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Abstract:  HR practices provide an organization with a mechanism to manage risk by staying up to date with 
current trends in employment principles and legislation. The practicing  policies must be framed in a manner 

that the companies vision & the human resource serving the company to achieve it or work towards it are at all 

levels benefited and at the same time not deviated from their main objective. Each company has a different set of 

conditions, and so develops an individual set of human resource policies. Over the years of my own experience 

in corporate sector, it was noticed that organization can reach certain level without policies and procedures but 

as it grows big it requires well laid down structure, policies and procedures for its execution or it falls down. It 

is a general belief that those organizations which have well laid HRM Practices can better meet the competitive 

environment than those organizations having weak HRM practices. In this study, focus is on studying and 

analyzing the role of HRM practices on the growth and development of the organization. Its main purpose is 

identifying the prevailing HRM practices and then analyzes the effectiveness of these practices in Textile sector 

in Karur District. For reaching our goal we have collected information regarding HRM practice in 60 Textile 

industries considering variables namely Manpower planning, Staffing practices, Training and career 
development, Performance Appraisal, compensation and Incentive, Unionization, team work, Employee 

participation and Working conditions which form exclusive part in measuring the prevailing HRM practices. 

After this we were able to analyze the HRM variables in Textile sector. 
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I. INTRODUCTION 
HRM practices as a system that attracts, develops, motivates, and retains employees to ensure the 

effective implementation and the survival of the organization and its members. Besides, HRM practices is also 

conceptualized as a set of internally consistent policies and practices designed and implemented to ensure that a 

firm’s human capital contribute to the achievement of its business objectives viewed HRM practices a set of 

practices used by organization to manage human resources through facilitating the development of competencies 
that are firm specific, produce complex social relation and generate organization knowledge to sustain 

competitive advantage. Thus, HRM practices relate to specific practices, formal policies, and philosophies that 

are designed to attract, develop, motivate, and retain employees who ensure the effective functioning and 

survival of the organization. 

Planning about the quantity of people required at a particular time, day, week, and month or for a 

particular new project is crucial for the attaining the planned target of the organization and thereby judging the 

organization’s performance for a particular day, week month or year. Effective deployment of people available 

is possible only when the organization has well laid, combination of, continuous and consistent use of HRM 

practices. 

Training and development activities refers to teaching and learning activities directed at helping 

employees acquire and apply knowledge, skills, abilities, attitudes and capacities needed by a particular job, to 

meet its current and future needs .So, when employees and workers are provided with continuous and consistent 
training and development opportunities ,they will be able to establish sound relationship with their work ,which 

will prevent suboptimal performance and ever increasing gap between planning and implementation of projects 

thus increasing job productivity and performance of organization. 

Performance appraisal is the formal process of assessing the employee’s performance and also a 

systematic procedure which is adopted in an organization to evaluate the strength and weakness of employees, 

with respect to his job requirement and his potential for development, with a forward look towards future needs 

of organization. Thus reinforcing the faith in the employee that his effort will lead to satisfactory performance 

and satisfactory performance will lead to rewards. So, when performance and reward criteria are directly related 

with achieving the objective of the organization, then it suggests that effective performance management system 

linked with well defined compensation and incentive processes, practices and procedures can be used as HRM 

tool to improve the organization’s performance. 
Organizational growth has the potential to provide small businesses with a myriad of benefits, 

including things like greater efficiencies from economies of scale, increased power, a greater ability to withstand 

market fluctuations, an increased survival rate, greater profits, and increased prestige for organizational 
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members. Many small firms desire growth because it is seen generally as a sign of success, progress. 

Organizational growth is, in fact, used as one indicator of effectiveness for small businesses and is a 

fundamental concern of many practicing managers. 

Organizational growth, however, means different things to different organizations. There are many 

parameters a company may use to measure its growth. Since the ultimate goal of most companies is profitability, 

most companies will measure their growth in terms of net profit, revenue, and other financial data. Other 
business owners may use one of the following criteria for assessing their growth: sales, number of employees, 

physical expansion, success of a product line, or increased market share. Ultimately, success and growth will be 

gauged by how well a firm does relative to the goals it has set for itself. 

Organizational growth, then, may well require as much planning, effort, and work as did starting a company in 

the first place. Small business owners face a dizzying array of organizational elements that have to be revised 

during a period of growth. Maintaining effective methods of communications with and between employees and 

departments, for example, become ever more important as the firm grows. Similarly, good human resource 

management practices—from hiring to training to empowerment—have to be implemented and maintained. 

Establishing and improving standard practices is often a key element of organizational growth as well. Indeed, a 

small business that undergoes a significant burst of growth will find its operations transformed in any number of 

ways. And often, it will be the owner's advance planning and management skills that will determine whether 

that growth is sustained, or whether internal constraints rein in that growth prematurely. 

 

II. RESEARCH DESIGN 
This study is descriptive type and cross sectional in nature. Secondary data will be used to identify the 

variables of interest related to Human resource practices. 

Population, Sample unit, Sample size 

A total of 60 Textile industries were contacted to find out their HRM practices in Karur District, 

Tamilnadu. 

Sampling technique & Data Type 

Non-probability sampling using Convenient and Purposive sampling is used to collect primary data 
from the respondents. 

Data Collection tools 

Structured questionnaire is prepared on the basis of Literature review for the collection of primary data. 

It contains mainly closed objective type questions. The respondents are the HR Managers from these companies 

who has to choose one value at the expense of other in a forced choice method.  We have used Linkert five point 

scale method which ranges from Strongly Disagree (1) to Strongly Agree (5) for preparation of our 

questionnaire. Face to face interview is also used to collect data from the respondents.  

Data Analysis tool  

1. The collected data is coded and tabulated in the MS-Excel sheet. 

2. We have used SPSS software for further analysis of data. 

3. Reliability of the data collected will be assessed by applying the Cronbach Alpha method. 
4. Chi square test is used to test the difference between observed and theoretical frequency for each 

possible outcome and as a test of goodness of fit and as a test of independence. 

 

III. RESULT AND DISCUSSION 
The present study is an attempt to identify the various HRM functions which are practiced in the 

Textile industries of Madhya Pradesh .Further we have analyzed  the effectiveness of these HRM  practices on 

growth and development of Textile industries in Karur District, Tamilnadu. We took eight hypotheses to prove 

the results, in this study. 

In Table-1, Cronbach Alpha reliability test is clearly presented. We have included 49 HRM variables in 
this study and to test the reliability of all 49 variables, we have conducted Cronbach Alpha reliability test using 

SPSS software. We found that the variables qualify at 89.9% Cronbach Alpha Reliability test. 

Table1: Case Processing Summary 

CASES 

 N % 

VALID 60 100.00 

EXCLUDED 0 .0 

TOTAL 60 100.0 

Reliability Statistics 

CRONBACH’S ALPHA NO. OF ITEMS 

.899 49 

In Table-2,Chi square test is applied and the eight prime human resource management practices 
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namely manpower planning practices, Staffing practices, Training and career development practices, 

Performance Appraisal practices, Compensation and Incentive practices, Unionization practices, Team work and 

Employee participation practices, Working condition and related practices where checked as a test of goodness 

to fit and as a test of independence. 

Table2: Chi Square Test 

Manpower planning and staffing process 

 OBSERVED N EXPECTED N RESIDUAL 

2.00 8 15.0 -7.0 

3.00 22 15.0 7.0 

4.00 19 15.0 4.0 

5.0 11 15.0 -4.0 

TOTAL 60 

Training and career development practices 

 OBSERVED N EXPECTED N RESIDUAL 

2.00 1 15.0 -14.0 

3.00 7 15.0 -8.0 

4.00 31 15.0 16.0 

5.0 21 15.0 6.0 

TOTAL 60 

Performance Appraisal practices, Compensation and Incentive practices 

 OBSERVED N EXPECTED N RESIDUAL 

2.00 1 15.0 -14.0 

3.00 7 15.0 -8.0 

4.00 31 15.0 16.0 

5.0 21 15.0 6.0 

TOTAL 60 

Unionization Team work and Employee participation practices 

 OBSERVED N EXPECTED N RESIDUAL 

2.00 8 15.0 -7.0 

3.00 14 15.0 -1.0 

4.00 28 15.0 13.0 

5.0 10 15.0 -5.0 

TOTAL 60 

Working condition and related practices 

 OBSERVED N EXPECTED N RESIDUAL 

2.00 14 15.0 -1.0 

3.00 19 15.0 4.0 

4.00 15 15.0 -0 

5.0 12 15.0 -4.0 

TOTAL 60 

 

IV. CONCLUSION 
This study has come out with a clear inference that out of the five  main HRM practices four practices 

namely Manpower planning Training and development practices ,Performance appraisal , Compensation and 

incentive practices, Unionization practices, Team work & employee participation practices helps in achieving 

business objectives and therefore have positive effect on the growth and development of Textile industries .On 

the other hand, one practices namely working conditions and other related practices does not help in achieving 

business objectives and therefore have no effect on growth and development of textile industries in Karur 

District, Tamilnadu. 
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