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Unit-1
Employee Participation and Human Resource
Management Practices
Structure :
1.0 Learning Objectives
1.1 Introduction
1.2 Human resource management practices
1.3 Definition
1.4 Significance of Hrm Practices and Its Effect Over Employees
1.5 Types of HR Practices
1.6 Factors affecting HRM practices
1.7 Relation of Organization Variables With Hrm Practices
1.8 Hr Best Practices of Indian Companies : Leading Examples
1.9 Let’s Sum up
1.10 Key Terms
1.11 Check Your Progress
1.12 Model Questions
1.13 Further Reading

1.0 Learning Objectives
After reading this chapter, students should be able to :
 Understand the meaning Human resource practices and its impact on Employee
Participation
 Realize the Importance of Employees in an organization
 Understand Various types of Employee Practices adopted by organizations
 Describe the factors affecting HR practices and Employee P
 Discuss the best HR practices adopted by some organizations

1.1 Introduction
Human resource is considered as the most valuable organizational resource that helps an
organization to sustain its effectiveness, but very few organizations are able to fully
harness its potential. Human resource management (HRM) is defined as composed of
policies, practices and systems which influence employees’ behaviour, attitude and
performance. Now a days it is an important requirement for every organization to Pay
special attention to the human resource. HRM practices and procedures are part of the
management of the human resource in the organization. HRM system should be backed
up by sound HRM practices There are several HRM practices which have potential to
improve and sustain the organizational performance. HRM practices refer to
organizational activities directed at managing the pool of human resources and ensuring
Odisha State Open University
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that the resources are employed towards the fulfillment of organizational goals. The best
Human Resource practices areas are recruitment and selection, socialization, job design,
training, communication/participation, career development, performance management,
employee reward and job security.
It is plausible that when employees judge the organization to be fair and supportive in
their treatment particularly with regards to the availability and frequency of promotional
opportunities, adequacy of pay and good supervision, positive feelings of wellbeing will
be created, which is likely to stimulate that to reciprocate by increasing their loyalty to
the organization and reducing turnover.
Pfeiffer (1998) suggested that soft or high commitment in human resource management
practices are those that generate trust in employees and these practices include:
 Giving employees empowerment and involvement in decision making;
 Extensive communication about functioning and performance of the employees’
service.
 Designing training for skills and personal development of employees
 Selective hiring
 Team-working where idea are pooled and creative solutions are encouraged
 Rewards system that commensurate with effort
 Reduction of status between the management and staff and all workers are valued
regardless of their role.
Society has entered a new era in the relationship between organizations and their
employees. In this new era, people are the primary source for a company’s competitive
advantage and organizational prosperity and survival depends on how employees are
treated. The ‘human’ aspect of HRM is concerned with the relationship between
employer and employee and is associated with the human relations movement and the
concept of high commitment human resource practices that enhances employee
engagement there by reducing attrition rates.
The foundation of any organization is the talented and hardworking people, who are the
principal assets of any firm. It
is an established fact that the
growth of an organization
requires the continual infusion
of quality staff. Thus, adequate
staffing or the provision for
appropriate human resources is
an essential requirement for
any organization’s success. It
is, therefore, believed that an
organization can achieve its
objectives only when it has the right persons in the right positions.
Odisha State Open University
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1.2 Human Resource Management Practices
HRM practices refer to organizational activities directed at managing the pool of human
resources and ensuring that the resources are employed towards the fulfillment of
organizational goals. HRM practices may differ from one organization to another and
from one country to another.
After reviewing the existing literature on HRM practices, the researchers have found
that HRM practices get affected by external and internal factors and directly or
indirectly affect other variables such as employee’s attitude, employee employer
relations, financial performance, employee productivity etc, and ultimately contribute to
overall corporate performance. On the basis of the literature reviewed, in order to
develop a sound HRM system, the organization should have effective Human Resource
Management practices.

1.3 Definition
As the world is becoming more competitive and unstable than ever before,
manufacturing-based industries are seeking to gain competitive advantage at all cost and
are turning to more innovative sources through HRM practices .HRM practices have
been defined in several aspects.
Schuler and Jackson (1987) defined HRM
practices as a system that attracts, develops,
motivates, and retains employees to ensure the
effective implementation and the survival of the
organization and its members. Besides, HRM
practices is also conceptualized as a set of
internally consistent policies and practices
designed and implemented to ensure that a firm’s
human capital contribute to the achievement of its
business objectives (Delery& Doty, 1996).
Minbaeva (2005) viewed HRM
practices a set of practices used
by organization to manage
human
resources
through
facilitating the development of
competencies that are firm
specific, produce complex social
relation
and
generate
organization
knowledge
to
sustain competitive advantage.
Against this backdrop, we
concluded that HRM practices
Odisha State Open University
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relate to specific practices, formal policies, and philosophies that are designed to attract,
develop, motivate, and retain employees who ensure the effective functioning and
survival of the organization. Approaches to develop HRM:
 Universal or best practical approach( by Huselid, 1995):Universalistic or ‘best
practice’ approach to HRM relates to the viewpoint that there is a set of best HRM
practices and their adoption is going to generate positive results regardless of the
circumstances associated with organizations.Universalistic approach states that
‘best practices’ in relation to a wide range of HR issues such as employee
recruitment and selection, training and development, employee motivation is
equally applicable to each organization regardless of the nature of unique aspects
organizations might have.
 Strategic HRM practices approach (Delery& Doty, 1996); is focused on the
issue of diversity management. This concept fits well with the concept of HR
strategy due to its ability to create longterm value for the organization. Nowadays,
the diversity management is increasingly recognized by larger organizations,
especially multinational corporations, however, most of the managers are of an
opinion that diversity management is beneficial only as an element of strategic
human resources management.
 Contingency approach (Dyer, 1985; Schuler, 1989); Contingency or ‘best fit’
approach on the other hand, disagrees with the presence of universal prescriptions
to HR issues and stresses the need for integration between HR policies and a wide
range of other organizational policies.
 Configuration approach (Wright &mcmahan, 1992):Configurational approach
to SHRM “stresses the need for practices that are contingent with organizational
circumstances, but in addition emphasizes the need for horizontal or internal fit”
To put is simply, configurational approach recognizes the validity of ‘best
practices’, but at the same time, accepts the importance of adjustment of HR
policies with the overall organizational strategy.

1.4 Significance of HRM Practices and Its Effect over Employees
In the present competitive world, the companies are facing lot of skill shortage, talent
crunch and attrition those reached historically height ever, that made the companies feel
the internal customer also more important equally with external customers, so every
company try to devise innovative HR practices to attract best talent , giving them nice
environment to work with, that enables the company to retain talents, the above said
practices are conceived and implemented and found successful by the leading
companies in India. It is found that convergence of practices of different companies in
different HR areas, if any company wants to apply those practices that will benefit for
the company to become more competitive in the global market.

Odisha State Open University
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India now becomes a player in the global stage. Everyone wants to do business with us,
this change has given lot of opportunities to our country to grow further but at the same
time it posed a lot of challenges like
 Merger and acquisition which creates the problem of high attrition rate among
employees and differences in HR practices.
 With the changing workforce profile, employees expectation have also changed
towards financial compensation and working conditions.
 There is increasing use of knowledge workers, which poses serious problems
infront of HR professional to manage them effectively.
 Work force diversity in changing environment.
 Increasing quality awareness among the customers leads to adoption of different
practices like Total quality management, Kaizen, six sigma etc.
 Use of Business process reengineering tools for generation of competitive
advantages.
 Ethical issues in management have been accorded high priority particularly in the
areas of Acquisition, HR development, Performance and compensation
management, motivation and maintenance, Industrial relations.
 the candidates having good education and communication skills getting more
chance in the job market than other people
The dynamic and changing business environment of India, in the current phase of
globalization, has made it imperative for modern organizations to adopt HRM
practices.Several Indian organizations have adopted HRM practices to remain
competitive and improve their organizational performance

1.5 Types of Hr Practices
HR practices helps in increasing productivity and quality and to gain the competitive
advantage of a workforce strategically aligned with the organization goals and
objective.The present day economy has been titled as “Knowledge economy”. In such
an economy, it is people who make all the difference. In political economy capital or
market was important. Talent occupies center stage in the Indian workplace. In view of
this, managing and retaining manpower is becoming crucial to an organization’s
success. To achieve this, companies across sectors are focusing on some of the more
critical HR practices. Some of the trends that have been noticed are.
1. Cash Bonuses – According to a recent Accountemps survey, 46 percent of
(1,400) CFOs (Chief financial officer) cite cash bonuses as the most effective way
to acknowledge a job well done by the accounting team after a major project. Be it
an IT firm, or a non-IT firm, cash bonuses based on performance has always been
a favorite among employees and employers alike. The satisfaction that comes
from being recognized as an important and valued associate is an extremely
powerful motivator for employees.
Odisha State Open University
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2. Employee Stock Option Plans (ESOPs) – An employee stock ownership
plan is a qualified defined-contribution employee benefit designed to invest
primarily in the stock of the sponsoring employer. ESOPs enable workers to
earn a retirement nest egg, which will grow as the company’s business prospers.
This also allowed employees to help the company succeed. An ESOP can also
be a great deal for the owner of a business. The owner can sell some of his
stock in the company to the ESOP, reinvest the proceeds in publicly-held
securities, and not pay any tax on the gain until the stock is sold. Hence, it is a
win-win situation.

3. Project completion lunch – This is another popular incentive that employees
look forward to. Today project completion lunches have become the norm in
most mid-tier and top IT firms. According to a HR Manager at Next Bit
Computing, These days’ project teams, work hard to meet the deadlines to
release a particular product without any delays. During this phase, the team
members put all their efforts for which they need some kind of relaxation.
Having a lunch together with the team will enhance the team rapport, refresh
them, and will get the team to be more cohesive and will reduce the personal
clashes within them.

Odisha State Open University
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4. Joining bonus – This is a great incentive that works well in employing the right
candidate in a short amount of time. It allows an employer in attracting and
retaining a talent that is critical for niche areas of technology, and hence not
losing out to rival firms. Many candidates are attracted by this incentive in a
view to make some extra income. The bonus depends on the size of the firm.
However, a lot of big IT firms also practice awarding bonuses on special
occasions. For instance, on the occasion of the silver jubilee of Infosys, the IT
giant offered a princely sum of Rs. 126 crore to be distributed among its 58,000
employees.
5. Tax Saving Incentives – Tax saving incentives that include food coupons, HRA
(Health Reimbursement Account), transportation allowance, are some of the
most popular and sought after incentives. Additionally, companies allow
employees to reimburse their children’s education bill and telephone bills,
which are nontaxable and hence allows maximum savings. This becomes a big
boost for an employee to join a company
6. Corporate discounts – Company products and services offered at a discount to
staff or negotiated corporate discounts with certain retailers, recreational
facilities or hotels/airlines. Today employees around the world can benefit from
substantial discounts at nearly all the top retailers, when purchasing holidays,
household appliances or everyday items like CDs or magazines, whether it is
online, over the phone or in-store.
7. Rewards and Recognition – One of the most valued of all employee incentives
includes the peer programs, or in other words awarding performance through
recognition. In 2008, one of India’s top IT firms, Infosys awarded iPods and
Xbox players to its top performers as an incentive.
8. Motivational employee recognition – “Informal recognition, like saying thank
you or please, can make a huge difference,” says Abhay Kumar Dubey, a
software engineer working with a startup in Delhi. Supervisors, have enough
opportunity to praise and encourage best efforts daily. These help in providing
recognition that is valued by the employee and also a motivational factor. With
time, incentives have gained importance, and are now the prime motivational
weapon used by employers around the world. According to most experts,
incentives can push performance and productivity far beyond what you expect.
9. Holiday Sponsorship – “But it is the ‘Employee of the Year Award’ that is the
most sought after incentive – A two nights and three days package tour. This
serves not only as a reward for the good performers, but also becomes a
motivation for others to perform well and get rewarded. One can also offer staff
members flexible scheduling for the holidays, if feasible. If work coverage is
critical, companies can post a calendar so that people can balance their time off
with that of their coworkers.
10. Point System – This is especially for hourly employees, who can be offered a
point system that is tied to prizes. This re-energizes the first-tier employees, and
Odisha State Open University
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creates a more competitive working
environment. For workers on salary,
several companies offer large prizes
based on a ‘points lottery’ or simply
allow for extra days off or an extra 15minute break or two.
11. Insurance – Whether it is health
insurance or life insurance, this is an
incentive that most employees look for
when joining an organization. According
to a survey by Hewitt Associates, a
human resources consulting and outsourcing company, of nearly 600 large U.S.
companies representing more than 10 million employees, almost two-thirds (65
percent) say that they currently invest in long-term solutions to improve the
overall health and productivity of their workforce.

12. Leadership development – Creating a pipeline of leadership talent is key to a
business’ future growth. It is imperative for the top level of an organization to
make leadership talent management a priority, and put its money into long-term
plans, as opposed to short-term ones. If companies are worried about their talent
pipeline, they have to develop their people.
13. Work-life balance – No company or employee has found the Holy Grail of
balancing work and life, but that is a work in progress. However,
multinationals, information technology (IT) and IT enabled services (ITeS)
companies have been able to promote the balance between career, family and
leisure-time better. Other sectors have also been increasingly promoting a worklife balance. Interestingly, most companies in India use benefits such as flexible
timings, telecommuting, crèche facilities and concierge services as an attraction
and retention strategy. Experts say companies should see the work-life balance
as a business proposition since progressive companies carry business forward
with employees and families.
14. Inclusion and diversity – With higher numbers of young generation joining the
workforce in India at a time when companies across the world have an ageing
workforce on their rolls, conflicts are to be expected. Therefore, companies are
Odisha State Open University

10

Bachelor of Business Administration (BBA)

investing both time and resources in ensuring that all age groups are
comfortable working together. Organizations in India have also been focusing
on making workplaces more representative. For companies such as ICICI Bank
Ltd, Hindustan Unilever Ltd, Vedanta Resources, PepsiCo India, Shell
Companies
in
India
and
BhartiAirtel Ltd, gender diversity
has become a critical area of
focus.
15. Health and wellness – The work
culture at globalized workplaces
involves long working hours,
frequent travel, multitasking and
tight deadlines - and all this often
leaves employees mentally and
physically stressed. Companies have begun to realize that healthy employees
contribute to higher efficiency and productivity. Apart from medical benefits,
companies are also offering yoga classes and health camps and have doctors on
campus.HCL Technologies Ltd, for instance, like many other IT companies, has
24/7 medical facilities in all its centers’.
16. Right skilling – Right skilling, or matching jobs with a particular level of
training rather than hiring over skilled workers, is gaining currency. Companies
use this strategy to hold over a manpower supply crunch and to broaden their
talent base. Apart from IT and ITeS firms, organizations in the banking and
financial services sector, too, have been increasingly hiring graduates and
training them to lower attrition rates and wage costs. Pai explains that when you
have an over-qualified employee, it is very difficult to meet her aspiration levels
and, therefore, the chances of the employee moving on to something more
challenging are higher.
17. Managing ‘solid citizens – Organizations which neglect their solid citizens are
doing this at their own peril, say experts. Unlike star performers who are
potential leaders, and therefore more likely to move out of an organization
faster, the solid citizens provides stability and bench strength to an organization.
Experts say companies need to take a fresh look at solid citizens and invest time
and resources in managing and developing this group.
18. Managing aspirations – As aspirations of organizations grow, so do those of
employees. And, with the changing lifestyles and profiles of the workforce,
personal and professional aspirations of employees are not just varied, but are
increasingly on the rise. Experts say people as well as organizations have
aspirations, and when the two get aligned, achieving business goals becomes
easier. Companies should be clear about goals of individuals as well as of the
organization, and the role each needs to play. The firm should also
communicate the goals, and have robust and reliable processes to execute them.
Odisha State Open University
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19. 360 degrees feedback – Finally, recognizing the need to make performance
appraisal systems more effective, an increasing number of companies are using
the 360 degrees or multi-rater feedback process. Unlike the traditional appraisal
system, which gives one-dimensional feedback, this one allows an employee to
give feedback to her reporting manager, peers, direct reports and others. While
most companies started using this system as a means for performance appraisal,
most of them now use the 360 degrees feedback system to identify the learning
and development needs of employees
20. Delight employees with unexpected rewards
Delight employees with

Gift

Certificates

Top
performers

Select others
to motivate

Fig: 1 HRM practices leading to increased organizational performance

1.6 Factors Affecting Hrm Practices
HRM practices differ from one country to another and the factors which affect the HRM
practices include external and internal factors.
 External Factors : Kane and Palmer (1995) opine that external factors affecting HR
practices are those pressures on firms that cannot be controlled and changed in a
favorable way in the short run. These factors include the following:
1. Economic Changes:As a result of development of the global economy,the focus
of HR practices has shifted from traditional topics such as internal selection and
rewards to concepts such as globalization and international competition.
2. Technological Changes:Technologyaffects HRM to a greater extent because;
technological developments alter the context of HR practices and the way they
are implemented.
3. National Culture:Chandra kumara and Sparrow (2004) found that culture has
crucial importance in organizations preferences in developing appropriate
structure and methods for HR practices affectivity
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4. Industry/Sector Characteristics: Organizations can be classified into
manufacturing and service organizations for the purpose of analyzing the HRM
practices.
5. Legislations /Regulations: Every country has developed a set of regulations for
the management of human resources, so, the HRM practices have to be designed
or modified according to these regulations.
6. Actions of Competitors:There are many ways in which companies can gain a
competitive edge or a lasting and sustained advantage over their competitors,
among them being the development of comprehensive human resource practices
7. Action of Unions:The presence or absence of unions in organizations is a salient
variable known to be associated with some HR.
8. Globalization:This has created a challenge for the organization in terms of
management of human resources, some companies have tried to transfer the
HRM practices from one country to another but it has been found that some
practices can be transferred across nations almost without any change but some
must be modified to become workable in another setting and some are more
deeply culture-specific and may not always be transferable.
 INTERNAL FACTORS : The Internal environment of organizations strongly
affects their HR practices. The important internal factors are as follows:
1. Organizations Size: A large number of small firms do not institute a
separate HR department but large organizations have separate HR
department and very large firms may need different HR department for each
functional areas.
2. Organizational Structure: Depending upon the structure of an organization
HR practices are designed and implemented.
3. Business Strategy: Human resource practices are designed in such a way
that it should coincide with the competitive strategy of the organization to
meet the organizational goal and have a competitive advantage.
4. Human Resource Strategy:A human resources management strategy is the
overall plan that leads the implementation of specific HRM functional
areas.As a rule HR practices are shaped in accordance with HR strategy.
5. History, Tradition and past practices: A number of closely related factors,
such as history, traditions and past practices tend to generate resistance to
change in most organizations.
6. Top Management: The influence of top management on HR practices is
acknowledged by most writers, even if only to the extent of advising that top
managements support should be in designing and implementing HR policies.
7. Line Management: Line Management participation in designing and
implementing HR activities is the key to organizational success. Since line
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managers are responsible for creating value, they should integrate HR
practices in their work.
8. Power and Politics: Tsui and Milkovich (1987) found that organizational
power and politics as exercised by various constituencies are crucial
determinants of HR practices
9.

Academic and Professional influence on HR Practices: HR staffs are
often involved in the decision making process about HR policies and
practices. Their knowledge about alternative HR practices may represent
important variables in their own right (Kane and Palmer, 1995

1.7 Relation of Organization Variables With Hrm Practices
HRM practice directly or indirectly affects several other variables in the organization.
They are:
1. HRM Practices & Competitive Advantage:Committed and competent
workforce acts as a source of competitive advantage and contributes to the
development of company’s competitiveness Organizations need to continually
invest in employee’s knowledge, skills, motivation, recruitment, selection,
training, development, compensation, retention and constantly strive to improve
and implement better HR practices.More a firm focus on the employees,
more it will have competent and committed workforce, more satisfied
employees are ,higher will be the performance, thus an organization develop
competitive advantage.
2. HRM Practices & Employee-Employer Relationship:the leadership style of
top managers, fairness in the treatment accorded to employees by their
supervisors, a clear understanding of what is expected of them, and being made
to feel good about their work. Discrimination, whether on gender or on the
grounds of experience, remains a problem in need of an urgent solution. To deal
with this, HR departments need to come up with practices that consider the
future needs of all employees, eliminating discrimination and bias, installing a
systematic and fair reward system, and providing compensation benefits and
allowances.
3. HRM Practices & Effective utilization of employees:Human resource
management practices are under serious considerations to identify their effective
utilization for human capital. Leadership also intervenes as a strong player for
effective employee management.In order to have an effective management
varied effectiveness of different leadership styles across employment groups
must be addressed.
4. HRM practices and trust: The HR function of a global organization can play a
significant role in developing the trust strategy to create a more committed,
engaged, and aligned workforce. However, members of the HR team should
keep in mind these three key recommendations.
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Include trust-building as a fundamental principle in the organizational
value system, and reinforce this principle as a learning objective in
leadership programs and journeys. HR must drive focused initiatives around
this principle and create evangelists at all leadership and managerial levels
who can promote the benefits and best practices of trust-building measures
throughout the organization.



Create an environment within the organization where employees can try
out new and disruptive ideas, challenging the status quo without fear of
failure.



Embrace the growth mindset by :

 Designing the performance management system to recognize effort instead
of innate talent or intelligence
 Ensuring feedback “promote[s] learning and future success”
 "Conveying that the organization values learning and perseverance, not just
ready-made genius or talent,” so the skills and competencies of any
individual can be continuously developed
 Screening out fixed-mindset profiles when hiring senior executives
 Avoiding groupthink at all critical decision-making stages.
5. HRM Practices & Service Quality: HRM practices play a critical role in
enhancing job satisfaction and service quality. High level of job satisfaction among
employees results in high performance which in turn results in provision of quality
services.Best efforts to cooperate within the resource bundle of the organization.
6. HRM Practices and Organizational Performance : effective HRM practices are
considered the assurance of sustained performance and survival of the
organization.Human resource management practices has the ability to create
organizations that are more intelligent, flexible and competent than their rivals
through the application of policies and practices that concentrate on recruiting,
selecting, training skilled employees and directing their This can potentially
consolidate organization performance and create competitive advantage as a result of
the historical sensitivity of human resources and the social complex of policies and
practices that rivals may not be able to imitate or replicate their diversity and depth.
No matter the amount of technology and mechanization developed, human resource
remains the singular most important resource of any success-oriented organization.
7. HRM Practices & Financial Performance: Managing and developing HR
strategically prove cost effective for the organization and add differentiation to the
product or service. Organization desirous to run business at lowest cost margin, and
differentiate its product or service, better and planned development of HR can help
the organization to get advantage in financial and operational terms.
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8. HRM
Practices
and
Employees
Productivity: HRM practices, such as
working in teams, greater discretion and
autonomy in the workplace and various
employee involvement and pay schemes, do
motivate workers and generate higher labor
productivity Employees’ involvement in
terms of delegation of responsibility and
systems of collecting proposals from employees may have a positive impact on
productivity HRM activities providing informal and formal training as well as
recruitment and selection have also shown to have an impact on Productivity and
market value.
9. HRM Practices & HRD Climate: Human resource development climate is an
integral part of organizational climate. It can be defined as perceptions the employee
has on the developmental environment of an organization.ISO certified companies
obtained higher means on some HRD variables as compared to others. Organizations
with better learning, training and development systems, reward and recognition, and
information systems promoted a favorable HRD climate. Quality orientation was
predicted by career planning, performance guidance and development, role efficacy
and reward and recognition system.
HRM Practices and Technology : Changes in technology and its positive impact
especially to HR practices have always been a welcome treat. For one, advancement
in technology leads to positive results in the way businesses is managed; even
departments in companies benefit from such changes including human resource
management
 Talent search has become an easy job for organizations as posting a job
opening online is virtually free and widely available for numerous prospects to
see. The posting of available jobs is not limited to the recruitment department
but also available in social media sites.Employer branding even employees are
now commissioned to recruit for talents among their own network through social
media.
 With technology, training is now more efficient by allowing remote workers get
full access to training materials provided by the company anytime, anywhere.
And if training documents aren’t enough, then remote workers can take
advantage of moderated and live virtual classes like webinars or video
streaming. With this principle,the human resource department can now easily
commission remote HR experts to train their workers.
 Electronic imaging and cloud storage have both changed the way documents are
stored and retrieved. Managers and employees need not physically be in the
office to review documents. Likewise they can also simply print the file that is
necessary as hard copy.
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 Human resource can now make use of software’s for performance management
designed to measure performances with capability of determining how they can
be improved.
 Digital technology complements various employer branding activities on ground
making the whole campaign highly productive and effective.
 Outsourcing is one major impact of technology to human resource, valuing on
the operational system in the cloud certain non-core business functions can now
be outsourced offshore giving the HR management more room to watch over the
core workers in an organization. Apart from this, outsourcing work proves to be
more efficient in terms labor and infrastructure.

1.8 Hr Best Practices of Indian Companies : Leading Examples
At a time when work-related stress is taking a toll on the life of employees, it is
refreshing to see some companies go out of the way to make their staff love the work
they do and also ensure they have a great work-life balance. In a survey conducted by
Great Place to Work Institute and The
Economic Times, seven hundred companies across 20 sectors were surveyed. Some of
them are:
ORGANIZATIO
S.
NO NS
Google India Pvt.
1
Ltd.
(“Fitness and fun
are woven into
Google's history”)

2

INDUSTRY

BEST HR PRACTICES

Information
Technology
Software

 Employees have access to best
facilities
 Fun
at
work(encourages
its
employees to pursue their passion, be
it in music or drama or some other
form of art)
 Women’s empowerment is another
focus area.
 Food (Three meals and unlimited
snacks from the cafeteria are totally
free of cost.)
 For families (Involving families,
Google hosts its annual 'bring your
children to work' day.)
 Promoting talent and growth(People
American Express Financial
India(“Creating
Services &
Leader Learning Path)
an
inspiring Insurance
|  Rewards & Recognitions (Reward
workplace is a top Banking/Cre
Blue’ is a recognition program)
 Gender diversity (‘Reach Out’-for
priority”)
dit Services
senior women leaders to ‘Share,
Network and Learn ‘from leaders )
 Smart savings:program that enhances
overall
financial
wellness
of
employees.
 Fun at work(Blue Bucket Challenge )
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3

4

5

6

 Credibility-Communication
Ujjivan Financial Financial
Services Pvt. Ltd Services &
management keeps inform about
Insurance
important issues and changes.
 Appreciation for good work and
training and development.
 Hospitality for a new joinee.
 Empowers employees, giving them a
Teleperformance Information
India
Technology
better sense of ownership and
"Employees are
keeping them motivated.
 Provides free food and transport,
our
internal
customers,"
shower rooms, pool tables, gym, table
tennis, supports local schools
wherever it operates and encourages
employee families to visit on
designated `family days'.
 Diversity & Inclusion programme
Godrej Consumer Information
Products Ltd
Technology
(There are resource groups for
working women and parents with
cross-company leadership networks.
 Maternity policy -The Company’s
maternity policy offers full pay for
six months.
 100 Leaders Programme to build
leadership & functional capabilities
 Godrej LOUD (Live out Ur Dream)
is a new approach to spotting and
attracting talent at business school
campuses in India.
 Godrej Fellows Programme-It is a
unique programme that aims to
create future Godrej leaders.
 Marriott
Marriott Hotels Hospitality
calls its
employees
India Pvt. Ltd.
Food
and
‘associates’
 The hotels’ discount policies, talent
(‘Taking care of Beverage
our associates is Service
development program, international
at the heart of
exposure, open door policy, cross
Marriott’s
core
department exposure, performance
values’)
incentives and rewarding high
performers boosts the morale of
employees.

1.9 Let’s Sum Up
Human Resource Management (HRM) PRACTICES:
Human capital is a key, and by all accounts increasingly important, part of the resourcebase of firms. Human resources have been called the “key ingredient to organizational
success and failure” including success and failure in company innovation performance.
It is important to understand why and how human capital encourages innovation, and
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what deployment of human resource management (HRM) practices inside the firm can
produce desired levels of innovation performance.
The review of the literature on HRM practices has shown that, to effectively, manage
the human resources the organizations have to implement innovative HRM practices.
The organizations which implements such practices with dedication, remains ahead of
their competitors because such practices affects other variables such as competitive
advantage, job satisfaction, financial performance, employee turnover, service quality,
employee commitment etc. in a positive manner and leads to overall corporate
performance. While designing and implementing such practices, one important thing is
to be kept in mind that the HRM practices should be analyzed from time to time and it
should be updated accordingly. Line managers should be involved in designing HRM
practices and survey should be conducted among employees to know their opinion
about HRM practices. This will help the organization to take corrective actions at the
right time.

1.10 Key Terms


Competitive advantage:a condition or circumstance that puts a company in a
favorable or superior business position.



HRM: Human Resource Management



Plausible: having an appearance of truth or reason; seemingly worthy of approval
or acceptance



HR policies:Human resource policies are formal rules and procedures that dictate
how certain matters should be addressed in the workplace, including employee
rights and duties. Committed and competent:



Organizational climate:An organizational climate refers to the conditions within
an organization as viewed by its employees. The word climate usually describes
the practices involved in communication, conflict, leadership and rewards.



Retirement nest egg : A substantial sum of money that has been saved or invested
for a specific purpose like retirement.



Turnover :the amount of business that a company does in a period of time



Telecommuting: Telecommuting (e-commuting) is a work arrangement in which
the employee works outside the office, often working from home or a location
close to home



Concierge services:Concierge service is a generic term referring a French
caretaker of apartments or a hotel; lives on the premises and oversees people
entering and leaving and handles mail and acts as janitor or porter. Now human
resource department also provide concierge service to its employees virtually all
the life's distractions at work that can range from booking flight/rail tickets,
housekeeping to managing events (birthdays, stag/hen parties etc.,) or laundry
chores of the employee
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Linemanagers: line manager holds authority in a vertical (chain of command),
and/or over a particular product line. He or she is charged with meeting corporate
objectives in a specific functional area or line of business.



Webinars: a webinar is a presentation, lecture, workshop or seminar that is
transmitted over the Web using video conferencing software.



Outsourcing:Outsourcing is a practice used by different companies to reduce
costs by transferring portions of work to outside suppliers rather than completing
it internally.



Attrition : a reduction in the number of employees or participants that occurs
when people leave because they resign,



Human capital: the skills, knowledge, and experience possessed by an individual
or population, viewed in terms of their value or cost to an organization or country.



360 degrees feedback system:or multi-source feedback is an appraisal or
performance assessment tool that incorporates feedback from all who observe and
are affected by the performance of a candidate.

1.11 Check Your Progress
1. In traditional focus, providing opportunities for learning is part of
a) Training and development
b) Performance appraisal
c) Recruiting and placement
d) Human resource planning
2. Teaching of current or employees with skills needed to perform effectively on job is
a) Training
b) Negligent training
c) Both A and B
d) None of above
3. Managing tasks effectively' is included in
a) Personal competencies
b) Interpersonal competencies
c) Business management
d) Both A and C
4. What are the external factors affecting HRM practices?
a)

Organizations Size

b)

Business Strategy

c)

Top Management

d)

National Culture
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5. What are the various HR practices?
a) Cash Bonuses
b) Motivational employee recognition
c) Tax Saving Incentives
d) All of the above
6. What is the best HR practice of “The American Express India”?
a) People leader learning path
b) Family days
c) Diversity & inclusion programme
d) Calls its employees ‘associates’
7. With the advancement of technology, which practices has become easy for HR
department?
a) Talent search
b) Trust building
c) Remote training
d) Both a & c
8. Which is a form of performance appraisal methoda) Motivation
b) 360 degree feed back
c) Leadership development
d) Rewards and recognition
9. Provision of high quality service in an organization is due toa) Good organizational structure
b) Effective recruitment
c) High job satisfaction among employees
d) None of the above
10. In order to enhance employer employee relationship what is the key factor that
should be developed
a) Technical skills
b) Communication skills
c) Leadership skills
d) Organizational performance
Check Your Possible Answer
1.a :2.a: 3.a : 4.d : 5.d :6.a : 7.a : 8.b : 9.c : 10. C
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1.12 Model Question
1.

Define HRM practices. What are the factors affecting HRM practices?

2.

What are the various types of HRM practices? Give examples of best HR
practices in India

3.

What steps should be taken to recruit and retain employees? Do you think such an
approach is effective? Why or why not?

4.

Find Web sites of two organizations that try to recruit new employees by means of
the World Wide Web. Are their approaches similar or different? What are the
advantages and disadvantages of each approach?

5.

What are the variables in an organization that are affected by human resource
practices
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Unit-2
Employee Engagement
Structure :
2.0 Learning Objectives
2.1 Employee engagement
2.2 Definition
2.3 Importance of Employee Engagement
2.4 Types of Engagement
2.5 Variables on which Employee Engagement depends
2.6 Impact of Employee Engagement
2.7 How to improve Employee Engagement
2.8 Key drivers of Engagement
2.9 Let’s Sum-up
2.10 Key Terms
2.11 Check your Progress and Possible Answer
2.12 Model Question
2.13 References and Further Readings

2.0 Learning Objectives
After reading this chapter, the students should be able to :






Understand the meaning and importance of employee engagement
Describe the various types of employee engagement
Explain the impact of employee engagement over the organization
Identify the key drivers of employee engagement
Discuss the measures to improve employee engagement

2.1 Introduction Employee Engagement
Employee engagement is a property of the relationship between an organization and
its employees. An "engaged employee" is defined as one who is fully absorbed by and
enthusiastic about their work and so takes positive action to further the organization's
reputation and interests.

2.2 Definition
In 1993, Schmidt et al. proposed a bridge between the pre-existing concept of job
satisfaction and employee engagement with the definition: "an employee's involvement
with, commitment to, and satisfaction with work. Employee engagement is a part of
employee retention." This definition integrates the classic constructs of job satisfaction
and organizational commitment.
Employee engagement is personified by the passion and energy employees have to give
of their best to the organization to serve the customer. It is all about the willingness and
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ability of employees to give sustained discretionary effort to help their organization
succeed.
Engagement is characterized by employees being committed to the organization,
believing in what it stands for and being prepared to go above and beyond what is
expected of them to deliver outstanding service to the customer. Employee engagement
is more a psychological contract than a physical one. It is something the employee has
to offer. As we will see, employees make a choice about how they behave and the extent
to which they are engaged. Engaged employees feel inspired by their work, they are
customer focused in their approach, and they care about the future of the company and
are prepared to invest their own effort to see that the organization succeeds.
Engagement can be summed up by how positively the employee:


Thinks about the organization



Feels about the organization



Is proactive in relation to achieving organizational goals for customers,
colleagues and other stakeholders.

In other words, it is about the degree to which employees
perform their role in a positive and proactive manner.
As Figure 1.1 shows, engagement therefore is about what
employees think rationally about their employers, what they
feel about them, their emotional connection, as well as what
they do and say as a result in relation to their co-employees
and their customers.
Fig 2.engagement aspects

2.3 Importance of Employee Engagement
Employee engagement became so important across the globe for two key reasons :


The increasing power of the customer and



The increasing power of the employee.

 The power of the customer : Customers’ perceptions of an organization are
influenced above all by employees’ willingness to help and provide responsive and
prompt service, the empathy they demonstrate towards customers by showing a
personal interest and the trust and confidence that they generate. So employee
behavior is key to developing a long-term relationship with customers. The challenge
today for organizations is to attract and engage customer-focused employees who are
willing and able to step up to the challenge of the empowered customer. Employee
engagement is key to ensuring that an organization is the one that wins the customer
loyalty.
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 The power of the employee : It is now recognized that ‘human capital’ is a
source of competitive advantage in many cases over and above technology and
finance.
Today’s workforce is more focused on aspects such as work– life balance and doing a
meaningful job, making a difference for customers and the community it serves, not just
shareholders.Thus the challenge for businesses today is not just on satisfying employees
and getting them to stay with the organization but to create the environment where they
want to and do give discretionary effort to go above and beyond what is written in their
job description. Organizations therefore have to work harder to ensure that they win the
loyalty of the best employees.

Engagement vs. Satisfaction :
Engagement : Going above and beyond.
Engagement is when both psychological and emotional commitment exists.
Satisfaction :
The overall rational ‘assessment’ of a situation.
An engaged employee is involved in, enthusiastic about, and committed to his or
her work.
Being engaged is good for you and for the company - Engagement drives top
performance by creating an inclusive and innovative environment where you can
perform at your best.

2.4 Types of Engagement
One way of describing the level of engagement that an employee has is to gauge their
enthusiasm and energy level and the degree of positivity that they display at work. The
model has two dimensions.
 The first is employees’ attitude towards the customer, their colleagues and the
organization, be it positive or negative.
 The second is their enthusiasm and drive towards activity, be it positive (active)
or negative (inactive).
According to Gallup’s survey the degree to which people demonstrate a positive attitude
and their type and levels of activity can be translated into likely engagement patterns.
Based on this the employees can be categorized into 3 categories.
1. Engaged employees : These employees are loyal and psychologically
committed to the organization. They are more productive and more likely to
stay with their company longer.
“Our team beat the record again.”
2. Not Engaged employees: These employees may be productive, but they are not
psychologically connected to their company.
“Let’s go for lunch early.”
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3. Actively Disengaged employees: These employees are physically present but
psychologically absent. They are unhappy with their work situation and insist
on sharing that unhappiness with their colleagues.
“Everything’s wrong here.
 Engaged Employees : Engaged employees have a positive attitude to change and are
action oriented. They have high energy, enthusiasm and make discretionary effort.
They are realistic about obstacles they encounter and how to overcome them. They
are fully engaged with the organization. Their behavior is characterized by:
 Giving discretionary effort to serve the customer
 Seeing The Silver Lining Hidden Beneath The Dark Clouds
 Viewing Change As A Challenge And Opportunity
 Treating Life As A Continuous Learning Experience
 Expanding Their Personal Comfort Zone.
 Feel Comfortable With The Need For Change
 Be Open To Possibilities And Ideas;
 Be Optimistic About The Long-Term Future;
 Like To Be Challenged And Stretched
 Be Realists, not afraid of short-term mistakes or setbacks.


Not Engaged Employees :

Not engaged employees have a negative attitude and lacking drive. This inactivity,
coupled with their negative approach towards new ideas, leads to inertia. Although less
vocal than actively disengaged, they still are disengaged from the organization;
everything is ‘done to them’, they do not take an active part in organizational life. They
react by:
 Avoiding confronting issues
 Retreating into ‘safety’
 Burying their heads in the sand
 Avoiding risk, doing the minimum
 Avoiding thinking about what
might happen.
These employees may feel unhappy
and/or depressed, overwhelmed by work,
powerless and fearful of mistakes, but their lack of confidence means that they do not
actively seek to find other employment or to improve their current working life.


Actively Disengaged Employees : Actively disengaged employees display a
negative attitude and high levels of activity. These groups are actively disengaged.
They have a lot of energy and can be very vocal, but what they focus on is the
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negative – what is not working in the organization. They are keen to disassociate
themselves from the organization and actively tell others why change won’t work.
Their behavior is characterized by :
 Always Seeing The Negatives;
 Criticizing Ideas And Solutions
 Expressing frustration
 focusing on the past ‘we tried this five years ago…’ arguing against change
 Being oblivious to the consequences of their negativity
 Bringing other people such as the victims and yes men round to their
perspective.
 In the right and angry at the world for ignoring them
 Frustrated when there is confusion and winging
 Not listened to, excluded, constrained; overtly confident in their own ability
 Rebellious, determined to block change they do not own
 Unsympathetic to the stress felt by others.
Companies with disengaged staff can be spotted by
 High staff turnover or attrition
 High absenteeism
 High stress levels
 The difficulty they have reaching decisions
 Lack of effective communication;
 Political in-fighting
 Badly communicated company values.

2.5 Variables on Which Employee Engagement or Satisfaction
Depends
Through review of literature, we can classify the variables in mainly two broad
categories namely:A. Organizational Variables
Odisha State Open University
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A. Organizational Variables : The organization determinants of employee satisfaction
play a very important role. The employees spend major part of their time in organization
so there are number of organizational variables that determine employee satisfaction of
the employees. The employee satisfaction in the organization can be increased by
organizing and managing the organizational variables or organizational factors.
Important Organisational variables
1. Organization Development : Organizational development is an ongoing,
systematic process to implement effective change in an organization. Its
objectives are to enable the organization in adopting better to the fast-changing
external environment of new markets, regulations, and technologies. It starts
with a careful organization wide analysis of the current situation and of the
future requirements. In other words we can say that organization development is
the process through which an organization develops the internal capacity to
provide its mission work most efficiently and effectively and to sustain itself
over the long term. This definition highlights the explicit connection between
organizational development work and the achievement of organizational
mission. Following points should be taken care:
 Brand of organization in business field and their comparison with leading
competitors
 Potential development of the organization
2. Policies of Compensation and Benefit : This is the most important variable for
employee satisfaction. Compensation can be described as the amount of reward
that a worker expects from the job. Employees should be satisfied with
competitive salary packages and they should be satisfied with it when comparing
their pay packets with those of the outsiders who are working in the same
industry. A feeling of satisfaction is felt by attaining fair and equitable rewards.
Following points should be taken care:
 Wage and salary
 Reward and penalties
3. Promotion and Career Development : Promotion
significant achievement in the life. It promises
responsibility, authority, independence and status.
promotion determines the degree of satisfaction to
points should be taken care:

can be reciprocated as a
and delivers more pay,
So, the opportunity for
the employee. Following

 Opportunity for promotion
 Equal opportunity to grow despite being male or female
 Training programs
 Opportunity for use of skills and abilities
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4. Job Satisfaction : Job satisfaction is the favorableness or un-favorableness with
which employees view their work. As with motivation, it is affected by the
environment. Job satisfaction is impacted by job design. Jobs that are rich in
positive behavioral elements-such as autonomy, task identity, task significance
and feedback contribute to employee’s satisfaction. Following points should be
taken care:








Job design
Task identity
Recognition
Responsibility
Empowerment
Quantity of task
Difficult level of task

5. Job Security : Job security is an employee's assurance or confidence that they
will keep their current job. Employees with a high level of job security have a
low probability of losing their job in the near future. Certain professions or
employment opportunities inherently have better job security than others; job
security is also affected by a worker's performance, success of the business and
the current economic environment. Following points should be taken care:
 Facility of transfer in the organization
 Accessible / reasonable target for employees
 Leave policy for employees
6. Working Environment & Condition : Employees are highly motivated with
good working conditions as they provide a feeling of safety, comfort and
motivation. On contrary, poor working condition brings out a fear of bad health in
employees. The more comfortable the working environment is more productive
will be the employees. Following points should be taken care:
 Feeling safe and comfort in working environment.
 Tools and equipment availiblity
 Working methods with proper safety protocol
 Security guards and parking facility
 Well ventilated work place with good light fans and air-conditioning.
 Neat and clean office place, rest area and washrooms
7. Relationship with Supervisor : A good working relationship with your
supervisor is essential since, at every stage, you need his or her professional input,
constructive criticism, and general understanding. Following points should be
taken care:
 Relationship with immediate supervisor
 Communication between employees and senior management
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 Treatment to employee from supervisor
8. Work Group : There is a natural desire of human beings to interact with others
and so existence of group in organization is a common observable fact. This
characteristics result in formation of work group at the work place. Isolated
workers dislike their job. The work groups make use of a remarkable influence on
the satisfaction of employees. Following these points come under this category:
 Relationship with the group members
 Group dynamics
 Group cohesiveness
9. Leadership Styles : The satisfaction level on the job can be determined by the
leadership style. Employee satisfaction is greatly enhanced by democratic style of
leadership. It is because democratic leaders promote friendship, respect and
warmth relationship among the employees. On contrary, employees working under
authoritarian and dictatorial leaders express low level of employee satisfaction.
Following points should be taken care:
 Prefer democratic style of leadership
 Friendship, respect and warmth relationship
10. Other Factors : There are some other important variables which affect the level of
employee satisfaction in organization. Following points should be taken care:
 Group outgoing (feel like a part of family)
 Encouragement and feedback
 Use of internet and other technology for doing job

B. Personal Variables : There are different personal determinants available which
helps in maintaining the motivation among the employees to work effectively and
efficiently.

Important personal variables
1. Personality : The personality of an individual can be determined by observing
the individual psychological condition. The factors that determine the
satisfaction of individual and his psychological conditions is perception, attitude
and learning. So we should take care of:
 Competencies and personality of employee are suitable for job.
 Perception, attitudes and learning of employee
2. Expectation : The expectation level of employees affects their satisfaction level.
If one receives more outcome than expected then he will be highly satisfied and
vice-versa. So the important aspect in this is:
 Expectation of employee from the job
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3. Age : Age can be described as noteworthy determinants of employee satisfaction
and engagement. It is because younger age employees possessing higher energy
levels are likely to be having more employee satisfaction than older age
employees:
 Young employees possessing high energy level so feeling more satisfied
 Old employees resist accepting new techniques
4. Education : Education plays a significant determinant of employee engagement
and satisfaction as it provides an opportunity for developing one’s personality.
Education develops and improvises individual wisdom and evaluation process.
The highly educated employees can understand the situation and assess it
positively as they possess persistence, rationality and thinking power.
 Highly educated employees possess rationality and thinking power.
 Education develops individual wisdom and evaluation process.
5. Gender Differences : The gender and race of the employees plays important
determinants of employee satisfaction. Women are more likely to be satisfied
than their counterpart even if they are employed in same job. The important
point is:
 Generally women are more likely to be satisfied than men.

2.6 Impact of Employee Engagement
Impact of employee engagement can be explained in two main areas namely :
1. Impact on Organization

2. Impact on Employee

1. Impact of Employee Engagement on the Organization :


Enhance employee retention



Increase productivity



Increase customer satisfaction



Reduce turnover, recruiting, and training costs



Enhance customer satisfaction and loyalty



More energetic employees



Improve teamwork



Higher quality products and/or services due to more competent, energized
employees

2. Impact of Employee Engagement on Employee :


Employ will believe that the organization will be satisfying in the long run



They will care about the quality of their work.



They will create and deliver superior value to the customer



They are more committed to the organization.
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Their work is more productive.

Fig2 : Impact of employee engagement

2.7 How to Improve Employee Engagement?
Employee attitudes typically reflect the moral of the company. In areas of customer
service and sales, happy employees are extremely important because they represent the
company to the public. Satisfaction, however, is not linked solely to compensation.
Sure, a raise or benefits will probably improve employee contentment, at least
temporarily, but small, inexpensive changes can have a long – term impact.
Zappos.com CEO Tony Hsieh's book Delivering Happiness suggests that employers
should follow the science of happiness. This book stresses the importance of happy
employees. Since the publication of this New York Times Best Seller, Hsieh has
expanded his message from to a bus tour to an entire movement. On her happiness
project blog, Gretchen Rubin, author of The Happiness Project, identifies seven areas to
improve happiness in the workplace. While employees can’t weak their habits to
improve happiness, employers can also make small changes to the seven categories. A
little bit of effort can lead to happy, efficient, and loyal employees.

Strategies to motivate employee engagement, satisfaction and loyalty
1. Clear, Concise and Consistent Communication : In many organizations, employee
doesn’t know about the mission, vision and objectives. Building a corporate culture
that requires employees to be an integral part of the organization can be an effective
way of getting the most from the talents or competencies brought to the organization
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by each employee. Employees should be informed about the company’s position,
progress made, issues/challenges, and how they directly contribute to the success of
the business.
2. Getting to Know Your Employees and Create a Team: It can be done by hiring
right employee for right job and clearly defined and communicated employee
expectations. Every organization should spend time to instill trust and accountability,
lying out clear expectation and securing their commitment to the business and build a
culture around working together to meet challenges, create new advantage, and
propel the business to greater success.
3. Training and Other Improvement Programs: Provide necessary education,
training and coaching that increases employees skills and shows the employee that
you are interested in their success and readiness for new responsibility.
4. Empower Employees Across the Company : Step up appropriate levels of new
responsibility across the company. Push appropriate decision-making and allow
people close to the issue to make the call. Make sure your employee knows that you
trust them to do their job to the best of their ability.
5. Work Itself : We can increase employee satisfaction by making job rotation, job
enlargement like knowledge enlargement and task enlargement as well as job
enrichment. Target should be accessible for employee.
6. Fair Compensation and Benefits : Policies of compensation and benefits are most
important part of organization. But you should build your policies at “suitability” not
“the best” that should be fair and justified.
7. Opportunity for Promotion and Career Development: Develop programs to
promote all titles in the organization and build programs for career development of
each title. Organization should give opportunity to every employee for using their
abilities, skills and creativeness.
8. Monitor Performance and Reward for Contribution: People naturally keep score.
Use this to as advantage by monitoring positive contribution and behavior, rewarding
as appropriate. Motivate others to reach new performance levels by knowing how
they measure up to expectation. We should build the proper evaluation and
encourage employees perform work by awarding them rewards and recognition.
9.

Provide Regular, Honest Feedback: Don’t wait for a crisis situation to give
feedback. Instead, give regular constructive input into the employee’s performance
across a wide variety of issues, build loyalty, challenge to new levels of
performance and keep it real.

10. Build Corporate Culture: We should focus on making proper communication
channel, good and supportive relationship with coworkers and with supervisor.
Employee satisfaction can be increased by demonstrating respect for everyone in
the organization or company.
11. Provide Best Equipment and Safe Working Condition: Invest in employees by
making sure their tools and equipment’s don’t keep them from being successful.
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Give them the very best tools to deliver the very best performance to the company,
customers and the market place. Companies should build occupational health and
safety program
12. Use of Information Technology: Creating a work environment in which
employees are productive is essential to increased employee productivity, their
satisfaction as well as profits for any organization, corporation or small business.
There is no shortage of information on ways to motivate employees, but more and
more companies are realizing that there is a strong correlation between flexibility in
the workplace and employee satisfaction and productivity. The concept of
telecommuting is certainly not new. However, recent advances in cloud computing
and collaboration software make telecommuting programs easier to implement
from a technological standpoint. Concerns about cost, security, features and
reliability have all been laid to rest with the introduction of hosted, software as
service applications. With an Internet connected computer, employees can securely
access centralized data, collaborate with remote team members and host interactive
web meetings and presentations.
The rise of cloud computing technology and Wi-Fi availability has enabled access
to remote servers via a combination of portable hardware and software.
Telecommuting offers benefits to communities, employers, and employees
13. Remain Positive: Organizations should lead the team forward through positive
outlook and contribution and showing their faith in their employees. The Managers,
Employees and Customers needs to be actively engaged to have a reliable influence
on the profit, growth and stock increase of the organization

2.8 Key Drivers of Engagement
Disengaged employees have needs that are being neglected. As soon as they begin
lacking motivation and become disengaged from their daily work, their productivity
plummets. Many employers then think the best solution is to increase salaries, benefits
and perks. Those tactics might work for a while, but in the long run those solutions are
doomed. Managers then become desperate and hire an outside consulting firm to come
in and issue an employee engagement survey to the entire staff. They might then discuss
various employee engagement best practices, staff retention strategies or employee
recognition ideas. But employee engagement programs and workshops won’t work if
key drivers are missing. As a leader in your organization you want to focus on the key
drivers of employee engagement to ensure that your staff feels they are:


Connected : building relationships with others



Contributing : doing something meaningful



Free : have a sense of choice and autonomy



Growing : developing personally and professionally



Having Fun : really enjoying their time at work
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Some of the important key drivers for employee engagement are:
 Connection : Companies with employees who have strong personal ties to each
other have far higher employee engagement rates than those who are lacking. To
connect with your employees, create greater trust and loyalty by being more
authentic. Great leaders connect deeply with their employees by paying attention to
what’s important to them. Carve out some time each week to grab lunch or a coffee
with your key team members to get to know them personally. Finally, let them know
that you and the company care for them. As their need to belong is met, they will
give more of themselves.
 Contribution : We all want to be doing something significant with our lives and
have those efforts recognized. Studies show employees are happiest when they know
they are making a difference and helping others. Often their contribution goes
unnoticed. Metrics for measuring an employee’s contribution should shift from
measuring their individual performance to measuring their team’s performance. To
help your direct reports feel they are contributing something meaningful, share a
client story that shows them the difference they have made in someone’s life. And
don’t forget to recognize and publicly celebrate their accomplishments whenever
possible.
 Freedom : Employees are far more loyal and productive in workplace environments
that respect their freedom and encourage their self-expression. To ensure your staff
feels a sense of autonomy, remind them that everything they do is a choice. Choice is
power, and when your employees believe they have a choice they will become more
engaged in the process. Decentralize whatever authority you can to give your
workers more decision-making power. This will empower them and make your
company much more efficient.
 Growth : If your staff feels they are not making progress in their own personal
development they will soon become disconnected and seek opportunities elsewhere. Ensure
that each employee is constantly challenged so that they can grow. The greater a person’s
belief in their own power to influence an outcome, the more likely they are to succeed with a
new challenge.

To help your employees grow, try building confidence. For example, if an employee
thinks they aren’t experienced enough to manage a project you can remind them of
their unique strengths and capabilities. Or have inexperienced employees watch other
colleagues with similar skills perform more advanced tasks. Seeing others with
similar abilities succeed at a task will help them develop positive, “can-do” beliefs.
Recognition and positive feedback are key to helping your employees feel more
competent, motivated and open to growth. Negative feedback can devastate those
with low self-esteem.
Finally, optimize the environment, create a vibrant, energetic, stress-free workplace
that encourages your employees to get the food, exercise, rest and water their bodies
need so they can perform at their best.
Odisha State Open University

35

Bachelor of Business Administration (BBA)

 Fun : If work is not fun, your employees will eventually burn out. Companies like
Apple and Google have taken the lead into turning their organizations into work
places that encourage freedom and fun. Making your workplace fun will raise your
employees’ morale and energy and is the key to stimulating their creativity and
innovation. It will also help decrease stress and turnover, as well as strengthen the
relationships of all of your employees. Make your workplace a lot more fun by
gathering your team together for a 30-minute brainstorming session, then voting and
Implementing 3-4 fun new ideas.
The most successful leaders in the world unleash the energy and creative power of
their employees not by mastering employee engagement best practices, staff
retention strategies or employee recognition ideas, but by honoring the key drivers.
They know that what really motivates and engages their employees – once their basic
financial needs have been met – is their desire to grow and develop as human beings,
connect and collaborate with others, and contribute something to a worthy cause- all
while having fun.

Fig: 4 Schematic diagram of employee engagement

2.9 Let’s Sum Up
Well-being encompasses feeling good about the organization and employees seeing
that, through its policies, the organization is showing genuine care for them.
Information is about having a clear vision of where the organization is going and what it
wants to achieve and communicating this effectively. It is also about having clarity
around organizational goals. Fairness should be seen in all aspects of the employee
journey, from hiring the right people through to career and talent management.
Involvement is about actively promoting and encouraging employees to give their views
and opinions and empowering them to take decisions. By undertaking an employee
engagement survey you can identify what factors are most important to your employees
and where you can improve. Key to making improvements is the involvement and
behaviors of business leaders and managers. Making improvements to the level of
engagement is a long-term process that calls for change management skills and, above
all, sustained management support.
Odisha State Open University

36

Bachelor of Business Administration (BBA)

2.10 KEY TERMS
 Discretionary effort: is the level of effort people could give if they wanted to, but
above and beyond the minimum required.
 Confronting issues: It's an issue we'll have to confront at some point, no matter how
unpleasant it is.
 Authoritarian: expecting or requiring people to obey rules or laws :,not allowing
personal freedom
 Dictatorial leaders: all decision-making power is theirs, unrealistic in demands, uses
excessive discipline and punishment, does not allow others to question decisions or
authority
 Democratic style:also known as participativeleadership is a type of leadership
style in which members of the group take a more participative role in the decisionmaking process. Everyone is given the opportunity to participate, ideas are
exchanged freely, and discussion is encouraged.
 Mission: A mission statement, a type of statement of purpose, is a statement which
is used to communicate the purpose of an organization.
 Vision: A vision statement is a company's road map, indicating both what the
company wants to become and guiding transformational initiatives by setting a
defined direction for the company's growth.

2.11 Check Your Progress & Possible Answer
Multiple choice questions :
1. Which of the following is consistent with employee engagement?
a) Emotional connection to the work
b) Commitment to the job
c) A willingness to go above and beyond the call of duty
d) All of these
2. What is the primary purpose of an employee engagement survey?
a) Measure employee engagement
b) Benchmark data
c) Create an action plan
d) Encourage employee communication
3. What is the impact of employee engagement in an organization?
a) High attrition of employee
b) Enhance employee retention
c) Decrease productivity
d) All the above
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4. What is the most important factor that determines employee happiness?
a) Transparency
b) Relationships with their peers
c) Relationship with their boss
d) Clear communication of goals and objectives
5. Who are engaged employees? Employees who area) Open To Possibilities and Ideas
b) Avoiding risk, doing the minimum
c) Criticizing Ideas And Solutions
d) Expressing Frustration
6. Which is a key driver of employee engagement?
a) Connection
b) Contribution
c) Culture
d) Both a &b
7. The favorableness or un-favorableness with which employees view their work is
known as :
a) Job satisfaction
b) Employee relation
c) Employee effectiveness
d) Job analysis
8. Which aspect is not involved in the aspects of engagement
a) Thinking
b) Feeling
c) Supporting
d) Doing
9. Employee engagement is important globally because of the
a) The increasing power of the customer
b) The increasing power of the employee.
c) The increasing power of the organization
d) Both a&b
10. Employee engagement is directly related to
a) Customer satisfaction
b) Profitability
c) Job satisfaction
d) All of the above
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Possible Answers
1: d / 2: a /3: a/4: d/ 5: d/ 6: a /7: a/ 8: b/9: c/10: c

2.12 Model Questions
1. Define employee engagement. What are the key drivers for employee engagement?
2. What are the variables on which employee engagement depends
3. What is the impact of employee engagement on customer satisfaction and
organization profitability?
4. How can an organization improve its employee engagement? Give your
suggestions.
5. Prepare a questionnaire for an employee engagement survey in a manufacturing
organization
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Unit-3
Employee Participation and Engagement in India
Structure :
3.0 Learning Objectives
3.1 Introduction
3.2 Innovative HR Practices of Indian Companies
3.3 Employee Engagement in India
3.4 Some Of the Guidelines Followed In Indian Organizations
3.5 Let’s Sum Up
3.6 Glossary
3.7 Evaluate Your Progress
3.8 Model Question
3.9 References and Further Readings

3.0 Learning Objectives
After reading this chapter, the students should be able to:
 Understand the Various innovative HR practices in India and its effect on
Employee Participation and Engagement
 Discuss the impact of employee engagement in Indian Organization
 Enumerate the guidelines followed in Indian organization to boost up HR practices
and enhance employee engagement
 Explain the relationship of employee engagement and HR practices

3.1 Introduction
In the current competitive environment,
firms have to come up with innovative
human resource strategies to ensure
higher levels of employee engagement.
Both HR practices and employee
engagement are related to acceptable
firm level outcomes and it is
conceptually quite feasible that the
combined effect of these concepts is
greater than each one alone. For
practicing managers, great tools like innovative human resource practices helps to foster
employee engagement which are highly desirable for organizations. By putting in place
the right kind of practices desirable for individuals and organizations, managers should
make sure that all employees display enough employee engagement to ensure long term
organizational success.
Best HR practices and employee engagement are the most popular strategies for high
organizational performance, which are believed to first raise the morale and energy
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level of the employee, and later are to be followed by the spirited discretionary
employee effort. Engagement contributes most to career success followed by best HR
practices. Organizations engaged in vigorous implementation of best HR practices
realize that engagement efforts are better than best HR practices from the point of an
employee's career success

3.2 Innovative Hr Practices of Indian Organizations
The Human Resource Department in India is poorly managed and staffed and is very
unorganized and unstructured. Hence, the HRM department was under intense pressure
to adapt and adopt new practices to grow a new breed of skilled, well-trained and
motivated manpower. Therefore, more and more companies are adopting innovative
HRM practices. These innovations are not limited to a few segments. HR managers
have been successful in bringing in innovations to almost all activities they undertake.
Innovative Human Resource Practices has been explored as ‘high performance’,
‘high commitment’, or ‘high involvement practices’. “High commitment HR Practices
such as employment security, selective hiring, team-working, performance-related pay,
Training and development, egalitarianism, information sharing” are successful in
building up a team of employee’s who can be trusted in matters important to the
organizational effectiveness.
Companies such as Hero Honda, Tata Motors, Bharat Forge, Hindustan Inks,
Sundaram Clayton, BPCL, Maruti Suzuki, Infosys, and Wipro were able to successfully
adopt HRM practices in their organizations to withstand the blow of liberalization,
privatization, FDI, and the threat of MNC’s and to increase the employee engagement
score in the organization thereby reducing the attrition rate.

Innovative HR practices that amplifies success :
Now employees are not highly satisfied with routine ten to five job or two days weekly
off.Potential employees are searching for more of a work/life integration, and a greater
sense of fulfillment from their jobs. The structure of work has broken down and shifted,
and Human Resource professionals must take note of a new, progressive environment,
or risk missing great talent.
a. Interview via videoconferencing:In-person interviews prove to be a too expensive
method for the applicant, particularly if they’re applying for a job in a different
state or a different country. Traveling from one location to the other depends on
availability and personal finances.Video conferencing can speed up the entire
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interview process. The arrangement can occur in the form of a pre-recorded
interview, which can help the individual relax as they are not answering someone’s
questions on the spot.
b. Using gamification to engage the employees:The concept of gamification
operates under the same science as video games, which are specifically designed to
activate human reward centers. Video games can even "lead to improvement in
cognitive performance," even indicating that the rewards learned in gaming can
stay with players long after they log off. For example some organizations practice
fit bit,turn fitness into a game where you collect badges and earn rewards for your
activity and health.Gamification increased motivation, which made it easier for
people to retain knowledge, they also found that "gamification can be implemented
in existing technical infrastructures without changing the basic workflow itself."
c. “Owning” unused vacation: Vacation days are technically an employee’s
relaxation to use as, he or she sees fit. If they don’t use them, for whatever reason, a
fresh idea is to let them donate them to another employee. Perhaps the beneficiary
is taking a trip around the world, or preparing for a life-changing event. The point is
that HR acknowledges the employee earned these days, and can dole them out
without company involvement. Google practices this policy, with great success.
d. Investing in employee health and wellness:The best companies to work for are
increasingly making investments in employee wellness programs, offering an array
of onsite health services and rewarding employees for progress toward developing
healthy habits.To attract employee attention and promote participation, most
employers offer financial incentives for healthy practices or good health outcomes
such as blood pressure within nationally recommended guidelines, or
both.Companies view the investment in health and well-being no differently than
investments in learning, development, training and safety, it’s good way to attract,
retain and have the best intellectual, creative and productive talent possible.
e. Giving time off for volunteering Businesses are stepping up and becoming good
corporate citizens, and some are encouraging their staff to do the same. CRM
Salesforce, for example, covers up to seven days for employees to volunteer. Days
off to work in a soup kitchen, build a playground, or volunteer at a hospital are
worth at building a well-rounded, happy employee who works hard for the privilege
of being part of the greater good – and those benefits can multiply when employees
work on a project as a group.
f. Customizing the position for the talent Progressive HR managers are ditching job
descriptions, opting for building the position based on an employee’s strengths and
interests. While challenging, this new practice is highly success if molded correctly.
It takes a mix of knowing the employees, and accurately measuring their skill sets.
g. Getting rid of job titles: A company can serve to benefit from eliminating titles in
the workplace because it may increase employee loyalty/retention. By removing the
presence of hierarchy, employees will focus less on where "they are on the ladder
or totem pole" and more on the fact they are an equal and valuable contributor to
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the company's sustainability. Change the perception, change the attitude and you
change behavior.
h. Two-way mentoring: Placing senior professionals and emerging/young
professionals together. Not as assistant and manager but as peers working together
to transfer knowledge and insight. It’s two-way mentoring and is respectful of all
who participate.While newer employees learn invaluable product knowledge and
process requirements from company veterans, seasoned employees can get their
imaginations sparked, absorb new technology, and discover new “hacks” from the
young professionals.
i. Setting up workplace flexibility as the new normal Focusing less on work/life
balance, and more on the integration of
life and work, is a paradigm that is
emerging in the workplace. It’s all
about how a company values the
contribution of an employee, not just
the physical hours worked. Time off for
appointments and leaving early for
school plays brings about loyalty and
satisfaction in employees.
The businesses who embrace one or more of these progressive practices will enjoy
higher employee satisfaction, greater morale, and more competitive talent
recruiting.
Innovative HRM practices in some of the well-known Indian companies are:
1. MarutiUdyog Ltd : MarutiUdyog Limited is an automobile manufacturer in India.
 Maruti Suzuki India Limited has established the "Whistle Blower Policy". The
purpose of the policy is to create a fearless environment for the employees to
report any instance of unethical behavior, actual or suspected fraud or violation of
the Company's code of conduct or ethics policy to the Ombudsman.
 Maruti have invested about Rs 12 crore in their training program. Recently they
took a decision to establish a world class Maruti training center which might come
up on a 6-8 acre plot.The training is mandatory for all the employees.
 Maruti has introduced a unique 360-degree feedback system
 They treat all employees equally They tries their best to increase the efficiency of
the employee by providing them with different motivational programs
 It altered its performance ratings scale. The previous four-grade rating scale,
which was: excellent (top 10%), very good (next 30%), good (next 50%) and fair
(last 10%), was revised to a five-grade scale: exceptional (top 10%), star
performer (next 25%), high performer (next 25%), performer (next 15%) and
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average (5%).They made our employees happy by making an emotional connect
and removing grades such as 'good.
2. Mahindra & Mahindra : Mahindra and Mahindra Limited is an Indian
multinational automobile manufacturing corporation. The introduction of innovative
HR practices led to steady and increased profits, and increase in the productivity of
the manufacturing facility
 Mahindra regularly upgrades the skill of its employees to make them stand out in
the crowd.
 They conduct employee engagement surveys at the management level as well as
the workmen level, to assess the employee morale and to bring to light any issue
that he/she might be facing.
 Mahindra has a Rise i4 ideation program where teams and workmen are
encouraged to give ideas on improvement under the parameters of PQDSM (PProductivity, Q-Quality, D-Delivery, S-Safety and M-Moral). Every week, two
hours are especially allotted for ideation for all teams where they can brainstorm
and discuss about how to bring about better productivity, reduce cost, and increase
safety at their stage and sustainable operations.
 On a monthly, quarterly, 6-monthly and yearly basis, each product unit has a
‘Man of the Month’ which is an employee that stands out. The achievements of
this individual are highlighted with the team and his/her family is invited to join in
the celebration.
3. TATA STEEL : It is Asia’s first and
India largest steel company in private
sector. It is India’s 2nd largest and 2nd
most profitable company in private
sector.
 Tata Steel has always held the view
that people are its greatest asset. It has
adopted the best standards for
employee well-being and quality of
life, strongly promoting workforce
rights, upholding the Tata values
through transparency and fairness
in HR practices and policies.
 Employee engagement practices,
facilities and benefits like -Beach
Club Holiday Homes, Higher
studies, Housing facilities are
aligned towards ensuring retention
of employees. The overall
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employee engagement score of Tata Steel is 67 percent exceeds the average
scores according to industry benchmarks
 It launched ASPIRE – that is a people’s programme to achieve excellence…were
the organization provided vigorous training to its employees in various quality
programme like TQM, Six sigma, and thereby promoting employee efficiency and
thus boosting organization performance.
4. RANBAXY : Ranbaxy is a drug giant with interests ranging from pharmaceuticals to
diagnostics, fine chemicals, animal health care, R&D activities, biotechnology and
biological research and other innovative programmes with a turnover exceeding
Rs2500 crore(2005-2006) per annum; the company is now country’s third largest
pharma company after Glaxo and Cipla.
 Ranbaxy believes in the motto ‘Putting people first’. In order to sustain its success
and renew its products, Ranbaxy has focused on the people behind its products
and not on the products themselves. The strategy framed by Ranbaxy is around
core intellectual or services competencies.
 The training in the organization shifted from mixed participant groups to work
groups. This has increased focus on people that create and perpetuate such
knowledge.
 Mentorship Programmes: Through this programme, mentors can serve as
sounding boards at critical points during a professional’s career development and
facilitates the entire process to see that the mentor helps the mentee in every
possible manner to overcome his inhibitions and fears.
 It decided to adopt innovative HRM practices to re-establish its presence in the
foreign market. It decided to encourage cross-border exchange of knowledge, so
that the in-house employees can learn about the techniques from the fellow
counterparts based out of the foreign market
5. INFOSYS : Infosys Limited formally Infosys Technologies is an Indian global
technology services company headquartered in Bangalore
 Infosys Technologies, a leading software company based in India, was voted the
best employer in the country in many HR surveys in 2006. The company was well
known for its employee friendly HR practices.
 Three types of training need analysis:-Organizational need analysis-Job need
analysis-Person need analysis
 It provides vigorous 14 weeks training to the newly joined employees. It has Rs
260 crore corporate training center in a 270acre campus at Mysore. It adds 12,000
employees every year.
 Facilities at the training center of the Infosys comprise food court, employee care
center, theatre, and education research block, beside the trainee hostel.
 Infosys tried to preserve the attributes of a small company and worked in small
groups, with decision-making remaining with those who were knowledgeable
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about particular processes. The managers played the role of mentors and used
their experience to guide their team members.
 Infosys was one of the first companies to offer employee stock options plans to its
employees. The company followed a variable compensation structure where the
employees' compensation depended on the performance of the individual, the
team and the company.

6. TCS : The Tata Consultancy Services Ltd (TCS) is basically an information
technology service, consultant and business oriented company. It is operated in North
and South Americas, Middle East, Europe and Africa. Its headquarters is located in
Mumbai, India.
 Throughout the European countries, it is considered as the best employer with the
lowest attrition rate of 9.9%. This is because most of the employees stay
employed with the company for a long period of time as they find their job not
only comfortable but also secured.
 TCS assigns employees to work as a team or group in order to carry out processes
in a particular project.This improves work continuity and flow is carried out
efficiently throughout the work flow.
 Training in TCS starts immediately on the first day of join in the organization
which continues for a period of three months.
 TCS visions to equip all its employees with proper resources so that they all work
as a family irrespective of position, salary, region, sex and status. Every individual
is given an equal opportunity to develop themselves and share views and ideas.

3.3 Employee Engagement in India
Given today’s dynamic, competitive and complex business environment, organizations
have realized that in order to stay relevant they need highly engaged
employees. According to a study by the Indian Council for Research on International
Economic Relations, India’s “rapid economic expansion has boosted corporate profits
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and employee incomes, but has also sparked a surge in workplace stress”; and stress has
been known to impact employee engagement and productivity levels. This makes it
quite clear that today; organizations must take creative initiatives to boost engagement.
Ensuring correct work allocation with realistic timelines, encouraging work life balance,
promoting employee wellness and implementing a positive work culture are just some
of the things organizations can do to increase employee motivation. After all, talent is
most critical to meeting business goals in today’s knowledge economy.
There is a different mood in the employee engagement space in India; it’s not just about
tabulating data and deriving insights, but turning them into actionable, evidence-based
strategies that impact positively on an organization’s bottom line and demonstrate to all
employees the willingness to change and continuously improve.
Markos and Sridevi have suggested ten points or strategies called 'the ten tablets" to
maintain employee engagement.
1. Work of employee engagement starts at day one through effective recruitment
and orientation program.
2.

The work of employee engagement begins from the top as it is unthinkable to
have engaged people in the organizations where there are no engaged leadership.

3. Managers should enhance two-way communication.
4. Ensure that employees have all the resources they need to do their job.
5. Give appropriate training to increase their knowledge and skill.
6.

Establish reward mechanisms in which good job is rewarded through various
financial and non-financial incentives.

7.

Build a distinctive corporate culture that encourages hard work.

8. Keeps success stories alive.
9. Develop a strong performance management system which holds managers and
employees accountable for the behavior they bring to the workplace.
10. Place focus on top-performing employees to reduce their turnover and maintain
or increase business performance.
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3.4 Some of the Guidelines Followed in Indian Organizations to
Enhance Hr Practices and Employee Engagement
To praise people first catch them doing right things and pinpoint their productive
behaviors, recognize their contributions, appreciate and acknowledge their efforts and
results immediately without any delay and sincerely praise the good work and at last
encourage them by providing with the right opportunity for learning and development,
encourage people to take more responsibility, encouraging and supporting them for
preparation and implementation of career development plans and broadening their
knowledge and experience . P-R-A-I-S-E: Six steps to P-R-A-I-S-E people for great
performance by.When you praise people it will have longer impact on people
performance. So people leaders should sincerely and regularly praise his people for the
good work, people will be motivated, engaged and deliver great
results.(Dr.ViswanandPattar)
 1 T C Ltd : ITC's talent engagement approach is centered on attracting and
nurturing quality talent, ITC's talent brand, "Building winning businesses, Building
business leader, Creating value for India reflects its commitment to build up leaders
to fuel its engines of growth, enhance organizational capability to compete and win
in the market place and create enduring value. The company lays emphasis on
Stakeholder Engagement.
The
Board
approved
Policy
on
Stakeholder Engagement offers the approach for identifying and engaging with
stakeholders that include shareholders, customers, employees, farmers, suppliers,
communities, civil society and the government. ITC believes that an effective
stakeholder engagement process is necessary for achieving its sustainability goal of
inclusive growth.
 The average hike on current salary that an employee in India would consider
acceptable to leave his current job is 20 percent. At this pay increase, we found that
58 percent of disengaged workers would accept another job offer v/s only 14
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percent of fully engaged employees. This salary inelasticity of fully engaged
employees indicates a kind of loyalty that companies today are often hard-pressed
to develop.With ever-escalating recruiting costs, the ability to engage and retain
valuable employees has a significant impact on an organization's bottom line.
 Organizations like Tata Tele Services are not only providing their employees a
great infrastructure and other facilities but also freedom to make their work exciting
and also are providing them an environment wherein they can say good-bye to a
monotonous work. The company focuses on retention as an outcome of three HR
focus areas - employee motivation, career growth and remuneration and
compensation. Thus working in a safe and cooperative environment adds to the
engagement level of an employee
 Organizations like RMSI is an IT services company based out of Delhi NCR
offering geographic information system, modeling & analytics, and software
services. RMSI has been busy communicating its core values, mission, culture and
vision across to all its employees. The company focuses on simple employee
engagement practices like holding timely workshops to help employees develop life
skills.
 Kotak Mahindra Bank Limited: With continued emphasis on employee
engagement, the Bank along with most of its subsidiaries undertook an organization
wide engagement study which had close to 90% participation and feedback
received on various parameters have formed the basis of action plans across various
work groups. The Bank's HR processes are aligned to its Employer Value
Proposition 'FLAME' and business outcomes.
F -Focus on results
L - Opportunity to work with senior leadership of the organization
A - Active involvement/inclusiveness
M - Maximum challenge and
E - Entrepreneurial creativity
The company gives emphasis on Stakeholder engagement. Talent development and
acquisition is prime focus of the Bank's people agenda. The Bank lays high
emphasis on levels of employee engagement and strives to enhance these processes.
Gender diversity is one of the focus areas for the Bank. The Bank's employee
retention rate is amongst the best in the industry and is well respected in the country
for the quality and stability of its talent.
 ACC Ltd (2013) : The Human Resources Division have participated significantly in
attaining the overall business objectives by generating a universal vision, building
capability amongst people and subsequently, involve and engage employees in
improvement programmes across the functions for achieving higher results. This
process of engagement and involvement through special projects has created
learning opportunities for the employees. Employee feedback suggests that
the employees are experiencing a greater sense of engagement. Other initiatives to
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foster employee engagement like skill enhancement programme, capability
building, and creating future leadership program are also being conducted.
 BhartiAirtel: In the year 2014-2015, the company's agenda will continue to focus
on capability building, improving employee engagement, and enhancing
our employee value proposition.
 The Marriot hotel group that doesn't have employees, it has 'associates' The three
key focus areas for Marriott have been to create a workplace where employees feel
empowered, feel connected and don't feel that there are layers within the
organization. They believe this is why the employees take care of their customers,
which in turn helps raise their footfall.
 In Sap labs India Employee engagement is empowered with a novel concept. The
first meal of the day, breakfast is prepared by their senior management that is
incredibly awesome.
 In Godrej consumer products providing employees with great careers, great
engagement, great rewards, and a great environment is absolutely critical according
to their MD, VivekGambhir. Take LOUD (Live Out Ur Dream), for example. It's
an initiative to identify creative and passionate individuals. This year, GCPL started
a programme called the 100 Leaders programme, the idea of which is to integrate
talent right across the globe in GCPL.\
 Forbes Marshall is perhaps the only company in the country that pays attention to
geographic and community representation across its business units and teams. In
fact, it was among the first companies to recruit interns from Kashmir a few years
ago. It's proud to have among the highest proportion of women employees at 22%.
Especially for a manufacturing company. It's a young team too, with the average
age of the organization having dropped to about 30 in the last few years.
 Dr. Reddy's Laboratories Ltd: At Dr. Reddy's, employee engagement is a healthy
two-way communication system. The company empowers their employees through
communication platforms across regions and time zones. Some of these policies
include quarterly employee communication sessions, open houses at plants, 360°
feedback and focused interviews.
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Source: google

3.5 Let’s Sum Up
India is considered as a very resilient country, this could be attributed to the fact that
Indian has the native past to rebuild their nation. Work in the organization, has
drastically changed. With the coming up of globalization, the environmental
conditions have changed. It has led to change in structure, technology as well as
people. The influences of cultural factors in this complex system level integrated
markets, international trade, international investment, multinational corporations, and
technology convergence have major significance.Globalization lifted the mix of
cultures, languages, viewpoints, as well as the number of expatriates.
Indian trend of engagement reveals that (37%) of employees are engaged, the
Indian employees exhibits the highest levels of engagement worldwide. According to
The Joint Committee of Industry and Government 2013, "India aspires to emerge as
one of the top five knowledge powers in the world in the area of Science, Technology
and Innovation. Such aspiration demands bench marking against global
best practices in shaping the Indian research and development sector". Human
resources in science and technology are necessary for advancing science and
innovation and generating productivity growth. This is an immensely important sector
for the progress of the country. In this speedy environment, the organizations are
confronted with challenge of bringing forth a stable stream of new products and
technologies. Thus the organizations have to learn to extend themselves in order to
create innovative products and technologies and identify new market places and
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challenge before the organizations is how they can create their own successful future
by the implication of innovative HR Practices to enhance employee engagement.
Relationship of employee engagement and efficient HR practices
In today’s fiercely competitive times, organizations need employees who are flexible,
innovative, willing to contribute and go ‘above and beyond the letter’ of their formal
job descriptions or contracts of employment. Employee engagement as the physical,
cognitive and affective involvement of an employee and the harnessing of
organization members’ selves to their work roles. Both have significance for the
effectiveness of human resource management practices.
HRM dimensions exercised in the organizations like reward and motivation, career
growth, training and development, management style, and job design and
responsibilities. It is obvious that HRM practices in the private sector have been
developed technically and scientifically. There is the need to employ the HRIS
(Human Resource Information System) services of HR professionals, consultants and
researchers to help shape and develop new directional focus that will ensure an
efficient and effective human resource practices.
Effective and efficient human Resource Practices can actively engage the employees
serve as important strategic tools for talent utilization and retention.

3.6 Key Terms
 Egalitarianism: is a trend of thought that favors equality for all people.
 Videoconferencing: a set of telecommunication technologies which allow two or
more locations to communicate by simultaneous two-way video and audio
transmissions.
 Cognitive Performance: is our ability to utilize the knowledge acquired by mental
processes in our brains.
 Doled out : spread out or scattered about or divided up
 Financial Incentives: Monetary benefit offered to consumers, employees and
organizations to encourage behavior or actions which otherwise would not take
place.
 Totem Pole:a pole on which totems are hung or on which the images of totems are
carved.
 The Ombudsman:Ombudsmen are useful people when it comes to putting mistakes
right. If you complain to an organization and they don't sort things out then an
ombudsman might be able to help. They are the people who are at the top of the
complaints ladder and to whom you can turn for help when all else has failed.
 Ideation:Ideation is the creative process of generating, developing, and
communicating new ideas, where an idea is understood as a basic element of thought
that can be either visual, concrete, or abstract.
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 Brainstorm: Brainstorming is a group creativity technique by which efforts are made
to find a conclusion for a specific problem by gathering a list of ideas spontaneously
contributed by its members.
 Mentor and mentee: A mentor is a person or friend who guides a less experienced
person by building trust and modeling positive behaviors. A person who is advised,
trained, or counselled by a mentor.
 Attrition : : a reduction in the number of employees or participants that occurs when
people leave because they resign
 Employee Wellness:Wellness programs help employees make smart and healthy
choices that can reduce health care costs, increase vitality and diminish absenteeism.
 Success Stories: inspiring stories of people companies and products which have risen
to glory.
 Footfall: the number of people entering a shop or shopping area in a given time.
 Stakeholder Engagement:is a key part of corporate social responsibility (CSR) and
achieving the triple bottom line. Companies engage their stakeholders in dialogue to
find out what social and environmental issues matter most to them about their
performance in order to improve decision-making and accountability.

3.7 Check Your Progress and Possible Answer
Objective Questions :
1. Tools a company uses to manage employees are?
A. HR tools
B. HR practices
C. HR challenges
D. HR department
2. Support function that designs and implements company policies for managing
employees
A. Work Design
B. HR manager
C. HR department
D. Organizational culture
3. Human resource strategy in which focus is mainly on innovation, growth and
decentralized structuring of firm is classified as
A. Cost Leadership
B. Differentiation
C. Organization Centralization
D. Competency Advantage
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4. Means by organization used to manage demand and supply of human capital are
called
A. Demand Management Strategy
B. Supply Management Strategy
C. Human Resource Strategies
D. All Of Above
5. Which of the following is categorized as an indirect payment portion of employee
compensation?
A. Wages
B. Salaries
C. Employer-paid insurance
D. Commissions Question
6. Who is in the best position to observe and evaluate an employee’s performance for
the purposes of a performance appraisal?
A. Peers
B. Customers
C. Top management
D. Immediate supervisor
Check Your Possible Answer
1: B/ 2: B/ 3 :B/ 4:C/ 5:C/ 6:D

3.8 Model Question
 What practices an organizations should adopt to gain competitive advantage?
 Explain the relationship between HRM practices and employee engagement?
 What measures are taken by Indian organizations to enhance employee
engagement? Explain with examples.
 What do you mean by Innovative HR practices? Which are the top Indian
organizations introducing Innovative HR practices?
 Explain the role of innovative HR practices and employee engagement in the
development of Indian Industry.
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