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ABSTRACT

This study is in the light of the liberal globaldian economy that has led to a competitive envimmin a
changing scenario of the global business envirommwith a highly competitive market economy, the HRkctices and
organisation culture will provide an edge to anamigation. This study is an attempt to understaedceffect of the HRM
practices and organization culture on managerfacg¥eness in public sector organisations in Indiais study revealed
that the HRM practices and organisational cultweestrong predictors of the managerial effectiverefghe public sector

organisations surveyed.
KEYWORDS: Human Resource Management, Organisation Cultureplylerial Effectiveness

INTRODUCTION

Indian organisations are moving from the primanlanned economic system to the market oriented one.
Particularly developing and transitional econongeantry like India also frequently are in an unpc&ble, pitiable and
social situation that makes interactions with tlegivironment very few peculiar and often frustrgtiet the developing
economy countries are bound to be increasingly apb because of their potential market as thermsaterial sources of
production and as the strategic regional centrethfoexpansion in other areas. Even so, multinatienterprises entering
into the Indian market pose new challenges to tinetfoning of Indian organisations and their imations on the various

internal HR functions are quite intricate.

This study was conducted at a time, when Indiamisgtions are facing a very different competigeenario as
compared to the past and also different from thesld@ed and transitional economies. Although eueorgy the BRIC
countries, the World Bank (2001) has placed Indiim@ with Brazil, Russia and China, and Indian oigations are no
lower placed than any of the BRIC nations. Indiagenisations are working better than most of thestiping economies
and are working in an environment that has undexgoseries of important structural changes, inolyidie liberalization
of markets and the growing use of the informatioyd a&ommunication technologies. Teece (1998) noted the
organisations are facing competition from the MNCthe new liberal and global economy in domestickets. The
competition was in terms of reduced costs, imprayeality products with a better service. These mmrent constraints
place a higher pressure on managers. More oftanrbathese concerns were looming large on theztwsi of Indian

organisations.
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Drucker (1967) says that effectiveness is the fatind of success whereas efficiency is the mininmomdition
for survival after success. Effectiveness is doihg right things. The question of effectivenesscismcerned with
.performance “which means the “execution of an adttie manager is expected to get the right thirmgsedand it is
simply saying that he/she is expected to be effeciDrucker 1967). Today, the knowledge workerstheecentral reality
of an organisation. The majority of people, who éndeen schooled to use the knowledge theory ancepbmather than
the physical force or manual skill, work in an argation and are effective in only so far as they make a contribution

to the organisation. Managerial Effectiveness aatonger be neglected.

There has been a growing interest in the degreehioh human resource systems contribute to thet@féness
of organisation. Pfeffer (1994, 1998) argued the success in competitive markets depends leshi@radvantages
associated with the economies of scale technolpgients, and access to capital and more on inmoyaspeed and
adaptability. He further argued that these souofempetitive advantages are largely derived floman resources of

the organisation.

This study is an attempt to show the impact ofHiRM practices on managerial effectiveness whenrosgéion
culture is included as an intervening variable.r€rere very few research evidences when such atteaspbeen made to

find the relationship between the HRM practices arghnisation culture on managerial effectivendsbaorganisation.

OBJECTIVES OF THE STUDY

e To examine the impact of the HRM practices reprieskrby planning, recruitment, selection, perforneanc
evaluation, training and development, career mamagé and rewards and organisation culture repredeny
self realisation, status enhancement, and socimaaic support on managerial effectiveness in pubdictor
organisations.

Sample
The sample consisted of 119 respondents workimgydrorganisations belonging to public sector.
Organisation ANl — 68)
Organisation BNl — 51)

At the time of the selection of the companies,vedire profit-making organisations. Two were publecter
organisations. The sample size consisted of exauiin various positions (right from the start ke ttop positions).
The data were collected personally by the reseaahe also by mail using the non-probability incitié sampling with
an assurance that the information obtained woul@dpt confidential. The sample size was obtaineélbmanagement
levels, but most respondents were from the midelell management, with an assumption that they wpokkess an

accurate and comprehensive perception of the HRtioes employed.

The sample includes all departments, such as ptiodyenarketing, finance, HRM etc. The sole purposéhis
sampling was to get an honest picture of the HRat{ixes of the organisation.

Organisations under Study
Organisation A

A was established in 1975 and is India’s largesd #re world’s sixth largest power generating conypan

Impact Factor (JCC): 4.9135 Index Copernicus Value (ICV): 3.0



Impact of the HRM Practices and Organisation Culture on Managerial Effectiveness in Public Sector Orgasations in India 57

It discusses the framework for the human resouremagement in the company and the way it is linketh \the
company’s overall corporate strategy. Practicesl ase relating to the recruitment, employee trajramd development,
mentoring, comprehensive benefits and work-lifeabak. The organisation A has established a cultiréiigh
performance, making the company the second mostiexff power generator in the world. It also expbothe payoff

arising from a good human resource managemeneasis¢he organisation’s performance.

At the heart of the organisation A’s success, tlierethe commitment to build up a strong in-hotesghnical and
managerial capability through a series of needdé&séning and development programs. The main fadukis progress
has been to sharpen the technical skills and refim¢egic abilities that are required to evolvprapriate responses to the
organisation’s needs in the competitive scenarierging in the power sector. The human resourceypbias been closely
aligned to its corporate vision of becoming onehaf world’s best power utilities. Its HR vision wimsmulated with the
aim of “enabling the employees to become a familgammitted world class professionals thus makimg ¢company a

learning organisation”. Lev and Schwartz economiclet has been employed for the evaluation of huasaets.
Organisation B

This is one of the largest public enterprises ididnwith project sites spread all over India ansbadbroad to

provide prompt and effective services to custon@rsas grown up to become the India’s leading eggimg company.

The most prized asset of the organisation B ishithly skilled and committed 42 600 employees. Fver
employee is given an equal opportunity to develwpsklf/herself and to grow in his/her career. Thatimuous training
and retraining, career planning, a strong workureliand the participative style of management hlaatevolved over the
years. The Human Resource Development Instituteosimer training institutes of the organisation higlkeeping their
skills updated but also in adding new skills whequired. B is reducing its workforce with a humand. This gives the

employees a tremendous amount of security anddaiththe climate of work culture in the organisatio
Techniques of Data Collection

The questionnaire consists of 103 items, which naegdl (1) HRD practices of the organisation cossist

69 items, (2) Organisation Culture consists oft2ins (3) Managerial effectiveness consists of &3t
Measure of Human Resource Management Practices

For the purpose of measuring the Human ResourcelDgwent practices, the questionnaire developegulith
Gorden (1986) was used. This questionnaire waslajex@ on the basis of questions asked by Gordeis.duestionnaire

was standardized and its spilt half reliability veadculated to be 0.81.
The HRM practices questionnaire consisted of 6@stencluding the following variables:
Measure of Organisation Culture

The questionnaire used for measuring organisatittare was developed by Super and Neivell (1986) ased
by Sinha (1987) for Indian Organisations. The itamshe questionnaire belonged to four super-otdirfactors, which

are:

» Self-Realisationconsisting of the values of ability utilisation,héevement, advancement, aesthetics, personal

development, and peace.
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» Status Enhancementonsisting of the values of altruism, authorityygibal activity, and prestige.
e Sulpitic Valuesconsisting of the values of autonomy, creativifg tyles, risk taking, and variety.

» Socio-Economic Supportconsisting of the values of economics, social ad8on, social relationships, working

conditions, comforts, and tendency.
Managerial Effectiveness
It was measured using a scale developed by HA9RS).
The items were scored on 5-point scale with thpaese categories being:

1 — Strongly disagree

2 — Disagree
3 — undecided
4 — Agree

5 — Strongly agree
THE MODEL

This study used the moderated or interactive matiip model to study the impact of the HRM pragion
organisation culture. This model further analydesl impact of the HRM practices and organisatiotucelon managerial
effectiveness. This model implies that the moderatr interaction could be said to exist if theuras from one practice
(e.g. HRMP) varied across the other practice (erganisation culture) at all levels. This meang th& managerial
effectiveness is jointly determined by the intei@ttof the predictor (e.g. HRMP) and moderator .(@rganisation

culture) variables. The presence of interactiosigblished if the cross product coefficient d#feignificantly from zero.
Specifying the above function in a linear form, knaere

ME = o + BHRMP +y0OC+€, 1)

Whereu is the intercept coefficient arfidandy are slope coefficients ar&t is the error term.

The variable human resource development practldBMP) has been defined and measured in terms: ipignn
(PL), selection (SL), recruitment (RC), performams@luation (PE), training and development (TDyeea management
(CM), rewards (RW) i.e.

HRMP=f (PL, RC, SL, PE, TD, CM, RW) )

The variable organisation culture (OC) dependshenvariables such as self-realisation (SR), stimncement

(SE), sulphitic values (SV), socio- economic supgs8ES) i.e.
OC=f (SR, SE, SV, SES 3)

Equation 1 explains th@ reflected that the trends of change in ME (marabeffectiveness) with changes in
the HRDP at each level of OC, ayideflected the trends of change in ME with charige8C at each level of the HRDP.

Impact Factor (JCC): 4.9135 Index Copernicus Value (ICV): 3.0



Impact of the HRM Practices and Organisation Culture on Managerial Effectiveness in Public Sector Orgasations in India 59

RESULTS AND DISCUSSIONS

This study investigated the contribution of the HRactices and organisation culture to managerial
effectiveness using the stepwise regression asalydiese independent variables (HRM practices arghrisation
Culture) account for more than 65% of varianceha public sector organisations, where managerfactfeness is a
dependent variable. In the largely theoreticakditere and conventional wisdom among human resoprofessionals,
there is a growing consensus that the HRM polieiad practices provide a significant contribution n@anagerial

effectiveness. This study provides broad evidencipport of these assertions (Table 1).

Training and development was found to be a sigmificoredictor of managerial effectiveness in pubkctor
organisations. The core competence of any orgamiseg the individual and collective learning of @le people. In view
of the importance of training and development, i federal government lately invested hundreds itifoms dollars,
encouraging training partnerships between the gornent and private sector (Del Valle 1993). The akge training
programmes were launched, in which organisatiostesyatically attempt to develop the skills of thtejp managers either
by bringing in outside experts to train them in-b@uor by sending people to specialized prograorgjucted by colleges
and universities (O’Reilly 1993). Such programs makanagers to be effective leaders in the rapidanging business

environment and organisational change.

Table 1: Predicting Managerial Effectiveness for Phlic Sector N = 119) Dependent Variable: Managerial

Effectiveness
Variables R2 AR2 R? F b* p*

1, | Iraining & 43 0.00 0.42 87.84 0.62 0.47

Development
2. Self Realisation 0.56 0.13 0.56 74.47 0.3 0.21
3. Career Management 0.60 0.04 0.59 58.63 0.34 0.29
4. | Socio Economic 0.65 0.05 0.64 52.27 0.59 0.24

Support

P < 0.01; *as shown in the last equation
ME =—6.18 + 0.62 TD +0.33 SR+ 0.35 CM +0.59 SES
T-value= (-1.73) (6.45) (3.04) (4.39) (3.71)
R*=0.64 F=52.27 P<0.01
P<0.01

Training and development can help managers byinffeghem the opportunities to develop their owrlitis for
a closer involvement in managerial affairs (Kani®84). Managers will need to learn how to disclesel share
information, possibly through a formal consultatmmcommunication networks. In the knowledge ecoynattme learning
organisation alone will survive. For that in inchgits abilities to learn, create, codify and e¢ilknowledge faster than its
rival — and quicker than the environment changes.dwly will the global market reward learning haachely, it will also
severely punish the lack of learning (Athreya 19R&ndwala 1996). In learning organisations, peaplatinually expand
their capacity to create the results they trulyirdesThe new and expensive patterns of thinking rargured and the
collective aspiration is set free. People are cwomatly learning to see the whole organisation togetSenge 1990).

Executives are learning-oriented and considerdzktone of the key competences for managerial éféetss.
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Managers of the public sector organisations strongiderlined the self-realisation (one of the Malea of
organisation culture) as one of the most signifigamerequisites of managerial effectiveness. Whilganisations find
themselves in the worldwide competition, most oé timdividuals are striving for achievement, abilityilisation,
advancement, aesthetics, personal developmentpaack of mind. The realisation or anticipation edlisation of the
values has resulted in a better performance. S{hB80) felt that these values held the highest eghens by the
managers of different organisations in India. Setflisation encouraged people to satisfy theireaament needs in the

work situation.

Such findings provide support to the idea that readconomies have the inevitable consequencesndériag
organisations competitive. Newman (1972) predithed the Western work relationship is likely to appto a great extent
in Indian organisations as well. That is, employeethe organisation are likely to become achiewemeriented. That
means the struggle for survival where no one ctorcfo ignore an opportunity to get the optimuraulés. As one moves

higher up in the hierarchical ladder in an orgaiisea the individualistic orientation becomes styen

The managerial style of top management has theehfedlf’ effect, where work values are passed fromtoss to
the subordinate down through the hierarchy andeéates the culture in the organisation. Self-ratib® can be used to
manage the motivation of employees. Managerialcéffeness can be increased by the increased sdibaton that
satisfies the individuals needs while channellihgirt behaviour toward the organisational goalshe public sector

organisations.

In the public sector organisations several isslies,salary, are determined by the governmentpfedld by job
security and soft work culture. Organisations wptg to the service of the national development. aAsesult, the
organisation‘'s social justice and welfare consitlens had an edge over the organisational goalsthism era of
liberalization, the public sector organisationsftelli their goal from welfare considerations to frohaximization.
The respondents in public sector organisationsvareking in an environment experiencing a tremendao®unt of
change around them, thereby realising that theos@tionomic support will provide them with an amibahstability and
the sense of security in the dynamic changing emdmcenvironment. Socio-economic support has an anpm

managerial effectiveness.
CONCLUSIONS

The present study was based on the framework hieatiRM practices shape the pattern of interactimiseen
and among the managers and employees. Furtheorghaisations generally organise human resourcgtipea that are
consistent with their organisation culture (Ostert887). This study clearly indicates that the HRiMgbices along with

organisation culture play a significant role anéetf the managerial effectiveness of the orgardrati

Training and development, self-realisation, careggnagement and socio-economic support were strong
prerequisite of managerial effectiveness in thelipiector organisations. The findings of this stade indeed significant
for the HRpractitioners. However, these resultsncaibe generalized considering the size of the farbpt they show a

definite direction.

Human resource management practices are a potgpiaterful lever for shaping the culture of thganisation

and along with the organisation culture; they astrang predictors of managerial effectiveness.
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