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Abstract 

Human resource is considered as the 

backbone of any economic enterprise. The HRM is 

a growing concept. It has tremendous relevance to 

productivity in the industry. The textile mills are 

one of the largest industries, employing human 

resources with entire satisfaction of the employees. 

The textile industry has been the mother industry of 

the economy and it has been an engine for the 

economic growth. The Indian Textile Industry 

occupies a permanent place in textile employment 

generation and foreign exchange earnings. After 

globalization, all industries are realizing the 

importance of human management practices at 

their units. The cost of acquiring new employees in 

work is mounting up more than the cost of 

retaining existing employees. The employees have a 

wider knowledge and scope to get employment as 

well as they are interested. The announcement of 

freebies by the Government of India and Tamilnadu 

increases the reluctant to engage in employments 

among the employees. With these pressures, the 

textile units are struggling to do service in the 

globalised market. In order to survive in the 

market, they have to enrich the labour productivity, 

adopt cost cutting strategies and quality assurance 

strategies at their organization. For that 

implementation, there should be a proper HRM  

 

Management in their organization. The 

Kanchipuram district consists of many textile units 

of Tamil Nadu and it has pioneered the growth of 

textile industry in the country. The majority of the 

people there depend on industry for their 

livelihood. Primary data and secondary data have 

been collected for this study. Simple random 

sampling method has been used for the sample 

selection. Hence, the present study is an attempt to 

analyse the human resource management in textile 

industry in Kanchipuram District. 

I. INTRODUCTION 

Human resource is considered as the 

backbone of any economic enterprise. In recent 

years the economist has added “Human Resource” 

besides land, capital and technology is deemed to 

be the key factor for building and developing the 

nation. The optimal utilization of natural resources 

and other factors such as inputs of capital and 

technology depend on the extent of the use of 

human resources. The human resource 

management is a proactive central strategic 

management activity which was different from 

conventional personnel management. The textile 

industry occupies a unique place in India. It is one 

of the earliest industries that came into existence in 

India. It accounts for 14 per cent of the total 
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industrial production, contributes nearly 30 per cent 

of the total exports, and  is  the  second  largest  

employment  generator  after  agriculture.  Textile 

industry caters to one of the most basic needs of 

people and holds importance in maintaining 

sustained growth for improving the quality of life. 

It occupies a unique position as a self-reliant 

industry from the production of raw materials to 

the delivery of finished products with substantial 

value addition at each state of processing. It is a 

major contributor to the country’s economy. 

Need for the study 

After  globalization, all  industries  are  

realizing  the  importance  of human  management  

practices  at  their  units.  The cost of acquiring 

new employees in work is mounting up more than 

the cost of retaining existing employees.  The 

employees have a wider knowledge and scope to 

get employment as well as they are interested. The 

announcement of freebies by the Government of 

India and Tamilnadu increases the reluctance to 

engage in employment among the employees. 

With these pressures, the textile units are 

struggling to do service in the globalised market. 

In order to survive in the market, they have to 

enrich their labour productivity, adopt cost cutting 

strategies and quality assurance strategies at their 

organization. For that implementation, there should 

be a proper HRM management in their 

organization. 

The HR mantra of any industry is an 

employee should feel happy to come to work, an 

employee should be happy and be productive 

while at work, at the end of the day, the employee 

should return home in a relaxed frame of mind and 

spread happiness and to improve is to change. 

Therefore, in order to become more effective, 

frequent change has to happen. The human 

resource strategies of the industries are based on 

the concept that the employees should feel that 

they are cared for. They believe that the 

employee’s empowerment is the key word in 

industry. It is imperative to analyse what are the 

employees feel about the HRM practices and 

systems at their units and what the  consequences  

of  the  HRM  practices  in  order  to  formulate  

employee’s friendly HRM practices at textile units.  

Hence, the present study has made an attempt on 

this aspect. 

Statement of the problem 

Indian economic scenario is undergoing a 

basic structural change, affecting the quality of 

life. Physical, behavioural and psychological 

differences among individuals have increased with 

rapid changes taking place in the management 

process of organizations.  The  industrial sector 

is facing a fast  change and competitive 

environment, especially after globalization. The 

small industries are competing with each other for 

their survival. The successes of the industries are 

how they are utilizing their human resources at the 

fullest level. Subsequently, the cost cutting strategy 

is implemented by all industries. 

But the success of these industries has 

implications in the design of recruitment, selection, 

training and development, compensation 

programme, performance appraisal, employee 

discipline, promotion and transfers etc. All these 

are becoming vital for implementation due to poor 

understanding of human resource management by 

the employees.  Therefore, it is necessary to know 

the meaning of the term “human resource 

management”. It is not simply a new jargon to 

describe personnel management. It represents a 

new model of management with different value 

system, for others. It remains an exclusive 

concept, elastic and ambiguous.  However, there is 

a pressing need for empirical research that 

addresses the contributions that HRM makes to a 
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firm’s utility to accept risk, be innovative and be 

proactive. 

II. OBJECTIVE 

1. To reveal the profile of the textile units and its 

employees; 

2. To exhibit the existence of HRM systems at 

textile units; 

3. To examine the rate of implementation of 

HRM practices at the textile units; 

4. To evaluate the HRM systems Existence of 

HRM systems at SMEs and existence of sub-

system at the textile mills 

Research methodology 

Research methodology is the way of 

scientifically and systematically, solving the 

problem.   It exhibits the plan of a research 

process which will be carried out during the 

period of the research.    It includes research 

design, collection of data and limitations. 

Research design 

A research design is a master plan 

specifying the methods and procedures for 

collecting and analysing the needed information.   

It is a framework or blue- print that plans the 

action for the research project.   The present study 

has made an attempt to describe the background of 

the employees, their view on the existence of 

HRM systems the implementation of human 

resource management practices and its 

consequences, it is descriptive in nature. Apart 

from this, the present study has its own objectives 

and structured methodology to fulfil its which is 

descriptive in nature 

Collection of data 

Both primary and secondary data were 

used in the present study. The secondary  data  

were  collected  from  records  of  District  

Industrial  Centre, Kanchipuram  and  the  primary  

data  were  collected  with  the  help  of  

structured interview schedule  

Limitations of the study  

1. The  data  were  collected  from  female  

employees  because  more number  of  female  

employees  are  working  in  these  spinning  

and textile mills at Kanchipuram District. 

2. The  existence  of  HRM  systems  and  

implementation  of  HRM practices included 

in the present study is limited on the basis of 

the view of experts in this field; 

3. Since the rate of existence of HRM 

system implementation and consequences of 

HRM practices are measured as per the view 

of the employees, it may be subjected to the 

limitation of memory bias 

Existence of HRM systems at SMEs 

HRM Systems Mean scores in 
‘t’ 

statistics 

 
SMs TMs 

 

Career system    

Recruitment 2.6728 3.5372 -2.4546* 

Potential assessment 2.0283 3.0283 -2.9082* 

Career development 2.4738 3.2384 -3.1178* 

Work system    

Role analysis 2.5884 3.1108 -2.8089* 

Contextual analysis 2.4081 2.9676 -1.9969* 

Performance 

appraisal system 
2.6126 3.2997 -2.0445* 

Development 

system 
   

Learning and 

training 
2.7334 3.3084 -2.3865* 

Guidance and 

development 
2.4887 2.9676 -2.4084* 

Other mechanisms 

of development 
2.3896 2.8084 -2.3891* 

*Significant at 5% level  

The highly existing variables in career 

sub system at SMs are recruitment and potential 

assessment since their mean scores are 2.6728 

and 2.4738 respectively. In the TMs, these are 

recruitment and career developments since their 

mean scores are 3.5372 and 3.2384 respectively. 

Regarding the existence of variables in career 

system, the significant difference between the SMs 

and TMs has been noticed in the case of all 

3 variables since the irrespective “t” statistics are 

significant at five per cent level. 



Emperor International Journal of Finance and Management Research ISSN: 2395-5929 

Mayas Publication                    IFS-1.14 | SJIF-2016-3.343 | SJIF-2017-4.253 | ISI-0.67 Page 55 

 

The highly existing variables in work 

system at SMs are performance appraisal and role 

analysis, since their mean scores are 2.6126 

and 2.5884 respectively. In the case of TMs, 

these are also the same but with the mean 

scores of 3.2997 and 3.1108. Regarding the 

development system, the highly existing variables 

in SMs and TMs are learning and training since 

their mean scores are 2.7334 and 3.3084 

respectively. The significant difference between 

the SMs and TMs has been noticed in the existence 

of all variables in the above said two sub system. 

Table 2The existence of sub-system at the textile mills 

 

Sl. 

No. 

 

HRM Systems 

 

Mean scores in 

 

‘t’ 

statistics 

  
SMs TMs 

 

IV 
Self-renewal 

system 
   

1. Role efficiency 2.3928 2.7382 -2.5263* 

2. 
Organizational 

development 
2.5883 2.8273 -2.3721* 

3. Action research 2.2838 2.4739 -2.2378* 

V HRD system    

1. HRD climate 2.5849 3.0238 -2.2838* 

2. 
Organizational 

values 
2.7382 3.1928 -2.5949* 

3. 
Quality 

orientation 
2.3828 3.0192 -2.4737* 

4. 
Reward 

recognition 
2.4838 3.0928 -2.7849* 

VI Control system    

1. 
Behaviour 

control 
2.3823 2.8392 -2.6723* 

2. Output control 2.3849 2.8394 -2.5940* 

3. Input control 2.4839 2.8293 -2.2839* 

*Significant at 5% level  

The highly existing variable in self-

renewal system at SMs and TMs is the 

organizational development since their mean scores 

are 2.5883 and 2.8273 respectively. In the case of 

HRD system, this variable is organizational values 

since their mean scores are 2.7382 and 3.1928 

respectively. In the case of control system, it is 

input control, since its mean scores are 2.4839 and 

2.8293 respectively. Regarding the existence of 

variables in self-renewal, HRD and control system, 

the significant difference between the SMs and 

MEs has been noticed since their respective “t” 

statistics are significant at five per cent level. 

III. CONCLUSION 

The study concludes asserting that the 

rate of implementation of HRM practices at the 

textile mills are higher than in the spinning mills. 

The various consequences of the implementation of 

HRM practices are also higher in textile mills than 

in spinning mills. The level of existence of the 

HRM system and its components are also higher 

in textile mills than that in spinning mills. The 

significantly influencing important HRM system 

on the various consequences of HRM practices at 

the textile units are career, work development and 

HRD system. Similarly, the significantly 

influencing important HRM practices on the 

various consequences of HRM practices are 

human resource planning, supervisor support, 

employer-employee relationship and human 

resource development practices. The rate of impact 

is higher at textile mills than at spinning mills. The 

result of direct effect of HRM practices on unit 

performance at the textile units is lesser than its 

indirect effect especially through job satisfaction.  

Hence, the textile units are advised to design 

their HRM practices in order to enrich their job 

satisfaction among their employees and then their 

organizational performance 

IV. REFERENCE 

1) Anjali Ghanekar: Human Resource 

Management  

2) BO WEI: The Human Resources Managerial 

Problems of Medium and Small Private 

Companies in China, Case study on Unique 

Clothing Company.  

3) C.Rajendra Kumar. (2008): Research 

Methodology, New Delhi, APH Publishing 

Corporation.  

4) Directorate of Economics & Statistics: 

Economic Survey of Maharashtra 2009-10  



Emperor International Journal of Finance and Management Research ISSN: 2395-5929 

Mayas Publication                    IFS-1.14 | SJIF-2016-3.343 | SJIF-2017-4.253 | ISI-0.67 Page 56 

 

5) Dolle. B.M. (1992). A study of Socio 

Economic Problems of Power loom industry in 

Malegaon, (Unpublished Ph.D. thesis) 

University of Pune, Pune  

6) Jitendra S. B. (2009). New Delhi: Assessing 

the Prospects of India’s Textile and  Clothing 

Sector., National Council of Applied 

Economic Research  

7) P.S. Mohana Kumar.: (1997). Cotton Textile 

Industry. New Delhi, Reliance Publishing 

House. p.197 


	0.index (1) new2.pdf (p.1-7)
	9.52-56--ASWINI.pdf (p.8-12)

