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PREFACE

One major concern about considering people as assets or resources
is that they will be commoditized and abused. Modern analysis
emphasizes that human beings are not “liabilities”, but are creative and
social beings in a productive company. Human Resource (HR)
Management research has recognized an important connection between
HR practices and firm-level financial and market outcomes, few studies
have considered the important role of employees’ perceptions of HR
practice. HR practices may play mediating roles in the HR practice-
performance relationship. This book is an attempt on the relationships
between employees’ perceptions of high performance HR practice use in
their job groups. Human Resource Management (HRM) is an integral
part of management, which very effectively guides their competency
and voting style. HRM plays an important role in revaluation
employee’s industry relation. Branding plays an important role in
today’s global business environment.

Therefore, this book covers different perspectives on Human
Resource Management, its practices and policies of the HR department
and its outlook to create positive environment for the HR practitioners.
Human Resource Management refers to the practices and policies
needed to carry out the personnel aspects of management. This book
includes issues on: analyzing jobs; planning manpower, needs and
recruiting competent people; selecting best people; appraising
performance and potential on continuing basis; meeting people, training
and developing people; managing compensation; communicating and
building employee commitment.

Dr. Ravindra Uttamrao Kanthe
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1.1 INTRODUCTION
Human Resource Management is an important aspect of any

organization. The Human Resources (HR) team is considered the think
tank of the organization and the employees as the working body. Work
of the HR team is to recruit qualified candidates for the company or any
organization. The Human Resource Management (HRM) function or
process includes a variety of activities and key among them is deciding
what staffing needs you have and whether to use independent
contractors or recruit employees to fill these needs, recruiting and
training the best employees, ensuring they are high performers, dealing
with performance issues, and ensuring the Personnel and Management
practices conform to various regulations. Activities also include
managing approach to employee benefits and compensation, employee
records and personnel policies. Organization should frame proper HRM
plan and policies procedure which directly impact on the employees’
performance. Usually, small businesses (for profit or non-profit) have to
carry out these activities themselves because they cannot afford part or
full-time help. However, organizations should always ensure that
employees are aware of the personnel policies and statutory provisions
which conform to current regulations. These policies are often in the
form of employee manuals, which all employees have.

The HRM function and Human Resource Development HRD
profession have undergone tremendous change over the past twenty-
thirty years ago, large organizations looked at the ‘Personnel
Department,’ mostly to manage the paperwork around hiring treated
human as like machines and paying people. Those days organizations
were recruited Personnel Manager. Before that, Administrative
department was handling all kinds of employees’ issues and problems.
More recently, organizations consider the ‘HR Department’ as playing a

Research Design1

Chapter
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major role in staffing, training and helping to manage people so that
people and the organization are performing at maximum capability in a
highly fulfilling manner. Research on HRM has gained considerable
importance all over the world. In a liberalized economy, the scope of
research on HRM is vast and varied. Many scholars have conducted
studies and suggested measures to improve the efficiency, productivity
of HRM organization and management. The present research studies in
detail, the HRM policies, HRM concepts, HRM techniques etc. and try
to touch recent trends in HRM.

Globalization and rapid industrialization have an increasing need
for HRM practices in every country. HRM practices are required to be
re-constructive, re-structured and re-oriented to meet the needs arising
from the globalization process. New initiatives and measures explored
to tackle Globalization. The HRM practices include important aspects
like Recruitment, Selection, Motivation, Education and Training the
employees of the industry. It also includes rewards, empowerment,
coordination, knowledge sharing and performance appraisal etc. These
aspects provide ethical basis for HRM.

The role of HRM practice is creating not only competitiveness
among the employees but also efficiency can be increased by providing
adequate facilities to employees. It is only possible through proper
implementation of HRM practices and policies in the country as well as
throughout world industrial sectors.

Human Resource Management Practices and Its
Impact on Trade Union Activities

The Indian Constitution had focused on the rights to form an
association and unions.

Due to Globalization, knowledgeable employees in the industries
increases. The Trade Unions in India should change their approach
according to changing scenario. It is true that Trade Unions played a
revolutionary role in protecting the interests of the workers even by
controlling and regulating the management at the cost of the
organization.

In India, we found very old and historical background of Trade
Union Movement. Every union having main objective is to protect
employees’ right by every union affiliated to different socio-political
ideology.



Research Design ◄— 3

Organization should have trusteeship approach towards employee.
Hence, due to rapid development of the Globalization, there is
diversified workforce working in the industries. Initially, Trade Unions
were opposing liberalization policies and MNCs but due to changing
fast industrial scenario and acceptance by industries and government
Trade Unions should change their stand and contribute to socio-
economic development. hence union should be cooperative and not be
obstinate. Due to lack of direction from the government and industries
skilled HR are shifting towards labour contractors to get their job and
adversely effect on their efficiency. As Alan Fox observed, management
may seek in some cases unilateral act and search for managing new
sources of pluralism and individualism at the workplace, bypassing
collective bargaining. Most of the private sector organizations have been
seeking to promote labour-management cooperation through
consultation rather than collective bargaining. Hence, the collective
bargaining machineries would not enjoy the same privilege under
liberalized economy. All Trade Union should unite and prepare one
common minimum programme on various employees’ development
issues which will be responsible to start positive culture and peace at the
industries’ premises. Therefore, it is concluded that the Indian
government should frame such rules and regulation of industries, which
will look at modern HR practices and constitutional framework.

Impact of Participative Management
In India, constitution had focused on “Right to Workers’

Participation in Management.”
It is observed that nowadays every organization come to know

importance of participative management. Credit goes to country Japan
because of World War II. Japan has introduced participative
management in industries.

Participative management and quality circles, Kaizen, Five-‘S’,
Pokyoke, etc. are today’s recent modern HRM practices. Today, the
purpose of participative management is to satisfy the social and
psychological needs of employees for association, sense of
belongingness and satisfaction of involvement in decision making.
Among other things, the outcome of participative management is
making use of human resource to the maximum extent through
satisfying their social and psychological needs. Further, the innovative
and creative abilities of employees will find utility value in the
organization under participative management. So, only innovation is not
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only important but also belongingness is very essential in an
organization. Only innovation may not be full fill demand of industry
along with continues development is needed of Human Resources.
Participative management provides added competitive advantage to the
industries. Hence, the significance of participative management would
be magnified under Globalized and free economy.

If organizations want to survive and sustain in this competitive era,
they should try implementing modern and best HRM practices, which
helps organizational growth through Human Resource Development.
The researcher has studied these modern practices and given explanation
in Chapter - IV.

Impact of Diversified Human Resource
It is often said that Indian society reflects unity and diversity, India

having is multi-religious and multi-cultural society. Western nations are
less diversified from every aspect of the society, so they can manage HR
easily. But in India, increasing industrialization and greater migration of
Human Resources one region to region from different aspect of the
Indian society. Even though the diversified Human Resources came
from different culture but their basic needs are same. So if,
organizations study properly their demands and try to fulfill with the
help of modern HR practice it will helpful to develop the industries.
Such diversity can be helpful if managed it properly. In the recent past,
managing diversity has emerged as a strategic challenge in the area of
human resource management due to globalization. Managing diversity
can be classified into two broad categories, viz., cross national and
international. To resolve the difficulty, organization should improve the
communication between HR department and the employees.

Hence, due to Globalization it can find variety of diversified work-
force working in the same organization and managing such kind of
human resource is a challenge today. So, proper modern HRM practices
should be implemented in the organization for success.

Human Resource Management Practices-Present
Status in Study Area

The HRM practices, policies, and procedures are essential for the
survival of any industrial units. If the scientific practices are not
implemented then industries will suffer the loss. The following
information presents the various HR practices used in few of the
industrial units of Miraj and Kupwad MIDC areas. In Miraj and
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Kupwad MIDC’s industrial units following HR Practices, Procedure and
Polices are implemented for the growth of industrial units.

Human Resource Management in micro, small and medium
industries is required more study to develop new policies. The effective
HR practices and strategies are very much required to achieve better
results.

Human Resource Planning
Planning means half work done. In Human Resource Management

Process start with HRP.
Human Resource planning is an important HR practice because it

is a process by which industrial units fulfill their requirement about
Human Resources through quantity and quality. In the Miraj and
Kupwad industrial units try to implement HR practice in the following
manner.

Every organization required proper and skilled employees for their
development. So, it is very difficult to find out optimum Human
Resources for SSI, hence proper planning is needed.

Most of the employees who are selected through the requirement
process are not satisfactory and misfit. The procedure of recruitment is
done on the basis of employee’s reference, gate recruitment and labour
contractor. It is observed that majority of recruitment is done by the gate
recruitment process and there is chance of employee being misfit. After
the recruitment of the employee as per HR planning properly trade and
qualification but it is seen that in the majority of industrial units
employees are placed on different and multiple jobs as per industrial
requirement. In addition, industrial units of MIDC do not properly
design employees work and job. Job Design an important process in
HRM helps in deciding the job in terms of its duties and responsibilities
and Job analysis relate to method technique relation and responsibility
technique relations and responsibilities. Job analysis also applied to
various areas, like Human Resource plan performance analysis, Training
and Development, Job Evaluation, Human Relation, Grievance redressal
and Industrial relation. It is observed that majority of the industrial units
of MIDC area do the job design by themselves but they do not do job
analysis process effectively for the growth of industrial units. These two
processes must be done effectively for proper HR Management.
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Training and Development Programme
Every organization growth is depend upon trained developed

Human Resources. Training and Development is an important process
for overall organizational development. Job and organization
requirement change from time to time in view of technological
development. Training and Development programme develops skills
and efficiency of the Human Resource, so this process is an important
one. The main objective of Training and Development is to meet the job
requirement. In the Miraj and Kupwad MIDC industrial units, Training
and Development programme are implemented in the following manner.

In the Miraj and Kupwad MIDC few of the industrial units are
provided one month training programme to meet the requirement of job.
Also due to these programme there is a change of attitude among the
employees. The duration of Training and Development programme is
provided once only employee’s job Tenure on the job training method
has used. However, for successful implementation of Training and
development programme it should not have barrier. But, the industrial
units has various barriers is that, shift wise working schedule as well as
time constraint, lack of expert trainer, etc., are the barrier the unit comes
across.

Compensation and Motivation Practices
Compensation and motivation are interdependent factors which

include motivation and compensation, proper bonus, and other fringe
benefits and facilities. If these things are properly provided to the
employee then the employee will have motivation to work satisfactorily.
In the industrial units of MIDC, Kupwad and Miraj compensation and
motivation is given to them but in the majority industrial units
compensation facilities are not provided to the employees as per
observation but P.F., D.A., HRA, Bonus, Gratuity and healthy organized
environment and culture are also essential to motivate the Human
Resources. Medical Allowance, are provided as per Employees’ Labour
Act. These are important aspects according to the employees. If they are
properly provided the employee will give his full commitment and
interest towards the job and organization.

Performance Appraisal System and Job Evaluation
Performance appraisal system and job evaluation forms an

important part in employees tenure The main objective of having
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appraisal and job evaluation is to know about employees performance
and how he has performed his job. In the selected industrial units of
MIDC performance appraisal system and job evaluation is done in
following manner.

Majority of industrial units use this performance appraisal system
for promoting their employees. There are various methods to access the
employees but the traditional method of comparison is widely used in
the industrial units of MIDC areas.

Integration
It has seen that majority of employees of MIDC not belong to any

National Trade Union but they are members of local bodies of unions.
Those are affiliated various political parties and their ideologies.

Trade unions plays an important part in industrial relations. Trade
union means association of workers this association is made to make the
employer/management aware of their responsibility towards their
employees. It is observed that majority of the employees are aware of
the Trade Unions activities, but they are not showing direct involvement.
In future the scenario might change so, it is advised to the industrial
units to manage the trade union and their activities in a successful
manner, to maintain healthy industrial relation and also keep peaceful
environment in their industrial area for solving grievance of employees.
MIDC industrial units have set up various departments, HRM, such as
HRD, HR welfare office, Admn. Dept., HRP, HRIS, industrial relation
and counseling dept., health and safety etc.

Maintenance and Safety Provisions
Maintenance and safety provisions are statutory for every industrial

units, due to which there are less accidents and hazards. The MIDC
Miraj and Kupwad industrial units have maintenance and safety
measures. They strictly maintain drug and alcohol free workplace, there
are less number of accidents. The industrial units also provide safety
training programmes for their respondent units. The industries also
conduct regular maintenance of safety provisions. The MIDC industrial
units also try to use latest machinery for reducing accidents in their units.
In addition, they organize safety awareness week.
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Welfare
Welfare is one of the important according to employees. The

industrial units of MIDC area try to provide all types of welfare
facilities for their employees whenever necessary. Some units provide
investment plans, transport, canteen, recreation, sport, terms and units
for their employees to increase their productivity. It helps to maintain an
informal organization structure. It is also found that very few
organizations take membership of Government welfare board.

Human Relations and Communication
Every Business or Industrial Units started for the catering needs of

society. So, hence Industrial Units are also part of society even then they
are economic entity. Satisfying the people with services, products and
with good relation is the prime objective of an organizations. HRM play
an important role in revaluation employee’s industry relations.

Maintaining healthy human relation is an important aspect in the
industrial world. If healthy human relations are maintained then the
productivity of the employee will increase. The Human Resource Policy
(HRP) which are implemented should also take closer look of
maintaining human relations. The HR activity should not be used for
mental discomfort but it should have wider scope for the betterment of
the employee (value, belief, emotions within themselves). The industrial
units in the Miraj and Kupwad area try to maintain healthy human
relation through one to one communication. However, it is observed that
special executive is not appointed for this purpose. Supervisor, employer,
manager are trying to implement this activity.

Emotional Intelligence
Best survival is best fittest. Every manager of industrial units

should have skill set of emotional intelligence. Not only managers but
also all type Human Resources also. It is observe that many of managers
and employees not involving with their subordinate.

Emotional Intelligence has gained importance in today’s Human
Resource Management. Emotional Intelligence (EI) means ability to
share the employees’ emotional feeling with the superiors. If the
Manager or Employer has the skill of Emotional Intelligence then, it
will he can help the employee to get relief from his stress. The industrial
units of MIDC area are not aware of these new concepts. They only look
at the work done by the employee and his productivity. So, to increase
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productivity of the industrial units, the leader or manager should acquire
skills of Emotional Intelligence.

The above HR practices are observed in the MIDC industries but
the accepted HR practices like HRD, Training and Development,
Performance Appraisal and Management Systems, Job Evaluation
methods, Competency mapping, modern method of HR, etc. are not
fully used in the Miraj and Kupwad MIDC industrial units. It is also
known that majority of industrial units unknown with modern Human
Resource Management practices. Hence researcher selected this
problem for indepth study. The main reason is that most of the industrial
units are Micro SSI and because of full form lack of awareness they feel
that they cannot afford these modern method practices and procedures.
Today MIDC Miraj and Kupwad Industrial units are facing lot of
problems and most of the industrial units are about to close down. One
of the problem is in the following area is lack of management’s attitude
towards implementing HRM practices in the study area. This present
study “Study of HRM practice in selected industrial units focuses on the
existing HR practice in the selected industrial unit and also tries to find
solution to the problem which these industrial units are facing. Hence,
the study on Human Resource in Selected Industrial Units of Miraj and
Kupwad MIDC industrial units has been carried out by the researcher

1.2 STATEMENT OF THE PROBLEM
The subject selected by researcher aim to focus on the existing HR

practices and its utilization in the selected industrial units of Miraj and
Kupwad Maharashtra Industrial Development Corporation (MIDC)
areas. Hence, researcher has selected problem “Study of Human
Resource Management Practices in Selected Industrial Units, in Miraj
and Kupwad MIDC Areas.”

The Maharashtra Industrial Development Corporation (MIDC) is
playing an important role in the industrial development in Maharashtra
state. Miraj and Kupwad MIDCs are one of the oldest MIDCs in the
state. The Miraj and Kupwad MIDCs are developed due to these other
MIDCs in Sangli regions are developed. The Miraj and Kupwad MIDC
have Micros, Small and Medium-scale industrial units since 1962. The
industries in Miraj and Kupwad are well equipped and well developed in
all respects. Even though facing lot of problems, due to these some of
the industrial units wants to shift their units to other states like
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Karnataka. Hence, the researcher has selected this MIDC area for the
detailed study.

1.3 OBJECTIVES OF THE STUDY
1. To study the conceptual aspects of Human Resource

Management.
2. To study the Effectiveness of Existing Human Resource

Practices, Procedures and Policies in the industrial units.
3. To analyze and interpret the data relevant to the subject matter.
4. To study the implementation of modern methods at Human

Resource Management Practices, Policies and Procedures.
5. To suggest the measure for development or improvement of

Human Resource practices in the industrial units.

1.4 SCOPE OF THE STUDY
The Research study titled, “Study of Human Resource

Management Practices in Selected Industrial Units, in Miraj and
Kupwad Industrial Areas” has focused on selected industrial units of
MIDC in the Miraj and Kupwad areas.

1. The area of the study was the organized and unorganisad
employees in the industrial units of Miraj and Kupwad MIDC
areas.

2. Presernt and practiced Human Resource Management practices
of selected units of Miraj and Kupwad MIDC areas.

3. The study focused on problems associated with implementation
and particular HRM practices in study units.

4. The study is concerned with traditional and modern HR
Practices in the study area.

1.5 HYPOTHESIS
Since the study is related to the Human Resource Management

practices in area following hypotheses have been put to test in the study.
1. There is Positive Relationship between Human Resource

Management practices and industrial progress.



Research Design ◄— 11

2. Best Human Resource Management practices have positive
impact on employees’ satisfaction.

3. Most of the industrial units do not following accepted Human
Resource Management practices.

1.6 RESEARCH METHODOLOGY ADOPTED FOR
THE STUDY
In order to collect the relevant information pertaining to “STUDY

OF HUMAN RESOURCE MANAGEMENT PRACTICES IN
SELECTED INDUSTRIAL UNITS, IN MIRAJ AND KUPWAD
MIDC AREAS” the following methods has been adopted.

The research methodology of present study are as follows.

A. Sources of Data Collection
1. Primary Sources

(a) Survey Method
(b) Observation Method

2. Secondary Sources
(a) Visited well known libraries
(b) Manufacturer’s Association, Miraj
(c) Maharashtra Government Offices
(d) Websites

1. Primary Sources of Data Collection
The primary data is collected where supported by the spot

observation of the concerned industrial unit. The survey method was
adopted to collect the relevant information. Pilot survey was conducted
initially to finalize certain issues.

A comprehensive questionnaire was administered to collect
additional relevant data, personally visited the industrial units of MIDC
Area of Miraj and Kupwad. Observation method was followed. Thus
data collected from both sources were then tabulated and used for
further analysis.

(a) Survey Method
In order to collect the required information the researcher has
used the survey method, which is carried out by personally
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visiting Industrial Units to different sources and considered in
this research for the collection of required data. The data was
collected by conducting a survey of selected industrial units in
the Miraj and Kupwad MIDC a comprehensive questionnaire
was personally administered to the concerned unit during the
study period.
Thus, the questionnaire was administered by personal visit to
the concerned department and Industrial Units employees and
staff. Pilot survey was conduced with industrial staff and
employees to clarify and finalize certain key issues.

(b) Observation Method
To have a microscopic view of the Human Resource
Management Practices, Policies and Procedures, the researcher
has adopted an observation method too. The objective of this
observation method was to cross-examine the various
responses received from the respondents regarding Human
Resource Management Practices, Policies and Procedures of
the Industrial Units in MIDC Area. During the visit researcher
observed that the methods adopted in maintaining healthy
relationship with workers, employees and staff of industrial
units and the general functioning of administration and
management.

2. Secondary Sources of Data Collection
Secondary data relating to MIDC and HR practices at the micro

level along with the secondary data relating to industrial unit concern
were Secondary data was collected through visits to –

(a) Visited Well Known Libraries
1. Visiting well known libraries. For the collection, review

of literature from text books, periodicals, magazines and
annual reports etc.

(b) Manufacturer’s Association
1. Miraj and Kupwad MIDC Manufacturer’s Association,

Miraj.
2. Krishna Valley Chamber of Commerce Club, Kupwad.
3. Deccan Manufacturing Association Sangli
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4. Vasantdada Industries Estate and Co-operative Society,
Sangli

5. Sangli and Miraj Manufacturing Association, Sangli
6. Govindarao Manufacturing Industries Estate Co-operative

Society
(c) Maharashtra State Government Offices

1. Various office documents, reports and office records.
2. Maharashtra Industrial Development Corporation

(M.I.D.C) Sangli office.
3. Sangli industrial center (D.I.C.)
4. Maharashtra Industrial Welfare Board. Sangli.

(d) Websites
1. http://www.midcindia.org
2. www.maharashtra.com
3. www.sangli.com.

Thus, the collected data from both sources where then tabulated
and used for further analysis.

1.7 SAMPLING DESIGN
The researcher has framed following sampling design.
The researcher has adopted quota sampling with 52 selected

industrial units as sample size of its study. In order to solicit the proper
responses the researcher has focused on those respondents willing to
participate and co-operate in the present study. Miraj and Kupwad
MIDC as a study area for research. The researcher has selected
randomly 52 industrial units and 520 employees as a sample size for the
study. Due care was taken to see that each industrial unit followed a
certain criteria for the study, those industrial units from Miraj and
Kupwad MIDC areas who are old in establishment and performed well
in respect to the better services and qualitative products. Out of the 261
industrial units, the researcher selected 52 units as a sample size for this
study. Further, the researcher has used structured questionnaire to get
relevant data.
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1.8 VALIDITY OF THE STUDY
Industrial sector occupies an important position in the Indian

economy. It provides largest level of workforce to the country.
Industrial sector forms the backbone of the Indian economy and
industrialization for the last five decades.

Economic liberalization and globalization have their impact on all
segments of economic activities including personnel management and
industrial relations. They demand high skilled and committed personnel
and provide the scope for high quality of work life. However, they result
in unemployment to less skilled personnel in short run; continuous
development of human resources along with setting up of a number of
new industries would provide better employment opportunities. The
salary and benefits administration would tend towards the market factors.

The industrial relations system may not take much deviation but
the actors of industrial relations may be required to play a more co-
ordinated role in order to strengthen the competitive abilities of the
organization. Government would play the role of a facilitator, trade
union plays a balanced role of satisfying the demands of managements
too, management fulfils its role tending towards individual needs rather
than generalizing them. Thus, the emphasis may shift from industrial
relations to human relations.

The competitive culture of market economy would result in
personnel problems, health problems like executive stress and tension.
These changes would call for special emphasis on counseling and
human resource maintenance and development. However, the
perseverance of Indian culture would resist the spreading up of such
type of ill effects. Thus, liberalization would have positive impacts on
human resource management in the long run in the county.

Advanced countries in the world have experienced the economic
progress and industrial development are interdependent. In a developing
economy like India industrial sector should be viewed not only as a
series of specialized activities related production, pricing, and marketing
of a products but also as continuing thought process about HRM which
seeks to build the present situation in the scope of future.

Industrial sector needs HRM to function well for growth of the
employment and economic prosperity of the country. In order to provide
dynamism and efficiency in the HR System, industrial sector are
supposed to be related bound with the process of economic development,
which depends on the specialization of production as well as HRM for
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e.g., Division of labour is fundamental aspect. Many examples can be
given like this. This study is an outcome of primary survey conducted in
the Miraj and Kupwad MIDC areas, which covers Human Resource
Management. practices.

In view of the above discussion and taking in to account of the
various aspects directly affecting the HRM practices in the industrial
sector, to solve the existing HR problems steps should be taken through
appropriate Human Resource Management Practices.

The researcher has recommended the valuable suggestions, which
are more useful to Miraj and Kupwad MIDC areas industrial units.

1.9 LIMITATIONS OF THE STUDY
As every research has limitation, this study also encountered

limitations during the study. Initially survey was carried out by visiting
industrial units, which were selected by researcher in study area. The
questionnaire was prepared and contacted the organization with prior
appointment it was a time consuming activity. Arrange only 8 to 12
employees and 2 to 3 Employer or Managers were interviewed.
Questionnaire and discussion were held which required lot of time.

It was very difficult to get appointment of managers and owners of
the industrial units, as they were busy with their work. Secondly, it was
very difficult to convey the importance of this research work to them.
Different sectoral industrial units were existing, so convincing a similar
questionnaire was a tedious task. Interest towards filling questionnaire
was poor. Secondly, getting correct and important information was not
possible due to fear of management. During this study, the researcher
came to many situations where he had to create confidence among the
employees for not disclosing their views to the management and also
researcher has to convince the manager and employer that, this study is
for an academic purpose only and the information will be kept
confidential and which will useful for the development of industries.

Sources of contract workers, worker payment to temporary workers
and any other financial aspect are not covered under this study. The
present study being based on the HR Practices, rest all other information
like sales taxes paid was of no use.
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