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THIRD YEAR–SEMESTER- V

DISCIPLINE SPECIFIC ELECTIVE–3/4: HUMANRESOURCEMANAGEMENT

Subjec
t
Code

L T P S Credits Inst.
Hour
s

Marks

CIA External Total

4 3 4 25 75 100

Learning Objectives

C1 To explore to the aspects relating of Human resource management

C2 To equip with the various processes of Recruitment and Selection

C3 To be acquainted with Training methods and the concept of Performance
Appraisal

C4 To learn about Industrial Relations

C5 To assimilate knowledge one employee welfare.

Prerequisite: Should have studied Commerce in XII Std

Unit Contents No. of
Hours

I

Introduction to HRM
Definition of HRM, Objectives– Importance–Nature-Scope, Role
and Qualities of a HR Manager - Human Resource Planning -
Meaning, Definition, Importance, Factors Affecting HRP, Process
Involved in Human Resource Planning. Human Resource
Information System (HRIS) - Job Analysis, Need for Job Analysis,
Steps in Job Analysis, Job Description and Specification.

12

II

RECRUITMENT AND SELECTION
Definition–Objectives–Factors affecting recruitment–internal and
external source of recruitment – Selection Process
–Curriculum Vitae –Test- types– Kinds of employment
interview – Medical Screening – Appointment Order.

12

III

TRAINING ANDDEVELOPMENT
Induction – Training – Methods – Techniques – Identification
of the training needs – Training and Development –
Performance appraisal – Transfer – Promotion and
termination of services – Career Development.

12

IV

INDUSTRIAL RELATIONS
Industrial Disputes and Settlements (Laws Excluded) – Settling
Industrial Disputes in India – Arbitration – Adjudication –
Settlement Labour Relation –Functions of Trade
Unions–Forms of collective bargaining-Workers’ participation
in management – Types and effectiveness.
.

12
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V

EMPLOYEEWELFARE

Employee Welfare: Meaning, Objectives, Philosophy, Scope,
Limitations, Types of Employee Welfare, Statutory and Non-
Statutory Welfare Measures, and Labour Welfare Theories-
Social Security, Health, Retirement & Other Benefits-
Remuneration–

Components of remuneration–Incentives–Benefits

12

TOTAL 60

CO Course Outcomes

CO1 Examine the role of HRM in the new age organisation and plan manpower
Requirements and implement techniques of job design.

CO2 Formulate action plans for employee Recruitment and Selection.

CO3 Choose appropriate methods of Training

CO4
Estimate, defend and handle legal compliance in HRM involving trade union
disputes and employee retention.

CO5 Formulate strategies for employee welfare.

Textbooks

1 Ashwathappa, Human Resource Management, Tata McGraw-Hill Education,
Noida.

2 Mamoria,C.B. and Gaonkar, S.V, Personnel Management, Himalaya Publishing
House, Mumbai.

3 SunilLalla and Neha Shukla, Human Resource Management, Nirali Prakashan

Publishers, Pune.

4 P.SubbaRao, Personnel and Human Resource Management, Himalaya
Publishing House, Mumbai.

Reference Books

1 L.M.Prasad, Human Resource Management, Sultan and Chandsons
Publications, New Delhi.

2 DeCenzo, D.A. and Robbins,S.P Human Resource Management, Wiley, India.

3 Dr.K.Sundar and Dr.J Srinivasan, Human Resource Development, Margham
Publications, Chennai.

4 Jane Weightman, Human Resource Management, V MP Publishers, Mumbai.

NOTE: Latest Edition of Text booksMaybe Used

Web Resources

1 https://hr.university/shrm/strategic-human-resource-management/

2 https://www.investopedia.com/terms/c/collective-bargaining.asp

3 https://www.yourarticlelibrary.com/human-resource-management-
2/employee-
welfare/employee-welfare/99778

http://www.investopedia.com/terms/c/collective-bargaining.asp
http://www.yourarticlelibrary.com/human-resource-management-2/employee-
http://www.yourarticlelibrary.com/human-resource-management-2/employee-
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MAPPINGWITHPROGRAMMEOUTCOMEAND SPECIFIC
PROGRAMME OUTCOME

PO
1

PO
2

PO
3

PO
4

PO
5

PO
6

PO
7

PO
8

PSO1 PSO2 PSO3

CO1 3 2 3 2 3 2 3 3 3 2 2

CO2 3 2 2 2 2 2 2 2 3 2 3

CO3 3 3 3 2 3 2 3 3 3 2 2

CO4 3 2 2 2 2 2 2 2 3 2 2

CO5 3 3 3 2 3 2 3 3 3 2 3

TOTAL 15 12 13 10 13 10 13 13 15 10 12

AVERAGE 3 2.2 2.6 2 2.6 2 2.6 2.6 3 2 2.2
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Introduction to Human Resource Management (HRM)

Human Resource Management (HRM) is a critical function in organizations that focuses on

effectively managing people, who are considered the most valuable assets of an organization.

It integrates various policies, practices, and systems that influence employees’ behaviour,

performance, and development in alignment with organizational goals.

HRM has evolved over time from traditional personnel management, which primarily dealt

with administrative tasks like hiring, payroll, and compliance, to a more strategic approach

that aligns human capital with long-term business objectives. Modern HRM emphasizes employee

engagement, talent development, leadership nurturing, workplace diversity, organizational

culture, and legal compliance.

The primary aim of HRM is to maximize employee performance and satisfaction while

ensuring that organizational objectives are achieved efficiently. It covers the entire employee

lifecycle — from recruitment and selection to training, performance management, compensation,

retention, and career development.

Definition of HRM

Several scholars and organizations have defined HRM. Key definitions include:

1. Gary Dessler (Human Resource Management, 2019):
“Human Resource Management is the process of acquiring, training, appraising, and
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compensating employees, and of attending to their labour relations, health and safety,
and fairness concerns.”

2. Flippo (Personnel Management, 1984):
“HRM is the planning, organising, directing, and controlling of the procurement,
development, compensation, integration, maintenance, and separation of human
resources to achieve individual, organizational, and social objectives.”

3. Armstrong (2006):
“HRM is a strategic approach to managing employment relations which emphasizes
that leveraging people’s capabilities is critical to achieving competitive advantage.”

Key Points from Definitions:

 HRM is strategic and integrative.

 It involves acquiring, developing, and retaining talent.
 Focuses on employee welfare, motivation, and performance.

 Aims to align individual goals with organizational goals.

Objectives of Human Resource Management (HRM)

The objectives of HRM can be broadly categorized into organizational objectives, functional
objectives, and societal objectives. They aim to ensure the effective utilization of human

resources while balancing the needs of the organization, employees, and society.

1. Organizational Objectives

HRM helps organizations achieve their goals by ensuring that the right people are recruited,

motivated, and retained. Key organizational objectives include:

 Effective Utilization of Human Resources: Ensure employees’ skills and talents are

used optimally.

 Achievement of Organizational Goals: Align HR policies with the strategic objectives

of the organization.
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 Increase Productivity and Efficiency: Improve employee performance and overall

organizational productivity.

 Facilitate Change and Innovation: Develop a workforce capable of adapting to

technological and market changes.

2. Functional Objectives

These objectives relate to the management and development of employees within the

organization. They include:

 Recruitment and Selection: Hire employees with the right skills, knowledge, and

attitudes.

 Training and Development: Enhance employee capabilities through continuous

learning and skill development.

 Performance Appraisal: Regularly assess employee performance to guide rewards,

promotions, and training needs.

 Compensation and Reward Management: Offer fair and motivating salaries,

benefits, and incentives.

 Employee Motivation and Satisfaction: Foster a positive work environment to boost

morale and engagement.

3. Societal Objectives

HRM also recognizes the organization’s responsibility towards society. Key societal

objectives include:

 Ensuring Social Responsibility: Promote fair employment practices, equal

opportunity, and non-discrimination.

 Employee Welfare: Support employee well-being, health, and safety.

 Human Resource Development for Society: Contribute to skill development,

education, and ethical practices in the workforce.

 Compliance with Legal and Ethical Standards: Follow labor laws, environmental

standards, and ethical business practices.
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Summary

In essence, the objectives of HRM are to maximize organizational performance, develop and
satisfy employees, and contribute positively to society. It is a balance between achieving

business goals and ensuring employee growth and social responsibility.

Importance of Human Resource Management (HRM)

Human Resource Management plays a pivotal role in the success and sustainability of

organizations. Its importance can be understood from multiple perspectives: organizational

growth, employee welfare, and societal contribution.

1. Optimum Utilization of Human Resources

 HRM ensures that the organization’s workforce is used efficiently.

 It matches employees’ skills and abilities with job requirements, minimizing wastage of

talent and resources.

 Example: Assigning employees to roles that best fit their qualifications increases

productivity and reduces errors.

2. Achievement of Organizational Goals

 HRM aligns human resource policies with the organization’s strategic objectives.

 Proper HR planning, recruitment, and training help the organization meet its targets

effectively.

 Example: A sales company can meet revenue goals by training and incentivizing its

sales team appropriately.

3. Employee Development and Training

 HRM emphasizes continuous employee learning and development.

 Well-trained employees are more competent, innovative, and confident in their roles.

 Example: Conducting leadership and skill development programs prepares employees

for higher responsibilities.
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4. Enhancing Employee Motivation and Satisfaction

 HRM implements systems of rewards, recognition, and fair compensation.

 Motivated employees show higher engagement, loyalty, and job satisfaction.

 Example: Annual appraisal systems and performance-linked incentives boost morale.

5. Maintaining Industrial Peace and Good Relations

 HRM fosters healthy employer-employee relationships and resolves conflicts.

 Ensures smooth communication, grievance handling, and participative decision-

making.

 Example: Implementing employee welfare measures and grievance redressal systems

reduces strikes and disputes.

6. Legal and Social Compliance

 HRM ensures compliance with labor laws, workplace safety regulations, and ethical

standards.

 Prevents legal issues and enhances the organization’s reputation.

 Example: Following minimum wage laws, anti-discrimination policies, and

occupational safety standards.

7. Facilitates Adaptation to Change

 HRM helps organizations adapt to technological, economic, and market changes.

 Develops a flexible workforce ready to meet future challenges.

 Example: Training employees to use new software or digital tools during technological

transitions.

8. Contribution to Societal Development

 HRM promotes equality, social responsibility, and employee welfare programs.

 Helps in developing skills, creating employment, and improving living standards.

 Example: Conducting community training programs or CSR initiatives that improve

local skill levels.
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Summary

The importance of HRM lies in its ability to maximize organizational effectiveness, ensure
employee growth and satisfaction, maintain industrial harmony, comply with legal
norms, and contribute to society. It transforms human potential into productive performance,

making HRM a strategic necessity for modern organizations.

Nature of Human Resource Management (HRM)

Human Resource Management (HRM) is unique compared to other management functions

because it deals directly with people—the most dynamic and valuable assets of an

organization. Its nature can be understood through the following characteristics:

1. People-Centric

 HRM focuses on managing human beings, not just machinery, money, or materials.

 Employees’ skills, attitudes, emotions, and behaviors are central to HRM.

 Example: HRM practices aim to motivate employees, resolve conflicts, and enhance

teamwork.

2. Continuous and Dynamic

 HRM is an ongoing process that evolves with organizational and environmental

changes.

 Employee needs, labor laws, technologies, and market conditions change, requiring

HRM to adapt constantly.

 Example: Adoption of remote work policies during technological advancements or

pandemics.

3. Goal-Oriented

 HRM aligns human resource practices with organizational objectives.

 Its ultimate aim is to achieve maximum productivity, employee satisfaction, and

organizational effectiveness.
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 Example: Recruitment, training, and performance management systems are designed

to achieve business goals.

4. Integrative in Nature

 HRM integrates various sub-functions such as recruitment, training, compensation,

performance appraisal, and industrial relations into a cohesive system.

 Coordination among these functions ensures employees are effectively managed.

 Example: Training programs are linked with performance appraisals and promotion

policies.

5. Development-Oriented

 HRM focuses on developing employees’ skills, knowledge, and potential.
 Emphasis is on both personal growth and organizational growth.

 Example: Leadership development programs prepare employees for higher

responsibilities.

6. Both Science and Art

 Science: HRM involves systematic study, principles, and application of methods for

effective people management.

 Art: It requires intuition, human insight, and personal skills to handle individual

differences and complex human behaviors.

 Example: Applying performance appraisal techniques (science) while motivating

employees emotionally (art).

7. Strategic in Nature

 Modern HRM is a strategic partner in achieving competitive advantage.

 Decisions in HRM impact long-term organizational performance and sustainability.

 Example: Strategic workforce planning aligns talent management with future business

goals.
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8. Legal and Ethical Orientation

 HRM operates within the framework of labor laws, ethical norms, and social
responsibility.

 Ensures fairness, justice, and compliance in all employment practices.

 Example: Ensuring equal employment opportunity, minimum wage adherence, and

workplace safety.

Summary

The nature of HRM highlights that it is dynamic, integrative, goal-oriented, people- focused,
and strategically important. It balances the needs of the organization, employees, and society

while combining scientific methods with human insight to manage talent effectively.

Scope of Human Resource Management (HRM)

The scope of HRM refers to the range of activities, functions, and responsibilities that HR

professionals handle within an organization. It covers all aspects of managing people, from

recruitment to retirement, and is essential for ensuring that the workforce contributes effectively

to organizational objectives.

1. Human Resource Planning (HRP)

 Involves forecasting future human resource requirements based on organizational

goals.

 Ensures that the organization has the right number of employees with the right skills at

the right time.

 Example: Planning for increased production by hiring additional skilled workers in

advance.

2. Recruitment and Selection

 Attracting, sourcing, and selecting suitable candidates to fill organizational positions.
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 Ensures that competent personnel are hired to enhance organizational performance.

 Example: Conducting interviews, aptitude tests, and background verification.

3. Training and Development

 Focuses on improving employees’ skills, knowledge, and abilities.

 Includes orientation programs, skill development workshops, leadership training, and

career development initiatives.

 Example: Providing software training to employees to improve productivity.

4. Performance Appraisal and Management

 Evaluating employees’ performance and providing feedback to improve effectiveness.

 Helps in career planning, promotions, and identifying training needs.

 Example: Annual appraisal reviews based on KPIs or targets achieved.

5. Compensation and Benefits

 Designing and administering fair salary, incentives, bonuses, and benefits
packages.

 Ensures employee motivation and satisfaction while maintaining cost-effectiveness for

the organization.

 Example: Implementing performance-linked bonuses or health insurance schemes.

6. Employee Welfare and Safety

 Ensuring employees’ well-being, safety, and satisfaction at the workplace.

 Includes health and safety measures, recreational facilities, and work-life balance

initiatives.

 Example: Workplace safety programs, counseling services, and wellness programs.

7. Industrial Relations

 Managing relationships between employers, employees, and trade unions.

 Ensures industrial peace, prevents conflicts, and resolves disputes effectively.
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 Example: Handling employee grievances, strikes, and negotiations with unions.

8. Legal Compliance

 HRM ensures adherence to labor laws, employment regulations, and ethical
standards.

 Minimizes legal risks and promotes fair treatment of employees.

 Example: Compliance with minimum wage laws, Equal Employment Opportunity, and

anti-discrimination policies.

9. Career Planning and Succession Management

 Identifying and developing employees for future roles and leadership positions.

 Ensures continuity of skilled leadership and reduces talent gaps.

 Example: Preparing high-potential employees for managerial roles through mentoring

programs.

10. Employee Engagement and Motivation

 Developing strategies to keep employees committed, motivated, and productive.

 Includes recognition programs, team-building activities, and participation in decision-

making.

 Example: Reward programs, performance recognition awards, and feedback systems.

Summary

The scope of HRM is broad and multifaceted, covering everything from planning,

recruitment, development, performance management, and compensation to industrial

relations, legal compliance, and employee welfare. It ensures that human resources are
effectively utilized to achieve organizational goals while fostering employee satisfaction
and growth.

Role of an HR Manager
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The HR Manager plays a strategic and operational role in managing an organization’s most

valuable asset—its people. Their role spans multiple functions, from planning and recruitment to

employee development and industrial relations.

1. Strategic Partner

 Aligns HR policies and practices with organizational goals and long-term strategies.

 Contributes to organizational planning, growth, and competitive advantage.

 Example: Developing workforce strategies to support expansion into new markets.

2. Recruitment and Staffing

 Ensures the organization has the right number of employees with the right skills.

 Manages recruitment, selection, placement, and onboarding processes.

 Example: Planning recruitment drives, conducting interviews, and ensuring smooth

induction programs.

3. Training and Development

 Identifies skills gaps and organizes programs to enhance employee competencies.

 Encourages continuous learning and career development.

 Example: Implementing leadership training programs for potential managers.

4. Performance Management

 Develops and oversees performance appraisal systems.

 Monitors employee performance, provides feedback, and sets improvement plans.

 Example: Introducing KPI-based performance evaluation and incentive-linked

rewards.

5. Employee Motivation and Engagement

 Promotes a positive work environment through recognition, rewards, and employee
welfare.

 Maintains high levels of employee satisfaction, morale, and commitment.
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 Example: Organizing employee recognition programs, team-building activities, and

wellness initiatives.

6. Compensation and Benefits Management

 Designs and implements fair and competitive compensation structures.

 Manages payroll, incentives, bonuses, and other benefits to retain talent.

 Example: Developing performance-linked bonus plans or employee insurance

schemes.

7. Industrial Relations and Conflict Resolution

 Maintains healthy relationships between employees, management, and unions.

 Resolves disputes, handles grievances, and ensures industrial peace.

 Example: Mediating between employees and management during disputes or union

negotiations.

8. Legal Compliance

 Ensures adherence to labor laws, employment regulations, and ethical standards.

 Minimizes legal risks and maintains a safe and fair workplace.

 Example: Ensuring compliance with minimum wage laws, occupational safety, and

anti-discrimination policies.

9. Organizational Development

 Helps in shaping organizational culture, structure, and change management.
 Encourages innovation, adaptability, and continuous improvement.

 Example: Leading organizational restructuring or implementing new HR technologies.

10. Advisor and Counselor

 Acts as a mentor and guide for employees and management on HR-related matters.

 Provides guidance on career development, personal issues, and workplace ethics.

 Example: Counseling employees on work-life balance or career growth opportunities.
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Summary

The HR Manager plays a multifaceted role as a strategic partner, administrator, developer,

motivator, mediator, and legal custodian. Their responsibilities are crucial for enhancing
organizational effectiveness, developing employee potential, and maintaining industrial
harmony.

Qualities of an HR Manager

An effective HR Manager requires a combination of technical knowledge, interpersonal
skills, and personal attributes to manage human resources successfully. The following

qualities are essential:

1. Leadership Skills

 Ability to influence, guide, and inspire employees towards achieving organizational

goals.

 Leads by example and fosters teamwork and collaboration.

 Example: Motivating teams during challenging projects and encouraging high

performance.

2. Communication Skills

 Clear and effective communication is crucial for interacting with employees,
management, and stakeholders.

 Includes listening skills, negotiation skills, and the ability to convey messages

accurately.

 Example: Conducting training sessions, explaining policies, or resolving conflicts.

3. Decision-Making Ability

 Must make timely and effective decisions regarding recruitment, promotions,

disciplinary actions, and employee grievances.

 Balances organizational interests with employee welfare.
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 Example: Choosing the best candidate for a key position or resolving a conflict

between departments.

4. Interpersonal Skills

 Ability to build and maintain relationships with employees at all levels.

 Shows empathy, understanding, and approachability.

 Example: Providing counseling to employees or mediating between staff and

management.

5. Problem-Solving Skills

 Capable of identifying issues and finding practical solutions in employee

management, productivity, or organizational conflicts.

 Example: Addressing workplace disputes, absenteeism, or performance gaps

effectively.

6. Integrity and Ethical Standards

 Maintains honesty, fairness, and confidentiality in all HR activities.

 Builds trust among employees and ensures ethical practices in recruitment, appraisal, and

compensation.

 Example: Ensuring fair promotions and unbiased performance evaluations.

7. Organizational Skills

 Ability to plan, prioritize, and manage multiple HR functions efficiently.

 Ensures smooth operation of recruitment, training, payroll, and compliance tasks.

 Example: Coordinating multiple training sessions while managing recruitment drives

simultaneously.

8. Knowledge of HR Practices and Laws

 Well-versed in human resource management techniques, labor laws, and
employment regulations.
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 Ensures compliance and reduces legal risks for the organization.

 Example: Applying knowledge of labor laws during contract terminations or employee

disputes.

9. Adaptability and Flexibility

 Can adjust to changing business environments, technologies, and workforce
expectations.

 Example: Implementing remote work policies or adopting new HR software during

organizational transitions.

10. Motivational Skills

 Inspires and encourages employees to achieve their potential.
 Creates a positive work environment and improves employee engagement.

 Example: Recognizing high performers and fostering a culture of appreciation.

Summary

An HR Manager must combine leadership, communication, problem-solving, and ethical
integrity with knowledge of HR practices and adaptability. These qualities enable them to

manage people effectively, foster a positive work environment, and contribute to

organizational success.

Human Resource Planning (HRP)

Human Resource Planning (HRP) is a crucial function of HRM that ensures the organization

has the right number of people, with the right skills, at the right time and place, to achieve

its objectives. It is a proactive process of forecasting human resource requirements and

developing strategies to meet those requirements effectively.

HRP is sometimes called manpower planning or workforce planning. It helps in avoiding
both surplus and shortage of human resources, thereby ensuring organizational efficiency

and effectiveness.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 20

Meaning of HR Planning

 HRP involves forecasting future HR needs, analyzing the current workforce, and

preparing plans to recruit, train, or redeploy employees.

 It ensures that human resources are utilized optimally and are available when

required for organizational growth.

 Example: A manufacturing company planning to expand production in the next year must

ensure it has enough skilled workers and supervisors in place before expansion begins.

Definitions of HR Planning

1. Werther and Davis (1983):
“Human resource planning is the process of analyzing and identifying the need for and
availability of human resources so that the organization can meet its objectives.”

2. Gary Dessler (2019):
“Human resource planning is the process of ensuring that the right number and kind of
people are available at the right place and at the right time, capable of effectively and
efficiently completing those tasks that will help the organization achieve its overall
objectives.”

3. Michael Armstrong (2006):
“Human resource planning is concerned with having the right number of people, with
the right skills, in the right jobs, at the right time to achieve organizational objectives.”

Key Points from the Definitions

 HRP is future-oriented: focuses on forecasting HR needs.

 HRP is goal-oriented: ensures alignment with organizational objectives.

 HRP involves analysis and strategy: examines current HR resources and plans for

recruitment, training, or redeployment.

 HRP prevents HR shortages or surpluses, contributing to organizational efficiency.

Importance of Human Resource Planning (HRP)
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Human Resource Planning is a strategic function that ensures an organization has the right

people in the right place at the right time. Its importance can be seen from multiple perspectives:

organizational growth, employee management, and resource optimization.

1. Ensures Right Manpower at the Right Time

 HRP helps the organization anticipate future human resource needs and ensures

that skilled employees are available when required.

 Example: Recruiting additional staff before launching a new production line prevents

operational delays.

2. Avoids Shortage and Surplus of Employees

 Proper HR planning prevents excess staffing (which increases costs) or staff
shortages (which disrupt operations).

 Example: Planning for seasonal demand in retail ensures sufficient temporary staff

without overspending.

3. Helps in Training and Development

 Identifies skill gaps in the current workforce and plans training programs to meet

future requirements.

 Example: Upskilling employees in digital tools before implementing a new software

system.

4. Reduces Employee Turnover

 Anticipating HR needs and providing career growth opportunities increases employee
satisfaction and retention.

 Example: Career path planning and succession management motivate employees to

stay in the organization.
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5. Supports Organizational Growth and Expansion

 HRP ensures that manpower resources align with business strategies and

expansion plans.

 Example: Planning for recruitment and training in new branches during a company’s

geographical expansion.

6. Cost-Effective Management of Human Resources

 Prevents wastage of resources on unnecessary recruitment or overstaffing.

 Example: Avoids paying salaries for idle staff or hiring last-minute temporary

employees at high costs.

7. Enhances Productivity

 Ensures that employees are available with the required skills when needed, which

increases operational efficiency.

 Example: Manufacturing units maintaining a balanced workforce to meet production

targets without delays.

8. Facilitates Succession Planning

 Helps in identifying future leaders and critical positions within the organization and

prepares employees to fill those roles.

 Example: Grooming potential managers through training and mentorship programs.

9. Improves Decision Making

 HRP provides data and insights for effective decision-making in recruitment,

promotions, transfers, and compensation.

 Example: Using HR analytics to forecast workforce requirements for new projects.
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10. Aligns HR with Organizational Goals

 Ensures that human resources support strategic objectives, contributing to overall

organizational success.

 Example: Aligning workforce planning with the launch of a new product or service.

Summary

Human Resource Planning is vital for organizational efficiency, cost-effectiveness,
productivity, and employee satisfaction. It allows organizations to proactively manage

workforce needs, avoid crises, and ensure a skilled and motivated workforce ready to meet future

challenges.

Factors Affecting Human Resource Planning (HRP)

Human Resource Planning (HRP) is influenced by several internal and external factors that

determinehow effectively an organization can forecast, acquire, and utilize its workforce.

Understanding these factors helps HR managers make accurate and strategic plans.

1. Organizational Objectives and Policies

 HRP must align with the long-term and short-term goals of the organization.

 Changes in organizational policies, expansion plans, or diversification affect

manpower requirements.

 Example: A company planning to enter e-commerce will require employees with digital

marketing and IT skills.

2. Organizational Structure

 The hierarchical setup and departmental divisions determine the number and

types of employees needed.

 A centralized or decentralized structure impacts recruitment and distribution of

manpower.
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 Example: A decentralized firm may require more managers to supervise regional

offices.

3. Technology

 Advancements in automation, AI, and digital tools influence the demand for skilled

or specialized employees.

 Reduces the need for manual labor while increasing demand for technical and IT-

savvy personnel.

 Example: Introduction of robotics in manufacturing reduces assembly line staff but

increases demand for robotics technicians.

4. Nature of Job

 The complexity, skill level, and specialization required for a job affect HR planning.

 Skilled, semi-skilled, and unskilled positions require different planning approaches.

 Example: Highly technical roles like data analysts require careful recruitment and

training planning.

5. Labor Market Conditions

 Availability, supply, and quality of manpower in the labor market influence HRP

decisions.

 Competition for skilled talent or scarcity of certain professionals affects recruitment

strategies.

 Example: A shortage of software developers may lead a company to invest in training or

offer higher salaries.

6. Economic Conditions

 The state of the economy affects manpower needs and HR costs.

 Economic growth may lead to expansion and increased hiring, while recession may

lead to downsizing.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 25

 Example: During economic downturns, companies may freeze recruitment or reduce

workforce.

7. Government Policies and Labor Laws

 Employment regulations, minimum wage laws, labor safety, and industrial laws
impact HR planning.

 Compliance with legal norms is essential to avoid penalties and maintain industrial

peace.

 Example: Changes in labor laws may require hiring more safety officers or adjusting

working hours.

8. Employee Turnover and Retirement

 HRP must consider attrition rates, retirements, resignations, and promotions.

 Helps in succession planning and maintaining continuity in critical positions.

 Example: A company planning for retirements in senior management may start

grooming successors early.

9. Organizational Culture

 The values, work environment, and management style influence HR policies and

manpower planning.

 Example: A collaborative culture may require more team leaders and facilitators.

10. Social and Demographic Factors

 Changes in population, education, skills, and workforce demographics affect HR

availability and planning.

 Example: Increasing number of educated women in the workforce may influence

recruitment and flexible work policies.

Summary
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HRP is influenced by internal factors (organizational objectives, structure, technology, job

nature) and external factors (labor market, economy, government policies, demographics).

Effective planning requires considering all these factors to ensure that the organization has

the right number of skilled employees at the right time.

Process of Human Resource Planning (HRP)

Human Resource Planning is a systematic process that ensures the organization has the

right number of employees with the right skills at the right time. The HRP process can be divided

into several key steps:

1. Analyzing Organizational Objectives

 The first step is to understand the short-term and long-term goals of the

organization.

 HR requirements are directly linked to business strategies and future plans.

 Example: If a company plans to expand its operations internationally, HR must plan

for additional managerial and technical staff.

2. Inventory of Current Human Resources

 Conduct a detailed assessment of the current workforce in terms of skills,

qualifications, experience, and performance.

 Helps identify existing strengths and gaps.

 Example: Creating a skill matrix to see which employees are suitable for upcoming

projects.

3. Forecasting Demand for Human Resources

 Predict the number and type of employees required in the future based on

organizational plans, market conditions, and technology changes.

 Methods may include trend analysis, ratio analysis, and managerial judgment.

 Example: Estimating the need for 50 additional software engineers next year based on

new projects.
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4. Forecasting Supply of Human Resources

 Analyze the availability of employees within the organization and in the labor

market.

 Includes internal supply (current employees, promotions, transfers) and external

supply (labor market, educational institutions).

 Example: Determining whether current employees can be trained to fill upcoming

vacancies or if external recruitment is necessary.

5. Identifying Gaps

 Compare demand and supply forecasts to identify any surplus or shortage of

human resources.

 Example: If demand is 100 engineers but the current workforce plus potential recruits

equals 80, there is a shortage of 20 engineers.

6. Developing HR Strategies to Bridge the Gap

 Formulate strategies to recruit, train, redeploy, or retain employees to meet

organizational needs.

 Example: Conducting training programs to upgrade skills, recruiting new staff, or

offering retention incentives.

7. Implementation of HR Plans

 Execute the HR strategies by recruiting, training, promoting, or redeploying
employees according to the plan.

 Ensures that manpower requirements are met in a timely and efficient manner.

 Example: Launching recruitment drives and training sessions for new projects.

8. Monitoring and Control

 Continuously monitor HR plans to ensure they meet organizational goals.

 Adjust plans in response to changes in technology, market conditions, or
business strategies.
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 Example: Revising manpower plans if a project is delayed or canceled.

Summary

The HRP process ensures asystematic approach tomanagingworkforce needs, starting from

analyzing objectives to implementing strategies and monitoring outcomes. Effective HRP helps

the organization avoid manpower shortages or surpluses, optimize employee performance,

and achieve long-term goals.

Human Resource Information System (HRIS)

A Human Resource Information System (HRIS) is a technology-based system used to

collect, store, manage, and analyze information related to an organization’s human resources.

It serves as a central database that supports HR decision-making, planning, and
operations.

HRIS integrateshuman resourcemanagement (HRM) functionswith information technology,

enabling HR managers to efficiently handle employee data, payroll, performance, training, and

other HR activities.

Meaning of HRIS

 HRIS is a computerized system that provides information about employees and HR

functions for planning, monitoring, and controlling HR activities.

 It reduces manual record-keeping, ensures accuracy, and facilitates quick access to

HR data.

 Example: An HRIS can instantly generate a report of employee attendance, leave

records, and performance appraisal data.

Definitions of HRIS

1. Michael Armstrong (2006):
“HRIS is a system used to collect, store, and analyze information regarding human
resources in order to support HR planning, decision-making, and management.”
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2. Leonard Nadler:
“HRIS is the combination of human resources and information systems designed to
provide information to support HRM in an organization.”

3. Kavanagh & Johnson (2018):
“HRIS is a software solution that automates and integrates human resource processes
and provides timely, relevant, and accurate HR information to managers and
employees.”

Features of HRIS

 Centralized employee database (personal details, qualifications, experience).

 Automation of HR functions like recruitment, payroll, leave management, and

performance appraisal.

 Reporting and analytics to support HR decisions.

 Data security and confidentiality through access control and secure storage.

 Integration with other organizational systems, such as finance or ERP.

Objectives of HRIS

1. To store and manage employee information systematically.

2. To facilitate decision-making regarding recruitment, promotions, training, and

compensation.

3. To improve HR efficiency and reduce paperwork.

4. To ensure accuracy and reliability of HR data.

5. To support strategic planning and forecasting of human resources.

Importance of HRIS

 Time-saving and efficiency: Automates routine HR tasks like attendance tracking,

payroll, and leave management.

 Improved decision-making: Provides accurate HR data for planning, promotions,

and workforce optimization.

 Data security: Maintains confidential employee records safely.
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 Cost-effective: Reduces administrative overhead and manual errors.

 Strategic support: Helps in manpower planning, succession planning, and talent

management.

Components of HRIS

1. Input: Employee data, HR policies, payroll, attendance records.

2. Processing: Data storage, calculation of salaries, leave balances, performance

evaluation scores.

3. Output: Reports, dashboards, analytics, alerts, and decision-making support.

4. Feedback: Adjustments and updates based on performance, recruitment, or HR

policies.

Summary

HRIS is a strategic tool that combines human resource management with information

technology. It improves efficiency, accuracy, and decision-making, allowing HR managers

to focus on strategic initiatives rather than routine administrative tasks.

Job Analysis

Job Analysis is a fundamental HRM process that involves systematically studying a job
to determine its duties, responsibilities, required skills, and work conditions. It provides

the foundation for many HR activities such as recruitment, training, performance appraisal, and

compensation.

Meaning of Job Analysis

 Job analysis is the process of collecting and evaluating information about a job
to define what is expected from an employee and what qualifications are required.

 It focuses on both job content (tasks, duties, and responsibilities) and job
requirements (skills, knowledge, abilities, and personal qualities).
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 Example: Analyzing the role of a marketing executive involves listing daily tasks,

required skills in digital marketing, targets, and reporting responsibilities.

Definitions of Job Analysis

1. Edwin B. Flippo (1984):
“Job analysis is the process of studying and collecting information relating to the
operations and responsibilities of a specific job.”

2. Gary Dessler (2019):
“Job analysis is the process of identifying and determining in detail the particular job
duties and requirements and the relative importance of these duties for a given job.”

3. Michael Armstrong (2006):
“Job analysis is the process of determining what a job involves and the human attributes
required to perform it successfully.”

Objectives of Job Analysis

1. Recruitment and Selection: Identify the qualifications, skills, and experience

required for a job.

2. Training and Development: Determine areas where employees need skill

enhancement.

3. Performance Appraisal: Establish standards for evaluating employee performance.

4. Job Design and Redesign: Improve efficiency and job satisfaction by clearly defining

roles.

5. Compensation Management: Provide a basis for fair salary, incentives, and benefits.

6. Career Planning and Succession: Identify potential growth paths and development

needs.

Components of Job Analysis

1. Job Description: Details the tasks, duties, responsibilities, and scope of a job.

o Example: “Prepare monthly financial reports and assist in budget planning.”
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2. Job Specification: Outlines the qualifications, skills, experience, and personal
attributes required to perform the job.

o Example: “Bachelor’s degree in Finance, knowledge of accounting software,

analytical skills.”

Need for Job Analysis

Job analysis is a critical HR function because it provides the foundation for all human

resource activities. Understanding the need for job analysis helps organizations ensure that

employees are recruited, trained, evaluated, and rewarded effectively.

1. Recruitment and Selection

 Ensures that the organization selects the right person for the right job.

 Clearly defines the skills, qualifications, and experience required.

 Example: Hiring a software developer requires knowing the programming languages

and technical expertise needed.

2. Training and Development

 Identifies skill gaps in employees and helps design relevant training programs.

 Ensures employees develop competencies required for current and future roles.

 Example: A sales job analysis may show a need for negotiation and customer

relationship skills, guiding training programs.

3. Performance Appraisal

 Provides a basis for evaluating employee performance against defined job

responsibilities.

 Ensures fairness and objectivity in performance assessment.

 Example: A call center executive’s performance can be measured based on tasks like call

handling, response time, and customer satisfaction.
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4. Job Design and Job Redesign

 Helps in structuring jobs efficiently to enhance productivity and employee

satisfaction.

 Reduces role ambiguity and overlaps in responsibilities.

 Example: Redesigning a factory assembly line job to include ergonomically efficient

tasks.

5. Compensation and Reward Management

 Provides information on the relative value of different jobs, which aids in deciding

salaries, incentives, and benefits.

 Ensures internal equity and market competitiveness.

 Example: A managerial role requiring more responsibility may be paid higher than a

clerical role.

6. Career Planning and Succession

 Helps in identifying career paths and succession plans for employees.

 Ensures availability of skilled personnel for future leadership positions.

 Example: Job analysis of senior management roles identifies skills needed for

grooming potential successors.

7. Legal Compliance

 Ensures compliance with labor laws and regulations by clearly defining job roles

and responsibilities.

 Protects the organization from disputes related to job duties or unfair employment

practices.

 Example: Clear job descriptions help avoid discrimination claims or unfair termination

disputes.
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8. Workforce Planning

 Assists in forecasting manpower requirements by understanding the tasks and

skills needed.

 Helps organizations prepare for expansion, downsizing, or technological changes.

 Example: Knowing that production will increase by 20% next year helps plan

recruitment accordingly.

Summary

The need for job analysis arises because it ensures the right person is hired, trained,
evaluated, and rewarded appropriately. It enhances organizational efficiency, employee
satisfaction, legal compliance, and strategic workforce planning, making it a cornerstone

of effective HRM.

Importance of Job Analysis

Job analysis is a fundamental function of Human Resource Management. It helps

organizations understand jobs in detail and ensures that the workforce is effectively managed.

The importance of job analysis can be seen across multiple HR functions:

1. Basis for Recruitment and Selection

 Job analysis provides a clear description of job duties and required
qualifications, ensuring the right candidates are selected.

 Reduces hiring mistakes and improves employee-job fit.

 Example: A technical job analysis specifies the programming skills needed, guiding

recruitment accurately.

2. Facilitates Training and Development

 Helps identify training needs by highlighting skill gaps and competency requirements.

 Ensures employees receive relevant and targeted training programs.
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 Example: Job analysis shows customer service staff need communication and

problem-solving skills, guiding training initiatives.

3. Supports Performance Appraisal

 Provides a standard against which employee performance can be measured.

 Ensures objective and fair evaluations based on actual job responsibilities.

 Example: A salesperson’s performance can be assessed against specific targets and

customer engagement metrics.

4. Aids in Job Design and Redesign

 Clarifies roles and responsibilities, which helps in structuring jobs efficiently.

 Improves productivity, reduces duplication of work, and minimizes role ambiguity.

 Example: Redesigning a production job to include more automation reduces fatigue and

increases output.

5. Assists in Compensation and Reward Management

 Determines the relative value of jobs, helping in setting fair salaries and benefits.

 Promotes internal equity and motivates employees.

 Example: Jobs with higher responsibilities and skills may be rewarded with higher pay

and incentives.

6. Career Planning and Succession Management

 Provides a framework for career development by identifying the skills and

experience required for higher positions.

 Helps in grooming successors and planning promotions.

 Example: Job analysis of managerial roles identifies the competencies needed for

leadership development programs.
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7. Ensures Legal Compliance

 Helps organizations comply with labor laws, employment standards, and
regulations.

 Provides evidence of fair employment practices and reduces legal disputes.

 Example: Clear job descriptions help defend against claims of unfair dismissal or

discrimination.

8. Facilitates Workforce Planning

 Helps in forecasting manpower requirements and planning for future HR needs.

 Ensures the organization has the right number of skilled employees when needed.

 Example: Expansion of operations requires planning for additional technical and

support staff based on job analysis.

9. Improves Employee Satisfaction and Motivation

 Clear job roles reduce ambiguity, conflicts, and stress, leading to higher job

satisfaction.

 Employees understand what is expected, which improves morale and engagement.

 Example: A well-defined role for a marketing executive clarifies targets, reporting

structure, and responsibilities.

Summary

Job analysis is crucial for effective HRM as it provides the foundation for recruitment, training,

performance appraisal, job design, compensation, career planning, legal compliance, and

workforce planning. It ensures that employees are well-matched to their roles, contributing
to organizational efficiency and employee satisfaction.

Steps in Job Analysis
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1. Purpose of Job Analysis is Determined
o The reason for conducting the job analysis, such as recruitment, training, or

performance appraisal, is identified.

2. Jobs to be Analyzed are Selected
o Critical, high-turnover, or newly created jobs are prioritized for analysis.

3. Job Information is Collected
o Detailed data about duties, responsibilities, skills, and work conditions is

gathered using methods such as:

 Observation method: Tasks are observed.

 Interview method: Employees and supervisors are interviewed.

 Questionnaire method: Structured forms are filled by employees.

 Diary/log method: Daily tasks are recorded by employees.

 Technical conference method: Experts or senior staff are consulted.

4. Job Information is Recorded
o Collected information is organized into job descriptions (duties and

responsibilities) and job specifications (skills and qualifications).

5. Job Information is Verified
o Accuracy of information is confirmed with supervisors, managers, or

employees.

6. Job Description and Job Specification are Developed
o Formal documents detailing duties, responsibilities, and required skills are

prepared.

7. Job Information is Updated and Reviewed
o Changes in roles, technology, and organizational needs are incorporated

periodically.

Summary

Job analysis is conducted systematically to ensure that jobs are clearly defined, skills and

qualifications are identified, and organizational goals are supported. It is considered the
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foundation for recruitment, training, performance appraisal, compensation, and workforce

planning.

Methods of Job Analysis

Job analysis is considered a foundational function in Human Resource Management, as it

provides critical information for recruitment, training, performance evaluation, compensation,

and workforce planning. To obtain accurate job information, several methods are used, each

with specific procedures, advantages, limitations, and applications.

1. Observation Method

 In this method, job tasks and activities are directly observed by a trained analyst.

 Jobs that are manual, routine, or repetitive are typically selected for observation

because their tasks can be clearly seen and recorded.

 Advantages:
o Accurate and first-hand data is provided, as the analyst witnesses the work

being performed.

o Tasks, tools, and processes can be systematically documented.

 Limitations:
o Jobs involving mental, analytical, or decision-making work cannot be analyzed

effectively, as these tasks are not directly observable.

o Employees may alter their behavior when they are being observed

(Hawthorne effect).

 Example: Workflows of assembly line employees in a manufacturing plant are
recorded to understand time allocation, process flow, and task sequence.

2. Interview Method

 Information about duties, responsibilities, skills, and qualifications is collected by

interviewing employees, supervisors, or managers.

 Interviews can be structured, following a predetermined set of questions, or

unstructured, allowing open-ended discussions.
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 Advantages:
o Detailed insights are obtained into both routine and complex job

responsibilities.

o Clarifications can be sought immediately from employees, reducing

misunderstandings.

 Limitations:
o The process is time-consuming, particularly in large organizations.

o Subjective opinions or biases may be included in the responses.

 Example: The responsibilities of a marketing manager, including campaign planning,

team coordination, and reporting, are identified by conducting interviews with the

manager and supervisor.

3. Questionnaire Method

 Employees are asked to fill out structured forms or questionnaires that list tasks,

responsibilities, and required skills.

 The questionnaire may include checklists, rating scales, or open-ended questions.

 Advantages:
o Large numbers of employees can be surveyed efficiently, making it suitable

for organizations with many jobholders.

o Standardized information is obtained, facilitating comparison across jobs.

 Limitations:
o Employees may provide incomplete, inaccurate, or exaggerated

information.

o Clarifications cannot be obtained immediately, which may affect the quality of

data.

 Example: Customer service employees are asked to complete a questionnaire detailing

their daily tasks, use of software, and required skills.

4. Diary/Log Method

 Employees are instructed to maintain a daily record (diary or log) of all activities,

tasks performed, and time spent on each activity.
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 This method is particularly useful for knowledge-based, professional, or non-routine

jobs.

 Advantages:
o Provides continuous, detailed information on tasks and time allocation.

o Helps identify activities that may not be visible to an external observer.

 Limitations:
o Employees may forget or inaccurately record tasks, affecting data reliability.

o Time and effort are required from employees to maintain logs.

 Example: A software developer’s daily activities, including coding, debugging, testing,

and meetings, are recorded in a log for analysis.

5. Technical Conference Method

 Experts, supervisors, or senior employees are consulted to provide information about

job responsibilities, required skills, and work conditions.

 Advantages:
o Useful for complex, technical, or specialized jobs that require expert

knowledge.

o Saves time compared to interviewing all employees individually.

 Limitations:
o Reliance on expert opinion may overlook day-to-day or minor tasks performed

by employees.

o May not reflect the actual work environment or routine challenges.

 Example: Senior engineers are consulted to describe the duties, qualifications, and

skill requirements of a design engineer.

6. Combination Method

 Often, organizations use a combination of methods to ensure comprehensive and

accurate job information.

 Observation is applied for manual and routine tasks, while interviews, questionnaires,

and technical consultations are conducted for managerial or specialized roles.

 Advantages:
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o Comprehensive and reliable information is obtained, compensating for

limitations of individual methods.

o Reduces the risk of errors or omissions in data collection.

 Limitations:
o The process can be time-consuming and resource-intensive, requiring

careful planning and coordination.

Summary

Job analysis is conducted through various methods such as observation, interviews,

questionnaires, diaries/logs, technical conferences, or a combination of these methods. The choice

of method is influenced by job complexity, nature of work, number of employees, and

organizational resources. Proper application of these methods ensures accurate,
comprehensive, and reliable job information, which is used for recruitment, training,

performance appraisal, compensation, career planning, and workforce planning.

Job Description

A Job Description (JD) is a formal document that provides detailed information about a
job. It defines the tasks, duties, responsibilities, reporting relationships, and working
conditions associated with a particular position. Job descriptions are essential for guiding

employees, HR managers, and organizations in recruitment, training, performance appraisal,
and compensation management.

Meaning of Job Description

 Job description is a written statement that clearly outlines the content, scope, and

purpose of a job.

 It provides clarity on what the job entails and what is expected from the employee

performing it.

 Example: The JD for a sales executive may include daily sales targets, client

meetings, reporting to the sales manager, and maintaining customer records.
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Definitions of Job Description

1. Edwin B. Flippo (1984):
“A job description is a written statement of the duties, responsibilities, and working
conditions of a particular job.”

2. Gary Dessler (2019):
“Job description is the documentation of the tasks, duties, and responsibilities
associated with a job.”

3. Michael Armstrong (2006):
“Job description is a written account of a job that includes its duties, responsibilities,
scope, and working conditions.”

Objectives of Job Description

1. To provide clarity about the roles and responsibilities of a job.

2. To serve as a basis for recruitment, selection, and orientation of employees.

3. To facilitate performance appraisal by setting measurable standards.

4. To assist in training and development by identifying key job functions.

5. To support compensation and benefits decisions by defining job scope and

complexity.

6. To ensure legal compliance with labor laws by defining working conditions.

Contents of a Job Description

A comprehensive job description typically includes the following elements:

1. Job Title: The official designation of the position.

o Example: “Senior Software Engineer.”

2. Job Location: Place where the employee will work.

o Example: “Head Office, Chennai.”

3. Reporting Relationship: The position to which the employee reports.

o Example: “Reports to the Project Manager.”

4. Job Purpose: Overall objective of the job and why it exists.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 43

o Example: “To develop and maintain web-based applications to meet client

requirements.”

5. Duties and Responsibilities: Specific tasks and obligations of the job.

o Example: “Develop software modules, perform code testing, maintain

documentation, and support deployment.”

6. Skills and Competencies Required: Knowledge, skills, and abilities needed for the

job.

o Example: “Proficiency in Java and Python, problem-solving skills, and team

collaboration.”

7. Working Conditions: Physical environment, hours, hazards, or travel requirements.

o Example: “Office-based work, occasional travel to client sites.”

8. Performance Standards (optional): Criteria to evaluate job performance.

o Example: “Complete assigned tasks within deadlines and maintain less than

2% coding errors.”

Importance of Job Description

1. Clarity of Role: Employees understand their responsibilities and tasks.

2. Recruitment and Selection: Provides a guideline to hire the right candidate.

3. Training and Development: Helps identify training needs.

4. Performance Evaluation: Acts as a reference for assessing employee performance.

5. Compensation and Rewards: Guides salary, benefits, and incentives based on job

complexity.

6. Legal Protection: Serves as evidence in disputes related to job roles or working

conditions.

Summary

A job description is a written document that defines the tasks, duties, responsibilities, skills,

and working conditions associated with a job. It serves as a foundational tool for HRM

functions such as recruitment, training, performance appraisal, and compensation. Well-
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prepared job descriptions enhance organizational efficiency, reduce role ambiguity, and
ensure alignment between employee activities and organizational goals.

Job Specification

Job Specification (JS) is a formal document that describes the qualifications, skills,
knowledge, experience, and personal attributes required from an employee to perform a

specific job effectively. While job description focuses on the job itself, job specification

focuses on the person who will perform the job.

Meaning of Job Specification

 Job specification defines the qualities and competencies required in a person for a

particular job.

 It helps HR managers select the right candidate and ensures that the employee has

the necessary attributes to perform the job successfully.

 Example: For a marketing executive, the job specification may include a degree in

marketing, knowledge of digital marketing tools, communication skills, and creativity.

Definitions of Job Specification

1. Edwin B. Flippo (1984):
“Job specification is a statement of human qualities and qualifications necessary to
perform a particular job.”

2. Gary Dessler (2019):
“Job specification describes the minimum qualifications, experience, knowledge, skills,
and personal characteristics required for a job.”

3. Michael Armstrong (2006):
“Job specification is a written statement of the human attributes required to perform a
job successfully.”

Objectives of Job Specification
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1. To identify the qualifications, skills, and experience required for a job.

2. To facilitate recruitment and selection of the right candidate.

3. To support training and development by highlighting skill gaps.

4. To assist in performance appraisal by comparing employee capabilities against job

requirements.

5. To guide career planning and succession management by outlining attributes

needed for future roles.

Contents of Job Specification

A well-prepared job specification typically includes the following elements:

1. Educational Qualifications: Academic or professional degrees required.

o Example: “Bachelor’s degree in Computer Science or Information Technology.”

2. Experience: Number of years and type of experience required.

o Example: “Minimum 3 years of experience in software development.”

3. Skills and Competencies: Technical and soft skills necessary to perform the job.

o Example: “Proficiency in Java, Python, SQL; strong problem-solving and

analytical skills.”

4. Knowledge Required: Understanding of concepts, tools, or procedures.

o Example: “Knowledge of agile methodology and software development

lifecycle.”

5. Personal Attributes: Qualities such as attitude, behavior, and work style.

o Example: “Team player, adaptable, self-motivated, and result-oriented.”

6. Physical and Mental Requirements (if any): Strength, stamina, or cognitive abilities

needed.

o Example: “Ability to work under pressure and meet deadlines.”

Importance of Job Specification

1. Right Selection of Employees: Ensures that candidates meet the minimum

requirements for the job.
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2. Training Needs Identification: Highlights areas where new hires may require

training.

3. Performance Management: Serves as a benchmark for evaluating employee

effectiveness.

4. Career Development and Succession Planning: Helps identify potential for

promotion or future roles.

5. Legal and Compliance Purposes: Ensures clarity in recruitment standards and

avoids disputes.

Difference between Job Description and Job Specification
Aspect Job Description Job Specification
Focus The job itself The person required for the job

Content
Duties, responsibilities, tasks, reporting,

work conditions

Qualifications, skills, experience,

personal attributes

Purpose To define what is to be done To define who can do it

Basis
Recruitment, performance appraisal, job

design
Selection, training, career planning

Summary

Job specification is a statement of the human qualities and attributes required to perform

a job effectively. It ensures that the organization hires the right candidate, provides relevant

training, evaluates performance accurately, and plans careers strategically. Together with job

description, job specification forms the foundation of effective human resource
management.
UNIT I – Introduction to HRM
S.No Question Marks Bloom’s Level
1 Define Human Resource Management and state its objectives. 5 K1

2 Explain the nature and scope of HRM. 5 K2

3 Discuss the importance of HRM in modern organizations. 5 K2

4 What is Human Resource Planning? State its importance. 5 K1

5 Explain Job Analysis and its need. 5 K2

6 Explain the objectives, importance and nature of HRM in detail. 8 K2
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S.No Question Marks Bloom’s Level
7 Discuss the role and qualities of an HR manager. 8 K3

8 Explain Human Resource Planning and describe the process involved in HRP. 8 K3

9 Discuss the factors affecting Human Resource Planning. 8 K4

10 Explain HRIS and its significance in HR management. 8 K3

UNIT II RECRUITMENTAND SELECTION
Definition–Objectives–Factors affecting recruitment–internal and external source of recruitment

– Selection Process –Curriculum Vitae –Test- types– Kinds of employment interview – Medical

Screening – Appointment Order.

Recruitment and Selection

Recruitment and selection are critical functions of Human Resource Management (HRM) that

ensure the organization attracts and hires the right people for the right job. While

recruitment focuses on attracting candidates, selection focuses on choosing the most
suitable candidate for a job. Together, these processes form the backbone of workforce
planning and talent management.

Definition

Recruitment:

 Recruitment is the process of identifying, attracting, and encouraging potential
candidates to apply for job vacancies in an organization.

 Edwin B. Flippo (1984):
“Recruitment is the process of searching for prospective employees and stimulating
them to apply for jobs in the organization.”

Selection:
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 Selection is the process of screening, shortlisting, and choosing the most suitable
candidate from the pool of applicants.

 Gary Dessler (2019):
“Selection is the process of picking up the right person for the right job in the
organization from among the pool of applicants.”

Key Point: Recruitmentbrings in candidates, while selection chooses the best fit from them.

Objectives of Recruitment and Selection
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1. To Attract Qualified Candidates

 Recruitment is aimed at generating a pool of candidates who meet the minimum

qualifications, skills, and experience required for a job.

 Example: Advertising a job opening to attract software engineers with Java and

Python experience.

2. To Ensure Right Person for the Right Job

 Selection ensures that candidates with the best fit for the job, culture, and

organizational goals are hired.

 Reduces turnover and improves performance.

3. To Support Organizational Growth

 Recruitment and selection are intended to meet the manpower requirements of the

organization efficiently.

 Ensures availability of skilled employees for current and future positions.

4. To Improve Employee Productivity

 Hiring competent and motivated employees leads to higher efficiency, innovation,
and overall organizational performance.

5. To Reduce Employee Turnover

 By selecting candidates who are suitable for the job and fit organizational culture,

recruitment and selection reduce attrition rates.

6. To Ensure Legal and Ethical Compliance

 Recruitment and selection processes ensure fairness, non-discrimination, and
compliance with labor laws.

 Example: Equal opportunity employment without bias based on gender, caste, or

religion.
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7. To Build a Positive Employer Image

 Effective recruitment practices enhance the reputation of the organization as an

employer of choice.

8. To Support Succession Planning

 Selection of competent candidates helps in creating a talent pipeline for future

leadership and critical positions.

Summary

Recruitment and selection are interrelated HR processes that ensure the organization

attracts, identifies, and hires the right talent. While recruitment focuses on creating a
pool of eligible candidates, selection focuses on choosing the most suitable individual
for the job. These processes support productivity, employee retention, organizational
growth, and legal compliance, making them vital for effective Human Resource Management.

Factors Affecting Recruitment

Recruitment is influenced by a variety of internal and external factors that determine the

ease, effectiveness, and quality of hiring. Understanding these factors helps HR managers plan
and implement effective recruitment strategies.

1. Internal Factors

These factors originate within the organization and can be controlled to a certain extent:

a) Organizational Policies

 Recruitment strategies are guided by the organization’s HR policies, such as

internal promotion, transfer, or preference for experienced employees.
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 Example: A company may have a policy of promoting internal employees before

recruiting externally.

b) Human Resource Planning

 The number and type of vacancies depend on manpower planning. Accurate HR

planning ensures timely recruitment.
 Example: A planned expansion may require recruiting 50 additional sales staff.

c) Budget and Financial Position

 The organization’s financial capacity affects recruitment methods, advertising, and

salary packages offered.

 Example: Limited budget may restrict recruitment to local advertising instead of

national job portals.

d) Organizational Image and Reputation

 The company’s reputation as an employer affects candidate attraction.

 Example: A company known for employee-friendly policies and growth opportunities

attracts better talent.

e) Job Requirements and Nature of Work

 The complexity, skills, and responsibilities of the job affect the recruitment process.

 Example: Specialized technical roles require targeted recruitment methods like

headhunting or campus drives.

f) Promotion and Career Growth Opportunities

 Jobs offering growth opportunities and promotions attract more qualified

applicants.

 Example: Managerial positions with clear career progression receive more
applications.
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2. External Factors

These factors arise outside the organization and are often beyond its control:

a) Labour Market Conditions

 Availability of skilled workers in the market affects the recruitment process.

 Example: Scarcity of IT professionals makes recruitment more competitive and
costly.

b) Economic Conditions

 The state of the economy influences candidate supply and organizational hiring.

 Example: During economic slowdown, fewer applicants may be willing to change jobs.

c) Legal and Regulatory Factors

 Labor laws, equal employment regulations, and government policies affect
recruitment procedures.

 Example: Compliance with anti-discrimination laws ensures fair hiring practices.

d) Technological Changes

 Advances in technology influence the skills required and recruitment methods.

 Example: Companies may recruit candidates with expertise in AI, cloud computing, or

digital marketing.

e) Social and Cultural Factors

 Societal norms, values, and culture influence job attractiveness and applicant
behavior.

 Example: Flexible working hours or remote work policies appeal to younger
workforce.
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f) Competition

 The presence of competitor organizations hiring similar talent affects recruitment

strategies.

 Example: IT companies may offer higher salaries to attract skilled programmers from

competitors.

g) Educational Institutions and Training Facilities

 Availability of graduates and skilled personnel from universities and training institutes

affects recruitment quality and ease.

 Example: Technical colleges producing competent engineers facilitate campus
recruitment.

Summary

Recruitment is influenced by a combination of internal and external factors. Internal

factors, such as HR policies, budget, and organizational image, can be controlled by

management. External factors, such as labor market conditions, economic trends, legal

regulations, and technological developments, must be monitored to plan effective

recruitment. Awareness of these factors helps organizations attract, select, and retain the
best talent efficiently.

Sources of Recruitment

Recruitment sources refer to the channels through which candidates are attracted to apply
for job vacancies. They are broadly classified into internal sources (within the organization)

and external sources (outside the organization).

Recruitment is influenced by a variety of internal and external factors that determine the

ease, effectiveness, and quality of hiring. Understanding these factors helps HR managers plan
and implement effective recruitment strategies.
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1. Internal Factors

Internal recruitment involves filling vacancies with existing employees of the organization.

This approach motivates employees, reduces recruitment cost, and ensures better fit
with organizational culture.

These factors originate within the organization and can be controlled to a certain extent:

Organizational Policies as an Internal Source of Recruitment

Internal recruitment relies on existing employees to fill job vacancies, and organizational
policies provide the framework to guide this process. These policies determine who can
be considered for promotion, transfer, or other internal hiring practices, ensuring fairness,

consistency, and transparency.

Meaning

 Organizational policies serve as formal guidelines for internal recruitment decisions.

 They dictate how vacancies are communicated, how employees are promoted or
transferred, and which internal candidates are eligible to apply.

 Example: A company policy may require that all managerial vacancies be
advertised internally before considering external candidates.

Role of Organizational Policies in Internal Recruitment

1. Promotion Policy
o Vacancies for higher positions are filled by promoting eligible employees

based on performance, experience, and qualifications.

o Ensures motivation, loyalty, and recognition of existing staff.

o Example: A senior accountant is promoted to finance manager according to

company policy.

2. Transfer Policy
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o Employees are reassigned to different departments, locations, or roles to meet

organizational needs.

o Ensures flexibility and optimal utilization of existing manpower.

o Example: A marketing executive is transferred to regional operations to fill a

vacancy.

3. Internal Job Posting Policy
o Vacancies are advertised internally through notice boards, emails, or intranet.

o Allows all eligible employees to apply for open positions, ensuring

transparency.

o Example: An internal job posting for a software team lead is displayed on the

company portal.

4. Employee Referral Policy
o Employees may refer qualified colleagues or acquaintances for vacancies,

guided by internal policy.

o Encourages participation and rewards employees for contributing to internal

recruitment.

o Example: Employees receive incentives for referring candidates who are

successfully appointed.

5. Re-employment Policy
o Former employees or retirees are rehired based on organizational guidelines.

o Ensures that experienced and trained personnel are brought back when

needed.

Advantages of Organizational Policies in Internal Recruitment

1. Ensures fairness and transparency in promotions, transfers, and internal hiring.

2. Motivates employees through career growth opportunities.

3. Reduces recruitment cost and time as existing employees are already familiar with

the organization.

4. Ensures better cultural and organizational fit.
5. Helps in succession planning by promoting internal talent.
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Limitations

1. May create competition and rivalry among employees.

2. Limits diversity of ideas and skills if only internal candidates are considered.

3. Can result in vacancies in other departments when employees are promoted or

transferred.

4. May restrict the organization’s ability to bring in specialized external talent.

Summary

Organizational policies act as an important internal source of recruitment by guiding

promotions, transfers, internal job postings, referrals, and re-employment. They ensure
fairness, transparency, and efficiency, motivate employees, and reduce recruitment costs,

while also supporting succession planning and optimal utilization of the existing workforce.

Promotions as an Internal Source of Recruitment

Promotion is a method of filling higher-level vacancies within an organization by elevating
existing employees to positions of greater responsibility, authority, and pay. It is one of the

most common internal sources of recruitment because it utilizes the existing workforce and
rewards performance and loyalty.

Meaning

 Promotion refers to the advancement of an employee from a lower-level job to a

higher-level job within the organization.

 It involves an increase in job responsibilities, status, and often remuneration.

 Example: A sales executive is promoted to sales manager after demonstrating

consistent performance.

Purpose of Promotion in Internal Recruitment

1. To reward and recognize employee performance.

2. To motivate and retain employees by providing growth opportunities.
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3. To utilize the skills and experience of existing employees in higher positions.

4. To maintain continuity and stability in management and operations.

Types of Promotions

1. Merit-Based Promotion
o Employees are promoted based on performance, achievements, and

demonstrated abilities.

o Example: An employee who exceeds sales targets consistently is promoted to

team leader.

2. Seniority-Based Promotion
o Employees are promoted according to length of service and experience.

o Example: An employee with 10 years of service in a department is promoted
to the next grade.

3. Combination of Merit and Seniority
o Promotions consider both performance and seniority.

o Example: A well-performing employee with sufficient years of experience is
promoted.

Advantages of Promotions as Internal Recruitment

1. Employee Motivation: Encourages employees to perform better to achieve higher

positions.

2. Cost-Effective: Reduces recruitment cost as external hiring is not required.

3. Reduces Induction and Training Needs: Employees are already familiar with

organizational culture and processes.

4. Retention of Talent: Promoted employees are more likely to stay with the

organization.

5. Succession Planning: Helps prepare employees for leadership and managerial

roles.

Limitations of Promotions
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1. Limited Pool: Only existing employees are considered, which may not always meet

skill requirements.

2. Internal Conflicts: Can lead to rivalry and dissatisfaction among employees who are

not promoted.

3. Vacancies in Lower Positions: Promoting an employee creates a vacancy in the

previous role, which needs to be filled.

4. Stagnation of Ideas: Relying solely on internal promotions may limit fresh

perspectives from external candidates.

Example

 A junior accountant is promoted to senior accountant based on performance

appraisal and years of service.

 A software developer is promoted to project lead after successfully handling critical

projects.

Summary

Promotion is a key internal source of recruitment that fills higher-level vacancies by

elevating existing employees. It motivates staff, ensures better organizational fit,
reduces recruitment costs, and supports succession planning, while also maintaining

stability and continuity within the organization.

Transfers as an Internal Source of Recruitment

Transfer is a method of filling vacancies within an organization by shifting existing
employees from one department, branch, or job to another. Unlike promotion, transfers do not
involve a change in rank or pay (in most cases) but are aimed at better utilization of
manpower, skill development, and organizational needs.

Meaning

 Transfer refers to the movement of an employee from one position, department,
location, or branch to another without significant change in salary or status.
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 Example: A marketing executive is transferred from the Chennai branch to the

Bangalore branch to fill a vacancy.

Purpose of Transfer in Internal Recruitment

1. Optimal Utilization of Human Resources: Employees are moved to departments

where their skills are most needed.

2. Employee Development: Provides employees with varied experience and
exposure to different functions or locations.

3. Filling Vacancies: Vacancies in certain departments are filled without external
recruitment.

4. Maintaining Organizational Balance: Helps balance workforce distribution across

departments and branches.

5. Employee Motivation: Employees gain new challenges and learning opportunities

through transfers.

Types of Transfers

1. Horizontal Transfer
o Movement to a different department or branch at the same level and pay.

o Example: An accountant is transferred from accounts payable to accounts

receivable department.

2. Vertical Transfer
o Movement to a position with higher responsibility and pay, combining

transfer with promotion.

o Example: A regional sales executive is transferred and promoted to branch

manager.

3. Geographical Transfer
o Movement of employees to a different location or branch of the organization.

o Example: A software engineer is transferred from the Mumbai office to the

Delhi office.

4. Functional Transfer
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o Movement from one job function to another to meet organizational

requirements.

o Example: An employee from production is transferred to quality control

department.

Advantages of Transfers as Internal Recruitment

1. Reduces Recruitment Cost: Vacancies are filled internally, avoiding external hiring

expenses.

2. Improves Employee Skills: Employees gain exposure to new roles and

departments.

3. Maintains Continuity: Ensures that employees familiar with organizational culture
occupy critical positions.

4. Employee Motivation: Offers new challenges and opportunities, keeping employees

engaged.

5. Flexible Workforce: Helps in adapting workforce distribution according to

business needs.

Limitations of Transfers

1. Employee Reluctance: Employees may resist relocation or change of
department.

2. Training Needs: Employees may require orientation or training in new roles.

3. Limited Talent Pool: Only existing employees are considered, which may not meet
specific skill requirements.

4. Disruption in Original Department: Transferring employees creates vacancies that

need to be filled.

Example

 A sales executive in the Delhi branch is transferred to the Mumbai branch to handle

a new client base.
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 A junior engineer in production is transferred to the quality control department to

meet project requirements.

Summary

Transfer is an important internal source of recruitment that fills vacancies by shifting existing

employees across departments, functions, or locations. It optimizes workforce utilization,
reduces recruitment costs, enhances employee skills, and maintains continuity.

However, it may face challenges such as employee resistance and training requirements.

Employee Referrals as an Internal Source of Recruitment

Employee referral is a method of recruitment in which existing employees recommend
candidates from their network (friends, family, or professional contacts) to fill job vacancies

within the organization. It is a widely used internal recruitment source because it leverages
employees’ networks to find suitable candidates.

Meaning

 Employee referral involves employees suggesting potential candidates for job

openings.

 Organizations often provide incentives or rewards to employees whose referrals

result in successful hiring.

 Example: An employee refers a college friend for a software developer position in the

same company.

Purpose of Employee Referrals

1. Attract Qualified Candidates: Employees usually recommend individuals who are

skilled and capable.

2. Reduce Recruitment Cost and Time: Minimizes the need for advertisements,
recruitment agencies, or extensive searches.
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3. Improve Retention: Referred candidates are often better suited to the
organizational culture and remain longer.

4. Enhance Employee Engagement: Employees feel involved in the growth and
development of the organization.

5. Build a Reliable Talent Pipeline: Creates a pool of pre-screened candidates from

trusted sources.

Advantages of Employee Referrals

1. High-Quality Candidates: Employees recommend candidates they trust, often

leading to better performance.

2. Cost-Effective: Reduces expenses related to recruitment advertisements and

agencies.

3. Faster Recruitment Process: Referral candidates can be hired more quickly.

4. Better Cultural Fit: Candidates are usually already familiar with company culture
through the referring employee.

5. Employee Motivation: Incentives for successful referrals encourage participation.

Limitations of Employee Referrals

1. Limited Pool: Referrals are restricted to employees’ networks, which may limit

diversity.

2. Bias and Nepotism: Can lead to favoritism or hiring based on personal
relationships rather than merit.

3. Overlooking External Talent: May reduce opportunities for new perspectives or
fresh ideas from external candidates.

4. Dependency on Employee Participation: Effectiveness depends on employees’
willingness to refer suitable candidates.

Example

 An IT company employee refers a former colleague for a software developer position,

and the candidate is hired based on referral.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 63

 A sales executive refers a friend for a regional sales vacancy, and the company

rewards the employee with a referral bonus after successful hiring.

Summary

Employee referrals are a key internal source of recruitment that leverage the networks of

existing employees to find qualified candidates. This method reduces recruitment cost and
time, improves retention, and ensures better cultural fit, while also motivating employees.

However, it may have limitations in diversity and scope if relied upon exclusively.

Re-employment / Retired Employees as an Internal Source of Recruitment

Re-employment is a method of filling vacancies by rehiring former employees or retired
personnel who had previously worked in the organization. This internal recruitment source

leverages the experience, skills, and familiarity of former employees with the

organization’s culture and processes.

Meaning

 Re-employment refers to the rehiring of an employee who had left the
organization, either voluntarily or due to retirement.

 Organizations may rehire such employees on temporary, contractual, or full-time
basis to meet specific job requirements.

 Example: A retired engineer is rehired as a consultant to provide technical guidance

for ongoing projects.

Purpose of Re-employment

1. Utilize Experience and Expertise: Former employees are already trained and
experienced, reducing the learning curve.
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2. Cost and Time Efficiency: Eliminates extensive training and orientation for new

hires.

3. Maintain Continuity: Ensures that critical roles are handled by experienced
personnel familiar with the organization.

4. Support Succession Planning: Experienced employees can mentor or train
younger staff.

5. Meet Temporary or Project-Based Needs: Re-employed employees are often hired
for specific projects or seasonal requirements.

Advantages of Re-employment

1. Experienced Workforce: Re-employed personnel bring organizational knowledge
and expertise.

2. Reduced Recruitment and Training Cost: Less time and cost compared to hiring

and training new employees.

3. Faster Adaptation: Re-employed staff adapt quickly due to prior familiarity with

company policies and culture.

4. Mentoring and Guidance: Can train and guide new employees, enhancing

workforce development.

5. Flexibility: Can be hired on a contractual or part-time basis to meet specific needs.

Limitations of Re-employment

1. Resistance to New Methods: Former employees may resist adopting new
technologies or practices.

2. Limited Fresh Ideas: May limit innovation as they are accustomed to previous

methods.

3. Higher Cost for Retirees: Retired employees may demand higher compensation
than fresh recruits.

4. Temporary Solution: Often used for short-term needs rather than permanent staffing.

Example
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 A retired IT manager is rehired on a contract basis to oversee a software migration

project.

 A former sales executive is brought back to mentor junior sales staff during a critical

business expansion.

Summary

Re-employment of former or retired employees is an effective internal recruitment source
that utilizes experienced, skilled, and culturally aligned personnel. It reduces recruitment time
and cost, ensures continuity, and supports mentoring, but may have limitations in

innovation, adaptability, and cost if over-relied upon.

Internal Job Posting as an Internal Source of Recruitment

Internal job posting is a method of recruitment in which job vacancies are advertised within
the organization to give current employees an opportunity to apply for open positions. It is

a transparent and structured internal recruitment source that encourages employee
participation and career growth.

Meaning

 Internal job posting refers to the process of notifying employees about vacant
positions through internal communication channels like notice boards, emails, intranet

portals, newsletters, or internal memos.

 Example: A company posts a vacancy for “Project Manager” on the intranet, allowing

eligible employees to apply internally before seeking external candidates.

Purpose of Internal Job Posting

1. Encourage Employee Participation: Gives employees the first opportunity to apply

for open positions.

2. Promote Career Development: Supports growth and advancement of employees

within the organization.
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3. Ensure Transparency: Makes the recruitment process fair and visible to all eligible

employees.

4. Reduce Recruitment Costs: Minimizes the need for external hiring initially.

5. Retain Talent: Employees feel valued and motivated when they have access to

internal career opportunities.

Advantages of Internal Job Posting

1. Motivates Employees: Employees strive for promotions or lateral moves when

aware of opportunities.

2. Cost-Effective: Reduces expenses related to advertisements, recruitment agencies,

and onboarding external candidates.

3. Better Fit: Candidates are already familiar with organizational culture, policies,
and procedures.

4. Reduces Hiring Time: Shortlists are quicker as internal candidates are pre-
assessed.

5. Supports Succession Planning: Helps identify and prepare internal talent for

higher responsibilities.

Limitations of Internal Job Posting

1. Limited Pool of Candidates: Only current employees can apply, which may restrict
skill diversity.

2. Internal Conflicts: May cause competition or dissatisfaction among employees

not selected.

3. May Not Fill Specialized Roles: Internal candidates may lack specialized skills
required for certain positions.

4. Vacancies in Current Roles: Filling a position internally creates a vacancy in the
original department.

Example
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 A company advertises an opening for Senior Software Developer on the internal

portal.

 Eligible internal candidates apply, and the most suitable one is promoted to the

position.

 A sales associate applies for a posted regional manager positionwithin the company
and is selected based on performance and experience.

Summary

Internal job posting is a formal internal recruitment method that notifies current employees

about vacancies and encourages them to apply. It promotes transparency, employee
motivation, and career development, while reducing recruitment costs and time. However,

it may limit the candidate pool and create internal competition, so it is often complemented

with external recruitment for specialized or senior roles.

Advantages of Internal Sources of Recruitment

Internal sources of recruitment refer to filling vacancies using existing employees through

promotions, transfers, referrals, re-employment, or internal job postings. Using internal sources

offers several benefits to the organization and employees:

1. Cost-Effective

 Recruitment from within the organization reduces expenses associated with

advertising, recruitment agencies, and external hiring.

 Example: Promoting an existing employee to a managerial position eliminates the
need for expensive external recruitment.

2. Time-Saving

 The hiring process is faster as internal candidates are already known to the

organization.

 Less time is required for screening, interviewing, and induction compared to

external recruitment.
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3. Employee Motivation and Morale

 Internal recruitment motivates employees by providing growth and career

advancement opportunities.

 Recognizes performance and loyalty, increasing overall job satisfaction.

4. Better Organizational Fit

 Employees already understand the organizational culture, policies, and
procedures, reducing the risk of poor fit.

 Example: An internal candidate promoted to a new role adapts quickly because they

are familiar with workflows and company norms.

5. Retention of Talent

 Providing opportunities for career progression within the organization reduces

employee turnover.

 Employees are less likely to leave when they see growth potential internally.

6. Supports Succession Planning

 Internal recruitment helps identify and groom employees for higher positions,

ensuring a smooth leadership transition.

 Example: Junior managers are promoted internally to fill senior managerial roles,

maintaining organizational continuity.

7. Reduces Induction and Training Needs

 Internal candidates require less orientation as they are already acquainted with

company systems, processes, and culture.

8. Encourages Loyalty and Commitment
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 Employees feel valued and recognized when given internal opportunities, leading to

stronger commitment to organizational goals.

9. Minimizes Risk

 Internal recruitment reduces the uncertainty associated with hiring unknown external

candidates.

 Employers are already aware of the performance, skills, and reliability of internal

candidates.

Summary

Internal sources of recruitment offer multiple advantages including cost-effectiveness, time-

saving, employee motivation, retention, better cultural fit, reduced training needs, succession

planning, and minimized hiring risks. These benefits make internal recruitment a strategically
important tool for organizations aiming to maximize workforce potential and maintain

continuity.

Limitations of Internal Sources of Recruitment

While internal sources of recruitment—such as promotions, transfers, employee referrals, re-

employment, and internal job postings—have many advantages, they also have certain

limitations and drawbacks:

1. Limited Pool of Candidates

 Recruitment is restricted to existing employees, which may limit diversity and skill
variety.

 Example: A specialized technical role may not be filled internally if no employee

possesses the required skills.

2. Risk of Internal Conflicts
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 Competition among employees for promotions or transfers may lead to jealousy,
rivalry, or dissatisfaction.

 Example: Two employees vying for a team leader position may create internal
friction if only one is promoted.

3. Vacancies in Other Positions

 Promoting or transferring an employee creates a vacancy in the previous role, which

then needs to be filled.

 Example: Promoting a senior accountant to finance manager leaves a gap in the
accountant role.

4. Stagnation of Ideas

 Relying solely on internal candidates may limit the introduction of new
perspectives, skills, and innovations.

 Example: Continuous internal promotion may reduce exposure to external best
practices.

5. Resistance to Change

 Employees may resist being transferred or taking on new roles, which can hinder

flexibility.

 Example: An employee may decline a transfer to another branch due to personal or

family reasons.

6. Bias or Favoritism

 Internal recruitment may sometimes favor certain employees over others, leading to

perceived unfairness.

 Example: Managers may promote employees they personally like rather than the most

suitable candidate.

7. Inability to Meet Specialized Needs
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 Some roles, especially highly technical or senior-level positions, may require

external expertise not available internally.

 Example: Hiring for AI specialists or niche technology roles often requires external

recruitment.

Summary

While internal recruitment motivates employees, reduces costs, and ensures
organizational fit, it has limitations such as a limited candidate pool, potential internal conflicts,

creation of new vacancies, stagnation of ideas, resistance to change, and inability to meet

specialized skill requirements. Organizations often balance internal and external recruitment
to mitigate these limitations.

External Sources of Recruitment

External recruitment refers to the process of attracting candidates from outside the
organization to fill vacant positions. This method brings in fresh talent, new skills, and
innovative ideas that may not be available internally.

External recruitment is typically used for specialized positions, managerial roles, or when
the internal workforce is insufficient to meet organizational requirements.

Meaning

 External recruitment involves seeking candidates from outside the organization to

fill job vacancies.

 Example: A company hires a software engineer directly from a college campus or via

a job portal.

Purpose of External Recruitment

1. To bring fresh ideas and perspectives into the organization.

2. To access a larger pool of skilled candidates when internal resources are

insufficient.
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3. To fill specialized positions that require expertise not available internally.

4. To enhance competitiveness by attracting top talent from the market.

5. To support organizational growth and expansion, especially in new areas or

locations.

Campus Recruitment / Educational Institutions as an External Source

Campus recruitment is a method of external recruitment in which organizations hire fresh
graduates or students directly from colleges, universities, or technical institutes. It is

widely used to bring in young talent with up-to-date knowledge, enthusiasm, and potential
for growth within the organization.

Meaning

 Campus recruitment refers to the process of recruiting candidates directly from
educational institutions for entry-level positions or management trainee programs.

 Example: IT companies visiting engineering colleges to recruit software engineers
through campus placement drives.

Purpose

1. Access Fresh Talent: To hire young candidates who are eager to learn and
contribute.

2. Infuse Innovation: Fresh graduates bring new ideas, updated knowledge, and
innovative thinking.

3. Build a Talent Pipeline: Helps organizations develop future leaders by training and

retaining graduates.

4. Cost-Effective Recruitment: Reduces advertising and agency costs for hiring entry-

level positions.

5. Meet Expansion Needs: Provides a steady stream of employees for organizational

growth and expansion.
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Advantages

1. Large Pool of Candidates: Educational institutions provide many eligible
candidates at one location.

2. Ease of Assessment: Universities often organize pre-placement tests and
interviews, simplifying selection.

3. Reduced Training Costs: Fresh graduates are moldable and adaptable, often

requiring less retraining than experienced external hires.

4. Promotes Organizational Image: Campus recruitment enhances the company’s

brand as a preferred employer among students.

5. Succession Planning: Helps in identifying potential leaders early in their careers.

Limitations

1. Lack of Experience: Fresh graduates lack practical work experience, which may

affect productivity initially.

2. High Competition: Top students may be recruited by multiple companies,

increasing recruitment challenges.

3. Training Requirement: Fresh hires require comprehensive training and
orientation programs.

4. Limited to Entry-Level Positions: Mostly suitable for junior or trainee roles, not

senior or specialized positions.

Process of Campus Recruitment

1. Pre-Placement Talk: Organization introduces itself and explains job roles.

2. Written Tests / Online Assessments: Candidates are evaluated on aptitude,

technical, and reasoning skills.

3. Group Discussions / Case Studies: Tests communication, problem-solving, and

teamwork.

4. Personal Interviews: Final selection based on performance, potential, and fit.
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5. Offer Roll-Out: Selected candidates receive appointment letters and joining

instructions.

Example

 An IT company like TCS or Infosys conducts campus placements in engineering

colleges to hire software engineers.

 A finance company recruits MBA graduates from premier business schools through
structured campus drives.

Summary

Campus recruitment is an effective external source of recruitment for hiring fresh talent. It

provides a cost-effective, large, and skilled pool of candidates, infuses new ideas into the

organization, and supports long-term succession planning. However, it requires training and is
primarily suitable for entry-level roles.

Employment Exchanges / Government Agencies as an External Source

Employment exchanges or government agencies are institutions thatmaintain databases
of job seekers and assist organizations in filling vacancies. This is a traditional and widely

used external recruitment source, especially forclerical, technical, or semi- skilled positions.

Meaning

 Employment exchanges are government-supported offices or agencies that

provide lists of qualified candidates to employers.

 These agencies act as intermediaries between job seekers and employers,

helping to match supply with demand.

 Example: A public employment exchange provides a list of eligible clerks for a

government department vacancy.

Purpose



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 75

1. Provide Access to Candidates: Offers a ready pool of job seekers registered with

the exchange.

2. Support Recruitment Efficiency: Reduces the time and effort needed for sourcing

candidates externally.

3. Meet Legal or Regulatory Requirements: In some sectors, organizations are

required to recruit through government channels for fairness and transparency.

4. Assist in Social Employment Goals: Helps unemployed youth or marginalized
groups find job opportunities.

5. Cost-Effective Source: Organizations can minimize recruitment expenses
compared to advertisements or agencies.

Advantages

1. Cost-Effective Recruitment: Usually free or low-cost compared to advertisements or

recruitment agencies.

2. Access to Local Talent: Helps in sourcing candidates from the local population,

useful for region-specific vacancies.

3. Streamlined Process: Government exchanges pre-screen candidates, saving

employers time.

4. Supports Social Objectives: Provides employment opportunities for unemployed
youth, ex-servicemen, or marginalized groups.

5. Reduces Administrative Burden: Exchanges handle initial candidate screening
and documentation.

Limitations

1. Limited Skill Availability: May not provide highly skilled or specialized candidates
for technical or senior roles.

2. Time-Consuming for Large Positions: Processing and shortlisting candidates

through government channels may take time.

3. Outdated Databases: Candidate information may not always be current or verified.
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4. Less Suitable for Private Sector: Private companies often require faster and more
targeted recruitment than employment exchanges provide.

5. Dependency on Government Processes: Recruitment timelines may be delayed
due to bureaucratic procedures.

Process

1. Registration: Job seekers register with the employment exchange, providing

educational qualifications, experience, and preferences.

2. Job Notification: Employers notify the exchange about vacancies.

3. Candidate Shortlisting: The exchange provides a list of eligible candidates based

on qualifications and experience.

4. Employer Selection: Employers interview and select suitable candidates from the

list.

5. Appointment: Selected candidates are given appointment letters and joining

instructions.

Example

 Government-assisted job fairs or recruitment drives are conducted to hire clerks,

technicians, or support staff for government departments or public sector units.

 A municipal office recruits registered candidates through a state employment
exchange for administrative roles.

Summary

Employment exchanges and government agencies serve as a cost-effective and structured
external source of recruitment, particularly for clerical, technical, and semi- skilled roles. They

provide access to a local talent pool, pre-screened candidates, and support social
employment objectives. However, they are less effective for specialized, managerial, or
urgent recruitment needs due to skill limitations and bureaucratic processes.
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Advertisements as an External Source of Recruitment

Advertisements are one of the most common external sources of recruitment. In this method,

job vacancies are announced publicly through newspapers, magazines, websites, social

media, or company career portals to attract qualified candidates.

Meaning

 Advertisement refers to the formal communication of job openings to the public or

targeted audience.

 The purpose is to invite applications from suitable candidates outside the

organization.

 Example: A company places an advertisement in The Times of India for a “Marketing

Manager” position.

Purpose

1. Reach a Large Audience: To attract a broad pool of potential candidates across

locations.

2. Fill Specialized Roles: To target candidates with specific qualifications or
experience.

3. Promote Fair Opportunity: Ensures transparency and equal chance for all

applicants.

4. Enhance Employer Branding: Increases the company’s visibility and
attractiveness among job seekers.

5. Support Organizational Growth: Helps in meeting staffing needs for expansion or

new projects.

Advantages

1. Wide Reach: Advertisements can attract candidates from different regions and
industries.
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2. Targeted Recruitment: Can be tailored to specific skills, education, or
experience.

3. Equal Opportunity: Provides fair and transparent recruitment, reducing bias.

4. Enhances Company Image: Advertising vacancies positions the organization as
an employer of choice.

5. Flexibility: Organizations can use newspapers, online portals, social media, or
professional journals based on the role.

Limitations

1. High Cost: Newspaper, magazine, or online advertisements can be expensive.

2. Large Volume of Applications: Can result in many unqualified candidates,

increasing screening workload.

3. Time-Consuming: Processing and shortlisting candidates takes considerable time.

4. Uncertainty of Quality: External applicants may not be familiar with organizational
culture, increasing the risk of poor fit.

5. Limited Effectiveness for Urgent Vacancies: For immediate requirements,

advertisements may not yield fast results.

Process of Recruitment through Advertisement

1. Job Analysis: Identify the vacancy and required skills.

2. Preparing Advertisement: Include job title, responsibilities, qualifications,

experience, location, and application process.

3. Choosing Media: Decide the platform—newspapers, magazines, online portals, or

social media.

4. Receiving Applications: Collect resumes or applications from interested candidates.

5. Screening and Selection: Shortlist, interview, and select suitable candidates.

Example

 A leading FMCG company places a newspaper advertisement for a “Regional Sales

Manager” position.
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 A tech company posts a vacancy for “UI/UX Designer” on LinkedIn and Naukri.com,

inviting external candidates to apply.

Summary

Advertisements as an external recruitment source allow organizations to attract a large
and diverse pool of candidates, particularly for specialized or senior roles. While it ensures
transparency and reach, it can be costly, time-consuming, and may require careful
screening to select the best candidates.

Recruitment Agencies / Head-hunters as an External Source

Recruitment agencies or head-hunters are professional firms that help organizations
identify and hire suitable candidates from outside the organization. This method is

particularly used for specialized, managerial, or senior-level positions.

Meaning

 Recruitment agencies act as intermediaries between employers and job seekers,

providing pre-screened candidates for various roles.

 Head-hunters specifically search for highly skilled or senior-level professionals,

often approaching them directly rather than waiting for applications.

 Example: A company engages a head-hunter to identify and recruit a Chief
Financial Officer from the industry.

Purpose

1. Fill Specialized Roles: To recruit candidates with specific skills, experience, or
expertise not readily available internally.

2. Save Time and Effort: Agencies handle the screening, shortlisting, and initial
assessment of candidates.

3. Access Wider Talent Pool: Organizations can reach passive candidates or
industry experts through head-hunters.
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4. Support Confidential Recruitment: Helps fill sensitive or high-level positions
without public advertising.

5. Ensure Better Quality: Professional agencies provide candidates who meet the
organization’s specific requirements.

Advantages

1. Access to Specialized Skills: Agencies maintain databases of skilled
professionals and can reach passive talent.

2. Saves Recruitment Effort: Reduces time and administrative workload for the

organization.

3. Confidentiality: Particularly useful for executive or sensitive positions where

discretion is required.

4. Faster Hiring: Agencies shortlist suitable candidates quickly, speeding up the

recruitment process.

5. Expertise in Recruitment: Agencies are experienced in assessment, screening,
and market trends, ensuring quality hires.

Limitations

1. High Cost: Agencies or head-hunters charge fees, often a percentage of the
candidate’s salary, making it expensive.

2. Less Control: Organizations may have limited influence over initial shortlisting or

selection methods.

3. Risk of Poor Fit: While agencies pre-screen, the cultural or organizational fit still

needs to be verified.

4. Dependency on Agency: Over-reliance can reduce the company’s internal
recruitment capability.

5. Limited for Entry-Level Roles: Typically more suitable for senior, specialized, or
niche positions, not for junior roles.

Process of Recruitment through Agencies / Head-hunters
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1. Requirement Definition: Organization specifies the job profile, skills, experience, and

qualifications.

2. Agency Search: Recruitment agency/head-hunter searches their database or
contacts professionals directly.

3. Screening and Shortlisting: Agency evaluates resumes, conducts preliminary
interviews, and shortlists candidates.

4. Presentation of Candidates: Shortlisted candidates are presented to the
organization for final interviews.

5. Selection and Appointment: Organization conducts final selection and completes

appointment formalities.

Example

 A multinational company engages a recruitment agency to hire a senior data
scientist for a critical AI project.

 A head-hunter identifies and approaches a finance executive from a competitor to

fill the CFO position in a private bank.

Summary

Recruitment agencies and head-hunters provide access to specialized and senior talent,
save time, ensure quality, and maintain confidentiality. They are ideal for positions requiring
specific expertise or discretion, though they can be expensive and less effective for junior
roles.

Walk-ins / Direct Applications as an External Source

Walk-ins or direct applications are a method of external recruitment where candidates

apply directly to the organization without going through intermediaries like agencies or

advertisements. This method allows organizations to engage proactively interested
candidates.

Meaning
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 Walk-ins refer to candidates visiting the organization in person or submitting
applications online to express interest in job vacancies.

 Direct applications can be submitted via company websites, email, or physical
submission at the company office.

 Example: Job seekers submit resumes at the HR department of a company during a

walk-in recruitment drive.

Purpose

1. Immediate Access to Candidates: To quickly receive applications from interested
job seekers.

2. Cost-Effective Recruitment: Reduces expenses on advertisements or agencies.

3. Identify Proactive Candidates: Helps hire candidates who are motivated and self-
driven.

4. Fill Urgent Vacancies: Useful when the organization has immediate staffing needs.

5. Supplement Other Methods: Can be combined with other external recruitment

sources for broader candidate reach.

Advantages

1. Quick Recruitment: Organizations can select candidates on the spot for urgent

requirements.

2. Cost-Effective: Minimal expenses are involved compared to advertisements or

agencies.

3. Direct Interaction: HR can assess candidates directly without intermediaries.

4. Motivated Candidates: Walk-in applicants show initiative and interest, often

resulting in higher engagement.

5. Simple Process: The recruitment process is straightforward and less
bureaucratic.

Limitations
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1. Unstructured Recruitment: May lead to chaotic or disorganized selection if many

candidates arrive simultaneously.

2. Limited Candidate Quality: Candidates are self-selected, which may result in

unqualified applicants.

3. Time-Consuming Screening: Sorting through numerous walk-in applications can

take significant HR time.

4. Not Suitable for Specialized Roles: Difficult to fill senior or highly technical
positions using walk-ins alone.

5. Geographical Limitation: Mostly effective for local candidates, limiting diversity and

reach.

Process of Walk-in / Direct Application Recruitment

1. Job Notification: Organization announces the walk-in schedule or accepts direct

applications online.

2. Application Submission: Candidates submit resumes or fill application forms.

3. Screening: HR screens applicants based on qualifications, experience, and
eligibility.

4. Interviews / Tests: Shortlisted candidates undergo interviews or skill
assessments.

5. Selection and Offer: Successful candidates receive appointment letters or joining

instructions.

Example

 A retail store conducts a walk-in drive for sales executives, interviewing candidates

on-site.

 A software company invites direct applications via its website for entry-level

developer positions.

Summary
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Walk-ins and direct applications allow organizations to access motivated and interested
candidates quickly and cost-effectively. While suitable for entry-level or urgent recruitment,
this method may lack structure, generate unqualified applications, and is less effective
for specialized roles.

Online Job Portals and Social Media as an External Source

Online job portals and social media platforms are modern methods of external recruitment

where organizations advertise vacancies and attract candidates through the internet.
These sources are increasingly popular due to wider reach, speed, and cost- effectiveness.

Meaning

 Online job portals (e.g., Naukri.com, Indeed, Monster) and social media platforms (e.g.,

LinkedIn, Facebook, Twitter) allow organizations to publicize vacancies digitally and

collect applications.

 Candidates can apply online, upload resumes, and interact directly with recruiters.

 Example: A company posts a vacancy for a “Digital Marketing Specialist” on LinkedIn,

inviting external candidates to apply.

Purpose

1. Reach a Wider Audience: Attract candidates from different locations and
industries.

2. Target Specific Skills: Platforms allow filtering for qualifications, experience, and
expertise.

3. Speed Up Recruitment: Digital platforms enable faster application collection and
screening.

4. Enhance Employer Branding: Active online presence positions the organization
as modern and appealing.

5. Reduce Recruitment Costs: Less expensive than newspapers or recruitment agencies

for large-scale hiring.
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Advantages

1. Broad Geographic Reach: Access candidates nationally or globally, expanding the

talent pool.

2. Targeted Recruitment: Filters allow shortlisting based on skills, experience, and
industry.

3. Time-Efficient: Reduces the time for advertisement, application collection, and
preliminary screening.

4. Cost-Effective: Typically lower cost than traditional advertisements or agencies.

5. Interactive Platforms: Social media allows networking, referrals, and candidate
engagement.

6. Supports Employer Branding: Companies can showcase culture, achievements,
and benefits to attract talent.

Limitations

1. High Volume of Applications: May result in many irrelevant or unqualified
applications, increasing HR workload.

2. Limited Screening: Initial online applications may not fully reflect candidate quality
or cultural fit.

3. Digital Divide: Not all candidates may have access to or familiarity with online

platforms.

4. Risk of Misrepresentation: Candidates may exaggerate skills or experience in

online profiles.

5. Competition: Many organizations post on the same platforms, making it difficult to
attract top talent.

Process

1. Job Posting: Organization publishes vacancy details on job portals or social media
channels.
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2. Application Collection: Candidates submit online applications, resumes, or
profiles.

3. Pre-Screening: HR uses filters, keywords, or AI tools to shortlist suitable

candidates.

4. Interviews / Assessments: Shortlisted candidates undergo tests or interviews.

5. Selection and Offer: Successful candidates are offered employment with joining

instructions.

Example

 A tech company posts a “Frontend Developer” vacancy on Naukri.com and

receives applications from across India.

 A marketing firm shares a LinkedIn post for a Social Media Manager, inviting

applications and networking referrals.

Summary

Online job portals and social media are efficient, cost-effective, and wide-reaching
sources of external recruitment. They allow organizations to target specific skills, enhance
branding, and hire quickly, though they may require careful screening due to high application

volume and potential misrepresentation.

Professional Associations / Networks as an External Source

Professional associations and networks are organizations or groups that bring together
individuals of the same profession or industry. These platforms provide organizations with

an external pool of qualified and experienced candidates, particularly for specialized or

technical roles.

Meaning

 Professional associations or networks are industry-specific groups, societies, or
clubs that connect professionals within a field.
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 Recruitment through these channels involves sourcing candidates via events,
seminars, newsletters, or member databases.

 Example: An engineering firm recruits civil engineers through the Institution of
Engineers (India).

Purpose

1. Access Skilled Talent: To hire candidates with specific qualifications,
certifications, or experience.

2. Targeted Recruitment: Focus on candidates already active and recognized in a

professional community.

3. Maintain Industry Standards: Ensures candidates meet professional benchmarks
for their roles.

4. Network-Based Recruitment: Leverages referrals and recommendations within

professional circles.

5. Support Specialized Hiring Needs: Useful for roles that require niche skills or
expertise.

Advantages

1. Skilled and Experienced Candidates: Candidates sourced through professional

associations are often well-qualified and competent.
2. Targeted Approach: Organizations can focus recruitment efforts on members of

relevant associations.

3. Enhanced Credibility: Candidates are pre-vetted by professional bodies or peer

networks.

4. Networking Opportunities: Organizations can build relationships within the
industry for future hiring needs.

5. Supports Niche Recruitment: Ideal for highly specialized roles like chartered

accountants, engineers, or legal experts.

Limitations
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1. Limited Candidate Pool: Restricted to members of the association or network,

which may not cover all potential candidates.

2. Not Suitable for Entry-Level Recruitment: Often better for experienced or
specialized professionals rather than fresh graduates.

3. Time-Consuming: Recruitment via professional networks may take longer due to

reliance on events or recommendations.

4. Dependence on Associations: Availability of candidates depends on active
participation in the network.

5. Geographical Constraints: Some associations may have members concentrated
in specific regions, limiting reach.

Process

1. Identify Relevant Association: Choose industry-specific associations or
professional bodies.

2. Announce Vacancy: Post job openings in association newsletters, websites, or at
seminars.

3. Collect Applications / Referrals: Receive applications directly or through referrals
from association members.

4. Screen Candidates: Evaluate candidates based on qualifications, experience, and
certifications.

5. Selection and Appointment: Conduct interviews or assessments and issue

appointment letters to selected candidates.

Example

 A law firm recruits experienced lawyers through the Bar Council of India or local
bar associations.

 A construction company hires civil engineers through the Institution of Engineers
(India).

 A finance firm recruits certified accountants via the Institute of Chartered
Accountants of India (ICAI) network.
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Summary

Professional associations and networks are effective external sources for recruiting skilled
and specialized candidates. They ensure quality, credibility, and targeted recruitment,
especially for experienced or niche roles. However, they have limited reach, are less suitable
for entry-level positions, and may take longer to yield candidates.

Advantages of External Sources of Recruitment

External recruitment refers to hiring candidates from outside the organization to fill

vacancies. Using external sources has several benefits that help organizations gain new talent,
skills, and perspectives.

1. Access to a Larger Talent Pool

 Organizations can reach a wider range of candidates, both geographically and

professionally.

 Example: Posting a vacancy on Naukri.com allows applications from across the
country, increasing the chance of finding the best candidate.

2. Introduction of Fresh Ideas and Perspectives

 External candidates bring new knowledge, innovative thinking, and diverse
experiences, which can improve organizational performance.

 Example: Hiring a marketing manager from another company may introduce modern
marketing strategies not previously used.

3. Acquisition of Specialized Skills

 External recruitment helps fill positions that require specific expertise or technical
skills not available internally.

 Example: Recruiting a data scientist with expertise in AI or machine learning.

4. Competitive Advantage
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 By hiring top talent from the market, organizations can gain an edge over
competitors.

 Example: A software company hiring experienced developers from rival firms to

strengthen its project teams.

5. Supports Organizational Growth

 Essential when expanding operations, launching new products, or entering new

markets.

 Example: A retail chain hiring store managers externally to manage newly opened

outlets.

6. Encourages Diversity

 External recruitment allows organizations to hire candidates from different cultural,
educational, or professional backgrounds, promoting diversity.

 Example: Hiring employees from multiple states or countries to create a multicultural
workforce.

7. Avoids Internal Conflicts

 Reduces the risk of jealousy or rivalry that may occur with internal promotions or

transfers.

 Example: Hiring an external candidate for a managerial role prevents competition

among existing employees.

8. Helps in Filling Entry-Level Positions Quickly

 External sources, such as campus recruitment or walk-ins, help organizations rapidly
fill large numbers of junior or trainee positions.

 Example: IT companies hiring fresh graduates through campus drives for trainee

software developer roles.

Summary
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External recruitment expands the candidate pool, brings in fresh ideas, specialized skills,
and diversity, supports organizational growth, and provides a competitive edge. While it is

generally more costly and time-consuming than internal recruitment, its advantages make it

essential for senior, specialized, or expansion-related hiring.

Disadvantages of External Sources of Recruitment

While external recruitment brings in fresh talent and specialized skills, it also has several

limitations and challenges.

1. Higher Cost

 Recruiting externally often involves advertisement fees, agency charges, campus
recruitment expenses, and other recruitment-related costs.

 Example: Hiring through a head-hunting firm for senior management may cost 10–
15% of the candidate’s annual salary.

2. Time-Consuming Process

 Screening, interviewing, and selecting external candidates takes longer compared to

promoting internal employees.

 Example: Hiring for a managerial role through online portals may involve weeks of

application collection, shortlisting, and interviews.

3. Risk of Poor Cultural Fit

 External candidates may struggle to adapt to organizational culture, norms, and

practices.

 Example: A highly skilled professional may leave soon if they do not align with

company values or work environment.

4. Training and Orientation Requirement



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 92

 External hires often lack familiarity with company policies, processes, and
systems, requiring extensive onboarding and training.

 Example: Fresh graduates recruited from campus need orientation programs before

contributing effectively.

5. Potential Demotivation of Internal Employees

 Existing employees may feel overlooked for promotions or opportunities, leading

to low morale or dissatisfaction.

 Example: Hiring an external candidate as team leader instead of promoting an internal

employee may cause resentment.

6. Uncertainty of Performance

 Despite interviews and assessments, external hires may not perform as expected,

leading to recruitment failure.

 Example: A specialist recruited externally may underperform due to misalignment of
skills with organizational requirements.

7. Risk of Turnover

 External recruits, especially for senior or highly skilled positions, may leave for better
offers, resulting in high turnover.

 Example: Poaching from competitors may backfire if the employee leaves soon after

joining.

Summary

External recruitment brings in fresh skills, ideas, and diversity, but it also involves higher
costs, longer timeframes, training needs, and risks of poor fit or turnover. Organizations

must balance internal and external sources to optimize recruitment effectiveness.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 93

Selection Process

Selection is the process of choosing the most suitable candidate from a pool of applicants
for a specific job. Unlike recruitment, which is about attracting candidates, selection focuses
on identifying individuals who best fit the job requirements and organizational culture.

Meaning

 Selection is the systematic process of assessing, testing, and evaluating
candidates to determine their suitability for a particular role.

 It ensures that the right person is placed in the right job at the right time.

 Example: Choosing a software developer from 100 applicants based on skills,
aptitude, and cultural fit.

Objectives

1. Hire the Best Candidate: To select the candidate who matches the job
specifications most closely.

2. Reduce Employee Turnover: Ensures candidates are well-suited, reducing early

resignations.

3. Improve Organizational Productivity: Proper selection leads to efficient
performance and goal achievement.

4. Maintain Employee Morale: Fair selection fosters confidence and motivation
among new hires.

5. Support Organizational Growth: Provides qualified talent to meet current and

future business needs.

Steps in the Selection Process

1. Preliminary Screening
o Initial review of applications or resumes to eliminate unqualified candidates.

o Focus on basic qualifications, experience, and eligibility.
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2. Application Forms and Resumes
o Collect detailed information about the candidate’s education, experience,

skills, and achievements.

3. Employment Tests
o Conduct aptitude, technical, psychometric, or skill tests to assess

knowledge, abilities, and personality.

o Examples: IQ tests, coding tests, or sales aptitude tests.

4. Interview Process
o Personal or panel interviews to evaluate the candidate’s communication,

confidence, problem-solving, and cultural fit.

o Types: Structured, unstructured, behavioral, or technical interviews.

5. Reference and Background Checks
o Verify the candidate’s previous employment, qualifications, and character.
o Ensures authenticity and reduces risk of hiring unsuitable candidates.

6. Medical Examination
o Assess the candidate’s physical and mental fitness for the job.

o Important for roles requiring physical labor or safety-sensitive positions.

7. Final Selection
o Select the candidate based on overall performance in tests, interviews, and

verifications.

o Decision is made by the HR manager or selection committee.

8. Job Offer
o Issue an appointment letter detailing salary, job title, roles, and joining date.

9. Induction / Orientation
o Introduce the candidate to the organization, team, and work culture to

ensure smooth integration.

Factors Affecting the Selection Process

1. Job requirements and specifications.

2. Organizational policies and culture.
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3. Quality and number of applicants.

4. Cost and time constraints.

5. Legal and ethical considerations.

Summary

The selection process is a critical HR function that ensures the organization hires the right
candidate. A systematic selection process reduces turnover, improves productivity, and
enhances employee morale, while also supporting long-term organizational growth.

Curriculum Vitae (CV)

A Curriculum Vitae (CV) is a comprehensive document that presents an individual’s
educational background, work experience, skills, achievements, and other professional
details. It is often used in the recruitment and selection process to evaluate a candidate’s

suitability for a job.

Meaning

 The term Curriculum Vitae is Latin for “course of life”.

 A CV provides a detailed overview of an individual’s professional journey, unlike

a resume, which is usually brief and tailored for a specific position.

 Example: A candidate applying for a research position submits a CV detailing
education, publications, projects, and professional experience.

Purpose

1. Provide Complete Information: Offers detailed insights into qualifications, skills,
and achievements.

2. Assist in Screening: Helps HR managers preliminary screen candidates based on

eligibility and experience.
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3. Highlight Professional Achievements: Showcases career accomplishments,
certifications, and recognitions.

4. Serve as a Reference Document: Used for future career opportunities,
promotions, or academic positions.

5. Support Selection Decisions: Facilitates shortlisting candidates for interviews or
assessments.

Contents of a CV

1. Personal Details: Name, contact information, date of birth, and address.

2. Career Objective / Summary: A brief statement of professional goals or summary
of experience.

3. Educational Qualifications: Schools, colleges, degrees, and certifications.

4. Work Experience: Previous employers, job titles, responsibilities, and achievements.

5. Skills: Technical, managerial, or soft skills relevant to the role.

6. Achievements and Awards: Recognitions, honors, or certifications.

7. Publications / Research Work: For academic or research-oriented positions.

8. References: Contact details of previous employers or professional mentors who

can vouch for the candidate.

Types of CV

1. Chronological CV: Lists experience and education in reverse chronological order.
2. Functional CV: Focuses on skills and competencies, rather than chronological

work history.

3. Combined CV: Blends chronological and functional formats to highlight both skills

and experience.

Advantages

1. Comprehensive Overview: Provides a complete picture of the candidate’s
qualifications and experience.

2. Useful for Screening: Facilitates efficient shortlisting of candidates.
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3. Showcases Achievements: Highlights unique accomplishments that may not be

evident in resumes.

4. Professional Impression: A well-structured CV creates a positive impression on
recruiters.

5. Documentation for Records: Serves as a record of employment history for future

reference.

Limitations

1. Time-Consuming to Prepare: Preparing a detailed CV can take considerable
effort.

2. May Contain Irrelevant Details: Overly detailed CVs may include information not
relevant to the job.

3. Difficult to Compare: Large, comprehensive CVs can be harder to quickly
compare among multiple candidates.

4. Potential for Misrepresentation: Candidates may exaggerate skills or
achievements.

Summary

A Curriculum Vitae is a key document in recruitment and selection that provides a detailed

overview of a candidate’s education, experience, skills, and achievements. It helps HR

managers screen candidates, make informed decisions, and maintain records, though

it requires careful preparation and evaluation to ensure relevance and accuracy.

Tests in Selection Process

Tests are formal tools used by organizations during the selection process to assess the
abilities, skills, personality, and suitability of candidates for a specific job. Tests help

objectively evaluate candidates and minimize bias in recruitment decisions.

Meaning
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 A test is a standardized procedure designed to measure a candidate’s knowledge,
skills, abilities, or personality traits relevant to job performance.

 Example: An IT company may conduct a programming aptitude test to assess

coding skills of software developer candidates.

Purpose

1. Assess Candidate Competence: Measure knowledge, skills, and abilities required

for the job.

2. Predict Job Performance: Help determine how well a candidate may perform in
real job scenarios.

3. Reduce Recruitment Errors: Objective assessment reduces the risk of selecting
unsuitable candidates.

4. Support Fair Selection: Ensures equal opportunity by applying standardized

evaluation.

5. Identify Training Needs: Tests reveal areas where new hires may need training or
development.

Types of Tests

1. Aptitude / Ability Tests

Aptitude or Ability Tests are designed to measure a candidate’s inherent mental
capabilities, reasoning skills, and problem-solving abilities relevant to the job. They assess

a candidate’s potential to learn, adapt, and perform in specific roles rather than prior

knowledge alone.

Meaning

 Aptitude tests evaluate a candidate’s general intelligence, logical reasoning,
numerical ability, verbal ability, and analytical skills.

 Example: A managerial trainee candidate may be tested for logical reasoning and
numerical problem-solving to determine suitability for decision-making roles.
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Purpose

1. Assess General Intelligence: Determine the candidate’s capacity to think logically
and analytically.

2. Predict Job Performance: Identify candidates with high potential to succeed in the

role.

3. Support Objective Selection: Provides an unbiased evaluation based on

standardized testing.

4. Identify Learning Ability: Helps determine quick learners or adaptable candidates
for dynamic job roles.

5. Shortlist Suitable Candidates: Useful for preliminary screening of a large number

of applicants.

Components of Aptitude / Ability Tests

1. Numerical Ability: Tests arithmetic, number series, percentages, ratios, and
problem-solving.

o Example: “If 5 machines take 5 hours to complete a task, how long will 10

machines take?”

2. Verbal Ability: Measures grammar, comprehension, vocabulary, and
communication skills.

o Example: Synonyms, antonyms, sentence correction, or reading

comprehension questions.

3. Logical / Abstract Reasoning: Tests pattern recognition, relationships, and
problem-solving ability.

o Example: Identify the missing figure in a sequence of diagrams.

4. Spatial / Mechanical Ability: Assesses ability to visualize and manipulate objects
mentally (common for engineering or technical roles).

o Example: Rotating 3D shapes mentally to match a given diagram.

5. Critical Thinking / Analytical Ability: Measures ability to analyze information and
make decisions.

o Example: Interpret data from a table or graph to answer questions.
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Advantages

1. Objective Assessment: Provides a standardized evaluation of candidates.

2. Predictive of Job Performance: Aptitude is often linked to success in learning and
adapting to job tasks.

3. Time-Efficient Screening: Helps shortlist suitable candidates from a large

applicant pool.

4. Versatile: Can be used for entry-level, managerial, or specialized roles.

Limitations

1. Does Not Measure Personality: Aptitude tests cannot assess motivation, attitude,
or cultural fit.

2. May Cause Stress: Time-bound or difficult tests can stress candidates, affecting

performance.

3. Requires Standardization: Must be carefully designed and validated for reliability.

4. Not a Complete Predictor: Aptitude alone cannot guarantee overall job success.

Example

 An IT company conducting numerical and logical reasoning tests for fresh

graduates during campus recruitment.

 A bank administering an aptitude test to evaluate problem-solving and analytical

skills of clerical applicants.

Summary

Aptitude / Ability Tests are essential tools in the selection process that objectively assess

mental capabilities, problem-solving skills, and learning potential. They are particularly

useful for shortlisting large applicant pools and predicting future job performance, though

they must be complemented with interviews and personality assessments for complete

evaluation.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 101

2. Technical / Skill Tests

Technical or Skill Tests are designed to assess a candidate’s job-specific knowledge,
expertise, and practical skills required to perform a particular role effectively. Unlike aptitude

tests, which measure general ability, technical tests evaluate practical competence in a
specific domain.

Meaning

 These tests determine whether candidates possess the technical know-how or
professional skills necessary for the job.

 Example: A software developer may be tested on coding in Java or Python, while an

accountant may take a financial accounting test.

Purpose

1. Assess Job-Specific Competence: Ensure candidates can perform the technical
tasks of the role.

2. Verify Practical Knowledge: Evaluate candidates’ hands-on experience and skill
level.

3. Reduce Recruitment Errors: Identify candidates who lack essential skills before

hiring.

4. Support Objective Selection: Provides measurable evidence of technical
proficiency.

5. Identify Training Needs: Highlights areas where the candidate may require further
training or development.

Types of Technical / Skill Tests

1. Trade or Vocational Tests: Assess hands-on proficiency in skilled trades.

o Example: Welding test for a welder, electrical circuit assembly for an

electrician.

2. Computer / Software Tests: Evaluate technical skills using software or IT tools.
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o Example: Coding test for programmers, Excel test for analysts.

3. Job Simulation / Practical Exercises: Candidates perform tasks similar to the
actual job.

o Example: Drafting a marketing plan, preparing a financial report, or designing a

blueprint.

4. Written Knowledge Tests: Assess technical knowledge through theoretical
questions.

o Example: Multiple-choice or short-answer questions on engineering principles,

accounting standards, or IT concepts.

Advantages

1. Direct Measurement of Skills: Confirms whether candidates can actually perform
job-related tasks.

2. Reduces Recruitment Mistakes: Minimizes hiring unqualified candidates.

3. Supports Objective Decision-Making: Provides quantifiable results to guide

selection.

4. Identifies Training Needs: Helps design induction and skill development
programs.

5. Predictive of Job Performance: High correlation between test results and actual on-
the-job effectiveness.

Limitations

1. Time-Consuming: Practical tests may require more time to conduct and evaluate.

2. Resource-Intensive: Needs equipment, labs, or software tools for realistic testing.

3. Limited Scope: May not assess soft skills, attitude, or cultural fit.
4. Stress on Candidates: Some candidates may underperform due to nervousness

during practical tests.

5. Not Always Standardized: Differences in test design may affect fairness and
reliability.
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Example

 A software firm conducts a coding test to assess candidates’ proficiency in Python,

Java, or SQL.

 A construction company administers a practical carpentry test to evaluate hands-on

skills of carpenter applicants.

 A finance firm tests candidates with accounting problems to verify knowledge of

taxation and financial statements.

Summary

Technical / Skill Tests are crucial in evaluating job-specific competence, ensuring that

candidates have the required expertise and practical ability to perform effectively. While

highly effective in predicting performance, they need to be well-designed, standardized,
and supplemented with interviews or personality assessments for comprehensive

candidate evaluation.

3. Personality / Psychometric Tests

Personality or Psychometric Tests are designed to measure a candidate’s behavioral
traits, emotional intelligence, attitudes, and psychological characteristics. Unlike

aptitude or technical tests, these assess how a person thinks, behaves, and reacts in various
situations, which helps predict job fit, work style, and team compatibility.

Meaning

 Psychometric tests provide objective insights into a candidate’s personality,
motivations, and behavioral tendencies.

 Example: A sales executive may undergo a psychometric test to evaluate
extroversion, persuasion skills, and stress tolerance.

Purpose
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1. Assess Behavioral Traits: Measure qualities such as leadership, teamwork,
reliability, and initiative.

2. Predict Cultural Fit: Determine whether the candidate’s values and personality
align with the organization.

3. Enhance Job Matching: Identify candidates best suited for specific roles based on

personality and behavior.

4. Support Fair and Objective Selection: Reduces bias in recruitment decisions.

5. Identify Development Needs: Helps design training, coaching, and performance
improvement plans.

Types of Personality / Psychometric Tests

1. Personality Inventories
o Measure traits like extroversion, openness, conscientiousness,

agreeableness, and neuroticism.

o Example: Big Five Personality Test.
2. Interest and Attitude Tests

o Assess preferences, motivations, and attitude toward work.

o Example: Job Interest Survey for choosing suitable career paths.

3. Emotional Intelligence (EI) Tests
o Evaluate self-awareness, empathy, stress management, and interpersonal

skills.

o Example: Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT).

4. Aptitude-Based Psychometric Tests
o Combine cognitive ability testing with personality profiling.

o Example: Tests measuring logical reasoning plus stress tolerance.

5. Situational Judgment Tests (SJT)
o Present hypothetical workplace scenarios to evaluate decision-making and

behavior.

o Example: “How would you handle a conflict between team members?”

Advantages



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 105

1. Predicts Job Fit: Helps identify candidates likely to perform well and adapt to
organizational culture.

2. Objective Evaluation: Standardized tests reduce recruiter bias.

3. Supports Leadership and Development Planning: Useful for succession planning
and talent development.

4. Improves Team Compatibility: Helps in building balanced teams with

complementary traits.

5. Identifies Hidden Potential: Reveals qualities not easily observable in interviews.

Limitations

1. Complex Interpretation: Requires trained psychologists or HR professionals for

accurate analysis.

2. Costly: Standardized psychometric tests may require licensing or specialized
software.

3. May Not Reflect Actual Behavior: Some candidates may respond strategically or
inaccurately.

4. Time-Consuming: Tests can take 30–90 minutes, which may be challenging in mass

recruitment.

5. Not a Sole Criterion: Must be used in combination with interviews, tests, and
references for effective selection.

Example

 A managerial trainee candidate undergoes a Big Five personality test to assess

leadership potential, teamwork, and stress tolerance.

 Customer service representatives are evaluated using emotional intelligence tests
to predict handling of client interactions.

 A marketing firm uses situational judgment tests to assess decision-making skills in

campaign planning scenarios.

Summary
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Personality / Psychometric Tests are essential for assessing behavioral traits, emotional
intelligence, and job fit. They help organizations predict performance, team compatibility,
and long-term potential, although they must be interpreted carefully and used alongside
other selection tools.

4. Trade / Proficiency Tests

Trade or Proficiency Tests are practical assessments used to measure a candidate’s skill
level, expertise, and competency in performing specific job-related tasks. These tests are

commonly used forskilled, semi-skilled, and technical jobs, where hands-on ability is critical.

Meaning

 Trade tests evaluate whether a candidate can competently perform the essential
tasks required for a specific trade or profession.

 Example: A welder may be asked to perform welding tasks on sample materials to

demonstrate proficiency.

Purpose

1. Assess Practical Competence: Ensure candidates possess necessary skills for

the role.

2. Objective Evaluation: Provides a quantifiable and observable measure of skill

performance.

3. Reduce Recruitment Errors: Helps avoid hiring candidates lacking essential
practical abilities.

4. Identify Training Needs: Highlights areas requiring additional skill development.
5. Support Job Matching: Confirms candidates are suitable for the specific technical

role.

Types of Trade / Proficiency Tests

1. Hands-on Skill Tests
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o Candidates perform real tasks or exercises related to the job.

o Example: Electricians wiring circuits, carpenters building a sample cabinet.

2. Simulated Work Tasks
o Use controlled simulations of job situations to evaluate performance.

o Example: Customer service role-playing scenarios or machinery operation

simulators.

3. Written or Theoretical Tests
o Assess technical knowledge and understanding of tools, processes, or

procedures.

o Example: Multiple-choice questions on plumbing codes or electrical safety.

4. Certification or Trade Exams
o Evaluate skills based on industry-recognized standards.

o Example: Certification exams for HVAC technicians, accountants, or IT

specialists.

Advantages

1. Direct Assessment of Skills: Confirms candidates can perform actual job tasks.

2. Reduces Recruitment Errors: Minimizes hiring of unskilled candidates.

3. Objective Evaluation: Based on observable performance rather than self-
reported abilities.

4. Predictive of Job Success: Strong correlation with on-the-job effectiveness.

5. Supports Training Needs Identification: Highlights gaps in candidate skills for

targeted development.

Limitations

1. Resource-Intensive: Requires equipment, materials, and skilled evaluators to

conduct tests.

2. Time-Consuming: Practical tests may take considerable time to administer and
assess.
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3. Limited Scope: Focuses on technical skills but may overlook soft skills or
attitude.

4. Candidate Nervousness: Some candidates may underperform due to test anxiety.

5. Not Always Standardized: Variations in test design or evaluation criteria may affect
fairness and reliability.

Example

 A construction company tests masons by having them build a brick wall according

to specifications.

 A bank conducts cash handling and accounting tests for clerical positions.

 An IT company asks software testers to identify bugs in a sample application to

evaluate proficiency.

Summary

Trade / Proficiency Tests are critical in evaluating hands-on skills and practical
competence, particularly for technical or skilled jobs. They ensure that candidates can perform
job tasks effectively, although they require resources, standardization, and
complementary assessment tools for comprehensive evaluation.

5. Work Sample / Simulation Tests

Work Sample or Simulation Tests are selection tools where candidates are asked to
perform tasks or activities that closely resemble the actual job. These tests assess

practical ability, problem-solving, and decision-making skills in a controlled environment,

providing a realistic measure of job performance.

Meaning

 Work sample tests evaluate a candidate’s ability to perform job-related tasks under
conditions similar to the actual work environment.

 Example: A marketing executive may create a sample marketing campaign or a

customer service representative may handle a mock client call.
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Purpose

1. Assess Job-Related Skills: Evaluate practical competence in performing specific
tasks.

2. Predict Future Performance: Simulates real job situations to forecast on-the-job
effectiveness.

3. Reduce Recruitment Errors: Minimizes the risk of hiring candidates unable to
perform job tasks.

4. Measure Decision-Making and Problem-Solving: Tests candidate judgment,
efficiency, and creativity.

5. Provide Objective Evidence: Observed performance offers reliable assessment
data.

Types of Work Sample / Simulation Tests

1. Practical Tasks
o Candidates perform tasks identical to the job.

o Example: A chef preparing a dish, a mechanic repairing a machine.

2. In-Basket Exercises
o Candidates handle a collection of tasks, emails, or memos to prioritize and

act on.

o Example: A manager decides which tasks require immediate attention from a

set of simulated requests.

3. Role-Play Exercises
o Simulate interpersonal or client interactions.

o Example: Customer service representative resolving a complaint in a role-play

scenario.

4. Job Simulations / Virtual Simulations
o Use software or virtual environments to simulate real job situations.

o Example: Airline pilots using flight simulators; IT professionals debugging a

simulated network problem.

5. Presentations / Case Studies
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o Candidates analyze a business problem and present solutions.

o Example: MBA candidates preparing a strategic plan for a case study

company.

Advantages

1. Realistic Assessment: Closely mirrors actual job requirements.

2. Predictive of Job Performance: High correlation with on-the-job success.

3. Objective Evaluation: Performance is observed and measured rather than self-

reported.

4. Reveals Problem-Solving Skills: Demonstrates decision-making, creativity, and
time management.

5. Useful for All Levels: Applicable for entry-level to managerial positions.

Limitations

1. Resource-Intensive: Requires time, materials, equipment, and trained
evaluators.

2. Costly: Simulation setups, virtual tools, or practical environments can be expensive
to administer.

3. Limited Scope: Primarily focuses on technical or task-based skills, may not

capture personality or cultural fit.

4. Stressful for Candidates: Performance may be affected by test anxiety or
unfamiliar simulated environment.

5. Time-Consuming: Detailed simulations require longer administration and
assessment time.

Example

 A sales candidate gives a mock sales pitch to evaluate persuasion and

communication skills.

 A management trainee completes an in-basket exercise handling emails and

requests like a real manager.
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 A software developer debugs a simulated program to assess coding and problem-

solving skills.

Summary

Work Sample / Simulation Tests are highly effective in evaluating practical skills, decision-
making, and job readiness. They provide realistic, objective, and predictive assessments
of candidate performance, but they require resources, planning, and complementary
evaluation tools for comprehensive selection.

6. Situational Judgment Tests (SJT)

Situational Judgment Tests (SJT) are assessment tools in which candidates are presented

with hypothetical, job-related situations and are asked to choose the most appropriate

response or rank possible actions. These tests evaluate decision-making, problem- solving,
interpersonal skills, and behavioral tendencies relevant to the role.

Meaning

 SJTs assess how candidates respond to realistic workplace scenarios rather than

simply testing knowledge or technical skills.

 Example: A customer service applicant may be asked: “A client complains about a
delayed shipment. How would you handle the situation?”

Purpose

1. Evaluate Behavioral Competence: Measure decision-making, judgment, and
problem-solving skills.

2. Predict Job Performance: Identify candidates likely to handle workplace situations
effectively.

3. Assess Soft Skills: Examine communication, teamwork, conflict resolution, and
adaptability.

4. Support Fair and Objective Selection: Standardized scenarios reduce recruiter
bias.
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5. Identify Leadership or Management Potential: SJTs reveal strategic thinking and
prioritization abilities.

Types of Situational Judgment Tests

1. Multiple-Choice SJTs
o Candidates select the best or worst course of action from a list of options.

o Example: Choose the most effective way to resolve a team conflict.

2. Rank-Order SJTs
o Candidates rank responses in order of effectiveness.

o Example: Rank actions from most to least appropriate in handling an ethical

dilemma.

3. Open-Ended SJTs
o Candidates write their response to a scenario.

o Example: Describe how you would handle a dissatisfied client during peak

hours.

4. Computer-Based Simulations
o Interactive scenarios simulate dynamic workplace situations.

o Example: Virtual call center simulation to evaluate customer interaction skills.

Advantages

1. Realistic Assessment: Reflects actual workplace challenges and decision-
making requirements.

2. Predictive of Job Performance: High correlation with behavioral effectiveness on
the job.

3. Objective and Standardized: Reduces subjectivity and bias in evaluation.

4. Assesses Soft Skills: Evaluates communication, leadership, teamwork, and
problem-solving.

5. Versatile: Applicable for all levels, from entry-level employees to managers.

Limitations
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1. Time-Consuming to Design: Developing valid and reliable scenarios requires

careful planning and expertise.

2. Candidate Interpretation: Responses may vary due to personal judgment or
cultural differences.

3. Limited Scope: May not measure technical skills or detailed job knowledge.

4. Requires Standardization: Scoring and evaluation must be consistent and
validated.

5. May Not Capture Real Behavior: Candidates may respond strategically rather
than authentically.

Example

 A HR manager position: “You notice a conflict between two team members affecting
project delivery. What steps would you take to resolve it?”

 A customer service role: “A client threatens to cancel a contract due to delayed
service. How would you respond?”

Summary

Situational Judgment Tests (SJT) arehighly effective in evaluating behavioral competencies,
decision-making, and problem-solving skills in realistic scenarios. They predict job
performance, assess soft skills, and reduce bias, but they require careful design,
standardization, and complementary assessment tools for a comprehensive selection

process.

7. Integrity / Honesty Tests

Integrity or Honesty Tests are designed to measure a candidate’s reliability, ethical
behavior, and trustworthiness. These tests are particularly important for roles that involve

financial responsibility, handling confidential information, or positions requiring high
ethical standards.

Meaning
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 Integrity tests assess a candidate’s tendency to follow rules, be honest, avoid
unethical behavior, andmaintain reliability at work.

 Example: A bank may use an integrity test to evaluate whether a clerk is likely to

engage in theft or fraud.

Purpose

1. Predict Ethical Behavior: Assess the likelihood of rule-following and honest
conduct.

2. Reduce Risk of Fraud or Misconduct: Helps organizations hire trustworthy
employees.

3. Support Objective Selection: Standardized evaluation reduces bias and
subjectivity.

4. Identify Reliable Candidates: Ensures candidates are responsible and
dependable in sensitive roles.

5. Complement Other Selection Tools: Provides additional insight into character and
integrity beyond interviews or resumes.

Types of Integrity / Honesty Tests

1. Overt Integrity Tests
o Directly ask about attitudes toward theft, rule-breaking, or unethical

behavior.
o Example: “Have you ever taken office supplies for personal use without

permission?”

2. Personality-Based (Covert) Integrity Tests
o Assess traits related to integrity indirectly, such as conscientiousness,

reliability, and dependability.

o Example: Questions about responsibility, attention to detail, and adherence
to rules.

3. Situational / Scenario-Based Tests
o Present hypothetical workplace situations to evaluate candidate responses.
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o Example: “If you noticed a colleague misreporting work hours, how would you

respond?”

Advantages

1. Predictive of Ethical Behavior: Helps identify candidates less likely to engage in
theft, fraud, or misconduct.

2. Reduces Recruitment Risk: Protects the organization from financial, legal, and
reputational losses.

3. Objective Evaluation: Standardized tests provide measurable results.

4. Useful for Sensitive Roles: Essential for positions handling cash, confidential
data, or security responsibilities.

5. Supports Long-Term Reliability: Enhances chances of hiring trustworthy,
responsible employees.

Limitations

1. Potential for Faking: Candidates may provide socially desirable answers to

appear honest.

2. Cultural Bias: Questions may be interpreted differently across cultures or social
contexts.

3. Limited Scope: Does not assess technical skills, job knowledge, or cognitive
abilities.

4. Legal and Ethical Concerns: Certain questions may violate privacy or
employment laws if not properly designed.

5. Requires Complementary Tools: Should be used alongside interviews, reference
checks, and other assessments.

Example

 Banks or financial institutions administer integrity tests to clerks handling cash

transactions.

 Security firms test employees for honesty and rule-following tendencies.
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 Organizations handling sensitive data assess IT personnel for ethical decision-
making in data management scenarios.

Summary

Integrity / Honesty Tests are critical for assessing ethical behavior, reliability, and
trustworthiness, particularly for sensitive roles. They reduce the risk of misconduct, fraud,
and workplace issues, but must be carefully designed, standardized, and used in
combination with other selection tools to ensure accuracy and fairness.

Employment Interview

An employment interview is a face-to-face or virtual interaction between the employer
(interviewer) and candidate (interviewee) to evaluate the candidate’s suitability for a job. It is

one of the most commonly used tools in the selection process.

Meaning

 An interview is a formal conversation where the interviewer assesses the

candidate’s skills, knowledge, experience, personality, and cultural fit.
 Example: A marketing manager position may require the candidate to discuss prior

campaigns, problem-solving approaches, and teamwork experience.

Purpose

1. Assess Competence: Evaluate knowledge, skills, and experience relevant to the

role.

2. Evaluate Personality and Attitude: Assess behavior, communication, and
cultural fit.

3. Clarify Resume Details: Verify accuracy of information provided in CV or
application.

4. Predict Job Performance: Judge how the candidate may perform under work
conditions.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 117

5. Facilitate Mutual Understanding: Helps candidates understand job role,
expectations, and organizational culture.

KINDS OF EMPLOYMENT INTERVIEW

1. Structured Interview

Structured Interview is a type of employment interview in which the interviewer asks pre-
determined questions in a fixed sequence to all candidates. The purpose is to ensure
consistency, fairness, and objectivity in evaluating candidates.

Meaning

 In a structured interview, every candidate is asked the same set of questions, often

with predefined scoring or evaluation criteria.

 Example: For a customer service role, all candidates might be asked:

1. “How would you handle an angry customer?”

2. “Describe a time when you successfully resolved a conflict at work.”

Purpose

1. Ensure Objectivity: Reduces interviewer bias by asking the same questions to all
candidates.

2. Compare Candidates Fairly: Standardized responses allow easy comparison
between candidates.

3. Predict Job Performance: Questions are designed to assess competencies and
skills relevant to the job.

4. Save Time: Predefined questions streamline the interview process.

5. Support Legal Compliance: Structured format reduces risks of discriminatory
questioning.

Features

 Pre-determined questions and sequence.
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 Scoring or evaluation criteria defined in advance.

 Focuses on job-related skills, knowledge, and behavior.
 Typically formal and standardized.

 Often used for high-volume recruitment or critical roles.

Advantages

1. Objective and Fair: Reduces personal bias of the interviewer.

2. Easy Comparison: Simplifies ranking and selection of candidates.

3. Focus on Job-Relevant Skills: Questions are aligned with job requirements.

4. Efficient Screening: Saves time when interviewing many candidates.

5. Minimizes Legal Risk: Standardization reduces discrimination claims.

Limitations

1. Rigid: Limited flexibility to explore unique responses or probe further.
2. Less Personal Interaction: May fail to capture personality, attitude, or cultural fit.
3. May Miss Spontaneity: Candidates’ creativity or problem-solving style may not be

fully observed.

4. Preparation Dependent: Interviewer must prepare questions carefully to ensure

relevance.

Example

 A bank conducting recruitment for clerical positions uses a structured interview with

questions on handling customer complaints, cash transactions, and team collaboration.

 An IT company interviewing software developers uses a structured format to ask

about coding experience, problem-solving approach, and familiarity with programming

languages.

Summary
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Structured Interviews are formal, consistent, and objective, making them highly effective

for fair assessment and comparison of candidates. They are particularly suitable for roles
requiring specific skills and competencies, though they may lack flexibility to explore
unique candidate traits.

2. Unstructured Interview

Unstructured Interview is a type of employment interview where the interviewer does not
follow a predetermined set of questions. Instead, the conversation flows naturally, allowing

the interviewer toexplore candidate responses, experiences, and personality traits freely.

Meaning

 In an unstructured interview, questions are informal and flexible, and may vary from

candidate to candidate.

 Example: For a marketing role, the interviewer may start by asking about previous

work experience and then follow up with spontaneous questions based on the

candidate’s responses.

Purpose

1. Assess Personality and Attitude: Evaluates communication skills, confidence,
motivation, and cultural fit.

2. Explore Experiences in Depth: Allows candidates to elaborate on past work,
achievements, and problem-solving approaches.

3. Flexibility in Interaction: Enables the interviewer to probe areas of interest or
concern in real-time.

4. Evaluate Spontaneous Thinking: Observes how candidates think and respond
under natural conversation.

5. Build Rapport: Creates a comfortable environment that may reveal hidden strengths

or potential.
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Features

 No fixed set of questions.

 Flow of conversation depends on candidate responses.

 Focuses on personality, behavior, and interpersonal skills.

 Less formal, often interactive and conversational.
 Requires experienced interviewer to guide discussion effectively.

Advantages

1. Flexible: Interviewer can adapt questions based on candidate responses.

2. Reveals Personality: Provides insight into communication style, confidence, and
interpersonal skills.

3. Explores Depth: Allows detailed discussion of candidate experiences,
achievements, and motivations.

4. Builds Rapport: Comfortable setting encourages honest and open responses.

5. Useful for Creative Roles: Helps assess problem-solving, creativity, and
innovative thinking.

Limitations

1. Subjective: High risk of interviewer bias and inconsistent evaluation.

2. Difficult Comparison: Responses vary, making candidate comparison
challenging.

3. Time-Consuming: May take longer than structured interviews.

4. Less Predictive: May not reliably predict job-specific performance.

5. Dependent on Interviewer Skill: Effectiveness relies on experience and judgment
of the interviewer.

Example
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 A startup interviewing candidates for a creative content writer position uses

unstructured interviews to explore writing experience, ideas, and problem-solving

approaches.

 An HR manager converses freely with a managerial trainee to understand leadership
style, interpersonal skills, and motivation.

Summary

Unstructured Interviews are informal, flexible, and exploratory, making them ideal for

assessing personality, creativity, and interpersonal skills. However, they are subjective,
time-consuming, and less standardized, so they are often combined with structured
assessments for balanced selection decisions.

3. Semi-Structured Interview

Semi-Structured Interview is a type of employment interview that combines elements of
both structured and unstructured interviews. The interviewer uses a pre-determined set
of questions but is free to probe further or ask follow-up questions based on the candidate’s

responses.

Meaning

 In a semi-structured interview, the interviewer follows a framework of key questions
while allowing flexibility to explore candidate answers in depth.

 Example: For a project manager position, the interviewer may start with:

1. “Describe your experience managing project timelines.”

2. Based on the response, the interviewer may ask spontaneously: “How did you

handle conflicts among team members during that project?”

Purpose

1. Assess Skills and Personality: Measures both technical competence and
interpersonal qualities.
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2. Provide Flexibility: Allows the interviewer to explore unique experiences or
situations not covered in the pre-set questions.

3. Facilitate Comparison: Maintains some standardization for evaluating multiple
candidates.

4. Predict Job Performance: Assesses how candidates may handle real job
situations and challenges.

5. Encourage Detailed Responses: Provides candidates an opportunity to elaborate
on achievements and problem-solving.

Features

 Uses a framework of pre-determined questions.

 Allows probing, follow-ups, and spontaneous questions.

 Focuses on job-related skills and personality traits.

 Balances objectivity and flexibility.

 Suitable for mid-level and managerial positions.

Advantages

1. Balanced Approach: Combines structure for comparison and flexibility for
exploration.

2. Detailed Insight: Reveals candidate’s skills, experiences, and problem-solving
abilities.

3. Predictive of Performance: Useful for assessing both technical and behavioral
competencies.

4. Flexible but Standardized: Maintains fairness while allowing depth of discussion.

5. Encourages Dialogue: Enables a more natural conversation than purely structured

interviews.

Limitations

1. Requires Skilled Interviewer: Effectiveness depends on interviewer’s ability to
probe appropriately.
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2. Time-Consuming: Detailed discussions may take longer than structured
interviews.

3. Potential for Bias: Flexibility may introduce subjective evaluation if not managed

carefully.

4. Limited Comparability: Some responses may be difficult to evaluate uniformly.

5. Preparation Needed: Interviewers must prepare key questions and scoring
criteria in advance.

Example

 A software company interviewing a team lead uses a semi-structured interview:

o Pre-determined questions on team management and technical expertise.

o Follow-up questions explore conflict resolution, innovation, and leadership
style.

 An HR manager assessing a managerial trainee may start with standard behavioral
questions and probe further based on responses.

Summary

Semi-Structured Interviews provide a balanced approach to candidate assessment,
combining standardization with flexibility. They are particularly effective for mid-level and
managerial roles, where evaluating both skills and behavioral competencies is essential.

4. Panel Interview

Panel Interview is a type of employment interview in which a candidate is interviewed by
multiple interviewers simultaneously, usually representing different functions such as HR,

technical experts, and department heads. This method provides a comprehensive assessment
from multiple perspectives.

Meaning

 In a panel interview, the candidate faces a group of interviewers who ask questions,

evaluate responses, and discuss the candidate’s suitability collectively.
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 Example: For a senior manager position, a panel may include the HR manager, the

operations head, and a senior team member to assess skills, leadership, and cultural
fit.

Purpose

1. Obtain Multiple Perspectives: Ensuresbalanced evaluation by involving interviewers

from different departments.

2. Reduce Individual Bias: Decisions are based on collective judgment rather than a

single interviewer’s opinion.

3. Assess Comprehensive Competencies: Evaluates technical knowledge,
behavioral traits, communication, and interpersonal skills.

4. Predict Job Performance: Multiple viewpoints help predict suitability for complex
roles.

5. Ensure Formality and Objectivity: Maintains a professional and structured
assessment process.

Features

 Conducted by a group of 2–5 interviewers.

 Questions may be structured, unstructured, or a combination.

 Suitable for senior, technical, or high-responsibility roles.

 Evaluation is collective, often followed by discussion and scoring.

 Focuses on skills, personality, and overall fit.

Advantages

1. Reduces Bias: Collective evaluation decreases the impact of personal prejudice.

2. Comprehensive Assessment: Panel members assess different aspects of the
candidate’s suitability.

3. Time-Efficient: Multiple interviewers evaluate in one session.

4. Increases Fairness: Decisions are more balanced and credible.
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5. Encourages Professionalism: Candidates respond seriously to a formal panel
setup.

Limitations

1. Intimidating for Candidates: Presence of multiple interviewers may cause stress or
nervousness.

2. Coordination Required: Panel scheduling and consensus on evaluation require

careful planning.

3. Potential Conflicts Among Panelists: Differences in evaluation may delay
decision-making.

4. Time-Consuming Preparation: Panel members must review resumes and prepare
questions in advance.

5. Less Personal Interaction: Candidate may struggle to establish rapport with all

panelists simultaneously.

Example

 A multinational company recruiting a project manager conducts a panel interview with:

o HR representative to assess personality and cultural fit.
o Technical manager to evaluate role-specific expertise.

o Operations head to assess leadership and problem-solving skills.

 A university hiring a faculty member may include the department head, senior professor,

and HR officer in a panel interview to evaluate academic knowledge, teaching ability,
and interpersonal skills.

Summary

Panel Interviews are effective for high-responsibility or technical roles as they provide a

balanced, multi-dimensional assessment. While they are time-efficient and reduce bias,

candidates may feel intimidated, and coordination among panel members is essential for smooth

execution.
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5. Group Interview

Group Interview is a type of employment interview in which multiple candidates are
interviewed simultaneously, usually to assess their communication, teamwork, leadership,
and problem-solving skills. This method is particularly useful for roles that require

collaboration, decision-making, and interaction with others.

Meaning

 In a group interview, candidates participate in discussions, exercises, or activities
together while being observed by one or more interviewers.

 Example: For a customer service team, several candidates may role-play handling
customer complaints in a group scenario.

Purpose

1. Assess Teamwork: Evaluate how candidates interact and collaborate with peers.

2. Evaluate Leadership and Initiative: Observe candidates taking charge or guiding
group activities.

3. Measure Communication Skills: Assess clarity, persuasion, and listening
abilities.

4. Predict Job Performance in Group Settings: Determine fit for roles requiring
interaction or coordination.

5. Facilitate Efficient Screening: Multiple candidates are assessed simultaneously,

saving time.

Features

 Conducted with several candidates at the same time.

 Includes group discussions, problem-solving tasks, or role-plays.

 Observed by one or more interviewers.

 Focuses on behavioral, interpersonal, and cognitive skills.

 Often used for entry-level or managerial positions requiring teamwork.
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Advantages

1. Assesses Interpersonal Skills: Reveals teamwork, communication, and
leadership abilities.

2. Time-Efficient: Multiple candidates are evaluated in a single session.

3. Simulates Real Work Environment: Observes candidates in collaborative
situations similar to the job.

4. Highlights Natural Leaders: Identifies candidates who take initiative and guide
others effectively.

5. Fair Observation: All candidates are assessed under similar conditions.

Limitations

1. May Be Stressful for Candidates: Some may underperform due to group
pressure.

2. Dominant Candidates May Overshadow Others: Less assertive candidates may

not get noticed.

3. Requires Skilled Observation: Interviewers must carefully monitor group
dynamics.

4. Limited Depth: Individual technical knowledge or experience may not be fully
evaluated.

5. Complex Coordination: Organizing group activities and scheduling multiple

candidates can be logistically challenging.

Example

 A consulting firm recruits analysts by conducting a group case study discussion
where candidates collaborate to solve a business problem.

 A call center hires customer service representatives using a group role-play
exercise simulating customer interactions.

 An entry-level management trainee program includes group discussions to evaluate

communication, leadership, and teamwork potential.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 128

Summary

Group Interviews are effective for assessing teamwork, leadership, and communication
skills in candidates. They are time-efficient and simulate real workplace interactions, but

they may stress candidates or favor more dominant individuals. Proper observation and

structured activities are essential for fair evaluation.

6. Stress Interview

Stress Interview is a type of employment interview designed to assess a candidate’s
behavior, composure, and performance under pressure or challenging conditions. The

interviewer intentionally creates stressful situations to evaluate how the candidate handles

tension, conflict, or high-pressure scenarios.

Meaning

 In a stress interview, the candidate is subjected to difficult questions, rapid-fire
queries, interruptions, or confrontational behavior from the interviewer.

 Example: A sales manager applicant may be challenged with tough questions
about past failures or pressured to defend decisions.

Purpose

1. Assess Stress Tolerance: Evaluate the candidate’s ability to remain calm under
pressure.

2. Measure Problem-Solving and Decision-Making: Observe critical thinking and
judgment in stressful situations.

3. Evaluate Emotional Stability: Determine resilience, patience, and temperament.
4. Test Confidence and Composure: Assess how candidates respond to

confrontation or unexpected challenges.

5. Predict On-the-Job Performance: Identify candidates likely to perform effectively
in high-pressure roles.
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Features

 Deliberately creates stressful or challenging conditions.

 May involve rapid questioning, interruptions, or hypothetical crisis scenarios.

 Focuses on emotional control, confidence, and problem-solving ability.

 Often used for managerial, sales, negotiation, or high-stakes roles.

 Requires a skilled interviewer to ensure stress is controlled and ethical.

Advantages

1. Reveals True Behavior: Observes how candidates respond under pressure,

which is difficult in standard interviews.

2. Tests Resilience and Confidence: Helps identify candidates with strong
emotional stability.

3. Predictive for High-Stress Roles: Particularly useful for sales, managerial, or
crisis-handling positions.

4. Assesses Decision-Making Skills: Candidates’ quick thinking and judgment are

evaluated.

5. Identifies Composure and Adaptability: Reveals candidates’ ability to handle
unexpected situations.

Limitations

1. Can Be Intimidating: May unfairly stress or intimidate candidates, affecting

performance.

2. Risk of Negative Impression: Aggressive techniques may deter talented
candidates.

3. Not Suitable for All Roles: Ineffective for roles not requiring high-stress tolerance.

4. Ethical Concerns: Must ensure stress is controlled and professional, avoiding

harassment.

5. Requires Skilled Interviewers: Interviewers must balance stress induction with
fairness.
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Example

 A financial analyst position: Candidates may be asked to justify investment decisions
under time pressure.

 A sales executive role: Interviewers may challenge the candidate with tough client
objection scenarios.

 A manager position: Rapid-fire questioning and simulated team conflicts to evaluate
leadership under stress.

Summary

Stress Interviews are effective for evaluating emotional stability, resilience, decision-
making, and confidence under pressure. They are particularly useful for high-stakes or
high-pressure roles, but must be carefully administered to avoid unfairness or ethical
issues.

7. Technical / Competency-Based Interview

Technical or Competency-Based Interview is a type of employment interview that focuses

on evaluating the candidate’s specific technical skills, job-related knowledge, and core
competencies required for the role. The objective is to ensure that the candidate possesses

the expertise and abilities to perform the job effectively.

Meaning

 In a technical or competency-based interview, the interviewer asks questions to assess
skills, problem-solving abilities, and knowledge directly related to the job.

 Example: For a software developer position, the candidate may be asked to write a
program, debug code, or explain algorithms.

Purpose
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1. Assess Job-Specific Knowledge: Evaluate candidate’s technical expertise and
familiarity with tools or processes.

2. Measure Core Competencies: Examine skills, problem-solving ability, analytical
thinking, and practical application.

3. Predict Job Performance: Ensures that candidates can perform the required tasks
effectively.

4. Identify Training Needs: Highlights areas where the candidate may require
upskilling or orientation.

5. Validate Resume Claims: Confirms that experience and qualifications stated in
the CV are accurate.

Features

 Focuses on specific job-related skills and competencies.

 May include problem-solving, case studies, technical questions, or practical
exercises.

 Evaluation can involve demonstration, coding tasks, or scenario-based problem-
solving.

 Often used for technical, managerial, and professional roles.

 Questions may be structured or semi-structured depending on the role.

Advantages

1. Direct Assessment of Skills: Provides accurate evaluation of candidate’s
technical abilities.

2. Predictive of Job Performance: High correlation between demonstrated skills and
on-the-job effectiveness.

3. Objective Evaluation: Candidate responses or solutions can be scored based on
performance.

4. Reduces Recruitment Risk: Helps avoid hiring candidates lacking required
competencies.

5. Identifies Training Needs: Highlights areas for skill development or orientation.
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Limitations

1. Time-Consuming: Technical exercises or practical tests can require significant time.

2. May Not Assess Soft Skills: Focuses on technical ability but may overlook
communication, teamwork, or personality traits.

3. Requires Expert Interviewers: Evaluators must possess knowledge to judge
technical responses accurately.

4. Stressful for Candidates: High-pressure tasks or live problem-solving may affect
candidate performance.

5. Limited Scope: May not fully predict long-term adaptability or learning potential.

Example

 Software Engineer: Candidates solve coding challenges or debug programs.

 Financial Analyst: Candidates analyze financial statements or create investment

recommendations.

 Mechanical Engineer: Candidates design a simple mechanism or solve engineering

calculations.

 Managerial Role: Candidates solve case studies or describe past project handling

demonstrating competencies like leadership, decision-making, and problem- solving.

Summary

Technical / Competency-Based Interviews are highly effective in evaluating job-specific
skills, knowledge, and practical abilities. They ensure that the candidate can perform the
required tasks effectively, though they must be complemented with assessments of soft skills
and behavioral traits for a holistic selection process.
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8. Behavioral Interview

Behavioral Interview is a type of employment interview that focuses on assessing a
candidate’s past behavior as a predictor of future job performance. The underlying

principle is that past behavior is the best indicator of how a person will act in similar
situations in the workplace.

Meaning

 In a behavioral interview, the interviewer asks questions about specific past
experiences, requiring candidates to describe what they did, how they acted, and the
outcome.

 Example: “Tell me about a time when you had to meet a tight deadline. How did you
manage the situation?”

Purpose

1. Predict Future Performance: Uses past behavior to infer how candidates will
handle future job situations.

2. Assess Competencies: Evaluates skills such as teamwork, leadership, problem-
solving, adaptability, and communication.

3. Provide Objective Evidence: Candidate responses reflect real experiences, not
hypothetical answers.

4. Identify Strengths and Weaknesses: Reveals areas of expertise and
development needs.

5. Complement Other Selection Tools: Used alongside tests, technical interviews, or

reference checks for comprehensive evaluation.

Features

 Questions focus on specific past experiences rather than hypothetical scenarios.

 Typically uses the STAR method for responses:
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o S – Situation: Describe the context

o T – Task: Explain the responsibility

o A – Action: Detail what you did

o R – Result: Share the outcome

 Evaluates both behavioral traits and competencies.

 Structured or semi-structured in format.

 Particularly useful for mid-level and managerial positions.

Advantages

1. Predictive of Real Job Performance: Based on actual experiences, making it

highly reliable.

2. Reveals Competencies: Assesses leadership, problem-solving, teamwork, and
interpersonal skills.

3. Objective Evaluation: Focuses on facts and outcomes rather than opinions.

4. Reduces Hypothetical Responses: Candidates must describe real past actions,

reducing guesswork.

5. Useful for Leadership Roles: Evaluates how candidates handle complex, real-
world situations.

Limitations

1. Depends on Candidate Recall: Effectiveness depends on candidate’s ability to
remember and articulate past experiences.

2. Preparation Bias: Well-prepared candidates may craft ideal responses that may not

reflect true behavior.

3. Time-Consuming: Detailed questioning and follow-ups can lengthen interview
duration.

4. May Overlook Potential: Candidates without prior experience may be

disadvantaged despite capability.

5. Interviewer Skill Required: Interviewer must probe effectively and interpret
responses accurately.
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Example

 A customer service applicant: “Tell me about a time when you turned an unhappy
customer into a satisfied one. What steps did you take?”

 A project manager candidate: “Describe a project that faced delays. How did you
handle the situation and ensure team performance?”

 A team leader: “Give an example of a conflict within your team and explain how you
resolved it.”

Summary

Behavioral Interviews are effective in evaluating competencies and predicting future
performance by analyzing candidates’ past actions in specific situations. They provide

objective evidence of skills, problem-solving ability, and interpersonal effectiveness,

making them crucial for roles requiring experience, leadership, and teamwork.

9. Telephone / Video Interview

Telephone or Video Interview is a type of employment interview conducted remotely, either

over the phone or via video conferencing platforms like Zoom, Skype, or Microsoft Teams.

This method is commonly used for initial screening, long-distance candidates, or time-
efficient recruitment.

Meaning

 In a telephone or video interview, the interviewer interacts with the candidate without
physical presence, assessing communication, knowledge, and suitability for the

role.

 Example: An international IT company screens candidates from different countries via

Zoom before inviting them for an in-person interview.

Purpose

1. Initial Screening: Shortlists candidates for further rounds of interviews.
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2. Assess Communication Skills: Evaluates clarity, articulation, and confidence in

verbal interactions.

3. Save Time and Cost: Reduces the need for travel, accommodation, and logistics.

4. Evaluate Remote Suitability: Tests candidates’ ability to handle remote
interactions and technology.

5. Facilitate Global Recruitment: Enables hiring from different geographical
locations efficiently.

Features

 Conducted remotely via phone or video platforms.

 Can be structured, unstructured, or semi-structured.

 Focuses on communication, professionalism, knowledge, and role suitability.

 Often used for preliminary screening before in-person or technical interviews.

 Requires good internet/phone connectivity and technological setup.

Advantages

1. Time-Efficient: Reduces scheduling conflicts and travel time.

2. Cost-Effective: Lowers recruitment costs for both organization and candidates.

3. Access to Wider Talent Pool: Facilitates interviews with candidates across
different locations.

4. Convenient for Initial Screening: Helps filter out unsuitable candidates early.

5. Flexible Scheduling: Can be arranged quickly and easily, accommodating

candidates’ and interviewers’ schedules.

Limitations

1. Limited Personal Interaction: Harder to observe body language and non-verbal
cues.

2. Technical Issues: Internet or phone disruptions may affect the flow of the
interview.

3. Reduced Rapport: Establishing connection and comfort can be more challenging.
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4. Shorter Assessment: Less time for in-depth behavioral or technical evaluation.

5. Dependent on Technology: Candidates or interviewers with poor access or
familiarity with technology may be disadvantaged.

Example

 A software company conducts video interviews for international applicants before

inviting shortlisted candidates for on-site technical tests.

 An HR manager conducts telephone interviews to screen applicants for a sales

position before scheduling in-person interviews.

 Remote startups frequently use Zoom or Teams interviews to hire team members

across different cities or countries.

Summary

Telephone and Video Interviews are essential tools for modern recruitment, enabling

efficient, cost-effective, and geographically flexible candidate assessment. They are

particularly useful for screening, initial evaluation, and global recruitment, but may require

complementary in-person or technical assessments for a complete evaluation.

Employment interviews are essential for evaluating skills, personality, and job fit. Different

kinds of interviews—structured, unstructured, semi-structured, panel, group, stress,
technical, behavioral, and remote—are used based on job level, role, and selection
strategy. Choosing the appropriate type ensures objective, effective, and fair assessment of
candidates.

Medical Screening

Medical Screening is a process in the recruitment and selection system where candidates

undergo health examinations to determine their physical and mental fitness for a specific

job. This ensures that the selected candidates are capable of performing job duties safely and
effectively.

Meaning
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 Medical screening involves evaluating a candidate’s health status through medical

tests, physical examinations, and sometimes psychological assessments.

 Example: A factory worker may undergo tests for vision, hearing, and physical
stamina to ensure they can safely operate machinery.

Purpose

1. Ensure Fitness for Job: Confirms that the candidate can perform required tasks
without health risks.

2. Prevent Workplace Accidents: Reduces the risk of illness-related accidents or
injuries.

3. Comply with Legal Requirements: Ensures adherence to occupational health and
safety regulations.

4. Promote Employee Well-Being: Helps maintain a healthy workforce and reduce

absenteeism.

5. Reduce Organizational Liability: Minimizes potential claims related to workplace
injuries or health hazards.

Features

 Conducted after job offer or final selection but sometimes during preliminary
stages for specific roles.

 May include physical tests, laboratory tests, vision and hearing checks, and
psychological assessments.

 Focuses on job-specific health requirements, e.g., lifting ability, cardiovascular

health, or mental alertness.

 Often conducted by qualified medical professionals.

 Required for high-risk roles, such as construction workers, pilots, drivers, and heavy

machinery operators.

Advantages
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1. Ensures Job Suitability: Only candidates who are physically and mentally fit are

selected.

2. Reduces Absenteeism: Healthy employees are less likely to take frequent sick
leave.

3. Enhances Workplace Safety: Minimizes risk of accidents due to health issues.

4. Promotes Employee Well-Being: Supports long-term health and productivity.

5. Protects Employer Interests: Reduces liabilities and compensation claims.

Limitations

1. Costly: Medical examinations can increase recruitment expenses, especially for

large organizations.

2. Time-Consuming: Screening may delay the selection process.

3. Privacy Concerns: Handling sensitive health information requires strict
confidentiality.

4. May Exclude Qualified Candidates: Candidates with minor health issues may be

unnecessarily rejected.

5. Not Always Predictive: Passing medical tests does not guarantee overall
performance or job success.

Example

 Pilot Recruitment: Candidates undergo vision, hearing, cardiovascular, and
psychological tests before final selection.

 Construction Worker: Requires physical endurance and musculoskeletal
assessment to handle heavy lifting.

 Corporate Employees: Some organizations conduct general health checks to

ensure overall fitness.

Summary

Medical Screening is an essential part of the selection process for ensuring that

candidates are fit for the job and capable of maintaining workplace safety. While it
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protects both employees and employers, it should be conducted ethically,
confidentially, and in compliance with legal regulations.

APPOINTMENT ORDER

Ref. No.:
Date:

To
Mr./Ms.
Address:

Dear Mr./Ms. ,

Sub: Appointment for the Position of – Reg.

We are pleased to inform you that you are hereby appointed as in our

organization (Name of Institution/Company) with effect from ,

subject to the following terms and conditions:

1. Position and Reporting

You will serve in the position of and report to

or any other authority as assigned by the management from time to time.

2. Probation

You will be on probation for a period of months. Your performance will be reviewed

periodically. Confirmation will be communicated in writing after successful completion of the

probation.
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3. Remuneration

Your monthly salary will be Rs. (Rupees
only).
You will be eligible for allowances and benefits as per the rules of the organization.

4. Duties and Responsibilities

You are expected to perform your duties with diligence, sincerity, and integrity, and adhere to

all organizational policies, rules, and regulations.

5. Place of Posting

Your initial place of posting will be . However, you may be transferred

to any branch/department/location based on organizational requirements.

6. Working Hours

You will follow the working hours prescribed by the organization. Any changes will be

communicated as necessary.

7. Termination of Employment

Either party may terminate this employment by giving days/monthswritten notice or

salary in lieu of notice, as per organizational norms.

8. Confidentiality

You shall maintain strict confidentiality regarding all official information, documents, and

processes during and after your employment.

9. General Conditions

Your appointment is subject to:

a) Verification of certificates, credentials, and background information.
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b) Medical fitness as certified by a registered medical practitioner.

c) Compliance with organizational rules and code of conduct.

Acceptance

Please sign and return the duplicate copy of this order as a token of your acceptance.

For (Name of Institution/Company)
Place:

(Authorized Signatory)

Designation:

Employee Acceptance

I, Mr./Ms. , accept the terms and conditions stated above

and agree to join duty on .

Signature:

Date:
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UNIT II – Recruitment and Selection
S.No Question Marks Bloom’s Level
1 Define recruitment and state its objectives. 5 K1

2 Explain internal and external sources of recruitment. 5 K2

3 What is selection? Briefly explain the selection process. 5 K2

4 Write a short note on employment tests. 5 K2

5 Explain the types of employment interviews. 5 K2

6 Explain the recruitment process and factors affecting recruitment. 8 K3

7 Discuss various sources of recruitment with merits and demerits. 8 K4

8 Describe the selection process followed in organizations. 8 K3

9 Explain different types of employment tests used in selection. 8 K3

10 Discuss the procedure from interview to appointment order. 8 K4

UNIT III TRAINING AND DEVELOPMENT
Induction – Training – Methods – Techniques – Identification of the training needs – Training and

Development – Performance appraisal – Transfer – Promotion and termination of services –

Career Development.

TRAINING AND DEVELOPMENT – INDUCTION

Meaning of Induction

Induction is the initial orientation process through which new employees are introduced to

the organization, its culture, rules, policies, and their job roles. It is the first step in training

and development and helps employees adjust quickly to their workplace.

Definition

1. Edwin B. Flippo – “Induction is the process of receiving and welcoming an employee
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when he first joins the company and giving him basic information he needs to settle down

quickly and happily.”

2. Dale Yoder – “Induction is the process of acquainting the new employees with the

organization and the job.”

Objectives of Induction

1. To make new employees feel welcomed and comfortable.
2. To provide information about the organization—mission, vision, values, structure.

3. To explain job duties, roles, and expectations.
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4. To reduce anxiety, confusion, and turnover.
5. To familiarize employees with policies, rules, safety procedures, and work

culture.
6. To build a sense of belonging and commitment.
7. To ensure smooth entry into the team and work environment.

Importance of Induction

1. Reduces employee turnover by creating a positive first impression.

2. Improves productivity as employees understand their job faster.

3. Clarifies organizational policies and legal requirements.
4. Builds trust between the employee and employer.

5. Promotes organizational culture and values.
6. Ensures safety and compliance in workplaces such as hospitals, factories, and IT

firms.

Types of Induction

1. General Induction

Provides overall information about the organization—history, structure, rules, policies,

departments, HR procedures.

2. Departmental Induction

Introduces employees to their specific department, teammates, supervisors, tools, workflows,

and duties.

3. Job-Specific Induction

Training related to the exact role—tasks, responsibilities, performance standards, KPIs.

4. Formal Induction

Well-planned, structured program including presentations, manuals, orientation sessions.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 146

5. Informal Induction

Unplanned and simple introduction carried out casually by supervisors or colleagues.

Contents of an Induction Programme

1. Welcome session
2. Introduction to the organization (history, mission, vision, values)

3. Organizational structure
4. HR policies (attendance, leave, dress code, disciplinary rules)

5. Compensation and benefits
6. Code of conduct & ethics
7. Health, safety, and security procedures
8. Tour of workplace
9. Introduction to colleagues and supervisors
10. Job roles, duties, and expectations
11.Training schedule
12.Documentation and joining formalities

Process of Induction

1. Pre-arrival Stage
– Prepare workstation, documents, ID card, access rights.

2. Introduction Stage
– Welcome, paperwork, introduction to HR and team.

3. Orientation Stage
– Provide detailed information about the organization, rules, benefits.

4. On-the-Job Induction
– Explain specific job tasks, tools, workflow, reporting structure.

5. Follow-up Stage
– Review employee’s adjustment, provide feedback, resolve queries.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 147

Benefits of Effective Induction

For the Organization

 Reduced cost of supervision

 Higher employee satisfaction

 Better retention

 Faster integration into the work culture

For the Employee

 Reduced anxiety

 Clear understanding of role

 Confidence in performing duties

 Sense of belonging and motivation

Challenges in Induction

 Information overload on the first day

 Lack of planning or structure

 Inadequate support from supervisors

 Not tailoring induction to each role

 Cultural or language barriers

Best Practices in Induction

 Plan a structured program

 Use multimedia presentations

 Provide a buddy/mentor for new employees

 Conduct interactive sessions

 Provide induction manual/handbook

 Evaluate induction effectiveness through feedback
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TRAINING

Meaning of Training

Training is a systematic process of improving employees’ knowledge, skills, attitudes, and

behaviour required to perform a specific job effectively. It focuses on the current role of the

employee and aims at enhancing performance, efficiency, and productivity.

Definition

1. Flippo – “Training is the act of increasing the skills of an employee for doing a

particular job.”

2. Garry Dessler – “Training refers to methods used to give employees the skills needed

to perform their current jobs.”

3. Edwin B. Flippo – “Training is a learning process that involves the acquisition of

knowledge, sharpening of skills, concepts, rules, or changing attitudes and behaviors

to enhance the performance of employees.”

Characteristics of Training

 Systematic and planned
 Job-oriented and skill-based
 Aimed at improving performance
 Short-term process
 Focuses on specific skills
 Conducted regularly as per organizational needs

Objectives of Training

1. To improve job performance and productivity

2. To impart job-specific knowledge and skills

3. To reduce errors, accidents, wastage, and defects

4. To help employees adapt to new technology and procedures

5. To prepare employees for higher responsibilities
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6. To ensure quality of work and customer satisfaction

7. To promote teamwork and organizational culture

8. To reduce supervision and enhance self-reliance

Importance of Training

For the Organization

 Improved organizational efficiency

 Reduction in operational costs

 Higher quality of products and services

 Increased employee morale and job satisfaction

 Lower turnover and absenteeism

 Better compliance with safety and legal standards

For Employees

 Better job knowledge and skill development

 Higher confidence and motivation

 Career growth and promotional opportunities

 Increased adaptability to change

 Reduced stress and improved workplace relationships

Identification of Training Needs (Training Needs Assessment – TNA)

Meaning

Identification of training needs is a systematic process of determining the gap between the
current performance of employees and the desired or expected performance. When

employees lack the necessary knowledge, skills, or attitudes (KSA), training becomes essential.

This process is known as Training Needs Assessment (TNA).
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Definition

1. W.R. Tracey – “Training need is the difference between the standard performance

and actual performance.”

2. McGehee & Thayer – “Training needs assessment is the process used to determine if

training is necessary and to identify the type of training required.”

Objectives of Identifying Training Needs

 To detect performance gaps

 To ensure training is relevant and purposeful

 To reduce costs by avoiding unnecessary training

 To design appropriate training programmes

 To match training content with job requirements

 To improve employee productivity and efficiency

Importance of Identifying Training Needs

1. Ensures training is job-related: Helps avoid irrelevant or ineffective training.

2. Reduces wastage of resources: Saves time, money, and effort by focusing only on

real needs.

3. Improves performance: Training is given only where skill gaps exist.

4. Supports organizational goals: Aligns training with strategic objectives.

5. Enhances employee motivation: Employees feel valued when training is relevant.

6. Improves decision making: Helps HR design suitable training methods and content.

7. Ensures compliance: Identifies areas where safety, legal, or technical training is

compulsory.

Levels of Training Needs Identification

Training needs can be identified at three levels:
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1. Organizational Level (Macro Level)

Focus: How training supports organizational goals.

What is assessed?

 Organization’s mission, objectives, and strategies

 Productivity levels and quality issues

 New technology introduction

 Workforce planning and skill inventory

 Changes in laws, policies, or market conditions

Purpose:

 To determine which areas of the organization require skill enhancement

 To align training with future organizational needs

2. Job / Task Level (Functional Level)

Focus: What skills, knowledge, and abilities the job requires.

What is assessed?

 Job analysis and job description

 Task requirements and performance standards

 New procedures or equipment required for the job

Purpose:

 To identify KSA gap between job requirements and employee capabilities

3. Individual Level (Micro Level)

Focus: Who requires training and why.

What is assessed?
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 Individual performance appraisal

 Employee skills, attitudes, and behaviour

 Errors, complaints, grievances, and feedback

 Supervisor’s observations

Purpose:

 To identify specific employees who need training

 To personalize training interventions

Methods Used to Identify Training Needs

1. Performance Appraisal

Identifies skill gaps based on employee performance ratings.

2. Observation

Supervisors watch employees while they work to detect inefficiencies.

3. Interviews

HR or managers interview employees to understand difficulties faced.

4. Questionnaires / Surveys

Employees fill forms indicating areas where they need improvement.

5. Job Analysis

Studies job duties and compares them with employee performance.

6. Focus Group Discussions

Small group discussions reveal common skill shortages.
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7. Customer Feedback

Complaints and feedback indicate if training is needed in service quality.

8. Skill / Knowledge Tests

Tests show areas where employee competency needs enhancement.

9. Exit Interviews

Reveals training gaps that may have led to employee dissatisfaction.

10. Benchmarking

Compares organizational performance with industry standards.

Steps in Identification of Training Needs (TNA Process)

1. Analyze Organizational Objectives
Understand long-term and short-term goals.

2. Assess Current Performance Levels
Conduct performance appraisals, observations, and audits.

3. Identify Performance Gaps
Compare expected performance with actual performance.

4. Determine the Causes of Gaps
Identify whether the gap is due to:

o Lack of knowledge

o Lack of skills

o Poor attitude

o Poor supervision

o Lack of resources

Training is required only if the cause is KSA-related.
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5. Identify Who Needs Training
Select the employees or groups requiring training.

6. Prioritize Training Needs
Decide which needs are urgent and essential.

7. Prepare Training Need Report
Document findings for designing the training programme.

Conclusion

Identification of training needs is the foundation of any effective training programme. It

ensures that training is relevant, cost-effective, and aligned with organizational goals.

Without proper TNA, training becomes ineffective, expensive, and disconnected from real

performance requirements.

Types of Training

1. On-the-Job Training (OJT)

1. On-the-Job Training (OJT)

Meaning

On-the-Job Training (OJT) is a method in which employees are trained while they are
performing their regular job duties at the actual workplace. It is based on the principle of

“learning by doing.” Employees gain practical experience under the guidance of supervisors,

trainers, or experienced employees.

Definition

1. Dale S. Beach – “On-the-job training is training given to employees while they are at

their regular work place during working hours.”

2. Gary Dessler – “OJT means learning on the job while actually performing the job.”
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Characteristics of OJT

 Conducted at the workplace

 Real tools, machines, and environments used

 Immediate feedback and correction provided

 Practical, experience-based learning

 Supervised by trainers or senior employees

 Cost-effective and time-saving

Objectives of OJT

 To provide hands-on experience

 To make employees familiar with actual work conditions

 To develop job-specific skills

 To reduce the learning time

 To ensure smooth job performance with minimal supervision

Types / Methods of On-the-Job Training

1. Coaching

 A senior or supervisor gives continuous guidance.

 Provides immediate feedback and correction.

 Suitable for managerial and technical jobs.

2. Mentoring

 A senior expert (mentor) advises a junior employee (mentee).

 Focuses on long-term career development and learning.

3. Job Rotation

 Employees are shifted from one job to another.
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 Helps them develop multi-skills, understand different departments, and reduce

monotony.

4. Apprenticeship Training

 Combines classroom learning with practical on-the-job experience.

 Used in technical trades like electricians, mechanics, plumbers.

5. Internship Training

 Students or fresh graduates work temporarily in organizations.

 Gives exposure to real work environment before full-time employment.

6. Understudy / Assistantship Training

 A junior employee learns the duties of a senior person.

 Used for succession planning and preparing future managers.

7. Committee Assignment

 Employees are placed in committees or cross-functional teams.

 They learn by participating in discussions and decision-making.

8. Job Instruction Training (JIT)

A step-by-step method involving:

1. Preparing the trainee

2. Demonstrating the job

3. Letting the trainee perform

4. Providing feedback and follow-up

Advantages of On-the-Job Training

For Organization
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 Cost-effective

 Minimum disruption in work

 Training in real environment

 Quick transfer of learning to job

 Builds teamwork and cooperation

For Employees

 Hands-on experience

 Learning from experts

 Immediate application of knowledge

 Increased confidence and competence

Disadvantages of On-the-Job Training

 Training may be inconsistent if trainers are not properly skilled

 Mistakes during learning may affect productivity

 Work may slow down temporarily

 Poor training environment affects learning

 Overburdened supervisors may not train properly

Conclusion

On-the-job training is one of the most widely used and effective training methods because it

provides employees with practical experience in real work situations. When properly

planned, it improves employee skills, productivity, and organizational performance.
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2. Off-the-Job Training

Meaning

Off-the-Job Training refers to training methods conducted away from the workplace in a

classroom, training center, laboratory, or any external environment. Employees are relieved from

their regular duties and placed in a separate learning environment to acquire theoretical

knowledge, new skills, and broader perspectives without work pressure.

Definition

1. Flippo – “Off-the-job training is conducted in a location away from the actual work

environment, where employees learn through lectures, conferences, case studies, and

other methods.”

2. Dale S. Beach – “Off-the-job training involves giving instructions outside the place of

work to provide employees with required knowledge and skills.”

Characteristics of Off-the-Job Training

 Conducted away from the actual workstation

 Learning without job pressure or distractions

 Ideal for theoretical, conceptual, and behavioural training

 Involves high-quality teaching aids and expert trainers

 Provides opportunities for reflection, discussion, and experimentation

Objectives

 To provide theoretical knowledge and conceptual clarity

 To develop problem-solving, analytical, and decision-making skills

 To train employees in areas not possible on the shop floor

 To introduce new technology, concepts, or methodologies

 To develop leadership, communication, and interpersonal skills
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Types / Methods of Off-the-Job Training

1. Classroom Lectures

 A trainer delivers lectures to groups of employees.

 Suitable for large batches and theoretical training.

2. Conferences and Seminars

 Group discussions guided by experts.

 Helps employees share ideas and solve problems collectively.

3. Case Study Method

 Real or hypothetical business cases are given.

 Employees analyze problems and propose solutions.

 Improves decision-making and analytical skills.

4. Role Play

 Trainees act out situations (e.g., conflict, customer service, leadership).

 Develops communication and interpersonal skills.

5. Simulation

 Artificial environment created to practice skills without risk.

 Examples: flight simulators, driving simulators, virtual labs.

6. Laboratory Training / Sensitivity Training (T-Groups)

 Focuses on improving interpersonal relationships, self-awareness, and group

dynamics.

7. Vestibule Training

 A training area is set up with equipment similar to the actual workplace.

 Used for technical training when real equipment cannot be used.
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8. Programmed Instruction

 Self-learning through modules, books, or computer programs.

 Trainees learn at their own pace.

9. E-Learning / Online Training

 Webinars, LMS modules, online courses, virtual classrooms.

 Offers flexibility and access to global trainers.

10. Demonstrations

 Trainers show how tasks are performed using models or equipment.

 Suitable for technical and procedural training.

Advantages of Off-the-Job Training

For the Organization

 Employees learn without job pressure

 Well-structured and systematic learning

 Expert trainers can be hired

 Best for complex and theoretical topics

 Promotes standardization of training

For Employees

 Opportunity to learn new concepts comfortably

 Can ask questions, discuss, and experiment freely

 Exposure to new ideas, technologies, and practices

 Psychological freedom from workplace tension
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Disadvantages of Off-the-Job Training

 Costly in terms of time, money, travel, and resources

 Employees are absent from work → productivity may reduce

 Lack of real job environment may reduce practical learning

 Transfer of learning to the workplace may be slow

 Some employees may not take training seriously

Conclusion

Off-the-job training is highly effective for imparting conceptual knowledge, analytical
thinking, behavioural skills, and leadership development. When combined with on-the- job

training, it ensures holistic skill development and prepares employees for present and future

responsibilities.

3. Technical Training

Meaning

Technical Training refers to training programs designed to provide employees with specific job-
related technical skills, operational knowledge, and the ability to use tools, machines,
software, and processes required for performing specialized tasks. It focuses on

developing hard skills that are essential for technical, mechanical, IT, engineering, and

operational roles.

Definition

1. Gary Dessler – “Technical training is the process of teaching employees the

knowledge and skills needed to perform specific technical tasks.”

2. Flippo – “Technical training involves instruction in job-specific competencies such as

equipment operation, production methods, and technical processes.”
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Characteristics of Technical Training

 Job-specific and skill-oriented

 Mostly practical in nature

 Requires specialized trainers or experts

 Focuses on tools, machines, procedures, software, and technology

 Essential for technical and operational departments

 Ensures accuracy, safety, and efficiency

Objectives of Technical Training

 To develop the ability to handle machinery, equipment, or software

 To ensure technical accuracy and reduce errors

 To improve productivity and efficiency

 To enhance employees’ ability to use new technologies

 To meet industry standards and quality requirements

 To reduce accidents and increase workplace safety

Types / Methods of Technical Training

1. Equipment/ Machinery Training

Employees learn to operate machines like CNC machines, production equipment, medical

devices, etc.

2. Software / IT Training

Training on computer applications, software tools, programming, ERP systems (SAP,

Oracle), etc.

3. Process/ Procedure Training

Employees learn standard operating procedures (SOPs), quality control processes,

manufacturing steps.
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4. Technical Workshops and Labs

Hands-on training sessions conducted in labs or workshops under expert supervision.

5. Simulation-Based Technical Training

Trainees use digital or mechanical simulators to practice tasks (example: flight simulators,

welding simulators).

6. Apprenticeship / Industrial Training

Long-term practical training provided by industries for skill development in trades like

electricians, plumbers, mechanics.

7. Certification Courses

Industry-recognized technical certifications such as:

 Cisco (CCNA)

 Microsoft (MCSA, Azure)

 AWS Cloud certifications

 AutoCAD training

 CNC operator certification

Importance of Technical Training

For the Organization

 Improves quality and reduces production defects

 Enhances operational efficiency

 Reduces downtime and machine breakdowns

 Ensures safety compliance

 Promotes innovation and technological advancement

For Employees
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 Better job performance and confidence

 Increased employability and career growth

 Awareness of latest tools and technical developments

 Higher job satisfaction and reduced work stress

Advantages of Technical Training

 Improved accuracy and precision in work

 Reduced wastage, errors, and operational costs

 Higher safety and lesser accidents

 Standardization of work processes

 Builds a technologically skilled workforce

Disadvantages of Technical Training

 Expensive (equipment, trainers, materials)

 Time-consuming

 Requires high-quality trainers

 Skills may become outdated due to rapid technological changes

 Training may disrupt daily work schedules

Conclusion

Technical training is essential in modern organizations because it equips employees with the

technical competencies required to perform specialized tasks efficiently and safely. It

ensures continuous improvement and prepares the workforce to adapt to technological

advancements.
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4. Soft Skills / Behavioural Training

Meaning

Soft Skills / Behavioural Training refers to training programs designed to improve an employee’s

interpersonal skills, communication abilities, emotional intelligence, personality
traits, and overall behavioural effectiveness.

Unlike technical training, which focuses on hard skills, soft skills training aims at enhancing
human relations, attitude, and behaviour for better performance in the workplace.

Definition

1. Robbins – “Soft skills training involves developing interpersonal and behavioural

competencies that improve how people interact and communicate with others.”

2. Whetten & Cameron – “Behavioural training focuses on changing employees’ attitudes,

values, and behaviours to improve personal and organizational effectiveness.”

Characteristics of Soft Skills / Behavioural Training

 Focuses on improving personal attributes and behaviour

 Enhances interpersonal interactions

 Aims at long-term personality development

 More psychological and emotional in nature

 Often uses interactive methods like discussions, role play, and activities

 Suitable for all levels: workers, supervisors, managers, and leaders

Objectives of Soft Skills / Behavioural Training

 To improve communication and interpersonal relations

 To develop positive attitude and emotional balance

 To enhance teamwork, collaboration, and leadership

 To reduce conflict and improve workplace harmony
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 To build confidence and self-awareness

 To develop professionalism, etiquette, and work ethics

 To prepare employees for managerial or customer-facing roles

Areas Covered in Soft Skills / Behavioural Training

1. Communication Skills

 Verbal, non-verbal, and written communication

 Presentation skills

 Public speaking

2. Leadership and Team Building

 Motivating team members

 Delegation and decision-making

 Conflict management

3. Emotional Intelligence (EI)

 Self-awareness

 Self-regulation

 Empathy

 Social skills

4. Customer Relations

 Handling complaints

 Service quality

 Building rapport

5. Attitude and Personality Development

 Positive thinking
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 Confidence building

 Work ethics

6. Time and Stress Management

 Prioritization

 Handling work pressure

 Maintaining work-life balance

7. Problem-Solving and Critical Thinking

 Analytical skills

 Creativity

 Decision-making

Methods of Soft Skills / Behavioural Training

1. Role Play

Employees act out real-life situations to develop interpersonal and communication skills.

2. Group Discussions

Encourages teamwork, listening skills, confidence, and clarity of thought.

3. Case Studies

Real or hypothetical situations are analyzed to develop problem-solving and decision-making

skills.

4. Sensitivity Training (T-Groups)

Improves interpersonal awareness and enhances social relationships.

5. Workshops and Seminars
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Interactive sessions for learning behavioural concepts and self-development techniques.

6. Simulation Exercises

Business games, team activities, and behavioural labs used to teach leadership or

teamwork.

7. Coaching and Mentoring

One-on-one development to improve personal and behavioural competencies.

8. E-Learning and Online Modules

Soft skills videos, courses, assessments, and virtual workshops.

Importance of Soft Skills Training

For the Organization

 Improves teamwork and workplace harmony

 Enhances customer satisfaction

 Reduces conflicts and misunderstandings

 Strengthens leadership pipeline

 Improves organizational culture

For Employees

 Better communication and confidence

 Improved relationships with coworkers

 Balanced emotional response and reduced stress

 Higher chances of promotion and career advancement

 Better adaptability to workplace changes
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Advantages of Soft Skills / Behavioural Training

 Enhances employee morale and motivation

 Creates a positive work environment

 Improves performance and productivity

 Builds strong leaders and future managers

 Helps in customer-facing roles and service industries

Disadvantages

 Behavioural change takes time; results are slow

 Difficult to measure outcomes objectively

 Requires skilled trainers and psychologists

 Some employees may resist or not take it seriously

 Long-term follow-up is needed for sustained change

Conclusion

Soft Skills / Behavioural Training is essential in modern organizations because technical skills

alone are not enough for success. Effective communication, emotional intelligence, teamwork,

leadership, and positive behaviour greatly influence productivity and organizational climate.

This training complements technical skills and contributes to holistic employee development.

5. Safety Training

Meaning

Safety training refers to a structured program designed to teach employees how to perform their

jobs safely, prevent workplace accidents, handle emergencies, and comply with health and

safety regulations.
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It equips employees with the knowledge, skills, and attitudes required to identify hazards,

follow safety procedures, and reduce risks at the workplace.

Objectives of Safety Training

1. Prevent Workplace Accidents and Injuries
Educate employees on safe working methods to reduce risks.

2. Promote Health and Safety Awareness
Develop a safety-conscious culture among employees.

3. Ensure Compliance with Legal and Regulatory Requirements
Fulfill obligations under laws such as the Factories Act, OSHA, etc.

4. Minimize Costs Related to Accidents
Reduce expenses for compensation, insurance, medical treatment, and downtime.

5. Improve Productivity
Safe employees work with confidence and efficiency.

6. Prepare Employees for Emergency Situations
Fire drills, evacuation procedures, first aid, etc.

Key Features of Safety Training

 Job-specific instructions (e.g., machine operation safety)

 Hazard identification & risk assessment
 Use of personal protective equipment (PPE)
 Emergency response protocols
 Safe work procedures (SWP)
 Compliance-oriented guidance on safety rules and statutory regulations

 Practical demonstrations and hands-on practice

 Continuous and periodic training for risk-prone environments

Methods Used in Safety Training

1. Demonstrations and Practical Training
o Showing how to operate machinery safely
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o Demonstrating proper lifting techniques, etc.

2. Safety Drills
o Fire evacuation drills

o Earthquake drills

o Mock emergency rehearsals

3. Classroom Training
o Lectures, videos, case studies

o Safety manuals and guidelines

4. On-the-spot Instructions
o Supervisors explain safety measures while performing tasks

5. First Aid Training
o CPR, wound treatment, fracture support, etc.

Types of Safety Covered in Training

1. Fire Safety – fire extinguisher use, evacuation routes

2. Chemical Safety – handling hazardous materials

3. Electrical Safety – preventing shocks, safe equipment use

4. Machine Safety – operating heavy equipment safely

5. Workplace Ergonomics – preventing strain injuries

6. Environmental Safety – waste disposal, pollution control

7. Occupational Health Awareness – noise, dust, radiation protection

Examples of Safety Training Programs

 Fire drill training in factories

 Hazard communication training (HAZCOM)

 PPE usage training for healthcare workers

 Safety training for construction site workers

 Forklift operation safety training

 Emergency first aid training in corporate offices
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Benefits of Safety Training

To Employees:

 Increased safety and reduced accident risk

 Higher confidence at work

 Better health and well-being

To Employers:

 Lower compensation and insurance costs

 Improved productivity

 Better compliance with safety laws

 Enhanced organizational reputation

6. Induction Training

Induction Training

Meaning

Induction training, also known as orientation training, is the process of introducing new

employees to the organization, its culture, rules, policies, job roles, and work environment. It

helps new employees adjust quickly to their workplace and become productive in a shorter time.

Objectives of Induction Training

1. Familiarize employees with the organization
Introduce the company’s history, mission, values, structure, and culture.

2. Clarify job roles and expectations
Explain duties, reporting relationships, performance standards, and work procedures.
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3. Make employees comfortable and confident
Reduce anxiety, fear, and uncertainty that usually accompany a new job.

4. Facilitate quick integration
Help new employees build relationships with coworkers and supervisors.

5. Ensure compliance with organizational policies
Introduce rules regarding working hours, leave, dress code, safety, discipline, etc.

6. Promote productivity from Day 1
A well-oriented employee becomes effective faster.

Features of Induction Training

 Planned and systematic introduction

 Conducted on the first few days of joining

 Covers job-related, organizational, and social aspects

 May include presentations, tours, meetings, and briefings

 Encourages interaction and feedback

 Helps remove confusion, anxiety, or cultural mismatch

Contents of Induction Training

1. Organizational Information

 Company history and background

 Vision, mission, core values

 Organizational structure and key departments

 Policies and procedures

 HR rules: leave, attendance, conduct, service conditions

2. Job-related Information

 Job description and responsibilities

 Work standards and performance expectations

 Tools, software, or equipment used
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 Reporting lines and coordination requirements

3. Workplace and Social Introduction

 Office layout and facilities

 Introduction to team members and supervisors

 Corporate culture and work ethics

 Safety guidelines, grievance procedures, and communication channels

Methods of Induction Training

1. Classroom Orientation
Lectures, presentations, slides, videos, and manuals.

2. Facility Tour / Workplace Visit
Showing departments, safety points, workstations.

3. One-to-One Interaction
Meetings with HR, supervisor, and team.

4. On-the-Job Briefing
Immediate role-specific instructions at the workplace.

5. Digital / Online Induction
E-induction modules, welcome videos, e-learning systems.

Benefits of Induction Training

For Employees

 Builds confidence and reduces fear

 Helps them understand expectations clearly

 Faster social and cultural adjustment

 Improved job satisfaction and morale

For Employers

 Higher productivity and reduced turnover
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 Fewer mistakes due to clear instructions

 Better compliance with rules and safety standards

 Stronger employer brand

Limitations of Induction Training

 May be too formal or boring if poorly designed

 Limited time may prevent complete understanding

 Information overload can confuse new employees

 If trainers are unprepared, the program becomes ineffective

 One-time induction is insufficient; follow-up training is necessary

7. Refresher Training

Meaning

Refresher training refers to training programs designed to update, reinforce, or renew
the existing knowledge, skills, and competencies of employees. It

is conducted periodically to ensure that workers remain current, competent, and compliant
with the latest procedures, technologies, and standards.

This training revisits what employees already know and helps them stay aligned with

organizational changes and modern practices.

Objectives of Refresher Training

1. To update existing knowledge
Employees are kept informed about new rules, policies, and technologies.

2. To reinforce forgotten skills
Skills that are not used frequently are revised and strengthened.

3. To improve performance
Helps eliminate errors, inefficiencies, and outdated work habits.
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4. To ensure compliance
Organizations maintain updated compliance with legal requirements, safety regulations,

and industry standards.

5. To prepare employees for change
Smoothens transitions involving new tools, processes, equipment, or organizational

policies.

6. To maintain quality standards
Ensures consistent product or service quality through continuous skill renewal.

Features of Refresher Training

 Conducted at regular intervals (quarterly, annually, or as needed)

 Focuses on updating rather than teaching entirely new skills

 Mandatory in industries like healthcare, aviation, banking, and manufacturing

 Can be short-term, workshop-based, or on-the-job

 Helps prevent skill deterioration and improves job confidence

Need for Refresher Training

Refresher training becomes essential due to various reasons:

1. Technological advancements
New software, machines, or tools require updated skills.

2. Changes in laws and regulations
Employees must follow revised safety standards, compliance rules, or industry guidelines.

3. Decline in performance
When errors, customer complaints, or productivity issues increase.

4. Infrequently used skills
Certain tasks are rarely performed and need periodic practice.

5. Organizational policy changes
Introduction of new procedures, reporting systems, or quality standards.
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6. Safety-sensitive jobs
Jobs involving risk require frequent retraining to avoid accidents.

Methods of Refresher Training

1. Workshops and Seminars
Short sessions focusing on updated concepts and best practices.

2. On-the-Job Training
Supervisors demonstrate updated procedures at the workplace.

3. Online / E-learning Modules
Refresher quizzes, videos, and virtual training sessions.

4. Simulation-Based Training
Used in aviation, medicine, and military to practice critical skills.

5. Case Studies and Problem-Solving Sessions
Real-life scenarios used to revise and apply existing knowledge.

6. Short Certification Courses
Employees complete updated certification requirements periodically.

Benefits of Refresher Training

For Employees

 Maintains confidence and competence

 Reduces errors and improves efficiency

 Ensures comfort with new technology

 Enhances career growth and adaptability

For Employers

 Ensures compliance with industry and safety standards

 Improves quality, productivity, and customer satisfaction

 Reduces accidents, wastage, and rework

 Supports continuous improvement culture
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Limitations of Refresher Training

 May interrupt regular work schedules

 Additional cost for training resources

 Employees may feel repetitive if not designed well

 Requires monitoring to ensure effectiveness

 Overloading employees with too many refreshers may reduce interest

8. E-Learning / Online Training

Meaning

E-Learning or Online Training refers to a technology-enabled training method where

employees learn through digital platforms, such as learning management systems (LMS), virtual

classrooms, mobile applications, videos, simulations, and online modules. It allows

learners to access training anytime, anywhere, using computers, tablets, or smartphones.

This method is particularly useful in modern organizations that emphasize flexible learning,
cost-effectiveness, standardization, and continuous skill development.

Objectives of E-Learning / Online Training

1. To provide flexible learning opportunities
Employees can learn at their own pace and convenience.

2. To reduce training costs and time
Eliminates the need for physical classrooms, travel, or printed materials.

3. To standardize training content
Ensures that all employees receive uniform training across locations.

4. To promote continuous learning
Enables ongoing skill development through modular and micro-learning formats.

5. To support technological adoption
Helps employees quickly learn new software, processes, and tools.
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Features of E-Learning / Online Training

 Delivered through digital platforms
 Includes multimedia content such as videos, animations, quizzes, simulations

 Can be self-paced or instructor-led
 Tracks learner progress through dashboards

 Accessible from any location with internet

 Highly scalable for large organizations

 Facilitates immediate updates to learning materials

Types of E-Learning / Online Training

1. Self-Paced Online Courses

Employees learn independently using pre-recorded videos, slides, audio, and reading

materials.

2. Instructor-Led Virtual Training (Live Online Classes)

Training delivered in real time through platforms like Zoom, Teams, or Google Meet.

3. Mobile Learning (M-Learning)

Training delivered through mobile apps, allowing on-the-go learning.

4. Micro-Learning Modules

Short, focused lessons (5–10 minutes) covering specific concepts.

5. Simulation-Based Online Training

Virtual simulations used to teach complex procedures (e.g., surgery simulation, machine

operation).

6. Gamified Learning
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Use of quizzes, badges, levels, and rewards to make training engaging.

7. MOOCs (Massive Open Online Courses)

Courses offered by platforms like Coursera, Udemy, edX for large-scale learning.

Advantages of E-Learning / Online Training

For Employees

 Highly flexible and convenient

 Learn at their own pace

 Personalized learning paths

 Engaging content through multimedia

 Easy access to multiple learning resources

For Employers

 Cost-effective and scalable

 Standardized training across branches

 Instant updates and easy content revision

 Tracks employee performance and completion rates

 Ideal for remote, global, and hybrid workforces

Disadvantages of E-Learning / Online Training

 Requires stable internet and digital literacy

 Limited face-to-face interaction

 Lack of immediate hands-on practice

 Self-discipline is required; some employees may procrastinate

 Technical issues may disrupt learning sessions

 May not be suitable for practical, manual, or high-risk job training
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Applications of E-Learning / Online Training

 Technology training (software, IT tools, digital skills)

 Compliance and policy training

 Safety and security awareness programs

 Product knowledge and sales training

 Leadership and soft skills development

 Onboarding / induction modules

 Performance enhancement and continuous professional development

Conclusion

E-Learning has become an essential component of modern training and development due to

its flexibility, scalability, cost-efficiency, and accessibility.

While it cannot completely replace traditional training in all situations, it serves as a powerful

tool for continuous learning and workforce development, especially in technologically

advanced, globalized, and remote-working environments.

Training Process (Steps)

The training process is a systematic series of steps followed by organizations to identify

training needs, design programs, deliver training, and evaluate the results. It ensures

that employees acquire the required knowledge, skills, and attitudes effectively.

Steps in the Training Process

1. Assessing Training Needs (Training Needs Identification – TNI)

This step involves determining whether training is required, what type of training is needed,

and who needs it.

Needs are assessed at three levels:

a. Organizational Analysis
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 Examines goals, strategies, performance indicators.

 Identifies gaps in productivity, quality, or compliance.

b. Job Analysis

 Studies job tasks, responsibilities, knowledge, and skills required.

c. Individual / Employee Analysis

 Evaluates employee skills, performance gaps, behavioral issues, and learning ability.

Outcome: Clear understanding of training requirements.

2. Setting Training Objectives

Once needs are identified, specific objectives are set.

Training objectives should be SMART: Specific, Measurable, Achievable, Realistic, Time- bound.

Examples:

 Improve customer handling skills in 4 weeks.

 Reduce machine errors by 20% after training.

Objectives guide the design, methods, content, and evaluation of the training.

3. Designing the Training Program

This step involves planning what will be taught, how, who, and when.

Key elements:

1. Training Content – topics, modules, concepts.

2. Training Methods – on-the-job, off-the-job, e-learning, simulations, case studies, etc.

3. Training Materials – manuals, videos, presentations, tools.

4. Training Duration and Schedule – hours, days, batch timing.
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5. Budget Estimation – cost of trainers, materials, venues, tools.

6. Selection of Trainers – internal/external experts.

Program design ensures logical, systematic, and effective training delivery.

4. Developing the Training Programme (Preparation Stage)

This step involves preparing all the components required for the training.

Activities include:

 Preparing lesson plans

 Creating training materials

 Setting up equipment or software

 Booking training halls / platforms

 Preparing assessment tools or practice tasks

This step ensures that the training program is ready for smooth implementation.

5. Implementing / Conducting the Training Programme

This is the execution stage where actual training is delivered.

Implementation activities:

 Trainer conducts sessions

 Employees participate through listening, observing, practicing

 Methods used may include lectures, role plays, simulations, workshops,

demonstrations

 Ensuring active participation

 Providing assistance to trainees

 Managing logistics, attendance, and support

A well-conducted training session improves engagement and learning retention.
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6. Evaluation of Training Programme

After training, it is essential to assess whether the objectives have been achieved.

Evaluation methods:

 Tests and quizzes

 Practical demonstrations

 Feedback surveys

 Observation of performance

 Comparison of pre-training and post-training performance

 ROI measurement

 Kirkpatrick’s Four-Level Evaluation Model:

1. Reaction

2. Learning

3. Behaviour

4. Results

Evaluation helps determine effectiveness and future improvements.

7. Follow-Up and Reinforcement (Post-Training Support)

Training does not end with evaluation.

Continuous reinforcement ensures skill retention and application.

Key follow-up activities:

 Providing coaching and mentoring

 Monitoring on-the-job application

 Conducting refresher courses

 Providing additional resources (manuals, videos)

 Collecting long-term feedback

Effective follow-up ensures sustained behavioral change and performance improvement.
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Summary Diagram (Text Version)
1. Assess Training Needs

↓

2. Set Training Objectives

↓

3. Design the Training Programme

↓

4. Develop the Training Programme

↓

5. Implement / Conduct Training

↓

6. Evaluate the Training Programme

↓

7. Follow-Up and Reinforcement

Advantages of Training

Training provides significant benefits to both employees and the organization. It improves

skills, enhances productivity, and contributes to overall growth.

Advantages of Training

1. Improves Employee Performance

Training enhances employees' knowledge, skills, and abilities.

Well-trained employees perform tasks efficiently, make fewer mistakes, and maintain high

quality.

2. Increases Productivity

Employees who are trained complete tasks faster and more accurately. This results

in higher output, improved workflow, and better use of organizational resources.
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3. Enhances Employee Confidence

Training builds confidence as employees clearly understand their roles and know how to perform

tasks.

This reduces fear, hesitation, and dependency on supervisors.

4. Reduces Errors and Accidents

Employees who are trained in safety procedures, machine handling, and standard operating

procedures (SOPs) commit fewer errors.

Accidents and occupational hazards are minimized.

5. Facilitates Adaptation to Technological Changes

Training helps employees adjust to new machines, software, and work processes. This is

essential in a rapidly changing technological environment.

6. Promotes Employee Motivation and Satisfaction

Employees feel valued when organizations invest in their development. This

improves morale, job satisfaction, commitment, and loyalty.

7. Supports Career Development

Training prepares employees for higher responsibilities, promotions, and leadership roles. It

helps in succession planning and talent development.

8. Reduces Supervision

A well-trained worker requires less monitoring because they can perform work

independently and correctly.

This frees managers to focus on strategic tasks.
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9. Ensures Standardization of Work

Training ensures that all employees follow the same procedures and quality standards. This

helps maintain consistency in product and service delivery.

10. Improves Customer Satisfaction

Well-trained employees provide better service, handle complaints effectively, and respond

professionally.

This increases customer trust and loyalty.

11. Helps in Employee Retention

Organizations that offer regular training have lower turnover because employees feel

supported and valued.

12. Increases Organizational Stability and Flexibility

Training develops a multi-skilled workforce that can handle multiple tasks and adapt to

changes easily.

This ensures stability even in uncertain business environments.

13. Encourages Innovation

Training stimulates creativity by exposing employees to new ideas, best practices, and

problem-solving techniques.

This leads to improved processes and innovative solutions.

14. Reduces Wastage and Cost

Employees who understand processes better reduce waste, rework, machine downtime, and

operational costs.
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15. Helps Compliance with Laws and Regulations

Training ensures employees are aware of legal standards such as safety norms, labour rules,

data protection laws, and ethical guidelines.

This reduces legal risks.

Limitations of Training

Training provides several benefits, but it also has certain limitations, challenges, and

drawbacks that organizations must consider.

Limitations of Training

1. High Cost

Training programs may involve significant expenses such as:

 Trainer fees

 Training materials

 Venue costs

 Equipment and technology

 Employee time away from work

For small organizations, these costs may be difficult to manage.

2. Loss of Working Time

During training hours, employees are not performing their regular tasks. This

may result in:

 Temporary drop in productivity

 Work delays

 Increased workload for other employees
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3. Resistance from Employees

Some employees may resist training due to:

 Lack of interest

 Fear of change

 Belief that training is unnecessary

 Insecurity about learning new methods or technologies

This affects training effectiveness.

4. Ineffective Training Program

If training is not planned well, it may:

 Fail to meet objectives

 Be irrelevant to actual job needs

 Become too theoretical

 Lack practical application

 Be boring or unengaging

This leads to waste of time and resources.

5. One-Time Training May Not Improve Performance

Skills deteriorate if training is not followed by:

 Reinforcement

 On-the-job practice

 Regular refreshers

 Managerial support

Thus, without follow-up, training has limited impact.
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6. Not Suitable for All Learning Styles

Different employees learn in different ways.

Training may fail if:

 Methods do not match employee learning preferences

 Content is too advanced or too basic

 Only one method is used for all

7. Possibility of Employee Turnover After Training

Some employees leave the organization after receiving training for:

 Better job opportunities

 Higher salaries elsewhere

 Career growth

This results in loss of investment for the organization.

8. Limited Impact Without Organizational Support

Training alone cannot solve performance problems unless:

 Work environment supports change

 Supervisors encourage new behaviors

 Work processes are aligned

Without managerial support, training effects remain temporary.

9. May Create Dependency on Training

Employees may rely too heavily on training for every task and may not:

 Use creative problem-solving

 Take initiative

 Think independently
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10. Technology-Related Issues (in E-learning Training)

For online training, limitations include:

 Technical glitches

 Poor internet connectivity

 Lack of digital skills

 Device unavailability

11. Overtraining

Too many training sessions may lead to:

 Fatigue

 Reduced interest

 Training overload

 Stress among employees

12. Lack of Immediate Application

If training is conducted well before the actual task:

 Employees may forget skills

 Knowledge may not be retained

 Training becomes ineffective

13. Cultural and Language Barriers

In multinational or diverse organizations:

 Language differences

 Cultural misunderstandings

 Variations in communication style

may limit the success of training programs.
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14. Training Cannot Solve All Problems

Certain issues cannot be solved through training, such as:

 Poor organizational structure

 Low motivation due to poor pay

 Unclear job roles

 Conflicts and interpersonal issues

Training is not a solution for non-skill-related problems.

Training and Development – Meaning and Explanation

Training and Development (T&D) is a comprehensive HR function concerned with

improving the knowledge, skills, abilities, and attitudes of employees.

It plays a key role in enhancing employee performance, preparing them for future roles, and

supporting overall organizational growth.

Although the terms training and development are often used together, they have distinct

meanings.

1. Meaning of Training

Training refers to a systematic process of teaching employees the skills and
competencies required to perform their current job effectively. It

is job-oriented and focuses on improving immediate performance.

Key Features of Training

 Short-term

 Job-focused

 Specific skills-based

 Aims at improving current performance
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 Conducted for all levels but mainly for lower- and middle-level employees

Examples

 Machine operation training

 Safety training

 Software training

 Customer service training

 Induction / orientation training

2. Meaning of Development

Development refers to a long-term process focused on overall growth and preparing
employees for future responsibilities, leadership roles, and career advancement.
It is broader, more conceptual, and centered on personal growth.

Key Features of Development

 Long-term

 Future-oriented

 Enhances overall personality

 Focuses on managerial and leadership abilities

 Helps employees grow within the organization

Examples

 Leadership programs

 Management development programs (MDP)

 Personality development

 Communication and emotional intelligence training

 Mentoring and coaching
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Differences between Training and Development
Basis Training Development
Focus Present job Future roles

Time Horizon Short-term Long-term

Purpose Improve current performance Prepare for growth

Target Group Workers & employees Managers & leaders

Nature Specific and skill-based Broad and conceptual

Approach Reactive Proactive

Content Technical skills, procedures Behavioural skills, leadership

Objectives of Training and Development

1. To enhance employee skills and knowledge

Employees learn new techniques, tools, and processes.

2. To improve job performance

Training ensures employees perform tasks more efficiently and accurately.

3. To prepare employees for future roles

Development helps build leadership and managerial capabilities.

4. To reduce accidents and errors

Safety and procedural training minimizes risks.

5. To build a learning culture

Promotes continuous improvement and innovation.

6. To support organizational growth
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Skilled employees contribute to productivity, quality, and competitiveness.

Importance of Training and Development

For Employees

 Increases confidence

 Enhances job satisfaction

 Improves career prospects

 Reduces job-related stress

 Creates opportunities for promotions

For Organizations

 Boosts productivity and quality

 Ensures standardization and efficiency

 Reduces turnover

 Builds competitive advantage

 Improves customer satisfaction

 Supports innovation and adaptability

Components of a Training and Development System

1. Training Needs Assessment
2. Program Design
3. Training Delivery Methods
4. Management Development Programs
5. Coaching and Mentoring
6. Evaluation and Feedback
7. Continuous Learning Culture
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Conclusion

Training and Development is a vital HRM function that ensures both employees and organizations

remain competent, competitive, and future-ready. While

training enhances current job performance, development focuses on long-term growth and

leadership potential.

Together, they create a strong foundation for organizational success.

Performance Appraisal

Meaning

Performance appraisal is a systematic and periodic evaluation of an employee’s job
performance, potential, behaviour, and contribution to the organization. It helps determine how

well employees are performing their assigned duties and identifies areas for improvement.

It is also known as performance evaluation, performance review, or employee appraisal.

Definition

It is the formal assessment of how well an employee has performed during a specific
period, compared to established standards.

Objectives of Performance Appraisal

1. Evaluate performance against standards.

2. Provide feedback to employees.

3. Identify training and development needs.

4. Help in promotions, transfers, demotions.

5. Aid in compensation decisions (increments, bonuses).

6. Improve communication between manager and employee.
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7. Enhance organizational performance through better utilization of human resources.

8. Identify potential for succession planning.

9. Documentation for HR decisions and legal compliance.

Importance of Performance Appraisal

 Ensures efficient employee performance.

 Facilitates career planning.

 Improves employee motivation and commitment.

 Helps managers evaluate the effectiveness of HR policies.

 Enhances transparency and fairness in organizational decisions.

Process of Performance Appraisal (Steps)

1. Establish Performance Standards

 Define clear, measurable, achievable standards.

 Align standards with organizational goals.

2. Communicate Standards to Employees

 Inform employees about expectations, KPIs, targets, and performance metrics.

3. Measure Actual Performance

 Collect data through observation, reports, periodic performance records.

4. Compare Actual Performance with Standards

 Identify deviations—positive or negative.

5. Provide Feedback

 Discuss performance results with the employee.
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 Use constructive feedback to motivate improvement.

6. Decision Making

 Decide on increments, promotions, transfers, rewards, or training needs.

7. Documentation & Follow-up

 Maintain records for future reference.

 Review performance periodically and update goals.

Methods of Performance Appraisal (Traditional and Modern)

Performance appraisal refers to the systematic evaluation of an employee’s job performance,

competencies, behaviour, and contributions to organizational goals. Organizations use multiple

appraisal techniques, which are generally classified into Traditional Methods and Modern
Methods.

Traditional methods mainly focus on past performance, while modern methods measure

future potential, competencies, behaviour, and strategic outcomes.

I. TRADITIONAL METHODS OF PERFORMANCE APPRAISAL

1. RankingMethod

Meaning

The ranking method is a simple comparative technique in which employees are arranged in
order of their performance level, from the highest to the lowest.

Process

1. Manager identifies overall performance indicators (output, behaviour, attendance,

etc.).
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2. Employees are compared with one another.

3. Best performer is ranked first; poorest performer is ranked last.

Use

Commonly used in small firms and for preliminary sorting.

Advantages

 Extremely simple and requires no technical training.

 Suitable when the number of employees is small.

 Quick comparative evaluation is possible.

Limitations

 Highly subjective; criteria are not defined.

 Differences in performance levels cannot be quantified.

 Creates unhealthy competition among employees.

 Not suitable for large organizations.

2. Graphic Rating Scale

Meaning

Employees are rated on a predefined scale for various performance factors.

Components

 Traits: Quality of work, reliability, teamwork.

 Rating scale: 1–5, Poor–Excellent, or Low–High.

Process

1. Identify performance traits.

2. Allocate rating points.
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3. Sum total scores.

Advantages

 Provides quantitative scoring.

 Easy to administer and analyze.

 Ensures uniformity across departments.

Limitations

 Rater bias may occur (leniency, central tendency).

 Ambiguous definitions of traits.

 Not suitable for complex job evaluation.

3. Checklist Method

Meaning

A list of statements about an employee’s behaviour is prepared, and the evaluator responds

with “Yes” or “No.”

Types

 Simple checklist

 Weighted checklist (each item has a score)

Advantages

 Easy and quick to use.

 Standardized behavioural statements reduce subjectivity.

Limitations

 Does not measure intensity of behaviour.

 Quality depends entirely on the checklist content.
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4. Critical Incident Method

Meaning

This method records noteworthy incidents representing exceptionally good or poor

performance.

Process

1. Manager maintains a logbook.

2. Records incidents with date, situation, behaviour, and outcome.

3. Evaluation is based on overall pattern of incidents.

Advantages

 Objective because it is based on actual events.

 Useful for training and counselling.

 Helps identify strengths and weaknesses precisely.

Limitations

 Requires continuous observation.

 Managers may record more negative than positive incidents.

 Time-consuming.

5. Narrative EssayMethod

Meaning

Evaluator writes a detailed descriptive report about the employee’s performance,

behaviour, contributions, and areas for improvement.

Advantages

 Provides rich qualitative insights.
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 Very useful for managerial and professional positions.

 Helps in developmental feedback.

Limitations

 Highly subjective and lacks structure.

 Comparisons across employees become difficult.

 Time-consuming for managers.

6. Paired ComparisonMethod

Meaning

Each employee is compared with every other employee pair-wise.

Process

 If there are 5 employees, 10 comparisons are made.

 In each pair, the better performer gets a score.

Advantages

 More systematic than ranking.

 Useful where a small number of employees are evaluated.

Limitations

 Complexity increases sharply with large groups.

 Still dependent on evaluator’s judgement.

7. Forced Distribution Method

Meaning

Employees are placed into fixed performance categories (e.g., top 10%, middle 70%,

bottom 20%).
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Purpose

Eliminates rater bias like leniency and central tendency.

Advantages

 Ensures fair distribution.

 Compels managers to differentiate between performers.

 Helps identify low performers for training or exit.

Limitations

 Assumes performance follows a bell curve—even if it does not.

 Creates demoralization and internal conflict.

 Reduces teamwork.

II. MODERN METHODS OF PERFORMANCE APPRAISAL

1. Management by Objectives (MBO)

Meaning

MBO is a goal-oriented appraisal method where the manager and employee jointly set
measurable performance objectives.

Steps

1. Setting SMART goals (Specific, Measurable, Achievable, Relevant, Time-bound).

2. Developing action plans.

3. Mid-term review and corrective actions.

4. Final evaluation based on the achievement of objectives.

Advantages

 Promotes employee involvement and clarity.
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 Reduces bias because appraisal is based on results.

 Aligns individual goals with organizational goals.

Limitations

 Overemphasis on measurable goals.

 Time-consuming participation process.

 May overlook qualitative aspects of performance.

2. 360-Degree Feedback

Meaning

Employee performance is evaluated by multiple sources, including:

 Supervisors

 Peers

 Subordinates

 Customers

 Self-evaluation

 Vendors (in some cases)

Advantages

 Provides holistic, multi-perspective evaluation.

 More objective than single-rater evaluations.

 Encourages self-awareness and leadership development.

Limitations

 Complex to design and implement.

 Risk of biased peer or subordinate feedback.

 Requires proper training for raters.
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3. Behaviourally Anchored Rating Scales (BARS)

Meaning

BARS combines rating scales with specific behavioural examples (anchors) linked to each rating

level.

Example

Rating for Customer Service:

 5: Resolves customer complaints independently.

 3: Handles routine issues, escalates complex ones.

 1: Fails to satisfy customer expectations.

Advantages

 Very accurate and behaviour-based.

 Reduces rating errors and ambiguity.

 Helps in training and behaviour improvement.

Limitations

 Expensive and time-consuming to develop.

 Requires HR experts and psychologists.

4. Assessment Centres

Meaning

A group of candidates undergoes multiple evaluation techniques to assess skills like

leadership, communication, problem-solving, and interpersonal skills.

Common Exercises

 Group discussions
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 Case studies

 Role plays

 Interviews

 In-basket exercises (handling emails/tasks)

Advantages

 Very comprehensive and reliable.

 Useful for promotions, management development, talent identification.

 Measures both present performance and future potential.

Limitations

 Very costly.

 Requires trained assessors and large facilities.

5. Balanced Scorecard

Meaning

Performance is evaluated based on four dimensions:

1. Financial perspective
2. Customer perspective
3. Internal process perspective
4. Learning and growth perspective

Advantages

 Links individual performance to strategic goals.

 Balances financial and non-financial aspects.

 Improves organizational alignment.

Limitations
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 Data collection is complex.

 Requires training and management commitment.

6. Psychological Appraisal

Meaning

Employee’s future potential is assessed by psychologists through:

 Psychological tests

 In-depth interviews

 Personality assessments

 Analysing emotional stability, motivation, cognitive ability

Advantages

 Very useful for succession planning.

 Accurately identifies leadership potential.

Limitations

 Expensive and time-consuming.

 Employees may feel uncomfortable with psychological tools.

CONCLUSION

Performance appraisal is a crucial HR function used to:

 Evaluate performance

 Improve productivity

 Identify training needs

 Support promotions, transfers, and rewards
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Traditional methods emphasize past performance, while modern methods focus on

behaviour, competencies, future potential, and strategic alignment.

For best results, organizations often use a combination of both methods.

Advantages of Performance Appraisal

Performance appraisal provides a systematic way to evaluate employee performance and

improve organizational effectiveness. It offers several benefits to employees, managers, and

the overall organization.

1. Advantages to the Organization

1.1 Helps in Improving Organizational Performance

Performance appraisal enables the identification of high performers and low performers. High

performers are encouraged and retained, while low performers are trained or corrected. This

leads to better productivity.

1.2 Facilitates Strategic HR Planning

Data from appraisals helps the organization plan:

 promotions

 manpower requirements

 training budgets

 succession planning

This ensures the right people are placed in the right roles.

1.3 Enhances Organizational Control

Managers can monitor whether employees are meeting organizational goals. Deviations from

standards are detected early, allowing timely corrective actions.
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1.4 Supports Organizational Development

By identifying skill gaps, performance appraisal helps in designing training programs, leadership

development, and career growth strategies. This strengthens the overall talent pool.

1.5 Encourages Performance-Driven Culture

A well-designed appraisal system promotes:

 professionalism

 accountability

 clear role expectations

 continuous improvement

This enhances discipline and efficiency.

2. Advantages to Managers

2.1 Provides a Basis for Managerial Decisions

Managers use appraisal scores for decisions related to:

 promotions

 transfers

 demotions

 rewards and incentives

 termination

This improves fairness and transparency.

2.2 Improves Communication with Employees

Appraisals create opportunities for:
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 feedback

 discussions

 counselling

 goal-setting

This improves the manager–employee relationship and clarifies expectations.

2.3 Identifies Training and Development Needs

By analyzing strengths and weaknesses, managers can identify:

 employees needing training

 employees suitable for advanced roles

Thus, training investments become more effective.

2.4 Helps Measure Managerial Effectiveness

Performance of the team reflects the effectiveness of the manager. Hence, appraisals

highlight the strengths and weaknesses of the managerial approach.

3. Advantages to Employees

3.1 Improves Employee Motivation

Employees feel motivated when they receive praise, recognition, and rewards for good

performance. Constructive feedback also helps them grow.

3.2 Provides Clarity about Performance Expectations

Employees understand:

 performance standards

 job responsibilities

 competencies required

 future goals
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This reduces confusion and enhances performance.

3.3 Helps Identify Training Needs

Employees know their areas for improvement, which helps them enhance skills and build

capabilities.

3.4 Provides Career Growth Opportunities

Performance appraisal supports:

 promotions

 skill development

 role changes

 career planning

Employees who perform well can be moved to higher positions.

3.5 Encourages Self-Development

Through feedback and self-evaluation, employees become aware of:

 their strengths

 their weaknesses

 competencies to develop

This builds self-awareness and personal improvement.

3.6 Improves Job Satisfaction

When employees know their efforts are recognized and valued, their job satisfaction

increases, reducing turnover and absenteeism.
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4. Advantages for HR Department

4.1 Improves Documentation

Appraisal records provide:

 legal evidence

 employee performance history

 basis for HR decisions

This protects the organization from legal disputes.

4.2 Provides Data for Compensation Management

HR uses appraisal scores to decide:

 salary increments

 bonuses

 incentive plans

This ensures fairness and merit-based rewards.

Conclusion

Performance appraisal is an essential HR function that provides multiple benefits. It improves

individual and organizational performance, strengthens communication, enhances decision-

making, identifies training needs, and promotes a performance-oriented culture. When

implemented fairly and scientifically, it becomes a powerful tool for employee development

and organizational growth.

Limitations of Performance Appraisal

Although performance appraisal is an important HR function, it suffers from several

limitations related to subjectivity, bias, time consumption, employee reactions,
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evaluation errors, and organizational constraints. If not designed properly, it may create

dissatisfaction and fail to achieve its objectives.

1. Limitations Related to the Appraiser (Rater’s Bias)

1.1 Halo Effect

The evaluator allows one positive trait (e.g., punctuality) to influence all other ratings,

resulting in an unrealistically high overall score.

1.2 Horn Effect

The opposite of the halo effect, where one negative trait (e.g., poor communication) leads to

low ratings in all areas.

1.3 Leniency or Strictness Bias

Some evaluators consistently give:

 higher ratings (leniency error)

 lower ratings (strictness error)

This distorts true performance levels.

1.4 Central Tendency Error

Evaluators avoid extreme ratings and give average scores to all employees, making

differentiation impossible.

1.5 Personal Prejudices

Factors like:

 religion

 caste

 gender
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 personality

 personal relationship

may influence rating, knowingly or unknowingly.

1.6 Recent Behaviour Bias

Appraisers judge based on the most recent events rather than the entire appraisal period.

2. Limitations Related to the Appraisal Process

2.1 Lack of Clear Standards

If performance standards are vague or not measurable, appraisal becomes subjective and

inconsistent.

2.2 Inadequate Training for Appraisers

Managers may not know:

 how to evaluate

 how to avoid bias

 how to conduct feedback discussions

This reduces reliability.

2.3 Time-Consuming Process

Preparing forms, observing employees, conducting reviews, and documentation require

significant managerial time.

2.4 Excessive Documentation

Paperwork or digital documentation becomes lengthy, causing delays and reducing interest

in the process.
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2.5 Complexity of Modern Appraisal Methods

Techniques like 360-degree feedback, BARS, assessment centres, and psychological

appraisals require:

 expertise

 money

 time

 trained evaluators

This makes implementation difficult.

3. Limitations Related to Employees

3.1 Employee Resistance or Fear

Employees may feel:

 threatened

 judged

 anxious

 insecure

about appraisals, reducing openness during discussions.

3.2 Lack of Acceptance of Negative Feedback

Employees may feel the feedback is:

 unfair

 biased

 based on incomplete observation

This reduces trust and effectiveness.
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3.3 Appraisal May Affect Morale

If employees perceive the process as unfair, motivation and morale decline, leading to

dissatisfaction.

3.4 Conflict between Supervisor and Employee

Disagreements during evaluation may create tension, harming workplace relationships.

4. Limitations Related to the Organization

4.1 Not Suitable for All Job Types

For jobs that are:

 creative

 innovative

 dynamic

 team-based

performance cannot be measured by standard scales.

4.2 Lack of Organizational Support

If top management does not support:

 training

 regular feedback

 follow-up actions

appraisals lose effectiveness.

4.3 Ineffective Implementation

Even a well-designed system fails if:
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 forms are poorly used

 deadlines are ignored

 feedback is neglected

 managers treat appraisal as a routine formality

4.4 No Link to Rewards

If appraisal results do not lead to:

 salary increases

 promotions

 training

employees lose interest.

5. Limitations Related to Appraisal Outcomes

5.1 Appraisal Cannot Solve All Problems

Appraisal cannot fix issues like:

 low salary

 poor supervision

 lack of resources

 bad working conditions

 insufficient staffing

Thus, relying only on appraisal may lead to wrong conclusions.

5.2 Potential for Demotivation

Placing employees in forced distribution categories (top, average, low performers) can:

 create unhealthy competition

 reduce teamwork
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 demoralize average performers

5.3 Risk of Legal Issues

If appraisal records show:

 discrimination

 lack of documentation

 bias

organizations may face legal challenges.

6. Limitations of Modern Methods Specifically

6.1 360-Degree Feedback

 Risk of personal bias from peers and subordinates.

 Requires confidentiality and careful data handling.

6.2 MBO

 Focuses too much on measurable goals.

 Ignores qualitative performance factors.

6.3 BARS

 Time-consuming to create behaviourally anchored scales.

6.4 Assessment Centres

 Very costly and labour-intensive.

Conclusion

Performance appraisal is a powerful HR tool, but it has several limitations mainly due to:



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 219

 human bias

 lack of training

 complex procedures

 employee resistance

 organizational constraints

A well-designed system, proper training for evaluators, clear standards, continuous feedback, and

transparent processes can help overcome these limitations.

Transfer in Human Resource Management (HRM)

Meaning of Transfer

A transfer refers to the movement of an employee from one job, department, location, or
position to another within the same organization without a change in responsibilities,
status, or pay.

It is a lateral movement and not a promotion or demotion.

Transfers are used to balance manpower, reduce monotony, address employee issues, and

improve organizational efficiency.

Objectives of Transfer

1. To Fulfil Manpower Requirements
Ensures that departments with shortages get required staff.

2. To Provide Job Rotation
Helps employees gain varied experience and reduce monotony.

3. To Solve Employee Grievances
Transfers can be used to relocate employees away from conflicts or an uncomfortable

work environment.

4. To Improve Employee Skills
Working in different departments enhances versatility.
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5. To Meet Organizational Needs
Transfers support restructuring, expansion, or downsizing needs.

6. To Maintain Discipline
Employees may be transferred to reduce negative influence or to break undesirable

groupings.

7. To Ensure Better Utilization of Employees
When skills are not fully utilized in the present position, transfer to a suitable job helps.

Types of Transfers

1. Production Transfers

Made to meet the manpower requirements of a department facing shortages or increased

workload.

2. Replacement Transfers

Occur when a senior employee replaces a junior employee, or a more suitable employee is

placed in a role.

3. Versatility / Job Rotation Transfers

Given to employees to gain experience in different jobs, enhancing skill development.

4. Remedial Transfers

Implemented to correct faulty placement or mismatch between employee skills and job

requirements.

5. Disciplinary Transfers

Done to maintain discipline by moving a problematic employee to another location or unit.

6. Personal Transfers
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Granted at the request of the employee due to personal reasons such as health, family

issues, or relocation.

Advantages of Transfer

1. Balances Workload Across Departments

Transfers help ensure optimum staffing levels across the organization.

2. Enhances Employee Skills & Experience

Exposure to different jobs improves learning, flexibility, and future promotion potential.

3. Reduces Monotony & Increases Motivation

Job rotation through transfers prevents boredom and increases job satisfaction.

4. Improves Organizational Effectiveness

Transfers place the right person in the right place, improving productivity.

5. Helps Resolve Conflicts & Grievances

Employees facing interpersonal issues or work-related stress can be shifted.

6. Supports Operational Changes

Useful during expansion, reorganization, or diversification.

7. Prevents Formation of Unhealthy Groups

Transfer breaks negative cliques or influence groups.
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Limitations / Disadvantages of Transfer

1. Adjustment Problems

Employees may struggle to adapt to a new team, environment, or supervisor.

2. Resistance from Employees

Some employees may oppose transfer due to family, travel, or comfort-zone issues.

3. Temporary Drop in Productivity

It may take time for the transferred employee to learn the new job, lowering efficiency initially.

4. Increased Administrative Costs

Relocation, documentation, and training costs may increase.

5. May Create Dissatisfaction

If transfers are perceived as punishment or bias, morale may drop.

6. Personal Inconvenience

Employees may face challenges related to commuting, family, or housing.

Conclusion

Transfer is an important HR tool that helps balance manpower, improve employee development,

and meet organizational needs.

However, transfers must be transparent, fair, and based on clear policies to avoid

dissatisfaction and resistance.

PROMOTION AND TERMINATION OF SERVICES
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PART I: PROMOTION

Meaning of Promotion

Promotion refers to the upward movement of an employee in the organizational hierarchy,

accompanied by:

 Increase in status,

 Increase in responsibility,

 Increase in pay,

 Increase in authority.

It is a vertical movement, unlike transfer (which is lateral).

Objectives of Promotion

1. Recognize and reward employee performance
2. Motivate employees for better efficiency
3. Utilize employee skills at higher levels
4. Provide career development and growth opportunities
5. Retain talented employees
6. Fill higher vacancies internally, reducing training cost

7. Improve morale and organizational loyalty

Bases / Criteria of Promotion (On What Basis Promotions Are Given?)

1. Seniority-Based Promotion

 Based on length of service.

 Ensures fairness and fewer disputes.

 Suitable for government and public sector jobs.

2. Merit-Based Promotion

 Based on performance, skills, achievements.
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 Encourages high productivity and competition.

 Common in private sector.

3. Seniority-cum-Merit

 Combination of both.

 Ensures competent but experienced employees get promotions.

 Most widely used system.

Types of Promotion

1. Horizontal Promotion

 Increase in pay/benefits but same level of responsibility.

(e.g., Senior teacher → Selection Grade teacher)

2. Vertical Promotion

 Shift to a higher position with more responsibility.

(e.g., Assistant Manager → Manager)

3. Upgrading / Dry Promotion

 Increase in title or grade but no increase in pay.

(Given to boost morale.)

4. Open vs. Closed Promotion

 Open: Anyone can apply (internal + external applicants).

 Closed: Only employees of the organization can apply.

Methods of Promotion

1. Departmental tests/examinations
2. Performance appraisal ratings
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3. Assessment centres
4. Seniority lists
5. Managerial recommendations
6. Competitive promotions

Advantages of Promotion

 Improves morale & job satisfaction

 Reduces employee turnover

 Encourages high performance

 Ensures internal career growth

 Promotes stability and loyalty

 Cost-effective compared to external recruitment

Limitations / Problems of Promotion

 May cause jealousy or conflict among employees

 Possibility of favouritism or bias

 Peter Principle risk: employee promoted to a level of incompetence

 Internal promotions may reduce fresh ideas

 Dissatisfaction among those not promoted

TERMINATION OF SERVICES

Meaning of Termination

Termination refers to the end of the employment relationship between employer and

employee.

This may be:

 Voluntary

 Involuntary

 Initiated by employer or employee
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Termination marks the cessation of all employment rights and obligations.

Types of Termination

1. Voluntary Termination (Employee-Initiated)

a) Resignation

Employee resigns due to better opportunities, dissatisfaction, or personal reasons.

b) Retirement

Employee leaves employment upon reaching a specific age (superannuation) or opts for

early retirement.

c) Voluntary Separation Scheme (VSS) / Golden Handshake

Offered during downsizing or restructuring.

2. Involuntary Termination (Employer-Initiated)

a) Dismissal / Discharge for Misconduct

Occurs due to:

 Theft, fraud, insubordination

 Habitual absenteeism

 Violation of company rules

Must follow principles of natural justice.

b) Layoff

Temporary removal from employment due to:

 Shortage of raw material,

 Breakdown of machinery,
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 Economic slowdown.

Employee retains lien to job.

c) Retrenchment

Permanent termination due to:

 Surplus staff,

 Cost-cutting,

 Organizational restructuring.

Governed by the Industrial Disputes Act, 1947.

d) Termination due to Non-performance

If employee fails to meet standards even after training/warnings.

e) End of Contract

For fixed-term employment, termination happens on contract expiry.

Grounds for Termination

 Misconduct

 Poor performance

 Redundancy

 Violation of company policies

 Fraud or unethical behaviour

 Absenteeism

 Financial losses in organization

 Insubordination

Procedure for Fair Termination

1. Show-cause notice



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 228

2. Explanation by employee
3. Domestic enquiry
4. Evidence and witness examination
5. Report of enquiry officer
6. Decision (punishment/termination)
7. Issue of termination letter
8. Settlement of dues (gratuity, PF, leave encashment)

Advantages of Termination

 Removes unproductive or problematic employees

 Improves organizational discipline

 Reduces costs when downsizing

 Helps maintain performance standards

 Protects organizational culture

Limitations / Challenges

 May lower morale of remaining staff

 Risk of legal disputes and litigations

 Loss of trained employees

 Negative employer branding

 Cost of replacement and rehiring

 Emotional and social stress on employee

Conclusion

Promotion and termination are two significant HRM functions.

 Promotion motivates and develops employees.

 Termination maintains discipline, efficiency, and organizational health.
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To ensure fairness, both processes must follow clear policies, transparent procedures, and

legal guidelines.

CAREER DEVELOPMENT

Meaning of Career Development

Career development refers to the systematic process through which employees plan,
grow, and progress in their career paths within or outside the organization. It involves:

 Improving skills,

 Gaining new experiences,

 Exploring career opportunities,

 Achieving long-term professional goals.

It is a continuous, lifelong process involving both individual initiative and organizational
support.

Components of Career Development

Career development consists of three key components:

1. Self-Assessment

Employees analyze:

 Interests

 Strengths and weaknesses

 Personality traits

 Career aspirations

Tools used: personality tests, career anchors, SWOT analysis.
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2. Career Planning

Employees set:

 Short-term goals (1–3 years)

 Long-term goals (5–10 years)

 Preferred career paths

They identify what skills and qualifications are required to reach higher roles.

3. Career Management / Organizational Support

Organizations help employees through:

 Training & development

 Performance appraisal feedback

 Mentoring and coaching

 Succession planning

 Job rotation, transfers, promotions

 Career counselling

Objectives of Career Development

1. Enhance employee growth and job satisfaction
2. Ensure availability of qualified employees for future roles
3. Reduce employee turnover
4. Improve employee motivation and morale
5. Align employee goals with organizational goals
6. Develop leadership talent pipeline
7. Maximize employee potential and performance
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Importance of Career Development

For Employees:

 Provides clarity about career goals

 Helps develop skills and competencies

 Increases chances of promotion

 Creates job security and career satisfaction

 Builds confidence and self-worth

For Organization:

 Improves productivity and efficiency

 Ensures smooth succession planning

 Reduces recruitment cost

 Retains talented employees

 Enhances organizational stability and growth

Stages of Career Development (Career Life Cycle)

A typical career develops through the following stages:

1. Exploration Stage (16–25 years)

 Learning skills

 Trying different jobs

 Choosing the right career path

2. Establishment Stage (25–40 years)

 Entering a permanent job

 Developing expertise

 Seeking promotions and growth
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3. Mid-Career Stage (40–55 years)

 Evaluating career progress

 Maintaining performance

 Coping with competition and role changes

4. Late Career Stage (55–65 years)

 Sharing experience

 Coaching junior employees

 Preparing for retirement

5. Decline / Retirement Stage

 Gradual withdrawal from active work

 Planning for post-retirement life

Career Development Programs (CDP)

Organizations adopt several programs to develop employees' careers:

1. Career Counselling

A structured discussion where HR or a counselor guides employees about their career

options.

2. Mentoring

A senior employee guides and supports a junior employee’s professional development.

3. Coaching

A manager or trainer provides short-term, performance-focused guidance.
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4. Job Rotation

Employees move across different roles to gain experience and improve skills.

5. Job Enlargement & Enrichment

 Enlargement: Increasing the number of tasks.

 Enrichment: Increasing responsibilities and autonomy.

6. Succession Planning

Identifying and developing employees to fill key managerial roles.

7. Training & Development

Skill-based, behavioural, technical, or leadership training improves job capabilities.

Barriers to Career Development

1. Personal Barriers

 Lack of self-confidence

 Low risk-taking ability

 Family responsibilities

 Lack of education

2. Organizational Barriers

 No clear promotion policy

 Bias or favoritism

 Lack of training programs

 Poor performance appraisal

3. External Barriers

 Economic recession
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 Technological changes

 Lack of job opportunities

Advantages of Career Development

For Employees

 Growth opportunities

 Higher pay and promotions

 Increased job satisfaction

For Organization

 Better retention

 Strong leadership pipeline

 Higher productivity

 Improved morale and cultural strength

Limitations of Career Development
 Requires high investment in training and development

 Employees may leave after acquiring skills

 Difficult to design one plan for all employees

 Not all employees are willing to participate

 Organizational restructuring can disrupt career plans

Conclusion
Career development is a strategic HR process that ensures:

 Employees achieve their personal and professional goals, and

 Organizations build a capable, committed, and future-ready workforce.

A balanced combination of planning, training, mentoring, and performance feedback
forms the foundation of an effective career development system.

UNIT III – Training and Development
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S.No Question Marks Bloom’s Level
1 Define training and state its objectives. 5 K1

2 Explain the methods of training. 5 K2

3 What is performance appraisal? State its importance. 5 K2

4 Distinguish between training and development. 5 K2

5 Write a short note on promotion and transfer. 5 K2

6 Explain the concept and importance of training and development. 8 K3

7 Discuss various training methods and techniques. 8 K4

8 Explain the process of identifying training needs. 8 K3

9 Describe performance appraisal and its methods. 8 K3

10 Explain career development and employee termination in detail. 8 K4
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UNIT IV INDUSTRIAL RELATIONS

Industrial Disputes and Settlements (Laws Excluded) – Settling Industrial Disputes in India –

Arbitration – Adjudication – Settlement Labour Relation –Functions of Trade Unions–Forms of

collective bargaining-Workers’ participation in management – Types and effectiveness.

Industrial Disputes and Settlements

1. Introduction

Industrial development depends on harmonious employer–employee relations. When

misunderstandings or conflicts arise regarding wages, working conditions, employment security,

or rights, they often lead to industrial disputes. Effective dispute settlement mechanisms
help maintain productivity, morale, and stability.

2. Meaning of Industrial Dispute

Definition (as per Industrial Disputes Act, 1947)

An Industrial Dispute is a disagreement or conflict between:

 Employers and employees,

 Employers and employers, or

 Employees and employees

relating to employment, non-employment, terms of employment, or conditions of

labour.

Key Elements

Key Elements of an Industrial Dispute

To qualify as an industrial dispute under the Industrial Disputes Act, 1947, the following

essential elements must be present:
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1. Parties to the Dispute

The dispute must involve:

 Employers and Employees, or

 Employers and Employers, or

 Employees and Employees
→ At least one party must be a workman or employer in an industry.

2. Relationship Must Be Industrial

The dispute must arise:

 In the course of employment, or

 In relation to terms and conditions of work
→ The relationship between parties must be industrial in nature, not purely personal.

3. Connection with Employment

The issue must relate to:

 Employment

 Non-employment

 Terms of employment

 Conditions of labour

→ It must be directly linked to rights, duties, or privileges of workers.

4. Collective Aspect

Traditionally, an industrial dispute requires a group of workers to raise the dispute. However,

Section 2A treats individual dismissal, retrenchment, or termination also as an industrial

dispute.

5. Existence of a Real and Substantial Conflict
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There must be:

 A real disagreement

 A definite issue

 Conflicting claims

→ The dispute must not be hypothetical or imaginary.

6. Industry Requirement

The dispute must arise in an industry as defined in the Act:

 Systematic activity

 Employer–employee cooperation

 For production/supply of goods or services

7. Legal Recognition

The dispute must fit within the framework of:

 Industrial Disputes Act, 1947

 Rules, Standing Orders, or Settlement provisions

Summary

An industrial dispute must involve industrial parties, relate to employment conditions, have a

collective or substantial conflict, arise within an industry, and be legally recognisable under

the Industrial Disputes Act.

Causes of Industrial Disputes

Industrial disputes arise when expectations of workers and employers do not match. The reasons

can be economic, organizational, psychological, political, or technological. The major causes

are:
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1. Economic Causes

These are the most common and critical causes because they directly affect the livelihood of

workers.

1.1 Wages and Salary Issues

 Demand for higher wages

 Wage inequality

 Low minimum wages

 Disputes over increments or revisions

1.2 Bonus and Incentives

 Disagreement over bonus percentage

 Eligibility criteria for incentives

 Profit-sharing disputes

1.3 Allowances

 DA (Dearness Allowance) disputes

 Travel, housing, medical allowance issues

1.4 Poor Working Conditions

 Unsafe environment

 Lack of sanitation, lighting, ventilation

 Inadequate welfare facilities

1.5 Retrenchment, Layoff and Closure

 Job insecurity

 Non-payment of compensation

 Abrupt closures of units
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2. Managerial / Administrative Causes

These arise due to managerial decisions and organizational policies.

2.1 Autocratic Leadership

Rigid or authoritarian management style creates resentment.

2.2 Unfair Labour Practices

 Victimization

 Inconsistent disciplinary measures

 Unfair promotions or transfers

2.3 Lack of Communication

Absence of transparency leads to misunderstandings.

2.4 Ineffective Grievance Handling

Workers feel unheard, leading to frustration and conflict.

2.5 Workload and Staffing Issues

 Excessive workload

 Unclear job roles

 Lack of manpower planning

3. Behavioural / Psychological Causes

These relate to human emotions and perceptions.

3.1 Low Morale and Motivation

Dissatisfaction with job roles, rewards, or recognition.
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3.2 Perceived Injustice

Feeling of discrimination or unfair treatment.

3.3 Interpersonal Conflicts

Misunderstandings between workers or between workers and supervisors.

3.4 Stress and Fatigue

Arising from long hours or pressure to meet unrealistic targets.

4. Political Causes

Trade unions often have political affiliations which influence disputes.

4.1 Inter-Union Rivalry

Competing unions create tension and conflicting demands.

4.2 Political Interference

External political influence deepens the conflict.

5. Technological Causes

Modernization or technological changes may trigger disputes.

5.1 Fear of Job Loss

Introduction of automation reduces labour requirement.

5.2 Changes in Production Processes

Workers resist new methods due to lack of training or increased workload.

5.3 Skill Mismatch
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New technology demands new skills, causing insecurity.

6. Legal Causes

Disputes arise when laws or agreements are not properly implemented.

6.1 Violation of Labour Laws

Non-compliance with minimum wages, safety laws, or working hours.

6.2 Disputes Regarding Contracts or Agreements

Differences in interpretation of:

 Standing orders

 Settlements

 Collective agreements

7. Miscellaneous Causes

7.1 Cultural and Social Issues

Differences in values, attitudes, or expectations.

7.2 Economic Slowdowns

Leads to cost-cutting, layoffs, and wage freezes.

7.3 Uncertainty and Rumours

Lack of reliable information creates panic among workers.

Conclusion

Industrial disputes arise due to a combination of economic pressures, managerial mistakes,

behavioural issues, political influences, and technological transitions. Understanding these
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causes helps organizations adopt preventive strategies to reduce conflict and promote

industrial harmony.

Types of Industrial Disputes

Industrial disputes may arise in different forms depending on the nature of disagreement, the

subjects involved, and the scope of the conflict. The major types are:

1. Interest Disputes (Conflicts of Interest)

These disputes relate to new terms of employment or future benefits. Workers demand

changes that employers may resist.

Examples

 Wage revisions

 Allowance increase

 Bonus demand

 Working hours adjustment

 Leave benefits

Nature

 Concern future conditions

 Resolved through negotiation, collective bargaining, or arbitration

2. Rights Disputes (Legal/Interpretation Disputes)

These relate to the interpretation and application of existing laws, contracts, or
agreements.

Examples

 Misinterpretation of wage agreements

 Violation of standing orders
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 Disputes on disciplinary actions

 Breach of employment contract

Nature

 Concern established rights

 Often resolved through adjudication (Labour Courts, Tribunals)

3. Individual Disputes

These involve a single worker, but under Section 2A of Industrial Disputes Act, certain

disputes of an individual also qualify as industrial disputes.

Examples

 Dismissal

 Discharge

 Retrenchment

 Termination

Nature

 Single worker’s grievance

 Can be referred to Labour Court directly

4. Collective Disputes

These disputes involve a group of workers or an entire workforce.

Examples

 Strike for higher wages

 Protests against working conditions

 Union-led demands
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Nature

 Represented by trade unions

 Typically large-scale and may lead to strikes or lockouts

5. Disputes Related to Unfair Labour Practices

These arise when either employers or workers engage in practices prohibited by law.

Examples

By Employers:

 Victimization

 Illegal dismissal

 Interference in union activities

By Workers/Unions:

 Coercive activities

 Gherao, go-slow, threatening strikes

6. Disputes Based on Worker’s Discipline and Misconduct

These arise due to disciplinary action taken by employers.

Examples

 Punishments

 Suspensions

 Penalty disputes

 Charges of insubordination

7. Disputes Arising from Technological Changes

Modernization can spark conflict when workers fear its consequences.
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Examples

 Introduction of automation

 Change in machinery

 New production process

 Workforce reduction

8. Disputes Regarding Recognition of Trade Unions

When multiple unions exist, recognition becomes an issue.

Examples

 Recognition of majority union

 Rival union claims

 Political interference

9. Grievance-Based Disputes

These arise due to dissatisfaction with policies or treatment.

Examples

 Promotion dispute

 Transfer issues

 Seniority disputes

 Working conditions grievances

Summary Table
Type of Dispute Focus Typical Resolution
Interest Dispute Future benefits Collective bargaining

Rights Dispute Existing rights Labour Court/Tribunal

Individual Dispute Single worker Section 2A process
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Type of Dispute Focus Typical Resolution
Collective Dispute Group grievances Union negotiations

Unfair Labour Practice Dispute Illegal acts Legal action

Discipline/Misconduct Dispute Punishment & rules Inquiry & adjudication

Technological Dispute Modernization Training, negotiation

Union Recognition Dispute Representation rights Industrial tribunals

Grievance Dispute Workplace issues Grievance procedures

Conclusion

Industrial disputes can arise from differences in interests, rights, working conditions, recognition,

technology, or individual grievances. Understanding the types helps organizations choose the

right method of settlement and maintain industrial peace.

Forms of Industrial Disputes

Industrial disputes may take various forms depending on how workers or employers express their

disagreement. The major forms are:

1. Strike

A strike is a temporary stoppage of work by a group of workers to express grievances or press

demands.

Types of Strikes

 Economic Strike: For wages, allowances, bonus

 Sympathetic Strike: Supporting workers of another organization

 Sit-down / Stay-in Strike: Workers stay at the workplace but do not work

 Go-slow Strike: Workers work deliberately at a slow pace

 Wildcat Strike: Strike without union authorization

 Hunger Strike: Workers fast to express protest
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 Pen-down / Tool-down Strike: Workers attend work but refuse to use tools

2. Lockout

A lockout is a temporary closure of the workplace by the employer to force workers to

accept certain terms.

Characteristics

 Initiated by the employer

 Used as a counter-pressure to strikes

 Aimed at breaking deadlocks in negotiations

3. Gherao

Workers encircle managers, supervisors, or important persons and prevent them from

leaving until demands are met.

Nature

 Coercive form of protest

 Physical confinement

 Often considered illegal

4. Picketing

Workers stand outside the workplace and display placards or banners to persuade others not

to enter the premises.

Characteristics

 Peaceful demonstration

 Aims to gain public support

 Should not involve violence or obstruction
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5. Boycott

Workers or unions refuse to use the products, services, or policies of the employer.

Types

 Product boycott

 Service boycott

 Symbolic boycott

6. Work-to-Rule (Rule Strike)

Workers strictly follow every rule, even those normally relaxed, which slows down

production.

Examples

 No overtime

 No flexibility

 Excessively formal procedures

7. Go-Slow

Workers deliberately reduce their speed of work.

Nature

 Production drops significantly

 Hard to prove legally

 Considered a misconduct

8. Absenteeism and Mass Casual Leave

Workers collectively abstain from work by taking leave.

Characteristics
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 Sudden fall in attendance

 Management faces production losses

9. Sabotage

Deliberate destruction or damage to machinery, tools, or products.

Nature

 Illegal and highly punishable

 Extremely harmful for industrial peace

10. Demonstrations & Rallies

Workers organize rallies, marches, or public processions to show solidarity.

Purpose

 Publicize grievances

 Influence employer decisions

Summary Table
Form Initiated by Nature Objective
Strike Workers Work stoppage Press demands

Lockout Employer Workplace closure Pressure workers

Gherao Workers Physical confinement Coercion

Picketing Workers Demonstration Public support

Boycott Workers Refusal to use products/services Economic pressure

Work-to-Rule Workers Over-compliance with rules Slow productivity

Go-slow Workers Slow work Disguise strike

Mass Casual Leave Workers Absenteeism Pressure employer

Sabotage Workers Damage property Protest/pressure
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Form Initiated by Nature Objective
Demonstrations Workers Public rally Awareness/pressure

Conclusion

Industrial disputes manifest in multiple forms, ranging from peaceful demonstrations to

aggressive tactics like strikes and gheraos. Understanding these forms helps in effective

dispute management and maintaining industrial harmony.

Settlement of Industrial Disputes

Industrial peace is essential for smooth functioning of industries. The Industrial Disputes Act,

1947 provides voluntary and statutory/compulsory mechanisms to settle disputes between

employers and employees. These mechanisms aim to promote negotiation, reduce conflict, and

ensure fair labour practices.

Voluntary Methods of Settlement of Industrial Disputes

Voluntary methods involve mutual and cooperative approaches where both employers and

employees agree to resolve disputes without compulsion under law. These methods aim

at negotiation, understanding, and maintaining industrial peace by avoiding legal confrontation.

Voluntary methods include:

1. Collective Bargaining

Collective bargaining is a process of negotiation between employers and employees (usually

represented by trade unions) to determine terms and conditions of employment.

Features
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 Based on mutual trust and cooperation

 Both parties meet face-to-face

 Discussions aim to reach a mutually acceptable compromise

Stages

1. Preparation – Identifying issues and forming negotiation teams

2. Negotiation – Exchange of proposals and discussions

3. Bargaining – Making offers and counteroffers

4. Settlement – Agreement reached

5. Implementation – Terms put into practice

Examples

 Wage settlement

 Working condition improvements

 Bonus agreement

 Leave and allowance revisions

2. Mediation

Mediation is a voluntary process in which a neutral third party assists employers and

employees to arrive at a settlement.

Features

 Mediator has no legal authority to enforce a decision

 Helps in communication and reduces misunderstandings

 Used when relationships are strained

Advantages

 Informal

 Non-adversarial
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 Cost-effective

 Quick resolution

Mediator’s Role

 Facilitates dialogue

 Suggests possible solutions

 Encourages compromise

3. Voluntary Arbitration

Here, both parties jointly agree to refer the dispute to an arbitrator of their choice.

Features

 Arbitrator may be an individual or a panel

 Parties agree to abide by the arbitrator's decision

 Faster than adjudication by Labour Courts/Tribunals

 Private and confidential

Process

1. Agreement to Arbitrate
2. Selection of Arbitrator
3. Hearing and Evidence
4. Arbitration Award (binding decision)

Suitable For

 Wage disputes

 Bonus and allowances issues

 Service conditions

 Matters not easily settled through bargaining
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4. Voluntary Negotiation (Bipartite Negotiation)

Bipartite negotiation is direct negotiation between employer and employees (or their

union), without third-party intervention.

Features

 Most direct method

 Reflects maturity of industrial relations

 Solves minor disputes quickly

Advantages

 Builds trust and communication

 Prevents escalation into strikes/lockouts

 Saves time and cost

5. Works Committees (Voluntary Functioning)

Though provided under law (Section 3 of ID Act), their functioning is often voluntary and
cooperative rather than compulsory.

Role

 Promote harmony

 Discuss day-to-day grievances

 Resolve minor disputes proactively

Summary Table: Voluntary Methods
Method Third Party Involved? Binding? Nature
Collective Bargaining No Yes (if agreement is signed) Negotiation

Mediation Yes (neutral mediator) No Persuasive
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Method Third Party Involved? Binding? Nature
Voluntary Arbitration Yes (arbitrator) Yes Adjudicative

Bipartite Negotiation No Yes (if agreement reached) Direct dialogue

Works Committees Internal joint body Decisions mutual Cooperative

Conclusion

Voluntary methods emphasize mutual respect, cooperation, and dialogue. They help in resolving

disputes amicably, prevent unrest, and strengthen industrial relations by avoiding lengthy legal

processes.

Compulsory Methods of Settlement of Industrial Disputes

Compulsory methods involve the intervention of the government through statutory

authorities. These methods are used when voluntary efforts fail or when the dispute is severe and

affects public interest, essential services, or industrial peace.

1. Conciliation (by Government-appointed Authorities)

Conciliation under compulsory methods differs from voluntary conciliation because here the

Government appoints the conciliators and their involvement is statutory.

Forms of Compulsory Conciliation:

a) Conciliation Officer

 Appointed by the State or Central Government.
 Investigates the dispute and brings parties to a settlement.

 Must submit a Failure Report to the Government if no agreement is reached.
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b) Board of Conciliation

 A tripartite body: Independent Chairman + 2 or more representatives of employers

and workers.

 Temporarily constituted for specific disputes.

 Prepares a report (settlement or failure).

2. Court of Inquiry

 Fact-finding authority, not a dispute-settling body.

 Appointed when government needs an independent investigation into complex

issues.

 Findings help government make decisions on further action (like referring the dispute

to adjudication).

3. Labour Court (Adjudication – First Stage)

 Deals with disputes listed under Second Schedule, such as:

o dismissal,

o retrenchment,

o interpretation of standing orders,

o legality of strikes/lockouts.

 Decisions are known as awards, legally binding.

4. Industrial Tribunal (Adjudication – Second Stage)

 Handles Third Schedule matters like:

o wages,

o working conditions,

o PF, gratuity, allowances,

o hours of work,

o bonus.

 More complex and higher-level disputes than Labour Court.
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5. National Industrial Tribunal (NIT)

 Appointed by Central Government for disputes involving:

o questions of national importance,

o issues affecting industries in two or more states.

 Presided over by a judge-level officer.
 Decisions are binding across the country.

6. Compulsory Arbitration (in Rare Situations)

 Government may refer a dispute for compulsory arbitration when:

o Industrial peace or public interest is threatened,

o Essential services (transport, healthcare, water, electricity) are affected.

 Award is legally binding.

Summary Table: Compulsory Methods
Method Nature Authority Outcomes

Conciliation
Negotiation through govt-

appointed conciliators

Conciliation Officer

/ Board

Settlement / Failure

Report

Court of Inquiry Fact-finding Court of Inquiry Report with findings

Labour Court Adjudication (first level)
Govt-appointed

Judge

Legally binding

Award

Industrial Tribunal Adjudication (second level) Presiding Officer Award

National Tribunal
Adjudication (national

importance)
Central Govt Binding Award

Compulsory
Arbitration Govt-ordered settlement Arbitrator Binding Decision
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Authorities Under the Industrial Disputes Act, 1947

The Industrial Disputes Act, 1947 establishes several authorities to prevent, investigate, and

adjudicate industrial disputes. These authorities can be broadly grouped under three
categories:

I. Works Committee

1. Works Committee (Sec. 3)

 Applicable where 100 or more workers are employed.

 Consists of representatives of employer and employees, with workers’

representatives not less than employers’.

 Purpose:

o Promote harmonious relations.

o Resolve grievances at shop-floor level.

o Reduce friction between management and workers.

II. Conciliation Authorities

These aim to promote settlement through negotiation and mediation.

2. Conciliation Officer (Sec. 4)

 Appointed by Central or State Government.
 Can be permanent or temporary.

 Duties:

o Investigate disputes.

o Mediate between parties.

o Send Settlement Report or Failure Report to Government.
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3. Board of Conciliation (Sec. 5)

 A tripartite body formed for specific disputes.

 Composition:

o 1 Independent Chairman
o 2 or more employer & employee representatives

 Functions:

o Ensure negotiation between parties.

o Submit Settlement or Failure Report.

III. Courts of Inquiry

4. Court of Inquiry (Sec. 6)

 A fact-finding body (not adjudicatory).

 Can be established for any matter connected with an industrial dispute.

 May consist of:

o One person, or

o A panel (multi-member).

 Report findings to Government within 6 months.

IV. Adjudication Authorities

These authorities give binding decisions (awards).

5. Labour Court (Sec. 7)

 Deals with disputes under the Second Schedule, such as:

o Legality of strike/lockout

o Interpretation of standing orders

o Retrenchment

o Dismissal or discharge

 Presiding Officer must be a judge or legally qualified person.
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 Issues binding awards.

6. Industrial Tribunal (Sec. 7A)

 Handles matters under the Third Schedule, such as:

o Wages,

o Allowances,

o Working hours,

o Bonus,

o PF, gratuity,

o Holiday leave rules,

o Rationalisation of work.

 Presiding Officer: Senior judge-level authority.

7. National Industrial Tribunal (Sec. 7B)

 Appointed by the Central Government.
 For disputes:

o Of national importance, or

o Affecting industries in two or more states.

 Presiding Officer must be a High Court judge or qualified equivalent.
 Award is binding across the nation.

V. Voluntary Arbitration Authority

8. Arbitrator(s) (Sec. 10A)

 Parties may voluntarily refer dispute to one or more arbitrators.

 Arbitration agreement must be in writing and notified by Government.

 Arbitrator’s award is legally binding like a tribunal award.
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VI. Other Supporting Authorities

9. Grievance Redressal Committee (Amendment 2010)

 For establishments with 20 or more employees.

 Consists of equal representation from employees and employer.

 Resolves individual grievances at enterprise level.

Summary Table of Authorities
Category Authority Key Function
Shop-floor Works Committee Day-to-day grievance handling & harmony

Conciliation Conciliation Officer Mediate & submit reports

Board of Conciliation Tripartite mediation

Fact-finding Court of Inquiry Investigation & report

Adjudication Labour Court Decides Second Schedule matters

Industrial Tribunal Decides Third Schedule matters

National Tribunal National-level disputes

Arbitration Arbitrator(s) Voluntary binding settlement

Others Grievance Redressal Committee Individual grievance settlement

Settlement vs. Award

1. Meaning

Settlement

 A mutual agreement between employer and employees (or unions) arrived at

through conciliation or private negotiation.

 It reflects voluntary compromise by both parties.

Award



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 262

 A binding decision given by an adjudicatory authority such as a Labour Court,

Industrial Tribunal, or National Tribunal.

 It is not negotiated, but imposed by the authority after hearing both sides.

2. Nature

Settlement

 Voluntary, flexible, based on mutual give-and-take.

Award

 Compulsory, authoritative, and judicial in nature.

3. Who Issues It?

Settlement

 Parties themselves

(Employer & Workers/Union), with or without a Conciliation Officer.

Award

 Only an adjudicating authority (Labour Court, Tribunal, National Tribunal).

4. Process

Settlement

 Arises through negotiation, conciliation, or bipartite discussions.

Award

 Arises through adjudication after detailed inquiry and hearing.
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5. Binding Nature

Settlement

 Binding on parties to the agreement.

 If arrived at in conciliation, binding on all present and future employees of the

establishment (Sec. 18).

Award

 Binding on parties, on all concerned employees, and after government publication,

becomes enforceable.

6. Formal Requirements

Settlement

 Must be in writing, signed by parties, and sent to the Government and Conciliation

Officer.

Award

 Must be written, published by the Government in the Official Gazette, and becomes

enforceable after 30 days.

7. Flexibility

Settlement

 Highly flexible; terms depend on mutual accommodation.

Award

 Rigid; terms depend on legal and factual findings.
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8. Enforcement

Settlement

 Enforced through mutual compliance or complaint mechanisms.

Award

 Has legal force similar to a court decree; enforceable through government machinery.

Summary Table
Basis Settlement Award
Meaning Mutual agreement Decision by adjudicating authority

Nature Voluntary Compulsory

Who gives Employer & employees
Labour Court/Tribunal/National

Tribunal

Process Negotiation/conciliation Judicial adjudication

Formality Written with signatures Written & published in Gazette

Binding
Limited (or universal if through

conciliation)
Universal & legally enforceable

Flexibility High Low

Enforcement Through agreement Through law/government

Prevention of Industrial Disputes

Preventing industrial disputes is crucial to ensure industrial harmony, continuous
production, employee satisfaction, and national economic stability. Rather than resolving

disputes after they arise, modern industrial relations focus on prevention through proactive
measures.
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Prevention methods can be grouped into (A) Institutional Measures and (B) Non-
Institutional / Managerial Measures.

A. Institutional Measures (Legal & Structural Mechanisms)

These are formal mechanisms provided under the Industrial Disputes Act, 1947 and other

labour laws to prevent disputes in the first place.

1. Works Committee (Sec. 3)

 Mandatory for establishments with 100 or more workers.

 Consists of employer & employee representatives.

 Purpose:

o Promote good relations.

o Resolve day-to-day grievances.

o Prevent disputes before escalation.

2. Grievance Redressal Committee (2010 Amendment)

 For establishments with 20 or more employees.

 Provides early resolution of individual complaints like:

o Misconduct

o Leave issues

o Workplace behavior

o Minor disciplinary matters

 Prevents grievances from turning into disputes.

3. Standing Orders (Industrial Employment Standing Orders Act, 1946)

 Written rules regarding:

o Working hours

o Leave

o Holidays

o Misconduct
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o Disciplinary procedure

 Ensures clarity and uniformity → reduces misunderstanding.

4. Collective Bargaining

 Negotiation between employer and worker unions on:

o Wages

o Working conditions

o Benefits

o Safety

 Establishes mutual trust and long-term agreements, reducing scope for conflicts.

5. Code of Discipline (1958)

A voluntary agreement between employers and employees enforcing:

 No strikes/lockouts without notice

 No coercion or violence

 Respect for agreements and awards

 Peaceful grievance handling

It promotes ethical and disciplined conduct in industry.

6. Joint Management Councils

 Consist of employer and employee members.

 Discuss productivity, welfare, training, and working conditions.

 Encourage worker participation → increases cooperation.

7. Legal Provisions for Notice

 Section 22 & 23 of the ID Act requires notice for strikes/lockouts.

 Provides time for negotiation before an actual conflict occurs.
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B. Non-Institutional / Managerial Measures

These are internal organisational practices that promote harmony and resolve grievances

before they develop into disputes.

1. Sound Wage and Salary Administration

 Fair pay systems prevent dissatisfaction.

 Wage policies must be transparent and benchmarked with industry standards.

2. Effective Communication

 Two-way communication between management and employees helps prevent

misunderstandings.

 Mechanisms:

o Suggestion schemes

o Open-door policies

o Regular meetings

3. Workers’ Participation in Management

 Workers are included in decisions related to:

o Safety

o Production

o Welfare

o Cost reduction

 Leads to ownership and reduces conflict.

4. Human Resource Development (HRD) Practices

 Training

 Performance appraisal

 Career planning

 Motivation systems

These build trust and reduce tension.
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5. Employee Welfare Measures

 Welfare facilities like canteen, creche, medical care, recreation, and housing create a

positive environment and minimize frustration.

6. Effective Leadership

 Democratic and consultative leadership resolves issues before they escalate.

 Empathetic managers prevent hardship and resentment.

7. Healthy Working Conditions

 Safety measures

 Ergonomic workplaces

 Hygienic environment

Prevent disputes related to accidents, health hazards, and work stress.

8. Prompt Grievance Handling

 Quick action on complaints prevents accumulation of resentment.

 Should follow:

o Fairness

o Transparency

o Confidentiality

o Timeliness

Summary

Prevention of industrial disputes requires a combination of institutional mechanisms
(works committees, GRC, collective bargaining, standing orders) and managerial
policies (communication, welfare, HRD, leadership) to maintain industrial harmony and

avoid conflict.
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Importance of Industrial Dispute Settlement

The settlement of industrial disputes plays a critical role in maintaining industrial peace,

ensuring economic stability, and promoting harmonious employer–employee relations.

Effective dispute settlement prevents prolonged conflict and contributes to the overall

productivity and growth of industries as well as the national economy.

The importance can be understood under the following dimensions:

1. Ensures Industrial Peace and Harmony

 Settlement mechanisms help avoid strikes, lockouts, go-slows, and other disruptive

activities.

 Peaceful resolution strengthens trust between management and workers.

 A stable industrial environment reduces internal friction and promotes cooperation.

2. Continuity of Production

 Quick settlement prevents interruptions in production processes.

 Ensures regular supply of goods and services.

 Helps industries meet market demands and maintain customer satisfaction.

3. Protects Workers’ Rights and Welfare

 Settlement systems offer workers a platform to raise grievances and seek justice.

 Ensures fairness in wages, working conditions, job security, and welfare provisions.

 Reduces exploitation and promotes a sense of dignity among workers.

4. Enhances Productivity and Efficiency

 Resolving disputes reduces tension and motivates workers to perform better.

 Encourages teamwork and improves morale.
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 Prevents resource wastage associated with conflict situations (manpower, time,

materials).

5. Encourages Economic Stability

 Industrial disputes often affect national productivity.

 Settlement ensures steady industrial output, contributing to GDP and economic

growth.

 Avoids losses due to work stoppages, which can impact related industries and supply

chains.

6. Prevents Escalation into Larger Conflicts

 Early settlement avoids minor grievances escalating into major industrial conflicts.

 Prevents violence, property damage, and threats to law and order.

 Maintains a safe working environment.

7. Legal Compliance and Good Governance

 Settlement through conciliation, arbitration, or adjudication promotes adherence to

labour laws.

 Encourages fair labour practices as mandated by statutes like the Industrial Disputes

Act, 1947.

 Builds an image of responsible corporate governance.

8. Cost-Effectiveness

 Settlement is cheaper than prolonged conflicts or litigation.

 Saves cost for industries by reducing idle time, legal expenses, and production losses.

 Workers also save income otherwise lost during strike periods.
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9. Promotes Better Employer–Employee Relationships

 Settlement fosters mutual understanding and respect.

 Establishes long-term relationships based on dialogue rather than confrontation.

 Builds a cooperative rather than adversarial culture.

10. Attracts Investments and Improves Industrial Climate

 Investors prefer stable and conflict-free industrial environments.

 Effective dispute settlement mechanisms enhance a region's or country’s

attractiveness for investment.

 Promotes industrial growth and employment generation.

11. Supports Social and National Development

 Industrial peace is essential for broader socio-economic development.

 Minimizes unemployment, economic uncertainty, and social unrest.

 Contributes to national progress through stable industrial performance.

Summary

Industrial dispute settlement is essential for maintaining industrial peace, protecting worker

welfare, enhancing productivity, ensuring economic stability, and promoting harmonious

employer–employee relations. Industrial disputes are inevitable in modern organisations, but

efficient dispute resolution mechanisms—both voluntary and compulsory—help maintain

industrial harmony. A balanced, fair, and timely mechanism ensures satisfaction of workers,

stability of operations, and overall economic growth.

Arbitration (Under Industrial Disputes Act, 1947)

Arbitration is a voluntary, non-judicial method of settling industrial disputes where both the

employer and the employees mutually agree to refer their dispute to a neutral third party,
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called an arbitrator, whose decision—known as an arbitration award—is binding on the

parties.

It is provided under Section 10A of the Industrial Disputes Act, 1947.

1. Meaning of Arbitration

 Arbitration is a process where disputing parties select an independent, impartial
person or panel to resolve their dispute.

 It serves as an alternative to adjudication by Labour Courts or Tribunals.

 The arbitrator's decision is final and enforceable under the law.

2. Nature of Arbitration

 Voluntary: Both parties must agree to refer the dispute.

 Flexible: Parties can choose arbitrator(s), procedure, venue.

 Quasi-judicial: The arbitrator examines evidence and delivers a legal award.

 Binding: The award is enforceable like a court decree once published.

3. Purpose of Arbitration

 To provide a speedy, cost-effective, and less formal mechanism to resolve

disputes.

 To reduce burden on Labour Courts and Industrial Tribunals.

 To promote settlement through cooperation rather than confrontation.

4. Procedure of Arbitration (Sec. 10A)

Step 1: Agreement by Parties

 Employer and employees (or union) must sign a written arbitration agreement.
 Agreement must specify:
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o The name of the arbitrator(s)

o Issues to be referred

o Signatures of parties

Step 2: Notice to Government

 A copy of the arbitration agreement must be sent to the Government and the

Conciliation Officer.

Step 3: Publication

 Government publishes the agreement in the Official Gazette.

Step 4: Conduct of Arbitration

 Arbitrator conducts hearings.

 Examines witnesses and documents.

 Follows fair procedure (not as strict as courts).

Step 5: Arbitration Award

 Arbitrator gives a written award stating reasons.

 Award submitted to Government.

Step 6: Enforcement of Award

 Government publishes award in Gazette.

 Award becomes enforceable after 30 days of publication (Sec. 17A).

5. Types of Arbitration

a. Voluntary Arbitration

 Initiated voluntarily by mutual consent.

 Most common under the ID Act.
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b. Compulsory Arbitration (Rare in India)

 Government may impose arbitration when:

o There is apublic emergency, or

o Dispute affects public safety or national economy.

 Used only in essential industries.

6. Advantages of Arbitration

 Faster than court adjudication.

 Less formal and more flexible.

 Cheaper than prolonged litigation.

 Parties have control over choosing the arbitrator.

 Promotes cooperation and reduces hostility.

 Helps maintain industrial peace.

7. Limitations of Arbitration

 Success depends on mutual consent.

 Risk of biased arbitrator if selection is not fair.

 Award may be challenged if:

o Arbitrator exceeds jurisdiction

o Natural justice is violated

o Procedural irregularities occur

 Not suitable for disputes requiring complex legal interpretation.

8. Difference between Arbitration and Adjudication
Basis Arbitration Adjudication
Nature Voluntary Compulsory (if referred by Govt.)

Decision by Arbitrator chosen by parties Labour Court/Tribunal
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Basis Arbitration Adjudication
Procedure Flexible, informal Legal, formal

Binding Yes, after publication Yes, after publication

Time Faster Slower

Relationship Cooperative Adversarial

9. Importance of Arbitration in Industrial Relations

 Promotes voluntary resolution of disputes.

 Reduces pressure on industrial courts.

 Helps maintain uninterrupted production.

 Strengthens trust between employer and employees.

Adjudication

Adjudication refers to the compulsory settlement of industrial disputes by legal authorities
such as Labour Courts, Industrial Tribunals, or National Tribunals when voluntary methods

like negotiation, conciliation, or arbitration fail. It involves a judicial process, where a court-like

body hears both parties, examines evidence, and delivers a binding award.

Adjudication is provided underSections 7, 7A, 7B, and 10 of the Industrial Disputes Act, 1947.

1. Meaning of Adjudication

 It is the process of legal settlement of industrial disputes by designated authorities.

 In adjudication, the Government refers the dispute to the appropriate court/tribunal.

 The decision (called an award) is binding on all parties.

Adjudication ensures resolution even when parties do not voluntarily agree to settle.
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2. Nature of Adjudication

 Compulsory: Parties must participate once reference is made.

 Judicial/Quasi-judicial: Follows a structured legal procedure.

 Binding: Award is enforceable after publication.

 Formal & Evidence-based: Requires documentation, hearings, and legal arguments.

3. Authorities Involved in Adjudication

1. Labour Court (Section 7)

Deals with matters listed in the Second Schedule, such as:

 Legality of strikes/lockouts

 Dismissal, discharge, retrenchment

 Interpretation of Standing Orders

 Grievance issues

2. Industrial Tribunal (Section 7A)

Handles matters in the Third Schedule, including:

 Wages, allowances

 Hours of work, leave rules

 Bonus, PF, gratuity disputes

 Rationalisation, retrenchment compensation

 Classification of workers

3. National Industrial Tribunal (Section 7B)

Appointed for disputes involving:

 National importance

 Industries operating in two or more states
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 Large-scale economic impact on the country

4. Procedure of Adjudication (Step-by-Step)

Step 1: Reference by Government (Sec. 10)

 Appropriate Government refers the dispute to:

o Labour Court

o Industrial Tribunal

o National Tribunal

 Reference is made when conciliation fails or dispute affects public interest.

Step 2: Notice and Filing of Statements

 Parties submit written statements, claims, and counter-claims.

Step 3: Hearing

 Tribunal hears both sides, examines evidence, witnesses, documents.

 Legal representation is allowed.

Step 4: Award

 Tribunal delivers a reasoned written award.

Step 5: Publication (Sec. 17)

 Government publishes the award in the Official Gazette.

Step 6: Enforceability (Sec. 17A)

 Award becomes enforceable 30 days after publication.
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5. Advantages of Adjudication

1. Ensures Compulsory Settlement

 Useful when parties refuse to negotiate or hostile relations exist.

2. Protects Workers’ Rights

 Offers justice in dismissals, retrenchments, and unfair labour practices.

3. Formal and Legally Sound

 Awards are based on legal principles and factual evidence.

4. Promotes Industrial Peace

 Prevents prolonged strikes, lockouts, and instability.

5. Suitable for Complex Matters

 Tribunals can handle technical, legal, or policy-oriented issues.

6. Limitations of Adjudication

1. Time-consuming

 Procedures can be lengthy due to formalities and backlog.

2. Expensive

 Involves legal fees, documentation, and extended hearings.

3. Adversarial Nature

 Creates tension between employer and employees; reduces cooperation.
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4. Over-dependence on Government

 Requires government reference; parties cannot directly approach tribunals.

5. Rigid

 Less flexible compared to voluntary methods like collective bargaining or mediation.

7. When Adjudication Becomes Necessary

 When conciliation fails.

 When issues involve large financial implications.

 When disputes affect public safety or national economy.

 When one or both parties refuse to negotiate.

 When urgent judicial intervention is needed (e.g., illegal strikes, wrongful dismissals).

8. Difference between Adjudication and Arbitration
Basis Arbitration Adjudication
Nature Voluntary Compulsory

Authority Arbitrator chosen by parties Labour Court/Tribunal appointed by Govt.

Flexibility Flexible procedure Formal legal procedure

Government role Minimal Strong

Relationship Cooperative Adversarial

Origin Mutual agreement Government reference

Summary

Adjudication is a compulsory, legally binding process for settling industrial disputes through

Labour Courts and Industrial Tribunals when voluntary methods fail.
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Settlement in Labour Relations

Settlement in labour relations refers to the mutually agreed resolution of disputes between

employers and employees through negotiation, dialogue, and structured mechanisms. It plays

a central role in maintaining industrial peace and promoting harmonious labour– management

relations.

A settlement is formally defined under the Industrial Disputes Act, 1947 as a written

agreement arrived at between the employer and workmen with the assistance of a Conciliation

Officer or directly through voluntary negotiation.

Key Features of a Settlement

1. Mutual Agreement:
Reached through cooperation rather than confrontation.

2. Written Document:
Must be signed by parties and sent to appropriate authorities.

3. Binding Nature:
Binding on the parties involved for the period agreed upon (usually up to 6 months)

and thereafter for a further period of operation.

4. Promotes Industrial Peace:
Reduces the chances of strikes, lockouts or litigation.

5. Focus on Long-term Solutions:
Aims to remove conflict at its root rather than providing temporary relief.

Objectives of Settlement in Labour Relations

 To maintain industrial peace and harmony.

 To avoid costly and time-consuming adjudication.

 To strengthen employer–employee relationships.

 To encourage the principles of collective bargaining.

 To build a cooperative work environment through dialogue.
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Types of Settlements

1. Settlement through Conciliation

 Facilitated by a Conciliation Officer or Board of Conciliation.

 A neutral third party helps both sides arrive at a compromise.

2. Private/Voluntary Settlement

 Also called bipartite settlement.
 Direct negotiations between employer and trade union/workers.

 No government intervention.

3. Settlement through Arbitration

 Parties appoint a neutral arbitrator.

 The arbitrator's decision is binding as per the agreement.

4. Settlement through Adjudication

 Disputes are referred to Labour Court, Industrial Tribunal, or National Tribunal.

 The court gives an award, which is legally enforceable.

Process of Reaching a Settlement

1. Identification of the Problem – wage issue, work condition, discipline, etc.

2. Negotiation – both parties present their demands, expectations, and possible

compromises.

3. Mediation/Conciliation – if negotiation fails, a third-party mediator helps.

4. Drafting the Agreement – terms and conditions of the settlement are prepared.

5. Signing & Registration – settlement is signed and a copy is submitted to the labour

authorities.

6. Implementation – both employer and workers abide by the agreed terms.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 282

Importance of Settlement in Labour Relations

 Ensures industrial stability.

 Minimizes strikes, lockouts, and productivity loss.

 Enhances trust and cooperation.

 Encourages collective bargaining culture.

 Reduces litigation and promotes quick resolution.

 Improves employee morale and satisfaction.

 Strengthens industrial democracy.

Settlement vs. Award (Quick Difference)
Settlement Award
Mutual agreement between employer and workers Decision given by Labour Court/Tribunal

Based on negotiation Based on legal adjudication

Flexible and interest-based Rigid and rule-based

Promotes cooperation May create dissatisfaction for one party

Faster and cost-effective Time-consuming and formal

Conclusion

Settlement in labour relations is the backbone of industrial peace. It fosters mutual understanding,

reduces friction, and strengthens the foundation of cooperative industrial relations. Effective

settlement mechanisms ensure that industrial disputes are resolved amicably, efficiently, and in

a manner that benefits both employers and workers.

Functions of Trade Unions

Trade unions are organized associations of workers formed to protect and promote their

economic, social, and political interests. Their functions extend beyond wage negotiations and

cover a wide range of activities aimed at ensuring the welfare and rights of employees.
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The major functions of trade unions are classified into four broad categories:

**1. Economic Functions

These functions deal with improving the economic conditions of workers.

a. Collective Bargaining

 Negotiating with employers on issues such as wages, bonus, allowances, and working

hours.

 Ensures fair and reasonable remuneration.

b. Securing Better Working Conditions

 Ensuring safe, hygienic, and healthy working environments.

 Implementation of labour laws on safety, overtime, welfare facilities, etc.

c. Job Security

 Protecting workers from arbitrary layoffs, retrenchments, and terminations.

 Ensuring fair disciplinary procedures.

d. Wage Revision and Bonus

 Negotiating periodic wage increases, incentive schemes, and profit-sharing.

**2. Protective / Safeguarding Functions

These aim at protecting workers from exploitation and unfair practices.

a. Protection of Rights

 Ensuring that employers comply with labour laws.

 Fighting against discrimination, victimization, and unjust treatment.
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b. Handling Grievances

 Representing workers in grievance and disciplinary proceedings.

 Ensuring fair inquiry and natural justice.

c. Legal Assistance

 Providing legal aid in labour court cases, disputes, and appeals.

**3. Welfare Functions

Trade unions also focus on the overall welfare of workers and their families.

a. Welfare Schemes

 Organizing health camps, education support, insurance schemes, housing assistance,

and recreational activities.

b. Education and Training

 Conducting skill development programs, leadership training, and awareness programs

on rights, safety, and productivity.

c. Social Security

 Providing support during accidents, sickness, unemployment, and old age.

 Promoting provident funds, pension schemes, and cooperative societies.

**4. Political Functions

Trade unions also play a role in shaping public policy and influencing political decisions.

a. Lobbying for Labour Legislation
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 Pressuring government to enact favourable labour laws (e.g., minimum wages, social

security, working hours).

b. Participation in Politics

 Supporting political parties or forming labour parties to represent workers' interests.

c. Public Campaigns

 Organizing demonstrations, rallies, and awareness campaigns to influence public

opinion on social and labour issues.

**5. Social Functions

These functions enhance workers’ participation in social development.

a. Promoting Industrial Peace

 Acting as a bridge between workers and management.

 Reducing conflicts through negotiation and cooperation.

b. Encouraging Discipline

 Promoting good conduct, punctuality, and adherence to rules.

c. Community Development

 Participating in social causes like literacy, health awareness, environmental

protection, and public welfare.

**6. Psychological Functions

Trade unions address the psychological needs of workers.

a. Reducing Frustration and Insecurity
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 Providing a sense of belonging, unity, and support.

 Giving workers confidence to express grievances.

b. Motivation and Morale Building

 Encouraging workers to perform better and feel valued.

**7. Administrative and Regulatory Functions

a. Representation in Management

 Participating in joint management councils, works committees, safety committees, and

welfare boards.

b. Monitoring Labour Law Implementation

 Ensuring compliance with the Factories Act, Payment of Wages Act, Industrial

Disputes Act, etc.

Conclusion

Trade unions are vital institutions that safeguard the interests of workers, maintain industrial

harmony, and promote economic and social justice. Their functions are multi-dimensional—

economic, protective, welfare-oriented, political, social, and psychological—making them central

to effective industrial relations.

Forms of Collective Bargaining

Collective bargaining refers to the process of negotiation between employers and employees
(usually represented by trade unions) to determine terms of employment. Depending on the

purpose, level, and scope of negotiations, collective bargaining takes different forms.
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The major forms of collective bargaining are as follows:

**1. Distributive Bargaining (Win–Lose)

 Also called zero-sum bargaining.

 One party’s gain is the other party’s loss.

 Typically used for wages, bonus, benefits, and work hours.

Example:
Workers demand a wage increase; management wants to limit labour costs.

**2. Integrative Bargaining (Win–Win)

 Also called cooperative or interest-based bargaining.

 Both parties work together to find mutually beneficial solutions.

 Focuses on problem-solving, not confrontation.

Example:
Introducing flexible work schedules that benefit both workers (work-life balance) and

management (higher productivity).

**3. Concessionary Bargaining (Give-Back Bargaining)

 The union agrees to give up some previous gains.

 Usually happens during financial crisis, recession, or when the company is

struggling.

Example:
Union accepts wage freeze or reduced benefits to save jobs or prevent layoffs.
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**4. Productivity Bargaining

 Workers agree to improve productivity, efficiency, or performance.

 In return, management offers higher wages, incentives, or bonuses.

Example:
Incentive plans linked to reduction in machine downtime or improved output.

**5. Composite Bargaining

 Bargaining is not just about wages but also about working conditions, employment
security, training, automation, and welfare.

 Focuses on the overall welfare of workers.

Example:
Negotiations on safety standards, health measures, job rotation, and technology adoption.

**6. Attitudinal Structuring

 Not directly about demands or issues, but about building trust, improving
relationships, and reducing conflicts.

 Important where relations are strained.

Example:
Confidence-building meetings, workshops, grievance-handling reforms.

**7. Intra-Organizational Bargaining

 Negotiations occur within each party (within the union or management) before

presenting a unified stand at the bargaining table.

 Helps align the interests of various groups inside the organization.
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Example:
Union leaders meeting among themselves to agree on common demands.

**8. Multi-Employer / Centralized Bargaining

 A single union negotiates with a group of employers in a particular industry.

 Ensures uniform wages and terms across the sector.

Example:
Industry-level wage settlements in banking, coal, or textiles.

**9. Company-Level or Decentralized Bargaining

 Bargaining happens at the level of individual organizations.

 Reflects the specific needs and conditions of each company.

Example:
Company-specific agreements on shift timings, incentive schemes, or performance

appraisals.

Summary Table
Form of Bargaining Nature Outcome
Distributive Competitive Win–lose

Integrative Cooperative Win–win

Concessionary Give-back Loss accepted to protect jobs

Productivity Output-focused Higher pay for better productivity

Composite Welfare-based Holistic improvement

Attitudinal Structuring Relationship-focused Trust building

Intra-organizational Internal alignment Unified stand

Multi-employer Industry-level Uniform standards
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Form of Bargaining Nature Outcome
Company-level Organization-specific Tailored agreements

Conclusion

Collective bargaining takes various forms depending on objectives, economic conditions,

organizational context, and the nature of labour–management relations. Understanding these

forms helps both parties adopt the most suitable bargaining strategy for achieving lasting

industrial peace.

Workers’ Participation in Management (WPM)

Workers’ Participation in Management (WPM) refers to the involvement of employees in

the decision-making process of an organization. It is a system where workers are given a voice

in managerial functions such as planning, decision making, implementation, and control.

It reflects the principles of industrial democracy, mutual cooperation, and harmonious
labour–management relations.

Objectives of WPM

1. Promote Industrial Democracy – giving workers a say in decisions affecting them.

2. Improve Organizational Efficiency – employees contribute practical knowledge.

3. Enhance Productivity – participation improves morale and motivation.

4. Reduce Industrial Conflicts – open communication reduces disputes and mistrust.

5. Create a Sense of Belongingness – employees feel valued and responsible.

6. Develop Leadership Qualities among workers.

7. Ensure Better Implementation of Decisions – participative decisions gain

acceptance.
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Need / Importance of WPM

 Builds trust and cooperation between management and workers.

 Reduces chances of strikes, lockouts, and grievances.

 Enhances job satisfaction and commitment.
 Encourages innovation through shared ideas.

 Improves quality of work life.

 Facilitates coordination and transparency.

Forms / Levels of Workers’ Participation in Management

Workers may participate at different levels and through various mechanisms:

1. Informative Participation (Information Sharing)

 Management shares information about policies, financial position, and operational

issues.

 Workers are informed but not consulted in decision-making.

2. Consultative Participation

 Workers are consulted before final decisions are taken.

 Opinions of workers are considered but management retains final authority.

3. Associative Participation

 Workers share joint decision-making responsibility with management.

 Decisions are made through committees.

4. Administrative Participation

 Workers are involved in the implementation of decisions.

 Participation in supervisory and administrative duties.
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5. Decisive Participation

 Workers have final authority in decision-making.

 Very advanced level; rarely practiced.

Methods / Devices of WPM

Different countries and organizations adopt various mechanisms:

1. Works Committees

 Mandatory under Industrial Disputes Act, 1947 for establishments with 100+ workers.

 Discuss day-to-day issues and promote good relations.

2. Joint Management Councils (JMCs)

 Advisory bodies consisting of representatives from management and workers.

 Discuss production, safety, welfare, and training.

3. Shop Councils and Joint Councils

 Introduced in 1975 for centralized participation.

 Address shop-floor issues, working conditions, and productivity.

4. Suggestion Schemes

 Workers give ideas for efficiency, cost reduction, and quality improvement.

 Provides rewards for accepted suggestions.

5. Quality Circles (QCs)

 Small groups of workers voluntarily solve work-related problems.

 Improves quality and productivity.

6. Co-Determination
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 Popular in Germany.

 Workers have representation on supervisory boards.

 Share decision-making on strategic issues.

7. Collective Bargaining

 Indirect participation.

 Workers negotiate on employment terms.

8. Board-Level Participation

 Workers’ representatives sit on company boards.

 Influence major policy decisions.

9. Profit-Sharing / Gain-Sharing

 Workers share in the profits or gains from productivity improvements.

Advantages of WPM

 Promotes industrial harmony.

 Reduces conflicts and disputes.

 Enhances commitment and productivity.

 Encourages teamwork and communication.

 Better utilization of human resources.

 Higher morale, job satisfaction, and loyalty.

 Leads to better quality, efficiency, and decision implementation.

Limitations of WPM

 Lack of trust between management and workers.

 Poor communication and fear of losing authority.

 Weak trade unions or conflicting union interests.
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 Resistance from managers.

 Low worker education or skill levels in some sectors.

 Lack of legal backing for most participation schemes.

Conclusion

Workers’ Participation in Management is a vital component of modern industrial relations. When

implemented effectively, it fosters trust, enhances productivity, and strengthens industrial

democracy. Despite challenges, WPM remains an essential tool for improving organizational

performance and worker satisfaction.

Workers’ Participation in Management (WPM) – Types and Effectiveness

Workers’ Participation in Management includes all processes by which workers gain a greater

voice in managerial decision-making. It promotes industrial democracy and harmonious

labour–management relations.

I. TYPES OF WORKERS’ PARTICIPATION IN MANAGEMENT

Workers participate at different levels and through various mechanisms. Broadly, WPM takes

the following forms:

1. Informative Participation (Information Sharing)

 Management shares information about financial position, production targets, HR

policies, and future plans.

 Workers do not take part in decision-making.

Example: Circulating quarterly performance reports.

2. Consultative Participation

 Workers are consulted and their opinions are invited before decisions are taken.
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 Management retains final authority.

Example: Consultation on safety rules or shift timings.

3. Associative or Joint Participation

 Workers and management jointly discuss and decide on certain issues.

 Often carried out through committees or councils.

Example: Joint Management Councils (JMCs).

4. Administrative Participation

 Workers share responsibility in implementing decisions.

 Participation occurs in supervisory or administrative roles.

Example: Quality control teams, safety committees.

5. Decisive Participation (Co-Determination)

 Workers have the right to make final decisions.

 Seen in countries like Germany (co-determination laws).

Example: Worker representatives on the board with voting rights.

6. Financial Participation

Workers participate in financial results of the organization.

Forms:

 Profit-sharing schemes
 Gain-sharing
 Employee stock ownership plans (ESOPs)
 Bonus and incentive plans
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Encourages long-term commitment to the organization's success.

7. Collective Bargaining

 Indirect participation.

 Workers negotiate with management regarding wages, benefits, and working

conditions.

Example: Long-term wage settlements.

8. Participation through Committees

 Works committees

 Canteen committees

 Safety committees

 Welfare committees

 Shop-floor councils

Used widely to address local and operational issues.

9. Suggestion Schemes

 Workers give ideas for improvement in quality, productivity, or cost reduction.

 Rewards or recognition given for accepted suggestions.

10. Quality Circles (QCs)

 Small voluntary groups of workers who meet regularly to discuss work-related

problems.

 Focus on improvement, innovation, and teamwork.

11. Shop Councils and Joint Councils (India – 1975)

 Shop Council → department level

 Joint Council → plant level

Discuss production, discipline, welfare, and training.
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II. EFFECTIVENESS OF WORKERS’ PARTICIPATION IN MANAGEMENT

WPM's effectiveness depends on how far it contributes to industrial peace, productivity,

and employee satisfaction.

Below is an academically structured analysis of its effectiveness:

**1. Positive Outcomes / Effectiveness

a. Improves Industrial Relations

 Participation builds trust and reduces friction.

 Helps prevent disputes, strikes, and lockouts.

b. Enhances Productivity and Performance

 Workers provide practical insights about processes.

 Participative decisions are better implemented.

c. Increases Job Satisfaction and Morale

 Workers feel valued and respected.

 Leads to higher motivation and engagement.

d. Better Decision-Making

 Decisions reflect ground realities.

 Reduces managerial blind spots.

e. Develops Workers’ Skills and Leadership

 Workers gain experience in problem-solving and decision-making.

 Strengthens internal talent.
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f. Reduces Cost and Wastage

 Suggestion schemes and QCs minimize defects and inefficiencies.

 Encourages ownership of work.

g. Strengthens Industrial Democracy

 Empowers employees.

 Creates a participative and transparent culture.

**2. **Factors Affecting Effectiveness (Limitations)

Even though WPM is conceptually strong, effectiveness depends on various challenges:

a. Lack of Trust

 Suspicion between management and unions reduces cooperation.

b. Resistance from Management

 Some managers fear loss of authority and control.

c. Union Rivalry

 Multiple trade unions can create conflict and weaken participation.

d. Low Worker Education / Awareness

 Limits meaningful participation in decision-making.

e. Limited Legal Support

 Except Works Committees, most participation schemes lack strong legal backing in

India.
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f. Tokenism

 Participation becomes symbolic without real influence on key decisions.

g. Slow Decision-Making

 Joint decision-making sometimes delays urgent actions.

**3. **Conditions for Effective WPM

For WPM to be successful:

 Strong mutual trust between management and workers

 Clear communication channels
 Educated and skilled workforce
 Willingness of management to share power

 Strong and responsible trade unions
 Legal support and structured mechanisms

Workers’ Participation in Management is an essential component of modern industrial relations.

Its various forms—informative, consultative, associative, administrative, decisive, and

financial—provide different levels of worker involvement. When effectively implemented, WPM

enhances productivity, promotes industrial harmony, and strengthens organizational democracy.

However, effectiveness largely depends on mutual trust, supportive leadership, and a culture

of collaboration.

Conclusion

Industrial Relations (IR) refers to the relationship between employers, employees, and
the government within the industrial framework. It focuses on establishing harmonious,
cooperative, and productive interactions among these key stakeholders.IR aims to maintain

industrial peace, promote employee welfare, and ensure organizational efficiency.
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Industrial Relations form the backbone of a stable industrial system. Harmonious IR enhances

productivity, strengthens labour–management cooperation, and ensures social and economic

development. A strong IR framework emphasizes dialogue over conflict, participation over
confrontation, and fairness over authority, leading to long-term organizational and national

growth.

UNIT IV – Industrial Relations
S.No Question Marks Bloom’s Level
1 Define industrial relations and state its importance. 5 K1

2 What is an industrial dispute? 5 K1

3 Explain arbitration and adjudication. 5 K2

4 State the functions of trade unions. 5 K1

5 What is collective bargaining? 5 K1

6 Explain the concept and significance of industrial relations. 8 K3

7 Discuss the methods of settling industrial disputes in India. 8 K4

8 Explain the functions and role of trade unions in industrial relations. 8 K3

9 Describe the process and forms of collective bargaining. 8 K3

10 Explain workers’ participation in management and its effectiveness. 8 K5
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UNIT V
EMPLOYEE WELFARE

Employee Welfare: Meaning, Objectives, Philosophy, Scope, Limitations, Types of Employee

Welfare, Statutory and Non- Statutory Welfare Measures, and Labour Welfare Theories- Social

Security, Health, Retirement & Other Benefits-Remuneration– Components of

remuneration–Incentives–Benefits

EMPLOYEE WELFARE

Meaning

Employee Welfare refers to the efforts made by employers, government, and trade unions
to improve the living standards, working conditions, social well-being, and economic

benefits of employees.

It includes programs, facilities, and services provided in addition to wages and statutory
benefits to ensure the holistic well-being of workers.

Objectives of Employee Welfare

1. Improve Quality of Work Life
Ensure comfort, safety, and satisfaction at the workplace.

2. Enhance Employee Productivity
Healthy, motivated employees perform better.

3. Reduce Labour Turnover & Absenteeism
Welfare facilities create loyalty towards the organization.

4. Promote Industrial Harmony
Good welfare measures reduce conflicts, disputes, and tensions.

5. Ensure Social Justice
Protect workers from exploitation and provide equal opportunities.

6. Develop Employee Morale
Welfare measures boost morale and commitment.
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7. Create a Healthy Work Environment
Supports physical and psychological well-being.

TYPES OF EMPLOYEE WELFARE

Employee Welfare measures can be classified using different criteria. The major

classifications include:

1. Based on the Source of Initiation
2. Based on Location of Welfare Measures
3. Based on Nature/Purpose of Welfare Activities
4. Based on Timing and Need
5. Based on Statutory Requirements

Each type is explained with subcategories and detailed examples.

1. Types Based on the Source of Initiation

This classification is based on who takes the initiative to provide welfare measures.

(A) Statutory Welfare

These are mandatory welfare measures required under labor laws such as the Factories

Act, Mines Act, Contract Labour Act, and Shops & Establishments Acts.

Key Features

 Legally enforceable

 Minimum standards

 Applicable to all employees

 Regular inspections by authorities

Examples
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 Adequate drinking water

 Washing facilities

 First-aid appliances

 Canteens in factories

 Safety guards, helmets, PPE

 Working hour limits

 Restrooms, urinals

 Crèches for women employees

(B) Voluntary Welfare

Welfare facilities that employers provide voluntarily, beyond statutory obligations.

Key Features

 Reflect employer goodwill

 Often used to motivate and retain employees

 Improve quality of work life

Examples

 Subsidized food and transport

 Scholarships for employees’ children

 Housing and accommodation facilities

 Recreational clubs, libraries

 Company-sponsored tours

 Festival allowances

(C) Mutual Welfare

These activities are initiated by employees themselves, often organized through co-

operative associations.

Key Features
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 Employees fund and manage facilities

 Encourages cooperation and unity

 Low-cost but high-impact

Examples

 Workers’ cooperative credit societies

 Consumer cooperative stores

 Mutual benefit funds

 Group insurance initiatives

 Employees’ thrift societies

2. Types Based on Location of Welfare Measures

This classification depends on where the welfare facility is provided.

(A) Intra-Mural Welfare (Inside the Organization)

These are welfare facilities provided within the workplace premises to ensure proper

working conditions.

Key Features

 Daily use

 Directly related to workplace environment

 Ensures safety, health, and comfort

Examples

1. Safety Measures – Fire extinguishers, alarms, PPE kits

2. Health Facilities – Medical rooms, doctor-on-call, first-aid

3. Working Conditions – Good lighting, ventilation, noise control

4. Sanitation – Toilets, washrooms, filtered drinking water

5. Canteen Facilities – Subsidized meals, refreshments
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6. Creche Facilities – For children of working mothers

7. Rest Rooms & Lunch Rooms
8. Locker Rooms for storing personal belongings

9. Welfare Officer as required by law

(B) Extra-Mural Welfare (Outside the Organization)

These welfare measures are provided outside the factory or office to improve employees’ life

beyond the workplace.

Key Features

 Enhance overall life quality

 Support family life

 Build employee loyalty

Examples

1. Housing Facilities – Staff quarters, colony maintenance

2. Transport Facilities – Buses, car pools

3. Educational Support – School tie-ups, scholarships

4. Recreation Centres – Sports clubs, gym, movie rooms

5. Community Development – Roads, sanitation, water supply

6. Financial Assistance – Loans for housing, marriage, education

7. Health Support – Hospitals, medical camps, insurance

8. Family Welfare Programmes – Child care, counselling

3. Types Based on Nature/Purpose of Welfare Activities

This classification indicates the intention behind welfare measures.

(A) Economic Welfare

These measures provide financial stability and reduce economic stress.
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Examples

 Bonus

 Provident Fund (PF)

 Gratuity

 Group insurance

 Loans and advances

 Subsidies (canteen, transport, housing)

(B) Social Welfare

This type aims at improving the social and cultural life of employees.

Examples

 Cultural programmes

 Marriage assistance

 Social gatherings

 Women empowerment programmes

 Awareness camps (health, environment, rights)

(C) Recreational Welfare

These activities promote relaxation, creativity, and mental well-being.

Examples

 Sports clubs

 Gym and yoga classes

 Outings, picnics, field tours

 Hobby clubs (arts, music, gardening)

 Holiday homes
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(D) Educational Welfare

These support employees and their families in educational needs.

Examples

 Training and skill development

 Adult literacy programmes

 Scholarships for children

 Library facilities

(E) Medical & Health Welfare

Focuses on ensuring employees remain healthy.

Examples

 Medical check-ups

 On-site doctor

 Health insurance

 Stress management programmes

 Occupational health safety training

4. Types Based on Timing

(A) Preventive Welfare

Measures taken to prevent accidents, diseases, and problems.

Examples:

 Safety training

 PPE equipment

 Ergonomic chair designs
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 Ventilation and lighting improvements

(B) Curative Welfare

Measures taken to cure or treat issues after they occur.

Examples:

 Medical treatment

 Compensation for injuries

 Counselling services

5. Types Based on Statutory Requirement

(A) Mandatory Welfare Measures

Required by law (Factories Act, 1948; Mines Act; etc.)

Examples:

 Canteen in factories with 250+ workers

 Crèche where 30+ women are employed

 Safety officers in hazardous industries

(B) Optional Welfare Measures

Not mandated but provided voluntarily by employers.

Examples:

 Gym facilities

 Scholarships

 Housing schemes
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Conclusion

Employee Welfare is multidimensional, covering statutory, voluntary, economic, social,
in-house, external, preventive, and curative measures.

A comprehensive welfare system enhances morale, productivity, employee retention, and
industrial harmony, ultimately contributing to organizational effectiveness.

PRINCIPLES OF EMPLOYEE WELFARE

Employee welfare programs are guided by certain principles to ensure fairness, effectiveness,

and long-term benefits to employees. These principles help organizations design welfare

policies that are ethical, inclusive, and aligned with workers’ needs.

1. Principle of Adequacy of Wages

Welfare measures should supplement fair and adequate wages, not replace them. Employees

must receive:

 Fair pay

 Timely wages

 Pay aligned with cost of living

Welfare cannot compensate for low wages; both must coexist.

2. Principle of Social Responsibility

Employers must recognize that they have a social obligation toward workers and society.

This includes:

 Providing safe working conditions

 Supporting employees’ families

 Ensuring environmental protection

 Contributing to community development
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3. Principle of Employee Participation

Welfare activities are most effective when employees are allowed to:

 Express their needs

 Suggest improvements

 Participate in planning and implementation

This promotes ownership and satisfaction.

4. Principle of Democratic Approach

Welfare programs should be introduced through dialogue, consultation, and mutual
agreement with workers and unions, not imposed unilaterally.

5. Principle of Responsibility

Responsibility for welfare must be shared among:

 Employers

 Employees

 Government

 Trade unions

 Welfare officers

A coordinated approach ensures better implementation.

6. Principle of Flexibility

Welfare policies should be adaptable to:

 Changing employee needs

 Technological advancements
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 Economic conditions

 Workforce diversity

Rigid welfare schemes become ineffective.

7. Principle of Efficiency

Welfare benefits must enhance:

 Worker morale

 Productivity

 Work efficiency

 Organizational loyalty

Any welfare measure should contribute to positive behavioral or performance outcomes.

8. Principle of Timeliness

Welfare services should be provided on time, especially when employees face emergencies or

immediate needs (e.g., medical aid, loans, safety equipment).

9. Principle of Cooperation

Effective welfare programs require cooperation between management and labor unions.

Both must work in harmony to design and implement welfare activities.

10. Principle of Accountability

Management must ensure:

 Transparency in welfare fund usage

 Proper supervision

 Regular audits
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 Feedback mechanisms

Accountability prevents misuse and increases trust.

11. Principle of Equitable Distribution

Welfare benefits should be available to all employees without discrimination, irrespective

of:

 Caste

 Gender

 Religion

 Department

 Level or hierarchy

Equality ensures fairness and reduces conflict.

12. Principle of Integration of Welfare with Organizational Goals

Welfare policies should align with:

 Organizational culture

 Productivity goals

 Long-term HR strategy

Integrated welfare ensures sustainability.

13. Principle of Totality of Welfare

Employee welfare must address all aspects of workers’ lives, such as:

 Physical (health, safety)

 Economic (insurance, provident fund)
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 Social (community, family welfare)

 Moral and cultural needs

A holistic approach is most effective.

14. Principle of Continuity

Welfare measures must be continuous, not occasional or temporary. They should

be:

 Regularly maintained

 Periodically reviewed

 Extended as needed

15. Principle of Progressive Improvement

Welfare programs should evolve over time with:

 Technological progress

 Best HR practices

 Employee expectations

Static welfare measures quickly lose relevance.

Conclusion

The principles of employee welfare ensure that welfare programs are fair, inclusive, ethical,
productive, and sustainable. They guide organizations in creating a supportive work

environment that enhances employee morale, satisfaction, and performance while contributing

to organizational success and industrial harmony.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 314

BENEFITS OF EMPLOYEE WELFARE

Employee welfare measures contribute to the physical, mental, social, and economic well- being
of employees. A well-designed welfare program benefits both employees and the
organization, creating a positive and productive industrial environment.

1. Benefits to Employees

(A) Improved Physical and Mental Health

 Access to health care, medical check-ups, and hygienic working conditions reduces

illness and fatigue.

 Recreational and stress-relief programs improve mental well-being.

(B) Enhanced Job Satisfaction

 Welfare schemes make employees feel valued and cared for.

 Leads to higher morale and greater workplace happiness.

(C) Better Work–Life Balance

 Facilities like crèches, transport, and flexible canteen schedules help employees

manage personal and professional life efficiently.

(D) Increased Economic Security

 Welfare initiatives like PF, gratuity, insurance, loans, and subsidies provide financial

stability to employees.

(E) Higher Safety and Reduced Work Hazards

 Safety equipment, training, and safeguards minimize accidents and injuries.

 Leads to a secure working environment.
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(F) Social and Educational Development

 Welfare activities like literacy programs, training, scholarships, and community events

enhance skills and social engagement.

(G) Greater Employee Empowerment

 Participation in welfare committees and decision-making builds confidence and

ownership.

2. Benefits to Employers / Organization

(A) Increased Productivity

 Healthy, motivated, and satisfied employees work more effectively, leading to higher

output and better quality.

(B) Reduced Absenteeism and Turnover

 Better health, satisfaction, and a positive environment reduce absenteeism and

frequent job changes.

(C) Improved Industrial Relations

 Welfare builds trust between management and employees, reducing conflicts and

strikes.

 Strengthens organizational harmony.

(D) Enhanced Organizational Reputation

 Companies with good welfare practices are viewed as socially responsible, attracting

talent and gaining goodwill.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 316

(E) Greater Employee Loyalty and Commitment

 Welfare measures create a sense of belongingness, reducing employee resistance to

change.

 Employees become more committed to organizational goals.

(F) Lower Costs in the Long Run

 Investment in welfare reduces costs related to:

o Work accidents

o Employee replacement

o Health-related absenteeism

o Reduced work errors

(G) Better Teamwork and Collaboration

 Welfare activities such as sports, social gatherings, and training enhance group

cohesion.

3. Benefits to Society

(A) Improved Community Development

 Welfare programs often extend to families and nearby communities, improving living

standards.

(B) Promotion of Social Justice

 Welfare measures promote equality and reduce exploitation in industries.

(C) Creation of a Healthy Workforce

 A healthy workforce strengthens the national economy and productivity.
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(D) Enhanced Labour–Management Cooperation

 Leads to national industrial peace and stable economic growth.

4. Benefits to the Nation / Economy

(A) Increased National Productivity

A healthy and motivated workforce drives industrial growth, exports, and GDP.

(B) Reduced Public Healthcare Burden

Organizations with strong welfare systems reduce dependency on government health services.

(C) Attraction of Foreign Investment

Companies with good labour welfare standards create a positive investment climate.

(D) Strengthening of Industrial Democracy

Welfare promotes fairness, worker participation, and participatory decision-making,

strengthening democratic practices.

Conclusion

Employee welfare generates a win–win situation by benefiting employees, employers, society,

and the nation as a whole.

It results in:

 Higher productivity

 Better morale

 Lower conflict

 Social harmony

 Sustainable industrial development
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A strong welfare system is a foundation for positive industrial relations and long-term

organizational success.

CHALLENGES IN EMPLOYEE WELFARE

Employee welfare programs aim to improve employee well-being, morale, and productivity.

However, several organizational, economic, and behavioral challenges limit their effective

implementation.

1. Financial Constraints

(A) High Cost of Welfare Schemes

 Healthcare, safety equipment, recreational facilities, and housing programs require

substantial investment.

 Small and medium enterprises often struggle to allocate funds.

(B) Uncertain Economic Conditions

 During recessions or crises, welfare budgets are usually the first to be cut.

2. Lack of Awareness and Interest

(A) Employees Not Fully Informed

Many employees are unaware of the welfare benefits available to them.

(B) Lack of Interest in Participation

 Some programs (health camps, counselling) are underutilized.

 Employees may ignore welfare benefits due to lack of awareness or cultural barriers.
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3. Inadequate Management Commitment

(A) Low Priority for Welfare

 Management may view welfare as a non-essential, non-productive expenditure.

(B) Insufficient Support from Top Leadership

Welfare initiatives fail without leadership commitment and monitoring.

4. Administrative Inefficiency

(A) Poor Planning & Implementation

 Lack of trained welfare officers

 No proper scheduling or follow-up

 Ineffective grievance handling mechanism

(B) Bureaucracy and Delays

Administrative delays undermine employee trust in welfare systems.

5. Misuse of Welfare Facilities

(A) Employees Misusing Benefits

 Overuse of medical facilities

 Damage to recreational property

 Misuse of loans or subsidies

(B) Unauthorized Use

Family members or outsiders may exploit welfare services intended for employees.
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6. Communication Barriers

(A) No Proper Feedback Channels

Employees may not communicate their needs clearly.

(B) Top-Down Approach

Management often imposes welfare programs without consulting employees.

7. Diverse Workforce Challenges

(A) Varied Expectations

Employees differ in:

 Age

 Gender

 Educational background

 Job role

This makes designing “one-size-fits-all” welfare schemes difficult.

(B) Cultural and Social Differences

Some welfare activities may not appeal to a culturally diverse workforce.

8. Lack of Employee Participation

Without employee involvement:

 Welfare programs become irrelevant

 Facilities remain underutilized

 Employees feel excluded from decision-making
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9. Legal and Regulatory Complexities

(A) Complicated Labour Laws

Multiple laws (Factories Act, Mines Act, Contract Labour Act) create confusion regarding:

 Compliance

 Minimum standards

 Inspections

(B) Penalties and Legal Risks

Failure to comply can lead to fines, reputational damage, or legal action.

10. Geographical and Infrastructure Limitations

(A) Remote Locations

Industries located in rural areas may lack:

 Hospitals

 Transport

 Recreational options

(B) Poor Infrastructure

Lack of space for welfare facilities like canteens or restrooms in old or congested factories.

11. Employee Resistance

(A) Distrust towards Management

Employees may view welfare schemes as:

 “Management tactics”
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 Tools for control

 Attempts to pacify labour unions

(B) Resistance to Participation

Employees may resist training, counselling, or recreational activities.

12. Union-Management Conflicts

Conflicts over:

 Welfare fund allocation

 Nature of welfare benefits

 Credibility of welfare officers

Weakens welfare program effectiveness.

13. Monitoring and Evaluation Problems

(A) Lack of Proper Evaluation

Organizations often fail to measure:

 Employee satisfaction

 Utilization rates

 Impact on productivity

(B) Absence of Continuous Improvement

Welfare programs become outdated without regular updates.
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Conclusion

Employee welfare faces multiple challenges, including financial limitations, poor

communication, lack of participation, legal complexities, and cultural diversity. Overcoming these

requires:

 Strong management commitment

 Employee involvement

 Effective planning and monitoring

 Adequate funding

 Transparent communication

A well-maintained welfare system enhances employee well-being, loyalty, productivity, and

overall industrial harmony.

Employee Welfare is an integral part of Industrial Relations and HRM. It goes beyond legal

obligations and focuses on holistic development of employees. Effective welfare programmes

foster motivation, loyalty, productivity, and industrial peace, making them essential for

organizational success and societal progress.

PHILOSOPHY OF EMPLOYEE WELFARE

The philosophy of employee welfare refers to the underlying beliefs, values, and principles

that guide an organization in providing welfare measures to its employees. It reflects the

organization's attitude towards the well-being, dignity, and holistic development of workers.

Employee welfare is rooted in humanitarian, social, economic, and democratic principles
that aim to improve the quality of work life and promote harmonious industrial relations.
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1. Humanitarian Philosophy

This philosophy is based on the belief that:

 Employees arehuman beings, not just economic inputs.

 They deserve care, respect, protection, and dignity.

 Welfare is a moral responsibility of employers.

It recognizes that happy and healthy employees contribute positively to organizational

performance.

2. Social Responsibility Philosophy

According to this approach:

 Organizations have a broader responsibility towards society.

 Welfare activities improve the social environment in which employees and their

families live.

 Employers must contribute to community development, education, health, and social

justice.

Welfare thus becomes a part of Corporate Social Responsibility (CSR).

3. Democratic Philosophy

This philosophy emphasizes:

 Participation of employees in welfare programs

 Equality, fairness, and justice

 Cooperation between management and unions

Welfare activities support industrial democracy, where employees have a voice in

decisions affecting their well-being.
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4. Economic Philosophy

This perspective holds that:

 Welfare increases productivity, efficiency, and profitability.

 A healthy and motivated workforce reduces absenteeism, turnover, and accidents.

 Welfare is an investment that yields long-term financial returns for the organization.

Thus, welfare is not charity but a strategic economic tool.

5. Psychological Philosophy

This approach focuses on:

 Improving employee morale

 Enhancing job satisfaction

 Reducing stress and frustration

 Building motivation and team spirit

Welfare schemes help employees feel valued and supported, leading to positive work

attitudes.

6. Ethical Philosophy

Ethical welfare philosophy is based on:

 Fair treatment

 Non-discrimination

 Respect for workers' rights

 Transparency and accountability

Organizations are expected to provide welfare because it is ethically right and reflects good

corporate governance.
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7. Progressive and Developmental Philosophy

This philosophy believes that:

 Welfare measures should continuously evolve with changing needs.

 They should focus on overall development of employees—educational, cultural,

social, and professional.

 Welfare promotes lifelong learning and human development.

It supports continuous improvement in working and living conditions.

8. Partnership Philosophy

Here, welfare is seen as:

 A joint responsibility of employers, employees, government, and society.

 Based on cooperation rather than conflict.

 A means to strengthen labour–management relations.

This promotes industrial peace and mutual trust.

9. Holistic Well-Being Philosophy

Welfare should address the complete well-being of employees:

 Physical

 Mental

 Emotional

 Social

 Economic

 Occupational
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This philosophy ensures that welfare goes beyond statutory requirements to create a fulfilling

work life.

Conclusion

The philosophy of employee welfare is grounded in humanitarianism, social responsibility,

ethics, democracy, partnership, and the belief that welfare enhances employee well-being and

organizational effectiveness. Welfare is not just a legal obligation—it is a strategic, moral, and

developmental approach that creates harmony, productivity, and sustainable industrial relations.

SCOPE OF EMPLOYEE WELFARE

The scope of employeewelfare refers to the extent, coverage, and boundarieswithin which

welfare activities are designed and implemented. It includes all policies, programs, services, and

facilities intended to improve theworking and living conditions of employees, both inside and

outside the organization.

Employee welfare extends beyond statutory requirements and covers holistic well-being,

including physical, mental, social, economic, cultural, and moral dimensions.

1. Welfare within the Organization (Intra-Mural Welfare)

These are welfare measures provided inside the workplace, ensuring a safe and healthy

environment.

Includes:

 Clean drinking water

 Ventilation, lighting, and sanitation

 First-aid and medical rooms

 Restrooms and lunchrooms
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 Crèche facilities

 Safety devices and protective equipment

 Canteen services

 Washing and bathing facilities

 Workplace ergonomics

 Accident prevention programs

Scope: To promote comfort, hygiene, safety, and health at the worksite.

2. Welfare Outside the Organization (Extra-Mural Welfare)

These are welfare measures provided outside the workplace, aimed at improving workers’

personal and social life.

Includes:

 Housing schemes

 Educational facilities for children

 Transport arrangements

 Health care services for families

 Recreational clubs, sports, and cultural activities

 Libraries and reading rooms

 Community development initiatives

 Consumer co-operative stores

 Counselling and family welfare programs

Scope: To promote social, cultural, educational, and family well-being.

3. Statutory Welfare

These are welfare activities mandated by law, especially under:

 Factories Act, 1948
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 Mines Act

 Plantation Labour Act

 Contract Labour Act

Examples include:

 Working hours regulation

 Rest intervals

 Safety committees

 Maternity benefits

 Grievance redressal mechanisms

 Welfare officers

 Canteen and crèche facilities

Scope: Ensuring minimum legal standards for employee health and safety.

4. Voluntary Welfare

Welfare measures undertaken by employers voluntarily, beyond legal requirements.

Examples include:

 Scholarships for employees’ children

 Soft loans, advances, and subsidies

 Training and development programs

 Medical camps and health check-ups

 Festival celebrations

 Insurance schemes

 Recreation clubs and gym facilities

Scope: To enhance satisfaction, loyalty, and organizational commitment.
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5. Social and Economic Welfare

Measures aimed at improving the social and economic status of workers and their families.

Includes:

 Provident Fund, pensions, gratuity

 Group insurance

 Cooperative credit societies

 Consumer stores

 Social security schemes

 Marriage and housing assistance

Scope: To promote financial stability and social protection.

6. Emotional and Psychological Welfare

Activities that support employees’ mental health, morale, and emotional balance.

Includes:

 Counselling services

 Stress management programs

 Employee assistance programs (EAPs)

 Conflict resolution mechanisms

 Welfare committees

 Motivation and morale-building activities

Scope: Ensuring psychological well-being and reducing stress and workplace conflicts.

7. Occupational Welfare

Measures related to skill development, career advancement, and job satisfaction.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 331

Includes:

 Training and development

 Career planning and guidance

 Performance appraisal systems

 Succession planning

 Recognition and reward programs

Scope: Enhancing professional growth and employability.

8. Cultural and Recreational Welfare

Initiatives that promote cultural enrichment and social interaction.

Includes:

 Festivals, celebrations, and cultural events

 Sports tournaments

 Picnics and excursions

 Creative workshops and hobby clubs

Scope: Encouraging healthy leisure activities and team bonding.

9. Family Welfare

Activities aimed at improving the conditions of employees' families.

Includes:

 Childcare facilities

 Maternity and paternity support

 Family medical benefits

 Family counselling
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 Education and scholarship programs

Scope: Supporting employees’ personal and family needs.

10. Community Welfare

Programs intended to benefit the community where the organization operates.

Includes:

 Rural development

 Environmental protection

 Awareness campaigns

 Social upliftment initiatives

Scope: Linking employee welfare with the broader social environment.

Conclusion

The scope of employee welfare is broad and multi-dimensional, extending from basic statutory

facilities to advanced developmental programs. It covers health, safety, economic stability,
education, recreation, work-life balance, and social wellbeing. A comprehensive

welfare system enhances employee satisfaction, boosts productivity, builds loyalty, reduces

disputes, and contributes to industrial harmony and national development.

Statutory and Non-Statutory Welfare Measures

Employee welfare measures are classified into Statutory, Non-Statutory, and Voluntary
welfare. The distinction mainly depends on whether they are legally mandated or initiated
by employers voluntarily.
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1. Statutory Welfare Measures (Legally Mandatory)

Statutory welfare measures are those compulsory provisions that employers must provide

to employees under various labour laws in India. These are aimed at ensuring employee

safety, health, and overall well-being.

Key Statutory Measures Include:

A. Under the Factories Act, 1948

1. Health Measures

 Cleanliness of workplace

 Disposal of waste & effluents

 Ventilation and temperature control

 Dust and fume control

 Prevention of overcrowding

 Provision of safe drinking water

 Adequate lighting

 Latrine and urinal facilities

 Spittoons

2. Safety Measures

 Fencing of machinery

 Safety guards and devices

 Employment of young persons on dangerous machines prohibited

 Hoists, lifts, and pressure vessels to be maintained

 Precautions against fire

 Safety officers for factories employing 1,000+ workers

 Protection from hazardous processes

3. Welfare Measures
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 Washing facilities

 Sitting arrangements for workers who stand during work

 First-aid appliances

 Canteens for 250+ workers

 Shelters, restrooms, lunchrooms

 Creches for 30+ women workers

 Welfare officers for 500+ employees

B. Under the Mines Act, 1952

 Drinking water

 First-aid room

 Medical appliances

 Washrooms and rest shelters

 Canteens

 Protective equipment (helmets, boots, lights)

C. Under the Employees' State Insurance Act, 1948 (ESI)

 Medical benefits

 Sickness benefit

 Extended sickness benefit

 Maternity benefit

 Disablement benefit

 Dependent’s benefit

 Funeral expenses

D. Under the Employees' Provident Fund Act, 1952 (EPF)

 Provident Fund (PF)

 Pension Fund

 Deposit-linked insurance scheme
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E. Under the Maternity Benefit Act, 1961

 26 weeks maternity leave

 Nursing breaks

 Non-dismissal during maternity period

F. Under the Payment of Gratuity Act, 1972

 Gratuity to employees completing 5+ years of service

G. Other Statutory Measures

 Workmen’s Compensation Act – compensation for workplace injuries

 Payment of Bonus Act – statutory bonus

 Contract Labour (Regulation & Abolition) Act – canteens, restroom, first-aid, etc., for

contract workers

 Shops & Establishments Acts – hours of work, leave, holidays

2. Non-Statutory (Voluntary) Welfare Measures

These measures are not required by law, but organizations offer them voluntarily to improve

employee morale, satisfaction, and productivity. They are an important part of modern HRM

practices.

A. Economic / Financial Welfare Benefits

 Housing facilities or housing allowance

 Transport facilities

 Subsidized food

 Educational scholarships for employees’ children

 Loans at concessional rates

 Performance-linked incentives

 Insurance coverage (beyond statutory)

 Retiral benefits (additional to EPF/Gratuity)
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B. Health and Medical Welfare

 On-site medical check-ups

 Polyclinic and health centre

 Yoga, meditation, and wellness programs

 Vaccination drives

 Mental health counselling and stress management programs

 Gym and fitness facilities

C. Recreational and Social Welfare

 Sports facilities

 Cultural events and competitions

 Picnics, tours, and outings

 Celebration of festivals

 Recreation rooms (TV, indoor games)

D. Educational and Training Welfare

 Skill development programs

 Higher education sponsorship

 Training workshops and professional development

 E-learning courses

 Literacy programs for unskilled employees

E. Work-Life Balance Welfare

 Flexible working hours

 Work-from-home options

 Childcare centres beyond statutory requirement

 Family assistance services

 Career counselling

 Elder care support
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F. Other Voluntary Welfare Measures

 Uniforms and protective clothing (extra quality)

 Subsidized uniforms

 Awards and recognition programs

 Employee assistance programs (EAP)

 Suggestion schemes

 Employee engagement initiatives

3. Differences between Statutory and Non-Statutory Welfare
Basis Statutory Welfare Non-Statutory Welfare
Nature Mandatory by law Voluntary by employer

Objective
Minimum standard of safety &

welfare
Enhanced employee satisfaction

Enforcement Government-enforced Employer-driven

Flexibility Rigid, must comply Flexible, can vary

Examples
ESI, PF, canteen, washrooms,

creche

Housing, transport, recreation, flexible

schedules

4. Importance of Welfare Measures

 Enhances employee morale

 Improves productivity

 Reduces absenteeism and labour turnover

 Builds employer brand

 Creates positive industrial relations

 Fulfils social responsibility
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Labour Welfare Theories

Labour welfare theories attempt to explain why organizations, governments, and unions
provide welfare measures to workers. They provide philosophical, economic, psychological,
and social justifications for welfare activities.

The major labour welfare theories are:

1. The Policing Theory
2. The Religious Theory
3. The Philanthropic Theory
4. The Trusteeship Theory
5. The Paternalistic Theory
6. The Placating Theory
7. The Public Relations Theory
8. The Functional Theory / Efficiency Theory
9. The Social Theory
10.The Democratic Theory

Each theory is explained below in detail, along with features, assumptions, and
criticisms.

1. The Policing Theory of Labour Welfare

Meaning

The Policing Theory states that employers provide welfare facilities not out of goodwill, but

because they are compelled by law. Government regulations and labour legislations force
employers to implement welfare measures to protect workers' health, safety, and welfare.

In simple terms:

Welfare is provided because the law demands it, not because the employer wants to.
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Key Features of Policing Theory

1. Legal enforcement
Welfare measures are introduced only to comply with statutory requirements such as the

Factories Act, Mines Act, ESI Act, EPF Act, etc.

2. Minimum standard of welfare
Employers provide only the minimum facilities required by law—canteens, restrooms,

first aid, safety devices—nothing extra.

3. External monitoring
Government inspectors ensure compliance.

4. Fear of penalties
Employers obey welfare laws to avoid fines, prosecution, or closure of establishment.

5. Welfare as obligation, not choice
Welfare activities are viewed as compulsory duties, not voluntary initiatives.

Assumptions of the Policing Theory

 Employers, without legal pressure, would neglect workers’ welfare.

 Government must enforce welfare because of unequal power relations.

 Workers need protection from exploitation.

 Legal sanctions are necessary for maintaining minimum welfare standards.

Examples of Policing Theory in practice

 Canteen facility for 250+ workers (Factories Act).

 Safety officers appointed in large factories.

 Provision of creches for 30+ women workers.

 Mandatory PF, ESI, gratuity.

 Safety guards for dangerous machinery.

All these are statutory, not voluntary — fitting the policing theory.
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Advantages of Policing Theory

 Ensures minimum welfare standards even when employers are unwilling.

 Protects workers from exploitation.

 Creates uniformity across industries.

 Improves basic working conditions.

Limitations / Criticism

1. Mechanistic welfare
Employers follow rules mechanically, without genuine concern.

2. No motivation for extra welfare
Only minimum standards are provided.

3. Inspector Raj risk
Excessive dependence on government inspectors may lead to corruption.

4. Industrial relations remain formal
It does not build trust or goodwill.

Suitability

This theory is suitable where:

 Labour laws are strict.

 Employer–employee power imbalance is high.

 Working conditions are poor.

 Industrial sectors have a history of exploitation (mines, factories).
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2. The Religious Theory of Labour Welfare

Meaning

The Religious Theory states that labour welfare is provided by employers because of their

religious beliefs, moral values, and spiritual commitments. According to this theory, welfare

activities are seen as a way to express charity, kindness, compassion, and duty toward
fellow human beings.

In other words:

Welfare is a moral or spiritual obligation inspired by religious teachings.

Philosophical Basis

This theory is rooted in the idea that:

 Doing good to others brings spiritual merit.

 Helping the poor and needy is a sacred duty.

 Employers must follow religious or moral codes (e.g., Dharma, Zakat, Christian

charity, Buddhist compassion).

Key Features of Religious Theory

1. Moral and ethical motivation
Welfare arises from values like compassion, kindness, and charity.

2. Voluntary in nature
Employers implement welfare measures out of spiritual belief, not compulsion.

3. Humane approach
Workers are treated with dignity and respect.

4. No expectation of return
Welfare is done selflessly to fulfil religious duty.

5. Emphasis on virtue
Welfare activities are viewed as a noble act that brings divine blessings.
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Assumptions

 Human beings are morally obligated to help others.

 Welfare improves the employer’s spiritual well-being.

 Religious beliefs influence business practices.

 Caring for workers pleases God or fulfils moral duty.

Examples of Religious Theory in practice

 Setting up temples, churches, or prayer rooms at factories.

 Free meals during festivals (e.g., Annadhanam).

 Donations to worker families for religious ceremonies.

 Providing welfare because “it is our dharma.”

 Offering interest-free loans as a charitable act.

 Islamic employers offering zakat-based welfare relief.

 Christian organizations providing shelter or medical care to workers.

Advantages

 Encourages genuine compassion and kindness.

 Builds a strong emotional bond between employers and workers.

 Creates a culture of goodwill and respect.

 Helps workers in times of personal or spiritual crisis.

Limitations / Criticism

1. Not universal
Welfare depends on the employer’s religious beliefs; others may not follow.

2. Inconsistent
Welfare may vary across organizations and may not meet workers’ actual needs.

3. Not legally binding
Workers cannot demand welfare based on religious grounds.
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4. Risk of discrimination
Employers may favor workers sharing the same religion.

5. May promote dependency
Workers may rely on charity rather than empowerment.

Appropriate Conditions

This theory works well where:

 Employers have strong religious values.

 Organizations have a charitable background (missionaries, trusts, NGOs).

 Welfare traditions are culturally rooted.

3. The Philanthropic Theory of Labour Welfare

Meaning

The Philanthropic Theory states that labour welfare activities are carried out because

employers possess a kind, generous, and benevolent attitude towards workers. Welfare is

provided out of sympathy, humanitarian concern, and goodwill, without expecting anything

in return.

In simple terms:

"Welfare is given because the employer wants to do good."

Key Features

1. Voluntary and goodwill-based
Welfare is not compulsory; it is done out of kindness.

2. Humanitarian approach
Employers consider it their moral responsibility to help workers.
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3. No expectation of return
Welfare is not linked to profit, productivity, or legal compliance.

4. Personal motivation
Welfare decisions depend on the character and values of the employer.

5. Altruistic in nature
Inspired by social upliftment and human sympathy.

Assumptions

 Employers are naturally kind-hearted and wish to improve workers’ lives.

 Welfare reflects the employer’s moral values.

 Humanitarian service is noble and socially desirable.

 Workers deserve care and protection beyond legal requirements.

Examples of Philanthropic Welfare

 Setting up hostels, hospitals, libraries, or community halls for workers.

 Giving scholarships to workers’ children.

 Distributing gifts, clothes, or essential items voluntarily.

 Financial help for weddings, medical treatment, or emergencies.

 Providing interest-free loans to needy workers.

 Supporting socially disadvantaged worker families.

 Tata Group’s early welfare initiatives (e.g., Jamshedpur township) are classic

examples.

Advantages of Philanthropic Theory

1. Genuine welfare
Welfare services are heartfelt and exceed statutory requirements.

2. Improves employer–employee relations
Builds mutual respect, loyalty, and emotional bonding.
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3. Enhances social goodwill
Employer gains social respect and reputation.

4. Contributes to community development
Uplifts not only workers but also their families and society.

Limitations / Criticism

1. Inconsistent and uncertain
Welfare depends on the employer’s mood or financial position.

2. No legal guarantee
Workers cannot demand welfare benefits.

3. May create dependency
Workers might rely too much on employer generosity.

4. Lack of systematic planning
Welfare initiatives may be random, not need-based.

5. May be used for image-building
Some employers may pretend generosity for social prestige.

Suitability

This theory is most applicable in:

 Family-owned businesses

 Organizations with a strong humanitarian culture

 Philanthropic trusts and foundations

 CSR-oriented companies



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 346

4. The Trusteeship Theory of Labour Welfare

Meaning

The Trusteeship Theory, inspired largely by Mahatma Gandhi, states that employers are

trustees or custodians of the wealth they generate and must use it responsibly for thewelfare
of workers. According to this theory, the employer does not own wealth absolutely but holds
it in trust for the benefit of society, including employees.

In simple terms:

“The employer is a trustee; workers are beneficiaries.”

Philosophical Basis

This theory is rooted in Gandhian philosophy that:

 Wealth should serve the greater good.

 Employers have a moral duty to protect workers’ interests.

 Industrial harmony comes from cooperation, not conflict.

It aims to create aclassless society, where both labour and capital work together harmoniously.

Key Features

1. Employer as moral guardian
Employer is seen as a protector of workers’ welfare.

2. Shared responsibility
Welfare is a joint responsibility of employer, worker, and society.

3. Ethical business conduct
Emphasizes fairness, honesty, and justice.

4. Harmony over conflict
Advocates peaceful relations instead of strikes or litigation.
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5. Equitable distribution of wealth
A portion of profits should be used for employee welfare.

Assumptions

 Wealth belongs to society, not individuals.

 Employer is morally accountable for workers’ well-being.

 Employees should cooperate and trust employers.

 Industrial peace is achieved through mutual understanding.

Examples of Trusteeship Theory

 Establishment of welfare funds or trusts for workers.

 Providing housing colonies, schools, hospitals.

 Jamshedpur by Tata Steel — a classic trusteeship model.

 Profit-sharing schemes.

 Worker cooperatives.

 CSR activities benefiting employees and their families.

 Transparent, ethical business governance.

Advantages

1. Promotes industrial peace
Builds trust and reduces conflict between management and labour.

2. Moral and ethical approach
Emphasizes justice, fairness, and responsibility.

3. Long-term welfare
Welfare becomes continuous and not dependent on temporary goodwill.

4. Improves company image
Enhances employer reputation in society.
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5. Creates balanced industrial relations
Encourages cooperation instead of confrontation.

Limitations / Criticism

1. Overly idealistic
Assumes all employers have strong morality.

2. No enforcement
Welfare relies on employer conscience; workers cannot demand rights.

3. Potential for exploitation
Employers may misuse their “trustee” role to control workers.

4. Power imbalance persists
Workers remain dependent on employer decisions.

5. Not suitable for competitive, profit-driven industries
Difficult to apply in modern corporate environments.

Suitability

This theory works better in:

 Ethically driven organizations

 Family-owned businesses

 Philanthropic industrial groups

 Companies with strong CSR values

 Cooperative industrial relations systems

5. The Paternalistic Theory of Labour Welfare

Meaning

The Paternalistic Theory states that the employer should act as a father figure and treat

workers as children who need guidance, protection, and welfare. Welfare measures are
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provided because the employer believes they know what is best for the workers and must

take care of them.

In simple terms:

“Employer is the father; workers are the children.”

Philosophical Basis

This theory is based on the traditional idea that:

 Workers are dependent and unable to make wise decisions.

 Employers must take responsibility for workers’ well-being.

 Industrial relationship is one of authority and benevolence.

It reflects a traditional hierarchical mindset, where management exercises control while

also providing care.

Key Features

1. Fatherly attitude
Employer provides welfare as a guardian or protector.

2. Authoritative control
Welfare is given along with discipline and strict supervision.

3. Absence of worker participation
Decisions about welfare are made solely by management.

4. Moral responsibility
Employer believes it is their duty to ensure workers’ well-being.

5. Welfare with control
Welfare measures often come with expectations of loyalty and obedience.
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Assumptions

 Workers lack judgment and need employer guidance.

 Employer knows what welfare activities are necessary.

 Welfare is provided to maintain discipline and loyalty.

 Labour relations improve when workers feel cared for.

Examples of Paternalistic Welfare

 Providing housing or food facilities but regulating workers’ behavior.

 Setting up schools or hospitals for employees but keeping strict control.

 Offering welfare schemes with rules (e.g., only for disciplined workers).

 Companies like early textile mills that provided full care but with strong managerial

control.

 Factory-provided hostels with curfews and restrictions.

Advantages

1. Improves workers’ living conditions
Welfare measures enhance health, safety, and comfort.

2. Creates loyalty
Workers feel cared for and may show increased devotion to the employer.

3. Promotes stability
Reduces labour turnover and absenteeism.

4. Reduces conflicts
Care-based approach minimizes disputes.

Limitations / Criticism

1. Authoritarian approach
Workers may feel controlled rather than valued.
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2. Lack of freedom
Workers are treated as incapable of making decisions.

3. Suppresses worker participation
Unions and collective bargaining may be discouraged.

4. May lead to exploitation
Welfare used as a tool to ensure obedience and prevent unionization.

5. Outdated in modern contexts
Today’s educated workforce rejects paternalism.

Suitability

This theory is more relevant in:

 Early industrial organizations

 Small family-owned businesses

 Societies with a hierarchical culture

 Situations where labour is unorganized or unskilled

6. The Functional Theory of Labour Welfare

Introduction

The Functional Theory (also known as the Efficiency Theory or Organizational Functionalism
Theory) explains labour welfare from the standpoint of the functions it performs for the
organisation, workers, and society. According to this approach, welfare activities are justified

because they enhance organisational efficiency, improve labour stability, reduce absenteeism,

and contribute to the overall productivity of the workforce.

Core Idea of the Functional Theory

The theory states:
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Employee welfare must serve a ‘function’—either economic, social, psychological, or
organisational. Welfare is not charity; it is a strategic tool that benefits both employees
and the employer.

Thus, welfare measures are introduced not merely for kindness but because they perform
essential functions that support the industrial system.

Key Functional Assumptions

1. Workers are human beings with physiological and psychological needs.
2. If workers are taken care of, they respond with higher efficiency and loyalty.
3. A stable and satisfied workforce reduces industrial conflict.
4. Welfare is a means to maintain industrial peace and enhance productivity.

Major Functions / Dimensions of the Functional Theory

1. Economic Function

 Welfare measures increase the economic efficiency of workers.

 Better health, nutrition, housing, and rest create physically fit employees.

 Leads to:

o Higher output

o Reduced wastage

o Fewer errors

o Less absenteeism

Example: Canteen facilities ensure proper nutrition → reduces fatigue → improves productivity.

2. Social Function

 Welfare promotes a sense of belongingness, unity, and community.

 Reduces social tensions among workers coming from diverse backgrounds.
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 Creates a positive social environment inside and outside the workplace.

Example: Recreational clubs, sports facilities, and social gatherings promote healthy

relationships.

3. Psychological Function

 Welfare reduces mental strain, work pressure, and stress.

 Helps workers feel valued and respected.

 Enhances morale, job satisfaction, and emotional well-being.

Example: Counselling centres, grievance-handling systems, recreation rooms.

4. Organizational Function

 Ensures workforce stability.

 Reduces turnover and helps in retaining skilled labour.

 Makes recruitment easier.

 Strengthens organisational culture.

Example: Housing facilities and transport services bind employees to the company.

5. Ethical and Humanitarian Function

 Welfare reflects the organisation’s commitment to human values.

 Improves the company’s image and reputation in the community.

 Shows that the employer sees workers as partners, not tools.

Benefits of Functional Theory (Why It Is Important)

For Employees

 Better health and well-being

 Emotional security

 Improved quality of life
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 Enhanced job satisfaction

For Employers

 Higher productivity

 Reduced absenteeism and accidents

 Greater loyalty and reduced labour turnover

 Less labour unrest and harmonious relations

 Positive employer branding

For Society

 Social stability

 Better living standards for working-class families

Limitations of Functional Theory

1. Overemphasis on Productivity
o Welfare is treated as a tool for efficiency rather than worker rights.

2. May Ignore Long-term Needs
o Focus is short-term and organisation-centric.

3. Employer-Controlled
o Employees have limited role in deciding welfare measures.

4. Risk of Manipulation
o Welfare may be used to pacify workers without addressing structural problems

like low wages.

Conclusion

The Functional Theory views labour welfare as an essential component of organisational success.

It highlights how welfare programmes serve multiple key functions—economic, social,

psychological, and ethical. While it strategically supports organisational development,
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its limitations arise from excessive managerial control and focus on productivity rather than

workers’ rights.

7. The Trusteeship Theory of Labour Welfare

Introduction

The Trusteeship Theory is associated with the philosophical ideas of Mahatma Gandhi. It

states that employers are the trustees or custodians of the wealth they generate and must

use it for the collective welfare of workers and society.

This theory emphasizes ethical responsibility, human dignity, and moral leadership in

industrial relations.

Core Idea of the Trusteeship Theory

According to the trusteeship theory:

Industry belongs to society. Employers only hold wealth in trust and must use it for
the welfare of workers who help create it.

Thus, labour welfare becomes a moral obligation rather than a legal requirement or a

productivity strategy.

Key Assumptions of the Trusteeship Theory

1. Ownership is a social responsibility.
2. Employers have a moral duty to care for workers.
3. Industry is a joint enterprise involving both labour and management.
4. Wealth must be distributed fairly for the common good.
5. Harmony between labour and management is possible through ethical

behaviour.
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Philosophical Basis

 Inspired by Gandhian principles of equality, non-violence, and mutual respect.

 Based on the belief that employers and industrialists should act like guardians
(trustees) of their workers.

 Focuses on moral leadership and compassionate administration.

Key Elements of Trusteeship Theory

1. Moral Responsibility of Employers

Employers must voluntarily provide welfare facilities such as:

 Housing

 Health care

 Education

 Social security

 Fair wages

Not because law demands it, but because it is ethical.

2. Employer as a Trustee, Not Owner

 Wealth is created by the combined effort of labour and management.

 Management holds capital on behalf of society.

 Workers have a natural right to share in benefits.

3. Voluntary Welfare Measures

Welfare efforts must come from the goodwill of employers, not compulsion.

Examples:

 Scholarships for employees’ children

 Medical insurance
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 Festivals and cultural programmes

 Worker housing colonies

4. Relationship Based on Trust and Cooperation

The theory discourages:

 Conflict

 Strikes

 Lockouts

 Adversarial relations

It promotes:

 Dialogue

 Mutual trust

 Harmonious working conditions

5. Joint Responsibility for Industrial Welfare

Workers and employers are partners in industrial progress.

Both sides must work together to:

 Reduce poverty

 Promote social justice

 Improve living standards

Benefits of Trusteeship Theory

1. Promotes Industrial Peace

Trust-based relations reduce conflicts, strikes, and disputes.

2. Enhances Workers’ Welfare
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Encourages employers to provide:

 Better facilities

 Safe working conditions

 Social security

3. Builds Positive Corporate Image

Companies practicing trusteeship earn goodwill and legitimacy.

4. Encourages Ethical Industrial Leadership

Leaders become socially responsible and people-centred.

5. Supports Social and Economic Justice

Welfare becomes a means to reduce inequality.

Limitations of Trusteeship Theory

1. Overdependence on Employer Goodwill

 Welfare becomes voluntary, not guaranteed.

 Not all employers may act ethically.

2. Lack of Legal Enforcement

 No mechanism to punish employers who fail to provide welfare.

3. May Be Used for Public Relations Only

Some companies may provide welfare just to improve their image.

4. Idealistic and Utopian
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 Assumes all employers will be morally driven, which is unrealistic in competitive

business environments.

Conclusion

The Trusteeship Theory emphasizesmoral responsibility, social justice, and human dignity
in labour welfare. It offers a noble approach rooted in Gandhian ideals and encourages

harmonious labour-management relations. However, its limitations arise from its dependence
on employer goodwill and its utopian assumptions.

8. The Public Relations Theory of Labour Welfare

Introduction

The Public Relations (PR) Theory of labour welfare focuses on the idea that welfare

activities help create a positive image of the organization in the minds of workers, the public,

and the government.

It views employee welfare as a strategic tool to build goodwill, trust, and reputation, thereby

reducing conflicts and enhancing cooperation.

This theory emphasizes communication, employer image-building, and harmonious
relations.

Core Idea of the Public Relations Theory

According to this theory:

Welfare measures are undertaken mainly to win the confidence, loyalty, and goodwill
of workers and society.

Employee welfare becomes a means to:

 Improve industrial relations
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 Develop a positive organizational reputation

 Promote cooperation and reduce conflict

Key Assumptions of the Theory

1. A company with a good public image faces fewer labour problems.

2. Welfare measures act as a communication bridge between management and

workers.

3. Workers respond positively to organizations that show care for their welfare.

4. A positive environment enhances productivity and morale.

5. Public opinion influences organizational survival.

Objectives of Public Relations Theory

1. Build Organizational Goodwill

Welfare activities help present the company as:

 Employee-friendly

 Socially responsible

 Progressive

2. Improve Employer–Employee Relations

Better relations reduce:

 Strikes

 Disputes

 Grievances

3. Strengthen Employee Loyalty

When workers feel cared for, they:
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 Remain loyal

 Show lower turnover

 Display higher job satisfaction

4. Enhance Corporate Reputation

A company known for welfare attracts:

 Better employees

 Investors

 Community support

Key Components of Public Relations Theory

1. Communication and Information Sharing

Welfare programmes create opportunities for:

 Meetings

 Interaction

 Transparency

This improves trust.

2. Creating a Positive Work Environment

Providing welfare facilities such as:

 Canteens

 Restrooms

 Medical care

 Recreation

 Housing

helps enhance worker morale and portrays the employer positively.
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3. Social Responsibility and Community Welfare

Welfare also extends to:

 CSR activities

 Community services

 Support to families of workers

This builds public goodwill.

4. Corporate Image Management

Organizations use welfare as a tool to project themselves as:

 Ethical

 Caring

 Responsible

This helps in brand building and labour retention.

Advantages of Public Relations Theory

1. Improves Industrial Harmony

Goodwill reduces chances of disputes.

2. Enhances Employee Morale

Workers feel valued and respected.

3. Strengthens Organizational Reputation

Improves employer branding and public respect.

4. Promotes Employee Cooperation
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Engaged workers are more cooperative and productive.

5. Helps in Labour Attraction and Retention

Good image attracts skilled employees.

Limitations of Public Relations Theory

1. Welfare May Be Superficial

Some companies may offer welfare facilities only for show.

2. Not Focused on Real Needs

Welfare may cater more to image-building than actual worker welfare.

3. Overemphasis on Company Image

May ignore systemic issues like:

 Low wages

 Workload

 Safety concerns

4. Dependence on Media and Public Opinion

PR efforts may become expensive and inconsistent.

5. Not a Strong Theoretical Basis

Lacks scientific foundation; mostly managerial perception-based.
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Conclusion

The Public Relations Theory views employee welfare as a strategy to build goodwill, trust,
and a positive organizational image. It emphasizes communication, reputation, and

harmonious relations but may result in superficial welfare focused more on appearance than

substance.

9. The Functional Theory of Labour Welfare

Introduction

The Functional Theory (also called the Efficiency Theory) explains labour welfare as a means

to improve the efficiency, productivity, and performance of workers. It assumes that

welfare measures directly contribute to the smooth functioning of the industrial system.

In this theory, welfare is treated as a functionally necessary element of the workplace to

maintain:

 Health

 Morale

 Efficiency

 Industrial peace

Core Idea of the Functional Theory

Welfare activities are provided because they help workers perform their jobs better
and ensure efficient industrial operations.

Thus, welfare is seen not as charity, but as a system requirement for achieving organizational

goals.
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Key Assumptions of the Functional Theory

1. A healthy and satisfied worker is more productive.

2. Welfare measures reduce fatigue, absenteeism, and accidents.

3. Organizations need welfare activities to operate efficiently.

4. Welfare supports both physical and mental well-being.

5. Productivity improvement is a natural outcome of worker welfare.

Objectives of Functional Theory

1. Improve Worker Productivity

Providing health facilities, restrooms, drinking water, etc., enhances output.

2. Reduce Industrial Problems

Welfare reduces:

 Absenteeism

 Turnover

 Accidents

 Indiscipline

3. Promote Stable Workforce

Better welfare encourages long-term employee commitment.

4. Enhance Workplace Efficiency

Welfare helps create:

 A clean environment

 Comfortable working conditions

 High morale
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5. Maintain Industrial Peace

Welfare reduces frustration and conflict.

Key Components of the Functional Theory

1. Physical Welfare Measures

Designed to maintain the worker’s health and reduce fatigue:

 Canteen facilities

 Restrooms

 Ventilation and lighting

 Clean drinking water

 Safety gear

2. Social and Recreational Welfare

Helps maintain psychological well-being:

 Clubs

 Sports

 Cultural programmes

 Holiday homes

3. Economic Welfare

Reduces stress and supports financial stability:

 Savings schemes

 Fair wages

 Insurance benefits

 Retirement benefits
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4. Work-Life Balance

Functional welfare includes:

 Leave policies

 Flexible work arrangements

 Childcare facilities

This helps workers perform better at work.

Advantages of Functional Theory

1. Boosts Productivity

Healthy workers deliver better performance.

2. Reduces Costs

Savings from:

 Lower turnover

 Fewer accidents

 Reduced absenteeism

3. Improves Industrial Relations

Satisfied workers are cooperative and peaceful.

4. Supports Organizational Growth

Efficiency leads to increased production and profitability.

5. Enhances Worker Morale

Positive attitudes improve teamwork and discipline.
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Limitations of Functional Theory

1. Overemphasis on Productivity

Ignores workers’ emotional and social needs beyond efficiency.

2. Welfare May Become Conditional

If workers fail to perform, employers may withdraw welfare.

3. Reduces Welfare to a Business Strategy

Focuses on organizational benefit rather than employee well-being.

4. Neglects Long-Term Social Welfare

Concentrates only on immediate efficiency gains.

5. Does Not Address Inequality

Does not consider broader issues such as:

 Fair wages

 Employee rights

 Social justice

Conclusion

The Functional Theory views labour welfare as a tool to enhance efficiency and productivity.

It stresses the practical benefits of welfare in improving organizational performance but may

overlook deeper social and ethical dimensions of worker welfare.
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10. The Social Theory of Labour Welfare

Introduction

The Social Theory of labour welfare is based on the belief that welfare measures should be

provided because workers are an integral part of society, and employers, being influential

social institutions, have a responsibility to contribute to societal well-being.

This theory views employee welfare not just as an industrial or organizational concern, but as

a social obligation necessary for maintaining social justice, equality, and community

development.

Core Idea of the Social Theory

The theory states:

Labour welfare is a social obligation. Since industries operate within society, they
must ensure the social, economic, and moral well-being of workers.

Thus, welfare measures are essential to:

 Improve the quality of life of workers

 Reduce inequality

 Promote balanced social development

Key Assumptions

1. Industry is a social organ, not just an economic unit.

2. Workers are part of the community and deserve humane treatment.

3. Social welfare and economic welfare are interconnected.

4. Employers have a moral and social duty to support workers’ well-being.

5. Welfare reduces social inequalities and contributes to national development.
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Objectives of the Social Theory

1. Promote Social Justice

 Reduce exploitation

 Ensure fairness and equality

2. Improve Workers’ Quality of Life

 Better housing

 Education

 Health care

3. Prevent Social Problems

Welfare prevents:

 Poverty

 Illiteracy

 Unemployment stress

 Child labour

4. Foster Social Harmony

When welfare is ensured, there is:

 Reduced conflict

 Better labour-management relations

5. Encourage Community Development

Industry supports social infrastructure like:

 Schools

 Hospitals
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 Community centres

Key Components of Social Welfare

1. Economic and Social Security

Providing:

 Minimum wages

 Social insurance

 Provident fund

 Gratuity

These protect workers from economic risks.

2. Health and Safety

Ensuring:

 Safe working conditions

 Medical care

 Occupational health measures

These protect workers and communities.

3. Education and Skill Development

Supporting:

 Literacy programmes

 Skill-based training

 Scholarships for workers’ children

4. Civic and Community Welfare

Industries contribute to society by:
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 Supporting local schools and hospitals

 Maintaining roads and water supply

 Providing community halls

5. Social Equality

Measures to ensure:

 No discrimination

 Equal opportunity

 Fair treatment

Advantages of the Social Theory

1. Promotes Social Development

Improves the overall well-being of society.

2. Builds a Responsible Corporate Image

Companies become recognized as socially conscious.

3. Reduces Exploitation

Ensures dignity and fairness for workers.

4. Improves Industrial Peace

When societal welfare is prioritized, disputes reduce.

5. Contributes to National Growth

Healthy, educated workers increase productivity.
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Limitations of the Social Theory

1. High Cost to Employers

Social programmes may require heavy investments.

2. Difficult to Implement Consistently

Not all companies have equal resources.

3. May Lack Clear Boundaries

Extent of employer responsibility is often unclear.

4. Welfare May Be Used Selectively

Some companies may support society only for publicity.

5. Not Legally Enforced

Often relies on voluntary compliance.

Conclusion

The Social Theory highlights welfare as a social obligation that ensures workers’ dignity,

improves community well-being, and promotes social justice. It connects industrial

responsibilities with broader social development goals. Although it is morally strong, its

limitations arise from cost, voluntary compliance, and unclear boundaries of responsibility.

11.The Democratic Theory of Labour Welfare

Introduction

The Democratic Theory of labour welfare is based on the principles of democracy,
equality, freedom, and participation.
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It states that welfare measures should be designed and implemented in a manner that

upholds democratic values and ensures workers have the right to participate in decisions

that affect their well-being. According to this theory, labour welfare is not a favour from employers

but a democratic right of workers.

Core Idea of the Democratic Theory

This theory states:

Workers should participate in welfare decision-making because they are equal partners
in the industrial system. Welfare is based on mutual cooperation, participation, and
collective responsibility.

It emphasizes:

 Participation

 Representation

 Consultation

 Collective decision-making

Key Assumptions

1. Workers have the right to participate in decisions related to welfare.

2. Industries are democratic institutions, not authoritarian systems.

3. Welfare decisions must reflect the needs and opinions of workers.

4. Participation fosters transparency and trust.

5. Democracy at the workplace strengthens democracy in society.

Objectives of the Democratic Theory

1. Promote Workers’ Participation

Encourages workers to take part in:
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 Welfare committees

 Policy formulation

 Grievance redressal

2. Ensure Fairness and Equality

Every worker must receive fair and equal treatment.

3. Encourage Collaboration

Builds a cooperative environment where workers and management work together.

4. Reduce Industrial Conflicts

Participation minimizes misunderstandings and grievances.

5. Strengthen Democratic Values

Supports freedom of expression, representation, and collective bargaining.

Key Features of Democratic Labour Welfare

1. Participative Management

Workers are involved in:

 Welfare planning

 Implementation

 Evaluation

2. Representation Through Unions

Trade unions represent workers’ welfare interests.
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3. Joint Welfare Committees

Committees include:

 Management representatives

 Worker representatives

They jointly decide on welfare issues such as:

 Housing

 Canteen facilities

 Safety

 Health services

4. Transparency and Consultation

All welfare decisions must be:

 Transparent

 Open

 Discussed with employees

5. Rights-Based Approach

Welfare is guaranteed as a right, not a charity or management favour.

Examples of Democratic Welfare Measures

 Works committees under the Industrial Disputes Act

 Joint management councils

 Welfare committees (canteen, safety, recreation)

 Collective bargaining agreements

 Employee participation in safety programmes
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Advantages of Democratic Theory

1. Improves Industrial Relations

Participation increases trust and reduces conflicts.

2. Increases Commitment and Motivation

Workers feel ownership and involvement.

3. Reflects Real Needs of Workers

Decisions are more accurate because workers contribute directly.

4. Enhances Transparency

Reduces suspicion and builds workplace integrity.

5. Strengthens Democracy

Promotes dignity, freedom, and equality at work.

Limitations of Democratic Theory

1. Time-Consuming

Consultation and meetings take time.

2. Possibility of Conflict

Differences of opinion between management and workers may delay decisions.

3. Requires Educated and Responsible Workforce

Effective participation requires awareness and training.
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4. Risk of Union Politics

Internal union politics may influence welfare decisions.

5. Not Suitable for All Industries

In highly centralized industries, democratic processes may be difficult to implement.

Conclusion

The Democratic Theory emphasizes that labour welfare should be based on participation,
equality, and shared responsibility. It aligns with the principles of democratic governance and

promotes cooperation, understanding, and improved industrial relations. However, it requires a

mature and responsible approach from both employers and workers.

Social Security, Health, Retirement & Other Benefits

Employee welfare includes a wide range of social, health, financial, and retirement benefits
aimed at protecting employees from risks, ensuring their well-being, and improving their quality

of work life. These benefits are essential components of modern industrial relations and HRM
systems.

1. Social Security Benefits

Meaning

Social security refers to the protection provided to employees against:

 Economic insecurity

 Social risks

 Loss of income

 Work-related hazards
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It covers contingencies such as:

 Old age

 Sickness

 Maternity

 Disability

 Employment injury

 Unemployment

 Death of the breadwinner

Objectives

 Ensure basic economic stability

 Provide financial protection during emergencies

 Promote social justice

 Support workers and families

Types of Social Security

There are two broad categories:

(A) Social Insurance

Benefits funded through contributions from:

 Employer

 Employee

 Sometimes Government

Examples

1. Employees’ State Insurance (ESI Act, 1948)
o Medical cash benefits

o Sickness benefits
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o Maternity benefits

o Disablement benefits

o Dependants' benefits

2. Employees' Provident Fund (EPF Act, 1952)
o Retirement savings

o Employer & employee contribute monthly

3. Employees’ Pension Scheme (EPS)
o Monthly pension after retirement

o Widow/Children pension

4. Employees’ Deposit Linked Insurance (EDLI)
o Insurance for dependants in case of employee death

(B) Social Assistance

Benefits funded entirely by the government, meant for weaker sections.

Examples

 Old age pension (Indira Gandhi National Old Age Pension Scheme)

 Widow pension

 Disability pension

 Maternity benefit schemes

2. Health Benefits

Objectives

 Ensure good physical and mental health

 Reduce absenteeism

 Improve productivity

Types of Health Benefits
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(A) Medical Care

 Free/ subsidized medical treatment

 Hospitalization coverage

 ESI medical benefits

 Company-run dispensaries

 Preventive health programs (health camps)

(B) Occupational Health and Safety

 Safety equipment (PPE)

 Clean drinking water

 First-aid facilities

 Restrooms, sanitation

 Ventilation, lighting

 Training on safety

 Compliance with Factories Act, 1948 safety provisions

(C) Mental Health and Wellness

 Counselling services

 Stress management workshops

 Employee assistance programmes (EAP)

 Yoga/meditation sessions

 Work-life balance initiatives

3. Retirement Benefits

Retirement benefits ensure financial security after an employee leaves service. They act as long-

term savings mechanisms.

Objectives

 Provide income security in old age
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 Reward long service

 Support dependants

Types of Retirement Benefits

(A) Provident Fund (PF)

 Compulsory savings scheme under EPF Act

 Employer & employee contribute

 Lump-sum payment at retirement

(B) Pension

 Monthly income after retirement

 Provided under EPS 1995

 Types:

o Superannuation pension

o Reduced pension

o Widow/Orphan pension

(C) Gratuity

 Lump-sum monetary benefit under Payment of Gratuity Act, 1972

 Payable after 5 years of service

 Given during resignation, retirement, disability, or death

(D) Superannuation Benefits

 Additional company-sponsored pension schemes

 Annuity-based retirement plans

(E) Post-Retirement Medical Benefits

 Medical reimbursement

 Health insurance for retirees
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 Family coverage

4. Other Employee Benefits

These benefits support employees' personal and professional well-being beyond health and

retirement.

(A) Leave Benefits

 Earned Leave

 Sick Leave

 Casual Leave

 Maternity Leave (Maternity Benefit Act, 1961)

 Paternity Leave

 Childcare Leave

(B) Financial Benefits

 Bonus (Payment of Bonus Act)

 Incentives

 Overtime wages

 Loan facilities

 Interest-free advances

(C) Family & Social Benefits

 Group insurance

 Marriage benefits

 Funeral assistance

 Welfare programmes for dependants

(D) Educational Benefits

 Scholarships for employees’ children
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 Training programmes

 Skill development sessions

(E) Housing and Transport Benefits

 Company quarters

 Housing loans

 Transport allowance

 Free or subsidized transport

(F) Recreational and Cultural Facilities

 Sports facilities

 Recreational clubs

 Cultural programmes

5. Importance of These Benefits

1. Improve employee morale and motivation

2. Reduce absenteeism and turnover

3. Promote loyalty and job satisfaction

4. Ensure legal compliance

5. Enhance organizational reputation

6. Contribute to employee well-being and productivity

Conclusion

Social security, health, retirement, and other employee benefits form the core of welfare
systems designed to protect workers from risks, improve their quality of life, and promote
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economic and social stability. They reflect the employer’s responsibility and the government's

commitment to ensuring fair and humane labour practices.

Remuneration – Meaning and Components

Meaning of Remuneration

Remuneration refers to the total financial and non-financial compensation that an employee

receives from an employer in return for the services rendered. It includes

wages, salaries, incentives, benefits, perks, allowances, and intangible rewards that

contribute to employee satisfaction and motivation.

Key Features of Remuneration

1. Comprehensive – Includes both monetary and non-monetary forms of compensation.

2. Performance-linked – Often aligned with employee productivity and organizational

goals.

3. Legal compliance – Must adhere to labor laws, minimum wage, bonus, and social

welfare regulations.

4. Motivational Tool – Acts as a major factor influencing employee morale, retention, and

job satisfaction.

5. Cost to Company (CTC) – Represents the total expense incurred by the employer to

hire and retain an employee.

Components of Remuneration –

Remuneration refers to the total compensation an employee receives in return for services

rendered to the organization. It includes financial and non-financial components, both direct

and indirect.
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A. Direct Compensation (Financial / Monetary Components)

These are the cash payments made directly to employees.

1. Basic Pay / Basic Salary

 The fixed component of remuneration.

 Forms the base for calculating allowances like DA, HRA, PF contributions, and

bonuses.

 Determined based on job role, grade, skills, experience, and industry standards.

2. Dearness Allowance (DA)

 Paid primarily to public sector employees to offset inflation.

 Adjusted periodically based on the Consumer Price Index (CPI).
 Helps maintain the real income level of employees.

3. House Rent Allowance (HRA)

 Aims to help employees meet accommodation expenses.

 Varies by city classification: Metro / Non-metro.

 Portion of HRA is exempt from income tax depending on rent paid and salary

structure.

4. Conveyance / Transport Allowance

 Provided to cover the cost of commuting between home and workplace.

 May be provided as cash allowance or company-provided transport.

5. Special Allowance

 A flexible component added to match the competitive salary structure.

 Can include allowances linked to performance, role complexity, or market conditions.

6. Overtime Pay
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 Additional payment for work performed beyond normal working hours.

 As per the Factories Act, overtime must be paid at double the normal wage rate.

7. Bonus

 Mandated under the Payment of Bonus Act, 1965 for eligible employees.

 Can be statutory bonus or performance-linked bonus.

 Encourages higher productivity and efficiency.

8. Incentives / Commission

 Based on output, sales, targets achieved, or other performance metrics.

 Sales staff, marketing teams, and agents often receive commissions.

9. Leave Travel Allowance (LTA)

 Provided to employees to cover travel expenses during leave.

 Tax exemption available for travel within India, subject to rules.

10. Variable Pay / Performance Pay

 Part of pay tied to individual, team, or organizational performance.

 Encourages employee alignment with organizational goals.

B. Indirect Compensation (Benefits & Perquisites)

These are non-cash benefits that improve the economic security and quality of work life.

1. Perquisites (Perks)

Benefits provided in addition to salary.

Examples:

 Company car

 Rent-free accommodation
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 Mobile phone reimbursement

 Free meals, club membership

These enhance prestige and job satisfaction.

2. Retirement Benefits

These ensure post-employment financial security.

a. Provident Fund (PF)

 Both employer and employee contribute.

 Provides lump sum at retirement.

b. Gratuity

 Paid to employees completing 5 years of service (as per Gratuity Act).

 Appreciation of service rendered.

c. Pension / Superannuation

 Regular income after retirement.

 Employer contributes to pension funds.

d. National Pension System (NPS)

 Government-backed retirement savings scheme.

3. Social Security Benefits

Ensures protection during contingencies.

Includes:

 Employees’ State Insurance (ESI)

 Maternity benefits
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 Disability benefits

 Accident compensation

 Unemployment allowance (limited cases)

4. Health Benefits

Enhances employees’ physical well-being.

Includes:

 Medical insurance

 Hospitalization reimbursement

 Regular health check-ups

 Wellness programs

5. Leave & Holiday Benefits

Essential for work-life balance and recovery.

Common types:

 Paid annual leave

 Casual leave

 Medical leave

 Maternity / paternity leave

 Public holidays

 Earned leave encashment

6. Welfare Facilities

Provide comfort and convenience in the workplace.

Examples:

 Canteen



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 390

 Crèche

 Restrooms, recreation rooms

 Drinking water, first aid

 Transport services

 Housing or quarters

7. Work–Life Balance Benefits

Help employees handle personal and professional responsibilities. Examples:

 Flexible work hours

 Work-from-home options

 Childcare support

 Employee assistance programs (EAP)

C. Non-Financial Compensation

These improve employee morale, motivation, and job satisfaction without direct monetary

value.

1. Recognition & Rewards

 Certificates, awards, appreciation letters

 Enhances sense of achievement

2. Career Growth & Development

 Promotions

 Training programs

 Skill development opportunities

 Professional certifications
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3. Job Security

 Stable employment

 Protection from arbitrary dismissals

 Transparent HR policies

4. Working Conditions

 Safe, clean, ergonomic work environment

 Good interpersonal relations

 Supportive supervision

5. Participative Management

 Employees involved in decision-making

 Feedback and suggestion schemes

 Committees and quality circles

Conclusion

Remuneration is a comprehensive system that includes monetary payments, welfare benefits,

and non-financial motivators, designed to attract, retain, and satisfy employees while ensuring

organizational productivity.

Incentives – Meaning, Types, Features & Importance

Meaning of Incentives

Incentives are additional financial or non-financial rewards offered to employees over and
above regular wages or salary to motivate them to achieve higher productivity, better

performance, and improved efficiency.

In simple terms:

◻ Incentives = Extra rewards to encourage extra effort.
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Features of Incentives

1. Linked to performance – payment or reward is based on output, sales, targets, or

achievements.

2. Acts as motivation – encourages employees to put in more effort.

3. Supplementary – offered in addition to the basic wage/salary.

4. Can be individual or group-based.

5. Varies from organization to organization depending on policy.

6. Improves productivity and reduces absenteeism.

Objectives of Incentives

 To increase employee productivity and efficiency

 To reward outstanding work

 To align individual performance with organizational goals

 To reduce labour turnover

 To build a performance-driven culture

 To improve job satisfaction and morale

Types of Incentives

Incentives are broadly classified into Financial and Non-Financial incentives.

A. Financial Incentives (Monetary Incentives)

These incentives provide direct financial benefits to employees.

1. Piece-rate Incentive

 Payment is based on the number of units produced.

 Higher production = higher earnings.

2. Bonus
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 Additional payment based on performance, profits, or statutory requirements.

3. Commission

 Given to salespeople based on the value or volume of sales generated.

4. Profit Sharing

 Employees receive a share of the organization’s profits.

5. Stock Options / ESOPs

 Employees are allowed to buy company shares at a preferential price.

6. Overtime Payments

 Payment for working beyond normal working hours.

7. Productivity-linked Incentive Scheme (PLIS)

 Rewards employees based on improvements in productivity.

8. Attendance Incentives

 Extra payment for maintaining 100% attendance or low absenteeism.

B. Non-Financial Incentives

These incentives do not involve direct monetary benefits but enhance job satisfaction.

1. Recognition & Appreciation

 Awards, certificates, “Employee of the Month,” appreciation letters.

2. Opportunity for Growth

 Promotions, career advancement, training.
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3. Job Enrichment

 More challenging work, autonomy, responsibility.

4. Job Security

 Stable employment and long-term career assurance.

5. Better Working Conditions

 Safe, clean, comfortable workplace.

6. Participation in Management

 Allowing employees to contribute to decisions.

7. Flexibility

 Flexible working hours, work-from-home options.

8. Social & Recreational Facilities

 Sports clubs, cultural activities, team gatherings.

Advantages of Incentives

 Enhances productivity and efficiency

 Boosts employee morale and motivation

 Attracts and retains talented employees

 Reduces absenteeism and labour turnover

 Promotes healthy competition

 Builds a performance-oriented culture
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Limitations/Challenges of Incentives

 May lead to unhealthy competition

 Focus may shift from quality to quantity

 Difficult to design fair and transparent incentive schemes

 Can create dissatisfaction if perceived as biased

 Not suitable for all types of jobs (especially creative or team-based work)

Conclusion

Incentives are a powerful motivational tool used by organizations to increase performance

and reward effort. When designed effectively, they enhance employee satisfaction,

productivity, and organizational success.

Benefits of Incentives

Incentives provide significant advantages to employees and employers by linking rewards with

performance. They help create a motivated, productive, and competitive workforce.

1. Increase in Productivity

 Incentives encourage employees to put in greater effort, improve speed, and

enhance output.

 Higher rewards motivate workers to achieve better performance levels.

2. Improved Employee Motivation

 Incentives satisfy employees’ need for recognition, achievement, and growth.

 Motivated employees show greater commitment and enthusiasm towards their

work.

3. Higher Job Satisfaction

 Employees feel valued when their performance is recognized and rewarded.



DIRECTORATE OF DISTANCE AND CONTINUING EDUCATION
Manonmaniam Sundaranar University

HumanResourceManagement Page 396

 Leads to improved morale, sense of belonging, and satisfaction.

4. Reduced Absenteeism and Turnover

 Incentive programs promote regular attendance and discourage absenteeism.

 Satisfied employees are less likely to leave, helping in talent retention.

5. Better Utilization of Human Resources

 Incentives encourage employees to make optimum use of their skills.

 Workers try to minimize waste and maximize efficiency.

6. Promotes Healthy Competition

 Friendly competition among employees boosts performance.

 Encourages individuals and teams to achieve higher targets.

7. Enhances Organizational Performance

 Higher productivity leads to greater output, profitability, and efficiency.

 Organizations achieve their goals faster due to a performance-driven culture.

8. Encourages Innovation and Creativity

 Employees try new ideas and better ways of working to earn incentives.

 Creates a culture that supports continuous improvement.

9. Attracts and Retains Talent

 Companies offering attractive incentive schemes draw high-performing employees.

 Helps retain skilled workers in a competitive job market.

10. Aligns Employee Goals with Organizational Goals

 Incentives ensure employees work in the direction of organizational objectives.

 Strengthens teamwork and shared responsibility.
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Conclusion

Incentives create a win-win environment where employees are rewarded for better

performance, and organizations gain through higher productivity, lower costs, and improved

morale.

Advantages and Limitations of Incentives – Table Format
Advantages of Incentives Limitations of Incentives
1. Boosts Productivity — Employees work

harder to earn extra rewards, leading to higher

output.

1. Quality May Suffer — Employees may

focus on quantity rather than quality to earn

more.

2. Improves Motivation — Incentives act as

strong motivators for better performance.

2. Encourages Unhealthy Competition —

May increase rivalry and conflict among

employees.

3. Enhances Job Satisfaction — Employees

feel recognized and valued.

3. Difficult to Design Fair Schemes —

Ensuring transparency and fairness is

challenging.

4. Reduces Absenteeism & Turnover —

Regular attendance and loyalty are promoted.

4. May Lead to Stress — Pressure to

achieve targets can create burnout.

5. Better Utilization of Skills — Employees

use their abilities more efficiently.

5. Not Suitable for All Jobs — Creative,

managerial, or team-based jobs may not

benefit.

6. Promotes Healthy Competition —

Encourages employees to outperform each

other positively.

6. Possible Manipulation — Employees

may manipulate output or data to earn

incentives.

7. Attracts and Retains Talented Employees
— Competitive incentive plans help retain

skilled staff.

7. Higher Cost to Employer — Incentive

plans may increase payroll expenses.

8. Aligns Employee & Organizational Goals 8. Conflict Between Individual & Group
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Advantages of Incentives Limitations of Incentives
— Helps achieve organizational objectives

faster.

Goals — Individual incentives may weaken

teamwork.

Summary

Incentives are additional rewards used to motivate employees to improve performance. They

offer several advantages, such as increasing productivity, boosting motivation, enhancing job

satisfaction, reducing absenteeism and turnover, and attracting talented employees. Incentives

also help align employee efforts with organizational goals and encourage healthy competition

and innovation.

However, incentive plans also have limitations. They may lead employees to focus on quantity

over quality, create unhealthy competition, cause stress, and increase the cost burden on

employers. Designing fair and transparent incentive schemes is challenging, and incentives may

not suit all types of jobs—especially team-based or creative roles. There is also the risk of

manipulation and conflict between individual and group interests.

Overall, while incentives are powerful motivational tools, they must be thoughtfully designed and

fairly implemented to achieve positive results.

UNIT V – Employee Welfare & Remuneration
S.No Question Marks Bloom’s Level
1 Define employee welfare and state its objectives. 5 K1

2 Explain statutory and non-statutory welfare measures. 5 K2

3 What is social security? 5 K1

4 List the components of remuneration. 5 K1

5 Write a short note on incentives and fringe benefits. 5 K2

6 Explain the meaning, scope and importance of employee welfare. 8 K3

7 Discuss various welfare measures provided to employees. 8 K4

8 Explain labour welfare theories in detail. 8 K3

9 Discuss social security, health and retirement benefits. 8 K4

10 Describe the components of remuneration and incentive schemes. 8 K3


