuals are found to have experienced a high level of stress for a long period of time, and often have an increasing level in the time leading up to their suicidal action. In addition, suicidal individuals are found to have few resources, and the resources that they have are often unavailable (Lester 2000). For example, the people available to turn to for help may be resented by the suicidal person, or the resources may be hostile towards the suicidal person.
The family plays a critical role in each of these factors. Physiological and psychological theories of psychiatric disorder stress the role of the parents, either in passing on the genes for the disorder (in physiological theories) or in creating a pathological home environment (in psychological theories) (Maris, Berman, Silverman 2000). Family members are often the cause of much of the stress that suicidal individuals experience, and they are the resources that may be unavailable to the suicidal individual.

 (
3.3 Empirically demonstrated Risk Factors of Suicide
  
)


Risk factors are variables that are associated with an increased probability that an outcome will occur, whereas causal processes explain an outcome. The risk factor may precede the outcome (Wagner, 1997). In addition, risk factors can be conceptualized as indicators of underlying causal processes that lead to outcomes (Cicchetti & Cohen, 1995). A useful theory of suicide must be consistent with and be able to account for empirically-documented risk factors for suicide.

i. Family Conflict
Indices of family conflict are robust risk factors for lethal suicidal behavior across the lifespan. Several studies indicate associations between suicide and familial discord, domestic violence, familial stress, and perceptions that one is a burden on family.

ii. Mental disorders
The vast majority of people who die by suicide (i.e., approximately 95%) suffer from mental disorders (Cavanagh, Carson, Sharpe, & Lawrie, 2003) – and it is quite possible that the remaining 5% suffer from subclinical variants of mental disorders or presentations of disorders not detected by methodologies such as psychological autopsies (Ernst, Lalovic, Lesage, Seguin, Tousignant, & Turecki, 2004). In addition, certain mental disorders confer higher risk for suicidal behavior than others. The following disorders are associated with particularly elevated rates of suicide: major depressive disorder, with suicide rates between 2–6% (Bostwick & Pankratz, 2000); bipolar disorder, with estimates suggesting a 15-fold increased risk for suicide (Harris & Barraclough, 1997); borderline personality disorder, with suicide rates between 4–5% (Duberstein & Witte, 2008); anorexia nervosa (AN), with a suicide rate 58 times that which was expected (Herzog et al., 2000); schizophrenia, with suicide rates between 1.8%-5.6% (Palmer, Pankratz, & Bostwick, 2005); substance abuse, with a suicide rate 5.7 times that of the general population (Harris & Barraclough, 1997); and conduct disorder in youth, with a six-fold increase in risk for suicide compared to community controls.

The vast majority of individuals diagnosed with the above disorders do not die by suicide. For example, among depressed individuals, approximately one-quarter make a non-fatal suicide attempt during their lifetime (Verona, Sachs-Ericsson, & Joiner, 2004), and at least 25% report having experienced suicidal ideation in the past two weeks (Goldney, Dal Grande, Fisher, & Wilson, 2003). Further, although depression greatly increases risk for suicidal ideation, it does not increase risk for suicide attempts above and beyond its association with ideation (Nock, Hwang, Sampson, Kessler, Angermeyer, Beautrais, et al., 2009). Disorders with anxiety/agitation as characteristic symptoms (i.e., generalized anxiety disorder, social phobia, PTSD, bipolar disorder) or impulse-control deficits as characteristic symptoms (i.e., conduct disorder, intermittent explosive disorder, substance use disorders) are predictive of the transition from suicidal ideation to non-lethal suicide attempts (Nock, et al., 2009). These data indicate that depression is likely associated with the development of desire for suicide, while other disorders, marked by agitation or impulse control deficits, are associated with increased likelihood of acting on suicidal thoughts.

iii. Previous suicide attempt(s)
One of the most reliable and potent predictors of future suicidal ideation, attempts, and death by suicide across the lifespan is having a prior history of this type of behavior. The presence of multiple past attempts is an especially strong predictor of lethal suicidal behavior in both adolescents (Kotila & Lonnqvist, 1987) and adults (Christiansen & Jensen, 2007; Haw, Bergen, Casey, & Hawton, 2007; Suominen, Isometsa, Haukka, & Lonnqvist, 2004; Zonda, 2006), as is a previous attempt with high medical lethality (Gibb, Beautrais, & Fergusson, 2005). A 37-year longitudinal study indicated that the elevation in risk for lethal suicidal behavior conferred by a history of a previous attempt persists over the lifetime (Suominen, Isometsa, Suokas, Haukka, Achte, & Lonnqvist, 2004).

iv. Physical Illness
A review by Whitlock (1986) demonstrated that more than one-third of people who die by suicide had a medical illness at the time of their death and numerous studies have documented a relation between the presence of physical illness and suicide. However, the majority of medical illnesses do not appear to actually increase risk for suicide, including rheumatoid arthritis, diabetes, and hypertension (Harris & Barraclough, 1997; Stenager & Stenager, 1992).

 One disease with a particularly high risk for suicide is HIV/AIDS, which has been shown to confer approximately a seven-fold risk for suicide as compared to the general population (Conwell, 1994; Harris & Barraclough, 1997). Another illness that appears to confer suicide risk is brain cancer, which has a nine-fold increased risk for suicide as compared to the general population and a four-fold risk as compared to individuals with other forms of cancer (Harris & Barraclough, 1997). Finally, amyotrophic lateral sclerosis has an estimated sixfold increased risk (Fang, Valdimarsdóttir, Fürst, Hultman, Fall, Sparén, et al., 2008) and multiple sclerosis a two-fold risk (Harris & Barraclough, 1997).

The relationship between physical illness and suicide is likely indirect and accounted for by a multitude of other risk factors, including comorbid mental disorders (O’Mahony, Goulet, Kornblith, Abbatiello, Clarke, Kless-Siegel, et al., 2005; Rasic, Belik, Bolton, Chochinov, & Sareen, 2008), functional limitations (Goodwin, Marusic, & Hoven, 2003; Kaplan, McFarland, Huguet, & Newsom, 2007), and social isolation (Carrico, Johnson, Morin, Remien, Charlebois, Steward, et al., 2007; Flavin, Franklin, & Frances, 1986; Rasic, Belik, Bolton, Chochinov, & Sareen, 2008). 

v. Social isolation
Social isolation is arguably the strongest and most reliable predictor of suicidal ideation, attempts, and lethal suicidal behavior among samples varying in age, nationality, and clinical severity (Conwell, 1997; Dervic, Brent, & Oquendo, 2008; Joiner & Van Orden, 2008; Trout, 1980). Numerous empirical studies have demonstrated associations between lethal suicidal behavior and various facets of social isolation, including loneliness, social withdrawal, living alone and having few social supports, living in non-intact families, losing a spouse through death or divorce, and residing in a single prison cell. In contrast, marriage, children, and greater number of friends/family are associated with decreased risk for lethal suicidal behavior.

vi. Unemployment
Numerous studies have demonstrated that unemployment is a common factor among individuals who have died by suicide and is associated with elevated risk for lethal suicidal behavior. However, several studies examining associations between unemployment and suicide rates at the population level have failed to find an association. Findings indicates that many individuals who die by suicide are unemployed, but that the vast majority of unemployed individuals do not die by suicide. Thus, it may be that unemployment is associated with elevated risk only among vulnerable individuals, or only when it results in certain negative outcomes. Similarly, economic recessions are associated with increased suicide rates, but only those recessions with marked elevations in negative outcomes such as job losses and home foreclosures (American Association of Suicidology, 2009).

vii. Other risk factors
Several warning signs for suicide (i.e., signs of acute risk) have empirically-demonstrated associations with lethal suicidal behavior—agitation, hopelessness, and sleep disturbances including nightmares. Consistent and robust support has been found for hopelessness and sleep disturbances. Several severely stressful life events are associated with elevated risk for lethal suicidal attempts which means that the individuals who have experienced childhood abuse, military combat, homelessness, and incarceration are at elevated risk for lethal suicidal behavior. The studies include several psychiatric and medical history variables that are associated with elevated risk for lethal suicidal behavior. Finally, the literature also indicates the presence of environmental factors that are associated with elevated risk for suicide, including easy access to lethal means, clustering/exposure to suicidal behavior, and seasonal variation in rates of suicidal behavior, as well as increases in connectedness through “pulling together” effects that are protective against suicide.

3.3.1 Preventing Suicide by Clinical Care
Clinical care for suicidal patients also involves treatment (i.e., psychotherapy and pharmacotherapy) aimed to reduce risk for engaging in suicidal behavior. Public health campaigns also aim to prevent suicidal behavior by targeting all individuals or those at elevated risk for developing thoughts about suicide or engaging in suicidal behavior. We propose that thwarted belongingness and perceived burdensomeness (as well as hopelessness concerning these states) are dynamic (i.e., frequently-changing) factors, while acquired capability, once acquired, is relatively stable and unchanging. These aspects of the theory are relevant for treatment. The theory includes a clearly delineated danger zone at the intersection of perceived burdensomeness, thwarted belongingness, and the acquired capability, and thus yields a clear prediction about what components of suicide interventions will be most effective at treating suicidal symptoms. 

According to the theory, interventions that directly or indirectly address perceived burdensomeness and thwarted belongingness should produce the best outcomes among suicidal individuals. The acquired capability would be relatively difficult to effectively address in treatment since a therapist is not able to modify a patient’s history, but this aspect of the theory does provide a clear prediction regarding who may benefit most from suicide focused preventive interventions: specifically, those who have a history fraught with painful and provocative experiences. The theory also suggests that prevention efforts targeting thwarted belongingness and perceived burdensomeness may be effective. For example, public health campaigns promoting the importance of maintaining social connections and social contributions could impact suicide rates. 

 (
3.4 Meaning of Attrition
)

Attrition refers to phenomenon of the employees leaving the organization voluntarily (or involuntary) due to reasons which can be professional or personal pertaining to the organization’s environment and culture. Attrition in an organization is usually measured with a metric called attrition rate, which simply measures the number of employees moving out of the company (voluntary resigning or laid off by the company). Attrition rate or turnover or churn rate refers to the rate at which employees leave an organization. This rate can be calculated as:

Attrition Rate (%)= (Number of separations/ Average Number of employees) * 100

The average number of employees considers both the employees who have left and who have been hired in that particular time frame. It gives an idea as to how many employees are leaving the organization at any given time period. It is an important factor as organizations have to prepare to start recruiting for the positions which are critical and cannot be left vacant.
 (
3.4.1 Types of Attrition 
) 


Broadly, there are 3 types of attrition occur in any organization:

· Voluntary Attrition
When an employee leaves the company for a better job opportunity or career growth or more pay, and leaves on his own. This can be due to multiple reasons like just the better role which is available externally or may be due to internal conditions.
· Involuntary Attrition
If an employee is terminated from a job due to some issue like lack of performance. Many times organizations go for layoffs for financial and other reasons leading to involuntary attrition.
· Retirement Attrition
Once an employee finishes his/her tenure at an organization, he retires. This is mostly a natural attrition that occurs and organization are prepared with succession planning.

3.4.2 Factors leading to Employee Attrition
· Better pay & job opportunities outside the organization
· Low Pay or no recognition of employees
· Improper work life balance 
· Impolite behavior of managers and peers leading to ineffective team management and demotivation
· Stagnancy in career growth & poor quality of work life 
· Inadequate and poor working conditions leading to lack of motivation
· Retirement or untimely death of employees when at job.

 (
3.5
 Theories of Attrition
 
)

· Attrition Process Model
In 1982, Bill Mobley suggested a model that is known as the Traditional Model of Attrition. Mobley suggests that the decision to quit the job is due to major dissatisfaction in the current job. According  to  Mobley,  an  individual try  to  evaluate his/her  current  job  and level  of Satisfaction/dissatisfaction. If they are dissatisfied, they may have the idea of quitting and assess the cost of quitting and success of searching for an alternative job. After identifying the alternative job, decision is taken whether to stay or quit the job

· Abraham Harold Maslow’s Need hierarchy Theory 
According to Maslow’s theory people work to satisfy their needs. According to him an individual is motivated by a series of needs. He explains that there is a hierarchy of following five needs:
· The first need is the basic need which includes food, clothing and shelter. These needs are very important for the survival of life and are universal and are applicable to everyone. 
· Safety and security need comes next in the hierarchy. We all are always concerned about the security as life is full of uncertainties.
· The next motivator is social need i.e. need for love, concern and care. We all are social animals and cannot live in isolation, and always want to be loved by others. 
· The next is Esteem need and the fifth need is self-actualization. 
· The upper most is self-actualization. It represents the individual’s concern for feeling important and respected by others. Hence according to Maslow, psychological needs, safety needs, social needs, esteem needs and self-actualizing needs are the hierarchy of needs. 

[image: ]
[bookmark: _Toc104215001]Figure 3.Maslow's Hierarchy of Needs
                                

                
A satisfied need is no longer a motivator. A person is motivated for the next need after satisfying the previous one. Only the next level need will work as a motivator. It also explains when and how people’s needs and expectations are revised upward. For young employees the bottom two needs are important but for middle and higher level employees the upper two needs motivate them and when these are not fulfilled the effect is attrition. 
· McClelland’s Achievement theory
 A psychologist of Harvard, McClelland is closely associated with achievement motive theory. According to his theory individuals are motivated by three needs: 
(i) Need for power: Employees with high need for power derive satisfaction from being in positions of influence and control and they try to secure high positions .It is a motivator for them. 
(ii)  Need for affiliation: According to him a person who is not getting affiliation or social contact may feel the pain of isolation and may indulge in destructive activities. Hence a sense of affiliation is essential for every individual to become a high performer.
(iii) Need for achievement: Employees with high need for achievement derive satisfaction from achieving their goals. They desire to do their best performance and achieve the targets beyond expectations so that they can be successful in a competitive situation. Every employee possesses these needs in varying degrees. Management should gauge the proportion of these needs in the managers and then formulate motivational schemes effectively rather just formulating them randomly. Employees are motivated by need for achievement, power and affiliation and if these are not fulfilled they shift to other organizations. 

· Frederick Herzberg’s Hygiene theory
Herzberg suggests that two distinct sets of factors affect motivation. That is improving hygiene and provides motivators. According to him factors that motivate employees and the factors that increase dissatisfaction among employees are as follows: 
(i) Motivators: Achievement, recognition, responsibility, advancement and growth are the factors related to job satisfaction. 
(ii) Hygiene Factors: On the other hand, when employees are dissatisfied with factors, such as company policy, administration, supervision, salary, work condition security status and interpersonal relations these are the factors that lead to dissatisfaction among employees. According to Herzberg , all these factors ,both motivators and hygiene have close relation with human relations in an organization. When employees don’t get recognition for achievement, advancement or growth they are dissatisfied .It leads to employee attrition.

· Alderfer’s ERG Theory
According to Alderfer’s ERG theory there are three primary categories of human needs:
(a)  Existence: The basic psychological needs (hunger and thirst) and protection form physical danger. 
(b) Relatedness: Social and affiliation needs and the need for respect and positive regards from others.
(c) Growth: The need to develop and realize ones potential. 
According to ERG theory, employees work for existence, relatedness and growth. He argues that satisfied lower level needs make an individual search for higher level needs. When these needs are not satisfied employees get frustration, frustration at one level will push an individual down to lower level needs. Hence these three needs are very important for motivation. As these needs are not satisfied the employee tends to leave the current organization and employee attrition increases. 

· Vroom’s Expectancy theory
According to this theory, motivation is the product of three variables which are as follows:
(i) Valence (an individual’s preference for an outcome): Valence is an individual’s preference for an outcome. Positive valance include being respected by friends, co-workers, having job security, good salary and negative valence are things to be avoided, such as being laid off, being passed over for promotion and discharged for drunken behaviour at work.
(ii)  Expectancy (his belief that his efforts will lead to task completion): Expectancy means a particular level of efforts will be followed by a particular level of performance
(iii)  Instrumentality (his conviction that his performance will result in the desired outcome): This is a perception by an individual that first level outcomes are associated with second level outcomes. 

Employee is motivated by valence (an individual’s preference for an outcome), expectancy (his belief that his efforts will lead to task completion) and instrumentality (his conviction that his performance will result in the desired outcome).When employees are demotivated to do work it results in attrition. 

In a nutshell, different people have different orientation based on their personalities, priorities towards life, their capabilities, ambitions etc. By and large it can be said that employees shift the job for more pay packet, more security, growth and opportunities etc. It would be interesting to explore the interrelation between these theories and the issues of attrition and the efforts as the area for further study.

 (
3
.6
 Some Researches on Suicides and Attrition among CAPFs
)

i. A study was conducted by G.S. Bhinder, Deputy Commandant, BSF to examine the existing trend of suicidal deaths in BSF. He suggested certain preventive measures to improve mental health of the personnel at the work zone and improve overall efficiency of the Force. The scholar analyzed various factors leading to stress such as uncertainty about the future,  elongated duty hours, impending issues,  voices on leave policy and Pressure Zones. 

ii. Another study which was carried out by O.P. Jindal Global University on ‘Study of Suicide Cases of State Police Personnel and Suggestions to Contain Such Cases’ analysed various factors and discussed different variants i.e. Age and Gender, Interpersonal and Family relations, Financial problems, Individual traits, General pressures of the profession, Medical problems which led to the police personnel taking the extreme step.  Based on the study conducted, it was concluded that personnel of lower ranks commit suicide and the main factor contributing to the same was inferred as inaccessibility to mental health care help. The study neither delineates the problems being faced by the Central Armed Police Forces (CAPFs) nor recommends any remedial measures for them. 

[bookmark: _Toc37199463][bookmark: _Toc37199464]iii. Another study on ‘Stress and psychiatric morbidity in the CISF’ was conducted by G Prasad Rao, Khaja Moinuddin, P Geeta Sai, Eva Sarma, Angers Sarma, P Srinivasa Rao. This study was undertaken at the National Industrial Security Academy (NISA), Hyderabad with the objectives of assessing the psychiatric morbidity and the factors contributing to stress among the CISF personnel. Data was collected by a random stratified sample of 500 subjects including personnel from all ranks such as SIs, Executive officials and constables. The screening was carried out to assess the stress. Based on the study, it was concluded that CISF personnel are facing considerable amount of stress and the various factors operating in the family and at work are considered as their causes of stress. The recommendations such as regular screening of mental health along with counselling by psychiatrists, strengthening of interpersonal relationship between the officers and Jawans, regularizing work times and providing timely promotion to the CISF personnel were provided in the study. 

iv. ‘Study on Suicide Among Soldiers: A Review of Psychosocial Risk and Protective Factors’ was conducted by Matthew K. Nock et al. The research was done on increased suicide rate among members of the U.S. Army over the past several years. It reviewed psychosocial factors which are associated with the increased risk of suicidal behavior in general and described how some of these factors are important in understanding suicide among soldiers. The review included other relevant areas additionally relating to prevention of suicide with the aim at (a) better describing when, where, and among whom suicidal behavior occurs, (b) using exploratory studies to discover new risk and protective factors, (c) developing new methods of predicting suicidal behavior that synthesize information about modifiable risk and protective factors from multiple domains, and (d) understanding the mechanisms and pathways through which suicidal behavior develops. 

[bookmark: _Toc37199465]v. ‘Study on Police suicide: prevalence, risk, and protective factors’ was conducted by Mark H. Chae and Douglas J. Boyle, USA. It identified that five prominent aspects of policing were associated with risk for suicidal ideation: organizational stressors; critical incident trauma; operational stressors (shift work); relationship problems (Marital and family systems); and alcohol use and abuse. 








 (
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 (
4.0 Research Methodology
)

For this study, mixed methodology was used. The study was both qualitative and quantitative in nature. To gather the information, a set of data collection techniques were used suitably, namely questionnaire, interviews, observation, and one to one in-depth interaction. For secondary source of data collection, desk review of relevant studies, documents, reports and other printed / published documents of the CAPFs was carried out. Primary data collection through Focus group discussion, evidence based observation and in-depth interviews helped in strengthening qualitative aspects of the data. After conducting the pilot study, questionnaire was administered to personnel of CAPFs and data was collected with an objective to review the major stressors which drive the personnel to leave the Force or in extreme cases commit suicide.
 (
4.1
 Collection of 
 
Data
)


[bookmark: _Toc104208933]4.1.1 Collection of Primary Data
Primary data brings forth the stark realities of the field and facilitates assessment of the real scenario. It is seen that the effectiveness of any such measures is conditioned and contingent upon the information received from the respondents. The collection of primary data was accomplished through the following methods:
· Questionnaire
· Semi-structured Interviews 
· One-on-one Interactions
· Focus Group Discussions (FGDs)
In order to carry out the study, questionnaire was designed for collecting primary data. Interactive meetings were also held with the Officials of the CAPFs.

4.1.2. Collection of Secondary Data
The study team collected secondary data from the following sources:
· Interactive discussions (one to one in-depth interviews) with officials at different levels of CAPFs
· Previously published reports 
· Newspaper articles, books, journals and previous studies 
· Relevant documents

For the purpose of conducting this study, a sample of 1000 personnel of different ranks was collected, and the study was carried out at different locations.  The participants were from the rank of Constables (Jawans) to the rank of Deputy Commandant who are mostly deployed in the field areas. DGs and ADGs of the Forces were also interviewed to seek their viewpoint about the topic of the study.

4.1.3. Sample Size
Total number of Force Personnel    :  1000 
Total number of Working Personnel :   400
Total number of Left Personnel       :   600
Purposive sampling was used for this study.

4.1.4. Universe of the Study 
Following 6 Forces constitute the Universe of the Study:
· CRPF
· BSF
· CISF
· SSB
· ITBP
· NSG

There are two broad categories of personnel in our study. These are Gazetted Officers (GOs) and Non Gazetted Officers (NGOs). NGOs are further divided into Subordinate Officers (SOs) and Other Ranks (ORs). Their brief is given below:

i. GOs / Officers
They command Force at the Companies, Battalions and above levels. They include Assistant Commandants, Depute Commandants, Second in command and Commandants. DIGs, IGs and ADGs are above the Commandants. Force is headed by a Director General.

ii. NGOs / Subordinate Officers
This category include Assistant Sub Inspector, Sub Inspector and Inspector and Subedar Major, who are commanding small subunits such as Sections, Platoons and Companies. These subunits are actual fighting Force deployed on the borders, in Counter Insurgency operations, Internal Security Duties, Anti Naxal Operations, Election duties and are at the intermediary level. They also hold the key appointments in the subunit and unit. They basically form the backbone of the Force.

iii. NGOs / Other Ranks
This category include Constables and Head Constables who form the bulk of the Force at the base level. They act as the limbs of the Force.
 (
4.2
  Details of Places visited during Field Visit
 
)


	S.no.
	Places Visited

	State

	1. 
	Risali sector , Bhilai(Durg)
	Chattisgarh

	2. 
	Ashish nagar, Bhilai(Durg)
	Chattisgarh

	3. 
	Chhuriya, Rajnandgaon
	Chattisgarh 

	4. 
	D.I.G TRG. HQ, Naya Raipur
	Chattisgarh

	5. 
	Thanaud ,Naya Raipur
	Chattisgarh

	6. 
	Darripara ,Gariyaband
	Chattisgarh

	7. 
	Antagarh ,Kanker
	Chattisgarh

	8. 
	Nelwad camp ,Narayanpur
	Chattisgarh

	9. 
	CRPF Camp, Kondagaon
	Chattisgarh

	10. 
	Kirandul ,Dantewada
	Chattisgarh

	11. 
	Bacheli, Dantewada
	Chattisgarh

	12. 
	Humhama, Jammu & Kashmir
	Jammu & Kashmir

	13. 
	Srinagar Airport, Jammu & Kashmir
	Jammu & Kashmir

	14. 
	RTC- Srinagar
	Jammu & Kashmir

	15. 
	Gauchar Camp, Gauchar
	Uttarakhand

	16. 
	Seemadwar, Dehradun
	Uttarakhand

	17. 
	SHQ, I.G.Office, Dehradun
	Uttarakhand

	18. 
	ONGC Unit, Dehradun
	Uttarakhand

	19. 
	IIRS (ISRO) Unit, Dehradun
	Uttarakhand

	20. 
	BIAAT Camp, Doiwala, Dehradun
	Uttarakhand

	21. 
	Khasa, Amritsar
	Panjab

	22. 
	Atari, Amritsar
	Panjab

	23. 
	BSF HQ
	Delhi

	24. 
	CISF HQ
	Delhi

	25. 
	CRPF HQ
	Delhi

	26. 
	ITBP HQ
	Delhi

	27. 
	CRPF, Heritage Hall
	Delhi

	28. 
	BSF Block, Pragati Vihar
	Delhi

	29. 
	CISF Camp, Mahipalpur
	Delhi


[bookmark: _Toc104212060]                     Table 1. Details of Places visited during Field Visit

 (
4.3
 Steps in Research Study
  
)


In the initial phase of the study, all possible stakeholders were consulted and questionnaires were administered. Three layers of stakeholders have been considered in the study. These are BPR&D officials, officials from the CAPFs and the personnel. The study involved the following steps:


i. Desk study
Desk study was undertaken wherein some important documents and websites of CAPFs were referred in order to gather information pertaining to the Forces and their welfare measures etc. Moreover, objective number six of this research study is ‘to study the best practice followed internationally with regard to profiling of mental health of employees in Police and other paramilitary organizations’. For the purpose of seeking information pertaining to the aforesaid objective various websites of organizations from different countries were surfed. The inputs from above exercise have been reflected in Chapter no. 6 of the report.

ii. Focus Group Discussions
First Focus Group Discussion was held on 11 November, 2020 with CISF personnel at Mahipalpur, New Delhi. Second Focus Group Discussion was held on 07 December, 2020  with CRPF personnel at CRPF-Heritage Hall, New Delhi. Third Focus Group Discussion was held with BSF personnel on 15 December 2020 at BSF Block , Pragati Vihar, New Delhi.

iii. In-depth Interviews 
In-depth interviews were conducted with the DGs / ADGs of the Forces to seek their opinion about prevailing issue of attrition and suicide among the personnel of CAPFs. The information, as obtained was duly noted down in the research diary which immensely contributed to the findings of the study, qualitatively. In order to study the suicide cases from each force, indepth interviews were conducted with the family members of the deceased personnel who had committed suicide.

iv. Observations during Field Visits
 Key observations were made by the study team during the visit to the fields or Force camps at different locations which helped in understanding the field specific challenges of the personnel. While documenting their responses to the questionnaire on the key issues, the study team also observed the tough conditions Jawans have to face in a hard location



v. Questionnaire 
After pilot study, a questionnaire was designed to collect data from the personnel. The contents in the Questionnaire were pertaining to the demographic profiles of the personnel and different stressors. Likert scale ranging from 1-5 has been used in the study wherein 1 means not at all stressful, 2 means somewhat stressful, 3 means moderately stressful, 4 means very stressful, 5 means highly stressful.

 (
4.4
 Data Processing and Analysis
 
)


All the data which was collected through the questionnaire schedules was examined for errors and omissions and fed into excel sheet. It was then standardized and converted into SPSS. Various data analysis tools and techniques were used to analyse the quantitative data and establish relationship between variables and to validate the explanatory variables. Qualitative data was also analysed with care. Insights obtained from focus group discussions and study of specific cases were used to supplement quantitative data.

 (
4.4.1 Tools used 
)


Chronbach alpha and mean values were determined using SPSS. Moreover, Kolmogorov smirnov test was used to check the normalcy of the data. Independent sample T test was also used for analyzing the data. Radar chart and other form of charts were also formulated to represent the mean values of constructs as a visual aid.
 (
4.5
 Pilot Study
 
)


    Following steps were taken for the Pilot Study:
· For the purpose of Pilot Study, literature pertaining to the different aspects of the Forces such as their Job related conditions and stressors etc., was collected through the secondary sources.
·  Based on the literature, a questionnaire was developed. 
· Thereafter, Focus Group Discussions were held with the GOs, NGOs and the female personnel of the three large Forces. 
· A total of 160 questionnaires were distributed to the GOs & NGOs of CISF, CRPF & BSF personnel for the purpose of pilot study. Out of which 157 correct responses were received.
· Data was fed into SPSS. Some of the tests were run for the purpose of getting some insight.
· The results of statistical analysis of the questionnaire indicated that the scale was reliable. However, based on the insights received from the analysis and Focus Group Discussion, the questionnaire was largely modified and converted into six different constructs which are six major stressors for the personnel of CAPFs. These are given below in the figure 4.
· The final questionnaire which was developed based on the insights received from the pilot study was submitted to BPR&D for approval.


[bookmark: _Toc104215002]Figure 4. Stressors / Parameters used in the questionnaire to assess stress of Personnel

 (
4.6
 Findings of Focus Group Discussion held with Force Personnel
)

Focus Group Discussion at CISF Camp, Mahipalpur, New Delhi
	Groups
	No. of Respondents

	GOs
	14

	SOs & ORs
	18

	Female Personnel
	26

	Total
	58 Respondents



Responses from the GOs/Officers
The Focus Group Discussion (FGD) started well with energetic and enthusiastic CISF officers. The entire FGD was very informative and enlightening; each one of them was ardently interactive. Reasons for joining Force were passion to wear ‘Uniform’, passion to serve our nation, to earn livelihood; and born and raised in a family where everyone was in forces. After 2 hours of uninterrupted FGD, the following information was shared by them. In order to respect the confidentiality of the officers, all the responses given by individual officers are listed as a common response from CISF officers. By and large, all the CISF officers were satisfied from their jobs. Reasons behind their satisfaction are given below:
(i) Government job involves a fixed salary, perks and sense of stability.
(ii) Job provides an opportunity for public interaction which they really enjoy.
(iii) CISF is the force which is always combating threat but still they are smiling. This is because of their Soft skill training and passion to work with a smile, or ‘Service with smile’.
(iv) Every day is a new challenge and every day situation involves a lot of threat and this is actually the driving force for these officers.

Reasons for Attrition / Suicide or Stress in CISF according to GOs
Apart from the love for their work, below listed reasons are the source of stress for all:
(i) Strict and long working hours i.e. 8 hours non-stop work without rest. Working shifts (A, B and C) are toxic and no time for rest between the shifts even for 15 minutes (less replacement) is there.
(ii) Low promotion prospects since personnel are working on the same post for the last 12-15 years, which is very de-motivating for them.
(iii) No weekly offs; and the leaves are very limited and approval is not granted for leaves when they need them.
(iv) Non uniformity regarding rules and regulations among different units of CISF
(v) Personnel commit suicide because of personal problems such as family problems, relationship problems, marital discords and other domestic issues. Work stress can be one of the factors enhancing their stress level but 90% of suicide cases are only due to the family/ personal problems.
(vi) There is discrepancy between the expectations and reality (especially among young Jawans of CISF).
(vii) Opportunities with better perks and other facilities are available in private sector.
(viii) Less operational strength of personnel in CISF is the major cause of all the above listed challenges.

Responses from NGOs
The Focus Group Discussion with lively and eager CISF Jawans was quite enriching. They were quite intelligent. Plenty of information and data was gathered about CISF during more than one hour long FGD. Reasons for joining CISF were fervor, zeal to wear ‘Uniform’, devotion to serve our nation and  to earn livelihood. 

  Reasons for Attrition/ Suicide or Stress among CISF personnel according to NGOs
(i) They get limited weekly offs; and leaves are really less which, at times, do not even gets sanctioned.
(ii) They are mostly away from home due to deployment in far flung & remote locations. They get to spend limited time with their families and children, and have little or no social interactions. Their long absence from family leads to the dual burden on their wives. 
(iii) There are differences among different CISF units in terms of deployment, HRA, allowances and working hours. There should be uniformity across different units. Efforts should be made to reduce variations across all the units.
(iv) Over burdening of CISF personnel during election duty and festival time is also one of the major problems. There is limited workforce and hence, the same CISF personnel has to work for ISD (Internal Security Duty) as well.
(v) Slow promotion process is at the core of the stress among the CISF Jawans.  
(vi) Impolite and disrespectful behavior by the seniors hurts the ego and results in frustration.
(vii) According to the CISF Jawans, 90% of suicide cases are majorly due to the family or personal problems. These problems are related to family, relationships, marital discords and other domestic issues. Work stress also adds to the stress but work stress cannot be seen as the root cause of suicide among CISF personnel.
(viii) Delay in promotion is highly de- motivating.
(ix) Opportunities with enhanced perks and other benefits in private sector is the reason for attrition. 
(x) Long working hours also lead to more attrition.

     Responses from the Female NGOs
Focused Group Discussion started well with energized female personnel. Female personnel were quite vocal about their issues and concerns.  Reasons for joining CISF are given below:
(i) They wanted to become self-dependent.
(ii) CISF gives the best family time amongst the rest of the forces.
(iii) The defensive nature of job is glorious for these female personnel.
(iv) The basic facilities are available near their residence (deployed zone) like hospital, school etc.

            Reasons for Attrition and Suicide in CISF 
i. As conveyed by the CISF female NGOs 95% of the suicide cases are simply because of the family/ personal problems. These issues are majorly pertaining to their family, love affairs, and extra marital affairs. According to them, apart from the personal issues, the work place harassment and torture by seniors leads to depression and distress. Likewise, work pressure adds to their plight. However, work pressure can't be viewed as the chief driver of self harm among CISF personnel.
ii. Sluggish promotion process is extremely de- motivating.
iii. Opportunities with better perks and other facilities in private sector compels a person to switch over the jobs.
iv. Long working hours & Leaves related issues are very pressing.
v. Work place harassment causes stress among female CISF personnel.
vi. Limited weekly offs; and leaves are really less which at times do not even gets sanctioned. 
vii. Strict working hours; 8 hours non-stop work without rest.
viii. Less strength in CISF which is the major cause of stress.
ix. Transition from one shift to another leaves less time for rest and recuperation. 


Focus Group Discussion with CRPF Personnel
	Group
	No. of Respondents

	GOs
	19

	SOs & ORs
	13

	Female Personnel
	34

	Total
	66 Respondents




Responses from the GOs / Officers
The Focus Group Discussion started well with energetic CRPF Officers. The entire FGD was very informative. The main reason for joining CRPF was different for all the officers. For some, it was “source of livelihood” “passion to join the Force, serve the nation” and “for a disciplined life”.  For others, it was “social exposure” and a “way to understand different cultures while serving at different places”. 

Major Challenges according to GOs
The major challenges faced by the CRPF personnel that cause dissatisfaction are as follows: 
i. No accommodation for the family of Force personnel near the posting area creates void between the family members and Force personnel leading to mental stress. 
ii. Health facilities are not there for the family Members of the personnel. Educational facilities for children of personnel are only available in metro cities only.
iii.  Prolonged deployment in difficult areas, and continuous duty shifts without rest & recuperation time; and short rest period between two duties becomes highly stressful. 
iv. Absence of proper growth opportunities and slow promotion process for the personnel. 
v. Leave related issues (not able to avail leave whenever required or disapproval of leave) create tension.

Reasons of Attrition and Suicide or Stress according to GOs and NGOs
According to GOs and NGOs the major reasons for attrition and suicide of personnel were related to ‘personal issues’ (marital discord, disturbed interpersonal relationship, not able to avail leave whenever required, and not able to fulfil expectations of the spouse), as compared to the work related stressors (Continuous shifts/overtime demands, lack of rest & recuperation time/less rest period between two duties). 

Major Challenges according to NGOs
The major challenges faced by the personnel are as follows:
i. Prolonged deployment in difficult areas and continuous duty shifts without rest & recuperation time, and short rest period between two duties. 
ii. Absence of proper growth opportunities and slow promotion process for the personnel. 
iii. Leave related issues (not able to avail leave whenever required or disapproval of leave).
iv. No provision for help in redressal of land related issues and other legal issues for the personnel. 
v. No medical facility for the personnel and their families is one of the prime reasons for their dissatisfaction. According to them, other paramilitary forces do have medical provisions for their personnel. This leads to disappointment among the personnel. 
vi. Absence of Pension and unavailability of Canteen facility for Force personnel.
vii. No family accommodation is another challenge. 


FGD with Female personnel, (88 Mahila Battalion- CRPF)
This FGD was conducted with all women exclusive Battalion of CRPF. The CT/GD, Company Commandant, ASI/SI, all rank holders were women. CRPF has in total 5 such battalions. When the reason for joining CRPF was asked, many replied that they knew seniors who were good at sports and got selected via sports quota, and hence, they all followed the path. However, the ‘charm for the uniform’ remained as the most important reason in case of all the respondents, along with social reputation. Some felt that CRPF gives an equal chance and frontier role to women. Seniors felt that service conditions & environment has become better over a period of time. Therefore, the old batch was very satisfied. All the new and young recruits are pampered in CRPF Mahila Battalion.

Major Challenges according to Female Personnel
The following are the major challenges faced by the CRPF Mahila Battalion:
i. Absence of proper growth opportunities and slow promotion process for the personnel. 
ii. Leave related issues (not able to avail leave whenever required or disapproval of leave, resulting in less time for family / relatives and friends).
iii. Low sanctioned strength (operational strength).
iv. Poor education facilities for the children of personnel.  




Focused Group Discussion with BSF Personnel, Delhi
	Group
	No. of Respondents

	GOs
	05

	SOs & ORs
	11

	Female Personnel
	09

	Total
	25 Respondents




Responses from the BSF Officers
According to officers, the main purpose to join BSF  was to a great extent the same for all the Officers. For some, it was ‘love for the uniform’, ‘passion to join the Force and serve the nation’, and for some, it was a trend in family to choose Forces as profession. The personnel mentioned that 80-85% of Force personnel are satisfied in BSF (including young GOs and NGOs in all units/battalions) whereas 15% - 20% are highly unsatisfied due to various reasons. 

Major Challenges according to GOs
Major challenges faced by the GOs of BSF are as following:
i. Force personnel are not heard on time & many grievances go unnoticed and ignored.
ii. No accommodation for the family of personnel near posting area.  This creates void between the family members and Force personnel leading to mental stress.
iii. No legal support is provided to personnel to address their land related disputes; and other legal needs and challenges.
iv. The norms for the force are basically drafted and formulated by senior officials who are IPS officers. Ground realities of Jawans are not known to them. This creates discrepancies between reality and expectations.
v. Some of the other challenges are Communication problem, lengthy promotional process (BSF has structural rigidity, therefore, timely promotion is vital) and family pressure. 


Responses of NGOs                                                                   
The Focus Group Discussion with group two started with 11 SOs & Jawans. The main reason to join BSF  as a profession was ‘Charm for uniform’, love for nation’, ‘ rozi roti ka sadhan’, ‘ dream job- passion’ (as they had seen some person in their village who was in Force) and for some, it was a trend in family to choose Forces as profession.


Major Challenges according to NGOs
Major challenges faced by the NGOs of BSF are as following:
i. Prolonged deployment in difficult areas and continuous duty shifts without rest & recuperation time, and less rest period between two duties. 
ii. Absence of proper growth opportunities and slow promotion process for the personnel. 
iii. Leave related issues (not able to avail leave whenever required or disapproval of leave).
iv. No provision of help for resolving land related and other legal issues for the personnel. 
v. In adequate medical facility for BSF personnel and their family leads to disappointment among BSF personnel. 
vi. Removal of old Pension scheme and unavailability of Canteen facility for BSF personnel is disappointing.
vii. No family accommodation near their place of posting is another challenge. 
viii. Grievance redressal mechanism in BSF is not there.
ix. Communication gap with seniors creates frustration.

Responses of Female Personnel
The Focus Group Discussion with group three started with 09 female personnel. The main reason for them to join & choose BSF as a profession was ‘Charm for uniform’, love for nation’, & ‘dream job- passion’.  According to female personnel, male personnel commit more suicides than female personnel. Grievance redressal mechanism must be improved and made more functional for all. Another major point of disappointment among female personnel was absence of old pension scheme.
	Total Strength

	CRPF
	BSF
	CISF
	SSB
	ITBP
	NSG


	950,021

	3,24,723
	2,65,173
	1,63,144
	97,698
	88,439
	10,844

	Percent
	34%
	28%
	17%
	10%
	10%
	01%


	GOs

	5,819
	5,523
	1,683
	1,851
	2,229
	547

	Rounded % of GOs
	2%
	2%
	1%
	2%
	3%
	5%

	NGOs

	3,18,904
	2,59,650
	1,61,461
	95,847
	86,210
	10,297

	Rounded % of NGOs
	98%
	98%
	99%
	98%
	97%
	95%


[bookmark: _Toc104212061]Table 2. Representation of each Force in sample



	Force
	Total no. of Personnel
	%  of Personnel in All Force
	Representation  (In Sample of 1000)

	CRPF
	324723
	34
	340


	BSF
	265173
	28
	280


	CISF
	163144
	17
	170


	SSB
	97698
	10
	100


	ITBP
	88439
	10
	100


	NSG
	10844
	01
	10


	Total Strength

	950021
	100
	1000
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	FORCE
	Representation  (In a Sample of 1000)
	% of GOs in Force
	Total no of GOs to be covered in the study
	% of NGOs
	Total no of NGOs to be covered in the study

	CRPF
	340
	2%
	7
	98%
	333

	BSF
	280
	2%
	6
	98%
	274

	CISF
	170
	1%
	2
	99%
	168

	SSB
	100
	2%
	2
	98%
	99

	ITBP
	100
	3%
	3
	97%
	97

	NSG
	10
	5%
	1
	95%
	10

	Total 
	1000
	
	21
	
	981


[bookmark: _Toc104212063]Table 4 . GOs and NGOs wise representation of Forces in the sample

          

	Force
	Total GOs
	                  
	Total NGOs
	

	
	
	 No. of GOs  Who have Left Force to be covered in the Study ( 60%)
	No. of GOs  Who are Working  with Force to be covered in the Study (40%)
	
	 No. of NGOs  Who have Left Force to be covered in the Study  ( 60%)
	No. of NGOs  Who are Working  with Force to be covered in the Study  (40%)

	CRPF
	7
	04
	03
	333
	200
	133

	BSF
	6
	04
	02
	274
	164
	110

	CISF
	2
	01
	01
	168
	101
	67

	SSB
	2
	01
	01
	99
	59
	40

	ITBP
	3
	02
	01
	97
	58
	39

	NSG
	1
	0
	01
	10
	06
	04

	Total
	21
	12
	09
	981
	588
	393


[bookmark: _Toc104212064]Table 5. Bifurcation of sample into Working and Left personnel (GOs and NGOs wise)
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5.0 Institutional Culture & Welfare Measures of Forces
)
	
 (
5.1 Institutional Culture and Welfare Measures of CRPF
 
)


Following measures are taken by the Force for the welfare of its personnel:
· Free family accommodation at any Group Centre.
· Outdoor and indoor games facilities at all the establishments.
· Adequate recreational facilities.
· Grievances redressal machinery in every office.
· Free School bus facility for the children of personnel on conditions laid down.
· Family welfare centers, where the family members are engaged in stitching, weaving, knitting etc, to augment family income.
· Montessori schools at 56 locations to prepare the children for admission to regular classes.
· Kendriya Vidyalayas at 36 places, for taking care of education of the children.
· Personnel who are having only one child who is a girl, will be given double scholarship from Class-Vth onwards
· Observance of family welfare day every year.
· In CRPF, 45 Group Centres (GCs) / Training institutions/RAF Units have been declared as Master Canteens and remaining Group Centres and units i.e. 557 declared as Subsidiary Canteens. 
  
 For welfare of retired personnel following measures are taken:
· Resettlement/re-employment efforts through resettlement centers of GCs/Welfare Directorate; and Welfare and Re-habilitation Board (MHA).
· Financial assistance for treatment of individuals or spouses in rarest of rare cases.
· Medical facilities from CGHS/CPMF Hospitals or medical allowance of Rs. 300/- per month.
· Scholarship amount of Rs. 27,000/- p.a. to girls and Rs. 24,000/- p.a. to boys from ‘Prime Minister Scholarship Scheme’ to the wards of the Ex-personnel of the CAPFs to encourage technical and professional courses. Above scholarship is applicable up to the rank of SM/Inspector.

For welfare of families of deceased personnel some measures are taken. Following assistance is rendered from regimental funds in addition to the  entitlements  from the Government:
· Immediate financial assistance to Next of Kin in death cases has been increased from Rs. 20,000/- to Rs. 50,000/- w.e.f. January1, 2016. This amount is paid immediately by the concerned office/unit and thereafter, Rs. 30,000/- is recouped/returned to office/unit from CWF Directorate General.
· Financial Assistance of Rs. 1,50,000/- from CWF from March 1, 2018
· Financial assistance of Rs 50,000/- only to the daughter and sister of deceased personnel at the time their marriage.
· Educational Scholarships at par with serving personnel.
· Compassionate appointments of wards in deserving cases.
· Priority in allotment of Gas agencies/Petrol pumps from Petroleum Ministry (out of 8% quota reserved for CAPF personnel).
· 75% concession in 2nd Class rail fares for widows of personnel killed in action against terrorists and extremists.
· Reservation of seats in polytechnics in Delhi.
· Police Memorial Fund Scholarship Scheme: This Scholarship is awarded to the wards of CAPFs, who are killed on duty for pursuing professional courses like MBBS, BE, B.Tech, MBA, MCA etc. @ Rs. 15,000/- p.a. and other general academic university courses viz BSc, B.Com, MSc, MA, etc. @ Rs. 5,000/- p.a. on regular basis in various disciplines. Total number of scholarship under both the categories would be 15 (Professional-5 & General University Courses-10). In case more than 15 applications are received, merit determines the grant of scholarship.
· Help in remarriage of young widows through CRPF Wives’ Welfare Association (CWWA).
             Other measures are given below: 
· Declaring CRPF hospitals as Government hospitals in CGHS covered areas for the purpose of referral for specialized treatment at CGHS recognized private hospitals if such referral is made by the CRPF medical officers of the rank of DIG and above. 
· CGHS facility has been extended to all CRPF personnel posted in the CGHS covered areas throughout the country wherein they can get treatment in AIIMS without prior permission / approval from Department
· For relief of Force Personnel and their spouses from stress, Project named 'Sanjeevani' has been introduced in CRPF. This project aims to organize an interactive course for Jawans at the Group Centre near to their native place where spouse can also participate as a learner as well as a facilitator. It has been designed to generate intermittent relief from stress ridden work situation, enabling family to manage the affairs well during long absence of the Jawan when he is deployed in hard, inaccessible and risk prone areas, capacity building to undertake the stress and strains of a separated family life and developing stress management capability. It has been designed to provide family integrative & interactive programme for capacity building of spouses to face stress in a better way . 
· Art of Living course was introduced in the force for reduction in stress level and to enhance general well being of the force personnel. Initially, 200 Coys of CRPFs preferably deployed in J&K and North Eastern Sector were to undergo the course. Initially, during 2006, 64 coys of CRPF deployed in J&K and NE Sector had undergone the course. As per the feedback report from the sectors, the course is having a positive impact on the Jawans and therefore, MHA had recommended that the course is to be continued during coming years. As on date, out of 170 coys allotted to CRPF, approximately 154 coys have completed the same and remaining coys are also being put through the course.
· Municipal Corporation of Delhi has exempted Police Gallantry Medal Awardees from payments of House Tax in respect of self occupied property subject to certain conditions. They also get 75% discount in Air journeys on Indian Air lines in economy class.
   
 (
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     Following measures are taken for the welfare of serving personnel: 
· Welfare Grant is being provided to Units/HQRs for welfare activities of Force personnel including provision of entertainment/recreational facilities, Welfare Amenities / Improvement of Messes of Officers, SOs and ORs.
· Special diet is being provided to TB patients on the recommendation of the Medical Officer.
· Denture reimbursement of cost of denture to NGOs up to the rank of Inspectors on the recommendation of Medical Officers upto Rs. 2000/- at one time. 
· Spectacles reimbursement of cost of spectacles to all NGOs@ Rs. 1500/- for three times in the service after break of four years.
· Sports Activities Fund are being provided to central sports team for conduct of Inter Forces games. 
· Financial Assistance for Education of children of service personnel after 12th class for one child. (a) University (Non-tech) - Day Scholar Rs.10,000/-P.A. Technical/Professional/Vocational - Boarder Rs. 16,000/-p.a. Course leading to diploma (b) University (Tech) - Day Scholar – Rs.10,000/- p.a. - Boarder - Rs.20,000/-p.a.
· BSF Education loan is being provided to wards of BSF serving personnel for higher/technical education. Maximum amount is Rs 5.00 Lakh per course per student. However, maximum disbursement per applicant per academic year is restricted to Rs. 1.25 Lakh. The same is being recovered from their salary with principal and simple interest @ 7%. 
· 50% amount of total estimated cost of treatment to BSF personnel for operation/medical treatment of self and their dependents on recoupment basis from their MRC bill is being granted in advances out of Special Relief Fund. 
· Hiring of private Doctors/Specialists out of Special Relief Fund. As on date 46 Doctors/Specialists are appointed on part time basis.
· Appointmnet of para medical staff/ employee at various BSF Hospitals and locations. As on date 35 Para Medical Staff/employees are appointed out of Special Relief Fund on contractual basis at various BSF locations. 
· Re-imbursement of cost of mobility equipment for personnel disabled during service with an upper ceiling of Rs. 50,000/- 
· Compensation to BSF personnel getting injured on bonafide operational duty.  (a) Rs. 10,000/- in case of injury sustained during bonafide operation leading to overnight hospitalization or for more duration. (b) Rs. 5,000/- in other cases of injuries (excluding petty injuries)
· GO’s & NGO’s Loan (a) The amount of the loan granted to GOs upto maximum of one month’s basic pay relaxable in special cases upto three month’s basic pay. Total amount of loan with interest is recovered in 12 monthly installments. Loan interest is 6.25 percent. (b) The amount of the loan granted to NGOs upto a maximum of 3 month’s basic pay, but in special circumstances ;and for good and sufficient reasons loan may be sanctioned upto a maximum of 6 month’s basic pay. Total amount of loan with interest is recovered in 12 monthly installments. Loan interest is 6.25 percent

Following welfare measures are taken for retired personnel: 
· One memento is given to BSF personnel at the time of their retirement from service either on superannuation or on voluntary retirement.
· Financial Assistance to retired BSF personnel (a) Rs. 15,000/- to personnel who take Voluntary retirement with more than 20 yrs of service but less than 25 years of service ;and Rs. 25,000/ for those having more than 25 years of qualifying service 
· Financial Assistance of Rs. 1,50,000/- for daughter/sister marriage out of Special Relief Fund, however, the same is extended upto two daughters/sisters. 
· Financial Assistance of Rs 60,000 provided for marriage of daughter of BSF personnel who died after retirement ,out of Special Relief Fund. However, the same is extended upto two daughters.
· A sum of Rs. 50,000/- to the permanently (100%) medically boarded out BSF personnel with effective from May1,2015 at the time of marriage of their daughter. This facility is further extended for marriage of 2nd daughter also.

                Other Welfare Measures are given below: 

· BSF Prep-mantra is a tool which is launched for BSF personnel and their families for helping them prepare for the various exams that they have been preparing.  It offers a wide range of courses from multiple fields, including competitive exams, recruitment exams, post-graduate entrance exams and even language skills.

 (
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· “CISF M power App” 
This one app is for each CISF personnel. It contains unit information, leave related updates, salary information, personal information, grievance and mess feedback etc.
· Buddy pair system
Two personnel are put into a pair of buddies, who stay together, interact with each other on a daily basis and any unusual behavior on the part of other person is immediately reported by the buddy to the senior officers. 
· Grievance box 
In CISF, this grievance box is well appreciated by all and very well managed too. After every 15 days, this box is checked and instant action is taken for redressal of the grievances.
· Surprise visits by officers
CISF have well educated officers who are liberal and very accessible. They also come          for surprise visits to each room and for face to face interaction. 



·  Samvaad Samiti & Triveni System
This interactive session with all the CISF personnel involves discussions about         operational and welfare related issues. It increases motivation level and reduces stress among CISF personnel.

· Sanrakshika CISF Wives' Welfare Association
Sanrakshika has derived its name from CISF motto “Sanrakshan” & “Suraksha”. “Sanrakshika” was registered under the Societies Registration Act, on 26th August, 2014. Since then the day is being celebrated as “Sanrakshika” Day. It has been working for the welfare, social, cultural and educational development of family members of CISF personnel since its inception. It helps to create camaraderie between fellow personnel while addressing their welfare issues. It aims at the holistic development and well-being of “Sanrakshika” members, their children and rehabilitation of widows and differently abled children. Objectives of the Association are :

· To secure the welfare of CISF Officers, personnel, their wives and their families.
· To organize activities that facilitates the development of skills of wives of CISF personnel and their families.
· To promote programmes for rehabilitation of widows, handicapped, and mentally retarded children of CISF personnel and also CISF officers.
· To organize co-operative action to help differently abled children in the CISF families.
· To raise funds and organize programmes to rehabilitate CISF officers and personnel who are grievously injured in the line of duty.
· To undertake charitable activities and to raise funds for the needy and underprivileged sections of the society beyond the CISF force.
· To organize medical camps for women and children of CISF personnel, and also for CISF officials and society at large in association with social organizations such as Rotary Club and Government approved/recognized Blood Banks etc.
· To organize social, cultural and sports activities.
· To promote HIV/AIDS prevention programme.
· To organize Alcohol & Drug de-addiction programme.
 (
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  i. Amul Rehab Program
  The rehabilitation is a big need and challenges for the country and rehabilitation of retired personnel is more challenging for the Government as well as for the Society. It becomes more difficult when rehabilitation has to be under certain policy. Most of the personnel at the time of retirement have numerous unfinished domestic responsibilities, which constrain them to choose second occupation or another career. 

Ardh Sainik Welfare Trust (ASWT) with SSB has taken initiative to assist the Government for rehabilitation of Para military personnel to facilitate retired personnel and their family members to provide suitable work and to train them to acquire additional skills in their resettlement through the best available options in the society. 
In association with Amul Cooperative, Gujarat Ardh Sainik Welfare Trust has proposed a rehabilitation program for retired personnel and their family members. Its salient features are :
a) One year Civil Services exam preparation support and discounted fees package for wards of Paramilitary Personnel (First time only, for SOs and ORs ). 
b) The interested applications for Ardh Sainik Super Fifty are invited in every session. 
c) One year dedicated preparation for Civil Services under the guidance of Ardh Sainik Team and experts of ALS Academy 
d) Selection of 100 students on the basis of online written examination. 

      ii. Provision of Amenity Vehicle 
New Delhi, being located in the capital of the country, is approached by a lot of serving and retired SSB personnel for detailment of vehicles even on payment. Next of kin and relatives of many serving SSB personnel also make halt in NCR and demand transport for visiting Delhi and places of interest/ historical places. Therefore, a necessity is felt for acquisition of amenity vehicles to cope up with the demand of serving/ retired SSB personnel.The vehicle is provided only for following purpose:
a) For visiting places of worship, sigh-seeing, educational excursions and marriage ceremonies of Force personnel and their relatives.
b) For conveyance of official delegates on payment basis. 
c) The vehicle is not provided for any commercial purpose. 

iii.  SSB Dependent Identity Cards  (SSBDIC)
a) Sahastra Seema Bal Dependent’s Identity Card (SSBDIC) is an official document for identity of all dependents of SSB personnel including non combatised. The SSBDIC is issued to all entitled dependents.
b) All serving SSB personnel are entitled for issue of SSBDIC for each of his/ her dependent as mentioned in his service documents. 
c) SSBDIC issued to dependents is valid for 5 years or up to date of retirement, whichever is earlier. 

       iv.  OYO MoU
Memorandum of Understanding (MoU) with “OYO Rooms” has been signed by SSB Hqrs, New Delhi. The MoU has been able to solve the problem of accommodation not only during official duty but also on private visits of SSB officers as well. OYO offers accommodation to the personnel (of all ranks including Group B and Group C officials) and guests (including their immediate family members) of SSB.

       v. Sandiksha: Wives’ Welfare Association  
SSB has established wives’ welfare association. The objectives for which are established as under:
· To generate a sense of accomplishment in the minds of SSB wives and develop managerial skills in them.
· To promote programmes for rehabilitation of widows, handicapped and mentally retarded children, handicapped SSB personnel and their families.
· To pursue programmes to facilitate development of academic/ vocational skills, training for the families of serving and retired SSB personnel and people of neighborhood community at the location of SSB.
· To raise funds for various welfare schemes affecting the well being of SSB families, widows, handicapped and mentally retarded children and disabled personnel & families of retired personnel.
· To organize cultural and sports activities.
 (
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i. Central Welfare Fund 
This is contributory fund and based on monthly subscription of Rs.50 per head from all members of the force. This fund is used for the following purposes:
a) Medical advance given to the force personnel for medical treatment in case of emergency.
b) Natural calamity loan provided to force personnel affected by natural calamity without interest.
c) Expenditure on force level functions.
d) Advance provided to newly raised units for establishment of regimental institutions i.e. Wet canteen, Grain Shop, Central Police Canteen, and Master Canteen etc.
e) Educational loan of Rs. 2.5 Lac to 100(90 non gazetted and 10 gazetted) force personnel for higher technical/professional education of their wards with rate of interest 2.5 % annualy.
f) Advance provided for other welfare activities for welfare of jawans.
g) Daughter marriage loan of Rs. 2 Lakh to force personnel for two times during service, rate of interest 2.5% annualy (Self/Sister & Brother's marriage loan will be applicable up to rank of HC only).

ii. Central Benevolent Fund 
This is a contributory fund and based on monthly subscription of Rs.300 per head from all members of the force. The benefits out of this fund are as follows:
a) Rupees 40 Lakh as immediate relief (any kind of death of force personnel)
b) Rupees 40 Lakh for Missing (during Operation ) person & Rupees 20 Lakh to Missing (other cases )
c) In case of Medical Board Out :
       i)  Disability: 40% to 50 %  = 16 Lakh
      ii)  Disability: 51% to 75%   = 25 Lakh
     iii)  Disability: 76% to 100% = 35 Lakh

  iii. Medical Facility 
Hospital facilities are in existence at unit locations and forward posts to provide adequate medical facilities to the in-service ITBP personnel/Ex-ITBP personnel. In addition, two base hospitals have also been established in Delhi and Ramgarh respectively with a view to provide Medical facilities to ITBP personnel and their families. ITBP has taken the initiative in establishing a small but well equipped “Mental Health Care Center” at Saboli, Delhi, Haryana border in January 2001.

    iv. Family Welfare Centers 
Family welfare centers are functioning in ITBP Battalions and Training centers where multifarious welfare activities are being undertaken with the active participation of families of ITBP personnel .In these centers the families undertake knitting of woollen items, hosiery items, preparation of jams/juices and fabrication of uniform items of ITBP jawans. These activities not only help in supplementing the income of families of ITBP personnel but also develop cohesiveness amongst the members of the force of all ranks and their families.

     v. Educational Facilities 
ITBP police is deployed in remote hilly areas in the state of HP, Uttaranchal, Jammu & Kashmir, Sikkim and Arunachal. Most of the areas of deployment of the force being remote and isolated, there is a scarcity of basic amenities and Government facilities. The ITBP officers and personnel are required to stay within or near the premises of ITBP battalions due to operational and other factors. So in order to cater to the need of Education & schooling of children of ITBP personnel, the organization runs Primary/Middle level schools at various ITBP battalions. At present 17 such schools are being run in various ITB Police battalions. In addition, 08 Kendriya Vidyalayas are also located in ITBP premises.

          vi. Housing Societies 
House is one of the basic needs of the human being. To cater to it, an ITBP Co-Operative housing society for the gazetted officers of the force has been established in Greater Noida (U.P.). Under the society, 105 flats have been prepared and recently handed over to the allottees.

vii. Grievance and Welfare Cell 
To redress the various problems of serving and retired personnel of this organization and welfare /rehabilitation of wards/widows of the personnel who have sacrificed their lives for the nation, a grievance and welfare cell has been established at Directorate General, ITBP. 

      viii. Recreational Facilities
Because of the deployment of ITBP in remote border areas ,away from the normal civil life with very few amenities and recreational and entertainment resources, efforts have been made to provide entertainment/recreational facilities to force personnel at the place of their postings by providing TV sets and arranging periodical film shows from time to time. Besides this, a large number of digital reception sets have been provided to check posts so that force personnel performing duties at isolated check posts are able to get entertainment and also remain in touch with happenings around them. Reading material and various indoor/outdoor game facilities are also being provided.
 
Another feature introduced recently was Know Your Personnel (KYP). Under KYP, a company commander interacts with all 137 jawans in his company and records their details, including likes, dislikes, problems in family and any ailment. The exercise helps the company commander know his personnel well and helps identify any stress or problem in the jawan’s family. For women employees, the SSB has a system where they can lodge a complaint regarding sexual harassment.

 The then Inspector General of SSB, Ms. Renuka Mishra on various platforms has informed that their force has developed an Android application to help deal with stress. “Through the app, MySSB, a jawan can check his transfer profile, deputation, salary and PPF. Jawans get updates on the status of their leave applications as well.

 (
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Some of the measures which are taken by NSG for its personnel are Yoga / Meditation classes, Programme like “Know your personnel”,  Training programme on stress management, Grievance redressal mechanism, organizing events / cultural events exhibiting individual talents / interests. These measures are helping NSG to reduce the number of suicidal deaths in the force. 
NSG started a centre called ‘Prerna Centre, Manesar’ for differently-abled Children. The centre has been established to provide rehabilitiation and vocational training for children of NSG personnel. It has also been extended for people living in nearby villages and local areas. 

 (
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Several recent decisions are taken by the Government to boost the morale of the CAPF Jawans. These include:

· Free air travel from Jammu to Srinagar and back on duty/ leave and also on duty from Delhi to Srinagar and back.
· Enhancement of existing Risk and Hardship Allowances for CAPF personnel deployed in Jammu and Kashmir, LWE affected districts.
· The CAPF personnel wounded during an operation and admitted to a hospital would be considered on duty during the period of their treatment. Besides, the ex-gratia payable to a CAPF martyr has been enhanced from Rs.15 lakh to Rs.35 lakh. The then Home Minister said though no amount of monetary compensation is enough for the sacrifices made by the Jawans in the line of duty, he has ensured that every CAPF martyr’s family gets a minimum of Rs. 1 crore. CAPF martyrs’ dependents are now entitled to preferential allotment of LPG outlets at par with martyrs of the Armed Forces.

Furthermore, the then Minister of State for Home Affairs, Shri Haribhai Parathibhai Chaudhary[footnoteRef:17] in a written reply to a question by Prof. M.V. Rajeev Gowda  in the Rajya Sabha stated that the following measures were taken by the Government of India to curb the depression amongst the personnel of paramilitary forces  : [17:  Ibid] 

 
i) Implementing a transparent, rational and fair leave policy;
ii) Grant of leave to the force personnel to attend to their urgent domestic issues and social commitments;
iii) Regular interaction, both formal and informal, among Commanders, officers and troops to find out and address their problems;
iv) Revamping of grievances redressal machinery;
v) Regulating duty hours to ensure adequate rest and relief;
vi) Improving living conditions through provision of basic amenities/ facilities for troops and their families;
vii) Government has approved extension of the facility of retention of Government accommodation at the last place of posting for CAPF personnel deployed/posted in Left Wing Extremism affected areas/ districts (except State capitals), as notified by the Government of India from time to time, on payment of flat rate/normal license fee. This facility is already being given to the Force personnel in case of posting to NE States and J&K State;
viii) Motivating the forces through increased risk/hardship and other allowances such as Detachment Allowance, Kit Maintenance Allowance, Washing Allowance, Ration Money Allowance etc;
ix) Officers and Jawans serving in hard area are being given preference for posting to soft/static locations as per their choice to the extent possible;
x) Better medical facilities for troops and their families including introduction of Composite Hospitals with specialized facilities;
xi) Organising talks by doctors and other specialists to address their personal and psychological concerns;
xii) Yoga and meditation classes for better stress management;
xiii) Treatment during the hospitalization period due to injury suffered by CRPF personnel during the course of duty to be treated as duty;
xiv) Adequate steps have been taken in all establishments to provide the recreational and sport facilities. Force personnel are encouraged constantly to actively participate in sports and games;
xv) Providing welfare measures like Central Police canteen facility to the troops and their families, scholarships to their wards, etc;
xvi) Giving status of ex-CAPF personnel to the retired personnel of CAPF, which is expected to boost the morale of the existing CAPFs personnel and also expected to provide better identity, community recognition and thus higher esteem and pride in the society to the Ex-CAPF personnel;
xvii) CAPF Campuses at various locations are renewed and upgraded according to present scenario. Adequate basic amenities like toilets, bathrooms, drinking water points, messing for both male and female personnel are available. Mobile toilets are also provided to troops for use during operational duty;
xviii) Force campuses are kept clean and sanitation rounds are done by medical officers to monitor and keep up the hygiene of the campus;
xix) Schemes have been implemented for facilitating the women personnel such as Gender Sensitization, Health care Centre, improvised services, Nutritional care Centre etc;
xx) In addition to the above, the female personnel are liberally given Child Care Leave;
xxi) Creche is also established at various Group Centres/Units locations to facilitate the female employees;
xxii) The air courier service facility has been extended to CAPF personnel deployed in remote areas of North East, and Jammu & Kashmir region including Leh as a welfare measure. Attachment of one AC-III Tier special coach in trains for CAPF is also earmarked. 
xxiii) Promotions are being released regularly to the eligible personnel as and when vacancies arise in the next higher rank;
xxiv) The financial benefits under Modified Assured Career Progression (MACP) Scheme and Senior Time Scale (STS) Scheme are given in time as per the rules to the eligible personnel in case they do not get promotion for want of vacancies; 
xxv) Launched Bharat ke Veer (BKV), with the basic principle and foundation to provide a direct platform for direct donation from the donors to the Next of kins of martyrs in their account. Initiative for fund raising launched by FLT LT Mukund B Vala, Shri Akshya Kumar, Bollywood Actor and Shri Rajnath Singh, Union Minister for Defence and Former Home Minister. With a purpose to financially assist families of the Martyrs of CAPFs personnel who attained martyrdom on or after Jan 1,2016. Maximum donation remitted per beneficiary is Rs. 15 lakhs. Financial assistance of Rs. 10 lakhs to the parents of martyrs of Ops Casualty only from BKV Corpus is provided.
xxvi) Running Kendriya Police Kalyan Bhandar(KPKB), which provides wide range of quality consumer products with price advantage to the CAPF/Police Personnel. The Ministry of Home Affairs has set up CPC system (re-christened as Kendriya Police Kalyan Bhandar) in place of Prahari canteens in BSF run earlier. KPKB service is available to serving as well as retired and Next of kins of deceased personnel & families of CAPFs & Police Forces.
xxvii) Every year Ministry of Health and Family Welfare allocates MBBS / BDS seats for the wards of CAPFs.

  The Union Home Minister Shri Amit Shah directed the Central Armed Police Forces (CAPFs) to do the following: 

· To undertake a mega manpower planning and ensure that around 7 lakh jawans get to spend at least 100 days with their families in a year. 

· Deployment details of the troops of these forces should be "digitized" so that better manpower rationalization can be done. The Union Home Ministry has now asked all the chiefs or Directors General of forces to undertake the exercise and implement a regime where a jawan or a constable gets to stay with his family for about 100 days. This means that the jawans will be posted to their nearest units and they can travel and stay with their families when there are no operational exigencies. In order to achieve this, the force chiefs have to assess and prepare reports of their additional manpower so that the over-all deployment of a CAPF unit is not affected. When this data is digitized, as compared to the regular paper file format prevalent as of now, it will be easy for the force headquarters to rotate and deploy their troops. This system will also help in ensuring that a large number of grievances of personnel regarding their transfer and posting to a place near to their parents or family home will be addressed up to a limit[footnoteRef:18].  [18: https://economictimes.indiatimes.com/news/defence/ensure-jawans-get-to-stay-with-family-for-100-days-annually-shah-to-capfs/articleshow/71635233.cms?utm_source=contentofinterest&utm_medium=text&utm_campaign=cppst)] 


· [bookmark: _Toc37252376]Medical facilities to CAPFs
 In addition to the medical facilities available to Central Government employees, there are 39 composite hospitals for providing specialty services to the CAPFs personnel and their family members. These composite hospitals are common to all the CAPFs. Government has allowed appointment of doctors on contractual basis to meet the demand of the CAPFs. Apart from above, as and where required, CAPFs personnel and their families can also take treatment from recognized private hospitals, if such specialized services are not available in CAPFs hospitals. 

CPWD has been entrusted to execute the newly sanctioned Central Armed Police Force Institute of Medical Sciences (CAPFIMS), the country's first-ever medical institute for Central paramilitary forces with a dedicated cadre of doctors on the lines of the Defence-run Armed Forces Medical College (AFMC). It has a 500-bed general & a 300-bed super specialty hospital, a nursing college and a school of paramedics. Once fully commissioned, the project will be beneficial to approximately 9 lakh CAPF personnel, including retired personnel, and their families for tertiary health care facilities. This will also create in house production of medical professionals, nurses and paramedics to fill up large number of vacancies in CAPFs, as professionals passed out of CAPFIMS will be bonded for 10 years’ service in CAPFs. 

In addition, the scheme of Central Armed Police Force Institute of Medical Science (CAPFIMS) has an outlay of Rs.1300 crore with an objective to provide better medical facilities to CAPFs personnel through construction of Super Specialty Hospital. 

· [bookmark: _Toc37252377]Retention of Accommodation
  On July 14th 2010, the Government of India has conveyed sanction for extension of the facility     of retention of Government accommodation at the last place of posting for CAPFs personnel   deployed / posted in LWE affected areas/districts (except State capitals).  



 (
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6.0 Mental Health and Best Practice
s
 with regard to Managing Mental Health
)



 (
6.1 Mental Health
 
)


According to the surgeon general's report by National Institute of Mental Health, US on mental health (1999)[footnoteRef:19], "Mental health is a state of successful performance of mental function, resulting in productive activities, fulfilling relationships with other people, and an ability to adapt to change and to cope with adversity" whereas "Mental illness is the term that refers collectively to all diagnosable mental disorders. Mental disorders are health conditions that are characterized by alterations in thinking, mood, or behavior associated with distress and/ or impaired functioning". [19:  Mental Health: Culture, Race, and Ethnicity: A Supplement to Mental Health: A Report of the Surgeon General.
Center for Mental Health Services (US); National Institute of Mental Health (US).
] 

 (
6.2 Mental Health Profiling
  
)


Mental health profiling is any action taken for reasons of safety, security or public protection that relies on stereotypes about a person’s mental health or addiction instead of on reasonable grounds, to single out a person for greater scrutiny or different treatment. A “stereotype” is a generalization about a person based on assumptions about qualities and characteristics of the group they belong to.  Mental Health Assessment gives doctor a picture of the way one thinks, feels, reasons and remembers. The mental health test assesses one’s emotional wellbeing via a series of questions and also includes a physical examination. As a priority, doctor determines if a person is at risk of hurting himself or others. A mental health assessment is designed to:
· Diagnose mental health conditions such as anxiety, depression, schizophrenia, eating disorders and psychotic illnesses
· Differentiate between mental and physical health problems

6.2.1.Mental Health Profiling Assessment
Mental health assessment tests and tools aim to assess or identify the status and capabilities of people’s psychological functioning including emotions, thoughts, neuro-cognitive functions, personality and behavioural tendencies. The first step to mental health profiling is to have mental health screening and diagnostic tools and instruments available and getting checked by qualified mental health personnel. Mental health assessment tools can be classified in following groups:

	S. No
	Groups
	List of Tests

	1. 
	Mental Health Screening Tools
	1. Mini-Mental State Examination (MMSE) 
2. KGV (Modified) Symptom Scale 
3. Risk Assessment Tool 
4. Depression/Anxiety/Stress Scale (DASS) 
5. PSYRATS – Hallucinations Subscale 
6. PSYRATS – Delusions Subscale 
7. Geriatric Depression Scale (GDS) 
8. Beck’s Depression Inventory (BDI) 
9. Beck’s Suicidal Intent Scale (BSIS) 
10. Beck’s Hopelessness Scale (BHS) 
11. Beck’s Anxiety Inventory (BAI) 
12. Anxiety Rating Scale (Zung) 
13. Rosenberg Self Esteem Scale 
14. Evaluative Belief Scale 
15. Sleep Scale

	2. 
	Medication related Screening Tools
	1. LUNSERS – Side-effect rating scale
2. DAI - Drug Attitude Inventory (DAI 30)

	3. 
	Addiction Screening Tools
	1. MAST - Michigan Alcohol Screening Tool (MAST 25) 
2. DAST - Drug Abuse Screening Tool (DAST) 
3. AUDIT – The Alcohol Use Disorders Identification Test 
4. CAGE - Alcohol Misuse Screening Tool. 

	4. 
	Living Skills Screening Tools
	1. Life Skills Profile (LSP 20) 
2. Social Functioning Scale (SFS) 
3. BARTHEL Index of Daily Living Social Network Map (SNM) 
4. Camberwell Assessment of Need (CAN) 
5. Relative Assessment Interview (RAI)




 (
6.3. Mental Health related Laws/ Policies in India
 
)


Mental Health Profiling Bill
The Parliament on 27th March 2017 passed the ‘Mental Healthcare Bill’ in the Lok Sabha that decriminalizes suicide attempt by mentally ill people and provides services for people with mental illness. One of the provisions of the bill is to protect and restore property right of mentally ill persons, said Union Health Minister JP Nadda in the lower house.
The bill said, “Notwithstanding anything contained in section 309 of the Indian Penal Code, any person who attempts to commit suicide shall be presumed, unless proved otherwise, to have severe stress and shall not be tried and punished under the said Code” The bill was previously passed in the Rajya Sabha with 134 official amendments. One of the prime features of the bill is that it seeks to provide proper healthcare, treatment and rehabilitation of mentally ill persons “in a manner that does not intrude on their rights and dignity.”Here are the provisions under the Mental Healthcare Bill:

i. Rights of persons with mental illness: This provision states that every person will have the right to access mental healthcare services which are operated or funded by the government. It also includes good quality, easy and affordable access to services. It also provides for the right to equality of treatment, seeks to protect such persons from inhuman treatment, access to free legal services, their medical records, and the right to complain in the event of deficiencies in provisions.

ii. Advance Directive: This provision empowers a mentally ill person to have the right to make an advance directive that explains how she/he wants to be treated for the requisite illness and who her/his nominated representative shall be. This directive has to be vetted by a medical practitioner.

iii. Mental Health Establishments: This provision states that every mental health establishment has to be registered with the respective Central or State Mental Health Authority. For registration, the concerned establishment needs to fulfil different criteria as mentioned in the Bill.

iv.Mental Health Review Commission and Board: This is a quasi-judicial body responsible for reviewing procedure for making advance directives. It will also advise the government on the protection of mentally ill persons’ rights. It further states that the body in agreement with the state governments constitute Mental Health Review Boards in states’ districts.

v. Decriminalising suicide and prohibiting electro-convulsive therapy: This provision effectively decriminalises suicide attempt under the Indian Penal Code by mentally ill persons by making it non-punishable. Electro-convulsive therapy, which is allowed only with the use of anaesthesia, is however, out of bounds for minors.
vi..The bill also outlines the procedure and process for admission, treatment, and subsequent discharge of mentally ill persons.

National Health Mission (NHM)
The NHM envisages achievement of universal access to equitable, affordable & quality health care services that are accountable and responsive to people's needs. In one of its components of Non-Communicable Disease Control Programmes, National Mental Health Programme (NMHP) is one of the important aspect. 

 (
6.4. National Mental Health Programme (NMHP)
)


It is estimated that 6-7 % of population suffers from mental disorders. The World Bank report (1993) revealed that the Disability Adjusted Life Year (DALY) loss due to neuropsychiatric disorder is much higher than diarrhoea, malaria, worm infestations and tuberculosis if taken individually. Together these disorders account for 12% of the global burden of disease (GBD) and an analysis of trends indicates that this will increase to 15% by 2020 (World Health Report, 2001). One in four families is likely to have at least one member with a behavioural or mental disorder (WHO 2001). 

These families not only provide physical and emotional support, but also bear the negative impact of stigma and discrimination. Most of them (>90%) remain un-treated. Poor awareness about symptoms of mental illness, myths & stigma related to it, lack of knowledge on the treatment availability & potential benefits of seeking treatment are important causes for the high treatment gap. The Government of India has launched the National Mental Health Programme (NMHP) in 1982, with the following objectives:

· To ensure the availability and accessibility of minimum mental healthcare for all in the foreseeable future, particularly to the most vulnerable and underprivileged sections of the population.
· To encourage the application of mental health knowledge in general healthcare and in social development; and
· To promote community participation in the mental health service development and to stimulate efforts towards self-help in the community.

The District Mental Health Program (DMHP) was launched under NMHP in the year 1996 (in IX Five Year Plan). The DMHP was based on ‘Bellary Model’ with the following components:
· Early detection & treatment.
· Training: Imparting short term training to general physicians for diagnosis and treatment of common mental illnesses with limited number of drugs under guidance of specialist. The health workers are being trained in identifying mentally ill persons.
· Monitoring: The purpose is simple Record Keeping.

Steps of Mental Health Assessment
 Police Magazine-US Department of Justice, Police Foundation’s  data indicate that not more than 5 percent of the more than 17,000 police departments in the United States have begun programs that use staff psychologists, trained officers, or outside consultants to deal with stress. Police counsellors recommend that a systematic departmental program is required to combat officer's stress which include a behavioural profile of each officer, a system for responding to signs of burnout, a flexible counselling program for both groups and individuals, training in relaxation and other methods for handling physical stress, and efforts by police organizations to reduce stress caused at the Workplace.
These are some of the essential elements of any personality which are vital and critical, which shall be assessed during:
· Process of thinking
· Emotional changes or mood swings
· Eating and sleeping patterns, along with behaviours
· Hallucinations or delusions
· Social isolation or withdrawal
· Routine responsibilities or activities
· Problems with physical diseases
· Alcohol use or drug abuse
Now, we go into every element’s detail and how they may present the prevalence of a mental disorder.

Step one: Examining the thinking process
If an individual is going through a mental disorder, confusion is one of the most common signs during the thinking process. Often, there are issues in paying attention, making decisions, or a manifestation of disorientation. These symptoms can influence the ability to gain normal memory functions. According to the research carried out by the National Library of Health’s Medline Plus encyclopedia, confusion may be present because of multiple illnesses. Both mental and physical disorders can cause this state of mind. However, confusion generally initiates when something is interfering with the brain, including any psychiatric disorders.
If there is no apparent physical illness that may indicate a direct origination of confused thinking, it is vital to seek medical attention. It is imperative to get the underlying issue ruled out, as it can lead to severe consequences. Consulting with a doctor, one can also understand whether or not a mental disorder is present.

Step two: Observe emotional changes or mood swings
Everyone goes through some emotional changes during various phases of life. There are good days and bad days at school, work, or even at home. However, sudden mood changes or adverse mood swings from being happy to unfortunate, present a severe complication. According to the statistics provided by Mental Health America, about 20% of the United States individuals go through depression symptoms per month. Bipolar disorder occurs in 1% of the population. However, mood swings are quite frequent and indicate other severe diseases, such as psychosis or schizophrenia. If we notice that the mood swings are regularly occurring, and fluctuating rapidly, consult a psychologist. A mood disorder or any other mental health issue may be present, which is essential to note.

Step three: Evaluate eating and sleeping patterns along with other behaviours.
Some behavioural changes are more evident than others. When a calm and composed individual starts to have anger surges continuously, it can be an apparent cause of concern. However, multiple behavioral changes that happen with mental disorders can be gradual. Initially, it is difficult to tell if there is any difference/change  present in the personality.
By evaluating whether there are shifts in eating and sleeping patterns, doctors can identify subtle behavioral changes. For instance, if an individual previously a consistent eater suddenly stops eating, it can indicate the onset of a mental disorder. Similarly, changes in sleeping patterns may indicate obsessive thoughts or an imbalance in neurological impulses. 


Step four: Identify hallucinations or delusions
Hallucinations that start to happen without any just cause may have a connection with a mental disorder. When an individual is hallucinating, he/she is hearing voices or see people who are not even there. When individuals believe that someone is watching them, then they are experiencing delusions. These two signs are less subtle, and you will notice them if an individual has a mental disorder. These are often accurate indicators of a mental disorder. According to the study provided by the Clinical Advisor, hallucinations do not always indicate a mental disorder. However, in combination with delusions, it is a sure sign that the individual has a mental disorder that should be treated right away.

Step five: Notice social isolation or withdrawal
When individuals are going through consistent psychological symptoms or thoughts, they may lose interest in ordinary life. They may go through social isolation and withdraw from general interaction with people. For such individuals, the reason for withdrawal is a need to change. They are finding some affirmation and support from particular people. According to the studies conducted by Mental Health America, an individual with a personality disorder may go under isolation from family and friends all together. This can also happen with those trying to cope with anxiety, stress, and depressive episodes. Any sudden alterations in social groups or cutting off family and friends may present a mental disorder.

Step six: Look at routine responsibilities or activities
If you want to determine whether an individual has a mental disorder, you should look at their daily activities and responsibilities. If there has been a sudden change that did not exist before, something is wrong. This may be significant enough to develop physical incapability of performing routine tasks. Such individuals may find everyday responsibilities overwhelming or stressful. If you think that a person has a hard time keeping up with daily activities, it is essential to consider their behavior i.e. Mood swings, irritability, anger episodes, and isolation from family. If the inability to regulate routine responsibility is chronic, it may take time to deal with the actual problem.However, a consultation or psychotherapy may rule out the mental disorder faced by the person. 


Step seven: Measure problems with physical diseases
According to the information provided by Mayo Clinic, mental illnesses can often show symptoms of physical pain or any other physiological issues. An individual who has a mental disorder may experience unexplained discomfort or pain, such as:
•	Pain in neck or back
•	Nausea or stomach pain
•	Headache
•	Weakness in muscles
•	General fatigue

In most cases, people cannot rule out what the actual cause is. However, it is crucial to consider whether the mental health aspects have anything to do with it. It is essential to get an assessment done for psychiatric disorders as a possible reason for unexplained physical diseases. According to the studies provided by World Psychiatry, individuals with severe mental disorders have a higher occurrence of diseases. These may vary from nutritional and metabolic diseases to the respiratory tract and viral infections. Psychologists and health care consultants can further identify the connections for immediate improvements.

Step eight: Evaluation of drug abuse or use of alcohol
It is common for individuals going through a mental condition to turn to drugs or alcohol to subside the symptoms. These two things diminish the disturbing feelings that usually come from the disorder. Because drug abuse and substance use is a complicated mental condition on its own, it is vital to seek help immediately. However, it is also essential to highlight whether the individual may have a co-occurring mental health condition. This is because the underlying condition may be significant to cure substance use.






 (
6.5. Mental health profiling Strategies / Interventions and Programs of police departments of different countries to reduce the suicide and attrition
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6.
5.1. North America
)


1. Cop2Cop (C2C): QPR (question, persuade, refer) suicide prevention and resilience training in the New Jersey Police.
C2C is a 24/7 (24 hours a day, seven days a week) confidential peer support for New Jersey law enforcement officers and their families which offers immediate support on contacting by the officer. It identifies problems, and finally offer referrals as necessary. The counselors are retired officers and licensed clinicians that served several different law enforcement agencies C2C uses its C2C Police Clinical Network to address the needs of law enforcement professionals and their families. 

Description of the mental health program and approach:
C2C uses Reciprocal Peer Support (RPS), a model that draws on shared living experiences. 

a) Connection and peer presence 
The RPS method treats the client from a perspective that only their peers could provide. A fellow officer is in the best position to understand an officer’s plight, and RPS makes that connection; first in the interaction and understanding of commonality in experience and second in the sharing of experiences by the C2C counselors. 
b) Information gathering and risk assessment 
A standardized process across peer help lines, information gathering, and risk assessment are essential to the RPS methodology. C2C staff members undergo training for several days to understand how to relate to the caller and how to constructively share their personal experience. 
Staff members are also trained on software that identifies common risk factors for suicide and other behavioural health disorders. Staff members are taught to identify reoccurring themes, problems, and reactions in the story of their client. They listen to historical factors, from either an incident or family history, and ask direct questions while prompted by the software through a number of mandatory fields. The effectiveness of the RPS model and C2C’s practices lies in the personal nature of the process of engagement with clinical supervision to ensure things such as medical history and needs assessments are performed over a series of calls. Items that are assessed during the peer pairing are:

· Career advancement, 
· Behavioural and health issues, 

The average relationship between a caller and the C2C hotline is approximately six months with 15 documented encounters. This period of engagement necessitates consistent case management and oversight from the clinical supervisors and C2C staff to evaluate whether the staff member assigned to the case is the best match or if another peer counselor would be better suited to the client’s story. After a connection has been established, the RPS model encourages the staff member to direct the client toward referral services. 

c) Case management and goal setting 
For C2C, this referral is a unique step in the case management task of the RPS process as they have developed an extensive catalogue of practitioners and behavioral health support services that are best equipped to handle a law enforcement professional’s needs. Part of the C2C staff’s work between calls is to expand this catalog of services and populate their growing online database. This database enables peer counselors, who are ready to refer a client to other services, access to a large cadre of family therapy centers, medical health professionals, and other providers that can be easily contacted to ensure the best match for each client. The goal in every case is to transfer callers to the next step in their healing and care process and to do it with  careful follow-up. 

d)	Resilience, affirmation, and praise 
Resilience is shown through the advocacy and action of the counsellors. Yearly, the C2C staffers participate in the American Foundation for Suicide Prevention and  Survivors of Suicide Day in honour of their brothers and sisters in blue who have fallen to suicide. In addition, providing community training is a cathartic activity for the C2C team as they share their best practices, reflect on their success, and encourage others in the space of officer safety and wellness. The integrated model of care is designed to lead to a state of functional well-being for all involved. 

Advantages of offering the program nationwide 
Key advantages of the model are: 
· 24/7 call support; 
· free, convenient, and confidential; 
· structured professional peer support / RPS model; 
· continuity of care enabled by quality / IT / technology that tracks client case files;
· cultural approach rather than clinical tailoring to address law enforcement needs over mental health response; 
· connection to high quality clinical and social resources; 
· high quality training and continued high quality of service, monitoring, and supervision; 
· high ratio of peers to professionals. 

Conclusion
The State had done too little to market the program, leaving it relatively unknown to the bulk of New Jersey law enforcement officers and thereby creating a lethal gap in its frequency of use. The solution at C2C is to address the task force’s findings with an exhaustive marketing campaign to better inform those in need and make C2C a brand that is recognized among New Jersey officers as a compatriot and a lifesaver. 
Today the program includes C2C Peer Phone Support, C2C Police Clinical Assessment, C2C Police Clinical Network, C2C Critical Incident Stress Unit Services, and C2C Training Unit. C2C also collaborates with the New Jersey State Fraternal Order of Police (FOP) and the New Jersey State Patrolmen’s Benevolent Association (PBA) to train officers, administrators, and other government officials on emerging issues in officer safety and wellness. 


6.5.2. The Destination Zero program -Stockton Model
In May 2017, the Destination Zero program selected Stockton, California, Police Department (SPD) as Officer Wellness Award winner. SPD received the award because of its successful efforts to reduce stress, limit stress-induced trauma, suicide attempts and increase mental health and physical fitness among its officers.

Stockton Model- Review and Reform
In the late 1990s, the department had created a peer support programme. Operating independently, these programs responded to officer-involved shootings and in-custody deaths.  They offered individual support to employees seeking assistance. SPD’s chief developed a new wellness network in early 2014, and identified areas of weakness such as some members lacked critical communication skills, issues with peers etc. In response to these concerns, leaders completely revamped the peer support team. Team members now wear clearly identifiable polo shirts with the wellness network’s emblem to help employees recognize them during training, briefings, and callouts. They also hold monthly meetings to discuss needs and concerns and to update team members.

Description of Wellness program
To build a culture of wellness, SPD created a process to emphasize wellness from the moment an officer is hired and throughout their career. Immediately following hiring and appointment ceremonies, peer support team members meet with new officers’ families and give them a gift bag that includes a helpful book. They also discuss the demands and stress of becoming a police officer and provide information on the department and support resources. Officers receive 8 hours of wellness orientation before entering the field training officer program. When they complete their 18-month probation, officers receive a book on handling the emotional aspects of law enforcement. Wellness network presentations occur regularly during quarterly sergeant’s workshops and at roll calls throughout the year. This helps to reinforce the importance of wellness in custody deaths or suicides, and incidents involving severely injured officers. When an officer calls out for injury or illness, the peer support team works closely with the bargaining unit to coordinate wraparound services and follow-up care. 
The wellness network manager organizes debriefings with the police psychologist and physicians as needed. Moreover, the network responds to referrals, conducts death notifications, and helps with funeral arrangements for current and retired employees.
When officers are placed off duty because of injuries, the wellness network provides get well cards for colleagues to sign and mail to the injured employees. Engaged and supported employees are more likely to return to work and do so faster. The compensation manager’s staff maintains regular phone contact with injured employees to check in and coordinate medical treatment and rehabilitation. Free psychological services are available for all sworn officers, non-sworn employees assigned to patrol functions, and immediate family members through the contracted police psychologist.

Programs and Events associated
· Fitness Recognition Program: In 2014, the Stockton Police Officers’ Association (SPOA) initiated and sponsored a fitness recognition program. SPOA opened a gym in 2016 to encourage physical fitness and augment nutrition. At one point, the wellness network published quarterly newsletters with sample exercises and dietary plans.
· Family Counseling and Stress Management: The department hosted 2 days of workshops in 2015 for all sworn employees, followed by dinners for all employees and their families, with guest speakers specializing in law enforcement and family counselling.  It also offered a free financial planning seminar for all employees.

Later in 2016, in response to concerns from family members, the wellness network held two informal briefings on family stress management. These events allowed officers and their families to discuss issues related to negative media coverage, ambushes on police, and recent protests, along with steps to mitigate the stress resulting from these issues.  

· Annual Family Appreciation Day Picnic
To further engage and support employees and their families, the wellness network sponsored SPD’s first annual Family Appreciation Day picnic. Community donations fully funded the event and created short wellness training video clips to show during roll calls. These videos discussed eating habits, financial planning, substance abuse awareness, sleeping tips, and exercise plans, etc.
· Community Relations
By investing in officers’ wellness, law enforcement agency is improving trust and community relations. When officers are equipped to deal with adverse reactions to stress, they are better prepared to employ procedural justice in their community. Procedural justice refers to individuals’ sense that police handle the procedure of a situation.

VALOR (Violence Against Law Enforcement Officers) and Ensuring Officer Resilience and Survivability Initiative

The VALOR Program includes the development of resilient officers and agencies through the development of knowledge and skills required to deal effectively with daily challenges and stressors. Components of the VALOR Program address the prevention of officer’s suicide, risk reduction strategies, as well as defensive and protective tactics under various conditions and threats. The VALOR initiative also has mobile application. Details of which are as follows:

	Name of the Mobile Application
	Background
	Features

	VALOR App 
(The Officers Safety App promotes mental and physical preparation to help you successfully meet the needs of the communities you serve each day).
	The VALOR Initiative began in 2010 in response to an increase in assaults and deaths of law enforcement officers
	· Prepare with the Daily Pre-Service Checklist
· Receive officer safety tips
· Access officer safety videos
· Listen to VALOR Voices/ podcasts
· Share VALOR publications
· View upcoming VALOR events
· Receive VALOR announcements
· Connect on social media




Result and Conclusion
The Stockton Police Department’s Wellness Network continues to create a culture of mental, physical, and spiritual well-being through the support of the chief, bargaining units, regular training, and engagement of police personnel and their families. Amidst the ever-challenging law enforcement environment, officers must be balanced and focused for community trust to grow. 

 (
6.
5
.2. 
South America – Delta, British Columbia
)

Bend Don’t Break Podcast[footnoteRef:20]- Officer Wellness program [20:  https://www.youtube.com/watch?v=DmAUPr4OVXc ] 

The history of the Delta Police Department is closely tied to the first organized policing presence in British Columbia's history. In late 2018, the department launched a podcast called “Bend, Don’t Break”, which shares the stories of first responders (police) who have overcome significant adversity and stress in their personal and professional lives.
The idea came from Const. Aaron Hill (police officer), who spoke at length in the first episode about facing an allegation, at the same time as being diagnosed with Type 1 diabetes.  Hill recalled in an interview with CTV News "They called me and said I was being investigated for deceit… I was really concerned about what my peers would think of me". Dozens of officers are called for reporting the distress and how they handled the situation.
 (
6.
5.3.
 
United Kingdom 
)

Blue Light Wellbeing Framework
Research indicates that UK police forces are experiencing an escalation in sick leave associated with psychological causes (BBC, 2016; Guingand, 2015). Supported by government departments, many UK police forces have attempted to address these issues over recent years. To assist learning, consistency and good practice, the Blue Light Wellbeing Framework was devised. In June 2018, the University of Central Lancashire was commissioned to analyse this database, specifically to:

a) Obtain an understanding of the existing, national stance of wellbeing within policing;
b) Look for consistent themes and issues, together with a gap analysis across existing frameworks;
c) Identify best practice, opportunities, risks and threats to police wellbeing;

After research, four broad themes were identified: Development; Organisational learning; Policy and process; and Staff support and the working environment. Based upon the evidence provided by the Blue Light Wellbeing Framework, six suggestions are made which are as given below:

a) At this early stage of wellbeing development, it was unsurprising that inconsistencies were found in the policies, procedures and interventions noted across forces. Generating increased consistency (accepting individual nuances within forces), will ensure a supportive and uniform approach.

b) Absence management appeared to be the most developed section of the framework across forces, with personal resilience considered to be the most underdeveloped. Further research is needed to identify reasons for the underdevelopment of specific wellbeing practice.

c) There are gaps in policy, procedures and training provision. These are outlined in the report.

d) Whilst there was a considerable amount of activity, it is unclear how much of this was research-informed. To provide the best value for money and to reduce unintended consequences, it is beneficial to understand the evidence based on which  such policy and procedure is founded.


e) There was inconsistency in the actual use of the framework (e.g. variations in evidence and content provided). This should be improved if its benefits are to be realised.

f) Analysis of the framework also highlighted the challenges of evaluating progress. Currently, the framework’s emphasis is based on qualitative information, which generates particular types of methodological challenges. It may be useful for NPCC to discuss how information will be captured over the long term, to assist in monitoring and how evidence is secured to illustrate that change.

 (
6.
5.4.
 
South Africa 
)
 

Employee Assistance Programme (EAP)/Employee Health & Wellness (EHW)
The South African Public Sector workplaces have adopted EAPs and they are now a legislative requirement (Rajin, 2012:1). Today more than ever, the South African Police Service (SAPS) employees, their families and their communities need EAPs. SAPS employees are confronted with more situations that discourage and create mental, emotional and spiritual burdens than anyone else (Grobler & Joubert, 2012:151). Employee assistance is acknowledged as a key area of investment for employers, despite many companies facing pressure to cut costs. In such a difficult economic climate, EAPs can support the organisation and its workforce. In tough times many organisations are turning to their EAP because they recognise the value of the early intervention and swift action it offers, as critical to the survival and ongoing viability of their business (Standards Committee of UK: EAP, 2012:5). 

According to the South African Police Service, the operational demands of SAPS employees have exposed them to different risks which include, amongst others, occupational, operational, physiological, psychological and emotional risks. Therefore SAPS Policy also indicates that the South African Police Service accepts that its employees are important assets; hence their health and wellness are essential for the organisation to achieve its Constitutional mandate of combating crime. Moreover, the SAPS further acknowledges the fact that its employees face a number of typical challenges that range from personal, interpersonal and organisational challenges. Such challenges, if not addressed adequately, may result in poor performance, abuse of medical aid benefits and a spike in disciplinary cases, accidents and litigation.
Employee Health and Wellness means the promotion and maintenance of the highest degree of physical, mental, spiritual, emotional and social wellbeing in all occupations and entails the prevention of illness caused by working conditions, deviant behaviour, protection of employees from occupational hazards and risks, the placement and maintenance of employees in occupational environments adapted to optimal physiological and psychological capabilities and the adaptation of work environment to employees’ needs and employees’ adaptation to work environment. The South African Police Service has identified the following services provided by EHW:

• Reactively offered interventions aimed at providing support and care, like counselling and therapeutic services, debriefings, hospital visits, memorial services, etc.

• EHW professionals provide proactive interventions which are often aimed at educating employees and raising awareness on different health and wellness matters. This involves training of members and managers on different programmes, which include HIV/AIDS, Communicable Diseases Programmes, Disability Management Programmes, Substance Abuse, Domestic Violence, Depression and Bipolar Programmes, while also emphasising Ethical Conduct, Behaviour and Relationship Programmes. EHW also uses different platforms to educate, motivate and train members on addressing health and wellness matters.

 (
6.
5.5.
 
Community Groups in 
Dubai 
)


Community Groups and Neighbourhood
These are non-government groups who work with social workers, police and community health workers to identify mental problems/sickness encircling self-harm/suicide.Professional and public awareness of these disorders is being raised through local and global initiatives and campaigns mainly targeting the neurologists, general practitioners, specialists in public health, psychiatrist, media, health economists, health planners, and general population.

Training are also being enhanced by continuing education in management, diagnosis, assessment, and referral criteria, utilizing guidelines and strengthening basic training. Basic
training and educational interventions for caregivers, patient information programmes, and self-help groups are to be facilitated and encouraged.

 (
6.
5.6. The 
Israel
  Police’s Innovative Trauma Intervention 
)


The Training Department of the Israel Police is providing the training to more than 32,000 police across Israel. The department’s goal is to create a support structure that would first help the Israel Police to minimize the development of post-traumatic stress disorder (PTSD) among its officers, and second, offer a framework for treating such disorders. The trauma intervention framework is based on 3 levels of prevention, that can be used by police officers and commanders before, during and after traumatic events:

· The primary level of prevention focuses on preparation to cope with the anticipated
              traumatic event.
· The secondary level of prevention takes place in real time, as the event is happening, and aims to minimize the effect of the trauma.
· The tertiary level of prevention deals with coping mechanisms and treatment after the event has concluded. 
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7.0 Role of Social Media in Attrition and Suicide
)

 (
7.1 
Introduction to Social Media
)



Social media is a relatively new phenomenon that has swept the world during the past decade. Social media fuses technology with social interaction via Internet-based applications that allow the creation and exchange of user-generated content. Social media platforms, such as chat rooms, blogging Web sites (e.g., Blogspot), video sites (e.g., YouTube), social networking sites (e.g., Facebook, MySpace, Twitter, Instagram, Snapchat, Google+, Telegram), and electronic bulletin boards or forums, as well as e-mail, text messaging, and video chats, have transformed traditional methods of communication by allowing the instantaneous and interactive sharing of information created and controlled by individuals, groups, organizations, and governments. The social media firms with their interactive and extraordinary algorithms attract the users to share their personal stories globally and receive attention and feedback. 

In the contemporary world, social media has become an essential component of our daily lives. Social media has enabled people to voice their opinions, shape perceptions, and connect with people across the world amplifying their voices from ordinary people to national key points. Social media platforms have also witnessed a massive surge in usage, especially during the COVID-19 pandemic. The idea of connectivity between people through all means except physical presence has been regarded as the greatest invention of all times. By 2018, Facebook recorded over 2.26 billion users worldwide, most belonging to the age group of 18 to 47 years.[footnoteRef:21]  [21:  Ortiz-Ospina, Esteban. “The Rise of Social Media.” Our World In Data, September 18, 2018. https://ourworldindata.org/rise-of-social-media.] 


Social media has become increasingly important as a communication channel, not only in civilian society but also in the area of defense and policing. It can be used as a platform for information and recruitment purposes to fulfill a welfare function for personnel keeping in touch with family and friends, and as a strategic communication tool for opinion-forming and psychological operations. In the new information age, the armed forces have become an important stakeholder, both as security providers of a nation as well as individuals. Social media may have a positive or negative impact upon the newer generation of recruits and young officers who are 'tech-savvy’. These people have had the opportunity to explore social media and adapt their lifestyles accordingly way before they enter the forces.

7.1.1 Rationale behind the use of social media
Gen Y’s reliance on social media is undeniable. However, while we largely regard social media as a new phenomena, the concepts underlying it come directly from social network theory in sociology and organizational behavior. Companies are spending countless hours and millions of dollars trying to master social media. At the cognitive level, social media has had a tremendous impact on the neurological and psychological aspects of humans. Professor Sinan Aral in his book ‘The Hype Machine’ argues that social media is designed in an atypical manner through which it takes advantage of the human psychology and its requirements such as socialization, belonging, and social approval.[footnoteRef:22]  [22:  Sinan Aral, The Hype Machine: How Social Media Disrupts Our Elections, Our Economy, and Our Health--and How We Must Adapt, 2020, Currency Press. PP- 97] 



 (
7.2 
Influence of Social Media on CAPF Personnel
)


In the context of armed forces, personnel who are posted for months away from their families and friends, an image or a video of themselves sent to their families often can convey their well-being. Many studies have also proved that the young generation is more receptive to the acceptance of social media platforms. Other than that being able to view whatever their family members are doing in itself gives great satisfaction to them. It ensures that they play an important role in their friends’ and family members’ lives by giving a ‘like’ or by commenting on the updates. Moreover, the personnel do not find much time to be active on social media platforms. Their daily routine is scheduled in such a way that they hardly get any time to go to these social networking sites. In some cases, once they are done with their duties in their leisure time, these platforms act as only source of entertainment to them. 

Many senior authorities are of the view that connectivity through smartphones and other technologies has entered into the nook and corner of the country. The general population, including family and friends of the personnel, are increasingly moving towards social media applications that offer cheap medium of connectivity than regular GSM voice connectivity. As the rise of social media continues, millions of people including CAPF personnel, are joining social media platforms every day. Social media has become more and more intertwined with our daily lives. 

 (
7.3 
Examining the Role of Social Media in Suicide
)



Suicide is a considerable public health problem. Increase in suicide that involved social media has drawn national attention to this topic. Attempts to assess the extent of social media’s influence on suicide behaviour are difficult because of the indirect and complex association between social media use and suicide. The myriad legal complexities involved, as well as the important issues of freedom of speech and civil liberties, have also triggered debate.  To find out whether social media plays an important role in instigating suicide cases amongst personnel from various forces, the study team called the family members of the deceased personnel. 

The majority of the family members were of the view that social media plays no role in contributing to the reasons associated with suicide. Many family members were of the view that social media has only been beneficial in the lives of the jawans. It has helped them in connecting to their family members, raising their voices against the atrocities of any senior personnel, addressing an issue related to the force or their personal lives etc.  It can also help veterans to reduce feelings of isolation and reintegrate with their counterparts. There could be another side of the story too. Social media can also cause anxiety and stress for personnel and their families; for reasons related to rumours-mongering and bullying. But primarily social media has proved to be advantageous and has indirectly placed power with the personnel to act according to his wishes and will.

The role that the Internet, particularly social media, might have in suicide-related behavior is a topic of growing interest and debate.  Researchers are also interested in whether the Internet in general, primarily helps or hinders suicide prevention.  Shah (2010) conducted a cross-national study that examined the association between general population suicide rates and the prevalence of Internet users, using data from the World Health Organization's and the United Nations Development Program's Web sites. Shah showed that the prevalence of Internet use was independently associated with general population suicide rates in men.

 Hagihara et al. conducted a time-series analysis with data from 1987 to 2005 and reported a statistically reliable positive correlation between general population male suicide rates in Japan and the prevalence of households using the Internet. Few researches also revealed no link between social networking sites (e.g., Facebook) and suicidal ideation, but it did find a connection between suicidal ideation and suicide-related content found on online forums. 

People use social networking sites to connect with people having similar mindset and to search for methods to commit suicide. These points would not be applicable for Armed forces personnel as they are already armed with a weapon which they can use anytime for ‘Self –harm’ contrary to general public who do not have easy access to ‘methods for committing suicide’ other than hanging self. Moreover, they do not have ample time at their disposal to connect with such negative online communities. 

Social networking sites for suicide prevention can facilitate social connections among peers with similar experiences and increase awareness of prevention programs, crisis help lines, and other support and educational resources. There are many examples of social media helplines which help preventing suicide among people.

 (
7.4 Examining the Role of Social Media in Attrition
)


Although when it comes to attrition, social media can contribute towards attrition of personnel to some extent. Many organizations proactively advertise jobs and recruitments on social media. Platforms such as Linkedin and Naukri.com etc which has made job search easy with just a simple click.  

Social media can provide a solution to fill up the vacant positions for Central Armed Police Forces as well. The forces can also accustom themselves to the new techniques of attracting manpower for the forces. Advertising and promoting the armed forces lifestyle, their work culture, the pride they take in their work, facilities and incentives provided on the internet can attract young blood. Moreover, displaying the contributions made by existing personnel towards the force on social media can a) boost the morale and motivation of the Jawan and enhance their status in the society, b) highlight and celebrate the objective, aims and goals of the forces and attract a new generation of individuals who are keen on working towards the goal of nationalism. 

The forces can also take advantage of the fact that the majority of young officers are there on social media. Through their official sites and social media handles, CAPFs can promote mental well being and generate awareness campaigns on suicide prevention. This media can also be used to provide ‘counselor support’ and run emergency helplines. The risks and benefits of social media use in the armed forces need to be identified by senior staff and policymakers, to develop effective policies and guidelines.

Concluding remarks
The role of social media and its potential influence on suicide-related behaviour is a relatively new and evolving phenomenon that society is only beginning to assess and understand. There is a need to conduct detailed empirical researches to assess the impact of social media on the suicides of CAPF personnel.

More research is needed on the degree and extent of social media's negative and positive influences with special reference to CAPFs’ personnel. The emerging data regarding the influence of the Internet and social media on suicide behavior have suggested that these forms of technology may introduce new threats as well as pose new opportunities for assistance and prevention. Public health campaigns that leverage the Internet and social media to raise awareness of the issue in CAPFs may prove to be beneficial. Ultimately, proactively using social media to increase public awareness of and education on mental health issues is a logical modern public health approach that can potentially save lives.
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8.1 Pattern and Rate of Suicide
 
)



Data was sought from different CAPFs with regard to suicide of their personnel during last five years  (2015-2020). Based on analysis of the said data, following tables delineate the pattern and rate of suicides among different CAPFs. Following points are inferred from the tables given in this Chapter pertaining to suicide:

· Total number of Personnel committing suicide in each year in each Force
· Total number of Personnel attempting suicide in each year in each Force
· Total number of Personnel committing suicide during last five years (2015-2020) in each Force 
· Total number of Personnel attempting suicide during last five years (2015-2020) in each Force
· Total number of GOs, SOs and ORs committing suicide in each year in each Force
· Total number of GOs, SOs and ORs attempting suicide in each year in each Force
· Level of Force (GOs , SOs & ORs) having highest suicide rate
· Force having highest suicide rate among the six Forces
· Gender of Personnel committing suicide in each Force in each year
· Marital status of Personnel committing suicide in each Force in each year
· Gender of Personnel attempting  suicide in each Force in each year
· Marital status of Personnel attempting suicide in each Force in each year
· Mode of Suicide used by the Personnel
· Age group of Personnel committing suicide in each year in each Force
· Age group of Personnel attempting suicide in each year in each Force


 (
8
.
1.1. Total number of suicides in CRPF
)
	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	3
	1
	-
	1

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	3
	1
	0
	1


	SOs
(NGOs)
	Married Male
	4
	1
	2
	4
	5

	
	Unmarried Male
	1
	-
	1
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	5
	1
	3
	4
	5

	ORs
(NGOs)
	Married Male
	23
	19
	32
	27
	39

	
	Unmarried Male
	2
	4
	7
	3
	2

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	1
	-
	-
	-
	-

	
	Total ORs
	26
	23
	39
	30
	41

	
	Total NGOs
	31
	24
	42
	34
	46



[bookmark: _Toc104212065]Table 6. Total number of suicides in CRPF	
 (
 Total number of suicides attempted in CRPF
)

	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	1
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	-
	-
	1
	-
	-


	SOs
(NGOs)
	Married Male
	1
	1
	-
	2
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	1
	1
	-
	2
	-

	ORs
(NGOs)
	Married Male
	3
	3
	11
	11
	5

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	1
	-
	-
	-
	-

	
	Total ORs
	4
	3
	11
	11
	5

	
	Total NGOs
	5
	4
	11
	13
	5



[bookmark: _Toc104212066]Table 7. Total number of suicides attempted in CRPF
 (
8
.
1.2. Total number of suicides in BSF
)
	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SOs
(NGOs)
	Married Male
	2
	1
	5
	1
	8

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	1
	-
	-

	
	Total SOs
	2
	1
	6
	1
	8

	ORs
(NGOs)
	Married Male
	13
	15
	24
	24
	16

	
	Unmarried Male
	12
	7
	8
	7
	4

	
	Married Female
	-
	1
	-
	-
	2

	
	Unmarried Female
	-
	-
	1
	-
	1

	
	Total ORs
	25
	23
	33
	31
	23

	
	Total NGOs
	27
	24
	39
	32
	31



[bookmark: _Toc104212067]Table 8. Total number of suicides in BSF	
 (
Total number of suicides attempted in BSF 
)

	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SOs
(NGOs)
	Married Male
	1
	-
	2
	2
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	1
	0
	2
	2
	0

	ORs
(NGOs)
	Married Male
	8
	5
	7
	7
	8

	
	Unmarried Male
	2
	1
	-
	-
	1

	
	Married Female
	1
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	2
	-
	-

	
	Total ORs
	11
	6
	9
	7
	9

	
	Total NGOs
	12
	6
	11
	9
	9



[bookmark: _Toc104212068]Table 9. Total number of suicides attempted  in BSF
 (
8
.
1.3. Total number of suicides in CISF
)
	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SOs
(NGOs)
	Married Male
	3
	2
	3
	1
	3

	
	Unmarried Male
	-
	-
	2
	1
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	1
	-
	-

	
	Total SOs
	3
	2
	6
	2
	3

	ORs
(NGOs)
	Married Male
	8
	8
	12
	6
	9

	
	Unmarried Male
	4
	8
	2
	1
	5

	
	Married Female
	1
	2
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total ORs
	13
	18
	14
	7
	14

	
	Total NGOs
	16
	20
	20
	9
	17



[bookmark: _Toc104212069]Table 10. Total number of suicides in CISF
 (
Total number of suicides attempted in CISF 
)

	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SOs
(NGOs)
	Married Male
	1
	-
	1
	-
	1

	
	Unmarried Male
	-
	-
	1
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	1
	0
	2
	0
	1

	ORs
(NGOs)
	Married Male
	6
	6
	7
	1
	15

	
	Unmarried Male
	-
	2
	1
	2
	2

	
	Married Female
	7
	3
	1
	-
	2

	
	Unmarried Female
	1
	-
	0
	1
	1

	
	Total ORs
	14
	11
	9
	4
	20

	
	Total NGOs
	15
	11
	11
	4
	21



[bookmark: _Toc104212070] Table 11. Total number of suicides attempted in CISF
 (
8.1.4. Total number of suicides in SSB
)
	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SO
(NGOs)
	Married Male
	-
	2
	1
	1
	4

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	0
	2
	1
	1
	4

	ORs
(NGOs)
	Married Male
	5
	8
	4
	4
	12

	
	Unmarried Male
	2
	1
	4
	0
	1

	
	Married Female
	-
	-
	-
	-
	1

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total ORs
	7
	9
	8
	4
	14

	
	Total NGOs
	7
	11
	9
	5
	18



[bookmark: _Toc104212071]Table 12. Total number of suicides in SSB
 (
Total number of suicides attempted in SSB
)

	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	2
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	2
	0
	0


	SO
(NGOs)
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	0
	0
	0
	0
	0

	ORs
(NGOs)
	Married Male
	-
	-
	1
	2
	4

	
	Unmarried Male
	-
	-
	-
	-
	1

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total ORs
	0
	0
	1
	2
	5

	
	Total NGOs
	0
	0
	1
	2
	5



[bookmark: _Toc104212072]Table 13. Total number of suicides attempted in SSB
 (
8
.
1.5. Total number of suicides in ITBP
)
	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SOs
(NGOs)
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	0
	0
	0
	0
	0

	ORs
(NGOs)
	Married Male
	3
	2
	3
	4
	9

	
	Unmarried Male
	1
	2
	1
	1
	5

	
	Married Female
	0
	0
	0
	0
	0

	
	Unmarried Female
	0
	0
	0
	0
	0

	
	Total ORs
	4
	4
	4
	5
	14

	
	Total NGOs
	4
	4
	4
	5
	14



[bookmark: _Toc104212073]Table 14. Total number of suicides in ITBP
 (
Total number of suicides attempted  in ITBP
)

	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SOs
(NGOs)
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	0
	0
	0
	0
	0

	ORs
(NGOs)
	Married Male
	-
	-
	1
	1
	1

	
	Unmarried Male
	-
	-
	-
	2
	1

	
	Married Female
	-
	-
	-
	-
	1

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total ORs
	0
	0
	1
	3
	3

	
	Total NGOs
	0
	0
	1
	3
	3



[bookmark: _Toc104212074]Table 15. Total number of suicides attempted  in ITBP
	 (
8
.
1.6. Total number of suicides in NSG
)Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SOs
(NGOs)
	Married Male
	-
	-
	1
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	0
	0
	1
	0
	0

	ORs
(NGOs)
	Married Male
	-
	-
	-
	1
	1

	
	Unmarried Male
	1
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total ORs
	1
	0
	0
	1
	1

	
	Total NGOs
	1
	0
	1
	1
	1



[bookmark: _Toc104212075]Table 16. Total number of suicides in NSG
 (
 Total number of suicides attempted  in NSG 
)

	Designation
	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20


	GOs
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total GOs
	0
	0
	0
	0
	0


	SOs
(NGOs)
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total SOs
	0
	0
	0
	0
	0

	ORs
(NGOs)
	Married Male
	-
	-
	-
	-
	-

	
	Unmarried Male
	-
	-
	-
	-
	-

	
	Married Female
	-
	-
	-
	-
	-

	
	Unmarried Female
	-
	-
	-
	-
	-

	
	Total ORs
	0
	0
	0
	0
	0

	
	Total NGOs
	0
	0
	0
	0
	0


[bookmark: _Toc104212076]Table 17. Total number of suicides attempted in NSG
 (
 
8.1.7 Total no. of suicides committed by Personnel 
during
 five years (2015-20) 
)8.2


	[bookmark: OLE_LINK1]Year
	CRPF
	BSF
	CISF
	SSB
	ITBP
	NSG

	Total

	2015-16
	31
	27
	16
	7
	4
	1

	86

	2016-17
	27
	24
	20
	11
	4
	0

	86

	2017-18
	43
	39
	20
	9
	4
	1

	116

	2018-19
	34
	32
	9
	5
	5
	1

	86

	2019-20
	47
	31
	17
	18
	14
	1

	128

	Total Number
	182
	153
	82
	50
	31
	4

	502


[bookmark: _Toc104212077] Table 18. Total no. of suicides committed by Personnel during five years (2015-20)


[bookmark: _Toc104215004]Figure 6. Total no. of personnel committing suicides in forces during last 5 years

Suicide Rate in Forces during last five years (2015-2020)
CRPF= 0.056%
BSF=0.057%
CISF=0.050%
SSB=0.051%
ITBP=0.035%
NSG=0.036%

List of forces with highest to lowest number of suicide percentage 
i. BSF
ii. CRPF
iii. SSB
iv. CISF
v. NSG
vi. ITBP


[bookmark: _Toc104215005] Figure 7. Suicide rate of each Force during last five years (2015-2020)


 (
 
8.1.8 Total no. of Personnel attempting suicide during last five years (2015-20)
)

	Year
	CRPF
	BSF
	CISF
	SSB
	ITBP
	NSG

	Total

	2015-16
	5
	12
	15
	0
	0
	0

	32

	2016-17
	4
	6
	11
	0
	0
	0

	21

	2017-18
	12
	11
	11
	3
	1
	0

	38

	2018-19
	13
	9
	4
	2
	3
	0

	31

	2019-20
	5
	9
	21
	5
	3
	0

	43

	Total Number
	39
	47
	62
	10
	7
	0

	165


[bookmark: _Toc104212078] Table 19. Total no. of Personnel attempting suicide during last five years (2015-20)


[bookmark: _Toc104215006]       Figure 8 Total no. of personnel attempting suicide during last 5 years


Attempt to suicide rate in Forces during last five years (2015-2020)
CRPF= 0.012%
BSF=0.017%
CISF=0.038%
SSB=0.010%
ITBP=0.007%
NSG=0

List of forces with highest to lowest number of attempt to suicide rate
i. CISF
ii. BSF
iii. CRPF
iv. SSB
v. ITBP
vi. NSG


[bookmark: _Toc104215007]              Figure 9: Rate of Suicide attempts in Forces during last 5 years


	Level
	CRPF
	BSF
	CISF
	SSB
	ITBP
	NSG

	Total

	GO
	5
	0
	0
	0
	0
	0

	5

	SO
	18
	18
	16
	8
	0
	1

	61

	OR
	159
	135
	66
	42
	31
	3

	436

	Total no.
	182
	153
	82
	50
	31
	4

	502


[bookmark: _Toc104212079]Table 20.  Total number of suicides at different levels in forces during last five years (2015-2020)

The above table indicates that the maximum number of suicides are committed at the level of ORs followed by SOs. It can also be concluded from this table that suicides at the level of GOs are very less as compared to SOs and ORs. Data indicates that suicides are committed more by married personnel as compared to unmarried personnel. Similarly suicides are committed more by male personnel as compared to female personnel.

               
[bookmark: _Toc104215008]                Figure 10: Suicides across 3 levels (GOs, SOs & ORs) in Forces
            
             National rate of suicide year wise
	Year
	Total Number of Suicides
	Rate of Suicide*

	2015
	1,33,623
	10.6

	2016
	1,31,008
	10.3

	2017
	1,29,887
	9.9

	2018
	1,34,516
	10.2

	2019
	1,39,123
	10.4


[bookmark: _Toc104212080]            Table 21. National rate of suicide year wise
              *Rate of Suicides = Incidence of suicides per one lakh (1,00,000) of population
 
       Source: The Registrar General of India, NCRB,2019 https://   ncrb.gov.in/ sites/default /files/  
                  chapter-2-Suicides_2019.pdf

[image: ]
[bookmark: _Toc104215009]Figure 11. Number of Suicides in India year-wise

8.1.9 Mode of suicide
Data was sought from CAPFs regarding method of suicide used by the personnel.  From the data, it was observed that the mode chosen by majority of the personnel for committing suicide was ‘shooting themselves by pistol’ followed by ‘hanging self’.  In some cases, it was observed that for committing suicide personnel consumed poison and jumped in front of the train.  In rare cases, personnel used self immolation as a mode of suicide. 
 (
8.
2
 Pattern and Rate of Attrition
 
)


Data was sought from different CAPFs with regard to attrition of their personnel during last five years (2015-2020). Based on analysis of the said data, the study team delineated the pattern and rate of attrition among different CAPFs. Following points can be inferred from the below mentioned tables:

· Total number of Personnel left in each Force in each year
· Total number of Personnel left in each Force during last five years (2015-2020) 
· Level of Force (GOs, SOs & ORs) having highest rate of attrition in each Force 
· Reason for leaving the Force : Voluntary Retirement, Resignation; and Dismissal 
· Force having highest rate of attrition during the last five years (2015-2020)

Attrition in CAPFs takes place on account of following reasons:
i. Voluntary Retirement
              Personnel take voluntary retirement:
1. After completing 20 years of service
1. Within one year of pay commission
1. After completing 55 years of age
There are many personal reasons which compel a GO or NGO to leave Force. Some of the reasons are pertaining to their family or personal problems.

ii. Resignation
Personnel resign on account of some personal problems. In many cases, personnel get reemployment elsewhere which provides them an opportunity to stay with their family.



iii. Dismissal
Personnel are dismissed on account of following reasons:
AWL
OWL
56 (J)
Security Force court

Force wise data on Attrition during last five years (2015-2020)

 (
8.
2
.1 Total no. of Personnel leaving CRPF during last five years (2015-2020) 
)


	Year
	No. of Voluntary Retirement
	No. of  
Resignation
	No. of Dismissal  


	2015-16
	1850
	392
	258

	2016-17
	4538
	289
	302

	2017-18
	5279
	408
	230

	2018-19
	2780
	345
	254

	2019-20
	2543
	352
	241

	Total number
	16990
	1786
	1285



[bookmark: _Toc104212081]Table 22. Total no. of Personnel leaving CRPF during last five years (2015-2020)





 (
8.2.2  
Total no. of Personnel leaving BSF during last five years (2015-2020)
 
)

	Year
	No. of Voluntary Retirement
	No. of 
 Resignation
	No. of Dismissal 


	2015-16
	891
	250
	171

	2016-17
	5472
	211
	162

	2017-18
	3972
	251
	153

	2018-19
	3170
	213
	138

	2019-20
	3485
	210
	186

	Total number
	16990
	1135
	810


[bookmark: _Toc104212082]Table 23. Total no. of Personnel leaving BSF during last five years (2015-2020)


 (
8.2.3 
Total no. of Personnel leaving CISF during last five years (2015-2020)
 
)

	Year
	No. of Voluntary Retirement
	No. of  
Resignation
	No. of Dismissal 


	2015-16
	5
	4
	0

	2016-17
	19
	9
	0

	2017-18
	19
	4
	1

	2018-19
	9
	9
	1

	2019-20
	15
	6
	0

	Total number
	67
	32
	2


[bookmark: _Toc104212083]Table 24. Total no. of Personnel leaving CISF during last five years (2015-2020)




 (
8.2.4 
Total no. of Personnel 
leaving SSB
 during last five years (2015-2020) 
)

	Year
	No. of Voluntary Retirement
	No. of 
 Resignation
	No. of Dismissal
 

	2015-16
	330
	133
	58

	2016-17
	399
	55
	88

	2017-18
	440
	75
	65

	2018-19
	325
	104
	61

	2019-20
	384
	108
	116

	Total number
	1878
	475
	388










[bookmark: _Toc104212084]Table 25. Total no. of Personnel leaving SSB during last five years (2015-2020)


 (
8.2.5 
Total no. of Personnel leaving ITBP during last five years (2015-2020)
 
)
 
	Year
	No. of Voluntary Retirement
	No. of  
Resignation
	No. of Dismissal 

	2015-16
	78
	163
	108

	2016-17
	453
	113
	86

	2017-18
	469
	81
	91

	2018-19
	358
	100
	79

	2019-20
	379
	138
	66

	Total number
	1737
	595
	430


[bookmark: _Toc104212085]  Table 26. Total no. of Personnel leaving ITBP during last five years (2015-2020)     

        

 (
8.2.6 Level of Personnel who Resigned and took Voluntary Retirement from Forces during last five years  (2015-2020)
)

	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20
	Total

	GOs
	23
	51
	32
	31
	34
	171

	SOs
	270
	800
	870
	701
	800
	3441

	ORs
	1949
	3976
	4785
	2393
	2061
	15164

	Total
	2242
	4827
	5687
	3125
	2895
	18776


[bookmark: _Toc104212086]Table 27. Level of Personnel who resigned and took Voluntary retirement from CRPF during last five years (2015-2020)


	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20
	Total

	GOs
	19
	51
	63
	47
	40
	220

	SOs
	234
	693
	715
	770
	831
	3243

	ORs
	888
	4939
	3446
	2566
	2824
	14663

	Total
	1141
	5683
	4224
	3383
	3695
	18126


[bookmark: _Toc104212087]Table 28. Level of Personnel who resigned and took Voluntary retirement from BSF during last five years (2015-2020)


	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20
	Total

	GOs
	9
	28
	23
	18
	21
	99

	SOs
	0
	0
	0
	0
	0
	0

	ORs
	0
	0
	0
	0
	0
	0

	Total
	9
	28
	23
	18
	21
	99


[bookmark: _Toc104212088]Table 29. Level of Personnel who resigned and took Voluntary retirement from CISF during last five years (2015-2020)


	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20
	Total

	GOs
	20
	11
	17
	23
	26
	97

	SOs
	295
	218
	210
	221
	277
	1221

	ORs
	148
	225
	288
	185
	189
	1035

	Total
	463
	454
	515
	429
	492
	2353



[bookmark: _Toc104212089]Table 30. Level of Personnel who resigned and took Voluntary retirement from SSB during last five years (2015-2020)

	
	2015-16
	2016-17
	2017-18
	2018-19
	2019-20
	Total

	GOs
	16
	17
	25
	20
	31
	109

	SOs
	61
	133
	117
	165
	179
	655

	ORs
	164
	416
	408
	273
	307
	1568

	Total
	241
	566
	550
	458
	517
	2332


[bookmark: _Toc104212090]Table 31. Level of Personnel who resigned and took Voluntary retirement from  ITBP during last five years (2015-2020)


It is clear from the above tables that number of personnel who left Force on account of resignation and voluntary retirement is much higher at the level of ORs followed by SOs.  Personnel who left Force on account of resignation and voluntary retirement are least at the level of GOs.  

We present below the average rate of attrition during last five years (2015-2020). This is calculated by taking out average of attrition rate of a specific force for each of these years.




 (
8.2.7
 Average rate of Attrition for Five years (2015-2020) in Forces
)


	
	Attrition
	Average rate of Attrition for five years

	Force

	2015-16
a
	2016-17
b
	2017-18
c
	2018-19
d
	2019-20
e
	a+b+c+d+e/5

	CRPF
	0.69
	1.49
	1.75
	0.96
	0.89
	
1.15

	BSF
	0.43
	2.14
	1.59
	1.28
	1.39
	1.36


	CISF
	0.01
	0.02
	0.01
	0.01
	0.01
	0.01


	SSB
	0.47
	0.44
	0.53
	0.44
	0.50
	0.47


	ITBP
	0.27
	0.64
	0.62
	0.52
	0.58
	0.52



[bookmark: _Toc104212091]Table 32. Average rate of Attrition for Five years (2015-2020) in Forces

    
[bookmark: _Toc104215010]       Figure 12: Attrition rate in Forces during last 5 years (2015-2020)
 (
8.
3
 Data Analysis of Working and Left Personnel
 
)

The questionnaire which was administered to the personnel was divided into following three major questions, for which information was sought on a five point Likert scale:

Q1: To what extent the following factors have caused stress to you over the past six months? Kindly give your opinion on a five point scale i.e, 1= not at all stressful, 2 = somewhat stressful, 3=moderately stressful, 4= very stressful and 5= highly stressful. This question is having 50 questions with seven stressors. These are Job related stressors, Service-conditions related stressors, Infrastructure and amenities related stressors, Leadership related stressors, Family and social aspects related stressors, Personal stressors and woman specific stressors.

Q2: To what extent the policies which were framed for the welfare of personnel were effectively implemented? Give your opinion on the scale of 5 i.e, 1= not at all effective, 2 = somewhat effective, 3=moderately effective, 4= very effective and 5= highly effective. This question seeks information on effectiveness of implementation of framed policies. It has 9 questions. 

Q3: To what extent the implementation of Welfare measures and improving the Job and Service conditions related factors would help in reducing the attrition in the force?  Kindly give your opinion on the scale of 5 i.e, 1= not at all helpful, 2 = somewhat helpful, 3=moderately helpful, 4= very helpful and 5= highly helpful. This question seeks information from personnel on 3 broad measures (34 questions) i.e., the Welfare measures, Job-related measures and Service-conditions related measures which would help in reducing attrition and suicide in the Forces.

Data pertaining to all the above three questions has been analysed and studied to determine 
the factors causing stress in the personnel of different CAPFs. 


 (
8.3.1 Assessing Reliability of Questionnaire
)
Cronbach Alpha values indicate the reliability or internal consistency of the used questionnaire, its dimensions and sub-dimensions. Values higher than 0.7 indicates high reliability of the construct. In the questionnaire used, all the Cronbach Alpha values of the major constructs and its parameters were found within the acceptable limits. The total Cronbach Alpha of the scale was found to be at high levels i.e 0. 97. 

	S. no.
	Factors
	No. of items
	Cronbach Alpha

	1
	Overall Reliability of Question 1
	50
	.971

	1.1
	Job Related Stressors
	16
	.920

	1.2
	Service Condition related Stressors
	5
	.816

	1.3
	Infrastructure and Amenities related Stressors
	3
	.776


	1.4
	Leadership related Stressors
	6
	.927

	1.5
	Family and Social related Stressors
	11
	.913

	1.6
	Personal Stressors
	6
	.830

	1.7
	Stressors specific to Female Personnel
	3
	.771

	2
	Overall Reliability of Question 2
	9
	.899

	3
	Overall Reliability of Question 3
	34
	.981

	3.1
	Welfare Measures
	15
	.958

	3.2
	Job related Measures
	10
	.953

	3.3
	Service Conditions related Measures
	9
	.960


[bookmark: _Toc104212092]Table 33. Reliability of Questionnaire and its constructs



 (
8.3.2 Mean of Stressors or Factors
)

We have used  ‘The Independent Samples t Test’ for analyzing the means and significance in differences of means. The Independent Samples t Test compares the means of two independent groups in order to determine whether there is statistical evidence that the associated population means are significantly different. In simple words, it indicates Statistical differences between the means of two groups.

Leven’s Test for Equality of Variances
Independent Samples t Test requires the assumption of homogeneity of variance -- i.e., both groups have the same variance. SPSS includes a test for the homogeneity of variance, called Levene's Test, whenever  independent samples t test is being run. If  variances of the two groups are not equal;it means that the homogeneity of variances assumption is violated.

The output in the Independent Samples Test table includes two rows: Equal variances assumed and Equal variances not assumed. If Levene’s test indicates that the variances are equal across the two groups (i.e., p-value more than 0.05), we rely on the first row of output, Equal variances assumed, for the results for the actual Independent Samples t Test (under the heading t-test for Equality of Means). If Levene’s test indicates that the variances are not equal across the two groups (i.e., p-value less than 0.05), we rely on the second row of output, Equal variances not assumed, for the results of the Independent Samples t Test (under the heading t-test for Equality of Means). 

In the study, data was collected from 600 Personnel who have left the Forces and 400 Personnel who are working with the Forces. Therefore, we present the opinion of total 1000 personnel. 


	                  Stressors
	All Personnel
(Mean)
	Working Personnel
(Mean)
	  Left Personnel
 (Mean)
	Whether difference in Mean values of two groups is significant or not

	Job related Stressors
	2.64
	2.71
	2.55
	Significant 

	Service conditions related Stressors
	3.33
	3.29
	3.31
	Not Significant

	Infrastructure and Amenities related Stressors
	2.51
	2.35
	2.60
	Significant

	Leadership related  Stressors
	2.86
	2.82
	2.87
	Not Significant

	Family and social aspects related Stressors
	2.72
	2.94
	2.51
	Significant

	Personal  Stressors
	2.22
	2.32
	2.16

	Significant


[bookmark: _Toc104212093] Table 34. Mean of Stressors 
	
From the above table, it is clear that for all the personnel i.e  working and left personnel, Service conditions related Stressors  are most stressful as their mean value is highest i.e. 3.33. Second most stressful parameter is Leadership related Stressors followed by Family and social aspects related Stressors, Job related Stressors; and Infrastructure & Amenities related Stressors . Personal factors are least stressful for all the personnel.








 (
8.3.3
 
Working and
 
Left Personnel
 wise Analysis of different Stressors/ Factors
)

Analysis of Significance of difference in Mean Values of Working and Left Personnel with regard to different Stressors/ Factors
For understanding foregoing analysis coding scheme is given below:
JRF: Job related Factors
SCF: Service Condition related Factors
Lead: Leadership related Factors
Infam: Infrastructure related Factors
Fam: Family and social aspects related Factors
Perso: Personal Factors

In the below mentioned table ‘1’ indicates Working personnel and ‘2’ indicates Left personnel.
	

	
	Wkg and Left personnel
	N
	Mean
	Std. Deviation
	Std. Error Mean

	JRF
	1
	400
	2.7108
	1.01627
	.05081

	
	2
	598
	2.5565
	.99657
	.04075


[bookmark: _Toc104212094]Table 35. Group Statistics for Working & Left Personnel for Job related Stressors   
	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	JRF
	Equal variances assumed
	.193
	.661
	2.377
	996
	.018
	.15424
	.06488
	.02691
	.28156

	
	Equal variances not assumed
	
	
	2.368
	843.989
	.018
	.15424
	.06514
	.02639
	.28209


[bookmark: _Toc104212095]Table 36. Independent Samples Test for Working & Left Personnel for Job related Stressors

From the above table, it is clear that Significance value is .018 which is lower than .05. It indicates that the difference between mean values of Working and Left personnel with regard to Job related Stressors is significant. Working personnel are more stressed ( Mean-2.71) than Left personnel (Mean-2.55).

	

	
	Wkg and Left personnel
	N
	Mean
	Std. Deviation
	Std. Error Mean

	SCF
	1
	398
	3.2925
	1.14777
	.05753

	
	2
	600
	3.3120
	1.23369
	.05037


[bookmark: _Toc104212096]Table 37 Group Statistics for Working & Left Personnel for Service 
Conditions related Stressors



	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	SCF
	Equal variances assumed
	4.010
	.046
	-.252
	996
	.801
	-.01954
	.07759
	-.17179
	.13272

	
	Equal variances not assumed
	
	
	-.256
	891.598
	.798
	-.01954
	.07646
	-.16961
	.13053


[bookmark: _Toc104212097]Table 38.  Independent Samples Test for Working & Left Personnel for Service Conditions related Stressors

From the above table, it is clear that Significance value is .798 which is higher than .05. It indicates that the difference between mean values of Working and Left personnel  with regard to Service Conditions related Stressors is not significant.


	

	
	Wkg and Left personnel
	N
	Mean
	Std. Deviation
	Std. Error Mean

	INFAM
	1
	399
	2.3542
	1.11678
	.05591

	
	2
	600
	2.6106
	1.29035
	.05268


[bookmark: _Toc104212098]Table 39 Group Statistics for Working & Left Personnel for Infrastructure 
and Amenities related Stressors
	

	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	INFAM
	Equal variances assumed
	19.085
	.000
	-3.242
	997
	.001
	-.25634
	.07907
	-.41150
	-.10118

	
	Equal variances not assumed
	
	
	-3.337
	930.874
	.001
	-.25634
	.07682
	-.40709
	-.10558


[bookmark: _Toc104212099]Table 40. Independent Samples Test for Working & Left Personnel for Infrastructure and Amenities related Stressors

From the above table, it is clear that Significance value is .001 which is lower than .05. It indicates that the difference between mean values of Working and Left personnel  with regard to Infrastructure and Amenities related Stressors is significant. These factors were more stressful for Left personnel (Mean-2.6) as compared to Working personnel ( Mean-2.3) 



	

	
	Wkg and Left personnel
	N
	Mean
	Std. Deviation
	Std. Error Mean

	lead
	1
	397
	2.8228
	1.33495
	.06700

	
	2
	600
	2.8797
	1.40745
	.05746


[bookmark: _Toc104212100]Table 41.  Group Statistics for Working & Left Personnel for Leadership related Stressors



	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	lead
	Equal variances assumed
	2.749
	.098
	-.638
	995
	.524
	-.05688
	.08922
	-.23196
	.11819

	
	Equal variances not assumed
	
	
	-.644
	878.539
	.519
	-.05688
	.08826
	-.23012
	.11635



[bookmark: _Toc104212101]Table 42. Independent Samples Test for Working & Left Personnel for Leadership related Stressors

From the above table, it is clear that Significance value is .52 which is higher than .05. It indicates that the difference between mean values of Working and Left personnel with regard to Leadership related Stressors is not significant.



	

	
	Wkg and Left personnel
	N
	Mean
	Std. Deviation
	Std. Error Mean

	fam
	1
	400
	2.9430
	1.11591
	.05580

	
	2
	600
	2.5798
	1.13047
	.04615



[bookmark: _Toc104212102]Table 43. Group Statistics for Working & Left Personnel for Job Family and Social 
Aspects related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	fam
	Equal variances assumed
	.070
	.791
	5.002
	998
	.000
	.36311
	.07260
	.22065
	.50557

	
	Equal variances not assumed
	
	
	5.015
	862.738
	.000
	.36311
	.07241
	.22099
	.50522


[bookmark: _Toc104212103]Table 44. Independent Samples Test for Working & Left Personnel for Family and Social Aspects related Stressors
	

From the above table, it is clear that Significance value is 0.00 which is lower than .05. It indicates that the difference between mean values of Working and Left personnel with regard to Family and Social Aspects related Stressors is significant. These factors are more stressful for Working personnel (Mean-2.9) as compared to Left personnel ( Mean-2.5) 

	

	
	Wkg and Left personnel
	N
	Mean
	Std. Deviation
	Std. Error Mean

	Personal
	1
	399
	2.3246
	1.10345
	.05524

	
	2
	600
	2.1592
	1.01947
	.04162



[bookmark: _Toc104212104]Table 45.  Group Statistics for Working & Left Personnel for Personal Stressors

	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	Personal
	Equal variances assumed
	4.829
	.028
	2.430
	997
	.015
	.16539
	.06807
	.03181
	.29898

	
	Equal variances not assumed
	
	
	2.391
	805.600
	.017
	.16539
	.06917
	.02963
	.30116


[bookmark: _Toc104212105]Table 46.  Independent Samples Test for Working & Left Personnel for Personal Stressors

From the above table, it is clear that Significance value is .017 which is lower than .05. It indicates that the difference between mean values of Working and Left personnel  with regard to Personal Stressors is significant. These factors are more stressful for Working personnel (Mean-2.3) as compared to Left personnel ( Mean-2.1).

[bookmark: _Toc104215011] Figure 13 Major Stressors in Descending Order

 (
8.4 Detailed analysis of 
Sub Stressors/Individual Variables
)



We present below detailed analysis of all the sub-stressors or individual variables or questions  under each major stressor. This would underscore specific points of trouble for the personnel of CAPFs. This analysis would help the policy makers in focusing on specific aspects for reducing stress and enhancing the satisfaction level of the personnel.

	Job related Stressors
	All Personnel
	Working Personnel
	Left Personnel

	Duty related activities on off days
	2.22
	2.38
	2.12


	Leave related issues -Rejection of leave
	2.838
	3.000
	2.730


	Disturbed interpersonal relationship at work
	1.946
	2.045
	1.880

	Inadequate salary
	2.487
	2.608
	2.407


	Lack of rest & recuperation time between two duty shifts
	3.080
	3.187
	3.008

	Fatigue due to shift work & overtime
	3.004
	3.208
	2.868


	Job related health issues
	2.482
	2.622
	2.388


	Absence of proper growth opportunities
	2.858
	2.810
	2.890


	Lack of proper training/ inadequate training
	1.982
	1.943
	2.008


	No reward for good work
	2.707
	2.838
	2.620


	Prolonged deployment  in difficult areas
	2.949
	2.890
	2.988


	Lack of family accommodation at the place of posting

	3.173
	2.965
	3.312

	Discrimination in allocation of duties
	2.637
	2.717
	2.583


	Risk of being injured on the job
	2.523
	2.527
	2.520


	Not able to take meals on time
	2.217
	2.532
	2.007


	Continuous shifts / Overtime demands
	2.808
	3.102
	2.612



[bookmark: _Toc104212106]Table 47. Mean of all Sub-Stressors of Job related Stressors        
	Service conditions related Stressors
	All Personnel 
	Working Personnel
	Left Personnel


	Frequent postings in remote areas
	3.176
	3.025
	3.277


	Postings away from Home State
	3.519
	3.318
	3.653


	Absence of welfare policy
	2.971
	3.105
	2.882


	Improper implementation of Grievance Redressal Mechanism/ Non Redressal of Grievances
	3.087
	3.190
	3.018

	Delay in promotion/ Lack of promotional opportunities
	3.765
	3.818
	3.730


[bookmark: _Toc104212107]Table 48. Mean of all Sub-Stressors of Service Conditions related Stressors
	Infrastructure and Amenities related Stressors
	All Personnel 
	Working Personnel
	Left Personnel


	Absence of proper living conditions or unhygienic conditions
	2.613
	2.490
	2.695

	Unavailability of proper equipment related to assigned duty
	2.487
	2.373
	2.563

	Lack of proper sanitation and drinking water
	2.426
	2.205
	2.573


[bookmark: _Toc104212108]Table 49. Mean of all Sub-Stressors of Infrastructure and Amenities related Stressors

	Leadership related Stressors
	All Personnel 
	Working Personnel
	Left Personnel


	Harsh behavior/ Abusive language
	2.967
	2.925
	2.995


	Autocratic behaviour/ Zero error mentality
	2.810
	2.823
	2.802


	Lack of clear Instructions / Ambiguous instructions
	2.795
	2.814
	2.783

	Not being heard by seniors / 
Suggestions not taken into account
	2.961
	2.925
	2.985

	Lack of transparency or Discrimination  the part of seniors
	2.814
	2.754
	2.853

	Inaccessibility of seniors
	2.812
	2.737
	2.860


[bookmark: _Toc104212109]Table 50.  Mean of all Sub-Stressors of Leadership related Stressors




	Family and social aspects related Stressors
	All Personnel 
	Working Personnel
	Left Personnel


	Marital discord / Not able to fulfill expectations of the spouse

	2.496
	2.636
	2.403

	Illness of family members
	2.723
	2.975
	2.557


	Education & upbringing of children
	2.943
	3.082
	2.853


	Spouse & children staying in nuclear family
	2.757
	2.936
	2.642


	Land related legal issue
	2.254
	2.540
	2.063


	Isolation from family /Not enough time to spend with family or to address family issues

	3.319
	3.388
	3.273

	Difficulty in managing social life or lack of social cohesion
	2.947
	2.935
	2.955

	Not able to get help from civil authorities
	2.867
	3.150
	2.678


	Family problems like marriage of children and other such issues

	2.683
	2.973
	2.490

	Weak financial condition of the family
	2.694
	2.972
	2.508


	Pending Loan
	2.275
	2.755
	1.955



[bookmark: _Toc104212110]Table 51. Mean of all Sub-Stressors of Family and social aspects related Stressors

	Personal Stressors
	All Personnel 
	Working Personnel
	Left Personnel

	Emotionally weak nature
	2.131
	2.290
	2.025

	Presence of stressful or traumatic events in last 5 years
	2.254
	2.278
	2.239


	Alcoholism/substance abuse
	1.698
	1.693
	1.701

	Physical illness/pain
	2.108
	2.210
	2.040

	Loneliness
	2.551
	2.605
	2.515

	Sleep disturbance
	2.615
	2.865
	2.448


[bookmark: _Toc104212111]Table 52. Mean of all Sub-Stressors of Personal Stressors

	Female personnel specific Stressors
	All Personnel 
	Working Personnel
	Left Personnel


	Family pressure for fulfilling traditional roles
	2.420
	2.925
	2.307


	Lack of crèche or day care facilities
	2.473
	2.942
	2.365


	Not being treated at par with male colleagues 
	2.125
	2.522
	2.033



[bookmark: _Toc104212112]Table 53. Mean of Female specific Stressors

For Working and Left Personnel, major Sub-Stressor is same for Job related, Service Conditions related, Leadership related and Infrastructure & Amenities related Stressors.
There is a little difference of opinion between the Working and Left Personnel regarding Job related Stressors and Personal Stressors. Working Personnel feel that ‘Fatigue due to shift work & overtime’ (Mean 3.2) is most stressful for them while the Left Personnel feel that ‘Lack of family accommodation at the place of posting’ (Mean 3.3) is most stressful for them. 

With regard to Personal Stressors, Working Personnel feel that ‘Sleep Disturbance’(Mean 2.8)  is most stressful while Left Personnel feel that ‘Loneliness’ (Mean 2.5) is more worrisome. According to both, Working and Left female personnel, most stressful female specific stressor for them is ‘Lack of crèche and day care facilities’.


	      Factors
	Major Sub- Stressor in each factor for Working Personnel
	Major  Sub- Stressor in each factor for Left Personnel

	Job Related Stressors
	Fatigue due to shift work & overtime
	Lack of family accommodation at the place of posting

	Service conditions related Stressors
	Delay in promotion/ Lack of promotional opportunities
	Delay in promotion/ Lack of promotional opportunities

	Infrastructure & Amenities related Stressors 
	Absence of proper living conditions / unhygienic conditions
	Absence of proper living conditions / unhygienic conditions

	Leadership related Stressors
	Harsh behavior/ Abusive language
	Harsh behavior/ Abusive language

	Family and social aspects related Stressors
	Isolation from family/ Not enough time to spend with family or to address family issues
	Isolation from family/ Not enough time to spend with family or to address family issues

	Personal Stressors
	Sleep disturbance
	     Loneliness 

	Stressors specific to female personnel
	Lack of crèche & day care facilities
	Lack of Creche & day care facilities


[bookmark: _Toc104212113]Table 54. Major Sub Stressor of each Factor


 (
8.5 Opinion about Policies implemented
)

	 Effective implementation of already framed Policies
	All Personnel            (Mean)
2.91
	Working Personnel (Mean)
2.84
	Left Personnel (Mean)
2.96


[bookmark: _Toc104212114]Table 55. Mean of Effectiveness of Policies Implemented

Left Personnel feel that different policies which were framed by the Government for the welfare of personnel were more effectively implemented than the Working Personnel. All the personnel feel that implementation of policies has been moderate as mean value is below 3.0.

	Effective implementation of already framed Policies
	All Personnel 
	Working Personnel
	Left Personnel


	Rationalization of duty hours of a person
	2.678
	2.652
	2.695


	Not posting  a person in conflict area for more than 3 yrs continuously
	2.966
	2.840
	3.050

	Providing Government accommodation to family in nearby areas/ HRA
	3.091
	3.065
	3.108

	Assessing the behavioural patterns of a person during hard postings at regular intervals
	2.866
	2.777
	2.925

	Grievance Redressal Mechanism
	2.889
	2.805
	2.945


	‘Know your Personnel’ Program
	2.806
	2.785
	2.820


	Training Programs on Stress Management/ Yoga / Meditation sessions
	2.870
	2.695
	2.987

	Posting in Home State after few years of service
	3.119
	3.033
	3.177

	Counseling
	2.994
	2.990
	2.997



[bookmark: _Toc104212115]Table 56. Opinion about effective implementation of already framed policies

Working personnel are of the view that ‘Providing Government accommodation to family in nearby areas/ HRA’ has been most effectively implemented policy. On the contrary, Left Personnel are of the view that ‘Posting in Home State after few years of service’ has been most effectively implemented policy.





 (
8.6 
Significance of different Measures in reducing Attrition and Suicide
)


There were a number of Welfare measures, Job related measures and Service conditions related measures which were given in the questionnaire. Personnel were asked to rate on a five point scale the significance of each of these measures in reducing the attrition and suicide among the personnel. 

	Significance of Measures in reducing Attrition and Suicide
	All Personnel            (Mean)
	Working Personnel (Mean)
	Left Personnel
(Mean)

	Welfare Measures
	3.55
	3.35
	3.68


	Job related Measures
	3.80
	3.56
	3.96


	Service conditions related Measures
	3.95
	3.74
	4.08


[bookmark: _Toc104212116]Table 57. Mean Values indicating Significance of 3 Measures in reducing Attrition & Suicide

It can be inferred from the above table that both working and left personnel are of the view that improving Service conditions related measures followed by Job related measures would significantly help in reducing attrition and suicide among the personnel. Focus should also be given on improving Welfare related measures as well.

Mean of different Sub-Stressors or individual questions of different Stressors is presented in the ensuing tables. In this manner, we can understand the specific Sub- Stressors under each of the six broad categories of the Stressors which is troubling the working and left personnel and causing major stress. This would help in framing specific targeted interventions for the personnel of CAPFs.
	Significance of Welfare Measures in reducing Attrition and Suicide
	All Personnel 
	Working Personnel
	Left Personnel

	Providing financial assistance (in the form of a loan / advance at a lower interest rate)
	3.583
	3.558
	3.600

	Regular checkup of  mental health
	3.501
	3.320
	3.622


	Frequent visits by a renowned speaker to address Personnel on ‘life skills’
	3.216
	3.020
	3.347

	Occasional visits by a popular Social Personality/ Film stars/ Sportspersons / Media Persons

	2.846
	2.640
	2.983

	Family get together at regular intervals
	3.603
	3.380
	3.752


	Get together of Personnel staying at a particular location along with senior officers
	3.591
	3.225
	3.835

	Regular Group Meditation sessions
	3.324
	2.955
	3.570


	Opening more schools for children of Force Personnel (for providing quality education)

	3.787
	3.590
	3.918

	Providing Legal Assistance to Force Personnel

	3.819
	3.660
	3.925

	Ease in getting Medical facilities for self and family members
	3.910
	3.783
	3.995

	Better recreational facilities
	3.684
	3.433
	3.852


	Establishment of welfare board
	3.785
	3.658
	3.868

	Reservation in trains/ flights for the Personnel
	3.905
	3.738
	4.017

	Skill development training  ( Computer training) for Personnel
	3.827
	3.688
	3.920

	Provision of a counselor at battalion level
	3.762
	3.637
	3.845



[bookmark: _Toc104212117]Table 58. Mean of different Welfare Measures which would help in reducing Attrition and  Suicide
	Significance of Job related Measures in reducing Attrition and Suicide
	All Personnel 
	Working Personnel
	Left Personnel


	Congenial working conditions
	3.575
	3.393
	3.697


	Shorter deployment in Conflict areas
	3.604
	3.423
	3.725


	Better mobilization of troops in a manner so that they get posted near their native state

	3.800
	3.560
	3.960

	Provision for recognition of good work
	3.958
	3.700
	4.130


	Better hygiene & sanitation at work
	3.974
	3.683
	4.168


	Improved Inter- personal relationship with boss and peers
	4.025
	3.748
	4.210

	Better access to Senior Officers
	3.847
	3.590
	4.017


	Improvement in standard of living of battalions in different States
	3.849
	3.558
	4.043

	More rest and recuperation time
	3.502
	3.262
	3.662


	Development of Force campus along the border deployment
	3.807
	3.603
	3.943

	Increasing Sanctioned and  Operational strength
	3.939
	3.697
	4.100


[bookmark: _Toc104212118]Table 59. Mean of different Job related Measures which would help in reducing Attrition and Suicide
	Significance of Service Conditions related Measures in reducing Attrition and Suicide
	All Personnel 
	Working Personnel
	Left Personnel


	More training opportunities
	3.680
	3.308
	3.928


	Better availability of Equipment
	3.861
	3.515
	4.092


	Increase in Salary
	3.935
	3.740
	4.065


	Providing family accommodation near place of posting/ HRA
	3.929
	3.875
	3.965


	Better Allowances & benefits

	3.993
	3.827
	4.103


	Timely disbursement of allowances
	4.043
	3.832
	4.183


	Better leave policy
	4.127
	3.957
	4.240


	Better Promotional prospects / Timely Promotions
	4.039
	3.917
	4.120


[bookmark: _Toc104212119]Table 60. Mean of different Service Conditions related measures which would help in reducing Attrition & Suicide
Personnel feel that among welfare related measures, ‘Ease in getting Medical facilities for self and family members’ would prove to be highly effective in reducing the attrition and suicide among Personnel of CAPFs. Personnel are of the view that among Job related measures , ‘Better interpersonal relationships with boss and peer’ would prove to be highly effective in reducing the attrition and suicide. Among Service conditions related measures , ‘Better leave Policy’ would prove to be highly effective in reducing the attrition and suicide among Personnel of CAPFs.

 (
8.7 Unequivocal Opinion of Working and Left Personnel with regard to Stressors and Measures which would help in reducing Attrition and Suicide
)


Following can be inferred from the aforementioned tables:

	S.No.
	Name of Factor
	Major Sub-Stressor
	Working Personnel (Mean)
	Left Personnel (Mean)

	1
	Service conditions related Stressors
	Delay in promotion / Lack of promotional opportunities
	3.818
	3.730

	2
	Family and social aspects related Stressors
	Isolation from family /
Not enough time to spend with family or to address family issues
	3.388
	3.273

	3
	Leadership related Stressors
	Harsh behavior/ Abusive language
	2.925
	2.995


	4
	Infrastructure and Amenities related Stressors
	Absence of proper living conditions or unhygienic conditions
	2.490
	2.695

	5
	Stressor specific to female personnel
	Lack of crèche or day care facilities
	2.942
	2.365



[bookmark: _Toc104212120]Table 61. Unequivocal opinion of Personnel regarding Sub-Stressors
Top Four Stressors for All the Personnel
Data Analysis of both, Working and Left personnel revealed the following top four Stressors:


[bookmark: _Toc104215012]           Figure 14. Top 4 Stressors for Personnel of CAPFs

8.7.1 Significant Measures/ Interventions which would help in reducing Attrition and Suicide
Personnel were presented with a list of 15 Welfare measures, 11 Job related measures and 8 Service conditions related measures. They were asked to rate the significance of these three measures in reducing attrition and suicide on a five point scale. It is quite interesting to note that both the group of personnel i.e Working and Left unequivocally shared the same opinion that ‘Better Leave Policy’ would significantly help in reducing the attrition and suicide. It is interesting to note that improved ‘Inter-personal relationships with boss and peer group at work’ is also one of the major and serious expectation of the personnel from the Forces. Moreover, these two aforementioned measures do not involve any financial implications. Working and Left personnel are of the view that Forces need to provide ease in getting medical facilities for them and their families as well.

	S.No.
	Name of Measure which can help in reducing Attrition and Suicide
	Working Personnel Mean
	Left Personnel Mean

	1
	Ease in getting Medical facilities for self and family members
	3.783
	3.995

	2
	Improved inter personal relationship with boss and peers
	3.748
	4.210

	3
	Better leave policy
	3.957
	4.240



[bookmark: _Toc104212121]Table 62. Measures which would help in reducing Attrition and Suicide



[bookmark: _Toc104215013]        		Figure 15. Top 3 Measures for reducing Attrition & Suicide
 (
8.8 Gender wise, Category of Personnel wise, Type of Family wise and Education wise  analysis of Stressors
)



For analyzing the means and significance in the difference in Means of two groups, we would use ‘Independent sample t Test’. 

8.8.1Gender wise analysis of different Stressors
	Factors
	Males
	Females
	Whether difference in Mean is significant or not

	Job Related Stressors
	2.62
	2.5
	Not Significant

	Service Conditions related Stressors
	3.34
	2.94
	Significant

	Infrastructure and Amenities related Stressors
	2.54
	2.52
	Significant

	Leadership related Stressors
	2.72
	2.56
	Significant

	Family and Social Aspect related Stressors
	2.87
	2.70
	Not Significant

	Personal Stressors
	2.22
	2.28
	Not Significant


[bookmark: _Toc104212122]Table 63. Mean values of Male and Female Personnel on different Stressors

It can be inferred from the above table that Male personnel are more stressed on Service Conditions related Stressors, Leadership related Stressors ; and Infrastructure &Amenities related Stressors as compared to female personnel. There is no significant difference in the Means of male and female personnel with regard to Job related Stressors, Personal Stressors; and Family & Social aspects related Stressors which means both the groups equally feel the heat with respect to latter three Stressors.
In the analysis given below on Gender ‘1’ indicates Male personnel and ‘2’ indicates Female personnel.

Mean Values of Male and Female Personnel on Job related Stressors
	

	
	GENDER
	N
	Mean
	Std. Deviation
	Std. Error Mean

	JRF
	1.00
	903
	2.6285
	.99792
	.03321

	
	2.00
	93
	2.5289
	1.09577
	.11363


[bookmark: _Toc104212123]Table 64. Group Statistics for Gender and Job related Stressors

	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	JRF
	Equal variances assumed
	4.809
	.029
	.908
	994
	.364
	.09963
	.10971
	-.11565
	.31492

	
	Equal variances not assumed
	
	
	.842
	108.308
	.402
	.09963
	.11838
	-.13501
	.33427


[bookmark: _Toc104212124]Table 65. Independent Samples Test for Gender and Job related Stressors

From the above table, it is clear that significance value is 0.402 which is higher than .05. It means difference between mean values of male and female personnel is not significant with regard to Job related Stressors. 

Mean Values of Male and Female Personnel on Service conditions related Stressors
	

	
	GENDER
	N
	Mean
	Std. Deviation
	Std. Error Mean

	SCF
	1.00
	902
	3.3428
	1.17541
	.03914

	
	2.00
	94
	2.9447
	1.36418
	.14070


[bookmark: _Toc104212125]Table 66. Group Statistics for Gender and Service conditions related Stressors

	



	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	SCF
	Equal variances assumed
	12.503
	.000
	3.076
	994
	.002
	.39811
	.12945
	.14409
	.65213

	
	Equal variances not assumed
	
	
	2.726
	107.880
	.007
	.39811
	.14605
	.10862
	.68761


[bookmark: _Toc104212126]Table 67. Independent Samples Test  for Gender and Service conditions related Stressors

From the above table, it is clear that significance value is 0.007 which is lesser than .05. It means difference between mean values of male and female personnel with regard to Service Conditions related Stressors is significant. For male personnel mean value is 3.3 while for female personnel mean value is 2.9 for this factor. This indicates that male personnel are more stressed over Service conditions related issues than female personnel.


Mean Values of Male and Female Personnel on Infrastructure & Amenities related Stressors

	

	
	GENDER
	N
	Mean
	Std. Deviation
	Std. Error Mean

	INFAM
	1.00
	903
	2.5493
	1.23531
	.04111

	
	2.00
	94
	2.1099
	1.09237
	.11267


[bookmark: _Toc104212127]Table 68. Group Statistics for Gender and Infrastructure & Amenities related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	INFAM
	Equal variances assumed
	7.632
	.006
	3.316
	995
	.001
	.43935
	.13251
	.17932
	.69938

	
	Equal variances not assumed
	
	
	3.663
	119.191
	.000
	.43935
	.11993
	.20187
	.67683


[bookmark: _Toc104212128]Table 69. Independent Samples Test for Gender and  Infrastructure & Amenities related Stressors

From the above table, it is clear that significance value is 0.00 which is lesser than .05. It means there is significant difference in the mean values of male and female personnel with regard to Infrastructure and Amenities related Stressors. Male personnel are more stressed (Mean-2.5 ) as compared to female personnel (Mean-2.1). 


Mean Values of Male and Female Personnel on Leadership related Stressors

	

	
	GENDER
	N
	Mean
	Std. Deviation
	Std. Error Mean

	LEAD
	1.00
	873
	2.8841
	1.38396
	.04684

	
	2.00
	91
	2.5238
	1.32278
	.13866


[bookmark: _Toc104212129]Table 70. Group Statistics for Gender and Leadership related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	LEAD
	Equal variances assumed
	.694
	.405
	2.373
	962
	.018
	.36031
	.15184
	.06234
	.65827

	
	Equal variances not assumed
	
	
	2.462
	111.561
	.015
	.36031
	.14636
	.07030
	.65032


[bookmark: _Toc104212130]Table 71. Independent Samples Test for Gender and Leadership related Stressors

From the above table, it is clear that significance value is 0.018 which is lesser than .05. It means there is significant difference in the mean values of male and female personnel with regard to Leadership related Stressors. For male personnel Mean is 2.88 while for female personnel Mean is 2.52. This indicates Male personnel are more stressed on account of leadership related Stressors.



Mean Values of Male and Female Personnel on Family & Social Aspects related Stressors

	

	
	GENDER
	N
	Mean
	Std. Deviation
	Std. Error Mean

	FAM
	1.00
	886
	2.7251
	1.13588
	.03816

	
	2.00
	92
	2.5692
	1.16177
	.12112


[bookmark: _Toc104212131]Table 72. Group Statistics for Gender and Family & Social Aspects related Stressors

	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	FAM
	Equal variances assumed
	.000
	.990
	1.251
	976
	.211
	.15595
	.12469
	-.08874
	.40064

	
	Equal variances not assumed
	
	
	1.228
	109.851
	.222
	.15595
	.12699
	-.09573
	.40762


[bookmark: _Toc104212132]Table 73. Independent Samples Test for Gender and Family & Social Aspects related Stressors


From the above table, it is clear that significance value is 0.21 which is higher than .05. Hence, there is no significant difference between Mean values of Male and Female personnel with regard to family and social aspects related Stressors.


Mean Values of Male and Female Personnel on Personal Stressors

	

	
	GENDER
	N
	Mean
	Std. Deviation
	Std. Error Mean

	PERS
	1.00
	892
	2.2231
	1.04592
	.03502

	
	2.00
	94
	2.2890
	1.17424
	.12111


[bookmark: _Toc104212133]Table 74. Group Statistics for Gender and Personal Stressors
	


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	PERS
	Equal variances assumed
	3.227
	.073
	-.574
	984
	.566
	-.06591
	.11481
	-.29121
	.15938

	
	Equal variances not assumed
	
	
	-.523
	109.122
	.602
	-.06591
	.12607
	-.31579
	.18396


[bookmark: _Toc104212134]Table 75. Independent Samples Test for Gender and Personal Stressors

From the above table, it is clear that significance value is 0.56 which is higher than .05. There is no significant difference between Mean values of Male and Female personnel with regard to family and social aspects related Stressors.

8.8.2 GO and NGO wise Analysis of different Stressors

	Factors
	GOs
	NGOs
	Whether difference in Mean is significant or not

	Job related Stressors
	2.53
	2.62
	Not Significant

	Service Conditions related Stressors
	3.33
	3.30
	Not Significant

	Infrastructure and Amenities related Stressors
	2.31
	2.51
	Not Significant

	Leadership related Stressors
	2.92
	2.84
	Not Significant

	Family and Social Aspect related Stressors
	2.87
	2.70
	Not Significant

	Personal Stressors
	2.20
	2.23
	Not Significant


[bookmark: _Toc104212135]Table 76. Mean Values of GOs and NGOs on various Stressors

It can be inferred from the above table that there is no significant difference in the Means of GOs and NGOs with regard to all the factors or stressors. Therefore, both the groups are equally stressed. Its implications can be understood with the help of ‘Downward Filtration theory’ introduced by Lord Macaulay which states that giving education to the members  of the higher classes of the society would facilitate an opportunity for the grass root people of the society, too, because the lower class people always tend to imitate and  follow the model of the people of higher status in the society. Therefore, it can be stated that if bosses /GOs are stressed , their subordinates/ NGOs would also be stressed as stress will have spiraling effect down the hierarchy. Therefore, organizing Capacity building programmes or Training programmes  at the level of Officers would eventually impact the behavior of their juniors as well. 

Mean Values of GOs and NGOs for Job related Stressors
In the analysis given below on GO and NGO category of personnel ‘1’ indicates GOs and ‘2’ indicates NGOs.
	

	
	GOCODE
	N
	Mean
	Std. Deviation
	Std. Error Mean

	JRF
	1.00
	32
	2.5391
	1.01299
	.17907

	
	2.00
	966
	2.6210
	1.00707
	.03240


[bookmark: _Toc104212136]Table 77. Group Statistics for Category of Personnel and Job related Stressors

	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	JRF
	Equal variances assumed
	.024
	.877
	-.453
	996
	.651
	-.08193
	.18098
	-.43708
	.27323

	
	Equal variances not assumed
	
	
	-.450
	33.062
	.656
	-.08193
	.18198
	-.45214
	.28829


[bookmark: _Toc104212137]Table 78. Independent Samples Test for Category of Personnel and Job Related Stressors
From the above table, it is clear that significance value is 0.651 which is higher than .05. It means there is no significant difference between Means values of GOs and NGOs with regard to Job related Stressors. 

Mean Values of GOs and NGOs for Service Conditions related Stressors

	
	GOCODE
	N
	Mean
	Std. Deviation
	Std. Error Mean

	AVGSCF
	1.00
	33
	3.3394
	1.38156
	.24050

	
	2.00
	965
	3.3030
	1.19371
	.03843


[bookmark: _Toc104212138]Table 79. Group Statistics for Category of Personnel and Service Conditions related Stressors


	Independent Samples Test

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	AVGSCF
	Equal variances assumed
	2.687
	.101
	.171
	996
	.864
	.03639
	.21247
	-.38055
	.45333

	
	Equal variances not assumed
	
	
	.149
	33.654
	.882
	.03639
	.24355
	-.45875
	.53153


[bookmark: _Toc104212139]Table 80. Independent Samples Test for Category of Personnel and Service Conditions Related Stressors
	
From the above table, it is clear that significance value is 0.864 which is higher than .05. It means there is no significant difference between mean values of GOs and NGOs with regard to service conditions related Stressors. 

Mean Values of GOs and NGOs for Infrastructure & Amenities  related Stressors

	

	
	GOCODE
	N
	Mean
	Std. Deviation
	Std. Error Mean

	INFAM
	1.00
	33
	2.3131
	1.14849
	.19993

	
	2.00
	966
	2.5148
	1.23253
	.03966


[bookmark: _Toc104212140]Table 81. Group Statistics for Category of Personnel and Infrastructure & Amenities related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	INFAM
	Equal variances assumed
	1.463
	.227
	-.926
	997
	.354
	-.20171
	.21773
	-.62896
	.22555

	
	Equal variances not assumed
	
	
	-.990
	34.566
	.329
	-.20171
	.20382
	-.61567
	.21226


[bookmark: _Toc104212141]Table 82. Independent Samples Test for Category of Personnel and Infrastructure & Amenities Related Stressors

From the above table, it is clear that significance value is 0.354 which is higher than .05. It means difference between mean values of GOs and NGOs is not significant with regard to Infrastructure and Amenities related Stressors. 

Mean Values of GOs and NGOs for Leadership related Stressors

	

	
	GOCODE
	N
	Mean
	Std. Deviation
	Std. Error Mean

	LEAD
	1.00
	32
	2.9271
	1.45478
	.25717

	
	2.00
	934
	2.8456
	1.37969
	.04514


[bookmark: _Toc104212142]Table 83. Group Statistics for Category of Personnel and Leadership related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	LEAD
	Equal variances assumed
	1.261
	.262
	.328
	964
	.743
	.08144
	.24848
	-.40620
	.56907

	
	Equal variances not assumed
	
	
	.312
	32.939
	.757
	.08144
	.26110
	-.44982
	.61269


[bookmark: _Toc104212143]Table 84. Independent Samples Test for Category of Personnel and Leadership related Stressors


From the above table, it is clear that significance value is 0.743 which is higher than .05. It means that there is no significant difference between Mean values of GOs and NGOs with regard to Leadership related Stressors.



Mean Values of GOs and NGOs for and Family & Social Aspects related Stressors

	

	
	GOCODE
	N
	Mean
	Std. Deviation
	Std. Error Mean

	FAM
	1.00
	31
	2.8798
	1.32394
	.23779

	
	2.00
	949
	2.7043
	1.13178
	.03674


[bookmark: _Toc104212144]Table 85. Group Statistics for Category of Personnel and Family & Social Aspects related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	FAM
	Equal variances assumed
	4.424
	.036
	.845
	978
	.398
	.17548
	.20773
	-.23216
	.58313

	
	Equal variances not assumed
	
	
	.729
	31.449
	.471
	.17548
	.24061
	-.31496
	.66592


[bookmark: _Toc104212145]Table 86. Independent Samples Test for Category of Personnel and Family & Social Aspects related Stressors

From the above table, it is clear that significance value is 0.471 which is higher than .05. It means that there is no significant difference between Mean values of GOs and NGOs with regard to social aspects related Stressors. 




Mean Values of GOs and NGOs for Personal Stressors

	Group Statistics

	
	GOCODE
	N
	Mean
	Std. Deviation
	Std. Error Mean

	PERS
	1.00
	33
	2.2071
	1.06884
	.18606

	
	2.00
	955
	2.2300
	1.05813
	.03424


[bookmark: _Toc104212146]Table 87. Group Statistics for Category of Personnel and Personal Stressors



	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	PERS
	Equal variances assumed
	.041
	.840
	-.122
	986
	.903
	-.02295
	.18741
	-.39072
	.34483

	
	Equal variances not assumed
	
	
	-.121
	34.203
	.904
	-.02295
	.18919
	-.40733
	.36144


[bookmark: _Toc104212147]Table 88. Independent Samples Test for Category of Personnel and Personal Stressors

From the above table, it is clear that significance value is 0.903 which is higher than .05. It means that there is no significant difference between Mean values of GOs and NGOs with regard to Personal Stressors.






8.8.3‘Type of Family’ wise analysis of different Stressors

In the analysis given below based on ‘Type of family’ , ‘1’ indicates Nuclear family and ‘2’ indicates Joint family.

	

	
	Family Status
	N
	Mean
	Std. Deviation
	Std. Error Mean

	JRF
	1.00
	332
	2.6540
	.99441
	.05458

	
	2.00
	666
	2.6006
	1.01327
	.03926


[bookmark: _Toc104212148]Table 89. Group Statistics for Type of Family and Job related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	JRF
	Equal variances assumed
	.365
	.546
	.789
	996
	.430
	.05339
	.06766
	-.07937
	.18615

	
	Equal variances not assumed
	
	
	.794
	672.629
	.427
	.05339
	.06723
	-.07862
	.18540


[bookmark: _Toc104212149]Table 90. Independent Samples Test for Type of Family and Job related Stressors


From the above table, it is clear that Significance value is 0.43 which is higher than .05. It indicates that the difference between mean values of Personnel having Nuclear and Joint family with regards to Job related Stressors is not significant. 



	

	
	Family Status
	N
	Mean
	Std. Deviation
	Std. Error Mean

	SCF
	1.00
	332
	3.4440
	1.16914
	.06416

	
	2.00
	666
	3.2345
	1.20937
	.04686


[bookmark: _Toc104212150]Table 91. Group Statistics for Type of Family and Service Conditions related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	SCF
	Equal variances assumed
	2.506
	.114
	2.606
	996
	.009
	.20944
	.08036
	.05175
	.36714

	
	Equal variances not assumed
	
	
	2.636
	681.737
	.009
	.20944
	.07946
	.05343
	.36545


[bookmark: _Toc104212151]Table 92. Independent Samples Test for Type of Family and Service Conditions related Stressors


From the above table, it is clear that Significance value is .009 which is lower than .05. It indicates that the difference between mean values of Personnel having Nuclear and Joint family with regard to Service Condition related Stressors is significant. Service conditions related stressors are more stressful for personnel having Nuclear family.
	

	
	Family Status
	N
	Mean
	Std. Deviation
	Std. Error Mean

	INFAM
	1.00
	333
	2.5616
	1.14245
	.06261

	
	2.00
	666
	2.4815
	1.27126
	.04926


[bookmark: _Toc104212152]Table 93 . Group Statistics for Type of Family and Infrastructure related Stressors

	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	INFAM
	Equal variances assumed
	7.871
	.005
	.970
	997
	.332
	.08008
	.08254
	-.08190
	.24206

	
	Equal variances not assumed
	
	
	1.005
	730.548
	.315
	.08008
	.07966
	-.07631
	.23647


[bookmark: _Toc104212153]Table 94. Independent Samples Test for Type of Family and Infrastructure related Stressors


From the above table, it is clear that Significance value is 0.315 which is higher than .05. It indicates that the difference between mean values of Personnel having Nuclear and Joint family with regard to Infrastructure related Stressors is not significant. 


	


	
	Family Status
	N
	Mean
	Std. Deviation
	Std. Error Mean

	Lead
	1.00
	332
	2.9443
	1.36247
	.07478

	
	2.00
	665
	2.8135
	1.38561
	.05373


[bookmark: _Toc104212154]Table 95 . Group Statistics for Type of Family and Leadership related Stressors








	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	  Lead
	Equal variances assumed
	.437
	.509
	1.412
	995
	.158
	.13074
	.09260
	-.05097
	.31245

	
	Equal variances not assumed
	
	
	1.420
	671.790
	.156
	.13074
	.09208
	-.05005
	.31154


[bookmark: _Toc104212155]Table 96. Independent Samples Test for Type of Family and Leadership related Stressors

From the above table, it is clear that Significance value is 0.158 which is higher than .05. It indicates that the difference between mean values of Personnel having Nuclear and Joint family with regard to Leadership related Stressors is not significant. 



	

	
	Family Status
	N
	Mean
	Std. Deviation
	Std. Error Mean

	F
	1.00
	333
	2.7292
	1.10371
	.06048

	
	2.00
	667
	2.7230
	1.15571
	.04475


[bookmark: _Toc104212156]Table 97. Group Statistics for Type of Family and Family related Stressors




	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	Avg_fam_Late
	Equal variances assumed
	1.104
	.294
	.080
	998
	.936
	.00614
	.07640
	-.14379
	.15607

	
	Equal variances not assumed
	
	
	.082
	691.641
	.935
	.00614
	.07524
	-.14159
	.15386


[bookmark: _Toc104212157]Table 98. Independent Samples Test for Type of Family and Family related Stressors


From the above table, it is clear that Significance value is 0.936 which is higher than .05. It indicates that the difference between mean values of Personnel having Nuclear and Joint family with regard to Family related stressors is not significant. 



	

	
	Family Status
	N
	Mean
	Std. Deviation
	Std. Error Mean

	Personal
	1.00
	333
	2.2037
	1.00466
	.05505

	
	2.00
	666
	2.2360
	1.08190
	.04192


[bookmark: _Toc104212158]Table 99. Group Statistics for Type of Family and Personal Stressors



	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	 Personal
	Equal variances assumed
	2.498
	.114
	-.455
	997
	.649
	-.03228
	.07093
	-.17147
	.10690

	
	Equal variances not assumed
	
	
	-.467
	709.537
	.641
	-.03228
	.06920
	-.16814
	.10358


[bookmark: _Toc104212159]Table 100 . Independent Samples Test for Type of Family and Personal  Stressors


From the above table, it is clear that Significance value is 0.641 which is higher than .05. It indicates that the difference between mean values of Personnel having Nuclear and Joint family with regard to Personal Stressors is not significant. 

8.8.4 Education wise analysis of different Stressors

In the analysis given below on Education, 1 indicates those personnel who are 12th Pass and ‘2’ indicates personnel who are Graduate.


	

	
	Education
	N
	Mean
	Std. Deviation
	Std. Error Mean

	JRF
	1.00
	622
	2.5825
	1.01318
	.04062

	
	2.00
	376
	2.6777
	.99479
	.05130


[bookmark: _Toc104212160]Table 101. Group Statistics for Education and Job related Stressors




	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	JRF
	Equal variances assumed
	.672
	.413
	-1.448
	996
	.148
	-.09520
	.06574
	-.22419
	.03380

	
	Equal variances not assumed
	
	
	-1.455
	802.260
	.146
	-.09520
	.06544
	-.22365
	.03326


[bookmark: _Toc104212161]Table 102. Independent Samples Test for Education and Job related Stressors


From the above table, it is clear that Significance value is 0.146 which is higher than .05. It indicates that the difference between mean values of 12th Pass and Graduate Personnel with regard to Job related Stressors is not significant. 



	

	
	Education
	N
	Mean
	Std. Deviation
	Std. Error Mean

	SCF
	1.00
	623
	3.2578
	1.20892
	.04843

	
	2.00
	375
	3.3813
	1.18158
	.06102


[bookmark: _Toc104212162]Table 103 . Group Statistics for Education and Service Condition related Stressors


	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	SCF
	Equal variances assumed
	.030
	.861
	-1.577
	996
	.115
	-.12355
	.07835
	-.27729
	.03020

	
	Equal variances not assumed
	
	
	-1.586
	802.280
	.113
	-.12355
	.07790
	-.27647
	.02937


[bookmark: _Toc104212163]Table 104 . Independent Samples Test for Education and Service Condition related Stressors


From the above table, it is clear that Significance value is 0.113 which is higher than .05. It indicates that the difference between mean values of 12th Pass and Graduate Personnel with regard to Service conditions related Stressors is not significant. 



	
	Education
	N
	Mean
	Std. Deviation
	Std. Error Mean

	INFAM
	1.00
	622
	2.5311
	1.29370
	.05187

	
	2.00
	377
	2.4704
	1.11714
	.05754


[bookmark: _Toc104212164]Table 105. Group Statistics for Education and Infrastructure related Stressors



	Independent Samples Test

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	  INFAM
	Equal variances assumed
	20.567
	.000
	.756
	997
	.450
	.06070
	.08029
	-.09685
	.21826

	
	Equal variances not assumed
	
	
	.784
	882.600
	.433
	.06070
	.07747
	-.09134
	.21274


[bookmark: _Toc104212165]Table 106 . Independent Samples Test for Education and Infrastructure related Stressors


From the above table, it is clear that Significance value is 0.450 which is higher than .05. It indicates that the difference between mean values of 12th Pass and Graduate Personnel with regard to Infrastructure related Stressors is not significant. 

	


	
	Education
	N
	Mean
	Std. Deviation
	Std. Error Mean

	 LEAD
	1.00
	600
	2.8181
	1.41814
	.05790

	
	2.00
	366
	2.8980
	1.31971
	.06898


[bookmark: _Toc104212166]Table 107. Group Statistics for Education and Leadership related Stressors



	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	 LEAD
	Equal variances assumed
	3.551
	.060
	-.872
	964
	.383
	-.07994
	.09164
	-.25978
	.09990

	
	Equal variances not assumed
	
	
	-.888
	814.157
	.375
	-.07994
	.09006
	-.25671
	.09683


[bookmark: _Toc104212167]Table 108 . Independent Samples Test for Education and Leadership related Stressors


From the above table, it is clear that Significance value is 0.375 which is higher than .05. It indicates that the difference between mean values of 12th Pass and Graduate Personnel with regard to Leadership related Stressors is not significant. 


	

	
	Education
	N
	Mean
	Std. Deviation
	Std. Error Mean

	FAM
	1.00
	614
	2.6081
	1.13038
	.04562

	
	2.00
	366
	2.8805
	1.13177
	.05916


[bookmark: _Toc104212168]Table 109. Group Statistics for Education and Family related Stressors



	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	FAM
	Equal variances assumed
	.409
	.522
	-3.648
	978
	.000
	-.27244
	.07468
	-.41900
	-.12589

	
	Equal variances not assumed
	
	
	-3.647
	766.718
	.000
	-.27244
	.07470
	-.41909
	-.12579


[bookmark: _Toc104212169]Table 110 . Independent Samples Test for Education and Family related Stressors


From the above table, it is clear that Significance value is 0.00 which is lower than .05. It indicates that the difference between mean values of 12th Pass and Graduate Personnel with regard to Family related Stressors is significant. With regard to Family related Stressors, Graduates are more stressed as their mean value is 2.88 which is higher than mean value (2.60) of 12th pass personnel.


	

	
	Education
	N
	Mean
	Std. Deviation
	Std. Error Mean

	PERS
	1.00
	615
	2.1932
	1.05620
	.04259

	
	2.00
	373
	2.2887
	1.05958
	.05486


[bookmark: _Toc104212170]Table 111 . Group Statistics for Education and Personal Stressors



	

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	PERS
	Equal variances assumed
	.101
	.751
	-1.375
	986
	.169
	-.09543
	.06940
	-.23161
	.04076

	
	Equal variances not assumed
	
	
	-1.374
	783.150
	.170
	-.09543
	.06945
	-.23176
	.04091


[bookmark: _Toc104212171]Table 112.Independent Samples Test for Education and Personal Stressors

From the above table, it is clear that Significance value is 0.17 which is higher than .05. It indicates that the difference between mean values of 12th Pass and Graduate Personnel with regard to Personal  Stressors is not significant. 

 (
8.9 Opinion and Suggestions given by Working Personnel in response to Open ended questions
)


In the questionnaire designed for personnel, two open ended questions were asked in order to understand their view point and perspective about increasing number of suicides and attrition in forces. These two questions were:

· In your opinion, what could be the reasons for suicides in CAPFs? 
· Any other suggestions to reduce attrition and suicides in CAPFs.
 
The graph given below represents the reasons cited by Working personnel pertaining to increasing rate of suicides in CAPFs. 


[bookmark: _Toc104215014]Figure 16. Reasons cited by Working Personnel for the growing rate of suicides in CAPFs

The above graph suggests that majority of the personnel (93) have expressed their dissatisfaction with the system of leave and found it to be a major stressor leading to suicide. 75 personnel mentioned long duty hours or work pressure as a cause of attrition and suicide. This is followed by other issues such as family responsibilities and misbehavior by seniors or harassment or humiliation by seniors or lack of communication from them. The factor related to behavior of seniors should be taken into account by imparting training to the GOs and SOs in the area of ‘Effective Communication and Leadership’. Other issues mentioned by them are posting away from home, no promotion, lack of guidance, discrimination and lack of personal time etc.
Suggestions offered by Working personnel of various forces to reduce the rate of attrition and suicide in forces are given below:

    

[bookmark: _Toc104215015]Figure 17. Suggestions given by Working Personnel to reduce Attrition and Suicide in the forces

As per the above graph,  majority of the personnel (162) feel that having a flexible and lenient system of getting timely leaves can help in reducing the attrition and suicide in the Force. Moreover, having the provision of shorter working hours, timely rest and adequate sleep would really help the personnel as it is quoted by 59 personnel. Thirdly, posting near hometown (54), followed by weekly offs (48) are also important factors as per the inputs given by the Working Personnel. 
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) Increase in family time (47) pension (43), sports/ social activity(43) and providing family accommodation are also some of the suggestions given by the Working personnel. 


The graph given below represents the reasons cited by personnel who have left the forces pertaining to increasing rate of attrition and suicide in CAPFs. This graph highlights that 163 left- personnel felt family/ personal reason to be a major stressor for committing suicide. 108 ex- personnel found that not giving leaves on time leads to suicide cases in forces. 132 left-personnel cited depression and stress as reason for suicide. 

Other issues cited by them are harassment or unsatisfactory behavior of seniors (111 left personnel), domestic problems (58 left-personnel), heavy workload (53 left personnel), and unsatisfactory behavior by seniors (47 left-personnel). They are of the view that stress management is only on the papers.

[bookmark: _Toc104215016]                         Figure 18. Reasons cited by Left Personnel for the growing rate of suicides in CAPFs

The graph given below represents the suggestions given by left-personnel of various forces to reduce the rate of attrition and suicide in forces. It highlights that 128 left-personnel feel that a flexible and lenient system of providing timely leaves can help in reducing the rate of attrition and suicide to a great extent. Secondly, counseling is another important suggestion given by 59 left- personnel. Thirdly, posting near hometown (55 left personnel), followed by good behavior by seniors (52 left personnel) are also important inputs given by the left- personnel.  Less workload (37 left personnel), and coordination amongst employees and seniors (32 left personnel) are some of the other suggestions given by the left personnel. 
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Location Specific Challenges of Personnel
)


Five States which were selected outside Delhi\NCR for sample collection are Assam, Chhattisgarh, Uttarakhand, Jammu & Kashmir; and Punjab. During interaction with the study team, GOs and NGOs at different locations from different Forces shared the challenges faced by them. Some of them are given below:

Chhattisgarh 
Chhattisgarh visit turned into very detailed, insightful & extensive visit spanning 15 days. The study team travelled for more than 2300 KMs via road across 08 districts of Chhattisgarh for various camps & SHQ of different CAPFs. This challenging task was made much easier due to help from various officers of Chhattisgarh State Police. Every CAPF, its personnel, cutting across rank & profile was very much cooperative and generous. They participated in the interaction and FGD with very high spirit & transparency, though it took time and effort in ‘Ice Breaking Session’, due to their training. At almost all the places Study team interacted with ORs, SOs & GOs as separate group so that they do not feel the pressure, the internal hierarchy and discipline would not get affected. It was a way to understand the goup’s collective voice along with seeking individual inputs.

CISF & CRPF are present in Chhattisgarh from long back; CISF does not only secure airports of Raipur & Jagdalpur, but also the NMDC mines located at Kirandul and Bacheli (Dantewada). CRPF has been continuously fighting against Naxals in LWE affected areas, along with protecting and providing safety to various developmental projects in Chhattisgarh. ITBP has been deployed from the Year 2009-10 onwards, with its presence in three districts (Rajnandgaon, Narayanpiur & Kondagaon), whereas BSF & SSB are last in the series to be roped in, from the year 2014-15 onwards. BSF has deployment of its 08 Battalions in Kanker district & SHQ at Bhilai.

 SSB has been assigned special role of protecting a new, 90 km+ railway line for Rowghat Project in naxal-affected area of Chhattisgarh. The detail of different camps/locations visited for different CAPFs is provided in the chapter on Research Methodology.

Chhattisgarh is one of the worst LWE affected state in country. Dense forests and low penetration of means of communications (roads & railways) and shared border with other LWE affected States such as Jharkhand; Maharashtra & Andhra Pradesh enhances the challenges of CAPFs. The region has important geostrategic location from internal security aspect, because it lies in between the naxal’s utopian map of creating ‘Red Corridor between Tirupati to Pashupati’. These bordering areas with forest turn into safe hideouts for naxals, as they gather-plan, act-execute and move-hide, in different states. They tend to take benefit of administrative boundaries of states & districts and mandate of forces, which have been created for administrative convenience. This enhances the challenges of security forces and therefore, robust inter-state co-ordination between CAPFs & various State Police is needed.    

Many camps and locations of CAPFs are deep inside forest. Development of a camp is a tedious job in itself and requires continuous efforts. Some of them have well-developed basic amenities and infrastructure, however, convoy movement, regular guarding for area domination, danger of hidden IEDs & ‘sariya trap’, chances of ambush and other security issues are yet a matter of concern. While some camps still struggle to have basic amenities such as availability of water etc. CRPF has huge deployment in Chhattisgarh and from long, it is a ‘war zone’ for CRPF, yet they lack permanent structures and land in many locations. The state administration allots land, camp is developed and it can be switched, i.e. given to any other CAPF according to need and CRPF is relocated.  At many places, the firing range is very far away from the location at which troops live, and regular movement to and from for firing practice is both a costly and dangerous exercise. BSF and SSB both have their SHQ (SP-OPs) at Bhilai, but until now in temporary & rented accommodations; however, they are looking for land, so that offices and firing range could be well established.    
 
Jammu & Kashmir
Jammu & Kashmir has been seriously disturbed for more than last 3 decades. Not only international border, LoC/LAC challenges, but also ‘export of terror & terrorism’ from neighbouring country aggravates the security concerns. The region has remained hyper-sensitive zone from long. Earlier BSF was the leading force in J&K even for the internal security dynamics. However, later on, the role was shifted to CRPF. Chances of border crossing, surprise attacks, lone wolf attack and well organised attacks like Pulwama over convoy movement by terrorists need strict daily vigil. Dealing with and curbing Cross border movement of drugs, cash & fake currency, along with weapons is also a challenge in itself. At many places, rough & difficult terrain enhances the problems.    

Security forces have been accused of ‘human rights violations’ for long, but seldom the humiliation and hardships faced by them in form of abuses and regular stone pelting was discussed. J&K is perhaps till now the most challenging and tough theatre for the security personnel to act and work. The harsh climatic conditions along with many other issues really make things quite challenging.   

The onus of maintaining law and order, peace & security after the abrogation of Article 370 has put much pressure on the security forces specially CAPFs. All paramilitary forces were overburdened, but CRPF suffered most due to the fact they formed the major chunk of deployment. J&K undoubtedly has one has of the best landscape in country; even the nearby areas of Srinagar are soothing for eyes. However, it can be enjoyed only if, one roams around as a tourist. The moment one turns as part of government machinery, part of security forces and troops, the pressure of maintaining normalcy can be felt quickly. 
Some of the officers also discussed about the desire for better communication channel amongst different central police forces, especially between CRPF & BSF. As the lack of communication and coordination, sometimes results into the last moment hiccups in regular and routine work like convoy movement etc. Many new developmental projects related to infrastructure and connectivity are going on, which will increase both, better integration of regions & people; and also help the security forces in monitoring situation and maintenance of peace. Hopefully, things will move towards complete normalcy, as now, there are many positive signs in this direction.

One such example deserves to be mentioned here. The following conversation is an excerpt from interaction with the CT/HC of a paramilitary force in Srinagar:

Member of study team to ORs of CRPF, from 18 different Battalions in J&K: 
Question: Do you people feel some change in the nature and hardship of duty, after & before removal of Article 370? Any difference in your stress level or any such thing?
Ans: Constable 1: There has been huge reduction in incidences of stone pelting over us, which was hurting us a lot, both physically & psychologically. 
Ans: Constable 2: Currently such incidences do not happen, as their bosses who distributed money are absent, but I doubt stone pelting & abusing will not continue after they return. 
Ans: Constable 3: Sir, “abhi to pahle se jamiin asmaan ka farak aa gaya hai, bas aage bhi sab aise hi badhiya ho jaye”. (The situation has changed unbelievably; I hope all continues to be good in the same manner)             
Ans: Constable 4: Earlier, even a 10-12 year old lad abused us while crossing the road and that too without any fault or conversation from our side. Now this has stopped. 

Common grievances shared by them were difficulty in getting leave, overburdened by duty, lack of sleep, issues related to allowances and medical facility (CGHS), disparity in C.L/E.L at sectoral HQ and other locations etc.

Uttarakhand 
When compared with Chhattisgarh, J&K, Punjab and even North East, Uttarakhand is relatively peaceful with regard to internal security. CRPF has limited & minimal presence here, however, they have a SHQ headed by IGP at Dehradun. CISF is deployed at Jolly Grant Airport and at other industrial units such as at ONGC plant and IIRS (ISRO) etc. BSF has no deployment in Uttarakhand except their BIAAT academy at Dehradun, which imparts training in mountaineering etc. and works as a point of stress diffuser for the force. Main forces in the active and dominative role here are ITBP followed by SSB. 

ITBP has very well established camps and SFA (family quarters & accommodations) at different locations of state as Dehradun, Gauchar, Chamoli etc. They also have in-house “Stress Counsellors” in the force, which is very good system at conceptual level and needs to be expanded and replicated by other forces. The recent skirmishes at international border has its effect on ITBP, as they are the lead border guarding force in Uttarakhand. ITBP also acts as the first responder in climate related natural disasters, which are becoming frequent in Uttarakhand. SSB has its CTC (Centralised Training Centre) at Srinagar, Garhwal and limited presence at few other locations as well. The main challenges here are fragile mountain range with chances of landslides, glacier burst, high altitude hilltops & deep gorges, harsh weather conditions and open international boundary. 

Punjab: (BSF Exclusively)
Many officers of BSF suggested the study team to visit either Bengal or Punjab to understand challenges faced by BSF. Thus, Punjab was also visited by the study team. Being located on the western side of country, Punjab again faces the same challenges as Jammu & Kashmir, except stone pelting over security forces. Checking inflow of drugs, weapons, illegal trespassing, cash & fake Indian currency is a huge challenge and needs daily vigil. There is no stretch of border, which can be declared ‘safe’, or ‘no-danger zone’. They have to be guarded continuously day & night, regardless of unfavourable weather and climatic conditions in winters, due to dense fog, the visibility turns very low, less than 5 mtrs many times, in that situation also, the ‘buddy pair’ of constables have to guard stretch of at least about 400-600 mtrs. The two shifts in a day system really makes the life of ORs hectic and needs to be seriously thought and rationalised.

For example, a group of constables returns from border guarding duty at about 1800 hours in evening, which started from about 12 noon. After returning to the BOP (Border Out Post), they would get about 5/5:30 hours break & will again be back to next shift, which starts at 12 midnight and continues upto 5:30 am. The distance from BOP to the point of duty varies for different individuals but on an average, it takes about 2 hours, to & fro daily for four rounds. 
In this scenario, a CT/HC has to complete daily about 11-12 hours of duty plus 2 hours in travelling from BOP to the point of duty, which turns into atleast 13-14 hours engagement. More than that, the two stretch which are available as free, are of less than 6 hours or many times 5 hours. These two free stretches also come with many engagements as sleeping, PT, dining, fatigue, work and other daily chores as washing uniform etc. All this results into insufficient sleep, heavy pressure, and demotivation etc. The two shift in a day system shall be evolved in a way which atleast provides time for sufficient sleep, if not for rest & refreshment.           
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CRPF
Case Study: Suicide Case of Late Balbinder Malpotra
)



Balbinder Malpotra was a Constable (General Duty), in CRPF. He was transferred from battalion 163 on April 26, 2017 to battalion 108. Since July 2018, Balbinder was working as company writer in the force. 
Balbinder had taken four days leaves; two days earned leave and two-days RH, citing backache as the reason. On August 30, 2019 he visited a psychiatrist in Meerut, but due to more patients at the clinic, he came back. Balbinder was a chronic alcoholic. On the night of August 31, 2019, he consumed liquor and went to sleep. His wife, Lovely Malpotra was already aware of his drinking habit and about the fact that he would sleep in a different room after consuming alcohol, therefore, she had no objection to this.  However, on the same night when his wife failed to enter Balbinder’s room after making multiple attempts, she called Constable Tej Singh for help. After sometime, Tej Singh and his colleagues reached Balbinder’s house and tried to open the door, and at last broke open the door. On entering the room, they saw Balbinder had hung himself to the ceiling fan.  Senior colleagues and CRPF headquarters were informed immediately. Civil police were also called and informed about the incident. Then Balbinder’s dead body was taken down from the ceiling fan and taken for post-mortem. There was a suicide note that was found in the house allotted to him by the government. From that suicide note as well as from Balbinders friends and relatives’ statement, it was revealed that one of the reasons for him to commit suicide was mental stress and anxiety.
According to Balbinder’s wife, Balbinder had a habit of criticising and getting frustrated on himself after consuming alcohol. He was referred to a General Physician in Jammu earlier also. Doctor diagnosed him with anxiety disorder and recommended him to see a neurologist. During his leaves, he was also found to be in an unconscious state near the crematorium by the police. 
He is survived by five family members. The source of income for his father is pension and the death benefits received by his family.

His wife also revealed that Balbinder had previously tried to commit suicide on multiple occasions also. He even used to threaten his family members that he will take his life. This used to happen after he got drunk. According to his wife, Balbinder did not like interacting with friends and family. He never used to share anything with her or any other family member. At times when the family tried to stop Balbinder from drinking, he used to self harm himself by beating his hands and head on the wall. It is after his death that the family members learnt that he had also taken a loan in Meerut where he was last posted. The family received the Death benefits in two instalments of Rs. 11.50 lakh and 3.50 lakh. They paid the loan amount with the sum of the first death benefit instalment received. Excessive drinking, depression and aggression seem to be the triggers for Balbinder’s suicide. 















 (
CRPF
Case Study: Suicide Case of Late Rambabu Datti
)


Rambabu Daati , was assigned the duties of  Sub-Inspector (General Duty) in G/70 battalion, Pakistan High Commission, New Delhi . He belonged to the state of Andhra Pradesh. Rambabu Daati had taken 40 days paid leave to take care of his mother. On the day of reporting back to his company, he was interviewed by the company commander who mentioned that Rambabu showed no signs of stress or any disturbance due to any personal issue. 

On October 26, 2020, Rambabu Daati performed his duties from 1300 hrs to 1500 hrs, after which he came to his tent for rest. Around 1530 hrs, there was a sudden firing. Upon hearing gunshots, post commander who was resting in the same tent woke up and saw him lying on the bed soaked in blood. There was also a Insas Rifle near his bed. On witnessing all this, company commander and commandant of that battalion were informed. Rambabu was immediately rushed to AIIMS hospital, New Delhi. Delhi Police Crime branch was also informed about the incident, who reached the spot and started with their procedure of inquiring and clicking pictures of the crime spot. Upon searching the tent Rambabu was resting in, the police found six fired bullets on the ground. Rambabu was declared dead around 2105 hrs on the night of the incident. As a COVID-19 protocol nasal and swab tests were performed on Rambabu, and it was revealed that he was COVID positive at the time of death. 

On the day of incident as per his usual routine Rambabu had met his seniors and colleagues in the morning. According to his colleagues, he was neither sounding stressed nor looking disturbed, but it was told by them that he used to talk for long hours on his phone which could be a hint that he either had some family issues or some mental stress. The police are still investigating to know the actual cause of the incident. 
During the telephonic conversation with his wife Padmavati, aged 22 and brother-in law of Rambabu Datti, the family denied having any personal or family issue as a reason for 

Rambabu’s suicide. Two hours before the incident Rambabu’s wife had called him. Rambabu said that it was a busy day and his seniors had called him, therefore, he could not talk and would call her at around 1500 hrs. When Padmavati did not receive the call, she called him multiple times, yet he did not pick up the call. Later on, somebody called and informed them that Rambabu has shot himself at 1530 hrs. Padmavati specifically highlighted that they were told that Rambabu had shot himself at 1530 hrs but his last seen status at whatsapp was of 1532 hrs. 

She also mentioned that they received his belongings from the police except his mobile phone. On multiple requests also, his mobile phone was not handed over to her. Padmavati as well as Rambabu Datti’s parents have received a death benefit of around 15 lakh rupees as well as a 2 lakh rupees bond for her son. After the incident, Padmavati has not been keeping well and has been suffering from depression. 




 (
BSF
Case Study: Suicide case of 
Late 
Vijender Singh
)



Vijender Singh, aged 53 was HC (General Duty) in 33 battalion of BSF. He was posted in Morcha no. 1 at Chenab Teikri post of ‘B’ Coy, Awantipora Airfield, at Srinagar (J&K). He was performing sentry duties.
He was married for more than 25 years, and is survived by a son aged 20 years and a daughter aged 24 years. He was the only earning member in the family. His son, Sanjeev Narwal shared that his father was a happy and an extrovert person. He joined BSF with great enthusiasm and everyone in the family was proud of him because of his nation serving role. He was among those who could never see anyone in pain as stated by his wife. He was a kind and helpful person. 3-4 months back from the day of his suicide, he got his daughter married in a happy and a successful family. 

On June 15, 2019 at 0755 hrs, while performing his sentry duty, he committed suicide. He fired bursts of two rounds in his head from INSAS rifle, resulting in the spot death. He was immediately rushed to the hospital, where he was declared brought dead. According to his wife, the telephonic conversation a day before his suicide did not give a hint on what he was planning, infact the call ended on a happy note. His wife mentioned that he had no stress or pressure from his home. As per his colleagues, everything seemed to be normal; he did not seem to have any emotional pressure or stress at that point of time.  On receiving the news of Vijender’s suicide, his family was shocked. This news was dreadful and disturbing for the entire family. Nobody could ever deduce as to why this happened. 
	



 (
BSF
Case Study: Suicide Case of Late Raj Kumar Mandloy
)



Sub-inspector Raj Kumar Mandloy of 'C' Coy was deployed for operations duty in BOP Kakmarichar of 117 battalion in BSF. He had reported to 117 battalion on April 29, 2019 from 76 battalion BSF on permanent posting. He got married twice. First with Kamla Devi, and second with Roma Devi. The marriage with Kamla Devi did not prove to be successful. As per records, the character and antecedent report of R.K. Mandaloy was found to be satisfactory. According to his second wife Roma Devi, he was soft spoken and calm in nature.

On April 13, 2020, at about 1930 hrs, Mandloy alerted  few of his junior colleagues about the information of suspected smuggling of phensedly and cattle at night from the AOR of Point No 8, 9 & 10. Four  personnel were then assigned duty till 2300 hrs and Mandloy stayed back. At around 0530 hrs Head Constable Balram Verma and Constable B. Pandurang returned to point no. 09 after performing their duties.  On their return they went to report and check on Mandloy, who was sleeping but he did not respond even on calling out his name.  When his colleagues got suspicious, they checked on him and it was revealed that Mandloy had shot himself. 

Head Constable Prakash immediately informed about the incident to Manjeet Singh who reached at the spot at about 0530 hrs. Manjeet Singh informed Inspector Mushafir Ali, officiating Coy Commander about the incident. Police reached at about 0800 hrs. Physical investigation of the spot and the body was carried out by the police and they recovered one hand written note in which deceased person had made some allegations of harassment against Head Constable Pushker Chandra by writing " kafi tang kiya puri platoon ke samne. Vah meri daily beijati karta tha".

He had also written about Head Constable Yaspal Singh, Mess Commander that "Mess Commander ne mujhe bahut burabhala kaha tha, meri chay khana bund kar diya".  On the evening of 13 April, 2020 at about 1915 hrs R.K Mandloy had made some allegations against Head Constable G Pushkar Chandra while he was going to Point no. 9 by boat for night duty. As per post-mortem report, the death of R K Mandloy was suicidal in nature. 
Harassment by some of the personnel of the force seems to be the reason for his suicide.

 (
CISF
Case Study: Suicide Case of Late Sanjay Singh Yadav
)



Late Sanjay Singh Yadav, aged 28 was a resident of village Nangal Khoria, Distt. Alwar, Rajasthan. He was posted at CISF unit of BSP Bhilai at the post of Constable/DVR. He is survived by his father, mother, wife and two daughters aged 8 and 16. 

On July 13, 2017 at 0820 hrs, Sanjay reported some discomfort and shivering. He was taken to BSP Hospital, Rajhara for health checkup, where the doctor admitted him in the hospital. At 1330 hrs, doctor referred him to Sector-9 hospital, BSP Bhilai. GD Amandeep Singh was also sent with Sanjay to support him throughout the day. At 1600 hrs, Sanjay suddenly got down of the ambulance midway, and on being asked about the reason, he did not respond and got anxious. At 1810 hrs, ambulance reached the hospital and Sanjay was admitted. As soon as Amandeep went out to buy the medicines, Sanjay went missing from his hospital bed. Amandeep rushed to contact Sanjay on his mobile but did not receive any response. He immediately reported about this incident to GD R. Jugulu and tried to search Sanjay within the hospital premises and nearby areas. However, Sanjay was not found anywhere. 

At around 2010 hrs, GD Jugulu informed Akhilesh Singh (from PCR) about missing Sanjay. Search operations were conducted at Durge Market, Bus stand and railway station, etc. Meanwhile, at 1903 hrs, a message “Last day Sir, Jai hind” was received in the WhatsApp group of Rajhara contingent, from a mobile. At 2200 hrs, photo of missing Sanjay was provided to Police station. At 2230 hrs, dead body of Sanjay was found near Durg railway station. The station master informed that a person had committed suicide by jumping in front of a goods train. After conducting post mortem the body of Sanjay was sent to his family.

Manoj Singh Yadav, elder brother of Sanjay told during telephonic conversation that Sanjay had visited home around 15 days before the day of his suicide. According to him, he was upset and confused. When Manoj tried to inquire about the reason for his bad mood, Sanjay shared that while driving a CISF vehicle, he met with an accident in the year 2016. He further added that some officials are blackmailing him regarding this issue and demanding money. Sanjay said that the money demanded was Rs. 1 lakh and had recently been increased to Rs 2 lakh. His brother said that his family also consulted a doctor regarding the mental condition of Sanjay. The doctor prescribed medication and Sanjay was feeling better and thereafter, he returned to his duty.

As per his brother, after a few days of his return to the camp, Sanjay was not feeling well and had fever about which he reported to the force. Therefore, he was admitted to the hospital. Once he ran away from the hospital, he called one of his relatives who was working in Delhi Police and told him that he is standing at Railway Bridge and the army personnel are trying to find and kill him. His relative suggested him to go back and told that nobody will hurt him but Sanjay disconnected the call. After this call, no communication took place between Sanjay or any other person. Next day, his family came to know about his suicide.

The documents pertaining to medical examination indicated that he was a chronic alcoholic and was having trembleness as withdrawal symptoms. On the day of suicide, he was provided with some psychiatric medications, which indicates that he was suffering from depression.  

It seems that accident of CISF vehicle created lot of pressure on him which resulted into his depression. The problem of depression coupled with his habit of Alcoholism may have triggered his suicide.



 (
CISF
Case Study: Suicide Case of Late Sachin Kumar
)


Sachin Kumar aged 25, was a Sub Inspector in 43rd batch in CISF. He was posted in CISF, NISA, Hyderabad for his basic training with the 43rd batch Sub-Inspector basic course on October 22, 2016. He was staying in ‘A’ Coy, Abhaya Mess Boys Block. He belonged to village Cholipath, District Sonipat, Haryana and was unmarried. His father who was a Sub-inspector in Delhi Police passed away due to cancer. Sachin is survived by his sister and a brother.

As per medical records, Sachin faced health issues starting from November, 2016 right after 21 days of his reporting to the camp. He was continually taking treatment for stomach pain, fissures and constipation etc. He had also undergone surgery for removing stone from urinary track as per the statement of Dr. Ramakrishna GDMO, NISA hospital. Sachin’s father was a patient of cancer who also had similar complaints like constipation and pain in urinary track etc. initially. According to his friends and colleagues, he was disturbed by the thought of inheriting cancer from his father and believed that his health issues will ultimately lead him to his father’s fate.

Sachin was also granted many leaves in a period of one month, considering the physical and mental turmoil that he was going through. His psychiatric doctor at BPS Government Medical College for women, Khanpur Kalan, Sonipat, also mentioned that he was always stressed and occupied with his physical issues. After a leave of almost extended 11 days, Sachin joined back his duties feeling much better as recorded by one of his colleagues. During his single/ separate counselling sessions, his senior colleague recalls as to how he motivated Sachin to work hard and move forward so that he can keep pace with other trainees. However, during sessions, Sachin did not discuss anything related to his family or personal issues. Despite receiving medical treatment and personal counselling sessions, there was not much difference in Sachin’s medical condition and it continued to get worsened over next few weeks.

On 19th January, 2017 Sachin continued with his normal routine and returned to his room after the morning fall-in session. At about 0900 hrs, when Sachin’s room -mate left for breakfast, Sachin tied a grey shawl on the ceiling fan and hanged himself. He was taken to the hospital and doctor made several attempts to revive him but unfortunately, he was pronounced ‘brought dead’ by the doctor.

Nitin, brother of Sachin shared that he was a happy and an extrovert person. His family is of the view that it is not possible for him to commit suicide since he was a very social person. He used to teach students for free to motivate them towards their goals and better career. He wanted to be an IPS/IAS officer but joined CISF at the post of SI with great enthusiasm.  Everyone in the family was proud of him because of his nation serving role.  He was among those who could never see anyone in pain as told by his brother. Sachin committed suicide during his training period. Nitin believes that it might be because of the behaviour of seniors during training period. 

His family was shocked when they were informed about his death. This news was dreadful and disturbing for the entire family. Nobody could ever deduce as to why this happened. He was a happy man with a successful career. He never told anything regarding any sort of distress, he was going through neither to his family nor to his friends.
Nitin gave following suggestions to cope up with such cases of suicide:
· Leaves shall not be cancelled/ delayed.
· Family shall be allowed to stay with the personnel, regardless of their rank or post.
· Stress during training period shall be reduced.

Over anxiousness about his physical issues created mental health issues like depression. He was taking  treatment for the same. However, any autocratic behavior of the seniors during his training period might have triggered his suicide eventually.
In
 (
SSB
Case Study: Suicide Case of Late Chaudhari Ishwar Girdhar
) 
Chaudhari Ishwar Girdhar aged 33, was Constable (General Duty) in 65 battalion of SSB Bettiah, Coy UID-707/B Election Company. He was posted at Bhagamati Bhukhan S.S. School, Basudevpur in Distt-Vaisali (Bihar). He was performing his duty during General Parliamentary Election - 2019 in the state of Bihar. He was enrolled as Constable in SSB on July 29, 2011 and had joined at 65th battalion SSB, Bettiah on April 5, 2018.
C. Ishwar Girdhar was married and had two sons. He was the only earning member in his family of 6 including his mother, father, wife and two sons. His wife Nisha Ishwar Chaudhary shared that her husband was happy and an extrovert person. He was always ready to help others and did not have any grudges or differences against others. 

On May 05, 2019, all unit sections of Coy were to be deployed on polling booths. C. Ishwar Girdhar was also detailed for polling booth duty. They were directed to be ready by 1830 hrs with all their service weapons and needful items. At about 1837 hrs a single fire gunshot sound was heard by Coy Commander along with CSO. They rushed to the spot from where the shots were heard and saw C. Ishwar Girdhari motionless in the sitting position on the stairs. He was bleeding profusely from a hole on the back of head. An INSAS rifle with loaded magazine was resting with barrel on his right shoulder. 

As per his phone records, just before the incident the deceased had made last call to his wife and second last call to his brother-in-law. As per the statements of Coy personnel his conduct and behaviour were normal, good and co-operative. He seemed to be in a calm and composed mental state on that particular day. His family was shocked when they were informed about his death. According to his wife, there was no problem from the home front and he was a happy man with a very happy married life. He never mentioned anything regarding any sort of distress he was going through neither to his family nor to his friends. In this case as the deceased person was not having any mental health issues, therefore, it seems difficult to find out the triggers of his suicide.
 (
SSB
Case study: Suicide Case of 
Late Ramesh Chaudhary
)



Ramesh Chaudhary aged 31, was a resident of village Nathavana in Distt-Bikaner (Rajasthan). He was posted at Katarniaghat, in 70 battalion of Bahraich-II as Sub-Inspector (General Duty).  He was married and had two children. His wife Saroj Devi shared that her husband was a happy and an extrovert person. 

On 10th Nov.2019, Ramesh’s father Sh. Hanuman Chaudhary received a phone call from the battalion that his son had committed suicide. According to his father the person who called him was very confused about the cause of death, on whether it was a suicide or not. Then his father repeatedly called the force and every time a different story of his death was told to him. His father out of suspect also asked the force not to touch the body or to do post-mortem of Ramesh, as he wanted to verify a few things physically. Again, he was told that the post-mortem was performed due to the pressure coming from the senior officers. The dead body of Ramesh reached their home after two days.

Meanwhile, his father communicated with some people known to him in the same Battalion to find out about the incident. He somehow received the photographs of the dead body of Ramesh lying inside his room. He was also intimated by some people that this is not a case of suicide but murder. As per his version, local SI of 49 Bn and local thanedar from Nepal force were present on 10th November 2019 (date of suicide) at 0530 hrs and there occurred some argument and fight between the personnel from SSB and Nepal Force, as shared by the native family member who was staying there. Ajay Pandey from SSB had challenged one of his relatives who was working in the same battalion and said, “we killed your brother and we will make this a case of suicide, do whatever you want do”. Ajay Pandey was also the suspect, as he was on leave for the last 2 months but was present at the site of incident. 

As per his father’s statement, Ramesh was off-duty and was weapon less. However, the mode of death shared by the force was gun shot. Also, a suicide note was found two kms away from the room of Ramesh. His father further stated that Ramesh had shared the issue related to the leadership of seniors with his father around 45 days back and discussed about the dominating hierarchical system inside the battalion. According to his father, no effective grievance redressal system is present. He once shared the problem he was facing with some seniors. However, he was asked to ignore it. 

As informed by the Unit clerk, he never discussed his grievances with Officers and his Sub-ordinates nor submitted anything in writing to resolve his issues. As per his colleague, he was a well-behaved person, taking interest in performing the charter of duty assigned. He always discussed official matters with his colleagues but was often worried on border management related issues. In his suicide note, Ramesh Chaudhary apprised that some incident took place between the forest officials and villagers and he was wrongly alleged for the incident which was very unfortunate.

The deceased person seemed to have got distressed because of senior officials. He had rrievances related to people at work which were not heard on account of absence of functional grievance redressal system in place. However, this could be a case of murder as well.










 (
ITBP
Case Study: Suicide Case of Late Dharmender Yadav
)


Dharmender Yadav aged 28, was from Buxar, Patna. He was appointed as Constable (General Duty) in ITBP in the year 2008. He got married in the year 2010 with a girl named Saroj Devi. He is survived by five family members, his father, mother, two younger brothers and one sister. His father worked in a private company and receives a pension of Rs 1300. His father is currently working in a private firm and gets very minimal amount of income.  His father and mother are suffering from arthritis and have no financial security to get medically treated. COVID has worsened their situation and there is a lot of income instability in the family.

Dharmender was very helpful and a humble person. According to his father, he was very supportive to his brothers. A year after his marriage, Dharemnder’s wife accused him and his family of dowry and had filed a case. Dharmendra was under pressure. His father told that after getting married, Dharmendra resumed his duties at the assigned camp and his wife went back to her parents’ house. After returning back to her in-laws, she revealed that she was pregnant. However, Dharamendra Yadav’s father said that it was not their son’s child. His father also mentioned that the years of trauma and torture of the dowry case led to his death. Prior to committing suicide Dharmendra Yadav had once mentioned to his younger brother that “I don’t wish to live anymore”. 

According to Dharmendra Yadav’s seniors, Dharemendra used to remain absent from his duties for many days. He remained away from the camp and his duties for more than 53 and 103 days at a stretch. During disciplinary proceedings, his salary and allowances for 14 days were cut down for absenteeism. He repeatedly left his duties and went missing because of which he was given force custody again, although he escaped from the force custody within three days. 


 On the day of the incident i.e. on 11th November, 2016 around 1130 hrs, some railway passengers and railway employees in Barabanki Station, Uttar Pradesh spotted a man who was not looking well and was vomiting continuously and asking for help. He seemed to be in deep pain and was lying down on the ground. A few people took him to the hospital but enroute he passed away. The police was immediately informed. 

While searching the man through his personal belongings, he was identified as Dharmendra Yadav. The police also found Sulphas pills in Dharmendra’s pocket hinting that he consumed them and committed suicide. Dharmendra was having family issues because of which he was always in stress, as stated by his father. Before committing suicide, a month back Dharmender got married to another women. Though the marriage was never registered legally. 

In this case the deceased person was suffering from depression because of his disturbed marital life. His personal issues seemed to have triggered his suicide.














 (
ITBP
Case Study: Suicide Case of Late Devi Lal
)

Devi Lal aged of 31, was a resident of village Kaimri in District Hisar, (Haryana). He was posted in 51 battalion of ITBP, Chaura Camp, Patiala and was on the post of Constable (General Duty). On the morning of June18, 2020, when Devi Lal did not reach on time for his duties, his colleagues sent some people to his quarter for inquiry. Upon reaching his room and after several knocks on his door, Devi Lal did not respond. Finally, his colleagues broke open the door and found that Devi Lal had committed suicide by hanging himself from the ceiling fan.

He is survived by father, mother, sister, and two elder brothers, their wives, two children of elder brother, his wife and two children. Both the brothers are working in a private factory and have a stable and good income. Devi Lal’s wife Smt Sushila, Devi Lal told the study team that her husband was a composed person. He never used to get angry about anything. He was more of an introvert person who did not believe in sharing his sorrows with anyone around him. 

Before committing suicide, on the last call made to his wife, he was sounding fine over the phone and talked about usual stuff. On being asked if she ever felt that Devi Lal was going through some kind of stress or trauma, she responded that everything seemed to be fine in his life despite that he committed suicide.  The death benefits have been given to wife, father and mother.  It is felt by the study team that Devi Lal could be going through some personal or family issues, as he has a family of twelve. Devi Lal’s wife revealed that Devi had not taken loan also for any purpose. 

In this case, it is difficult to deduce the triggers of his suicide. However, personal reasons or  some family issues which were not revealed to the study team could have been triggers of his suicide. 



 (
NSG
Case Study: Suicide Case of Late Borse Vikas Vijayrao
)

Late Sigmn (OCC) Borse Vikas Vijayrao reported to Comn Group at 0730 hrs on June 28, 2015 for eight week probationary training w.e.f. June 29, 2015. On June 15, his documents were checked and he was formally interviewed by the officials at 1900 hrs. They asked him about his previous unit, family background and any personal problems, but he denied having any personal issue. On the same day after the tea break at 1045 hrs, he was detailed for a maintenance work at a children park along with Jagbir Singh and sigmn Pankaj Kumar. On returning, after the lunch break, a check parade was conducted at 1330 hrs for all probationers. Thereafter, they returned to their barrack for taking rest. For the next scheduled check parade at 1515 hrs, the probationers woke up at roughly 1505 hrs and rushed for the fallin. 

During the check parade, RP NCO, learnt about absence of Vijayrao. Hence, two personnel were sent on a lookout for him. They both searched the probationers barrack and then the bathroom, where they noticed the corner most toilet being locked up from inside. On continuous knocking when no one responded, they broke open the door and witnessed B. V. Vijayrao hung by a rope around his neck tied to water pipeline. Suspecting that he was alive, he was immediately rushed to the Composite Hospital, NSG, Manesar, where he was declared brought dead.

In the series of SMS found in Vijayrao’s mobile, it was revealed that the individual was having a love affair with Diksha (alias Pilu). Both the individuals were in serious relationship and were planning to get married in the end of 2015 (evident from the SMS). The SMS text also brings out that the family members of the girl were opposed to the relationship between the two and the girl was also constantly guided by her family members to let go off the relationship with Vijayrao. The girl however, was deeply involved with him and refused to forget/break her relationship with him (evident from the SMS). Vijayrao was also aware that the girl was being forced to forget him and the family of the girl was planning to find a suitable suitor for the girl other than him. The text SMS also brings out that the girl was suffering from some medical issue which was disturbing the girl as well as Vijayrao. The medical problem is not clear, but is certainly does not seem to be a generic. The SMS on June 29, 2015 received by Vijayrao reveals that some person were to come to see the girl for the purpose of marriage. The last SMS was at 1 p.m. on June 30, 2015. According to the call details, the individual had spoken to his girlfriend at 1300 hrs for 1min 44 sec.  This incident may have triggered him to commit suicide on the very same day.

Akash Borse Vijayrao, younger brother of Borse Vikas Vijayrao, shared that his father was aware of his love affair and completely agreed for it. He also tried to convince the girl to get married to his son and own up the relationship. Vikas had visited home a month before his suicide and was very happy and stress free. According to his brother, it was his childhood dream to join army, and he never shared any job-related stress, or leadership related stress with his family.  

Akash shared some suggestions to reduce the number of suicide cases in the CAPFs; there should be some senior authority who should take stock of the mental health status of the personnel and conduct awareness sessions for stress management, and mental health related issues. Moreover, mental health checkups or counselling shall be provided to personnel so as to stop them from taking such extreme step.

In this case, his personal issue i.e break up seems to be the major trigger of his suicide.









 (
NSG
Case Study: Suicide Case of Late Jitender Singh
)


Jitender Singh of village Sarai at Kanpur (Uttar Pradesh) was serving with ESG, NSG. He was given a type III quarter where he used to live with his wife Mrs Guddan Yadav,  daughter,  son and sister in law Khushboo Yadav. He was on shift from 1th December 2017 to 4th December 2017. His tasks involved checking on the CSD stores, ration stores and bank duties for any transaction as told by the senior authorities. Besides routine checking in the day time, he was also asked to check the guard as per the given timing by Subedar Major of Group at various places of deployment of guards at night. 
Prakash Singh Bhandari was on AC duty of ESG on December 04, 2017. Jitendra Singh checked the guard at about 2245 hrs as per given time by the senior authority. The guard gave him apositice report after which Jitender headed home. 

As told by Jitender’s wife, she called him to inquire if he would come home early for dinner.  He replied that there was some problem at duty and he would get late. At 2230 hrs Guddan called Jitender complaining about waist pain. At about 2340 he came home and enquired of Guddan’s waist pain. Once he knew Guddan was fine, he had his dinner and went to sleep. His wife has also mentioned that he might be a little drunk on the day of the incident. After dinner without uttering anything he went to sleep. On being asked whether he was fine or there was some issue with him, he asked his wife to go to sleep as he was very tired. 

 The next morning on December 6, 2017, when Jitender woke up for his duties, his wife also woke up around 0430 hrs. She was trying to open the door where her sister and kids were sleeping then her husband shot a bullet in her leg. When sister-in-law Khushbhoo came out of the room then Jitendra shot a bullet in her stomach also. Then both Guddan and Khushboo went inside the room, they heard another firing of bullet after sometime. Later on, it was found out that Jitender has shot himself also. 
Jitendra Singh was declared brought dead at Composite Hospital (CH), NSG. The cause of death of Jitendra Singh is because of excessive bleeding due to gun-shot injuries as per statement of Duty Medical Officer and PM Report. 

Jitendra Singh seemed to be upset for reasons not known to the court. His wife did not have any clue about the reason of suicide of her husband. She said that her husband has never shared anything about the job-related issues, service condition related factors, or leadership related issues. However, he was looking stressed for the last 1 month before his suicide. He visited home one month before his suicide and was trying to stay happy, but there was some problem which he was not ready to share with her. Also on the December 4, 2017 at 1345 hrs, Jitender came to his house to have meals and to take rest; however, he seemed a bit tensed and disturbed as told by his wife. Guddan asked many times about the problem or the issue which made him look tense but he refused to share anything. 

In this case, the deceased person was having some problem at his work place which is why he was tense as well. However, he did not share it with his wife. His inability to express his problems and concerns regarding duty or work related issues seemed to have been the major trigger for his suicide. An effective grievance redressal system could have averted this incident.











 (
9.1 Observations from Suicide Case Studies
)


    There are a total of 12 suicide case studies that are taken into account (2 from each force) in this study. After interviewing the family members of the deceased personnel and based on their responses shared with study team, the following observations can be made:

	Name of Force
	Name of deceased Person
	Keywords from the Case
(Inferred by the Study Team)
	Conclusion

	CRPF

	B. Molpatra
	Alcoholic & having anxiety , undergoing treatment, Used to harm himself when asked to stop drinking
	Case of Depression

	CRPF

	Rambabu Dati
	Not seemed stressed but used to talk over phone for a long period of time
	Could be Personal Problem

	BSF

	Vijendra
	He was happy in personal life as daughter was married in a successful family.
	Could be Job related Issues

	BSF

	R.K.Mandloy
	Harassment at work (he used to insult me), Grievances were not heard
	Leadership related Issues

	CISF

	Sanjay
	Harassment at work (accident of CISF vehicle) led to depression
	Leadership related Issues

	CISF

	Sachin
	Physical and mental issues (father died of cancer) and stress in training
	Weak mental built coupled with some professional stress

	SSB

	Ramesh
	Murder (Do whatever you want to do- Ajay Pande),quoted dominating hierarchical system and Leadership of seniors
	Murder & Leadership related Issues and work place harassment

	SSB

	C.I.Girdhar
	Made last call to his wife and brother in law just before the incident
	Could be Personal Problem

	ITBP

	Dharmaendra Yadav
	Disturbed marital life :Trauma and Torture of dowry
	Personal Issue

	ITBP

	Devi Lal
	Reason not known but had a family of 12
	Difficult to say

	NSG

	B.V.Vijayrao
	Break up in relationship
	Personal Issue

	NSG

	Jitendra
	Some work related issue was troubling him, didn’t share, looked tense
	Job related issue








               Figure 20. Reasons of Suicide Inferred by the Study Team in Suicide Case Studies


· Family members of one deceased person are of the view that ‘this is not a case of suicide but murder’. 

· Family members of 2 deceased personnel have stated that due to uncooperative behavior by seniors or fellow colleagues, the person was driven to take such an extreme step. 

· Family members of 3 deceased personnel have stated that suicide was on account of Job related stress and pressure. 

· Most of the family members of the decreased personnel have denied having any personal or family issues as a reason for suicide. It was observed that these family members took suicide as a big societal shame and were not ready to accept the fact that family issues could be the reason behind it. 


· It is also observed that in most of the cases, the personnel committed suicide after coming back from their home. It can be inferred that during home-visits a lot of family and personal issues cropped up in front of them and they were unable to take the pressure and stress related to it, and eventually succumbed to them. As stated by Lt Gen N.K. Parmar, the Director General of Armed Forces Medical Service, it is the problem back at home that makes a soldier feel helpless and drives him / her to suicide than work related stress. In its report of 04 April 2010, Parliament's Standing Committee on Defence pointed out that the inability of the soldiers to solve their family problems due to operational requirements and other constraints within which they have to work results in enhanced levels of negative stress which leads to behavioral problems[footnoteRef:23].  [23:  Parliament's Standing Committee on Defence dated 4th April 2010] 


·  It can also be inferred that personnel struggle with family issues, domestic problems and marital discord. Moreover, they also have perceived grievances on financial front as well. Eventually, the weak mental built of the individuals and their inability to withstand stress may lead them to commit suicide.

· Most of the family members of deceased personnel agreed that Forces have been quick in disbursement of sufficient death benefits to the family members. Most of the family members were also satisfied with the provision. 

· Family members of one person also suggested that there should be background check of the personnel in forces from time to time, from their family members wherein family of the person can also be inquired whether the person has recently been prescribed some anxiety or sleeping pills or has an excessive drinking habit. They also suggested that families of personnel should be allowed to stay near their place of deployment.
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 (
10.1 Major and common causes of Attrition and Suicide in CAPFs
)


Suicide and Attrition as a problem in CAPFs, and other armed forces is on rise globally, as forces cannot remain aloof of the societal developments. Any development, challenge or phenomenon, which lies before a community, society and nation, will finally have its reflection on the forces also. If we talk specifically in Indian context also, it seems to be true. When we split the post-independence period into pre and post LPG reforms period, data supports that the cases of suicide are on rise in the post-economic reforms era. Many officers and personnel in the CAPFs also think that phenomenon like globalisation, westernization, rising expectation level, changed preference and perspective, low tolerance level, instant modes of communication often resulting in knee jerk reactions are the main reasons behind rising attrition and suicide cases. No one can deny these changes, along with many other changes in lifestyle, societal and family structures, but we cannot blame these changes and silently accept what is going on as the normal trend.  

Attrition and Suicide both are finally personal call of an individual, however, various reasons and problems work behind them accumulatively. Nevertheless, this issue affects the CAPFs, their organisational structure and functioning, resources of the nation, and dynamics of internal security. Attrition happens due to attraction to other lucrative jobs, availability of better opportunities,  better paid jobs, or dissatisfaction with the current job. Suicide depends upon the tolerance level and personality of an individual, his economic condition, compulsions, family life and of course, or at least perceived notion of having mental peace and satisfaction after leaving the force.

Based over the understanding and insight, which the study team got after interaction with more than 1000 CAPFs’ personnel of different ranks, right from a constable up to many DIGs and DG level officers, below mentioned points are highlighted. 
                                                
10.1.1 High level of stress of personnel 	
Stress is a complex problem, which develops over a period of time and cannot be solved in a short period. Chronic stress is strongly linked with poor health, cardiovascular diseases and poor job satisfaction as well. Personnel have to work under stressful conditions which persist for a longer period of time. It was found that personnel of CAPFs are suffering from high stress across all the ranks. Constant risk to life is the biggest challenge faced by them. 

If these stress factors or stressors are not treated or taken into account, this would cause underperformance by the force personnel deployed in the sensitive / border areas and may pose threat to safety and security of the nation. The purpose of the study was to bring out all factors which cause physical and mental stress among the force personnel and are responsible for their attrition and suicide. In chapter no. 8 various factors which create stress for the personnel have been highlighted. However, in the below mentioned paragraphs some of these stressors or issues are elaborated which are responsible for high attrition and suicide among personnel of CAPFs (figure 20):

· Job and Service conditions related Issues
· Family and social aspects related Issues
· Leadership related Issues
· Welfare related Issues
· General Issues


[bookmark: _Toc104215018]Figure 20. Major Stressors &  Issues


 (
10.2 Job and Service conditions related Issues
 
)


All the Job and Service conditions related issues are depicted in figure 21.


[bookmark: _Toc104215019]Figure 21. Job and Service Conditions related Issues

i. Issue of 3 ‘Ps’ i.e Promotion, Posting and Pension
Issue of 3 ‘Ps’ i.e Promotion, Posting and Pension, is a major reason for the attrition of the personnel. According to the personnel, there is no charm or motivation left in their service because of this issue of 3 ‘Ps’. 

· Very slow Promotion: No Career Potential / No Career Progression 
Very slow promotion is a real problem and is true for every level of CAPFs, i.e. ORs, SOs & GOs. In the preceding chapter, lack of promotional opportunities or delay in promotion has emerged as a most stressful and pressing reason for the attrition and suicide of personnel. Extremely slow promotion and reservation in promotion disappoints personnel a lot. According to the personnel,  stagnation at the same position leads to dissatisfaction. 

A person with less experience and younger in age becomes more powerful in position and the one who has more age and experience remains at the same position for more than 15 years which becomes quite de- motivating for the person. 

Given their nature of duty and role, the CAPF personnel always live in a comparative mode and that comparison is two way, one is with central armed forces specially the Army and other is inter-CAPF forces comparison. Specially, the personnel of the border guarding forces such as BSF and ITBP compare the prestige, welfare measures, allowances and privileges provided to Army, with the strong logic that technically, these are the forces which lead (at front) on the borders and Army is deployed behind them, still they are not treated at par with Jawans of Army. There is a time bound promotion in Indian Army while in CAPFs , promotion is on the basis of vacancies. Promotional avenues have gone down since the age limit for service has been raised from 57 to 60 years. We illustrate this issue for the three groups:

 ORs
 If we examine this group, it consists of two positions: Constable & Head Constable. Generally, it takes at least 16-17 years for promotion from position of Constable to Head Constable. If we talk specifically about some CAPF like BSF, it may take around 18-22 years of continuous, uninterrupted service with no ‘serious charges’ or ‘complaints’, which is called a ‘clear service record’. If an individual remains stagnant at the same rank for a time span of two-decades, without any chance to upgrade his skills or change his duty /role, he will not be able to sustain his “motivation”. He may just continue in the force due to his economic compulsions. This is the reason that most of the attrition takes place after ORs complete 20 years of service i.e when their pension is ensured and secured.

Many personnel mentioned that the earlier system of Nayak & Lance-Nayak, which was in line with Army’s pattern, gave a sense of satisfaction, pride and motivation to the Constables who are at the base of any force. These two ranks were placed between Constable and Head constable. The ORs thought to have achieved something, a recognition, an award of their 5-7 years of service, when they used to get promoted after this period. Moreover, in any uniform service, the badge, which one wears on his sleeves, is his identity, part of his skin, which cannot be separated. 

One more problem is that despite getting promotion after about 20 years of service, there is no change in the role and duty of Head constable due to less operational strength at the ground level. It becomes not only challenging but humiliating also when a 53-54 years old person is expected to carry out ‘morcha duty’ (nafri) with the same energy level as a 22-23 year old Jawan does. 

SOs
This group consists of three positions i.e Assistant Sub Inspector, Sub Inspector & Inspector. This group has the special role and responsibility of playing a bridge between the ORs and the GOs. They have to satisfy the seniors and juniors both, and therefore, they feel the heat much more. The slow promotion is a challenge for this group also. The stretch goes from 8-9 years to upto 11-13 years from one rank to other, and of course varies from force to force.  Many personnel from this group also feel that along with slow promotion, they also lack ‘power’ of both welfare and punishment. At some locations, the relation between ORs and SOs was very cordial, but at majority of places ORs accused SOs of hijacking the communication channel.   

A Sub-Inspector (SI)  joined services as SI in CISF in the year 1996. He will retire in the year 2027 on the same post i.e SI only. He has spent his entire life without any promotion.  Another SI from CISF mentioned that he joined services in the year 1996 as SI. He is till holding the same position without any promotion. This de-motivates him a lot. He further added that he has upgraded himself  in terms of requisite KSAs but to no avail as Internal departmental exam for SOs which used to be there for moving to a higher position around 10 years back has stopped now.

GOs
The entry level for this group is Assistant Commandant and Deputy Commandant. Later on, promotion as Deputy Commandant, 2I.C and CO or even D.I.G depends upon the promotional avenues available in the force and varies from force to force. Currently the forces such as ITBP & SSB are in better promotional position than BSF and CRPF.  Some Deputy Commandants and 2ICs of CRPF, and BSF are very frustrated, because their batch mates with ITBP and SSB have risen above the ladder, and are now technically very senior to them. A person  stated, ‘I am  on the position of Asst. Commandant for the last 11 years. While I could have become Deputy Commandant in 5 years and Commandant in 13 years, in the previous situation when age limit was not increased.’            

· [bookmark: _Toc37199436]Issues of Postings 
Frequent Postings 
About the posting issue, personnel mentioned that earlier there was a sense of belongingness and brotherhood among each other as they used to work together, sleep and eat together; and shared each other’s problem. Now frequent postings after every 3 years is restricting them from making such close bonds with each other. Earlier the whole battalion used to get posted/ moved to a new location, now only one person is posted/ moved from one location to another. By the time he adjusts and understands others, it’s time to leave that place and people. Personnel are of the view that this creates a problem in long run not only for the individual but also for the entire Force. 

The bond which used to be there for more than 10 years, helped them to cope up with their personal problems and distress in many ways. This intense bonding, brotherhood, empathetic behaviour and ability to understand each other gave them the strength to fight back. They were able to overcome their personal as well as professional stress. Many personnel feel that trust, faith, warmth, brotherhood and empathy for each other were the core elements in forces but now due to frequent individual postings, these feelings lack among personnel. The problem of frequent postings hampers the education of their children as well, especially when the child is in 10th and 12th standard.  Moreover, some of the personnel feel that they do not get posting in their home state. Special DG, CRPF also mentioned that in CRPF majority of the personnel hardly get posting of their choice.

Continuous Posting in conflict theatres 
More stress among the personnel is the most consistently reported risk factor for suicidal behaviour. Posting of personnel continually at the sensitive and demanding areas such as Left Wing Extremism, North East, and Jammu & Kashmir increases their stress. As per their nature of duty, personnel are supposed to fight with terrorists / enemies in the action. When they witness their colleagues being injured or killed, and face the near and constant threat of death in the said action / retaliation, it causes extreme mental stress. Deployment of force personnel for prolonged operations at Left Wing Extremists areas, Jammu & Kashmir areas, Extremists infested North Eastern Regions; and Law and Order duties takes a heavy toll on physical and mental health of the personnel. Period of deployment for a period of 5-6 months is very long. In addition to it, they also have to undergo heavy mental stress for not being able to resolve their family problems. Moreover, the personnel have to bear the brunt of getting low salary, lack of basic amenities provided at their units / formations, incompetent commander / officer to tackle the issues, humiliation at the hands of their officers and society and the constant fear of death at high risk operational areas; and fear of being accused of human rights violations as well.
[bookmark: _Toc37199437]
· Dissatisfaction from the New Pension Scheme (NPS)
Majority of the personnel are dissatisfied with the NPS and they compare it with old pension scheme. Those who have joined the services after 2004 are technically not eligible for old pension scheme. According to personnel, major cause of attrition is removal of pension and they can walk away the day they want as they have nothing to lose. They have nothing to hold on. Interestingly, the ORs of CAPFs have given informal slogan of “no pension- no tension” amongst them. Many seniors also accept that discipline maintenance was much easy earlier, as pension also worked as a pressure to serve the force and be rewarded. Personnel in CAPFs stated that if army personnel can get the old pension then why we can not be given the same?”

Many personnel complained of their inability to understand the nuances of NPS and its provisions along with issues related to GPF also. They strongly put forth their point of view over this issue: “We spend most productive years of life, serving the nation; remain cut-off whole life from society and relatives, without any quota in other state/central services.  In the end, its only the pension which is left with us in old age, and given the new societal realities we cannot rely upon children.”         

The implementation of new and modified OROP for Army has given a hope to the CAPF personnel as well and they expect that some better pension benefits for them should also be provided by the government. However, any decision in this regard will have huge financial pressure on government. If not exactly the old pension, something better as an exception for “Men in Uniform” can be given a thought by the government.

Excerpts of conversation with four different Jawans are given below for better understanding of ‘Issue of 3Ps’:

CASE 1:  Individual A
A head constable, with the ‘luxury’ of old pension scheme having 26 years of service, eligible for VRS: “I am satisfied with my service, things have become much convenient than earlier. Old days were much harder than today, I have problems in my knees, many from younger generation even mock my age and physical conditions, but I cannot leave service as my children are still looking for job. I will have to continue due to my economic compulsions”. 

CASE 2: Individual B
 In the words of a head constable, having old pension and 28 years of service, well eligible for VRS:  “Days have flown with wings, it’s about three decades in service. Both my children are well settled now and are continuously pressing me for VRS, but I fear what I will do after that. All my life, I have been cut-off from my relatives and neighbours due to being in service.”  
Therefore, the situation is that a constable having an experience of either two years or eighteen years performs the same duties as that of a head constable having an experience of twenty three years. 
                                   
                          
CASE 3: Individual C
In the words of a constable, with NPS, having  7 years of experience: “I am happy with the payment and allowance, however it’s not as good as Army. I have been trying for other jobs as well, but have been unable to get another job. We lack ‘Ex-servicemen quota’ as army personnel have. I appeared for the LDCE also, but was unsuccessful. It is hard to manage family life after marriage, my parents are alone; I feel myself struggling on both personal & professional fronts”.   
                                                                         
CASE 4: Individual D
In the words of a constable, tech graduate having 2-3 years of experience: “I felt good till training but now I feel I have no social and family life. We even struggle for private space in barracks. Whatever leave is sanctioned by government, we have to struggle a lot in getting that also. There is a lot of ‘Bhai-bandhu vaad’ (favouritism/ nepotism) here, in duty allocation and leave related issues. All my friends who are in private sector enjoy a lot, I will leave as soon as I get other better option.”  

ii. Leave related Issues
The most pressing issue, which the CAPF personnel struggle with throughout the year is leave. All the forces take advance leave plan from their personnel, but majority of the times leaves are not sanctioned according to it. Personnel mentioned that they face lot of issues in getting the leave and that too in a timely manner. It was also highlighted by the personnel that it is not denial of leave per se, but not getting it when required which creates the problem. There are certain other aspects related to leave which make it a major stressor. These include:

• Delay in the process of getting leave leading to uncertainty
• Arbitrary exercise of discretion in deciding leave matters
• Lack of transparency or partiality in granting leave

A CRPF Jawan posted in Srinagar, speaking on condition of anonymity said “We already work under very stressful conditions, not knowing where the next bomb will go off or when a stone will be pelted your way. What makes it worse is that we are working far away from our homes. None of these measures (to reduce stress) will work if, a Jawan has a compelling situation back home, and he is denied leave”. 

CISF is the only one force, which has online leave application and approval/disapproval, management portal/ app. However, having Leave Management app also does not assure leave approval, but it is a good practice, which results in transparency.  When other forces were asked about replication of this model in their force, they replied, “CISF has fixed nature of duty and engagement, we don’t know when and where our next call will be”. This is true also, especially for the forces like CRPF which have very frequent movement from one location to another and that too on urgent/emergency basis.

There are some internal differences also in C.L/E.L granted at SHQ and at other location of same city/district, which needs to be worked upon. The personnel complained that they are unable to fulfil their familial and societal responsibilities in 75 days (maximum leaves that they can avail per year). That too comes with many challenges and hardships, as these 75 days include days of travel as well. Families are turning into nuclear even in rural India. Hence, the support system which an individual had in joint family, is lacking nowadays. This problem is true and poses a serious challenge for force personnel. Living without family has its own psychological implications and is more problematic especially in contemporary situations where the one who is serving at duty is the sole responder and crisis manager. At many places, the study team was asked about pre-election promise of the government regarding granting 100 days of leaves in a year to CAPFs’ personnel.    
[bookmark: _Toc37199438]
iii. Overburden of work resulting in less rest and sleep deprivation 
At many places the personnel are seriously sleep deprived. During discussions with the study team, many personnel mentioned that they do not get adequate sleep and rest. These numbers are higher for the ORs or Jawans, many of whom reported getting sleep for only about 4 hours on a regular basis. Chronic inadequate sleep can and does have long term impact on the physical and mental health of a person. The amount of sleep a normal human being needs is around 6 to 8 hours daily every night. Continuous change of the above duration / condition would lead to mental disorder / illness.  As stated by a few personnel, sleep disorder could be one of contributing factors which compels personnel to take the extreme step. The CAPF personnel deployed at the conflict / sensitive areas are instructed to do their routine works continuously without any sufficient break / rest. As reported, a Jawan would get only 4 / 5 hours a day for rest and sleep which eventually increases their mental and work stress.

In essence, their daily routine is hectic and leaves no time for rest and refreshment, especially when they are posted in conflict theatres. This will impact both, the effectiveness of the force personnel, and their overall health and wellbeing. This issue is not confined only upto the level of ORs, but at many locations SOs are also sleep-deprived and GOs are overburdened. A group of GOs, stated that, “at least ORs & SOs can easily share their problems or shift the burden upwards, but due to their leadership roles, they have compulsion to keep brave face, and if they get de-motivated, it will become impossible to command subordinates”.  



iv. Lack of Growth opportunities 
Some personnel have also mentioned that they have little opportunity for growth and development. Moreover, the job content does not have much variety and is not inherently satisfying and challenging. It breeds frustration and is a cause of stress.

 (
10.3 Family and Social aspects related Issues
)


All the Family and social aspects related issues are depicted in Figure 22.
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i. Separation from family leading to marital discord
 Due to the nature of the job, most personnel have to stay away from their families. It is a constant source of worry and tension. Personnel stay away from their homes for around 10-11 months which leads to marital discords and domestic disputes that leads to “lack of stability and loneliness” as stated by the Union Home Secretary before the Parliament Estimates Committee[footnoteRef:24]. There will be suspicions, counter-suspicions and allegations by their spouse and family members. The practice of adultery i.e. extra marital affair of spouse of the person is also one of the contributing factors causing mental stress. A recently married Jawan may have pressure from his spouse to plan for their family. These plans do not fructify because of him being away from his wife for so long. Such type of conditions and family pressure  may trigger suicidal behaviour in the already overstressed person.  [24:  https:// indianexpress.com/article/india/army-jawan/suicide] 


 A Jawan has a compelling situation back home to attend function, but when he is not granted leave on time or if the process takes long, they often miss out on the function or occasion. Evidently, CAPF’ Jawans usually get 15 days Casual Leave (CL) unlike Army Jawans who get 30 days of CL. One person stated on the condition of anonymity that many jawans are granted leave after their leave requirement is over. This has caused their alienation from family. Many Jawans in such situations become alcoholic which further worsens their condition. Several courts of inquiry, set up after every such incident indicates as to why suicides mostly happen soon after personnel return from home after availing leaves or around the time their leaves were ending. 

ii. Nuclear family
The absence / collapse of joint family system also creates stress for the force personnel. The joint family system which was prevalent earlier in the society used to provide moral support and stability to a person during distress and financial problems. The concept of sharing the social and financial problems was prevalent in the joint family system and all the family related issues were taken care by the Karta i.e. the head of the family which was normally the father or mother who was responsible to manage all the affairs of the family; and the family members were mostly obedient to the elders. In the joint family system, the person who is far away from his home used to feel less stress and was able to concentrate solely on his assigned work without bothering whether the family has a relationship problem, financial problem, children’s education or any other medical issue. The existence of nuclear family system in the modern world where a family is restricted to just 4 members is also one of the contributing factors which leads to increased stress among the Jawans. 

iii. Land related legal Issues
Around the decades back, before the advent of ‘Mobiles’ a Jawan would receive a letter from his family once in a while which was the only means of getting to know issues of his family in the village. Now in the modern world, the personnel are being updated on daily basis about their family issues through various modes of communication. This increases the mental stress of the force personnel. The long standing unresolved property / land disputes between a Jawan and his relatives due to his disadvantageous position of long duration posting far away from his home, and his inability to resolve the issue even after coming back to home on leave, becomes highly distressing. This continues to haunt in the mind of the person after returning from the leave as well. 

iv. Other Issues related to Family and social aspects
80% suicides happen when personnel come back to work after availing leaves. There is a domestic issue which a Jawan is thinking all the time and when he is alone on duty, he takes the extreme step.  Other family related issues are:

· Marital discord or Divorce
· Death of spouse or a family member
· Financial crunch /loss
· Family welfare 
· Education of Children 
· Illness or disability of a family member
· Physical injury or chronic pain of a person
· Excessive alcohol use or drug abuse     
                   (
10.4 Leadership related Issues
)


All the major Leadership related Issues are depicted in Figure 23.
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Majority of the personnel mentioned several issues related to leadership as source of their stress. In the preceding Chapter, this has emerged as one of the major Stressors for the personnel of CAPFs. Some of the leadership related issues are given below:


i. Behaviour and language of Seniors
Some personnel feel that there is manhandling of the troops. Many of the ORs have mentioned that the officers and SOs sometimes use abusive language and show little concern for their self respect. GOs and SOs do not acknowledge this as a problem. Clear message needs to be given to the GOs across the Forces regarding stopping the usage of abusive language against their subordinates. An already overworked and sleep deprived force, has enough problems. Tendency to use bad language and misbehavior on the part of seniors just makes things worse.

ii. Improper channel of communication
Poor communication and Inapproachability of seniors is also a major issue. Personnel feel that they cannot approach their seniors as and when required. Clearly, the channels of communication between the base level and the seniors are blocked. This is not just a perception, but it determines the behavior and beliefs of the force. There are many seniors who are easily accessible and cooperative, and try to minimise their grievances. But, at many camps the ORs complained that SOs have hijacked the communication channel and the group of GOs totally rely upon the inputs provided by SOs without counterchecking the facts. Whereas there are also such camps, in which the motivation level of personnel despite all problems seems to be very high, due to the leadership and managerial capabilities of the seniors (GOs group). 

[bookmark: _Toc37199440]The policy level issues can be handled by the governmental but many of these day-to-day challenges can be dealt by the GOs of CAPFs themselves.  A group of GOs is also dissatisfied with their dependency over courts for getting seniority and other benefits. Some of them said , “the CAPFs are now turning into ‘Court Administered Police Forces’, as whatever issues we have, finally those have to be settled by court.” Many personnel have also reported that many a times instructions provided by the leader are ambiguous. They are not really clear about what is expected of them.
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iii. Non-Empathetic behavior or Apathy of Seniors
Non-Empathetic behavior or Apathy of Seniors is also another major concern raised by the ORs. According to them, seniors are not trained to empathize with their juniors working under them. Senior Commanders are reluctant to deal with juniors emotionally and talk about their emotions. According to the personnel, Seniors are not ready to hear the domestic and service related issues of the personnel working under their command ,and their listening skills are poor.

iv. No recognition from the Seniors
Further, it was reported that there is no recognition of services rendered by the Jawans in fighting against the terrorists in the conflict theatres i.e. LWE areas, Jammu and Kashmir, preventing the violent mob from damaging property, life of the civilian in the law and order duties in the States, in which some Jawans even loose their lives. An informal recognition, acknowledgement and appreciation from the seniors can go a long way in sustaining the motivation of the Jawans.

v. Pressure to Perform -Zero Error Syndrome
There is a pervasive feeling that even bona fide mistakes are treated unduly harshly and many personnel reported having stress because of the 'Zero Error' mentality amongst the leadership. This is perceived as unreasonable and unfair as it creates lot of stress. They also feel that they are not protected even in case of a bona fide mistake which stifles their creativity and motivation. The leaders need to send the message that they trust the formations and encourage initiatives taken by personnel. Honest mistakes should not be punished harshly.

	
vi. Discrimination from the Seniors
Most frequent complaint especially by the ORs related to this issue was that the seniors misuse their power to sanction leaves in favour of their favourites. This concern was raised from across all the forces and almost at all locations and thus, seems to be true. The favouritism could be deep rooted in regionalism or any other factor, what they call in their own language “Bhai-Bandhu” (act of nepotism). NGOs have mentioned that a person who is close to the officer gets a posting of his choice while his peers think that the person is getting so much liberty despite being at the same position as ours. According to them, this leads to hurt burn. However, this issue also indicates the leadership qualities of the senior officers.  

vii. Lack of Empowerment and not being heard by the Seniors
Personnel are of the opinion that they are not consulted even in matters affecting them. Moreover, their opinion is also not taken into account and therefore, they feel disempowered. It is one of the major stressors for the personnel. 

 (
10.5 Welfare related Issues
 
)


All the Welfare related Issues are depicted in figure 24.

[bookmark: _Toc104215022]Figure 24. Welfare related Issues

i. Absence of proper Welfare measures
Welfare measures are the hygiene factors as their availability may not lead to excellence but their absence or poor quality may lead to problems and dissatisfaction. Problems vary in nature and magnitude from place to place and camp to camp. This variation is also due to the fact that these depend upon the leadership of seniors. Some forces are in comparatively better position over specific issue, while others struggle, and may be a bit better in other aspect. Forces have already initiated several welfare measures but still some of the points highlighted by the personnel are given below:

· Infrastructure needs to be upgraded and basic amenities like proper drinking water and sanitation, good food, clothing and proper living conditions should be provided to the personnel.
· Lack of proper organisational and institutionalised methods of stress management, 
· Lack of Counselling, 
· Insufficient means for recreation,
·  Improper welfare measures (specially non-monetary), 
· Non-functional and non-effective grievance redressal mechanism,
· Complex rules related to the allowances during shifting/transfer 
· Absence of latest equipments at work
· Absence of trained professionals to deal with the trauma of personnel in CAPFs. 


ii. Unavailability of proper medical facilities
Availing medical facility for self and the family is a tedious job; it involves a lot of paperwork and consumes time and effort, which turns into mental harassment. The presence of CGHS facility is limited and many reported that they have to pay medical bills out of pocket, despite having facility. Moreover, unnecessary paperwork even in case of medical emergency looks burdensome.
The Government launched the 'Ayushman Bharat' healthcare scheme for the personnel of Central Armed Police Forces across India. The scheme was rolled out across all states and Union Territories (UTs) in a phased manner. The 'Ayushman CAPF' healthcare scheme cards were distributed to all CAPF employees in Guwahati, Assam, on a trial basis. The scheme, which is a collaboration between the Ministry of Home Affairs and the National Health Authority (NHA), intends to deliver cashless medical treatment at accredited institutions while also ensuring that CAPF personnel have access to health services across the country.  The personnel got themselves and their dependents registered and got its digital card as well. 

According to the personnel, when they go to these registered hospitals under the scheme of ‘Ayushman Bharat’, they are ill treated by the hospital staff and management. They refuse to give them due services on the pretext that they are not registered under this ‘Ayushman Bharat’scheme. Personnel are of the view that government has spent so much of money on the advertisement and creating toll free number of the scheme but it is of no use to them. 

It is a point of concern for the personnel as they say that they have never submitted any document for reimbursement to their departments as it involves lot of clerical and paper work which is really troublesome. Even if they submit the claims, the amount reimbursed is much lesser than the claimed amount.

iii. Not getting help from Civil Authorities and lack of legal support
Most of the personnel feel that the civil authorities are not helpful. Many personnel see them as insensitive, indifferent and corrupt. The Jawans and officers are mostly staying away from their families. If they face any legal or land related problem then it becomes a source of stress for them. Many personnel loose their land because of their long absence in their village.This problem gets multiplied due to unhelpful nature of civil authorities. They feel cheated and betrayed as they are protecting the country but nobody bothers for protection of their families. Personnel from all the CAPFs have raised this issue of not getting any legal help in handling their personal issues.
                                                                  
iv. Ineffective Grievance redressal Mechanism 
Grievances of personnel vary in nature. They may have grievances related to hygiene, food, posting, behaviour and leaves. Personnel feel that there is no proper grievance redressal mechanism in place. If it is there, it is not effective and functional which is a major cause of dissatisfaction for the personnel. Many issues can be resolved by having a proper grievance redressal system in place.
 (
10.6 General Issues
 
)

All General Issues are depicted in figure 25.
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i. Non-parity of payroll
Personnel are of the opinion that nature of duties, training, SOPs and daily routine of some CAPFs (specially border guarding forces) are similar to that of Armed forces but they are considered as civilians by the government. They mentioned, “Government expects us to perform duties similar to armed forces such as securing the territories and fighting terrorists but does not provide facilities and allowances at par with the armed forces.” 

A study which was conducted earlier internally by the CAPFs revealed that suicides were higher among personnel from poor socio-economic background. In CAPFs, a constable gets promoted to Head Constable almost after completing 20 years of service. CRPF and BSF are deployed in almost all the conflict theatres. But unlike any of the defence forces, they do not get the same pay scale. Accommodation for families is also not at par and they are continually on the move. CAPF personnel said that a soldier in the Army would get three promotions in 13 years, whereas in CAPF, it takes 24 years to reach the same position and finally the force personnel cannot reach to the higher level in the force as these positions are always occupied by an IPS officer. 

The force personnel strongly presumed that the Government only listens to their grievances without providing any redressal mechanism to address them. They feel that they are given step motherly treatment. They also feel that they do not receive due respect from the citizens and due cooperation from other governmental agencies, and state governments, as they deserve. 

ii. Less operational strength 
Many of the problems originate from the root-cause i.e low sanctioned and operational strength. Along with frequent deployment and movement, one reason, which is at base of problem, is low sanctioned and operational strength. If a company of CAPF works with 50-60 % of the sanctioned strength, each and every one will be overburdened and stressed.  The company has a sanctioned strength of 137 personnel, but seldom had it crossed 90 out of the 5 states/UTs visited. At many locations, the functional and operational strength was 65/68/73 out of 137. The seniors (SOs & GOs) have their own compulsion of maintaining minimum strength because they never know when urgent requirement would arise.

Unlike in the Army, the CAPFs especially CRPF has no peace time. After a tough posting, an Army Jawan gets a peace station where he can stay with his family but in CAPF, there is no such mechanism. The nature of duties performed by CAPFs’ personnel is indeed wider – either assigned to election duty or called upon to assist the state Police in maintaining Law and Order. In certain LWE areas, CAPFs have almost taken over the frontline from the state Police[footnoteRef:25]. Less strength over burdens the existing workforce and leads to sleeplessness and anxiety among personnel. [25:  https:// indianexpress.com/article/india/army-jawan/suicide.(G.K.Pillai, then Home Secretary)

] 


iii. Poor Infrastructure and Lack of Basic Amenities
This is also one of the reasons for stress among personnel. At many places, there is a lack of basic facilities like proper drinking water and sanitation. Good food, clothing and proper living conditions are the hygiene factors; their availability may not lead to excellence but their absence or poor quality can definitely lead to problems. Although situation has improved during last few years as evident from mean values of left and working personnel on this factor. Less personnel were more stressed as compared to working personnel over this factor. However, providing better facilities would enhance satisfaction level of the personnel.

iv. Gap between Expectation and Reality
India has a huge population and that too with a big number of educated and highly educated youth. After Seventh Pay Commission, the salary, pay and perks have been handsome enough to attract them to join CAPFs. Moreover, this gets reflected in the educational level profiling of fresh personnel of paramilitary forces. The minimum requirement at constable level is 10+2 until now, but forces now have many graduates, B. Techs, even post-graduates and MBAs working as constable in CAPFs. 

This phenomenon is working like a double-edged sword. On the one hand, it is good that we are getting educated lot and it is easy to command them, make them understand their roles,  responsibilities, and duty related targets. On the other hand, it is also challenging to satisfy them because their education itself makes them curious, explanation seeking, cautious about their rights, thus empowered and privileged, and of course, dissatisfied and frustrated as well. Uniform services have been looked after as a ‘charm, pride and swag’ in our society for long, especially by the youth, but seldom, anyone realises the ‘challenges and responsibilities’ associated with it, before joining. 

 (
10.7 Findings related to Suicide
 
)


The current study attempted to explore the factors which compel personnel to commit suicide. Suicide is devastating as its implications are severe and far reaching not only for family members but for their peer group and Force as well. When the issue of suicide was discussed with the serving personnel during the field visits, they voiced the below mentioned points. After going through the cases of suicides in different Forces as well, following points emerged:

· According to them, usually suicide is committed by young personnel, not by the aged ones and that too by those who had complicated or problematic married or family life. 

· The trigger for suicide may be either family related or duty related. It means that if at least one front between professional and personal life is easy and smooth, it remains easier to manage stress level. 

· According to personnel, usually causative factors for suicide are pertaining to domestic and personal problems such as marital discord, personal enmity, mentl illness and depression. 

· The cases of suicide by female personnel are very few and suicides are attempted and committed majorly by male personnel.  It may seemingly be their inability to give vent to their pent up feelings that results into their attempt to commit suicide. Male personnel hesitate in sharing their problems because of fear of being mocked by other personnel or hurting ‘male ego’ in sharing their problem with others. 

· Adverse situations in the personal life of a person with weak mental strength might lead a person to commit suicide. 

· People who do not have the option of finding a better or another job and have economic compulsions may end up taking their lives for easing up the pressure.   

· Discussions with many senior officers and study of suicide cases from forces  reflect that majority of suicide cases take place between seven to fifteen days after returning from home (after availing leaves) and re-joining the duty. However, it reflects that even after the leave was over, the responsibilities or issues at home front were not over and the individual who committed suicide was physically present at duty and mentally at home. 

· A few officials are of the view that there is a “suicidal tendency” in some individuals from the beginning which could be due to some genetic factors as well and such individuals were destined to commit suicide but it is a misconception. A completely normal and healthy individual may also turn “suicidal or mentally ill”, if he is unable to cope up with the situations and problems being faced.     

· Majority of personnel agreed that the challenges at professional front are many but they shall never be sufficient for compelling a person to commit suicide, unless some personal issues are involved. However, challenges at professional front are sufficient enough to act as a trigger.

· Mental health, till now is considered as a serious taboo not only in the Forces but in the society as well. In security Forces, it also comes with the apprehension of being mocked and taunted as weak, worthless, and even result into loss of job. This is the reason that those people who face some mental health issue never share it with their seniors or colleagues. They even try to hide it. By the time, strangeness or abruptness in behaviour, or any other trait surfaces, it gets too late.

From the aforementioned points, it can be concluded that suicide is notoriously difficult to detect, predict, and prevent due to a multitude of factors  and despite the significant progress made in recent years towards understanding the risk factors for suicidal behavior, and conceptualizing how they may work together to produce these outcomes. These factors are associated stigma and motivation to conceal suicidal thoughts or behaviors among those who have them. The interaction of multiple risk factors create a cumulative effect in increasing the risk for suicidal ideation. 

Suicide is final manifestation of problems faced by an individual, which are considered as unbearable, unmanageable and unending by him. Different individuals have different level of tolerance and reaction to a specific set of problems and situations, due to their different personality and mental capabilities.  There may be a similar situation in which individual A reacts completely different from individual B. Many factors work behind shaping one’s human psyche; including family, schooling, relatives, society, class, his belief systems, his personal perspectives & understandings, and of course, his experiences as well. These always differ from person to person and will always differ. 

When an individual is unable to cope up with the stress, he succumbs to it and takes the extreme step of committing suicide. However, it is evident that personnel struggle with family issues, domestic problems and marital discord as well. They also have perceived grievances pertaining to their jobs, working conditions and leadership. The weak mental built of the individuals and their inability to withstand stress are also some of the reasons for suicide by the personnel. Poor Mental health condition of a person alone cannot trigger suicide as suicide is rarely caused by any single factor. In fact, many people who die by suicide are not known to have diagnosed with any mental health issues before their death. 

It can be concluded that the suicidal ideation and death mostly occurred amongst the lowest rung of the post i.e. ORs or Jawans. Suicide deaths and suicide attempts among officers in CAPFs are meager as per the data provided by CAPFs. Suicides are majorly attempted and committed by male personnel rather than female personnel.

Indeed, the actual stress factor triggering suicide varies with case to case which is difficult to ascertain. However, various mechanism in handling high level of stress based on the study result could be devised upon. There is a dire need for the development of policies aimed at preventing and treating GOs and NGOs at risk for suicidal ideation. More efforts need to be made to mitigate the impact of circumstances that compel an individual to take the extreme step. In essence, there is a need for framing of public policies aimed at preventing / protecting and treating the force personnel who are at risk for suicidal ideation. 
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11.1 Conclusion
)


The rate of suicide and attrition among CAPFs is alarming and a major cause of concern today. These real heroes make supreme sacrifice of their lives to protect our motherland. Country reposes faith in CAPFs as they won this trust through their selfless duty, devotion to work and sacrifices. This is the reason as to why Government is committed to improve the working conditions and quality of life of Jawans of the Central Armed Police forces, yet more needs to be done. Indeed, Government has implemented several measures to improve various facilities and amenities provided to the CAPFs during the last five years, yet, on the ground and in the barracks, these measures often fall short in the face of undeniably high levels of stress that comes with their job, especially when they are posted in conflict regions. The then Home Minister, Shri Rajnath Singh also said, ‘Despite our best efforts made for the welfare of Jawans, there is still room to do more’. Despite good number of policy decisions taken by MHA, a lot of ground work still needs to be done to tackle this issue in the security forces.

Mental health conditions of force personnel are often seen as the cause of suicide, but suicide is rarely caused by any single factor. In fact, many people who die by suicide are not known to have diagnosed with any mental health issue at the time of death. In case, these stress factors are not noticed or remain untreated, this would result into underperformance of the force personnel deployed in the sensitive / border areas, and may pose threat to safety and security of the nation. The primary reason of CAPFs’ personnel committing suicide is stress on account of various factors or stressors. It was found that Force personnel are suffering from high stress across all the ranks. Personnel have to work under stressful conditions which persist for a longer period of time. Aim should be to reduce the stress level among the personnel especially, when they were posted at high risk / sensitive places to discharge their duties. 

Indeed, time has come to deeply appreciate the valour, hard work and contribution of the Jawans in providing security to the country and its people. By these policy initiatives we would be able to pay tribute to real heroes.

 (
11
. 2 Suggestions given by Force Personnel
)     


11.2.1 Suggestions given by CRPF Personnel
             The following points were suggested by the CRPF Personnel:
· Basic Psychometric test for the personnel, right at the time of Induction would help in assessing their personality profile.
· Appreciation and acknowledgement of work done by the personnel at all levels will motivate them.
· Timely disbursement of TA/DA bills should be there.
· An active grievance redressal mechanism should also be in place. There is a need to have a legal advisory or counseling cell which would help the personnel in handling their legal and personal issues.
· Provision of residential campus should be there for the families of personnel at major cities.  
· Better education facilities for the children of personnel should be provided.
· Many a times, leaves of personnel are approved only one or two days in advance. Therefore, some seats in the Trains should be reserved for CAPF Personnel. Moreover, transportation should be provided to the personnel to reach the station from the camp. 
· Minimum 5 years regimentation of units as opposed to 3 years should be there.
· Better promotion process, better leave policy and pension facilities would motivate the personnel.
· Family quarters/ family accommodation should be allotted to female personnel.
· Inter Force transfer of personnel would be helpful for them. Rotation at the level of GOs among Forces would reduce their resentment.
· Facility for taking loan should be there.
· Counselling, Coaching and Mentoring at Force level.
· Grievances redressal machinery needs to be there at the level of State and Centre. Grievance redressal committee should address the grievances of the personnel in a timely manner.
· When a Jawan is on duty then provision of providing proper medical facilities to their family members should be there.
· Capacity building of GOs and SOs is required on soft skills so that they not only behave properly and emphatically with their subordinates but listen to their issues as well.
· Regular training programmes should be organised for ORs on Domestic Violence, Family planning, Financial Planning and Prevention of Sexual harassment at work.
· Holiday Homes should be constructed at the Unit level so that Force personnel can spend some time with their family.
· Efforts should be made to enhance interaction with family members of the Jawans.


11.2.2 Suggestions given by BSF Personnel
              Major points suggested by the BSF personnel are as following:
i. Border infrastructure needs to be upgraded. The tin head shed or shelter is very risky as it is temporary and dangerous, which is not at all effective and helpful for them.
ii. Border areas must have Tractors for surveillance rather than Camels. BSF Camel unit can be replaced by Tractor.
iii. Lack of family accommodation at the place of posting is a cause of concern.BSF has sufficiently good land wherein the accommodations for the families of personnel can be planned. Staying with their family will reduce 90% of their family related problems and will lead to well-being of personnel.
iv. There is a need for proper and active work life balance policy in BSF.
v. Good and nutritious food should be provided to Jawans.
vi. Better education facilities for the children of BSF personnel must be planned. 
vii. Proper policy for providing education loan to children of personnel should be instituted. Introducing computer education for Constables working in administration department at headquarters of different locations would help them in their day to day administrative work in an efficient manner.
viii. Provision of regimentation which is there in armed Forces also, can also be initiated in CAPFs as well. Many personnel feel that it will be a positive change.
ix. Legal advisory cell along with an active grievance redressal mechanism should be there. 
x. Rail reservation (IRCTC Train reservation) for BSF force personnel should be planned because their leaves get sanctioned on a very short notice. If they have such train reservation, it will be easier for them to travel as and when their leaves get approved.
xi. Residential Campus for families of personnel in a city which is near to their place of posting should be constructed. Sufficient family accommodation should be planned at Battalion Headquarters for the family of Jawans. A few residential accommodation for the newly married couples can be planned near the BOPs.
xii. Better promotion process and pension facilities should be planned for the personnel.
xiii. Proper Leave Management should be there so that leaves can be granted to Jawans when they need it.
xiv. Provisions should be made to strictly deal with issue of Sexual harassment at workplace.
xv. Irrational punishment should not be given to Jawans for their unintended mistakes.
xvi. Efforts should be made to bring about improvement in the standard of living of Jawans.
xvii. If possible, choice postings should be given to the individual keeping in view his family needs.
xviii. Commander shall keep in mind the dignity, self respect and educational qualification of Jawans while dealing with them.  Age and length of service must also be respected by the superiors.
xix.  Moreover, Commander at all levels should treat the under commands equally without any partiality. Groupism should not be allowed.
xx. Provisions should be made for regular counseling of personnel on financial and family issues.
xxi. Duty hours need to be regulated to ensure adequate rest and relief to Jawans. If this issue is not sorted out, all other measures will be ineffective.
xxii. Proper implementation of In-house Grievance Redressal Mechanism is needed.

          Suggestions given by Female Personnel of BSF
i. Continuous shifts/ overtime demands are among the major challenges faced by female Force personnel.
ii. Better education and health care facilities for the children of personnel should be planned.  
iii. Spouse posting must be adequately adjusted.
iv. Special infrastructure facilities such as proper sanitation, drinking water, proper living and hygiene conditions should be provided to female personnel. 
v. Computer education for female personnel working in administration department at headquarters of different locations must be provided. This will help them to complete their day to day administrative work in an efficient manner.

       11.2.3 Suggestions given by CISF Personnel
             Major points suggested by the CISF personnel are as following:
· Allowances given to the personnel across the Units must be uniform and should be equally distributed across the level of GOs, SOs and ORs.
· Deployment should be done more vigilantly. Mapping for all the CISF personnel must be done more systematically so that they get deployed at or near the home location.
· 4 shift duty pattern (having A, B, C and D duty shifts) which was followed during (COVID-19 pandemic) lockdown must be adopted. In such case, each CISF Jawan will get sufficient time for rest and recuperation.
· Basic Psychometric test should be administered to personnel right at the time of Induction.
· The issues, challenges and needs of GOs should also be duly addressed and duly taken into account. Since, if officers are not satisfied, they will not be able to do their best for their subordinates.
· Less strength of personnel in CISF is a serious concern. Their deployment for election and VIP security duty overburdens them leading to sleeplessness and bad health. Therefore, measures must be taken to increase the human resource strength in CISF as this will solve many problems faced by personnel in CISF.
· CISF should have an improved promotion strategy. One of the major causes of constant worry, de-motivation, dissatisfaction and attrition is slow promotion from one rank to another.
· Currently Counseling services are not available to personnel in small towns. In- house counselors need to be deployed in these areas as well. There is a need to build a “cadre of mental health specialist” who can be posted in medical health units being created in small towns.
        
       Suggestions given by female personnel of CISF
· Provision of crèche facilities for the children of female personnel near the IGI airport should be there as the existing Crèche is far off (40-45 minutes away) from their work place.
· Duration of Child care leaves granted to female personnel must be increased so that they get more time for infant care.
· Provision of posting of the spouse of female personnel in the same city will certainly reduce their challenges and stress.
· Female constables need at least 25 minutes of rest at metro stations so that their basic needs (breakfast, using washroom etc) are fulfilled during working hours. For this the relieving system should be more dynamic, strong and proactive. Therefore, restructuring of relieving system must take place as in the absence of reliever, 8-10 hours of continuous work especially for lady constables is challenging.
· More leave should be granted to the pregnant lady constables. This will increase the maternity and child care period for the newborns.
· Weekly off must be given more frequently to the lady CISF personnel.

          11.2.4  Suggestions given by SSB Personnel
              Major points suggested by the SSB personnel are as following:
· More ‘Separated Family Accommodation’ should be arranged for the personnel in major cities for their better family life. Better work-life balance would pay dividends in the terms of enhancing their job satisfaction and work effectiveness. 
· Personnel have to pay GST on every product they buy from Central Police Canteen which brings price of the product at a rate available in the market. Being in the nation serving role, they should be exempted from paying GST on the products.
· In some places in North East, to resolve the issue of availability of drinking water, water pipelines should be installed as water tankers and water filters are not successful there.
· CAPFs should open its own hospitals for its personnel like that of Armed Forces. This would not only resolve many of the medical challenges and issues faced by the personnel and their family members but would provide a big relief to the personnel. Personnel would develop better satisfaction and commitment towards the Forces. 
· Training programmes on Yoga, Pranayam and Meditation should be organised more frequently.
· Talks by doctors and health experts should be held at regular intervals.
· Provision should be made for conducting more Team sports and games.

11.2.5 Suggestions given by ITBP Personnel
              Major points suggested by the ITBP personnel are as following:
· Problems of Jawans should be addressed at the initial stage itself so that it may not aggravate further driving the person to take extreme step.
· There should be a system of rotation of personnel between peace station and high stress or high altitude station.
· More qualified and professional people should be hired as Stress Counsellors. The existing Stress Counsellors should be sent for continuous learning and upgradation of their competencies to the specialized mental health hospitals available in major cities. They need to be aware of latest developments in the area of mental health issues and its solutions.
· GOs need to be transparent and empathetic with regard to the general and leave related issues of the Jawans.
· Easily accessible medical care should be there. More hospitals should be empanelled for providing medical care to the family of personnel. 
· Entitled leaves should first be given to the needy personnel.
· Transparency should be there in Transfer policy.


 (
11
. 3 Recommendations and 
Way Forward
)

Key Recommendations 
In different forces, so far the efforts for Stress Management have often been ad hoc, sporadic and generally not carried to their logical conclusions. Hence, there is a need to acknowledge the problem and getting out of denial mode. This somewhat ignored aspect needs to be handled properly. For this purpose a clear, consistent and long-term strategy needs to be formulated to counter the menace of stress. CAPFs need to take several corrective actions in order to ensure that their personnel stay with the Force which would bring down the attrition rate. 

Government needs to take some measures to keep check on work stress and to curb suicides. Key recommendations can broadly be classified into four categories:


[bookmark: _Toc104215024]                                            Figure 26. Categories of key recommendations
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4
 Initiatives for ensuring mental well being
 
)


i. Establishing a “Employee Wellness Cell’’ i.e ‘Sarthak’ 
The problem of stress/ burnout is deep rooted in CAPF personnel which requires a calibrated and multipronged approach over a long period of time. For this purpose, a nodal body/ Cell/ /Division / Committee titled “Employee Wellness Cell” i.e ‘Sarthak’ needs to be constituted at MHA level in order to address various psycho -social / mental issues/ challenges being faced by the personnel of CAPFs and to ensure that various challenges are properly identified and accordingly, coping strategies are designed and implemented consistently. This Division shall be chaired by Home Secretary and can have DGs or ADGs from each CAPF, one senior official from BPR&D and specialist experts as members. This initiative would provide a sustainable Psycho- social support system for sustaining the mental health and well being of the personnel of CAPFs.

It has been found that some people are suffering from varied psychological disorders like anxiety, loneliness, depression and pessimism, and thereby, commit suicide. In other words, poor psychological health is also responsible for the suicide among personnel of CAPFs. While being in the nation serving role, it is critical for the Force to keep the personnel mentally and physically healthy and agile during all times, be it normal situation or Covid-19 pandemic or any other emergency situation. Therefore, this Division would take care of all the aspects of the work-life of CAPFs’ personnel by helping them in many ways to keep themselves psychologically fit. This Division would undertake some interventions which are as following:
Components of ‘Sarthak’ 

 (
Counselor Support System: ‘Samiksha’
)[image: C:\Users\user\AppData\Local\Microsoft\Windows\INetCache\IE\ES8QTBRM\interview[1].jpg]
 (
E-Learning Forums:  ‘Saksham’
)


 (
Toll free Helpline: ‘Sampark’
)
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Series of Webinars:
 
‘Samvaad’
)

 (
Series of 
Spirit
ual Talks & Meditation Sessions
: ‘Samarpan’
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[bookmark: _Toc104215025]                                                 Figure 27. Components of ‘Sarthak’
a Counselor Support System  : ‘Samiksha’ 
b Toll free Helpline                   : ‘Sampark’
c E-Learning Forums                 :  ‘Saksham’
d Series of Webinars                 : ‘Samvaad’
e Series of Spiritual Talks and Meditation Sessions: ‘Samarpan’

The aforesaid initiatives will help in ensuring mental well being of CAPFs’ personnel thereby, leading to increase in their Psychological Capital characterized by HERO i.e. Hope, Self-Efficacy, Resilience and Optimism. An increase in Psychological Capital of the personnel would significantly reduce the number of suicides in CAPFs. The objectives of the aforementioned macro- initiatives are given below:
a Counsellor Support System: ‘Samiksha’
There is an urgent requirement of appointing and having on board trained Counselors and Psychologists or Psychiatrists in the Forces who can handle the issues of personnel in a professional manner and can provide psycho-social support to them. To begin with, there should be at least one trained Counselor for each battalion and a Psychologist or Psychiatrist at higher formation level. There should be due co-operation and communication among mental health professionals, patients and families of those personnel who are at suicide risk. 

Civilian Psychologists / Counselors should be appointed by the Force Headquarters for different battalions for providing mental health services to their personnel. This facility should be given to all the units and battalions of the conflict theatres where the force personnel are deployed and exposed to extreme work stress. Psychologists / Counselors should visit all the sensitive units and battalions before and after deployment of the personnel on regular basis and carry out psychological test / counseling, for the entire group and in person as the case may be.

An online counselor support system may be established which would provide a platform to all the personnel to seek psycho-social support from Mental health Experts, Counselors, Psychologists and Psychiatrists. This would help addressing their psychological issues before they become too big. Required professional guidance can help them to overcome the challenges experienced by them during the course of their career. Also, being heard/counseled by credible and trust worthy professionals will help them to come out of their negative state of mind and depression. 

b Toll-free Helpline: ‘Sampark’
 A helpline titled ‘Sampark’ needs to be set up to provide tele-counselling to the CAPFs’ personnel. In this helpline, a toll free number can be provided where some professionally trained experts can handle any SOS call from any person of CAPF. It is a well known fact that speaking about a problem reduces stress levels significantly. This helpline would provide them real time support; and would address their mental health, and psychosocial issues. This will provide the personnel an outlet and anonymity to express their problems and voice their grievances freely. Research indicates that many a times suicide happens in a fit of anger. This very moment which transpired in the life of the person can be deferred if he gets a confidante to talk to. Therefore, this situation can be handled adequately. Such helpline would provide him an opportunity to talk to some expert over a phone call about his life’s challenges and to seek necessary help.

c. E-learning Forums: ‘Saksham’
A webpage should be created on the website of each CAPF. Different audio-visual material can be developed in the form of small clips to give the intended message or to drive home the point of being positive even in the darkest/ hardest of times. These clips should be uploaded on the webpage of the CAPFs. These may highlight glimpses of divyangjan who are managing well in the most difficult situations and may encourage people to lead life with conviction. Moreover, a mobile app needs to be developed which can make personnel aware about mental health issues and provide them various tips on managing self. This app would prove to be of immense help for those personnel who are undergoing physical and mental stresses due to various reasons such as family / domestic problems, financial instability, operational difficulties, sleep disorder, anger, drug / alchohol abuse and post-traumatic stress disorder (PTSD). This app can also be made available to the family members of the CAPFs’ personnel.

d. Series of  Webinars : ‘Samvaad’
A series of webinars and discussion sessions or live interactive sessions can be held on a monthly basis for personnel at a scheduled time over zoom or webex or any other platform in order to reach out to all the personnel who are serving in far-flung areas with the aim to create awareness and to provide them guidance about mental health /well-being, and various health related concerns along with ways of dealing with them. Senior leaders can share their unique real life experiences focusing on ‘how to stay calm during darkest of times’. They may also cover different motivational issues so as to ignite passion in their personnel. Online wellness programmes can also be organised wherein personnel and their family members can have video conversation with mental health experts, seek guidance and clarify their doubts.

e. Series of Spiritual talks and Meditation sessions: ‘Samarpan’
A series of Spiritual talks and Meditation sessions can be organised wherein renowed spiritual guru of any faith such as B. K. Shivani or Satguru Jaggi Vasudev or any other enlightened person can be called once a month to touch the chord of spirituality. Spirituality is the key to bring personnel out of their depression and frustration. Yoga and Mediation classes can help in stress management in a big way.
           
These health and mental well being initiatives will keep them well informed about the new health trends and ensure that they take good care of themselves. These initiatives would bridge the gap between their expectations and reality, and thereby help in developing an understanding of the stressful times they may go through and would make them positive by developing in them essential life skills which would make them resilient and responsible during tough times and beyond. 

ii. Regular mental health assessment during the service 
There should be a provision of mental health screening through a questionnaire of all the personnel of all the CAPFs returning from leave or from other long term duties etc. Insomnia, agitation, and nightmares are important contributors to suicidality, and are common in combat zones. Early evidence-based interventions targeting these problems must be adopted to fit within the deployed context for maximal effectiveness.  More efforts are required on the part of the Forces to contain this menace of suicide.

iii. Psychological Assessment at the time of recruitment
Prevention is better than cure. Rigorous Psychological assessment needs to be carried out at the time of recruitment of personnel. Focus should be on recruiting people who have the requisite mental resilience and agility to cope up with the challenges of the turbulent times. Forces need an individual with a minimum level of ‘mental firmness’ and ‘positive mind-set’ just at the beginning of training, so that they could be trained to be at the next desired level and forces could operate effectively, and smoothly.

Some senior officers feel that the process must be initiated from where the story begins i.e. at the point of recruitment. It is important to adopt stringent selection procedures designed to identify individuals who possess the quality of being physically fit, mentally tough, and psychologically resilient at the time of recruitment. It is evidently proved that majority of the mental disorders such as depression, anxiety and drug/alcohol abuse have an onset during the period of childhood and adolescence. The due mental screening conducted at the time of recruitment of personnel for security forces would be quite useful. This practice will further help in reducing suicide rates across all the CAPFs.    

These assessments should incorporate questions which can capture a person’s inclination to give up and commit suicide in the heat of the times. And for that, CAPFs must be granted more autonomy in the recruitment process itself, at least for the GD (General Duty & combat) candidates, so that they can weed out “unfit” candidates during the recruitment process itself. Many trainers are very much disappointed with the lot they are getting in the recommended list for training, especially at the ORs and SOs level.

iv. Promote awareness of mental well being
Time has come to move from paradigm of mental -illness to wellness. Efforts should be made to reduce the stigma attached with mental health and encourage personnel to come out from this stigma or self limiting belief in order to avail the medical facilities provided by the force administration or services provided by mental health professionals. There is a need to promote the awareness of relevance of medical care for mental illness among the personnel and support them till they are fully recovered from the same. 
Focus should on managing stress and well-being of the force personnel across all the forces by organizing mental health awareness programmes at all the units/ battalions. Provision for regular family counseling should also be there at different locations.
 (
11.
5
 Strengthening Job, Service conditions and 
W
elfare related Initiatives
)


i. Capacity Building programmes and Workshops 
“You can’t think your way to a new way of acting, you must act your way to a new way of thinking.” – David Schnarch (A famous American psychologist)
[bookmark: _GoBack]
Training makes individuals not only better from the rest of non-selected lot, but also from what an individual was before starting the training. Some trainers feel that there is a need to review the training programmes available for the forces. According to one trainer, “we are able to make them physically strong via training but we are failing in making them ‘mentally tough’ to the desired level. If they are not mentally tough, they will be burden for the Force as they would succumb to pressure. 
Lack of enthusiasm adversely impacts the mindset. Changing mindset of people and re-booting these minds is a challenge which can only be handled by their proper training. Training can bring significant changes in the mindset and approach of people. Indeed, training is a critical investment in terms of time, money and energy. It is an investment in employee’s productivity and retention by providing for career progression and employees’ job satisfaction over a long time (Bowes, 2008).

Therefore, there is a dire need to organize regular customized workshops and training programmes to help the GOs and NGOs to develop skills for managing stress. New courses need to be identified so that they can be added to the respective Force’s training calendar in order to keep pace with changing scenario. These new courses can be replaced with inputs which are old and redundant.

A thorough Training Needs Analysis (TNA) can also be conducted wherein opinion of GOs and NGOs can be sought about the developmental areas they need to be trained in. Workshops need to be conducted for GOs and senior officials in the following areas:

· Emotional Intelligence
· Leadership Development
· Mentoring
· Coaching and Counseling
· Problem solving and Decision making
· Effective communication
· Neuro Linguistic Programming

It is important to conduct behavioural training of the leaders of the unit / formations on how to take care of the personnel posted under them and to hear their problems, and try to resolve all the issues by giving them utmost priority. Officers / Commanders should also be educated as to how to respond to those personnel who are under distress in the same unit / formation and encourage openness about their mental health problems, and remove any stigma attached with them. This would help the person with mental stress to avert the risk of taking the extreme step i.e. suicide. For NGOs, workshops or courses can be conducted in the following areas:

· Stress Management 
· Team Building
· Happiness Quotient
· Finding one’s Ikigai (purpose)
· Building positive attitude
· Inspired Living
· Life Skills
· Motivation
· Spirituality

The soft skills training would be instrumental in handling situations in the depressive times or tough situations and would keep them mentally strong by building resilience in them. Moreover, there should be a one week module on life skills which should be mandatory for every NGO to go through after joining the Force.

In order to groom and prepare people for handling the emerging challenges, it is imperative to impart technical training to them as well. The training institutes of CAPFs can invite best experts in diverse areas which are of paramount national importance such as internal security, law and order ,terrorism, insurgency, naxalism, internal and cross border crimes, conflict management, policing ,  human trafficking, security related technologies , cyber crimes, cyber forensics ,social media and media management etc. International experts from Academia, police, defense and Administrative services can also be called for sharing their best practices which can then be emulated in our Forces. Faculty can also throw light on several international dimensions of the said issues along with international best practices being followed by other countries.

ii. Provide Promotional Avenues by Crafting new designation or Award of Local Rank
Lack of promotional opportunities is a major stressor for both, working and left personnel as mean value of this factor was 3.7 which is much higher than any other factor given in the questionnaire. It has led to low morale among the personnel of all CAPFs. There is a need to review the career advancement system available in the CAPFs. Promotion should be made time bound instead of vacancy based. Focusing on this aspect alone can provide immense satisfaction to the personnel and reduce the attrition in Forces to a great extent. Since CAPFs’ personnel are the ones who are responsible for our nation’s internal security and integrity, their concern regarding their promotion cannot be taken for granted. Any of the following measures can be taken to overcome this problem:

· Solution is given by the SOs and ORs themselves to the problem of low morale among the personnel of the forces on account of lack of promotional opportunities. They are of the view that If it is difficult to create more positions then the process of award of Local Rank can be initiated for SOs and ORs also as this system is already there at the level of GOs.

· For ORs, it is suggested to retain the old system of Nayak and Lance Nayak or switch to a new system by crafting new designations after completing a reasonable amount of service i.e.  atleast 5-6 years. This would help them visualize their career path and expose them to newer roles. The well defined growth plan would be a key factor to motivate the personnel.

· Internal departmental exam for SOs which used to be there for moving to a higher position around 10 years back has stopped now. Those candidates who were deserving used to appear for these exams so that they can also get an opportunity to occupy commanding positions in the forces such as that of Asst. Commandant. SOs are of the view that the system of conducting Internal  departmental exams can be kick started again so as to enhance the morale of personnel. In this manner, personnel would also feel that they atleast have an opportunity to move upwards, provided they have the due competency for the position. It would mitigate their frustration pertaining to promotional aspect of their service.

iii. Leave Management System
The Forces need to further rationalize the Leave policy and sort out various issues related to leaves as pointed out by their personnel. Provision of granting 100 days leaves instead of 75 days leaves in a year  to personnel of CAPFs is on papers only. It has yet not been implemented in forces. MHA needs to ensure speedier implementation of this new provision.

CISF has successfully implemented an app of Leave Management system which is used by their personnel to apply for the leaves. It has brought transparency to this issue of leave and developed a sense of satisfaction among personnel as well. Similar system can also be developed and implemented in other Forces also which would help reducing discontentment on account of this stressor among personnel. Moreover, GOs or Seniors should be liberal in their approach towards granting leaves to personnel for attending important family functions or family matters as denial of leaves may trigger suicidal thoughts in a already stressed person.

iv. Enhance Manpower Strength/ Operational Strength
Batallions in CAPFs do not have requisite operational strength. During the discussions, the NGOs also stated that their workload and working hours are comparatively much higher than any other service, not only on account of sensitive and significant work concerning the national security but because of many vacant positions. Keeping in view the heavy workload and extra hours put in by the personnel on the job, it is suggested to fill the vacant positions at all levels which would help in smooth functioning of the Forces. Therefore, more people should be hired for filling up vacant positions urgently for strengthening manpower support in the CAPFs and for their effective functioning. 

If we look at the developments of last decade, this distinction of border guarding and non-border guarding force is becoming blurred day by day. They are being assigned a new, different and diverse role from their original mandate, according to the evolving requirements of governance and internal security. The border guarding forces have been roped in for internal security needs (as in LWE areas) and of course, for disaster management as well. The CAPFs are proving their mettle in the new roles assigned to them and are performing very well. The situation is that presence of central armed police forces has become a prerequisite to free and fair elections in India. Not only CRPF but almost every CAPF gets election related duties which is a continuous on-going affair in country with 29 states. Currently, the CAPFs are about a million strong force, which seems a huge number, but in fact, at the ground level they lack both, the sanctioned and operational strength. Moreover, not getting adequate rest and sleep is one of the major cause for stress. Therefore, increasing the operational strength would automatically handle this issue of not getting adequate rest and sleep.

v. Allowing Families to Stay at or Near the Posts
It is evident from the data of personnel that it is second major factor which is creating stress for them and is a cause of dissatisfaction. Many personnel mentioned that their families should be allowed to stay near the Post. This was allowed earlier in some areas. In this regard, a policy needs to be formulated to give choice postings to the personnel either near their hometown or in their home state so that they can effectively manage their family related issues.Taking care of this aspect would automatically cater to another major stressor i.e. Isolation from family and would reduce the dissatisfaction level of the personnel.

vi. Introducing the concept of Holiday Homes in a new way
In Group Centres, there are around 200 quarters which are allotted for a period of three years to personnel who have served in hard locations which can get extended to another two years on request. If there are 5 batallions at a location, then only 200 personnel keep occupying them for a period of five years. In this manner only a few personnel get this privilege to stay with their family members and rest of them are deprived of the same.  In this Group Centres a few quarters are converted into Holiday Homes which are used for the lodging of children of personnel (who are pursuing higher studies) or for personnel who want to visit that place. 

Study team recommends that in line with Holiday homes, studio apartments or hostel needs to be built for atleast 40 personnel at a location. It can have minimum one room for each individual along with mess facilities. It should first be allotted to newly wed personnel for a period of four months. It can then be allotted to next set of personnel on rotation basis and so on. In this manner, all the 135 personnel in a company can get the opportunity to stay with their families atleast for a period of 4 months in a year. All their issues regarding ‘isolation from family and others’ can be handled in this manner. In essence, if feasible the concept of Group Centres which is there at Unit level, can be extended upto company level.

vii. Improve the Welfare measures
There is a need to provide better amenities in the units / formations by focusing more on following welfare measures:
· A train reservation for CAPFs’ personnel at all routs is required because their leaves can be  approved at any point of time. These train reservations will give them some respite and convenience in travelling. Some travel concessions should also be there.
· Proper medical facility should be made available to the family members of the personnel. Physical ailments of a close family member creates lot of distress in a person especially when they are away on duty, feeling of helplessness creeps in them. System should be made easier to avail medical services in emergency cases. Claim of these medical facilities availed should be recouped at the unit level itself.
· Facility for getting loan at a reasonable interest rate should also be there for the CAPFs’ personnel which should not involve much paper work. Taking loan from the banks available in the market to fulfill their economic compulsions becomes quite strenuous for them.
· More schools should be opened for the children of the personnel of CAPFs in needed regions so that personnel feel relaxed on this front.
· Quality of food and accommodation should be improved.
· Better recreation facilities i.e. indoor and outdoor game facilities, provision of television, internet facility etc. should be provided.
· Welfare meetings should be conducted on regular basis to reduce mental stress of the personnel. 
· Yoga and Meditation can be used as a stress reliever measure for them. Some common strategies for managing acute crisis should be used such as engagement in enjoyable activities or hobbies, use of distress management skills such as relaxation or mindfulness, distraction activities such as watching movies, and accessing social support networks such as talking with a friend or a Counsellor. 

               Some of the welfare measures specifically for female personnel are given below:
· Post pregnancy relaxation in physical exercise and training for female personnel is also needed. Building of Crèche facilities will give the children a safe and comfortable environment. This will give mental relaxation to the female personnel and provide them a sense of security for their children.
· Some work- life balance measures should also be introduced. 
· Restructuring of relieving system is needed as 8-10 hours of continuous work especially for lady constables becomes very challenging.

viii. Transparency in deployment of Posts and duties
Strenuous duty posts or relatively tough or Isolation duty posts should be identified and earmarked clearly. Then personnel should be deployed in these positions for a period of 3 -4 months only rather than 5-6 months. In essence, personnel should be moved to a post having lesser pressure after completing 3-4 months only at that difficult post. Early rotation must take place. Moreover, a Person who has been selected and earmarked for any position, he should be allocated the same duty only.

ix. Realistic Job Preview (RJP)
The profile of the youngsters joining Forces has been changing over the years and many of the Jawans are now highly educated and more aware of the world around them. This leads to higher expectations and consequent frustration. Many personnel mentioned that in the advertisement, the real picture of the Force is not portrayed as focus is only on highlighting the good aspects of it. These people join the Force expecting all good things but when they face the hardships, it creates an expectation gap. A realistic job preview is a very effective recruiting tool which can be used by CAPFs as well. RJP ensures fit between the person and the role, the person and the organization, and it helps to retain employees longer.  A realistic job preview is the presentation of both positive and negative information about the job and the organization to prospective applicants. The realistic job preview is a tool to inform the candidate about the job and the organization – both in terms of upsides and downsides. The goal of the RJP is to have the expectations of the candidate match the reality of the situation. The idea is to avoid disappointment when the candidate joins the organization with high aspirations. If real picture of the postings is indicated through ‘Realistic Job Preview’ then personnel would easily adapt to the situations. Better adaptation would lead to more satisfactory adjustment with the environment and thereby, result in less attrition.

x. Institutionalizing a Legal Advisory Cell and Cell for Liaisoning with Civil Authorities
Most of the members of the force stay away from the families and many a times their families face problems which require help from local authorities like revenue, police and municipal bodies. This is a common problem faced by the personnel across the forces. There is no institutional arrangement to help the personnel in this regard or to intervene on their behalf and this is also a major cause of concern for the personnel of CAPFs. A working committee at the State/District level can be constituted and Liaison officers can be appointed to provide a single window system for handling civil or land related issues of all paramilitary forces.
 (
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 Communication, Advocacy and Outreach (CAO) related Initiatives
)


i. Regular surveys to assess the engagement or enthusiasm level of the personnel 
There is a need to conduct scientifically designed surveys at regular intervals to measure the engagement or enthusiasm level of the Force personnel. Forces can collaborate with some agencies to conduct these tests which are customized as per the requirements of the respective Forces and can accurately assess the issues or problems peculiar to that Force. 

ii. Introducing a systematic Feedback System
Any organization should always keep its eyes and ears open to feedback. However, currently there is no systematic feedback system available in Forces. As a result of it, personnel are not able to voice their concerns and issues, leading to more anonymous petitions, backbiting and pervasive lack of trust. Taking constant feedback from personnel can help positively engage unsatisfied personnel. Therefore, there is a need to install effective, efficient, systematic and transparent feedback system which can replace the existing system of seeking informal feedback.

Mechanism to seek feedback on different traits of the bosses such as communication skills (listening skills) and interpersonal skills should also be introduced. The feedback on policies framed for the welfare of personnel such as reduction in number of duty hours of a Jawan, not posting a Jawan in conflict area for more than three years continuously, providing accommodation to family in nearby areas and assessing behavioural pattern of personnel during hard postings at regular intervals etc., can also be sought in this manner. 

iii. Better communication of New Pension Scheme (NPS)
Findings indicated that NPS is a point of dissatisfaction for the personnel of CAPFs. It is suggested that pros and cons of NPS need to be communicated by an expert to the personnel. Awareness of positive aspects of NPS, would help overcoming personnel’s dissatisfaction from NPS.

iv.   Institutionalising effective Grievance redressal mechanism and Conducting online grievance redressal sessions
Ineffective grievance redressal system is a major point of dissatisfaction among the personnel of CAPFs. There is an urgent need to put in place a functional and effective grievance redressal system in the forces. Personnel would feel more contented, if they are heard or their grievances are duly addressed. Provisions should also be there for the aggrieved person to take these unresolved issues at a higher level if he is not satisfied with the decision. Such system has the potential to reduce the number of suicide in forces. 

CISF has initiated practice of conducting online grievance redressal sessions every Friday. Unit commandants invite complaints of the NGOs which are then scrutinized by them. Some of the cases are taken up in Friday sessions which are then heard and sorted by the ADG. Personnel may have any issue pertaining to mess, barracks, leaves or any other personal issue. These sessions are called as ‘Friday request rooms’. Similar practice should be adopted by all the Forces which would provide top leadership an opportunity to connect with the personnel of their organization as well. 
Griveance redressal system should not only be on papers be proactive and functional 

v. Organising Annual family days
There should be a couple of days in a year when family of the personnel should be invited by the Force to visit the unit of Jawan. This would not only apprise them about the Job and Service related conditions of the personnel but would make them more empathetic towards the situation of their family member who is serving the nation. This practice is in place in Armed Forces also.


vi. Sharing of best Practices and Knowledge sharing among Forces
CISF is the only force having online mechanism for leave management, whereas other forces do not have such system in place. ITBP is the only force wherein SOs are officially deputed as ‘Stress Counsellors’. Sharing good practices and achievements along with challenges among the forces at official level can go a long way in implementing better aspects of Force management. On the other hand, annual meet of Commandants & Dy. Commandants, from different CAPFs can also be given serious thought. Indeed at the level of GOs, there should be an institutionalised system of knowledge and experience sharing. Further, officers may be hesitant or reluctant in sharing their knowledge and experience. Therefore, there should be some ‘best practice award’ in place to motivate them for knowledge sharing.

vii. Documentaries on the living conditions of personnel of CAPFs
Small documentaries or video films ranging from 3 to 10 minutes should be made on the lives of CAPFs’ personnel. Jawans can show these documentaries to their family members and their relatives in the village. It would serve the following purpose:

· It would instill a feeling of pride for these soldiers not only among their spouse and children, but among people of their village as well.
· It would apprise their spouse about the hard conditions they face on their jobs which would eventually help reducing their expectations pertaining to domestic issues from the person.
· These documentaries would highlight the benefits of joining CAPFs and the facilities offered by them. This would motivate more young people from that particular village to join the Force. Thus, it would help fetching the best and talented young blood to the force. Mumbai Nagar Nigam has also created such documentaries which make an impact on the common man also, let alone the family members of these workers. Namami Gange project of Government of India has also spent significant chunk of the money in making small videos for the publicity of this project.
· Moreover, more news channels should come forward to make long documentaries on the living conditions of the Jawans which should be telecasted on local news channels for wide publicity. If possible, states like Jammu and Kashmir and Chhatisgarh should be covered. This would also help in strengthening the brand image of the force.


 (
11.
7
 Interactional opportunities related Initiatives
)


i. Strengthening the Buddy System
The current buddy system needs to be revisited and revised keeping in view the increase in cases of suicides and attrition in the CAPFs. A strong buddy system like that of Indian Army should be put in place. If at some place, it has become dysfunctional then it can be reintroduced with some new name such as ‘Saath Me Saathi (SMS)’ etc. These exchanges between the buddies would address Jawan’s psycho-social needs by providing an effective peer support. Individuals would feel that someone is caring for them and therefore, would open up for sharing their concerns with their assigned buddies. Something could be gravely wrong in a person’s life but if he vents out his pent up feelings then half of the trauma is gone as the person feels lighter. Undoubetedly, strengthening the buddy system can help in early detection of cases of stress and anxiety. This buddy pair pattern can reinstate their trust with regard to sharing their issues with their buddy rather than getting afraid of their exposure. Once identified, counselling can be arranged for such persons. Personnel are usually apprehensive of being punished when exposed about their poor mental health condition.

ii. Improving Behavior and Communication by Top leaders
The Jawans nowadays employed by the CAPFs are highly educated and possess better intellect. The officers under whom the jawans are posted should be sensitized to give due respect to them and to hear their grievances, and recognize the service rendered by them. They cannot be treated as mere Jawans who do not know anything about the strategy of the operations and therefore, their advice during the operational distress cannot be ignored.  

Seniors should stop using abusive language with their juniors and behave properly with them. This is an issue which is strongly felt by the NGOs which is why it is also one of the major stressors for the personnel. But this issue is not acknowledged by the Officers. Proper steps must be taken to bridge the divide between seniors and juniors. Clear instructions should not only be issued regarding abusive language and manhandling but its strict compliance is also required to be done. Stress affects the top leadership also and has a cascading effect which then gets manifested in their behavior towards their juniors. This creates more problems for the force. Moreover, GOs and SOs should try to be more empathetic towards the problems of their Juniors. Seniors should always give a message that they are always available to their Juniors for hearing their concerns and issues. This would help creating a culture of openness, transparency and trust as well. A good leadership coupled with feeling of soldiers that they form a useful member of the unit and their efforts are recognised and appreciated would reduce the chances of depression amongst the force personnel.

Leaders should come out of the ‘Zero Error Syndrome’. The higher leadership needs to send the signal that they trust the formations and encourage initiatives rather than safety first approach. Honest mistakes should not be punished harshly.

iii. Introducing the concept of ‘Choupals’ in Forces
A concept called ‘Choupal’ needs to be formally introduced in forces in different battalions. This concept has been taken from the ‘Choupal’ system prevalent in the villages. Choupal used to be a place where villagers would meet in the evening after completing their daily chores and would discuss about their day to day life. During their conversation, they would share their problems or issues with the group which would give vent to their pent up feelings. Moreover, in this way, they would get innovative solutions to their problems as well. Gradually this informal group develops a good bond and camaraderie which makes them mentally stronger.
Currently, this concept is being practiced in a force in Srinagar wherein personnel share their own and their family related problems with a small informal group. In this group they get solution to their problems as well. 

iv. Mentorship Scheme
It is recommended to implement mentorship scheme in the forces wherein a Mentor i.e. Senior level Officer may be assigned to a Junior employee i.e. Mentee. A Mentor is somebody who can help guide, advise and teach personnel through a problem or towards a goal. A mentor will help a person grow his skills, make better decisions, and gain new perspectives on life and career. He will share with mentee his experience in order to guide him for career or life. A mentor is a person, a mentee can look to, for direction and a role model to imitate. 

‍Mentor acts as a critical friend, counsellor, career advisor, networker and coach to the mentee. He will also help in self-development of mentees along with increasing their overall confidence and satisfaction. This will help in reducing number of suicides in the forces and also bring down the rate of attrition as personnel will be more self aware and can share their work related issues with the mentor. Various benefits of mentoring for personnel are  given below :
· Increased self-confidence and self-awareness
· Development of strong communication skills
· Growing a personal network within the forces
· Exposure to new and different perspectives
· Better role clarity and reduced role stress 
Mentoring can also provide following benefits for improving mental health of the personnel: 

· Supporting mental health problems
 People struggling with mental health issues often feel isolated and can experience severe anxiety about both their future and their own abilities. Mentalhealth.org.uk lists mentoring as a method of supporting mental health issues in the workplace, for both the mentor and mentee.

· Self-confidence
An increase in confidence can positively impact mental health of mentees as they feel supported in their decisions and career path. Mentors also experience improved self-esteem and confidence from the act of helping their mentees achieve their goals, resulting in improved mental health.

· Lower levels of anxiety
Harvard Business Review conducted a study researching the positive effects of mentoring, and found that people who served as mentors experienced lower levels of anxiety, and described their job as more meaningful, than those who did not mentor. Department of Public Enterprises has also given mandate to all CPSEs to implement Mentorship scheme in their organizations.
Keeping in view the increased benefits of mentoring programme, it is recommended that all CAPFs should implement ‘Mentorship Scheme’ as soon as possible to fetch the due benefits of it. 
 (
11.
8
 Developing ‘CONDUCIVE’ Culture
)



The Study team recommends that there is a need to develop ‘CONDUCIVE ‘culture in the Forces in order to curb the alarming rate of attrition and suicide. This proposed ‘CONDUCIVE’ model would incorporate a number of activities. This Conducive culture needs to focus on Credibility of Seniors, Opportunities for growth and development, Nurturing Pride, Degree of Empowerment, Understanding personnel issues, Camaraderie, Innovative HR policies and practices, Vivacious work environment and Employer branding. This CONDUCIVE culture will lead to engagement of personnel which will make CAPFs a great place to work for. Different ways for establishing ‘CONDUCIVE Culture has been depicted in Figure -28.
Figure -29 briefly delineates all the recommendations to curb Attrition and Suicides.




 (
CREDITIBILITY
 OF SENIORS
 
Two Way Communication System & Open door Policy
)

 (
OPPORTUNITY FOR GROWTH 
& 
DEVELOPMENT
Providing need based behavioural  Training
)

 (
NURTURING PRIDE
Counseling on family issues and
Caring for their Family
)


 (
DEGREE OF EMPOWERMENT
Ensuring no punishment for failure & Getting rid of Zero error syndrome
)

 (
UNDERSTANDING PERSONNEL ISSUES
Addressing their issues through Regular briefings
Monthly newsletter & e-portal for sharing their views
)



 (
CAMAR
ADERIE
Informal discussions at Chaupals
Affinity group meetings
)

 (
INNOVATIVE POLICIES & PRACTICES
Equity and consideration in transfer matter: Launch of Digital app as a one stop solution for needs of all personnel
)



 (
VIVACIOUS 
WORK
 ENVIRONMENT
Celebrating small events together
Initiating Fun @ work
)

 (
EMPLOYER BRAN
D
ING
Image building by positive media coverage of Force camps/ units.  Impressing upon family members of the Personnel through small documentaries
)          
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QUESTIONS FOR FOCUSED GROUP DISCUSSION

Q1.  Why did you join this Force?
Q2. Are you satisfied here?
Q3. What do you think are the work related factors which cause stress to you?
Q4.  What do you think are the working conditions related factors which cause stress to you?
Q5. Jawans / Officers have committed suicide in CISF. What could be the causes of it?
Q6.  Officers have committed suicide in CISF. What could be the causes of it? Are these reasons more personal or professional?
Q7. Do you know that people are leaving CISF? What could be the reasons of it?
Q8.According to you in which force suicide and attrition is highest or lowest? Why? 
Q9. What are the current steps / measures taken for the welfare of the Jawans in CISF?
Q10. Have they been implemented effectively or has there been a gap in their implementation?
Q11.What interventions would you like to suggest to improve the working conditions of CISF?
Q12. Would you like to suggest any other factors which can improve the motivation level and reduce the stress level of the people in CISF?






Annexure-2
QUESTIONNAIRE FOR PILOT STUDY

 Personal details
1. Name :
2. Gender:
3. Age:
4. Qualification:
5. Designation:
6. No. of dependent family members:

Q1. To what extent the following factors have caused stress to you over the past 6 months? Kindly give your opinion on a 5 point scale. 1 – Not at all stressful; 2 – Somewhat stressful; 3 – Moderately stressful;  4 –Very stressful; 5 – Highly stressful

	Sl. No.
	Stress Factors
	1
	2
	3
	4
	5

	1. 
	Shift work
	
	
	
	
	

	2. 
	Working alone at night
	
	
	
	
	

	3. 
	Over-time demands
	
	
	
	
	

	4. 
	Risk of being injured on the job
	
	
	
	
	

	5. 
	Work related activities on days off
	
	
	
	
	

	6. 
	Traumatic events
	
	
	
	
	

	7. 
	Managing your social life outside of work
	
	
	
	
	

	8. 
	Not enough time available to spend with friends and family
	
	
	
	
	

	9. 
	Paper work
	
	
	
	
	

	10. 
	Unavailability of proper equipments
	
	
	
	
	

	11. 
	Absence of proper welfare measures
	
	
	
	
	

	12. 
	Finding time to stay in good physical condition
	
	
	
	
	

	13. 
	Fatigue (e.g. shit work, over-time)
	
	
	
	
	

	14. 
	Occupation-related health issues
	
	
	
	
	




Q2 In your opinion to what extent the following factors are responsible for a person committing suicide in your force. Kindly give your opinion on a 5 point scale. 1 – Not at all responsible; 2 – Somewhat responsible; 3 – Moderately responsible; 4 –Responsible; 5 – Highly responsible

	Sl.No.
	Reasons
	Jawans
	Officers

	1.
	Mental Illness 
	
	

	2.
	Isolation from family 
	
	

	3.
	Continuous posting in remote areas 
	
	

	4.
	Lack of Social Cohesion 
	
	

	5.
	Presence of stressful life events in last 6 years
	
	

	6.
	Disapproval of leave 
	
	

	7.
	Marital Discords
	
	

	8.

	Disturbed interpersonal relationships
	
	

	9.
	Alcoholism / Substance abuse 
	
	

	10.
	Not enough salary to make both ends meet
	
	

	11.
	Physical illness/Pain
	
	

	12.
	Sleep Disturbance
	
	

	13.
	Loneliness 
	
	

	14.
	Problems faced by the family members 
	
	

	15.
	Family history of psychiatric disorder 
	
	

	16.
	Financial condition of family
	
	

	17.
	Spouse & Children staying in nuclear family
	
	

	18.
	Socio-economic background of person
	
	

	19.
	Gender
	
	

	20.
	Family Pressure
	
	


		

Q3 To what extent the following policies which were framed for the welfare of personnel were effective? Kindly give your opinion on 5 point scale: 1 – Not at all effective; 2 – Somewhat effective; 3 – Moderately effective; 4 – Effective; 5 – Highly effective.

	Sl. No.
	Policies
	1
	2
	3
	4
	5

	1.
	Reduction in number of duty hours of a Jawan
	
	
	
	
	

	2.
	Not posting a Jawan in conflict area for more than 3 yrs continuously
	
	
	
	
	

	3.
	Providing accommodation to family in nearby areas
	
	
	
	
	

	4.
	Assessing the behavioral patterns of the person during hard postings at regular intervals
	
	
	
	
	

	5.
	Grievance Redressal Mechanism
	
	
	
	
	

	6.
	“Know your Personnel” Program
	
	
	
	
	

	7.
	Training Programs on Stress Management
	
	
	
	
	

	8.
	Yoga / Meditation Sessions
	
	
	
	
	




Q4 To what extent do you think that implementing the following welfare measures would help in reducing the number of suicides in the force. Kindly give your opinion on 5 point scale: 1 – Not at all Useful; 2 – Somewhat Useful; 3 – Moderately Useful; 4 – Very Useful; 5 – Highly Useful.

	Sl. No.
	Measures
	1
	2
	3
	4
	5

	1.
	Providing financial assistance (in the form of a loan/advance at a lower interest rate)
	
	
	
	
	

	2.
	Drafting better leave policy
	
	
	
	
	

	3.
	Regular checkup of their mental health
	
	
	
	
	

	4.
	Frequent visit by a renowned speaker to address Force Personnel on life skills
	
	
	
	
	

	5.
	Occasional visit by a popular social personality (Popular film stars/ Sportspersons/Media Persons)
	
	
	
	
	

	6.
	Get together with family at regular interval
	
	
	
	
	

	7.
	Get together of Force Personnel staying at a particular location which is to be attended by Senior officers
	
	
	
	
	

	8.
	Regular Group Meditation
	
	
	
	
	




Q5 How do you rate the importance of following things in reducing suicides & attrition amongst personnel? Kindly give your opinion on 5 point scale: 1 – Least important; 2 – Somewhat Important; 3 – Moderately Important; 4 – Highly Important; 5 – Most Important.


	S No.
	Motivational Factors
	1
	2
	3
	4
	5

	
	
	Attrition
	Suicide
	Attrition
	Suicide
	Attrition
	Suicide
	Attrition
	Suicide
	Attrition
	Suicide

	1. 
	Increase in Salary
	
	
	
	
	
	
	
	
	
	

	2. 
	Better Allowances & benefits
	
	
	
	
	
	
	
	
	
	

	3. 
	Timely disbursement of allowances
	
	
	
	
	
	
	
	
	
	

	4. 
	Congenial working conditions
	
	
	
	
	
	
	
	
	
	

	5. 
	Lesser duration for deployment in Conflict areas
	
	
	
	
	
	
	
	
	
	

	6. 
	Better leave policy
	
	
	
	
	
	
	
	
	
	

	7. 
	Quality education for Children
	
	
	
	
	
	
	
	
	
	

	8. 
	Medical facilities for self and family members
	
	
	
	
	
	
	
	
	
	

	9. 
	Recognition of good work
	
	
	
	
	
	
	
	
	
	

	10. 
	Better recreational facilities
	
	
	
	
	
	
	
	
	
	

	11. 
	Better access to Senior Officers
	
	
	
	
	
	
	
	
	
	

	12. 
	More rest and recuperation time
	
	
	
	
	
	
	
	
	
	

	13. 
	More training opportunities
	
	
	
	
	
	
	
	
	
	

	14. 
	Better availability of Equipment
	
	
	
	
	
	
	
	
	
	

	15. 
	Better hygiene and sanitation at work
	
	
	
	
	
	
	
	
	
	

	16. 
	Improved Interpersonal relationship with boss and with peers
	
	
	
	
	
	
	
	
	
	










Annexure-3
INTERVIEW QUESTIONS FOR DGs / ADGs  OF FORCES

1. What according to you is the major reason/(s) for suicide among the Personnel in your Force at GOs & NGOs level?
2. What according to you is the major reason/(s) for attrition among the Personnel in your Force at GOs & NGOs level?
3. How do you see the problem of 3 P’s i.e. Pension, Promotion and Posting among Force Personnel? 
4. SOs and ORs are ‘overburdened’ & ‘sleep deprived’ because of less operational strength of personnel. What is your opinion about it?
5. Do you feel the need to rationalize ranks & responsibility of ORs & SOs? Some Personnel feel that the old system of Lance Nayak/ Nayak was better. What are the Pros and Cons of reintroducing it?
6. Do you feel the need to reduce inter organizational complexities in CAPFs?
7. What are the existing welfare measures, interactional opportunities, institutional culture & good provisions in your Force?
8. Do you feel the need to increase recreational centers & counseling services for GOs & NGOs? 
9. What could be the policy recommendations and actionable suggestions (Improvements)  to decrease the rate of suicide and attrition in your Force?









                                                             Annexure-4

QUESTIONNAIRE 
Personal details
1. Name :
2. Gender:
3. Age:
4. Qualification:  a. Undergraduate       b. Graduate
5. Designation:
6. Marital Status
7. Family Status :     a. Joint            b. Nuclear
8. No. of dependent family members:
9. Total Experience in Force
10. Last place of work
11. Current Designation/ Job profile 
 
Q1. When you were in service, to what extent the following factors have caused stress to you? Kindly give your opinion on a 5 point scale given below:
 
	Sl. No.
	Stress Factors
	1
Not at all stressful
	2 
Somewhat stressful
	3
Moderately stressful
	4
Very stressful
	5
Highly stressful

	 
	Job related factors
	 
	 
	 
	 
	 

	1.  
	Duty related activities on off days
	 
	 
	 
	 
	 

	2.  
	Leave related issues -Rejection of leave
	 
	 
	 
	 
	 

	3.  
	Disturbed interpersonal relationship at work 
	 
	 
	 
	 
	 

	4.  
	Inadequate salary
	 
	 
	 
	 
	 

	5.  
	Lack of rest & recuperation time between two duty shifts
	 
	 
	 
	 
	 

	6.  
	Fatigue due to shift work & overtime
	 
	 
	 
	 
	 

	7.  
	Job related health issues
	 
	 
	 
	 
	 

	8.  
	Absence of proper growth opportunities
	 
	 
	 
	 
	 

	9.  
	Lack of proper training/ inadequate training
	 
	 
	 
	 
	 

	10.  
	No reward for good work
	 
	 
	 
	 
	 

	11.  
	Prolonged deployment  in difficult areas
	 
	 
	 
	 
	 
 

	12.  
	Lack of family accommodation at the place of posting
	 
	 
	 
	 
	 

	13.  
	Discrimination in allocation of duties 
	 
	 
	 
	 
	 

	14.  
	Risk of being injured on the job
	 
	 
	 
	 
	 

	15.  
	Not able to take meals on time
	 
	 
	 
	 
	 

	16.  
	Continuous shifts / Overtime demands
	 
	 
	 
	 
	 

	 
	Service conditions related Factors
	 
	 
	 
	 
	 

	17.  
	Frequent postings in remote areas
	 
	 
	 
	 
	 

	18.  
	Postings away from Home State
	 
	 
	 
	 
	 

	19.  
	Absence of welfare policy
	 
	 
	 
	 
	 

	20.  
	Improper implementation of Grievance Redressal Mechanism/ Non redressal of Grievances
	 
	 
	 
	 
	 

	21.  
	Delay in promotion/ Lack of promotional opportunities
	 
	 
	 
	 
	 

	 
	Infrastructure and Amenities related Factors at Place of Duty
	 
	 
	 
	 
	 

	22.  
	Absence of proper living conditions or unhygienic conditions
	 
	 
	 
	 
	 

	23.  
	Unavailability of proper equipment related to assigned duty
	 
	 
	 
	 
	 

	24.  
	Lack of proper sanitation and drinking water
	 
	 
	 
	 
	 

	 
	Leadership related Factors
	 
	 
	 
	 
	 

	25.  
	Harsh behavior/ Abusive language
	 
	 
	 
	 
	 

	26.  
	Autocratic behaviour/ Zero error mentality
	 
	 
	 
	 
	 

	27.  
	Lack of clear Instructions / Ambiguous instructions
	 
	 
	 
	 
	 

	28.  
	Not being heard by seniors / Suggestions not taken into account
	 
	 
	 
	 
	 

	29.  
	Lack of transparency or Discrimination  the part of seniors
	 
	 
	 
	 
	 

	30.  
	Inaccessibility of seniors
	 
	 
	 
	 
	 

	 
	Family and social aspects related Factors
	 
	 
	 
	 
	 

	31.  
	Marital discord / Not able to fulfill expectations of the spouse
	 
	 
	 
	 
	 

	32.  
	Illness of family members
	 
	 
	 
	 
	 

	33.  
	Education & upbringing of children
	 
	 
	 
	 
	 

	34.  
	Spouse & children staying in nuclear family
	 
	 
	 
	 
	 

	35.  
	Land related legal issue
	 
	 
	 
	 
	 

	36.  
	Isolation from family/Not enough time to spend with family or to address family issues
	 
	 
	 
	 
	 

	37.  
	Difficulty in managing social life or lack of social cohesion
	 
	 
	 
	 
	 

	38.  
	Not able to get help from civil authorities
	 
	 
	 
	 
	 

	39.  
	Family problems like marriage of children and other such issues
	 
	 
	 
	 
	 

	40.  
	Weak financial condition of the family
	 
	 
	 
	 
	 

	41.  
	Pending Loan
	 
	 
	 
	 
	 

	 
	Personal Factors 
	 
	 
	 
	 
	 

	42.  
	Emotionally weak nature
	 
	 
	 
	 
	 

	43.  
	Presence of stressful or traumatic events in last 5 years
	 
	 
	 
	 
	 

	44.  
	Alcoholism/substance abuse
	 
	 
	 
	 
	 

	45.  
	Physical illness/pain
	 
	 
	 
	 
	 

	46.  
	Loneliness
	 
	 
	 
	 
	 

	47.  
	Sleep disturbance
	 
	 
	 
	 
	 

	Point no. 48 – 50 are applicable to female personnel only

	48.  
	Family pressure for fulfilling traditional roles
	 
	 
	 
	 
	 

	49.  
	Lack of crèche or day care facilities
	 
	 
	 
	 
	 

	50.  
	Not being treated at par with male colleagues 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


 Q2.To what extent the following policies which were framed for the welfare of Personnel were effectively implemented? Kindly give your opinion on 5 point scale:
 
	Sl. No.
	Policies
	1
Not at all effective
	2
Somewhat effective
	3
Moderately effective
	4
Effective
	5
Highly effective
 

	1.
	Rationalization of duty hours of a person
	 
	 
	 
	 
	 

	2.
	Not posting  a Person in conflict area for more than 3 yrs continuously
	 
	 
	 
	 
	 

	3.
	Providing Government accommodation to family in nearby areas/ HRA
	 
	 
	 
	 
	 

	4.
	Assessing the behavioural patterns of the Person during hard postings at regular intervals
	 
	 
	 
	 
	 

	5.
	Grievance Redressal Mechanism
	 
	 
	 
	 
	 

	6.
	“Know your Personnel” Program
	 
	 
	 
	 
	 

	7.
	Training Programs on Stress Management/ Yoga / Meditation sessions
	 
	 
	 
	 
	 

	8.
	Posting in Home State after few years of service
	 
	 
	 
	 
	 

	9.
	Counselling
	 
	 
	 
	 
	 


 
 Q3. To what extent do you think that implementing the following Welfare Measures and Improving the Job related & Service Conditions related factors would help in reducing the attrition and suicide in the Force. Kindly give your opinion on 5 point scale:  
	Sl. No
	Measures/ Factors
	1
Not at all helpful
	2
Somewhat helpful
	3
Moderately helpful
	4
Very helpful
	5
Highly helpful

	 
	Welfare Measures
	 
	 
	 
	 
	 

	1.
	Providing financial assistance (in the form of a loan/advance at a lower interest rate)
	 
	 
	 
	 
	 

	2.
	Regular checkup of  mental health
	 
	 
	 
	 
	 

	3.
	Frequent visit by a renowned speaker to address Force Personnel on ‘life skills’
	 
	 
	 
	 
	 

	4.
	Occasional visit by a popular Social Personality Popular Film stars/ Sportspersons / Media Persons)
	 
	 
	 
	 
	 

	5.
	Family get together at regular intervals
	 
	 
	 
	 
	 

	6.
	Get together of Force Personnel staying at a particular location which is to be attended by senior officers
	 
	 
	 
	 
	 

	7.
	Regular Group Meditation sessions
	 
	 
	 
	 
	         

	8.
	Opening more schools for children of Force Personnel (for providing quality education)
	 
	 
	 
	 
	 

	9.
	Providing Legal Assistance to Force Personnel
	 
	 
	 
	 
	 

	10.
	Ease in getting Medical facilities for self and family members
	 
	 
	 
	 
	 

	11.
	Better recreational facilities
	 
	 
	 
	 
	 

	12.
	Establishment of welfare board
	 
	 
	 
	 
	 

	13.
	Reservation in trains/ flights for the Force Personnel
	 
	 
	 
	 
	 

	14.
	Skill development training  ( Computer training) for Personnel
	 
	 
	 
	 
	 

	15.
	Provision of a counsellor at battalion level.
	 
	 
	 
	 
	 

	 
	Job related factors
	 
	 
	 
	 
	 

	16.
	Congenial working conditions
	 
	 
	 
	 
	 

	17.
	Shorter deployment in Conflict areas
	 
	 
	 
	 
	 

	18.
	Better mobilization of troops in a manner so that they get posted near their native state
	 
	 
	 
	 
	 

	19.
	Provision for recognition of good work
	 
	 
	 
	 
	 

	20.
	Better hygiene & sanitation at work
	 
	 
	 
	 
	 

	21.
	Improved inter personal relationship with boss and peers
	 
	 
	 
	 
	 

	22.
	Better access to Senior Officers
	 
	 
	 
	 
	 

	23.
	Improvement in standard of living of battalions in different States
	 
	 
	 
	 
	 

	24.
	More rest and recuperation time
	 
	 
	 
	 
	 

	25.
	Development of Force campus along the border deployment.
	 
	 
	 
	 
	 

	26.
	Increasing Sanctioned and  Operational strength
	 
	 
	 
	 
	 

	 
	Service Condition related Factors
	 
	 
	 
	 
	 

	27.
	More training opportunities
	 
	 
	 
	 
	 

	28.
	Better availability of Equipment
	 
	 
	 
	 
	 

	29.
	Increase in Salary
	 
	 
	 
	 
	 

	30.
	Providing family accommodation near place of posting/ HRA
	 
	 
	 
	 
	 

	31.
	Better Allowances & benefits
	 
	 
	 
	 
	 

	32.
	Timely disbursement of allowances
	 
	 
	 
	 
	 

	33.
	Better leave policy
	 
	 
	 
	 
	 

	34.
	Better Promotional prospects / Timely Promotions
	 
	 
	 
	 
	 


 
 Q4.  In your opinion to what extent the following factors are responsible for suicide among  GOs, SOs and ORs. Kindly give your opinion on a 5 point scale. 1- Not at all responsible; 2- Somewhat responsible; 3- Moderately responsible; 4- Responsible; 5- Highly responsible

	Sl. No
	Factors
	GOs
	SOs
	ORs

	1.
	Job related factors
	 
	 
	 

	2.
	Service conditions related factors
	 
	 
	 

	3.
	Infrastructure & Amenities related factors
	 
	 
	 

	4.
	Leadership related factors
	 
	 
	 

	5.
	Family and social aspects related factors
	 
	 
	 

	6.
	Personal factors
	 
	 
	 


 
Q6.  In your opinion, what could be the reasons for suicide in CAPFs? Kindly share.
Q7. Any other suggestions to reduce attrition and suicides in CAPFs.
Q8. What was your reason for leaving the Force?

Stressor 1
Job related


Stressor 2
Service conditions related
 


Stressor 3 Infrastructure & Amenities related 


Stressor 4 Leadership related


Stressor 5
 Family & Social aspects related


Stressor 6 Personal factors


Different Stressors for Personnel

















1


Service Conditions related Stressors


2


Leadership related Stressors


3


Family and Social aspects related Stressors


4


Job related Stressors


5











Personal Stressors








s


6


Infrastructure and Amenities related Stressors















Delay in promotion / Lack of promotional opportunities


Isolation from family / 
Not enough time to spend with family 






Lack of Family Accomodation at the place of Posting






Harsh Behaviour/
Abusive Language














1


Better Leave Policy


2





3





Improved Inter -Personal relationships with boss and peer


Ease in getting Medical facilities for self and family members









Job & Service conditions related  Issues


Family and Social aspects related Issues


Leadership related Issues


Welfare related Issues


General Issues








Job  & Service Conditions related Issues


Lack of Promotions


Lack of Growth Opportunities


Overburden of work resulting in sleep deprivation


Leave related issues 


Dissatisfaction fron New Pension Scheme 


Issue of Posting


























Family and social aspects related Issues


Financial crunch


Land related legal issues


Nuclear family


Marital discord


Not able to stay with family/ No Social Life



















Leadership related
Issues


Discrimination by Seniors


Not heard/
empowered  by Seniors


No recognition from Seniors


Improper Channel of Communication 


Behavior and Language of Seniors




















Welfare related Issues


Absence of proper welfare measures


Ineffective grievance  redressal  mechanism 


Absence of proper medical facilities 


Lack of legal support and help  from civil authorities 

















General 
Issues


Non- Parity of payrolls


Less operational strength 


Gaps between expectation and reality 


Poor Infrastructure and lack of basic amenities

















Key Recommendations


Initiatives for ensuring mental well being 


Strengthening Job, Service conditions and Welfare related Initiatives


Communication, Advocacy and Outreach related Initiatives


Interactional opportunities  related Initiatives














*Establishing Employee Wellness Cell Sarthak' 
*Regular mental health assessments
*Psychological Assessment at the time of recruitment
*Promote awareness of mental well being




Initiatives for ensuring mental well being


*Capacity building Programmes & workshops
*Providing better Promotioanl avenues
*Leave Management System
*Enhance manpower strength
*Allowing families to Stay near the Posts
*Improve Welfare Measures
*Realistic Job Preview
*          *Strengthen Liaison with Civil Authorities




Strengthening Job, Service Conditions and Welfare related Initiatives


                      

   

*Strenghtening the buddy system

    *Improving behaviour and communication by Top Leaders

*Introducing the concept of Choupals in Forces

*Mentorship Scheme

*Developing CONDUCIVE 
Culture



 





*Surveys to assess Engagement level
*Systematic Feedback system
* Communication of NPS
*More Grievance Redressal sessions
*Orgamising Annual family days
*Sharing of best Practices
*Making Documentaries 



  *





Communication, Advocacy & Outreach related Initiatives


           * Interactional


     Opportunities related            	Initiatives
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