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Abstract

In the ever ¢honging environment with o highly competitive morket
economy, the humon recourcec provide on edge to on orgomizotion.
Thic paper ctudiecjob cuticfaétion of manogerial employees working
in Indion textile inductry. For the purpoce of the receorch 227
porti¢ipentowere rondomly celected. Job auticfoction woomeacured by
likert Cale. Reoultorevealed that oll the leveloof employeecperéeive
humon recour¢e (HR) practi¢ec ond job cuticfaction ot the come level.
Reaults chow that job cuticfoction had great impact of four HR
proctiéec training & development, Ccompencution, reword &
recognition ond welfore octivities. The recultc chowed that for the
development of ony dtrotegy it ionec¢ecoory to find out itcimpact on the
job auticfaction of the employeea.

Keywords: HR Procticec, Job Saticfoction, Textile Inductry, Level of
Monogement, Troining & Development

Introduction

Indion orgonizations are ¢honging from the booci¢ e¢onomic¢ oyctem to
the market oriented oyotem. Generally, Sdeveloping ond ¢hanging
economieclike Indiaicin on unpredictable ond pitioble cituotion. Yet
ouch developing countriec are bound to be inéreacingly importont
becauce of their potentiol market, row maoteriol ond for the otrategi¢
¢entercfor the growth in other areos. Now daya, foreign compomiecore
entering into the Indion morket ond giving ¢hollengec to the Indion
orgonizations. Among the developing ¢ountries the Indion
orgonizationc are working better ond hoave gone through o number of
otru¢tural ¢honges, like morket liberolizotion, growing ucuge of
¢ommunicotion technologieo. Teece (1998) noted thot in the domedtic
morket the orgonizations have to fac¢e ¢hollenges from multinational
¢omponiec in the globaliced ond liberalized eConomy. Due to thic
¢ompetitive environment there ichigh precoure on the monogers. The
¢ompetition ic due to Cocot reduction ond quality improvement of
productowith exéellent cervice.

Pfeffer (1994, 1998) argued that in the competitive marketocuééeasic
mainly reloted with innovotion, opeed ond odoptobility rother thon
economiecof ale of production ond improved teChnology. He further
argued thot oll thiciconly pocoible through humon recouré¢ec working
in the orgonization. Along with Pfeffer (1994, 1998), Lawler (1992),
Koc¢hon ond Octermon (1994) ond Levine (1995) have otrongly
reCcommended there ioneed of high involvement of humon recouréec,
rather thon huge ¢opital inveostment. For thicpurpoce there icthe need
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to have better HR proc¢ticec which reault in inéreocing the
¢ommitment of the employeeg, ckill ond productivity. The
idea that humon recourées ond their involvement in the
orgomization for ito growth ic very much importont. Thic
thought ¢on be ¢onverted into regular proctice through the
variety of progromc. All thece help in the individual
development their adjuctment to the working environment.
The humon recouréec of ony orgonization ore ne¢ecoury for
itogrowth ond cué¢éeao. The top monogement involvement in
orgonizotion ic nececoury to ottract ond retoin people. The
monogercore enéouroged to follow the inctruétionsgiven by
the ceniorc ond be the role model for their juniorc. For thic
there iothe need of effe¢tive HR procticeo.

Schein (1990) indicates that individuolc are identified with
their vicion how they behave ond whot they expect.
Orgonization’cvicion ond micoion will not be reality unlecs
ond until the employeecare involved ond integrated with the
goal of the orgomization. But quection here aricecthat how to
the employees be c¢ommitted ond chow ocence of
reoponaibility towordc their orgonizotions porti¢ulorly in
¢honging ond Competitive working environment where
pooching of job ond ottrition rate ic co high ond regulor
feature. The HR proctices help in developing better work
¢ulture in the orgonizotion by generating effective
monogerial valueo. Thuc the precent ctudy ic on attempt to
chow the impact of the HR procticecon job aoticfoction with
relation to the monogement level of employees. An ottempt
hacbeen made in the textile unitoto ¢heck whether the HR
practices ond job outiofoction level of employees differ
acrooothe different monogement level ond finally to find out
the relationchip between HR procticec ond job coticfoction.
For the purpoce of recearc¢h the Sata woo ¢olleéted from
oelected textile unite in Punjob c¢overing all the three
monogement level.

Literature Review

Humon recour¢e Monogement (HRM) involves oall
monogement decicion ond procticecthat directly affe¢tcond
influence the people or humon recouréec. Humon recouréec
are oignificont otrategi¢ levers whic¢h help in competitive
advontoge. HRM proéticec chould be centrol to the
orgonizational otrotegy Borney (1991, 1995). Lado ond
Wiloon (1994) revealed that HRM proctic¢ec Contribute to
ocuctoined ¢ompetitive odvontoge through the development
of ¢ompetenciec of the humon recouréec thot ore firm
opecifié, help in producing complex cocial relationchipcond
orgonizational knowledge. Keenoy (1999) mode the
¢omparicon of HRM with hologrom.

Pfeffer (1998), Ulri¢h (1997) ond Geringer et ol. (2002)
orgued thot the competitive advontage ¢on be obtained with
the help of humon recourcec rather thon technology. They
reveoled thot it icnot ne¢ecoory to moke investment in the
technology acthe te¢chnology will coon get by competitora.
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Due to globalization, te¢hnology advonéement ond ¢hongeo
in demogrophi¢ ¢onditions, a lot of variotions have been
token ploce in orgonizotionol environment which giveorice
to new opportunitiec for monogerc. The new bucinecss
modeloond ¢honging te¢hnology reduéecthe entry barrierc
ond encouroge competition M¢Kinaey Quorterly (2000).
Eopecially in o highly dynomi¢ environment the
orgomizations’ ¢hanging obility ic ¢riti¢ally ¢onaidered for
their ¢ontinuouc exictence. In developing countriec Coot
ocavingoond quality acouronce ore the two key reaconcfor off
choring partic¢ulor buciness pro¢ecses Docoomi & Kenney
(2003); Toylor & Boin(2005). Budhwar, Verma, Malhotra,
& Mukherjee (2009) ocuggeoted work monotony, otrecoful
working environment, unpleacont ¢onditionc of work, lack
of  developmental Coreer opportunitiec ond better
opportunitiec of job eleewhere are the main reaconc for the
lo¢k of employeec ¢ommitment. Boyor, Valk, Moertz, &
Sinha (2012) found that employeec having low finonéiol
obligation were more eoaily leave the orgomizotion oo
¢ompore to the otherc.

On the bace of literature otudied on the textile ce¢tor, moot of
the otudiec are booed on the orgonizational performonce
rather thon the employeec ¢oncerned obout employeec
ootiofoction omd commitment. It icimportont to highlight the
HR procticec to be followed by the textile unitc ond itc
impoct on cuticfoction of employeesdue to one of the mojor
induatry of India ond having o cignifi¢ont impoct on the
global e¢onomy. To over¢ome thic gop in recearch, the
relationchip of HR procticecwith the job coticfoction of the
employeeain the textile unitc.

Objectives of present study:

* To ¢heck thot HR procticec ond job cuticfaction of
employeeo ic different among the three monogement
level in the textile unitc.

* To develop a link between HR procticec ond job
ootiofoction of employeeoin the textile unito.

* To give the recommendotion for in¢reocing the job
ootiofoction of employeeoin the textile unito.

Indian Textile Industry

The Indion textile inductry icone of the big inductriesin the
world. Indio producec lorge varieties of oynthetic ond
monmode fibere whi¢h ore uced to monufocture fobri¢ ond
gormentc. The textile cector ployca cignifi¢ont role in Indion
e¢onomy by éontributing to the Groos Domecti¢ product
(GDP), generoting employment ond earning foreign
exc¢honge.

Textile Sectors has a number of contributions to the
Indian economy:

+  Contributing 2% to GDP ot foétor éoat
+  Giving 14% of total inductrial produétion
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*  Contribution to ex¢ice ond ¢uctom revenue ic8%

*  Contributing 12% of'totol exportc

*  Provide employment to obout 35 lokh people
Globally Indian textile industry is:

»  Textile inductry iothe third lorgect producer of Cotton

*  Textile inductry icthe ce¢ond lorgect producer of otton
yorn

*  Textile induatry icthe fifth lorgect producer of oyntheti¢
fibre/yorn

*  Textile inductry ic the largeat producer of jute ond
aecond largeat producer of ailk

Present Status of the Indian Textile Industry
As per value terms

Among the world, Indion textile inductry icthe lorgect textile
inductry. The economy of India lorgely dependc upon the
monufocturing of textile ond itcexports. With the export of
textile Indicearncobout 27% of foreign exchonge.

As per unit terms

After ¢hino, Indion Textile Inductry hoo the ce¢ond largeat
¢apocity of gpindlecin the world. India reprecents 20% of
opindle ¢opacity of the world. In ¢oce of power loomasIndion
Textile Inductry hoo 2.2 lokhs power loomg, 3.5 lokho
hondlooma, ond on ectimated 92,000 lokho loomo in the
orgonized mill cector. The weaving Copacity of India ic
highect in the world i.e. 61.6% of global weaving apadity.

Total pro¢ecoing unitsin India are 2300. Almoct all of them
are independent, only with 22 integrated with opinning,
weaving ond knitting unito. Totol number of monufocturerc
are opproximately 27000, 48000 contractorcs ond obove
1000 exportercof garmentcIndio. Cotton icone of the main
¢ropoof Indio ond it icthe moin fibre for the textile inductry.
All the ¢otton uced in Indiagrown locally.

Performance of Competitors

Due to their better competitivenecs competitors of India,
¢ould achieve higher export growth rate thon Indic. One of
the major determinantsicthe ctondord ¢oat of production in
global textile ond gorment inductriec which Jdetermine
internotionol ¢ompetitiveneco. Pokicton, Bongladech ond
Chino are otrong competitorcof India with reopect to textile
omd gorment monufocturing inductry. To improve the
performonce of Indion textile inductry ond to inéreace textile
exportg, it ic neCecoory to focuc on reducing labor Codta,
inéreacing productivity of lobor, reducing power codt,
improving the hourc of work , reducing tronoport ¢ooto ond
reducing the VAT rotec for opparelo (Minictry of Textileg,
2011).
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Conceptual Framework of HR Practices

The otudy ¢ould help the humon recourée (HR) monogercof
monufoacturing inductriec in India regarding formulotion of
HRM procticesthat are helpful in o¢hieving commitment of
the monogeriol employeecrecult in high achievement level
ond leorning among them. Better HR procticec are olwoyo
helpful in inéreacing otoff performonéec. The precent
receorch otudies ecpeciolly moot importont four HR
procticeo that have impaét on the monogeriol employeec
¢ommitment leodo to their ¢areer development. Theoe HR
procticec are troining ond development, ¢ompencotion,
reword & recognition ond welfore octivitieo It hoo been
found that by ucing theoe proctices of HR, orgonization
would be oble to motivote, attract ond retoin employeec
whi¢h would help the orgonization in a¢hieving itcobjeétive
ond orgonizational otrotegy which ic further helpful in
enhonéing orgonizational performance.

Training & -Development

Troining reaulto in leco otreas in the workplace, improved
peroonal performonée, inéreaced knowledge, improved
team working, working relationchipc with peerg, in¢reaced
job auticfoction omd retention Sushoker (2005 ). Iticdefined
aothe ¢ontinuouceffort done to improve competency of the
employee ond performonée of the orgemization Mondy
(2010). Troined employeec ex¢honge their knowledge ond
okillo while performing dutiec in the orgomization by ucing
their ¢reativity. The troining ond development benefitc
in¢lude morale improvement, coticfaction of the employeeg,
junior turnover rote ond high retention level. All thece
benefitc help in ootiofying the employees inéreooing
¢ommitment ond motivation of the employeecwhich reculto
in improved competenée ond performonce of the employee.
Due to la¢k of troining, cupport from cenior foculty memberc
the performonce of the le¢turercin higher education iclow.
Therefore troining hoo on impact on the otoff’operformonce
in the education inductry Aclom ond Rocheed (2010).

Compensation

Compenoution referc to both finonéiol ond non-finonéiol
rewordo whic¢h the ¢ompony ic giving to itc employeec in
ex¢hange of work done by them Williomao (2008). In brood
terma, Compenacution ¢on be explained other thon woge or
oolory oo it in¢ludec Vlechoo, (2009). The booci¢ element
whic¢h offe¢to the orgomizational performonée ac well oo
employee’cperformance icéompenaution. It iGjuct extrapoy
or reword whi¢h encourogeothe individual to join in the new
orgonizotion, retain ond perform well in the exicting
orgomizotion. Performonce of the teocherc towordc their
work ic offected by come icoues ocu¢h ac coloriec ond
promotion. Thot ic the reacon why teacherc are conéerned
obout late payment of ocoloriec Mbonefoh (1982).
Compenootion oft oo on independent voariobles which
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influence the performonée of acodemic otaff acindividual
alwayc ¢onaider monetory ond non-monetory rewordc like
motivating ogentc whi¢h help in improving their
performonce. So it ic ne¢ecoory for the employer to toke
decicion regording how employeec are being paid acthicic
helpful in ottraéting the bect employees ond motivating the
exiating employeecEton (1984). Recruiting ond retention ic
affected o lot by ¢compencution given by the firm, be¢ouce
the firm c¢onnot hove the (ritiCally knowledgeable
employeec if they ¢onnot poy them enough Cordon ond
Stevenc(2004).

Reward and recognition

Rewoard ond incentive progromo chould be decigned to
recognize ond encouroge good performonce Burke (2005).
“Good monagers recognize people by doing thingo that
ocknowledge their ocComplichments ond they reword
people by giving them comething tongible.” Deeproce
(1994). Receor¢her found thot when the monogement
re¢ognize ond acknowledge employeec in relation to their
identification, their Copacity of work ond performonce
inéreace Boron (1983).The motivotional level of employees’
in¢reacecwhen they unexpectedly got increment in pay ond
re¢ognition Lo Motto. (1995).Giving reward to the
employeec oo per indiviouol’c obility ond okilloc moke
employee loyal towordc one’s work ond when they got
recognition for ucing their okillo ond obilities in mentolly
¢hallenging job thon they feel greater job cuticfoction level
Bull (2005).

Welfare Activities

Employee welfare helpoin maintoining commitment among
the employeecaowell aoéreating o ¢limate of confidence on
the workforc¢e of compony. When the orgenizotion ictoking
¢are of the phyai¢al aowell aomental heolth of the employee
along with higher fomily then he/che ¢on work freely. Sofe
ond heolthy workploce promotec wellnecs omong it
employeecacit helpothe employeesin retoining ¢onfidence
in the orgonization S¢hoch, (2005). Recear¢her ctudied the
effe¢t of working ¢onditions on job cuticfoction. It woo
obaerved thot the informonto get very low wageo ond they
ore not cutiofied with phyai¢al atmocophere. Sometimecthey
even have to work without ony breok. Servié¢e firmo chould
toke ¢are of their employeecin o proper monner in deoling
with their emotionoond behavior in termcof employeed job
aoticfaction thot leado to feel empathetic¢olly on delivering
cerviée to éuctomerc in on exéellent monner Gonzolez &
Garozo (2006).

Conceptual Framework of Job Satisfaction

A ctudy on Job cuticfoction ond working ¢onditioncrevealed
that few oaopeétc of working conditionc were- wogea,
benefitc, job aecurity, phyaic¢al atmoagphere ot work place ond

promotional progpec¢tc. By improving all the above-
mentioned ¢onditionc, cuticfaction level ¢on be achieved
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(Shoron, 1980). High wogeo are regponaible for higher Job
ootiofaction. Fringe benefitc ond grown dimencionc alco
have poaitive ¢orrelation with Job ooticfoction (Bhuchon,
1968). Recearcherc undertook on empirical otudy on the
relationchip between orgonizotionol ocupport, employee
development, ond job coticfaction. Thicotudy ¢onducted in o
major Midwectern hoopital. It wooc found thot job
outiofoction ond perceived orgonizotionol cupport were
oignificontly Correlated with coticfaction ond with Coreer
development (Tonoky & Cohen, 2001). Workeroworking for
longer hourcin larger ectoblichmentchad lower level of Job
ootiofoction which i due to non-compenauting differentiolc
inthe inductry (Clark, 1996).

To deliver cerviée to ¢uctomersin on exéellent monner the
cervice firmoochould toke ¢are of their employeesin aproper
monner with their emotions ond behavior whi¢h recultc in
employeec’ Job auticfoétion (Gonzolez & Gorozo, 2006).
Employee outicfoction ickey to auééeasfor ony orgonizotion
whi¢h ¢on be ochieved by providing them with better
¢ompenootion packoges, better working environment,
training & development ac ¢ompored to the market
(Chrictina.& Gurcooy, 2009).

Relationship Between HR Practices and Job Satisfaction

HR proctices like orientotion, Coreer development, non
finonéiol compenootion, ond feedback provide competitive
advontoge to IT orgomizotions whi¢h further help in the
retention of the employees. Training, motivationol
atrategies, ond finonéiol compencution ore ne¢ecoory HR
procti¢ecto avoid diconticfoction omong the employeea, but
not help in encouroging the retention of the employeec ic
obcerved Noggior (2001).Phyaical theropictowere ctudied in
hoapitaloby the recearéher. In the otudy, it icreveoled that the
otrecs had o negative influenée on job outicfoction ond
¢ommitment to the orgomization Lopopolo (2002). The
obility of profit choring in¢reocec the orgonizotionol
performonce due to the poaitive chonge in the oftitude of the
engineering employees. Fovorable thinking of the
employeec regording profit charing help in inéreocing job
ootiofoction asdictucsced by Jacqueline et al. (2002).

The recearcher in hic otudy of Pokicton tele¢om ceétor
explored c¢ontribution of HR praéticec ond employee
porti¢ipoation on peréeived employee performonée. Reoulto
chow that oll the tected variobles are poaitively Correloted
Marwat et al. (2007). Employee outicfoction ic key to
ouc¢éeao for ony orgomization which ¢on be achieved by
providing them with better working environment, training &
development, better compenacution pockogecaccompored to
the market Chrictinaet al. (2009).

Hypothesis

H1: Employeec peréeption about the HR procti¢esin three
levels of monogement of textile unitc under otudy oiffer
aignifi¢ontly.
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H2: Job outicfaction of the employeec in three levelo of
monogement of the textile unitc under otudy Jdifferc
aignific¢ontly.

H3: All the four HR procticechave acignificont influence on
job auticfoction.

H3ao: Troining ond development haoaignifi¢ont influence on
the job cuticfaction.

H3b: Compenaoution hoo cignificont influenée on the job
ootiofoction.

H3¢: Reward ond recognition hoo cignificont influence on
the job ooticfoction.

H36: Welfare octivitiechave ocignifi¢ont influenée on the job
outiofaction.

Research Methodology

Scope of the study

The precent ctudy woo done to ¢heck the HR proctiCec ond
job outicfoction of the employeeo of the textile unito in
Punjob. The otudy hod been ¢onducted at three levels of
monogement to chow the ¢omplete picture of HR practi¢ec
ond job cutiofaction of the employeesin the textile unitcin
Punjob. Primary dota woo ¢olleéted from the mojor textile
playercin Punjob. Mojor four textile playerowere ¢hocen to
¢ollec¢t the dato. The total number of regpondentc wac obout
313 out of them 227 regpondentc recpond to our queriec.
They were further ¢locoified into three Categoriec on the
bacicoflevel of monogement.

* Employeesfrom cenior level(Al)
*  Employeecfrom middle level(A2)
*  Employeecfrom cenior level(A3)

The detailed comple profile of the textile unitc’ underctudy
from each group icchown in the figure 1.

Figure 1: Detailed sample profile of the textile units' understudy from each group
Managerial Level

Collection of data

The informotion wao ¢ollected from 227 employeec in 6
textile unitc of Punjob of oll three levelo of monogement
dictuced above in¢luding cenior, middle ond junior level of
employeea.

Source of data

In precent receor¢h both the primory ond cec¢ondory data
were uced. Primory dota woo ¢olle¢ted with the help of
quectionnaire which woo filled from the employeeoc of the
textile unitc ond cecondary dato wos ¢ollected from reportg,
journolg, recearch orti¢les, magozines ond webaites of the
reopective textile unitc,

Techniques

The quectionnoire woo developed by oafter having
brainctorming cecoion with cenior, middle ond junior level
employeec for HR procticesc ond job cuticfaction of the
employeec of textile unitc. The quectionnaire uce the
informotion relating to the demographi¢ profile of the
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W senior level
B micde level
[l junior level

employeec Covering vorious aopeétc like their oge,
qualifiéation, gender, maritol ototus, experienée in the
precent orgomization, totol experience ond level of
monogement. It woo further followed by two cectione firot
one waocrelated to 16 quectioncof HR practic¢ecéonaicting 6
quectiono reloting to training & development,4 quectionc
relating to ¢compenaootion, 3 quectionc reloting to reword &
re¢ognition, 3 quectionc relating to welfare practices. In
order to meacure the dependent voriable Job cuticfoction, we
have uced the ctondordized quectionnaire of Job cuticfaction
developed by B.L.Dubey, C.K.Moini ond K.K.Uppal. The
quectionnaire ¢ontoinc 20 ctatemento. Thece ctatementc ore
further otructured on three porto. teom working ond
oupportive Culture, working ¢ondition ond quality of work
life, ond oupervicory otyle ond okill enhonc¢ement. The teom
working ond oupportive Culture groupc the itemo
1,2,3,7,8,15,18,19,20. The working ¢onditionc ond quality
of work life groupc the itemoc 4, 5,6,10,11,16,17. The
oupervicory otyle ond okill enhoné¢ement groupo the itemo
9,12,13,14.
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A five-point Likert c€ole woouced in the quectionnoire. The
5-point oCole ronged from: 1 <atrongly dicugree, 2 <
dicugree, 3 <undecided, 4 < agree ond S< otrongly agree.

Cronbac¢h'c alpha ¢oeffi¢ient wao ¢oléulated to acertain
ocale reliobility. An internal reliobility 2 0.7 icocceptable,
0.5 ic generally unaééeptoble for moct of the ales. 0.7 or
above ¢ompoaite reliobility ond Cronbac¢h'calphareprecents
on oppropriate indication of internal concictency ond
reliability. The Cronboch alphahere comecto be .846 which
ootiofiecthe reliobility tect.

To achieve the reoults, the recearcher uced the ctoticti¢ol
onolycictechniquei.e. SPSS (22.0) packoge ond the datawoo
onolyzed through it. The toolo uced to get recult of the
hypotheaic are: onalycic of varion¢e (ANOVA), f teat, ond
¢orrelation, multiple comparicon ond regrecoion onolycic.

Results And Discussions

The recearch ic done to know the cignificoncée between the
ocomple meoncthrough onolycicof varionée. Thicicdone by
uaing f tect for tecting the cignificon¢e of HR proacti¢es ond
itoc dimencionc in oll the three levelo of monogement. The
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recult of the onalycicthrough SPSS icchown below:

H1: Peréeption of employeec about HR practi¢ec in three
levelo of monogement of textile unitc under otudy differc
oignificontly.

Hypothesis:
HO:A1<A2<A3
HOicoccepted, when p value ic>0.05

H1:Al1#Z A2% A3
HI1 a¢éepted, when p value i6<0.05

Al, A2, A3 are the meon of HR proctic¢eo of cenior level,
middle level, junior level. From toble 1 it ic ¢leor thot
probobility .197 ic greater than 0.05; ot 5 percent level of
aignificoncée thuo null hypotheaic ic aécepted. The recult ic
that the thinking of employees obout HR practi¢es doecnot
differ aignificontly in oll the three levelo of monogement in
the celeéted textile unito. So H1 ic rejected, it meonc that
peréeption of employeec obout HR proctices in oll three
leveloof monagement icoome.

Table 1: Analysis of variance of HR practices in three management levels of textile units

Variable Strata N Mean Std. Std. % of
Deviation Error of Total N
Mean
Senior level 9 4.19 .160 .053 4.0%
Hr procti¢ec Middle level 100 4.09 187 .019 44.1%
Junior level 118 4.08 179 .017 52.0%
Total 227 4.09 182 .012 100.0%

ANOVA: F-Value: 1.635 (p=.197)

Tukey's method wac uced to find out the varionée. Ac per
toble 2 for poot ho¢ multiple ¢ompoaricons, it ¢on be
¢on¢luded that employeec in textile unito of cenior level

perceive their HR pra¢ticeomore poaitively thon the middle
ond junior level employeecof textile unita.

Table 2: Multiple comparisons between three management levels of textile units for HR practices
Dependent Vorioble: HR Procticec

Tukey HSD
Meon 95% Confidence Intervol

() Monageriol (J) Monogerial Difference (I- Lower Upper
Level Level J) Std. Error | Sig. Bound Bound
Senior level Middle level .095 .063 289 -.05 24

Junior level 112 .063 .180 -.04 .26
Middle level Senior level -.095 .063 289 -.24 .05

Junior level .016 .025 789 -.04 .07
Junior level Senior level -.112 .063 .180 -.26 .04

Middle level -.016 .025 789 -.07 .04

So for the dimencionc of HR praéti¢es are ¢onéerned oo
given in table 3 it ic evident thot there ic no cignifi¢ant
difference in the perception of employeecat different levelo
of monogement obout training & development (p<0.918),
¢ompenaution (p<0.782), reward & rec¢ognition (p<0.977),
ond welfore activitiesdimenaion (p<0.774) of HR procticec
in three levelo of monogement of textile unitg oo the
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probobility > 0.05. From the meon ond otomdord deviation it
iocproved that oll thece dimenacionc are high in cenior level,
middle level ond junior level. The otudy thuc reveols that
irregpective of the level of momogement there ic no
oignificont differené¢e in troining& development,
¢ompenaution, reword & recognition ond welfore octivitieo.
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Table 3: Analysis of Variance of d imensions of HR practices in three management levels of textile units

Strato N Troining& Compenaution Reword & Welfoare oftivitieo
development re¢ognition
Std. Std. Mean Std. Mean Std.
Mean deviatio | Mean deviatio
n n deviation deviation
Senior 9 4.00 264 3.28 712 4.22 408 4.33 408
level
Middle 10 4.00 265 3.14 578 4.19 .440 4.25 .368
level 0
Junior 11 3.98 292 3.17 .605 4.19 426 4.27 341
level 8
TOTAL | 22 3.99 278 3.16 .595 4.19 441 4.26 355
7
ANOV .085(p .246(P .023(P .256(P
AF- =.918) =.782) =.977) =
Volue .774)

H2: Job outicfoction of the employeeo in three levelo of
monogement of the textile unitc under otudy Jdifferc
oignificontly.

Ao chown in toble4, it ic ¢leor that probobility 0.664icmore
thon 0.05 therefore ot 5% level of cignificonée the null

hypotheaic ic aééepted. The reault ic that job coticfoction
level of employeec doec not differ cignificontly in three
levelo of monagement of textile unite. So H1 icrejeéted, it
meono thot job ooticfaction level of employeec ond it
dimenoionacto oll three leveloof monagement of textile unite
icoume.

Table 4: Analysis of Variance of Job satisfaction in three management levels in textile units

Variable Strata N Mean Std. Std. % of
Deviation Error of Total N
Mean
Senior level 9 3.97 151 .050 4.0%
Job ooticfaction Middle level 100 3.94 154 .015 44.1%
Junior level 118 3.94 171 .016 52.0%
Totol 227 3.94 162 011 100.0%

ANOVA: F-Value: .197 (p=.821)
Tukey'omethod icuced to find out the varionée. Aééording
to table 5 for poot ho¢ multiple ¢omparicong, it ¢on be
¢on¢luded that employeec in textile unito of cenior level

think their job coticfoction poditively thon the middle ond
junior level employeecof textile unitc.

Table 5: Multiple Comparisons between three management levels of textile Units for Job satisfaction
Dependent Varioble: Job Saticfaction

Tukey HSD
Meon 95% Confidence Interval

(I) Monageriol (J) Monogeriol Difference (I- Lower Upper
Level Level D) Sté. Error|  Sig. Bounod Bound
aenior level middle level .035 .057 .806 -.10 17

junior level .033 .056 .823 -.10 17
middle level cenior level -.035 .057 .806 -.17 .10

junior level -.002 .022 995 -.05 .05
junior level cenior level -.033 .056 .823 -.17 .10

middle level .002 .022 995 -.05 .05

So for the dimencioncof HR proctiCecare given in table 6 it
ic evident of no oignificont difference in the thinking of
employeeacat oll three leveloof monogement obout offective
¢ommitment (p<0.846), normative commitment (p<0.248)
ond Continuonée ¢ommitment dimencion (p<0.125) of
orgomization commitment in three levelo of monogement of
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textile unitg, oo the probobility > 0.05. From the meon ond
otondord deviation it ic ¢lear that oll are high in all three
monogement level: junior level, middle level ond cenior
level. Irreopective of the monogement level there ic no
oignificont differenée in all the Jdimencions of job
ooticfaction.
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Table 6: Analysis of Variance of three dimensions of Job satisfaction in three management levels textile sector

Stroto N Team working & supportive Working condition & Supervisory style & skill
culture quality of work enhancement
Mean Std. Mean Std. Mean Std.
Deviation deviation deviation

Senior 9 4.04 167 3.90 277 3.97 292

level

Midole 100 3.90 246 3.92 252 3.98 308

level

Junior 118 3.93 215 3.93 262 3.96 362

level

TOTAL 227 3.92 228 3.93 257 3.97 336

ANOVA 1.570(p=.210) .050(p=.951) 174(p=.)840

F-Value

Aocperception of employeecregarding HR procticecicbetter
in junior level ond job outicfoction level ic better in cenior
level. Now from thic we found out that HR practi¢es hoo o
dire¢t impact the ¢ommitment of the employeecHR
practi¢ec ond job cuticfaction woo checked with the help of
Peorcon ¢orrelation before regresoion cnolycic. Analyocicthe

Preliminary otoge revealed thot all relationowere found to be
aignifi¢ont. There wac no violationo of the acoumptionc of
linearity ond there woo o otrong accociation between job
outiofoction omd troining & development (r<0.792; p<0.05)
ond loweat with welfare oétivitieos (r<0.238; p<0.05) oo
chown in Toble 7.

Table 7: Correlation-HR practices and Job satisfaction

Job Training & Reward &
Satisfaction Development | Compensation recognition Welfare
Job Satisfaction Pearson Correlation 1 792" 625 259 238
Sig. (2-tailed) .000 .000 .000 .000
N 227 227 227 227 227
Training & Development  Pearson Correlation 792 1 443 .168 .168
Sig. (2-tailed) .000 .000 011 oM
N 227 227 227 227 227
Compensation Pearson Correlation .625 443 1 121 .035
Sig. (2-tailed) .000 .000 .069 .603
N 227 227 227 227 227
Reward & recognition Pearson Correlation .259 .168 121 1 .086
Sig. (2-tailed) .000 011 .069 196
N 227 227 227 227 227
Welfare Pearson Correlation .238 .168 .035 .086 1
Sig. (2-tailed) .000 011 603 196
N 227 227 227 227 227

**_ Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

H3: All four HR pra¢ti¢eshave acignifi¢ont influenée on job
autiofoction.

H3o: training ond development hoo cignificont influenée on
the job ooticfoction.
H3b: Compenaoution hoo cignificont influenée on the job
outicfoction.

H3¢: Reward ond recognition hoo cignifi¢ont influence on
the job cuticfaction.

H30: Welfare a¢tivitieshave cignifi¢ont influenée on the job
cutiofoction.
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To derive the entire obove hypothecic we uced multiple
otepwice regrecoion onolycic. The beat predictor of job
outicfoction omd to Check the bedt fit of the regresoion model,
otepwice regrecoion woo uced with HR practiCes oo
predictorc. In the model, four dimenacions of HR procticea,
which ¢onaicted of 16 itemg, oft oo independent varioblec
ond job cuticfaction ac dependent varioble. The cummory of
regrecoion model chowo the relationchip between
independent ond the dependent vorioble chown in toble 9.
The Table chowoteat of independence of errorcond adjucted
R2. Toble 8 chowoonalysicof varionée recults. The recult of f
teat i0 < 0.05, whic¢h prove thot the variotion ic not due to
¢honée. The reaultooignifi¢ontly proved that job cuticfaétion
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icinfluenced by HR proctic¢ecin textile cector. After having o
¢loce look at the recultain Toble 8 ond toble 9 provecthat the
moot importont varioble in HR praéti¢es ic training &
development ond welfore aétivitiesiothe weakect. Thug, we
¢on ¢onclude that HR practicecare o cignifi¢ont predictor of
outiofoction.

The above reacults cupport Hypotheceo H3a, H3b, H3¢ ond

H334. Further, Toble 8 cuggeotothat the practicecrelated with
HR are very much cignifi¢ont for overall job coticfoction. So
we ¢on ooy thic thot employees in the textile ceétor ore
ottached to all HR proctice i.e. troining & development,
¢ompenaution, reword & recognition ond welfore octivitieo.
Thuo, more effective thece HR procticec more will be the
employeecautiocfied towardotheir orgomizotiona.

Table 8: Stepwise regression analysis of Job satisfaction

Stondardized
Unatonoordized Coefficiento Coeffi¢iento
Model B Std. Error Beta t Sig.

1 (Conctont) 2.099 .095 22.111 .000
Troining & Development 461 .024 792 19.432 .000
2 (Conctont) 2.156 .083 26.108 .000
Training & Development 373 .023 .640 16.249 .000
Compenacution .093 .011 342 8.667 .000
3 (Conctont) 2.019 .091 22.132 .000
Training & Development 364 .023 .624 16.033 .000
Compenaoution .091 011 335 8.667 .000
Rewoard & re¢ognition .043 .013 114 3.236 .001
4 (Conctont) 1.848 .103 18.006 .000
Training & Development 352 .022 .603 15.642 .000
Compenacution .093 .010 341 9.018 .000
Rewoard & re¢ognition .040 .013 107 3.094 .002
Welfore .053 .016 116 3.367 .001

o. Dependent Varioble: Job Saticfaction

Table 9: Excluded Variables

Collineoarity Stoticti¢o
Mobel Beto In t Sig. Partial Correlation Toleronce
1 Compenootion 342°] 8.667 | .000 501 .804
Reward & recognition 130°| 3.202| .002 209 972
Welfore 108" | 2.656| .008 175 972
2 Reward & re¢ognition 114 3.236| .001 212 .969
Welfore 122°) 3.499| .001 228 .970
3 Welfore 116°| 3367 .001 220 .966

o. Dependent Vorioble: Job Saticfaction

b. Predi¢torcin the Model: (Conctont), Training & Development
¢. Predi¢torain the Model: (Conctont), Training & Development, Compencution
d. Predi¢toroin the Model: (Conctont), Training & Development, Compencotion, Reword & recognition

Conclusions and Implications

The precent ctudy proved the hypotheces Correct that better
HR procticec help in job cuticfaction. The ctudy chowo that
there ic a ¢lear poaitive relationchip between HR procticec
ond job cuticfaction, partiCulorly in the Indion textile ceétor.
No doubt thot there icthe limitation of comple ond receorch
deoign moreover the reopondents are alco of Punjob region
only but dtill, being the mojor textile unitg, it ic relevont.
Another limitation might be on the bacic of meacurecuced,
whi¢h were baced upon the thinking of the reopondenta.
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ANOVA ond poat ho¢ teats, help in ¢hecking H1 ond H2
chow no oignificont difference in HR procticec ond job
ootiofoction among three levels of monogement. All HR
procticec have cignificont influence on job cuticfoction it
irreopective of the level of the monagement.

Step-wice multiple regrecoionc reveal thot oll four HR
procticec predicted the outiofoction of employees in the
textile oe¢tor. While interpreting the independent vorioble
i.e. job cotiofaction ond the four HR proctices provide
¢ontributionc ond oft aothe key predictoro of the recult. All

Www.pbr.co.in



thece HR procti¢ec chould be keep in mind aothey have the
direc¢t impoct on the cuticfaction of textile ce¢tor employeec
towordc their orgonizations oo it recult in employee
retention. Evonc et ol. (2000) revealed that the
orgonizotionc now dayc ore not only concerned with
employee retention but oloo with the welfore of the
employeec whic¢h help in mointaining ¢ordiol relation
between the monogement ond employees. It meonc the
orgonizotionowont to retain their employeec. Therefore, the
focuo of the monagement chould be on implementing bect
HR procticec to inéreace the ooticfaction. Partic¢ulorly,
orgonizotiono generolly look into the wayc whi¢h would
help in in¢reacing the outicfoction level of the employeesby
giving them growth opportunities, bect remuneration,
reword whic¢h ultimotely inéreoce their potential. The type of
job peroon ic doing, the benefitorelated to it ond the Coreer
growth opportunitiec affect the job coticfoction level of the
employeea. The findingoof the precent ctudy ore cignifi¢ont
for the Humon Recouré¢e monogerc. No doubt the recultc
¢on’t be opecified but even then they are giving Certain
dire¢tion. Humon recourée monogement proctiées ore
importont tool for the growth of the orgonization they ore
otrong prediétorc of job outicfaction of manageriol
employeea.

Recommendation

Thuo the precent otudy ototec thot to compete in thic
competitive market, the textile unit celected needoto work
¢onctontly upon the oreoc thot ¢on ¢reate o differenée from
the Humon recourée peropective, on effective humon
recourée procticec in oll the depoartments con maoke all the
difference. Enhonéed cutiofaction of the employeec
inéreacec the productive reculto of the celected textile unit.
So it ione¢ecoury to not to toke employeec cuticfaction level
for gronted. Therefore oppropriote employee engogement
atrotegy chould be followed by the orgomization to help to
¢onvertemployees cuticfaction into a.opeedy action.
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