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Unit 1: Introduction to Manpower Management 

 

Learning Outcomes: 

 Students will be able to understand the primary objectives of workforce 

management and its significance in organisational success. 

 Students will be able to analyse the present status of workforce management in the 

Indian industry and identify key trends. 

 Students will be able to differentiate between proactive and reactive approaches in 

workforce management. 

 Students will be able to recognise the role of personnel executives in Indian 

organisations and their impact on workforce efficiency. 

 Students will be able to trace the evolution of workforce management and 

understand its historical context and future direction. 

 

Structure: 

1.1  Objectives of Manpower Management 

1.2  Present Status in Indian Industry 

 Knowledge Check 1 

 Outcome-Based Activity 1 

1.3  Proactive vs Reactive Approach 

1.4  Role of Personnel Executives in Indian Organisations 

1.5  Evolution of Manpower Management 

 Knowledge Check 2 

 Outcome-Based Activity 2 

1.6  Summary 

1.7  Keywords 

1.8  Self-Assessment Questions 

1.9  References / Reference Reading 
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1.1 Objectives of Manpower Management 

Manpower Management, also known as Human Resource Management, is the strategic 

allocation of the appropriate number and type of individuals to the correct positions at 

the proper time to do tasks that align with their skills and abilities to fulfil the 

organisation's objectives. It covers selection, training and development, appraisals, and 

employee satisfaction. The major objectives include:  

o To guarantee that the right number of people with the right skills are present at 

the right time in the right positions. 

o To promote Employees’ promotion and career progression.  

o To maintain the change momentum and motivation amongst the employees.  

o To pinpoint all the potential areas of the work environment, job description, 

managerial practices, and organisational culture. 

o To provide feedback and coaching apart from performance appraisal and setting 

of goals. 

o To ensure that the employees and organisation’s members behave ethically and 

do not break the law.  

 

1.2 Present Status in Indian Industry 

In the past few decades, there have been changes in the structure and nature of the 

workforce management sector in India. Earlier, the application of human resources in 

Indian organisations was limited to implementing clerical work only. However, due to 

the economy’s regulation in the 1990s and the subsequent expansion of the private 

sector, there was a shift to a more strategic and all-embracing approach to HR practices. 

Remunerations and allowances are rising in the Indian sector, as is the concern for talent 

management. Employers are now beginning to understand that to gain a competitive 

edge, talent in any organisation has to be sourced, developed, and retained. This change 

is due to the enhanced appreciation of human capital as the critical variable in realising 

organisational performance. Today’s employers dedicate significant amounts of money 

to employee referral programmes, employer branding, and campus recruitment. 

The establishment of technology has also greatly affected the management of 

employees in Indian organisations. The use of technology through HRIs and other 

systems has enhanced human resource procedures. India's organisations have 

prioritised engaging and maintaining employees' good health. Employers are 

organising health-related programmes to support employees' mental health and work-
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life balance. In the Indian context, mixture and integration also positively impact 

workplaces. As an outcome, organisations are doing their best to work for change, 

offering variety in hiring and equal growth opportunities. 

For example, Wipro and HCL Technologies have taken initiatives to ensure that 

women, disabled people, and people from other cultures are provided with equal 

employment opportunities through policies on the employment of disabled persons and 

a mixture of training and mentorship programmes. 

The gig economy is the other meaningful improvement that has impacted the 

management of the workforce in India. As more and more organisations turn to 

freelancers and contract employees, they rely on gig workers to address vacancies in 

the workforce. This trend allows gig workers to try a diverse set of experiences and 

sources of income, and, at the same time, it will enable businesses the flexibility and 

cost-effectiveness they need. Almost every organisation today has set up online 

collaboration tools implemented remote working policies, and provided its workers 

with equipment enabling them to work from home. 

The Covid pandemic forced organisations to introduce mental health care support, 

wellness programmes, and flexible working hours as the most important measures. 

After the pandemic, it is anticipated that organisations will continue to prioritise 

employee well-being as they realise how critical it is to support employees' mental and 

physical health. A combination of conventional methods and contemporary strategies 

marks the status of workforce management in the Indian industry. Organisations more 

frequently adopt strategic HR approaches to promote diversity, apply technology, and 

attract and develop talent.  

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Manpower management aims to ensure that the correct number of people with 

the right skills are in the proper positions at the _______ time. (right) 

2. Adopting _______ and other digital tools has streamlined various HR processes 

in Indian companies. (HRIS) 

3. Employee _______ and wellness have become critical priorities for Indian 

organisations. (Engagement) 

4. The _______ economy is another significant trend shaping workforce 

management in India. (gig) 
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 Outcome-Based Activity 1 

Discuss with a classmate how technology has changed workforce management in 

Indian organisations. 

 

1.3 Proactive vs Reactive Approach 

When the appropriate strategy is used, a company's success can be directly impacted 

by the success of human resource practices in workforce management. Proactive and 

reactive strategies are the main ones that are frequently discussed. 

 

Proactive Approach Reactive Approach 

A proactive strategy includes predicting 

future workforce requirements, taking 

protective measures to meet them and 

focusing on long-term goals and trends. 

A reactive approach addresses issues as 

they arise, frequently without planning. 

Focusing on current problems rather than 

long-term goals, this approach is more 

tactical and short-term. 

Proactive workforce management 

involves planning for future 

employment, talent prediction, and 

workforce planning.  

While reactive management is 

sometimes required, it frequently results 

in hasty choices and temporary solutions 

that might not align with the 

organisation's strategic goals. 

Organisations may use proactive HR 

techniques like talent pipeline 

development to identify and develop 

future leaders.  

Reactive HR procedures may also 

involve handling employee complaints 

and settling issues as they emerge. 

 

 

1.4 Role of Personnel Executives in Indian Organisations 

In Indian organisations, human resource executives, also known as human resource 

managers or HR professionals, have a crucial function to perform. Their duties are 

wide-ranging and complex, covering many facets of human resource management. A 

company's performance and culture are greatly impacted by the success of its human 

resource executives. The major roles include:  
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o Recruitment and selection are two of the main responsibilities of people executives. 

They must find, evaluate, and choose the best candidates for job openings.  

o To contribute to training and development. They create training programmes to 

improve employees' abilities and knowledge. Training programmes may cover 

compliance training, leadership development, soft skills, and technical skills.  

o Executives in charge of personnel also significantly influence performance 

management. They create and manage performance appraisal systems to assess 

employee performance and offer feedback.  

o The major responsibility is to maintain relations with the company's employees. 

The negotiators for the management and the employees play a vital role in easing 

communication and solving disputes.  

o Another way an organisation’s employees and executives influence the organisation 

is through culture and values. They work with the upper management to develop 

positive workplace culture programs and policies. 

o Employees and executives also have to ensure they comply with the law and ethical 

practices. They are supposed to follow changes in the labour laws and regulations 

and make the company adhere to them. 

o The participation of executives and employees in strategic planning and decision-

making processes is increasing. They provide information that justifies strategic 

management activities such as staffing and recruitment, training and development, 

and workforce planning. 

o Managers are responsible for people and also important in change leadership. 

Employees and executives play the social role of change as organisations evolve 

through restructuring, acquisitions, mergers, and other organisational changes. 

o Managers in Indian organisations perform numerous roles central to the 

organisation's operation. Some of their responsibilities include administering all 

aspects of an employee’s career life from the beginning to the time they retire. The 

employees' executives find it very helpful to improve staff talent, motivation, and 

productivity by effectively performing their tasks. 

 

1.5 Evolution of Manpower Management 

Human Resource Management is the practice of recruiting, hiring, deploying and 

managing an organisation's employees. Its experts have started actively participating in 

strategic decision-making processes, such as talent management, succession planning, 
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and workforce analytics. Furthermore, they have played a central role in moulding the 

corporate culture by promoting a climate of cooperation, creativity, and employee 

welfare. However, its evolution may be divided into different phases as follows:  

1. Beginning: The major focus of labour management was on bureaucratic and 

clerical activities dealing with labour laws. The transactional approach of HR 

functions was referred to as the administrative age, in which HR specialists played 

administrative roles and did not participate in strategic management. The Industrial 

Revolution created a drastic change in the management of labour. Other reasons for 

changing the practice of HRM include the increased manufacturing scale and the 

increasing number of employees. The Second World War forced a shift in 

workforce management by bringing into focus the concepts of human relations, 

employee satisfaction, and employee motivation. 

2. New Era: Strategic human resource management (SHRM) began in the early 1980s 

and early 1990s, marking a new age in workforce management. The Human 

Resources department has transformed from clerical to tactical. The SHRM idea 

increases awareness that people are important and represents a source of 

competitive advantage. 

3. Recent time: Globalisation, demographic and technological improvement, 

including technologies such as talent management software, HR Information 

Systems (HRIS), performance management, and recruitment through artificial 

intelligence, have altered HR practices. It has enhanced decision-making processes 

and data analysis and optimised Human Resource practices. The globalisation of 

work has opened new prospects and, at the same time, new problems in labour 

management. 

Another factor affecting workforce management strategies is the changes in the 

demography of the workforce, where Generation Z and millennial generations 

dominate the workforce. These younger generations have new ways of life, new 

expectations and values for work-life balance, flexible working hours, and the 

search for meaningful work. The COVID-19 crisis has also moved the evolution of 

workforce management to a new level. Due to their concern with remote work, 

employee health, and sustainability in the face of the pandemic, organisations 

shifted their HR strategy. In the future, the rise of worker management in India and 

worldwide will probably be marked by ongoing technological innovation, greater 

employee experience, and a focus on sustainability and social responsibility. HR 
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professionals will need to be able to adapt and use technology and data analytics to 

inform strategic choices and promote a creative and ever-learning culture. 

4. The Future: The future of workforce management, for example, will continue to 

be defined by introducing modern technologies like blockchain, AI, and machine 

learning into the HR process.  

 

 Knowledge Check 2 

State True or False. 

1. A proactive approach in workforce management involves anticipating future 

workforce needs and taking pre-emptive actions. (True) 

2. Reactive workforce management focuses on long-term goals and trends. (False) 

3. Personnel executives in Indian organisations are only responsible for 

recruitment and selection. (False) 

4. The evolution of workforce management has shifted from administrative tasks 

to a strategic role within organisations. (True) 

 

 Outcome-Based Activity 2 

In a group, identify and list three key responsibilities of personnel executives in 

modern Indian organisations. 

 

1.6 Summary 

 Manpower management ensures the right people with the right skills are in the right 

positions at the right time, involving meticulous workforce planning and job 

analysis. 

 It focuses on employee development through continuous learning and professional 

development programs and maintaining high employee motivation through a 

positive work environment and competitive compensation. 

 The Indian industry has shifted from essential administrative HR functions to more 

strategic and inclusive HR practices, focusing strongly on talent management and 

technology adoption. 

 A proactive approach involves anticipating future workforce needs and taking pre-

emptive actions, such as planning and talent forecasting. 
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 The practical-driven problems are solved when they appear, often resulting in short-

term solutions and emotionally charged decisions that may not be ideal for the 

business. 

 The use of technology in HR, the globalisation of practices, and the shifting focus 

on the changing population of employees foster the learning process and creativity. 

 

1.7 Keywords 

 Manpower Management: The long-term plan of utilisation of people resources in 

an organisation, including staff and employees, selection, training and 

development, appraisal, motivation, and care. 

 Proactive Approach: A plan used in an organisation to anticipate possible 

employee shortages, lack of skilled personnel, or any other workforce factors that 

may hamper its future success and then take measures to counteract them. 

 Reactive Approach: An approach that addresses circumstances that affect the 

workforce and the process may find temporary ways of handling the problems even 

if those are not the best for the organisation in the long run. 

 HRIS (Human Resource Information Systems): Digital tools and platforms that 

streamline HR processes such as recruitment, onboarding, performance 

management, and employee engagement. 

 

1.8 Self-Assessment Questions 

1. What are the primary objectives of workforce management? 

2. How has technology impacted workforce management in Indian organisations? 

3. Compare and contrast proactive and reactive approaches in workforce management. 

4. What are the critical responsibilities of personnel executives in Indian 

organisations? 

5. How has workforce management evolved from administrative tasks to a strategic 

role? 

 

1.9 References / Reference Reading 

 Rao, T.V. Human Resource Management in India: A Practitioner's Guide. Sage 

Publications, 2018. 

 Dessler, Gary. Human Resource Management. Pearson Education, 2019. 
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 Khandelwal, Anil. Dare to Lead: The Transformation of Bank of Baroda. Sage 

Publications India, 2017. 

 Mathur, B.L. Human Resource Development: Strategic Approaches and 

Experiences. RBSA Publishers, 2020. 

 Noe, Raymond A., et al. Fundamentals of Human Resource Management. McGraw-

Hill Education, 2019. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Unit 2: Recruitment and Selection 

 

Learning Outcomes: 

 Students will be able to understand the concept and significance of workforce 

planning in organisations. 

 Students will be able to comprehend the various stages involved in the recruitment 

process. 
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 Students will be able to gain insights into the selection process and the methods 

used to select the best candidates. 

 Students can develop knowledge of the several exam kinds employed in hiring and 

selecting. 

 Students will be able to explore recruitment strategies and best practices to attract 

and retain top talent. 

 

Structure: 

2.1  Manpower Planning 

2.2  Recruitment Process 

 Knowledge Check 1 

 Outcome-Based Activity 1 

2.3  Selection Process 

2.4  Different Types of Tests 

2.5  Recruitment Strategies and Best Practices  

 Knowledge Check 2 

 Outcome-Based Activity 2 

2.6  Summary 

2.7  Keywords 

2.8  Self-Assessment Questions 

2.9  References / Reference Reading 

 

 

 

 

 

2.1 Manpower Planning 

Workforce management, called human resource planning, allows a company to reach 

its goals and objectives. It involves forecasting the human resource requirement for an 

organisation to have appropriate talent at the correct time. It determines the absence of 

required skills, how to utilise employees effectively, and how to prepare for future 

tasks. 
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The process of workforce management starts with an analysis of the current workforce. 

This analysis helps the organisation make sound decisions about its staffing strategies, 

including market conditions, firm growth and development, and technological 

enhancements. 

The final important workforce management process is to develop plans to address the 

workforce shortage and the projected future requirements. This may mean hiring new 

employees or retraining existing workers so that they can do the new tasks. 

Progression planning is a strategic framework that assists individuals in determining 

their objectives and formulating a structured pathway to attain them. It is a continuous 

process involving establishing short-term, middle, and long-term goals to provide 

clarity and guidance. Enhancing skills among the currently working staff can manage 

human resources. 

Top management turnover can also be managed because organisations may search for 

talent within the company and train and facilitate these people to take up senior 

management positions when the current executives retire or leave. 

Workforce management is a process that happens repeatedly; it needs to be checked 

periodically, not just from time to time. This, in turn, seems to allow organisations to 

sustain their position in the market and adapt to certain conditions. 

Some of the ways to achieve efficient workforce management are constant updates of 

workforce data relevant to the planning process, including key stakeholders, and 

leveraging technological tools. 

 

2.2 Recruitment Process 

Hiring is a necessary sub-operation of human resource management to attract the most 

suitable candidates for vacancies. Organisations employ an employment strategy to 

ensure they have the right people to drive their strategic objectives. Initiating 

recruitment is an important step, which involves identifying the need for more 

employees in an organisation. Job selection follows the next step after developing a job 

description when designing recruitment strategies. 

1. The choice between direct search and third-party assistance depends on the position 

type to fill and the target pool of potential candidates. For instance, career-related 

sites like LinkedIn are very effective for employers, executives, and professional 

employees. 
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2. The actual behaviour of sourcing individuals begins after selecting the recruitment 

channels. It includes looking for the right candidates and advertising jobs. Job 

openings must be communicated in a simple, plain, and catchy to create interest 

among the target candidates. This is why the correct job advertisement comes in 

handy. 

3. The next procedure in the hiring process is scrutiny and shortlisting. This involves 

scrutinising applications, resumes, and cover letters to identify suitable candidates 

for the given jobs. 

4. The next step in the recruitment procedure is interviews, which help to decide 

whether the candidate is suitable for the job. Some main types of interviews are 

behavioural, unstructured, and structured. 

5. Interviewing is the last step in the selection process before the hiring decision is 

made and the job offer is issued. Choosing the most appropriate person for the 

position and the organisation depends on the competency of the knowledge and 

communicative abilities. 

6. The candidate is then presented with a job offer, typically a letter containing the 

details of the position offered, the wages and remuneration, and other conditions of 

employment. 

7. Other rules that may apply to the recruitment process in India include compliance 

with labour laws, reservation policy, or regional diversity. 

8. Feedback is a realistic recommendation. Feedback should be provided on time, and 

candidates should be adequately informed. Talent acquisition software may assist 

organisations in the communication process, the tracking of candidates, and the 

hiring process. 

 

 

 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Manpower planning involves forecasting the organisation's future __________ 

needs. (human resource) 

2. Effective workforce planning begins with an analysis of the current 

__________. (workforce) 
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3. The first step in the recruitment process is identifying the need for a new 

__________. (employee) 

4. A well-crafted job description helps attract suitable __________ and sets clear 

expectations. (candidates) 

 

 Outcome-Based Activity 1 

Create a job description for a position you are interested in, including 

responsibilities, qualifications, and skills required. 

 

2.3 Selection Process 

The selection process in human resource management maintains the match between 

candidates and specific job tasks in an organisation by identifying the best candidates 

suitable for particular job tasks. Several methods are utilised to evaluate a candidate’s 

aptitude, capacity, and compatibility with the organisation. It works directly in 

improving the selection structure, involving a systematic way of hiring better people 

into the organisation and hence improving the returns and success of the company. 

1. The first method in the selection process is the preliminary screening phase. It 

involves considering the applicants’ application forms and CVs to shortlist 

candidates who satisfy the basic job specifications. 

2. When the basic scrutinisation is done in the subsequent tests, the next step is to 

conduct further assessments. This often involves using panels, focus groups, and 

individual interviews. 

3. Organisations use many other methods to assess the talents of their candidates 

besides interviews. These include technical skills tests, personality tests, and 

cognitive ability tests. 

4. The following step includes verifying their educational experience, previous 

employment, and references. 

5. The final choice of the proper candidate to be offered the position in the given 

organisation and firm depends on the results of the tests and examinations as well 

as general compatibility. These details describe the position-assigned 

responsibilities, salary, and other relevant employment factors. 

6. The procedure also includes the findings of the match of the candidate with the 

organisation, its values and working principles, and the analysis of their experience 

and abilities. 
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2.4 Different Types of Tests 

Different recruitment and selection program assessments help discover the most 

efficient and suitable candidate. These evaluations provide objective details that may 

be useful for organisations in making good recruitment decisions. It is crucial to 

distinguish between different types of testing and how they are utilised to develop the 

proper selection strategy. 

1. One of the most popular test types during hiring is the cognitive ability test. These 

examinations check the candidates' mental health abilities, and they are given 

problems based on language proficiency, analysis, and numerical computation. 

Cognitive ability tests are rather valuable in terms of the abilities that are more 

useful in problem-solving and critical thinking. 

2. The personality test is Another commonly used in the selection process. These 

assessments focus on personality traits. 

3. Specific job skills are assessed through the candidate’s technical skills. 

Technology-related skills are usually evaluated through task exercises, role-plays 

and work sample tests. 

4. Situational Judgment Tests (SJTs) assess candidates' decision-making and problem-

solving scenarios in working environments. 

5.  A comprehensive assessment includes tests like Aptitude tests, personality tests, 

group objectives, simulation sessions, and interviews. 

6. Offering many tests to get more information about candidates, expressing tests in 

the same way, and ensuring that the test matches the kind of work to be done are all 

useful for using various tests throughout the selection process. 

7. Employing statistical prediction instruments to increase the process's selectiveness 

is vital, especially as identified by the industry insights above. Through new-age 

technologies such as artificial intelligence and machine learning, organisations can 

design and develop more refined forms of test and assessment instruments. 

 

2.5 Recruitment Strategies and Best Practices 

Attracting and retaining quality employees is difficult today, so the right methodologies 

for employee recruitment must be used. In the recruitment process, the main focus is 

locating and evaluating applicants to narrow the pool to those who meet the necessary 
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qualifications. The initial stage involves assisting prospects in recognising the worth of 

your organisation and selecting your employer brand within the talent market. 

Below are some key strategies and fundamental principles organisations need to 

implement to optimise the recruitment process. 

 Recruitment from employers is one of the most effective methods. Well-developed 

employer branding also entices promising employees to apply for job vacancies. 

Employer branding demands marketing the company's culture, values, and other 

employee-related policies on social media, the website, and the recruiting process. 

 Another successful recruitment strategy is the use of data analytics and technology. 

Applicant Tracking Systems (ATS) and other Advanced Recruitment Tools can 

make screening easier. 

 Organisations can contact passive talents through networking forums, conferences, 

and internet pages, holding a ready-made list of talent that can be contacted when a 

position arises. 

 It is for this reason employers have come to consider the factors of inclusion and 

diversity that are crucial to adopt in contemporary organisations. Those employers 

who integrate diversity into their HR management as a concept will benefit from a 

pool of talents and ideas from different diverse people. 

 Employee referral programmes are also considered the best hiring practice. 

Organisations can request current employees to recommend suitable candidates, 

which means they will find the right and competent candidates who also fit the 

company’s culture. 

 Recruitment strategies and standing procedures in the Indian context may be more 

than just representing an employee value proposition; they may extend to 

compliance with labour laws, reservation laws, and regional disparity. 

 For practical suggestions, one could have a great candidate experience. They must 

be able to give quick feedback, and most importantly, there should be free and clear 

contact with the candidates. Organisational communication can be handled well, 

the candidates' progress can be monitored well, and the hiring process can be 

completed efficiently. 

 Another good example of a recruitment strategy for people involves forming links 

with educational institutions. To get the best brains, most organisations partner with 

schools and institutions to search for human resources. This work in Movement 
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Programs, Campus recruiting drives, internships, and interactions with educational 

institutions can help an organisation attract youthful and talented people. 

 This means that initiatives such as offering employees health insurance, company-

sponsored retirement plans, and work-life balance can also significantly influence 

hiring.  

 Another suggested method is to use social media for recruiting. Organisations have 

valuable candidate opportunities to engage with potential candidates on social 

media sites like LinkedIn, Facebook, and Twitter.  

 Developing a diverse and inclusive workforce requires integrating diversity and 

inclusion initiatives into recruitment methods.  

 Another excellent practice is using employee input to improve recruitment. Current 

employees can provide feedback to organisations so they can learn about their 

experiences with the hiring process and pinpoint areas that need improvement.  

 

 Knowledge Check 2 

State True or False. 

1. The selection process only involves interviewing candidates. (False) 

2. Cognitive ability tests measure candidates' intellectual capabilities, such as 

logical reasoning and numerical ability. (True) 

3. A strong employer brand helps attract high-quality candidates by showcasing 

the organisation as a desirable workplace. (True) 

4. Personality assessments are not useful for identifying candidates who fit well 

with the organisational culture. (False) 

 

 Outcome-Based Activity 2 

Research and list three types of personality assessments commonly used in the 

recruitment process. 

 

2.6 Summary 

 Manpower planning involves forecasting future human resource needs and 

developing strategies to ensure the right number of people with the right skills are 

available at the right time. It helps identify skill gaps and prepares the organisation 

for future challenges. 
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 Manpower planning involves evaluating the type of workforce required in an 

organisation, identifying the next requirement, and finding ways to acquire that 

workforce, whether through competency-building programmes or recruiting new 

employees.  

 Recruitment identifies and places qualified persons in permanent positions within 

the organisation. Several steps are involved in the process, such as understanding 

the demand for a new employee, describing the job, and selecting the right channel 

to recruit. 

 The assessment procedures for selecting a candidate for an organisation’s job 

include assessing the candidate's skills, qualifications, and organisational fit 

through interviewing, cognitive ability tests, and background checks. These 

procedures are useful in ensuring that the correct people are selected for positions. 

 Procurement, structured interviews, technical skills tests, personality assessments 

aid in making good choices, etc., are some of the factors that should never be 

compromised during the hiring process. 

 Employer branding, efficient technology use, and constant talent pool building are 

other recruitment methods. All these strategies assist the organisation in attracting 

and maintaining qualified personnel. 

 

2.7 Keywords 

 Manpower Planning: Forecasting is a strategic process that predicts an 

organisation’s future human resource requirements and plans to gain access to the 

appropriate skill at the proper time. 

 Recruitment Process: The process of recruiting, screening, and selecting suitable 

candidates for certain jobs and positions, which may include methods such as job 

analysis, applicant identification, and testing. 

 Cognitive Ability Tests: Knowledge-based assessments, which evaluate 

candidates’ abilities in critical thinking, operational mathematics and word 

comprehension, are essential. 

 Employer Branding is marketing a company to attract the best employees 

based on its ideas, vision, and policies. 

 

2.8 Self-Assessment Questions 
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1. What are the key components of effective workforce planning? 

2. Describe the various stages involved in the recruitment process. 

3. How do cognitive ability tests contribute to the selection process? 

4. What are the benefits of using personality assessments in recruitment? 

5. Explain the role of employer branding in attracting top talent. 
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Unit 3: Training and Development 

 

Learning Outcomes: 

 Students will be able to understand the meaning and significance of training and 

development in an organisational context. 

 Students will be able to identify different training programs and their applications. 

 Students will be able to explore various development programs and their 

importance for employee growth.  

 Students will be able to evaluate the effectiveness of training initiatives through 

different assessment methods. 

 

Structure: 

3.1  Meaning of Training and Development 

3.2  Types of Training Programs 
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 Knowledge Check 1 

 Outcome-Based Activity 1 

3.3  Types of Development Programs 

3.4  Evaluating Training Effectiveness  

 Knowledge Check 2 

 Outcome-Based Activity 2 

3.5  Summary 

3.6  Keywords 

3.7  Self-Assessment Questions 

3.8  References / Reference Reading 

 

 

 

 

 

 

 

 

3.1 Meaning of Training and Development 

The central elements of human resource management and training and development 

aim to enhance employees' abilities, knowledge, and skills. As opposed to development, 

which is primarily concerned with an employee's general development and progress 

within the company, training usually refers to programmes created to improve the skills 

necessary for a particular job. The development also provides employees with broader 

abilities for future roles. 

 

The Importance of Training and Development 

Training and development play a crucial role in achieving organisational success. They 

help bridge the gap between the current capabilities of employees and the skills required 

to meet organisational goals. Here are some key reasons why training and development 

are essential: 
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1.  Enhancing Performance: They are trained to equip themselves with skills that 

enable them to do their work faster and more efficiently. This leads to improved 

quality of work and performance within a short period. 

2.  Boosting Employee Morale: As staff members continue to receive training, they 

accept that their companies value them. Consequently, they develop a commitment 

to the organisation, job satisfaction, and confidence. 

3.  Reducing Employee Turnover: As a refresher, the orientation of new employees 

is significant because it assists in lowering the rate of employee turnover. 

Employees are loyal to the company, providing opportunities for workers to 

progress and advance. 

4.  Adapting to Technological Changes: In today’s rapidly progressing business 

environment, it is easier said than done to remain up to par with the latest 

technological advancements. Employees with training tend to adapt easily to new 

tools and systems and are always updated on technological matters. 

5.  Maintaining Competitive Advantage: Companies that spend more money on 

training and developing their employees' achievements succeed in maintaining their 

competitive advantage. 

 

 

Challenges in Training and Development 

Despite its importance, training and development face several challenges that 

organisations need to address: 

1. Cost: SMEs may be interested mainly in training programmes, but these may be 

expensive. As with any investment, organisations need to compute the probable 

gain in employee performance against the training costs. 

2. Time Constraints: Employees often have tight working schedules, and training 

timing becomes a concern. Training schedules have to be flexible so as not to affect 

organisations' regular work. 

3. Measuring Effectiveness: It is sometimes not very easy to measure the 

effectiveness of training programs implemented. Therefore, it becomes strategic for 

organisations to develop and implement set procedures to assess whether training 

has achieved the intended objectives. 
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4. Keeping up with Change: Training programs must be reviewed periodically as the 

business environment evolves. The flow of information and training companies 

provide also needs to reflect the current market relevance of this information. 

 

3.2 Types of Training Programmes 

Training programmes should be based on the type, aim, delivery method and 

anticipated participants. They are of different types:  

1. On-the-Job Training (OJT): On-the-Job Training (OJT) is a training strategy 

where employees are trained while performing their jobs with the help of a 

supervisor or other professionals in that specific field. This approach proves very 

effective for roles where there is a need for imminent skills application.  

2. Off-the-Job Training: Training outside work is described as “off-the-job training.” 

A professional trainer often provides the training in a classroom or training 

environment. 

3. E-Learning: E-learning became popular due to the preference for convenient 

learning time and advanced technology. 

4. Simulation Training: Using actual physical abstractions, model training replicates 

real-life scenarios, whether real or digital. This type of training is applied mostly in 

areas such as aviation, health care, and the military since mistakes are costly or 

dangerous. 

5. Apprenticeships: Company training programs are acceptable because they involve 

traditional classroom education and an internship in an organisation. In most cases, 

an apprenticeship aims to obtain higher skill levels in a specific vocation over a 

long period. 

6. Mentoring and Coaching: Mentoring is a one-on-one development in which 

expert advice and suggestions are delivered during training and coaching. Through 

their direction, scolding, and encouragement, everyone related to the organisation 

can attain their dream aims and improve their productivity. 

7. Job Rotation: This is a policy of moving employees from one job front to another 

or from one department to another to give them a feel for the various activities in 

the organisation. It helps broaden the employees' knowledge of the company's 

different activities and responsibilities, broadening their training. 
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8. Workshops and Seminars: Workshops and seminars are brief training sessions 

concentrating on subjects or abilities. These courses offer chances for interactive 

learning and networking, and subject-matter experts frequently lead them. 

9. Case Study Method: The case study method allows one to develop analytical and 

problem-solving skills by examining real-world business issues. The participants 

are given a case study and asked to determine the problems, evaluate the 

information, and suggest fixes. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Training and development are crucial aspects of human resource management 

that focus on improving the __________ and abilities of employees. (errors) 

2. On-the-Job Training (OJT) is a hands-on method where employees learn by 

doing the actual work under the guidance of __________ colleagues or 

supervisors. (experienced) 

3. In India, many companies send their employees to management development 

institutes for specialised training programs that cover topics such as 

__________ and marketing. (cooking) 

4. E-learning programs are delivered through __________ platforms, allowing 

employees to access training materials anytime, anywhere. (Digital) 

 

 Outcome-Based Activity 1 

Create a list of five benefits of training and development in the workplace. 

 

3.3 Types of Development Programs 

Employee development programmes attempt to improve staff members' personal and 

professional competencies by focusing on their universal growth. Employees need to 

be prepared for more responsibility and upcoming challenges through these 

programmes. We will look at a few popular categories of development programmes 

here: 

1. Leadership Development 

Employees involved in leadership development programmes are prepared for 

executive and managerial positions by improving their leadership abilities. These 



 

27 
 

programmes often involve training in communication, team management, decision-

making, and powerful thinking.  

2. Management Development: Management development programmes aim to 

understand that an organisation's staff members have the required skills. These 

programs involve project management, finance, marketing and human resource 

management, among many others. 

3. Technical Development: Technical development programmes raise the employees' 

standards and performance and keep them updated with technological 

advancements. These courses are important, particularly for areas where technology 

is dynamically developing and is still in progress, such as manufacturing, 

engineering, and information technologies. Technical development programmes are 

used intensely in India's information technology industry. 

4. Soft Skills Development: Programmes aim to improve employees’ teamwork, 

communication, and emotional and interpersonal competencies. These abilities are 

helpful for successful cooperation and developing relations with partners in a 

business sphere. 

5. Career Development: Schemes like training focused on supporting staff members 

in developing their career plans. The above programmes advise on possible 

occupations, skills needed, and promotion opportunities. Seminars, training 

sessions, working conferences, and meetings about career development are often 

implemented in the professional development process. 

6. Succession Planning: Succession planning refers to putting workers in an 

organisational structure to enable them to take future leadership positions. It 

involves the case-making of workers and ensuring that they are trained and 

developed to take leadership positions in the organisation. 

7. Innovation and Creativity Programs: Innovation and creativity programs ensure 

that staff members develop an out-of-the-box mindset and new ideas to promote 

innovation within the firm. 

8. Wellness and Work-Life Balance Programs: Programs that focus on improving 

the health and well-being of a company’s workers promote balance and wellness in 

the workplace. 

 

3.4 Evaluating Training Effectiveness 
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The following description can be used to evaluate the impact of the training on the staff 

members and the organisation as a whole. We'll look at a few popular techniques for 

assessing training efficiency here: 

1. Kirkpatrick's Four-Level Training Evaluation Model: Kirkpatrick's Four-Level 

Training Evaluation Model is a well-known model applied in learning and 

development to examine the efficiency of training. The four levels of evaluation 

are: 

o Reaction: This level looks at the participants' overall impressions of the training 

program. 

o Learning: This level determines how much participants have changed due to 

the training regarding the knowledge, skills, and attitude acquired.  

o Behaviour: This level assesses the participants' effectiveness in integrating the 

new knowledge and skills at work.  

o Results: This level focuses on the overall organisational outcome to establish 

how much the training has influenced performance. The amount of output 

produced, the quality of the end product, the sales volume, the customers’ 

satisfaction levels, etc., could be employed to measure the effectiveness of the 

training. 

2. Return on Investment (ROI) 

Organisations should be able to define the Return on Investment of the training 

initiatives by assessing the value of the training programmes. ROI is given by 

quantifying the benefits an organisation will likely derive from the training in 

contrast to the costs incurred, more so in the financial sense. A positive ROI figure 

indicates that the organisation has gained back the amount spent on training. 

3. Training Impact Assessment 

The second step in Evaluation and Training Impact is to determine whether the 

educational efforts make gross positive changes in the various aspects of the firm. 

This leads to comparing changes in worker output trends, inter/intra organisational 

satisfaction, staff turnover rates and overall organisational climate. 

4. Competency Assessments 

Assessment of Learning looks at the specific area of competency of employees 

before and after offering them a training session. They can be used to increase 

understanding of how training closes those gaps. Assessment can be done through 

examination, acting out a part, and practical evaluation. 
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5. Feedback and Surveys 

This is where assistance from other stakeholders and the training participants could 

prove helpful in determining how efficient the training was. Feedback forms and 

surveys can tell the participant’s attitude about the training, its relevance, and how 

it impacted the participant in a bid to perform their duties. 

6. Longitudinal Studies 

Training gives a fundamental insight into how training influences professional 

promotion and permanent performance. 

7. Performance Metrics 

Performance metrics are figures that can be employed to determine the extent of 

effectiveness of the training strategies that have been adopted. These measurements 

include the sales, quality and productivity requirements, customer satisfaction, and 

staff turnover. 

8. Observations and Assessments 

Managers or people who directly oversee the training can provide insights that 

could prove the training programs' effectiveness. Employees are observed using 

their recently gained knowledge and abilities in the workplace. 

9. Peer Reviews 

During peer reviews, colleagues review each other's performance and training 

implementation. This approach can offer more viewpoints regarding the efficacy of 

training initiatives. 

10. Benchmarking 

Comparing the program's results to industry norms or best practices is known as 

benchmarking. Firms can use this technique to assess how their training 

programmes compare to other companies. 

 

 Knowledge Check 2 

State True or False. 

1. Leadership development programs are designed to cultivate employees' 

leadership skills, preparing them for managerial and executive roles. (True) 

2. Succession planning is not essential for family-owned businesses in India. 

(False) 

3. Performance metrics are quantitative measures used to evaluate the 

effectiveness of training programs. (True) 
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4. Longitudinal studies do not provide any insights into the long-term 

effectiveness of training. (False) 

 

 Outcome-Based Activity 2 

Identify and list three methods used to evaluate the effectiveness of training 

programs. 

 

3.5 Summary 

 Training focuses on enhancing job-specific skills, while development aims to grow 

employees overall and prepare them for future roles. Both are essential for 

improving organisational performance, morale, and retention. 

 Training and development face challenges such as high costs, time constraints, and 

the need for continuous updates to stay relevant to industry trends. 

 On-the-job training (OJT) involves hands-on learning under supervision, while Off-

the-Job Training includes structured programs like seminars and workshops 

conducted outside the workplace. 

 E-learning provides flexible, digital training solutions, whereas Simulation Training 

uses virtual models to replicate real-world scenarios, particularly useful in high-

stakes industries. 

 Leadership and Management Development: These programs operate on developing 

strategic thinking, decision-making, and team management, all of which are key 

areas relevant to preparing future leaders and efficient managers. 

 Technical learning packages ensure that the employees adopt current trends and 

developments in the fields, while interpersonal learning programs improve 

interaction, collaboration, and emotions. 

 Kirkpatrick's Four-Level Model of evaluating training programs considers them at 

four levels: Reaction, Learning, Behaviour, and Results, offering a complete poised 

evaluation. 

 ROI calculation determines the monetary value of training and the effectiveness of 

training. In contrast, competency assessment evaluates skills and knowledge post-

training in organisational skills shortfall and areas that need more training. 

 

3.6 Keywords 
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 Training: An orderly one that focuses on helping the employees of an organisation 

acquire skills and knowledge that can help improve their performance and output 

in their areas of specialisation or contracts. 

 Development: This development is centred on improving the individual with the 

broader competencies necessary for optional assignments and promotion. 

 On-the-job training (OJT): This is a type of orientation training in which 

employees acquire certain skills by converting them to practice and being guided in 

their work. 

 E-Learning: This digital learning approach allows employees to access training 

materials online at their convenience, supporting self-paced learning. 

 Kirkpatrick's Four-Level Model: A framework for evaluating training 

effectiveness through four levels: Reaction, Learning, Behaviour, and Results. 

 

3.7 Self-Assessment Questions 

1. What are the key differences between training and development? 

2. Describe the various types of training programs and their applications. 

3. How do leadership development programs benefit organisations? 

4. What challenges are commonly faced in training and development? 

5. How can organisations measure the effectiveness of their training programs? 
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Unit 4: Performance Appraisal 

 

Learning Outcomes: 

 Students will be able to understand the definitions and importance of performance 

appraisal. 

 Students will be able to identify the standards and measures used in performance 

appraisal. 

 Students will be able to explore various methods and techniques of performance 

appraisal. 

 Students will be able to comprehend the concept and implementation of 360-degree 

feedback. 

 Students will be able to apply practical tips and insights to enhance performance 

appraisal processes in an organisational context. 
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Structure: 

4.1  Definitions and Importance of Performance Appraisal 

4.2  Standards and Measures in Performance Appraisal 

 Knowledge Check 1 

 Outcome-Based Activity 1 

4.3  Methods and Techniques of Performance Appraisal 

4.4  360-Degree Feedback  

 Knowledge Check 2 

 Outcome-Based Activity 2 

4.5  Summary 

4.6  Keywords 

4.7  Self-Assessment Questions 

4.8  References / Reference Reading 

 

 

 

 

 

 

4.1 Definitions and Importance of Performance Appraisal 

An organisation can regularly examine an employee's performance over a 

predetermined period using performance appraisal. This procedure provides feedback 

to the staff, identifies development needs, sets goals, and determines methods of staff 

compensation, promotions, and training needs. It involves assessing an employee's 

performance in terms of certain standards and goals set down to determine their 

productivity and capability to uphold organisational objectives. 

1. Performance appraisal is a valuable tool for acknowledging and compensating 

workers for their hard work and successes. Appreciation boosts employees' 

motivation and spirit immensely. 

2. Performance reviews are also useful for identifying employees for training and 

other development exercises. By defining these areas, organisations can develop 

more specific training initiatives to address potential shortcomings in an 

organisation’s workers. 
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3. Performance reviews are also vital, particularly for career promotions. They assist 

workers in specifying appropriate career goals since the strengths and weaknesses 

profile provides a clear picture of the worker. 

4. Appraisals are useful in the decision-making process for prospective hires, 

promotions and transfers, and employee hiring. These factors define choices that 

determine staff acquisition and retention of a knowledgeable and motivated 

workforce. 

5. The managers can understand trends and patterns regarding the employees’ 

performance according to the appraisal results. Knowledge about blended HRM 

models is useful to workforce planning, succession planning, and identifying 

potential leaders within this organisation. 

6. Performance reviews also encourage proper communication between managers and 

staff. The assessment process helps create a structured way to discuss issues with 

performance, the employer’s expectations, and even the employees’ career plans. 

Promoting good relations among employees and ensuring they understand each 

other is crucial in fostering a healthy organisational culture. 

7. Performance reviews are important for settling workplace disagreements. They 

allow the resolution of any misunderstanding or complaint that may have arisen 

during the appraisal period. 

8. The performance reviews address the need for employees to strive to go above and 

beyond their anticipated performances. 

9. One of the basic reasons that performance appraisal is vital in Indian organisations 

is their compliance with labour laws and regulations.  

10. Performance appraisals are also critical in retaining skilled employees since their 

recognition is important. Retaining talented employees is a major challenge 

organisations encounter, as most capital markets remain highly competitive. 

 

4.2 Standards and Measures in Performance Appraisal 

Focusing on the objective standards and parameters for evaluating work results is also 

important. These guidelines measure staff performance. As much as they provide the 

basis for the evaluation procedure, they make it more dependable and real by affording 

equity and consistency. Hence, certain ingredients need to be considered when 

developing benchmarks and metrics for a performance evaluation structure. 
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1. SMART has an exact and unambiguous meaning: Specific, Measurable, 

Achievable, Relevant, and Time-bound performance specifications. LTI defines 

expectations and results expected of employees in terms of specific standards.  

2. It should be noted that performance measurements could involve qualitative or 

quantitative assessment in most cases. Measurements of quality capture the quality 

of the work produced, creativity, innovative solutions, and teamwork, among other 

things. 

3. It is common to find performance appraisals containing behavioural expectations. 

These requirements centre on how a person conducts themselves and perceives 

other employees, the organisation, and the self at the workplace. 

4. Contemporary business observes a merging of performance evaluation metrics with 

Key Performance Indicators (KPIs). KPIs represent essential elements of an 

organisation’s performance and how it can be evaluated. 

5. Technology has altered employee exams and evaluations to another level. 

Businesses use performance management software more often to help accelerate 

the appraisal system. These solutions provide the data in real time. 

6. Other relevant elements of performance appraisal standards include the 

development of competency models. A competency model is a condition or state 

containing the knowledge, skills, and actions required to perform a job effectively. 

Competency models assess an employee's performance by identifying the 

competencies needed for certain company jobs. 

7. As mentioned above, another useful means of performance appraisal is Balanced 

Scorecards. In strategic management, a balanced scorecard provides a total view of 

the organisation's capability and performance by measuring financial and customer 

views, internal business processes, and business improvement and growth. 

8. Organisations are also awakening to the fact that other factors beyond these indices 

shape their performance in terms of employee engagement and well-being. 

Employee engagement is defined as the extent to which people are involved in their 

jobs and care about them. In contrast, employee well-being refers to the state of 

health or the general condition of the employees' physical, mental, and emotional 

fibres. 

9. More and more companies are incorporating self-evaluation of one’s performance 

into evaluation processes. Fourth, self-assessment enables the staff members to 

review performance, achievements, and inadequacies. This method effectively 
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motivates employees to be self-directed, self-managed, and responsible for their 

growth. 

10. Another constructive factor that can be used in performance reviews is peer 

evaluation. Colleagues, especially in circumstances where they work together, 

normally present a different perspective regarding employee job performance. This 

is done by seeking feedback from other employees, especially those who frequently 

interact with the employee under consideration. 

11. In recent years, the performance appraisal has deemed the client feedback 

appropriate for reference, especially for the roles that demand client interaction. 

Customers’ views give an outside perspective on the employee’s performance, 

giving a different view on customer loyalty and satisfaction. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Performance appraisal is a systematic process by which an organisation 

evaluates an employee's performance over a specific period to determine their 

__________ and contribution to the organisation's goals. (effectiveness) 

2. Specific, measurable, achievable, relevant, and __________ (SMART) 

standards are essential for setting clear performance appraisal criteria. (time-

bound) 

3. Common measures used in performance appraisal include qualitative and 

__________ metrics. (quantitative) 

4. Behavioural standards in performance appraisals assess attributes such as 

__________ and communication skills. (punctuality) 

 

 Outcome-Based Activity 1 

Create a list of SMART goals for your academic performance this semester and 

discuss how they align with the concept of performance appraisal. 

 

4.3 Methods and Techniques of Performance Appraisal 

Performance appraisal techniques and procedures vary widely, each with its 

requirements and disadvantages. The organisation's aims, the nature of the work, and 
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the corporate culture all influence which approach is best. Here, we look at a few of the 

most widely applied approaches and strategies for performance reviews. 

 Traditional Methods 

Rating Scales: The rating scale is one of the most popular and established techniques 

for evaluating employee performance. This strategy uses different performance criteria 

to rate employees on a scale. Usually, the scale goes from 1 to 5 or from poor to 

excellent. Rating scales offer a simple means of assessing several employees according 

to various criteria, and they are easy to use and comprehend.  

Essay Method: The essay method requires a thorough narrative of an employee's 

performance. In a free-form document, supervisors outline the worker's 

accomplishments, shortcomings, strengths, and areas for development. This approach 

enables detailed feedback and yields rich qualitative data.  

 

Critical Incident Method:  

The overall purpose of the critical event approach is to document certain events in 

which an employee was either performing at a highly effective level or a significantly 

ineffective level.  

Checklist Method 

The checklist approach involves creating a list of statements or questions about a 

worker’s performance. This is a faster and more convenient approach when an item 

concerns an employee. 

Graphic Rating Scale 

The graphic rating scale approach involves a performance appraisal, where various 

areas in an employee’s performance are rated. An index or bar is provided for each 

performance criterion, and the supervisor places a cross on the line at a position 

corresponding to the employee's performance. 

 

 Modern Methods 

Management by Objectives (MBO) 

One of the most popular managerial methods is Management by Objectives (MBO). 

The realisation of the objectives turns into the assessment of employees. The main 

advantage of a Management by Objectives approach is that targets are set so that every 

employee is motivated to achieve the objectives and hold themselves accountable. 
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However, for performance to improve, accurate goals and frequent status reviews are 

needed. 

Breitenbieber and Kidder’s Behaviourally Anchored Rating Scales (BARS) 

They are called Behaviourally Anchored Rating Scales (BARS), where critique 

incidents and rating scale components are integrated. These anchor the various points 

on the rating scale in terms of expectations and actual behaviour observed. BARS also 

has the advantage of minimising subjectivity and maximising objectivity in the 

evaluation process by providing accurate and non-biased criteria for assessment. 

However, establishing BARS is not easy and requires some time. 

360-Degree Feedback 

Gathering appraisal feedback from subordinates, peers, managers, and other individuals 

in a single functional unit is called 360-degree feedback. This method pools several 

perspectives to provide a comprehensive picture of the specific worker.  

Forced Distribution Method 

The forced distribution method categorises employees based on set performance levels, 

such as high performers, average performers, poor performers, etc. This technique 

ceases rating hikes because employees can distinguish themselves from each other. 

However, it can also limit staff collaboration and increase their competitiveness. 

Assessment Centres 

At evaluation centres, employees' performance is evaluated using various methods, 

including group discussions, role-playing, case studies, and models. Although this 

method requires much time and resources, it offers a thorough and balanced 

examination. 

 

4.4 360-Degree Feedback 

A complete performance evaluation technique called 360-degree feedback collects 

input from several sources. This multi-rater approach includes input from an employee's 

management, peers, subordinates, and occasionally external stakeholders like clients or 

suppliers. The goal is to provide a complete picture of the worker's performance, assets, 

and growth areas. 

Implementation of 360-degree Feedback: Applying 360-degree input requires a few 

crucial steps. Initially, it is vital to explain the goal and procedure to each participant. 

Workers should be aware that the purpose of the feedback is for growth and 
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development rather than ability punishment. Protecting privacy and secrecy is essential 

to promoting straight and helpful reviews. 

Next, it is crucial to choose the appropriate raters. The raters selected should have 

interacted properly with the employee to give an insightful evaluation. This usually 

consists of the worker's immediate supervisor, a couple of colleagues, and lower-level 

employees. Client or other external stakeholder comments might occasionally provide 

insightful information.  

Most of the time, the feedback process uses standardised questionnaires covering a 

range of performance metrics. These characteristics include teamwork, leadership, job 

knowledge, communication abilities, and devotion to organisational principles. The 

inquiries should be precise, pertinent to the worker's position, and straightforward. 

Collecting quantitative and qualitative data using rating scales and open-ended 

questions is possible. 

After the feedback has been gathered, the data must be systematically compiled and 

analysed. This procedure can be simplified with performance management software, 

which can provide thorough reports that identify important areas for development and 

strengths. Feedback should be given to the staff member positively, focusing on growth 

above criticism. 

Benefits of 360-Degree Feedback 

Multiple benefits provided by 360-degree feedback improve the performance review 

procedure.  

o First, it offers a more realistic and balanced assessment of a worker's performance. 

Multiple views are incorporated to reduce the limits and biases of feedback from a 

single source.  

o Second, 360-degree feedback encourages self-awareness and personal 

development. Workers learn how other people see them, which helps them grasp 

how their actions affect their coworkers and the company.  

o 360-degree feedback promotes a culture of ongoing development and progress. 

Employees are more open to receiving and acting upon feedback when they 

perceive it as a regular and positive aspect of working life within the organisation.  

o With the support of this regular feedback, employees can attain their professional 

goals, learn new skills, and enhance their performance. As a result, the company 

gains from a more productive and engaged workforce. 

o 360-degree feedback enhances collaboration and teamwork.  
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Case Study: Implementation of 360-Degree Feedback in an Indian IT Company 

To illustrate the implementation of 360-degree feedback, let us consider a case study 

of an Indian IT company, Tech Solutions Ltd. The company decided to implement 

360-degree feedback to enhance its performance appraisal process and promote a 

culture of continuous improvement. 

Step 1: Communicating the Purpose and Process The HR department at Tech 

Solutions Ltd. communicated the purpose and process of 360-degree feedback to all 

employees through town hall meetings and emails. They stressed that the input was 

constructive and was meant for enhancement rather than executing some form of 

punishment. Management also informed employees that the feedback would be 

anonymous and that people’s identities would not be revealed. 

Step 2: Selecting Raters Managers were asked to choose raters who had adequate 

interaction with the employees being assessed. This involved all the subordinates’ 

supervisors, fellow workers, and, occasionally, the workers' clients. The selection 

process complied with the guidelines given to the HR department to get a balanced 

ratio of raters. 

Step 3: Mechanisms of Data Collection Questionnaires form the basis of feedback 

collection and have structural questions. The questionnaires covered all possible 

aspects of how the performers work: their technical skills, their communication 

skills, and their capacity to work in teams, lead teams, and adhere to company values. 

Regarding the questionnaires, rating scales were utilised with questions where 

respondents were asked to provide their answers. 

Step 4: Processing and Evaluating Feedback Information derived from the feedback 

was processed and evaluated using performance management software. The software 

created concise reports that provided the major assets and liabilities of the 

employees. Each report was comprehensive and presented in simple layman's 

language for easy understanding. 

Step 5: Delivering Feedback It was, hence, considered appropriate to conduct 

individual interviews with the managers to deliver the feedback. This was mainly in 

the areas of development and improvement, with the various managers offering 

useful improvements in views to improve performance. To clarify the feedback, the 
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employees were encouraged to ask questions if they failed to comprehend certain 

recommendations. 

Results: The 360-degree feedback program showed the following benefits to Tech 

Solutions Ltd. From the results, the employees stated that they received a substantive 

self-estimation and saw their strong and weak areas. The activity also helped 

enhance communication and cooperation among the undertaking groups. It was also 

shown that the employees and managers considered the feedback useful in providing 

the help and training needed. In conclusion, it will be seen that the practice of 360-

degree feedback enhanced the climate for improvement at Tech Solutions Ltd. 

 

 Knowledge Check 2 

State True or False. 

1. The essay involves writing a detailed narrative about an employee's 

performance. (True) 

2. Rating scales are considered a modern method of performance appraisal. (False) 

3. 360-degree feedback gathers input from only an employee's manager. (False) 

4. Management by Objectives (MBO) involves setting specific, measurable goals 

collaboratively between managers and employees. (True) 

 

 Outcome-Based Activity 2 

Discuss with a classmate how 360-degree feedback can improve team dynamics 

and provide a more comprehensive view of an employee's performance. 

 

4.5 Summary 

 Performance appraisal is a systematic process for evaluating employee performance 

against predetermined standards to provide feedback, identify improvement areas, 

and inform decisions on promotions and training. 

 It boosts confidence and motivation by recognising achievements and identifying 

training needs for skill enhancement, which benefits career development and 

organisational planning. 

 Setting SMART standards (specific, measurable, achievable, relevant, and time-

bound) ensures clear expectations and fair evaluations, incorporating qualitative 

and quantitative metrics. 
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 Incorporating behavioural standards and aligning measures with key performance 

indicators (KPIs) and competency models enhances relevance and accuracy, 

supported by technology and cultural considerations. 

 Modern methods such as Management by Objectives (MBO), Behaviourally 

Anchored Rating Scales (BARS), and 360-degree feedback offer comprehensive, 

objective evaluations, promoting alignment with organisational goals and 

continuous improvement. 

 360-degree feedback gathers input from multiple sources, providing a balanced 

view of performance, enhancing self-awareness, and fostering a culture of 

continuous learning and improvement. 

 Successful implementation requires clear communication, careful selection of 

raters, structured feedback collection, and thorough analysis. It also requires 

ensuring confidentiality and encouraging honest feedback. 

 

4.6 Keywords 

 Performance Appraisal: A systematic process to evaluate employee performance 

against set criteria to provide feedback and inform decisions on promotions and 

training. 

 SMART Standards: Criteria for setting performance standards that are Specific, 

Measurable, Achievable, Relevant, and Time-bound, ensuring transparent and fair 

evaluations. 

 360-Degree Feedback: A comprehensive feedback method involving input from 

an employee's manager, peers, subordinates, and sometimes clients to provide a 

holistic view of performance. 

 Management by Objectives (MBO): This is a results-oriented appraisal method 

in which managers and employees collaboratively set specific, measurable goals, 

and performance is evaluated based on goal achievement. 

 Competency Models: Frameworks defining the skills, knowledge, and behaviours 

essential for effective job performance, used as a basis for performance appraisals. 

 

4.7 Self-Assessment Questions 

1. What is the primary purpose of performance appraisal in an organisation? 

2. How do SMART standards enhance the effectiveness of performance appraisals? 



 

43 
 

3. What are the key benefits of 360-degree feedback? 

4. Compare traditional performance appraisal methods with modern methods like 

MBO and BARS. 

5. Why is it important to consider cultural context when establishing performance 

appraisal standards? 
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Unit 5: Job Evaluation 

 

Learning Outcomes: 

 Students will be able to understand the job evaluation process and its significance 

in organisational management. 

 Students will be able to explore various job evaluation methods and their 

applicability in different organisational contexts. 

 Students can analyse the link between job evaluation and compensation 

management. 

 Students will be able to examine real-world examples and case studies to illustrate 

the practical implementation of job evaluation practices. 

 Students will be able to develop the ability to implement job evaluation techniques 

in real-world scenarios to enhance organisational effectiveness. 

 

Structure: 

5.1  Process of Job Evaluation 

 Knowledge Check 1 
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 Outcome-Based Activity 1 

5.2  Methods of Job Evaluation 

5.3  Job Evaluation and Compensation Link 

 Knowledge Check 2 

 Outcome-Based Activity 2 

5.4  Summary 

5.5  Keywords 

5.6  Self-Assessment Questions 

5.7  References / Reference Reading 

 

 

 

 

 

 

 

5.1 Process of Job Evaluation 

Job evaluation is the process by which organisations seek to identify the relative 

importance of various jobs in their employment hierarchy. The method comprises 

several important stages to achieve the highest level of job relevancy and to be 

democratic and non-individualised while making ratings. 

 Job Analysis 

Job analysis is the basis for job evaluation. It involves obtaining and recording data on 

every post in the organisation, plus the duties carried out, responsibilities of the 

individual or team, qualifications needed, and working environment. Organisational 

analysis is useful in establishing the nature of a particular job and its strategic 

importance within the organisation. 

In the Indian environment, job analysis may require interviews with employees and 

their supervisors, observation of the work done, and a review of the position's job 

description.  

Establishing Job Evaluation Criteria 

After conducting a job analysis, organisations are required to formulate criteria for 

grading or appraising jobs. The elements often used commonly in setting these criteria 
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include skill, authority to decide, level of decision, and work environment condition. 

Many people are in a position to accuse assessors of bias in their assessment, but it is 

essential to set definite and reasonable evaluation standards to avoid such accusations. 

Other factors may also be taken into account in India, including culture, industry 

practice, and legal provisions regarding job evaluation.  

Selecting Evaluation Method 

Once criteria are defined, the next step is identifying an appropriate evaluation 

procedure. Job evaluation can be done using different approaches, as described below, 

each with its strengths and weaknesses. These conventional approaches are the point 

method, ranking method, classification method, factor comparison or analysis, and 

analytical method. The evaluation method depends on the size of the organisation and 

the industry in which it operates. 

 Employee Appraisal and Reward 

Once the method has been chosen, the job is evaluated according to the specifications 

laid down, and the corresponding grade or points awarded to the jobs are determined. 

More skilled, demanding jobs, complex jobs, or jobs that involve specialist functions 

are often graded or assigned more points in a grading structure. This process is useful 

in placing the jobs in the organisation in a rank or precedence based on their value. 

 Review and Validation 

Organisations must approve job evaluations to avoid disparity once they have 

completed the process. It may be useful to compare the assessed jobs to corresponding 

occupations in the market, to ask employees and managers for feedback, and to make 

corrections based on the findings. Checking and confirming job evaluation outcomes 

as seen by subordinates is highly recommended and plays a critical role in the process. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Job analysis involves collecting and documenting information about each job 

within the organisation, including the tasks performed, responsibilities, required 

qualifications, and __________. (working conditions) 

2. Establishing job evaluation criteria typically includes factors such as skill 

requirements, decision-making authority, level of responsibility, and 

__________. (working conditions) 
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3. The point method is a quantitative approach that assigns numerical values to 

specific job factors such as skill, effort, __________ and working conditions. 

(Responsibility) 

4. After job evaluation is complete, organisations should review and validate the 

results to ensure __________ and fairness. (accuracy) 

 

 Outcome-Based Activity 1 

Create a job description for a role of your choice, including tasks, responsibilities, 

required qualifications, and working conditions. Please share it with your 

classmates for feedback. 

 

 

 

 

5.2 Methods of Job Evaluation 

Organisations' general methods include qualitative methods for assessing jobs and 

comparing their worth. Each method has its techniques, steps, and uses when 

implementing particular operations.  

 Point Method 

The point method is a rating plan that uses several ratings on specific contents of the 

job factors, including skill, effort, responsibility, and working conditions. These aspects 

are then assessed against each job, and the sum of points allocated determines the job 

order in the series. The point method is one of the most effective ways of having 

structure and a clear, objective approach when doing a job evaluation so the complexity 

of the job and required duties can be closely examined. 

 Ranking Method 

The ranking technique estimates the relative importance or value of various jobs and 

then arranges the jobs in order of decreasing order of importance. Although the method 

is easily understandable, simplicity could also mean that the instructions may not be as 

accurate, especially when applied in large establishments with many specialised 

positions. Ranking methods are suitable where there is a requirement for an initial and 

uncomplicated assessment of the jobs. 
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In India, organisations might even employ the ranking method to assess hospitality, 

retail, and services jobs.  

 Classification Method 

The classification method involves sorting jobs into standardised classes or grades 

according to reduced criteria such as ability, accountability, and difficulty. The career 

field is then compared to assess the comparative value of each job class in the 

organisation. Classification techniques assist in the systematic procedure for evaluating 

jobs; grouping related jobs and laying down career progress ladders in the given 

organisation becomes easier. 

 Factor Comparison Method 

The factor comparison method involves comparing jobs by key facets of previous 

employment, including skill, effort, responsibility, or working conditions. In the factor 

cost method, jobs are given costs which must meet the factor cost of each of the cost 

determinant factors, and the worth is the sum of all the costs to determine the job's 

worth in the organisation. Job ranking methods are versatile, making them suitable for 

assessing employment across various organisational strata and functions. 

 Analytical Method 

The interface method integrates features of other assessment methods to evaluate jobs 

comprehensively. It involves dividing all the organisational tasks and assessing each 

task individually before reaching conclusions that enable one to evaluate the job's 

worth. The systematic approach to conducting job evaluation coupled with 

compatibility analysis ensures a more detailed analysis method than other methods. 

 

5.3 Job Evaluation and Compensation Link 

This relationship between job evaluation and compensation management is important 

since it is a strong connection that helps practise fairness in organisational 

compensation. Job evaluation is vital in providing structures for paying people, 

implementing pay parity and equality, increasing employee performance, getting and 

retaining the best talent, and dealing with market forces. 

1. Determining Salary Structures: Job evaluation assists the organisation in 

developing rational and reasonable remuneration structures by comparing the 

relative value of the jobs within the organisation. Organisations offer competitive 

wages to employees whom they hire for higher-skilled, responsible, and complex 
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jobs. Implementing pay structures based on an employment assessment is a way of 

providing standard and equitable remuneration policies in the organisation. 

2. Ensuring Pay Equity: If used to compare jobs and grade them according to their 

worth, then job evaluation assists in translating pay equity within the organisation. 

People performing similar tasks or tasks that, when rated, the minimum pay 

required would be paid the same, avoiding prejudice. Job rating is the most crucial 

move towards achieving pay parity because it is instrumental in improving 

employee morale and instilling a culture of equality within the organisation’s 

workplace. 

3. Motivating Employees: An equitable job rating can encourage employees to 

perform better because they know how their performances are rated in the 

organisation. The belief that their contributions are appreciated and compensated to 

some degree motivates the employees and increases their satisfaction with the job. 

Motivating the employees through job evaluation is crucial to enhancing the work 

climate, performance, and productivity. 

4. Attracting and Retaining Talent: When the integrated job to establish a sound 

remuneration policy acts as an incentive in attracting outstanding talents in the 

organisation. Reasonable remunerations offered correspond to the market value of 

positions that make the organisation desirable to potential employees and improve 

turnover. The findings also highlighted the importance of reviewing the pay 

structure to align with implementing a job evaluation system where organisations 

can design and provide competitive remunerations to the employees that will attract 

the best talent and motivate them to stay with the organisation for a long time. 

5. Addressing Market Trends: Job evaluation allows organisations to notice shifts 

in the market and relation to set industrial relations standards. This makes it possible 

for the organisation to be attractive and maintain valuable human resources in the 

volatile market. It will be apparent that the implementation of job evaluation will 

be in concert with market trends, as compensation strategies should adapt to address 

current and future employee and organisational needs effectively. 

 

 Knowledge Check 2 

State True or False. 

1. The point method assigns numerical values to specific job factors to determine 

the relative worth of jobs. (True) 
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2. The ranking method is ideal for evaluating jobs in large organisations with 

diverse roles. (False) 

3. Job evaluation helps establish fair and transparent organisational salary 

structures. (True) 

4. The factor comparison method involves grouping jobs into predefined job 

classes or grades. (False) 

 

 

 

 

 

 Outcome-Based Activity 2 

Identify a job role in a company you are familiar with and determine which job 

evaluation method would be most appropriate for evaluating that role. Explain your 

reasoning to the class. 

 

5.4 Summary 

 Job analysis compiles factual data about any specific job, including tasks, 

responsibilities, qualifications needed, environmental conditions, etc. 

 Some common tools used in job evaluation include skill rating, which is a 

measurement of the competencies, skills, and knowledge required to perform a 

particular job, degree of decision-making, that is, the extent of decision-making 

authority an individual job enjoys, bearing in mind that the higher the decision-

making authority, the higher the job worth, relative responsibility, which is the 

actual measurable job content of the position. 

 Several methods are used in job evaluation, including point, ranking, classification, 

factor comparison, and analytical techniques. 

 Each job is analysed and appraised according to how it fits a predetermined set of 

criteria, and grades or points are allocated to turn the job hierarchy into a relatively 

worthwhile scale. 

 Verifying and confirming the results from the job evaluation exercise helps ensure 

fairness. It includes an internal assessment of the organisation’s human resource 



 

51 
 

policies and practices, a comparison with industry standards, and information 

acquired from the employees. 

 The point method provides numerical points to skill, effort, responsibilities, and 

working conditions, offering a systematic evaluation technique. 

 The ranking approach involves evaluating the jobs and placing them in order from 

the highest level of worth to the lowest, which benefits organisations with few 

employees and clear roles. 

 The classification method divides jobs into certain classes or grades according to 

the expertise, responsibility, and difficulties implicit in the work; their assessments 

are more defined. 

 Amongst the benefits of job evaluation is the development of an objective 

benchmark for the salary scales, considering the relative value of the jobs and hence 

offering competitive remunerations. 

 The main pay grade or area pay rate can effectively eliminate discrimination and 

bias since similar jobs are paid comparably. 

 An open job evaluation system is productive in organisations since it ensures that 

employees are rewarded fairly for their efforts to serve the organisation. 

 Job evaluation enables organisational leaders to undertake market comparisons of 

job content and reward policies at frequent intervals. 

 

5.5 Keywords 

 Job Analysis: The first activity in job evaluation involves gathering and recording 

data on the tasks, duties, and nature of work. 

 Evaluation Criteria: The skills needed, the amount of decision-making, and the 

physical and emotional demands of the job are used to determine the job's worth in 

the organisation. 

 Point Method: A quantitative method of job ranking in which jobs are evaluated 

on factors such as skill and responsibility, and a numerical value is assigned to each. 

 Ranking Method: A job evaluation method compares jobs, culminating in ranking 

them from most to least important. 

 Classification Method: Organising jobs in systematic categories, special classes or 

gradations based on the similarities in skills, responsibilities and difficulty. 
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 Factor Comparison Method: An accommodation technique that differentiates 

jobs based on certain characteristics and assigns money worth to each characteristic. 

 Analytical Method: A work measurement approach in which patterns of activities 

characterise work. These patterns are presented as a set of elemental jobs to be 

assessed independently, and the results of which are accumulated. 

 Pay Equity: There should be no pay discrimination against employees for similar 

and comparable jobs to help avoid discrimination, mainly in pay. 

 

5.6 Self-Assessment Questions 

1. What are the critical steps in the job evaluation process? 

2. How does job analysis contribute to the job evaluation process? 

3. Compare and contrast the point and ranking methods of job evaluation. 

4. Explain how job evaluation can help ensure pay equity within an organisation. 

5. Describe the factor comparison method's applicability in different organisational 

contexts. 
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Unit 6: Compensation Management 

 

Learning Outcomes: 

 Students will be able to understand the fundamental concepts of compensation 

management and its significance in the workplace. 

 Students will be able to identify various types of fringe benefits and their 

implications for employees and employers. 

 Students will be able to analyse different incentive systems and their effectiveness 

in motivating employees. 

 Students will be able to comprehend the objectives of wage and salary 

administration and its role in organisational success. 

 Students will be able to evaluate the components of pay structure and pay equity, 

ensuring fair and competitive compensation practices. 

 

Structure: 

6.1  Introduction to Compensation Management 

6.2  Fringe Benefits 

 Knowledge Check 1 

 Outcome-Based Activity 1 

6.3  Incentives 

6.4  Objectives of Wage and Salary Administration 

6.5  Pay Structure and Pay Equity 

 Knowledge Check 2 
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 Outcome-Based Activity 2 

6.6  Summary 

6.7  Keywords 

6.8  Self-Assessment Questions 

6.9  References / Reference Reading 

 

 

 

 

 

6.1 Introduction to Compensation Management 

One of the most important aspects of human resource management is compensation 

management, which includes creating and implementing plans and guidelines to give 

workers cash and non-cash incentives. Compensation management's greatest objective 

is to provide reasonable and lucrative remunerations to acquire, maintain, and motivate 

individuals. This enhances the relationship between human resource management and 

the organisation’s performance since satisfying the employees leads to organisational 

effectiveness. 

In general, compensation can be divided into two categories: financial remuneration, in 

which there are financial reward strategies in the form of indirect payments which 

include other additions and incentives and other direct costs, which include basic 

wages/salary, incentive pay, allowances, bonuses/ premiums, and commissions. 

Reward strategies aligned with the organisation's compensation policies produce 

compensation schemes that lead to the organisation's objectives. Other benefits of a 

good compensation plan include the easy ability to illustrate both external justice, 

meaning the extent to which the pay offered by the organisation matches with the pay 

set within that part of the industry and internal equity, where it is easy to determine the 

right rate of remuneration based on abilities, experience, effort and responsibilities of 

the employees. 

The changing global employment trends and rising talent management concerns due to 

online competition and demand for retaining talent in India have given rise to the 

concept of pay management. Firms are increasingly investing in formulating and 

providing attractive and satisfactory benefits packages to their employees beyond 

individuals’ cash requirements and essential quality of life. 
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 Importance of Compensation Management 

1. There are several reasons why compensation management cannot be regarded as 

the most important task. Compensating employees differentiates an organisation 

and attracts the best talents in a competitive world. 

2. Compensation is one of the key motivators, and managing it plays a vital role in 

workers' lives. When the employees feel they are compensated adequately, it elicits 

satisfaction and encourages them to perform as expected. 

3. Effectively managed pay contributes to effective equality preservation within the 

company. Employers must ensure workers that the company is just and fair to them 

through remunerations so that workers are paid for their jobs as agreed. 

Components of Compensation Management  

Each of the many essential elements which make up compensation management is 

important to the overall efficiency of the compensation scheme. These elements consist 

of:  

o Job Analysis and Evaluation: Job Analysis and Evaluation systematically 

determines the relative worth of job opportunities within the organisation. Job 

analysis and evaluation help establish a fair and equitable pay structure.  

o Pay Structure: The pay structure includes arranging different pay levels or grades 

within the organisation. It ensures that employees are somewhat compensated based 

on their roles and responsibilities. 

o Benefits and Incentives: Additional compensation forms beyond the base salary. 

They are crucial in enhancing the overall compensation package and motivating 

employees. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Compensation management involves developing and implementing strategies 

and policies to provide employees with _______ and _______ rewards for their 

work. (monetary, non-monetary) 

2. The primary objective of compensation management is to ________, ________, 

and motivate employees by offering competitive and equitable compensation 

packages. (attract, retain) 
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3. Fringe benefits include additional perks to employees beyond their regular 

_______. (salary/compensation) 

4. Health and wellness benefits, such as medical insurance and wellness programs, 

help reduce _______ and enhance _______. (absenteeism, productivity) 

 

 Outcome-Based Activity 1 

Research and list three fringe benefits commonly offered by companies in India and 

explain how each benefit contributes to employee well-being. 

 

6.3 Incentives 

Employee incentives are extra benefits given to workers to encourage them to meet 

predetermined performance goals. Incentives are helpful tools for increasing staff 

productivity and achieving organisational goals since, in contrast to regular 

compensation, they are frequently directly tied to performance. 

 Types of Incentives 

1. Monetary Incentives: Monetary incentives include rewards, profit-sharing 

programmes, commissions for sales, and performance-based compensation. These 

rewards are strong motivators since they are directly related to an employee's 

success. Financial rewards motivate staff members to achieve performance goals 

and advance the company's success. 

2. Non-Monetary Incentives: Non-cash incentives include flexible work schedules, 

paid time off more than the required amount, career development opportunities, and 

recognition programmes. These rewards are intended to raise the utility and 

satisfaction with jobs from the worker's perspective. Nothing is as essential as non-

monetary rewards to create a positive organisational / workplace culture and 

recognise employee performance. 

3. Group Incentives: These are motivational techniques given to a certain group of 

workers in an organisation to motivate them to achieve set goals. These rewards 

ensure compliance with the goals set and foster unity in the organisation.  

 Effective Incentive Programs 

Critical elements of a successful incentive program include: 

o Clear Objectives: All personnel should be aware of the objectives of the incentive 

program; the objectives should be properly spelt. In this manner, you may guarantee 
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that the various staff members get to know their potential work responsibilities and 

possible incentives. This is important because clear goals help to bring the worker 

activities into focus within the overall strategic plans of the organisation. 

o Fair and Transparent Criteria: Reward selection should be based on fair and 

open standards to address the issue of who gains the reward. Employees need to 

understand what performance expectations they are expecting to meet. 

Consequently, they will get in return. Proper selection of the parameters makes it 

possible to develop reliability and trust in the reward programme. 

o Regular Feedback and Evaluation: Quick employee feedback on their 

performance and the current state of the incentive they are striving to get will likely 

increase their motivation.  

o Flexibility and Customisation: Relevant incentive programmes should be open to 

modifications and changes in degrees to respond to employees' different needs and 

wants effectively. Implementing this program raises the probability of such a 

program being effective and well-received within society.  

Real-World Example: FMCG Sector in India 

Frey said that incentive programmes are one of the significant determinants of sales 

performance for India’s FMCG market. A reward procedure is followed where sales 

staff who attain sales objectives are offered remuneration and incentives such as 

commissions and benefits, including Companies like Hindustan Unilever, ITC, etc. 

They also provide non-tangible employee incentives to motivate and force employees, 

such as recognition exercises and learning opportunities.  

 

6.4 Objectives of Wage and Salary Administration 

Administration of wages and salaries, sometimes called compensation management, is 

the development and execution of procedures and guidelines that guarantee workers get 

competitive and equitable compensation. The following are the main goals of wage and 

salary administration: 

1. Attracting Talent: One of the primary goals of wage and salary administration is 

attracting talented and skilled workers. To recruit top workforce from the labour 

market, an organisation must offer competitive salaries and alluring benefits 

packages. This is essential to the business’s success. 

2. Retaining Employees: Inviting and keeping staff is of equal importance. Proper 

pay and compensation management guarantees that workers feel appreciated and 
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fairly compensated for their contributions, which lowers attrition and promotes 

long-term connections with the company. 

3. Motivating Employees: Competitive and fair pay is a strong motivator for workers. 

Employee motivation to perform better and contribute to the company’s success is 

more likely when they believe their efforts are valued and acknowledged. 

4. Ensuring Equity: Maintaining a positive work environment requires fair pay. 

Internal equality, or fair compensation within the company, external justice, or 

competitive pay, compared to industry standards, are the two main wage and salary 

administration goals. This introduces justice and fairness among the workers and is 

socially useful in preventing injustice. 

5. Compliance with Laws and Regulations: Some labour laws and limitations on 

compensation involve the acceptance of wages and salaries in organisational 

contexts. Wage and salary administration ensure the organisation obeys these 

legalities, avoiding legal issues and possible penalties. 

6. Budgetary Control: Wage and salary administration require close control of funds 

due to their impact on controlling expenditures. With their help, businesses can 

easily control the amount they spend on wages and ensure that they meet every 

employee’s needs without exceeding the budget limit. 

 

6.5 Pay Structure and Pay Equity 

It is impossible to have proper pay policies of equal and competitive pay without an 

appropriate organisational structure. ‘Pay structure’ is how several pay grades or levels 

are systematically arranged in an organisation with their bounded pay rate. 

Compensations as a form of uniformity insist that workers are paid equal to their 

education level, previous working experience, range of responsibilities and relative to 

the opportunities available for employment outside the place of business. 

Components of Pay Structure 

1. Job Analysis and Evaluation: The first step in establishing a pay structure 

involves analysing and evaluating available information. This includes including 

each job's key tasks and requirements and assessing each position’s importance to 

the organisation. Through job analysis and appraisal, the right compensation level 

for every post is determined using appropriate factors such as difficulty, skill 

requirement, and organisational impact. 
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2. Pay Grades and Ranges: From the work appraisal, activities are grouped into pay 

bands, with every band having an established pay span. The grading scale is that 

similar work is rewarded across the same level, enhancing internal equity. In the 

case of pay grades and pay ranges, there will be a job hierarchy in which the greater 

pay grades will be assigned to highly skilled jobs and more responsibilities. 

3. Salary Bands: The actual narrow intervals within each pay range are called salary 

bands. It allows the free choice of the income of each individual depending on their 

performance, experience, and market leading, among other factors. Pay bands 

enable employers to compensate staff members according to their unique 

contributions and output while preserving parity across all pay grades. 

4. Market-Based Pay: Businesses frequently offer market-based pay solutions to 

guarantee external justice. Employers must compare their pay practices to industry 

norms to be competitive in the job market. Market-based pay techniques, which 

offer competitive salaries from other businesses in the same industry, may attract 

and keep top workers. 

 

 Knowledge Check 2 

State True or False. 

1. Monetary incentives, such as bonuses and commissions, are directly linked to 

an employee’s performance. (True) 

2. Pay equity ensures that employees are paid somewhat based on their skills, 

experience, and job responsibilities, but it does not consider external market 

conditions. (False) 

3. Retaining employees is equally important as attracting them in wage and salary 

administration. (True) 

4. Transparent pay policies are unnecessary for maintaining employee trust and 

confidence. (False) 

 

 Outcome-Based Activity 2 

Conduct a short survey among your classmates to determine which type of incentive 

(monetary or non-monetary) they find most motivating. Summarise the results. 

 

6.6 Summary 
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 Compensation management involves creating and implementing policies to reward 

employees monetarily and non-monetarily, aiming to attract, retain, and motivate 

the workforce. 

 Effective compensation management ensures internal and external equity, aligning 

compensation strategies with organisational goals and industry standards. 

 In India, competitive compensation management is crucial for retaining skilled 

talent. Trends focus on performance-based pay, non-monetary benefits, and 

technology integration. 

 Marginal benefits are additional perks beyond regular salary, enhancing job 

satisfaction and employee retention by addressing health, wellness, and financial 

security. 

 Examples of fringe benefits include health insurance, retirement schemes, leave 

benefits, housing and transportation allowances, and educational assistance. 

 In India, marginal benefits are tailored to meet diverse employee needs, with 

widespread benefits including medical insurance, housing rent allowance, and 

educational scholarships. 

 Incentives, monetary and non-monetary, are additional rewards linked directly to 

employee performance, motivating them to achieve specific targets. 

 Effective incentive programs have clear objectives, fair and transparent criteria, 

regular feedback, and flexibility to cater to diverse employee needs. 

 In India, sectors like FMCG and IT use a mix of performance-based bonuses, 

commissions, recognition programs, and career development opportunities to drive 

performance. 

 Wage and salary administration focus on recruiting and maintaining workers' 

technical competency, rewarding employees fairly and adequately, and conforming 

to internal and external equity. 

 Labour laws and budget controls in deciding compensation expenses are significant 

factors that must be followed to avoid violating employee relations laws and control 

the amount of money spent on compensation. 

 Other effective recruitment and wage and salary administration techniques in India 

include proper competitive salary packages, frequent salary reviews, and avenues 

for career progression. 
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 A well-designed pay structure includes job analysis, pay grades, salary bands, and 

market-based pay strategies to ensure fair and competitive compensation. 

 Pay equity ensures employees are paid somewhat based on their roles and 

responsibilities, promoting internal fairness and external competitiveness. 

 

6.7 Keywords 

 Compensation Management: The method of creating and executing plans to 

ensure adequate remuneration policies and incentives that target the retention and 

motivation of employees. 

 Fringe Benefits: Organisation benefits that are offered to employees over and 

above their wages, so key aspects like medical care, pension plans, and tuition fees 

give not only customer satisfaction but also higher employee turnover. 

 Incentives: Rewards linked directly to employee performance, including bonuses, 

profit-sharing, and recognition programs, designed to motivate employees to 

achieve specific targets. 

 Wage and Salary Administration: The establishment and implementation of 

policies to ensure fair and competitive pay, aiming to attract, retain, and motivate 

employees while ensuring legal compliance and budgetary control. 

 Pay Equity: Ensuring fair compensation based on employees' roles, 

responsibilities, and market conditions, promoting internal fairness and external 

competitiveness. 

 

6.8 Self-Assessment Questions 

1. What are the primary objectives of compensation management? 

2. How do fringe benefits contribute to employee satisfaction and retention? 

3. What types of monetary incentives are commonly used in organisations? 

4. Explain the significance of ensuring internal and external pay equity. 

5. What are the main components of a well-designed pay structure? 
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Unit 7: Job Satisfaction 

 

Learning Outcomes: 

 Students will be able to understand the concept and significance of job satisfaction 

in the workplace. 

 Students will be able to identify and analyse the factors influencing job satisfaction. 

 Students will be able to evaluate the impact of job satisfaction on employee 

performance and organisational outcomes. 

 Students will be able to learn different methods to measure job satisfaction and 

apply these techniques in practical scenarios. 

 

Structure: 

7.1 Meaning of Job Satisfaction 

7.2  Factors Governing Job Satisfaction 

 Knowledge Check 1 

 Outcome-Based Activity 1 

7.3  Impact of Job Satisfaction on Performance 

7.4  Measuring Job Satisfaction 

 Knowledge Check 2 

 Outcome-Based Activity 2 

7.5 Summary 

7.6  Keywords 

7.7  Self-Assessment Questions 
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7.1 Meaning of Job Satisfaction 

The composite concept of job satisfaction includes a worker's emotional reaction, sense 

of fulfilment, and general level of happiness. Since it can significantly affect 

performance, engagement, and retention, it is critical to employee well-being and 

organisational success. It is important to note that there are extrinsic and intrinsic 

sources that impact job satisfaction. 

Intrinsic factors are those that are inherent in the job. Some examples are achievements, 

chances for self-development, appreciation, and hard work. Employees believe that 

their jobs are interesting, making them more committed to working harder and 

contributing to high job satisfaction.  

Extrinsic factors are those outside the job context, such as pay, physical working 

conditions or environment, job security, and relations with people in the organisation. 

These factors imply a competent environment where the employees are able to produce 

their best output. For example, competitive pay, security, comfort in the working 

environment, and supportive management all work together to boost employee job 

satisfaction. 

Apart from the self aspects of job satisfaction, organisational health and performance 

are also considered fundamental facets. Evidence shows that happier people provided 

more, worked in teams better, and missed fewer working days. Also, they are less likely 

to leave the company, bringing down the turnover rate. When people feel valued, 

energised, and heard in their workplace, the organisational climate pays off and is 

associated with high job satisfaction. It improves overall organisational performance, 

customer satisfaction, and organisational competitive advantage. 
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Job satisfaction directly affects an organisation's performance; managers and HR 

professionals must have some level of knowledge of it. If the various sources of job 

satisfaction are found and managed, organisations might be able to enhance the working 

environment, maintain quality employees, and achieve overall organisational strategies. 

 

7.2 Factors Governing Job Satisfaction 

A wide range of factors impact job satisfaction, which can be essentially classified into 

three categories: they relied on demographic, work-related and organisational 

predictors. All these areas contribute towards the level of job satisfaction that an 

employee receives from performing the specified job. 

1. Organisational Factors: The final antecedent that affects job satisfaction is 

organisational culture, which is an important factor. Inclusiveness, support, and 

recognition build satisfaction from organisational membership. One could expect 

that employees’ job satisfaction will be higher in organisations where all individuals 

who make up the organisational culture value and practice respect, fairness, and 

communication. Companies in India that consider employees' welfare and careers 

as one of the highest priorities, like Infosys and TCS, have excellent corporate 

cultures. 

When leaders are fair and supportive and demonstrate personality qualities, all 

employees will be happy with their jobs. Managers who provide instruction, 

visibility of the rewards, and recognition of the employee’s achievements support 

an organisational climate where personnel can work with a positive attitude. 

Conversely, autocratic or non-supportive leadership increases the likelihood of 

dissatisfaction and reduced engagement. 

The regulations governing promotions,’ awards, and recognition within the 

workplace prominently influence job satisfaction. It can be stated that while vague 

or unfairness can cause dissatisfaction, clarity and fair policies can increase 

employees’ satisfaction. For instance, a clear communication process on fair 

promotion procedures, which envelopes the recognition of the employees and 

provides chances for upward movement, can enhance job satisfaction. However, 

employees are likely to feel annoyed and unaudacious by the policies that are either 

unclear or biased. 

2. Job-Related Factors: Relative to most of the variables, it has been found that the 

kind of work done is very influential and is the main indicator of job satisfaction. It 
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is usually more satisfying to work when one is employed with authority, meeting 

diverse people, and having growth opportunities. On the other hand, monotonous 

jobs with very high demands could end up dissatisfied the employees. However, the 

employees are more likely to be content with the jobs that they have to do, which 

enables them to utilise their abilities and skills optimally. 

The physical conditions regarding the safety and availability of materials and 

services in the working environment are very influential in defining the level of 

satisfaction one has towards one's job. Positive working conditions enhance job 

satisfaction, while negative working conditions negatively affect job satisfaction. 

On the other hand, it is tedious when inadequate amenities, lighting, and 

uncomfortable sitting arrangements cause dissatisfaction and health issues. 

3. Individual characteristics, including age, gender, and personality, can also influence 

Individual Factors in job satisfaction. For example, older employees might prioritise 

job security and work-life balance more than younger employees, who might 

prioritise learning opportunities and professional growth. Personality factors like 

optimism and strength can influence individuals’ observations of their jobs and their 

satisfaction with them. For instance, positive employees who approach obstacles 

with optimism are more likely to enjoy job satisfaction than those who are negative 

or easily stressed out. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Job satisfaction encompasses various dimensions, including emotional 

responses, the level of fulfilment, and the overall ________ derived from the 

job. (Happiness) 

2. Intrinsic factors related to job satisfaction include challenging work, 

opportunities for personal growth, and ________. (recognition) 

3. Organisations that promote a positive culture characterised by ________, 

fairness and open communication are likely to have higher levels of job 

satisfaction. (respect) 

4. Jobs that offer variety, autonomy, and opportunities for skill utilisation and 

________ tend to be more satisfying. (growth) 
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 Outcome-Based Activity 1 

List three intrinsic and extrinsic factors contributing to job satisfaction in your 

preferred career. 

 

7.3 Impact of Job Satisfaction on Performance 

Many studies have been conducted on the relationship between job satisfaction and 

performance, and most of the results point to a positive correlation. For various reasons, 

contented employees tend to perform better, which benefits both personal and 

organisational performance. 

1. Enhanced Productivity: Employees who are satisfied with their jobs are more 

motivated and engaged, which translates into higher productivity levels. Employees 

content with their jobs are likelier to work harder, go above and beyond the call of 

duty, and support organisational objectives. For instance, a sales representative who 

is satisfied with their job is more likely to go above and beyond to achieve sales 

targets and deliver first-rate customer service, which boosts productivity overall. 

2. Improved Quality of Work: The quality of work completed is related to job 

satisfaction. Employees who are passionate about their work are more focused, 

careful, and dedicated to producing high-quality outcomes. Additionally, they are 

more inclined to welcome innovation and ongoing improvement, ultimately leading 

to improved company results. A satisfied software engineer, for instance, is more 

likely to write high-quality code and consistently seek to enhance the software 

development process. 

3. Lower Absenteeism and Turnover: Decreases employee absenteeism and 

turnover incidences when there is satisfaction in the workplace. It is observed from 

research evidence that long-term employee turnover rates are better when the 

employees are happy with their jobs and are not absent frequently. This is vital to 

organisations because it sustains institutional memory while effectively cutting the 

costs of recruiting and training new employees. For instance, for organisations like 

Google or Infosys, where job satisfaction rates are high, turnover rates also tend to 

be low. Still, the turnover involves expenses that can be minimised, resulting in a 

healthy number of employees. 

4. Better Customer Service: Satisfied employees are known to offer quality customer 

service to their clients in the organisations they are working for. Their commitment 
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and upbeat attitude enhance customer interactions and reception, resulting in 

customer retention and recommendations for the company.  

5. Positive Organisational Climate: Job satisfaction levels promote a positive 

organisational climate. Satisfied employees display positive behaviours, including 

collaboration, teamwork, and organisational citizenship. In a supportive and 

collaborative work environment, employees feel valued and inspired to contribute 

to the company's success. For instance, Tata Consultancy Services (TCS) benefits 

from a positive organisational climate since it encourages teamwork and creativity, 

which boosts the business's overall success. 

7.4 Measuring Job Satisfaction 

Managers and employees must conduct job satisfaction surveys to determine faults that 

warrant adjustment for increased worker health. Generally speaking, numerous 

methods can be used to assess job satisfaction: all of them are effective in their manner 

but have some advantages over other approaches. 

1. Surveys and Questionnaires: Employee feedback forms and surveys are two of 

the most common and effective ways to determine employees' job happiness. It 

should be noted that such instruments enable assessing various factors related to job 

satisfaction, such as overall job satisfaction, satisfaction with supervisors and co-

workers, and work conditions. In this regard, the Job Descriptive Index (JDI) and 

the Minnesota Satisfaction Questionnaire (MSQ) are two typical instruments. The 

information collected from questionnaires and feedback forms can be counted and 

compared later for a given set of problems. 

2. Interviews: Various on-the-job interviews can also be more useful in better 

understanding employee satisfaction levels. Managers may get information on 

workers' emotions while engaging employees in individual discussions regarding 

workplace satisfaction. However, interviews can be more time-consuming while 

offering valuable qualitative data that may not easily surface during a survey. 

3. Focus Groups: Convenience sampling is used to conduct focus group discussions 

with employees to get a common view of job satisfaction. These meetings can 

provide perspective on organisational climate and employee satisfaction and 

identify patterns of what stays the same. Since a focus group involves a group of 

respondents, it helps uncover systematic biases that may not be detected through 

individual responses. 
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4. Observation: Even though not as direct, it is through observation; this is also a 

good way of determining job satisfaction. Closely monitoring employee relations, 

attitude, and participation can speak volumes to the manager about employee 

satisfaction. Suppose an employee seems disinterested and finds multiple reasons 

to protest at work. In that case, this may point to disappointment; however, if they 

are energetic, willing to collaborate and act as an active problem solver, this may 

indicate their job satisfaction. 

5. Exit Interviews: Employee turnover information can be obtained from exit 

interviews, such as reasons for job satisfaction or why the employee is leaving. 

These interviews may be helpful for an organisation in identifying potential 

problems and improving existing retention measures. Some consistent sentiments 

that may emerge from exit interviews to indicate job dissatisfaction include 

leadership issues, lack of a clear promotion ladder, or unfavourable working 

conditions. 

6. Psychological Assessments: From time to time, job satisfaction can be discovered 

through tests that are perhaps psychological. To produce these assessments, the tests 

often involve several tests and questionnaires to analyse the attitudes, motivations 

and even the emotions of the employees regarding their working environment. Tests 

allow for considering factors that may impact job satisfaction, such as stress, 

personality, and compatibility of the given job with the employee. 

 

Real-World Examples and Industry Insights 

Given the distinctive cultural, economic, and social influences on the workforce in 

India, it is necessary to consider these factors when attempting to understand job 

satisfaction. These real – life and organisational examples underline the importance 

of job satisfaction in India. 

Example 1: Infosys 

Infosys has been ranked as one of India's top international IT giants. The firm has 

been appreciated for its highly facilitated employee satisfaction and sound corporate 

structure. The business focuses on supporting employees, professional growth, and 

performance appreciation. Infosys offers various wellness programmes to 

employees, such as work-life balance programs, counselling services, and health and 

fitness programs. These activities have enabled these organisations to develop 
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themselves as important employers within the IT segment by enhancing employment 

satisfaction and lower turnover rates. 

Example 2: Tata Consultancy Services (TCS) 

Another important player in the Indian It industry is TCS, which, among other 

successful mechanisms of its efficient talent management, has prioritised employee 

satisfaction. The organisation offers great remuneration, career advancement 

opportunities, and extensive training and development opportunities. To promote the 

workplace culture and build respect for the employees, TCS also emphasises division 

and variety. Through improving the satisfaction of the employees, TCS has ensured 

high productivity, good organisational involvement, and a positive climate. 

Example 3: The Aditya Birla Group 

The business groups of the multinational firm Aditya Birla Group have instituted 

several initiatives that enhance job satisfaction. Some of the commitment Instances 

include the Aditya Birla Learning Academy, the Aditya Birla Awards for Excellence, 

and various health and wellness programmes, which centre on the development, 

valuation, and welfare of the workforce. These measures have helped create an 

excellence and high job satisfaction culture, which has contributed to the group's 

success. 

 

Practical Tips for Enhancing Job Satisfaction 

Here are some practical tips for managers and HR professionals: 

1. Foster a Positive Organisational Culture: The underlying reality of an 

organisation’s freedom to deliver on the satisfaction of jobs assigned to individuals 

holds its culture as the main determinant factor towards achieving its goals and 

objectives. Promote such values as justice, people’s respect, and honest 

communication. Appreciate individual and team efforts/ Share the vision and goals 

with employees. 

2. Provide Opportunities for Career Development: It remains reasonable to 

conclude that employees are more likely to be satisfied when there are chances for 

career advancement—mentorship programs, training and development, rigid career 

matrix, etc. Cultivate people’s desire to continue learning at any age and provide 

resources for skill enhancement. 

3. Ensure Fair and Competitive Compensation: Compensation is an important 

workforce necessity connected with job satisfaction. The compensation and 
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incentives offered should be reasonable and suitable for those provided to other 

personnel in similar organisations. Introduce incentives attached to productivity and 

keep reviewing the employee’s salary. 

4. Promote Work-Life Balance: Promote remote options, flexible working and 

forming family- and personal-friendly policies. To minimise stress, motivate the 

employees to observe working breaks and take vacations. 

5. Enhance the Work Environment: It will be worthwhile to spend money to make 

your environment appear welcoming and secure. Ensure that the facilities are well 

maintained, up to date, and equipped with the necessary equipment and furniture.  

6. Communicate Openly and Transparently 

A key factor in job satisfaction is effective communication. Inform employees about 

organisational objectives, modifications, and performance. Provide regular updates 

on corporate developments and solicit comments from the public. Make sure the 

lines of communication are available and open. 

7. Recognise and Reward Employee Contributions: Recognition and rewards 

significantly influence job satisfaction. Establish formal and informal programmes 

that recognise and honour employee success. Recognise significant anniversaries, 

achievements, and contributions to organisational success. 

8. Support Employee Well-Being: Provide health and wellness programmes to 

employees to enhance their well-being. Provide counselling services, stress 

management programmes, fitness projects, and other mental and physical health 

resources. Create a supportive workplace where employees feel comfortable asking 

for assistance and support. 

 

 Knowledge Check 2 

State True or False. 

1. High job satisfaction reduces absenteeism and turnover rates. (True) 

2. Employees dissatisfied with their jobs are more likely to provide excellent 

customer service. (False) 

3. Focus groups are ineffective for identifying common themes related to job 

satisfaction. (False) 

4. Satisfied employees tend to exhibit higher productivity levels. (True) 
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 Outcome-Based Activity 2 

Conduct a short survey among your classmates to measure their job satisfaction 

levels if they have any part-time jobs or internships. Compile and present the 

findings. 

 

 

7.5 Summary 

● Job satisfaction is a multifaceted concept encompassing emotional responses, 

fulfilment, and overall happiness derived from work. It significantly impacts 

employee performance and overall well-being. 

● Intrinsic factors influencing job satisfaction include challenging work, personal 

growth, and recognition, contributing to a sense of accomplishment and 

engagement. 

● Extrinsic factors such as pay, working conditions, job security, and relationships 

with colleagues and supervisors are crucial in shaping job satisfaction. 

● Organisational culture, leadership style, and transparent policies regarding 

promotions and rewards are critical organisational factors influencing job 

satisfaction. 

● High job satisfaction is associated with enhanced productivity, where organisations 

get the best work from their employees, such as improved and quality work, which 

includes identifying areas that can be improved upon and developing better 

solutions to daily problems. 

● Satisfied employees display low levels of non-appearance and turnover compared 

to dissatisfied employees, which saves on the cost of training. 

● Explanation: Self-completion methods like Surveys and questionnaires, such as the 

Job Descriptive Index (JDI) and the Minnesota Satisfaction Questionnaire (MSQ), 

offer data with quantitative measures of job satisfaction. 

● Even if administered in a brief and uncomplicated manner, as in the case of 

unstructured interviews, interviews enable the identification of quantitative and 

qualitative information on the aspects of job satisfaction or the issues that 

employees pose. 
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● Focus groups and observations use reasons given by the employees and guarded 

patterns, allowing instances of an overall view of organisational climate and morale. 

 

7.6 Keywords 

 Intrinsic Factors: Promoters that are associated with the actual characteristics of 

the position, such as hard and interesting tasks, career advancement, and 

appreciation, which leads to job satisfaction. 

 Extrinsic Factors: Remuneration, organisational climate and work conditions, 

employment security, and relations with other people, including supervisors and 

fellow workers. 

 Organisational Culture: The values, beliefs, and behaviours practised in an 

organisation that influence employees' sense of belonging and job satisfaction. 

 Job Variety is the extent to which a job includes different activities and tasks, 

contributing to job satisfaction by reducing monotony. 

 Employee Turnover: High job satisfaction can reduce the rate at which employees 

leave an organisation and are replaced. 

 

7.7 Self-Assessment Questions 

1. What are the intrinsic factors that contribute to job satisfaction? 

2. How do extrinsic factors influence job satisfaction? 

3. Why is organisational culture important for job satisfaction? 

4. In what ways can job satisfaction impact employee performance? 

5. What methods can organisations use to measure job satisfaction? 
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Unit 8: Quality of Work Life (QWL) 

 

Learning Outcomes: 

 Students will be able to understand the meaning and significance of Quality of Work 

Life (QWL). 

 Students will be able to identify various approaches to improving QWL in 

organisations. 

 Students will be able to explore the relationship between QWL and organisational 

performance. 

 Students will be able to recognise real-world examples and practical tips for 

enhancing QWL in the Indian context. 

 

Structure: 

8.1  Meaning of Quality of Work Life 

8.2  Approaches to Improving QWL 

 Knowledge Check 1 

 Outcome-Based Activity 1 

8.3  QWL and Organisational Performance 

 Knowledge Check 2 

 Outcome-Based Activity 2 

8.4  Summary 

8.5  Keywords 

8.6  Self-Assessment Questions 

8.7  References / Reference Reading 
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8.1 Meaning of Quality of Work Life 

The term "quality of work life" (QWL) refers to a broad notion that includes several 

aspects of an employee's experience working. It considers the whole experience of 

employees in their workplace, going beyond just job satisfaction. QWL involves 

various factors, including job satisfaction, work-life balance, job security, employee 

involvement, and the work environment. The main goal is to create an organisational 

climate that meets people’s needs. 

Managers and organisations began to realise that, in addition to employees being 

capital, they were human beings with personal needs and aspirations. This insight 

marked a fundamental shift in management thinking away from money and 

productivity, the traditional organisational objectives. In India, QWL has gained 

importance as similar organisations strive to create environments that enhance 

organisational citizens’ health, motivation, and organisational commitment. 

 

8.2 Approaches to Improving QWL 

Facilitating change to QWL takes place through interventions aimed at modifying the 

various aspects of the work environment and the needs of employees. Here are some of 

the key approaches: Here are some of the key approaches: 

1. Job Enrichment: Job enrichment is an improvement strategy that enhances the 

quality of a job by increasing the number of crucial activities and allowing the 

workers to control their work. This strategy can help attain a higher level of 

motivation and job satisfaction. More content in work, delegation of authority, and 

providing chances for learning are defined as job enrichment. 

2. Work-Life Balance: Quality of working life should be enhanced by factors like 

healthcare, which should also be a priority when creating QWL since a healthy 

worker is productive. To an extent, this can be supported by organisations offering 

options for remote work, flexible working hours, and suitable leave policies. 
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Organisational development has proved to be very useful in reducing tensions and 

improving general satisfaction when key staff can combine the demands of the 

workplace with their home life. 

3. Employee Participation: The involvement of employees can be quite beneficial 

since it also leads to an improvement in their decision-making. It is easier to get the 

interest and commitment of employees when they feel that their opinions matter in 

the company. Such activity schemes as meetings, suggestion programmes, and 

participative management practices can all contribute to this. 

4. Health and Safety: One of the most important sub-sets within the discussion of 

QWL is ensuring that the workplace is safe and healthy. To reduce workplace 

accidents and injuries, organisations should enforce effective health and safety 

measures, hold training sessions, and provide the necessary equipment. Besides its 

protective function, a safe working environment creates and enhances employees’ 

perceptions of security and safety. 

5. Recognition and Rewards: This means that several techniques need to be 

implemented to enhance QWL, and among them is acknowledging and rewarding 

employees. These can comprise financial incentives, which may embrace bonuses 

and salary escalations, and non-financial incentives, which may include public 

acknowledgement and a possibility to progress professionally. When employees 

feel their efforts are appreciated by awarding them formal or tangible rewards, they 

try to offer their best. 

6. Professional Development: Promoting a QWL involves providing several 

opportunities for professional development and career mobility. Organisations can 

offer the possibility of promotion within a career, internship programs, and training. 

There are links between learning and development and employees’ engagement and 

preparation for the next positions in the company. 

7. Supportive Work Environment: The welfare of employees at the workplace is 

highly dependent on the social environment that enhances their recognition. This 

includes meeting employees’ private and career requirements, encouraging two-

way communication between subordinates and leaders, and developing a good 

organisational culture. Teamwork develops trust and comfort in the workplace. All 

these things help to create a positive work environment. 

8. Work Redesign: Work redesign is defined as modifying the activities and 

organisation of work to increase its interest and importance to people. This may 
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include switching jobs, creating more jobs, or creating better jobs. Work redesign 

focuses on two major objectives: job enlargement and job rotation, aiming to 

enhance job content levels. 

9. Employee Wellness Programs: Programs aimed at encouraging and improving 

staff health are branded as employee wellness programs. Such programs may 

involve stress management, nutritional advice, psychological support, and exercise 

regimes. The wellness programs the employees subscribe to contribute to their good 

health, and their work and energy levels increase. 

10. Work Environment Improvements: Enhancing the physical work setting can 

have a sizeable effect on QWL. This is regarding having a safe and clean workplace 

for constructing the working environment. It is appropriate to note that satisfaction 

and performance can be enhanced by providing a friendly workplace environment. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Quality of Work Life (QWL) involves various factors, including job security, 

work-life balance, job satisfaction, employee participation, and the _____ 

environment. (work) 

2. One key aspect of QWL is _____ satisfaction, which refers to the extent 

employees feel content and fulfilled with their job roles and responsibilities. 

(job) 

3. _____ is a strategy that enhances the quality of a job by adding more meaningful 

tasks and giving employees more control over their work. (Job enrichment) 

4. Maintaining a healthy _____ balance is crucial for improving QWL, allowing 

employees to manage their professional and personal lives effectively. (work-

life) 

 

 Outcome-Based Activity 1 

Create a list of three things you believe are most important for improving QWL in 

an organisation and discuss why with your partner. 

 

8.3 QWL and Organisational Performance 
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The literature has previously linked organisational performance and quality of work 

life. A higher QWL facilitates employee satisfaction and motivation to work harder and 

more effectively. This reformed cycle benefits the organisation by enhancing its 

performance, which results in superior business outcomes. 

1. Employee Satisfaction and Productivity: Employees' performance is always high, 

and they devote a lot of time to their work when they are content with the job done. 

Organisations can obtain long working hours from employees with high QWL due 

to improved motivation and commitment. 

2. Reduced Absenteeism and Turnover: As the quality of working life rises, people 

are more likely to remain in that organisation, and the lack of QWL is associated 

with high rates of absence and turnover. This tends to stabilise the organisation and 

helps minimise workforce recruitment and training costs. 

3. Enhanced Organisational Reputation: Companies that prioritise QWL most of the 

time have a better reputation on the business premises. Developing and improving 

supplier-consumer and other related stakeholder relations at the workplace can 

assist in attracting qualified talents. Employer of choice is another competitive 

advantage that an organisation can get in the market by creating a credible image of 

the organisation regarding the quality of the work environment and the status of the 

employees. 

4. Improved Financial Performance: When QWL is strong, these changes might also 

lead to improved organisational results and employee performance, which may add 

to positive financial performance results. A better reputation fosters better 

credibility, intensified work output, and lower turnover rates, resulting in better 

profitability and sustainability. 

5. Innovation and Creativity: A high QWL can enhance an advancement and creativity 

culture. It has also been found that power facilitates creativity, and employees are 

more likely to generate creative solutions from a position of power when they feel 

protected. The possible outcomes could be organisations' advancements in modern 

products, services, and techniques that help them gain a competitive advantage. 

 

 Knowledge Check 2 

State True or False. 

1. A high QWL increases employee satisfaction, resulting in lower motivation and 

engagement levels. (False) 
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2. Employee participation involves engaging employees in decision-making 

processes to improve QWL. (True) 

3. Infosys offers flexible work hours and comprehensive health and wellness 

programs to enhance QWL. (True) 

4. Lower absenteeism rates do not lead to improved team dynamics and 

collaboration. (False) 

 

 Outcome-Based Activity 2 

Identify a real-world company that has successfully implemented QWL initiatives 

and write a summary of their approach and its outcomes. 

 

8.4 Summary 

 Quality of Work Life (QWL) involves many factors, including job satisfaction, 

work-life balance, job security, and the physical and psychosocial surroundings at 

the workplace. 

 QWL was identified during the seventies after a change in the approach to 

management that had mainly focused on the production of goods and services to 

fulfil the needs of individuals who are employees. 

 In India, QWL is becoming more relevant today as organisations aim to support 

work and make it fulfilling for employees to remain with them, guaranteeing a 

competitive advantage. 

 Improving skills and productivity by providing new and challenging tasks, 

increasing work responsibilities and providing skill-enhancing activities, increasing 

organisational commitment and job satisfaction. 

 Caring for employees by allowing adequate working hours, work-from-home 

solutions, and having appropriate paid leave measures to combat stress. 

 Publicity of decisions to all employees through meetings and memo circulation, 

implementation of suggestion programs, and workers’ participation in management 

with accountability. 

 The correlation between high QWL is that it provides satisfaction to the employees 

and increases productivity, commitment, and innovation in organisations’ 

performance. 
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 High QWL reduces absenteeism and turnover, guaranteeing a stable workforce with 

no costs for time and resources spent recruiting and training new personnel. 

 Organisations that have identified QWL have the following advantages: They can 

attract good employees, get good customers, have a better-tested reputation, and 

hence have a competitive edge in the market. 

 

8.5 Keywords 

 Quality of Work Life (QWL): A concept encompassing various aspects of an 

employee's work experience, including job satisfaction, work-life balance, job 

security, and the overall work environment. 

 Job Enrichment: A strategy to enhance job quality by adding meaningful tasks, 

increasing responsibility, and providing opportunities for skill development. 

 Work-Life Balance: The opportunity to work and accommodate other functions in 

their lives by reducing stress and enhancing health status. 

 Employee Participation: It’s not a perfect world for trusting the employees and 

letting them decide on certain matters. 

 Organisational Performance: High QWL frequently enhances an organisation's 

general performance; this implies higher productivity, reduced turnover, and 

improved image. 

 

8.6 Self-Assessment Questions 

1. What is Quality of Work Life (QWL), and why is it important for organisations? 

2. How does job enrichment contribute to improving QWL? 

3. What are the key factors that influence work-life balance? 

4. How can employee participation enhance QWL? 

5. Explain the relationship between QWL and organisational performance. 
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Unit 9: Quality Circles and Team Building 

 

Learning Outcomes: 

 Students will be able to understand the concept and principles of quality circles. 

 Students will be able to analyse the role of quality circles in enhancing 

organisational performance. 

 Students will be able to apply various team-building techniques in organisational 

settings. 

 Students will be able to evaluate the dynamics of team performance and its impact 

on overall productivity. 

 

Structure: 

9.1  Concept of Quality Circles 

9.2  Role of Quality Circles in Organisations 

 Knowledge Check 1 

 Outcome-Based Activity 1 

9.3  Team Building Techniques 

9.4  Team Dynamics and Performance 

 Knowledge Check 2 

 Outcome-Based Activity 2 

9.5  Summary 

9.6 Keywords 

9.7  Self-Assessment Questions 

9.8  References / Reference Reading 
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9.1 Concept of Quality Circles 

An extensive form of management innovation, quality circles originated in Japan in the 

early 1960s as part of Japan’s rebuilding process after World War II. A quality circle is 

a small, voluntary group of employees that gets together to identify and solve work-

related issues. The leading notion of this effort is the effectiveness of the “Kaizen” 

(continual improvement) strategy, which centres on small changes in constant practices, 

which, in the long run, results in greater quality and efficiency. 

The point that quality circles are formed voluntarily is rather the essence of their 

concept. This is because opting in is done out of interest, hence the natural motivation 

among the employees. A quality circle typically has 5 to 10 members, with a moderator 

who regulates what is being said and ensures that the discussions are relevant and 

productive. Often, these groups meet during working hours to discuss, analyse and find 

solutions to issues related to their working environment /processes. 

Quality circles aim to use the workers' accumulated knowledge and creativity to solve 

various issues. However, this participative method helps increase the quality of the 

solutions and makes employees feel more responsible and possess the work. The 

matters deliberated on in the quality circles may be categorised into a hierarchy 

involving simple issues such as process improvement or elimination of substandard 

products and complicated matters such as keeping an environment. Quality circles aim 

to develop effective or applicable remedies that will result in pressure in output, 

efficiency, less wastage, quality product, and utmost contentment of employees 

formulated with a focus on causes of issues. 

 

9.2 Role of Quality Circles in Organisations 

Quality circles have a critical role in organisations in the following areas: culture of 

continuous improvement, enhancing employees’ engagement and mood, cost 

reduction, and efficiency.  

1. Enhancing Communication: Quality circles allow for open communication 

between management and employees. Openness and trust in the organisation also 

allow open communication and improve the identification and resolution of hitches 

and glitches. 
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2. Improving Problem-Solving Capabilities: Correspondingly, employees can find 

the roots of the issues and resolve them effectively thanks to quality circles. They 

can utilise their knowledge and firsthand experience by envisioning employees in 

organisations. It has been used in many organisations in India, whereby through 

participation, frontline employees have emerged with new ideas for solving 

operational problems, leading to improved organisational efficiency and reduced 

costs. 

3. Fostering a Culture of Continuous Improvement: Quality circles must be 

understood to create a culture of continuous improvement. Organisations can 

maintain higher standards while satisfying market requirements by constantly 

evaluating and modifying processes. In the same way, to be competitive in today’s 

global market, a large IT services company from India, for example, uses quality 

circles to check and balance its service delivery processes. 

According to the principles of the quality circles, one vital approach employed is 

Kaizen, which is continuous improvement. It highlights the importance of carrying 

out marginal, continuous alterations to activities because the change may be huge 

if accumulated over some time. In this way, the quality circles provide the firm with 

a structured approach for the Kaizen technique that focuses on establishing the weak 

links that must be constantly improved. 

4. Boosting Employee Engagement and Morale: Participation in quality circles 

improves quality and effective communication by enhancing employee morale. 

Also, employees’ loyalty and productivity increase when they feel their opinions 

are valued. The case study of the Japanese phenomenon of QC circles in a large 

Indian auto company demonstrated that this process positively affected employee 

satisfaction, increasing and decreasing employee turnover rates. 

5. Contributing to Cost Reduction and Efficiency: Quality circles frequently lead 

to cost savings through waste reduction and enhanced efficiency. Organisations can 

achieve considerable cost reductions by addressing the root causes of problems and 

implementing effective solutions. Quality circles assisted an Indian pharmaceutical 

company in identifying and eliminating pointless processes from production, which 

led to significant cost savings. 

 

 Knowledge Check 1 

Fill in the Blanks. 
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1. Quality circles originated in ______ during the early 1960s as part of the 

country's post-war industrial revitalisation. (Japan) 

2. The philosophy of quality circles is rooted in "______," which focuses on small, 

incremental changes that cumulatively lead to significant enhancements in 

quality and efficiency. (Kaizen) 

3. One of the critical elements of quality circles is using structured problem-

solving techniques such as ______ charts and cause-and-effect diagrams. 

(Pareto) 

4. Enhanced communication through quality circles ensures that information flows 

smoothly across different levels of the ______. (organisation) 

 

 Outcome-Based Activity 1 

Form small groups and discuss a common problem in your study environment. 

Propose a solution using the quality circle approach. 

 

9.3 Team Building Techniques 

Improving cooperation, productivity, and overall organisational success requires 

effective team building. A variety of techniques can be used to create strong and 

cohesive teams. Team-building exercises, training and development, defined roles and 

responsibilities, regular praise and feedback, and promoting cooperation are some of 

the most effective techniques. 

1. Team-Building Activities: Structured exercises and activities are crucial to 

enhancing collaborative work, identifying trust, and addressing other factors in 

inter-team communication. These activities include icebreakers and complicated 

problem-solving tasks. 

2. Training and Development: Organisations should aim to allow team members to 

practice and do things that will help them develop since emerging or enhancing 

skills within a team is important. This positively impacts each person’s 

effectiveness and the team because EINVAL correlates positively with PVALID.  

3. Clear Goals and Roles: For an effective team to work, it is paramount to be 

involved in goal setting and ensure roles and individual responsibilities. Workers 

are more productive when they know what is expected of them and how their 

actions relate to the team's objectives and goals. Each team member should 
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understand what they are doing and how their activities add value and importance 

to the team. A successful Indian FMCG Company reportedly believes this. 

4. Regular Feedback and Recognition: Informal feedback and appreciation of the 

team members’ work can go a long way in uplifting the morale and motivation of 

the employees. Critique encourages people to change for the better, whereas praise 

motivates people in the organisation to maintain high performance. To promote 

such a culture in an Indian healthcare organisation, feedback sessions and 

recognition programs are conducted periodically to appreciate the employees’ 

work. 

2. Encouraging Collaboration: It is always important to promote a culture in a work 

setting where team members and colleagues are motivated to contribute towards 

their team goals and objectives. Sharing application tools, daily or weekly checkups 

on the project's progress, and using people from different departments are ways of 

complying with the directive. Some collaborative tools and techniques have 

improved innovation and time-bound resolution of various issues in an Indian tech 

startup. 

 

9.4 Team Dynamics and Performance 

Enhancing team performance involves understanding teamwork. Team dynamics are 

defined as the communication patterns and associations between team members that 

influence team performance in one way or another. The different relation factors that 

determine team dynamics include team unity, leadership, communications, trust, and 

conflict management. 

1. Leadership: Leadership forms a central part of any team, particularly when 

achieving goals and objectives. A competent leader can avoid fights, solve disputes, 

and motivate members. The fact that leadership happens to be elemental in 

providing an account of team dynamics and performance outcomes. Apart from 

caring for team members and cultivating a great team, a manager must instruct and 

direct.  

2. Communication: Proper and direct communication between team members is 

essential. Good communication comprises several components: coordinating, 

sharing information, and, most importantly, appreciating the opinions of one’s 

counterparts on the team. A case study demonstrates how better communication 
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technologies have enhanced consumer relations and greater employee satisfaction 

in India’s call centres. 

3. Trust: Trust is one of the key factors for success and for forming a healthy working 

environment, especially in work teams and projects. Trust enables collaboration 

issues to be resolved and boosts the morale of the participants. Communication 

services and engaging the staff in team-building activities in an Indian financial 

services firm promote positive attitudes and a peaceful atmosphere in which to 

work. 

Trust is essential for team dynamics to work properly. Besides, trust contributes to 

reducing conflicts and motivating team members to improve performance. 

4. Conflict Resolution: Disputes are inevitable in any team situation, but if proper 

measures are employed, adequate management of conflicts can be achieved to 

ensure that it does not impact the team's performance. Disputes can be solved 

peacefully with compromise, negotiation, and listening. Organisations 

implementing training on conflict resolution for managers have recorded fewer 

conflicts and a cordial working environment in an Indian retail organisation. 

Because of this, conflict management is essential in ensuring that the employees’ 

interactions in the team will remain productive and smooth. It is on conflict that it 

can be deduced that conflicts emanate from not agreeing to certain parameters or 

disagreements in workplace professional relations. The identified processes mean 

that the strategies should tackle the root causes of conflicts, encourage people to 

express their problems as they are and come up with a decision that will be the best 

for all sides involved in the conflict. 

5. Team Cohesion: The measure of team members' proximity is called cohesiveness. 

There will be higher performance and better collaboration if there is sound 

cohesiveness. In an Indian hospitality company, teamwork and service quality have 

improved significantly due to cultivating a sense of unity and belonging among 

employees. Strong team building and effective teams depend on team cohesion. 

Cohesive teams have strong ties among their members, which leads to improved 

collaboration, communication, and support among members. High team cohesion 

additionally increases motivation and morale, leading to greater performance. 

6. Performance Monitoring and Feedback: Continuous improvement requires 

regular team performance monitoring and feedback. With performance indicators 

and feedback, teams can identify areas for improvement and celebrate their 
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accomplishments. Maintaining high productivity levels and customer satisfaction 

in an Indian e-commerce company has been key through regular performance 

assessments and feedback sessions. 

 

 Knowledge Check 2 

State True or False. 

1. Team-building activities are designed to bring team members together and build 

stronger relationships. (True) 

2. Providing regular feedback and recognition does not significantly impact team 

performance. (False) 

3. Trust among team members is fundamental for a cohesive and high-performing 

team. (True) 

4. Effective leadership is not essential for guiding the team towards achieving its 

goals. (False) 

 

 Outcome-Based Activity 2 

Pair up with a classmate and role-play a scenario where one of you is a team leader 

providing constructive feedback to the other. 

 

9.5 Summary 

 Quality circles originated in Japan in the 1960s, emphasising voluntary group 

efforts to solve work-related problems. 

 These circles focus on "Kaizen" or continuous improvement, encouraging small, 

incremental changes to enhance quality and efficiency. 

 Members use structured problem-solving techniques, such as Pareto charts and 

cause-and-effect diagrams, to identify and address the root causes of issues. 

 Quality circles enhance communication between employees and management, 

fostering a transparent and collaborative work environment. 

 They empower employees to solve problems at their source, leveraging their 

insights and practical knowledge to improve processes and reduce costs. 

 Employee engagement through exercising in quality circles positively correlates 

with job satisfaction, decreasing turnover. 
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 Structured fun activities such as sports and group away-bureau events assist in 

developing trust and compliance with and between the team members. 

 Offering training and development improves the members' performance and 

effectiveness of the team since it provides needed skills. 

 Defining goals and roles helps a team demarcate the roles and responsibilities of 

each team member regarding the team's goals. 

 Effective leadership guides the team toward its goals, providing direction, support, 

and conflict resolution. 

 Clear and open communication is essential for teamwork. It ensures members 

understand each other’s perspectives and collaborate effectively. 

 Trust among team members fosters collaboration, reduces conflicts, and enhances 

morale, improving team cohesion and performance. 

 

9.6 Keywords 

 Quality Circles: informal worker associations formed to come up with, recognise, 

and try to solve issues related to their work to improve the business and its 

productivity constantly. 

 Kaizen: An approach to manufacturing that originated from Japan and deals with 

improving processes in small and steady steps to achieve better results. 

 Team Building: Activities and exercises designed to improve teamwork, 

communication, and collaboration among team members, fostering a cohesive and 

productive work environment. 

 Team Dynamics: Leadership, communication, and trust affect the interactions and 

relationships among team members, which in turn influence the team's functioning 

and performance. 

 Problem-Solving Techniques: Structured methods used by quality circles, such as 

Pareto charts and cause-and-effect diagrams, to identify and address the root causes 

of issues in work processes. 

 

9.7 Self-Assessment Questions 

1. What is the primary philosophy behind quality circles, and how does it contribute 

to organisational improvement? 
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2. How do quality circles enhance communication between employees and 

management? 

3. Describe the role of structured problem-solving techniques in quality circles. 

4. What effective team-building activities can improve team cohesion and 

collaboration? 

5. How do clear goal-setting and role definition impact team performance? 
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Unit 10: Industrial Relations 
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Learning Outcomes: 

 Students will be able to understand the fundamental concepts of industrial relations 

and their historical evolution. 

 Students will be able to recognise the importance of industrial relations in 

workforce management. 

 Students will be able to analyse the role of industrial relations in fostering a 

harmonious workplace environment. 

 Students will be able to identify and apply conflict resolution strategies in industrial 

relations. 

 

Structure: 

10.1  Introduction to Industrial Relations 

10.2  Importance of Industrial Relations 

 Knowledge Check 1 

 Outcome-Based Activity 1 

10.3  Role of Industrial Relations in Manpower Management 

10.4  Conflict Resolution in Industrial Relations  

 Knowledge Check 2 

 Outcome-Based Activity 2 

10.5  Summary 

10.6  Keywords 

10.7  Self-Assessment Questions 

10.8  References / Reference Reading 

 

 

 

 

 

 

 

 

10.1 Introduction to Industrial Relations 
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The complex and multidimensional interactions in an industrial context between 

employers, employees, and the government are referred to as industrial relations. For 

the sake of promoting economic progress, preserving workplace harmony, and assuring 

employee welfare, this relationship is essential. In the past, industrial relations emerged 

during the Industrial Revolution as the economy transitioned from the countryside to 

towns and cities. During this period, economies of scale of most organisations and 

factories grew big, hence changing the composition of the labour force. 

Industrial relations have undergone rigorous changes since India gained independence. 

The government has formulated more comprehensive policies covering the 

employment of Indian citizens because of the complications that a country's diverse 

workforce offers. Some of the major laws include the Industrial Disputes Act, 

promulgated in 1947, which provides the most comprehensive framework for dealing 

with industrial disputes in the country. This Act aims to provide and control the 

relationship between the rights and duties of working people and employers to enhance 

industrial harmony. 

Historical Evolution of Industrial Relations 

The historical development of Industrial relations started with the Industrial Revolution 

at the end of the eighteenth and the beginning of the nineteenth century. Populations in 

agricultural economies shifted to industrialised societies, and factories and large-scale 

industries were established. In this case, it became necessary to adopt an orderly 

approach to the administration of labour due to the dynamic changes in the labour force 

that were occasioned by developments in mechanisation and mass production 

processes. 

Industrial relations are traceable to the colonial period in India. To control the 

dissatisfaction of the working community in the early twentieth century, the British 

colonial administration enacted certain workers’ laws. However, a very important one 

that altered the course of trade unions was the Trade Unions Act of 1926, which 

recognised the unions and described their powers and duties. This was, however, not 

the case, as after India’s independence, the Indian government passed many labour laws 

in a bid to protect and encourage workers' rights and industrial relations. One of the 

most beneficial laws that systematically address industrial disputes and maintain 

industrial harmony is the Industrial Disputes Act of 1947. 

Key Players in Industrial Relations 
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Employers, employees, and trade unions are the main issues in industrial relations 

interactions. 

Employers: In addition to creating a desirable work climate, employers must create 

employment opportunities. They also ensure compliance with labour laws and 

regulations, address employee complaints, and sustain good relations between the 

employer and the employees, which is important in checking industry unrest. 

Employees: The people at the workplace want decent wages, job security and 

workplace protection. They constitute an important component of the production 

process and are core to any industrial establishment. Concerning the effects of 

collective activities in industrial relations, substantiality was registered as embraced by 

employees’ protests and strikes. 

Trade Unions: Employer associations can be defined as organisations that represent the 

employees in the employment relationship and negotiate for improved conditions of 

employment. Labour organisations are necessary in addressing employees’ grievances, 

asserting employee’s concerns, and promoting unity in industries. 

Scope of Industrial Relations 

While it is often associated with the everyday relations between employers and 

employees or labour and management, the field of industrial relations goes well beyond. 

Creating pleasure and productivity in the workplace is not a single event but a practice 

of several activities and behaviours. Activities like these include: 

1. Labour Legislation Compliance: Ensure compliance with all the labour laws and 

regulations that frame labour employment relations. 

2. Collective Bargaining: To mediate between employers and trade unions to 

understand wages, other employment conditions, etc. 

3. Grievance Handling: Measures to prevent and manage employees' conflict 

situations and maintain proper complaint and appeal handling. 

4. Conflict Resolution: To give recommendations on how organisational conflicts, 

which may act as precursors to major disputes, may be addressed effectively. 

5. Employee Participation: Existing organisational culture through involvement 

empowers employees to participate in decision-making projects in an organisation 

because they are emotionally involved and highly committed. 

6. Health and Safety: Ensure that health and safety measures are upheld in the 

working environment to shield workers from job risks. 
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7. Workforce Development: Offering support and incentives to facilitate employee 

learning and skill improvement to improve their performance and advancement. 

 

10.2 Importance of Industrial Relations 

Industrial relations is one of the pillars defining any organisation's operational capacity. 

Industrial ties can also affect the number of conflicts at the workplace, staff satisfaction, 

and, consequently, productivity. Through a variety of eyes the significance of industrial 

relations can be understood: Through a variety of eyes, the importance of industrial 

relations can be understood: 

1. Promoting Industrial Peace: Industrial relations are important in maintaining 

industrial peace. It is clear that the likelihood of industrial disturbance, such as 

strikes and lockouts, among others, is likely to be low in cases with good 

employment relations between the employers and the employees. Since the 

economy has to keep growing and production has to keep going, there has to be 

industrial harmony.  

2. Enhancing Employee Morale: Industrial relations are crucial in maintaining 

industrial peace. When employers and employees are on good terms, fewer chances 

of strikes, lockouts, and other disturbances to work are expected. Industrial 

harmony must exist for the economy to grow and production to continue. Healthy 

relations with workers, for instance, have eliminated disturbances in the operation 

of these industries, creating long-term viability and productivity. 

3. Ensuring Compliance with Labour Laws: Compliance with labour laws, 

regulations, and industrial relations is acceptable. Employers will adhere to the 

operational law on remuneration, working hours, safety measures, and other 

employment practices. This benefits the organisation by preventing legal conflicts 

and maintaining a positive company reputation. Complying with labour laws 

improves the organisation's reputation and appeals to prospective employees. 

4. Contributing to Economic Development: A nation's industrial relations support 

its economic progress. Foreign investments are drawn to stable industrial 

environments, accelerating the economy and increasing job opportunities. For 

instance, maintaining good industrial relations is important for attracting and 

retaining investments in the Make in India project, which aims to turn India into a 

global manufacturing hub. Beneficial industrial relations can improve the nation's 

ability to compete worldwide. 
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5. Facilitating Effective Manpower Management: Effective industrial relations are 

critical in workforce management. They support the maintenance of motivated and 

efficient workforce management. Industrial relations impact aspects of workforce 

management, such as performance management, employee retention, training and 

development, and recruitment and selection. Good industrial relations procedures 

increase an organisation's ability to recruit and keep skilled and capable employees, 

resulting in a more productive and efficient workforce. 

6. Fostering Innovation and Productivity: Industrial relations promote 

organisational creativity and productivity. When employees feel secure and valued, 

they are more willing to participate in creative activities and contribute suggestions 

for enhancements. A setting that fosters positive industrial relations allows 

employees to take charge of their work and solve problems, which increases 

productivity and promotes competition. 

7. Reducing Workplace Conflicts: Workplace conflicts are lessened by effective 

industrial relations practices. Organisations can prevent minor difficulties from 

turning into significant disputes by encouraging open communication and 

immediately addressing employee complaints. This contributes to improving 

overall organisational performance and maintaining an enjoyable place to work. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. The Industrial Disputes Act, ____, provides a comprehensive framework for 

resolving industrial disputes in India. (1947) 

2. The rise of factories and large-scale industries during the ____ revolution led to 

significant changes in the workforce structure. (Industrial) 

3. Employers are responsible for providing employment opportunities and 

ensuring a ____ work environment. (conducive) 

4. A harmonious relationship between employers and employees minimises the 

likelihood of strikes, lockouts, and other forms of industrial ____. (unrest) 

 Outcome-Based Activity 1 

Research and present a brief overview of the Industrial Disputes Act, 1947's role in 

shaping industrial relations in India. 
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10.3 Role of Industrial Relations in Manpower Management 

Workforce management involves planning, arranging, leading, and controlling human 

resources. Industrial relations are crucial in workforce management because they 

guarantee that the workforce is efficiently managed and motivated. 

1. Recruitment and Selection: The recruitment and selection process is one of the 

key areas in which industrial relations play a significant role in workforce 

management. Effective industrial relations ensure fair and transparent recruitment 

practices, which may attract the correct talent.  

2. Training and Development: Training and development are also affected by 

industrial relations. Positive industrial relations promote employees’ training and 

development education, which they undergo constantly. If the workers are assured 

and valued in the company, they will likely attend training programmes to enhance 

their abilities and skills, which could help the company grow. Training development 

measures help companies develop a competent workforce that can adapt to the ever-

changing needs of the firm. 

3. Performance Management: Industrial relations influence performance 

management. Organised industrial relations systems ensure that performance 

appraisal processes are conducted fairly and respectfully, which is useful in 

rewarding good performers while satisfying the requirements of poor-performing 

employees. The organisation promotes responsibility and quality work by 

employing effective performance management methods. 

4. Employee Retention: Good industrial relations are compulsory for retaining 

employees. Good industrial relations involve employees being consistent in their 

work since commitment is promoted, reducing employee turnover. For instance, 

considering the industrial relations climate, Tata Steel is generally well-known for 

its higher EE satisfaction levels and lower EE turnover rates than other companies 

in the industry. An organisation's successful continuation and stability are only 

possible if employee retention exists. 

5. Managing Workplace Conflicts: Conflicts are inevitable in any organisation, and 

managing them can impact the general industrial atmosphere. To eradicate 

complaints that may lead to unrest in organisations, managers can foster free 

communication and address employee issues. 

6. Enhancing Employee Engagement: Industrial relations significantly increase 

employment engagement. Employees' views are aligned with this, as the level of 
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engagement boosts the chance of their commitment to the company. Good industrial 

relations practices refer to a favourable workplace environment where employees 

go to work with the belief that employers value them.  

7. Promoting Health and Safety: Industrial relations enhance the realisation of 

health and safety in the workplace. Employers who have healthy relationships with 

their subordinates protect employees from work-related diseases. Radiating the 

work environment increases employees' overall health and efficiency in performing 

their work, eliminating work-related diseases and accidents. 

 

10.4 Conflict Resolution in Industrial Relations 

Industrial relations become inevitable because employers have different interests from 

those of the employees. Nevertheless, how such conflicts are solved can notably 

influence the overall climate of the industry. The right conflict solution is needed to 

sustain industrial harmony and productivity. 

a. Collective Bargaining: Negotiation is a common process and technique to solve 

most disputes. Negotiation is necessary since employers and trade unions have to 

bargain for aspects such as pay, working conditions, and virtually all employment-

related aspects. Bargaining also supports handling issues with employees and 

avoiding tragedies such as strikes. To enable states to find some shared interests 

and prevent such disputes from escalating, it presents a structured model of 

communication and conflict resolution. 

b. Mediation and Arbitration: Conflict-solving methods like mediation and 

arbitration are widely used. Unlike the case with arbitration, which involves a third 

party in the dispute who decides on the issue, mediation involves the third party 

encouraging the disputing parties to express themselves. In arbitration, an impartial 

third party hears all the arguments, considers the case, and makes a binding legal 

decision. Unlike many other conflict-solving methods, both of these strategies focus 

on settling disputes without necessarily having to involve a strike. Mediation and 

arbitration are third-party techniques for conflict-solving that guarantee that 

different parties' numerous and often conflicting interests are properly represented. 

c. Mediation: Mediation is an ADR process in which a neutral third party, also 

referred to as a mediator, works to establish an effective communication channel 

between the involved parties to develop the necessary solution. In contrast to 

imposing a decision that resolves the conflict, the mediator assists the parties in 
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defining possible solutions and shares viewpoints. Since mediation is a process in 

which both parties are not compelled to be involved, it is based upon both parties' 

good faith and efforts. 

d. Arbitration: In this more official position of conflict resolution, the steps are as 

follows: first, an impartial third party, an arbitrator, receives the arguments and the 

evidence base for these arguments by the parties involved and decides based upon 

this. In contrast with mediation, where both parties decide on a particular matter, an 

arbitrator's final decision could be implemented. Arbitration is mainly used when 

the parties cannot reach a consensus through mediation or negotiation. 

 

Grievance Handling Procedures 

o A clear grievance system means employee complaints are efficiently acted upon, 

resolved, and written. This is productive because it prevents usual 

misunderstandings from progressing into major problems. Efficient grievance 

handling procedures have an impact on enhancing the levels of trust and confidence 

of Employees in the company as well as a positive impact on the Workplace. 

o Any concern an employee wishes to lodge against any aspect of his work and 

working environment, equipment, management and supervisors’ behaviour, or 

violations of contract policy is referred to as a grievance. Grievance handling 

procedures offer an orderly approach to dealing with and solving these problems. 

 

Steps in Grievance Handling: 

1. Filing a Grievance: The first grievance-handling step is when the employee makes 

a grievance complaint formally. This is normally in writing and can be submitted 

to the immediate supervisor or the Human Resources department. 

2. Acknowledgement: When a grievance is filed with the organisation, the latter 

acknowledges the complaint and investigates the matter in dispute. 

3. Investigation: The grievance is conducted to understand all the details and collect 

all facts and proofs. This may include assessment with the witnesses, scrutiny of 

the documents and corporations, and discussions with the key stakeholders. 

4. Resolution: The following resolution has been made due to the investigation. This 

may involve remedial steps, new policies or procedures, or anything else that might 

transform the situation for the employee who caused the problem. 
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5. Communication: Its effect is communicated to the employee, and any necessary 

actions are taken. Employees are also advised of their rights to appeal if dissatisfied 

with the outcome. 

 

Open Communication and Transparency 

Disputes can be minimised within an organisation due to practices such as a free flow 

of information. Workers do not go on strike as often when they think they are being 

informed about organisational changes and that their grievances are being heard. One 

frequently used sign of lower levels of industrial conflict is an open-door policy and 

numerous town meetings in large companies. 

o Open-Door Policy: This is when an employee is free to approach the manager or 

other supervisors with issues or concerns he or she wants to raise or with 

suggestions or complaints that need to be addressed. It fosters communication 

freedom and helps solve emergent problems before they escalate into conflicts. 

o Town Hall Meetings: Employee town meetings provide an avenue to meet top 

management, ask questions, and be informed on organisational issues. This 

transparency helps to form trust between the employees and the management. 

 

Practical Tips for Effective Conflict Resolution: 

1. Listen Actively: Promote the free flow of information sharing, as it is one of the 

best methods of preventing rumours from developing. Pay attention to what the 

employees say. Listen to them and try to at least partially understand their origin. 

2. Be Fair and Impartial: If any conflict is solved, it should be fair to both parties 

involved. There should be no bias; hence, decisions should be made based on facts 

and evidence. 

3. Encourage Collaboration: Collaboration fosters togetherness among employees, 

and working in groups to achieve objectives can be very helpful. Remind them of 

the necessity of teamwork to resolve any issues between them. 

4. Provide Training: Schedule and implement seminars and courses on conflict-

solving tactics and interpersonal communication with employees, including 

managers. This, in turn, assists in enhancing their ability to manage conflicts 

effectively. 
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5. Monitor and Evaluate: Regularly evaluate conflict resolution processes to ensure 

effectiveness. Based on feedback and lessons learned, make necessary 

improvements. 

 

 Knowledge Check 2 

State True or False. 

1. Effective industrial relations are crucial in the recruitment and selection process. 

(True) 

2. Mediation in industrial relations involves a neutral third party making a binding 

decision. (False) 

3. Collective bargaining does not help in preventing industrial actions like strikes. 

(False) 

4. Good industrial relations practices can increase employee engagement and 

productivity. (True) 

 

 Outcome-Based Activity 2 

Conduct a role-play exercise where one group of students represents employees, 

and another represents employers, negotiating a collective bargaining agreement. 

 

10.5 Summary 

 Industrial relations involve the interactions between employers, employees, and the 

government. They are crucial for maintaining workplace harmony and economic 

growth. Industrial relations emerged during the Industrial Revolution, leading to 

significant changes in the workforce structure. 

 In India, the Industrial Disputes Act of 1947 is a key legislation regulating 

employers' and workers' rights and duties to promote industrial peace and harmony. 

 The main stakeholders in industrial relations are employers, employees, and trade 

unions, each playing a crucial role in maintaining industrial harmony and 

addressing grievances. 

 Industrial relations are vital for promoting industrial peace by minimising strikes, 

lockouts, and other industrial unrest, ensuring continuous production and economic 

growth. 
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 Good industrial relations enhance employee morale by addressing their concerns, 

leading to higher motivation, commitment, productivity, and overall organisational 

efficiency. 

 Industrial relations help organisations uphold labour laws, entice foreign 

investment, promote economic growth, and manage their human resources 

effectively, creating a good image. 

 In selection and recruitment, industrial relations are vital in providing sound and 

workable policies for selecting and recruiting a replenishing workforce, sourcing 

special brain power, and creating a strong and diverse human resource. 

 The relationship between labour and management fosters training and development, 

in other words, the creation of a competent, adaptable human capital. 

 Organisational stability needs to observe standards of performance management, 

which are usually well observed in effective industrial relation systems since these 

are important for retention, loyalty, and drastic reduction of employee turnover 

rates. 

 Labour relations mechanisms such as safety solve workers’ complaints, avoid 

strikes and other deregulation, and maintain industrial harmony through 

negotiations between employers and trade unions. 

 Mediation and arbitration are independent processes used in handling disputes 

whereby the disputing parties engage a third person to help solve their differences 

without carrying out a strike. 

 Formulating effective procedures to deal with grievances and encouraging free 

communication to prevent simple problems from transforming into larger ones, 

stability at work, and trust by making the employees confident. 

 

10.6 Keywords 

 Industrial Relations: Employer-employee relations and state initiatives attempt to 

achieve stability and order while growing the economy. 

 Industrial Disputes Act, 1947: The Act was intended to provide machinery for 

settling industrial disputes and maintaining industrial harmony. 

 Collective Bargaining: Negotiation between employers and trade unions to 

achieve some ratios regarding wages, terms of work and other terms and conditions 

of employment. 
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 Grievance Handling: Procedures implemented to address and resolve employee 

complaints formally and fairly, preventing minor issues from escalating into major 

conflicts. 

 

10.7 Self-Assessment Questions 

1. What are the key roles of trade unions in industrial relations? 

2. How does the Industrial Disputes Act of 1947 contribute to industrial peace in 

India? 

3. Explain the significance of collective bargaining in maintaining industrial harmony. 

4. Describe the impact of effective grievance handling procedures on employee 

morale. 

5. How do mediation and arbitration differ in resolving industrial conflicts? 
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Unit 11: Employee Welfare and Benefits 

 

Learning Outcomes: 

 Students will be able to understand the different types of employee welfare 

programs. 

 Students will be able to identify various employee benefits organisations offer. 

 Students will be able to recognise the importance of employee welfare in the 

workplace. 

 Students will be able to design effective welfare programs tailored to the needs of 

employees. 

 

Structure: 

11.1  Employee Welfare Programs 

11.2  Types of Employee Benefits 

 Knowledge Check 1 
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 Outcome-Based Activity 1 

11.3  Importance of Employee Welfare 

11.4  Designing Effective Welfare Programs 

 Knowledge Check 2 

 Outcome-Based Activity 2 

11.5  Summary 

11.6  Keywords 

11.7  Self-Assessment Questions 

11.8  References / Reference Reading 

 

 

 

 

 

 

 

 

11.1 Employee Welfare Programmes 

Organisations take steps to ensure the welfare of their employees through employee 

welfare programmes. These programmes aim to enhance employees' quality of life and 

work environment by offering various services, facilities, and amenities. Welfare 

programmes are crucial for fostering a positive work environment and improving 

employee happiness, contributing to higher productivity and greater success for the 

organisation. 

Definition and Scope 

Definition: Employee welfare, often referred to as staff welfare, encompasses the 

services and benefits offered by a business to promote the well-being of its employees. 

The package covers healthcare, paid time off, and comforts. These services 

encompass employees' physical and emotional health, contributing to developing a 

productive and content workforce. The primary goal of employee welfare is to 

enhance employee morale, cultivate a positive business image, promote efficiency, 

and foster a contented workforce. 



 

104 
 

Welfare programs provided by the organisation play a significant role in creating 

motivated and balanced employees by catering to many areas of their lives. 

 

Historical Development 

The concept of investigating employee welfare has resulted in a number of changes. 

Employment in the early stages of industrialisation was accompanied by low regard for 

employees' well-being and often harsh treatment. However, Work welfare programmes 

emerged only when labour movements existed, and the government woke up to the fact 

that workers' rights were to be respected. 

Employee welfare measures in India can be traced back only to the early decades of the 

twentieth century. A major landmark year for the advancement of the workers’ cause 

on the international level was 1919, when ILO was established. Scars carried out by the 

ILO and expounded international labour rules were followed in many nations, including 

India, welfare programmes for workers. 

India passed the Factories Act of 1948, which prescribed the welfare, health, and safety 

of factory workers. This Act involved employers providing amenities such as eating 

places, accident places, first aid, and an adequate supply of clean water. Other acts of 

law established over the years to enhance workers’ well-being include the Employees’ 

Provident Funds and General Provisions Act of 1952 and the Employees’ State 

Insurance Act of 1948. 

They began to appreciate the need for organisations to invest in the employees’ welfare 

as the economy grew and the industrial age set in.  

 

 Types of Welfare Programmes 

The employee welfare programme provides for employees' well-being; organisations 

can adopt the following programmes. Welfare measures can be grouped into statutory 

and non-statutory categories. 

1. Statutory Welfare Measures: These are conditions provided by the law that 

cannot be altered since they meet the bare necessities of the employees. Examples 

include:  

o Health and Safety Measures: Basic safety measures, proper use of protective 

gear, and participation in company medical exams. 

o Working Conditions: Proper lighting, air, and cleanness provisions are required. 

o Social Security Benefits: Provident fund, gratuity and maternity benefits. 
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2. Non-Statutory Welfare Measures: Employers carry out these activities beyond 

the legal requirements to improve their employees' health. Examples include: 

o Recreational Facilities: Sporting clubs, gymnasiums, and group/cultural-related 

events. 

o Educational Programs: Education sponsorships for employees’ children, 

courses that enhance specific skills, skills training, and similar. 

o Financial Assistance: Housing, car, and emergency loans and share of profit 

from the business. 

3. Health and Safety Measures: Examples include offering a health clause for the 

working environment, offering protective equipment, and conducting health check-

ups. Employees should always confirm that their workplaces meet health and safety 

features to avoid accidents and injuries. Preventive checkups assist in the early 

diagnosis of diseases and keep every employee healthy. 

4. Working circumstances: To optimise the working circumstances, it is essential to 

indicate that the comfort and productivity of employees strongly depend on it. This 

is about having adequate air, good light, and a sufficient water source, as well as 

reasonable sanitation amenities in the building. Access to clean water for drinking 

and washrooms and effective, appropriate break facilities guarantee that the 

employees can work comfortably. Hence, they are happier and more productive. 

5. Recreational Facilities: Some recreational facilities include sports teams, gyms, 

performing arts, cultures, and other things that help employees relax. Most of these 

activities help to foster reduced stress and increased job satisfaction mentally and 

physically. Some of the measures that the organisations can take for this purpose 

include offering sporting activities, cultural shows, and other forms of recreation. 

6. Educational Initiatives: Most of the educational opportunities necessary for 

enhancing the knowledge and skills of the employees and their families can be 

pursued through training programs, skill development courses, and academic 

support for the children, such as scholarships granted to the employees. For credit 

accumulation of higher education, professional development courses, and 

occupational training, the financial support of the organisations should be offered 

in the form of scholarships. This assists the company's expansion and, consequently, 

its overall success rather than just improved employee conditions. 

7. Financial Assistance: Any given benefits offer employees monetary assistance for 

conditions that may be needed. These can be profit-sharing schemes, stocks to be 
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purchased for the employees, and loans for any contingency, car or house. Banks 

and other organisations that offer loans ensure that employees' dreams concerning 

their financial needs and goals are realised and their standard of living is improved. 

 

 Implementation of Welfare Programs 

There is a need for proper planning for the execution of welfare programmes. 

Organisations must identify employee needs, set particular goals, and allocate resources 

effectively. This allows for employee input, resulting in the improved implementation 

of welfare programmes since the implementation process meets the national 

workforce’s true needs. Evaluation is another crucial factor used to determine the 

degree of achievement of welfare programs and make the necessary adjustments to 

welfare programmes; it is also important to monitor them frequently. 

1. Assessing Employee Needs: The first step in delivering welfare programmes is 

diagnosing the employees' specific needs. These can be administered one-on-one, 

in focus groups, or through questionnaires/interviews. 

2. Employee Involvement: Incorporating employees into the planning and 

implementation of welfare programmes might improve the efficiency of the 

interventions. Especially if they pay attention to programme preferences and 

requirements, it will help minimise possible problems with the reaction of 

employees. 

3. Monitoring and Evaluation: Assessment is a very important component in 

checking the effectiveness of welfare programmes and always making the necessary 

changes. Organisations should establish KPIs to benchmark organisational 

achievement in carrying out their project. It has also been predicted that surveys, 

feedback sessions, and performance measures can greatly aid in determining the 

efficiency of the welfare programmes and the areas that require overhauls. 

4. Allocating Resources: Welfare programmes require adequate resources to ensure 

the programmes work. The serious awareness of these programmes requires the 

dedication of funds, employees, and time within the organisation of interest. 

Besides, the availability and disbursal of resources have to be properly monitored 

so that the resources allocated are appropriate for the given objectives and 

requirements. 

 

11.2 Types of Employee Benefits 
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Compensation can also be referred to as perks offered to employees apart from their 

wages or salaries. These benefits ensure talent is attracted and retained, employees’ 

morale is high, and their jobs are satisfactory. About nature and intention, employee 

benefits can be grouped into different classifications. 

Health and Wellness Benefits:  

Promoting the general health of the employees includes several privileges that fall 

under the health and wellness benefits. These advantages may consist of: 

Health insurance covers hospitalisation, surgeries, and other preventive health care 

expenses. Employees with health insurance are better positioned to receive quality 

medical treatment and cover the costs of their health care. Employers can offer health 

insurance plans to dependants and employees that will cover the costs of treatment. 

o Wellness Programmes: Services such as stress-reducing seminars, counselling and 

psychological support, and training and activities targeting physical fitness among 

employees. Wellness promotes awareness of health, encourages living healthfully, 

and manages stress and well-being. Various facilities can include yoga classes 

delivered at the workplace, gym facilities, and psychological counselling services. 

o Paid Sick Leave: If an employee has paid sick leave, they may be absent from work 

due to illness and still be paid their wages. Paid sick days allow employees to be 

out on sick without worrying about costs they will come across. Also, this benefit 

assists in preventing disease transmission within the firm to another individual. 

Financial Benefits:  

Financial incentives involve staff members being given incentives and some cash for 

their needs. These can consist of the following: 

Incentives and Bonuses: Triennial commissions or bonuses based on performance, 

such as sales commissions, are provided for the staff to achieve organisational aims and 

objectives and also to prop up the company. Incentives can come in various forms, 

namely stock options and the profit-sharing program that a company offers to its 

employees. 

o Retirement Plans: Contribution made in form of to 401(k) plans, pension plans or 

provident funds. Retirement plans are effective ways that enable employees to 

prepare and guarantee themselves a comfortable life in their retirement age. The 

employers can also enhance contributions towards the employees' retirement 

savings as a match. 
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o Stock Options: Stock options are remuneration that provides the holder with an 

opportunity to purchase business shares at a lower price. Stock options increase the 

extent of employees' commitment since their self-interest is in line with the 

organisation's future development.  

Work-Life Balance Benefits:  

Benefits connected with work-life balance help workers establish a balance between 

their private lives and their working lives. These advantages may consist of: 

o Flexible Work Hours: Allowing employees to choose their schedules with certain 

conditions or preferences being considered. Flexible hours make it easier for 

employees to deal with performance and personal issues. Employers can opt for 

flexible working arrangements, such as offering part-time jobs, reduced working 

weeks, and flexible working hours. 

o Remote Work Options: Employees are allowed to work from home or anywhere 

other than the organisation’s office space. This makes employees happier, as they 

have more self-organisational possibilities and financial and time gains. 

Organisations that can also adopt remote work procedures can offer the technology 

and support needed. 

o Parental Leave: Encouraging new parents to be allowed to go on paid or unpaid 

leave to nurture their children. Paid parental leave takes off the employees’ working 

obligations from the new parents so they can stay with their infants or adopted kids. 

Organisations can give maternity, parenthood, or adoption leave to help working 

parents. 

Professional Development Benefits:  

The advantages are focused on the aspects of career development for employees and 

deepening their professional knowledge. These can include: 

o Training Programmes: Offering courses/education in training, seminars, and 

certification to improve various skills required in a particular job. Training 

programs allow employees to acquire new skills and be up-to-date with new 

developments in the market. Employers might include the possibility of going to 

conferences and seminars, Internet-based education, and in-house training. 

o Tuition Reimbursement: One way to support employees who are seeking 

professional degrees or higher education is through tuition reimbursement. 

Employees are motivated to pursue higher education and develop their professions 
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via tuition payments. Organisations can pay for tuition, books, and other 

educational costs. 

o Mentorship Programmes: Assisting employees in developing their careers by 

matching them with knowledgeable mentors. Employees can receive support and 

helpful guidance from seasoned professionals through mentorship programmes. 

Organisations can establish formal mentorship programmes to promote career 

advancement and information exchange. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Employee welfare refers to the various services, facilities, and amenities 

provided to employees by their employers to ensure their ______ well-being. 

(physical) 

2. ______ welfare measures are mandatory provisions required by law to ensure 

the basic welfare of employees. (Statutory) 

3. Flexible work hours enable employees to balance their work and ______ 

responsibilities more effectively. (Personal) 

4. Health and wellness benefits can include initiatives such as fitness classes, 

______ support, and stress management workshops. (mental health) 

 

 Outcome-Based Activity 1 

Survey within the class to identify the three most valued welfare programs among 

your peers and discuss why they are important. 

 

11.3 Importance of Employee Welfare 

The general success of an organisation depends on the welfare of its workforce. This 

directly impacts healthy employee drive, job happiness, and productivity and promotes 

a healthy organisational culture. 

1. Enhancing Employee Satisfaction: Employees are more likely to be satisfied with 

their occupations if they believe that their well-being is prioritised. Welfare 

programmes that attend to employees' physical, emotional, and social needs can 

result in higher levels of job satisfaction and loyalty.  
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2. Boosting Productivity and Performance: HRM can increase the probability of 

employees producing their best by ensuring that they are interested, committed, and 

free of health complications. Offering choices such as telecommuting or flexible 

schedules can assist workers in balancing their time between their employers’ needs 

and personal obligations, improving performance and diminishing sick days. 

3. Reducing Turnover and Attrition: Such a situation can be extremely detrimental 

to organisations because it involves the expenses of hiring and training new 

workers, not to mention the drain of retaining accomplished employees. In this case, 

it is for organisations that money can reach out to reduce employee loss and 

turnover rates. Welfare programmes that meet the employees’ needs puzzles, 

including monetary incentives and developmental opportunities, may help increase 

employee retention and commitment. 

4. Improving Organisational Reputation: It is true for the sector in question that 

companies always prioritising their employees’ well-being can boast of a positive 

image. This can build customer loyalty and help attract good talent, but it may prove 

to be disadvantageous to competitors. A friendly image is easier to maintain in 

retaining and attracting talented personnel as people expect that the organisations 

they work for will have friendly stances. 

5. Fostering a Positive Work Culture: A positive work culture is the outcome of 

welfare programmes for employees. Employees are motivated to work, share their 

experiences, and properly interact in teams only if they or their efforts are 

appreciated. People who work in a positive context are likely to cooperate and 

introduce creativity, and they are also in a position to embrace the company’s 

culture. 

 

11.4 Designing Effective Welfare Programs 

A proper understanding of the organisation's needs and goals for the effective 

implementation of welfare programs is to build career advantage. The following actions 

are helpful to organisations that aim to implement sustainable welfare programmes. 

 Assessing Employee Needs: Evaluating the employees' specific needs is the first 

step towards developing a welfare programme. Interviews, focus group discussions, 

and questionnaires can be employed to do this. Understanding the nature of the 

employees' various needs, such as work-life balance, financial security, and health, 

is necessary to design suitable and efficient programmes. 
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 Setting Clear Objectives: These are some objectives that are necessary for 

implementing welfare programs. It is also important that organisations define 

welfare programme objectives, which may include reducing turnover rates, 

increasing levels of employee satisfaction, or enhancing employees’ health. These 

objectives should be SMART—Specific, Measurable, Achievable, Relevant, and 

Time-bound. 

 Allocating Resources: Many welfare programmes involve the use of various 

resources, hence the need for adequate resources to fund them. For such 

programmes to be adequately fine-tuned and effectively executed, funding should 

be provided, staff recruited, and proper time committed. It is a relief to determine 

that the available resources correlate to the reported needs and goals. 

 Employee Involvement: Organisations could get better value for their welfare 

programmes by targeting their provision through employing appropriate methods 

of delivering welfare and designing welfare management by involving employees. 

While developing the programs, one is able to determine the needs and wants of the 

workforce, as highlighted in their suggestions, and assure them that the programs 

are well appreciated. To conduct the engagement and seek participation from the 

employees to be included in the decision-making process of an organisation, then 

the organisation can form committees and focus groups. 

 Monitoring and Evaluation: Welfare programs require close monitoring and 

evaluation methods to check their effects and make changes if needed. Management 

should define and incorporate success factors to track the effectiveness of an 

organisation's projects. With the help of useful data from surveys, feedback 

sessions, and performance indicators, the effectiveness of welfare programmes can 

be evaluated, and opportunities for development can be identified. 

 

 Knowledge Check 2 

State True or False. 

1. Employee welfare programs do not impact employee retention and loyalty. 

(False) 

2. High employee turnover can be costly for organisations. (True) 

3. Setting clear objectives is not essential for the successful implementation of 

welfare programs. (False) 
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4. Regular monitoring and evaluation are crucial to measure the impact of welfare 

programs. (True) 

 

 Outcome-Based Activity 2 

Form groups and design a welfare program for a hypothetical company, including 

its objectives and key performance indicators (KPIs). 

 

11.6 Summary 

 Employee welfare includes services and facilities provided by employers to ensure 

physical, mental, and emotional well-being, ranging from basic amenities to 

inclusive benefits. 

 The concept has evolved significantly, with key milestones such as the Factories 

Act of 1948 in India, which set the foundation for various welfare measures. 

 Welfare programs, such as health and safety measures, can be statutory (mandatory 

by law) or non-statutory (voluntary), like recreational facilities and educational 

programs. 

 These include health insurance, wellness programs, and paid sick leave, supporting 

employees' physical and mental health. 

 Examples are bonuses, retirement plans, and stock options, providing monetary 

assistance and incentives to employees. 

 Flexible work hours, remote work options, training programs, and tuition 

reimbursement help employees manage their personal lives and professional 

growth. 

 Welfare programs address employees' needs, leading to higher job satisfaction and 

loyalty. 

 Healthy and motivated employees perform better, making welfare programs crucial 

for productivity. 

 Effective welfare programs reduce turnover rates by addressing employee needs 

and enhancing retention. 

 Defining specific, measurable goals ensures focused efforts and resource allocation 

for welfare initiatives. 

 Regular assessment of welfare programs through KPIs helps measure their impact 

and identify areas for improvement. 
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11.7 Keywords 

 Statutory Welfare Measures: Legal requirements for the minimum level of 

protection that needs to be granted to prevent hazards of life-sustaining importance. 

 Non-Statutory Welfare Measures: Voluntary initiatives by employers to enhance 

employee wellbeing, such as recreational activities and educational programs. 

 Health and Wellness Benefits: Programs designed to support employees' physical 

and mental health, including health insurance and wellness initiatives. 

 Work-Life Balance: Benefits that help employees manage their personal and 

professional lives, such as flexible work hours and remote work options. 

 

11.8 Self-Assessment Questions 

1. What are the key components of employee welfare programs? 

2. How has the concept of employee welfare evolved in India? 

3. What are the differences between statutory and non-statutory welfare measures? 

4. How do health and wellness benefits contribute to employee well-being? 

5. Why is it important for organisations to assess employee needs when designing 

welfare programs? 

6. What are the key steps involved in setting clear objectives for welfare programs? 
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Unit 12: Contemporary Issues in Manpower Management 

 

Learning Outcomes: 

 Students will be able to understand emerging trends in workforce management and 

their implications. 

 Students will be able to analyse the impact of technology on workforce 

management. 

 Students will be able to evaluate the effects of globalisation on workforce 

management practices. 

 Students will be able to identify future challenges and opportunities in workforce 

management. 

 Students will be able to appreciate the importance of workforce diversity and 

inclusion. 

 

Structure: 

12.1  Emerging Trends in Manpower Management 

12.2  Impact of Technology on Manpower Management 

 Knowledge Check 1 

 Outcome-Based Activity 1 

12.3  Globalisation and Manpower Management 

12.4  Future Challenges and Opportunities 

12.5  Workforce Diversity and Inclusion 

 Knowledge Check 2 

 Outcome-Based Activity 2 

12.6  Summary 
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12.7  Keywords 

12.8  Self-Assessment Questions 

12.9  References / Reference Reading 

 

 

 

 

 

12.1 Emerging Trends in Manpower Management 

Workforce management has changed dramatically in recent years due to various social, 

economic, technical, and demographic shifts. With a focus on improving productivity, 

employee satisfaction, and overall organisational performance, these rising trends are 

changing how organisations manage their human resources. Future managers must 

comprehend these tendencies to be competitive in the ever-changing corporate world. 

1. Flexible Work Arrangements: Flexible work schedules, such as home, shift, and 

part-time work, are among the greatest revolutions in HR management. Due to 

COVID-19, organisations were forced to switch to flexibility, especially remote 

work, rapidly. These additional perks include more time for employees and their 

families, job satisfaction, and a larger pool of potential employees. 

2. The gig economy: The gig economy is another major development that affects 

workforce management. Temporary employment and opportunities for short-term 

work in specific projects provide more opportunities compared to traditional, stable 

workplace positions. The general idea of giving workers more flexibility and choice 

has emerged as a possibility because of Uber, Ola, and Swiggy. 

3. Focus on Employee Well-being: Workers’ health is now a critical concern. This 

pattern's components are general, mental, and physical health. Managing wellness 

programmes, improving the mental health of employees, and building a good 

workplace culture are some of the areas that companies are spending money on. It 

is done with the understanding that a healthy and happy employee is a more 

productive and attentive one, which is what lies behind these initiatives. It also 

serves the competitive purpose of helping one to acquire and retain top people in 

the organisation. 

5. Continuous Learning and Development: Regularity in education and training is 

highly essential, and this is occasioned by the fact that so much development is 
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being witnessed in the use of technology in business, as well as the changes in 

demand for job roles. HQs are seeing the need to train and develop their employees 

occasionally and are spending more on training and development. This ensures that 

the workforce remains capable and adaptable to change and innovations in the 

procedures or technologies in use at work. Some of the strategies that are being used 

to cater to ongoing education include customised learning plans, when and where 

pro training sessions, and e-learning facilities. 

6. Data-Driven Decision Making: Information technology applied in workforce 

management is witnessing a new dawn through the application of information. Big 

data and analytics have made it possible for organisations to make their decisions 

based on accurate information. It also applies to workforce planning, selection, 

appraisals, and employee satisfaction. Analytic tools help find trends and patterns 

to facilitate the intervention of active management regarding humans. 

 

12.2 Impact of Technology on Manpower Management 

Introduction to Technological Impact 

All people management functions have undergone a significant change through 

technology regarding the attraction, development, and retention of employees. 

Incorporating advanced technologies positively affected the efficiency of the HR 

department, its accuracy, and overall management. 

1. Recruitment and Selection: Due to innovation in technology, the methods of 

recruitment and selection have undergone a drastic change. The process of 

employment has been facilitated through the use of technology, in this case, social 

media, ATS, and online mediums. Consequently, these tools can help senior HR 

managers effectively conduct candidate screening, increase the coverage of target 

audiences and make evidence-based decisions regarding workforce acquisition. 

Yet, other techniques, such as machine learning and artificial intelligence (AI), are 

also being employed to reduce bias in the recruiting process and predict candidate 

performance. 

2. Employee Onboarding and Training: There has been an addition to the 

technology in onboarding and training. With the help of influential training 

applications, e-learning, and effective onboarding procedures, beginners can easily 

learn about the organisational environment. These tools provide an onboarding 

experience as a recruit will undergo the same training and will receive the same 
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information as any other recruit. Besides, virtual reality (VR) and digital reality 

(DR) offer actual-like training scenarios,  particularly in industries, manufacturing, 

and healthcare. 

4. Performance Management: This is because digital platforms enable one to set 

goals in the course of the project, get feedback from the clients in real-time, and 

engage in continuous assessments of how the project is progressing. These methods 

are quite tangible and objective – besides, they allow for the identification of 

organisational areas that require enhancement and rewarding performers. AI also 

enhances the chances of managers having defensible strategies by providing 

information on likely changes in the efficiency of employees. 

5. Employee Engagement and Communication: As applied to organisation systems, 

technology has heightened employees’ engagement and interactions. Many 

organisations use internal communication networks such as Microsoft Teams or 

Slack to boost the speed of real-time teamwork and data sharing. Using employee 

engagement tools such as surveys and feedback tools, organisations can evaluate 

the satisfaction level of their employees and solve problems which may be 

stagnating their employees. Social recognition platforms can also help build a 

proper organisational culture by rewarding employees' efforts. 

6. HR Analytics: The changes that come with the application of HR analytics lead to 

the revolutionisation of the field of workforce management. The HR departments 

can benefit from data and analytics as they can gain important insight into several 

aspects of human resources, including turnover, absence, and workforce 

productivity. Recruiting strategies, planning strategies to retain the staff, identifying 

the star performers, and predicting the organisational requirements in the future can 

be made hassle-free with the help of predictive analysis. This reduces the chances 

of unsound decision-making by the organisations and can be utilised to enhance 

total organisational performance through systematic strategic Human Resource 

management. 

7. Automation and Artificial Intelligence: The nature of performance management 

and recruitment is one of the areas that are receiving major impacts from the 

application of AI and automation in the field of HR. People, as such, have daily 

questions that are answered by conversational chatbots, relieving the workload of 

the HR staff. Different patterns or trends of large chunks of data may be generated, 

and AI algorithms may be used to reveal information about employees’ preferences 
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and behaviours. Other lowers the workload by allowing the tasks usually associated 

with administrative cleaning, such as attendance records and payrolls, to be done 

by the automation tools. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. One of the most notable trends in workforce management is the shift towards 

________ work arrangements. (flexible) 

2. The gig economy refers to the increasing prevalence of ________ contracts or 

freelance work as opposed to permanent jobs. (long-term) 

3. Data-driven decision-making is transforming workforce management by 

enabling organisations to make ________ decisions based on accurate data. 

(Informed) 

4. Virtual onboarding programs, e-learning modules, and interactive training 

platforms have made it easier for new employees to ________ into the 

organisation. (integrate) 

 

 Outcome-Based Activity 1 

Identify and list three companies in India that have adopted flexible work 

arrangements and describe one benefit each company has gained from this practice. 

 

12.3 Globalisation and Manpower Management 

Globalisation has also had certain effects on workforce management, particularly on 

how organisations function and manage their workforce. However, for HR 

professionals, globalisation and the changes in talent structures, or rather dependency, 

have presented equal prospects and issues. 

1. Cross-Cultural Management: Cross-cultural management is important because, 

as a result of the globalisation of businesses, the workforce has become more 

diverse. It is a fact that organisations operating in many countries of the world today 

have employees from different cultures. Due to this, it becomes easier to have more 

ideas as well as approaches to problems, and there is a promotion of creativity. 

However, the working of cross-cultural teams means that the HR managers 

involved must be culturally sensitive and competent. It is essential to conduct 
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courses in communications and cultural diversity in the workplace to pursue world 

peace and prevent conflicts. 

2. Talent Mobility: The level of openness among workers seeking new challenges 

and experiences is increasingly inclined to work abroad. It has caused a boost in the 

cases of international transfers and assignments for foreigners. In essence, there are 

several challenges that the employees experience, including visa laws, culture, and 

other family-based issues, that have to be tackled by the HR managers. In today’s 

uncertain and globalised world, global talent management is imperative in order to 

obtain and retain the best employees. 

3. Global Talent Acquisition: Different organisations have opportunities to employ 

qualified workers from any country because the talent pool is globalised. Recruiting 

and selecting the right talent for this global talent sourcing practically requires a 

plan. Specifically, HR managers should understand other countries’ labour markets 

and regional legislation, wage requirements, and local culture. With the help of 

modern technology, like social media, organisations can recruit talented employees 

from all over the world. 

4. Outsourcing and Offshoring: The constant innovation of globalisation has created 

common trends of outsourcing and offshore practices. Companies transfer many 

activities to countries where the cost of labour is lower, ranging from production to 

IT and customer support. These results mean companies can focus on their 

competencies and simultaneously cut expenses. However, it also has challenges, 

such as the quality to adhere to, managing a team that is located far away, and 

handling cultural disparities. Along with ensuring organisational objectives and 

quality acceptance, outsourced operations must be closely monitored, which is why 

employers cannot do without HR managers. 

5. Global HR Policies and Practices: Curien has pointed out that globalisation leads 

to the need to develop Global Human Resource Management policies and practices, 

which would differ from location to location. Paying attention to cultural relevancy 

and maintaining the company’s homogeneity, HR managers should find a midpoint 

between centralisation and decentralisation. This comprises issues such as relations 

between employee and employer, employee performance appraisal, remuneration, 

and rewards. Cooperation is required within many functions and regions to develop 

an efficient global HR strategy. 

12.4 Future Challenges and Opportunities 
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The following opportunities and threats will define the future of workforce 

management. The key to continuous development and effectiveness of work is that HR 

professionals need to learn new challenges arising as organisations move through a 

more challenging and intricate environment. 

o Technological Advancements: While certification technology has benefits, the 

following are the challenges. That is why constant learning and improvement are 

needed due to the advancing technology rate. Those new systems require the 

knowledge and abilities that employees must have, as well as the roles of the HR 

managers. This requires investment in programmes for training and development 

and a learning culture. In this way, technology means job deletions and role 

transformation, for which the management must focus on staff planning and the 

training of relevant ideas. 

o Changing Workforce Demographics: The employment pattern has shifted as 

more millennials are joining the working environment, and now Generation Z staff 

are joining the workforce. In comparison with the earlier generations, these younger 

generations have different expectations and biases. The main motivations for 

females are looking for new opportunities, interesting and significant employment, 

and self-fulfilment. There are also some practices that HR managers may employ 

to acquire and retain such staff, such as Flexible work arrangements, Career 

development and Work culture. 

o Global Talent Competition: Global employers look for talent in a bigger and more 

intense manner than before. Organisations must develop suitable SMART talent 

acquisition and talent management plans to obtain qualified talents. This includes 

building a welcoming environment at the workplace, fostering opportunities for 

promotion, and providing attractive remuneration. 

o Benefit Statement: Create a warm climate that makes the staff feel welcome and 

comfortable, provides opportunities for promotions and development, and provides 

attractive remunerations. There is also the use of employer branding that 

organisations must employ to compete for talent in the market. 

o Regulatory Compliance: For the professionals in the HR managers' position, 

compliance with various regulations becomes an endeavour. Organisations have to 

track and keep abreast with matters of labour laws, data protection and other 

employment legal reforms. Legal repercussions and damaging effects on the 

organisational image are consequences of non-compliance. It means that HR 
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managers should develop powerful compliance initiatives based on cooperation 

with lawyers, analytic activities, and educational initiatives. 

o Employee Engagement and Retention: Overall, the question of retention and the 

engagement of the employees is still a question. Employee commitment is 

associated with increased capacity and productivity, increased idea generation and 

commitment towards the organisation. To foster employee engagement, HR 

managers must look for ways to reward and recognise accomplishments, allow the 

staff’s growth, and promote workplace happiness.  

o Workforce Diversity and Inclusion: Promoting diversity and equality of 

opportunity for people in employment is both a strength and a weakness. People 

from different backgrounds have different inputs, which fosters a variety of ideas 

brought to the working environment. Nevertheless, it helps to work on it 

purposefully and have definite plans for diversity and inclusion. Recruitment and 

selection procedures should be equity-based, and this requires appropriate measures 

from the HR managers, such as diversity training programmes and a friendly 

workplace atmosphere. Supporting diversity and inclusion gives the employer a 

better image and makes the organisation more successful.  

 

12.5 Workforce Diversity and Inclusion 

Business leaders aiming to increase their organisations’ diversities and competitiveness 

have set worthy goals for operational workforce diversities and inclusions. This is 

because a diverse and pluralistic workforce fosters creativity or the creation of many 

ideas due to differences in perceptions. 

o Importance of Diversity and Inclusion: The use of diversity in decision-making 

is important because it helps improve problem-solving skills. When employees are 

appreciated and respected, they improve employee engagement and satisfaction. 

Thirdly, since many applicants seek diverse and equal workplaces, they assist 

organisations in recruiting and retaining the best employees. 

o Strategies for Promoting Diversity: Fostering diversity requires several actions 

and a gross attempt. This involves using non-stigmatising strategies such as non-

discriminatory adverts and interviewing panels comprised of health workers. As a 

way of broadening awareness and passing knowledge on the subject of diversity, 

it’s also advisable that organisations provide diversity training.  
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o Strategies for Promoting Inclusion: The very essence of inclusion is to ensure 

that everyone in the workplace, regardless of race, gender, disability, size, or colour, 

feels valued and capable at their workplace. This needs to involve the 

encouragement of the so-called multiculturalism, a society that is open to different 

opinion systems. Organisational success can be achieved by adopting numerous 

concepts of work inclusion by extending resources such as flexible working hours 

and fair chance at promotions. However, in terms of inclusive practice, one must 

understand that since inclusive leaders demonstrate inclusive behaviour, leadership 

plays a crucial role towards the same. 

o Measuring Diversity and Inclusion: It is indeed relevant to measure the extent of 

diversity and inclusion in organisations by identifying the gaps that need to be 

closed and assessing what has been accomplished. Organisations use several 

practices, such as inclusion indices, employee engagement and satisfaction surveys, 

and diversity demographics. These metrics help organisations develop specific 

plans of action and provide useful data on the effectiveness of measures addressing 

the gaps. Transparency and accountability are also presented by metrics of diversity 

and inclusion that are measured and disclosed. 

o Challenges in Achieving Diversity and Inclusion: There are difficulties towards 

building diversity and inclusion. Generally used discrimination may slow down the 

improvement of diversity and even encourage inequitable hiring and promotion 

systems. The last one may be the lack of willingness to change because some staff 

members can struggle to embrace the cause of diversity and inclusion. Also, to 

address diversity and inclusion, the plan must be tightly controlled and coordinated 

to achieve the organisation's positioning, objectives, and objectives in parallel. It is 

only right that it takes time and planning to overcome all these challenges. 

 Knowledge Check 2 

State True or False. 

1. Globalisation has led to a more homogeneous workforce, necessitating less 

focus on cross-cultural management. (False) 

2. In India, companies like Tata Steel have recognised the importance of diversity 

and inclusion and have implemented various policies to promote it. (True) 

3. Achieving diversity and inclusion in the workplace requires only minimal effort 

and basic policies. (False) 
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4. Measuring diversity and inclusion is essential for assessing progress and 

identifying areas for improvement within an organisation. (True) 

 

 Outcome-Based Activity 2 

Conduct a brief survey within your class to assess the awareness and understanding 

of diversity and inclusion. Summarise the findings in a paragraph. 

 

12.6 Summary 

 The shift towards remote working, flexible hours, and part-time work has enhanced 

employee satisfaction and access to a broader talent pool. However, it presents 

challenges in maintaining productivity and communication. 

 The rise of short-term contracts and freelance work offers flexibility and cost 

savings but raises concerns about job security and benefits, requiring new 

management approaches. 

 Wellness programs are adopted through awareness that physical and mental health 

are valuable to organisations and essential in improving employee productivity and 

engagement. 

 Also, through web-based platforms for job vacancies and the help of artificial 

intelligence, the search and selection have become faster and less performed. 

 Virtual onboarding programs and e-learning modules have enhanced the integration 

of new employees, while VR and AR provide immersive training experiences. 

 Digital platforms enable continuous performance tracking and real-time feedback, 

promoting a culture of improvement and alignment with organisational goals. 

 Globalisation has increased workforce diversity, necessitating cultural sensitivity 

and training to manage cross-cultural teams effectively. 

 The mobility of talent requires HR managers to handle the complexities of 

international assignments, including visa regulations and cultural adaptation. 

 Implementing unbiased recruitment, diversity training, and support groups helps in 

fostering a diverse and inclusive work environment. 

 Using metrics like diversity demographics and engagement surveys helps assess 

initiatives' effectiveness and identify areas for improvement. 

 

12.7 Keywords 



 

124 
 

 Flexible Work Arrangements: Flexible work arrangements allow employees to 

have flexible working hours, flexible working stations, and part-time work, 

enabling them to take care of their families and other activities. 

 Gig Economy: The model of short-term contracts and freelancing allows for choice 

but poses questions about employment protection and insurance. 

 HR Analytics: The strategic application of data and thorough analytical procedures 

within human resource management to guide personnel management, staffing, and 

performance evaluation. 

 Cross-Cultural Management: This is an effort to manage employees from 

different cultures and understand and implement methods that create good 

employment relations in the respective country. 

 Workforce Diversity and Inclusion: Activities aimed at bringing diversity into an 

organisation’s workforce and creating a top-notch attitude towards all employees. 

 

12.8 Self-Assessment Questions 

1. What are the benefits and challenges of flexible work arrangements in workforce 

management? 

2. How has the gig economy impacted traditional workforce management practices? 

3. Explain the role of technology in transforming recruitment and selection processes. 

4. Discuss the importance of cross-cultural management in a globalised workforce. 

5. What strategies can HR managers use to promote diversity and inclusion in the 

workplace? 
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Unit 13: Strategic Human Resource Management (SHRM) 

 

Learning Outcomes: 

 Students will be able to understand the concept and significance of Strategic Human 

Resource Management (SHRM). 

 Students will be able to differentiate between Strategic Human Resource 

Management and traditional Human Resource Management. 

 Students will be able to recognise the strategic role of HR in business planning and 

organisational success. 

 Students will be able to learn how to implement SHRM in various organisational 

settings. 

 Students will be able to analyse real-world case studies to gain insights into the 

practical applications of SHRM. 

 

Structure: 

13.1  Concept and Importance of SHRM 

13.2  Differences Between SHRM and Traditional HRM 

 Knowledge Check 1 

 Outcome-Based Activity 1 

13.3  Strategic Role of HR in Business Planning 

13.4  Implementing SHRM in Organisations 

13.5  Case Study on SHRM 

 Knowledge Check 2 

 Outcome-Based Activity 2 

13.6  Summary 

13.7  Keywords 

13.8  Self-Assessment Questions 

13.9  References / Reference Reading 
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13.1 Concept and Importance of SHRM 

Strategic Human Resource Management (SHRM) links an organisation’s strategic aims 

and granular objectives with the individual management of its staff. This positioning 

ensures that the HR functions and strategies align with the organisation's business 

strategies to the best of its capability, thereby increasing its success. The concept of 

SHRM also differs from the traditional responsibilities of the HRM profession, 

frequently covering problems and actively managing the organisation’s strategic 

course. 

Hence, the importance of SHRM cannot be overemphasised in today’s fast-evolving 

competitive business environment. It helps align the greatest asset that any organisation 

has, human capital, to the business's long-term objectives. By creating awareness of 

innovation, learning, and adaptation within the employees, SHRM supports the 

establishment of sustainable competitive advantage. Furthermore, by employing the 

SHRM concept, employee objectives match the organisation's goals; performance, 

motivation, and job satisfaction are enhanced. 

SHRM practices are evident in many big firms in India, enabling them to compete in 

the global market; some of them include Infosys and TCS. To obtain and maintain high-

quality human capital with employees committed to organisational goals consistent 

with long-term firm objectives, strategic HRM has been created in these firms, so 

human capital management is strategically linked to business objectives. 

 

13.2 Differences Between SHRM and Traditional HRM 

SHRM and Traditional HRM are differentiated on the following grounds: SHRM and 

Traditional HRM are differentiated on the following grounds: 

1. It is imperative to understand how SHRM is distinct from traditional HRM in order 

to understand HR’s new strategic position in organisations effectively. SHRM 

emphasises the overall strategic plan and integration of various practices and 

policies with the organisation’s strategy, while short-term objectives characterise 

traditional HRM and concern itself with administration. 
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2. Activities such as recruitment, training, evaluation or appraisals, and even payroll 

are some of the sample processes that are usually performed frequently in 

mechanistic HRM. These tasks are often performed reactively without a well-

conceived strategic vision for the business. On the other hand, SHRM comprises an 

anticipative approach to planning and the linkage between HR policy and business 

strategy. 

3. In the context of the two HRM systems, traditional HRM is mainly characterised 

by separating the HR department from other business divisions. This implies that 

most of the time, the decisions are limited to top management with little 

involvement of the HR function. Many firms have integrated HR into the decisions 

that are made and treat it as a strategic business unit in SHRM. This integration 

makes it possible to bring more focus and relevance to HR activities that are in line 

with the organisation's strategic requirements. 

4. There is another gaping difference related to the areas of focus. Closely related to 

legal compliance, traditional HRM places considerable emphasis on adherence to 

an organisation’s policies and processes. While a more conventional approach to 

HRM emphasises factors such as stability, conformity, and bureaucratic logic, 

SHRM concentrates on flexibility, innovation, and the organisation’s goals and 

needs. 

5. It implies that both HR practitioners and an enterprise's top management require a 

new mindset regarding the right SHRM implementation. Consequently, HR 

professionals need to develop business savvy and a strategic mindset to align with 

and contribute to attaining the organisation’s strategic objectives. The head of an 

organisation must understand HR’s strategic significance and ensure that HR is 

involved in critical processes. 

6. The main difference is the approach to talent management that distinguishes SHRM 

from traditional HRM. According to the conventional theory of HRM, talent 

management is often defined as recruiting and developing employees. SHRM is 

attracting, developing, and maintaining highly qualified employees about the firm’s 

strategic plan forms talent management, a strategic imperative. These include 

ensuring a good employer image, having elaborate training and development plans, 

and offering competitive employee remunerations. 

7. In traditional HRM, performance management interacts with performance 

appraisal, mostly in terms of annual reviews and conformance with performance 
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standards. SHRM defines performance management as a continuous procedure that 

involves setting clear performance objectives, providing feedback and recognition, 

and managing employee relations, rewards, and benefits. This strategy ensures that 

what workers do will contribute to achieving the organisation’s strategic plan and 

goals. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Strategic Human Resource Management (SHRM) links the management of 

human resources with the _______ goals and objectives. (Administrative) 

2. In traditional HRM, the HR department operates in _______ from other 

business functions. (isolation) 

3. SHRM helps develop a sustainable competitive advantage by fostering a culture 

of continuous improvement, _______, and adaptability among employees. 

(Innovation) 

4. SHRM involves proactively planning and integrating HR policies with _______ 

strategies. (business) 

 

 Outcome-Based Activity 1 

List two real-world examples of companies that have successfully implemented 

SHRM and describe one key HR initiative each company has adopted. 

 

13.3 Strategic Role of HR in Business Planning 

The success of any organisation depends on HR's strategic role in business planning. 

Strategic partners who contribute to the development and execution of company 

strategies, as well as HR professionals in SHRM, are more than just administrators. 

This strategic participation guarantees that HR practices support and promote the 

organisation's long-term objectives. 

o Workforce planning is one of the main areas in which HR has a strategic role. 

Identifying gaps and developing strategies to close them are all part of this process.  

o Talent management is another strategic area for HR performance. It involves 

attracting, cultivating, and maintaining the best and brightest employees who share 

the organisation's strategic objectives. 
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o HR equally has the mandate of performance management. After linking 

performance management systems with the corporate objectives, employees assist 

the HR in ensuring that their efforts support the strategy plan. 

o Change and development processes in organisations are another area where the HR 

department operates at the strategic level. As a proactive strategy, programs are 

developed and consequently implemented by the HR specialists to improve the 

organisational culture, gain the employees’ attention, and encourage change. 

o The above organisations have used HR’s expertise in managing the workforce, 

developing recruiting strategies, and maintaining their strategic plans, gaining and 

maintaining a competitive advantage in the market. 

o Another area of strategic management in HR is correlating the decisions made 

within the human resources department with the organisation’s goals, values, and 

mission. This ensures that all HR activities are in line with the organisation's overall 

success and meet the general strategic objective. 

o From this, it can be concluded that this category also describes the primary 

responsibilities of HR professionals, which include risk management and 

coordinating the work of the HR department in accordance with the organisation's 

strategic objectives. 

o One of the HR professionals' strategic roles is to foster innovativeness and 

adaptability in the organisation. 

o It is beneficial to acknowledge that managing organisational change is a strategic 

responsibility of HR. As suggested by the various circumstances that affect the 

business environment, organisations must adapt easily to multiple changes to 

remain relevant. 

 

13.4 Implementing SHRM in Organisations 

Consulting HR activities with the organisation’s strategic initiatives marks an important 

stage of the SHRM process. 

1. The first part concerns the organisation’s strategic goals and direction and how 

HRM can assist in attaining these goals. To do this, one needs to understand the 

business’s mission, strategic vision, organisational beliefs, and roadmap for the 

future. 

2. When the strategic objectives are obvious, developing an HR strategy is the next 

factor to consider. This involves establishing several critical dimensions of HR 
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practice, such as selection, training, and management techniques for retaining 

human capital aligned with the organisation’s goals. 

3. This means that communication plays a significant role in implementing SHRM. 

All the employees of an organisation are required to understand how their 

responsibilities relate to this strategy as implemented and delivered by HR 

professionals. The constant update and comment should accompany the information 

exchange. 

4. Formulating and executing HR practices and policies that align with the strategy is 

one of the core steps in SHRM implementation. This includes setting up human 

resources management policies that attract talent, creating training mechanisms for 

the enhancement of skills among workers, and evaluating systems that are in 

concordance with an organisation's goals and objectives. 

5. The admission that SHRM requires monitoring and evaluation means it must be 

implemented. HR experts are necessary to assess the effectiveness of HR activities 

routinely and appraise changes as needed. This is about assembling and analysing 

data on significant measures of concern to the business, such as performance, 

engagement, and turnover of human resources. Through constant review and 

evaluation of the company’s HR efforts, organisations can ensure that their 

practices correspond to their strategic direction. 

6. Strategising for Human Resource Management starts with a detailed look at the 

organisation’s strategic goals. This results in awareness of the company’s goals, 

including missions, visions, ethically acceptable organisational values, and long-

term goals. 

8. If the strategic objectives are identified, the next stage is developing a proper HR 

strategy corresponding to such objectives. 

9. If SHRM is to be implemented successfully, it must be communicated. All 

employees need to understand how the HR strategy fits into the overall 

organisational strategy; HR specialists should act as managers and translate the HR 

strategy into language that all members of the organisation will comprehend. 

10. In the case of integrating SHRM, it is crucial to mention that one of the key aspects 

of IMC is the establishment of HR practices and policies that correspond to HR 

strategy. 
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11. Monitoring and evaluation are essential in implementing SHRM. Further, 

specialised human resource experts are needed to estimate and analyse routine HR 

endeavours and make modifications if necessary. 

13.5 Case Study on SHRM 

One of the benefits of covering the topic in a case study format is that it shows how 

organisations have aligned strategies in staffing, training and development, 

compensation and other elements of SHRM with the business goals and plans. The 

remaining sections/ case studies will shed light on how some of the leading 

organisations in India have endeavoured to assimilate and practice SHRM 

systematically. 

Case Study: Infosys 

Analysing extant literature and using cases, future work demonstrates what actual 

business models look like where HR strategies are integrated with business objectives 

and present materially useful information concerning the practicality of SHRM. The 

subsequent analysis presents case studies of the most successful Indian companies 

adopting SHRM. 

Infosys: Another leading IT organisation from India, Infosys, has set the pace for 

implementing SHRM. The HR strategy based on attracting, developing, and retaining 

superior people closely aligns with the firm’s economic objectives. The following 

programs have been implemented to support Infosys HR strategy: Performance 

management systems, Training & development programs and Employee engagement 

programs. 

The first significant component in Infosys’ SHRM strategy emphasises learning and 

growth for the organisation’s workers. It has leadership development centres, like The 

Infosys Leadership Institute, designed to provide leadership training to all its 

employees. The goal of such programs is to enable employees to improve their 

knowledge and capabilities and prepare them to undertake leadership roles in the future. 

Furthermore, it focuses on employee appreciation and motivation as one of its key 

activities. Some measures the company has put in place to enhance employees’ 

commitment are feedback meetings, reward strategies, and promotion plans. Through 

these endeavours, Infosys has been able to maintain high standards of employee 

satisfaction and retention. 

 

 Knowledge Check 2 
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State True or False. 

1. In SHRM, HR professionals are considered strategic partners and are involved 

in decision-making at all levels. (True) 

2. Implementing SHRM does not require a shift in mindset from both HR 

professionals and top management. (False) 

3. Reliance Industries has not emphasised employee engagement and recognition 

in its SHRM approach. (False) 

4. Monitoring and evaluation are essential for SHRM implementation to ensure 

HR practices align with strategic objectives. (True) 

 

 Outcome-Based Activity 2 

Identify and discuss an organisation's challenge when implementing SHRM and 

propose a possible solution. 

 

13.6 Summary 

 SHRM links HR management with strategic goals, ensuring HR practices drive 

organisational success. 

 It emphasises the strategic value of human capital, promoting continuous 

improvement, innovation, and adaptability. 

 Leading Indian companies like Infosys and TCS use SHRM to align HR and 

business strategies, enhancing competitiveness. 

 Traditional HRM focuses on administrative tasks, while SHRM integrates HR with 

long-term business strategies. 

 SHRM involves HR in strategic decision-making, unlike traditional HRM, which 

operates in isolation. 

 SHRM emphasises flexibility and innovation, whereas traditional HRM prioritises 

policy compliance. 

 HR plays a crucial role in workforce planning, ensuring the organisation has the 

right talent at the right time. 

 Strategic HR involves talent management, aligning recruitment and development 

with organisational goals. 

 HR supports organisational development and change management, fostering a 

positive culture and managing transitions. 
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 Successful SHRM implementation starts with aligning HR strategy with the 

organisation's strategic objectives. 

 Effective communication of HR strategy to employees ensures alignment with 

strategic goals. 

 Continuous monitoring and evaluating HR initiatives ensure they align with 

strategic objectives. 

 

13.7 Keywords 

 Strategic Human Resource Management (SHRM) is an approach that aligns HR 

practices with an organisation's strategic goals and objectives to drive long-term 

success. 

 Workforce Planning: It has a lesser meaning. It involves the process of mapping 

the current and future workforce requirements, understanding the gaps, and 

devising ways to ensure the organisation gets the right staff at the right time. 

 Talent Management: A strategic priority in SHRM involves attracting, 

developing, and retaining top talent aligned with the organisation's long-term goals. 

 Performance Management: A continuous process in SHRM that includes setting 

clear performance expectations, providing regular feedback, and recognising and 

rewarding high performance. 

 Change Management: HR's role in designing and implementing initiatives to 

promote positive organisational culture, enhance employee engagement, and 

manage transitions effectively. 

 

13.8 Self-Assessment Questions 

1. What are the main components of Strategic Human Resource Management 

(SHRM)? 

2. How does SHRM differ from traditional HRM? 

3. Describe the strategic role of HR in workforce planning. 

4. What steps are involved in implementing SHRM in organisations? 

5. How can HR practices align with an organisation's strategic objectives? 

6. Provide examples of Indian companies that have successfully implemented SHRM. 
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Unit 14: Leadership and Motivation 

 

Learning Outcomes: 

 Students will be able to understand various theories of leadership. 

 Students will be able to explain the role of leadership in workforce management. 

 Students will be able to apply different motivation theories and practices. 

 Students will be able to develop strategies to enhance employee motivation. 

 Students will be able to design leadership development programs. 

 

Structure: 

14.1  Theories of Leadership 

14.2  Role of Leadership in Manpower Management 

 Knowledge Check 1 

 Outcome-Based Activity 1 

14.3  Motivation Theories and Practices 

14.4  Enhancing Employee Motivation 

14.5  Leadership Development Programs 

 Knowledge Check 2 

 Outcome-Based Activity 2 

14.6  Summary 

14.7  Keywords 

14.8  Self-Assessment Questions 

14.9  References / Reference Reading 

 

 

 

 

 

 

 

 

 

 



 

136 
 

14.1 Theories of Leadership 

An essential management component is leadership, which includes influencing and 

leading people to complete shared objectives. Several theories have been developed to 

understand and explain leadership, each providing a different perspective on what 

makes a good leader. 

There are many theories related to leadership. Some of them are:  

1. Trait Theory: According to trait theory, some people are born with specific 

attributes that help them become good leaders. These qualities may include 

charisma, intelligence, insistence, and self-assurance. According to this belief, 

leaders are created, not born. However, the strengths have been associated with 

criticism of neglecting context factors and the nature of leadership skills acquired 

during training and experience. 

The practical use of the trait theory can be observed in India in the traditional 

leadership positions held in business organisations, particularly those owning a 

family business. Enduring management orientations that contribute towards the 

sustainability of the firm include attributes that are hereditary and include: • 

Perseverance: this is the ability of a firm to endure in the market and the fighting 

spirit of the firm, which comprises its generation of being ready to take a risk; and 

• Responsibility: it involves the readiness to take responsibility in free enterprise.  

Behavioural Theories: Behavioural theories are different from trait theory in that 

the former looks at the behaviour of leaders. The form of behaviour identified in 

the study is task-oriented and people-oriented. Task-oriented leaders tend to 

concentrate on the end goals within organisations and the efficiency of the 

organisational activities. Nevertheless, the welfare of their team members is a 

priority for people-oriented leaders. An efficient leader often applies both forms 

depending on the specific context of the general and the situation. 

Managers who find the right balance between the task focus and the people focus 

are usually more effective in the context of the Indian sub-continent. For instance, 

in IT companies, a leader can dramatically improve team performance and job 

satisfaction by setting clear goals, providing appropriate resources (task-oriented), 

and cultivating a positive work atmosphere (people-oriented). 

2. Contingency Theories: According to dependent theories, Leadership effectiveness 

is contingent upon the context. According to Fiedler's Contingency Model, for 

instance, a leader's effectiveness depends on their leadership style and how much 
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control and influence they have over the circumstances. To be effective, leaders 

must modify their leadership style to meet the needs of various situations. 

3. Transformational and Transactional Leadership: To enhance followers' 

leadership ability, transformational leadership focuses on inspiring and motivating 

them to accomplish extraordinary results. It's common to perceive transformational 

leaders as energetic, visionary, and able to effect significant change. On the other 

hand, the foundation of transactional leadership is a system of incentives and 

sanctions. Transactional leaders work on negative reinforcement, ensuring people 

conform to fixed standard operating procedures and practices. 

4. Prominent transformational leaders, such as Ratan Tata, have contributed a lot 

to innovation and the change process in organisations in India. Tata's ethical 

conduct and business policies have transformed Tata Group and set benchmarks for 

all the other corporations of India. However, transactional leadership is also 

prevalent in Indian organisations, especially the ones in the banking and 

manufacturing sectors, for efficiency and standardisation. 

5. Situational Leadership: The situational leadership theory formulated by Paul 

Hersey and Ken Blanchard indicates that the followers' level of maturity determines 

leadership success. Organisations and their leaders must shift from telling and 

showing employees to guiding and empowering them as the fan base expands and 

evolves. This type of flexibility allows the leaders to respond adequately to the 

demands that other team members make. 

 

14.2 Role of Leadership in Manpower Management 

Personnel management is a core function that involves the operational management of 

an organisation’s people. Powerful leaders have the major social responsibility of 

guaranteeing that employees transform and develop into the organisation and 

effectively contribute to its goals. 

1. Strategic Vision and Direction: The organisation’s key people are responsible for 

determining its strategic course. Ideally, they relate this vision to the workforce so 

that everyone has to work towards the bigger picture and this particular 

organisation's role in realising this vision. Coordinating each person's 

responsibilities toward the overall objectives helps create this drive and focus in the 

workforce. 
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Mukesh Ambani, an Indian leader, has been instrumental in helping Reliance 

Industries develop a strategic vision and move toward becoming a multinational 

company. The company's success can be attributed to Ambani's ability to 

communicate his vision effectively and coordinate the activities of thousands of 

employees. The success of Jio and Mukesh Ambani's strategic vision for Reliance 

Industries shows the value of compelling and transparent leadership. Through 

proficient communication of the concept of accessible and extensive digital 

belonging, Ambani successfully coordinated his group's efforts and propelled the 

enterprise towards unparalleled expansion and supremacy in the marketplace. 

 

2. Creating a Positive Work Environment: It is necessary that a workplace should 

be happy to encourage the happiness of the workers as well as encourage increased 

production. Managers encourage all individuals to be open with each other and 

value each person’s contribution, as this assists. They quickly manage conflict 

situations, appreciate the achievements, and provide the necessary equipment and 

means to perform the tasks successfully. 

Some of Infosy's several EE programmes, such as town hall meetings, awards and 

recognition, and encouragement of diversity and inclusion policies, are strong 

indicators of the company’s commitment to promoting a healthy working climate. 

Due to these measures, better employee output can be secured in a warm and 

pleasant environment so that employees can perform their duties to the best of their 

potential. 

3. Employee Development and Empowerment: Leaders are essential in enabling 

and implementing employee growth. They identify sectors that require staff 

promotion, provide suggestions for employees’ professional improvement, and 

encourage employees to perform new assignments. Delegation of power eradicates 

authority, enhances the development of competency, and builds up confidence 

among employees. 

Leaders in Indian multinational corporations, such as Tata Consultancy Services 

(TCS), allocate a considerable portion of their budget towards employee 

development. Employees are allowed to assume leadership positions within the 

organisation, which also improves their talents. The TCS Experience program is one 

of several training initiatives offered by TCS that focus on ongoing learning and 
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development. TCS facilitates career advancement and skill enhancement for its 

employees by providing a variety of certifications and courses, which in turn 

promotes a culture of innovation and growth. 

 

4. Enhancing Communication: For any leadership to be effective, there must always 

be a proper flow of communication. Organisational executives should engage in 

regular and timely communication that is mutually exchanged within their 

organisations. This involves addressing employees’ concerns, providing 

constructive feedback, and informing the workers of critical decisions and changes. 

Top officials of India, like Azim Premji of Wipro Ltd., have always connected their 

subordinates in a very unmasked manner.  

5. Driving Change and Innovation: As observed in the current endeavour 

environment, today’s leaders must strive to encourage innovation and change. They 

enable the generation of newer ideas, promote creative thinking, and manage 

process changes efficiently. That flexibility is necessary for sustaining competition 

and achieving ongoing success in the organisation. 

Despite this, great leaders like Paytm’s Vijay Shekhar Sharma have proven that it 

is possible to inspire innovation and effect change in the Indian startup scene. 

Sharma’s strategy has made Paytm the leading online payment method in India, and 

proper leadership strategy is crucial for organisational growth. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Trait theory suggests that leaders are ______, not made. (born) 

2. Behavioural theories focus on what leaders ______ rather than their inherent 

qualities. (do) 

3. Transformational leadership focuses on ______ and motivating followers to 

achieve extraordinary outcomes. (inspiring) 

4. Leaders are responsible for setting the strategic ______ and direction of the 

organisation. (Vision)  
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 Outcome-Based Activity 1 

Identify a leader you admire and list three traits they possess according to trait 

theory. Then, explain how these traits have contributed to their effectiveness as a 

leader based on the examples given above. 

 

14.3 Motivation Theories and Practices 

Motivation significantly influences employee performance and company success. 

Various motivation theories can explain what motivates individuals to work towards 

goals. Following are some of the theories related to motivation. 

1. Maslow's Hierarchy of Needs: Abraham Maslow's hierarchy of needs is a well-

known theory of motivation. In this theory, human needs have been classified 

according to the needed base needs to the more complex needs like self-

actualisation. As per Maslow, people have needs that drive them to pursue 

something in an arranged fashion, starting with the most basic ones to move up to 

the highest level of people’s capability. 

2. Herzberg's Two-Factor Theory: Hygiene factors include aspects such as 

company policy and administration, nature of supervision, relationship with the 

union, working conditions, physical working environment, company politics and 

policies, public image and finally, the operating managers. On the same note, 

working conditions and remuneration are hygiene factors that eliminate negativity 

but do not motivate employees. Motivation and job satisfaction are being managed 

on the employee level using activators such as recognition and opportunities for 

development. In this theory, companies must work on factors that relate to 

organisational freedom and address the core concerns of employees. 

3. McClelland's Theory of Needs: According to David McClelland’s theory, there 

are three main needs, namely, The need for Authority, The need for Loyalty, and 

The need for success. According to this theory, people possess specific demands 

due to personality and past experiences. Average performers seek difficult tasks and 

challenge themselves to do their best. Holistic interpersonal demand possesses 

interpersonal endowment, which translates into rich interpersonal interaction and 

performance in groups. Individuals who are power-motivated crave the desire to 

dominate and influence other people. 

4. Vroom's Expectancy Theory: Vroom's expectation theory indicates that the 

motivation for an action is dependent on the expectations of the action. This theory 
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prescribes that when the employees have the belief that rewards will follow their 

efforts, motivation will be enhanced. Three pillars support the theory: 

Instrumentality, which is the confidence that the level of performance will be 

followed by certain rewards; valence or the conviction that rewards are worth 

working for; and anticipation, which is the confidence that exerted effort will 

translate to the desired level of performance. A clear understanding of these 

constituents helps leaders develop effective strategies you need to use in 

encouraging. 

5. Equity Theory: Equity theory is the context under which John Stacey Adams’s 

equality principle works. It means that when people think that they have been 

treated fairly with regard to other people, it is stimulating. Employees compare their 

ratio of effort put into the working process and the reward they receive with a 

similar ratio of other workers. They may get dissatisfied and less productive if they 

think there is inequity. Forcing people to work, leaders have to ensure that 

individuals have no grounds to believe they are being treated unfairly. 

 

14.4 Enhancing Employee Motivation 

The reward system that should be used in a given organisation to increase motivation 

calls for a multipronged approach that focuses on the demands of the employee, the 

needs of the organisation, and the work environment. 

1. Setting Clear Goals: In this case, it is essential to set realistic goals to sustain 

motivation, more so where the employees understand such goals. These are the 

SMART goals that leaders are expected to embrace: Specific, Measurable, 

Attainable, Relevant, and Time-bound. Staff clarity enables every worker to 

understand what their roles are and how their activity influences organisational 

results. Even more encouraging is getting regular feedback on how these goals are 

faring.  

2. Providing Recognition and Rewards: Reinforcement is another method that is 

closely related to motivation and consists of two forms. One is positive 

reinforcement, which involves giving compliments. It is up to managers and leaders 

to acknowledge the employees’ achievements and provide corresponding monetary 

and non-monetary incentives. Intrinsic rewards include recognition, which can be 

in the form of awards, public appreciation, and verbal appreciation. The incentives 

may consist of better positions and bonuses, new opportunities opening for 
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receiving new in-depth knowledge, and training. Hence, one can conclude that the 

idea of providing rewards and recognition based on the tastes of every particular 

employee can contribute to the enhancement of motivation to a great extent. It is 

seen that currently, HBR Operational Performance organisations have distinct long-

term service awards, innovation prizes, and excellence rewards. Infosys Ltd., based 

in India, is a vivid example. Such programs are useful in creating a positive culture 

of employee appreciation and can influence motivation. 

3. Fostering a Positive Work Culture: The motivation in a healthy work culture lies 

in the value and support the workers receive from their organisation. Management 

can foster such an environment by encouraging the flow of information, work 

collaboration, and timely and effective conflict identification and addressing. 

Another two pillars of workplace culture are establishing community and providing 

contacts, social ones in particular. 

4. Offering Professional Development: One can conclude that focusing on 

professional development is essential to maintaining professional motivation. From 

the above findings, it can be inferred that the workers will be on a higher level of 

proactivity, and the motivation to perform their duties will be high if the worker 

sees a clear line of progression and promotions. Leaders must extend mentorship 

services, working sessions, and training exercises to employees. Superiors benefit 

from getting help acquiring knowledge and skills; overall, the organisation benefits 

from this. Several programs are aimed at helping employees acquire better skills 

and advance their careers, and Indian companies such as Wipro spend a great deal 

of money on employee training. 

5. Ensuring Work-Life Balance: One can work passionately and successfully strike 

a positive work-life balance. Leaders can achieve this by facilitating and supporting 

the concept of taking breaks regularly, providing and supporting flexible working 

conditions, and respecting employees’ time.  

 

14.5 Leadership Development Programs 

Leadership development programs have been created to improve current and potential 

leaders' functions and competence. In other words, these programs are essential to have 

a reserve of competent executives to manage the organisations, especially in changing 

business scenarios. 
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1. Identifying Leadership Potential: Recruitment and identification of leadership 

potential are the first steps to leadership development. Employee attitudes, 

approaches, and actions must be appraised to determine which are suitable for 

promotion. Tools such as leadership tests, 360-degree feedback, performance 

appraisals, etc., go a long way towards this identification. 

2. Designing Development Programs: The organisation and the participants’ 

requirements in efficient leadership development programs are considered. 

Normally, mentoring, online learning and formal training are integrated into the 

programs. Ideas such as strategising, interpersonal skills, and leadership can also be 

included in the training process. Mentoring offers direction and support from 

experienced personnel, while on-the-job training provides practical experience. 

3. Implementing Development Activities: Leadership development activities are 

supposed to be well thought out and enacted. Organisations should write a 

structured development plan indicating the activity, timeline, and expected 

outcome. These activities include workshops, seminars, project assignments, and 

leadership. 

4. Evaluating Program Effectiveness: For consistent development, measures should 

be considered to evaluate the efficiency of leadership development programs. Such 

organisational learning programs’ outcomes on participants, as well as the success 

of the entire organisation, should be examined periodically. Some examples of this 

include the collection of participants’ feedback, tracking career progress, and 

measurement of changes in leadership behaviour and organisational outcomes. One 

of the strengths of Indian organisations like Larsen & Toubro (L&T) is that they 

follow the intensity level, survey results, performance indicators, and feedback 

models to evaluate leadership development programs' effectiveness and modify 

them accordingly. 

5. Continuous Learning and Development: Leadership development is an ongoing 

process that requires consistent and lifelong learning and other managerial skills. It 

advised organisations to demonstrate a learning culture where executives are 

encouraged to remain relevant in the ever-shifting business world. This may involve 

enrolling in different training and development activities, asking others for 

feedback, and being up to date on the current trends and practices in leadership. 

 

 Knowledge Check 2 
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State True or False. 

1. Maslow's hierarchy of needs proposes that human needs are arranged in a 

hierarchy starting from self-actualisation to basic physiological needs. (False) 

2. Herzberg's two-factor theory distinguishes between hygiene factors and 

motivators, suggesting that both are necessary for employee motivation. (True) 

3. Equity theory suggests that individuals are motivated when they perceive they 

are treated fairly compared to others. (True) 

4. Continuous learning and development are only necessary for new employees in 

an organisation. (False) 

 

 Outcome-Based Activity 2 

Choose a motivation theory (e.g., Maslow's hierarchy of needs, Herzberg's two-

factor theory) and apply it to a real-world scenario in your current or previous 

workplace. Explain how the theory can be used to enhance employee motivation in 

that scenario. 

 

14.6 Summary 

 Suggests that leadership qualities are inherent traits, such as intelligence and 

charisma. This theory is often applied in traditional Indian family businesses where 

leadership traits are passed down through generations. 

 Transformational leaders inspire and motivate for extraordinary outcomes, 

exemplified by Ratan Tata, while transactional leaders ensure compliance through 

structured systems, which is expected in sectors like manufacturing and banking. 

 McKinsey calls such leaders strategists, as they provide employees with strategic 

maps and show them how they can contribute to the organisation’s achievement of 

a specific goal and foster purpose and direction. 

 They support trust, respect, and cooperation, which can serve as an example of 

Infosys, where employees are satisfied with their work and its results due to the 

favourable organisational environment. 

 Managers in organisations such as TCS focus on training and development since it 

can transform the conventional employee into an updated performer and leader, 

which implies double wins—individual and organisational. 



 

145 
 

 It implies that human needs are arranged from the most fundamental, specifying 

basic requirements to self-actualisation. Indian companies like Mahindra & 

Mahindra apply some of them in a way that allows employees to get fair wages and 

promotions. 

 Understand the concept of hygiene factors and motivators. HCL Technologies Ltd 

of India and other similar organisations work both ways to improve salaries, job 

satisfaction, and job motivation. 

 Says motivation is a product of anticipated returns of a worthwhile endeavour. 

Indian organisations ensure extrinsic motivation by practising equality of 

deservingness, as demonstrated by the tangible PRP at Infosys. 

 It is agreed that leaders should set SMART goals because this practice facilitates 

clear communication of expectations and an understanding among the subordinates 

of how they are useful to the organisation, a practice witnessed in Indian IT 

companies such as Wipro. 

 Effective programs like ISB's Leadership Development Program combine formal 

training with practical experience, helping leaders develop a well-rounded skill set. 

 As done by L&T, regular program assessment ensures continuous improvement by 

gathering feedback and measuring changes in leadership behaviours and 

organisational outcomes. 

 

14.7 Keywords 

 Trait Theory: Management theory proposes that some inborn character aspects, 

including intelligence, magnetism, and other emotional states, help some people 

become efficient leaders. This theory works best with standard ‘suitable’ leadership 

positions in Indian family businesses. 

 Transformational Leadership: This is a leadership style that aims to influence 

people in an organisation to produce exceptional results and nurture existing 

leadership potential. Ratan Tata is an example. 

 Maslow's Hierarchy of Needs: A theory of motivation assumes that there are five 

stages of needs ranging from the apex level, which is self-actualisation, to the lowest 

level, which is the physiological needs of a human being. Indian companies apply 

this by addressing issues related to wages and promotion prospects in the 

organisation. 
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 Herzberg's Two-Factor Theory clearly distinguishes between hygiene factors that 

can prevent dissatisfaction and motivators, which are the factors that lead to higher 

satisfaction. Companies like HCL Technologies apply this by providing 

competitive salaries and meaningful work. 

 Leadership Development Programs: Structured programs designed to enhance 

the skills and competencies of current and future leaders. Indian companies such as 

HUL and institutions like ISB offer comprehensive leadership development 

initiatives. 

 

14.8 Self-Assessment Questions 

1. What are the critical differences between trait theory and behavioural theories of 

leadership? 

2. How does transformational leadership differ from transactional leadership, and 

what are examples of each in the Indian context? 

3. Explain Maslow's hierarchy of needs and its application in the workplace. 

4. Describe the components of Vroom's expectancy theory and how it can be applied 

to motivate employees. 

5. How can leaders create a positive work environment in Indian organisations? 

6. What are the essential elements of an effective leadership development program? 
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Unit 15: Employee Engagement and Retention 

 

Learning Outcomes: 

 Students will be able to understand the importance of employee engagement in the 

workplace. 

 Students will be able to identify effective strategies to improve employee 

engagement. 

 Students will be able to comprehend various retention strategies to reduce employee 

turnover. 

 Students will be able to learn methods for measuring employee engagement 

accurately. 

 Students will be able to recognise best practices in employee retention within the 

Indian context. 

 

Structure: 

15.1  Importance of Employee Engagement 

15.2  Strategies for Improving Employee Engagement 

 Knowledge Check 1 

 Outcome-Based Activity 1 

15.3  Retention Strategies 

15.4  Measuring Employee Engagement 

15.5  Best Practices in Employee Retention 

 Knowledge Check 2 

 Outcome-Based Activity 2 

15.6  Summary 

15.7  Keywords 

15.8  Self-Assessment Questions 

15.9  References / Reference Reading 
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15.1 Importance of Employee Engagement 

Staff engagement is an essential element of an effective business plan, not just a popular 

term. Employees who are emotionally committed to their work are prepared to go above 

and beyond to support their company's success. Higher productivity, better customer 

service, and enhanced profitability for the organisation frequently result from this 

dedication and passion for their job. 

Engaged employees' excellent connections to the company's mission and values foster 

a sense of purpose and belonging. In the context of Indian culture, where community 

and communal success are greatly valued, this relationship can be very powerful. 

Employee motivation and satisfaction rise when they feel like they are contributing to 

something more significant and that their work matters. 

Employee engagement also impacts customer satisfaction. Engagement drives superior 

customer satisfaction, and highly engaged employees increase customer loyalty. 

Consumers can tell when employees are passionate about their jobs and, hence, are 

more likely to come back to the same business and recommend it to others. 

 

15.2 Techniques to Boost Workplace Morale 

There is a need to develop a full 360-degree strategy that maps out all the aspects and 

experiences in the workplace to respond to the issue of low employee engagement. The 

following tactics have been shown to be helpful in raising engagement: 

Clear Communication: It is vital to ensure everyone is on the same page regarding the 

engagement. This means that employees need to understand the organisation’s purpose, 

goals, and purposes, as well as the corporation's tasks. Promoting openness can be a 

conscious practice, such as giving updates from management, using proper procedures 

in decision-making, and having open channels of communication for complaints. 

Town hall meetings are normally held in Infosys, one of India’s leading IT firms; senior 

executives offer corporate information, meet to address workers’ issues, and appreciate 

superior performances, among other matters. The above strategy makes employees feel 

valued and engages them in the company’s experience, which also educates them. 

1. Recognition and Rewards: Rewarding employees is a persuasive approach to 

enhancing their engagement. Recognition can be expressed in words of 

appreciation, gifts such as prizes or bonuses, or even in definite formal recognition. 
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To achieve this, the acknowledgement has to be timely, relevant, and, best of all, 

specific. 

Culturally, people in India value respect and gratitude; hence, personalised 

recognition may bring about a major change in the country. For instance, Tata 

Consultancy Services (TCS) runs an extensive recognition programme consisting 

of spot awards, annual awards, and recognition through co-workers. By such 

measures, the employees can be in the spotlight to be productive while the desirable 

behaviour is sustained. 

2. Career Development Opportunities: Employees always want to be challenged, 

so it is always advisable to provide them with opportunities for training and 

development. This shows that the organisation is loyal through training and 

development because the employee path for career progression and advancement 

has a positive correlation. 

Another big IT services company from India is Wipro, which offers a large number 

of training programs and professional enhancement programs. People can take 

many corporate courses and obtain certifications through Wipro’s “Wipro Learning 

Academy,” which assists employees in enhancing their growth and skills. The fact 

that ongoing education is stressed ensures that the company has a pool of well-

trained and competent personnel, besides being advantageous to the employees. 

3. Work-Life Balance: To sustain high levels of engagement, it is important to 

encourage work-life balance, which is very relevant. Employees should be assertive 

to achieve a work-life balance and not be overwhelmed by other responsibilities. 

It has been shown that work-life balance can be supported by allowing employees 

to work from home, work flexible hours, and offer help to those overwhelmed with 

work. This adaptability helps the employees in managing their professional and 

family lives, improving their satisfaction and productivity at the workplace. 

4. Inclusive Work Environment: To maximise employee engagement, employers 

must ensure that the company embraces diversity; hence, employees are accepted 

and appreciated no matter their colour, sex, or marital status. Employees can feel 

more a part of their workplace through diversity and inclusion initiatives, equitable 

recruiting procedures, and the promotion of a culture of respect. 

Accenture India, for instance, has won awards for its diversity and inclusion work. 

The company supports accessibility for those with challenges, LGBTQ+ inclusion, 

and gender diversity through a number of policies and programmes. These 
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initiatives create a friendly and encouraging work atmosphere where all employees 

will succeed. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. Employee engagement directly impacts ______, customer satisfaction, and 

overall organisational performance. (productivity) 

2. Engaged employees tend to have a stronger connection to the company's ______ 

and values. (Mission) 

3. Clear and transparent ______ is the cornerstone of employee engagement. 

(communication) 

4. Providing opportunities for career growth and development is crucial for 

keeping employees ______. (engaged) 

 

 Outcome-Based Activity 1 

List three ways in which your organisation (or a hypothetical one) can improve 

employee engagement. Discuss your ideas with a partner. 

 

15.3 Retention Strategies 

Engagement and employee retention are tightly related. Businesses that are successful 

in keeping their employees benefit from long-term employees' cumulative knowledge 

and expertise and reduced costs associated with hiring and training new hires. The 

following are some successful employee retention strategies. 

1. Competitive Compensation and Benefits 

Encouraging employees with competitive pay and extensive benefits packages is 

essential. Offering health insurance, retirement programmes, and other benefits can 

significantly impact an employee's decision to stay with a company in India, where 

financial security is a big concern. In an extremely competitive work market, these 

benefits aid in luring and keeping top personnel. 

2. Positive Work Environment 

Creating and preserving a positive attitude and encouraging environment in a 

workplace is critical in ensuring employees’ loyalty. Promoting a culture of 

courtesy with the people one works with is part of this. There have always been 
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positive ways of management when supported by positive management methods, 

many group exercises, and friendly communication. 

3. Career Path and Growth 

Hence, if an organisation is able to provide its subordinates with tenure or upfront 

the idea of having a better organisational future, then the tendency is that its 

subordinates will remain loyal to it. Such means can become the source of comfort 

related to the employee’s position in the given company since they can be provided 

with performance reviews, meetings regarding their career paths within the given 

company or the prospect of their professional development. 

4. Employee Involvement 

The methods of engaging employees, when they are allowed to express themselves 

in policy-making processes, feel more committed and would own the organisation. 

This can be done through feedback meetings, employee representation in certain 

committees, and providing openings for the staff to give their opinions/feedback. 

5. Programmes for Work Recognition 

It has been pointed out that the general performance of the organisation regarding 

the retention of employees can be given a considerable boost provided that the 

authorities utilise various programmes and techniques to recognise the employees' 

efforts. Workplace appreciation includes peer reward programs, company 

campaigns and Employee of the Month programs, which are essential in conveying 

the employer’s appreciation to the employees and retaining them in the 

organisation. 

 

15.4 Measuring Employee Engagement 

For a comprehension of engagement tactic efficiency and the painting out of the areas 

of increased investment, a precise measurement of personnel engagement is needed. 

The following techniques can be used to increase engagement: 

Employee Surveys: The most common method of measuring engagement is through 

questionnaires administered to employees periodically. These surveys may cover areas 

such as work-life balance, managers’ performance, job satisfaction, and organisational 

culture. The feedback received can give useful information on organisational 

engagement levels. 

The interview would cover several areas of the working environment; for this purpose, 

Mahindra & Mahindra, an Indian multinational company, conducts annual employee 
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engagement surveys. Participation is another factor that is encouraged; subsequently, 

action plans that will enhance the observations made from the study are developed. 

1. Focus Groups: A Focus group is even more effective in understanding what 

constitutes employee engagement. Survey information can be nicely supported by 

qualitative results gathered by convening small focus groups of employees to 

discuss events and ideas. This implies that issues that may not easily be discerned 

from the results of surveys may be raised in such discussions. 

Some in India’s fast-moving consumer products company, Hindustan Unilever, 

conduct employee focus group discussions on engagement. These discussions help 

the company devise specific programs to enhance users’ participation and usage of 

the application. 

2. Performance Metrics: Organisational engagement may be measured through 

productivity, levels of absenteeism, and turnover rates. A higher level of 

performance coupled with fewer days lost due to sickness or attrition often denotes 

that Employees are in good health. 

Indian engineering and construction firm Larsen & Toubro, for example, measures 

specific indexes of engagement among employees to assess results. These 

measurements help the company identify developmental trends and develop 

strategies for increasing engagement and reducing attrition. 

3. Exit Interviews: One significant source of information about the level of 

engagement is the leaving employees for a job, which may provide information on 

employment opportunities. Awareness of the factors that influence the turnover rate 

allows for determining the problematic areas and considering methods for 

enhancing employees’ interest and loyalty. 

An IT services company in India, Tech Mahindra, conducts formal exit interviews 

at different levels of sophistication. The information gathered from such interviews 

is used to identify traditional reasons for employee turnover and develop strategies 

for addressing these issues. 

 

15.5 Top Strategies for Retaining Staff 

Implementing the best practices in employee retention enables organisations to nurture 

a strong and committed workforce. Effective practices include the following: Effective 

practices include the following: 

1. Best Practices Employee Retention 
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Organisations should have strategies, policies, and procedures to welcome new 

employees—those above are the key components of an organisation’s onboarding 

programme. This means providing them with the necessary training, ensuring that 

they are aware of the company's specific organisational culture, and assigning 

trainers to assist them during their probationary period. From the case, it can be 

deduced that the longevity of the relationship and customer loyalty depend on a 

well-laid foundation. 

Global players such as India’s third largest bank, Axis Bank, also provide 

comprehensive host orientation programmes, which consist of mentorship, training, 

and orientation programmes. New employees feel motivated and encouraged, hence 

improving their productivity, which increases the employee retention rate. 

2. Regular Feedback and Communication 

Issues have to be solved, and achievements have to be rewarded. Communication 

with employees and their feedback must not be limited to production reports. This 

involves conducting periodic appraisals to gauge the workers’ performance, giving 

constructive criticism, and briefing the personnel on new developments in the 

organisation. 

An example of the mechanical application of both policies is the ongoing 

performance measurement and feedback initiation with the employees conducted 

by Maruti Suzuki, the leading vehicle maker in India. Improving both the level of 

engagement and the retention rate, these workshops also pinpoint the scope of 

problems and the opportunities for people to shine. 

3. Employee Well-being Programmes 

It is also possible to enhance the level of HR by providing available sources for the 

treatment of mental diseases, classes for reducing stress, and wellness programs for 

every worker. Loyalty in the workplace is the feeling informed by social perceptions 

that one’s organisational welfare is valued. 

For instance, Godrej Group, one of India's largest conglomerates, has a range of 

well-being programmes for its workers. These include counsellors offering mental 

health support programmes, highlighting stress management workshops, and even 

fitness activities. These programmes assist in balancing the work life, increasing 

staff retention and engagement. 

4. Flexible Work Arrangements 
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Giving the employees the right to work from home, determine their own working 

time or share a job might assist the employee in balancing between the work front 

and home front. The presented organismic work approach with significant work 

redesigning can improve key organisational factors such as employee turnover and 

job satisfaction. 

4. Team & Leadership Development 

It indicates human resource development means the willingness to continue 

teaching employees how to grow through professional development programs and 

training. It suggests that providing people with opportunities to advance within the 

firm, in addition to skill-developing opportunities, makes them remain with the 

firm. 

For instance, Infosys has founded the “Infosys Leadership Institute” and offers 

training programme products and professional development activities. Another 

advantage of such programs is that they enhance employees’ involvement and 

tenure due to their stakes in the development programs. 

 

 Knowledge Check 2 

State True or False. 

1. Offering competitive compensation and benefits is not fundamental for 

retaining employees. (False) 

2. Conducting exit interviews with departing employees can provide valuable 

information about engagement levels. (True) 

3. High levels of productivity and low absenteeism rates are often indicators of a 

disengaged workforce. (False) 

4. A comprehensive onboarding program helps new employees integrate into the 

organisation smoothly. (True) 

 

 Outcome-Based Activity 2 

Create a short survey with five questions to measure employee engagement in your 

class or a group project. Collect and analyse the responses. 

 

15.6 Summary 
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 It is necessary for any organisation to engage its employees as it increases the 

production capacity, serves customers better and improves performance. 

 According to the first perspective, employees are motivated because they identify 

with the company’s values and goals. 

 When employees are actively involved, they do not miss work, and the employer 

does not replace them. This is an exercise that costs money to train a new employee. 

 When decisions are clearly communicated, the objectives of a business and 

expectations from employees are well understood; hence, they can contribute 

towards creating a culture of trust. 

 The compensation, which includes bonuses and public acknowledgement, helps to 

increase employees' morale levels and motivation rates. 

 When it comes to training, providing opportunities for career development through 

training programmes and mentorship enables the employees to have a better career 

path and be committed to the company. 

 Reasonable base pay and benefits in the form of medical coverage and pension are 

core business needs because of the stiff labour market. 

 Consequently, the focus groups offer the employees qualitative insight into the 

situation and their perceptions, which a survey does not provide. 

 Measures of organisational performance, such as productivity, people absence, and 

turnover rates, are useful in evaluating the level of engagement. 

 Standard orientation procedures facilitate the process of acculturation by offering 

the necessary training and support. 

 Employees’ worries and accomplishments are met through feedback and 

communications such as performance appraisal and other administrative concerns. 

 An organisation can gain employee commitment and satisfaction by implementing 

wellness programs and work-life balance policies. 

 

15.7 Keywords 

 Employee Engagement is the level of involvement an employee feels with their 

organisation, which causes the worker to wish and be willing to perform well at 

work. 
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 Clear Communication is the act of purposeful communication in which an 

organisation’s information and objectives are openly revealed to build mutual 

trust and cooperation between the organisation and its employees. 

 Recognition and Rewards: Procedures already in place in the organisation are 

used to motivate employees by recognising their work and productivity. 

 Retention Strategies: Techniques applied by various organisations to maintain 

staff contentment and diminish staff turnover and its related impacts. 

 Measuring Engagement: Techniques such as surveys, focus groups, and 

performance metrics are used to assess and understand the levels of employee 

engagement within an organisation. 

 

15.8 Self-Assessment Questions 

1. What are the key components that define employee engagement? 

2. How does clear communication impact employee engagement within an 

organisation? 

3. Why are recognition and rewards crucial for improving employee engagement? 

4. What are some effective strategies for retaining employees in a competitive job 

market? 

5. How can organisations measure employee engagement effectively? 

6. What role does a positive work environment play in employee retention? 
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Unit 16: Legal Aspects of Manpower Management 

 

Learning Outcomes: 
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 Students will be able to understand the key labour laws in India and their 

implications for workforce management. 

 Students will be able to comprehend the elements and significance of employment 

contracts. 

 Students will be able to recognise the importance of workplace safety and health 

regulations. 

 Students will be able to identify legal compliance requirements and ethical issues 

in workforce management. 

 Students will be able to stay informed about recent amendments in labour laws and 

their impact on employment practices. 

 

Structure: 

16.1  Overview of Labour Laws in India 

16.2  Employment Contracts 

 Knowledge Check 1 

 Outcome-Based Activity 1 

16.3  Workplace Safety and Health Regulations 

16.4  Legal Compliance and Ethical Issues 

16.5  Recent Amendments to Labour Laws 

 Knowledge Check 2 

 Outcome-Based Activity 2 

16.6  Summary 

16.7  Keywords 

16.8  Self-Assessment Questions 

16.9  References / Reference Reading 

 

 

16.1 Overview of Labour Laws in India 

In India, labour laws are the foundation of employment practices, ensuring the 

protection of workers and fair treatment. These laws govern social security, wages, 

working conditions, dispute resolution, and the interactions between employers, 

employees, and trade unions. Understanding these laws is crucial for efficient personnel 

management. 
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Historical Development of Labour Laws: Early regulations addressed concerns 

including child labour and working hours, marking the beginning of the evolution of 

labour laws in India during the British colonial period. The first act of law trying to 

make working conditions in factories more satisfactory was the Factories Act of 1881. 

However, later, other laws were enacted to enhance the needs and rights of the workers 

in the country. The Indian government passed a slew of elaborate legislation in the 

domain of workers’ rights after it attained independence; these include the Industrial 

Disputes Act of 1947 and the Factories Act of 1948. As a result of changing social and 

economic situations, constant changes are characteristic of many legal rules. 

The genesis of the labour movement in India was born in the pre-independence period 

when workers started to unite for better wages, favourable working conditions, and the 

freedom to form unions. The main objectives of the first labour laws were to end 

exploitation and respond to the basic needs of the workers. The following regulations 

were enacted in response to the emerging industries under the British zone: working 

hours, child labour, and labour protection. A dramatic shift in labour law development 

was the legalisation of union rights in bargaining in 1926 through the Trade Unions 

Act. 

When India got its independence, the government, for the first time, embarked on a 

mission to safeguard and promote workers' rights. Laws that were passed included the 

Industrial Disputes Act of 1947, which provided a structure for the compromise, 

mediation, and even arbitration of industrial grievances. In fact, workers’ welfare, 

especially women and young people in factories, working conditions, and hours of 

labour in factories were governed by the Factories Act of 1948. 

To understand the current state, it is necessary to understand that Indian labour laws 

evolve as the economic and the workers’ landscape does. The process of managing the 

relations between employers and employees, interlinking the development of 

industries, has created a need to amend current laws and enact new ones. The 

government has recently brought certain new rules in the labour Laws for simplification 

and clarity; these are the Code on Wages for 2019 and the Occupational Safety Health 

Working Conditions Code for 2020. 

Key Labour Laws 

India needs a suitable set of laws to protect the rights of workers and ensure their fair 

treatment, and India has very stringent labour laws for the protection of workers’ rights. 

The following are some important labour laws: 
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The Factories Act, 1948: The Factories Act enacted in 1948 provides provisions for 

treating factory workers and their physical and mental health. It affects provisions for 

working conditions security, as well as women and young workers. The act requires 

that hygienic services, sufficient lighting, airflow, and clean drinking water be 

provided.  

1. The Industrial Disputes Act, 1947: This law establishes procedures for looking 

into and resolving industrial issues, such as lockouts, strikes, and layoffs. By 

providing for the adjudication of conflicts between employers and employees, it 

seeks to ensure industrial peace and concord.  

2. The Minimum Wages Act of 1948: This Act provides that wages must be paid to 

workers in specific industries to reimburse them adequately. The act aims to protect 

workers by guaranteeing their gainful employment wages and standard of living. 

3. The Employees' Provident Funds and Miscellaneous Provisions Act, 1952: The 

Employees’ State Insurance Act of 1948: This act forms an Insurance scheme for 

employees to receive financial security after retirement. The Employees’ Provident 

Funds and Miscellaneous Provisions Act of 1952: This act establishes a programme 

of provident funds for the employees. 

4. The Payment of Gratuity Act, 1972: Under This Act, employers are required to 

offer gratuity for service to employees who have been serving their employers for 

not less than five years continuously. Gratuity is a sum of money provided to 

employees in an organisation as an appreciation of their services. The percentage 

of tips is a function of the length of service and the last check that the employee 

received. 

5. The Maternity Benefit Act of 1961 gives pregnant women employees the right to 

maternity leave, and other employees are also awarded certain privileges. Besides 

other things, such as medical bonuses and nursing privileges, it guarantees that 

women are entitled to paid leave for a certain period before and after the expected 

time of childbirth. 

6. The Payment of Bonus Act, 1965: This Act demands that workers be paid for their 

performance and the organisation's good financial health. It helps ensure that 

workers are rewarded for their work because the organisation is doing well. 

7. The Equal Remuneration Act, 1976: The supplemented and revised Equal Pay 

Act of 1976 guarantees equal wages for equal work done and prohibits 

discrimination regarding wages and employment by gender. This act requires 



 

161 
 

the employer to reimburse both male and female employees the same amount for 

the same or similar job. The act aims to protect employees against discrimination 

and promote equal opportunities for the inclusion of employees of any gender. 

8. The Contract Labour (Regulation and Abolition) Act, 1970: This Act regulates 

the employment of contract labour in specific establishments and permits the 

elimination of said practice under particular conditions. It helps contract workers 

get decent wages and working conditions while ensuring the use of contract workers 

is not a way of circumventing labour laws. 

9. The Employees' State Insurance Act, 1948: The Employees’ State Insurance Act 

of 1948 provides social security and health insurance chiefly to the employees of 

identified establishments. If employment harm occurs through sickness, pregnancy, 

invalidity, or death, it establishes a wide-ranging programme of medical and 

financial compensation for employees and their beneficiaries. 

 

Impact on Manpower Management 

From the selection and remuneration processes of workers up to the behavioural 

standards and dispute resolution practices in the workplace, labour laws influence 

various staff management issues. The above laws help enhance the party of the 

employer and that of the employee, giving legal protection and bringing up a better 

status for the firm. 

1. Recruitment and Selection: Labour laws influence the recruitment and selection 

process by guaranteeing equal opportunities and non-discrimination. For instance, 

the Act on Equal Remuneration mandates that employers pay labour equally 

regardless of gender. 

2. Compensation and Benefits: The labour laws mention wages, salaries, bonuses, 

and other allowances that employees are supposed to receive. The Payment of Bonus 

Act controls the payment of bonuses based on performance and profitability, while 

the Minimum Wages Act ensures that workers are paid a minimum wage. 

3. Working Conditions: Under the labour laws, safety, health and welfare refer to 

prescriptions for working conditions. First, as for the Factories Act, the given 

legislation stipulates that workers are to be provided with medical check-ups 

periodically, safety training, clean drinking water, and proper lighting, ventilation, 

and sanitary conditions. 
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4. Dispute Resolution: Labour laws provide ways to resolve various industrial issues 

through agreement, mediation, and adjudication. The Industrial Disputes Act covers 

the work of works committees, arbitration officers, and labour courts and delineates 

unfair labour practices. 

5. Employee Welfare and Social Security: Labour laws develop several programs for 

social security and the welfare of employees, like the Employees’ State Insurance 

Act and the Employees’ Provident Funds and Miscellaneous Provisions Act.  

6. Compliance and Audits: Appropriate records of every employee, including aspects 

such as remuneration, attendance, sculpture and legal deductions, have to be 

recorded as per the labour law of the concerned country or state. Compliance audits 

should be conducted often so that the organisation is aware of all the relevant laws 

and legal regulations, as the audit will point out the areas where the organisation is 

out of compliance with the law. 

 

16.2 Employment Contracts 

Employment contracts are documents that outline the conditions under which they 

intend to be employers and employees. These contracts are important as they help 

clarify and reduce any possible disagreements over the responsibilities of the two 

parties involved. 

Elements of Employment Contracts 

The following components are commonly seen in an employment contract: 

1. Job Description: It contains comprehensive information about the employee's roles 

and responsibilities and the company’s organisational map. Vagueness is eliminated 

when job outlooks are clear, and help staff members define their roles and limits. 

2. Compensation and Benefits: The second category includes fixed and other fixed 

benefits, including salary, bonus, and other allowances such as health insurance, 

paid leave, and retirement pension. The details of remunerations must also be clear 

to keep the employees motivated and satisfied. 

3. Working Hours and Conditions: Information about the job's aspects, such as 

where it is carried out, regular and paid working hours, overtime, and conditions in 

the workplace. This section encourages work-life balance, so employees are 

informed about their working schedules and any other needs they may have. 

4. Probation Period: The fourth decision issue is the duration and conditions of the 

probationary period. In the probation period, workplaces are able to determine 
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whether or not the candidates are suitable for permanent positions. On the same 

note, employees are also able to familiarise themselves with the workstations. An 

employment contract may contain probation terms of, for instance, six months. 

5. Termination Clauses: Terms that explain under which circumstances either of the 

parties has the right to unilaterally withdraw from the contract, including a notice 

period and severance pay. A convenient and legal means to approach the problem 

of employee turnover is to have clear dismissal provisions. 

6. Confidentiality and Non-Compete Clauses: Agreements that have been intended 

to protect the employer’s confidential information and restrain employees from 

entering their competitors or starting a competing firm for a given period after they 

leave the company. 

7. Dispute Resolution Mechanisms: Administrative actions that refer to dispute 

resolution mechanisms that are between an employer and an employee; these 

include arbitration, mediation, or litigation. 

 

Types of Employment Contracts 

1. Permanent Contracts: These are employment contracts that do not expire and 

guarantee job stability and other necessities for the employees. These contracts are 

appropriate for the companies’ core employees, who play essential roles in the 

firm’s functioning. 

2. Fixed-Term Contracts: Also referred to as fixed-term or project contracts, these 

are contracts given for a specific period. In situations where companies need to hire 

employees for a limited time, for example, in short-term or one-time projects or at 

heightened times of business activity, fixed-term contracts prove useful. 

3. Casual Contracts: Terms for contract labour that is time-bound or not a full-time 

employee, often shifts, and is paid less. Casual contracts are appropriate where the 

expected commitment is not full-time and where the people to be recruited are 

students and freelancers. 

4. Probationary Contracts: Some contracts include a probationary period during 

which the employer initially assesses the employee's employability for permanent 

employment. These contracts also include probation, a set performance standard, 

and a dismissal clause if the employee does not meet the employer's expectations. 

5. Apprenticeship Contracts: Processes whereby a person is prepared for a certain 

craft or occupation and is promoted in that line of work. This usually involves the 
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specifics of the training programme, the number of hours the apprenticeship will 

last, the apprentice’s allowance, and the duties of the apprentice and employer as 

stated in apprenticeship agreements. 

 

 Knowledge Check 1 

Fill in the Blanks. 

1. The Factories Act of 1948 mandates the provision of clean _______ water for 

workers. (drinking) 

2. The Payment of Gratuity Act, 1972, requires employers to pay gratuity to 

employees who have rendered continuous service for at least _______ years. 

(five) 

3. The Industrial Disputes Act of 1947 provides mechanisms for the investigation 

and settlement of _______ disputes. (Industrial) 

4. A clear job description helps employees understand their _______ and 

expectations. (duties) 

 

 

 Outcome-Based Activity 1 

Write a brief job description for a role you aspire to have in the future, including 

key responsibilities and reporting structure. 

 

16.3 Workplace Safety and Health Regulations 

Human resources management requires preventing the spread of illness and diseases 

and ensuring the general well-being of every employee. Effective safety laws protect 

employees, reduce the rate of accidents, and promote health in the workplace. 

 Occupational Safety and Health (OSH) Standards 

1. 1948's Factory Act: The act also prescribes moderate lighting, air movement, and 

the extent of care and cleaning for the equipment in use. Moreover, there are 

specific requirements regarding worker training and regular medical check-ups. It 

must be noted that the act has set high safety standards, thereby aiming to minimise 

the number of occupational diseases and industrial accidents as much as possible. 

2. The Mines Act of 1952: This Act also describes certain conditions of safety for 

mines, such as those in the working environment, medical amenities, and occasions 
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for reporting incidents. The act was passed to protect mine workers from the 

specific risks associated with mining jobs. 

3. The Building and Other Construction Workers (Regulation of Employment 

and Conditions of Service) Act, 1996: The rights within this Act refer to 

Construction workers’ protection during work, such as protective gear, construction 

of safe scaffolds, and welfare amenities. Construction workers are exposed to rather 

dangerous working conditions; the act aims to improve these conditions somehow. 

4. The 2020 Occupational Safety, Health and Working Conditions Code revises 

and harmonises state and federal laws governing workers’ welfare and safety at the 

workplace. These particular provisions contain provisions related to social 

protection for all migrant /gig workers, obligatory health and safety assessments to 

be implemented, and essential safety and health provisions for all premises. 

 

 

Employer Obligations and Employee Rights 

Employers are in charge of:  

o Ensure the employees have all the required protective gear and the workplace meets 

all safety standards. This involves ensuring that the workplace is safety-compliant 

and that the employees have safety equipment available for use. 

o Ensuring the client/employee performs regular risk and safety audits. Inspections 

are also useful in general and specific risk finding and in the application of 

corrective action. 

o Professional training sessions for employees about the emergency and safety 

measures prevailing in the organisation. Safety-trained employees will be able to 

handle situations and will be much more conscious of possible risks. 

Employees have the right to:  

o A safe and healthy workplace: Employees should not be subjected to risky work 

conditions and processes. Workers, for example, have the liberty to work in a place 

that is safe from various aspects that may be threatening, for instance, bad smells 

from chemicals, noise, or inadequate supply of fresh air. 

o Utilize the communication system to report adverse conditions and not get punished 

for reporting the same. Employees should be allowed to report any issues regarding 

their safety without any consequences. 
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o Claim rebates where one has contracted an illness or an injury in their line of work. 

So, any accidents or illnesses resulting from work should be compensated for by 

employers and their employees. Workers, for instance, should be provided with a 

doctor’s allowance as well as compensation for wages in case they get injured at 

the workplace through bone breakage, scalding, or a cut. 

 

16.4 Legal Compliance and Ethical Issues 

According to the nature of the task, sound personnel management must follow labour 

laws and act ethically. The legal requirement is a statutory requirement that employees 

in the organisation have to meet. At the same time, ethical behaviour refers to the level 

of integrity, fairness, and respect that must prevail in the given working environment. 

 Legal Compliance Requirements 

1. Licencing and Registration: to ensure that the organisation has all the licenses and 

is compliant with all allowable legislation regarding labour. Proper registration and 

licensing illustrate an organisation's concern for legal compliance. 

2. Record-keeping: Time and attendance records, employee payroll records, 

legislative-mandated records, and other forms of documents containing such 

information must be kept up to date. Maintaining records is essential for following 

labour laws and managing personnel's important information. 

3. Regular Audits: Compliance checks are performed on a routine basis to establish 

breaks from legal compliance. Audits are valuable in guaranteeing the 

organisation's responsiveness to all the relevant laws and rules. 

4. Training and Awareness: Ensure employees are aware of the laws and 

responsibilities regarding ethical conduct. By invoking all the legal and ethical 

measures during training sessions, employees can understand their rights and 

responsibilities, the measures being put in place to curb any legal and ethical vices, 

and the provisions of law that are in place in case of any violation. 

5. Policy Development and Implementation: Policies and procedures in the areas of 

labour laws and ethics necessarily have to be established and implemented. Hence, 

it relates to clear standards of behaviour and decision-making within the 

organisation, with the help of policies and procedures. 

 

 Ethical Issues in Manpower Management 
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1. Discrimination: Banning employment, promotion, and workplace practices that 

discriminate against persons based on their gender, caste, religion, or handicap. This 

will support eradicating prejudice within the workplace by ensuring that all people 

of different backgrounds receive equal opportunities at work. 

2. Harassment: Minister for Women and Equalities: It is to make effective policies 

on dealing with and preventing harassment in the workplace, more specifically, 

sexual harassment. Every organisation must ensure that it develops a good 

reputation and a safe environment that is needed for employees’ productivity. 

3. Fair Compensation: Prevent any differentiation in wages so that all have fair and 

equitable wages to take home. Pay your employees fairly and make sure the reasons 

for their remuneration are clear to them, mainly because this helps to motivate your 

employees. 

4. Confidentiality and Privacy: Other challenges may include maintaining employee 

data security and confidentiality. It remains the employer’s obligation to cross-

check the students and is responsible for collecting and maintaining employee data 

and utilising the data in accordance with the various legal policies. 

5. Work-Life Balance: Promoting healthy work-life balance for the employees. 

Employers have the legal right to ensure that the employee meets the company’s 

flex-time policy and helps the worker manage personal and business 

responsibilities. 

 

16.5 Recent Amendments to Labour Laws 

The legislation relating to the Indian people and workforce is amended frequently to 

consider these changes and bring them to par with globally acceptable procedures. 

These changes must be monitored to work well in human resources management. 

The Code on Wages, 2019 

Four pieces of legislation concerning wages are being consolidated into one code: the 

Minimum Wages Act, the Payment of Wages Act, the Equal Remuneration Act, and 

the Payment of Bonus Act. Important clauses consist of the following: 

o A general wage definition. This helps eliminate uncertainty, hence ensuring that 

there is consistency in the computation of wages. 

o All employees should be paid the minimum wage. Through the code, the 

employees are provided with the bare dignity of earning wages that meet the 

minimum standard of living. 
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o Proper issue of bonuses and wages. The code ensures timely payments are made 

to prevent loss of employees’ wages/bonuses or any delay in meeting their 

paycheck goals. 

The Occupational Safety, Health and Working Conditions Code, 2020 

This code also contains laws of work compensation and workplace safety and health 

that are combined and altered. Important clauses include: 

o A very enhanced health and safety regulation in all the facilities. As for the code, 

it aims to create a safe environment for all actors in all economic segments. 

o There must be health and safety audits. Manufacturing frequently allows for 

possible safety issues to be identified during the audit to be addressed promptly. 

o Welfare schemes for migrant workers and gig workers. The code offers certain 

protection to workers’ health and safety regardless of whether they are gig 

economy workers. 

 The Industrial Relations Code, 2020 

The function of repealing this code is to consolidate and simplify the laws concerning 

labour relations disputes and trade unions. Among the important provisions are: Among 

the important provisions are: 

o The procedures for the resolution of disputes have increased efficiency. It also 

reflects that the code has provided separate and fast solutions to labour disputes, 

saving time and energy. 

o Easier procedures for registering trade unions. The code encourages collective 

bargaining by making forming and functioning easier for trade unions.  

o Clauses pertaining to employment contracts with set terms. Fixed-term 

contracts are permitted by the code, giving businesses and employees flexibility.  

 The Social Security Code, 2020 

Welfare and social security laws are combined into one code. Important clauses consist 

of the following: 

o All employees receive universal coverage for social security. The code aims to 

give social security benefits to all workers, including independent contractors.  

o Including current social security programmes, employees' access to benefits is 

made easier by the code, which simplifies numerous social security 

programmes.  
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o Guidelines for platform and gig workers. The code recognises gig and platform 

workers' contributions to the economy by extending social security benefits to 

them.  

 

Impact on Manpower Management 

Workforce managers must be aware of these changes and ensure that their organisations 

comply with the new criteria. These adjustments aim to make compliance simpler, 

encourage transparency, and improve worker well-being. For example, organisations 

must revise the wage arrangements to comply with the code on wages and the new 

minimum wages. In the same vein, the Occupational Safety, Health, and Working 

Conditions Code prescribes compliance with exhaustive safety protocols and regular 

safety assessments. 

1. Compliance with Wage Regulations: Employers retain the responsibility of 

guaranteeing compliance of the wages they offer to employees with the Code on 

Wages. Adhering to the provisions of the minimum wage regulations, ensuring 

bonuses and salaries are paid as and when due and maintaining accurate records of 

wage payments are some of the components of this. 

2. Implementation of Safety Standards: Organisations are required to implement 

safety and health standards in compliance with the Occupational Safety, Health, and 

Working Conditions Code. This involves offering employees safety equipment, 

safety awareness training, and safety check-ups and ensuring proper compliance 

with safety measures at the workplace. 

3. Enhanced Social Security Coverage: Gig and platform workers are outside the 

scope of standard employment; organisations must work towards guaranteeing 

access to social security for all employees. This involves contributing to the social 

security fund and providing employees with privileges such as medical care, 

disability, and maternity care. 

4. Simplified Dispute Resolution: Under the Industrial Relations Code, organisations 

are obliged to establish a procedure for settling labour relations disputes. This 

involves establishing grievance redress committees, offering conciliation and 

arbitration, and ensuring that disputes are resolved promptly.  

5. Promotion of Ethical Practices: Organisations must encourage moral behaviour 

to ensure compliance with labour rules. To this end, they must develop and enforce 

conduct guidelines, offer ethical education, and promote whistleblowing.  
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 Knowledge Check 2 

State True or False. 

1. The Occupational Safety, Health and Working Conditions Code, 2020 

consolidates and amends laws related to occupational safety and health. (True) 

2. The Code on Wages, 2019 eliminates the need for minimum wage coverage for 

employees. (False) 

3. Employers are not required to conduct regular safety audits under the 

Occupational Safety, Health and Working Conditions Code, 2020. (False) 

4. The Social Security Code 2020 provides social security benefits to gig and 

platform workers. (True) 

 

 Outcome-Based Activity 2 

List three safety measures you would implement in your ideal workplace to ensure 

the health and safety of all employees. 

 

16.6 Summary 

 Labour laws in India evolved from early colonial regulations to comprehensive 

post-independence laws addressing workers' rights and welfare. Key legislations 

include the Factories Act of 1948 and the Industrial Disputes Act of 1947. 

 Essential laws like the Factories Act, Industrial Disputes Act, Minimum Wages Act, 

and Payment of Gratuity Act regulate wages, working conditions, dispute 

resolution, and social security, ensuring fair treatment and protection for workers. 

 Labour laws influence recruitment, compensation, workplace policies, and dispute 

resolution, fostering a positive work environment and ensuring legal compliance, 

which enhances organisational reputation and productivity. 

 The Factories Act, Mines Act, and Building and Other Construction Workers Act 

mandate safety measures, regular health check-ups, and training to prevent 

workplace accidents and occupational diseases. 

 Employers must provide a safe working environment, conduct safety audits, and 

train employees, while employees have the right to report unsafe conditions and 

receive compensation for work-related injuries. 
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 Developing a comprehensive safety policy, conducting regular training and drills, 

encouraging safety reporting, and promoting a safety culture are essential for 

ensuring a safe and healthy workplace. 

 Adverting the code of conduct, strictly observing the whistleblower, conducting 

Ethics Awareness Training sessions, setting up ethical role models and modelling, 

and getting the stakeholders involved to support the maintenance of organisational 

integrity as well as moral behaviour. 

 This code gathers legislative measures on wages to standardise wage definitions, 

extend minimum wages to all workers, and pay salaries and bonuses on time. 

 This code sets up full regulation on safety protocols, requires firm health and safety 

inspections, and also covers migrant and gig employees. 

 The changes facilitate compliance, increase transparency, and improve workers' 

conditions. Organisations are compelled to restructure wages, adopt safety 

measures and social security, and provide an internal dispute resolution system. 

 

16.7 Keywords 

 Factories Act, 1948: A law of Indians that protects the health, safety, and welfare 

of the persons employed in factories by limiting the working hours and prescribing 

measures and conditions to be taken to ensure worker safety. 

 Employment Contract: An exchanged contract between an employer and an 

employee containing provisions like the job description, wages/salary, working 

hours, and dismissal procedures. 

 Occupational Safety: Policies, procedures, and legal measures that have been put in 

place to safeguard the employees and the working environment, some of which are 

the Occupational Safety, Health and Working Conditions Code, 2020. 

 Minimum Wages Act, 1948: This law requires employers in particular industries to 

pay minimum wages to their workers. 

 Social Security Code, 2020: Integrated several social security laws in India to 

ensure that employees, both paid and those in the platform economy, are covered 

by the social security system. 

 

16.8 Self-Assessment Questions 

1. What are the key elements included in an employment contract? 
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2. How does the Factories Act of 1948 ensure worker safety and welfare? 

3. Describe the impact of the Minimum Wages Act of 1948 on manpower 

management. 

4. What provisions does the Occupational Safety, Health and Working Conditions 

Code, 2020 include for workplace safety? 

5. How does the Industrial Disputes Act of 1947 facilitate dispute resolution in the 

workplace? 

6. What are the main ethical issues in workforce management, and how can they be 

addressed? 
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