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INTRODUCTION

HR people are a kind of hybrid: one part pastor, who hears all sins and complaints without recrimination, and one part parent, who loves and nurtures, but gives it to you fast and straight when you’re off track.”

                                                                                         – Jack Welch, Winning,


Human Resource Management is one of the most complex and challenging field of modern management. It builds up an effective work force, handles the expectations of the employee ensure that they perform at their best. It has to take into an account the firm’s responsibilities to the society.


Human Resources are one of the most valuable assets .Human Resource Management is the central subsystem of an organization and it permeates all type of functional management viz., Production management, marketing management and financial management.

Human Resource Management is the effective management of people at work. Human Resource Management examines what can or should be done to make working people more productivity and satisfied.
HISTORY OF HUMAN RESOURCE MANAGEMENT


Human Resource Management can be traced to England, where masans, carpenters,leather workers and other craft people organized themselves into guilds. They used their unity to improve their work condition. The field further developed with the arrival of Industrial revolution. In the later part of 18th century which laid the basis for a new and complex industrial society.

The field of Human Resource Management as it currently exists represents a crystallization of a variety of historical and contemporary factors:

The industrial revolution: During this period machines were brought in; technology made rapid progress; Workers were treated like ‘glorified machines tools’. Employers were keen to meet production targets rather than satisfy workers demands.

Scientific management: scientific management is nothing but a systematic analysis and breakdown of work into its smallest mechanical element and rearranging them into their most efficient combination. Individual selected to perform the task should be perfectly matched, physically and mentally, to the requirements to the task as possible and that overqualified individual should be excluded. Employees should also be trained carefully by supervisor to ensure that they performed the task exactly as specified by prior scientific analysis. (Taylor) 

Trade unionism: Workers join hands to protects against the exploitative tendencies of employers and the prohibitive, unfair, labour practices through unions. Unions tried to improve the lot of workers through collective bargaining, resolving the grievance of workers relating to working condition, pay and benefits, disciplinary action etc., 


Human relations movement: Employee productivity was affected not only by the way the job was designed and the manner in which employees were rewarded economically, but by certain social and psychological factors as well. Human relation movement led to the wide scale implementation of behavioural science techniques in industry, training programmes emphasising support and concern for workers programmes to strengthen the bonds between labour and management and counselling programmes whereby employees were encouraged to discuss both work and personal problems with trained counsellors (Elton Mayo).


Human resource approach: The human resource approach assumes that the job or the task itself is the primary source of satisfaction and motivation to employees. The emphasis in the human resource approach is on individual involvement in the decision made in the organization. 
DEFINITION OF HUMAN RESOURCES MANAGEMENT:


According to Lennon C. Megginson, the term Human Resources Management refers to “the total knowledge, skills, creative abilities, talents and aptitudes of an organisation workforce, as well as the values attitudes and benefits of the individual involved”. “Human Resources Management is the function performed in organisation that facilitates the most effective use of people to achieve organisational and individual goal” (Ivancevich and Glueck, 2003).


“Human Resources Management is defined as “mutual goals, influence, mutual respects rewards and mutual responsibility (warton, 2000). Human Resources Management defined as the ‘process of attracting, developing and maintaining a talented and energetic workforce to supports organisation mission, objectives and strategies (Schermerhorn, 2001).
MEANING OF HUMAN RESOURCES:- 

The people that staff and operate an organisation as contrasted with  the financial and material resources of an organisation(willam R.Tracey).

In a  company the employees are looked at as a  resources, even more important than the other resources such as the building or the machinery or the money. There may be an administrator or a whole departments to manage the welfare of the Human elements. Hiring and promotion , fringe benefits, etc.(www.blurtit.com)
OBJECTIVES OF HUMAN RESOURCES MANAGEMENT:-


The principal objectives of Human Resources Management may be listed below

a. To help the organization to reach its goal: Human Resource department, like other departments in an organization, exists to achieve the goal of  the organization first and if it does not meet this purpose,HR department(or for that matter another unit) will wither and die. 

b. To Employee the skills and abilities of the workforce efficiently: The primary purpose of Human Resources Management is to make people’s strengths productive and to benefits customers, stockholders and employees.

c. To Provide the organisation with well-trained and well-motivated employees:  Human Resources Management requires  that employees to be motivated to exert their maximum efforts, that their  performance be evaluated properly for the  results and they  be remunerated on the basis of their contribution to the  organisation.
d. To increase the fullest the employee’s job satisfaction and self-actualisation: it tries to prompt and stimulate every employee to realise his potential. To this end suitable programmes have to be designed aimed at improving the quality of work life.
e. To develop and maintain a quality of work life: It makes employment in the organisation a desirable, personal and social, situation. Without improvement in the quality of work life, it is difficult to improve organisational performance.
f. To communicate Human Resources policies to all employees: It is  responsibilities to Human Resources Management to communicate in the fullest possible sense; tapping ideas, opinion, and feeling of customers, non customers, regulators and  external public as well as understanding the views of internal Human Resources.
g. To be ethically and socially responsive to the needs of society: Human Resources management must ensure that organisation manage human resources in an ethical and socially responsible manner through ensuring compliance with legal and ethical standards.
OBJECTIVES OF THE STUDY:-   


The present study was conducted in order to know about the employees perception towards Human Resources practices    
a. To study about the socio economic back ground of the employees.

b. To draw the general inferences about the perception of the employee about the Human Resources practices.

c. To study the effectiveness of Human Resources Management functions in the organization
REVIEW OF LITERATURE

INTRODUCTION


Review of literature deals with the study of relevant materials related to the topic of research. It helps the researcher to gain familiarity about the topic. The knowledge of other research literature is very important for social researchers as it serves as guiding source for the research. Review of literature contains the previous research done by other researchers on the same area. These sources help the other researches who wish to carry out their research in the same field.

Human Resources are a term used to describe the individuals who make up the workforce of an organisation. Human Resources is also the functions within the organisation charged with the responsibilities for implementing strategies and policies to the management of the individuals (www.humanresoures.org)

Among the major resources of production, via, machine, materials and money, human resource are most vital and play a prominent role in the success of an organization. It requires radical changes in our systems go values, in the way we evaluate human resource in their working environment, regardless of the type of organization and in the way we view the management functions itself, regardless of the product or the service. With liberalization and globalization, the need for highly developed human resources had increased in significance. The concept of HR has gained significant in India over the past two decades. This study has been designed to analyzed the effectiveness of HR activities, with special reference to unimech industries private limited, Coimbatore. 


The literature relevant to the study was reviewed under the following heads:

· Concept of the human resources

· Nature of Human Resources Management

· Scope of Human Resources Management

· Function of Human Resources Management

· Related studies

CONCEPT OF THE HUMAN RESOURCE MANAGEMENT:


Employees are the most valuable assets of an organisation. There should be a conscious effect to realize organisational goals by satisfying needs and aspiration of employees. Human Resources Management helps in organisation and its people to realize their respective goals.   Traditional approach to personnel management emphasizes command and control. These have now given way to new approaches characterized by greater freedom and support to employee. This transformation is almost complete to manage most aspects of their work.

Every organization is composed of peoples and utilizing their services, developing their skills, motivating them, enhance their level of performance and ensuring that heir remaining committed to the organization are essential for the accomplishment of organizational objectives. This is true for all type of organizations-government, business, education, health, relation or social action .Acquiring and retaining good human resource as an essential precondition for the success of every organization. Organization that can do well and should be both effective as well as efficient. Competent managers and workers are for the co-ordination of effort towards the ultimate objectives which ensures success. Human Resources Management is a process that consists of three functions: Acquiring, Developing and Motivating. 
NATURE OF HUMAN RESOURCES MANAGEMENT:-

           Human Resources Management is the process of bringing people and organization together so that the goals of each are met. It defined as the art of procuring, developing and maintaining competent workforce to achieve the goals of an organisation in an effective and efficient manner. It has the following features,

Human Resources Management is pervasive in nature. It permeates all levels of management. It focuses attention on action, rather than on record keeping, written procedures or rules. The problems of the employees were solved through rational policies.

Human Resources Management is all about people at work, both individuals and groups. It tries to put people on assigned jobs in order to produce good results. Effective Human Resources Management helps an organisation to meet its goals in the future by providing for competent and well– motivated employees. It tries to build and maintains cordial relation between people working in various levels in an organisation. “it is basically a method of developing potentialities of employees so that they get maximum satisfaction out of their work and give their best efforts to the organization”(Pigors and Myers).

Human Resources Management is not a one shot deal. It requires constant alertness and awareness of human relations and their importance in everyday operations (Terry).
SCOPE OF HUMAN RESOURCE MANAGEMENT


The scope of Human Resources Management is very wide. The Indian Institute of Personnel Management has specified the scope of Human Resources Management thus:

Personnel aspect: This is concerned with manpower planning, recruitment, selection, placement, transfer, promotion, training and development, layoff and Retrenchment, remuneration, incentives, productivity, etc.

Welfare aspect: It deals with working conditions and amenities such as canteens, crèches, rest and lunch rooms, housing, transport, medicinal assistance, education, health  and safety, recreation facilities, etc.,

Industrial relations aspect: This covers union-management relations, joint consultation, collective bargaining and disciplinary, settlement of disputes, etc.
FUNCTIONS OF HUMAN RESOURCES MANAGEMENT:-


Human resources management is concerned with two sets of function, namely Managerial functions and Operative functions.
MANAGERIAL FUNCTION:-


The basic managerial functions comprise planning, organising, directing and controlling.
Planning:


This function deals with the determination of the future course of action to achieve desired results.

Organizing:


This function is primarily concerned with proper grouping of personnel activities, assigning of different groups of activities to different individuals and delegation of authority.
Directing: 


This involves supervising and guiding the personnel.  Direction then consists of motivation and leadership. Direction is essential without direction there is no destination. 
Controlling:


Controlling function of personnel management comprises measuring the employees’ performance, correcting negative deviations and industrial assuring an efficient accomplishment of plans (dessler, 2003).

OPERATIVE FUNCTIONS:


The operative functions related to specific activities of human resources management; viz., employment development, compensation and industrial relation. These functions are to be performed in conjunction with managerial functions.
Procurement Function: 

           It is concerned with procuring and employing right people in right place at right time. Under its preview you have job analysis, manpower planning, recruitment, selection, placement, induction and internal mobility.

Job analysis: it is the process of collecting information relating to the operations and responsibilities pertaining to a specific job.

Human Resources planning: it is a process of determining and assuring that the organisation will have an adequate number of qualified persons, available at proper times, performing jobs which would meet their needs and provide satisfaction for the individual involved.

Recruitment: It is the process of searching for prospective employees and stimulating them to apply for jobs in the organisation.

Selection: It is the process of ascertaining qualification, experience, skill and knowledge of an applicant with a view to appraising his/her suitability to the job in question.


Placement: It is the process that ensures a 360 degree fit, matching the employee’s qualifications, experience, skills and interest with job on offer. Its the HR responsibility to position the right candidate at the right level.

Induction and orientation: Induction and orientation are techniques by which a new employee is rehabilitation in his new surroundings and introduced to the practices, policies and people. He must be acquainted with the principles which define and drive the organisation, its mission statement and values which form its backbone.

Internal mobility: The movement of employee from one job to another through transfers and promotion is called internal mobility.    
Development:-      


It is the process of improving, moulding, changing and developing the skills, knowledge, creative ability, aptitude attitude values and commitment based on present and future requirements both at the individuals and organisation’s level. This function includes. Training, Executive development, career planning, development, human resource development.

Training: It is a continuous process by which employees learn skill, knowledge, abilities and attitudes to further organisational and personnel goals.

Executive development: It is a systematic process of developing managerial skills, knowledge, capabilities, through appropriate programmes.

Career planning and development: It is the planning of one’s  career and implementation of career plans by means of education, training, job search and acquisition of workforce.

Human Resources development: It aims at developing the total organisation. It creates a climate that enables every employee to develop and use his capabilities in order to further individual and organisational goals.     
Motivation and compensation:-


It is process which inspires people to give their best to the organization through the use of intrinsic (achievement, recognition, responsibility) and extrinsic (job design, work scheduling, appraisal based incentives) rewards.

Work scheduling: organisation must realise the importance of scheduling work to motivate employees through job enrichment, shorter work week flexi-time, work sharing and home work assignment. Work scheduling is an attempt to structure work, incorporating the physical, physiological and behavioural aspects of work.

Performance appraisal: performance appraisal is the process of deciding how employees do their job. It is the method of evaluating the behaviour of the employees at the workplace.  
Maintenance:-


It aims at protecting and presenting the physical and psychological health of employees through various welfare measures.


1. Health and safety 2.employee welfare and 3.social security measures. Health and safety: A work environment that protects employees from physical hazards, unhealthy condition and unsafe acts of other personnel.

Employee welfare: It includes the services, amenities and facilities offered to employees within or outside the establishment for their physical, psychological well being.

Social security measures: Managements provide social security to their employees in addition to fringe benefits. These measures include:(a) workmen compensation;(b) medical benefits;(c)retirement benefits like Provident Fund, Pension, Gratuity,etc.     
INTEGRATIONAL FUNCTIONAL:-


This tries to integrate the goals of an organisation with employee aspirations through various employees – oriented programmes like redressing grievances promptly, instituting people disciplinary, measures, empowering people to decide things independently, encouraging a participating culture, offerings constructive help to trade unions etc.
       1. grievance redressed, 2. Discipline,  3.Teamwork, 4.Collective Bargaining, 5. Employee Participation and Empowerment 6.Trade union and  Employees association, 7.Industrial relations.


Grievance redressal: A grievance is any factor involving wages, hours or conditions of employment that is as a complaint against employer. (http://en.wikipediaorg/wiki.human_resources).

PERCEPTION:-


Perception is the process of receiving information and making sense of the world around us.

Perception involves selecting, organising and interpreting information to make sense of the world. Employees perception concerns how we obtain, store and recall in information about people in order to make judgement about them. Perception can be considered at three levels. 
· Perceiving the behaviour of other people

· Perceiving the personality of the  other people

· Perceiving the causes of  events involving people

HUMAN RESOURCES PRACTICES:-


A best practice in Human Resource is a particular method, approach or practice of managing people which has a positive impact on a company’s overall business performance by improving employees satisfaction, employee motivation and customer satisfaction (http://www.scribd.com/doc/hrpracties)


Human Resources play an important role and these practices are responsible for employee motivation and employee performance.
IMPROTANCE OF HUMAN RESOURCES PRACTICES:-


Human Resources practices an organisation can heir, develop and utilise best brains in the marketplace, realised its professed goals and deliver results better than others. Human Resources Management helps an  organisation and its people to realise their respective goals thus:
1. At the  enterprise level: good Human Resources can help in attracting and retaining the best people  in the organization.

It helps in training people for challenging roles, developing right attitudes towards jobs and the company, promoting team spirit among employees.


2. at the individual level: effective management of Human Resources helps employees thus: it promotes team work and team spirit among employees. It offers excellent growth opportunities to people who have potential to rise. It allow  people to work with diligence and commitments.

3. at the society level: society, as a whole, is the major beneficiary of good Human Resources practices,         
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RELATED STUIDES:

1. In the study of Human Resource Development practices with special reference to Hindustan Photo Films Company Limited, Ooty (2002), conclude that the training programmes for the employees must be improved, team building workshops should be enhanced and the      frequency of meeting HRD staffs and line managers should be increased. 

2. Rao and Abrahon (200)1from a survey of 53 companies report that 30   percent of them had a separate HRD department. In another 38 percent, HRD excised as a separate function but as a part of the personnel department with specially designed HRD personnel and 59 percent of the organization did not have formally stated policy of HRD.

3.  A study conducted by M. Anitha at Pricol (2000), has pointed out that 83% of the respondents were satisfied with Human Resource Development among employees, improve communication and switch over from reactive to proactive management. 

4. In the study of Human Resource Development practices with special reference to cordite factory, A. Rajesh Kumar (2000) conclude that there is a need to improve Training and Development, counseling and organizational development being the opinion of a majority of the respondents. 

5. Dr. Ashok Aima et al., in their paper HRD in our backyard experiences of Indian Companies (2005) populates the facts of past India. When the traders came to India from the west and established deep routes in all the spheres in India. The traders established themselves as bureaucrats having their own courts of judgment and gave birth to the movement freedom struggle. They provide that the traditional culture practices are the basis of Human Resources Development. 

6. Institute of personnel management (2005) in a survey at job companies in England report and result oriented performance review was widely used but that rating is still very much in evidence. This shows that review system were using a combination of approaches. 

7. Krishnamoorthy (2001) emphatically underlines the use of human resource as the main plan of achievements. This comes through empowering people and giving them through visionary leadership.

8. Nawaz Sharif (2002) identified few times of wards for effective technology transfer. Human were intra ware documentation and organization were (Organization frame work).

9. Prowpder (2000) highlighted that in assimilating new technology; the need for horizontal information flows as controlled to the vertical flow traditionally practiced has to be weightage. 

10. Negarbrahmen (2000) in his study covering 512 respondents from 102 departments regarding integrated HRD system reported that there was a developments variations in effective implementation of the system.

11. Lippit (2000), points out that Human Resource Development as system that depends on the work itself which generates a higher degree of responsibility for the employees, the individual’s personnel and professional growth, the improved quality output as a result of increased responsibility and the organization as an open system.

12. Nistha saharma(2006) in her study 74 % of the  respondents were motivated through Human Resources practices.the study was conducted at pepsico ,bazpur 

RESEARCH METHODOLOGY


The methodology pertaining to the study entitled “A Study on Employees Perception and Attitudes towards Human Resources Practices” at Unimech Industries Private Limited Coimbatore is presented under the following headings.
· Selection of the locale

· Selection of the sample 

· Selection of the tools and Collection of the data

· Analysis and interpretation of the study.

A. Selection of the locale:-

             The locale selected for the study was Unimech industries private limited Coimbatore, the co operation extended by the management is  the reason for the selection of the industries.
              Unimech industries were established in the year 1978.  It is a sister concern of universal radiators with ISO 9001 and 2000 certification.It manufactures the spare parts and radiators for the tractors, oil coolers and machining of various automobile components.

B. Selection of samples:- 

Sampling is the method of obtaining information from a portion of the large group of population represents the total sets of things under consideration about which some information is desired. It is also about which universe for the investigator (C.K. Sharma 2004).  


From the 250 employees 75 respondents are selected by using stratified sampling method.  From the departments such as Production, Quality, Maintenances and Control, Purchase and Marketing. 


A methods of sampling that involves the division of population into smaller groups known as strata. In stratified simple random sampling the strata are formed based on members shared attributes or characteristics. (www.investopedia.com) 

TABLE 1 SHOWS DISTRIBUTION OF SAMPLE SIZE

	S.NO
	DEPARTMENTS
	SIZE

	1.
	Production
	15

	2.
	Quality
	15

	3.
	Maintains and Control
	15

	4.
	Purchase
	15

	5.
	Marketing
	15


C. Selection of Tools and collection of data:-

Questionnaire was administered to collect the required information. Thus the data collected from the employees.
E. Analysis and interpretation of the study:-

The collected data was analysed and interpreted in the next chapter.

RESULT AND DISCUSSION

The results of the study are discussed under the following heads.
A. Socio-economic Profile of the respondents

B. Respondents perception on working condition

C. Respondents opinion about the safety measures in the organization

D. Respondents opinion towards grievance procedure at Unimech industries 

E. Respondents opinion regarding social security measures followed in the organization.

F. Respondents opinion on performance appraisal system

G. Respondents perception on training programme

A. Socio-Economic Profile of the Employees


The socio-economic profile of the employees is depicted in Table I

TABLE. 1

SHOWS THE SOCIO- ECONOMIC BACKGROUND OF THE RESPONDENTS
	S.NO
	ASPECTS
	RESPONDENTS

	
	
	NO=75
	PERCENTAGE

	1.
	GENDER

a. Male

b. Female
	72

3
	96

4

	2.
	AGE

a. Below 20 year

b. 21 - 30

c. 31 – 40

d. 41 and above
	9

27

3

36
	12

36

4

48

	3.
	EDUCATIONAL QUALIFICATION

a. Below 10th std

b. Technical qualification

c. Diploma

d. Degree
	13

22

13

27
	17

29

18

36

	4.
	MONTHLY INCOME

a. Up to 5000

b. 5001 – 7000

c. 7001 – 9000

d. Above 9000
	14

32

13

16
	19

43

17

21



Table I shows that majority 96 percentage of the respondents are male and only 4 percentage of the respondents are female.

Forty eight percentage of the respondents are in the age group of 41 years and above , 36 percentage of the respondents are in the age group of 21 – 30 years, 12 percentage of the respondents are in the age group of below 20 years, and only 4 percentage of the respondents are in the age group of 31 – 40 years.

Regarding the Educational status 36 percentage of the respondents have completed degree, 29 percentage of the respondents have completed technical  qualification, 18 percentage of the respondents have completed Diploma and only 17 percentage of the respondents were  below  10th standard.

Nearly half 43 percentage of the respondents monthly income is between (5001-7000) 21 percentage of the respondents monthly income is above 9000, 19 percentage of the respondents monthly income is upto 5000 and only 17 percentage of the respondents monthly income is between (7001 – 9000).

FIGURE . 1
SHOWS THE SOCIO- ECONOMIC BACKGROUND OF THE RESPONDENTS
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TABLE.2

CAREER BACKGROUND OF THE EMPLOYEES

	S.NO
	ASPECTS
	RESPONDENTS

	
	
	N=75
	PERCENTAGE

	1.
	 DESIGNATION

a. staff cadre

b. workers cadre
	27

48
	36

64

	2.
	YEAR OF EXPERIENCE

a. below 5 years

b. 6 – 10

c. 11 – 15
	55

17

3
	73

23

4

	3.
	MODE OF RECRUITMENT

a. Merit

b. Recommendation

c. Legal Heir 
	12

10

48
	16

10

74


          From the above table it is inferred that majority 64 percentage of the respondents belongs to the workers cadre and remaining 36 percentage of the respondents belongs to staff cadre.
          Most of the respondents 73 percentage of them have up to 5 years experience, 23 percentage of the respondents have 6-10 years of experience and only 4 percentage of the respondents have 11-15 years of experience.

           Seventy four percentage of the respondents are recruited through legal heir,16 percentage of the respondents are recruited through merit and remaining 10 percentage of the employees are recruited through recommendation.

FIGURE. 2
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TABLE. 3

RESPONDENTS PERCEPTION ON   WORKING CONDITION REGRADING HEALTH MEASURES

	S.No
	HEALTH

MEASURES
	Excellent
	Good
	Average
	Total

	
	
	No
	Percent
	No
	Percent
	No
	Percent
	No
	Percent

	1
	Cleanliness
	22
	29
	43
	57
	10
	14
	75
	100

	2
	Ventilation
	19
	25
	44
	59
	12
	16
	75
	100

	3
	Lighting
	16
	21
	48
	64
	11
	15
	75
	100

	4
	Noise
	9
	12
	34
	45
	32
	43
	75
	100

	5
	Latrine & Urinal
	4
	5
	16
	20
	56
	75
	75
	100



Table 3, shows that employees perception on working condition. More than half 57 percentage of the respondents are of opinion that cleanliness in the industry is good, 29 percentage of the respondents are of opinion that cleanliness in the industry is excellent and only 14 percentage of the respondents are of opinion that cleanliness in the organisation is average.

Regarding ventilation 59 percentage of the respondents opinion are good, 25 percentage of the respondents opinion are excellent and remaining 16 percentage of the respondents opinion is average on ventilation.

Majority 64 percentage of the respondents stated that lighting facilities in the organisation is good, 21 percentage  of the respondents stated that lighting in the organisation  is excellent and only 15 percentage of the respondents felt that lighting facility in their organisation is average.


Nearly half   45 percentage of the respondents were of opinion that noise in the organisation is good, 43 percentage of the respondent opinion on noise in the organisation is average, and only 12 percentage of the respondents opinion on noise in  the organisation is excellent.

Majority 75 percentage of the respondents opinion regarding latrines and urinals in the organisation is average,20 percentage of the respondents opinion regarding latrines and urinals in the organisation is good, and only 5 percentage of the respondents opinion on latrines and urinals  is excellent.

FIGURE.3

PERCEPTION OF THE RESPONDENTS ON HEALTH MEASURES
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TABLE. 3(a)

RESPONDENTS  PERCEPTION ON   WORKING CONDITION

REGARDING WELFARE MEASURES
	S.No
	WELFARE FACILITIES
	Excellent
	Good
	Average
	Total

	
	
	No
	Percent
	No
	percent
	No
	percent
	No
	Percent

	1
	Drinking water
	50
	67
	16
	21
	9
	12
	75
	100

	2
	Rest shelter and Lunchroom
	22
	29
	46
	61
	7
	10
	75
	100

	3
	  Storing and drying clothes
	10
	13
	30
	40
	35
	47
	75
	100

	4
	  Working hours
	8
	11
	48
	64
	19
	25
	75
	100

	5
	Uniforms  
	5
	6
	56
	75
	14
	19
	75
	100



Table .3a depicts the opinion of the respondents about the welfare facilities, 67 percentage of the respondents opinion is excellent on drinking water provided in the organisation, 21 percentage of the respondents opinion is good and remaining 12 percentage of the respondents opinion is average on drinking water facilities available in the organisation. 

More than half (61 percentage)of the respondent feel good with the facilities such as Rest shelter and lunch room is provided in the organisation,  29 percentage of the respondents opinion is excellent, and remaining 10 percentage of the respondents opinion is average on the facilities like rest shelter and lunch room in the organisation .


Nearly half 47 percentage of the respondents stated that storing and drying clothes facilities is average, 40 percentage of the respondents opinion is  good and only 13 percentage of the respondents  opinion is excellent on storing and drying clothes facilities available  in  the organisation.

Sixty four percentage of the respondents feel that working hours in the organisation is good, 25 percentage of the respondents feel it is average and only 11 percentage of the respondents feel that the working hour is excellent in the organisation.

Majority (75 percentage) of the respondents is of opinion that uniforms provided in the organisation is good, 19 percentage of  the respondents opinion is  average and only 6 percentage of the respondents feel it is excellent.

FIGURE.4
RESPONDENTS  PERCEPTION ON   WORKING CONDITION

REGARDING WELFARE MEASURES
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TABLE.4

EMPLOYEES OPINION ABOUT SAFETY MEASURES IN THE ORGANISATION

	S.NO
	ASPECTS
	NO OF RESPONDENTS

	
	
	N=75
	PERCENTAGE

	1
	Proper usage of safety equipment.

Yes

No
	43

32
	57

43

	2.
	Frequent occurrence

Yes

No
	22

53
	29

71

	3
	Awareness programme on safety

Yes

No
	50

25
	67

33



From table 4, It is obvious that 57 percentage of the respondents are of opinion that safety equipments are used properly in the work place. And remaining 43 percentage of the respondents are not using the safety equipments properly in the work place.

Most of the respondents 71 percentage of them stated that there is no frequent occurrence of accident in the organisation. But 29 percentage of the respondents are of opinion that there is frequent occurrence of accident in the organisation.

Majority 67 percentage of the respondents stated that the awareness programmes on safety are conducted in the organisation and remaining 33 percentage of the respondents stated that the awareness programmes on safety are not conducted in the organisation.      

FIGURE . 5
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TABLE.5

RESPONDENTS  OPINION TOWRDS GRIEVANCE PROCEDURE

	S.NO
	ASPECTS
	No of respondents

	
	
	N=75
	Percentage

	1
	Communication of grievance to management.

Yes

No
	65

15
	80

20

	2.
	Aware of Grievance Procedure

Yes

No
	57

18
	76

24

	3
	Grievance Procedure are effective

Yes

No
	52

23
	69

31

	4.
	Grievance settled in time

Yes

No
	53

22
	71

29



It is inferred from the above table that most of the respondents 80 percentage of them will communicate their grievance to the management. And remaining 20 percentage of the respondents stated that they will not communicate their grievance to the management.

Majority (76 percentages) of the respondents are aware of grievance procedure followed in the organisation. And 24 percentages of the respondents are not aware of grievance procedure followed in the organisation.


It is clear that 69 percentages of the respondents opinion on grievance procedure followed in the organisation is effective. And remaining 31 percentage of the respondents opinion on grievance procedure in the organisation is not effective.

Seventy one percentage of the respondents are of opinion that grievance is settled in time. And only 29 percentage of the respondents are of opinion that grievance is not settled in time by the organisation.
FIGURE . 6

RESPONDENTS  OPINION TOWRDS GRIEVANCE PROCEDURE
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TABLE. 6

MODE OF COMMUNICATION IN THE ORGANISATION

	S.NO
	MODE OF COMMUNICATION
	NO OF RESPONDENTS
	PERCENTAGE

	1
	Telephone 
	54
	72

	     2
	Notice Board 
	16
	21

	3
	Circular 
	5
	7



The above table illustrates  that 72 percentage of the respondents are receiving their communication through telephone 21 percentage of the respondents are receiving through notice board. And only 7 percentage of the respondents are receiving  through circulars  in the organisation.

Table . 6a

 OPINION OF THE EMPLOYEES ON COMMUNICATION SYSTE IN THE ORGANISATION

	S.NO
	ASPECTS
	NO.OF.RESPONTENTS
	PERCENTAGE

	1.
	Satisfied in the communication system

Yes

No
	63

12
	84

16



Above  table depicts that 84 percentage of the respondent are  satisfied with the communication system followed in the organisation , 16 percentage of the respondents are not satisfied with the communication system followed in the organisation.

TABLE . 7

OPINION OF RESPONDENTS ON SOCIAL SECURITY MEASURES

	S.No
	SOCIAL SECURITY
	Excellent
	Good
	Average percentage
	Total

	
	
	No
	percent
	No
	percent
	No
	percent
	No
	percent

	1
	ESI 
	17
	23
	50
	67
	8
	10
	75
	100

	2
	PF/Pension 
	7
	9
	59
	79
	9
	12
	75
	100

	3
	Gratuity
	12
	16
	55
	73
	8
	11
	75
	100

	4
	Insurance/personal benefits
	7
	9
	47
	63
	21
	28
	75
	100



It is observed from the above table that majority 67 percentage of the respondents are of opinion that ESI facilities are good which is provided at unimech industries, 23 percentage of the respondents are of opinion that it is excellent. And  only 10 percentage of the respondents are of opinion that ESI facilities available in the organisation is average.

Majority (79 percentage) of the respondents opinion on PF/Pension in the organisation is  good, 12 percentage of the respondents opinion are average. And only 9 percentage of the respondents opinion are excellent on PF/ pension scheme available in the organisation.


Seventy three percent of the respondents opinion are good on Gratuity scheme available in organisation,16 percentage of the respondents opinion are excellent and remaining 11 percentage of the respondents opinion are average on gratuity scheme.


Regarding Insurance/personal benefits 63 percentage of the respondents feel it as good, 28 percentage  of the respondents  feel it as average and only 9 percentage of the respondents  feel as excellent on the Insurance/personal benefits available in the organisation.   
FIGURE . 7

OPINION OF RESPONDENTS ON SOCIAL SECURITY MEASURES
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TABLE . 8

RESPONDENTS OPINION ON PERFORMANCE APPRASIAL SYSTEM

	S.NO
	ASPECTS
	RESPONDENTS

	
	
	N=75
	PERCENTAGE

	1.
	Performance was appraised by

a. Supervisor 

b. HOD
	29

46
	39

61

	2
	Performance appraisal influence the job satisfaction

a. Yes

b. No
	50

25
	67

33



Table 8 depicts that 61 percentage of the respondents performance are appraised by their heads and 39 percentage of the respondents performance are appraised by their superiors  in the organisation. 

More than half 67 percentage of the respondents expressed that performance appraisal will influence the job satisfaction and remaining 33 percentage of the respondents expressed  that performance appraisal will not influence the job satisfaction.

TABLE . 9

PERIOD OF TRAINING PROGRAMME

	S.NO
	ASPECTS
	RESPONDENTS

	
	
	N=75
	PERCENTAGE

	   1.
	PERIOD  OF TRAINING PROGRAMME

Once in 3 Months

Once in 6 Months

Once in a Year

As  when need arises
	24

19

9

23
	32

25

12

30



Regarding the period of training programme 32 percentage of the respondents stated that training is given once in three  months, 31 percentage of the respondents stated that training is given as  when need arises, 25 percentage of the respondents stated that training is given once in six months and only 12 percentage of the respondents stated that training is given once in a year by the organisation.

FIGURE. 8

PERIOD OF TRAINING PROGRAMME
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TABLES.9a

TYPES OF TRAINING PROGRAMMME

	S.NO
	ASPECTS
	NO.OF.RESPONTENTS
	PERCENTAGE

	1.
	 Type of training programme 

a. On the job 

b. Off the job

c. Both 
	24

11

40
	32

15

53



Majority 53 percentage of the respondents stated that on the job and off the job (both) training is provided by the organisation 32 percentage of the respondents stated that on the job training is provided and only 15 percentage of the respondents stated that  off the job training is provided in the organisation.

TABLE.10

RESPONDENTS OPINION ABOUT TRAINING PROGRAME

	S.NO
	ASPECTS
	N=75
	PERCENTAGE

	1.
	Training programme is useful 

Yes 

No  
	63

12
	84

16

	2.
	Provided with adequate material

Yes

No 
	57

18
	76

24

	3.
	Can you able to implement the learnt  things

Yes

No  
	61

14
	81

19



The above table reveals that majority 84percentage of the respondents feel that training programme which provided in the organisation is useful, and only 16 percentage of the respondents feel that training programm is not usefull.

Most of the respondents 76 percentage of them stated that they are provided with adequate material during the training session, and remaining 24 percentage of the respondents feel that they are not provided with adequate material during  the training session.

Majority 81 percentage of the respondents expressed that they are able to implement the things which  are learnt during  the training session and only 19 percentage of the respondents expressed that they are not able to implements the things which learnt during the training session. 
FIGURE . 9

RESPONDENTS OPINION ABOUT TRAINING PROGRAME
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SUMMARY AND CONCLUSION

INTRODUCTION 


Any industry depends upon human beings; it has to acquire workers and it creates an acceptable environment and a rule-of-practices to encourage the greatest degree of participation from its employees. Human resources practices is concerned with all of the human relationship among the workers as people   

The data for the study have been collected from employees at Unimech Industries private limited, after creating good rapport with them.  


The present study is an attempt to find out the level of satisfaction of the employees with Human Resource practices in their organization. It also deals with the study of awareness of the employees about grievance procedures, safety measures, welfare measures and training programme followed in the organization. The study has also made a deliberate attempt to know the perception of the employees with respect to the Human Resource Practices.

The findings of the study are summarized under the following heads:

· Socio economic background of the respondents

· Career background of the respondents

· Respondents opinion on working condition

· Respondents opinion about  safety  measures in the organisation

· Respondents opinion towards grievance procedure 

· Opinion of respondents on communication system in the organisation

· Opinion of respondents on social security measures 

· Respondents opinion on performance appraisal system

· Respondents opinion on training programme in the organisation

1. SOCIO ECONOMIC BACKGROUND OF THE RESPONDENTS


The study showed that (96%) of the respondents are male and only 4% of the respondents are female.48 % of the respondents are in the age group of 41 years and above , 36% of the respondents are in the age group of 21 – 30 years, 12% of the respondents are in the age group of below 20 years, and only 4% of the respondents are in the age group of   31 – 40 years. 36% of the respondents have completed degree, 29% of the respondents have completed technical  qualification, 18% of the respondents have completed Diploma and only 17% of the respondents were  below  10th standard. Nearly half 43% of the respondents monthly income is between (5001-7000) 21% of the respondents monthly income is above 9000, 19% of the respondents monthly income is upto 5000 and only 17% of the respondents monthly income is between (7001 – 9000). 
2. CAREER BACKGROUND OF THE RESPONDENTS:-


It is inferred that majority (64%) of the respondents belongs to the workers cadre and remaining 36% of the respondents belongs to staff cadre, 73% of them have up to 5 years of experience, 23% of the respondents have 6-10 years of experience and only 4 % of the respondents have 11-15 years of experience. Most of respondents 74 % of them respondents are recruited through legal heir,16% of the respondents are recruited through merit and remaining 10% of the employees are recruited through recommendation.

3. RESPONDENTS OPINION ON WORKING CONDITION


The study clearly shows that 57% of the respondents are of opinion that cleanliness in the industry is good, 29% of the respondents are of opinion that cleanliness in the industry is excellent and only 14% of the respondents are of opinion that cleanliness in the organisation is average. Regarding ventilation 59% of the respondents opinion are good, 25% of the respondents opinion is excellent and remaining 16% of the respondents opinion is average on ventilation.64% of the respondents stated that lighting facilities in the organisation is good, 21%  of the respondents stated that lighting in the organisation  is excellent and only 15% of the respondents felt that lighting facility in their organisation is average.45% of the respondents are of opinion that noise in the organisation is good, 43% of the respondent opinion on noise in the organisation is average, and only 12% of the respondents opinion on noise in  the organisation is excellent.75% of the respondents opinion regarding latrines and urinals in the organisation is average,20 %of the respondents opinion regarding latrines and urinals in the organisation is good, and only 5% of the respondents opinion on latrines and urinals  is excellent.

The study depicts that 67 % of the respondents opinion is excellent on drinking water provided in the organisation, 21 % of the respondents opinion is good and remaining 12 % of the respondents opinion is average on drinking water facilities available in the organisation. 61 % of the respondent feel good with the facilities such as Rest shelter and lunch room  provided in the organisation,  29 % of the respondents opinion is excellent, and remaining 10 % of the respondents opinion is average on the facilities like rest shelter and lunch room in the organisation .47 % of the respondents stated that storing and drying clothes facilities is average, 40 % of the respondents opinion is  good and only 13 % of the respondents  opinion is excellent on storing and drying clothes facilities available  in  the organisation.

Majority (64%) of the respondents feel that working hours in the organisation is good, 25 % of the respondents feel it as average and only 11 % of the respondents feel that the working hours  is excellent in the organisation.

Most of the respondents (75 %) of them  is of opinion that uniforms provided in the organisation is good, 19 % of  the respondents opinion is  average and only 6 % of the respondents feel it as excellent.
4. RESPONDENTS OPINION ABOUT SAFETY MEASURES IN THE ORGANISATION:


The study obvious that 57 % of the respondents are of opinion that safety equipments are used properly in the work place. And remaining 43 % of the respondents are not using the safety equipments properly in the work place.71 % of them stated that there is no frequent occurrence of accident in the organisation. But 29 % of the respondents are of opinion that there is frequent occurrence of accident in the organisation.67 % of the respondents stated that the awareness programmes on safety are conducted in the organisation and remaining 33 % of the respondents stated that the awareness programmes on safety are not conducted in the organisation.  
5. RESPONDENTS OPINION ON GRIEVANCE PROCEDURE:


Majority (80 %) of the respondents will communicate their grievance to the management. And remaining 20 % of the respondents stated that they will not communicate their grievance to the management. 76 % of the respondents are aware of grievance procedure in the organisation. And 24 % of the respondents are not aware of grievance procedure followed in the organisation.69 % of the respondents opinion on grievance procedure followed in the organisation is effective. And remaining 31 % of the respondents opinion on grievance procedure in the organisation is not effective. Seventy one % of the respondents are of opinion that grievance is settled in time. And only 29 %s of the respondents are of opinion that grievance is not settled in time by the organisation.
6. OPINION OF RESPONDENTS ON COMMUNICTION SYSTEM AT UNIMECH INDUSTRIES:


The study illustrates  that 72 % of the respondents are receiving their communication through telephone 21 % of the respondents are receiving the  communication through notice board. And only 7 % of the respondents are receiving  through circulars in the organisation.84 % of the respondent are  satisfied with the communication system followed in the organisation , 16 % of the respondents are not satisfied with the communication system followed in the organisation.
7. OPINION OF RESPONDENTS ON SOCIAL SECURITY MEASURES:


More than half (67%) of the respondents are of opinion that ESI facilities are good which is provided at unimech industries, 23 % of the respondents are of opinion that it is excellent. And  only 10 % of the respondents are of opinion that ESI facilities available in the organisation is average.79 % of the respondents opinion on PF/Pension in the organisation is  good, 12 % of the respondents opinion is average. And only 9 % of the respondents opinion is excellent on PF/ pension scheme available in the organisation.

73% of the respondents opinion are good on Gratuity scheme available in organisation,16 % of the respondents opinion are excellent and remaining 11 % of the respondents opinion are average on gratuity scheme. Insurance/personal benefits 63 % of the respondents feel it as good , 28 %  of the respondents  feel it as average and only 9 % of the respondents  feel as excellent on the Insurance/personal benefits available in the organisation.  
8. RESPONDENTS OPINION ON PERFORMANCE APPRIASAL:


The study clearly shows  that 61 % of the respondents performance are appraised by their heads and 39 % of the respondents performance are appraised by their superiors  in the organisation.  67 % of the respondents expressed that performance appraisal will influence the job satisfaction and remaining 33 % of the respondents expressed that performance appraisal will not influence the job satisfaction.
9. RESPONDENTS OPINION ABOUT TRAINING PROGRAMME IN THE ORGANISATION:


The study clearly shows that 32 % of the respondents are opinion that training is given once in three  months, 31 % of the respondents are opinion that training is given as  when need arises, 25 % of the respondents are opinion that training is given once in six months and only 12 % of the respondents are opinion that training is given once in a year by the organisation.53 % of the respondents stated that on the job and off the job (both) training is provided by the organisation 32 % of the respondents stated that only on the job training is provided and only 15 % of the respondents stated that  only off the job training is provided in the organisation.84% of the respondents expressed that training programme which is provided in the organisation is useful, and only 16 % of the respondents expressed that training programme is not usefull.76 % of them stated that they are provided with adequate material during the training session, and remaining 24 % of the respondents feel that they are not provided with adequate material in the training session. 81 % of the respondents expressed that they are able to implement the things which  are learnt during  the training session and only 19 % of the respondents expressed that they are not able to implements the things which learnt during the training session.  
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Conclusion


Human Resource Management strategies and practices are in the tune with employee expectation, customers needs and changing competitive requirements. To be effective, Human Resource strategies must fit with overall organizational strategies. The study reveals that the employees perception towards Human Resources practices which has a positive impact on companies overall business perception. Hence it is clearly found that the employees of Unimech Industries is satisfied towards the Human Resource practices.
A STUDY ON EMPLOYEES PRECEPTION TOWARDS HR PRACTICES IN UNIECH INDUSTRIES (P) LIMITED, COIMBATORE

SOCIO ECONOMIC DETAILS 

1. Age 

2. □20 and below □21- 30 □31 – 40 □41 and above

3. Gender                                  :

4. Educational Qualification     :

□Below 10th  STD □Technical Qualification □ Diploma   □ Degree

5. Department                           :                  

6. Designation                           :

7. Monthly Income: 

□Below 5000□5000 - 7000□7000 – 9000□9000 and above

8. Experience:

□below 5 years□6 – 10 years□11 – 15 years □16 years and above

9. Mode of recruitment 

A. Merit 





B. Recommendation 

C. Through employee exchange 

D. Legal heir 

WORKING CONDITIONS 

1. Opinion regarding health measures in your organization 

	S.NO
	WELFARE    

FACILITIES
	EXCELLENT
	GOOD
	AVERAGE
	POOR
	VERY POOR

	1.
	Cleanliness
	
	
	
	
	

	2.
	Ventilation
	
	
	
	
	

	3.
	Lighting
	
	
	
	
	

	4.
	Noise 
	
	
	
	
	

	5.
	Latrine and 

urinal
	
	
	
	
	


2. Opinion regarding welfare facilities in your organization 

	S.NO
	WELFARE    

FACILITIES
	EXCELLENT
	GOOD
	AVERAGE
	POOR
	VERY POOR

	1.
	Drinking water
	
	
	
	
	

	2.
	Rest room and 

lunch room
	
	
	
	
	

	3.
	Storing and 

drying clothes
	
	
	
	
	

	4.
	uniforms
	
	
	
	
	

	5.
	Working hours
	
	
	
	
	


SAFETY 

1. Do you use the safety equipments properly? Yes / No 

2. Does accident occur frequently in your organization? Yes / No 
3. Does the  awareness program on safety are conducted? Yes / No 
GRIEVANCE PROCEDURES

       1. Do you communicate your grievance to your management? Yes /No
       2. Do you have a grievance redressal procedure in your organization? Yes /No

     3. Do you think that the grievance procedures are effective? Yes / No

4. Do you think that the grievances of employee are settled in time? Yes / No
COMMUNICATION 

1. Are you satisfied with the communication system? Yes / No 
2. Which of the following is the means of communication used to convey information to concerned person? 

a. Telephone 

b. Orally by person 

c. Circular 

d. Notice board 

e. E-mail 

SOCIAL SECURITY 

1. Opinion regarding social security measures in the organization 

	S.NO
	SOCIAL SECURITY
	EXCELLENT
	GOOD
	AVERAGE
	VERY POOR
	POOR

	1.
	ESI
	
	
	
	
	

	2.
	PF/PENSION
	
	
	
	
	

	3.
	GRATUITY
	
	
	
	
	

	4.
	INSURANCE
	
	
	
	
	


PERFORMANCE APPRAISAL 

1. By whom your performance is evaluated? 

A. Supervisors 

B. HOD 

C. Human Resources management 

D. Some other specify 

2. Do you feel promotion influence the job satisfaction? 

Yes / No 

TRAINING AND DEVELOPMENT 

1. How often training is given? 

a. Once in 3 months 

b. Once in 6 months 

c. Once in a year 

d. As and when need arises 
2. What type of training is given? 

a. On the job 

b. Off the job 

c. Both 

3. Was the training programme useful to you? Yes / No 

4. Are you given adequate material in the training program? Yes / No 

5. Are you able to implement the things learnt in the training? Yes / No 
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