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Abstract

HR policies provide an organization with a mechani® manage risk by staying up to date with

current trends in employment standards and legslal he policies must be framed in a manner that
the companies vision & the human resource helgiegcompany to achieve it or work towards it are
at all levels benefited and at the same time nefatied from their main objective. This study

therefore examines the contribution of Human reseyolicies i.e. Compensation policy, Welfare

Policy, Work life policy, Recruitment policy, Rewhrand recognition policy and Career growth

policy to their significance relationship with themployee job satisfaction in the Private

telecommunication service providers. Descriptiveesgch design is adopted for the study. One
hundred and fifty (150) respondents from privatedemmunication service providers were selected
to answer the questionnaire. The result showedttieae exists a significant relationship between th

human resource policies and the employee job aatish.

Keywords: Human resource policies, Compensation policy, ®elfPolicy, Work life policy,
Recruitment policy, Reward and recognition poli©greer growth policy, Environment created by
policies and employee job satisfaction.

Introduction

Indian telecom industry is growing at a great p&cdndia is expected to become a

manufacturing hub for telecom equipment. Indiaedem equipment manufacturing sector
is set to become one of the largest sectors glolalie to rising demand for a wide range
of telecom equipment, particularly in the area ahbite telecommunications, has provided
excellent opportunities to domestic and foreignesters in the manufacturing sector.

According to estimates of the World Bank, employmienthe telecommunications sector

has grown by 33 per cent since 1994, the higheswtgr among all the sectors in the

services industry. With more and more players @rgethe industry, the competition in the

industry in terms of attracting and retaining thestbtalent is also increasing. The

employment scenario in the telecom sector is vesyngsing. The telecom sector has a huge
demand for the trained and qualified engineers ater professionals specializing in

telecommunications.

OBJECTIVESOF THE STUDY
The objectives of the study are the following:-
@ To study the relationship between major influendignan resource policies of the
organization in employee satisfaction.
® To study the employee job satisfaction in employegsirding the human resource
policies.
® To study the work environment created by humanuesopolicies.
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JUSTIFICATION OF THE STUDY

Satisfaction with HR policies perceived by employgalay an important part in the
relationship between HR policies and employee hiemrsvTo determine the relationship
between HR policies and individual behavior as vasllorganizational performance prior
research mostly concentrated on the direct relglipnbetween these two variables. Many
organizations find a gap between their intendedpdities and the actual implementation
it is necessary to consider employees’ perceptifrice actual policies if we want to link
HR policies to employee satisfaction and outcorasployees differ in their personality,
gender, abilities, knowledge and needs. Becaudbi®fthey are likely to have different
attitudes towards the same HR policies. For exaniplaould be less rewarding for an
intrinsically motivated employee to receive an eased salary if he/she has a boring job.
This person would rather prefer horizontal or waitjob change to make the own job more
interesting or fulfilling. Intrinsic motivation coes from the individual performance on the
task itself, the use of skills, a sense of achiemnand work that is satisfying to do.
Whereas extrinsic motivation comes from rewardsidetthe job such as pay, security and
promotion possibilities. It is also found that m@e$ionals, managers and workers differ in
their reactions to HR policies such as reward Carsgtion policy, Welfare Policy,
Worklife policy, Recruitment policy, Reward and ogaition policy, Career growth policy
and Environment created by policies.

Hypotheses
Hypothesis is considered as the principle instrurreresearch. A hypothesis is a tentative
statement that proposes a possible explanatioone henomenon or event.
The relationship between the employee jobfsatisn and human resource policies:-
Hypothesis-1:
@ Null hypothesis (l):- Compensation policies in the organization awe positively
related to employee satisfaction.
@ Alternate hypothesis (jt- Compensation policies in the organization assifprely
related to employee satisfaction.
Hypothesis-2:
® Null hypothesis (k):- Welfare policies in the organization are nosiggely related
to employee satisfaction.
@ Alternate hypothesis (Ht- Welfare policies in the organization are posily
related to employee satisfaction.
Hypothesis-3:
@ Null hypothesis (B):- Worklife policies in the organization are nobgiively
related to employee satisfaction.
@ Alternate hypothesis (Ht- Wroklife policies in the organization are pogly
related to employee satisfaction.
Hypothesis-4:
® Null hypothesis (k):- Environment created by policies and procedurethie
organization is not positively related to emplogaésfaction.
@ Alternate hypothesis (ft- Environment created by policies and proceduar¢hie
organization is positively related to employeesattion.
Hypothesis-5:
@ Null hypothesis (k):- Recruitment policies in the organization ard¢ positively
related to employee satisfaction.
® Alternate hypothesis (Bt- Recruitment policies in the organization aresipeely
related to employee satisfaction.
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Hypothesis-6:
® Null hypothesis (B):- Reward and recognition policies in the organ@aare not
positively related to employee satisfaction.
@ Alternate hypothesis (§t- Reward and recognition policies in the orgatiaare
positively related to employee satisfaction.
Hypothesis-7:
@ Null hypothesis (lj):- Career growth policies in the organization ao¢ positively
related to employee satisfaction.
@ Alternate hypothesis (ht- Career growth policies in the organization positively
related to employee satisfaction.

Resear ch M ethodology
Resear ch Design- Descriptive Research Design.

Sample Size-150 employees
Research Tool- Questionnaire

Statistical Tool- Mean, Median, Mode, Standard Deviation and Cati@h.

150 employees were requested to fill the questisanThe employees were asked to rate
statements about questions in a likert scale fraim 3, where 1 means, strongly disagree;
and 5 indicates the strongly agreement with théestant. The employees found no
difficulty (as expected as the length of the questaire was small and questions were
straight forward based on Likert Scale) in respogdito the questions and also
acknowledged the questionnaire and its contents.

Descriptive Statisticsfor private telecommunication service providers

Descriptive statistics summarize quantitative data manageable and user-friendly way
and enable the researcher to obtain a holisticvaaerof the research data (Durrheim,
2002b; Kaplan & Saccuzzo, 2001). Descriptive diatisvere calculated for the sample, the
predictors and the criteria and are reported othig section. Descriptive statistics of data
collected is given below in table which reflectsitttmean value varies between variables
from 3.06 to 3.85, Standard error from 0.031 tc69,0Median from 3.00 to 3.92, Mode
from 2.80 to 4.14 and standard deviation from @d38.85.

Statistics
compensatio

n welfare wip pnp jobsat recruit reward career
N Valid 150 150 150 150 150 150 150 150
Mean 3.3707 3.3613 3.0667 3.7181 3.6733 3.8552 3.4522 3.6733
Std. Error of Mean 05765 .06943 .05979 .04052 .04523 .03181 .03795 .05203
Median 3.4000 3.0000 3.2000 3.8571 3.8333 3.9286 3.5000 3.5714
Mode 3.20 2.80 4.00 4.00 3.83 414 3.33 3.86
Std. Deviation .70602 .85033 73225 49624 55391 .38956 46477 63723
Minimum 2.20 1.80 1.80 2.29 217 2.57 217 2.57
Maximum 4.40 460 4.00 429 467 443 417 5.00

Table 1. Descriptive Statistics for private telarounication service providers.
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Correlation between variablesin for private telecommunication service providers

® The correlation between employee job satisfactioas wiound significantly
positively correlated with Compensation policiess 0.638(p<=0.01), Welfare
policies r=0.739(p<=0.01), Worklife policies r=00p<=0.01), Policies and
Procedures environment r=0.827(p<=0.01), Recruitrpeficies r=0.609(p<=0.01),
reward and recognitions policies r=0.814(p<=0.0tyl &areer growth policies
r=0.748(p<=0.01). This result indicates that thesactices can improve their
productivity and will improve their performance.

® The correlation between employee Policies and EiigeecEnvironment was found
significantly positively correlated with Comperisat policies r= 0.412(p<=0.01),
Welfare policies r=0.670(p<=0.01), Worklife polisie=0.509(p<=0.01), Employee
Job satisfaction r=0.827 (p<=0.01), Recruitmentqgoes r=0.357(p<=0.01), reward
and recognitions policies r=0.663(p<=0.01) and €aregrowth policies
r=0.606(p<=0.01).

® The correlation between employee Welfare policieas wound significantly
positively correlated with Compensation policies 0.364(p<=0.01), Worklife
policies r=0.296(p<=0.01), Policies and Procedungit®nment r=0.670(p<=0.01),
Employee Job satisfaction r=0.739 (p<=0.01), Re&cemt policies
r=0.268(p<=0.01), reward and recognitions poliaie8.513(p<=0.01) and Career
growth policies r=0.718(p<=0.01).

® The correlation between woklife policies was foustynificantly positively
correlated with Compensation policies r= 0.658@%8%), Welfare policies
r=0.296(p<=0.01), employee job satisfaction r=0(p&€0.01), Policies and
Procedures environment r=0.610(p<=0.01), Recruitmpelicies r=0.237(p<=0.01),
reward and recognitions policies r=0.608(p<=0.0hyl &areer growth policies
r=0.488(p<=0.01).

® The correlation between recruitment policies wagntb significantly positively
correlated with Compensation policies r= 0.289(@#8%), Welfare policies
r=0.268(p<=0.01), Worklife policies r=0.237(p<=0)pPolicies and Procedures
environment r=0.357(p<=0.01), employee job satitdac r=0.609(p<=0.01),
reward and recognitions policies r=0.555(p<=0.0hyl &areer growth policies
r=0.255(p<=0.01).

® The correlation between was found significantly ifhesly  correlated with
Compensation policies r= 0.364(p<=0.01), Welfaddicqes r=0.658(p<=0.01),
Worklife policies r=0.412(p<=0.01), Policies and oBedures environment
r=0.638(p<=0.01), employee job satisfaction r=0(p880.01), Recruitment
policies r=0.660(p<=0.01) and Career growth poficie0.532(p<=0.01).

® The correlation between career growth policies foasd significantly positively
correlated with Compensation policies r= 0.532(@®%), Welfare policies
r=0.718(p<=0.01), Worklife policies r=0.488(p<=0)0Policies and Procedures
environment r=0.606(p<=0.01), Employee job satisbac r=0.748(p<=0.01),
Recruitment policies r=0.255(p<=0.01) and rewardd amcognitions policies
r=0.660(p<=0.01).

® The correlation between reward and recognitioncpesi was found significantly
positively correlated with Compensation policies= 0.660(p<=0.01), Welfare
policies r=0.513(p<=0.01), Worklife policies r=0&p<=0.01), Policies and
Procedures environment r=0.663(p<=0.01), Employeeb | satisfaction
r=0.814(p<=0.01), Recruitment policies r=0.555(pL4) and Career Growth
policies r=0.660(p<=0.01).
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CONCLUSION

The results of this study move about the field omln resource management forward by
empirically viewing a link between employee satitifan and human resource policies like
Compensation policy, Welfare Policy, Worklife pglicRecruitment policy, Reward and

recognition policy, Career growth policy, Environrmiecreated by policies and employee
job satisfaction. Impact of human resource polidasemployee job satisfaction reflects
that human resource policies is in reality a fotiotlaof human resource practices and an
imperative management practice to develop competiidvantage. Altogether this study
makes an effort signifying a substantial positieatcibution by human resource policies in
employee job satisfaction by creating a positiveknanvironment.
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