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Abstract 

Higher Education Institutions undergo fundamental 

changes due to globalization, growing competition for 

funding and staff as well as increasing institutional 

autonomy. These changes are linked to new responsibilities 

requiring greater managerial and leadership competences 

(Pellert 2007). In view of the fact that the investment for 

employees accounts for the largest share of institution 

expenditure, human resource is the most valuable asset of 

higher educational institutions and gains importance in 

university affairs (Evans & Chun 2012). The practices of 

human resource management like recruitment, selection, 

orientation, training, performance appraisal, compensation 

and retirement will take place in every Institution. Now-a- 

day’s even smaller organizations are having a separate HR 

department to bring the best of the employees. In this 

regard it is necessary to understand the effectiveness of HR 

practices on the employees’ performance. Starting from 

recruitment till retirement employees are passing through 

the various HR practices. In this regard it is important to 

know the level of impact of HR policies and practices. 

Observation, Interview and Questionnaires has been used 

for data collection. The initial understanding of the HRM 

was done with observation. The various policies and 

practices followed were analyzed through personal 

interviews of the HR executives. Finally the level of impact 

of HR policies and practices was examined with the help of 

structured questionnaires. The collected data were 

analyzed with the help of AMOS 7 & SPSS 22 (Statistical 

Package for Social Science). After checking the reliability 

and validity of the questionnaire statistical tools like 

descriptive statistics, correlation, regression, One-way 

ANOVA and Chi-square were used. This case study will 

definitely provide a platform to the organization to 

understand its employees’ opinion and suggestive 

improvement towards their HR policies and practices. 

 

Keywords: HRM, HR Policies & Practices, Human 

Resource Management. 

I. INTRODUCTION 

Optimum utilization of the employees‟ 

performance can be achieved through effective 

Human Resource Management.  The practices of 

human resource management like recruitment, 

selection, orientation, training, performance appraisal, 

compensation and retirement will take place in every 

Institution. Now-a- day‟s even smaller organizations 
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are having a separate HR department to bring the best 

of the employees. In this regard it is necessary to 

understand the effectiveness of HR practices on the 

employees‟ performance. 

II. REVIEW OF LITERATURE 

VikramJeet and SayeeduzzafarQazi (2014) 

examined the level of human resource management 

practices and Organizational commitment in self-

financed professional institutions. Their study 

revealed that training practices and performance 

appraisal show significant positive correlation with 

affective commitment. Normative commitment is 

significantly positive, with high positive correlation 

in compensation and performance appraisal. 

Superset Singh and KavyaKhurana (2016) 

investigated HRPs and organizational commitment in 

self-financing institutions of Delhi & NCR region. 

Their study revealed that the self-financing 

institutions are less focused on training and 

participation of employees.  

SayeeduzzafarQazi and VikramJeet (2017) 

conducted a study on 526 faculty members randomly 

selected from Government and Private affiliated 

higher educational institutions of India using 

questionnaire method. Their results indicate that 

faculty member of government higher educational 

institutes has a moderate level of satisfaction with the 

overall HRM practices. Employees were more 

satisfied with training, teamwork and employee 

participation and satisfied to small extent with 

performance appraisal and compensations. The study 

also revealed that there is no significant difference 

between the government and private educational 

institution‟s faculty scores on all HRM practices.  

Shehzad Ahmed and Mahr Muhammad Saeed 

Akhtar (2012) developed a research scale to assess 

the effective implementation of Human Resource 

Practices (HRPs) in General Public Sector 

Universities (GPSUs) of Pakistan. The research scale 

encompassed the six factors of HRPs namely 

recruitment and selection, orientation, training and 

development, performance appraisal, compensation 

and benefits, and working environment. 

LudyBalatbat (2010) attempted to find out the 

perception ofthe respondents on the extent of 

implementation of the following HRM practices such 

as: recruitment and placement, training and 

development, performance appraisal, compensation 

and benefits and employee relations and the issues 

and challenges encountered in the implementation of 

these practices. The respondents were also asked on 

their perception of the effectiveness of the HRM in 

their institutions. The issues/challenges encountered 

in the implementation of HRM practices and the 

extent by which is implemented effectively in 

Philippines private higher educational institutions. 

Muhammad Zafar Iqbal, Muhammad 

IrfanArif and Furrakh Abbas (2011) compared the 

HRM practices of public and private universities in 

Punjab province of Pakistan. Their comparison 

results showed that there was a significant difference 

in HRM practices according to executives of public 

and private universities. HRM practices in the areas 

of job definition, training and development, 

compensation, team work and employees 

participation were better in the public universities 

than private universities. However, performance 

appraisal practices were found better in the private 

universities than public sector universities. 

Wilson Cordova (2012) compared between 

Private and Public Institutions in the Philippines, the 

Central Bicol State University of Agriculture, a 

public institution and University of Baguio, a private 

institution regarding the extent of implementation of 

Human Resources Management and Development 

practices. The two institutions are very much similar 

in most of the aspects of the HRM practices that were 

compared regardless on which sector they belong, 

whether a public or a private. 
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Objectives 

1. To observe the level of implementation of HR 

Practices in Higher Education Institutions. 

2. To understand the attitude of the women teachers 

towards the HR Practices in Higher Education. 

3. To check the fitness of the variables with the 

recommended value of SEM. 

Hypotheses 

1. There is no significant differences between the 

age of the women teachers and their attitude 

towards HR practices of their institutions. 

2. There is no significant difference between the 

educational qualification of the women teachers 

and their attitude towards HR practices of their 

institutions. 

3. The hypothesised model has a good fit. 

III. RESEARCH METHODOLOGY 

The present study consists of primary as well as 

secondary data collection. In-order to identifying the 

presence of HR practices, observation method was 

used. Questionnaire were used to collect the primary 

data and the secondary data were collected through 

various books, journals, magazines, Tamil Nadu 

Statistical hand book and also from websites. The 

researchers have limited their study with the sample 

size of 150 only from women teachers those who are 

working in the Arts and Science colleges within 

Chennai city. 15 Arts and Science colleges in 

Chennai city were shortlisted and 

(http://www.tndce.in, 2011), from each college 10 

samples were collected randomly. With the help of 

SPSS 21.0 the analysis were done and it involves 

ANOVA, Chi-Square tests and SEM was also used 

with the help of AMOS. 

Conceptual Framework 

Human Resource Management practices are 

considered to be complex construct which can be 

divided into various dimensions. Researchers have 

developed typologies based on these dimensions 

which contribute to HRPs. Some of these typologies 

are given here: 

According to Delery and Doty (1996), there are 

seven best HRPs that are internal career 

opportunities, formal training systems, appraisal 

measures, profit sharing, employment security, voice 

mechanisms, and job definition the list of these 

practices is given below: 

1. Job Definition 

2. Recruitment and selection 

3. Employee Participation 

4. Training and development 

5. Performance appraisal and promotion 

6. Compensation and benefits 

7. Team work 

The figure 1 graphically represents these seven 

components of HRPs. 

 

 

 

Recruitment and Selection 

Recruitment and selection involves the process 

of attracting and selecting people to serve in an 

organization. Dowling, Schuler and Welch (1994) 

define this process as „searching for and obtaining 

potential job candidates insufficient numbers and 

quality so that the organization can select the most 

appropriate people to fill its job needs‟. The 

organizations make an inventory of the dimensions of 

knowledge and skills pre-requisite to be hired for the 

job. Its importance is highlighted by Byars and Rue 

(1997) saying that it is the top priority of institutions 

to select the right person for the right job as 

http://www.tndce.in/
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organizational performance always depends on its 

employees. The better is this process; the better the 

performance of the organization is expected to be. In 

the same way, the faulty execution of this process 

will result in „loss of competitive advantage, impaired 

image and reputation, and the loss of other key staff‟ 

(Dowling, 1988). 

Training and Development 

In order to transform the new recruits into 

effective and productive employees, they must be 

integrated into the organizations. Their abilities and 

skills need to be expanded and polished through 

activities like training and development. Dessler 

(2006) refers to training as methods that are applied 

to provide the new recruits with the skills needed to 

perform their duties. The term „development‟ refers 

to broadening the horizon of the 

employees.Ivancevich (2001) believes that the 

development activities help a person make positive 

contributions to the organizations. The focus of 

training is the current job while the focus of 

development is expansion of their current knowledge 

and growth. Both training and development are the 

key factors in maintaining as well as expanding the 

performance of individuals in an organization. 

Comprehensive training and development programs 

have been proven to be important ingredients of 

efficient performance (Terpstra&Rozell, 1993; U.S. 

Department of Labor, 1993). One important study in 

this regard was done in Russia. It contends that 

training gives an organization, the competitive 

advantage (Jukova&Konstantine, 1998; Shekshnia, 

1998). Another study of 18 Western organizations 

also emphasized the competence development in 

general and training in particular (Fey, Pontus, & 

Ingmar, 1999). Consequently, there exists strong 

relationship between employee training and 

organizational performance (Delaney &Huselid, 

1996; Koch & McGrath, 1996). 

s 

Performance Appraisal 

Another important human resource management 

practice is performance appraisal. Moser, Schuler, 

and Funke(1999) include observation and judgment 

in the performance appraisal. This practice aims at 

evaluating the current and the past performance of the 

employees based on the performance standards with 

the view „to improve performance‟ (Dessler, 2006). It 

ensures that the employees „stay focused on effective 

performance‟ (Benardin&Russell, 1998). It may be 

used to reward the individuals whose performance is 

better than others. Thus, it evaluates the work of the 

employees as well as motivates them to improve their 

future performance. This provides an opportunity to 

the employees to identify the skills that they need to 

acquire in order to progress within the organization 

(Cleveland, Murphy, & Williams, 1989). 

Team Work 

A team is a group of people working together 

towards a common goal. Teams are characterized as 

“a set of two or more people dynamically, 

interdependently, and adaptively working towards the 

achievement of common and valued 

goal/objective/mission”, Salas et al. (1992). Tambo  

(1997), characterized team behavior as a process of 

sharing the goals they want to achieve, sharing 

knowledge, intention to execute the plan, sharing 

their capabilities and to monitor their own progress 

towards the team goal. Thus, team can be defined as a 

group of individual‟s integrated functioning towards 

common mission or goal. 

Compensation and Benefits 

All forms of pay or rewards that institutions give 

to employees in exchange of their services are 

referred to as compensation and benefits (Williams, 

2005). Compensation is the activity of HRM function 

through which employees get every type of reward in 

return of performing the tasks assigned by the 

administration (Hackett &McDermott, 1999). There 

is precedence of various employees being paid 
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variably for the same job. This variance appears 

judicious in terms of individual differences in 

experience, skills, and performance as well as 

expectations that seniority, higher performance, or 

both deserve higher pay. In Asian scenario, it has 

been noticed that the seniority system has influenced 

wage setting. There is ample evidence available to 

declare the demise of lifetime employment, seniority 

wages and age based promotions (Ornatowski, 1998). 

Hackett and McDermott (1999) stated that total 

compensation includes the following three elements: 

_ Basic pay that is matched closely to competition, 

according to the organization's ability to pay and 

attract quality talent. Basic pay serves as a platform 

for variable pay. 

_ Variable pays that is the centre piece of the total 

compensation approach. Methods include gain-

sharing, lumpsumbonuses, individual variable pay, 

and so forth. It is flexible and links the future of the 

organization and the employee in a positive manner. 

_ Indirect pay that is addition of cost-effective 

benefits keyed to supporting the goals of the 

organization. 

Analysis & Discussion: 

Table.1.Profile of the Respondents 

Variables Categories No.of 

Respondents 

% 

Age Group 

(in Years) 

25-30 14 13.3 

31-35 22 21.0 

36-40 39 37.1 

Above 40 30 28.6 

Educational 

Qualification 

PG 4 3.8 

PG with 

NET/SET 
10 9.5 

M.Phil 29 27.6 

M.Phil 

with 

NET/SET 

37 35.2 

Ph.D 16 15.2 

Ph.D 

with 

NET/SET 

9 8.6 

Experience 

( in years) 

1-5 23 21.9 

6-10 42 40.0 

Above 10 40 38.1 

 

The above table no.1 shows that the profile of the 

respondents those who are working in self-financing 

colleges in Chennai city. From the table it is clear that 

most of the respondents are belonging to the age 

group of 36-40 years (37.1%) and only 13.3% of the 

respondents are belonging to the age group of 25-30. 

35.2% (42 nos)of the respondents are having the 

educational qualification of M. Phil with NET/SET 

and only 3.8% of the respondents are having the 

educational qualification of Only PG degree. It shows 

that the self-financing colleges are recruiting the 

teachers with the sound educational qualification. 

Most of the teachers (40%) are having more than 5 

years of teaching experience. 

Reliability and Validity: 

Table 2: Test of Reliability 

Cronbach’s 

Alpha 

Cronbach’s Alpha 

Based on 

Standardized 

Items 

No.Of 

Items 

0.954 0.956 48 

  

Table 2 shows the Cronbach‟s Alpha value for the 

Reliability. 

In order to prove the null hypothesis (H0) that 

there is no significant difference between the age 

group of the respondents and their attitude towards 

HR practices, ANOVA test was used and the results 

are given below.  

Table 3 : Result of ANOVA test. 

     Note:  The values within ( ) refers the SD. 

The above table 3 shows that, since P value is 

higher than 0.05 the null hypothesis is accepted. 

Hence it is proved that there is no significant 

relationship between the age group of the respondents 



Impact Factor.1.14:                            Mayas Publication [ISSN: 2395-5929]                          UGC Jr. No. : 45308           

Emperor International Journal of Finance and Management Research [EIJFMR] Page 126 
 

Paper ID: 13170917   Paper Received : 22/09/2017   Paper Accepted: 28/09/2017   Paper Published : 30/09/2017 

 

 

and their level of attitude towards HR practices 

followed in their higher education institutions in 

Chennai city. 

In order to prove the null hypothesis (H0) that 

there are no significant differences between 

educational qualification of the respondents and their 

attitude towards HR practices followed in their higher 

education institutions, ANOVA test was used and the 

results are given below. 

In order to prove the null hypothesis (H0) that 

the hypothesised model has a good fit, SEM was used 

and the results are given below; 

The variables used in the structural equation 

model are 

I. Observed, endogenous variables 

1. Training 

2. Performance Appraisal 

3. Team Work 

4. Employee Participation 

5. Job Definition 

6. Compensation 

7. Non-Monetary Rewards 

8. Effective Performance 

II. Unobserved, exogenous variables 

1. F1: HR Practices 

2. e1: error term for Training 

3. e2: error term for Performance 

Appraisal 

4. e3: error term for Teamwork 

5. e4: error term for Employee 

Participation 

6. e5: error term for Job Definition 

7. e6: error term for Compensation 

8. e7: error term for Non-Monetary 

Rewards 

9. e8: error term for Effective 

Performance 

Hence number of variable in the SEM are 

Number of variables in this model:17 

Number of observed variables:8 

Number of unobserved variables:9 

Number of exogenous variables:9 

Number of endogenous variables:8 

 FINDINGS AND SUGGESTIONS 

The analysis says that there is no significant 

difference between the age, educational qualification 

and experience or their attitude towards HR 

practices.The general observation shows that most of 

the higher education institutions are following some 

of the HR practices. It clearly indicates that the 

women teachers are having a positive attitude 

towards the HR practices followed in their 

institutions.The SEM results shows the perfect fit of 

the model, also authenticates  that, the HR practices 

leads to  the effective performance.  

For instance some of the colleges are following 

effective practices for recruitment and selection but 

do not have and efficient Performance appraisal or 

training program. Likewise all the self-financing 

higher education institutions in Chennai city do not 

follow a comprehensive system of HR practices. 

There is a chance of getting still more effective 

performance of the employees with the help of proper 

following up of the HR practices. Though HR 

practices are there in the institutions it is compulsory 

to have a HR audit at least once in a year in order to 

improve the system of following the HR practices. 
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IV. CONCLUSION 

Human Resources are the main asset of the any 

company or organization, without exemption of 

service industry including higher education 

institutions also. In order to bring out the effective 

performance of the teachers the management must 

take necessary steps to implement the effective HR 

Practices, when it is said to be an effective, there 

must be a system, which means there is a need of HR 

Audit. The researchers considered only the women 

teachers working in self-financing Arts and Science 

colleges in Chennai city. For further study there is 

wide scope on HR Audit, HR Practices in 

Government Colleges, HR Practices in Education 

Sector in Tamil Nadu/India and the like. 
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