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Abstract

This study aims to conclude the main findings from the research carried out by both primary and secondary research of the study of some
Human Resource (HR) components in Public Sectors. The study tries to find the crucial HR components which are going to affect the
Employee Relationship in an organization and the quantification of those components especially in Public Sectors. The quantification
shows that some components are negatively related and they need to be seriously attended and some are positive but if paid more

attention can benefit PSUs on improved level.
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Objective

The objective of this study was to explore the status of
Employee Relationship Management as it exists in various
PSUs, to understand the relationship of ERM with its
determinants in the organization studied. The study has
discovered and established that status of ERM in the state PSUs
is not very good; measures of HR practices are not being
implemented as they should be.

Introduction

There has been a marked shift in Employee Relations in Indian
context with transformation from a closed regulated economy to
open globalized economy commitment in the principles and
philosophy of managing people. There are changes in many
areas including market, technology compensation and
workplace governance hence there is need to improve Employee
Relations in organizations. The focus of the study was to
explore the status of ERM as it exists in various PSUs and for
this it was important to know the significance of HRM in
organizations. Since Human beings are different from any
resources as they have not only physical attributes but mental
attributes as well and is a complex dynamism therefore it needs
to be handled carefully. No organization achieves success
without human resources as in this world of globalization
organizations need to have competitive advantage and this is
possible only through the specialized skills and knowledge that
the employees possess. The other resources can be managed in
this era of modern world but specialized skills and knowledge
are major strengths of organization. Therefore, HRM is
important for increasing productivity and efficiency for an
organization.

For an organization to perform better, it is necessary that the
complex dynamic Human Resource shares a good and healthy
relationship as every individual is different and have different
working styles. Few years back the employees used to have
trade unions in organization so that they share harmonious
relationship but gradually the collectivism could not work and
individuals desire that organization should recognize their
potential individually, also the workforce culture which
involved all types of employees like men, women, retired
people, students, handicapped etc. needed different attention
hence the Industrial Relation gradually declined and a new
concept called Employee Relationship have emerged which
covers relationship between management and workers, between
coworkers, between supervisor and subordinate or any members
of management. Thus it is essential for any organization to have
healthy relationship be its employees, supervisors, employer or
peers as it motivates employees to perform at their best and
enhance the productivity of the organization.

In India where a major part of economy is shared by Public
Sector Undertakings, it is important to know the status of
Employee Relationship Management as it constitutes a large
number of workforces and therefore there are many issues
related to Human Resources. Public Sector Enterprises have
major role to perform in an economy.

The central part of Indian PSUs is a large part consisting of
various PSUs and Madhya Pradesh is having 23 PSUs run by
the government of Madhya Pradesh (M.P.). The M.P. PSUs
were established in the same period as of Central PSUs with the
objective of providing basic amenities and other facilities to the
public for their welfare and betterment. It is been revealed that
PSUs in M.P. share and contribute a major part of investment in
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the economy but still they are neglected for some issues like
finance, managerial etc.

HRM practices in Indian Organization is not very encouraging
especially in PSUs therefore the operative functions like
Compensation Management, Role of Top Management, HRD
and Human Relations need to be focused and monitored both
qualitatively and quantitatively. Therefore the study chose the
above aspects to determine status of ERM through these HRM
functions in M.P. PSUs. The PSUs were chosen on basis of
lottery system and approximately 50 percent of PSUs were
selected for the study out of 23 PSUs. The 10 PSUs chosen were
having different perception regarding the different issues of
ERM. The researches reveal that the operative functions of
HRM lead to satisfaction of employees in an organization. This
can be achieved if the employers provide employees healthy
conditions and better environment. Employers should take care
of the needs of the employees and this can be understood by
HRM practices like Training, Job satisfaction, Job Rotation,
Participative Management, Performance Appraisal and Career
Planning for their employees. Satisfied employees can
contribute more towards Employee Relations and hence ERM
status can be understood by equating ERM to satisfaction of
employees where satisfaction is taken as proxy variable. ERM in
Public Sectors of M.P. is explored in this way through this
study.

For knowing the satisfaction of employees it was important to
know the HRM operative functions and the study found these
variables like Compensation Management, Role of Top
Management, HRD and Human Relations functions crucial in
M.P. PSUs. Thus through satisfaction of employees ERM status
could be evaluated and for this various statistical tool like Chi
square test, ANOVA test and SPSS software to know the value
of these determinants in quantitative terms. The questionnaire

to know their response and was analyzed in quantitative terms
for employees and in qualitative terms for employers. The
perception of employees was statistically quantified through
tables, graphs and charts.

The results were put in tables and question by question approach
was used to analyze the results through graphs, tables, charts,
MS Excel, and different statistical tools. The correlation table
shows the effect of various variables of HRD and Human
Relations on satisfaction of employees where Performance
Appraisal was found to be negative in the chosen 10 PSUs.
Regression analysis proved that Performance Appraisal needs a
lot of improvement in chosen PSUs along with Motivational
measures and Participative Management.

As the literature review suggests implementing HR practices in
PSUs to enhance the productivity and effectiveness of the
organization, the study was assured that the research carried out
was successful as well as valid. The results show that
components of ERM are divided into two variables for statistical
relationship which are discussed below.

o Dependent Variable: Employees Satisfaction

e Independent Variable: HRM functions: HRD
(Training, Job satisfaction, Job Rotation, Participative
Management, Performance Appraisal, Career Planning
and Development) ; Human Relations (Motivational
measures, Grievance Redressal and Disciplinary
procedure)

The above variables give the idea about ERM as it could be
evaluated either qualitatively or quantitatively. To know ERM
status HRM operative functions are chosen and categorized
under satisfaction and HRM functions so that statistical tools
can be used for findings relationship between satisfaction and

was prepared for both employers and employees and distributed HRM function
Correlation Analysis (Table of Correlation)
Satisfaction | Training | Motivational Performance | Carrier Job Participative Grievance
Measures Appraisal Planning & | Rotation | Management | Redressal
Development
Satisfaction 1
Training B17** 1
Motivational .196** A76*%* |1
Measures
Performance | -.156** -.032 -.154** 1
Appraisal
Carrier .369** B17** | .634** -.190** 1
Planning &
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Development

Job Rotation | .454** A408** | 247 - 123** .356** 1

Participative | ,229** 270%* | .290** -.032 .339** 290> |1

Management

Grievance .368** 365** | 147 -.080 .366** 324** | .250** 1

Redressal

** Correlation is significant at the 0.01 level (2-tailed).

*Correlation could also be significant at 0.05 level but the results were proved only on 0.01 level.

Analysis of Correlation Table

Inter correlation results indicated a positive correlation
with training which justifies significant positive
correlation (r=0.517) was found that if, organization is
ensuring time to time training for their employees’
increases the satisfaction and ensures team work,
provide them time to time capacity building training
and give them power to take part in decision making.
Motivational Measures indicated a significant positive
correlation (r=0.196) justifies that proper emphasis on
Human relations of the PSU is motivating and
increases satisfaction for the employees’ to work.
Performance Appraisal was found to be negatively
correlated with employees satisfaction (r = -0.156),
which meant that to enhance the satisfaction of
employees of PSUs performance appraisal system of
the organizations should be up to the mark, because
with a poor performance appraisal system none of the
employees will reach to a better satisfaction level
regarding their job.

Career Planning & Development also showed a
positive significant correlation (r= 0.369) be further
strengthened as career planning and development has
primarily taken into consideration by giving time to
time promotion the overall employees satisfaction of
an organization can be achieved.

Job Rotation was found to be significant positively
related with employee (r=0.454) which means change
in job structure, job design and job grouping which
leads to change in employee skill, knowledge, aptitude.
This change in employee will maximize employee
efficiency and overall employee’s satisfaction can be
achieved.

Participative Management was found to be positively
related (r=0.229) with employee’s satisfaction which
means if more and more employees participate in
various activities of the organization it will lead to
improving quality of work life of employees through
participation

e GCrievance Redressal also has positive significant
relationship (r=0.368) with satisfaction of employees
which gives a clear indication that redressing
employees grievances properly and in time by means of
well formulated grievance procedure will increase
satisfaction of employees in the organization

The above table shows that the Satisfaction and different HRM
functions in PSUs are statistically related needs more emphasis
where the value of correlation is negative. Table of correlation
also reveal the relationship between various components of
HRM like:

e Motivational Measures is negatively correlated with
Performance Appraisal (r= -0.154) shows if employees
are not interacting they are not able to perform in an
effective manner which affects their Performance
Appraisal negatively. Thus organization need to
motivate employees in a better way to work together
productively, cooperatively  with economic,
psychological and social satisfaction

e Motivational Measures is positively correlated
(r=0.634) with Career Planning and Development
which reveals that employees are working together for
their career and selects career goals and path to achieve
the goals both individual and organizational goals.

e Motivational Measures is positively related (r=0.247)
to Job Rotation as more productively, cooperatively,
psychologically and socially employees interact they
are more acceptable to job structure and job changes.

e Motivational Measures is positively related (r=0.290)
to Participative Management as more cooperation will
increase participation of employees in organization.

e Motivational Measures is again positively correlated
(r=0.147) to Grievance Redressal which reveals if
organization puts more effort in making employees
work together satisfactorily there will be least
grievances and so very less redressal for the employees.

e Training leads to imparting the employees the
technical and operating skills and knowledge and hence
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increases satisfaction of employees in performing their
work as well as confidence of self appraising and
effectiveness and efficiency of organization.

Training is positively related (r=0.0176) to
Motivational Measures which reveals that if
organization is ensuring timely Training for their
employees it increases Human Relations which
includes programmes like employment, development
and compensation and interaction among employees
creating a sense of relationship between the individual
worker and management, among workers and trade
unions and management.

Training is negatively correlated with Performance
Appraisal (r=-0.032) which means organization needs
more and more training of employees as they need
more enhancement  with requisite job skills and
knowledge and hence are not in a position to get
appraised in their performances

Training is positively related to (r=0.317) to Career
Planning and Development which shows planning of
career and implementation of Career plans by means of
continuous Training, education and acquisition of work
experiences is effective.

Training is significantly correlated to Job Rotation
(r=0.408) means more Training gives more provisions
for Job Rotation and employees are more acceptable to
change in Job design, Job structure and Job grouping.
Training is positively related to Participative
Management (r=0.270) which means training helps
employees to participate in decision making and helps
them to unfreeze their attitudes and engage in
demonstrating skills which the employee values at high
rate. This clearly means providing an opportunity to the
employee for achievement from work through better
training

Training is also positively correlated with Grievance
Redressal (r=0.365) which means enhancing the skills
and knowledge to an employee will reduce grievances
in the organization.

Performance Appraisal is negatively related (r=-
0.190) to Career Planning and Development which
means putting more effort in appraising employees will
lead to better Career Plan and an employee can better
deal with jobs that are held during his working life.
Performance Appraisal again negatively correlated
(r=-0.123) with Job Rotation and again employees of
the organization should be better appraised for a better
job change and design.

Performance Appraisal is negatively correlated (r=-
0.032) with Participative ~Management shows
employees should be given an opportunity to be
appraised to participate more and more in decision
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making as they are never appraised so do not feel the
openness in participating.

Performance Appraisal is negatively correlated (r=-
0.080) to Grievance Redressal means definitely
appraising the employees will reduce Grievance against
organization and other employees too.

Career Planning and Development is positively
related (r=0.356) to Job Rotation ensures more job
design and changes will give a better view for an
employee to select his career plan as he knows better
plan and action for the selection of job.

Career Planning and Development is positively
related (r=0.339) to Participative Management as more
and more participation of employees in the
organization leads to better career plan.

Career Planning and Development is also positively
related ( r=0.336) to Grievance Redressal ensuring less
grievance in the organization and more career oriented
employees which can be further enhanced if a proper
grievance plan is implemented.

Job Rotation is positively related (r=0.290) to
Participative Management as more and more
employees in the organization participate in decision
making and helps them to know better job design and
structure best suited according to their specific skills
and knowledge.

Job Rotation is positively related to (r=0.324)
Grievance Redressal helping the employees of the
organization to minimize grievances and actively and
willingly participating in job rotation activities
Participative Management is positively related to
(r=0.250) Grievance Redressal ensuring less grievances
of employees for more and more participation to
enhance Participative Management.

Training- Training is positively correlated to
Motivational Measures, Performance Appraisal, Career
Planning & Development, Job Rotation, Participative
Management, Grievance Redressal which means
training in the organizations have positive effect on all
the above determinants. This is also said that if people
are well trained then it will enhance Motivation,
Performance Employees will have better Career Path,
Employees will be more inclined towards Job rotation,
will be more Participative and will have less
Grievances

Human Relations (Motivational Measures)- The
table of correlation reveals that Human Relations is
positively related to Career Planning & Development,
Job Rotation, Participative Management, and
Grievance Redressal which means enhancing
Motivational Measures  will enhance all these
determinants. This is also logically proven that if
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Performance Appraisal is appraised every employee
will feel satisfied and will be more motivated which in
this particular study is negative that means employees
are not appraised for their performances and hence are
not satisfied. Similarly if employees are motivated they
will be have better Career path, will be interested in Job
rotation, and will participate more in organizational
activities will have less Grievances.

Performance Appraisal- Performance Appraisal is
negatively related to Career Planning & Development,
Job Rotation, and Grievance Redressal which means
there is an urgent need to enhance Performance
Appraisal policy as it will affect Career path, will be
more interested for job rotation, and will have
Grievances

Career Planning & Development- It is positively
related to Job Rotation, Participative Management, and
Grievance Redressal which enhances Career Planning
& Development. If employees have good career they
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