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Effectiveness of HR Policy in ITES at Chennal

D. K. Hemamalini, G. Sundharavadivel

Abstract: All policies are based on the recruitment, selection,
and separation of employees are included in this function. The
HR policies define how the organization wants to utilise the key
aspects of people management. As guidelines it aim is to ensure
that any HR issues are deal with consistently in accordance with
values and vision of an organization and in line with certain
defined principles. Human resource policy helps to the
attainment of business strategy of the organization. Therefore,
human resource policy is important for the survival, growth and
improvement of the organizations. This article majorly study on
the factors affecting the HR policies followed at the ITES
industries at Chennai.

Keywords : About four key words or phrases in alphabetical
order, separated by commas.

I. INTRODUCTION

Information technology (ITES) industry in India is

comparatively a emerging industry. The Indian software
industry can be considered one of the 20th century’s most
surprising economic improvement, with India apparently
coming from nowhere to become a major supplier of
manpower and software development service to the US and
the remaining of the development world. India possessed a
surfeit of scientifically trained talent whose skills were easily
adaptable and flexible to the needs of the software industry.
The story on the India information technology (ITES)
industry is characterized by the evolution of capabilities.

Il. NEEDFORTHESTUDY

Human resource policy implies to build and sustain a
manpower resource conducive environment for workforce for
maintaining organizational sustainability.

Human resource policy act as a guideline for managerial
decision-making on all human resource issues.

Human resource policy used to bring in and maintain “

equity” without any discrimination within the organization
and build sensible relationship at all levels.

Human resource policy is useful in achieving the business
competitive advantages of the organization effectively.
Human resource policy helps the management in enhancing
its human resources. This does not make any problem or
ambiguity as all the decisions are taken in the lights of
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predetermined human resource policy.
Human resource policy guide to extend effectively the “

control” perform of the organisation.

Human resource policy encourages and expects the
commitment of the manpower through its various decisions
making within the organization.

I1l. SCOPE OF THE STUDY
A. Employment

Employment policies should provide clear guidelines on

the following points:

e  Minimum hiring qualification.

e Basis (length of service or efficiency) to be followed in
discharging an employee.

e  Preferred source of recruitment.

e Reservation of seats for schedule castes, schedule tribes,
handicapped persons and ex-servicemen.

e Layoff and retiring.

B. Training and Development

e  Attitudes toward training

e  Obijectives of training.

e Basis of training.

e Orientation of new candidates.

e  Opportunities for career advancement.

C. Transfers and Promotions

e Rational of transfers

e  Periodicity of transfer

¢ Relative weightage to seniority and merit in promotion
e  Seniority rights

e Channels of promotion

D. Working Conditions

e  Working hours, Numbers and duration of rest intervals,
Overtime work, Safety rules and regulations, Shift work,
Leave rules

E. Employee Services and Welfare

e Types of services- housing, transportation, medical
facilities, Education of children, group insurance, credit
facilities, purchase of company’ s products at discount,
social security etc.

e Financing of employee services

e Incentives to motivate

Published By:
Blue Eyes Intelligence Engineering
& Sciences Publication

Exploring Innovation


mailto:dk.hemi@gmail.com

Effectiveness of HR Policy in ITES at Chennai

F. Industrial Relations

e Handling of grievances

e Recognition of trade union

e  Suggestions schemes

e Discipline and conduct rules

IV. OBJECTIVES OF THE STUDY

Primary Objective
e To measure the Effectiveness of HR policies in ITES
companies at Chennai

Secondary Objectives

e To find out the employees are aware the policies
followed in the organization.

e To analyze the type of HR policies followed in the
organization.

Employment policies

Training and Development

Transfers and promotions

Working conditions

Employee services and welfare

Industrial Relation

e To find out the employee suggestion to improve the HR
policies.

O O O O O O

V. LIMITATIONS OF THE STUDY

e Time was one of the major constraints as the period of
the study was for 3 months.

e Some of the respondents are unwilling to respond to the
questionnaire because of their heavy work schedule.

e The sample size collected for the research is only 110
samples so the accurate results cannot be delivered.

e The respondent’s options may be biased.

VI. RESEARCH METHODOLOGY

The Area of study is Human Resource Management and
the study is on Effectiveness of HR policies in ITES

companies at Chennai. The sampling method adopted for the
study is Convenience Sampling. The sample size for the
survey is 110. For testing the quality the questionnaire was
administered to 11 sample, based on their feedback
modification where made in the questionnaire. To analysis
the data, the program statistical program for social sciences
(SPSS) 19.0 was used. The hypothesis were tested with
percentage, one way ANOVA, pearson’s correlation.

VII. RESULTS AND DISCUSSION

Reliability Analysis-Scale (Alpha)
Table — 1: Reliability

Dimension Mean Varianc sD Cronbach’
S e s Alpha
7 102.30 111.16 11.25 0.790

The table reveals that HR Policies questionnaire has adequate
reliability (Cronbach’s Alpha “r” = 0.790).

Table 2: Show the mean, standard deviation, F-value and
p-value of employment policy, training and development,
transfers and promotion, compensation, working conditions,
industrial relations and employee services and welfare on
Age

Hypothesis — 1

Null Hypothesis HO: There is no significant relationship
between employment policy, training and development,
transfers and promotion, compensation, working conditions,
industrial relations and employee services and welfare on
Age

Alternative Hypothesis H1: There is significant
relationship between employment policy, training and
development, transfers and promotion, compensation,
working conditions, industrial relations and employee
services and welfare on Age

Table — 2: Difference Between Age and Dimensions of HR Policies
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Age N Mean Std. Deviation F-Value P-Value
<25 years 20 135 3.17
. 25-35 years 34 13.0 2.65

Employment Policy 3.30 0.023*
35-45 years 33 14.35 311
>45 years 23 12.0 2.26
<25 years 20 144 2.32
o 25-35 years 34 14.0 1.92

Training and Development 2.20 0.097(NS)

35-45 years 33 149 2.04
>45 years 23 13.7 1.50
<25 years 20 16.1 2.36
25-35 years 34 154 2.38

Transfers and Promotion 2.89 0.038*
35-45 years 33 148 2.76
>45 years 23 14.02 2.26
. <25 years 20 13.25 3.24

Compensation 0.510 0.676(NS)
25-35 years 34 12.73 271
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35-45 years 33 1251 2.06

>45 years 23 13.21 2.55

<25 years 20 17.20 2.89

) N 25-35 years 34 17.29 2.46
Working Conditions 1.335 0.267(NS)

35-45 years 33 16.63 2.83

>45 years 23 15.95 2.54

<25 years 20 15.95 2.35

. . 25-35 years 34 16.52 2.32
Industrial Relation 0.630 0.597(NS)

35-45 years 33 16.51 2.25

>45 years 23 15.86 2.22

<25 years 20 11.55 1.82
Employee service and 25-35 years 34 11.26 1.92 0.362 0.781(NS)

welfare 35-45 years 33 11.72 1.82 ' '
>45 years 23 11.60 192

*significant at 0.05 level; **significant at 0.01 level; NS — Not significant

There is a statistically significant difference between the
employment policy and age F-value = 3.303, p-value =
0.023* at 0.01 level.

There is a statistically significant difference between the
training & development and age F-value = 2.2074, p-value =
0.097 at 0.01 level..

There is a statistically significant difference between the
training & performance and age F-value = 2.896, p-value =
0.038 at 0.05 level.

There is no statistically significant difference between the
compensation and age F-value = 0.510, p-value = 0.676at
0.01 level.

There is no statistically significant difference between the
working condition and age F-value = 1.335, p-value = 0.267
at 0.05 level.

There is no statistically significant difference between the
industrial relation and age F-value = 0.630, p-value =

0.597at 0.01 level.

There is no statistically significant difference between the
employee services & welfare and age F-value

Table 3: show pearson’s product moment correlation of
employment policy, training and development, transfers and
promotion, compensation, working conditions, industrial
relations and employee services and welfare

Hypothesis 5: There is no  relationship between
independent variable employment policy, training and
development, transfers and promotion, compensation,
working conditions, industrial relations and employee
services and welfare
Hypothesis 6: There is relationship between independent
variable between independent variable employment policy,
training and development, transfers and promotion,
compensation, working conditions, industrial relations and
employee services and welfare

Table — 3: Correlation Between Dimensions of HR Policies

EP TD TP COM wC IR ESW
EP 1
TD .370* —
TP -0.306** 0.304** —
COM 0.201* -0.083 0.082 —
wcC -0.053 0.256** 0.461** 0.202* —
IR -0.227* -0.077 0.023 -0.228** 0.013 -
ESW -0.163 -0.110 0.249** 0.128 0.398** -0.147 _

It is found that there is a negative correlation between
transfer & promotion and employment policy (r-value =
-0.306). The correlation co-efficient between transfer &
promotion and employment policy is ( r-value = -0.306)
which indicates 30.6 percentage of negative relationship
between compensation and training and development is
significant at (p< 0.01)

It is found that there is a positive correlation between
transfer & promotion and training & development ( r-value =
0.304**). The correlation co-efficient between transfer &
promotion and training & development is ( r-value =
0.304**) which indicates30.4 percentage of positive
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relationship between transfer & promotion and training and
development is significant at (p< 0.01)

It is found that there is a positive correlation between
working condition and transfer & promotion t ( r-value =
0.461**). The correlation co-efficient between working
condition and transfer & promotion is ( r-value = 0.461**)
which indicates 46.1 percentage of positive relationship
between working condition and transfer & promotion is
significant at (p< 0.01)
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It is found that there is a positive correlation between
employee service , welfare and working condition ( r-value =
0.398**). The correlation co-efficient between employee
service , welfare and working condition is ( r-value =
0.398**) which indicates 39.8 percentage of positive
relationship between employee service , welfare and working
condition is significant at (p< 0.01).

VIII. FINDINGS

Compensation Policy

40.8% of the employees disagree that the compensation
provided by the organization is far and adequate.

Working Condition Policy

41.9% of the employees disagree that shift base work is
followed in the organization.

Employees service and welfare policy

41.9% of the employees said that group insurance facilities
is excellent

Training and Development policy

38.1% of the employees disagree that the organization
provides opportunities for career development.

38.2% of the employees disagree that the training
programme provided by the organization is relevant to the
job.

Statistical Findings

ANOVA

There is a statistically significant difference between the
employment policy and age F-value = 3.303, p-value =
0.023* at 0.01 level.

There is a statistically significant difference between the
training & development and age F-value = 2.2074, p-value =
0.097 at 0.01 level..

There is a statistically significant difference between the
training & performance and age F-value = 2.896, p-value =
0.038 at 0.05 level.

Correlation

It is found that there is a positive correlation between
transfer & promotion and training & development ( r-value =
0.304**). The correlation co-efficient between transfer &
promotion and training & development is ( r-value =
0.304**) which indicates30.4 percentage of positive
relationship between transfer & promotion and training and
development is significant at (p< 0.01)

It is found that there is a positive correlation between
working condition and transfer & promotion t ( r-value =
0.461**). The correlation co-efficient between working
condition and transfer & promotion is ( r-value = 0.461**)
which indicates 46.1 percentage of positive relationship
between working condition and transfer & promotion is
significant at (p< 0.01).
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IX. RECOMMENDATIONS
A. Compensation

There should be a just and equitable balance between effort
and reward. The compensation should facilitates the
employee in maintaining a socially desirable standard of
living and should be comparable to the pay for similar work
elsewhere. The compensation plan should be easy to
understand and simple to operate. The compensation plan
should be large enough to encourage the workers. The
operation and effectiveness of the compensation policy
should be reviewed frequently. Any deficiency in the policies
or in its administration should be properly rectified

B. Training and Development Policy

Training and development programs of the company form
a part of the continues process in integrating the needs of a
developing organization with the aspirations of individual
for fulfillment of career objectives. These activities at
perform at two levels, namely the management development
at the corporate level and training at the operational level.
While the corporate level training programmes are basically
helps to improve the managerial effectiveness, the
operational level programs are oriented towards technicians,
supervisors, engineering/ commercial trainings and such
other categories of employee/ trainings. The method and
process of training should be related directly to the needs and
objectives of the organization.

C. Employee Service and Welfare

Organization offer life and health and group insurance
programmes to their employees. Most organization offers
insurance at a low cost, for below what individual would have
to pay to buy insurance by themselves.

X. CONCLUSION

From the analysis, it has been found that the most of the
employees in the company were satisfied but changes are
required and mandatory. According to the changing scenario
of HR policies that has a great effect on working of the
company as a fresh blood, new idea enters in the company.
Selection process is also good and the company’s recruitment
department is doing well in placing the candidates and filling
the job vacancies for all levels of positions. Some of the
suggestions were mentioned to enhance the organizational
policies, strategies, procedures and process. The training and
development procedure should not be lengthy. The working
condition procedure should be impartial.
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